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ABSTRACT
With over 58 different theories and approaches in the literature, leadership
studies and research show an important gap by not having a well-defined integrative
leadership theory. Through an in depth critical synthesis of seminal writings, an initial
construct is developed in the form of a leadership process which operates within a
leadership metamodel (i.e., a model of models).
These preliminary findings constitute an initial grounded theory. The metamodel
consist of: a person, in any context, delivering a leadership service, which draws upon a
leadership process, to capture relevant leadership capabilities, which is manifested
through a leadership archetype. The leadership process itself starts from a need,
conditions (knowledge, decision and action) are then set to deliver a leadership role
from which power (authority and influence) emerges, from which we learn (feedback)
and, continue to do so, until that need is fulfilled (partially or completely).
A core research experiment and two supplemental experiments further internally
validate this construct through an iterative-hermeneutic content analysis of over 2300
years’ worth of enduring influential occidental leadership concepts. Using sentences as
the main unit of analysis, the following research questions are answered: Do leadership
theories share a common set of characteristics?; How could those characteristics be
integrated? and; What data language would support the integration?.
Perhaps the single most important contribution of all this work has been to build
a solid foundation from which tools may be derived to aid current and future leaders in
further developing critical skills such as: self-knowledge; ability to adapt behavior based
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on any context; selecting best approach when engaging with others in the complex
leadership ecosystem. The leadership capability abstraction in this study provides a
vocabulary, analytical discipline, and formal mapping structure that can be useful to
address a wide variety of challenges that emerge on a regular basis for individuals
involved in different leadership situations. Other contributions of this research include:
articulating an integrated working theory; modelling the process of leadership focusing
on the inputs and; developing a detailed data language and metamodel offering
important potential for future education, serious gaming and new research opportunities.
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or ending point of the system.
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Decision Symbol: A decision or branching point. Lines
representing different decisions emerge from different
points of the diamond.
Input/Output Symbol: Represents material or information
entering or leaving the system
Preparation Symbol: Represents a set-up to another step in
the process.
Manual Loop Symbol: Indicates a sequence of commands
that will continue to repeat until stopped manually.
Display Symbol: Indicates a step that displays information.

1

Adapted from IBM Data Processing Techniques and Flowcharting Techniques, C-20-8152-20, 1969.
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Construct: an unverified and logically derived organization of information.
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many (e.g.: human anatomy – same anatomic reference model yet specifically expressed
in every human).
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CHAPTER I: STATEMENT OF THE PROBLEM
Much has been written about Leadership. As a matter of fact, a recent Google
books search, with the term “Leadership”, retrieved 54,400,000 results
(http://books.google.ca/books, October 2014). Leadership transcends age, gender,
religion, politics, context, geography, and it exists all the time somewhere around us and
sometimes within us. Leadership literature, popular and scientific alike, is abundant and
highly fragmented which indicates that much more likely remains to be written.
Leadership is a multidisciplinary affair which deserves the attention of
interdisciplinary studies. Religious, historical, organizational, psychological,
sociological, political, educational, economical, anthropological studies are only a few
examples of where leadership research is found. As you read on, social sciences
academic traditions will guide my work. Social sciences are primarily concerned about
relationships among individuals within society and leadership is primarily about people
interacting with each other in society.
Framing my Approach
An important underlying assumption must be declared to the reader as it forms
the premise for my investigation into this topic: “Leadership might be thought of as the
process that facilitates the achievement of societal objectives” (Wren, Hicks and Price,
2004, p. xv).
A process implies the notions of time and may be thought of as a journey rather
than a destination and therefore as something that is iterative as opposed to completed.
Leadership is also creative and complex and is more likely an art when practiced as
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opposed to strictly a science with theories that can be studied and then enacted step by
step to obtain repeatability in the results. Leadership occurs in a context, within
individuals that are informed by their past, current and anticipated environments, and it
is idiosyncratic in nature therefore particular to each of us. A process entails having a
series of actions that are directed toward a common aim or need such as, in the case of
leadership, those derived from societal objectives.
A second important underlying assumption of this work is that leaders can be
developed (e.g., constructed or assembled through information integration). As reported
in Avolio, Walumbwa and Weber (2009):
Preliminary evidence using a behavioral genetics approach has shown that
approximately 30% of the variation in leadership style and emergence was
accounted for by heritability; the remaining variation was attributed to
differences in environmental factors such as individuals having different role
models and early opportunities for leadership development… Relatively little
work has been done over the past 100 years to substantiate whether leadership
can actually be developed… One of the emerging areas of interest in leadership
research concerns the linkages between cognitive science and how leaders
perceive, decide, behave, and take action. For example, to develop leadership, it
is imperative that we examine how a leader’s self-concept and/or identity is
formed, changed, and influences behavior. (p. 425)
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Leadership Theory Evolution
Let’s now turn our attention to a first and very broad look at leadership theory
and its evolution through scholarly literature (Figure 1).
The study of Leadership takes root in the oldest written manifests by humankind.
It has been the topic of the best philosophical minds in pursuit of truth. Through
comprehensive and detailed analysis of human life, philosophy brought a kind of
systematic way of explaining its elements through rich discourse. This approach has
been recorded in writing from Antiquity to the late 1900s. It is what I call the
Philosophical approach to explaining the phenomenon of leadership. Topics as rich and
complex as why we associate, how we organize, what we believe in, what governs our
actions, how do we get to become wise and how do we learn, have all been detailed by
this academic approach.
Over time, leadership studies (as well as other topics), have moved from seeking
truths through philosophy to seeking facts through a more scientific approach – finding
the best approach to address a hypothesis in a systematic and experimental way so that
the results become specific and verifiable.
The 1900s were key early years for moving further away from discourse into a
controlled experiment academic mind-set. Social sciences academic traditions emerged
over time and leadership studies were soon attached to scientific management. This later
gave way to a series of theories succeeding each other, each likely trying to isolate even
more specific variables in order to explain the broad phenomenon of leadership.
Studying traits of a leader, better mapping of the behavior of the leader, mapping
decision making of the leader based on situations, gaining understanding of the
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transactions between leaders and followers that could eventually lead to transformation
of the follower into a leader were among the many types of studies conducted since the
1990s.

Today
(Isolated)
(Statistically significant)
(Specificity)
(Isolation)
(Variables)

Scientific approaches
1900’s
(Specific and verifiable)
(Experimental)
(Systematic)
(Best approach)
(Facts)

•
•
•
•

Gender and Leadership
Organizational Culture
Leader Substitutes
Role of Followers
•
•
•
•
•
•
•
•

Philosophical approaches
Antiquity to late 1900’s
(Rich but unverifiable)
(Discourse)
(Systemic)
(Comprehensive)
(Truth)

Cognitive approaches
Power approaches
Charismatic leadership
Transformational leadership
Contingency theory
Behavior theory
Trait theory
Scientific management

•
•
•
•
•
•

Education
Enlightenment
Social contract
Christianity
Society
Civil state

Figure 1. Leadership theory evolution.

Today’s (or more recent) approach is very much a continuation of those
scientific approaches and we continue to refine our experiments through elaborate
methodologies in order to isolate very specific variables to determine their statistical
significance in relation to this much misunderstood phenomenon. The role of gender in
leadership styles, the formation of a culture in leadership settings or the role of the
followers are some examples of the current approaches to studying leadership.
In Figure 1, the pyramid exemplifies this broad-based all-encompassing
philosophical approach toward a very specific, variable by variable, and scientific
approach to studying the phenomenon of leadership.
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Figure 2 exemplifies the complexities of the breadth of study and research of
leadership theories and approaches (Appendix C). Captured using Wren’s classification
approach in Goethals and Sorenson (2007), it is possible for me to identify additional
theories and approaches totaling at least 58. Given that leadership theories and
approaches cannot reasonably be broken down into completely distinct and discrete
elements, Figure 2 captures the main ones in the form of a table of compounds (i.e.,
grouping or mixture of elements). This table format illustrates many things:


Color coded clusters, of theories and approaches, based on their emphasis:
o Blue – (I) Contextual: emphasizes specific realities leaders must
contend with such as Globalization (e.g., culture, diversity and
distance).
o Red – (II) Individual: those theories and approaches that are more
focused on the person leading:
a. Traits: emphasizes personality characteristics of the person.
b. Behavior: emphasizes leader’s capabilities through styles.
c. Cognitive: emphasizes psychodynamics through motives;
personality; meaning; self and other psychological
dimensions.
o Purple – (III) Process: leadership is more focused on a series of
actions leading to an outcome:
a. Contingency: emphasizes situational approaches in the
process of leading others

5

b. Transactional: emphasizes exchanges between actors in the
process of leading.

Figure 2. Table of compounds representative of leadership theories and approaches.

o Orange – (IV) Normative: emphasizes approaches that affect beliefs
through morals and ethics. It is linked more closely to “II –
Individual” approaches and theories than it is to “III – Process” or “I
– Contextual” ones. This explains why, in Figure 2, Authentic
Leadership is closely located in the table to Behavior Theory and
Style Theory (see “II – Individual, B. Behavior”.


The Table gives a general sense of the proximity, and therefore distance,
between different theories and approaches. For example, Trait Theory (see

6

A. Trait) and Leadership Development (see C. Cognitive) approaches are
both person-based (see II – Individual) yet they are in opposition to each
other. One, Trait Theory, describes behavioral traits that are said to be
largely fixed. The other, Leadership Development Theory, proposes how to
develop skills in order to ensure that those behaviors are possible for any
leader. That explains why Leadership Development Theory is therefore
located closer to Cognitive approaches as well as closer to both Process (see
III – Process) and Normative (see IV – Normative).
For the most part, these theories and approaches are complementary in practice
much like a theory about an individual leader (i.e., Trait Theory) may not be completely
separated from that individual leader in a given context (i.e., Situational Theory) or, as
expressed in Wofford, Goodwin, and Whittington (1998), the possibility that both
transformational and transactional cognitive structures and processes exist in the same
leader's memory structure. These theories are more likely to be highly related with one
another but necessarily distinct for academic purposes (i.e., isolating them for the
purposes of furthering our common understanding). With such an important body of
knowledge having been developed over such a long period of time, it is nearly
impossible for any one person to grasp all this information. Researchers, including
Avolio et al. (2009) and Redeker et al. (2014), continue to believe that the field of
leadership is to evolve toward a more holistic, integrated or unified view of leadership.
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Need for an Integrative Theoretical Approach to Leadership
Early in my academic ventures, I was given the opportunity to produce an online
coaching experiment realized at Renaissance College (Winter 2008 session course
RCLP2024 – Leadership in Theory and Practice) with seven mature students working in
professional environments. This experiment was based on a four step procedure, with
pre-defined open-ended questions at each step, applied systematically, over a period of
eight calendar weeks by one instructor, individually and electronically with each student
for a given leadership situation (past, present or future) of their own choice. Based on
the documented results, class evaluations and discussions with students, conducted by a
separate instructor, indicated “extremely high satisfaction of students since the probing
questions and the sensitive facilitation of dialogues with students lead them to reflect
deeply, to push their thinking further, and to trigger exploratory application of new ideas
and behaviours in the students’ work and project environments” (UNB MPHIL6205
Assessment Form, 2008). It was at this point that I realized the potential for a more
robust approach than the one afforded by an incomplete and more intuitive model
(Couturier, 2007). These conversations dubbed “Leadership conversations” helped
form the basis for my inquiry into this topic.
Besides this obvious bias that comes from personal academic motivation to
create a meta-analysis to capture and explain an extensive body of knowledge, there are
several good reasons to further the study of the leadership phenomenon. For one, since
scientific inquisition into the phenomenon of leadership has parted with early traits
theory and moved more towards behavioral conceptualizations of leadership, the dictum
that “leaders are born, not made” has been largely discredited by many which leaves us
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with an obligation to better understand how leaders are thus made (Hollander, 1974;
Fiedler, 1972).
Despite the plethora of literature on the topic, I have perceived a gap in how
leadership emerges into a process. I posit that a more comprehensive and integrated
framework would make for increased and better reflections by current and future leaders
and would ultimately improve leadership development (Avolio, Walumbwa and Weber,
2009). Other researchers make a compelling argument for the current downfall of the
scientific approach to studying this phenomenon and recognize the need to be more
integrative:
Along with Rost, they [Marta Calas and Linda Smircich] point out the positivist
slant in much of the leadership research (particularly research on leadership in
psychology and business). According to Calas and Smircich, the “saga” of
leadership researchers is to find the Rosetta stone of leadership and break its
codes. They argue that because the research community believes that society
puts a premium on science, researchers’ attempts to break the Rosetta stone have
to be “scientific”. Hence the “scientists” keep breaking leadership into smaller
and smaller pieces until the main code has been lost and can’t be put back
together. (Ciulla, 1998, p. 308)
An equally good remark is that “Social scientists can be of greater value in
solving problems of organizational behavior if their prescriptive statements deal with the
complexities involved in the phenomena with which they study” (Vroom, 1973, p. 15).
My approach has been to create a simple and effective instrument, striking a balance
with the required comprehensiveness due to the complexity of the phenomenon of
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leadership, helping both existing leaders and potential ones, by further developing
critical skills such as:


self-knowledge (e.g., introspection through reflection);



ability to adapt behavior (e.g., decision making styles) based on context;



selecting best approach (e.g., within a given cultural reality) when engaging
with others.

I further pursue a framework that goes beyond the traditional political or
management audiences and would like to generalize it to any leadership situation in life
(Ciulla, 1998; Rost, 1991). Such a framework would not necessarily be prescriptive and
would enable both learning from past experiences and by imagining future leadership
scenarios. My search of the scientific literature has not yielded such an integrated and
comprehensive framework although many agree that it is required to help move the field
of leadership forward and that recent attempts have failed (e.g., Chemers (1997)).
Perhaps the most important failed trial is found in Goethals and Sorenson’s (2007) quest
for a grand theory, as stated by Kilburg and Donohue (2011):
It is a summary of the results of the deliberations of a group of scholars who
spent several years trying to create a general theory of leadership. In that
volume, for example, Wren (2006) presented what he called a periodic table of
leadership research in which 53 approaches to the study of the phenomena were
organized under five major headings—contextual, individual, process,
normative, and method. At the end of 5 years of individual and collective
deliberations, that panel of scholars decided that they could not agree on the
common elements of a general theory. Their decision to publish the volume of
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their collected papers as Wren stated, “was not (or, at least, not wholly) a
consequence of despair over the possibility of success… they are invitations to
further debate.” (p. 34)
In 2011, Roger Gill argued the need for a more integrated conceptual framework
for leadership by invoking similar arguments made by several researchers in the field
such as James MacGregor Burns, Edwin Locke, Frank Smith, Roseanne Foti and John
Miner. I am therefore encouraged to follow suit in attempting to build one and share it
with others.

11

CHAPTER II: CONCEPTS INFERRED FROM LITERATURE
Building on previous research of my own2 which was significantly revised for
the purposes of this dissertation, a summary of leadership concepts were inferred from
an in depth critical synthesis. The concepts were described by first answering the Who,
What, When and Where of leadership in philosophy and then; through the main
scientific approaches as they are found in the sample.
The source of information for this detailed review of literature was found in an
important collection of references gathered in The International Library of Leadership
(Wren, Hicks, and Price, 2004). In adopting this sampling approach, it should be noted
that the concepts that emerged were not exhaustive in at least two ways: they do not
necessarily cover the period between 2004 and 2013; they are based on seminal writings
that may not always reflect the evolution in thinking since their original publication (see
Methodology section for more details on the sample).
The concepts were derived from a theoretical review where I presented the
theories offered to explain the particular phenomenon of leadership and to compare
them in breadth, internal consistency, and the nature of their predictions. In producing
this theoretical review, I provided rich “descriptions of critical experiments already

2

[1] Unpublished work, realized as a partial requirement for the completion of the University of New

Brunswick Doctor in Philosophy (Interdisciplinary Studies) program, under the direction of professor
Robert D. Austin of Harvard Business School: Essay on Leadership: Philosophy, Anecdotes and Lessons,
IDST6203, March 2007 and; Essay on Leadership II: Scientific theories applied to a Conceptual
Framework, IDST6205, August 2007.
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conducted or suggested, as assessments of the theory is most powerful and consistent
with known relations, and sometimes reformulations or integrations or both of abstract
notions from different theories” (Cooper & Cooper, 1998, p. 13).
Too many concepts were encountered to properly identify, exemplify and fully
document them in the body of this dissertation and are available for reference in
appendices A and B along with their respective concept trees. The same concepts were
further detailed and captured into a tool explained in Appendix D which would enable
better manipulation of the information in later stages of the research.
Figure 3 illustrates the retained concepts from Appendix A which were derived
from the philosophical perspective. The concepts are based on seminal texts (by 24
authors ranging from Plato to Freud) found in the different leadership perspectives in the
first volume of Wren et al. (2004): legitimate leadership, ideal leadership, moral
leadership, challenge to authority and, follower status. Philosophic literature on the
phenomenon of leadership expressed truths such as: life is organized; we come to live
by specific terms in relation to each other; we embody a role entrusted through various
means.
After capturing concepts related to a philosophical perspective of leadership, I
then turned toward fact-based scientific inquiries to uncover the concepts they had
yielded over time. From surveying the literature on the principally recognized
conceptualization of leadership, expressed by key authors (51 authors) within seminal
papers (53 documents) in volumes two and three of The International Library of
Leadership (Wren et al., 2004), the retained concepts from the scientific perspective
found in Appendix B were captured and illustrated in Figure 4. That review consisted of
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leadership perspectives such as: management science; traits theory; behaviors;
contingency; transactional; transformational; charismatic; power; cognitive;
organizational culture; ethics, values and international.

Figure 3. Illustration of the concepts derived from the philosophical perspective.

As you will read next, the main concepts, together with some level of
explanation and inferences, have afforded me enough material to link scientific theories
with philosophical theories to yield the formation of an initial integrated leadership
construct.
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Figure 4. Illustration of the concepts derived from the scientific perspective.
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CHAPTER III: TOWARDS AN INTEGRATED THEORETICAL
CONSTRUCT
When stating the problem in the first section of this document and thereafter in
discussing the main theories, a real need was identified – to create a more holistic view
of leadership theory and research focusing on the entire process of leadership. In this
section, I have tried to answer that need by building a novel integrated theoretical
construct.
As per Ciulla (1998): “Leadership scholars do not need to have one definition of
leadership in order to understand each other, they just need to be clear about the values
and normative assumptions that lie behind the way that they go about researching
leadership” (p. 311). Many definitions of leadership account for both authority and
influence (Bass, 1990). However, this is only an outcome of a very complex process; a
black box that is often misunderstood when examined in detail (i.e., isolating specific
variables) while being easily and widely recognized by the population in general. I posit
that this paradox is perhaps best explained because we lack the guiding principles of
what constitutes not the end but the beginnings of leadership. These inputs are
determinants of the process that will eventually yield different levels of output (i.e.,
authority and influence).
The Inputs that Condition Leadership
The previous literature review in leadership philosophy led to the assessment in
Table 1 of 24 authors (ranging from Plato to Freud) and a constant emerged out of their
references to roles – the three roles in life that we all come to either occupy or be
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preoccupied with: Savior, Magistrate and Victim (Figure 5). This review, as found in
Appendix A, focused on the earlier years of the sample namely on writings under the
approaches of: Legitimate leadership, Ideal leadership, Moral leadership, Challenge to
authority and, Follower Status in Wren et al. (2004). The period covered by this review
is from 387 BCE to 1939. Although these three roles may not be top of mind for anyone,
it can be argued that they are part of what is called the Jungian collective unconscious
(Jung, 2006). These three roles are recognizable patterns part of the collective inherited
human experience and something inherently understood.
Table 1 Number of Role Occurrences by Leadership Theme

Theme

N
Authors

Savior-related

Magistrate-

Victim-related

related
Legitimate

4

9

5

6

Ideal

7

14

3

6

Moral

5

12

4

8

Challenge

5

8

1

10

Follower

3

3

2

2

Total

24

46

15

32

Through the evolution of theories over time, I observed that a Savior role (which
includes God, King, Tyrant and, Hero) was, in more modern times, more equated with
being a Leader and that the Magistrate role became synonymous with Judge and that in
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turn, Victim (which includes the terms “the” People and Indifferent) became
synonymous with Follower. It also became apparent that people have come to know that
they make choices for themselves (i.e., self-concept as per Rogers (1947)) about their
role and that by common will; they embody those choices to create a civil reality (Hegel,
1807/1910). However idealistic people project their lives to be or need to be, they can
only fall short of that image (Emerson, 1882). It is most likely in people’s minds that the
greatest wealth can be achieved and that is due to the enlightenment a person will get
from learning (Bowie, 2000). This clarity comes not to all but to those who choose to
see greater pain avoidance from seeking truth than pleasure from their current banal
situation (Duplessis-Mornay, 1579/1648; Arendt, 1951). A person is not a reflection of
society unless they choose to be (Hume, 1748/1882). In every case however, a person
reflects on society the perceptions of themself (Weber, 1947/1964; French & Raven,
1959). A person knows not with certainty what the end will be for each role they play
but it is up to each person to shape or to have shaped by others (Smircich & Morgan,
1982).

Figure 5. Traditional philosophical perspectives on leadership roles.
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Throughout my inquiry into these matters, I have come to understand that
leadership is a function of our selves in relation to three conditions; first that we know,
second that we decide and third that we act. I am inferring that: the Victim or Follower
within us needs to know why; the Magistrate or the Judge in us wants above all to
decide and that; the Savior or Leader present in all of us wants desperately (has a strong
propensity) to act. I further believe that it is only when all three are equally
conscientiously present within the mind that a person may come to balance their
leadership approach in life, regardless of the context of that life, to live it to our full
contentment and potential.
Once again Plato said it best: “Good philosophers will be distinguished by
quickness of understanding, good memory, courage, and generosity” (Plato, trans. 1941,
p. 67). We come to know (by understanding and through memory), we decide to engage
for the betterment of society (with generosity) and then, we act (with courage).
Aristotle reminds us that we play different roles and that together we form a
whole which is greater than the sum of its parts: “Supreme power ought to be lodged
with many... each person brings in his share of virtue and wisdom...” (Aristotle, trans.
1900, p. 17). As we come to play different roles, it takes wisdom and reasonableness
(knowledge), choice and courage (to decide) as well as tenacity (in action) (Hollander,
1974; Barber, 1984).
Some more recent studies in leadership, focusing on the cognitive processes, are
somewhat supportive of such philosophically-derived inferences. In Wofford and
Goodwin (1990), their model for “Feedback and Decision Choice” accounts for an
“information source” as a prerequisite for a “decision/choice” to be made and imply that
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their cognitive process modeling precedes an action and therefore the role a leader plays
(p. 604).
Building on this preliminary evidence, I am confident to say that: people choose
which part they want to play (or choose to lead) and how they want to influence the
whole at different times by playing different basic roles – Leader, Judge and, Follower –
based on those three essential conditions of leadership – Action, Decision and,
Knowledge.
As opposed to the philosophic approach to leadership from which I have inferred
the initial conditions (knowledge, decision, action) in becoming a leader, the scientific
approach has yielded much more specific and refined information (attributes,
characteristics, etc.) about the conceptualization of leadership roles and how they can be
specifically defined. Given the volume of information emanating from my systematic
review, I feel it is better to begin creating something in our minds that will capture a
construction that can help link all this information together. In the next section, I will
bring the underlying set of concepts found in the scientific approach into a cohesive
framework together with the philosophic concepts.
The Leadership Process
At the risk of being criticized for adopting an industrial-based approach to
analyze a phenomenon as complex as leadership (Rost, 1991), I feel it is nonetheless a
very useful way to capture the key, high level, elements of leadership but moreover, to
think innovatively about leadership. Several studies have been said to describe some
form of a leadership process (e.g., Yaakov, 1994; Mimbs, 2002; Slater, 2005, Pierce &
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Newstrom, 2006, Mavrinac, 2005; Hartog & Belschak, 2012) however, other than
Yaakov, who actually described a three-stage process which was not universally
accepted by the orchestra players (i.e., the followers of the conductor), most other
studies (specific to the education context) do not actually model a process. Authors use
the term “process” generically and no technical modelling is used to represent the
phenomenon studied. On the other hand, some researchers in other topic areas (e.g.,
Decision Making Process (Harrison, 1996), Motive Acquisition Process (McClelland,
1965) and, Self-Concept model (Marsh, 1990)) have used process models but most use
general drawing techniques (more like pictograms with circles and arrows) to help
visualize complex ideas.
In this document, I will be using a process flowchart oriented graphical
representation (see List of Symbols) for the leadership process (Figure 6); I position my
arguments outside the “black box” (i.e., the actual leadership “role” represented by a
square box in Figure 6) and focus more on the “inputs” to that process. After all, we all
have come to recognize the adage of “garbage-in garbage-out”. By acknowledging that
we come to play a different leadership role in many different situations based on some
key entrants (conditions) to the process, we may be in a better position to understand our
past and better plan our future desired outcomes (authority and influence) of leadership.
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Figure 6. The process of leadership.

The process logic that links each of the basic roles (Figure 6) to the conditions of
leadership is described below and captured under the caption of need, knowledge,
decision, action, role and, authority, influence and feedback.
Need
If we start from the premise that: “Leadership might be thought of as the process
that facilitates the achievement of societal objectives” (Wren et al., 2004, p. xv), it then
follows that the outcome of that process is to meet societal objectives. Furthermore,
those objectives are concrete attainments and therefore, it would make sense to posit
that: a "need", perceived or real, is recognized by someone as something required in
order to initiate the process of leading others toward a concrete attainment.
It seems that the entire leadership domain is about something required in order to
have success (however one defines success) or to achieve a desired outcome (like a
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personal goal or a societal objective). A need must therefore be something deemed to be
necessary and used to indicate that a course of action is desirable or necessary (Walzer,
1973; Barber, 1984; Ciulla, 1998). For example, it could be a need for personal safety or
a need for greater security in a community. The object herein is not to differentiate
between all types of needs (Maslow, 1948) and their importance in relation to one
another but to be inclusive enough that it can be the starting point of any action worth
taking in a leadership context. In this model, a need is as broad as one can define it
except maybe, that it is likely related to an end of meeting a societal objective and that it
is so, however personal the need might be perceived at the outset (e.g., a personal
need/want/aspiration to lead). Because we choose to live in association, a need is always
shared (to various degrees) if we are to have followers to a leader. However personal
one thinks the need is, more than one person must engage if anyone is to lead others and
therefore, a group is formed and a leader (or leaders) emerges. Therefore a need, or
something required, is something shared when in a leadership process.
Knowledge
We are not born with much knowledge of anything but we are able to choose to
learn about a great many things. We are free to learn, free to choose because we are the
masters of our own mind. Individual men and women have ultimate power based on the
knowledge and level of consciousness they choose to acquire, on the resulting decisions
they choose to make and of the actions they choose to undertake for a given purpose
(Russell, 1962). Such things as wisdom or enlightenment are not within the realm of the
possible unless one acquires the necessary knowledge most often gained through some
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form or another of learning (Kant, 1784/1970; Dewey, 1916/1922). In Figure 6, an
Input/Output symbol contains the word knowledge to indicate that it precedes other
conditions of defining the role a leader will play and is linked to the awareness of a need
requiring attention.
Decision, Indifference
A decision must be informed, and may be so at varying levels, in order to
mitigate risk (Calvin, c. 1536/1816; Vroom, 1973). It is by what we know or think we
know that we take decisions (Wofford & Goodwin, 1990). Those decisions may affect
us in many ways such as forming our culture, values and beliefs and they ultimately
affect our motives for actions thereafter. In Figure 6, what follows knowledge is a
decision to play a leadership role or another (i.e., leader-follower). In the event that one
does not want to lead or follow, indifference, characterized by individual interests’
irreconcilable with those of a social body, marks a possible end of the leadership process
(Arendt, 1951; Russell, 1962; Barber, 1984) until the next iteration of the process. Since
“…only people that are active in the leadership process are followers” (Rost, 1991, p.
108), I deduct that indifference is a temporary inactive state and can be revisited when a
need (i.e., a new one, the same one or a variation of the existing one) is in the process of
being addressed at a later time.
Action
…we must include an enormous variety and range of actions that in themselves
constitute complete leadership acts – that is, the process and achievement of
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intended change – or that consciously make up significant links in the total
process of achieving intended change. (Burns, 1978, p. 427)
Being able to make decisions and then the need to have motivation to act is
required to see constructive results. Action is the true contract with oneself (Barber,
1984). In Figure 6, once a decision is made to play a role, a preparatory step to actually
leading is characterized by an action (or a series thereafter).
In Figure 6, the process of leadership is thus captured in a manner to explain the
relationships between the main and high level elements of the leadership phenomenon.
Power is the ultimate output of the leadership process (shown as a display of authority
and a continuous manual process of influence in Figure 6). This leadership process is
fed by three key conditions, or inputs, that take the general form of knowledge, decision
and action. Together and always in different capacity for every situation, these inputs
determine the effects on the leadership roles, and their subsequent qualities, as they are
applied by a person. In turn, from observation of the person in a given situation, it is
possible to analyze the level of authority and influence (the outputs) one will have had
on that situation (Heifetz, 1994). The outputs of the leadership process will then serve to
inform future knowledge and in turn decisions and actions.
Role
Once we humans decide to lead (or to be a leader), we effectively choose a
(leadership) role, or more likely many different roles, to play in the game of life
(Hollander, 1974). We are on a journey, for which there is no plotted course but the one
we choose at every turn (Dewey, 1916/1922; Bass, 1985). A role is shaped by many
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things including our beliefs, values, culture, traits and behaviors as we will discuss later.
Action follows motive and is shaped to take a form or another – a role – expected to
conform to certain expectations of behavior therefore the role becomes a concept of
structure for the behaviors to take shape in a social relationship (Parsons, 1998). In
Figure 6, once a role is played, at any given time, authority is displayed and a
continuous loop of influence is exercised until the originating need has been filled or
partially filled. Filling the initial need, in full or partially, would be considered the
measure of impact from the leadership process.
Authority, Influence and Feedback
Feedback can be obtained in many ways including: “Consequences serve as an
unarticulated way of informing performers what they must do to gain beneficial
outcomes and to avoid punishing ones” (Bandura, 1977, p. 192). For example, by
making wrong decisions and in following through with actions, a person can gain the
pleasure of learning from their mistakes and therefore the ability to grow personally
from the leadership roles they have played and their effects on followers. Ultimately, the
actions of the leader who is seeking explicit power are defined by the will of the
followers who implicitly seek power (Russell, 1962). Power is an external force
(represented by authority and influence) mostly expressed through formal structures and
separate from someone’s purpose to act (derived from the original need and other
conditions) which is psychological and therefore internal (Foucault, 1975/1979; Burns,
1978; Mansbridge, 1996). Whether it is through success or failure (i.e., complete or
partial fulfilment of need), which may be measured and visible through displayed
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authority (formal or implied) and influence levels, we have the opportunity to learn
something that will help inform our purpose in future decisions and actions (Hume,
1748/1882; Arendt, 1951; Rost , 1991; Heifetz, 1994). In Figure 6, this takes the form of
an arrow, perhaps best described as reflection and experience, from the manual
continuous loop of influence to the input of knowledge.
In summary, at the highest level of abstraction, the process of leadership takes
the form of Figure 7.

Figure 7. The process of leadership (simplest form).

It can be read as follows: from a need, conditions (knowledge, decision and action) are
set to deliver a leadership role from which power (authority and influence) emerges
which we learn (feedback) from and continue to do so, until that need is fulfilled
(partially or completely). As we will discuss later, this need is perceived by a person, in
a given context, and eventually filled through a leadership process.
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The Leadership Metamodel
So far, from a review of the literature, I have identified over 100 important
concepts, in philosophy and science, which arguably belong into the ecosystem of
leadership. In explicating leadership as a process (Figure 6) only a few concepts have
been captured. Borrowing from the fields of information systems, software engineering
and data architecture, I will endeavor to continue constructing a leadership system both
in a systematic and systemic fashion through the use of capability modelling and in the
form of a metamodel.
Modelling capabilities help bring to light core elements that underlies a system
(the what) as opposed to a process model that focuses on the steps (the how). A
capability is something we recognize as a basic element that can be characterized by
both ability and capacity. For example, in a leadership system, it would be hard to argue
against knowledge being a basic concept and therefore a capability a leader must
possess. That knowledge capability could be qualified in types of knowledge such as:
knowledge of something (know-what), knowledge of how to do something (know-how)
or, somewhat indirect knowledge (acquaintance-knowledge). The ability to acquire and
retain that knowledge might vary from person (leader) to person (leader). When both
ability and capacity are great, it is possible to speak in terms of high level of maturity for
a given capability and the reverse applies equally (low ability and capacity equals low
maturity). A leader who possesses great knowledge (say both know-what and knowhow) and that acquires it seamlessly and continually would possess a mature (high)
capability of knowledge and rightly so, a leader who possesses only acquaintance-
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knowledge and that is not able to obtain more readily, would possess an immature (low)
capability of knowledge.
Capabilities can be grouped and organized in a hierarchy of levels (Figure 8).
For example, take the concept of value as viewed in leadership literature. It is a
capability of a leader that belongs in a leadership system and defines the role a leader
will play. Since the capability of value can further be broken down into values of means
and values of end, it will be said to be part of a category group. Values of means could
be those of honesty, responsibility, fairness and of honoring commitments while values
of end could be those of liberty, justice and equality. To recapitalize, the capability of
honesty by a leader belongs in the leadership domain role, capability category group
values in the sub-group values of means.

Figure 8. Leadership metamodel where a process enables a services through capabilities.

It is important to mention here, for the purposes of constructing the leadership
metamodel, that each concept that was identified in the literature review will form the
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basis upon which the leadership capabilities will be assembled and described. In other
words, each concept in the previous concept trees (see Concepts inferred from literature
in appendices A and B) becomes a leadership capability. In Table 2, I have functionally
decomposed the capabilities in 3 distinct levels: Leadership domain which are of the
highest level; Capability group which is a second level grouping and; Capability. This
grouping of capabilities was the result of grouping the theoretical concepts that were
similar and then deciding on a logical hierarchy. When duplicate concepts existed, they
were merged into a single capability.
Using Table 2, it is possible to link capabilities hierarchically (DOMAIN /
GROUP / CAPABILITY), for example:


POWER / INFLUENCE / LEGITIMATION would have been explained
during the review of the concepts in the literature for when reason
prevails over passion (Emerson, 1882; French & Raven, 1959; Barber,
1984; Yukl & Fable, 1990).



ROLE / TRAITS / SELF-MOTIVATION would have been explained
during the review of the concepts in the literature for when someone is
people or task oriented (Lewin, Lippitt & White, 1930; Stogdill, 1948;
Fiedler, 1972).
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Table 2 Concepts as Functional Decomposition of Leadership Capabilities

Capability group

Capability

(partial list)

(partial list)

PEOPLE

KNOWLEDGE

Self-motivation

CONTEXT

DECISION

Learning

NEED

ACTION

Society

CONDITIONS

INFLUENCE

Legitimation

ROLE

AUTHORITY

Ideal

POWER

BEHAVIORS

Truth

SYSTEMATIC

TRAITS

Perception

STYLES

Effort

CULTURE

Permission

VALUES

Social structure

BELIEFS

Meaning

CONSENT

Construction

ASSOCIATE

Capacity

LEADERS, …

Achievement, …

Leadership domain

There are several possible capability associations (or tuples), like the examples
just cited, and they can all be traced back to the concepts in the literature review. This
preliminary listing of capabilities was captured (Appendix D) for later analysis and
validation.
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The last key element of the leadership metamodel in Figure 8 is leadership
services. If a capability is more about what, a process about how then, a service is an
instantiation of capabilities assembled together through a process for a specific set of
conditions (likely in the form of a purpose). Here is an example: in leadership, an ideal
could be to have equal and maximum amount of knowledge, decision (problem-solving)
and ability to act. This, aspired to, set of conditions could be said to represent a Kantian
leader (leader-follower) leader service which is perhaps what a parent (mother or
father), fulfilling a duty to its child, would aspire to deliver within the leadership
ecosystem. On the other hand a Tyrant leader could aspire to the same set of conditions
and still be a parent while delivering repetitive punishments. What differentiates the two
lies in the assembly of the capabilities which together form cohesive leadership roles
(e.g., behaviors, styles, values, beliefs, etc.) through the leadership process for that
specific leadership service a person delivers at a given time based on conditions. In the
case of the Kantian leader versus the Tyrant leader several capabilities would be
different likely those of values (end values), traits (responsibility), motivation (people
versus task oriented), position power (coercive versus legitimate), status and so on. For
every different service, it is the same leadership process, drawing upon the same set of
leadership capabilities.
The number of leadership services seems virtually unlimited and can take the
form of archetypes (e.g., models or patterns found in Jungian archetypes (Jung, 2006) or
in complexity theory (Kilburg et al., 2011)). Such archetypes could be: Savior-Leading
in-front; Magistrate-Judging on-the-side; Judge-Advocate on-the-side; VictimFollowing from behind; Victim-Indifferent from the fringe; Decision-maker; Manager-
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bureaucrat and so on. Archetypes can be attached to who we are in society such as being
a parent (mother, father or foster), a child, a citizen, an employee (management,
subordinate, staff, etc.), an employer, self-employed (owner, operator, etc.) and so on.
Basic services types we all deliver day-to-day could be: a job, a duty, a punishment, a
favor or a helpful action. Leadership services could take the form of transformational
leadership, transactional leadership, cognitive leadership, servant leadership and
charismatic leadership. Here are a few examples of the functional decomposition for
leadership services (ARCHETYPE / DOMAIN / TYPE / SERVICE):


SAVIOR-LEADING IN-FRONT / MOTHER / A HELPFUL ACTION /
COGNITIVE could be required in this context: before a teenager is about to
make a wrong choice in life and the parent (mother) decides to intervene
proactively (helpful action) by trying to make sense (cognitive) of the
different options her child has to consider;



VICTIM INDIFERENT FROM THE FRINGE / EMPLOYEE / DUTY /
TRANSACTIONAL could be plausible in this context of: a disgruntled or
demotivated employee that will engage at a bare minimum to sustain his
position in the company (almost indifferent) and will contribute something
(duty to produce information, a report, etc.) in return (transaction) for that
stability (pay and benefits) because he was passed over for a promotion.

I will expand on archetypes at a later stage since this notion of leadership
services within the leadership ecosystem is more intuitively deducted, with major
influences from Fiedler (1972), Vroom (1973) as well as from Gardner and Laskin
(1995) on continuous change in leadership positions and embodiment, and then
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appended to the leadership metamodel. While the leadership process and leadership
capabilities were largely derived from the leadership concepts, as they were inferred
from the leadership theories during the literature review and substantiated by specific
detailed references to each concept, the leadership services notion will require further
detailed research to fill some gaps in the Leadership Service/Capability Catalog
(Appendix D).
Summary
In summary, I have described a leadership metamodel which is comprised of a
leadership process that underscores the importance of leadership conditions, leadership
role and outcomes. The model organizes the basic concepts of leadership, as found
during a review of the literature, into capabilities which are assembled together, through
a leadership process, based on leadership services as they can be imagined in the form of
leadership archetypes. This metamodel and its content now forms the basis of a novel
construct for leadership theories and practices which can be stated as follows:
A person in a context delivers a leadership service, which draws upon a
leadership process to capture relevant leadership capabilities, which is
manifested through a leadership service archetype.
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CHAPTER IV: METHODOLOGY
In the past, I have reviewed core philosophical and scientific research on the
phenomenon of leadership. In doing so, I have applied several decades of personal
experience, professional experience and academic knowledge to help my interpretation
of the material and to make inferences from those seminal writings. This has resulted in
a somewhat systematic and grounded documentation of the themes, patterns and
concepts that I have derived from those texts – a form of theory of theories. From
multiple readings to the development of a literature review to the construction of
concept trees, I was then able to derive the details of the process of leadership and to
further construct an ecosystem of leadership in the form of an integrative leadership
metamodel with underlying leadership capabilities. This research has been guided by a
goal to yield/identify variables from an extratextual leadership phenomenon as observed
from theoretical textual sources and intuition. In this particular application, extratextual
should be understood as: different interpretations and meanings occurring outside of the
text (i.e., individual letters and words) and relating to it. As stated by Thomas F. Gilbert
(Dills & Romiszowski, 1997):
…language cannot be understood from its syntax, vocabulary, and orthography
alone, but is conditioned as well by the way we look at things… Once we have
chosen our vantage point – set its context and stated its purpose – we shall be
looking through the same scope as anyone else who assumes the same outlook.
We may disagree about what we see once we look through that scope or about
our taste for what we see. But at least our disagreements will now be intelligible,
and not a result of using different lenses to look through. (pp. v-viii)
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This qualitative research approach later benefited from computer aids as I further
explored interactively and hermeneutically those texts based on the new theoretical
construct being proposed. This iterative process, in which concepts and categories
emerged from existing data (theories from authors who served as informants in this
case) and refined through later comparison, shares some similarities with the grounded
theory research method where “theory emerges from data and is grounded in it”
(Klenke, 2008, p. 186).
Research Questions
The central question this dissertation has been answering to date is: Do
leadership theories share a common set of characteristics? Those characteristics have
been exploited and captured in the form of concepts. A natural sub-question was: How
could those characteristics be integrated? The concepts and inferences have already
served as the basis for the construction of the leadership process and leadership
metamodel. Another key, yet less natural, sub-question was related to the syntax and
structure of the information gathered on these common characteristics: What data
language would support the integration? A conceptualization of the characteristics has
been proposed in the form of leadership capabilities and leadership services. Much
progress has been made toward answering those three questions however; these answers
were not exhaustive and required additional validation.
Content Analysis and Hermeneutics
To further answer these questions as well as my research goal, I then turned to
content analysis: “Content analysis is potentially one of the most important research
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techniques in the social sciences… Analyzing texts in the contexts of their uses
distinguishes content analysis from other methods of inquiry” (Krippendorff, 2004, p.
xiii). Based on Krippendorff’s point of reference, the term content analysis would now
be over 70 years old and:
Content analysis is an empirically grounded method, exploratory in process, and
predictive or inferential in intent…content analysts examine data, printed matter,
images, or sounds – texts – in order to understand what they mean to people,
what they enable or prevent, and what the information conveyed by them does.
(Krippendorff, 2004, p. xvii)
Exploring text for meaning is also the domain of hermeneutics, a domain that has
been in constant evolution (Gadamer, Weinsheimer & Marshall, 2004). McClenahan
(2001) concluded that hermeneutic traditions mixed with more phenomenological
traditions over time and resulted into a more contemporary hermeneutic reflection which
allots for “a reflective process for interpreting text and action, but also incorporates both
a metaphorical perspective and a critical emancipatory element” (p. 57).
Krippendorff (2004) coined the term interactive-hermeneutic as an analytical
path that meshes well with computer aided text analytics “because the process of
analysis is directed by the analysts’ growing understanding of the body of text” (p. 303).
Neuendorf (2002) further defines several possible forms of analysis which includes
Interpretative Analysis:
The focus of this technique is on the formation of theory from the observation of
message and the coding of those messages. With its roots in social scientific
inquiry, it involves theoretical sampling; analytical categories; cumulative,
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comparative analysis; and the formulation or types or conceptual categories. (p.
6)
As per Neuendorf (2002) “content analysis is perhaps the fastest-growing
technique in quantitative research” (p. 1). As per Klenke (2008) “content analysis…
continues to be one of the more frequently employed methods in leadership studies” (p.
115).
As Bryman (1989) argues, in contrast and comparison with other techniques
used in social sciences content analysis is an unobtrusive technique. Krippendorff
(2004) further supports this idea.
When, in a study like this one, it is impossible to question the authors of the text,
content analysis aided by computers, can offer the possibility to question and interpret
without influencing the results since the texts where never written with the possibility of
being studied this particular way – therefore preserving the original intent and
objectivity. Another great advantage of computer aided text analysis (CATA) is that it
can assist both in qualitative research or more quantitative research (Gray & Densten,
1998). It introduces systematic ways of exploring words and their meaning while
making the endeavor more objective (Insch, Moore & Murphy, 1997).
Research Design
Weber (1990) is an often cited source in this domain of research (i.e., content
analysis) and he offers some important guidance to analysts namely:
Use both qualitative and quantitative operations on texts; The key is choosing a
strategy for information loss that yields substantially interesting and theoretically
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useful generalizations while reducing the amount of information analyzed and
reported by the investigator; Advanced approaches use exploratory and
confirmatory factor analysis to identify themes in texts. (p. 41)
In this section, I will explain how it was possible to use both a qualitative and
quantitative approach that first enables general-to-specific inferences and then a
specific-to-specific exploratory study to identify and confirm key themes in the chosen
sample. Guiding my approach is Krippendorff (2004) since my study adopted his
framework which is based on six characteristics of text: (1) Texts have no readerindependent objective; (2) Texts do not have single meanings; (3) The meanings
invoked by texts need not be shared; (4) Meanings (contents) speak to something other
than the given texts; (5) Texts have meanings relative to particular contexts; (6) Once an
analyst has chosen a context for a particular body of text and clearly understands that
context, certain kinds of questions become answerable and others make no sense.
This study logically deducted a very detailed and comprehensive leadership
construct that served as the basis for further investigation through computer aided text
analysis. The nature of the research goal and questions both called for a research design
that helped validate the initial construct while detailing several aspects of it such as the
process, ecosystem and capabilities of leadership. Specifying already identified
variables and discovering new and existing relationships between them was possible
given that I had built an extensive analytical construct to operationalize my knowledge
before engaging in experiments that would assist in confirming my inferences. Content
analysis became a way to generate evidence for validating and ensuring reliability of my
research and its resulting inferences.
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My inferences were abductive in nature. According to Krippendorff (2004):
Abductive inferences proceed across logically distinct domains, from particulars
of one kind to particulars of another kind. (These are the kinds of inferences of
interest to content analysis, where they proceed from texts to the answers to the
analyst’s questions.) Consider linguistic competence and age. Logically, neither
implies the other. However, if one has practical experience with infants’
language acquisition, one might be able to infer children’s ages from the sounds
they make or from the vocabulary they use. (p. 36)
By using text as data, by further assessing this data against what the text implies
in order to make justifications, made my approach an abductive one. At the heart of my
approach, I was able to infer the prevailing conceptualizations of seminal papers in
leadership from the proximities of words using an iterative-hermeneutic approach to
ultimately increase the discriminative power of my construct which emanated from
earlier observations of those same words.
Sample and Unit of Analysis
The words that were further analyzed are contained within The International
Library of Leadership by Wren, Hicks and Price (2004). This is the identical source of
information that helped me arrive at the new leadership construct (see Concepts inferred
from literature). In three volumes, this reference collection assembles some of the most
significant writings and scholarship on leadership. It was assembled by three established
professors in leadership studies. Joanne B. Ciulla (an author represented in this body of
work) says “that this collection is an invaluable reference for anyone interested in the
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study of leadership” (Wren et al., 2004). With over 1,481 pages of seminal writings, this
was the most comprehensive body of original leadership literature assembled by
academic peers that I was able to find. The period covered by this body of work ranges
from 387 BCE to 2003, organized into 28 different approaches (captured within figures
1 and 2 and described in appendices A and B), contained in 84 distinct documents by 75
distinct authors. As opposed to traditional sampling theory, content analysts sample
their texts for relevance and to give their research question a fair chance of being
answered and as such, differ radically from the problems addressed by statistical
sampling theory (Krippendorff, 2004).
Some limitations of this sample could be that it only represents Western views,
that it does not include work beyond 2003 and, by focusing on seminal writings, may
not fully represent the evolution in thinking. Since I was interested in forming a theory
based on foundational work, which would likely need to have been published for many
years before it could be said to be foundational, the likelihood of missing much
important data was relatively low. The goal behind an integrated theory, such as the new
construct presented earlier, is not comprehensiveness but representativeness. The
metamodel and the process of leadership will be able to integrate more recent writings,
including those theories already existing in related domains (e.g., Knowledge, Action,
Social Identity and Cognitive, Motivation, etc.), while being originally grounded in
enduring foundational writings that span over 2000 years of some of the most important
published leadership material. For example, in Goethals and Sorenson’s (2006), Wren
identified 9 distinct cognitive theories and approaches which represent roughly 7 more
than those present in the sample he assembled two years earlier in Wren et al. (2004). In
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the proposed metamodel, these additional approaches and theories would contribute
many additional variables that would explain cognition better and could be added after
the initial metamodel was further validated. At this time, the new construct, albeit more
limited, would still encompass the notions of cognitive aspects as seeded by the seminal
writings found in the sample. Most current theories and research (e.g., Authentic
leadership, Cognitive leadership, Complexity leadership, Cross-cultural leadership,
New-genre leadership and Shared leadership) are important trends that require more
research to become better anchored (Avolio et al., 2009). Given my practical and
academic knowledge being limited to occidental views, it was fitting to analyze Western
leadership views. Moreover, although the phenomenon of leadership has been around
since antiquity and that the systematic social scientific study of it has begun since the
1930s; most of the research (about 98%) was American in nature (House, 1997).
Each text of the sample was scanned with an optical character reader and stored
on a computer in order to later make use of some computer-aided-text-analysis software.
The recording unit was by period, by approach, by author and by word. The context unit
was sentences, every pair of sentences, and I experimented with paragraph level and
whole document level to see if the generated computer data was meaningful in revealing
patterns or correlations of importance and enhanced my ability to make better inferences
from the text to answer the research questions. Because this process was automated via
computer software and it was an iterative-hermeneutic approach, it was normal to
experiment with the different context units to find the one that offered the best
explanation (Krippendorff, 2004).
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This research design led to validated variables that are comprised within my
proposed leadership construct and identified new variables. This approach served to
inform the internal validity of the newly proposed leadership construct that originated
from human observation and then validated by machine aided observations and
evidence. The external validation remains largely unaddressed by this exploration phase.
Since the authors are not accessible, it is not feasible to interrogate them for verifying
my interpretations. Later studies will have to be used to test for the presence of those
variables in applied leadership contexts. These later studies could take the form of case
studies of individual applications of leadership, using a set of predefined questions,
where answers are mapped to the specific data language that populate the model
generated by this study. On this topic, of external validity to applied leadership contexts,
although out of the scope of the current experimentation, Couturier and Mengel (2008)
along with other academic engagements (e.g., leadership seminars conducted at
University of New Brunswick Renaissance College, the Université de Moncton and two
years in a row at the Wallace McCain Leadership Institute) have helped ensure that
earlier views of the leadership construct had some face validity and social validity with
current and future leaders.
Reliability and Empirical Validity
A good research design in content analysis yields reliable and empirically valid
results (Short, Broberg, Cogliser & Brigham, 2010). Weber (1990) discusses three type
of reliability: stability, reproducibility, and accuracy as well as several types of validity:
face, hypothesis, predictive and, semantic. Other forms of validity are discussed by
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Neuendorf (2002) and Kripperdorff (2004) such as sampling, construct (i.e., hypothesis)
and correlative validity. Klenke (2008) derived a table of validity and reliability which I
have adapted by expanding it into Table 3.
For each type of validity and reliability, a mitigation strategy had been devised
for this study. While I was proposing to use a software tool (CATA) to mitigate some
validity related risks, a major flaw in this type of research design actually resides in the
lack of preparation work before conducting the experiment: “For the analyses that do
not use human coders (i.e., those that use computer coding), the burden rests squarely on
the researcher to establish complete and carefully researched dictionaries or other
protocols” (Neuendorf, 2002, p. 9). The single most important decision made in this
research design was to create an a priori qualitative data language (i.e., capabilities,
process and metamodel) that anchored the analysis of the results against the evidence
generated by the software tool. Without such rigor in making the context explicit, the
analysis would be difficult to justify to peers and to the beneficiaries of the research
results (Krippendorff, 2004).
The use of quantitative statistical methods was likely the second most important
decision. Through statistical correlation analysis and multivariate analysis, it was
possible to mitigate risks resulting from having an initial construct with multiple
outcome variables and ensuring that only the most relevant variables made their way
into the resulting data language (Cohen and Cohen, 1983; Short et al., 2010).
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Table 3 Reliability and Empirical Validity

