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Abstract 

Leadership is a valuable resource of an organization, and its effectiveness potentially impacts organizational efficacy 

and productivity. This qualitative single case study includes the possible impact of ineffective leadership 

development programs for succession planning on organizational performance. Leadership effectiveness comes from 

the perspective of 17 participants from across the organization of interest. A total of 11 themes and 71 sub-themes 

that underscore leadership development as iterative emerged from the study. The themes highlight the prominence of 

informal leadership development efforts, the effectiveness of alignment with exemplary leaders, and leadership 

practices. Consequently, the effectiveness of leadership development programs is assessed through a leader‟s 

behavioral indicators and traits, exposure to exemplary formal and informal leadership practices, and an 

organizational culture that enables personal growth. Analysis of the information retrieved from the study confirmed 

that aspects of the problem statement of this study exist in the organization MNUS. The study included identifying 

the need for a direct measure of the impact of leadership development programs on the performance of an 

organization. Leadership development programs are an area of further study.  

Keywords: effective leadership, leadership development, exemplary leadership 

1. Introduction 

1.1 Background 

Developing high-potential leaders for succession planning within organizations and across industries on a local or 

global spectrum is a recognized challenge in leadership development (Hruby et al., 2022). The importance of 

leadership in organizational development and the interconnectedness of organizations in today‟s world increases the 

impetus for effective leadership and demands a strategy of business continuity that supports the retention of 

organizational intelligence (McKee & Froelich, 2016). Corporations and government agencies recently invested 

billions of dollars in developing leaders' competencies, skills, and abilities through leadership development programs 

(Boerma et al., 2017). Corporate leaders in the United States recorded over $14 billion yearly spending on leadership 

development to improve the capabilities of leaders and nurture new leaders (Gurdjian et al., 2014). The common 

assumption is that an organization's investment in its leadership development activities, employees, and financial and 

technical resources contributes to the leadership capacity of the individuals, participating groups, and the 

organization (Boerma et al., 2017). However, the increasingly dynamic environment in which organizations exist and 

operate threatens successful leadership development, succession planning, and organizational performance (Beryl et 

al., 2020; Swensen et al., 2016).  

Leadership development incorporates different activities that typically occur over time and focus on increasing the 

implementation of an organization‟s leadership capacity (Holt et al., 2018). These actions include competencies 

development through the art of leading people, the science of business management, coaching and mentoring, and 

didactic and reflective learning (Ullrich et al., 2021). Leadership development also includes a broad spectrum of 

needed leadership capabilities. The culture and design of an organization are essential fundamentals of leadership 

development (Swensen et al., 2016). Therefore, the governing body of an organization plays a vital role in 

establishing an organizational philosophy of leadership training that seeks to optimize the benefits of developing 

existing and new leaders through focused programs. Today‟s leaders face the challenge of fostering the right culture 
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for self and organizational efficacy (Anderson & Sun, 2017). Despite the annual multibillion-dollar investment in 

leadership development in the United States (Gurdjian et al., 2014), limited studies exist to explore effective 

leadership development programs for succession planning and the potential impact on organizational outcome and 

performance, specifically in a multinational setting. 

1.2 The Problem 

The general problem in this study was the lack of effective leadership development programs for succession planning 

and the potential to reduce organizational performance. Holt et al. (2018) stated that the components and resulting 

effectiveness of leadership development programs are experimental, resulting in inadequate leadership skills for 

succession planning in organizations. Seidman et al. (2020) supported the view by explaining that leadership training 

and development programs gained increasing traction; however, limited evidence exists on the program's effective 

implementation and measured benefits on organizational performance. Ullrich et al. (2021) also established the need 

for leadership development programs; however, managers and staff are poorly prepared and supported in role 

transitions, resulting in poor organizational performance and decreased knowledge retention. Ulvenblad and 

Cederholm Björklund (2018) indicated that leadership development programs, to a certain extent, address the 

emotional intelligence characteristic of self-leadership, which focuses primarily on the leadership of followers, 

excluding self-leadership skills and strategies, resulting in implications of the deficiency in succession leadership 

education. The specific problem was the possible lack of effective leadership development programs for succession 

planning in a multinational organization in the northwest United States, potentially resulting in a reduction in 

organizational performance. The problem statement is relevant in assessing the effectiveness of leadership as a 

process and the concept of developing participants for succession planning through leadership development 

programs.  

1.3 Assumptions 

Qualitative research includes assumptions and metaphysical conceptions inherent in this study. The research method 

for this study is a single case study qualitative method, which is assumed appropriate for real-world studies 

(Goldsmith, 2021). The method centered on an organization and uses multiple sources of evidence to support this 

study. The first assumption is based on the philosophy that the findings from a single organization are adequate to 

inform discussions on the problem statement (Robson & McCartan, 2016). This study reflects on a multinational 

organization in the northwest United States; therefore, the assumption of a single case study holds. The second 

assumption is that the study participants will respond openly, truthfully, and knowledgeably to the research questions 

and problem statements. The interview questions are open-ended, which enables the extraction of an in-depth 

understanding of the research problem (Korstjens & Moser, 2017). The participants needed a comfortable 

environment and were less apprehensive to provide open and honest responses. According to Hift (2014), using 

open-ended questions for a study taxes the cognitive thinking of respondents. This type of thinking mitigates the 

risks associated with the lack of openness and encourages the free flow of information. The assumption is that 

participants in secondary scholarly research also maintained integrity by giving open and honest responses to the 

questions posed in the related research. The accuracy, completeness, and robustness of the study's findings, 

conclusion, and recommendations rely on the precision and inclusiveness of the participants' responses in all sources 

in this study. For the primary research, participants were offered anonymity to mitigate apprehension of possible 

consequences. Participants are referred to in pseudo-names.  

The third assumption of this study was that participants share their lived and observed experiences and not the 

perspectives of others. A prerequisite assumption is that participants were identified and engaged in the study based 

on their participation and engagement in the organization's leadership development programs. A list of participants in 

the organization's leadership development programs in recent years came from respective functional areas by the 

gatekeeper for the organization. The participants were approached for their interest and consent to partake in this 

study. The fourth assumption of this study was that the participants voluntarily partook in this exercise and were 

sincerely interested in sharing their perspectives. The participants were free to discontinue the research if compelled 

to. However, the researcher clearly explained the purpose and scope of the research to obtain the interest and 

commitment of participants who are deliberate, motivated, and diligent in their involvement.  

1.4 Limitations 

This study contains limitations synonymous with qualitative research's subjective characteristics. The single case 

study qualitative research approach requires collaboration with participants to establish a trust-based relationship to 

support the free-flow expression and disclosure of individual views and experiences. Establishing relationships 

introduces an element of bias, which amplifies the subjective characteristic of the qualitative research approach 
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(Vindrola-Padros & Johnson, 2020). According to Teh and Lek (2018), bias can potentially undermine the validity of 

the findings. Therefore, the situation is imperative for assumed and known biases disclosed through reflexivity and 

their existence acknowledged with a possible explanation of the impact and probable control strategy that is 

implemented. The potential for subjectivity is a characteristic of this research methodology. Therefore, the limitation 

does not invalidate the research and the research findings.  

Another limitation relates to the adequacy of the sample size used in the study. The requirements of the study include 

a sample size of 15 to 30 participants to provide in-depth insight. The study limitation includes the input of 17 

participants who provided detailed insights based on their experiences and perspectives. The key factor is the 

participant's degree of trust and ability to provide detailed, complete, and true responses. Trust enables 

communication behaviors and honest feedback for increased optimism in the process and, ultimately, the research 

findings (Ruan & Durresi, 2016). A compromise between the trustworthiness of the participants and the researcher 

could impact the quality of outcomes. The subjective, dynamic, context-dependent nature of trust presents 

complexities that are amplified by the inability to ascertain the proportion of available and required trust (Ford et al., 

2017). A participant could engage and contribute to a level of transparency and openness; however, transparency 

does not guarantee the adequacy of the information given. 

1.5 Delimitations 

The definition of a study's boundaries, scope, and conditions mitigates the possibility of generalized 

misunderstandings resulting from the lack of clear delimitation between the perspectives and the conceptual remit 

(Contador et al., 2021). Delimitation could arise from the conscious inclusion or exclusion of a group of the 

population sample from the study by the researcher. It could also be a result of limiting the exploration of the 

problem statement to certain elements of the concept or framework. This qualitative single-case method recommends 

using a small sample size of 15 to 30 participants. The participants were identified as leaders and individual 

contributors aspiring for leadership responsibilities from across the organization who would have experienced or 

participated in the organization's leadership development programs. None of the qualified participants from the 

population group were eliminated or excluded from partaking in this study. There was also no reduction in the scope 

of the study. However, participating in the study was completely voluntary, and participants were allowed to 

discontinue participation at any time if they felt compelled to do so. Therefore, no delimitation was expected or 

experienced in this study. 