Validity
Material-oriented

Reliability
Accuracy

Comment

Mitigation

Classification

Use of iterative-

which corresponds

hermeneutic with

to a standard or

supervised and

norm for coding

unsupervised semantic
mapping

Semantic

Sampling

Results-oriented

Coding units

Human (de)coding

Use of concept seeding

possess similar

from literature

(supervised) and

connotations

review led to initial

unsupervised analysis

during

construct and data

with CATA tool

classification

language

Precise

Textual source of

Using the full population

sampling

data used is

(complete collection of

validated by peers

material)

Same content

CATA tool will alleviate

coded differently if

this automatically

Reproducibility

done by humans
Correlative

Predictive

Comparing two

Internal correlative

In depth critical synthesis

methods

effort covered by

done a priori of using the

methodology

CATA tool

Face and social

Validated data language

Anticipate,
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Validity

Reliability

Comment

identify or

validity only,

describe

external validation

accurately

required in the

Mitigation
seeding future studies

future
Process-oriented

Construct

Stability

Same content

CATA tool will address

coded same way

this automatically

Representative

Constructing a

Exploratory and

interpretation

detailed context

confirmatory

and analytical basis

complementary analysis

first and then,

assisted by CATA

validating this

supported by

construct through

dimensionality of

this experiment

construct testing
(discriminant validity
through correlation
matrix)

Tool Selection
There are many considerations when choosing a computer aided text analysis
(CATA) tool: extraction methods, ways to organize and structure information, different
algorithms and techniques used and; all within a growing number of tools on the market
(Appendix E). From first generation CATA tools like General Inquirer (Hurwitz, 2014)
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to the latest emerging unassisted natural language processing tools like ConnexUS
(currently in beta version only), I identified 46 candidates for assisting in this research
experiment. A list of requirements was developed to help narrow the 46 down to one.
Most recent CATA tools were largely based on Natural Language Processing
(NLP) or statistical-based extraction methods, or both, which can be supervised, semisupervised or unsupervised. Organizing and structuring the information can take the
form of categorization, clustering, concept relevance mapping, question answering and
information visualization. Algorithms and techniques are very specialized and vary from
software to software generally using some combination of: Latent Dirichlet Allocation
(LDA), Neural network, Decision trees, Dimensional reduction algorithms, Concept
bootstrapping algorithms, Naive Bayesian techniques, Text Classifier techniques,
Concept count, Co-occurrence count, Relative frequency word count, Spring force
model, Multidimensional scaling, Factor analysis, Social network analysis, Graph theory
and so on.
The requirements for this study were captured under the following general
categories: cost/convenience; assisted and; reputation (in academic research).
Cost/convenience related to independent analytical work having to be conducted by a
single person via the Web (Cloud-based software-as-a-service) or preferably on a
personal computer (PC) since many tools were more geared for specialized large
computer infrastructures in organizational settings (i.e., business intelligence tools
relying on permanent big data access for many data analysts to use concurrently).
Assisted because reliability and validity checks required my intervention throughout the
analytical steps (i.e., iterative-hermeneutic) to better guide, interpret and substantiate the
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evidence. Reputation in academic research was also very important because many tools
are targeted for high-level business-related settings that require little intervention and
yield results that cannot be further questioned/investigated (validity and reliability) by
the expert user.
By applying these requirements to the original 46 software solutions one stood
out: Leximancer (2007). With over 1050 academic publications (as of October 26, 2014
reported at http://info.leximancer.com/academic) having used this CATA software,
having both a Cloud and a PC version, while offering both supervised and unsupervised
approach, I felt confident that Leximancer was a good choice for this research project.
This CATA tool assisted me in doing linguistic parsing to achieve better classification
with disambiguation and entity recognition. Having conducted a prior experiment
(Couturier & Mengel, 2008) with this tool was an asset and it was a surprise to me that,
out of the list of 46 possibilities, it still met my requirements the best. This surprise is
probably founded in the common expectation that the software market evolves at a very
rapid rate, with its fierce competition, introducing new tools that displace existing ones
all the time.
Steps in Conducting the Experiment
As further detailed in Appendix F, an a priori design was done and documented
in the first few chapters of this body of work. Data to be analyzed through CATA was
then acquired in the appropriate format and the CATA software itself was acquired.
Through an iterative process of semantic extraction, concept seeding and concept
mapping, I (as the analyst) improved the a priori design discriminatory powers of the
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construct. The results were discussed based on the computer generated evidence and a
summary proposed the answer to the research questions. The steps can be viewed as:
a) A priori design: Determine the guiding research goal and questions. Describe
the context as conceived by the analyst through a critical synthesis of
literature and own experiences. Clarify the analytical construct and data
language with accompanying variables.
b) Data acquisition: Acquire sample in required digital format. Acquire
software tool, install and learn to operate efficiently.
c) Experiment Phase 1: Begin a data reduction process through semantic
extraction by learning the attributes of entities or concepts automatically
using the CATA tool. Manually seed and profile the learning, by using the
data language created in the a priori design, into the software tool dictionary.
Based on research goal, asses computed results iteratively using appropriate
statistical methods such as concept counts, co-occurrence count, and relative
frequency word count.
d) Experiment Phase 2: Assist the interpretative data reduction process and
manage information loss using concept maps. Assess the maps and
supporting logs against the evolving construct. When significant data is
noted like a new concept, capture it in the Leadership Service/Capability
Catalog (see Appendix D).
e) Experiment Phase 3: Repeat phases 1 and 2 until analyst can no longer
continue to reduce the data and organize the variables to better explain the
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context. If new questions arise, note and answer them through the next
iterations.
f) Discuss results: Use original context as a basis to explain the newly emerged
findings backed by the evidence. The evidence takes the form of statistical
analysis, Key Words In Context (KWIC), concept maps and others available
functions to navigate the data and their relationships.
g) Summarize findings: Report on the most important patterns and inferences
that answer the original research questions or the ones that have emerged in
the process.
Presentation of Results through Models
Alexander J. Romiszowski explains that the future of work in a technologybased society is based on knowledge workers and acknowledges the following in doing
so: “History suggests, however, that no society can survive and prosper without some
embodiment of the principle of the survival of the fittest; without some process by
which leaders may emerge” (p. 827). Leveling the advantage of leaders and followers
alike in a knowledge-based technology-driven society requires more efficient learning
that can drive better performance from knowledge-workers.
With the advent of computers and their exponential evolution, it has become
expected by everyone that humans include more intelligence in what they do. With
computers processing and storage expected to outperform human capabilities by 2047,
Body Nets (where biology meets artificial intelligence) and other such technologies are
no longer out of reach (Denning & Metcalfe, 1998). For computers to fulfill such a
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promise, the right representation of knowledge is required for computer scientists to
produce effective algorithms and programming. Knowledge structure becomes as
important as good mathematics and code. This is where, in my professional opinion,
modelling takes on a whole other level of importance in enabling computers to generate
what information we want when we want it as opposed to traditional approaches based
on simply retrieving information. Modeling cognitive-based social phenomena into
meaningful representations improves general understanding and becomes a source by
which simplification into computer-based abstractions can be made more meaningful
than many software solutions available up to now. Simply stated, the inputs to
meaningful computer applications depend on equally meaningful modeling which in
turn can be achieved through meaningful functional decomposition accompanied by
graphical representation such as those employed throughout this research.
Simulating complex social phenomena, especially those that are subject to
human interactions with their environment on a continual basis such as leadership, is a
major challenge in system design because people are not very predictable. Alternatively,
simulating a closed system contained within itself such as an engine is much simpler to
model than an organic system involving the psychology of humans. According to
Wetherbe and Vitalari (1994), the characteristics of the inputs and outputs of a system
are a key determinant of an open, adaptive and organic system: “If the inputs and
outputs are known, defined, and predictable, even though the system is not closed, it is
still relatively stable and mechanistic” (p.27). More open-ended subject areas such as
leadership deal with analysis, synthesis, and evaluation of complex, abstract ideas, as
opposed to the mastery of precise, observable performances of behaviors. These
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complex ideas may be modeled and when they are, form the basis for better system
designs.
Artificial Intelligence and Decision Support Systems depend on models to
simulate practical and useful human intelligence or what Pfeifer and Scheier (1999) calls
“behaviors of the agents” (p. 132). Pfeifer and Scheier make the case that researchers
agree that intelligence always manifests itself in behavior - thus it is behavior that we
must understand. Human behavior-related activities such as leadership are complex and
often lack specified, documented and segmented pieces of behaviors to be modelled. By
closely observing and documenting such human behaviors, those behaviors can be more
likely modelled into meaningful computer applications that will aid decision makers. As
Holsapple and Whinston (1996) have said: “The extent to which this gap is narrowed
will depend on progress made by researches…” (p. 158) and therefore defining precise
mechanisms by which humans decide and learn is as important as finding how machines
can be made to emulate human behavior.
The modeling approach employed throughout this research departs from
traditional Business process engineering and moves us closer toward Social process
engineering offering real-world reference models that have the potential to link
information technology designs to meaningful applications. Software engineering
provides for many designs and development techniques of systems while process
engineering (business or social) offers models that explain the phenomenon through
more uniform representations. Much like Scheer (1994 , p. 4) would say that
“Computer-supported business information systems provide the vehicle for linking
business application concepts with information technology”, I would argue that same is
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true of a social phenomenon like leadership although it may appear much more
complicated than a scheduling system used to run a business effectively.
By modeling the phenomenon of leadership, this research contributes to the
possible advancements in system design and programming that could one day become
computer aided tools for humans seeking support and ways to self-improve. Although
computer programming will rely on mathematical techniques to produce artificial
intelligence, the clearer the system and its environment can be defined by expanding on
the models that underpin cognitive human behavior, the simpler it is to develop coherent
and useful machine behavior. Van Wyk (1989) said: “Mathematical techniques figure
prominently in the analysis of data structures and algorithms. Careful proofs of
correctness gives us confidence that our solutions do what they should…” (p. 5). The
knowledge produced by this research, given its functional decomposition and process
oriented approach, is now more readily transferable to computer language while it
produces a model against which others can assess the validity of what could potentially
aid the practice of leadership through expert systems, decision support system and alike.
Summary
I selected an iterative-hermeneutic exploration of texts with the use of assisted
computer coding and analysis. This was preceded by the creation of a data language in
the form of a detailed leadership construct emanating (deducted manually) from the
same sample. The construct was grounded (or emergent) and it allowed me to identify a
relevant group of variables and context which were confirmed and augmented by the
evidence produced from the experiment.
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The central question for the research was: Do leadership theories share a
common set of characteristics? The two sub-questions were: How could those
characteristics be integrated? and; What data language would support the integration?
As will be explained in greater details in the following chapters, by pursuing the
research goal (to yield/identify variables from an extratextual leadership phenomenon as
observed from theoretical textual sources and intuition) through a qualitative and
quantitative study of the leadership phenomenon, the outcome was a well substantiated,
abductively inferred, integrated leadership theory.
The potential impact could be the formation of a solid base upon which future
academic and applied research can be conducted. Academic research could focus on the
external validation of the newly formulated leadership theory while applied research
could develop a practical framework used by leaders in the field. With a well-defined
integrative leadership theory, it is possible that this study fosters the creation of
software, based on artificial intelligence, to be used in virtual worlds for both the
purposes of play (game) or work (in organizational setting).
I had anticipated several limitations from this careful design, among which, the
data generated may not easily be ported to another software solution and that despite my
best effort to develop a data language a priori, the software tool had theories of meaning
pre-built into it which were not made explicit (Krippendorff, 2004). Despite these
expectations and potential other validity issues emerging throughout the investigation
detailed in the following chapters, it generated empirically valid new knowledge that
will likely engage others to continue on this path of continually improving leadership
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studies. Lastly, I am encouraged by the words of Bernard Bass, a key figure in this
research field, about the potential for this study:
I have relaxed the criteria that Stogdill employed for including and excluding
material in the first edition, for I believe that much of the understanding about
leadership occurs from testable ideas that have not been, as yet, fully tested.
(Bass, 1990, p. xv)
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CHAPTER V: RESULTS AND ANALYSIS
Throughout this document, a supposition has been made on the basis of limited
evidence as a starting point for further investigation – that it is possible to create an
integrated leadership theory through the leadership metamodel, process and capabilities.
A model and associated questions were developed to guide the investigation. The central
question for the research was: Do leadership theories share a common set of
characteristics? The two sub-questions were: How could those characteristics be
integrated? and; What data language would support the integration?
In the previous methodology chapter an iterative hermeneutic experimental
approach was designed (Figure 9) which essentially consisted of: (a) identification of an
a priori construct; (b) capture of appropriate source material; (c) iteratively, building on
a computer generated baseline, supervising (seeding) the analysis of mapped concepts to
generate meaningful results that would be captured in a catalog (Appendix D) and
finally; (d) discussing the results obtained once the reduction of data was deemed to be
completed (i.e., once the last iteration was attained). The experiments (Appendix G)
explained and interpreted in this chapter implemented this approach and no deviation
from the methodology detailed in the previous chapter was necessary as the experiments
unfolded.
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Figure 9. Iterative hermeneutic methodology summary of steps and link to the catalog.

This chapter thus provides an explanation and interpretation of the results
emanating from 3 iterative hermeneutic experiments: Experiment 1 – Basic roles;
Experiment 2 – Data language and; Experiment 3 – Recent years. All three experiments
informed the integration of characteristics and the supporting data language. Experiment
1 and Experiment 3 qualify as supplementary analysis and further assisted in the internal
validation of the proposed model while Experiment 2, the core scientific procedure of
this dissertation, was directly aimed at identifying more fully the data language that
supports the phenomenon of leadership.
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Overview of the Experiments
The goal of the first experiment, named Experiment 1 – Basic roles, was to
provide better evidence on the presence and importance of the 3 basic roles (i.e., Savior,
Magistrate and, Victim) as initially found during the critical synthesis and from the
literature review (in the sample specifically under the themes of Legitimate leadership,
Ideal leadership, Moral leadership, Challenge to authority and, Follower Status in Wren
et al., 2004) and later expressed as the inputs that (pre) condition leadership.
The goal of the second experiment, named Experiment 2 – Data language, was to
identify the presence of leadership capabilities within the entire sample through an
independent objective process using a Computer Aided Text Analysis (CATA) tool.
Once CATA Word-like concepts were identified, a comparative analysis, against those
capabilities already identified during the critical synthesis of the literature review and
captured in the Leadership Service/Capability Catalog (Appendix D), informed a more
definite and validated data language.
The goal of the third experiment, named Experiment 3 – Recent years, was to
assess the potential impact of the sample being void of leadership papers that cover the
period of the last 10 years or so (2003-2014). An experiment with two literature reviews
(Avolio et al., 2009 and Kilburg et al., 2011) helped narrow down that period and
assisted in determining the validity of the findings against a comprehensive and more
recent set of leadership theories.
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Experiment 1 – Basic Roles (Supplemental)
In order to better understand the prevalence of the three basic roles (i.e., Savior,
Magistrate, Victim), that served in the development of the leadership process construct
(Table 1), the same portion of the sample, seminal writings from 387 BCE to 1939
contained in 31 documents and 64,333 word-like terms, was processed through the
CATA tool. Three user defined concepts were seeded to identify their presence and how
often they appear through co-occurrence counts and frequency by each theme of the
sample. Each file in the sample (in Wren et al., 2004) was scanned with optical character
recognition technology and tagged with the following names for each theme:
legitimization for Legitimate leadership; ideal for Ideal leadership; moral for Moral
leadership; challenge for Challenge to authority and; follower for Follower Status.
The three user defined concepts were profiled against the content of the
thesaurus (all the terms analyzed by CATA) in the following combination of CATA
Word-like terms and Name-like terms (indicated by a capital letter which is necessary
otherwise the software categorizes proper name concepts separately from the regular
non capitalized words e.g., Prince versus prince):


Savior was associated with: savior, hero, prince, princes, ruler, rulers, tyrant,
Christ, God, God almighty, God’s, Gods, Jesus Christ, King, Kings, Lord,
Lord Jesus Christ, lord’s, Prince, Princes, Tyrant, Tyrants.



Magistrate was associated with: judge, magistrate, magistrates



Victim was associated with: people and victim

Table 4 demonstrates the presence of the concepts in the sample and highlights
the difference between a manual counting process, used in earlier literature review, and

59

an automated process, used by CATA. It is important to note that CATA counted much
more than the appearance of three words (Savior, Victim and Magistrate) since it also
counted the presence of co-occurrences of these words along with their associated terms.
This is something that would prove very difficult and very labor intensive should it be
attempted manually.
Table 4 Count Comparison between CATA and Manual

Concept

N
CATA

Manual

Savior

658

46

Victim

371

32

Magistrate

79

15

Although a count (Table 4) serves as good indicator of the presence of a basic
role throughout the sample, a more deterministic qualitative measure was sought by
calculating a conditional probability. In this case, a conditional probability is an
approach to determine through statistical evidence that one thing has taken place (i.e., a
role was mentioned) when the other has already occurred (i.e., within a given theme).
More specifically, the occurrence of the concepts (i.e., Savior, Magistrate, Victim)
within a theme found in the sample (i.e., legitimization; ideal; moral; challenge and;
follower).
The Relative Frequency X-axis (Figure 10) represents a conditional probability
given that a concept comes from a particular theme; it gives the chance that the concept
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is coded by the CATA tool in a given extraction of text from the sample. It measures
frequency of mention in the texts, and is affected by the distribution of those mentions
across the different themes. The Relative Frequency score is measured as a logarithmic
(nonlinear) scale shown as a percentage for each quadrant while the Strength score (Yaxis) is the reciprocal conditional probability. Given that the concept is present in a
theme of the sample text, Strength gives the probability that this text comes from that
theme. Strong concepts therefore distinguish the theme from others, whether or not the
concept is mentioned frequently.

Figure 10. Frequency of roles by theme showing consistency and distribution of 3 roles in sample.
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Relative Frequency is therefore a measure of the conditional probability of the
concept (Savior, Magistrate or Victim), given the theme while Strength is a measure of
the reciprocal conditional probability of the theme given the particular concept. By
using a Relative Frequency and Strength measure, it was possible to determine if, how
often and with what specific distribution a concept was mentioned within each theme.
For example, the upper right quadrant of Figure 10 shows the relatively frequently
mentioned savior concept which was found to be the strongest in legitimation theme of
the sample.
The most interesting finding is that all three concepts where present in all
themes. The magistrate concept was the least prominent concept accounted for 79 times
overall (Table 4) however, it was present in all themes. Its frequency was at its lowest in
3 themes: ideal (6 counts), challenge (7 counts) and status followers (5 counts). A
Keyword-In-Context (KWIC) analysis reveals several passages that support the
presence of the weakest of the concepts, for example:
He is not a citizen who is not disposed to respect the laws and to obey the civil
magistrate; and he is certainly not a good citizen who does not wish to promote,
by every means in his power, the welfare of the whole society of his fellowcitizens. In peaceable and quiet times those two principles generally coincide and
lead to the same conduct. (KWIC extract from Ideal Leadership theme in Smith
(1759/1761/1853))
As described by Schutt, qualitative and quantitative analysis are complementary
but have several differences: "With this process in mind, let’s review the many ways in
which qualitative data analysis differs from quantitative analysis (Denzin & Lincoln
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2000:8–10; Patton 2002:13–14)...: Sensitivity to context rather than seeking universal
generalizations…" (Schutt, 2014, p. 325). In this supplemental experiment, counting
(i.e., specific values of Relative Frequency and Strength) was secondary to deriving a
meaningful conclusion for the presence and distribution of the three basic roles in the
sample in support of determining the inputs that condition the leadership process.
Therefore, the reader should not look to the amount of units counted and should focus
on the fact that: over an extended period of time, the different authors of those texts, as
established by a consistent pattern of word usage, demonstrate the importance of the
basic roles in leadership literature. It should also be specified that this supplemental
experiment was specific to this sample in the context of this research alone and is not
meant to be generalized to other texts in any other context.
Experiment 2 – Data Language (Core)
While Experiment 1 was a supplemental experiment aimed at strengthening the
supposition that the inputs to the leadership process have taken root in three persistent
basic roles, Experiment 2 is the core experiment of this dissertation. It was designed to
identify the common characteristics that traverse the entire population of articles in the
sample. It sought to capture concepts electronically via a software tool, as opposed to
manually as previously done through a literature review, and complement the existing
list of leadership capabilities (Appendix D). It is discussed hereafter in great details
given its centrality in answering the main question.
The entire sample, consisting of 266,212 word-like terms organized in 25,317
sentences contained in 84 documents, was processed by the CATA tool in four
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documented iterations (Table 5) to ultimately reduce the amount of variables (CATA
Word-like terms as concepts) that could contribute to the leadership data language in
Appendix D.
Iteration one served as a baseline and assessment of best approaches to reduce
noise appearing in the data. Iteration two was the application of those strategies while
iteration three was used to conduct a first in-depth analysis of the variables and iteration
four yielded the last reduction of data (a stable set of variables) and led to the final
analysis.
The strategies to reduce noise in the data set where many: an exclusion of
common function words (such as the word “XI”); the removal of general terms used
throughout the corpus that do not add to the meaning (such as the word “upon”, “into”,
“up”); the merger of singular and plural words if they are closely located in semantic
space (such as “decision” and “decisions”); removal of non-sentences in tables, figures,
graphics and optical scanning errors and removal of duplicates in text (such as title,
headings and references); use of user defined concepts to merge concepts that were not
relevant to the analysis (such as research methodologies contained in papers) and
suppress them from the list of retained variables.
The thesaurus plays a central role in understanding and inspecting the quality of
the content used in the calculations (e.g., counts, frequencies, prominence, relevance and
connectivity). It contains the complete list of terms organized into concepts and
accompanied by a score for each word in relation to each concept the CATA tool has
identified. For this experiment, the thesaurus was comprised of 56,421 words associated
with each other through concepts. The content of the thesaurus was exported to an MS
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Excel spreadsheet where a manual detailed analysis, word by word, was undertaken.
This long and tedious process revealed that of the 56,421 words, only 54,492 were
actual words used by the tool since the rest (1,929) were spacing combinations captured
during the optical character recognition process (i.e., while scanning the source files). Of
the 54,492 entries, 16,995 entries were found to be unique. A total of 2,770 entries (or
16.3%) were selected to be removed from the analysis on the following basis:


Low or no semantic value to the topic being analyzed (e.g., “and”, “of”);



Partial word due to a scanning error (e.g., “dec”).

This step, removal of terms, was necessary so that frequently occurring words
that hold weak semantic information would not affect the calculations over those key
concepts that may not occur as frequently and hold more semantic importance. Given
that many words were not scanned properly, scanning errors were added to the list in
order to eliminate them as evidence of concepts (e.g., no value in finding a concept
called “dec”). It could be argued that the effect of removing more of the semantically
weak information (i.e., 16.3%) only improves the results of the experiment by leaving
for consideration only semantically stronger data (83.7%) for the calculations. On the
other-hand, scanning errors leading to the removal of semantically strong information is
not desirable and can be mitigated through a thorough inspection of the thesaurus with
remedial steps taken according to the findings.
Whenever a partial word (e.g., “eadership” as opposed to “leadership”) was
encountered when sifting through the thesaurus, it was kept if it was clearly identifiable
although incomplete. Whenever a string of characters was not recognizable as an
English word (e.g., “abCiliga”) it was added to the list of words for removal. Whenever
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a character string word did not add to the analysis, whether this string of characters was
recognizable or not (e.g., “aboue” likely a scanning error for “above”; “brook”),
meaningful or not (e.g., “62nd”; “1CS1101The”), it was also added to list of words to be
removed from the analysis. Some French words (e.g., “à”) and some old English style
and variant words (e.g., words terminating in “eth” that were not semantically
meaningful) were added to the list of words to be removed from the thesaurus and
therefore the analysis. Statistically, 83.7% of the scanned words where kept. The CATA
tool has a small pre-built list of very common words pre-loaded as a default list which
was kept (in addition to the 16.3%).
Two noteworthy remedial steps were taken around the concepts of “decision”
and “knowledge”. Upon inspection of the thesaurus, many scanning errors plagued these
concepts. For the “decision” concept here are some examples: “cision”;
“skillindeciciinz”; “decislon”; “decision-maker”; “decision-rule”; “decisiveness”;
“decision-style”; “undecided”. The same issues applied to the “knowledge” concept:
“know-how”; “knowingly”; “knowl”; “knowne”; “known—for”; “know—there's”;
“mis-know”; “misknowledge”; “nowledge”; “wellknown”; “yet—known”; “enlighten”;
“enlightment”. These terms were appended to each other to form the two user defined
concepts of “decision” and “knowledge” to ensure that information would not be lost in
the CATA calculations. For the “knowledge” concept, the words “expert”, “experience”,
“learn” and “learning” were also appended to form a more comprehensive and useful
concept.
The inspection of the thesaurus revealed many words that could be grouped
together into user defined concepts such as those relating to methodological approaches
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in research studies herein named “method”. Although the methodologies used in
research papers are a critical component to the reader in certain circumstances, they
served no purpose in the analysis of the data language and therefore, such words as
“study”, “studies” and “research” where appended to the user defined concept of
“method” and later prohibited to show up in the final list of concepts (and therefore
leaving room for more valuable concepts to emerge).
As for the number of concepts to be returned by the CATA tool, a user can
manually define the number or choose an automatic option where the tool will
determine the most relevant number of concepts based on statistical calculations (i.e.,
higher co-occurrence count and relevance to the main concept). As discussed in greater
detail later, the automatic option was retained.
Iteration two thus enabled a clean-up of the raw data to ensure that the concepts
listed by the CATA tool were semantically significant. Criteria were developed to
inform the decision to declare iteration three the baseline from which a deeper analysis
(Key Word In Context (KWIC) analysis for each concept) could be conducted:


All a priori tasks (e.g., removal of terms, words, non-words, concepts, etc.)
were exhausted after multiple revisions of the thesaurus and ranked concept
list generated by the CATA tool;



All concepts seemed relevant and exhibited some a priori semantic
significance in explaining the overarching theme of leadership;



An inspection of concepts with very low counts and relevance scores (e.g.,
3% or less) did not seem to add more value to the analysis.
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There are no set rules on the amount of concepts to consider. However, working
with very low counts and relevance scores is more like managing a list of words that all
have some relevance to each other (like building an index for a corpus of text) as
opposed to focusing on the top tier and most prevalent concepts that most explain the
main theme. In principle, every word in the thesaurus explains the main theme
somehow. A cut off must take place enabling an in-depth analysis otherwise, the
analysis risks being diluted by considering too many concepts or, the converse, too
many concepts risk being taken off the list and the analyst can miss highly relevant ones.
Iteration three began with a total of 94 Word-like concepts automatically
generated by the CATA tool. In order to compare the results already obtained from the
literature review, against those of the CATA tool, a set of criteria and a procedure was
devised and evidence files were used to ensure the analysis would be documented. The
following three criteria were used as a guideline throughout the analysis of each concept
and derived from the definition of a capability3:
1. Based on a leadership outcome;
2. Unique in terms of leadership intent;
3. Unique in term of information requirement.
Because words cannot be taken at face value since they can hold several
meanings based on their context of use, the following process was systematically used to
analyze every concept. A CATA Word-like concept does not equal a new capability
simply because the word is not already present in the catalog (Appendix D). A deeper

3

“Resources that together provide the ability to execute one or more process” see TheOpenGroup.org
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investigation into each CATA concept (noun, verb or adjective alike) is required to find
out where and how the word was used and to determine if a new meaning (not already
present in the catalog) has been found. This KWIC analysis was the main method in
developing the completeness and validity of the catalog of leadership capabilities. To
guide the assessment, a series of questions were developed and systematically applied to
each of the 94 CATA Word-like concepts:


Is the concept already known as a capability?
o Is the concept (the word itself) present as a capability? (Y/N) (see Table
5 Capability existed (same name) and Capability existed (different
name))
o Is the concept in CATA different in meaning than the capability already
known (based on KWIC)? (Y/N)



If not (i.e., concept not already known):
o What (if any) new capability can be derived from this concept (state the
noun form)? (see Table 5 Net new Capabilities and New Capabilities
(derived from CATA Word-like concepts))


It must meet two or more of the three criteria:


Given the current state of knowledge about processes in
leadership, it was not always possible to assess the
criterion on uniqueness of information requirements for
each capability. As the leadership processes become more
defined through more in-depth research on sub-processes,
this criterion will help discriminate against unicity of each
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retained capability. So, in essence, the criteria was
retained and only applied on a best effort basis.
o Leadership domain? (can be new)
o Leadership capability group? (can be new)
o Name of file with evidence of concept meaning (i.e. KWIC)?


If it is (i.e., concept already known):
o Can we learn something more about the capability even if it is already
identified? (see Table 5 Capability existed (something new learned))
o Name of file with evidence of concept meaning (i.e. KWIC)?

The amount of time required to apply this procedure to each concept could range
in duration from 30 minutes to two hours to investigate properly (i.e., semantic analysis
and discriminative analytics with proper evidence trail). During this third iteration, the
analysis revealed that 16% of the CATA Word-like concepts where in fact not adding
value to the analysis. They were: “different”; “case”; “possible”; “things”; “cultural”;
“American”; “means”; “whole”; “called”; “best”; “better”; “hand”; “ought”; “down”.
For example, in the particular of the Word-like concept “different”, with a frequent
usage (count= 387) throughout the sample, a KWIC revealed that it added little to no
semantic value to the analysis: “different circumstances”; “different groups of actors”;
“different definitions”; “different persons capacities”; “different types of leaders”;
“people differing from each other”; “different classes of legislators”; “different values”.
They were over used words (e.g., bleached of meaning or they are said to be of low
semantic content) that result in high linkages and correlations but they do not add to the
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meaning sought from the analysis. As a result, 14 CATA Word-like concepts were
removed adding them to the already removed and discussed earlier in iteration two.
The analysis also revealed five new capabilities (i.e., Time, Politics, Reason,
Effect and Thinking) captured, organized in relationship to the others and described in
the catalog (Appendix D). Take the concept of “Time” for example; it was not identified
before the experiment took place and most likely because it (“Time”) was taken for
granted by the analyst while the CATA tool could not cognitively discriminate on that
reoccurring variable during its calculations. “Time” was therefore a concept that was
relatively (to the other concepts) consistently mentioned throughout the sample. Once
the CATA tool identifies any new World-like concept, it is up to the analyst to make
sense of it. Through researching the use of the word “Time” in context (KWIC), it is
possible to derive an explanation for it. In this case it seems plausible that every leader
operates within a temporal setting and it was determined that time was a constant of
leadership and could be defined as: the ability to operate within temporal settings (past,
present and future) in context (Appendix D). An example of the use of the concept of
time in context captured during the KWIC analysis is: “Yet, in the absence of such time
for reflection, the leader risks losing her sense of agency: she may become the tool of
other individuals or of forces beyond her control” (Gardner & Laskin, 1995, p. 64).
Every leader will require time at all times and time can be available in different
quantities while certain leaders will be better at managing the temporal setting at their
disposal.

71

Table 5 Experiment 2 Summary of Results by Iteration

#1

#2

#3

#4

All

Raw data

Semantic

Semantic

Stable

significance

analysis

model

Total words

56,421

Unique words

16,995

Word-like concepts

N

N

N

%

N

%

N

94

94

94

100

94

100

94

24

26

24

26

24

55

58

70

74

70

15

16

0

0

0

41

44

5

50

46

5

5

2

2

7

Capability existed
(same name)
Capability existed
(different name)
Low semantic value

2,770

Capability existed
(something new
learned)
Net new Capabilities

New Capabilities

Time, Politics,

Process,

(derived from

Reason, Effect,

Respect

CATA Word-like

Thinking

concepts)
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Iteration four began by identifying 10 additional CATA Word-like concepts
which were in turn analyzed, according to the same procedure used in iteration three. All
were retained (as semantically relevant) while two additional capabilities were
identified. Based on this information, iteration four was considered the last iteration or
the stable model. By iteration four, all remaining CATA Word-like concepts were
analyzed against the content of the catalog. Every Word-like concept was deemed
accounted for either as a new or existing capability (Table 6).
The model took four iterations to reduce the variables to a set that meets the
criteria while still showing a “good” level of co-occurrence to explain the phenomenon
of leadership. The CATA tool basically undertook a relational analysis by measuring cooccurrence counts and relevancy scores of the most relevant concepts in relation to each
other and to the main concept it self-inferred. In the case of this experiment, this selfinference conceptual analysis yielded leadership as the Word-like concept that best
explained the data set and established its relevance score at 100% and became the
benchmark for the data set. A software parameter called Total Number of Concepts was
set to automatic in order to only extract the naturally emergent number of concepts from
the data as opposed to an arbitrary number set by the analyst. This means that the 94
Word-like concepts appearing on the ranked CATA Word-like concept list generated by
the software are the most statistically relevant concepts of the entire data set. Based on
the values from that list, for this particular experiment, a Count value higher than 200
and a Relevance score higher than 10% could be considered as good. All other values
could be deemed low and yet acceptable if their associated Word-like concepts are
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semantically valid since they still represent the less relevant among the most relevant by
being part of the automatically generated list.
Table 6 Experiment 2 Summary of New Capabilities

Capability

N

Relevance

Domain

(%)

Word-like

Capability

Process

group

concept
TIME
Time

500

30

Present

251

15

Modern

217

13

History

166

10

Day

124

7

Course

240

14

Old

103

6

POLITICS
Political

485

29

Politics

215

13

REASON
Reason

215

THINKING

203

Constant

Time

Context

Constant

Debate

Condition

Knowledge

Reason

Systematic

Feedback

Effect

Knowledge

Mind

Think

13

EFFECT
Effect

Context

12
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Capability

N

Relevance

Domain

(%)

Word-like

Capability

Process

group

concept
Thought

200

12

RESPECT
Respect

254

262

Indifferent

Respect

Systematic

Process

(All processes)

15

PROCESS
Process

People

16

Iteration four could have led to a fifth iteration (or several others) by:
a. Creating a user defined concept for “Time” and its associated concepts
(“Present”, “Modern”, etc.) into a single concept which would have left room
for other Word-like concepts to emerge in later iterations;
b. Amalgamating concepts that have close semantic proximity in semantic space
(e.g., “Politics” and “Political”) which could have also left more room for
other concepts to emerge.
Doing so could have been perceived as manipulating the CATA variables and
introducing bias by over engineering its variables (i.e., analyst interpretations over
statistical correlation values). Instead, a decision was made to stop iterations when no
CATA Word-like concept, assessed through KWIC, bared no or low semantic value
(i.e., a word overused in the body of text that over shadows those that have higher
semantic value). The values (i.e., co-occurrence counts and relevance percentages) at the
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bottom of the ranked CATA Word-like concept list (i.e., 94 CATA concepts that had
emerged through the iterations) were very low: the last 20 or so Word-like concepts
offered counts of about 100 and relevance scores were at or below 6% as opposed to a
top ranking Word-like concepts which would show values as high as 1,600 and over
90%. Since iteration four yielded all semantically significant Word-like concepts, it was
deemed reasonable not to eliminate any of them at the risk of weakening the objectivity
of the experiment (e.g., until such a point where the analyst can see the ones he/she
would like to see).
Experiment 2 Themes
Once the CATA tool has learned and ranked the Word-like concepts contained
within the sample, their relationship to each other are available to the analyst as a visual
map (Figure 11). This visual representation of the calculations produced by the CATA
tool serves as an additional tool to assist in navigating a wealth of information and
linkages the analyst can consider when telling the story about what the sample has to
reveal.
Word-like concepts are automatically clustered into higher-level themes. Wordlike concepts that appear together often in the same pieces of text attract one another
strongly, and settle near one another to generate the visual map. The CATA tool
automatically lists those top connected groups of Word-like concepts as themes and the
default number of themes selected by the tool is shown in Figure 11.
It is possible to adjust the tool to show a greater breakdown of the same
information as well as a greater aggregation (e.g., at the limit, two themes, “People” and
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“Leadership”, can represent all the concepts) depending on the preferences, for level of
granularity, by the user doing the analysis. Ten themes for 94 concepts seems like a
reasonable ratio of aggregation (about 1:10) so I did not adjust the number of themes
proposed by the CATA tool.
On the map, the analyst is shown the Word-like concepts that appear most
frequently in the sample and those that are most-connected to other Word-like concepts.
The CATA tool will show the Word-like concept that has the highest statistics (i.e.,
count and relevance) as the automatic name of the theme. A theme is meant to represent
a family of terms that tend to be used together (i.e., they co-occur frequently) and travel
together throughout the sample. However, a group of concepts may be better represented
by another word which represents the cognitive meaning of the family of concepts that
have been grouped together.

Figure 11. CATA concept map of Experiment 2 with major themes as generated by the tool.

77

There are 94 grey dots present in Figure 11. The larger concentrations of the
larger dots form the importance of the theme. For example: theme “1. Leadership”
contains both more and larger dots than theme “10. Decision”. These dots correspond to
the associated concepts that will be discussed in greater detail later in this chapter.
Theme “4. Power” is located at the center of the map since it is strongly correlated with
every other theme but not as important as theme “1. Leadership” based on frequency of
co-occurrences. The map shows relative distance between themes and can be used in the
interpretation such as: “3. Life” and “6. People” are closer in semantic proximity than
“4. Power” and “9. Values”.
Initially, each theme took its name from the most frequent and connected Wordlike concept within that circle and there were 10 such themes (Table 7), varying in
connectivity and relevance to each other and forming the basis of the concept map in
Figure 11. The concepts appearing in Table 7 and Table 8 originate from the ranked
CATA Word-like concept (i.e., list of 94 Word-like concepts) discussed earlier in
iteration four. Some of the concepts listed may not intuitively make sense without some
investigation by the analyst. The CATA tool calculates and presents information in a
format that enables new meaning to emerge. Through KWIC, the analyst can see how
those words travelled together in the sample and apply human cognition to computer
generated calculations. As we will see next, pondering about the automatic names of
themes, based on the concepts associated to each theme and their specific use within the
sample, is an interesting exercise to help attribute meaning to the word associations
depicted by the CATA tool.
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In Table 7, the theme connectivity measure is an indicator of the relative strength
of a concept’s frequency of occurrence. Relevance is just the percentage frequency of
text segments which are coded with that concept, relative to the frequency of the most
frequent concept in the list. Thus, the most frequent concept will always be 100%. This
does not mean all text segments contain that concept. Other relative percentages are
calculated by dividing a concept’s count into the top occurring (100% Relevance)
concept’s count.
Table 7 CATA Themes with Theme Names as They Were Proposed by the Tool

Theme

Concepts

Connectivity
(%)

1. Leadership

leadership, leaders, leader, group, members,

100

followers, behavior, organizational, groups,
organization, influence, organizations, culture
2. Political

political, social, work, knowledge, individual,

63

individuals, change, role, movement, action,
experience, strong, modern, reality
3. Life

life, world, society, form, public, free, present,

62

states, civil, thought, private, war, history, black,
white, old
4. Power

power, others, time, common, human, need, given,

61

act, order, become, sense
5. Men

men, man, government, god, king, law, country,
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51

Theme

Concepts

Connectivity
(%)

reason, justice, character, children, day
6. People

people, nature, take, authority, respect, true, place,

45

force
7. Women

women, fact, democracy, politics, party, difference,

27

class, national, business
8. Person

person, moral, persons, course, question

19

9. Values

values, process, needs, effect

15

10. Decision

Decision

03

Although ultimately the names of themes were retained as proposed by the tool,
Table 8 shows how the analyst can interpret the list of concepts contained within them
and associate a word which may provide more meaning to the group.
The revisited theme names of “Inclusion” might stand out more since theme “7.
Women” has been somewhat isolated from “6. People” and “2. Political” while it could
have been included in one or both. This is best explained by the makeup of the sample
which specifically focused on women inclusion and style (since Woolf, 1929/1981)
through several papers (and thus words). The concepts of “black” and “white” also were
present in the 94 concepts and travelled together with “democracy”, “politics” and other
concepts in this theme. This influenced the choice of “Inclusion” for a revisited theme
name, as opposed to strictly using the concept of “Women”, to reflect the broader
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phenomena discussed throughout the sample. In the end, theme names where left as the
CATA tool proposed them in order to retain as many unbiased results against which the
analysis was conducted.
Table 8 Theme Name CATA versus Analyst Interpretation

Theme name
Revisited
Leaders‐

Original

Concepts

1. Leadership leadership, leaders, leader, group, members,

Followers

followers, behavior, organizational, groups,
organization, influence, organizations, culture

Conditions

2. Political

political, social, work, knowledge, individual,
individuals, change, role, movement, action,
experience, strong, modern, reality

Context

3. Life

life, world, society, form, public, free, present,
states, civil, thought, private, war, history, black,
white, old

Power

4. Power

power, others, time, common, human, need,
given, act, order, become, sense

Constant

5. Men

men, man, government, god, king, law, country,
reason, justice, character, children, day

People

6. People

people, nature, take, authority, respect, true,
place, force

Inclusion

7. Women

women, fact, democracy, politics, party,
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Theme name
Revisited

Original

Concepts
difference, class, national, business

8. Person

person, moral, persons, course, question

Needs

9. Values

values, process, needs, effect

Decision

10. Decision

Decision

Experiment 2 Concepts
Paralleling the literature review critical analysis process (concept trees in
appendices A and B), a concept tree was populated with the automated results of the
CATA tool Word-like concepts. This was a useful way to further analyze the results of
the CATA tool. The relations between concepts were extracted from the nested
hierarchy of the discovered concepts located in a Table of Text Segment Classification
which can be optionally generated by the CATA Tool and which is induced from the
Concept Map (Figure 11).
An analysis of the co-occurrence frequencies, the rate at which co-occurrences
between concepts occurs in the sample, enabled the creation of a concept tree. The main
branches correspond to the highest values and each sub-branch is organized by repeating
the analysis of the values where those values are the highest between every pair of
concepts.
As per Figure 12, based on this subset of the 94 by 94 matrix of frequency count
of co-occurrences, the values for the concepts of “leaders”, “leader” and “follower” are
clearly more frequent at 433, 282 and 224 respectively with the concept of “leadership”
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than with any other concept (except for each concept’s frequency with itself). The
concept of “group” is an order of magnitude smaller than the highest values of
frequencies with the concept “leadership” and has the next highest value of 107 within
the concept of “leaders” column and hence has a high correlation. Similarly, the concept
of “members” has the next highest value of 126 with the concept of “group”. The
hierarchy of concepts is thus: “leadership” with a branch for the concept of “leaders”
that contains a sub-branch for the concept of “group” which in turn is attached to the
concept of “members”. Since the concept of “leadership” has the highest frequency
among all concepts at a value of 1657 it forms the root of the concept tree in Figure 13.
Concept
leadership
people
leaders
power
leader
men
group
political
man
social
members
followers

count
leadership people
leaders
power
leader
men
group
political man
social
members followers
1657
1657
118
433
97
282
42
143
68
9
96
87
224
1092
118
1092
73
107
36
95
35
26
76
32
37
41
73
991
71
198
23
107
67
6
46
64
380
991
433
836
97
107
71
836
37
90
38
64
74
46
31
32
36
198
37
797
16
113
24
8
20
84
108
797
282
679
42
95
23
90
16
679
10
25
95
29
8
4
35
107
38
113
10
513
22
3
61
126
43
513
143
486
68
26
67
64
24
25
22
486
21
70
20
20
555
9
76
6
74
8
95
3
21
555
14
8
3
472
96
32
46
46
20
29
61
70
14
472
31
21
543
87
37
64
31
84
8
126
20
8
31
543
15
41
380
32
108
4
43
20
3
21
15
419
419
224

Figure 12. Concept tree values.

This approach yielded 54 broader concepts (or themes and sub-themes) of the
total 94 CATA Word-like concepts. Some concepts like “civil”, “war”, “black” and
“white” were not included based on their low overall explanation (lower correlations
based on frequencies) to the phenomenon of leadership (concept of “leadership”). Other
concepts included in the results do convey some of their meaning like, the concept of
“women” does for inclusion (i.e., “black” and “white) or “force” by implying its
application (i.e., “civil” and “war”).
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Figure 13. CATA concept tree.

All concepts are correlated to each other and, strictly using the highest
correlation results based on count frequencies of co-occurrences, it is possible to
generate high level explanations for the entire corpus of concepts and their relations to
each other. The entire concept tree can thus be captured as shown in Figure 13 and it
may have more than one possible interpretations. Using a minimalist approach, by
limiting the number of added words to the existing concepts (i.e., words found in the
tree) when constructing each sentence and ensuring that the meaning of each sentence is
representative of evidence (through KWIC) in the sample, an interpretation by the
analyst could read something like:
Through time and political realities, leadership has been about men’s
power over people. Leaders, followers and leader behavior have been
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investigated under a number of dimensions and specifically in organizational
settings. Groups are a form of organization where values are shared. A group
contains members that generate influence and have an effect.
Power is common and given over time to a person who will act to affect
many persons and hence others. Power over others entails such things as a
moral sense, knowledge of an individual and their work. Individuals have
existing needs and a particular need may become important to them. A person,
over the course of time, will come to question power. Power’s takes form,
several in fact and, usually brings order to a human who can be organized
through states in particular or, in society in general where it affects the public as
a whole. As time passes, based on the nature of things surrounding us, it is
possible to take authority and an attitude favoring true respect.
Men lead within a context shaped by many things including the one
recognizable from the national character of their country. A leader can be a man
among men who struggle constantly for a sense of justice. Man takes part in a
government, so that what God, King, law and reason intended are looked after
every day. People are present in place (modality) and together represent a force.
Leadership is also about Women, middle-class or otherwise, although
democracy takes its time to include them in politics at all levels, including
national, and on an even footing with men.
Strong political and social movements based on fact are a necessary part
of leadership in modern times, or at any other time, and in any business
(context). Where there is action, strong politics exists, usually not contained
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within a single party and with many political differences. Social experience is
affected by political action (or inaction) and brings about an important aspect of
leadership - change. People change role and, through a decision process, affect
culture within different organizations.
Experiment 2 CATA Themes and Concepts in Relation to the Leadership Process
It is interesting to note that all process activities identified in the leadership
process were naturally occurring in the automatically generated CATA Word-like
concepts with the exception of one word: “Conditions”. Table 9 shows the presence of
leadership process activities within the CATA concepts associated to the CATA themes.
One observation from Table 9 is that the automatic appearance of the process
activities in the automated results of the CATA tool is a confirmation of their presence
in the sample.
Another observation is that the “Decision” concept count is low and so is its
related connectivity value. This may be due to scanning errors that have been observed
through inspection of the thesaurus where I found many optical character recognition
(OCR) characters in error (an “l” instead of “i” for “decislon” instead of “decision”).
Although the thesaurus had been thoroughly inspected for such OCR errors, some were
not easy to detect or to correct for example: if I found “dec” in the Thesaurus, I would
not feel comfortable taking a corrective action since “dec” could be any number of
words “december” ,“decadent”, etc.
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Table 9 CATA Concepts and Leadership Process

Process Activity

CATA

Connec‐

CATA

theme(s)

tivity (%)

concept(s)

9. Values

15

Need

213

13

2. Political

63

Knowledge

486

29

Decision

10. Decision

3

Decision

248

15

Action

2. Political &

63 &

Action &

259 &

16 &

4. Power

61

Act

271

16

2. Political

63

Role

287

17

4. Power

61

Power

836

50

Influence

1. Leadership

100

Influence

360

22

Authority

6. People

45

Authority

336

20

Need

N

Relevance
(%)

Conditions
Knowledge

Role
Power

Only when I had a high degree of confidence (like in the case of “decislon”) would a
corrective action be taken to include the word in the CATA analysis. This may have
caused for several instances of the word decision not to have been counted in the results.
Based on the result in Table 10, the “decision” concept count was at 249 and remained
higher than the standard deviation of 222.83 for the 94 concepts. It also remained
somewhat strongly relevant to explaining the main concept of “leadership” with a value
of 15% when the average is 19.63%.
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Table 10 Statistics for the “decision” Concept

Concept

N

Relevance (%)

249

15

Average

328.50

19.63

Standard deviation

222.83

13.30

“decision”

Experiment 3 – Recent Years (Supplemental)
Experiment 2, as the core experimentation of this dissertation, ultimately
confirmed known leadership capabilities and uncovered new ones that have been
captured in Appendix D. It covered the entire sample however; the sample did not
include more recent theories and approaches because the sample is void of content for
the last 10 years (i.e., a stated limitation of the sample in the Methodology chapter).
Experiment 3 was conducted to mitigate the risk of sample under representation by
omission of recent theories and approaches to leadership. Experiment 3 was a
supplemental experiment which included two literature reviews for that period (Kilburg
et al., 2011; Avolio et al., 2009) and assisted in determining the validity of the findings
against a more recent set of theories in leadership and hence answer – “How different
would the results be by including recently developed leadership theories?”
11,853 words contained into two distinct literature reviews of the leadership
domain were analyzed using the same approach described in Experiment 2 and rendered
the results in Table 11.
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Table 11 Experiment 3 Summary of Findings

Total words

11,853

Unique words

3,047
N

%

Number of Word-like concepts generated

38

100

Total "stop word"-like (low semantic value)

5

13

Total considered for inclusion in catalog

33

100

Total that existed already in catalog (with same word)

21

64

Total that already existed indirectly in catalog

13

39

22

67

Already exists and learned something new (KWIC)

3

9

Total net new concepts identified as capabilities

1

3

(not same word but same capability)
Total that had already been identified in Experiment 2
(with same word)

New Capabilities

Performance

It seemed reasonable to focus on the concepts that have emerged in recent years
and compare them with the existing one in the catalog (now rich with both the literature
review and the results from Experiment 2) to determine if any capabilities had been
missed.
Experiment 3 was useful to demonstrate that the sample from the literature
review and in Experiment 2 was indicative of the main capabilities that have been
discussed over the last 2000 years and it provided extra insights into some of the already
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existing capabilities while adding one more. As shown in Table 11, a total of 38 Wordlike concepts were identified by the CATA tool, five were deemed to have low-semantic
value and were classified as Stop-words and reduced by 13% (to 33) the total number of
Word-like concepts to be considered for inclusion in the catalog (Appendix D). Of the
33, only one net new capability emerged for inclusion in the catalog. Of those 33 Wordlike concepts, 64% were already identified with the same word in the catalog while 39%
were in the catalog but not labelled exactly with the same word so, Experiment 2 had
already identified 67% of the Word-like concepts generated by Experiment 3 with the
same word.
By conducting Experiment 3 an improvement of only one new capability in total
was made possible. After a KWIC analysis, the new capability “Performance” was
defined in the catalog as: the ability to achieve an intended outcome following one or a
series of activities. A KWIC example of the Word-like concept found in Kilburg et al.
(2011) was: “Leadership role performance tends to cluster in behaviors directed towards
driving task performance by colleagues and towards creating and managing effective
relationships with them” (p. 9). A KWIC example found in Avolio et al. (2009) would
be: “What are the implications for enhancing a leader’s self-concept clarity or working
self-concept about what constitutes the roles of effective leadership in developing that
leader’s self-awareness and performance?” (p. 428).
The experiment was significantly smaller in size (3,047 unique words compared
to 16,995 in Experiment 2) and could have been conducted differently by amassing all
the references, and associated texts, contained in the two literature reviews (Kilburg et
al., 2011; Avolio et al., 2009). Although this approach would have yielded more words
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to analyze, the main tenants (e.g., leadership concepts) were already concisely presented
in the two literature reviews. Also, higher correlations (i.e., co-occurrence counts) as
well as relevance factors between words (e.g., concepts) would have been calculated and
arguably the same concepts would likely have been present since the literature reviews
highlight the main findings of the papers they refer to.
As a result of the experiment, the identified capability of “Performance” has
been associated to the process capability group (which was a net new addition from
Experiment 2), and in turn associated to the systematic leadership domain in the catalog
(Appendix D). A general observation from using the KWIC method, in support of the
semantic analysis during Experiment 3, was that this sample had a very strong focus on
enterprise (organizational) setting as opposed to leadership in every possible setting
(political or in society in general). This may explain why an emphasis on process and
performance was found.
Leadership Capabilities Merged with CATA Concepts
The thesaurus in Experiment 2 represents the language to describe leadership.
With its 56,421 words, of which 16,995 are unique, leadership has been heavily
described for centuries in these seminal writings. The concepts identified were words
that more often (frequency co-occurrence counts per context blocks across the entire
sample) are associated more strongly together (higher correlations between words). The
thesaurus offered the foundation from which the statistical analysis could be conducted.
The semantic analysis had to come after since one word in one context carries not the
same meaning as in another. For example, “American” may be important when studying
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geo-political events whereas in this sample, in which I already know it to be of
occidental and western views, it is less so. When words have limited semantic value, of
any kind, although they are in the vocabulary, they can be omitted from the corollary
analysis through various settings in the CATA tool as described earlier. The 56,421
count can be misleading since a computer will count a word regardless of it having a
meaning in the context of the analysis being conducted. A thorough review of the
56,421 words revealed that 2,770 entries (or 16.3% of the unique words) did not belong
in the analysis (low or no semantic value) therefore, the 14,225 plus or minus unique
words, are those necessary to describe the phenomenon of leadership.
Starting with 56,451 potential variables and reducing them down to 94 Wordlike meaningful concepts represented into 100 capabilities of leadership (Figure 14)
describes well (captures the essence of) this scientific experiment. Aggregating those
words into concepts, iteratively assessing them semantically for potential leadership
capabilities within or beyond those grounded in a literature review and thereafter
organizing those capabilities into groupings that fit within a grounded model are the
major scientific contributions of this experiment.
Building on the earlier definition of a capability, when detailing the leadership
metamodel, my working definition of a leadership capability is now evolving to: a
particular ability of a person to achieve a specific purpose or outcome in the leadership
value stream. It describes what the person does that creates value for someone without
consideration of who does it or how it is carried out. Capabilities are based on leadership
outcomes, unique in terms of intent, and unique in terms of information requirements.
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For example, it is reasonable to assert that a person requires a certain level of
knowledge, perhaps obtained through information or even experience, when carrying
out a leadership activity (e.g., something as simple as helping another person understand
a mathematical expression in a classroom environment). If this is the case then, it seems
reasonable to state that: knowledge is a capability group that contains several
capabilities related to it, like information and experience, which leaders might draw
upon when participating in a leadership-related activity.
In Figure 14, this capability relationship is represented by a rectangle named
Conditions (defined in Appendix D as: a leadership domain of a restricting, limiting or
modifying circumstance) with a rectangle named Knowledge (defined in Appendix D
as: required in order for a person to operate with an awareness of; familiarity with
someone or something; information; facts; descriptions; skills) that contains specific
capabilities discussed within the sample used through the experiments (from learning to
reason).
Each of these capabilities was either identified during the literature review, the
experiments (or both) and can be linked to the content. Furthering the example already
stated, KWIC evidence files from Experiment 2 revealed and documented that, among
other authors, Duplessis-Mornay (1579/1648) mentioned that reason rules one person;
Stanton (1867) wrote about the process of reason; Walzer (1973) about different types
of reason such as utilitarian reasons, no reasons, good reasons as well as the limits of
reason and; Hobbes (1651) about reason over passion. By using a standard definition
(i.e., Oxford Dictionaries) of the noun reason as “a cause, explanation, or justification
for an action or event”, it was possible to associate this “reason” capability with the
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capability group of “knowledge” since reason can be said to be required in order for a
person to operate with awareness of and so on (see prior definition of knowledge).

Figure 14. Leadership capabilities summary showing hierarchy.

The same logical approach was used to build the data language for each of the
capabilities listed in Figure 14 and documented in the Leadership Service/Capability
Catalog (see descriptions for each capability in Appendix D). Figure 15 is an example of
a snapshot that can be produced based of the content of the catalog. It contains the
description of the capability along with a list of processes and theories that are linked to
it. The next chapter will go into greater detail about these links between capabilities,
processes and theories.
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Figure 15. Consensus capability snapshot of related information.

Figure 14 reveals an important number of leadership capabilities. Leadership
literature being abundant, there are some existing and yet limited references to
leadership capabilities, abilities and capacities. Several more recent writings have
focused on specific domains of applications such as business administration
(McWhorter, Lynham & Porter, 2008; Khaleelee & Woolf, 1996), policing (Smith &
Charles, 2013), and school administration (Lambert & Association for Supervision and
Curriculum Development, 1998). Going through the Handbook of Leadership (Bass &
Stogdills, 1990) no specific record of the word capability was present in the index, and
no encompassing studies about capabilities or abilities in general were present in this
extensive review of leadership literature. However, Bass and Stogdills (1990) do
highlight some academic research on leadership abilities although they are always
limited to very specific contexts (e.g., authoritarian leaders, black leaders and
charismatic leaders) and about very specific abilities (e.g., conflict-handling, conveying
meaning, empathetic, mathematical, task competence). A more recent publication does
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address capabilities in general although the authors have focused solely on the context
of executive development (Van, McCauley, Ruderman & Center for Creative
Leadership, 2010). Van et al. (2010) have listed 16 leadership capabilities which were
derived from interviews with business executives involved in a leadership development
program: leading oneself; self-awareness; ability to balance conflicting demands; ability
to learn; leadership values; leading others; ability to build and maintain relationships;
ability to build effective work groups; communication skills; ability to develop others;
leading the organization; management skills; ability to think and act strategically; ability
to think creatively; ability to initiate and implement change.
As evidenced by the plethora of leadership writings discussed at the outset of
this research, leadership is a multidisciplinary affair which deserves the attention of
interdisciplinary studies. Capabilities should therefore reflect the richness of the
different contexts and actors involved in the process of leadership (e.g., religious,
historical, organizational, psychological, sociological, political, educational,
economical, anthropological, etc.). This dissertation opted for a broader social
perspective encompassing relationships among individuals interacting with each other
within society at large (as opposed to some limited and more specific context). This
could help explain why other researchers have been working with a more limited set of
leadership capabilities (or abilities) than the ones identified through this experiment; an
experiment which was based on the premise, and accompanying sample, that saw the
province of leadership as all-encompassing of the different contexts and actors in life.
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Summary
The three experiments concluded successfully with confirmatory evidence in
each case. A supplemental experiment, Experiment 1, validated a claim made earlier in
this dissertation that three basic roles were frequently used over an extended period of
time to describe people taking part in the leadership process. As the core experiment,
Experiment 2 enabled the validation and improvement of the leadership capabilities that
form an important part of the data language. As a supplemental experiment, Experiment
3 showed that recent year’s publications added some limited information to the
capabilities already identified throughout the sample. Together the three experiments
contributed to answering the research questions as well as some additional probing
questions. The main result of the experiments was the determination and documentation
of the 100 leadership capabilities (Figure 14) now captured in Appendix D and forming
the data language to support the phenomenon of leadership.

97

CHAPTER VI: DISCUSSION AND CONCLUSION
In this final chapter, I will remind the reader of the original research problem,
how it was approached, what was found and what it means going forward. After putting
the pieces back together and discussing some benefits and limitations, the specific
contributions of this research and a general conclusion are presented.
Treatise Overview
So far, after stating the integrative theory problem, the complex phenomenon of
leadership was first broken down by determining key concepts inferred from literature.
It was then assembled again by constructing a grounded and integrated theory based on
those key concepts. Thereafter it was methodologically parceled into microscopic pieces
of words, and their meaning in their respective sentences across the body of texts, when
explicating three experiments and presenting their results and analysis. In this last
chapter, those pieces are reassembled again by revisiting the initial metamodel construct
(i.e., integrative theory) and discussing its value.
In stating the research problem for this research, an abundant knowledge base
was brought to light as exemplified through 54,400,000 results in Google Books and
over 58 theories and approaches to leadership (Figure 2 – Table of Compounds and
Appendix C). Scientists in this field like Avolio et al. (2009), Kilburg et al. (2011), Gill
(2011) and Redeker et al. (2014) felt it was necessary to identify a common thread
despite several failed attempts to date. Although there had been several mentions of a
leadership process throughout the corpus of leadership literature, no in-depth research
results were found to specifically model such a process as described here by Hollander
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(1974): “… less attention is given to the more dynamic aspects of the leadership process
which would embody a richer conception of the leader's role and more consideration of
leader-follower relations” (p. 20). In Wren et al. (2004) alone, the mention of a process
was found in many papers spanning many generations including: Hegel (1807/1910);
Hollander (1974); Burns (1978); Smircich and Morgan (1982); Barber (1984); Rost
(1991); Gardner & Laskin (1995), Mansbridge (1996).
Throughout this dissertation, the main research question sought to identify
common characteristics among seminal writings and I have found that, however
different they appear to be, all leadership theories and approaches likely share a similar
overarching process. Furthermore, they likely share many capabilities (i.e., abilities in
different capacities) required by those who partake in the value adding activities (i.e.,
value stream) of the leadership process.
In seeking clarity around these issues, a literature review identified leadership
concepts (appendices A and B) which were organized under a grounded theory.
Borrowing from the fields of information systems and software engineering, modelling
approaches were used to guide the organization of the information into a leadership
metamodel. Figure 16 illustrates a very high level view of previous figures and
synthesizes the metamodel’s main components (i.e., capabilities, process, services
relationship) with definitions. This content analysis work was supported by a catalog
designed to capture a data language (e.g., the language of leadership) as it emerged
throughout the research activities (Appendix D). An initial set of leadership capabilities,
identified manually through a critical synthesis of the same sample, was captured in this
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catalog and later validated through three computer aided experimentations (Appendix
G).

Figure 16. Leadership metamodel summary.

At this stage of research, the central question (i.e., Do leadership theories share a
common set of characteristics?) can be answered: Yes, initial internal validation efforts
show that leadership theories and approaches most likely share a common set of
characteristics. Furthermore, it is possible to assert that a probable leadership metamodel
has emerged to demonstrate how those characteristics can be integrated. Finally, a data
language has been documented in a catalog (Appendix D) which I would argue is
capable of improving how the leadership phenomenon can be described.
The selection of iterative hermeneutics (Krippendorff, 2004), assisted by a
Computer Aided Text Analysis tool (Smith, 2007), proved to be a good methodological
choice for this content analysis driven research. When used against the detailed a priori
design (Neuendorf, 2001), which took root in a critical synthesis (Cooper et al., 1998) of
the same sample, this methodology offered a quantitative complement to what would
otherwise have been strictly qualitative and largely interpretative (Weber, 1990).
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Although meaning is not only a function of letters bound together in words, and
therefore of context and of personal interpretation as well, the objectivity provided by
this method ensures greater validity of the findings which in this case yielded a stable
set of common characteristics that transcends the complex, and much studied,
phenomenon of leadership. Strong statistical evidence as well as cognitive evidence,
mostly emerging from Key Word in Context analysis (Weber, 1990), were helpful not
only in identifying the relevant variables (i.e., characteristics) but also in documenting
them more fully (e.g., through the catalog and models).
In this chapter, the contributions and limitations of this research will be
discussed. Before doing so, I will attempt to show how the data language information
amassed in the catalog (Appendix D) can be evolved into a richer more complete visual
model beyond the original metamodel construct, describe some of the benefits derived
from using such a model as well as describe further improvements this more
comprehensive model might require.
Putting the Pieces Together Again – the Metamodel Revisited
Once leaders-followers know what leadership does (i.e., its capabilities), the next
question is how is it done and by who. Considering capabilities only (Figure 14), is like
considering leadership independently of who and how it is done. However, leadership is
about people having the ability to do something somehow and to varying degrees of
performance. This is where the process of leadership (Figure 6) comes into play – to
orchestrate those capabilities in delivering desired leadership outcomes and impacts (i.e,
societal objectives). A leadership capability is realized through a leadership process
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which in turn has many sub-processes. A capability is a noun (e.g., information) where a
process is a verb (e.g., acquire). For every capability, many processes can contribute to
its realization and some processes contribute to more than one capability (e.g., “think”
process, or the process of thinking, is important for several capabilities such as
awareness, information and reason however, would not suffice alone to achieve them
fully). Although not in scope for this study, Figure 17 lists some of the potential
processes that one could expect are required in a leadership ecosystem.
These processes (Figure 17) are indicative only and have been intuitively derived
from each capability definition as a possible action to realize a given capability. This
inference exercise was conducted for each capability in the catalog and remains
indicative only. Take for example the capability of decision (Figure 14) which can
arguably come from a decision process “to decide” (e.g., Vroom, 1973) and described in
the catalog (Appendix D) as “making a choice or judgment”.

Figure 17. List of some of the leadership-related sub-processes.
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As discussed earlier in this dissertation, in Wofford and Goodwin (1990), their model
for “Feedback and Decision Choice” indicate a requirement for information (similar to
the leadership capability of information (under Knowledge in Figure 14)) and they also
list sub-processes necessary to choose and make a judgment like to: acquire, observe,
evaluate, initiate, store, etc. This dissertation identified and tested for the existence of
leadership capabilities in literature. It also demonstrated, at the highest level, how to
orchestrate these capabilities to deliver a leadership outcome but it did not seek to model
all these sub-processes. To realize this important task, a future research project would
identify existing theories related to each element of the leadership processes (e.g., for
action (an activity in the leadership process) we now know that a capability of
motivation is required and hence, motivational theories would reveal which processes
are required to motivate someone (e.g., self or others)). This future research would
develop a more comprehensive set of process maps and their relationships to each of the
capabilities. Falling short of that, Figure 18 is an illustration of the current state of
knowledge (as documented in Appendix D) about the different processes and requires
further research.
Another important element of the metamodel, which was not in scope of the
experiments undertaken during this study, was about leadership services. Although both
the literature review and KWIC analysis enabled early identification of what these
leadership services may be and how they may be organized, no validation attempt was
made. These services can be viewed as an assembly of leadership service domains, types
and approaches. They can be viewed as the product of leadership (e.g., a Kantian leader,
a new-genre leader, etc.) delivering a type of service (e.g., a duty) based on a particular
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domain (e.g., employer). They imply that different needs (identified at the outset of the
value stream) can be delivered by one or several different leadership services which
could be objectively targeted (in a planning exercise) or objectively assessed (in a
retrospective exercise) and could cause one to reflect on one approach over another to
best suit identified needs. Those services rely on the value stream and how the processes
orchestrate the capabilities to deliver value. Figure 18 captures them as they are now
documented in the Leadership Service/Capability Catalog (Appendix D).
Figure 18 ultimately captures a visual model, rooted in the UML4 (Unified
Modelling Language), which is an illustration of most of the abstract layers involved in
the leadership metamodel (i.e., services, processes, capabilities and value stream).
Although this overall leadership footprint model may appear busy at first glance,
it really simplifies a vast amount of information contained in the catalog in the form of a
visual artifact. The top frame of the figure is the leadership value stream which is read
from left to right and shows how to achieve value (i.e., a flow of value) from activities
required in the process of leadership. The value stream occurs within a context where
people go through a process to deliver on societal objectives based on initial needs. It is
a continuous process, through a feedback mechanism, which feeds the necessary
knowledge to make a decision, take action and in assuming a role that will express
authority and exercise influence in meeting societal objectives.

4

UML is an ISO standard (ISO/IEC 19505-1:2012) to graphically represent complex systems

www.uml.org.
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The second frame list most of the decomposed leadership capabilities, organized
in domains and groups of abilities and capacities, and represents what is deemed
necessary in realizing the activities in the leadership value stream. These capabilities can
differ greatly in their arrangement as leadership value is built upon several iterations of
the leadership process. Although they may vary in arrangement (e.g., degree) they are
stable in their presence and are drawn from most capability domains and groups. A
capability may be deemed weak or strong (i.e., performance) when in play. For example,
regardless of the type and amount of knowledge, one form or another of it is always
required when engaged in leadership activities. The same could be said of the other
capability domains.
The third frame, although a work in progress, lists processes that allow a person
to reach a certain level of performance for each capability. For example, the process of
being “aware” of something would not be the same as being able to “debate” it and both
may be desirable in different contexts where a capability of information (and to acquire
it) is required to have the necessary level of knowledge of something. As discussed later,
further clarifying which of the processes are in association with the different capabilities
would clarify those relationships. For practical reasons, this would require several
different visual artifacts (e.g., footprint models or other types) to effectively show them
(i.e., not everything can fit on a single page). For now, it is more a list of plausible
processes to pick from.
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Figure 18. Leadership footprint graphical representation.

The fourth and final frame contains leadership services. The logic employed
throughout this research is that a person, consciously or not, delivers some form of a
service when engaged in leadership. Those services can also be organized to fit the
different domains and types of services delivered. This frame implies that a parent,
much like an employee, can deliver on its duties or a helpful action, in a Kantian or
transactional service and so on.
Although the first frame was read from left to right, the model is read from
bottom to top. Thus, a service, through several sub-processes, will orchestrate
capabilities that, in turn, will deliver some value in the overall process of leading (i.e.,
leadership process).
Practicality of the Metamodel: Leadership Conversations
Ultimately, at least in a theoretical world, having a vision and strategy on how to
be a leader-follower (read as a leader and/or a follower) should guide each person. That
strategy should benefit from an overall language (e.g., data language) which likely takes
the form of visual aids (e.g., models) that assists each stakeholder in planning (or
assessing) their approach to leadership. Practice does not always reflect theory and such
tools are often not available but through this research, their engineering is proving more
feasible.
Perhaps it would be à propos to illustrate how this model can be a useful
complement in practical settings in its current, yet limited, form. To do so, I turn to the
“Leadership conversations” experiment, already described in the first chapter, which
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was partly responsible for fuelling my motivation to arrive at more complete conceptual
frame of reference for the phenomenon of leadership.
Extending that short experience, conducted with an early and very limited
intuitive model of leadership (see Concepts inferred from literature Footnote 2), to a
more comprehensive set of questions that would yield values for each variable in the
metamodel (focusing on the capabilities), would very likely lead to better insights (i.e.,
answers) for those who wish to improve their leadership skills. In other words, the
metamodel and data language could inform specific intervention guides given its
comprehensiveness. Such guides could become part of the tools used in leadership
education at large or for professional individual coaching opportunities.
Since the proposed leadership capabilities should be stable and apply to
everyone in their leadership journey, a simple guide could take the form of a personal
choropleth capability map (i.e., heat map or profile). Remembering that a capability is
both an ability and a capacity required in leadership, it is possible to measure
(qualitatively and/ or quantitatively) the presence of the ability and the degree of it
presence (i.e., capacity). By asking a series of questions against the capability map
(Figure 14), based on the knowledge contained in the catalog for each capability (Figure
15) in light of the entire footprint (Figure 18), a personalized analysis of strengths and
weaknesses to a specific past or anticipated leadership context is possible. It could take
the form of Figure 19 and enhance any leadership conversation possible today.
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Figure 19. Leadership capabilities profiling example.

Benefits of the Metamodel
There are several benefits to the metamodel and its components and specifically
to having better defined leadership capabilities:


Common vocabulary: a common language for “what” leadership does
enables situation analysis of critical issues and streamline efforts to craft
solutions to identified challenges.



Visual map: provides a way to see what is common across leadership
theories and approaches. It also provides visibility into the relationships
between important elements of leadership and can assist in identifying an
improvement area.
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Focus: enables to choose a specific area and improve it more efficiently. It
offers a collective view and enables conversations to more quickly identify
areas that require more attention.



Starting point leadership conversations: Provides the basis for planning,
change management (changing an approach) and impact analysis. Figure 20
is another example of how the data language can serve to explore the
relationships within the metamodel. Through a Leadership Service (as
opposed to capability) point of view and, in this specific case, from a Kantian
leadership service perspective.

Figure 20. Kantian service snapshot example.

Missing Pieces of the Metamodel, Limitations of this Research and Future Work
However useful the data language and the metamodel (like the leadership
footprint) may be, it is a picture to be completed and here are some limitations of the
research and its findings:
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Although I have developed a high level representation (a reference
taxonomy) with general representation of major concepts it will need:
o More specific process development work beyond the general value chain
and the high level (i.e., level 1) leadership process with a more detailed
mapping of the sub-processes;
o Clearer links between each processes and contributing capabilities.
Figure 21 highlight these gaps and shows how the use of existing theories
would serve to address this gap in future studies:


For example take the value stream activity of identifying a need.
It can be linked to the capability of need already qualified
(Appendix D) as the ability to understand what others perceive as
real, and may not be, in order to lead them towards partial or
complete fulfillment. A process of motive acquisition would be a
logical choice for further modelling the activities that can draw on
this leadership capability of need. Motive acquisition
(McClelland, 1965) can be further examined in detail by referring
to the theories such as Adams’ Equity theory (1963), Vroom’s
Expectancy theory (1964), Locke’s Goal-setting theory (1968),
Porter and Lawler’s Expectancy model (1968) and others.



Similarly, for acquiring knowledge, an inform process (Wofford
et al., 1990) could be augmented by theories of knowledge such
as Plato’s theory (Cornford, 1957), Kant’s theory (Prichard in
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Marvin, 1909), Locke’s theory (Rickless, 2008), Causal theory
(Carrier, 1976), Probabilistic theory (Kvart, 2006) and others.


And so on for making Decision and taking Action…

Figure 21. Process definition gap illustrated.



This research has focused on the development of the metamodel and its
internal validation with a strong emphasis on leadership capabilities and the
inputs to the leadership process, some next steps may be to:
o Validate the model in different leadership settings and assess its validity
against what has been observed;
o Validate the use of the model in coaching leaders;
o Using iterative-hermeneutic content analysis, continue to refine the
metamodel by continually identifying elements that belong but have not
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yet been identified and documented. Moving beyond seminal papers and
into more varied content could yield new information. Such a source of
content could be the Encyclopedia of Leadership (Goethals, Sorenson &
Burns, 2004) featuring a collection of 400 articles ranging from scientific
papers to biographies and case studies).


Although qualitative and quantitative methods were used to promote
objectiveness, the nature of the analysis welcomes researcher social bias
introduced through interpretation of content (e.g., CATA Word-like concepts
and their meaning which could be different from one analyst to another based
on cultural biases). This should be recognized as a general limitation of this
research and may be better controlled through future external validation
efforts of these initial findings.
Contributions of this Research

There are many dimensions or lenses through which the contributions of this
research may be assessed and I have chosen to discuss three of them: to leadership
theory and its ensuing research; to leadership education and practitioners and; to
computer scientists.
First, theory and research will likely benefit in the following ways:


Through this exploratory research, a working hypothesis has set expectations
for a defined conceptual framework that can be used in future empirical
research.
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The current conceptual framework has attempted to detail the leadership
process to a new level of detail and with focus on the inputs to the process –
a novelty in the field.



A methodology was developed and made use of both qualitative and
quantitative approaches. Its rigor and detailed implementation should inspire
future interdisciplinary research for social phenomena (i.e., other than
leadership) to be modeled in this information age (e.g., using information
systems and software engineering approaches to model a social
phenomenon).

Second, teachers, coaches and practitioners will benefit in the following ways:


A new tool for teaching and coaching leaders: several current leadership text
books only partially cover the full range of theories and practices such as
Northouse (2013), Gill (2011), Komives et al. (2007) while others are more
exhaustive, such as Bass (1990) or Wren et al. (2007), but difficult to cover
in short amounts of time usually afforded in current learning environments.



The tools and their respective contents may prove to be useful didactical
sources:
o By linking the metamodel, and derivative visual models, to all theories
and approaches (e.g., the Table of Compounds) by explaining how and
leaving room in the models to adapt to new theories and approaches as
they emerge. See Figure 22 for an illustration on how to link the
leadership capability of decision through the Table of Compounds and its
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details (i.e., different reference cards developed for each theory and
approach present in the Table of Compounds explained in Appendix C).
o By using questions, based on the data language, to probe leaders and by
using the metamodel to guide them in their practice.
o By using single page models (e.g., leadership footprint artifact) to capture
the essence and complexity of the domain of leadership.

Figure 22. Capabilities, theories and details illustrated example of relationships.

o By offering an additional alternative to those who seek to continually
improve their leadership skills.
As an aside, it has been suggested that the content of this tool (i.e., Table of
Compounds) might be enhanced in future work, using the same methodology employed
in this research, and by conducting an exclusive disjunction analysis (as opposed to the
union analysis) therefore highlighting the differences (as opposed to the similarities or
intersection) in the body of knowledge used to create it.
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Thirdly and finally, computer scientists will likely benefit from this research in
the following ways:
o Most computer programming techniques require logical representation of a
phenomenon in order to generate code that will model the desired behaviors.
In developing a data language, in modeling the main activities of the
leadership process and by describing the actors that take part in it and their
motivation, it is possible to start developing smarter tools to aid leaders and
followers to improve their skills. Expert systems based on artificial
intelligence or serious gaming would be a good example of how such a
system could be developed with this on-going research. With today’s
personal smart technologies and cloud computing options, it is reasonable to
think that such an application could be developed today and improved over
time while being accessible in real-time to practitioners through smart
devices (e.g., phones).
Conclusion
As demonstrated throughout this research, there is little doubt that, despite an
abundance in leadership theories and approaches that may appear to be diametrical at
times, a common set of characteristics can be derived. In this research, those
characteristics have been initially captured in a language (i.e., data language) that
supports a model of models – a metamodel of the leadership phenomenon. This
integrative theory, still a working theory at this point, has been internally validated and
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explained using a variety of visual artifacts to show its potential usefulness in a variety
of settings (e.g., educational, professional, research, etc.).
Put in very practical terms, I refer back to the Information Paradox by John
Thorpe (2007) who asked 4 simple questions:


Are we doing the right things?



Are we doing them the right way?



Are we getting them done well?



Are we getting the right results?

Thorpe further stated that: “What you need are a structured framework to
organize the questions and instruments to provide more objectivity to the answers,
permitting comparable measurement of the answers” (p. 30).
The leadership capability and related abstractions (i.e., value stream, capability
map, processes and services) provide a vocabulary, analytical discipline, and formal
mapping structure that can be useful to address a wide variety of challenges that emerge
on a regular basis for individuals involved in leadership situations.
This dissertation’s major contribution was to develop an integrated language
(i.e., data language) to those “things”, referred to by Thorpe, in the form of capabilities
and to organize and frame them in a metamodel reflecting a more comprehensive
leadership ecosystem. A language of leadership was therefore catalogued and some
initial validation took place through experimentations. Carl Gustav Jung (2006), founder
of analytical psychology and important ancillary concepts such as introversionextroversion and archetypes, is known to have said:
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Scientific education is based in the main on statistical truths and abstract
knowledge and therefore imparts unrealistic, rational picture of the world, in
which the individual, as a merely marginal phenomenon, plays no role. The
individual, however, as an irrational datum, is the true and authentic carrier of
reality, the concrete man as opposed to the unreal ideal or normal man to whom
the scientific statements refer. (p. 11)
I would like to think, that no matter how right or wrong (e.g., extent of the
validation offered to date) this working hypothesis may prove to be, that it is a solid
foundation and framework for important questions to be answered by those who seek to
help themselves and equally by those who seek to help others improve their leadership
abilities.
Given the opportunity, what follows this abductive exploratory dissertation could
be an externally validated deductive research design that would serve the purpose of
verifying the proposed construct, perhaps augmented with more detailed process design,
in applied settings. Through case studies, supported by questionnaires mapped to the
data language, it would seem possible to achieve objective testing of the working
hypothesis produced herein. An interesting question emanating from this work is: Given
the current Information Age, could the multi-disciplinary methodology employed in this
research serve to explain other social phenomena like entrepreneurship or others?
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APPENDIX A: THE PHILOSOPHICAL PERSPECTIVE
Philosophical discourse, which serves to explore systematically basic concepts,
is abundant and much of the literature assessed here equally applies to other important
areas of human life and not just leadership. I have therefore organized this part of the
synthesis in the form of philosophical questions that, at face value, are of interest when
inquiring about leadership:


Who are we? or To be or not to be… a leader?;



What are we? or Which roles exist when exercising leadership?;



Where are we? or How do we define the leadership journey?;



How are we? or What motivates us in leadership situations?;



When are we? or When is leadership at its best?.

My treatment of each of these questions will entail a textual description of the
inferences I have made from the body of philosophical literature followed by a manual
depiction, in a tree like structure, of the main concepts discussed.
Who Are We?
It is such a simple question and for which so many different answers exist. We
are what we decide to be. Many of us have come to acknowledge that however, we don’t
all understand how to achieve all that we can be. Here, the general question about who
we are, is more specifically aligned with the particulars of: are we to be a leader or not
to be a leader?
As I read through great classics such as Plato (trans. 1941), Aristotle (trans.
1900), Kant (1784/1970) and others like Machiavelli (1532/1854), I quickly come to the

132

realization that great philosophers capture human nature in words just like a master artist
captures nature on a canvas. Much like this analogy to the master artist, we humans
search endlessly for that perfection to be found in most any venture we pursue. This
idealistic view of the world can only render deceit when it is pursued with little
awareness of more realistic expectations. But is that wrong?
Let’s agree first that we, humans, are fallible and that we have a tendency to
accept our current state which often represents the easiest and least demanding effort
commanded to ourselves by ourselves as opposed to commanded to us by others.
If that is true, one could pose that we tend to have an alternate choice which
could be represented as having the predisposition to gravitate toward a reaching state, in
which we are called to deploy a more serious and much more demanding and complex
effort than the one offered by the current state.
We could further establish that the difference between the two states is
characterized by what we perceive, at that one point in time, as being the ideal state.
This ideal state can be qualified as a state of mind that we will sometimes contemplate
to infinite details while at other times we choose to ignore it completely. Life is too
interconnected today for anyone to be left untouched, even if only remotely, by God, an
ultimate ideal in itself. Taking Him has an example, we quickly realize that our current
state easily qualifies as lazy, imperfect, facile and therefore requiring much less effort
than trying to be God for what He is remembered. Regardless of religion, we have come
to identify ourselves with the idealistic portrait of what we should each strive to become
and what we could qualify as what we know to be right.
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In every case of identifying any ideal state, we require enlightenment which is
obtained by gaining wisdom most likely through learning. We do not generally
consciously know or sometimes want to recognize that we are able to learn what we
want this ideal to be. Take for example in religion, as with any other matter in life, we
are not born with much knowledge of it but we are able to choose to learn about it. We
are free to learn, free to choose because we are the masters of our own mind.
We make choices based on our environment, an environment characterized by
our time, culture, geography, religion and family among others and often unquestioned
or even, simply taken for granted. We know these elements to be around us but we have
come to accept them as normalcy so they become part of our current state. Of course, at
different times, we come to question parts of this environment but only if we can gain
pleasure from the promise of doing so or, if we can associate avoiding more pain in the
future than the pain (or pleasure) we are currently experiencing however enormous that
pain or pleasure might feel in the present.
When pain is involved, humans tend to conjure up new energy and rise more
quickly to the challenge at hand. In so doing, courage is required to undergo change of
state and to move closer to a desired or reaching state. This leverage is the only
difference between making a decision and taking effective actions in moving toward this
new state. Regardless of the degree of success in achieving the reaching state, the ideal
will not have been reached in any case.
And so the wheel goes, we choose to be by acting on our current level of
enlightened understanding of our ideal state, often characterized by what we believe our
purpose to be at any given time and situation, this is then supplemented by our raised
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awareness of the environment in which our actions will occur but only if we gather the
necessary courage to act. By doing so often enough, we influence and by not, we are
influenced.
The ultimate influencers since the beginning of time are Gods and after
antiquity, coupled with the advent of Christianity, the world has come to recognize very
few Gods, and they are more generally adored along with their respective laws. But who
is God or where is God? Far be it for me to answer on behalf of all of us what so many
are still searching for and many others believe to have found. Whoever He is, He is not
human and does not walk the earth, or does He or She? Great many philosophers:
… have already proved, that all Kings receive their Royall authority from the
people, that the whole people considered in one boday, is above and greater than
the King; and that the King and Emporour are onely the prime and supreme
governours and ministers of the Kingdome and Empire; but that the people the
absolute Lord and owner thereof. (Duplessis-Mornay, 1579/1648, p. 283)
Whether we consciously do so or not, those of us in civil society (i.e., people in
association) have come to accept that leaders are ultimately chosen by divinity, a greater
force than chance or the will of one person, and that people are to follow their lead as
they are entrusted to ensure that justice comes to us all. A point well supported by
Aquinas (trans. 1997), Hume (1748/1882) and Calvin (c. 1536/1816):
...for it implies, that they have their command from God, that they are invested
with his authority, and are altogether his representatives, and act as his
vicegerents. This is not an invention of mine, but the interpretation of Christ,
who says; "If he called them gods, unto whom the word of God came, and the
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Scripture cannot be broken." What is the meaning of this, but that their
commission has been given to them by God, to serve him in their office, and, as
Moses and Jehoshaphat said to the judges whom they appointed, to "judge not
for man, but for the Lord?"' To the same purpose is the declaration of the
wisdom of God by the mouth of Solomon: "By me kings reign, and princes
decree justice. By me princes rule, and nobles, even all the judges of the earth."
This is just as if it had been affirmed, that the authority possessed by kings and
other governors over all things upon earth is not a consequence of the
perverseness of men, but of the providence and holy ordinance of God; who hath
been pleased to regulate human affairs in this manner; for as much as he is
present, and also presides among them, in making laws and in executing
equitable judgments. (Calvin, c. 1536/1816, pp. 137-138)
People in Association Are Ultimate Power
As stated in Thoreau (1849/1893, p. 317): "Render therefore to Caesar that
which is Caesar's, and to God those things which are God's," is only another form of
saying that kings will not be above God but His servants while they serve Him well.
Since I believe that Divinity comes from natural justice evolution into social justice, and
therefore by the common will of humans willing to live in association through common
wealth and justice, leaders are not above men and women but are only their chosen
servant so long as they are served well. Because of this, I have come to believe that
people, when in association, represent God because they represent the common and
greater good while in pursuit of societal objectives (Machiavelli, 1882).
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An example of such ultimate power entrusted to humans is when we assemble to
name or replace a leader. When private interests dominate over public good, people
have the right to overturn their leaders or to “speak truth to power”:
…then must all men with joynt courage and alacrity, run to Armes, and take part
with him or them, and assist with body and goods, as if God himselfe from
heaven had proclaimed warres, and meant to joyn battell against tyrants, and by
all wayes and means endevour to deliver their Countrey and Common-whealth
from their tyrannous oppression. For as God doth oftentimes chastise a people by
cruelty of tyrants: so also doth he many times punish tyrants by the hands of the
people…so the whole body of the people…are the Princes superiours.
(Duplessis-Mornay, 1579/1648, p. 287)
Power Must Follow Moral
Followers have an important role to play when power, however obtained, does
not follow norms such as those established by ethics, value and moral. When is it right
or wrong to overturn or change your leader? There is the question of what course of
action is warranted given two situations. The first one is where personal interests are put
above the social good of others and the second where a misinformed decision is taken.
Our duties in those two situations are to overturn the leader currently holding the
position and to overturn the decision made by the person currently in the position of
leader.
One warrants greater force as it is unjust and inequitable and defies the limits of
reason. By following a Tyrant, you become a Tyrant. If you don’t stop your friend from
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driving under the influence of alcohol you are right to feel guilty of the crime he or she
is committing and of the accident that may occur. Leader-follower means that duty
comes before authority and that once in office you serve not the leader but the best
interests (justice and equity) of all people. The contract between a follower and a leader
is as follows: “There is ever, and in all places, a mutuall and reciprocall obligation
betweene the people and the Prince, the one promiseth to be a good and wise Prince, the
other to obey faithfully, provided he governs justly” (Duplessis-Mornay, 1579/1648,
p.284). It does not belong to single private interest to overturn a leader, the followers
must be in great numbers as it is not of one person’s will alone that it is justified to
execute such an undertaking. When we are powerless in the face of injustice, patience is
required. During this time, we must seek the new informal leader nonetheless.
Laws Support Morality
About laws: “…in the end, we may safely pronounce, that many of the rules,
there established, are uncertain, ambiguous, and arbitrary. The like opinion may be
formed with regard to the succession and rights of princes and forms of government”
(Hume, 1748/1882, p. 213). In ancient times, up to the time when humans formed the
first democracies, the will of God decided on sovereigns and the heaven, by war and
violence. Throughout the evolution of the civil state and since democracies, aristocracies
and oligarchies (less so in this case) the will of the people, by public election, impacted
the decision of who would lead. If Gods exists in us all, due to our natural state and the
instincts entrusted in us by it, then by general suffrage we represent God’s will rather
than solely entrusting one man or women to make that decision for Him. Power must
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follow moral as laws (rules, regulations, policies, etc.) must support that morality if
people in association are to agree to follow.
We All Follow
So every leader follows something originated by someone else. It may be laws or
any other form of moral obligation or it may be ideas of an emerging or established
leader or it may be our own ideas recognizing that they are influenced by our context
(i.e., by others). “He is not a leader, but a follower” and a telling example of this is that
we all live in a government led society that we choose to follow:
The authority of government, even such as I am willing to submit to, — for I will
cheerfully obey those who know and can do better than I, and in many things
even those who neither know or can do so well, — is still an impure one: to be
strictly just, it must have the sanction and consent of the governed. It can have
no pure right over my person and property but what I concede to it. (Thoreau,
1849/1893, p. 323)
We All Lead
The point being made so far is that: Individual men and women have ultimate
power based on the knowledge and level of consciousness they choose to acquire, on the
resulting decisions they choose to make and of the actions they choose to undertake.
The example given was about choosing leaders and choosing to obey laws and morals
based on collective idealism of Power. It is safe to assume from the examples given that
since we can choose and overturn our leaders (Kings, Presidents, Premiers, …) as well
as shape any type of laws (Ceasar’s or God’s), we, each of us individually living as a
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collectivity, are the ultimate influencers. It is much more a matter of deciding (making
the conscious choice) to be a great one (influencer) or not to be…
What Are We?
Once we humans decide to be a leader, we effectively choose a role, or more
likely many different roles, to play in the game of life. We are on a journey, for which
there is no plotted course but the one we choose at every turn.
Inspired to use prior art and knowledge from classic authors, I will attempt to
capture what we are in the form of leadership roles and present this in the form of a
legitimacy framework. Most of the ideas are derived from the sage words of Calvin (c.
1536/1816) with some influence from Hume (1748/1882) and Hobbes (1651).
The Three Legitimate Roles in Leadership
In 1536, John Calvin, a French philosopher, left in his legacy of true rudiments a
concept that captures the underpinnings of human interaction in civil society. He would
define in only three roles what we do and why we do it. However over-simplistic it may
seem, it is nonetheless a powerful model that explains our deepest desires and our most
visible behaviors regardless of race, gender, religion or any other socio-demographic
variable.
Over most of the last 2000 years, politics (civil administration) and religion were
confounded and one had equally the charge of due maintenance of the other. Humans
were trained, through coercion, to think of themselves in one of three roles; the Savior,
the Magistrate or, the Victim. Simply put, either you were entrusted by God to rule and
decide of the laws that govern humans in an earthly kingdom, or you were entrusted to
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apply the judgment of God acting in His name; when left with neither of the previous,
you were to obey the laws and those with power to enforce them and to be a victim.
Based on these learned patterns of behavior over a very long period of time, we
have come to identify three roles that humankind can readily associate themselves with;
the savior, the magistrate and the victim. The savior is unknown by most and usually
emerges over time. The savior is a person that conjures up energy and momentum, under
given circumstances, to become legitimately recognized as having sufficient power and
influence to set directions others will come to willingly follow. They may follow out of
need to avoid pain or to gain pleasure, but nonetheless, they follow.
The magistrate is a nominated entity selected for specific skills, sought by those
who have established the direction, for ensuring due process within the bounds of the set
direction. Authority is sufficiently delegated to ensure ability to inflict punitive
measures or valid praises depending on the behavior of the followers. David Hume
(1748/1882) said it better: “…may it be said, that men could not live at all in society, at
least not in a civilized society, without laws and magistrates and judges, to prevent the
encroachments of the strong upon the weak, of the violent upon the just and equitable”
(p. 230).
Victims, by loss of liberty or by infliction of punitive measures, are followers
and lead their own destiny within the general directions set by the savior. In relative
peace and contentment they come to live and therefore realize more fully their potential
in association with others. The perceived gain from this peace is greater than the pain of
living in association and therefore victims accept to forgo their complete liberty.
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Mind and Body Must Find Reason for Association. Internal versus external
life in each human equates to our soul and to our body as they pertain to spiritual liberty
and civil liberty. Faith is an ideal that we should aim to recreate during our brief passage
on earth while recognizing that no civil machination will ever achieve it perfectly. My
interpretation of Locke (1690/1884) and Hume (1748/1882) social contract is that it is
not faith based and it should not try to replicate what God’s Kingdom on earth should be
but rather, what balance of bondage is, between humans that come together in
association, required for the kingdom of God to still be able to exist within each of us
individually (Calvin, c. 1536/1816). The natural state cannot provide peace on its own
and so at the expense of complete liberty on earth, we needed to create a higher degree
of bondage than family alone provides, therefore we migrated mankind toward a civil
state independent of religion.
Legitimate Power Comes From Our Own Consent. There is no truer
definition of power than the one of God yet it is elusive, non-tangential and intangible, it
is spiritual. In all of us lies the truth as espoused by Divine law and as it was
communicated in flesh by men (women) to men (women). Every human is responsible
to self and others to exercise on his or her own person the proper authority and justice
based on these religious laws. And as guardian, government has effective power, given
by humans in association with each other, with their common consent, consciously or
unconsciously, to enforce on them civil justice through civil laws and magistrates.
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Roles Have Evolved Somewhat
Roles have evolved over time. Since civil society has separated Church from
State, these three roles manifest themselves more readily, at different points in time, in
the same people and at all levels of political governance including smaller and less
formal groups (or types of association). The extent of the powers invested in each by the
common will, depends on the expected longer term effects of the tasks at hand
(outcomes and benefits) on the individual liberty of each person. What has come to
change significantly is that, at different times, the same individual can come to play
different roles given the opportunity and the will (motivation) to do so. Evidence of this
more prolific role playing is seen in the increased civilized manner in which we have
come to operate over time and this evolving role is mainly due to the establishment of
more detailed and complex laws that ensure the social contract amongst humans living
in association, regardless of the type of association (from family to Globalization to life
in space). When we consider how nearly equal all people are in their bodily force, and
even in their mental powers and faculties, until cultivated by education, we come to
realize that leaders are present in all three forms, from savior to magistrate to victim in
each person (Hobbes, 1651).
Basic Roles Subsist Regardless of Context
Although roles do evolve from one person to the next, the basic roles still
subsist. In a tyranny, the word “victim” takes on a marked meaning given the violence
and level of submission required whereas in a modern democracy, equity is much better
established and the use of the word ‘leader-follower’ might be more suited than the
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word ‘victim’. They are no less different from one another in principle, if only to the
extent of the power that is shared in today’s times is better contained through less
pervasive use of major force but nonetheless, they are both the same in that they are
affected by the decreased level of freedom (liberty) on each individual as people
continue to live in association with others. For example, in some countries and in this
day and age, where tyranny exists under regimes gone bad, the word victim still has a
very real meaning while in other countries, government cannot be about majority alone
and it must cherish and obey its minorities. This was not always the case, granted that
today, it is less likely that Christ would be crucified as he was then, since it is more
tolerated that your life can be a counter friction to stop the majority and to avoid that a
remedy becomes worse than its evil. Thus, it is generally accepted today that life is too
short to be wasting it doing or following something we believe to be wrong. But to
challenge leadership, you have to have the will to do so. Even when others will in your
name, it would not likely make you what this attempt by others would like to achieve. It
must be within the oppressed that energy and passion must flow to convince the
majority that the truth is not known or well understood. We can only be saved when we
want to be saved. Even when recognizing that the world is not equal in the conditions of
all humans, we can safely sustain that these three roles, when applied in their political
context for the extent (or temperance) of force applied and liberty involved, represent a
framework that can be generalized for all of human kind living in civil society.
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We Have Come to Share Roles More Readily
Legitimacy of leadership roles occurs when power, taken over by one individual,
is recognized and reconciled with the role they play in a given situation. Take for
example, at times, the leader of the opposition will be perceived as being right and can
force an election of a new political leader, a power once strongly believed to be reserved
to God himself to act upon. At the same time, a colleague at work may become
recognized for leading an initiative that he/she chose to put forward. Both individuals
may have been, only hours before, not in a position to exert that level of influence and
now are. This is only because our most advanced civil states recognizes that each
individual, at given times and under certain conditions, can contribute by leading rather
than strictly following. It is in this accelerated form of rotation between roles that we
come to admire what is being recognized as liberty or ability to share power
legitimately.
Speed of Communications Facilitate Role Sharing
Over time and within different governance models, we evolve the role titles but
these underlying concepts for each of the three main roles subsist. The faster the world
communicates and people are able to gain knowledge, the faster we can go from one
role to another and as we come to be entrusted with different roles, so do we evolve
differently from each other. Effectiveness in communications has therefore enhanced
our claim to more liberties as humans living in society if only through our ability to
access and assimilate knowledge. We don’t communicate within the same geographical
bounds nor are we as restricted by religious bounds as in the past. This imbalance
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between the rate and effectiveness of communications, which affect everything
including such human activities as trade and war, has forced us to rethink and evolve
from national civil states to global ones and to formalize a political entity capable of this
next level of association.
Concepts of What Leaders Are
Figure A23 captures, in a tree like structure, the main concepts that I have
discussed in answering what are we in the context of leadership and from a
philosophical perspective.