1.6 Significance of the Study 

Leadership development and leadership as a process gained significant traction recently, with industries 

demonstrating a commitment to making and developing leaders (Boerma et al., 2017). Establishments in the United 

States alone invest over $14 billion annually on strategies and practices to develop and improve the capabilities of 

leaders and nurture new and existing leaders (Gurdjian et al., 2014). The common assumption is that the investment 

in leadership development activities of an organization will translate to improved leadership capacity of individuals, 

participating groups, and the organization. Developing high-potential leaders for succession planning within 

organizations and across industries remains a recognized challenge in developing leaders (Hruby et al., 2022). 

Leadership development is a continuous activity (Holt et al., 2018). The situation includes the development of 

competencies through the art of leading people, the science of business management, the service of coaching and 

mentoring, and didactic and reflective learning (Ullrich et al., 2021). The situation incorporates attention to a broad 

spectrum of leadership capabilities that require understanding the theoretical components and application. Despite 

the significant continuous investment in leadership development in the United States, limited attention has been 

given to exploring effective leadership development programs for succession planning (Ullrich et al., 2021) and the 

potential impact on organizational performance. This study reflects on reducing the gap in research specifically 

relating to leadership development programs and practices in a multinational organization in the northwest United 

States. 

1.7 Research Questions 

This qualitative study comprises three central research questions and several sub-questions exploring further details. 

The first and third questions explored the perspectives and the reasons for failure and success. The questions are 

exploratory rather than measurable and are not bound by preconceived opinions of the research topic (Moore et al., 

2021).  

2. Method 

The research methodology for this study aligns with the flexible design for qualitative research, primarily focused on 
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the qualitative method of data collection but is characterized by plasticity to incorporate some quantitative 

information. The qualitative research approach allows for inductive logic and a comprehensive approach informed by 

the participants‟ experiences. The flexibility and responsiveness based on context gathered from interviews and 

emerging theoretical concepts are central to the appropriateness of the research design and method. Hays and 

McKibben (2021) supported the argument that qualitative research lends to a big-picture representation that describes 

the experienced situations. The flexible design enables the incorporation of clarity on the approach and the multitude 

of factors affecting the position. The research problem and questions guide this choice of research design. The 

process of triangulation negates the limitations of utilizing a single study option (Noble & Heale, 2019). 

2.1 Participants 

The participants in this study are partakers and contributors to the organization's leadership development events and 

programs. Participants include individual contributors on the career path to leadership roles, line managers, talent 

managers, and existing leaders responsible for service, operation, and people management. Participants were tenured 

employees whom the company has employed for at least a year. The expectation is that the tenure allows for 

understanding the organization‟s learning culture. The learning culture also supports the exploration of pertinent 

leadership development programs and the implementation of learned concepts. The stipulated minimum tenure was 

to allow for time in which participants experience and assess the effectiveness of prevalent leadership development 

programs on succession planning and organizational performance.  

2.2 Population and Sampling 

Selecting the population and sample for this study in considering the effectiveness of leadership development 

programs required an assessment of the program by participants. The methodology used to identify the appropriate 

sample of participants incorporates consideration for inclusive, diverse perspectives to arrive at an appropriate model 

that provides significant implications to help explore, identify, and build on best practices to support organizational 

leadership development initiatives (Longenecker & Insch, 2018). The ideology was to support leadership 

development for succession planning and sustaining organizational performance. Population and sampling are the 

main essential methodologies for general and social research in influencing the generalization of the research 

findings (Elfil & Negida, 2017). The consideration of this study was for purposive sampling. 