Figure A23. What are we concept tree.

We can observe from the concept tree that we are leaders when we are in
association and when we consent to a reasoning that brings us to associate. We also
come to play different roles such as the role of Savior, Magistrate and Victim. These
roles are dynamic so we can occupy more than one role and that the speed of
communication accelerates the rate at which we come to change roles. The concept of
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role as depicted as being a victim as evolved to more of a leader-follower depiction over
time.
Where Are We?
Where we are is more than a function of geography. It is a fragile correlation
between what we consciously believe to be our destination and what we have
unconsciously come to believe is our destiny.
Leaders Are Made
We are not born leaders but we chose to be a leader in the pursuit of an ideal role
in a given situation. This is true of life in general and of any parts thereof and as
expressed by Adam Smith (1759/1761/1853) on idealism of the just role for a leader visà-vis followers:
Some general, and even systematical, idea of the perfection of policy and law,
may no doubt be necessary for directing the views of the statesman. But to insist
upon establishing, and upon establishing all at once, and in spite of all
opposition, every thing which that idea may seem to require, must often be the
highest degree of arrogance. It is to erect his own judgment into the supreme
standard of right and wrong. It is to fancy himself the only wise and worthy man
in the commonwealth, and that his fellow-citizens should accommodate
themselves to him, and not to them. (p. 102)
Aristotle (trans. 1900) further emphasizes leadership idealism that followers are
leaders and that leaders are legitimized by those who choose to follow: “Supreme power
ought to be lodged with many... each person brings in his share of virtue and wisdom...”
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(p. 16). It is the sum of the individual followers that form the spirit of the whole and
therefore ultimately chooses in the place of the leaders - those through which we express
common will.
Roles Are Constant, People Change
The roles and the people in them are two different things. That is why, in most
cases, when a magistrate or savior behaves wrongfully according to the people, they are
replaced with another rather than abolishing the role:
I am not speaking of the persons, as if the mask of dignity ought to palliate or
excuse folly, ignorance, or cruelty, and conduct the most nefarious and
flagitious, and so to acquire for vices the praise due to virtues: but I affirm that
the station itself is worthy of honor and reverence: so that, whoever our
governors are, they ought to possess our esteem and veneration on account of the
office which they fill. (Calvin, c. 1536/1816, p. 146)
People Occupy a Role as Long as They Are Legitimate
A leader in any given role is then considered to be legitimate when his or her
actions align with the mandate of the office that he or she occupies:
For seeing that Kings were instituted to feede, to judge, to cure the diseases of
the people: Certainly I had rather that a Thiefe should feede me, than a Shepherd
devoure me: I had rather receive justice from a Robber, than out-rage from a
Judge. (Duplessis-Mornay, 1579/1648, p. 281)
It is then not by oath but by actions toward realizing an ideal, which is shared by
those who follow, that we are recognized for being a good leader.
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People Are Equal and Able to Change Roles
Many of us can choose to change roles and lead an initiative. Hobbes (1651)
makes a compelling point that men are born equal in body and mind:


In body: “For as in strength of body, the weakest man has enough strength to
kill the strongest, either by secret machination, or by confederacy with
others, that are in the same danger with himself” (p. 174).



In mind: “For there is not ordinarily a greater sign of the equal distribution of
any thing, than that very man is contented with his share” (p. 175).

This equality in mind and body enables us to assume many different roles at
different times in our lives. Since we can all hope to achieve such polyvalence two
humans at once can find each other in competition for the same end. There is said to be
a winner and a loser or that enemies are formed. From this competition may arise
aggressive techniques especially if one’s sustainability is in play.
By Not Changing Roles We Follow
Those of us that chose not to change roles and remain a true victim in the eyes of
those that do elect to change roles, are not followers but indifferent or in Russell’s
(1962) terms: “those who command… those who obey… [and] those who withdraw” (p.
172). Either through incapacity or unwillingness, one may simply stay subservient to the
activities of leader-followers (victims that elect to migrate to other roles) through their
active participation and demonstration of capacity for carrying cooperative tasks through
to completion. We all need to be different even when we choose to be indifferent:
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As long as the reason of man continues fallible, and he is at liberty to exercise it,
different opinions will be formed. As long as the connection subsists between
reason and his self-love, his opinions and his passions will have a reciprocal
influence in each other; and the former will be objects to which the latter will
attach themselves. (Madison, 1788/1857, p. 42)
Passion over Reason Renders Us Illegitimate
Leaders are human and they therefore have faults (passions over reason) so they
are not perfect:
Princes are born men, and therefore reason and passion are as hardly to be
separated in them, as the soule is from the body whilest the man liveth: We must
not then expect Princes absolute in perfection, but rather repute our selves happy
if those that govern us be indifferently good. (Duplessis-Mornay, 1579/1648, p.
282)
So, leaders are equals to others in committing potential faults however, they
must operate to be above reproach or to be seen as above it most of the time.
Leadership is a paradox between achieving the ideal of mandate and achieving
justice equitably for those who chose to follow:
By the one hand he is obliged with the utmost of his endeavours to procure the
glory of God: by the other, the profit of the people. In the first there is a
condition expressed, If thou keep my commandments: in the second, If thou
distribute justice equally to every man. (Duplessis-Mornay, 1579/1648, p. 280)
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This is an expression of idealism versus realism where, in any leadership role,
one will be judged for his ability to render the expected idealistic results while
understanding that he cannot please everyone in doing so.
Leadership Ideal Is Justice and Equity
It is easier to describe what is ideal than to list all that is not. This is an analogy
of justice and equity with the concept of right angle in geometry:
And as a right angle is uniforme, and like to it selfe one and the same, so an
oblique diversifies it selfe into various and sundry species: In the like manner is
justice and equity simple, and may be deciphered in few words: but injustice and
injury are divers, and for their sundry accidents not to be so easily defin’d; but
that more will be omitted than express’d. (Duplessis-Mornay, 1579/1648, p. 281)
Ideal Is Seeking Truth Regardless of Role
An ideal comes from wisdom when seeking truth of a reality. Theory is not
practice but can be said to be pursuing as close as possible an ideal and it requires
authority or influence. In return, practice is not theory but more so what appears to be
real by the observer and it only requires the desire to know (i.e., a limited amount of
knowledge). “The visible and tangible things commonly called real are only a realm of
fleeting appearance, where the ideal is imperfectly manifested in various degrees of
approximation” (Plato, trans. 1941, p. 57). We make of what we see what we want it to
be for nothing is real until we decide it to be. Leadership is art that comes from a deep
desire to move always closer to a theory. In practice, an ideal is presented to those who
will judge or follow it, it may become generally accepted as truth and therefore enlist
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people to go along. “The great body of the party are commonly intoxicated with the
imaginary beauty of this ideal system, of which they have no experience, but which has
been represented to them in all the most dazzling colours in which the eloquence of their
leaders could paint it” (Smith, 1759/1761/1853, p. 101).
Plato (trans. 1941) describes what could be ideal in the art of leadership, that is
to say: “when political power and philosophy meet together in one person” (p. 59). Here
philosophy is closely aligned with enlightenment where the passion for truth is perfected
by time and education and is supported by proper authority. It is a genuine thirst for
knowledge, a desire to know the whole reality. This fits with the notion that leadership
is learned and that time and education are the bases of forming the character required by
a leader. However, education cannot be done with a reductionism view of making
everything into an over simplification of what is just and truth.
Truth Is About Asking Right Questions
Plato’s The Republic is an important body of work for many reasons and one
that may be linked with today’s leadership literature is the power of inquiry over simple
communication of knowledge:
Socrates at his old tricks of shamming ignorance! I knew it; I told the others you
would refuse to commit yourself and do anything sooner than answer a
question... so that Socrates can play his old game of questioning and refuting
someone else, instead of giving the answer himself. (Plato, trans. 1941, p. 4)
Today, there is popular belief that learning is better served by having the learner
experience it either in practice or through deep reflection. Questions, when asked
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skillfully, seem to be a means to this end and key in developing the necessary
knowledge of ourselves, our followers and our context.
Like Socrates ways, Kant (1784/1970) professes an approach to freedom by
questions or reason: “For enlightenment of this kind, all that is needed is freedom. And
the freedom in question is the most innocuous form of all—freedom to make public use
of one’s reason in all matters” (p. 36).
According to Plato (trans. 1941), nothing is perfect: “So the philosopher, in
constant companionship with the divine order of the world, will reproduce that order in
his soul and, so far as man may, become godlike; though here, as everywhere, there will
be scope for detraction” (p. 71). Machiavelli (1532/1854) tends to be more direct and
expresses that it is better to treat a subject as it really is rather than to amuse ourselves
with visionary models which have never existed.
We Reach for Ideals Knowing that We Will Fall Short
Plato (trans. 1941) maintains that an ideal (a philosopher ruler in his case) is not
impossible but something to reach for: “On the contrary, he is compared to an artist
working with a constant reference to an unchanging model, which irrevocably
determines the outline and basic principles of his work” (p. 69). We have many
examples of this. One example is that we live in society rather than as barbarians in
nature. By doing so, we give up some freedom in order to gain some expected benefits
like peace from living together. By the way, this is not very different than the notion of a
domesticated animal on a leash. We give up the pain and suffering of natural law
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(ultimate freedom but only the strongest will survive) for the pleasure of civil law (a
different perspective on freedom where equity is extremely valued over strength).
So as leaders, judges and followers (Savior, Magistrates and Victims) may be
virtuous in common will, they will fall short of an ideal every time if only to align their
motivations with the context in which they will take action: “As a foreign seed sown in a
different soil yields to the new influence and degenerates into the local variety, so this
nature cannot now keep its proper virtue, but falls away and takes on an alien character.
If it can ever find the ideal form of society, as perfect as itself, then we shall see that it is
in reality something divine, while all other natures and way of life are merely human”
(Plato, trans. 1941, p. 70). This could explain why a framework —the ideal—
philosophic principles that will be the aim but never found as such in reality.
Nonetheless, one must be able to “see” what one wants in order to move closer to it,
however imperfect it might prove to be once attained.
A conclusion on this question of “Where we are” (or How do we define the
leadership journey?) will come later in the text after I present the concepts of How we
are (or What motivates us in leadership situations?) and When we are (or When is
leadership at its best?).
How Are We?
How we are is related to our perception of a situation and therefore of the
context we individually come to recognize we live in. What we see, materialistically
speaking or otherwise, exists because we acknowledge it and we normally see what
society generally accepts versus what actually surrounds us individually. Our
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perceptions are therefore only as true as we question them and we seldom question what
we don’t readily see.
Producing Good for Society
The core lesson from The Republic Book I Chapter III (Plato, trans. 1941) is
centered on the discussion of “Might is Right”. Thrasymachus’ doctrine is taken to mean
“Right” as laws and “Might” as those who make them in their own interests. Socrates
soon establishes that leadership, in this case Might, is an art that exists not for its selfinterests but for those of others in society: “So far as arts are concerned, then, no art ever
studies or enjoins the interest of the superior or stronger party, but always that of the
weaker over which it has authority” (p. 9). He adds: “In itself, an art is sound and
flawless, so long as it is entirely true to its own nature as an art in the strictest sense” (p.
9). Right does not equal self-interest like increased benefits to one person, since if one
was to refuse any benefits, such as wage or any other form of compensation, and still
perform his or her art, he or she could still be doing good — so exercising our skills to
do good is the true nature of the doctrine Might is Right. As per Might it comes from
our own skills and for “its power to effect some particular result” which is of producing
good for society (Right) in this instance.
True Wealth Is Not Money
In Plato’s (trans. 1941) writings, justice is depicted here as morality and
therefore opposed to the notion of pursuit of personal gains and personal interests. While
recognizing that financial compensation is part of the benefits obtained by practicing our
skills, this is merely a fair share for sharing our respective arts in the interests of the
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weakest party. That constitutes the basis for a social contract (i.e., giving up liberties for
other benefits) in which individuals have to accept power (i.e., authority and influence)
even at the risk (or threat of penalty) of being ruled by someone inferior in his or her
abilities or by someone who would seek only the advantage of his subjects (i.e.,
followers): “…princes themselves ought to remember, that their finances are not so
much private incomes, as the revenues of the whole people…” (Calvin, c. 1536/1816, p.
145). In receiving praise, accolades or any other form of compensation for leading
change, the savior (leader) who holds office knows to acknowledge accordingly the
people that made the success occur in the first place. And the same respect will come
from the people that legitimized his office to begin with, as they are the ones, by
common will, who put him or her there. So true wealth cannot solely be about ones
possessions and titles, a greater outcome should be sought.
Moving Toward an Ideal Is a True Reward
Achieving ideals, as we said earlier, is not within the realm of possibilities
offered to us, ever. That is to say that regardless of planning, actions and good will, we
will fail in delivering the perfect solution to any given situation. At the same time we
fail, we may come to realize that we have succeeded in one of two ways. First, that we
have tried and most likely have succeeded in improving the conditions and therefore
getting us closer to where we want to be – the perfect solution. Second, that if we have
not improved the conditions, we have learned from the experience and that we are better
positioned to improve the results in the next set of actions and therefore we are likely to
then improve the conditions. However mitigated these successes might be for some, they
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are rewarding in other ways than money alone could provide. The ultimate failure is
indifference. The commonality in all possible outcomes is learning.
Wealth in life more likely will come from knowledge derived from truth and not
from material that primarily exist to support our egos rather than our basic needs. When
we live, we do so fully by knowing more and using that knowledge for improving life
around us rather than by owning more for personal interests.
Concepts of How We Are
Figure A24 captures the main concepts discussed around the question of how we
are when leading. The central concept I retain is that of context. The context of
leadership is based on our perceptions which are largely founded on our criteria and
secondary concepts of good for society, wealth and achievement and knowledge.

Figure A24. How we are concept tree.
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When Are We?
We are when our passions take over our reason however, only where reason
governs can we do or suffer no wrong. Our natural inertia is fed by our motivation to
avoid pain and therefore to seek greater pleasure from our current state than of the
possibilities offered by a reaching state. Only when we associate more pain, in staying
with our current state, will we be inclined to change that state in exchange for an effort
that is expected to procure us more pleasure in the end. We are when we act our
passions; we act rightly when those passions are reasoned. They are reasoned when we
consciously have the motivation5 to create them.

5

Since my review is of a specific sample in order to build a metamodel, the concept of "Motivation" (at

the aggregate level) is what I need to retain at this time in my research. Although the sample does support
pain and pleasure as sources of motivation, ample has been written on the topic that would suggest deeper
treatment. Bandura (1977) defined self-efficacy as one's belief in one's ability to succeed in specific
situations. According to self-efficacy theory, people who believe they can perform well are more likely to
view difficult tasks as something to be mastered rather than something to be avoided. This Social
Cognitive Theory incorporates both self-efficacy and outcome efficacy, and outcome expectations when
attempting to explain and predict the attitude-intention-behavior relationship. Outcome expectations may
play the greatest role in influencing initial motivation and decisions to change. An outcome expectation is
thus a belief about the consequences of a behavior. Pain and pleasure are consequences that one would
anticipate: "Consequences serve as an unarticulated way of informing performers what they must do to
gain beneficial outcomes and to avoid punishing ones" (Bandura, 1977, p. 192). As reported in Youpa
(2007): "...for Spinoza, a rational judgment about something’s goodness or badness is motivationally
efficacious and that the motivational efficacy of such a judgment does not depend on an individual’s preexisting motivational states." As stated in Rudolph et al. (2004): "…given a desired goal, attribution to
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Motivating Self
To be committed is to give reason before we act and that commitment is of one
source – fear of pain: “…that the affairs of this world are of that nature, that with much
difficulty one evil cannot be remedied without the adventuring if not the suffering of
another, nor any good be achieved, without great pains…” (Duplessis-Mornay,
1579/1648, p. 286)
Avoid Pain or Gain Pleasure. We can act by two motivations, to gain pleasure
or to avoid pain (Machiavelli, 1532/1854; Dewey, 1916/1922; Walzer, 1973). Pain takes
many shapes such as emotional or physical (grief or fear and bodily harm or injury). The
causes for us to want to take action are threefold; competition for sake of gain using
violence, diffidence for the sake of safety of those we wish to defend; and glory for the
sake of reputation and recognition. According to my understanding, violence takes a
different form in a civil state versus a natural state but it is nonetheless violence. Much
as the possibility of war can instill fear and pain long before a battle actually or ever
takes place, emotional pain through verbal abuse can constitute violence in today’s more
civilized society:

lack of effort for failure gives rises to feelings of guilt. Guilt, in turn, serves as a goad to future action".
Riediger et al. (2009) report that: "...people are more likely to be motivated to maintain negative affect
when it is accompanied by positive affect" but more importantly, they demonstrated that pain and pleasure
are believed to be integral parts of what motivates people to act.
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For WARRE, consisteth, not in Battel onely, or the act of fighting; but in a tract
of time, wherein the Will to contend by Battel is sufficiently known; and
therefore the notion TIME, is to be considered in the nature of Warre; as it is in
the nature of Weather. For as the nature of Foul weather, lyeth not in a shower or
two of rain; but in an inclination thereto of many days together. So the nature of
War, consisteth not in actual fighting; but in the known disposition thereto,
during all time there is no assurance to the contrary. All other time is PEACE.
(Hobbes, 1651, p. 175)
Fear Compels Us to Action. Russell (1962) states that: “The ordinary quiet
citizen, we said, is led largely by fear…” (p.171). Hobbes gives us some insight as to
why we choose to avoid pain more than we choose to gain pleasure: “For man by nature
chooseth the lesser evil, which is danger of death in resisting; rather than the greater,
which is certain and present death in not resisting. And this is granted to be true by all
men…” (Hobbes, 1651, p. 182). We have a tendency to see fear as more real and of
greater importance than we do hopes of attaining immediate pleasure:
…the fact that fear not be an undesirable factor in experience. Caution,
circumspection, prudence, desire to foresee future events so as to avert what is
harmful, these desirable traits are as much a product of calling the impulse of
fear into play as is cowardice and abject submission. The real difficulty is that
the appeal to fear is isolated. In evoking dread and hope of specific tangible
reward—say comfort and ease—many other capacities are left untouched. Or
rather, they are affected, but in such a way as to pervert them. Instead of
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operating on their own account they are reduced to mere servants of attaining
pleasure and avoiding pain. (Dewey, 1916/1922, p. 265)
Building on a Solid Foundation. When we recognize that we are more inclined
to avoid pain, we are more likely to behave more effectively when choosing both our
reaching state and the actions that will follow. In Machiavelli’s view, men are
predisposed to qualities and vices but that, because men cannot be perfect, he shall
devote his whole energies to avoid those vices which may cause him ruin. This links
with the idea that we must build from a solid foundation moving forward. Building on
false ideas based on idealism may only be disappointment in the end.
Motivating Others
Knowing this general predisposition of humans, leaders must choose how to
motivate others which does not mean inflicting physical pain but more likely means
associating more pain to not doing than doing.
No Need to Inflict Physical Pain. Context, times and circumstances, motivates
actions. “I conclude, then, with regards to the question, whether it is better to be loved
than feared, —that it depends on the inclinations of the subjects themselves, whether
they will love their prince or not…” (Machiavelli, 1532/1854, p. 89).
In antiquity, pain was more readily associated with violence and fear. Through
time, civility has brought us different means to instill pain. Nonetheless, the underlying
principles apply through time and, in my view, are represented by the paradox of the
easy road between being loved or feared “it is easier to be feared than be loved”
(Machiavelli, 1532/1854, p. 88). People are more inclined to act out of fear, and will
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avoid pain to gain pleasure, “whereas fear carries with it the dread of punishment, which
never loses it influence” (Machiavelli, 1532/1854, p. 88). Machiavelli (1532/1854) does
not favor this approach, this is only to be used in order to avoid hatred and when
ultimate punishment is to be used, “…he should avow the reason for it…” (p. 88).
Ultimately, the actions of the leader are defined by the will of the followers and the
judges. “A prince has therefore little to fear from conspiracies when he possesses the
affections of the people; but he has no resource left, if this support should fail him.
Content the people and manage the nobles, and you have the maxim of wise governors”
(Machiavelli, 1532/1854, p. 92).
Using the example of Hannibal, a prince head of his army, Machiavelli
(1532/1854) reminds us that fear itself can be instilled in others not only by punishments
to others but by our own success and applying severity to our person which then may
cause respect and fear in others.
Associate More Pain to Not Doing Rather Than Doing. The choice between
force or ruse is not a permanent one. However, we are sometimes brought into situations
where we can only personally thrive by choosing one over the other. Being a lion or a
fox is representative of the ways we enact ruse and force and they are both qualities that
a leader must possess to hold authority and influence:
We may here remark, that hatred is as easily incurred by good actions as by evil;
and hence, as I have said before, a prince is often compelled to be wicked in
order to maintain power. For when the strongest party is corrupt (whether it be
the people, the nobles, or the troops) he must comply with their disposition and
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content them, and from that moment he must renounce doing good, or it will
prove his ruin. (Machiavelli, 1532/1854, p. 93)
However true it is of a Prince in antiquity, holding power at any cost is not a
modern reality. Today, reason must prevail over self-love since in today’s civil society,
one’s life is not threatened by sharing power. In modern society, actions motivated by
avoidance of fear are instilled by a common ‘Power’ to fear. Common Power is
common law or civil state since where there is no common power there is no common
state.
Common power takes shape through the evolution of justice in our civil
societies. Justice and injustice are qualities pursued by the passion of men and women
that live in society and not in solitude. “The passions that incline men to Peace, are Fear
of Death” (Hobbes, 1651, p. 177). Civil state is passion with reason and together they
equal laws. Passions are formed out of fear. This logic extends to any type of association
from family with rules to organizations with policies and represents the ultimate
legitimacy of leadership in any setting. “No more are the Actions, that proceed from
those Passions, till they know a Law that forebids them: which till Laws be made they
cannot know: nor can any law be made, till they have agreed upon the Persons that shall
make it” (Hobbes, 1651, p. 177).
Understanding the Need to Act
It is undeniable that “The Passion to be reckoned upon is Fear” (Hobbes, 1651,
p. 182.). Therefore, strong reasons for change must be acknowledged by followers if
they are to act. In an extreme example, when Sun Tzu (Griffith, 1963) burns the bridge
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behind the army once it is passed, he forces compelling action (passion) based on a
contract with others (like himself) to preserve life at all costs. So the contract (decision
and action) with self can only exist if you create conditions that will force oneself to
oblige. A more modern example could be of giving your own word for the fear of guilt.
It is an example with less violent action that may be motivating enough – strong enough
obligation to self – to enact a decision. The need to act is also understood by creating a
shared vision, being consistent and associating pain in the mind rather than considering
force.
Create a Shared Vision and the Motivation to Attain It. If a change is felt and
acknowledged, moving to a common vision is as important as it is to not freeze all
innovation and act only from the fear (avoidance) but with purpose and confidence of a
plan accepted by most (a vision to adhere to). “Words alone, if they be of the time to
come, and contain a bare promise, are an insufficient sign of a Free-gift and therefore
not obligatory… but remaineth till I transfer it by some Act” (Hobbes, 1951, p. 179).
Being able to make decisions and then the need to have motivation to act is required to
see positive results. Action is the true contract with oneself. As discussed previously,
guilt can be such a way to create pain and force action through one’s own words,
therefore words are important and constitute a verbal contract with oneself as well as
with others:
…for he would not have his words so be understood, he should not have them
runne… the force of Words, being (as I have formerly noted) too weak to hold
men to the performance of the Covenants; there are in mans nature, but two
imaginable helps to strengthen it. And those are either Fear of the consequence
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of breaking their word; or a Glory, or Pride in appearing not too need to break it.
This later is a Generosity too rarely found to be presumed in, especially in the
pursuers of Wealth, Command, or sensual Fear; … (Hobbes, 1951, p. 182)
Being Consistent with Your Approach for a Given Task. To achieve our end,
it matters not really which road we choose but that we be consistent with the general
direction we have embarked on for a single expressed purpose. Honor your word since:
“It is unquestionably very praiseworthy in princes to be faithful to their engagements”
(Machiavelli, 1882, p. 89). The best way forward is to convince and only when this fails
you revert to policy. Consistency is a quality sought after for both leaders and followers:
“He who would help himself and others, should not be a subject of irregular and
interrupted impulses of virtue, but a continent, persisting, immovable person…”
(Emerson, 1882, p. 262)
Associating Enough Pain in the Mind. On this delicate topic of pain as the
only real motivator of humanity, I will conclude that unless one is able to associate more
pain to not taking action and therefore great pleasure from taking action, one will not
act. Those who master this are wise and will not speak of inflicting pain but of avoiding
it in order to create joy (or pleasure). “It is better that joy should be spread over all day
in the form of strengths, than that is should be concentrated into ecstasies, full of danger
and followed by reactions” (Emerson, 1882, p. 262). It is my view that true leadership
occurs when a leader helps followers reason which pains they may avoid in order to gain
pleasure when facing change in a given context. Foresight and planning are two
powerful tools that can drive us to be motivated for a change because we will
understand it better (avoid pain) and therefore come to want that change to take place (to
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gain pleasure). Actual force or instilling of fear is easier and therefore a practice
reserved for the fallible leader not the strong one. Most likely, when the infliction of
pain or fear is the only resort, the personal gains of the leader are at stake and not those
of the followers.
Force over Reason Is a Last Resort. Leaders’ will is not always followers’
truth nor can it be said that all followers adhere strictly to rules. Force is a last resort;
reason is the primary force of effective change. Observation of behavior will serve
prevention of force so that a drastic cure such as force is only used when no other option
exists to set us in the true direction of common good: “…for it may often-times chance,
that the medicine proves more dangerous than the disease. Therefore small beginnings
are to be carefully observed, and by those whom it concernes diligently prevented”
(Duplessis-Mornay, 1579/1648, p. 283).
When Are We, Really?
When? We are when we are aware. It is not by having greater ability to know but
by the act of finding out that we have a sense of fulfillment and realization of self. You
are more likely to find when you seek, on your own or through others, and therefore by
learning. The only wasted day in your life is the one where you did not gain any insight.
Enlighthenment
Immaturity is the inability to use one’s own understanding without the guidance
of another. This immaturity is self-incurred if its cause is not lack of
understanding, but the lack of resolution and courage to use it without the
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guidance of another. The motto of enlightment is therefore: Sapere aude! Have
the courage to use your own understanding. (Kant, 1784/1970, p. 40)
The starting point of education, and thereof the act of learning, is dependent on
the context in which we live; within a family, a community (physical proximation), an
interest group (ideological associations), where we work and with who and ultimately
from what we can individually extract from that context: “Education proceeds ultimately
from the patterns furnished by institutions, customs, and laws” (Dewey, 1916/1922, p.
268). Referring to Plato, Dewey (1916/1922) says that:
No one could better express than he the fact that a society is stably organized
when each individual is doing that for which he has aptitude by nature in such a
way as to be useful to others (or to contribute to the whole to which he belongs);
and that it is the business of education to discover these aptitudes and
progressively to train them for social use. (p. 267)
A look at how we have come to learn brings us to take a voyage through time to
witness an evolution of learning as seen through the roles that education occupied in our
lives.
We turn to Dewey (1916/1922) for defining the role of education: “…Plato’s
conviction… that it is the primary office of education to discover this equipment to its
possessor and train him for its effective use” (p. 269) however, “…capacities are
indefinitely numerous and variable” (p. 269). So we cannot simply lump people into
groups (or classes) as we are individualistic in how we can best specifically contribute to
the whole. This would suggest that education, in the times of antiquity, was an
individualistic inquisitive process to those seeking truth from humanity.
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Learning for Betterment of Humanity
This ideal of man needing to learn for the betterment of humanity was thought
for a long time to be in direct relationship with nature itself. Moving in time from
Plato’s in antiquity to the eighteenth century, Rousseau (1762/1893) believed that the
voice of nature now speaks for the diversity of individual talent and for the need of free
development of individuality in all its variety. In this era, there was a strong movement
towards a laissez-faire attitude therefore leaving everything to nature so to evolve
through our interaction with this natural world of objects as Isaac Newton did. This
seems like an individualistic theory of learning by discovering for ourselves what is
contained in our environment (natural sciences). This search for a new direction of
learning may philosophically have come from that fact that since social order was still
imperfect and inadequate in this epoch (Plato’s ideal—Philosopher-king despotic truth
to life in society—never materialized) and that it did seem like the natural world of
objects is a scene of harmonious “truth,” its education would infallibly produce minds
filled with the truth:
As soon as the first enthusiasm for freedom waned, the weakness of the theory
upon the constructive side became obvious. Merely to leave everything to nature
was, after all, but to negate the very idea of education; it was to trust to the
accidents of circumstances. (Dewey, 1916/1922, p. 272)
And so, it was, at this point in time, not of mankind but of nature to tell the tale
of humanity and truth.
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Reducing Humanity to the State
It was not until the Napoleonic era that humanity moved quickly onto a statebased education system (Dewey, 1916/1922). It would, by then, be generally understood
that people would need guidance and structure in order to increase the efficiency
required by society (maximize the contribution of each to the whole) and the nationstate took over a haphazard approach of natural learning. This reductionist view of
humanity, now to be represented by the best interests of the nation (i.e., my country, my
world), made economically and socially accepted sense at the time and, still persist,
pretty much as is, to this day:
The realization of the new education destined to produce a new society was, after
all, dependent upon the activities of existing states. The movement for
democratic idea inevitably became a movement for publicly conducted and
administered schools. (Dewey, 1916/1922, p. 271)
In this model, “The “state” was substituted for humanity; cosmopolitanism gave
way to nationalism. To form the “citizen” not the “man,” became the aim of education.”
We, the collectivity, basically accepted a reductionist view, a middle-life view, of
humanity and cosmopolitan by containing it within the state – something we could more
or less control. This would oblige efficiency from citizen, through subordination, in
serving the interests of a nation versus all of humanity:
The extent of the transformation of educational philosophy which occurred in
Germany in the generation occupied by the struggle against Napoleon for
national independence, may be gathered from Kant, who well expresses the
earlier individual-cosmopolitan ideal. In his treatise on Pedagogics, consisting of
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lectures given in the later years of the eighteenth century, he defines education as
the process by which man becomes man. Mankind begins its history submerged
in nature—not as Man who is a creature of reason, while nature furnishes only
instinct and appetite. Nature offers simply the germs which education is to
develop and perfect. The peculiarity of truly human life is that man has to create
himself by his own voluntary efforts; he has to make himself a truly moral,
rational, and free being. This creative effort is carried on by the educational
activities of slow generations. Its acceleration depends upon men consciously
striving to educate their successors not for the existing state of affairs but to
make possible a future better humanity. But there is the great difficulty. Each
generation is inclined to its young so as to get along in the present world instead
of with a view to the proper end of education: the promotion of the best possible
realization of humanity as humanity. Parents educate their children so that they
may get on; princes educate their subjects as instruments of their own purposes.
(Dewey, 1916/1922, p. 272)
Humanity Starts with Family
This, in my view, represents the missing end in Plato’s approach, in so far as,
with any human endeavor, we need to start from the granular level up and that is where
each individual in their family setting learn and so, what we teach the young has to be of
philosophic nature. In the end, we will make the world a better place when we all
understand that: “All culture begins with private men and spreads outward from them.
Simply through the efforts of persons of enlarged inclinations, who are capable of
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grasping the ideal of a future better condition, is the gradual approximation of human
nature to its end possible…” (Dewey, 1916/1922, p. 272). Dewey (1916/1922)
concludes that the role of education is ultimately a social process for the betterment of
humankind: “This conclusion is bound up with the very idea of education as a freeing of
individual capacity in a progressive growth directed to social aims” (p. 274).
Opportunities to Learn
Regardless of the roles of education throughout history, we were always given
the opportunity to learn in one form or another. What can prevent us from learning may
be of two orders, lack of motivation to do so and misguidance. Again here, as previously
stated, our motivation emanating from linking more pleasure than pain avoidance to our
current state, can be an even more powerful inhibitor of momentum than any other
reason we may find:
Laziness and cowardice are the reasons why such a large proportion of men,
even when nature has long emancipated them from alien guidance (naturaliter
maiorennes), nevertheless gladly remain immature for life. For the same reasons,
it is all too easy for others to set themselves up as their guardians. (Kant,
1784/1970, p. 35)
When we can’t count on ourselves to find the motivation to learn, guardians are
those leaders responsible to cultivate us as other leaders so as to correlate the notion of
mentorship and comptrollership:
Having first infatuated their domesticated animals, and carefully prevented the
docile creatures from daring to take a single step without the leading-strings to
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which they are tied, they next show them the danger which threatens them if they
try to walk unaided. Now this danger is not in fact so great, for they would
certainly learn to walk eventually after a few falls. But an example of this kind is
intimidating, and usually frightens them off from further attempts. (Kant,
1784/1970, p. 36)
Being Kept from Learning
We are given the opportunity to learn but as we can see it is not without caveats.
Plato also addressed this topic of mentorship and gaining maturity while being subjected
to “counselors” or “guardians” that for fear of losing control over the learner, will keep
him or her from seeking wisdom:
…he might be sensitive to the force which would draw him towards philosophy
and begin to yield. But then those friends of his will see that they are in danger
of loosing one who might do so much for their party. Sooner than let him be won
over, there is no engine of force or persuasion, from private intrigue to
prosecution in the courts, that they will not bring to bear wither upon him or
upon his counselor. How can he become a lover of wisdom? (Plato, trans. 1941,
p. 68)
We Forget Our Right to Learn
If these things are true, that we learn what others want us to learn, that we do not
learn what we do not want to learn and that we are also limited by the institutions in
which we choose to learn, why don’t we know all of this already?
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It is strange, that an act of the mind, which every individual is supposed to have
formed, and after he came to the use of reason too, otherwise it could have no
authority; that this act, I say, should be so much unknown to all of them, that,
over the face of the whole earth, there scarcely remain any traces or memory of
it. (Hume, 1748/1882, p. 206)
Even with today’s knowledge society this is still very true. It seems like the
simple truth is omitted or that we are blinded by the immediacy of our context rather
than by the reason of the truth. Today’s tools like the Internet, the great equalizer, fail us
and we keep being ignorant but perhaps for our own good (peace and order) so as not to
create great confusion about the full extent of our possible association with others.
“Only that saner selfishness, which Education teaches men, can find the rights of
all in the whirl of work” (Du Bois, 1903/1905, p. 326). So the tools are there, the
knowledge exists, we have the capacity, what remains to differentiate us from each other
is the will then followed by action to learn our version of the truth.
It Is Our Moral Duty to Learn
All moral duties may be divided into two kinds. The first are those, to which
men are impelled by a natural instinct or immediate propensity, which operates
on them, independent of all ideas of obligation, and of all views, either to public
or private utility. Of this nature are, love for children, gratitude to benefactors,
pity to the unfortunate. When we reflect on the advantage, which results to
society from such humane instincts, we pay them the just tribute of moral
approbation and esteem: But the person, actuated by them, feels their power and
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influence, antecedent to any such reflection. The second kind of moral duties are
such as are not supported by an original instinct of nature, but are formed
entirely from a sense of obligation, when we consider the necessities of human
society, and the impossibility of supporting it, if these duties were neglected. It is
thus justice or a regard to the property of others, fidelity or the observance of
promises, become obligatory, and acquire an authority over mankind. For as it is
evident, that every man loves himself better than any other person, he is
naturally impelled to extend his acquisitions as much as possible; and nothing
can restrain him in this propensity, but reflection and experience, by which he
learns the pernicious effects of that licence, and the total dissolution of society
which must ensue from it. His original inclination, therefore, or instinct, is there
checked and restrained by a subsequent judgment or observation. And it is
reflection only, which engages us to sacrifice such strong passions to the
interests of peace and public order. (Hume, 1748/1882, p. 212)
By citing Hume, I am referring to enlightenment that comes from seeking the
truth rather than obliging the circumstances in which we operate; it is our duty to learn.
We Learn by Continually Learning and by Making Mistakes
Whatever motivation we associate with learning, it is in the constancy of the
action of learning that we actually learn. By making wrong decisions and following
actions, we gain the pleasure of learning from our mistakes and therefore the ability to
grow personally. By not, we gain the pleasure from perceived stability and lack of
personal efforts. One would be smart to change this association to work in his/her favor
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and that could simply be accomplished by reasoning that inaction (or deciding not to
act) is undeniably selfish (self-serving) and counterproductive to self, family,
community and to humanity so in fact, that is much more painful on a death bed than the
immediate pleasure for not doing. Mistakes are part of learning, with taking wrong
actions comes the opportunity to gain insight:
To make here in human education that ever necessary combination of the
permanent and the contingent—of the ideal and the practical in workable
equilibrium—has been there, as it ever must be in every age and place, a matter
of infinite experiment and frequent mistakes. (Du Bois, 1903/1905, p. 327)
Concepts of When We Are
Figure A25 captures, in concepts, the entire prior discourse on the topic of when we are.

Figure A25. When are we concept tree.

Three central concepts emerged: Motivation though a secondary concept of
action out of love for others or for self-defined reasons such as to gain pleasure, avoid
pain and out of fear; Knowledge which can be acquired through learning opportunities
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characterized by: being kept from learning, our right to learn, our moral duty to learn
and learning through making mistakes and finally; Betterment of humanity through
larger units such as state and smaller units such family.
Who Are We, Really?
Who we really are is determined by which reality we choose to construct for
ourselves. We all make choices, and by them we surround ourselves with what we wish
to be associated with, both of the physical world and of the psychological world.
Society – the Ideal – Is Composed of Many Societies – in Practice
Society is a defined whole of which we choose to be a member of, a whole
which represents the spirit that guides many and where a few seemingly will define the
whole. We associate with others, directly or indirectly, for good or bad purposes, to
share in common what we cannot provide for ourselves individually. Within our society,
there are many sub-groups that, once aggregated, form the whole of it: “…we find not
unity, but a plurality of societies, good and bad” (Dewey, 1916/1922, p. 264). Even if
our natural instincts inform our decisions, we reason that common wealth is worth the
sacrifice of ultimate freedom. It is why we associate and it is by this association that we
form or reform identities to fit what we have surrounded ourselves with.
Why We Associate – Influence!
Personal gain or “what’s in it for me” syndrome is why we associate and that is
in order to gain an added advantage outweighing our loss of liberty from going at it
alone. We learned from Hume (1748/1882) that, at the truest form of association, earlier
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in life on earth, we would seek association for the resulting advantages of peace and
order. We are repressed by fear of death to forgo our natural and original liberty at the
benefit of common wealth.
This idea of social contract dates from as long ago as we have been governed.
Life in peace can be preserved through rights to property (physical and intellectual).
Contracts through covenants ensure proper transfer, gift or renouncing of rights to
preserve liberty. A decision to act and an action to confirm a decision creates a contract
with covenants for protection of property. This forms the basis for the social contract to
which we all adhere without questioning it because we are born into a civil society that
created it over a period of thousands of years.
Covenant and contracts, tenants and oaths, values and beliefs, promises and
vows… our life is full of commitments to restrict access only to those with whom we
wish to associate. Society is ultimately a collections of “selves” that are bound together
through a social contract, being so dependent on those “selves,” should we not come to
know and communicate what our contract is with ourselves regarding others, so that we
and others may clearly come to know what to expect of us? Very few actually do, even
the ones we choose to follow!
Thoreau (1849/1893) says that every man is government but only if certain
conditions are met can we self-govern. His ideal is that truth resides within all of us.
Therefore we do not need for government to decide on our behalf. When it does, it is
only because the masses have agreed to set a direction we, in each of us, could have
decided to attain much earlier. When the vote is in, it means that a long time ago people
knew this had to be done and over time have convinced a majority to go in that
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direction. Furthermore, by following majority we can feed corruption or we are likely to
oblige our conscience too late:
I think we should be men first and subjects afterward. The only obligation which
I have a right to assume is to do at any time what I think right. It is truly enough
said, that a corporation has no conscience; but a corporation of conscientious
men is a corporation with a conscience. (Thoreau, 1849/1893, p. 311)
Here Thoreau seems not to take fully into account that men and women are weak
and that we collectively forget the underlying truths. As we discussed earlier, this is a
function of our lack of will to inquire (laissez-faire) and therefore being a case of the
blind leading the blind over time and generations. He’s of the view that if we can’t
make a difference in our current context we then only need to change the context. He
dreads those of us who oblige by standing by, for merely being bodies and not the minds
which inhabits us. He reminds us that we must do justice at all cost, every one of us.
Actions in everyman are stronger than a vote obtained from a majority of men. He
proposes to change the context or the culture:
Action from principle, the perception and the performance of right, changes
things and relations; it is essentially revolutionary, and does not consist wholly
with anything which was. It not only divides states and churches, it divides
families; ay, it divides the individual, separating the diabolical in him from the
divine. (Thoreau, 1849/1893, p. 315)
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How We Associate – Being Influenced!
Men banded together in a criminal conspiracy, business aggregations that prey
upon the public while serving it, political machines held together by the interest
of plunder, are included… In short, there are many interests consciously
communicated and shared; and there are varied and free points of contact with
other modes of association. (Dewey, 1916/1922, p. 264)
One could say that we gather around interests and therefore, out of multiple
communities of interests, we form an aggregation, within which cause-effect amongst
entities define the level and type of interaction, that is ultimately the society we live in at
any given moment in time and place:
In order to have a large number of values in common, all the members of the
group must have an equable opportunity to receive and to take from others.
There must be a large variety of shared undertakings and experiences.
Otherwise, the influences which educate some into masters, educate others into
slaves… Plato defined a slave as one who accepts from another the purposes
which control his conduct… The essential point is that isolation makes for
rigidity and formal institutionalizing of life, for static and selfish ideals within
the group. That savage tribes regard aliens and enemies as synonymous is not
accidental. (Dewey, 1916/1922, p. 266)
This is based on customs that forge the culture of the group in question, but in a
civilized society, we can’t live in isolation and we are forced to associate in one way or
another.
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Rousseau (1762/1893) reminds us that our first form of society and for that
matter our most natural one is our family — naturally at first given the need for selfpreservation and voluntary thereafter, this political society forms and dissolves. It is
perhaps the form of association that will bear the most influence over anyone person’s
life.
Society Is an Ideal for Association – Influencing Others!
Hence, once more, the need of a measure for the worth of any given mode of
social life. In seeking this measure, we have to avoid two extremes. We cannot
set up, out of our heads, something we regard as an ideal society. We must base
our conception upon societies which actually exist, in order to have any
assurance that our ideal is a practicable one. But, as we have just seen, the ideal
cannot simply repeat the traits which are actually found. The problem is to
extract the desirable traits of forms of community life which actually exist, and
employ them to criticize undesirable features and suggest improvements.
(Dewey, 1916/1922, p. 264)
Here Dewey describes how to build on a solid foundation in order to
differentiate between fact and ideal when it comes to understand what our society is
like. Regardless of the level or perfection or imperfection of society, it is always about
legitimacy of influence over a larger number of people than those in our immediate
surrounding like our family.
The influence sought by a leader from Plato’s perspective:
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Suppose, then, he should find himself compelled to mould other characters
besides his own and to shape the pattern of public and private life into
conformity with his vision of ideal, he will not lack the skill to produce such
counterparts of temperance, justice, and all the virtues as can exist in the
ordinary man. And the public, when they see that we have described him truly,
will be reconciled to the philosopher and no longer disbelieve our assertion that
happiness can only come to a state when its lineaments are traced by an artist
working after a divine pattern. (Plato, trans. 1941, p. 72)
Plato reminds us that the most effective way to influence others is to start with a
blank slate, just as an artist will start with a blank canvas, so does youth:
He will take society and human character as his canvas, and begin by scraping it
clean. That is no easy matter; but, as you know, unlike other reformers, he will
not consent to take in hand either an individual or a state or to draft laws, until he
is given a clean surface to work on or has cleansed it himself. (Plato, trans. 1941,
p. 72)
Teaching youth at home, and in formal education curriculums, to develop the
skills required to question culture, values and beliefs as well as guiding them in defining
purpose and proper planning techniques would surely improve their ability to influence
rather than be influenced.
Just Influence
Although we can exert influence over many others, we need to be reminded that
we are bound by morality to find a just balance in exercising it. Aristotle (trans. 1900)
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teaches us about justice as a virtue and that it goes beyond what can be considered just
among equals but across social boundaries. Justice is influenced by pursuit of greater
good which is determined heavily by ethical behavior from those that hold power. He
explains that a human’s worth and wealth are expressed as two separate entities. Worth
is determined by the level of one’s contribution to overall happiness of the community
where happiness is defined as virtue and education.
Concepts of Who We Are
Figure A26 is a synthesis of the question surrounding who we are in leadership
and captures the important concepts that I have addressed so far. Concepts central to
leadership include power, moral, laws, leaders, followers and decisions. We decide
which societies we belong to. We also make choices and our decisions influence others
while we are being influence and hope that it is always just influence that is being
exercised.