2.3 Data Collection 

The planned data collection for this study was primarily virtual interviews. The data collection plan commenced with 

identifying participants from the population sample. The data collection approach followed purposive identification 

of the population of participants from individual contributors, human resource management, talent development 

groups, partakers in leadership development programs, and leadership circles. The participants were with the 

deliberate insight the organization‟s gatekeeper provided. The gatekeeper, a leadership team member, was first 

identified and approached for consent to use the organization as the subject of the case study. The permission request 

letter was issued to the gatekeeper. The connection with the gatekeeper follows a series of exploratory discussions on 

the site selection, activities during the study, and the planned approach for presenting the findings (Kay, 2019). The 

gatekeeper‟s input is integral to identifying representatives from the sub-groups of the population and, by inference, 

the successful planning of meaningful data collection (Kay, 2019). An inclusive sample size with equal 

representation of male and female participants was envisaged; however, Moser and Korstjens (2018) noted that the 

sample size, inclusion, and exclusion criteria for sampling emerged during the data collection. The consent of the 

participants was sought following the approval of the IRB to commence the data collection. The consent of the 

participants includes the right to withdraw from the study at any time; however, steps are taken to address any 

privacy concerns that participants may have and, to protect their identity, to encourage their full participation.  

The data collection plan and approach follow a circle of interrelated activities in which the commencement of the 

data collection process was the determination and definition of opening-ended research questions focused on 

understanding the phenomenon of the study (Creswell & Poth, 2018). The interviewees were identified through 

purposeful sampling to categorize their perceived ability to inform the research (Ames et al., 2019; Campbell et al., 

2020). Next, the practical mode of the interview emerged. The interview type was primarily one-on-one interviews 

conducted virtually by web-based platforms. The virtual nature of the interviews was driven by the predominant 

adoption of the policy of working from home, which places most interviewees in remote locations. Data came from 

using audio and visual recordings to capture responses to the interview questions for completeness. The interviews 

took place at the interviewee's convenience. An hour was allocated for each interview, and time adjustments were 

planned so that the interview was not rushed; however, all interviews were within the allotted time of one hour. The 

situation required the interviewee‟s consent before engaging in the research, and the interviewee reserves the right to 
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discontinue their involvement in the interview. Chime video-enabled meeting management system was used to 

conduct and record the meetings and transcribe the meeting recording. The NVivo 14 qualitative software analysis 

tool was used for data analysis to identify the emerging themes from the interview transcripts.  

2.4 Instrument 

This study used the recommended qualitative studies interview technique and will utilize semi-structured questions 

instead of following a strict formalized list of questions. This method is because of the varying familiarity between 

the researcher and the interviewees. The semi-structured interview method typically consists of a dialogue between 

the researcher and interviewee, guided by predefined interview questions supplemented by follow-up inquiries and 

probes for further clarity. This method allows for more transparency and encourages two-way open communication. 

2.5 Data Collection 

The data collected for this study was through web-based platforms, which are prone to ethical challenges of online 

data collection. The exponential growth of data collection due to supported web-enabled techniques requires moral 

responsibility for privacy protection, data authenticity, clarification of data ownership, and trust in data collection 

(Utts, 2021). This process includes statistical thinking, which understands basic statistical principles and the 

implications of violating them. 

2.6 Data Analysis 

The data collected from the research received was analyzed to attain abstractions and a logical presentation of the 

emerging themes on the effectiveness or ineffectiveness of leadership development programs for succession planning 

in MNUS. The analysis used was coding, applied to categorize, and organize information based on closely 

examining what emerges from the data (Deterding & Waters, 2021). The conceptualization of coding requires 

reliance on data analysis tools that group information to reveal a bias-reduced pattern, thereby moderating the 

potential to undermine the validity of the research findings (Teh & Lek, 2018). Data comes in all sorts of forms, 

sizes, and content. This process makes data analysis, mainly qualitative data, challenging for researchers. Qualitative 

data coding does not often come with a predefined coding scheme. The challenge is applying a consistent assessment 

to reading, assessing, and interpreting the data. 

2.7 Reliability and Validity 

I used a web-based interview platform to conduct the interviews with the identified sample of participants. The 

participants' privacy includes using pseudonyms and relying on semi-structured interview questions. This method 

ensures openness, free flow of information, and the possibility to ask follow-up questions for clarity. This method 

enables completeness in capturing information and complete understanding to provide correct analysis and 

interpretation of transcribed notes. The reliance on Chime technology software for transcribing recorded interviews 

and the use of tried and tested NVivo software programs for data analysis provided a level of assurance of the 

reliability of this study (Maher et al., 2018). Human intervention still plays a significant part in creatively 

interpreting and presenting the data generated through the computer-aided qualitative research program. However, 

the technology-assisted program allows for the analysis of complex and cumbersome information, thereby 

complementing the reliability of the study. As with the validity, the reliability of qualitative research does not focus 