Figure A26. Who we are concept tree.
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Where Are We, Really?
Where we are has no bearing on our location, it is of the mind and of the mind
only to decide. We construct our reality all too often based on our physical surroundings
and that determines our liberties or lack thereof. We construct more effectively when
based on plans in the mind, but we seldom plan with the end in mind. Since we have the
ability to chart our own course, at any given moment, we are where we believe to be and
not where we stand.
Many Possible Ends
Plato’s (trans. 1941) starting point is that the organization of society depends
ultimately upon knowledge of the end of existences. If we don’t know its end, we shall
be at the mercy of accident and caprice. To anything we do, it is clear that there are
many possible ends. So the point is much more about knowing which end we can
foresee based on our ability to be enlightened. Unless we know what end, what good we
pursue, we shall have no criterion for rationally deciding what possibilities should be
promoted, nor how arrangements are to be ordered.
Change Is Constant
According to Plato (trans. 1941, p. 74) Heraclitus said “there is a new sun every
day,” since all changes – times and context – and nothing remains the same. Any end we
envision today will need to evolve to meet tomorrow’s conditions. We can’t plan once
rather, we must plan often and our goal attainment will be directly linked to the
frequency and relevancy of the planning we do.
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We Are Not Rational
How we come to decide what our aim will be is largely based on an assumption
that most of us have come to believe and seldom question: “I shall assume that the aim
of each young man in this association is the highest that belongs to a rational mind”
(Emerson, 1882, p. 254). Sadly, numerous authors have dedicated their lives to proving
that we are not predisposed to being righteous and enlightened but rather evil and
innocent. The field of modern marketing, supplemented by numerous studies on
consumerism, demonstrates that humans act more on impulse than they decide on
objective information. However irrational our behavior might prove to be now, as it was
then and probably always has been, Emerson (1882) reminds us that we may do it but
we also, all of us at one time or another, have come to express remorse or regret since
we know, deep down in our soul, what is right and what is better from what is wrong.
We Naturally Go Along
We also go along as if it makes a wrong a right. We are naturally inclined to
follow as it serves our constitution of being lazy. While this is a fact, I admit sometimes
hard to admit to since it affects our pride—another source of evil on many accounts—
the truth is, we need leaders that show us the road, many times that they open up. This is
so that we may follow with less guilt and mainly because we feel that by following
someone or something we are aiming for what’s right. Aiming for what’s right is a
shared ideal by many but we seldom question enough what we choose to follow to know
if it is truly right.
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Leaders Tend to Choose Most Difficult Path
On the other hand, those leaders that emerge never chose the easiest road—the
lesser of two evils—as this is simply creating too much pain for them to want to bear so
they chose to make a new road with an ideal in mind. Plato (trans. 1941, p. 70) says:
“…for all great attempts are hazardous, and the proverb is only too true, that what is
worth while is never easy.” By doing so, there benefit or reward, will always be grander
than any other option, even when they fail to achieve their visible goals. Their visible
goals are idealistic, while the purity of their motivation lies in the betterment of a
condition through action by self and others, which is the ultimate underlying goal (for
they know that we never succeed and that by failing we learn to continually improve our
condition toward an ideal). With such a pure goal in mind, however short of the ideal
one falls, the leader will always see the journey and its progression from the point of
origin as the success achieved over the gap of the current position with the ideal that was
initially at the base of the motivation for action.
This selfless act by leader is best described by Emerson (1882) when discussing
the choice of the road ahead to any goal as:
…brave and upright man, who must find or cut a straight road to everything
excellent on the earth, and not only go honorably himself, but make it easier for
all who follow him, to go in honor and with benefit. (p. 254)
That is about the leaders who cannot be content to operate within the current
socially accepted boundaries; they are reformers to those who choose to follow.

185

We Go Along and Forget We Do
We take things for granted:
Let it be granted that our life, as we lead it, is common and mean; that some of
those offices and functions for which we were mainly created are grown so rare
in society, that the memory of them is only kept alive in old books and in dim
traditions. (Emerson, 1882, p. 253)
Memory is the faculty of forgetfulness, it is able to make fuzzy distinction
between good and bad while not recalling to consciousness the bases upon which the
decision is made. Emotions take charge and impulse usually prevails over the process of
reasoning that often requires a conscious effort to question our motivations against our
beliefs and even more so, the origin of those beliefs.
We Are Comfortable with What We See
Again, we are more likely to take the easy road. The low road is where
mountains offer cover from the elements and that we can see all that surround us so that
we feel comfortable and less threatened by the unknown that comes from the mountain
top. The mountain top requires much effort, has great uncertainties associated with it but
offers then again the potential realization of what lies beyond a much farther horizon
made available to our minds.
The high road may yield incredible pleasure that we can all associate with
enough to wish for it to come to us, but seldom will we submit to the pain of planning,
preparing and climbing for the simple and pure pleasure when it can suffice us to avoid
such pain and find relative pleasure in keeping course on the lower road.
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The more time we keep to the low road, the more the memory of the great
pleasure, made possible from the high road, fades and eventually it does not even figure
into our decision process; we come to settle comfortably on the low road which
eventually emerges as the generally accepted road that goes unquestioned.
We are predisposed to laziness since survival has become so easy. It is not of
natural law that we are protected and that our basic needs are met, it is by civic law that
came from a greater need for association than that of the family alone. It is so imperfect
yet so comfortable that we settle for it and its vices like luxuries.
Following Blindly
We come to forget the true reasons that brought us to civility and we embrace
superfluous benefits as if they were now part of basic needs, changing our fundamental
constitution—our soul—and selling it piece by piece to the highest offer.
We lose so much of the truth from view, that we instill in the next generation our evil
behaviors as the basis from which they are to derive their own set of beliefs. Such
behaviors are consumerism and materialism or simply living from exploitation of others
so we can accumulate wealth as opposed to subsistence. We are losing our personal
ability to harvest what we need to eat, to cloth and to trade at reasonable levels so that
we will not create so much waste and moreover, do this at the detriment of so many
others including our family we care for.
We have gone too far in creating dependence on materialism and that brings us
to defend what we accumulate rather than maintaining a pure altruistic pleasure of
sharing what we have been fortunate to harvest. But of course we understand and we
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may discard as utopia, we are expected to follow that road, we expect nothing else from
ourselves as in this frame of mind - we follow! Well, of course it isn’t so, as life is not
black or white but rich with grey zones.
In Association We Evolve Slowly
At different times we act more one way and at other we act in other ways. When
this movement is shared by many we create social change. When change is upon us, it is
often generally accepted that we are to do better, the early leaders have faded away
(usually discarded by many) and followers become leaders in furthering the journey
towards the ideal in pursuit.
Not that it is ever too late to do justice and change especially when it is to do
better for human kind but it may not have needed to be such a long evolutionary step if
only every soul had chosen the high road at the outset. But for that to have taken place,
each person would have had to have the courage of questioning, remembering, seeking
truths that most of the time were unfortunately forgotten or buried deep within us.
The low road offers comfort and so far as we can see, it is the way we are
expected to go forward, while the high road, often forgotten or frowned upon because of
efforts required, was always available to every soul.
To paraphrase Adam Smith (1759/1761/1853), in the great chess-board of
human society, every single piece has a principle of motion of its own, altogether
different from that which our society might choose to impress upon it. If those two
principles coincide and act in the same direction, the game of personal growth will go on
easily and harmoniously, and is very likely to be happy and successful. If they are
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opposite or different by personal reason and choice, the game will go on miserably, and
one’s personal growth will go on at all time at the highest degree of disorder and will
ultimately yield the greatest satisfaction from an individual contribution to the whole of
humanity. Adam Smith is pragmatic and introduces the notion of balancing interests
(self and others) over one's ideology (more radical change) that could lead to negative
consequences (fanaticism and even some evil doing) over a more incremental approach
to change. So, even if a person believes very sincerely in what they want to do (reason
for choice), if society (and societies) one belongs to is not ready for a champion of
fundamental change, disorder will come and one's contribution will not be as important
as when a more moderate approach is taken because others would more likely adopt
such a change. By going against what society can absorb (importance of change being
proposed by personal reason and choice) a person will live in conflict (highest degree of
disorder) and not yield satisfaction or contribute as much to humanity (through the
societies he or she belongs to).
Alone We Can Make a Difference
We associate for the purpose of sharing common interests. Should we seek more
truths in all we do and that we can come to expect that of many others, we will always
be together and we may not need to associate explicitly. We associate together not to
convince others but to convince ourselves. Because courage lacks, we follow.
Enlightenment does not generate courage but it supports it. Enlightenment is sought
when you associate more pain in not knowing and in not doing than in settling in to the
comfort of the group you are in association with. Should we all seek more
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enlightenment individually, we would come to depend less on others for moving
forward.
Concepts of Where We Are
Figure A27 sums up the concepts that I have extracted from the philosophical
answer to the question of where we are in leadership.

Figure A27. Where we are concept tree.

A key concept revolves around the fact that leaders are made not born.
Leadership does not exist without the concept of people. People change in order to lead
or do not change and likely follow others. Leadership revolves around the concept of
legitimacy and we are legitimate when reason prevails over passion. Leadership
geography is of the mind (in mind) which holds its ideal place located between justice
and equity. That ideal (the concept) is further defined by truth and not likely by the
leadership role we play. That truth is dependent upon asking the right questions. We
may reach for an ideal and we will always fall short simply because ideals are
unattainable destinations for any leadership journey. The concept of change will ensure
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that our leadership journey is rich and complex. That change will not always seem
rational, leaders may choose the most difficult path while followers will likely remain
comfortable and accept what they see and therefore go along blindly or naturally and not
even question that they are going along. We move through change more slowly in
groups than we do alone and leadership occurs in association not alone. Leadership
requires effort which is likely outweighed by learning alone.
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APPENDIX B: THE SCIENTIFIC PERSPECTIVE
Philosophic literature on the phenomenon of leadership (Appendix A) teaches us
the truths while scientific inquiry relates more to facts.
I will now attempt to present the main findings from surveying the literature on
the principally recognized conceptualization of leadership based on key authors and
seminal papers within The International Library of Leadership volumes II and III (Wren
et al., 2004).
Management Science
Management disciplines such as Accounting, Finance, Marketing, Information
Systems, Strategy, Performance Management, Human Resources relate to best practices
which implies a technical approach to solving a known problem or opportunity. These
practices are usually systematic and some are systemic and they are all documented in
processes – usually referred to as best practices - that are meant to increase
effectiveness. Early on, Taylor (1919) had introduced a more scientific approach to
study workplace relations between supervisors and subordinates which have greatly
evolved since then.
In the past as in the present, the practice of leadership is more likely to be seen as
an art (e.g., Plato (trans. 1941), Aquinas (trans. 1997)) rather than an exact science
captured in a process and followed step by step to obtain repeatability in the results for
the sake of efficiency. Leadership in management setting also implies a hierarchy and
therefore institutionally attributed power, authority and influence whereas leadership in
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general can imply power, authority and influence without necessarily requiring a formal
organizational hierarchy a priori.
We can borrow from this part of the literature the systematic analysis and its use
in understanding a phenomenon. Although techniques are important in every field
including art, and that the art of leadership will benefit from systematically derived tools
that are known for their expected results, it will however most likely always be about
one’s ability to construct particular applications of techniques to meets one’s own
understanding of a particular context. As those contexts are innumerable so will the
specific approaches leaders will likely take and like artists, they will be creative to be
effective.
Leadership studies can help individuals in deciding how to behave differently in
different situations. As we will see later in the Contingency approaches, the study of
decision making processes is key to becoming an effective manager as well as leader.
Thanks to the evolution of management science into more social sciences (see Muldoon,
2012) and the further study of leadership (as I will review them later in this section),
many of the best practices now constitute a tool set for leaders to draw from such as
quality circles, teamwork, participative management, and empowerment.
Concepts from Management Science
Figure B28 captures two core concepts retained from management science in
leadership: first that the systematic study of a problem contributes greatly to its
understanding and second, that many tools borrowed from the field of management are
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made available to leaders such as quality circles, teamwork, participative management
and empowerment.

Figure B28. Management science concept tree.

Traits Theory
Traits theory is an early approach that would find its roots in the « Great Man »
observations. These observations would lead to defining the personal attributes of great
leaders into categories such as: Capacity, Achievement, Responsibility, Participation
and Status. A seminal study in this area is one reported by Ralph Stogdill (1948) where
he concludes that:
The average person who occupies a position of leadership exceeds the average
member of his group in the following respects: (1) intelligence, (2) scholarship,
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(3) dependability in exercising responsibilities, (4) activity and social
participation, and (5) socio-economic status… In spite of considerable negative
evidence, the general trend of results suggests a low positive correlation between
leadership and such variables as chronological age, height, weight, physique,
energy, appearance, dominance, and mood control. The evidence is about evenly
divided concerning the relation to leadership of such traits as introversionextroversion, self-sufficiency, and emotional control. (p. 61)
This approach to leadership theory is useful as it helps the introspection process
by looking at one’s self from a top-down approach – this is the tip of the iceberg, what
one lets visible to others. The traits are really means and not ends of our individual
leadership journey. They are useful in describing where we wish to say that our journey
will have reached a major milestone – a reaching state – and in recognizing where we
stand before our next journey begins – our current state. We also learn from this
leadership theory that:
A person does not become a leader by virtue of the possession of some
combination of traits, but the pattern of personal characteristics of the leader
must bear some relevant relationship to the characteristics, activities, and goals
of the followers. (Stogdill, 1948, p. 80)
Possession of some traits therefore does not alone, legitimize one as a leader.
The effectiveness of a leader is thus rooted in deeper within himself – the unapparent
part of the iceberg.
Knowing one’s self is not enough as we lead in relation to an environment
comprised of many evolving elements: “Thus, leadership must be conceived in terms of
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the interaction of variables which are in constant flux and change. The factor of change
is especially characteristic of the situation...” (Stogdill, 1948, p. 80). Such changes occur
at many levels such as addition or loss of members, changes in interpersonal
relationships, changes in goals, competition in extra-group influences. We will continue
on this topic later when we look at situational leadership conceptualization practices.
In effect, we learn from Traits theory that, taken alone, it fails to explain the
richness of the leadership phenomenon and that beyond one’s recognizable traits, as we
will see next, our behavior is key to determining leadership effectiveness. As stated by
Stogdill (1948):
These findings suggest that leadership is not a matter of passive status, or of the
mere possession of some combination of traits. It appears rather to be a working
relationship among members of a group, in which the leader acquires status
through active participation and demonstration of his capacity for carrying
cooperative tasks through to completion. (p. 82)
Concepts from Traits Theory
Figure B29 shows the concepts that are central to traits theory in leadership. The
core concepts that I have retained for the purposes of this work are around the capacity,
achievement, responsibility, participation, status, introversion-extroversion, selfsufficiency and emotional control of the “great man” approach to leadership.
Behaviors
“Since the Second World War, research emphasis has shifted from a search for
personality traits to a search for behavior that makes a difference in the performance or
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satisfaction of the followers” (Bowers & Seashore, 1966, p. 134). Our behaviors can be
captured into different styles of leadership. This school of thought has contributed to the
study of the leadership phenomenon in many ways including through the categorization
of leadership styles such as autocratic, democratic, laissez-faire, supportive, interactivefacilitative, goal oriented, and task oriented.

Figure B29. Traits theory concept tree.

Lewin, Lippitt and White (1939) captured some very useful descriptions that can
guide potential leadership situation decisions and actions in the following table (Table
B12).
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Table B12 Lewin, Lippitt &White Leadership Styles (1939, p.93)
Authoritarian
1. All determination of policy by the
leader.

Democratic
1. All policies a matter of group
discussion, encouraged and
assisted by the leader.

2. Techniques and activity steps
dictated by the authority, one at a
time, so that future steps were
always uncertain to a large degree.

2. Activity perspective gained
during first discussion period.
General steps to group goal
sketched, and where technical
advice was needed the leader
suggested two or three alternative
procedures from which choice
could be made.
3. The members were free to
work with whomever they chose,
and the division of tasks was left
up to the group.
4. The leader was “objective” or
“fact-minded” in his praise and
criticism, and tried to be a regular
group member in spirit without
doing too much of the work.

3. The leader usually dictated the
particular work task and work
companions of each member.
4. The dominator was “personal” in
his praise and criticism of the work
of each member, but remained aloof
from active group participation
except when demonstrating. He was
friendly or impersonal rather than
openly hostile.

Laissez-faire
1. Complete freedom for
group or individual decision,
without any leader
participation.
2. Various materials supplied
by the leader, who made it
clear that he would supply
information when asked. He
took no other part in work
discussions.

3. Complete nonparticipation
by leader.

4. Very infrequent comments
on member activities unless
questioned, and no attempt to
participate or interfere with
the course of events.

Bowers and Seashore further describe what could be categorized as Democratic
leadership-style by Lewin and al. (1939) with the following sub-styles or as they call
them, the “Basic dimensions” of leadership:
1. Support. Behavior that enhances someone else’s feeling of personal worth
and importance.
2. Interaction facilitation. Behavior that encourages members of the group to
develop close, mutually satisfying relationships.
3. Goal emphasis. Behavior that stimulates an enthusiasm for meeting the
group’s goal or achieving excellent performance.
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4. Work facilitation. Behavior that helps to achieve goal attainment by such
activities as scheduling, coordinating, planning, and by providing resources
such as tools, materials, and technical knowledge.
These categorizations of styles can be useful to help position one’s intent both
for future acts and past ones. Democratic styles are most likely to be used in our current
post-industrial context however, the continuum between Autocratic and Laissez-faire
seem useful to capture the richness in specific and tailored styles one might put to play
in different situations.
Another contribution from Bower and Seashore (1966) is their view that
Leadership is independent of the position one occupies: “...it has until recently been
customary to study leadership either as an attribute of the person of someone who is
authority-vested, or as an attribute of his behavior… Instead, it was proposed that
leadership... may be provided by anyone in a work group for anyone else in that work
group… In this sense, leadership may be “supervisory” or “mutual”...” (p. 142). This
only further isolates the phenomenon of leadership from management per see. I will
come back to this in greater detail when I discuss transactional and transformational
leadership.
It is interesting to note that one leadership motivation measure is the Least
Preferred Coworker (LPC) method. It is used to determine the leadership style of a
person in terms of being more inclined to interpersonal relations or task achievement:
…in grossly oversimplified terms, the person who describes his least preferred
co-worker in relatively favorable terms is basically motivated to have close
interpersonal relations with others. By contrast, the person who rejects someone
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with whom he cannot work is basically motivated to accomplish or achieve on
the task, and he derives satisfaction from being recognized as having performed
well on the task. (Fiedler, 1972, p. 178)
Leadership styles seem to be independent of the context in which we choose to
apply them; however, it is clear that some situations (or context) will affect our
effectiveness in using one style over another. That is the next topic, Contingency theory.
Concepts of Behavior Theory
Figure B30 represents visually two main concepts retained from behavior theory
in leadership. The first is styles of leadership which can range greatly: autocratic,
democratic, laissez-faire, supportive, interactive-facilitative, goal oriented and task
oriented. Each style can be further explained and we remark here the range of
underlying styles within the democratic style of leadership: supportive, interactive,
excellence (goal emphasis) and facilitative (work organization).
Contingency
“Merman wrote in 1904 that leadership performance depends on the situation, as
well as on the leader” (Fiedler, 1972, p. 175). Here Fiedler is implying that no one
theoretical approach can fully explain the phenomenon of leadership. Furthermore, he
further acknowledges that a constructivist approach is required and that one must take
into consideration the individual (traits, behavior and style) together with the situation in
which the leadership is exercised.
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Figure B30. Behavior theory concept tree.

“The Contingency Model, a recent theory of leadership, holds that the
effectiveness of group performance is contingent upon (a) the leader’s motivational
pattern, and (b) the degree to which the situation gives the leader power and influence”
(Fiedler, 1972, p. 178). Fiedler (1972) argues that:
…it is, therefore, not unreasonable to classify situations in terms of how much
power and influence the situation gives the leader. We call this “situational
favorableness. One simple categorization of groups on their situational
favorableness classifies leadership situations on the basis of three major dimensions:
1. Leader-member relations. Leaders presumably have more power and
influence if they have a good relationship with their members than if they
have a poor relationship with them, if they are liked, respected, and trusted,
than if they are not. Research has shown that this is by far the most important
single dimension.
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2. Task structure. Tasks or assignments that are highly structured, spelled out,
or programmed give the leader more influence than tasks that are vague,
nebulous and unstructured. It is easier, for example, to be a leader whose task
it is to set up a sales display according to clearly delineated steps than it is to
be a chairman of a committee preparing a new sales campaign.
3. Position power. Leaders will have more power and influence if their position
is vested with such prerogatives as being able to hire and fire, being able to
discipline, to reprimand, and so on. Position power, as it is here used, is
determined by how much power the leader has over his subordinates. If the
janitor foreman can hire or fire, he has more position power in his own group
than the chairman of a board of directors who, frequently, cannot hire or fire
– or even reprimand his board members. (p. 179)
The following figure (Figure B31) represents how Fiedler (1972) proposes to
reconcile context with styles. It is a simple yet powerful illustration about the
effectiveness of leadership in relation to context. It reveals that one style does not fit
every situation and that different leadership styles are required throughout the life of an
organization. As per Fiedler (1972):
We must get rid of the implicit assumption that the environment and the
organization, or a particular leadership position, are constant and unchanging. In
addition to changes which occur as the leaders gain experience, they also
continuously modify their leadership positions. (p. 189)

202

Relationshipmotivated

Task motivated

Very

Intermediately

Not

favorable

favorable

favorable

Poor

Good

Poor

performance

performance

performance

Good

Poor

Good

performance

performance

performance

Arrows indicate the predicted effect of experience and training

Figure B31. Fiedler’s (1972) model on favorableness of the situation.

Our style may be affected by the situational favorableness as explored by Fiedler
(1972) but Vroom (1973) would argue that so does our decision making process.
Moreover, Vroom’s main concern is with decision making as a social process trying to
develop a set of ground rules for matching a manager’s leadership behavior to the
demands of the situation. He recognized three different processes; Autocratic;
Consultative; and Group, which align with Autocratic, Democratic and Laissez-faire
(already discussed under Behavior).
In Figure B32, you can easily follow a simple and useful decision tree which
accounts for the following types of management styles:


AI You solve the problem or make the decision yourself, using the
information available to you at that time.
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AII You obtain the necessary information from your subordinate(s), then
decide on the solution to the problem yourself. You may or may not tell your
subordinates what the problem is in getting the information from them. The
role played by your subordinates in making the decision is clearly one of
providing the necessary information to you, rather than generating or
evaluating alternative solutions.



CI You share the problem with relevant subordinates individually, getting
their ideas and suggestions. Then you make the decision that may or may not
reflect your subordinates’ influence.



CII You share the problem with your subordinates as a group, collectively
obtaining their ideas and suggestions. Then you make the decision that may
or may not reflect your subordinate’s influence.



GII You share a problem with your subordinates as a group. Together you
generate and evaluate alternatives and attempts to reach agreement
(consensus) on a solution. Your role is much like that of chairman. You do
not try to influence the group to adopt “your” solution and you are willing to
accept and implement any solution that has the support of the entire group.

“The Handbook for Social Psychology [states] as follows: the results suggest that
allocating problem solving and decision-making tasks to entire groups requires a
greater investment of man hours but produces higher acceptance of decisions and
a higher probability that the decision will be executed efficiently. Differences
between these two methods in quality of decision and in elapsed time are
inconclusive and probably highly variable... It would be naive to think that group
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decision is always more “effective” than autocratic decision making, or vice
versa; the relative effectiveness of these two extreme methods depends both on
the weights attached to quality, acceptance and time variables and on differences
in amounts of these outcomes resulting from these methods, neither of which is
invariant from one situation to another. The critics and proponents of
participative management would do well to direct their efforts toward identifying
the properties of situations in which different decision-making approaches are
effective rather than wholesale condemnation of deifications of one approach.”
(Vroom, 1973, p. 210)

Figure B32. Vroom's (1973) decision model.
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Another perspective, to emphasize and help clarify the context within which a
leader needs to operate, comes from the work of Gardner and Laskin (1995) when
describing the Six Constants of Leadership as captured in the description of an “idealtype” of a leader:
1. The story. A leader must have a central story or a message. Stories ought to
address their sense of individual and group identity, provides background
and helps the group identify future options and will vary depending on a
crisis or noncrisis situation.
2. The audience. A leader can effect small changes in a large audience fairly
easily and sometimes effect larger changes in an already dedicated and
knowledgeable group, such as other members of her domain, without
overwhelming effort. The greatest challenge the leader faces is to bring about
significant and lasting changes in a large heterogeneous group. A leader must
develop messages in a number of nuanced languages but, in the absence of
specialized knowledge, begin by addressing an unschooled mind.
Conversely, those authorized to lead an organization with a preexisting
hierarchy have relatively unproblematic time in guiding the audience, so long
as they do not require its members to move in new and unexpected
directions. Note, in contrast, that the traditional creator has been an easier
task. While he is creating a breakthrough work, he needs pay only scant
attention to his audience.
3. The organization. While a leader can sometimes speak directly to a large
audience and achieve initial success via the perceived bond between himself
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and his auditors, enduring leadership ultimately demands some kind of
institutional or organizational basis.
4. The embodiment. The creator must in some sense embody his story…
5. Direct and indirect leadership. Direct leaders may be more effective in the
short term but it is more risky where Indirect leaders have the advantage of
more time for reflection and revision; and often their impact proves more
enduring. If there is a voluntary movement between these forms, it is almost
always from indirect to direct forms of leadership.
6. The issue of expertise. Thus, a paradox: Direct leaders typically lack direct
knowledge, while indirect leaders often can proceed on the basis of direct
knowledge. How to attain and maintain expertise is an acute problem for
anyone who aspires to direct leadership, and particularly for those who wish
to direct a heterogeneous group on the basis of the best current information
drawn from the most relevant domains.
The study by Vroom (1973) clearly identifies the need to associate autocratic and
participative not only to leadership traits but to leadership situations. So the decision
styles are dependent on the situational variables (the context of time and place) not only
the leader’s style or predisposition (personal characteristics). Vroom’s tree (Figure B32)
can be used to explore the decision process in retrospect or to imagine future scenarios
for making decisions and taking actions. The information to be acquired in his model
form the bases for the required knowledge level of each role we choose to play (or style
we choose to embody). The finality using Vroom’s model is in helping us in describing
the role we have or will choose to play; leader, leader-follower, judge, leader-savior…
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However, it also has implications for the emergent leaders (followers) given the
following conclusions on when managers use decision processes providing less
opportunity for participation: (1) when they possess all the necessary information than
when they lack some of the needed information, (2) when the problem that they face is
well-structured rather than unstructured, (3) when their subordinates’ acceptance of the
decision is not critical for the effective implementation of the decision or when the prior
probability of acceptance of an autocratic decision is high, and (4) when the personal
goals of their subordinates are not congruent with the goals of the organization as
manifested in the problem. In this context, the managers can readily affect the
possibility of another individual to rise-up into a leadership position.
In an ever evolving environment, whether one is focused on people or task or
even more aware of the information available, structure of a particular problem or others
decisional characteristics such as general acceptance or shared meaning, a leader is
called upon to interact with many different individuals and that interaction takes the
form of an exchange. Whether that exchange is superficial and transactional or deep and
transformational is another question.
Gardner and Laskin (1995) on an ideal-type of leader has several implications
for this study including the following:
1. The story. How one must come to understand leadership based on context
both for retroactive analysis and proactive (perhaps through scenario
building) so my framework needs to be useful for both understanding the
past and shaping our future leadership effectiveness.
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2. The audience. Taking the audience (leadership is a social and political
phenomenon) implies that a leader will have to affect change at the cultural
levels (changing an existing culture or creating a new culture) and therefore
is yet another confirmation of the importance of including culture as a
dimension in our framework.
3. The organization. Life is organized and leadership occurs within a network
(or multiple networks) of influence. This influence will manifest itself in
coercive and moral ways into the process of leading as I will discuss in more
detail in a later section.
4. The embodiment. Without self or without being able to adjust self (culture,
values, beliefs, styles…) one will not be able to adapt readily to his or her
context.
5. Direct and indirect leadership. A Judge or a Follower, depending on level of
knowledge acquired and decisions to be made, can influence greatly without
being directly involved in a headship or formal management position within
the organization and can influence others indirectly like in the case of
consultants, professors and other external influences. This helps make a case
for other influences without direct power over others and that direct leaders
tend to lead from the front whereas indirect leaders tend to lead from the side
or the fringe of the organizational context (social or professional).
6. The issue of expertise. This shows the importance of knowledge in some
instances and not in others and more importantly that exercising judgment to
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gain more knowledge creates that expertise and can serve both direct and
indirect leaders depending on the situation.
Concepts of Contingency Theory
Figure B33 exposes the concepts that were retained from contingency theory
which is largely founded upon contextual elements of leadership.

Figure B33. Contingency theory concept tree.

The main concepts that make up the context of leadership are: relations between
the leader and members, structure of the task, position power, decision making and
problem solving, self-motivation and several constants. Those constants in leadership
can be viewed as sub-concepts relating to the story, its audience as defined by structure,
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size, resource and history, its organizational setting, the embodiment of values and
beliefs, the person’s style and his or her expertise.
Transactional
Transactions between individuals imply role attribution in order to effectively
realize the exchange between many people (gives a sense of order) and gives rise to
behavior that can be categorized as roles such as those of the followers and the leader.
Burns (1978) speaks with authority on this leadership conceptualization of more
recent years:
The object in these cases is not a joint effort for persons with common aims
acting for the collective interests of followers but a bargain to aid the individual
interests of persons or groups going their separate ways… The chief monitors of
transactional leadership are modal values, that is, values of means – honesty,
responsibility, fairness, and honoring commitments – without which
transactional leadership could not work. (p. 7)
Transactional leadership is more of the domain of managers than leaders and is
based on mutual benefit for those involved at the time of the transaction. The influence
and power is usually concentrated in very few determined individuals.
However, it is very important to distribute roles within the whole organization
and not keep all the roles to one person ‘the leader’. In the same way, ‘authority’ is
usually seen to be embodied by ‘the leader’ due to hierarchical considerations. This
represents a more static view of authority as something that would only be held within
fixed positions. Hollander (1974) argues that this centric approach to influence and

211

authority is a cause for resistance to change as it promotes conformity of many to one
and therefore creates dependence stability to work well. It does not reflect the richness
of the leader-follower relationship in which the dynamic aspects of roles and
responsibilities will evolve given different contexts (time and place). This
misconception is responsible for much social values and beliefs on why we avoid
change. Hollander (1974) defines roles as: “…a set of behaviors which are appropriate
for a position which an individual fills” (p. 225). Some key terms for modern roles are:
problem solver; adjudicator; advocate; and change agent. The dichotomy between being
a leader or a follower is out-dated, and greater specification of the diverse components
of the situations in which leader-follower influence occurs is required. (Hollander, 1974,
p. 236)
Hollander’s (1974) seminal paper mentions three traits of a leader: Courage,
wisdom and tenacity which we propose to see as basic conditions and to consider the
words knowledge, decision, and action. In other words, it takes tenacity to move beyond
basic knowledge and become more enlightened with the wisdom that normally guides
better decisions and which are in turn critical to determining the level of courage
required to take action.
Hollander (1974) also sums up my beliefs on the leader-follower relationship in
that: “All leaders, some of the time and in varying degrees, are followers, and followers
are not immutably cast in non-leader roles” (p. 226). This author also points out a key
miss-conception in leadership practice and theory: “that only some members of a group
have “leadership qualities” and that they will stand out as ‘leaders’” (Hollander, 1974, p.
227). The author argues rightly that in many instances, the followers of choice are
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leaders so, in effect, they are the same individuals. This corroborates with the fact that
the role of Follower and Leader are on a continuum.
Differentiation of leaders amongst followers occurs when: “Leaders are likely to
attempt to direct others’ activities and also to have those directions accepted. Hemphill
has aptly called this characteristic “initiation of structure,” which is not just within the
province of appointed leaders” (Hollander, 1974, p. 227). Appointed leaders come from
the organizational framework where the emergent leaders come from the willing support
of followers (i.e., an election process or from an informal process). Emergent leaders
can come from several informal actions: speaking first, sitting at the head of the meeting
table, one’s age (based given cultural values), one’s social status (or other personal
characteristics) or even greater self-assurance (from past history of successes). Another
is rate of interaction in terms of quantity of outputs and not necessarily linked to quality
of those same outputs.
Hollander’s (1974) work supports the hypothesis that how one is perceived by
others determines the level of leadership status this person will benefit from in any given
situation:
...credits are gained by signs of a contribution to the group’s primary task and by
a loyalty to the group’s norms. In summary terms, these two factors are called
‘competence’ and ‘conformity’… In general, the leader is not only influential but
the one from whom initiatives for change are expected…But how successful the
leader is as a change agent depends on the perceptions that followers have of the
leader’s motivation and related actions... the related issue of style deserves to be
mentioned. In particular, there are leadership attributes, such as trust, loyalty and
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credibility, which facilitate change and make it more palatable. In fact, these are
not the leader’s characteristics, but are relational qualities, so named because
they grow out of a relationship between leaders and followers—and are not
easily created. Existence of these qualities depends on the followers’ perceptions
of the leader’s actions and assertions over time. (p. 234)
Transactional and contingency theories link together because they both believe
that individual differences do matter and that tasks demands situational analysis to
determine proper leadership attributes given such variables as the structure, size and
resources of the group, including the organizational setting and its history:
Leadership is, in fact, a transactional process. That class of behaviors associated
with a “leader” is not confirmed to one person who acts alone; there is a
relationship with followers who perceive and evaluate the leader in the context
of situational demands, whether that relationship is made explicit or not… When
common ends are being sought, it is expected that each person will do his or her
share... The leader is also uniquely a “definer-of-reality” for the others by setting
goals and also by communicating relevant information about progress,
impediments and needed redirections. (Hollander, 1974, p. 233)
It is interesting to note here that leaders take action if only to describe situations
to then gain the necessary support from others to be perceived as the emerging leader.
Transactional leadership theory is also linked to path-goal theory:
To specify the transactional quality of leadership more completely, three
determinants must be considered, i.e., “the ‘leader,’ with his (her) personality,
perceptions and resources relevant to goal attainment; the ‘followers’ with their
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personalities, perceptions, and relevant resources; and the situational context
within which those variables function. (Hollander, 1974, p. 231)
Concepts from Transactional Theory
In Figure B34, the central concepts retained from transactional theory are
presented. Transactional theory being based on social exchanges has several important
concepts related to it. Initiations of social structures that are dependent on personal
characteristics such as social status and self-assurance in managing relationship
between leader and followers in order to fulfill a safety or security need are such
concepts. The concept of roles for those who are either already a leader or aspiring to
become a leader can take several forms: adjudicator, problem solver, advocate, change
agent, leader as follower, follower as leader and lastly, definer-of-reality for others. This
of course, while being grounded by the concept of values which can be explained by
values of means such as honesty, responsibility, fairness and honoring commitments.
Transformational
Beyond fulfilling a mutual need through transactions that help a group attain its
goals based on a leaders competencies and commitment to that group, there is a
conceptualization of leadership that calls for deeper rooted motivations to lead others as
we will see next with Transformational leadership concepts.
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Figure B34. Transactional theory concept tree.

Transformational leaders motivate us to do more than we originally expected to do by:
raising our consciousness; getting us to transcend our own self-interests; or by raising
our need level (Abraham Maslow (1948) hierarchy):
Such a leader convinced followers to extend themselves and to develop
themselves further. Total commitment to and belief in the organization emerged
as consequences of belief in the leader and heightened self-confidence. (Bass,
1985, p. 265)

216

Bass (1985) discusses the impact of leadership as opposed to outcomes
(authority and influence). The magnitude of change that will be obtained from an
individual from the influence of the other will constitute the level of impact that was
achieved in a given situation. Leadership is either transactional of transformational in
the approach: “Transformational leadership is presented as a way to augment
transactional approaches to management, since it is often more effective in achieving
higher levels of improvement and change among employees” (Bass, 1985, p. 266).
Transactional leadership is for the lower order of needs namely, safety and security
while transformational leadership is for meeting the higher-order of needs namely
recognition and achievement. Bass (1985), the father of Transformational Leadership,
describes it as:
Leaders can also shape and alter and elevate the motives and values and goals of
followers through the vital teaching role of leadership. The premise of this
leadership is that, whatever the separate interests’ persons might hold, they are
presently or potentially united in the pursuit of “higher” goals, the realization of
which is tested by the achievement of significant change that represents the
collective or pooled interests of leaders and followers… Transformational
leadership is more concerned with end-values, such as liberty, justice, equality.
Transformational leaders “raise” their followers up through levels of morality,
though insufficient attention to means can corrupt the ends. (p. 265)
Bass (1985) reaffirms that such change is a factor of knowledge and leverage
(pain or pleasure) through beliefs, values and needs:
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Such higher-order changes also may involve larger shifts in attitudes, beliefs,
values, and needs. Quantum leaps in performance may result when a group is
roused out of its despair by a leader with innovative or revolutionary ideas and a
vision of future possibilities. Leaders may help bring about a radical shift in
attention. The context may be changed by the leaders. They may change what
they see as ground or raise the level of maturity of their needs and wants. (p.
266)
Bass (1985) introduces the notion of moral into transformational leadership:
The moral transformational leader is one who is guided by such universal ethical
principles as respect for human dignity and equal rights. Moral leadership helps
followers to see the real conflict between competing values, inconsistencies
between espoused values and behavior, the need for realignments in values, and
the need for changes in behavior or transformations of institutions. Burns argued
that if the need levels elevated by transformational leaders were not authentic,
then the leadership was immoral. (p. 270)
Bass (1985), in his example of tyranny by reason, is striking when considering
that philosophy alone will not get you to your destination (transformation), at least
sometimes:
Vice Admiral James B. Stockdale argued that... some men all of the time and all
men some of the time knowingly will do what is clearly to their disadvantage if
only because they do not like to be suffocated by carrot-and-stick coercion. I will
not be a piano key. I will not bow to the tyranny of reason. (p. 270)
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Bass (1985) confirms that transformational leadership builds on situational
leadership (contingency): “Managers need to appreciate what kind of leadership is
expected of them” (p. 278). Again here, through Bass (1985), we see that leadership
style and approaches depend on how we are perceived by others in different situations.
Burns (1978) makes a strong case for going as deep as an individual’s beliefs
system: “We always find a stream of evolving interrelationships in which leaders are
continuously evoking motivational responses from followers and modifying their
behavior as they meet responsiveness or resistance, in a ceaseless process of flow and
counter flow” (p. 21).
Concepts of Transformational Theory
Figure B35 images the central concepts of motivation of others which form the
basis of transformational theory of leadership.
When motivating others, the concepts of raising the level of consciousness of
others, transcending our own self-interests (selflessness), raising our level of need for
recognition and achievement become evident. Through concepts such as beliefs and end
values (ex.: liberty, justice and equality), an ethical leader with principals such as human
dignity and equal rights can motivate others.
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Figure B35. Transformational theory concept tree.

Charismatic
One school of thought in this conceptualization of leadership has it that
Charismatic leadership is of the realm of the heroes, saviors, prophets and alike. Weber
(1947/1964) seems to say that leaders are born with charisma and it belongs to each of
them to recognize and fully exploit it. However, followers must come to see the benefits
from this charismatic “gift” otherwise the authority will disappear:
The only basis of legitimacy for it is personal charisma, so long as it is proved;
that is, as long as it receives recognition and is able to satisfy the followers or
disciples. (Weber, 1947/1964, p. 287)
Weber (1947/1964) characterizes authority into three types: bureaucratic,
charismatic and traditional. Bureaucratic is rational and bound by rules while
charismatic is irrational and foreign to all rules (more revolutionary) and, traditional
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authority is bound to the past and is oriented toward rules. Weber believes that
charismatic leadership is of the sacred kind and reserved only to a special few.
Bass (1990) takes a different approach than Weber on the topic of charismatic
leadership:
Charisma is not exclusively the province of world-class leaders or a few generals
or admirals. It is to be found to some degree in industrial and military leaders
throughout organizations. Furthermore, charisma is the most important
component in the later concept of transformational leadership. (p. 273)
Here Bass (1990) refers to charismatic leadership as being synonymous with
inspirational leadership through one’s ability to arouse emotions, animate, enliven, or
even exalt in others. Another aspect of charismatic leadership is the individualized
considerations for others towards their personal development: “Personal influence and
the one-to-one superior-subordinate relationship is of primary importance to the
development of leaders” (Bass, 1990, p. 275).
House (1977) defined the traits of a charismatic leader as dominance, selfconfidence, need for influence, and moral conviction.
I will treat charismatic leadership as a specific instance of trait theory based on
House et al. (1999) and Bass (1990).
One element that resonates here is the importance of perception. Even Weber
(1947/1964) states clearly that what matters is perception of others in recognizing
leadership qualities in another person. Leadership is therefore a function of how one is
seen through the eyes of others: “What is alone important is how the individual is
actually regarded by those subject to charismatic authority, by his ‘followers’ or
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‘disciples’” (p. 285). This perception we form of leaders is based on ones motivation to
do so. Weber (1947/1964), in the case of Charismatic leadership qualities, proposes that
this ‘gift’ of charisma has to be recognized by the leader: “Psychologically, this
‘recognition’ is a matter of complete personal devotion to the possessor of the quality,
arising out of enthusiasm, or of despair and hope” (Weber, 1947/1964, p. 284).
Another strikingly interesting element is Weber’s positioning of reason for
change in the context of Charismatic leadership:
In traditionally stereotyped periods, charisma is the greatest revolutionary force.
The equally revolutionary force of ‘reason’ works from without by altering the
situations of action, and hence its problems finally in these way changing men’s
attitudes toward them; it intellectualizes the individual. Charisma, on the other
hand may involve a subjective or internal reorientation born out of suffering,
conflicts, or enthusiasm. It may then result in a radical alteration of the central
system of attitudes and directions of action with a completely new orientation of
all attitudes toward the different problems and structures of the ‘world’. In
prerationalistic periods, tradition and charisma between them have the almost
exhausted the whole of the orientation of action. (Weber, 1947/1964, p. 288)
Concepts of Charismatic Theory
Figure B36 captures the concepts of charismatic theory in leadership. The
Charismatic leader theory is close in proximity of meaning with traits theory of
leadership. A key concept retained from charismatic theory is trait as represented by
dominance, self-confidence, a need for influence and moral conviction.
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Characterizations into roles such as heroes, saviors and prophets that exercise
bureaucratic, charismatic and traditional authority are other key concepts.

Figure B36. Charismatic theory concept tree.

The concepts of an inspirational leader style charged with the development of
others that would be motivated to show personal devotion by reasons of enthusiasm,
despair or hope and that may be subjective toward personal reorientation motivated by
enthusiasm, despair and conflict were all present in the literature I assessed on this
theory.
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Power
French and Raven (1959) define power in terms of influence as opposed to
authority. According to them, power is a behavior where one exerts a certain level of
influence over another which others will accept or reject. Influence is viewed as a
psychological change in ones thinking. It seems as though power is more immediate,
momentarily and superficial when it comes from hierarchical authority rather than
through legitimately accepted influence by those on whom the force is being applied
onto. When that force is recognized as legitimate, one will likely exert a lasting and
“deeper” influence. In effect, lasting change in one’s behavior is directly linked to the
legitimacy of the power source from which one is being influenced from. It matters not
that the influence is positive or negative for a change in behavior to occur. In other
words, legitimate power does not necessarily equate with positive influence.
Social influence is not very different from individual influence, the context
changes and is more complex because many influences are exerted at once and the
forces being applied as well as the resulting forces are many and difficult to identify or
predict. When possible, if such forces can be isolated and studied for their effects
individually, we come to better explain behavior changes based on our surroundings.
French and Raven (1959) have identified 5 types of power (referent power, expert
power, reward power, coercive power, and legitimate power) which have led to the
following observations (where P=person and O=social agent):
1. For all five types, the stronger the basis of power the greater the power.
2. For any type of power the size of the range may vary greatly, but in general
referent power will have the broadest range.
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3. Any attempt to utilize power outside the range of power will tend to reduce
the power.
4. A new state of a system produced by reward power or coercive power will be
highly dependent on O, and the more observable P’s conformity the more
dependent the state. For the other three types of power, the new state is
usually dependent, at least in the beginning, but in any case the level of
observability has no effect on the degree of dependence.
5. Coercion results in decreased attraction of P toward O and high resistance;
reward power results in increased attraction and low resistance.
6. The more legitimate the coercion the less it will produce resistance and
decreased attraction. (French & Raven, 1959, p. 324)
Legitimate leadership is determined by three elements; cultural values,
acceptance of social structure and designation by a legitimizing agent:
In all cases, the notion of legitimacy involves some sort of code or standard,
accepted by the individual, by virtue of which the external agent can assert his
power. Cultural values might be age (i.e., older equal seniority and therefore
wisdom). Social structures affect every facets of our lives and in everyone of
them we associate right to prescribe like for example the teacher in front of the
class may punish a student for not paying attention or cheating. Designation of
power happens when someone with legitimate power over another designates a
third person as legitimate therefore transferring legitimacy automatically.
(French & Raven, 1959, p. 318)
For Russell (1962) knowledge and sagacity is power:
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The power impulse has two forms: explicit, in leaders; implicit, in their
followers. When men willingly follow a leader, they do so with a view to the
acquisition of power by the group which he commands, and they feel that his
triumphs are theirs. Most men do not feel in themselves the competence required
for leading their group to victory, and therefore seek out a captain who appears
to possess the courage and sagacity necessary for achievement of supremacy. (p.
166)
Striving for power becomes a moral and ethical issue as per Russell (1962) on
why we yearn for it:
Thus love of power, as a motive, is limited by timidity, which also limits the
desire for self-direction. Since power enables us to realize more of our desires
than would otherwise be possible, and since it secures deference from others, it
is natural to desire power except in so far as timidity interferes. This sort of
timidity is lessened by the habit of responsibility, and accordingly
responsibilities tend to increase the desire for power. (p. 171)
Walzer (1973) builds on this argument by exposing one’s risks and temptations
in the decision process that will yield power:
…he cannot serve us without serving himself, for success brings him power and
glory, the greatest rewards that men can win from their fellows. The competition
between these two is fierce; the risks are often great, but the temptations are
greater… They are then required to learn the lesson Machievelli first set out to
teach: “how not to be good.”… Because he has scruples…We know he is doing
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right when he makes the deal because he knows he is doing wrong….he will
believe himself to be guilty. That is what it means to have dirty hands. (p. 263)
Yukl and Fable (1990) would later define the tactics of power-driven approaches
in: consultative, rational persuasion, inspirational, ingratiating, coalition, pressure,
personal appeal and exchange tactics.
I propose to treat power approaches as a reference on different leadership styles
one can adopt to exert influence and authority (control). I would go as far as to suggest
that reward, coercive and expert power are linked with transactional leadership, that
legitimate power is linked to transformational leadership and, that referent power be
linked specifically to charismatic leadership and to transformational leadership.
French and Raven (1959) confirm that life is not about who we think we are but
about how we are perceived by others. Regardless of the type of power (reward,
coercive, legitimate, referent or expert), the incumbent to the power source will react
based on the perception they obtain from the source. Whether it is about the perceived
knowledge of the source (a single person or a group), the perceived identification with
the source, on the legitimate right to prescribe as a source, the ability to exert
punishment or reward as a power source, it matters only that the incumbent is willing to
entertain the influence of the source based on their perceptions.
French and Raven (1959) do not seem to take into account the effect of one’s
ability to influence one’s self based on the idea that we can preempt the effects of
accepting an external source of power by generating our own. In other words, the
originator of the influence can be embodied by the same person as the one being
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influenced (links to Kant (1784/1970) Enlightenment theory) however; they likely take
for granted a person’s reliance on others because we are fallible to begin with.
The basic requirement for distinguishing referent power from both coercive and
reward power is the mediation of the punishment and the reward by O: to the
extent that O mediates the sanctions (i.e., has means control over P) we are
dealing with coercive and reward power; but to the extent that that P avoids
discomfort or gains satisfaction by conformity based on identification, regardless
of O’s responses, we are dealing with referent power. (p. 321)
Here O (social agent) an P (person) need not be two individuals and the pain or
pleasure involved could easily be self-inflicted especially if you can accept your
willingness to receive that influence externally and preemptively. In other words, why
wait to be influenced if you can determine your need to be influence ahead of time and
therefore seek the leverage (knowledge, pain avoidance or pleasure to be gained) by
yourself? It then becomes a question not about the influence itself (type and origin) but
about the motivation to influence (self or others).
I also understood from Arendt (1951), through his discussion of influence and
indifference, that leadership is about making sense of each other through perceptions.
This is particularly true when discussing the Totalitarian extremism as a leadership
style: “What convinces masses are not facts, and not even invented facts, but only the
consistency of the system of which they are presumably part…” (p. 140).
The Power approaches to leadership left me understanding that our tendency is
toward an easy or current state and not the reaching one. Force induced by the power
exerted on a person will determine the level of influence and drive toward a reaching
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state. Once that power is taken away, there is a natural tendency to return toward the
original state and not continue toward the reaching one. The level of influence will play
a determining role on the motivation of a person to continue toward their reaching state
once the originator of the force is removed from the equation. Indeed, as we will see
later in greater detail in the Cognitive leadership conceptualization, influence on others
and perceptions by others are key determinants of the effectiveness of one’s leadership.
Concepts of Power Theory
Power theory appears to revolve around two main concepts: forms of influence
and power tactics. Power takes many forms such as reward, coercion, legitimate,
referent and expert. To achieve power, leaders can choose from several tactics such as:
consultative, persuasion, inspirational, ingratiating, coalition, pressure, personal appeal,
and exchange tactics. Whatever tactic is selected, the effects of a leader’s power on
followers will largely depend on the followers perceptions. Those perceptions are
shaped by their understanding of the context. Figure B37 captures in a tree like structure
the two main concepts of the leadership theory on power.
Cognitive
Smircich & Morgan (1982) believe that:
…most leadership research has focused upon the dynamics and surface features
of leadership as a tangible social process… It [leadership] is a process of powerbased reality construction and needs to be understood in these terms… we wish
to supplement these views [traits, situations, actions, exchange and influence,
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transactions...] with an approach to studying leadership that focuses on the way
detailed interactive situations acquire meaningful form… (p. 310)
They are of the view that leaders frame a context and define a viable reality for
action to be taken by the followers.

Figure B37. Power theory concept tree.

It is through that social construction that one can emerge as a leader and
therefore receive the power to influence and to do so legitimately because followers will
surrender their power to another person:
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Indeed leadership depends in the existence of individuals willing, as a result of
inclination or pressure, to surrender, at least in part, the powers to shape and
define their own reality... If a group situation embodies competing definitions of
reality, strongly held, no clear pattern of leadership evolves. (Smircich &
Morgan, 1982, p. 310)
The Cognitive conceptualization of leadership is about influence. If I had to sum
it up in three words; influence on others:
The phenomenon of leadership in being interactive is by nature dialectical. It is
shaped through the interactions of at least two points of reference, i.e., of leaders
and of led... Although leaders draw their power from their ability to define the
reality of others, their inability to control completely provides seeds of
disorganization in the organization of meaning they provide... The emergence of
leadership in unstructured situations thus points toward at least four important
aspects of leadership as a phenomenon. First, leadership is essentially a social
process defined through interactions. Second, leadership involves a process of
defining reality in ways that are sensible to the led. Third, leadership involves a
dependency relationship in which individuals surrender their powers to interpret
and define reality to others. Fourth, the emergence of formal leadership roles
represents an additional stage of institutionalization, in which rights and
obligations to define the nature of experience and activity are recognized
formalized. (Smircich & Morgan, 1982, p. 311)
Smircich and Morgan (1982) differentiate between formal and informal
leadership as well as with strategic leadership:
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It is this inherent tension that calls for the development of a mediating form of
leadership, bridging the gulf between the requirements of institutionalized
structure [formal] and the natural inclinations of its human agents [informal]…
Strategic leadership, in effect, involves providing a conception and direction for
organizational process that goes above and beyond what is embedded in the
fabric of organization as a structure, i.e., a reified and somewhat static pattern of
meaning. (p. 312)
When considering the different roles we can add informal, formal and strategic
as descriptors of those leadership roles.
The Cognitive approach to leadership is much about shaping context through
influence and it can be closely linked to Contingency theory:
Leadership as a phenomenon is identifiable within its wider context as a form of
action that seeks to shape its context. Leadership works by influencing the
relationship between figure and ground, and hence the meaning and definition of
the context as a whole. (Smircich & Morgan, 1982, p. 343)
As presented in Table B13, Smircich and Morgan’s (1982) study illustrates the
importance of the leader recognizing the nature of his or her influence and managing the
meaning of situations in a constructive way:
At a minimum this involves that he or she (a) attempt to deal with equivocally
that permeates many interactive situations; (b) attend to the interpretive schemes
of those involved, and (c) embody through use of appropriate language, rituals,
and other forms of symbolic discourse, the meanings and values conducive to
desired modes of organized action. (Smircich & Morgan, 1982, p. 351)
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Table B13 Smircich & Morgan (1982) Figure-Ground Relationships

Framing Experience  Interpretation ------------------------
Leadership action creates a
focus of attention within
the ongoing stream of
experience which
characterizes the total
situation.

The action assumes significance, i.e., is
interpreted within its wider context. The
leader has a specific figure-ground relation
in mind in engaging in action; other
members of the situation construct their
own interpretation of his action.

Meaning and
Action
Action is grounded
in the interpretive
process which links
figure and ground.

Such action “brackets” and
“frames” an element of
experience for
interpretation and
meaningful action.

For the purposes of my work and this study, these activities (described above)
are considered within the range of possible leadership behaviors and will depend on the
leadership style therefore linking Cognitive theory with previously discussed leadership
theories (i.e., Power, Transformational, etc.).
While we have discussed Gardner and Laskin (1995) on ideal-type in
Contingency theory, the authors also describe themselves as part of the Cognitive
theories movement:
While traditional in some respects, however, my conception is iconoclastic in
others. In particular, my emphasis on leadership as a cognitive enterprise, as a
process occurring and recurring within – and between – the minds of leaders and
followers, has few antecedents… A leader is likely to achieve success only if she
can construct and convincingly communicate a clear and persuasive story;
appreciate the nature of the audience(s), including its changeable features; invest
her own (or channel others’) energy in the building and maintenance of an
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organization; embody in her own life the principal contours of the story; either
provide direct leadership or find a way to achieve influence through indirect
means; and, finally, find a way to understand and make use of, without being
overwhelmed by, increasingly technical expertise. (p. 77)
This Cognitive approach can also link with Senge’s (1990) views on the need for
building a shared vision:
If any one idea about leadership has inspired organizations for thousands of
years, it’s the capacity to hold a shared picture of the future we seek to create.
One is hard pressed to think of any organization that has sustained some measure
of greatness in the absence of goals, values, and missions that become deeply
shared throughout the organization. (p. 113)
Action is supported by decision and knowledge which are integral parts of the
sense-making process. The authors discussed in this section, sustain that leadership
emerges in unstructured groups and situations while it tends to be predetermined by the
existing role definitions. In other words, you choose to define (decide) or simply to try
and understand (knowledge) and then you may lead (take action) others. This context
definition (e.g., framing, storytelling, sense-making, shared vision…) seems to be an
integral part of leadership in a given context.
Leadership acts must be framed for they will simply not be seen or well received
(perceived as legitimate). Legitimacy of those leadership acts require followers to
evaluate “to judge in order to decide”. Within a group of people, deciding the legitimacy
of the “framing” put forth is constantly being put into question and therefore better
explains the changing roles from one individual to another as different people, over

234

time, will offer a better frame and elevate themselves to the level of leader (from the
led).
We are judged (perception) by the expression of our actions: “An understanding
of the power relationship embedded in all enactment processes is thus fundamental for
understanding the nature of organization as an enacted social form, for enactments
express power relationships” (Smircich & Morgan, 1982, p. 352).
“To see leadership as the management of meaning is to see organizations as
networks of managed meanings, resulting from those interactive processes through
which people have sought to make sense of situations” (Smircich & Morgan, 1982, p.
344). Leadership in terms of sense-making is more empowering than formal
responsibility definitions; this represents a major improvement over formal leadership
structures. Sense-making is a form of knowledge that can incite other to decide whether
they will take action:
An awareness of the dependency relationship that characterize leadership
situations sensitizes us to potentially undesirable consequences and also points
toward ways in which leadership action can be directed for the avoidance of such
states through the creation of patterns of meaning construction that facilitate
constructive tension and innovation rather than passivity. In this regard our
analysis points toward an important focus for both the practice of contemporary
organization and for future research – on the processes through which the
management of meaning in organized situations can develop in ways that
enhance, rather than deny, the ability of individuals to take responsibility for the
definition and control of their world. (p. 311)
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The knowledge gained through sense-making is therefore a precursor to
achieving influence. It follows that a person in a group might be more effective should
they choose to develop, a priori, a potential description of a behavior he or she might
adopt in order to shape a future leadership action.
Smircich and Morgan (1982) brought us to appreciate the leaders for their ability
to provide meaning to events for others. Constructing meaning for others thus becomes a
key part of the managerial role. Perception, of others for what a leader does, then
becomes what Calder (1977) argued as a key component of leadership in different
situations – managing the perceptions.
Concepts of Cognitive Theory
As shown in Figure B38, two core concepts were retained from cognitive theory
of leadership: constructing meaning for others and managing perceptions.
Organizational Culture, Gender, Ethics and International Theories
Organizational Culture
Culture forms and informs in organizational settings as well as in any other
group setting:
The basic model of culture formation, it will be remembered, is that someone
must propose a solution to a problem the group faces. Only if the group shares
the perception that the solution is working will that element be adopted, and only
if it continues to work will it come to be taken for granted and taught to
newcomers. (Schein, 1983, p. 451)
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Figure B38. Cognitive theory concept tree.

In my view, organizational culture theory can be linked to the cognitive
conceptualization of leadership, taking root in the act of determining a meaning (sensemaking and sense-giving) as a definite attribute to the true nature of leadership:
Organizational culture, then, is the pattern of basic assumptions that a given
group has invented, discovered, or developed in learning to cope with its
problems of external adaptation and internal integration – a pattern of
assumptions that has worked well enough to be considered valid and, therefore,
to be taught to new members as the correct way to perceive, think, and feel in
relation to those problems. (Schein, 1983, p. 414)
Table B14 describes useful paradigms to consider specifically when describing
cultural elements and there underlying assumptions. One’s personal cultural tendencies
might differ from those he wishes to lead and identifying those conflicts will help clarify
future actions.
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Table B14 Schein’s Basic Underlying Assumptions

1. The organization’s relationship to its environment. Reflecting even more basic
assumptions about the relationship of humanity to nature, one can assess
whether the key members of the organization view the relationship as one of
dominance, submission, harmonizing, finding an appropriate niche, and so on.
2. The nature of reality and truth. Here are then linguistic and behavioral rules
that define what is real and what is not, what is a “fact”, how truth is ultimately
to be determined, and whether truth is “revealed” or “discovered”; basic
concepts of time as linear or cyclical, monochronic or polychronic; basic
concepts such as space as limited of infinite and property as communal or
individual; and so forth.
3. The nature of human nature. What does it mean to be “human”, and what
attributes are considered intrinsic or ultimate? Is human nature good, evil, or
neutral? Are human beings perfectible or not? Which is better, Theory X or
Theory Y?
4. The nature of human activity. What is the “right” thing for human beings to do,
on the basis of the above assumptions about reality, the environment, and
human nature: to be active, passive, self-developmental, fatalistic, or what?
What is work and what is play?
5. The nature of human relationships. What is considered to be the “right” way for
people to relate to each other, to distribute power and love? Is life cooperative
or competitive; individualistic group collaborative, or communal; based on
traditional lineal authority, law, or charisma; or what?

The ultimate dilemma about organizational culture resides not in how it forms
but more so in how it is changed - the transition from one culture to another:
...how to make the transition to subsequent generations in such a manner that the
organization remains adaptive to its changing external environment without
destroying cultural elements that have given it its uniqueness, and that have
made life fulfilling in the internal environment. (Schein, 1983, p. 458)
In order to mitigate the risks involved of not adapting to or of moving too
quickly from the original culture Schein (1983) offers the following:
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From a theoretical standpoint, evolution through hybrids is probably the only
model of culture change that can work, because the original culture is based so
heavily on community assumptions and values. Outsiders coming into such a
community with new assumptions are likely to find the culture to budge, so they
either give up in frustration or find themselves ejected by the organization as
being too foreign in orientation. What makes this scenario especially likely is the
fact that the distinctive parts of the founding culture are often biases that are not
economically justifiable in the short run. (p. 458)
Organizational culture and cognitive conceptualization of leadership recoup
themselves in the activities of sense-making and sense-giving and they explain the
conditions seeking knowledge as well as making decisions before taking public action as
we have described them in the three roles of victim, judge and savior.
Schein (1983) also links organizational culture to traits theory: “...biases based
on previous cultural experiences and personality traits” (p. 447) therefore ones
construction of reality is influenced by the past and ones construction of it but also
based on personal attributes.
I understand that managing or shaping perceptions is linked to shaping views and
hence values and beliefs – our own and those of others. Since there is no single view of
truth and reality, I think it is fair to say that we all go from an initial awareness and we
may decide to move to making assumptions and then to forming our reality. It is
therefore important to question our views and those of others in order to identify the
cultural elements important to leadership actions:

239

If one wants to identify the elements of a given culture, one can go down the list
of issues and ask how the group views itself in relation to each of them: What
does it see to be its core mission, its goals, the way to accomplish those goals,
the measurement systems and procedures it uses, the way it remedies actions, its
particular jargon and meaning system, the authority system, peer system, reward
system, and ideology? (Schein, 1983, p. 416)
Cultures are not one and whole but many and hierarchical. In order to be
effective at leading, one must come to grips with the culture at hand (current state) and
the culture that is desired (reaching state): “As the company matured, many of these
conflicts remained and many subcultures formed around groups of younger managers
who were functionally or geographically insulated from the founder” (Schein, 1983, p.
448).
Gender
Eagly and Johnson (1990) conclude that no significant differences in
Interpersonal and Task oriented styles (see Contingency theory) are present while some
difference exists in women being more Democratically oriented than men who tend to
be more Autocratically oriented. Leadership styles are based on context (time and
interactions):
When social behaviour is regulated by other, less diffuse social roles, as it is in
organizational settings, behaviour should primarily reflect the influence of these
other roles and therefore lose much of its gender-stereotypic character. Indeed,
the findings of this meta-analysis for interpersonal and task styles support this
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logic. Nonetheless, women’s leadership styles were more democratic than men’s
even in organizational settings… One such reason acknowledges the possibility
of ingrained sex differences in personality traits and behavioural tendencies,
differences that are not nullified by organizational selection or socialization. (p.
463)
For the purposes of this work, it is interesting to note how they organize styles
and therefore which behaviors one can assess himself or herself against:


Interpersonally oriented/maintenance of interpersonal relationships (that is,
tending to the morale and welfare of the people in the setting)



Task oriented /task accomplishment (that is organizing activities to perform
assigned tasks)



Democratically oriented (allow subordinates to participate in decisionmaking)



Autocratically oriented (does not allow subordinates to participate in
decision-making)

These styles are more a question of degree rather than absolutism (you are either
democratic or autocratic) so for the purposes of this study, we will consider the Gender
conceptualization of leadership as different leadership styles with associated qualities,
behaviors and beliefs.
Eagly and Johnson (1990) have expressed leadership “Qualities” as per Loden
(1985) as:


Competitiveness, hierarchical authority, high control for the leader, and
unemotional and analytic problem solving.
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Cooperativeness, collaborations of managers and subordinates, lower control
for the leader, and problem solving based on intuition and empathy as well as
rationality. (p. 462)

These qualities could prove useful in determining one’s traits or behaviors. In the
same study (Eagly & Johnson, 1990, p. 464), behaviors are further explicitly exploited
in leadership (see Leader behaviour Description Questionnaire [LBDQ] constructed by
the Ohio State researchers; Halpin & Winer, 1957) and categorized into the following:


Initiation of structure: Subordinates follow rules and procedures, maintaining
high standards for performance, and making leader and subordinate role
explicit.



Consideration: helping and doing favors for subordinates, looking out for
their welfare, explaining procedures, and being friendly and available.

Their study also help clarifies some of the beliefs used in leadership settings:


Self-assertive and motivated to master their environment (e.g., more
aggressive, independent, self-sufficient, forceful, dominant) versus;



Selfless and concerned with others (e.g., more kind, helpful, understanding,
warm, sympathetic, aware of others feelings).

It would seem that training (or increased knowledge) obliterates the differences
in leadership styles. There are many different types of rating for style measurement.
Here are some types of ratings reportedly used in past studies: Responses to attitude or
personality scale; responses to hypothetical leadership situations; presumed observation
of leader’s behavior without control of behaviors available for observation; actual
observation of leader’s behavior made available during study.
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As I go forward with this study, I choose to link Gender Theory to Leadership
Traits as a specific discriminate variable - gender. Eagly and Johnson (1990) found very
little difference in style due to gender. It is however possible to demonstrate a slight
difference in styles where women would be more democratic and participative than
men. In general terms, leadership styles and therefore traits are largely defined by one’s
behavior.
Ethics, Values, and Leadership
Using Walzer’s (1973) description, we can augment the findings of this study
since defining a leader’s beliefs (and those of others), by expressing rules as a person
perceives them, helps to form current or anticipated realities:
Moral life is a social phenomenon, and it is constituted at least in part by rules,
the knowing of which (and perhaps the making of which) we share with our
fellows… It may be right to say that moral rules ought to have the character of
guidelines, but it seems that in fact they do not. Or at least, we defend ourselves
when we break the rules as if they had some status entirely independent of their
previous utility (and we rarely feel proud of ourselves)…an excuse is typically
an admission of fault; a justification is typically a denial of fault and an assertion
of innocence… The beliefs themselves and the rules which are believed in can
only be overridden, a painful process which forces a man to weigh the wrong he
is willing to do in order to do right, and which leaves pain behind, and should do
so, even after the decision has been made. (Walzer, 1973, p. 273)
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Another author I studied under this moral and ethical conceptualization of
leadership is Bowie (2000). He characterized popular and more recent
conceptualizations of leadership in the ethical context based on Kant’s theory of ends:
1. on Charismatic Leadership: “For Kantian charisma is neither a necessary or
sufficient condition for leadership. Moreover, on balance charisma is
dangerous because it motivates followers to act on non-rational grounds
rather than rational ones.” (p. 296)
2. on Servant, transactional and transformational leadership: “Perhaps a
Kantian would endorse a theory of leadership that specifically eschews the
notion that the leader is somehow superior to his or her followers. Servant
leadership is one such theory. The chief intellectual spokesperson for servant
theory is Greenleaf (1977)… endorsement by many of the great names in
leadership including Max DePree, Peter Senge, Margaret J. Wheatley, Waren
Bennis, and Frances Hesselbein… I do not think that Kant would be on the
list of endorsees. Given the emphasis on autonomy in Kant’s philosophy and
given the connotations of the word “servant”… One of the most known
theories of leadership is that leaders are transformational. Its leading
exponent is James MacGregor Burns…Transactional leadership occurs when
one person (the leader) sees possibilities for exchange… the Kantian would
be in agreement with Burns who finds transactional leadership anemic.
Transactional leadership may not use a person as a means but it does not
respect a person either. There is no concern with the development of the
follower as an autonomous, rational, responsible person. Transformational
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leadership which Burns defines in one place as a “relationship of mutual
stimulation and elevation that converts followers into leaders and may
convert leaders into moral agents… It does this by operating at need and
value levels higher than those of the followers and by exploiting conflict and
tensions within followers’ value structure… transformational
leadership…would appeal to a Kantian. A Kantian theory of leadership will
insist on more participation on the part of the followers and will be more
protective of the interests of dissenting voices…there is a common purpose,
it must be arrived at by rules or principles which are both rational and which
have the support of those who must live under them. Transformational
leadership must be constrained in that way if it is to be endorsed by the
Kantian leader.” (p. 297)
3. on Kantian Leadership: “Kantian leadership supports the development of
autonomy both in his or her followers as well as in himself or herself… I
propose that the Kingdom of ends… is the key for a positive theory of
leadership…The Kingdom of ends formulation asserts that “One should act
as if one were a member of an ideal kingdom of ends in which one was
subject and sovereign at the same time… Kant recognized that human beings
interacted with other human beings (ends). Thus the area of interaction was
called a “kingdom of ends”… Many think of the leader as the boss – as the
person who makes the decisions. A Kantian does not accept that view… the
leader is a decision proposer rather than a decision imposer. The leader in an
organization can propose ends as well as means for reaching those ends. He
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or she can propose decision-making rules as well… In management terms the
leader creates conditions for participative management… the Kantian leader
gets buy-in… but universal buy-in is not required for every decision under
Kantian theory of leadership. We need to distinguish among the following:
i. the individual decision, e.g., how many motors should we order,
ii. the norm for making a decision, e.g., should that decision be left
to the purchasing department; and
iii. how should we decide how the norms in (2) should be made.”
Such Kantian leaders are a very rare: “…I think that as an ideal the Kantian
leader should get assent for norms and decisions as often as possible and as far down
into the organization as possible.” (Bowie, 2000, pp. 299-300)
Bowie (2000) offers some direction on the topics of centralization and
accountability:
A Kantian leader, contrary to a popular stereotype, is not one to whom you look
for a decision. The Kantian leader empowers others in the organization to take
responsibility for making a decision… Everyone needs to know and feel that he
is needed. Everyone wants to be treated as an individual. Giving someone the
freedom to take responsibility releases resources that would otherwise remain
concealed. An individual without information cannot take responsibility; an
individual who is given information cannot help but take responsibility (Carlzon,
1987).” (Bowie, 2000, p. 302)
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Ciulla (1998) is another author we studied under this moral and ethical
conceptualization of leadership. Here is how she describes morality in three types of
leadership:
1. on Transformational leadership: Two moral questions shapes Burns theory:
“The first is the morality of means and ends (and this also includes the moral
use of power), and the second is the tension between the public and private
morality of leaders. His theory of transforming leadership is an attempt to
characterize good leadership by accounting for both of these questions.” (p.
316)
2. on Transactional leadership: “Transactional leadership rests on the values
found in the means of an act. These are called modal values, which are things
like responsibility, fairness, honesty, and promise keeping. Transactional
leadership helps leaders and followers reach their own goals by supplying
lower-level wants and needs so that they can move up to higher needs.
Transforming leadership is concerned with end values, such as liberty,
justice, and equality. Transforming leaders raise their followers up through
various stages of morality and need. They turn their followers into leaders,
and the leader becomes a moral agent.” (p.317)
3. on Servant leadership: “The second example of a normative theory of
leadership is servant leadership. Robert K. Greenleaf…the servant leader
leads because he or she wants to serve others. People follow… because they
trust them. Like the transforming leader, the servant leader elevates people.”
(p. 318)
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As per Ciulla (1998): “Bass removes Burn’s condition that leaders have to
appeal to higher-order needs and values. So, Bass is willing to call Hitler a
transformational leader… Bass believes in that charismatic leadership is a necessary
ingredient of transformational leadership” (p. 318). This would be less moral…
“Research into leadership ethics should not only help us with questions like
“What sort of person should lead?” and “What are the moral responsibilities of
leadership?” It should also give us a better understanding of the nature of leadership.”
(Ciulla, 1998, p. 320)
Gardner and Laskin (1995) on ideal-type reminded me of the importance of
knowledge and what we do with it (Decision) – Moral and Knowledge: “A tension will
always exist between those who use their knowledge to manipulate and those who use
their knowledge to empower.” (p. 81)
From studying Walzer (1973) I deduced that our needs and values dictate our
motives, that rules forms our beliefs and dictate our morals, and, that our morals
ultimately dictate our actions.
Transformational, Transactional, Servant or Kantian leadership are based on
one’s values and belief and eventually affects the behavior (style). This
conceptualization of leadership, Ethics, Values and Leadership can guide us toward
variations on the values one needs to hold to be close to any of these styles.
Inclusion and Democratic Leadership. “Strong democracy is consonant with –
indeed it depends upon – the politics of conflict, the sociology of pluralism, and the
separation of private and public realms of action” (Barber, 1984, p. 404). Barber (1984)
proposes to view democracy as “Thin Democracy” versus “Strong Democracy”. The
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author explains that thin democracy challenges the politics of elites and masses that
masquerades as democracy in the West. He describes this type of democracy as
instrumental and representative, a liberal democracy. He describes the theory of strong
democracy as more different and more vigorous because it envisions politics not as a
way of life but as a way of living.
Barber (1984) argues that a political question thus takes the form of: “What shall
we do when something has to be done that affects us all, we wish to be reasonable, yet
we disagree on means and ends and are without independent grounds for making the
choice?” (p. 418). He suggests that the ultimate political problem is one of action not
truth or even justice in the abstract: “The vital advantage of this viewpoint, which
Machievelli recognized and Burke celebrated, is that it eschews metaphysics and
circumvents philosophical issues and Final Truth and Absolute Morals” (Barber, 1984,
p. 407). He points out that political leadership requires a proximate solution for real
problems that will persist whether or not an ultimate measure of judgment is available.
According to him, the disadvantage, which such pure philosophers as Kant and Rawls
have found it difficult to overcome, is that some reasonable answer must be found, even
where none can be philosophically warranted.
Barber argues that to be political is to have to choose:
… and, what is worse, to have to choose under worst possible circumstances,
when the grounds of choice are not given a priori of by fiat or by pure
knowledge (episteme). To be political is thus to be free with a vengeance – to be
free in the unwelcome sense of being without guiding standards or determining
norms yet under an ineluctable pressure to act, and to act with deliberation and
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responsibility as well. This is the true dilemma of Plato’s Cave, the problem that
philosophers have called Right Opinion, where we are without final truth and
absolute knowledge yet wish to act in a manner that conforms to right… the need
for politics arises when some action of public consequence becomes necessary
and when men must thus make a public choice that is reasonable in the face of
conflict despite the absence of an independent ground of judgment. The key
concepts in need of elaboration are then action, publicness, necessity, choice,
reasonableness, conflict, and the absence of an independent ground. (Barber,
1984, p. 408)
Barber (1984) defines these key concepts as:


Action: doing (or not doing), making (or not making) something in the
physical world that limits human behavior, changes the environment, or
affects the world in some material way like politics. When watching rather
than doing citizens, like spectators everywhere, may find themselves falling
asleep.



Publicness: Politics describes a realm of action, but not all action is political.
We may more properly restrict politics to public action. Politics describe the
realm of “we”. A private act is deemed so by the nature of its consequences
on others.



Necessity: Politics encompasses the realm not simply of action but of
necessary action. It is enmeshed in events that are part of a train of cause and
effect already at work in the world. A nondecision is still a species of
decision because as a passive component of ongoing events it has specifiable
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public consequences: it reinforces a status quo or permits a train of action
already in process to gain momentum. Its most illustrious, or notorious,
modern proponent was perhaps Machiavelli, who in The Prince warned
princely nonactors that their failure to take timely action might permit the
unfolding of an untoward chain of events with grave consequences for
themselves and their principalities.


Choice: In the political arena, to speak about doing is to speak about
choosing – about deliberating, determining, and deciding. Action that is
impulsive, arbitrary, or unconsidered is not yet political action.



Citizenship: The political condition thus requires that we have some working
notion of citizenship, one that incorporates both autonomy and volition. To
speak of those who choose with deliberation and act with responsibility is in
the political realm to speak of citizens.



Reasonableness (Reason within limits): Something less than arbitrary even
though it cannot be perfectly Right or True or Scientific. In reality it is the
absence of norms that gives rise to politics. Reasonableness as used here is a
reasonable choice or a reasonable settlement is not necessarily rational at all,
but it will be seen as deliberate, nonrandom, uncoercive, and in a practical
sense fair. He is neither a victor nor loser; rather, he has reformulated his
view of what constitutes his interests and can now “see” things in a new
manner. Reasonable choices are generally public choices. That is to say, they
are choices informed by an extension of perspective and by the reformulation
of private interests in the setting of public goals. To be reasonable is
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therefore not to deny Self, but to place Self in the context of Other and to
inform it with a sense of its dependence on the civic polity.


Conflict (a balance between reasonableness and conflict): Politics arises out
of conflict and takes place in a realm defined by (inter alia) power and
interest. Formal consensus is something described as “agreeing to disagree,”
but a more accurate description would be “agreeing on how to disagree”: on
whether, that is, to deal with conflict by suppressing it, ameliorating it,
tolerating it, resolving it, or transforming it.



Absence of Independent Ground: To choose and act politically is to choose
and act responsibly, reasonably, and publicly yet without the guidance of
independent consensual norms. Where there is certain knowledge, true
science, or absolute right, there is no conflict that cannot be resolved by
reference to the unity of truth, and thus there is no necessity for politics. If
there is political truth, it can only be the kind of truth that, in William
James’s phrase, “is made in the course of experience.” (p. 420)

According to Barber (1984) the context is a justification for power over
philosophy or it simply answers the moral dilemma of good enough versus ideal:
The political condition is engendered by history, circumstance, and context. Real
political actors, confronted with controversies and dilemmas issuing out of
fundamental conflicts of interest and value in a changing society, are required to
make responsible and reasonable choices. The philosopher, like Minerva’s owl,
comes too late to help. Or, if he has somehow arrived promptly, the dilemmas
are superseded by virtue of his arrival and the need for politics disappears. The
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citizen whishes in any case only to act rightly, not to know for certain; only to
choose reasonably, not to reason scientifically; only to overcome conflict and
secure transient peace, not to achieve moral oneness; only to formulate common
causes, not to obliterate all differences. Politics is what men do when
metaphysics fails; it is not metaphysics reified as a constitution. (Barber, 1984, p.
417)
Barber’s (1984) study indicates that:
The response to these conditions is strong democracy, which can be formally
defined as politics in the participatory mode where conflict is resolved in the
absence of an independent ground through a participatory process of ongoing,
proximate self-legislation and the creation of a political community capable of
transforming dependent, private individuals into free citizens and partial and
private interests into public goods. (p. 405)
As per Barber (1984), the key concepts would be viewed as follow in a strong
democracy:


Action: Aristotle was persuaded in the Eudaimonian Ethics that man was
defined above all by his action. Voltaire and Rousseau, who agreed on little
else, might have written with a single pen this thought (actually Voltaire’s):
“Man is born for action as the sparks fly upward. Not to do anything is the
same for man as not to exist.” Or this (Rousseau’s): “Man is born to act and
to think, not to reflect.” In strong democracy, politics is something done by,
not to, citizens. Activity is its chief virtue, and involvement, commitment,
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obligation, and service – common deliberation, common decision, and
common work – are its hallmarks.


Choice: Individual volition is the heart of the idea of self-legislation through
participation.



Reasonableness: Ultimately, the ideal is to have reasonable truth not the final
truth. It is about the authority of reason.



Conflict: Strong democracy theory begins but does not end with conflict: it
acknowledges conflict but ultimately transforms rather than accommodates
or minimizes it.



Absence of an Independent Ground: The procedures of self-legislation and
community-building on which it relies are self-contained and self-correcting
and thus are genuinely independent of external norms, prepolitical truths, or
natural rights. The test of legitimacy is whether an individual value has been
changed in some significant way to accommodate larger – that is, more
common public – concerns. (pp. 418-422)

Under this same heading of inclusiveness and democratic leadership, I have
studied Heifetz (1994) who brings an interesting perspective on the notion of conflict:
...people in authority, we insist, must provide direction, protection, and order. In
technical situations, adequate preparations for the current problem have been
made already. Procedures, lines of authority, role placements, and norms of
operation have been established. Creativity and ingenuity may be needed, but
only to devise variations on known themes, not new themes altogether. Our
expectations of authority figures become counterproductive when our
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organizations and communities face an adaptive challenge – when the
application of known methods and procedures will not suffice. We continue to
expect our authorities to restore equilibrium with dispatch. If they do not act
quickly to reduce our feelings of urgency, we bring them down… That we
sometimes call these situations “crisis in leadership” is symptomatic of the
problem of habitually blaming authority…we blame them for the persistence of
frustrating problems that demand our own adaptive work. And so, predictably,
our authorities supply us with fake remedies and diversions… When authorities
do provide quick fixes we repeatedly demand, they may be setting a course for
crisis, both for themselves and their people. Maybe the storm that’s brewing will
hit on someone else’s watch, and they will escape unscratched… Exercising
leadership from a position of authority in adaptive situations means going
against the grain. Rather than fulfilling the expectation for answer, one provides
questions; rather than protecting people from outside threat, one lets people feel
the threat in order to stimulate adaptation; instead of orienting people to their
current roles, one disorients people so that new role relationships develop; rather
than quelling conflict, one generates it; instead of maintaining norms, one
challenges them… [leaders] have to act differently… depending on several
factors…: the severity of the problem, the resilience of the social system, the
ripeness of the issue, and time. (Heifetz, 1994, p. 426)
Heifetz (1994) brings an interesting perspective in the complex world of decision
making and balancing act a leader must do: “leadership is a razor’s edge because one
has to oversee a sustained period of social disequilibrium during which people confront
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the contradictions in their lives and communities and adjust their values and behavior to
accommodate new realities…” (p. 428).
Heifetz (1994) further details the five strategic principles of leadership:
1. Identify the adaptive challenge. Diagnose the situation in light of the values
at stake, and unbundled the issues that come with it.
2. Keep the level of distress within a tolerable range for doing adaptive work.
To use the pressure cooker analogy, keep the heat up without blowing up the
vessel.
3. Focus attention on ripening issues and not on stress-reducing distractions.
Identify which issues can currently engage attention; and while directing
attention to them, counteract work avoidance mechanisms like denial,
scapegoating, externalizing the enemy, pretending the problem is technical,
or attacking individuals rather than issues.
4. Give the work back to people, but at a rate that they can stand. Place and
develop responsibility by putting the pressure on the people with the
problem.
5. Protect voices of leadership without authority. Give cover to those who raise
hard questions and generate distress – people who point to the internal
contradictions of the society. These individuals often will have latitude to
provoke rethinking that authorities do not have. (p. 428)
Heifetz (1994) developed a table (Table B15) which assists leaders in answering
questions they must ask: “How can he identify an adaptive challenge, keep attention
focused on the ripening issue, regulate stress to it within a productive range, and take
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action to promote social learning so that a new equilibrium is reached?” (Heifetz, 1994,
p. 429)
Table B15 Heifetz (1994) on Leadership with Authority in Adaptive Situations

Social function

Situational type
Technical

Direction

Authority provides
problem definition and
solution

Protection
Role orientation

Authority protects from
external threat
Authority orients

Controlling conflict

Authority restores order

Norm maintenance

Authority maintains
norms

Adaptive
Authority identifies the adaptive
challenge, provides diagnosis of
condition, and produces
questions about problem
definitions and solutions
Authority discloses external
threat
Authority disorients current
roles, or resists pressures to
orient people in new roles too
quickly
Authority exposes conflict, or
lets it emerge
Authority challenges norms, or
allows them to be challenged

International Leadership
Out of International leadership theory, I retained that compassion needs to be
factored into the context of exercising leadership. It is a sentiment in our behavior that
will enable one’s response to others culture, values and beliefs in a more productive and
effective manner. Compassion is a sentiment or an emotion that leads to moral
goodness:
Compassion is an emotion directed at another person’s suffering or lack of wellbeing. It is comprised of: judgment of seriousness, judgment of nondesert (we
typically register the thought that the suffering exceeds the measure of the fault),
the judgment of similar possibilities (compassion only insofar as we believe that
the suffering person shares vulnerabilities and possibilities with us. We put
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ourselves in the suffering person’s place, imagine their predicament as our own),
eudaimonistic judgment (a judgment that places suffering person or persons
among the important parts of the life of the person who feels the emotion. I do
mean that the things that occasion a strong emotion in us are things that
correspond to what we have invested with importance in our account to
ourselves of what is worth pursuing in life.) (Nussbaum, 2003, p. 16)
Growth comes from our vulnerabilities as a leader:
In exercising compassion the audience is learning its own possibilities and
vulnerabilities – what Aristotle called “things such as might happen” – and
learning that people different in sex, race, age, and nation experience suffering in
a way that is like our way, and that suffering is as crippling for them as it would
be for us… Perhaps out of this dialectic between criticism and trust something
like understanding may eventually grow. (Nussbaum, 2003, p. 26)
Concepts of Organizational Culture, Gender, Ethics and International Theories
Figure B39 amalgamates the concepts of several theories: organizational culture,
gender, ethics and international leadership theories. In order to avoid duplicative efforts
in capturing and describing the main concepts that where not already covered in
previous theories, I have grouped them here for simplicity sake only. The main concept
that was retained from organizational culture is groups. Many useful concepts, used to
describe the underlying assumptions and characterization of culture in groups of people
(or people in association), were already identified through prior theories just not as
richly detailed. The Gender theory is based on differences and similarities based on the
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gender of a leader and builds largely on concepts such as leadership styles that have
been captured in other concepts already.
The most significant concept that was retained in the international leadership
theory was compassion an emotion that I link to prior concepts related to moral.
Ethical and Value based concepts were more abound. The literature supported the
concept of styles and added more details such as the Kantian leadership. The concept of
authority, which had been noted earlier, was further explained in terms of either
technical or adaptive social functions and also in term of situational types such as
direction, protection, role orientation, controlling conflict and norm maintenance.

Figure B39. Organizational culture, gender, ethics and international theories concept tree.

This concludes the literature review of scientific theories based on the selected sample.
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APPENDIX C: TABLE OF COMPOUNDS
This appendix supports the Table of Compounds (Figure 2) framework that was
used in expressing the complexities that evolved from a rich and ever growing
knowledge base in explaining the phenomenon of leadership. This framework was
inspired by original writings from Wren’s classification approach in Goethals and
Sorenson (2007) and adapted for the purposes of this research. The move to use the
word compound, as opposed to element, originally used by Wren, comes from the
deduction that elements imply finite primary constituents and cannot be further broken
down. Compounds on the other hand, imply that it is a makeup of elements. Given the
overlaps between the theories and approaches, I saw it fit to move away from elements
and use compounds recognizing that is only a metaphor with all its limitations.
For each of the 58 leadership theories and approaches contained in the Table of
Compounds a reference card (Figure C40) automated application was developed with
the following specifications:


Color coded based on the corresponding cluster of theories and approaches in
the Table of Compounds;



Header (name of theory or approach);



Description (containing roots and/or origin);



Core concepts of the theory or approach;



Main tenets or evolution of the theory or approach;



Sources and references for the material in the reference card;
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Each reference card is hyperlinked to concepts referred to on any other card
and to the Table of Compounds.

Figure C40. Compound template reference card.

An example of a reference card is shown in Figure (C41). For practical and
intellectual property reasons, all 58 theories and approaches are not detailed here.

Figure C41. Compound example reference card.
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In summary, the statement of the problem section of the dissertation explained
that there are too many theories and approaches in Leadership which call for an
integrative theory. It also made the case for past failed attempts (or that have been
somewhat successful) and proposes a novel approach to solving the problem. A model,
named Table of Compounds, was developed and captured most of the theories and
approaches. Given that a dissertation should not discuss everything that has been written
on its topic but rather find a novel way to synthesize them for the reader and present an
analytic and synthetic discussion of the literature, this visual representation and
description was developed as a tool. When specific references to leadership models,
theories and approaches are found in literature such as Begley (2006), they can be
associated and explained using the Table of Compounds. For example, Begley’s model
is specific to an applied context of education (mostly schools and some post-secondary)
and to more limited and specific school of leadership (i.e., democratic and authentic
leadership).
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APPENDIX D: LEADERSHIP SERVICE/CAPABILITY CATALOG
The leadership Service/Capability Catalog is a tool, inspired by current work I
lead in complex system analysis, which especially assisted during the investigation of
the software-driven part of the content analysis. It was specifically used to catalogue the
concepts/themes (the variables) identified during the content analysis. Figure D42
describes the purpose and organization of the tool which is essentially a collection of
spreadsheets in a Microsoft Excel Workbook which mirrors the leadership metamodel.

Figure D42. Overview of functional decomposition in metamodel.

This helped document the experiment and several versions were created to track
the potential trials with the unit of analysis (from sentence to paragraph and potentially
to document level). In effect, this tool helps capture the data language.
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Another valuable benefit derived from this catalog is the ability to generate
numerous visual representations from its content. For example, snapshots (or short
summaries) of capabilities and services are easily built by extracting information
contained in the different spreadsheets of the catalog (Figure D43).

Figure D43. Snapshot examples.

More complex modeling can also be derived to form visual aids in understanding
the different relationships between the contents of the catalog as demonstrated in the
Discussion and Conclusion chapter of this research.
As presented in the Results and Analysis chapter, given the focus of the
experiments and findings towards defining the leadership capabilities (i.e., abilities and
capacities) as a key piece of the leadership metamodel, here are the 100 abilities of
leadership described (i.e., short descriptions) as per the content found in the catalog. The
order generally follows the leadership process activities described throughout this
research as well as the hierarchy of Leadership Capability Domain, Capability Group
and Capabilities:
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1) Need: This leadership domain is about something required in order to have
success or achieve a goal; something deemed to be necessary and used to
indicate that a course of action is desirable or necessary for example: safety
or security.
i. Need: The ability to understand what others perceive as real, and may
not be, in order to lead them towards partial or complete fulfillment.
2) Conditions: This leadership domain is of a restricting, limiting or modifying
circumstance.
i. Knowledge: This group includes the capabilities required in order for
a person to operate with an awareness of and familiarity with
someone or something.
1. Learning: the ability to acquire skill or knowledge.
2. Awareness of: the ability to develop a lower level knowledge
or state of being aware.
3. Familiarity: the ability to develop good knowledge of
something or someone.
4. Information: the ability to acquire definite knowledge of
something or someone.
5. Fact: the ability to acquire something that is true, that does
exist or that has already happened.
6. Description: the ability to give an account of something or
someone.
7. Skill: the ability to know something enough to do it well.
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8. Reason: the ability to explain a cause or justify something.
ii. Decision: This group includes capabilities utilized by a person in
making a choice or judgment. They include: making it alone or
involving others, getting ideas and suggestions and making it
yourself, doing it collectively and seeking consensus, etc.
1. Individualism: the ability to make a decision alone.
2. Participation: the ability to involve or share with others in
making a decision.
3. Feedback: the ability to obtain ideas and suggestions from
others in making a decision.
4. Autocracy: the ability to decide yourself unilaterally with
unlimited authority.
5. Collectivism: the ability to decide collectively with others.
6. Consensus: the ability to seek consensus.
iii. Action: This leadership group describes what is required when doing
something toward a goal or to achieve a purpose.
1. Motivation: the ability to give reason or incent self and others
to do something.
3) Role: This leadership domain deals with a part played in social context: the
part played by somebody in a given social context, with any characteristic or
expected pattern of behavior that it entails.
i. Traits: This group focuses on a characteristic or quality that
distinguishes somebody such as courage, wisdom (intelligence,

266

scholarship) and tenacity (dependability) represented by dominance,
self-confidence, a need for influence and moral conviction. Traits can
also be described from social and economic factors.
1. Capacity: the ability to perform, yield, withstand, receive or
contain something.
2. Achievement: the ability to succeed in doing.
3. Responsibility: the ability to be accountable to others.
4. Participation: the ability to take part into an attempt or act.
5. Status: the ability to obtain and sustain a relative position
within a group.
6. Intro-extroversion: the ability to direct feelings toward oneself
or others.
7. Confidence: the ability to be confident in one's own abilities
(self-assurance).
8. Self-motivation: the ability to initiate, undertake or sustain a
task or activity without another person's supervision.
9. Altruism: the ability to behave unselfishly with concern for
others (selflessness).
ii. Beliefs: This group is concerned with a statement, principle, or
doctrine that a person or group accepts as true or real often
underpinned by an emotional or spiritual sense of certainty for
example: respect for dignity; equal rights, etc.
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1. Ethics: the ability to govern oneself or a group within a
system of moral principles.
2. Compassion: the ability to have sympathy for the suffering of
others.
iii. Values: This group is of what guides or is of importance to
individuals and groups for example: values of means (or modal); end
values.
1. Modality: the ability to function in a certain manner like being
honest, responsible, fair, honoring commitments, etc.
2. End: the ability to function toward a finality such as liberty,
justice and equality.
iv. Culture: This group relates to shared beliefs and values of group: the
beliefs, customs, practices, and social behavior of a particular nation
or people. It can take many forms and be expressed in such ways as:
cooperative, individualistic, group collaborative, etc.
1. Group: the ability to operate within a number of people
sharing something in common.
2. Cooperation: the ability to be cooperative.
3. Individualism: the ability to be individualistic.
4. Collaboration: the ability to be group collaborative.
v. Styles: This group is concerned with a way of doing something,
especially a way regarded as expressing a particular attitude and it
can take several forms.
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1. Adjucation: the ability to be an adjudicator.
2. Problem solver: the ability to synthetize information and
achieve a solution.
3. Advocacy: the ability to advocate.
4. Change agent: the ability to cause change.
5. Leader as follower: the ability to lead by following.
6. Follower as leader: the ability to follow while being a leader.
7. Realism: the ability to be a definer-of-reality.
8. Autocracy: the ability to be autocratic.
9. Democracy: the ability to be democratic.
10. Facilitation: the ability to be interactive-facilitative.
11. Goal-orientation: the ability to be goal-oriented.
12. Task-orientation: the ability to be task-oriented.
13. Inspiration: the ability to be inspirational.
vi. Behaviors: This group is about the way in which a person, organism,
or group responds to a specific set of conditions.
1. People-orientation: the ability to be interpersonally-oriented.
2. Task-orientation: the ability to be task-oriented.
3. Democratic-orientation: the ability to be democraticallyoriented.
4) Power: This domain is about control and influence over other people and
their actions. Power takes many forms and to achieve power, leaders can
choose from several tactics.
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i. Authority: This group is further explained in terms of either technical
or adaptive social functions and also in term of situational types.
1. Legitimation: the ability to declare or make proper.
2. Adaptation: the ability to be seen as to not disrupt operations
of a group.
3. Specialization: the ability to be seen as to have special
knowledge or skill.
4. Direction: the ability to be seen as to have control or
supervise.
5. Protection: the ability to be seen as safeguarding someone or
something.
6. Role-orientation: the ability to be seen as to focus or orient in
a given direction.
7. Controlling-conflict: the ability to be seen as managing
disagreement or clashes.
8. Norm maintenance: the ability to be seen as managing to
standards, models or patterns.
9. Bureaucracy: the ability to be seen as bureaucratic.
10. Charm: the ability to be seen as charismatic.
11. Tradition: the ability to be seen as traditional.
ii. Influence: This group is concerned with how we sway someone else’s
thinking or action by means such as referent; expert; reward; coercive
and legitimate. Influence can be characterized as strong or weak.
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1. Society: the ability to accumulate relationships in a group.
2. Reference: the ability to refer something to others when
influencing some.
3. Expertise: the ability to refer to oneself deep know-how when
influencing others.
4. Reinforcement: the ability to reward or recompense others for
a behavior.
5. Coercion: the ability to be coercive toward others.
6. Legitimation: the ability to legitimate for others.
7. Strength: the ability to have courage or firmness when
influencing others.
8. Weakness: the ability to have low firmness when influencing
others.
5) Systematic: This domain is concerned with leadership being carried out in a
methodical and organized manner such as when one uses tools.
i. Tools: This group brings together something used as a means of
achieving something (an end) such as quality circles, teamwork,
participative management and empowerment.
1. Quality circles: the ability to use regular interactions with
others to solve problems or make improvements.
2. Teamwork: the ability to use cooperative work in a group or
team to solve problems or make improvements.
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3. Participative management: the ability to use tools that engages
others to solve problems or make improvements.
4. Empowerment: the ability to delegate power or authority to
others.
ii. Process: This group captures all the processes required to realize
leadership outcomes.
1. Performance: the ability to achieve an intended outcome
following one or a series of activities.
iii. Feedback: This group captures the controls related to the ecosystem
involved throughout the process.
1. Effect: the ability to cause change as a result of an action.
6) People: This domain is about the actors involved. It is namely about self and
others, individually or in a group.
i. Associate: This leadership group is about how to be involved with
somebody or something in a personal or professional capacity.
Association can be consciously or unconsciously (in mind),
individually or in group (in body).
1. Permission: the ability to authorize.
2. Social structures: the ability to build relationships in a group.
3. Consciousness: the ability to be with others consciously.
4. Unconsciousness: the ability to be with others unconsciously.
5. Individuality: the ability to be with others while retaining a
state of separation from them.
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6. Affiliation: the ability to be in affiliation with others.
ii. Change: This group represents that people pass or make something
pass from one state or stage to another. It will ensure that our
leadership journey is rich and complex. Change will not always seem
rational. It will occur more slowly in association and faster alone.
1. Effort: the ability to exert mental or physical energy in order
to achieve a purpose.
iii. Gender: This group captures the classification of people by their sex:
masculine or feminine.
1. Masculinity: the ability to engage others with more malerelated styles.
2. Femininity: the ability to engage others with more femalerelated styles.
iv. Indifference: This group captures those who have no particular
interest or sympathy and can be said to feel unconcerned.
1. Respect: the ability to admire someone or something elicited
by their abilities or achievements.
v. Leaders: This group captures those people that may choose the most
difficult path and will stay a leader depending on ability to fulfill
expectations, attain group goals and provide rewards - all people lead
at some point in time.
1. Construction: the ability to build ourselves and others.
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vi. Followers: This group captures those people who will likely remain
comfortable and accept what they see and therefore go along blindly
or naturally and not even question that they are going along. Will
become a leader based on competence and commitment to group - all
people follow at some point in time.
1. Construction: the ability to build ourselves and others.
vii. Mind: This group depicts the center of consciousness that generates
thoughts, feelings, ideas, and perceptions, and stores knowledge and
memories. It is where people construct realities, set destinations and
make assessments.
1. Ideal: the ability to have a principle or standard to aspire to.
2. Truth: the ability to recognize something factual or to state a
fact.
3. Perception: the ability to see, hear, or become aware of
something through the senses.
4. Meaning: the ability to make sense of what somebody wants
to express in words or action.
5. Thinking: the ability to use thought or rational judgment.
6. Self: the ability for a person to know what distinguishes them
from others.
7) Context: This domain is about surrounding conditions: the circumstances or
events that form the environment within which something exists or takes
place.
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i. Constants: This group captures the several elements that are stable
throughout any leadership situation.
1. Relation/relationship: the ability to connect with others.
2. Task: the ability to structure work units usually in short
duration or with a deadline.
3. Story: the ability to narrate fact or fiction of events.
4. Audience: the ability to have people that will listen or watch
you.
5. Setting: the ability to have a surrounding or place within
which something will take place to establish the basic context
(e.g., external environment including the ecological,
geopolitical, social, geographic, and economic niches in
which an enterprise operates).
6. Embodiment: the ability to concretely express something
(e.g., values and beliefs).
7. Expertise: the ability to demonstrate a very high level of skill.
8. Time: the ability to operate within temporal settings (past,
present and future) in context.
9. Politics: the ability to operate within the governing activities
surrounding a context.
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APPENDIX E: CATA TOOL SELECTION

Individuals often want to know what the ‘‘best’’ program available is, but this is
impossible to answer because the decision is often a subjective one and based on
many factors (Lewins & Silver, 2007, 2009). Yet exploring all programs and
their features is likely not a realistic option for most researchers. (Humble, 2012,
p. 131)
The computer aided text analytics (CATA) market, sometimes referred to as
computer-assisted qualitative data analysis software (CAQDAS) or qualitative data
analysis (QDA), consists of a large number of vendors, many of them small, which are
using immature technologies and products that may not be suitable for some uses. Some
large vendors like Microsoft, IBM, SAS and others offer comprehensive text analytics
which are far more complex to use and take more time to learn however they offer the
most technological sophistication. Up to date impartial and in depth market intelligence
about these tools can be obtained by consulting leading information technology research
and advisory firms such as Gartner (Gartner.com). The Internet in general is another
source of information with sites that offer advice on a limited number of packages
(Lewins & Silver, 2009; http://www.predictiveanalyticstoday.com).
A number of computer programs were available and could have been used for
this research. The top tools considered other than Leximancer were: QRS NVivo;
MaxQDA; IBM Content Analytics and eDiscovery Analyzer; SAS TextMiner; Provalis
Research (QDA) WordStat. Some tools were not retained for comparison like General
Inquirer, since it has not been maintained for several years, and Diction, which did not
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meet the minimum requirements (e.g., no functionality like Key Word In Context or
concept seeding functionalities). There are many providers of CATA software packages
for example: ConneXus (local startup firm); IBM; SAP; SAS; ai-one; Autonomy;
OpenText; Pinger; Smalllogic; Zementa; AlchemyAPI; Attensity; Clarabridge; Content
Analyst Company; Collective Intellect; Expert System; Knime; Lexalytics;
LinPipe/Alias-I; Provalis Research; Rapid-I; Saplo; Temis; Texifter; CIC; eMudhra;
Microsoft; Nice Systems; salesforce.com; Sysomos; Verint Systems.
By focusing on the software packages in use in academic research settings, a
good portion of the providers and tools were eliminated. The Internet was used to lookup each provider and package with a specific aim at narrowing down the selection.
Because many packages are more geared toward business settings and for business
intelligence (e.g., knowledge from data for competitive purposes) in an enterprise setting
(e.g., IT Department implements solution for entire organization) they were not given
further consideration. In business settings, this category of software tools tends to be
more automated and too many tool biases (as opposed to researcher bias) can be
introduced without the ability for the researcher to know or explain them. Academic
research commands more direct interaction with the data (e.g., coding, tagging and incontext analysis) while business is geared toward less rigorous methods that deliver
quick results for timely information (e.g., social media driven product sentiment
analysis).
In academic research settings, some of the advantages sought are:
an ability to deal with large amounts of qualitative data, reducing the amount of
time needed for manual handling tasks, increased flexibility and thoroughness
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in handling data, providing for more rigorous analysis of data, and providing a
more visible audit trail in data analysis (John & Johnson, 2000, p. 394).
Again using the information available on the Internet, academic-related tools were
narrowed down to: Leximancer; NVivo; ATLAS.ti; HyperRESEARCH; Qualrus;
Transana; QDA Miner; HyperRESEARCH; MAXQDA; Qiqqa; XSight; Dedoose;
webQDA; f4analyse; Annotations and Saturate.
Although there were many suppliers of software programs with varying levels of
features and sophistication ranging from local startups to established providers, the
selection process was logically narrowed by focusing on the specific needs of the
research at hand. For example, some features such as handling audio coding from
multiple simultaneous users does not add value when a sample consists only of text files
to be analyzed by a single person. The methodology section outlines data acquisition,
analysis and presentation requirements. In the case of this research, it was important that
the software could:


Handle text data from multiple formats (e.g., .doc, .pdf, html, etc.);



Generate coding of text automatically (as opposed to manual coding);



Offer automatic semantic extraction (e.g., identification of concepts);



Enable manual concept seeding and access to the thesaurus (i.e., grounded
analysis);



Enable access to statistics (e.g., counts, frequencies, co-occurrences, etc.);



Produce meaningful visual maps of relationships in the data.

Most of the academic-related tools met these requirements. Most were Windows-based
and the Mac-based ones were eliminated (e.g., Annotations). Those packages that
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catered to specific market verticals like audio files annotation (e.g., f4analyse and
Transana) or were more geared to specific uses such as interview material (e.g.,
HyperRESEARCH) or research reference management (e.g., Qiqqa) were also
eliminated. This approach is consistent with Lewins and Silver (2009) who offer the
following advice on their highly referenced web site: “…we would caution against
selecting a package simply because it is the most sophisticated tool… deciding on the
‘best’ is necessarily a subjective judgment…”.
At this point in the selection process, cost and convenience became an important
factor in further reducing the pool of candidate packages. Most packages were under
1,000 Canadian dollars except for NVivo and QDAMiner which were well over that
amount (with a currency exchange rate at 16%). Not all providers offer a perpetual
license (which is practical when you cannot accurately predict when and how much
work (rework) a researcher may have to do over the course of an academic program) so,
web-based (e.g., Software as a Service) and monthly subscriptions options were
eliminated (e.g., Saturate, Dedoose and webQDA). Some pricing information was
difficult to obtain in a timely manner, especially for packages only available through
large vendors (e.g., IBM and SAS).
Throughout this process of elimination, several options remained as plausible
choices (i.e., ATLAS.ti, MAXQDA and Leximancer). It really came down to personal
preference based on available demos and company web sites about ease of use.
Leximancer offered, in my opinion, a better graphical interface. It was not necessarily
the least expensive of the three. All three have claimed many academic publications but
Leximancer actually publishes and updates their count which I found useful and
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comforting to know; although I had no actual means of comparing it with the
publication counts of the remaining two other contenders. My prior use of Leximancer
package helped inform and influence a decision when reading or viewing the
information on the remaining available options. On balance, based on several key
criteria (cost and convenience, assisted versus fully-automated, academic reputation)
Leximancer was retained.
In conclusion, the researchers’ ability to make good use of a tool is likely more
important than the selection of the tool itself especially among a comparable set of
software packages. Bringer, Johnston and Brackenridge, C. (2006) made a similar
observation: “Program users are ultimately responsible for analyzing the data and
developing theory (Fielding and Lee, 1998; MacMillan and Koenig, 2004)”. (p. 247)
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APPENDIX F: ANALYTICAL PROCESS AND DATA REDUCTION
Questioning past information in pursuit of new and different variations in
meaning may require some further explanation on how to transform what was analyzed
into insight. This is particularly important since the meaning sought may not be selfevident and likely rooted into viewpoints (defined a priori or not) in order to shed a
different light. This called for an analytical process to be declared given the positivist
predisposition of our scientific traditions. A specific analytical process informed the
rational basis upon which reproducibility may be improved through a more valid and
reliable systematic form of sense giving or sense making of text beyond their original
context and into an exploratory inquiry such as the one in this study. It helped ground
the approach, of what is ultimately in a physical arrangement of letters into words turned
into new meaning, therefore bridging the gap between pure philosophical and intuitive
approaches and a more empirical experiment.
This analytical process consisted of several repeatable steps. Although remaining
dependent on the mental models of the researcher conducting the experiment, it helped
clarify what was done in deriving the leadership capabilities from the sample. To assist
in capturing the results of the experiments, I devised what I called a data language
defined as: a word scheme enabling a structured expression of the phenomenon. A
catalog, namely in the form of a spreadsheet, was used to document it and compare the
results obtained through the iterative process of questioning the data contained in the
sample. The same catalog was used throughout the more manual critical synthesis stage
through to the computer aided text analysis stage. The analytical process can be
described as follows:
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A. Critical synthesis to develop a priori construct:
1) Read text carefully, start to finish;
2) Make notes on concepts that stand out and highlight passages of
importance;
3) Review notes and make observations about ideas inferred;
4) Refer to original texts to look for evidence of inferences;
5) Devise a list of emerging concepts;
6) Organize concepts hierarchically (e.g., concept tree);
7) Write short description of concepts in-line with observations and
substantiated inferences;
8) Revisit original text as required for additional clarifications (go to step 1).
B. Catalog information for future reference in comparative analysis:
1) List all concepts within broader themes observed when constructing the
concept hierarchy;
2) For each concept, infer a description based on critical synthesis stage and
in-line with research goal (e.g., define leadership capabilities from
common characteristics found in seminal writings);
3) Revisit original text or other sources as required for complementary
information (e.g., using a dictionary when converting concepts into noun
form (i.e., capability) as opposed to verb form (i.e., process));
4) Verify each concept against critical synthesis (A) to ensure alignment
with original a priori construct.
C. Conduct computer aided relational analysis on sample:
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1) Run an exploratory analysis:
i.

Capture data in electronic format;

ii.

Analyze automatically generated outputs against research goal
and question(s).

2) Engage in data reduction strategies to eliminate noise in the calculations
by learning the attributes of the emerging variables (e.g., concepts):
i.

Assess computer generated outputs against research goals and
question(s) using statistical information such as: counts, word cooccurrence counts, frequency measures, etc.;

ii.

Manage information loss by interpreting which data is more
valuable using the computer generated outputs such as: Key Word
in Context analysis; concept maps, ranked lists of concepts, etc.;

iii.

Repeat steps C.2.i and C.2.ii until analyst can no longer reduce
the data set generated by the CATA tool to provide a reasonably
good explanation of the a priori construct.

3) Do a comparative analysis with data in catalog to capture meaningful
results (e.g., like a newly discovered concept).
4) If new question arise, note and answer it through the next iterations if
possible (or may require a supplemental experiment).
Managing the information reduction process to minimize loss of semantically
important information, required to form the basis of my insights, was addressed through
a set of defined activities capturing different strategies applied during the iterations of
the computer aided text analysis. By removing low semantic values (e.g., overused
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words, words not pertaining to the research goal being sought, scanning errors generated
while capturing the data…) the precision of the analysis and the validity of the statistical
calculations where improved. These data reduction steps enabled precision through the
removal of low semantic values from the calculations:
1) Exclude common function words (e.g., this or that);
2) Remove general terms that do not add meaning based on research goal and
question(s);
3) Merge singular and plural words if closely located in semantic space;
4) Remove (ignore) non-sentences in tables, figures, graphics as required by
research goal and question(s);
5) Remove scanning errors or other unwanted information from the thesaurus;
6) Remove duplicates in text (such as titles, headings and references) based on
your research goal and question(s);
7) Manually seed concepts and profile learning if required based upon
inspection of the thesaurus:
a. Assess words against a priori construct for their value and effect on
calculations to remove unwarranted concepts;
b. Define concepts manually :
i.

in order to merge variables that are more relevant in a group
based on the research goal and question(s);

ii.

in order to remove the newly merged concepts from the analysis
based on the research goal and question(s).
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APPENDIX G: CATA LOGS FOR EXPERIMENTS
Experiment 1 – Basic Roles
Project: Experiment 1 - Basic roles
Log System properties:
java.vm.vendor: Oracle Corporation, java.version: 1.7.0_55, java.vm.name: Java
HotSpot(TM) Client VM, java.runtime.version: 1.7.0_55-b13, os.name: Windows 8,
os.arch: x86, os.version: 6.2
Leximancer Version: V4.00.25.L4 build:13558

***
Start Experiment 1 - Basic roles Preprocessor at Sun May 25 08:25:17 ADT 2014
[1401017117841]
Preprocessor: Duplicate sentence detection enabled: false, sentence map size: 0 (125
milliseconds )
Preprocessor: Documents to process: 31, source document size: 4191137 (156
milliseconds )
Preprocessor: Duplicate sentence detection enabled: false, sentence map size: 0 (156
milliseconds )
Preprocessor: Loading Document #1: .../../Aquinas.pdf, type: application/pdf, rsize:
137151, [1/31], (task 0% complete) (156 milliseconds )
Preprocessor: Converted to UTF8 text: Aquinas.pdf.lex.utf8 (406 milliseconds )
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Preprocessor: Unable to delete UTF8 cache document: Aquinas.pdf.lex.utf8 (515
milliseconds )
Preprocessor: Loading Document #2: .../../Freud.pdf, type: application/pdf, rsize:
106123, [2/31], (task 0% complete) (515 milliseconds )
Preprocessor: Converted to UTF8 text: Freud.pdf.lex.utf8 (734 milliseconds )
Preprocessor: Unable to delete UTF8 cache document: Freud.pdf.lex.utf8 (797
milliseconds )
Preprocessor: Loading Document #3: .../../Machiavelli1.pdf, type: application/pdf,
rsize: 143536, [3/31], (task 0% complete) (797 milliseconds )
Preprocessor: Converted to UTF8 text: Machiavelli1.pdf.lex.utf8 (1 second )
Preprocessor: Unable to delete UTF8 cache document: Machiavelli1.pdf.lex.utf8 (1
second )
Preprocessor: Loading Document #4: .../../Mill.pdf, type: application/pdf, rsize: 71365,
[4/31], (task 0% complete) (1 second )
Preprocessor: Converted to UTF8 text: Mill.pdf.lex.utf8 (1 second )
Preprocessor: Unable to delete UTF8 cache document: Mill.pdf.lex.utf8 (1 second )
Preprocessor: Loading Document #5: .../../Pizan.pdf, type: application/pdf, rsize:
76261, [5/31], (task 0% complete) (1 second )
Preprocessor: Converted to UTF8 text: Pizan.pdf.lex.utf8 (1 second )
Preprocessor: Unable to delete UTF8 cache document: Pizan.pdf.lex.utf8 (1 second )
Preprocessor: Loading Document #6: .../../Plato2.pdf, type: application/pdf, rsize:
196182, [6/31], (task 0% complete) (1 second )
Preprocessor: Converted to UTF8 text: Plato2.pdf.lex.utf8 (1 second )
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Preprocessor: Unable to delete UTF8 cache document: Plato2.pdf.lex.utf8 (2 seconds )
Preprocessor: Loading Document #7: .../../Smith.pdf, type: application/pdf, rsize:
84295, [7/31], (task 0% complete) (2 seconds )
Preprocessor: Converted to UTF8 text: Smith.pdf.lex.utf8 (2 seconds )
Preprocessor: Unable to delete UTF8 cache document: Smith.pdf.lex.utf8 (2 seconds )
Preprocessor: Loading Document #8: .../../Woolf.pdf, type: application/pdf, rsize:
111603, [8/31], (task 0% complete) (2 seconds )
Preprocessor: Converted to UTF8 text: Woolf.pdf.lex.utf8 (2 seconds )
Preprocessor: Unable to delete UTF8 cache document: Woolf.pdf.lex.utf8 (2 seconds )
Preprocessor: Loading Document #9: .../../DuBois.pdf, type: application/pdf, rsize:
122153, [9/31], (task 0% complete) (2 seconds )
Preprocessor: Converted to UTF8 text: DuBois.pdf.lex.utf8 (2 seconds )
Preprocessor: Unable to delete UTF8 cache document: DuBois.pdf.lex.utf8 (2 seconds )
Preprocessor: Loading Document #10: .../../Marx.pdf, type: application/pdf, rsize:
163390, [10/31], (task 0% complete) (2 seconds )
Preprocessor: Converted to UTF8 text: Marx.pdf.lex.utf8 (3 seconds )
Preprocessor: Unable to delete UTF8 cache document: Marx.pdf.lex.utf8 (3 seconds )
Preprocessor: Loading Document #11: .../../Mornay.pdf, type: application/pdf, rsize:
140546, [11/31], (task 0% complete) (3 seconds )
Preprocessor: Converted to UTF8 text: Mornay.pdf.lex.utf8 (3 seconds )
Preprocessor: Unable to delete UTF8 cache document: Mornay.pdf.lex.utf8 (3 seconds )
Preprocessor: Loading Document #12: .../../Thoreau.pdf, type: application/pdf, rsize:
171652, [12/31], (task 0% complete) (3 seconds )
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Preprocessor: Converted to UTF8 text: Thoreau.pdf.lex.utf8 (4 seconds )
Preprocessor: Unable to delete UTF8 cache document: Thoreau.pdf.lex.utf8 (4 seconds )
Preprocessor: Loading Document #13: .../../Walker.pdf, type: application/pdf, rsize:
106642, [13/31], (task 0% complete) (4 seconds )
Preprocessor: Converted to UTF8 text: Walker.pdf.lex.utf8 (4 seconds )
Preprocessor: Unable to delete UTF8 cache document: Walker.pdf.lex.utf8 (4 seconds )
Preprocessor: Loading Document #14: .../../Aristotle.pdf, type: application/pdf, rsize:
126691, [14/31], (task 0% complete) (4 seconds )
Preprocessor: Converted to UTF8 text: Aristotle.pdf.lex.utf8 (4 seconds )
Preprocessor: Unable to delete UTF8 cache document: Aristotle.pdf.lex.utf8 (4 seconds
)
Preprocessor: Loading Document #15: .../../Kant.pdf, type: application/pdf, rsize:
129176, [15/31], (task 0% complete) (4 seconds )
Preprocessor: Converted to UTF8 text: Kant.pdf.lex.utf8 (4 seconds )
Preprocessor: Unable to delete UTF8 cache document: Kant.pdf.lex.utf8 (4 seconds )
Preprocessor: Loading Document #16: .../../Madison.pdf, type: application/pdf, rsize:
87756, [16/31], (task 0% complete) (4 seconds )
Preprocessor: Converted to UTF8 text: Madison.pdf.lex.utf8 (4 seconds )
Preprocessor: Unable to delete UTF8 cache document: Madison.pdf.lex.utf8 (4 seconds
)
Preprocessor: Loading Document #17: .../../Nietzsche.pdf, type: application/pdf, rsize:
123148, [17/31], (task 0% complete) (4 seconds )
Preprocessor: Converted to UTF8 text: Nietzsche.pdf.lex.utf8 (4 seconds )

288

Preprocessor: Unable to delete UTF8 cache document: Nietzsche.pdf.lex.utf8 (5
seconds)
Preprocessor: Loading Document #18: .../../Plato1.pdf, type: application/pdf, rsize:
151504, [18/31], (task 0% complete) (5 seconds)
Preprocessor: Converted to UTF8 text: Plato1.pdf.lex.utf8 (5 seconds )
Preprocessor: Unable to delete UTF8 cache document: Plato1.pdf.lex.utf8 (5 seconds )
Preprocessor: Loading Document #19: .../../Rousseau.pdf, type: application/pdf, rsize:
199840, [19/31], (task 0% complete) (5 seconds )
Preprocessor: Converted to UTF8 text: Rousseau.pdf.lex.utf8 (5 seconds )
Preprocessor: Unable to delete UTF8 cache document: Rousseau.pdf.lex.utf8 (5 seconds
)
Preprocessor: Loading Document #20: .../../Dewey.pdf, type: application/pdf, rsize:
156157, [20/31], (task 0% complete) (5 seconds )
Preprocessor: Converted to UTF8 text: Dewey.pdf.lex.utf8 (5 seconds )
Preprocessor: Unable to delete UTF8 cache document: Dewey.pdf.lex.utf8 (5 seconds )
Preprocessor: Loading Document #21: .../../Emerson.pdf, type: application/pdf, rsize:
138952, [21/31], (task 0% complete) (5 seconds )
Preprocessor: Converted to UTF8 text: Emerson.pdf.lex.utf8 (6 seconds )
Preprocessor: Unable to delete UTF8 cache document: Emerson.pdf.lex.utf8 (6 seconds
)
Preprocessor: Loading Document #22: .../../Hegel.pdf, type: application/pdf, rsize:
94046, [22/31], (task 0% complete) (6 seconds )
Preprocessor: Converted to UTF8 text: Hegel.pdf.lex.utf8 (6 seconds )
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Preprocessor: Unable to delete UTF8 cache document: Hegel.pdf.lex.utf8 (6 seconds )
Preprocessor: Loading Document #23: .../../Machiavelli2.pdf, type: application/pdf,
rsize: 53002, [23/31], (task 0% complete) (6 seconds )
Preprocessor: Converted to UTF8 text: Machiavelli2.pdf.lex.utf8 (6 seconds )
Preprocessor: Unable to delete UTF8 cache document: Machiavelli2.pdf.lex.utf8 (6
seconds )
Preprocessor: Loading Document #24: .../../Stanton.pdf, type: application/pdf, rsize:
98962, [24/31], (task 0% complete) (6 seconds )
Preprocessor: Converted to UTF8 text: Stanton.pdf.lex.utf8 (6 seconds )
Preprocessor: Unable to delete UTF8 cache document: Stanton.pdf.lex.utf8 (6 seconds )
Preprocessor: Loading Document #25: .../../Wollstonecraft.pdf, type: application/pdf,
rsize: 156884, [25/31], (task 0% complete) (6 seconds )
Preprocessor: Converted to UTF8 text: Wollstonecraft.pdf.lex.utf8 (7 seconds )
Preprocessor: Unable to delete UTF8 cache document: Wollstonecraft.pdf.lex.utf8 (7
seconds )
Preprocessor: Loading Document #26: .../../Calvin.pdf, type: application/pdf, rsize:
221819, [26/31], (task 0% complete) (7 seconds )
Preprocessor: Converted to UTF8 text: Calvin.pdf.lex.utf8 (7 seconds )
Preprocessor: Unable to delete UTF8 cache document: Calvin.pdf.lex.utf8 (7 seconds )
Preprocessor: Loading Document #27: .../../Hobbes.pdf, type: application/pdf, rsize:
222308, [27/31], (task 0% complete) (7 seconds )
Preprocessor: Converted to UTF8 text: Hobbes.pdf.lex.utf8 (7 seconds )
Preprocessor: Unable to delete UTF8 cache document: Hobbes.pdf.lex.utf8 (8 seconds )
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Preprocessor: Loading Document #28: .../../Hume.pdf, type: application/pdf, rsize:
152821, [28/31], (task 0% complete) (8 seconds )
Preprocessor: Converted to UTF8 text: Hume.pdf.lex.utf8 (8 seconds )
Preprocessor: Unable to delete UTF8 cache document: Hume.pdf.lex.utf8 (8 seconds )
Preprocessor: Loading Document #29: .../../James.pdf, type: application/pdf, rsize:
197773, [29/31], (task 0% complete) (8 seconds )
Preprocessor: Converted to UTF8 text: James.pdf.lex.utf8 (8 seconds )
Preprocessor: Unable to delete UTF8 cache document: James.pdf.lex.utf8 (8 seconds )
Preprocessor: Loading Document #30: .../../Levellers.pdf, type: application/pdf, rsize:
42550, [30/31], (task 0% complete) (8 seconds )
Preprocessor: Converted to UTF8 text: Levellers.pdf.lex.utf8 (8 seconds )
Preprocessor: Unable to delete UTF8 cache document: Levellers.pdf.lex.utf8 (8 seconds
)
Preprocessor: Loading Document #31: .../../Locke.pdf, type: application/pdf, rsize:
206849, [31/31], (task 0% complete) (8 seconds )
Preprocessor: Converted to UTF8 text: Locke.pdf.lex.utf8 (9 seconds )
Preprocessor: Unable to delete UTF8 cache document: Locke.pdf.lex.utf8 (9 seconds )
Preprocessor: Document count: 31 (9 seconds )
Preprocessor: Fully processed data size: 700248 (9 seconds )
Preprocessor: Sentence end token count: 0 (9 seconds )
Preprocessor: Close paragraph count: 0 (9 seconds )
Preprocessor: Close paragraph [sentence] count:0 (9 seconds )
Preprocessor: Close paragraph [heading] count: 0 (9 seconds )
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Preprocessor: Close paragraph [line] count: 0 (9 seconds )
Preprocessor: Isolated close paragraph count: 0 (9 seconds )
Preprocessor: Sentences with zero names and words: 0 (9 seconds )
Preprocessor: Sentences failing prose test / minimum stopword count: 0 (9 seconds )
Preprocessor: Sentences with percentage of names above allowed threshold: 0 (9
seconds)
Preprocessor: Maximum sentence length: 400 (9 seconds )
Preprocessor: Sentence(s) exceeding maximum sentence length: 0 (9 seconds )
Preprocessor: Sentence end token count: 7037 (9 seconds )
Preprocessor: Close paragraph count: 1291 (9 seconds )
Preprocessor: Close paragraph [sentence] count:0 (9 seconds )
Preprocessor: Close paragraph [heading] count: 0 (9 seconds )
Preprocessor: Close paragraph [line] count: 0 (9 seconds )
Preprocessor: Isolated close paragraph count: 0 (9 seconds )
Preprocessor: Sentences with zero names and words: 521 (9 seconds )
Preprocessor: Sentences failing prose test / minimum stopword count: 324 (9 seconds )
Preprocessor: Sentences with percentage of names above allowed threshold: 3 (9
seconds)
Preprocessor: Maximum sentence length: 400 (9 seconds )
Preprocessor: Sentence(s) exceeding maximum sentence length: 339 (9 seconds )
Preprocessor: finished. (9 seconds )
Experiment 1 - Basic roles Preprocessor elapsed time: 9 second(s) , [9078 ms]
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End Experiment 1 - Basic roles Preprocessor at:Sun May 25 08:25:26 ADT 2014,
[1401017126919]

***
Start Experiment 1 - Basic roles Text Statistics at Sun May 25 08:25:27 ADT 2014
[1401017127654]
Text Statistics: Parse (15 milliseconds )
Text Statistics: Processed data size:700248 (15 milliseconds )
Text Statistics: candidate initial word, name, tag frequency map capacities: [28010,
10504, 700]. (109 milliseconds )
Text Statistics: working initial word, name, tag frequency map capacities: [28010,
10504, 700]. (109 milliseconds )
Text Statistics: Block count:3669 (172 milliseconds )
Text Statistics: Section count:31 (172 milliseconds )
Text Statistics: Sentence count: 6733 (172 milliseconds )
Text Statistics: Average sentences per block: 1.835105 (172 milliseconds )
Text Statistics: Total name-like terms: 5966 (172 milliseconds )
Text Statistics: Distinct name-like terms: 2374 (172 milliseconds )
Text Statistics: Total word-like terms: 64333 (172 milliseconds )
Text Statistics: Distinct word-like terms: 12085 (172 milliseconds )
Text Statistics: Total terms: 70299 (172 milliseconds )
Text Statistics: Distinct terms: 14459 (172 milliseconds )
Text Statistics: Tag frequency map size: 5 (172 milliseconds )
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Text Statistics: Save text statistics (172 milliseconds )
Text Statistics: Writing text statistics. (172 milliseconds )
Text Statistics: Writing Top 400 words and percentage frequency (172 milliseconds )
Text Statistics: Writing Top 300 names and percentage frequency (203 milliseconds )
Text Statistics: Writing 5 tags and percentage frequency (203 milliseconds )
Text Statistics: word list size: 107808 (203 milliseconds )
Text Statistics: name list size: 24911 (218 milliseconds )
Text Statistics: Save low frequency list (218 milliseconds )
Text Statistics: Low Frequency threshold: 0 (218 milliseconds )
Text Statistics: Save top symbols (218 milliseconds )
Text Statistics: top symbols size: 656535 (250 milliseconds )
Text Statistics: Text Statistics Complete. (250 milliseconds )
Text Statistics: complete. (250 milliseconds )
Experiment 1 - Basic roles Text Statistics elapsed time: 250 millisecond(s) , [250 ms]
End Experiment 1 - Basic roles Text Statistics at: Sun May 25 08:25:27 ADT 2014,
[1401017127904]

***
Start Experiment 1 - Basic roles Remove Low Frequency at Sun May 25 08:25:29 ADT
2014 [1401017129263]
Remove Low Frequency: No low frequency terms to remove. (0 milliseconds )
Remove Low Frequency: Remove Low Frequency Finished. (0 milliseconds )
Remove Low Frequency: complete. (0 milliseconds )
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Experiment 1 - Basic roles Remove Low Frequency elapsed time: 0 millisecond(s) , [0
ms]
End Experiment 1 - Basic roles Remove Low Frequency at:Sun May 25 08:25:29 ADT
2014, [1401017129263]

***
Start Experiment 1 - Basic roles Index at Sun May 25 08:25:30 ADT 2014
[1401017130904]
Index: Indexing will occur during classification. (0 milliseconds )
Index: complete. (0 milliseconds )
Experiment 1 - Basic roles Index elapsed time: 0 millisecond(s) , [0 ms]
End Experiment 1 - Basic roles Index at:Sun May 25 08:25:30 ADT 2014,
[1401017130904]

***
Start Experiment 1 - Basic roles Find Seeds at Sun May 25 08:25:32 ADT 2014
[1401017132513]
Find Seeds: Load Text Statistics. (0 milliseconds )
Find Seeds: Number of sentences:6733 (16 milliseconds )
Find Seeds: Number of tags: 5 (16 milliseconds )
Find Seeds: Associate symbols with concepts for 6733 sentences. (16 milliseconds )
Find Seeds: Number of symbols: 14459 (47 milliseconds )
Find Seeds: Number of concepts to find: 80 [AUTO] (47 milliseconds )
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Find Seeds: Desired percentage of names:-1 (47 milliseconds )
Find Seeds: Target number of names:-1 (47 milliseconds )
Find Seeds: Available name symbols: 2374 (47 milliseconds )
Find Seeds: Available word symbols: 12085 (47 milliseconds )
Find Seeds: Number of top symbols to get by frequency: 270 (47 milliseconds )
Find Seeds: Calculated chunk size: 270, (top symbol count: 270, total symbols: 14459)
(63 milliseconds )
Find Seeds: Initial symbol map size: 12719 (63 milliseconds )
Find Seeds: Network chunk for symbol range:[0,270] (63 milliseconds )
Find Seeds: Process symbol set: #1 (63 milliseconds )
Find Seeds: Start Processing Documents: 0 (63 milliseconds )
Find Seeds: Auto seed option: true (63 milliseconds )
Find Seeds: Sampling size: 1 [AUTO] (63 milliseconds )
Find Seeds: concept frequency accept range: [0.015, 1.0] inclusive. (63 milliseconds )
Find Seeds: Bigram detection threshold: OFF (63 milliseconds )
Find Seeds: Concepts removed below minimum cull in this chunk: 2 (828 milliseconds )
Find Seeds: Total concepts removed below minimum cull: 2 (828 milliseconds )
Find Seeds: Write auto flex seeds count:80 (828 milliseconds )
Find Seeds: Write auto fixed seeds count:5 (828 milliseconds )
Find Seeds: Post find Seed merge. (828 milliseconds )
Find Seeds: merge auto flex seeds count:80 (828 milliseconds )
Find Seeds: merge auto fixed seeds count:5 (844 milliseconds )
Find Seeds: Learning from tag classes: merge 5 fixed seeds. (844 milliseconds )
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Find Seeds: Flexible concept seed(s) total count:88 (844 milliseconds )
Find Seeds: Fixed concept seed(s) total count:0 (844 milliseconds )
Find Seeds: Find Seeds finished. (844 milliseconds )
Find Seeds: complete. (844 milliseconds )
Experiment 1 - Basic roles Find Seeds elapsed time: 844 millisecond(s) , [844 ms]
End Experiment 1 - Basic roles Find Seeds at: Sun May 25 08:25:33 ADT 2014,
[1401017133357]

***
Start Experiment 1 - Basic roles Learn at Sun May 25 08:25:34 ADT 2014
[1401017134154]
Learn: merge auto flex seeds count:80 (16 milliseconds )
Learn: merge auto fixed seeds count:5 (16 milliseconds )
Learn: Learning from tag classes: merge 5 fixed seeds. (16 milliseconds )
Learn: Flexible concept seed(s) total count:88 (16 milliseconds )
Learn: Fixed concept seed(s) total count:0 (16 milliseconds )
Learn: merge auto flex seeds count:80 (16 milliseconds )
Learn: merge auto fixed seeds count:5 (16 milliseconds )
Learn: Learning from tag classes: merge 5 fixed seeds. (16 milliseconds )
Learn: Flexible concept seed(s) total count:88 (16 milliseconds )
Learn: Fixed concept seed(s) total count:0 (16 milliseconds )
Learn: Include auto and user flexible seeds. (31 milliseconds )
Learn: Flexible seeds count:108 (31 milliseconds )
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Learn: Flexible seeds TAG count: 5 (31 milliseconds )
Learn: Supervised learning. (31 milliseconds )
Learn: Generate TAG Thesaurus. (31 milliseconds )
Learn: Write TAG Thesaurus (88 elements). (63 milliseconds )
Learn: Seed merge. (78 milliseconds )
Learn: iteration count: 1 (1 second )
Learn: Write Phrases (0 elements). (1 second )
Learn: Write Primary Thesaurus (88 elements). (1 second )
Learn: normaliseLexicon: supervised: true (3 seconds )
Learn: normalise check on: SPV_tg_folder1_status followers (3 seconds )
Learn: normalise check on: SPV_wc_man (3 seconds )
Learn: normalise check on: SPV_tg_folder1_status followers (3 seconds )
Learn: normalise check on: SPV_tg_folder1_moral (3 seconds )
Learn: profiling iteration:1 (11 seconds )
Learn: profiling iteration:2 (11 seconds )
Learn: profiling iteration:3 (12 seconds )
Learn: profiling iteration:4 (12 seconds )
Learn: iteration count: 5 (12 seconds )
Learn: finish profiling. Iteration count:4 (12 seconds )
Learn: Write Secondary Thesaurus (10 elements). (12 seconds )
Learn: normaliseLexicon: supervised: false (12 seconds )
Learn: Learn finished. (1 minute )
Learn: complete (1 minute )
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Experiment 1 - Basic roles Learn elapsed time: 1 minute(s) , [60128 ms]
End Experiment 1 - Basic roles Learn at:Sun May 25 08:26:34 ADT 2014,
[1401017194282]

***
Start Experiment 1 - Basic roles Classify at Sun May 25 09:35:48 ADT 2014
[1401021348018]
Classify: Available phrases: 0 (531 milliseconds )
Classify: Start 3669 blocks. (531 milliseconds )
Classify: Total word-like terms processed: 64333 (2 seconds )
Classify: Total name-like terms processed: 5966 (2 seconds )
Classify: Total evidence terms processed.2964 (2 seconds )
Classify: Total tag count: 31 (2 seconds )
Classify: Total sentences processed: 6733 (2 seconds )
Classify: Total paragraphs processed: 1291 (2 seconds )
Classify: Total blocks processed: 3669 (2 seconds )
Classify: Total sections processed: 31 (2 seconds )
Classify: Term Indexer report: (2 seconds )
Classify: Total word-like terms processed: 64333 (2 seconds )
Classify: Total name-like terms processed: 5966 (2 seconds )
Classify: Total evidence terms processed.2964 (2 seconds )
Classify: Total tag count: 31 (2 seconds )
Classify: Total sentences processed: 6733 (2 seconds )
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Classify: Total paragraphs processed: 1291 (2 seconds )
Classify: Total blocks processed: 3669 (2 seconds )
Classify: Total sections processed: 31 (2 seconds )
Classify: Total block count: 3669/3669 (2 seconds )
Classify: Total section count: 31 (2 seconds )
Classify: Document Summary generation: true (2 seconds )
Classify: Generating entities data. (3 seconds )
Classify: Concept statistics byte count:0 (3 seconds )
Classify: Classification finished. (3 seconds )
Classify: complete. (3 seconds )
Experiment 1 - Basic roles Classify elapsed time: 3 second(s) , [3015 ms]
End Experiment 1 - Basic roles Classify at:Sun May 25 09:35:51 ADT 2014,
[1401021351033]

***
Start Experiment 1 - Basic roles Cluster at Sun May 25 09:35:51 ADT 2014
[1401021351533]
Cluster: phase 1. Concept count: 8 (16 milliseconds )
Cluster: Iterate (1000) (16 milliseconds )
Cluster: phase 2. (47 milliseconds )
Cluster: Plot 8 entitie(s) (47 milliseconds )
Cluster: Creating markers. (47 milliseconds )
Cluster: Creating marker set from 8 entities. (47 milliseconds )
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Cluster: Markers size: 8, Calculate themes, % theme size:33 (47 milliseconds )
Cluster: Themes hierarchy size: 3 (63 milliseconds )
Cluster: Clustering complete. (125 milliseconds )
Cluster: Processing report data. (125 milliseconds )
Cluster: Category count: 3 (125 milliseconds )
Cluster: Attribute Count: 5 (125 milliseconds )
Cluster: Occurence Total Count: 8 (125 milliseconds )
Cluster: Attribute Coocurence Count: 5 (157 milliseconds )
Cluster: Category Cooccurence count: 3 (266 milliseconds )
Cluster: Categories sorted. (266 milliseconds )
Cluster: Attributes sorted. (266 milliseconds )
Cluster: Generating Quadrant Report data. (266 milliseconds )
Cluster: No Quadrant Report Categories specified. (266 milliseconds )
Cluster: Process top related concepts and text segments. (266 milliseconds )
Cluster: Auto Scale: true (672 milliseconds )
Cluster: Generating Insight Statistics CSV. (672 milliseconds )
Cluster: Generating Insight Dashboard PDF. (672 milliseconds )
Cluster: Generating Insight Dashboard HTML. (782 milliseconds )
Cluster: Finished generating Insight Dashboard reports (1 second )
Cluster: Generating Insight Dashboard HighRes Data. (1 second )
Cluster: Total Entity Count: 8, ( 8 attributes) (1 second )
Cluster: Processed 3669 records, skipping: 0, and finding all matching entities in: 0 (1
second )
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Cluster: complete. (1 second )
Experiment 1 - Basic roles Cluster elapsed time: 1 second(s) , [1126 ms]
End Experiment 1 - Basic roles Cluster at:Sun May 25 09:35:52 ADT 2014,
[1401021352659]

Total elapsed wall time for project:1 hour(s) 10 minute(s) 34 second(s)
Experiment 2 – Data Language
Project: Experiment 2 Data Language Iteration 4 Capabilities Baseline log System
properties:
java.vm.vendor: Oracle Corporation, java.version: 1.7.0_55, java.vm.name: Java
HotSpot(TM) Client VM, java.runtime.version: 1.7.0_55-b13, os.name: Windows 8,
os.arch: x86, os.version: 6.2 Leximancer Version: V4.00.25.L4 build:13558

***
Start Experiment 2 Data Language Iteration 4 Capabilities Baseline Preprocessor at Tue
Sep 30 15:26:02 ADT 2014 [1412101562728]
Preprocessor: Duplicate sentence detection enabled: true, sentence map size: 8000 (31
milliseconds)
Preprocessor: Documents to process: 84, source document size: 18724867 (125
milliseconds ) Preprocessor: Duplicate sentence detection enabled: true, sentence map
size: 8000 (125 milliseconds)
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Preprocessor: Loading

Document #1: .../../Plato1-edited.docx, type:

application/vnd.openxmlformats-officedocument.wordprocessingml.document, rsize:
85912, [1/84], (task 0% complete) (125 milliseconds )
Preprocessor: Convert docx to xml: C:\Users\CC9077\Documents\Personal\PhD
2\UNB\Leximancer Data\Experiment 2\Modern\Approaches\Plato1-edited.docx (125
milliseconds )
Preprocessor: Converted to utf8 xml: C:\Users\CC9077\Documents\Personal\PhD
2\UNB\Leximancer Data\Experiment 2\Modern\Approaches\Plato1-edited.docx (156
milliseconds )
Preprocessor: Transcode Document #1: .../../Plato1-edited.docx, type:
application/vnd.openxmlformats-officedocument.wordprocessingml.document, lsize:
115550, [1/84], (task 0% complete) (312 milliseconds )
Preprocessor: Loading

Document #2: .../../Taylor.pdf, type: application/pdf, rsize:

192670, [2/84], (task 0% complete) (765 milliseconds )
Preprocessor: Converted to UTF8 text: Taylor.pdf.lex.utf8 (937 milliseconds )
Preprocessor: Unable to delete UTF8 cache document: Taylor.pdf.lex.utf8 (984
milliseconds ) Preprocessor: Loading Document #3: .../../Mouton.pdf, type:
application/pdf, rsize: 220194, [3/84], (task 0% complete) (984 milliseconds )
Preprocessor: Converted to UTF8 text: Mouton.pdf.lex.utf8 (1 second )
Preprocessor: Unable to delete UTF8 cache document: Mouton.pdf.lex.utf8 (1 second )
Preprocessor: Loading

Document #4: .../../Seashore.pdf, type: application/pdf,

rsize: 338767, [4/84], (task 0% complete) (1 second )
Preprocessor: Converted to UTF8 text: Seashore.pdf.lex.utf8 (1 second )
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Preprocessor: Unable to delete UTF8 cache document: Seashore.pdf.lex.utf8 (1 second )
Preprocessor: Loading

Document #5: .../../White.pdf, type: application/pdf, rsize:

393245, [5/84], (task 0% complete) (1 second )
Preprocessor: Converted to UTF8 text: White.pdf.lex.utf8 (2 seconds )
Preprocessor: Unable to delete UTF8 cache document: White.pdf.lex.utf8 (2 seconds )
Preprocessor: Loading

Document #6: .../../Winer.pdf, type: application/pdf, rsize:

234699, [6/84], (task 0% complete) (2 seconds )
Preprocessor: Converted to UTF8 text: Winer.pdf.lex.utf8 (2 seconds )
Preprocessor: Unable to delete UTF8 cache document: Winer.pdf.lex.utf8 (2 seconds )
Preprocessor: Loading

Document #7: .../../House.pdf, type: application/pdf, rsize:

185960, [7/84], (task 0% complete) (2 seconds )
Preprocessor: Converted to UTF8 text: House.pdf.lex.utf8 (3 seconds )
Preprocessor: Unable to delete UTF8 cache document: House.pdf.lex.utf8 (3 seconds )
Preprocessor: Loading

Document #8: .../../Weber.pdf, type: application/pdf, rsize:

126996, [8/84], (task 0% complete) (3 seconds )
Preprocessor: Converted to UTF8 text: Weber.pdf.lex.utf8 (3 seconds )
Preprocessor: Unable to delete UTF8 cache document: Weber.pdf.lex.utf8 (3 seconds )
Preprocessor: Loading

Document #9: .../../Calder.pdf, type: application/pdf, rsize:

333204, [9/84], (task 0% complete) (3 seconds )
Preprocessor: Converted to UTF8 text: Calder.pdf.lex.utf8 (4 seconds )
Preprocessor: Unable to delete UTF8 cache document: Calder.pdf.lex.utf8 (4 seconds )
Preprocessor: Loading

Document #10: .../../Morgan.pdf, type: application/pdf,

rsize: 206576, [10/84], (task 0% complete) (4 seconds )
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Preprocessor: Converted to UTF8 text: Morgan.pdf.lex.utf8 (4 seconds )
Preprocessor: Unable to delete UTF8 cache document: Morgan.pdf.lex.utf8 (4 seconds )
Preprocessor: Loading

Document #11: .../../Fiedler.pdf, type: application/pdf,

rsize: 348555, [11/84], (task 0% complete) (4 seconds )
Preprocessor: Converted to UTF8 text: Fiedler.pdf.lex.utf8 (5 seconds )
Preprocessor: Unable to delete UTF8 cache document: Fiedler.pdf.lex.utf8 (5 seconds )
Preprocessor: Loading

Document #12: .../../Mitchell.pdf, type: application/pdf,

rsize: 144924, [12/84], (task 0% complete) (5 seconds )
Preprocessor: Converted to UTF8 text: Mitchell.pdf.lex.utf8 (5 seconds )
Preprocessor: Unable to delete UTF8 cache document: Mitchell.pdf.lex.utf8 (5 seconds )
Preprocessor: Loading

Document #13: .../../Vroom.pdf, type: application/pdf,

rsize: 273851, [13/84], (task 0% complete) (5 seconds )
Preprocessor: Converted to UTF8 text: Vroom.pdf.lex.utf8 (5 seconds )
Preprocessor: Unable to delete UTF8 cache document: Vroom.pdf.lex.utf8 (6 seconds )
Preprocessor: Loading

Document #14: .../../Carter.pdf, type: application/pdf,

rsize: 253231, [14/84], (task 0% complete) (6 seconds )
Preprocessor: Converted to UTF8 text: Carter.pdf.lex.utf8 (6 seconds )
Preprocessor: Unable to delete UTF8 cache document: Carter.pdf.lex.utf8 (6 seconds )
Preprocessor: Loading

Document #15: .../../Greene.pdf, type: application/pdf,

rsize: 203797, [15/84], (task 0% complete) (6 seconds )
Preprocessor: Converted to UTF8 text: Greene.pdf.lex.utf8 (6 seconds )
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Preprocessor: Unable to delete UTF8 cache document: Greene.pdf.lex.utf8 (6 seconds )
Preprocessor: Loading

Document #16: .../../Johnson.pdf, type: application/pdf,

rsize: 697107, [16/84], (task 0% complete) (6 seconds )
Preprocessor: Converted to UTF8 text: Johnson.pdf.lex.utf8 (8 seconds )
Preprocessor: Unable to delete UTF8 cache document: Johnson.pdf.lex.utf8 (8 seconds )
Preprocessor: Loading

Document #17: .../../Bass.pdf, type: application/pdf, rsize:

304633, [17/84], (task 0% complete) (8 seconds )
Preprocessor: Converted to UTF8 text: Bass.pdf.lex.utf8 (9 seconds )
Preprocessor: Unable to delete UTF8 cache document: Bass.pdf.lex.utf8 (9 seconds )
Preprocessor: Loading

Document #18: .../../Schein.pdf, type: application/pdf,

rsize: 341764, [18/84], (task 0% complete) (9 seconds )
Preprocessor: Converted to UTF8 text: Schein.pdf.lex.utf8 (9 seconds )
Preprocessor: Unable to delete UTF8 cache document: Schein.pdf.lex.utf8 (10 seconds )
Preprocessor: Loading

Document #19: .../../Falbe.pdf, type: application/pdf, rsize:

261808, [19/84], (task 0% complete) (10 seconds )
Preprocessor: Converted to UTF8 text: Falbe.pdf.lex.utf8 (10 seconds )
Preprocessor: Unable to delete UTF8 cache document: Falbe.pdf.lex.utf8 (10 seconds )
Preprocessor: Loading

Document #20: .../../Raven.pdf, type: application/pdf,

rsize: 240169, [20/84], (task 0% complete) (10 seconds )
Preprocessor: Converted to UTF8 text: Raven.pdf.lex.utf8 (11 seconds )
Preprocessor: Unable to delete UTF8 cache document: Raven.pdf.lex.utf8 (11 seconds )
Preprocessor: Loading

Document #21: .../../Jermier.pdf, type: application/pdf,

rsize: 359362, [21/84], (task 0% complete) (11 seconds )
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Preprocessor: Converted to UTF8 text: Jermier.pdf.lex.utf8 (11 seconds )
Preprocessor: Unable to delete UTF8 cache document: Jermier.pdf.lex.utf8 (11 seconds
) Preprocessor: Loading

Document #22: .../../Stogdill.pdf, type: application/pdf,

rsize: 357037, [22/84], (task 0% complete) (11 seconds )
Preprocessor: Converted to UTF8 text: Stogdill.pdf.lex.utf8 (12 seconds )
Preprocessor: Unable to delete UTF8 cache document: Stogdill.pdf.lex.utf8 (12 seconds
) Preprocessor: Loading

Document #23: .../../Cashman.pdf, type: application/pdf,

rsize: 296360, [23/84], (task 0% complete) (12 seconds )
Preprocessor: Converted to UTF8 text: Cashman.pdf.lex.utf8 (13 seconds )
Preprocessor: Unable to delete UTF8 cache document: Cashman.pdf.lex.utf8 (13
seconds) Preprocessor: Loading

Document #24: .../../Hollander.pdf, type:

application/pdf, rsize: 137201, [24/84], (task 0% complete) (13 seconds )
Preprocessor: Converted to UTF8 text: Hollander.pdf.lex.utf8 (13 seconds )
Preprocessor: Unable to delete UTF8 cache document: Hollander.pdf.lex.utf8 (13
seconds ) Preprocessor: Loading

Document #25: .../../Bass1.pdf, type:

application/pdf, rsize: 259196, [25/84], (task 0% complete) (13 seconds )
Preprocessor: Converted to UTF8 text: Bass1.pdf.lex.utf8 (14 seconds )
Preprocessor: Unable to delete UTF8 cache document: Bass1.pdf.lex.utf8 (14 seconds )
Preprocessor: Loading

Document #26: .../../DuBois.pdf, type: application/pdf,

rsize: 122153, [26/84], (task 0% complete) (14 seconds )
Preprocessor: Converted to UTF8 text: DuBois.pdf.lex.utf8 (14 seconds )
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Preprocessor: Unable to delete UTF8 cache document: DuBois.pdf.lex.utf8 (14 seconds
) Preprocessor: Loading

Document #27: .../../Marx.pdf, type: application/pdf, rsize:

163390, [27/84], (task 0% complete) (14 seconds )
Preprocessor: Converted to UTF8 text: Marx.pdf.lex.utf8 (14 seconds )
Preprocessor: Unable to delete UTF8 cache document: Marx.pdf.lex.utf8 (14 seconds )
Preprocessor: Loading

Document #28: .../../Mornay.pdf, type: application/pdf,

rsize: 140546, [28/84], (task 0% complete) (14 seconds )
Preprocessor: Converted to UTF8 text: Mornay.pdf.lex.utf8 (15 seconds )
Preprocessor: Unable to delete UTF8 cache document: Mornay.pdf.lex.utf8 (15 seconds
) Preprocessor: Loading

Document #29: .../../Thoreau.pdf, type: application/pdf,

rsize: 171652, [29/84], (task 0% complete) (15 seconds )
Preprocessor: Converted to UTF8 text: Thoreau.pdf.lex.utf8 (15 seconds )
Preprocessor: Unable to delete UTF8 cache document: Thoreau.pdf.lex.utf8 (15 seconds
) Preprocessor: Loading

Document #30: .../../Walker.pdf, type: application/pdf,

rsize: 106642, [30/84], (task 0% complete) (15 seconds )
Preprocessor: Converted to UTF8 text: Walker.pdf.lex.utf8 (15 seconds )
Preprocessor: Unable to delete UTF8 cache document: Walker.pdf.lex.utf8 (15 seconds
) Preprocessor: Loading

Document #31: .../../Aquinas.pdf, type: application/pdf,

rsize: 137151, [31/84], (task 0% complete) (15 seconds )
Preprocessor: Converted to UTF8 text: Aquinas.pdf.lex.utf8 (15 seconds )
Preprocessor: Unable to delete UTF8 cache document: Aquinas.pdf.lex.utf8 (15 seconds
) Preprocessor: Loading

Document #32: .../../Freud.pdf, type: application/pdf,

rsize: 106123, [32/84], (task 0% complete) (15 seconds )
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Preprocessor: Converted to UTF8 text: Freud.pdf.lex.utf8 (16 seconds )
Preprocessor: Unable to delete UTF8 cache document: Freud.pdf.lex.utf8 (16 seconds )
Preprocessor: Loading

Document #33: .../../Machiavelli1.pdf, type:

application/pdf, rsize: 143536, [33/84], (task 0% complete) (16 seconds )
Preprocessor: Converted to UTF8 text: Machiavelli1.pdf.lex.utf8 (16 seconds )
Preprocessor: Unable to delete UTF8 cache document: Machiavelli1.pdf.lex.utf8 (16
seconds ) Preprocessor: Loading Document #34: .../../Mill.pdf, type: application/pdf,
rsize: 71365, [34/84], (task 0% complete) (16 seconds )
Preprocessor: Converted to UTF8 text: Mill.pdf.lex.utf8 (16 seconds )
Preprocessor: Unable to delete UTF8 cache document: Mill.pdf.lex.utf8 (16 seconds )
Preprocessor: Loading

Document #35: .../../Pizan.pdf, type: application/pdf, rsize:

76261, [35/84], (task 0% complete) (16 seconds )
Preprocessor: Converted to UTF8 text: Pizan.pdf.lex.utf8 (16 seconds )
Preprocessor: Unable to delete UTF8 cache document: Pizan.pdf.lex.utf8 (16 seconds )
Preprocessor: Loading

Document #36: .../../Plato2.pdf, type: application/pdf,

rsize: 196182, [36/84], (task 0% complete) (16 seconds )
Preprocessor: Converted to UTF8 text: Plato2.pdf.lex.utf8 (17 seconds )
Preprocessor: Unable to delete UTF8 cache document: Plato2.pdf.lex.utf8 (17 seconds )
Preprocessor: Loading

Document #37: .../../Smith.pdf, type: application/pdf,

rsize: 84295, [37/84], (task 0% complete) (17 seconds )
Preprocessor: Converted to UTF8 text: Smith.pdf.lex.utf8 (17 seconds )
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Preprocessor: Unable to delete UTF8 cache document: Smith.pdf.lex.utf8 (17 seconds )
Preprocessor: Loading

Document #38: .../../Woolf.pdf, type: application/pdf,

rsize: 111603, [38/84], (task 0% complete) (17 seconds )
Preprocessor: Converted to UTF8 text: Woolf.pdf.lex.utf8 (17 seconds )
Preprocessor: Unable to delete UTF8 cache document: Woolf.pdf.lex.utf8 (17 seconds )
Preprocessor: Loading

Document #39: .../../Calvin.pdf, type: application/pdf,

rsize: 221819, [39/84], (task 0% complete) (17 seconds )
Preprocessor: Converted to UTF8 text: Calvin.pdf.lex.utf8 (18 seconds )
Preprocessor: Unable to delete UTF8 cache document: Calvin.pdf.lex.utf8 (18 seconds )
Preprocessor: Loading

Document #40: .../../Hobbes.pdf, type: application/pdf,

rsize: 222308, [40/84], (task 0% complete) (18 seconds )
Preprocessor: Converted to UTF8 text: Hobbes.pdf.lex.utf8 (18 seconds )
Preprocessor: Unable to delete UTF8 cache document: Hobbes.pdf.lex.utf8 (18 seconds
) Preprocessor: Loading

Document #41: .../../Hume.pdf, type: application/pdf,

rsize: 152821, [41/84], (task 0% complete) (18 seconds )
Preprocessor: Converted to UTF8 text: Hume.pdf.lex.utf8 (18 seconds )
Preprocessor: Unable to delete UTF8 cache document: Hume.pdf.lex.utf8 (18 seconds )
Preprocessor: Loading

Document #42: .../../James.pdf, type: application/pdf,

rsize: 197773, [42/84], (task 0% complete) (18 seconds )
Preprocessor: Converted to UTF8 text: James.pdf.lex.utf8 (19 seconds )
Preprocessor: Unable to delete UTF8 cache document: James.pdf.lex.utf8 (19 seconds )
Preprocessor: Loading

Document #43: .../../Levellers.pdf, type: application/pdf,

rsize: 42550, [43/84], (task 0% complete) (19 seconds )

310

Preprocessor: Converted to UTF8 text: Levellers.pdf.lex.utf8 (19 seconds )
Preprocessor: Unable to delete UTF8 cache document: Levellers.pdf.lex.utf8 (19
seconds) Preprocessor: Loading

Document #44: .../../Locke.pdf, type:

application/pdf, rsize: 206849, [44/84], (task 0% complete) (19 seconds )
Preprocessor: Converted to UTF8 text: Locke.pdf.lex.utf8 (19 seconds )
Preprocessor: Unable to delete UTF8 cache document: Locke.pdf.lex.utf8 (19 seconds )
Preprocessor: Loading

Document #45: .../../Aristotle.pdf, type: application/pdf,

rsize: 126691, [45/84], (task 0% complete) (19 seconds )
Preprocessor: Converted to UTF8 text: Aristotle.pdf.lex.utf8 (19 seconds )
Preprocessor: Unable to delete UTF8 cache document: Aristotle.pdf.lex.utf8 (19 seconds
) Preprocessor: Loading

Document #46: .../../Kant.pdf, type: application/pdf, rsize:

129176, [46/84], (task 0% complete) (19 seconds )
Preprocessor: Converted to UTF8 text: Kant.pdf.lex.utf8 (19 seconds )
Preprocessor: Unable to delete UTF8 cache document: Kant.pdf.lex.utf8 (19 seconds )
Preprocessor: Loading

Document #47: .../../Madison.pdf, type: application/pdf,

rsize: 87756, [47/84], (task 0% complete) (19 seconds )
Preprocessor: Converted to UTF8 text: Madison.pdf.lex.utf8 (19 seconds )
Preprocessor: Unable to delete UTF8 cache document: Madison.pdf.lex.utf8 (20
seconds) Preprocessor: Loading

Document #48: .../../Nietzsche.pdf, type:

application/pdf, rsize: 123148, [48/84], (task 0% complete) (20 seconds )
Preprocessor: Converted to UTF8 text: Nietzsche.pdf.lex.utf8 (20 seconds )
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Preprocessor: Unable to delete UTF8 cache document: Nietzsche.pdf.lex.utf8 (20
seconds) Preprocessor: Loading

Document #49: .../../Plato1.pdf, type:

application/pdf, rsize: 151504, [49/84], (task 0% complete) (20 seconds )
Preprocessor: Converted to UTF8 text: Plato1.pdf.lex.utf8 (20 seconds )
Preprocessor: Unable to delete UTF8 cache document: Plato1.pdf.lex.utf8 (20 seconds )
Preprocessor: Loading

Document #50: .../../Rousseau.pdf, type: application/pdf,

rsize: 199840, [50/84], (task 0% complete) (20 seconds )
Preprocessor: Converted to UTF8 text: Rousseau.pdf.lex.utf8 (20 seconds )
Preprocessor: Unable to delete UTF8 cache document: Rousseau.pdf.lex.utf8 (20
seconds) Preprocessor: Loading

Document #51: .../../Dewey.pdf, type:

application/pdf, rsize: 156157, [51/84], (task 0% complete) (20 seconds )
Preprocessor: Converted to UTF8 text: Dewey.pdf.lex.utf8 (20 seconds )
Preprocessor: Unable to delete UTF8 cache document: Dewey.pdf.lex.utf8 (20 seconds )
Preprocessor: Loading

Document #52: .../../Emerson.pdf, type: application/pdf,

rsize: 138952, [52/84], (task 0% complete) (20 seconds )
Preprocessor: Converted to UTF8 text: Emerson.pdf.lex.utf8 (21 seconds )
Preprocessor: Unable to delete UTF8 cache document: Emerson.pdf.lex.utf8 (21
seconds) Preprocessor: Loading

Document #53: .../../Hegel.pdf, type:

application/pdf, rsize: 94046, [53/84], (task 0% complete) (21 seconds )
Preprocessor: Converted to UTF8 text: Hegel.pdf.lex.utf8 (21 seconds )
Preprocessor: Unable to delete UTF8 cache document: Hegel.pdf.lex.utf8 (21 seconds )
Preprocessor: Loading

Document #54: .../../Machiavelli2.pdf, type:

application/pdf, rsize: 53002, [54/84], (task 0% complete) (21 seconds )
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Preprocessor: Converted to UTF8 text: Machiavelli2.pdf.lex.utf8 (21 seconds )
Preprocessor: Unable to delete UTF8 cache document: Machiavelli2.pdf.lex.utf8 (21
seconds ) Preprocessor: Loading

Document #55: .../../Stanton.pdf, type:

application/pdf, rsize: 98962, [55/84], (task 0% complete) (21 seconds )
Preprocessor: Converted to UTF8 text: Stanton.pdf.lex.utf8 (21 seconds )
Preprocessor: Unable to delete UTF8 cache document: Stanton.pdf.lex.utf8 (21 seconds
) Preprocessor: Loading

Document #56: .../../Wollstonecraft.pdf, type:

application/pdf, rsize: 156884, [56/84], (task 0% complete) (21 seconds )
Preprocessor: Converted to UTF8 text: Wollstonecraft.pdf.lex.utf8 (22 seconds )
Preprocessor: Unable to delete UTF8 cache document: Wollstonecraft.pdf.lex.utf8 (22
seconds ) Preprocessor: Loading

Document #57: .../../Arendt.pdf, type:

application/pdf, rsize: 495099, [57/84], (task 0% complete) (22 seconds )
Preprocessor: Converted to UTF8 text: Arendt.pdf.lex.utf8 (23 seconds )
Preprocessor: Unable to delete UTF8 cache document: Arendt.pdf.lex.utf8 (23 seconds )
Preprocessor: Loading

Document #58: .../../Foucault.pdf, type: application/pdf,

rsize: 161963, [58/84], (task 0% complete) (23 seconds )
Preprocessor: Converted to UTF8 text: Foucault.pdf.lex.utf8 (23 seconds )
Preprocessor: Unable to delete UTF8 cache document: Foucault.pdf.lex.utf8 (23
seconds) Preprocessor: Loading

Document #59: .../../Mansbridge.pdf, type:

application/pdf, rsize: 287117, [59/84], (task 0% complete) (23 seconds )
Preprocessor: Converted to UTF8 text: Mansbridge.pdf.lex.utf8 (24 seconds )
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Preprocessor: Unable to delete UTF8 cache document: Mansbridge.pdf.lex.utf8 (24
seconds ) Preprocessor: Loading

Document #60: .../../Russell.pdf, type:

application/pdf, rsize: 172323, [60/84], (task 0% complete) (24 seconds )
Preprocessor: Converted to UTF8 text: Russell.pdf.lex.utf8 (24 seconds )
Preprocessor: Unable to delete UTF8 cache document: Russell.pdf.lex.utf8 (24 seconds
) Preprocessor: Loading

Document #61: .../../Burns.pdf, type: application/pdf,

rsize: 241700, [61/84], (task 0% complete) (24 seconds )
Preprocessor: Converted to UTF8 text: Burns.pdf.lex.utf8 (25 seconds )
Preprocessor: Unable to delete UTF8 cache document: Burns.pdf.lex.utf8 (25 seconds )
Preprocessor: Loading

Document #62: .../../Greenleaf.pdf, type: application/pdf,

rsize: 96806, [62/84], (task 0% complete) (25 seconds )
Preprocessor: Converted to UTF8 text: Greenleaf.pdf.lex.utf8 (25 seconds )
Preprocessor: Unable to delete UTF8 cache document: Greenleaf.pdf.lex.utf8 (25
seconds) Preprocessor: Loading

Document #63: .../../Laskin.pdf, type:

application/pdf, rsize: 443237, [63/84], (task 0% complete) (25 seconds )
Preprocessor: Converted to UTF8 text: Laskin.pdf.lex.utf8 (26 seconds )
Preprocessor: Unable to delete UTF8 cache document: Laskin.pdf.lex.utf8 (26 seconds )
Preprocessor: Loading

Document #64: .../../Rost.pdf, type: application/pdf, rsize:

352779, [64/84], (task 0% complete) (26 seconds )
Preprocessor: Converted to UTF8 text: Rost.pdf.lex.utf8 (26 seconds )
Preprocessor: Unable to delete UTF8 cache document: Rost.pdf.lex.utf8 (27 seconds )
Preprocessor: Loading

Document #65: .../../Senge.pdf, type: application/pdf,

rsize: 185403, [65/84], (task 0% complete) (27 seconds )
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Preprocessor: Converted to UTF8 text: Senge.pdf.lex.utf8 (27 seconds )
Preprocessor: Unable to delete UTF8 cache document: Senge.pdf.lex.utf8 (27 seconds )
Preprocessor: Loading

Document #66: .../../Berlin.pdf, type: application/pdf,

rsize: 219489, [66/84], (task 0% complete) (27 seconds )
Preprocessor: Converted to UTF8 text: Berlin.pdf.lex.utf8 (27 seconds )
Preprocessor: Unable to delete UTF8 cache document: Berlin.pdf.lex.utf8 (27 seconds )
Preprocessor: Loading

Document #67: .../../Bowie.pdf, type: application/pdf,

rsize: 248901, [67/84], (task 0% complete) (27 seconds )
Preprocessor: Converted to UTF8 text: Bowie.pdf.lex.utf8 (28 seconds )
Preprocessor: Unable to delete UTF8 cache document: Bowie.pdf.lex.utf8 (28 seconds )
Preprocessor: Loading

Document #68: .../../Burns.pdf, type: application/pdf,

rsize: 215186, [68/84], (task 0% complete) (28 seconds )
Preprocessor: Converted to UTF8 text: Burns.pdf.lex.utf8 (28 seconds )
Preprocessor: Unable to delete UTF8 cache document: Burns.pdf.lex.utf8 (28 seconds )
Preprocessor: Loading

Document #69: .../../Ciulla.pdf, type: application/pdf,

rsize: 307864, [69/84], (task 0% complete) (28 seconds )
Preprocessor: Converted to UTF8 text: Ciulla.pdf.lex.utf8 (29 seconds )
Preprocessor: Unable to delete UTF8 cache document: Ciulla.pdf.lex.utf8 (29 seconds )
Preprocessor: Loading

Document #70: .../../Hill.pdf, type: application/pdf, rsize:

205195, [70/84], (task 0% complete) (29 seconds )
Preprocessor: Converted to UTF8 text: Hill.pdf.lex.utf8 (29 seconds )
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Preprocessor: Unable to delete UTF8 cache document: Hill.pdf.lex.utf8 (29 seconds )
Preprocessor: Loading

Document #71: .../../Walzer.pdf, type: application/pdf,

rsize: 265031, [71/84], (task 0% complete) (29 seconds )
Preprocessor: Converted to UTF8 text: Walzer.pdf.lex.utf8 (30 seconds )
Preprocessor: Unable to delete UTF8 cache document: Walzer.pdf.lex.utf8 (30 seconds )
Preprocessor: Loading

Document #72: .../../Barber.pdf, type: application/pdf,

rsize: 249625, [72/84], (task 0% complete) (30 seconds )
Preprocessor: Converted to UTF8 text: Barber.pdf.lex.utf8 (30 seconds )
Preprocessor: Unable to delete UTF8 cache document: Barber.pdf.lex.utf8 (30 seconds )
Preprocessor: Loading

Document #73: .../../Blumen.pdf, type: application/pdf,

rsize: 289093, [73/84], (task 0% complete) (30 seconds )
Preprocessor: Converted to UTF8 text: Blumen.pdf.lex.utf8 (31 seconds )
Preprocessor: Unable to delete UTF8 cache document: Blumen.pdf.lex.utf8 (31 seconds
) Preprocessor: Loading

Document #74: .../../Heifetz.pdf, type: application/pdf,

rsize: 306082, [74/84], (task 0% complete) (31 seconds )
Preprocessor: Converted to UTF8 text: Heifetz.pdf.lex.utf8 (31 seconds )
Preprocessor: Unable to delete UTF8 cache document: Heifetz.pdf.lex.utf8 (31 seconds
) Preprocessor: Loading

Document #75: .../../Phillips.pdf, type: application/pdf,

rsize: 226545, [75/84], (task 0% complete) (31 seconds )
Preprocessor: Converted to UTF8 text: Phillips.pdf.lex.utf8 (32 seconds )
Preprocessor: Unable to delete UTF8 cache document: Phillips.pdf.lex.utf8 (32 seconds
) Preprocessor: Loading

Document #76: .../../West.pdf, type: application/pdf, rsize:

264240, [76/84], (task 0% complete) (32 seconds )
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Preprocessor: Converted to UTF8 text: West.pdf.lex.utf8 (32 seconds )
Preprocessor: Unable to delete UTF8 cache document: West.pdf.lex.utf8 (32 seconds )
Preprocessor: Loading

Document #77: .../../Adler.pdf, type: application/pdf,

rsize: 359400, [77/84], (task 0% complete) (32 seconds )
Preprocessor: Converted to UTF8 text: Adler.pdf.lex.utf8 (33 seconds )
Preprocessor: Unable to delete UTF8 cache document: Adler.pdf.lex.utf8 (33 seconds )
Preprocessor: Loading

Document #78: .../../Gupta.pdf, type: application/pdf,

rsize: 633581, [78/84], (task 0% complete) (33 seconds )
Preprocessor: Converted to UTF8 text: Gupta.pdf.lex.utf8 (34 seconds )
Preprocessor: Unable to delete UTF8 cache document: Gupta.pdf.lex.utf8 (35 seconds )
Preprocessor: Loading

Document #79: .../../Hofstede.pdf, type: application/pdf,

rsize: 372139, [79/84], (task 0% complete) (35 seconds )
Preprocessor: Converted to UTF8 text: Hofstede.pdf.lex.utf8 (35 seconds )
Preprocessor: Unable to delete UTF8 cache document: Hofstede.pdf.lex.utf8 (35
seconds) Preprocessor: Loading

Document #80: .../../Nussbaum.pdf, type:

application/pdf, rsize: 268236, [80/84], (task 0% complete) (35 seconds )
Preprocessor: Converted to UTF8 text: Nussbaum.pdf.lex.utf8 (36 seconds )
Preprocessor: Unable to delete UTF8 cache document: Nussbaum.pdf.lex.utf8 (36
seconds ) Preprocessor: Loading

Document #81: .../../Carson.pdf, type:

application/pdf, rsize: 136065, [81/84], (task 0% complete) (36 seconds )
Preprocessor: Converted to UTF8 text: Carson.pdf.lex.utf8 (36 seconds )
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Preprocessor: Unable to delete UTF8 cache document: Carson.pdf.lex.utf8 (36 seconds )
Preprocessor: Loading

Document #82: .../../Couto.pdf, type: application/pdf,

rsize: 264217, [82/84], (task 0% complete) (36 seconds )
Preprocessor: Converted to UTF8 text: Couto.pdf.lex.utf8 (37 seconds )
Preprocessor: Unable to delete UTF8 cache document: Couto.pdf.lex.utf8 (37 seconds )
Preprocessor: Loading

Document #83: .../../Feire.pdf, type: application/pdf, rsize:

280816, [83/84], (task 0% complete) (37 seconds )
Preprocessor: Converted to UTF8 text: Feire.pdf.lex.utf8 (37 seconds )
Preprocessor: Unable to delete UTF8 cache document: Feire.pdf.lex.utf8 (37 seconds )
Preprocessor: Loading

Document #84: .../../King.pdf, type: application/pdf, rsize:

188380, [84/84], (task 0% complete) (37 seconds )
Preprocessor: Converted to UTF8 text: King.pdf.lex.utf8 (38 seconds )
Preprocessor: Unable to delete UTF8 cache document: King.pdf.lex.utf8 (38 seconds )
Preprocessor: Document count: 84 (38 seconds )
Preprocessor: Fully processed data size: 2732506 (38 seconds ) Preprocessor: Sentence
end token count: 293 (38 seconds ) Preprocessor: Close paragraph count: 45063 (38
seconds ) Preprocessor: Close paragraph [sentence] count:0 (38 seconds ) Preprocessor:
Close paragraph [heading] count: 0 (38 seconds ) Preprocessor: Close paragraph [line]
count: 0 (38 seconds ) Preprocessor: Isolated close paragraph count: 0 (38 seconds )
Preprocessor: Sentences with zero names and words: 249 (38 seconds )
Preprocessor: Sentences failing prose test / minimum stopword count: 44 (38 seconds )
Preprocessor: Sentences with percentage of names above allowed threshold: 0 (38
seconds ) Preprocessor: Maximum sentence length: 400 (38 seconds )
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Preprocessor: Sentence(s) exceeding maximum sentence length: 0 (38 seconds )
Preprocessor: Duplicate sentence: Sentence(s) processed: 0 (38 seconds ) Preprocessor:
Duplicate sentence: Sentences considered as unique: 0 (38 seconds ) Preprocessor:
Duplicate sentence: Sentences identified as duplicate: 0 (38 seconds ) Preprocessor:
Sentence end token count: 38317 (38 seconds )
Preprocessor: Close paragraph count: 9184 (38 seconds ) Preprocessor: Close paragraph
[sentence] count:0 (38 seconds ) Preprocessor: Close paragraph [heading] count: 0 (38
seconds ) Preprocessor: Close paragraph [line] count: 0 (38 seconds ) Preprocessor:
Isolated close paragraph count: 0 (38 seconds )
Preprocessor: Sentences with zero names and words: 7607 (38 seconds )
Preprocessor: Sentences failing prose test / minimum stopword count: 6714 (38 seconds
) Preprocessor: Sentences with percentage of names above allowed threshold: 0 (38
seconds ) Preprocessor: Maximum sentence length: 400 (38 seconds )
Preprocessor: Sentence(s) exceeding maximum sentence length: 594 (38 seconds )
Preprocessor: Duplicate sentence: Sentence(s) processed: 25496 (38 seconds )
Preprocessor: Duplicate sentence: Sentences considered as unique: 25317 (38 seconds )
Preprocessor: Duplicate sentence: Sentences identified as duplicate: 179 (38 seconds )
Preprocessor: finished. (38 seconds )
Experiment 2 Data Language Iteration 4 Capabilities Baseline Preprocessor elapsed
time: 38 second(s) , [38149 ms]
End Experiment 2 Data Language Iteration 4 Capabilities Baseline Preprocessor at:Tue
Sep 30 15:26:40 ADT 2014, [1412101600877]
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***
Start Experiment 2 Data Language Iteration 4 Capabilities Baseline Text Statistics at
Tue Sep 30 15:26:41 ADT 2014 [1412101601111]
Text Statistics: Parse (0 milliseconds )
Text Statistics: Processed data size:2732506 (0 milliseconds )
Text Statistics: candidate initial word, name, tag frequency map capacities: [109300,
40988, 2733]. (94 milliseconds )
Text Statistics: working initial word, name, tag frequency map capacities: [109300,
40988, 2733]. (94 milliseconds )

Text

Statistics:

Block count:13675 (235 milliseconds )

Text

Statistics:

Section count:84 (235 milliseconds )

Text

Statistics:

Sentence count: 25317 (235 milliseconds )

Text

Statistics:

Average sentences per block: 1.8513346 (235 milliseconds )

Text

Statistics:

Total name-like terms: 24 (235 milliseconds )

Text

Statistics:

Distinct name-like terms: 24 (235 milliseconds )

Text

Statistics:

Total word-like terms: 266212 (235 milliseconds )

Text

Statistics:

Distinct word-like terms: 26628 (235 milliseconds )

Text

Statistics:

Total terms: 266236 (250 milliseconds )

Text

Statistics:

Distinct terms: 26652 (250 milliseconds )

Text

Statistics:

Tag frequency map size: 0 (250 milliseconds )

Text

Statistics:

Save text statistics (250 milliseconds )

Text

Statistics:

Writing text statistics. (250 milliseconds )
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Text

Statistics:

Writing Top 400 words and percentage frequency (250

milliseconds )
Text

Statistics:

Writing Top 24 names and percentage frequency (328

milliseconds)
Text

Statistics:

Writing 0 tags and percentage frequency (328 milliseconds )

Text

Statistics:

word list size: 253682 (344 milliseconds )

Text

Statistics:

name list size: 298 (344 milliseconds )

Text

Statistics:

Save low frequency list (344 milliseconds )

Text

Statistics:

Low Frequency threshold: 0 (344 milliseconds )

Text

Statistics:

Save top symbols (344 milliseconds )

Text

Statistics:

top symbols size: 1139021 (422 milliseconds )

Text

Statistics:

Text Statistics Complete. (422 milliseconds )

Text Statistics: complete. (422 milliseconds )
Experiment 2 Data Language Iteration 4 Capabilities Baseline Text Statistics elapsed
time: 422 millisecond(s) , [422 ms]
End Experiment 2 Data Language Iteration 4 Capabilities Baseline Text Statistics at:Tue
Sep 30 15:26:41 ADT 2014, [1412101601533]

***
Start Experiment 2 Data Language Iteration 4 Capabilities BaselineRemove Low
Frequency at Tue Sep 30 15:26:42 ADT 2014 [1412101602736]
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Remove Low Frequency: No low frequency terms to remove. (0 milliseconds ) Remove
Low Frequency: Remove Low Frequency Finished. (0 milliseconds ) Remove Low
Frequency: complete. (0 milliseconds )
Experiment 2 Data Language Iteration 4 Capabilities Baseline

Remove Low

Frequency elapsed time: 0 millisecond(s) , [0 ms]
End Experiment 2 Data Language Iteration 4 Capabilities Baseline Remove Low
Frequency at:Tue Sep 30 15:26:42 ADT 2014, [1412101602736]

***
Start Experiment 2 Data Language Iteration 4 Capabilities Baseline Index at Tue Sep 30
15:26:44 ADT 2014 [1412101604346]
Index: Indexing will occur during classification.

(0 milliseconds ) Index: complete.

(0 milliseconds )
Experiment 2 Data Language Iteration 4 Capabilities Baseline Index elapsed time: 0
millisecond(s)
, [0 ms]
End Experiment 2 Data Language Iteration 4 Capabilities Baseline Index at:Tue Sep 30
15:26:44 ADT 2014, [1412101604346]

***
Start Experiment 2 Data Language Iteration 4 Capabilities Baseline Find Seeds at Tue
Sep 30 15:26:46 ADT 2014 [1412101606002]
Find Seeds: Load Text Statistics. (0 milliseconds )
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Find Seeds: Number of sentences:25317 (16 milliseconds ) Find Seeds: Number of tags:
0 (16 milliseconds )
Find Seeds: Associate symbols with concepts for 25317 sentences. (16 milliseconds )
Find Seeds: Number of symbols: 26652 (94 milliseconds )
Find Seeds: Number of concepts to find: 101 [AUTO] (94 milliseconds ) Find Seeds:
Desired percentage of names:0 (94 milliseconds )
Find Seeds: Target number of names:0 (94 milliseconds ) Find Seeds: Available name
symbols: 24 (109 milliseconds )
Find Seeds: Available word symbols: 26628 (109 milliseconds )
Find Seeds: Get top symbols by frequency, max names: 24, top words: 333 (109
milliseconds ) Find Seeds: Calculated chunk size: 357, (top symbol count: 357, total
symbols: 26652) (172 milliseconds )
Find Seeds: Initial symbol map size: 25125 (172 milliseconds )
Find Seeds: Network chunk for symbol range:[0,357] (172 milliseconds ) Find Seeds:
Process symbol set: #1 (172 milliseconds )
Find Seeds: Start Processing Documents: 0 (172 milliseconds ) Find Seeds: Auto seed
option: true (172 milliseconds )
Find Seeds: Sampling size: 1 [AUTO] (172 milliseconds )
Find Seeds: concept frequency accept range: [0.015, 1.0] inclusive. (172 milliseconds )
Find Seeds: Bigram detection threshold: OFF (172 milliseconds )
Find Seeds: Concepts removed below minimum cull in this chunk: 24 (2 seconds )
Find Seeds: Total concepts removed below minimum cull: 24 (2 seconds ) Find Seeds:
Write auto flex seeds count:101 (2 seconds )
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Find Seeds: Write auto fixed seeds count:0 (2 seconds ) Find Seeds: Post find Seed
merge. (2 seconds )
Find Seeds: merge auto flex seeds count:101 (2 seconds ) Find Seeds: merge auto fixed
seeds count:0 (2 seconds )
Find Seeds: Flexible concept seed(s) total count:104 (2 seconds ) Find Seeds: Fixed
concept seed(s) total count:0 (2 seconds )
Find Seeds: Find Seeds finished. (2 seconds ) Find Seeds: complete. (2 seconds )
Experiment 2 Data Language Iteration 4 Capabilities Baseline Find Seeds elapsed time:
2 second(s)
, [2672 ms]
End Experiment 2 Data Language Iteration 4 Capabilities Baseline Find Seeds at:Tue
Sep 30 15:26:48 ADT 2014, [1412101608674]

***
Start Experiment 2 Data Language Iteration 4 Capabilities Baseline Learn at Tue Sep 30
15:26:49 ADT 2014 [1412101609205]
Learn: merge auto flex seeds count:101 (16 milliseconds ) Learn: merge auto fixed
seeds count:0 (16 milliseconds )
Learn: Flexible concept seed(s) total count:104 (16 milliseconds ) Learn: Fixed concept
seed(s) total count:0 (16 milliseconds ) Learn: merge auto flex seeds count:101 (16
milliseconds )
Learn: merge auto fixed seeds count:0 (16 milliseconds )

324

Learn: Flexible concept seed(s) total count:104 (16 milliseconds ) Learn: Fixed concept
seed(s) total count:0 (16 milliseconds ) Learn: Include auto and user flexible seeds. (32
milliseconds ) Learn: Flexible seeds count:132 (32 milliseconds )
Learn: Flexible seeds TAG count: 0 (32 milliseconds ) Learn: Seed merge. (32
milliseconds )
Learn: iteration count: 8 (25 seconds )
Learn: Write Phrases (0 elements). (25 seconds )
Learn: Write Primary Thesaurus (104 elements). (25 seconds ) Learn:
normaliseLexicon: supervised: false (25 seconds ) Learn: Learn finished. (1 minute 36
seconds )
Learn: complete (1 minute 36 seconds )
Experiment 2 Data Language Iteration 4 Capabilities Baseline Learn elapsed time: 1
minute(s) 36 second(s) , [96459 ms]
End Experiment 2 Data Language Iteration 4 Capabilities Baseline Learn at:Tue Sep 30
15:28:25 ADT 2014, [1412101705664]

***
Start Experiment 2 Data Language Iteration 4 Capabilities Baseline Classify at Tue Sep
30 15:28:26 ADT 2014 [1412101706742]
Classify: Available phrases: 0 (438 milliseconds ) Classify: Start 13675 blocks. (453
milliseconds )
Classify: Total word-like terms processed: 266212 (4 seconds ) Classify: Total namelike terms processed: 24 (4 seconds ) Classify: Total evidence terms processed.7434 (4
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seconds ) Classify: Total sentences processed: 25317 (4 seconds ) Classify: Total
paragraphs processed: 54247 (4 seconds ) Classify: Total blocks processed: 13675 (4
seconds )
Classify: Total sections processed: 84 (4 seconds ) Classify: Total empty section count:
1 (4 seconds ) Classify: Term Indexer report: (4 seconds )
Classify: Total word-like terms processed: 266212 (4 seconds ) Classify: Total namelike terms processed: 24 (4 seconds ) Classify: Total evidence terms processed.7434 (4
seconds ) Classify: Total sentences processed: 25317 (4 seconds ) Classify: Total
paragraphs processed: 54247 (4 seconds ) Classify: Total blocks processed: 13675 (4
seconds )
Classify: Total sections processed: 84 (4 seconds ) Classify: Total block count:
13675/13675 (4 seconds ) Classify: Total section count: 84 (4 seconds )
Classify: Document Summary generation: true (4 seconds ) Classify: Generating entities
data. (6 seconds ) Classify: Concept statistics byte count:0 (6 seconds ) Classify:
Classification finished. (6 seconds ) Classify: complete. (6 seconds )
Experiment 2 Data Language Iteration 4 Capabilities Baseline Classify elapsed time: 6
second(s) , [6782 ms]
End Experiment 2 Data Language Iteration 4 Capabilities Baseline Classify at:Tue Sep
30 15:28:33 ADT 2014, [1412101713524]

***
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Start Experiment 2 Data Language Iteration 4 Capabilities Baseline Cluster at Tue Sep
30 15:28:34 ADT 2014 [1412101714586]
Cluster: phase 1. Concept count: 94 (63 milliseconds )
Cluster: Iterate (1000) (78 milliseconds )
Cluster: phase 2. (4 seconds )
Cluster: Plot 94 entitie(s) (4 seconds ) Cluster: Creating markers. (4 seconds )
Cluster: Creating marker set from 94 entities. (4 seconds )
Cluster: Markers size: 94, Calculate themes, % theme size:33 (5 seconds ) Cluster:
Themes hierarchy size: 94 (5 seconds )
Cluster: Clustering complete. (5 seconds ) Cluster: complete. (5 seconds )
Experiment 2 Data Language Iteration 4 Capabilities Baseline Cluster elapsed time: 5
second(s) , [5563 ms]
End Experiment 2 Data Language Iteration 4 Capabilities Baseline Cluster at:Tue Sep
30 15:28:40 ADT 2014, [1412101720149]
Experiment 3 – Recent Years
Project: Experiment 3 Recent theories log System properties:java.vm.vendor: Oracle
Corporation, java.version: 1.7.0_55, java.vm.name: Java HotSpot(TM) Client VM,
java.runtime.version: 1.7.0_55-b13, os.name: Windows 8, os.arch: x86, os.version: 6.2
Leximancer Version: V4.00.25.L4 build:13558

***
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Start Experiment 3 Recent theories Preprocessor at Wed Oct 01 15:06:59 ADT 2014
[1412186819664] Preprocessor: Duplicate sentence detection enabled: true, sentence
map size: 8000 (47 milliseconds)
Preprocessor: Documents to process: 2, source document size: 528094 (47 milliseconds
) Preprocessor: Duplicate sentence detection enabled: true, sentence map size: 8000 (47
milliseconds)
Preprocessor: Loading

Document #1: .../../Grand unifying theory of leadership

implications for consulting psychology.pdf, type: application/pdf, rsize: 120550, [1/2],
(task 0% complete) (47 milliseconds )
Preprocessor: Converted to UTF8 text: Grand unifying theory of leadership implications
for consulting psychology.pdf.lex.utf8 (172 milliseconds )
Preprocessor: Unable to delete UTF8 cache document: Grand unifying theory of
leadership implications for consulting psychology.pdf.lex.utf8 (297 milliseconds )
Preprocessor: Loading

Document #2: .../../Leadership current and future

directions.pdf, type: application/pdf, rsize: 407544, [2/2], (task 0% complete) (297
milliseconds )
Preprocessor: Converted to UTF8 text: Leadership current and future
directions.pdf.lex.utf8 (516 milliseconds )
Preprocessor: Unable to delete UTF8 cache document: Leadership current and future
directions.pdf.lex.utf8 (672 milliseconds )
Preprocessor: Document count: 2 (672 milliseconds )
Preprocessor: Fully processed data size: 121787 (672 milliseconds ) Preprocessor:
Sentence end token count: 0 (672 milliseconds ) Preprocessor: Close paragraph count: 0
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(672 milliseconds ) Preprocessor: Close paragraph [sentence] count:0 (672 milliseconds
) Preprocessor: Close paragraph [heading] count: 0 (672 milliseconds ) Preprocessor:
Close paragraph [line] count: 0 (672 milliseconds ) Preprocessor: Isolated close
paragraph count: 0 (672 milliseconds )
Preprocessor: Sentences with zero names and words: 0 (672 milliseconds )
Preprocessor: Sentences failing prose test / minimum stopword count: 0 (672
milliseconds ) Preprocessor: Sentences with percentage of names above allowed
threshold: 0 (672 milliseconds ) Preprocessor: Maximum sentence length: 400 (672
milliseconds )
Preprocessor: Sentence(s) exceeding maximum sentence length: 0 (672 milliseconds )
Preprocessor: Duplicate sentence: Sentence(s) processed: 0 (672 milliseconds )
Preprocessor: Duplicate sentence: Sentences considered as unique: 0 (672 milliseconds )
Preprocessor: Duplicate sentence: Sentences identified as duplicate: 0 (672 milliseconds
) Preprocessor: Sentence end token count: 5722 (672 milliseconds )
Preprocessor: Close paragraph count: 339 (672 milliseconds ) Preprocessor: Close
paragraph [sentence] count:0 (672 milliseconds ) Preprocessor: Close paragraph
[heading] count: 0 (672 milliseconds ) Preprocessor: Close paragraph [line] count: 0
(672 milliseconds ) Preprocessor: Isolated close paragraph count: 0 (672 milliseconds )
Preprocessor: Sentences with zero names and words: 3570 (672 milliseconds )
Preprocessor: Sentences failing prose test / minimum stopword count: 1198 (672
milliseconds ) Preprocessor: Sentences with percentage of names above allowed
threshold: 0 (672 milliseconds ) Preprocessor: Maximum sentence length: 400 (672
milliseconds )
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Preprocessor: Sentence(s) exceeding maximum sentence length: 16 (672 milliseconds )
Preprocessor: Duplicate sentence: Sentence(s) processed: 1004 (672 milliseconds )
Preprocessor: Duplicate sentence: Sentences considered as unique: 966 (672
milliseconds) Preprocessor: Duplicate sentence: Sentences identified as duplicate: 38
(672 milliseconds ) Preprocessor: finished. (672 milliseconds )
Experiment 3 Recent theories Preprocessor elapsed time: 672 millisecond(s) , [672 ms]
End Experiment 3 Recent theories Preprocessor at:Wed Oct 01 15:07:00 ADT 2014,
[1412186820336]

***
Start Experiment 3 Recent theories Text Statistics at Wed Oct 01 15:07:01 ADT 2014
[1412186821321] Text Statistics: Parse (15 milliseconds )
Text Statistics: Processed data size:121787 (15 milliseconds )
Text Statistics: candidate initial word, name, tag frequency map capacities: [4871, 1827,
122]. (62 milliseconds )
Text Statistics: working initial word, name, tag frequency map capacities: [4871, 1827,
122]. (62 milliseconds )
Text Statistics: Block count:513 (78 milliseconds ) Text Statistics: Section count:2 (78
milliseconds ) Text Statistics: Sentence count: 966 (78 milliseconds )
Text Statistics: Average sentences per block: 1.8830409 (78 milliseconds ) Text
Statistics: Total name-like terms: 6 (78 milliseconds )
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Text Statistics: Distinct name-like terms: 5 (78 milliseconds ) Text Statistics: Total
word-like terms: 11853 (78 milliseconds ) Text Statistics: Distinct word-like terms:
3047 (78 milliseconds ) Text Statistics: Total terms: 11859 (78 milliseconds )
Text Statistics: Distinct terms: 3052 (78 milliseconds )
Text Statistics: Tag frequency map size: 0 (78 milliseconds ) Text Statistics: Save text
statistics (78 milliseconds )
Text Statistics: Writing text statistics. (78 milliseconds )
Text Statistics: Writing Top 400 words and percentage frequency (78 milliseconds )
Text Statistics: Writing Top 5 names and percentage frequency (78 milliseconds ) Text
Statistics: Writing 0 tags and percentage frequency (78 milliseconds )
Text Statistics: word list size: 27973 (78 milliseconds ) Text Statistics: name list size:
174 (78 milliseconds ) Text Statistics: Save low frequency list (78 milliseconds )
Text Statistics: Low Frequency threshold: 0 (78 milliseconds ) Text Statistics: Save top
symbols (78 milliseconds )
Text Statistics: top symbols size: 129254 (93 milliseconds ) Text Statistics: Text
Statistics Complete. (93 milliseconds ) Text Statistics: complete. (93 milliseconds )
Experiment 3 Recent theories Text Statistics elapsed time: 93 millisecond(s) , [93 ms]
End Experiment 3 Recent theories Text Statistics at:Wed Oct 01 15:07:01 ADT 2014,
[1412186821414]

***
Start Experiment 3 Recent theories

Remove Low Frequency at Wed Oct 01 15:07:02

ADT 2014 [1412186822961]
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Remove Low Frequency: No low frequency terms to remove. (0 milliseconds ) Remove
Low Frequency: Remove Low Frequency Finished. (0 milliseconds ) Remove Low
Frequency: complete. (0 milliseconds )
Experiment 3 Recent theories Remove Low Frequency elapsed time: 0 millisecond(s) ,
[0 ms] End Experiment 3 Recent theories

Remove Low Frequency at:Wed Oct 01

15:07:02 ADT 2014, [1412186822961]

***
Start Experiment 3 Recent theories Index at Wed Oct 01 15:07:04 ADT 2014
[1412186824586] Index: Indexing will occur during classification. (0 milliseconds )
Index: complete. (0 milliseconds )
Experiment 3 Recent theories Index elapsed time: 0 millisecond(s) , [0 ms]
End Experiment 3 Recent theories Index at:Wed Oct 01 15:07:04 ADT 2014,
[1412186824586]

***
Start Experiment 3 Recent theories Find Seeds at Wed Oct 01 15:07:06 ADT 2014
[1412186826227] Find Seeds: Load Text Statistics. (0 milliseconds )
Find Seeds: Number of sentences:966 (0 milliseconds ) Find Seeds: Number of tags: 0
(0 milliseconds )
Find Seeds: Associate symbols with concepts for 966 sentences. (0 milliseconds ) Find
Seeds: Number of symbols: 3052 (16 milliseconds )
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Find Seeds: Number of concepts to find: 47 [AUTO] (16 milliseconds ) Find Seeds:
Desired percentage of names:-1 (16 milliseconds )
Find Seeds: Target number of names:-1 (16 milliseconds ) Find Seeds: Available name
symbols: 5 (16 milliseconds ) Find Seeds: Available word symbols: 3047 (16
milliseconds )
Find Seeds: Number of top symbols to get by frequency: 171 (16 milliseconds )
Find Seeds: Calculated chunk size: 171,

(top symbol count: 171, total symbols:

3052) (16 milliseconds )
Find Seeds: Initial symbol map size: 5303 (16 milliseconds )
Find Seeds: Network chunk for symbol range:[0,171] (16 milliseconds ) Find Seeds:
Process symbol set: #1 (16 milliseconds )
Find Seeds: Start Processing Documents: 0 (16 milliseconds ) Find Seeds: Auto seed
option: true (16 milliseconds )
Find Seeds: Sampling size: 1 [AUTO] (16 milliseconds )
Find Seeds: concept frequency accept range: [0.015, 1.0] inclusive. (16 milliseconds )
Find Seeds: Bigram detection threshold: OFF (16 milliseconds )
Find Seeds: Write auto flex seeds count:47 (156 milliseconds ) Find Seeds: Write auto
fixed seeds count:0 (172 milliseconds ) Find Seeds: Post find Seed merge. (172
milliseconds )
Find Seeds: merge auto flex seeds count:47 (172 milliseconds ) Find Seeds: merge auto
fixed seeds count:0 (172 milliseconds )

333

Find Seeds: Flexible concept seed(s) total count:47 (172 milliseconds ) Find Seeds:
Fixed concept seed(s) total count:0 (172 milliseconds ) Find Seeds: Find Seeds finished.
(172 milliseconds )
Find Seeds: complete. (172 milliseconds )
Experiment 3 Recent theories Find Seeds elapsed time: 172 millisecond(s) , [172 ms]
End Experiment 3 Recent theories Find Seeds at:Wed Oct 01 15:07:06 ADT 2014,
[1412186826399]

***
Start Experiment 3 Recent theories Learn at Wed Oct 01 15:07:07 ADT 2014
[1412186827837] Learn: merge auto flex seeds count:47 (15 milliseconds )
Learn: merge auto fixed seeds count:0 (15 milliseconds )
Learn: Flexible concept seed(s) total count:47 (15 milliseconds ) Learn: Fixed concept
seed(s) total count:0 (15 milliseconds ) Learn: merge auto flex seeds count:47 (15
milliseconds )
Learn: merge auto fixed seeds count:0 (15 milliseconds )
Learn: Flexible concept seed(s) total count:47 (15 milliseconds ) Learn: Fixed concept
seed(s) total count:0 (15 milliseconds ) Learn: Include auto and user flexible seeds. (31
milliseconds ) Learn: Flexible seeds count:47 (31 milliseconds )
Learn: Flexible seeds TAG count: 0 (31 milliseconds ) Learn: Seed merge. (31
milliseconds )
Learn: iteration count: 5 (750 milliseconds )
Learn: Write Phrases (0 elements). (750 milliseconds )
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Learn: Write Primary Thesaurus (47 elements). (750 milliseconds ) Learn:
normaliseLexicon: supervised: false (765 milliseconds ) Learn: Learn finished. (8
seconds )
Learn: complete (8 seconds )
Experiment 3 Recent theories Learn elapsed time: 8 second(s) , [8328 ms]
End Experiment 3 Recent theories Learn at:Wed Oct 01 15:07:16 ADT 2014,
[1412186836165]

***
Start Experiment 3 Recent theories Classify at Wed Oct 01 15:07:17 ADT 2014
[1412186837321] Classify: Available phrases: 0 (141 milliseconds )
Classify: Start 513 blocks. (141 milliseconds )
Classify: Total word-like terms processed: 11853 (266 milliseconds ) Classify: Total
name-like terms processed: 6 (266 milliseconds ) Classify: Total evidence terms
processed.75 (266 milliseconds ) Classify: Total sentences processed: 966 (266
milliseconds ) Classify: Total paragraphs processed: 339 (266 milliseconds ) Classify:
Total blocks processed: 513 (266 milliseconds )
Classify: Total sections processed: 2 (266 milliseconds ) Classify: Term Indexer report:
(266 milliseconds )
Classify: Total word-like terms processed: 11853 (266 milliseconds ) Classify: Total
name-like terms processed: 6 (266 milliseconds ) Classify: Total evidence terms
processed.75 (266 milliseconds ) Classify: Total sentences processed: 966 (266
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milliseconds ) Classify: Total paragraphs processed: 339 (266 milliseconds ) Classify:
Total blocks processed: 513 (266 milliseconds )
Classify: Total sections processed: 2 (266 milliseconds ) Classify: Total block count:
513/513 (344 milliseconds ) Classify: Total section count: 2 (344 milliseconds )
Classify: Document Summary generation: true (344 milliseconds ) Classify: Generating
entities data. (438 milliseconds ) Classify: Concept statistics byte count:0 (438
milliseconds ) Classify: Classification finished. (438 milliseconds ) Classify: complete.
(438 milliseconds )
Experiment 3 Recent theories Classify elapsed time: 438 millisecond(s) , [438 ms]
End Experiment 3 Recent theories Classify at:Wed Oct 01 15:07:17 ADT 2014,
[1412186837759]

***
Start Experiment 3 Recent theories Cluster at Wed Oct 01 15:07:18 ADT 2014
[1412186838935]
Cluster: phase 1. Concept count: 40 (15 milliseconds )
Cluster: Iterate (1000) (15 milliseconds )
Cluster: phase 2. (703 milliseconds )
Cluster: Plot 40 entitie(s) (703 milliseconds ) Cluster: Creating markers. (703
milliseconds )
Cluster: Creating marker set from 40 entities. (703 milliseconds )
Cluster: Markers size: 40, Calculate themes, % theme size:33 (906 milliseconds )
Cluster: Themes hierarchy size: 40 (906 milliseconds )
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Cluster: Clustering complete. (1 second ) Cluster: complete. (1 second )
Experiment 3 Recent theories Cluster elapsed time: 1 second(s) , [1047 ms]
End Experiment 3 Recent theories Cluster at:Wed Oct 01 15:07:20 ADT 2014,
[1412186839982]
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