on quantitatively defined indicators of good or bad; nonetheless, rigorous standards of reliability and validity are 

appropriate for evaluating qualitative research findings (Spiers et al., 2018). Triangulation requires validating 

evidence for coding and identifying themes from different sources. For this research, the coding is enabled by NVivo, 

which recognizes shared occurrences in the interview scripts. The interview notes will also be discussed with 

respective participants at the end of their interview for review and further clarification. This process is primarily to 

ensure the accuracy of the interpretation of the information captured by the researcher and, by inference, the validity 

and accuracy of the narrative captured for the study. The validity of research from the reader‟s perspective is also an 

important consideration. This method is addressed by including anecdotes from the interviews with participants in 

the study to confirm the originality of the information.  

My personal experiences with leadership development programs and the leadership process emerged so they do not 

lead to bias. To mitigate the researcher‟s perspective, bracketing of the data is undertaken. Data triangulation is also 

implemented to enhance precision by identifying themes and coding and mitigating fundamental biases and errors in 

the information (Cypress, 2018; Noble & Heale, 2019). Bracketing is affected to alleviate preconceived perspectives 

on themes in the researcher-participant dialogues (Dörfler & Stierand, 2021; Esmene & Kirsop-Taylor, 2021). The 

concept of bracketing focuses on suspending all preconceived experiences, particularly during data collection and 

analysis in which there is direct participant engagement. Dörfler and Stierand (2021) indicated that bracketing out the 
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pre-understandings, beliefs, and values increases the probability that the researcher will keep an open mind, 

eliminate personal opinions, and adequately capture the narrative. However, limitations to the concept are identified. 

The application of bracketing is influenced by the researcher‟s judgment on where bracketing should be applied 

(Esmene & Kirsop-Taylor, 2021). Therefore, full disclosure by the researcher is based on trust. Owning and fully 

meeting the responsibility of open and honest sharing of personal experiences by the researcher supports the validity 

of the research. Therefore, this researcher ensured the validity of the research was maintained by performing 

participant checks and confirming the researcher‟s interpretation of what they said. This strategy ensured that the 

interpretation and participants' words aligned with what they meant to say. 

3. Literature Review 

3.1 Leadership Development Concepts 

Based on the findings of Hruby et al. (2022), the advancement of high-potential employees and new leaders in global 

corporations is a challenge in leadership development. The multinational organization in the northwest of the United 

States (MNUS), which is the subject of this case study, is a global organization. MNUS is a multinational 

customer-centric technology company that operates with a diverse workforce from different cultural backgrounds. 

The diversity in team composition enables creative thinking and diversity of perspectives (Seo et al., 2017), which 

promotes innovative ideas (Boone et al., 2019). However, the organization is exposed to the issues of cultural 

citizenship and the possibility of complexities associated with global societies (Beaman, 2016; Kristinsson et al., 

2016).  

MNUS leaders improve the customer experience through service and product offerings. The corporation maintains a 

competitive edge in the industry within which it operates (Hunitie, 2018; Joiner, 2019). The company‟s recognition 

of the importance of effective leadership and relational dynamics can be deduced from its leadership principles 

(Lämsä & Keränen, 2020). The conceptualization of leadership principles demonstrates the responsibility in 

leadership fairness, empowerment, openness, and trust. The emphasis is on developing people through philosophies 

reflecting soft skills and promoting technical skills (Abraham et al., 2021; Clark & Harrison, 2018; Frich et al., 2015; 

Modisane, 2018). Leadership development is an iterative process, so leaders are never done learning but 

continuously seek to develop themselves and their team (Shankman & Gigliotti, 2021). This philosophy relates to the 

principle of hiring and continually developing the best employees (Cauwelier, 2019). The basis of this concept is that 

leaders proactively identify leadership potential in high-performing employees and seek to create paths for the 

growth and development of other leaders. The direction of leadership, the culture, and the principles of an 

organization significantly influence the organization's capabilities and performance (Lapshun & Fusch, 2021). 

Consequently, leadership deliberately encourages individual and collective ownership of pursuing environmental 

conduciveness for employee growth, maintaining superpowers, and developing individual areas of weakness.  

Leadership programs of MNUS include mentoring, coaching, people management, managers, and leaders‟ 

geographical circles. The geographically dispersed area coverage of the organization allows for virtual and hybrid 

working; therefore, trust is paramount (Lapshun & Fusch, 2021). The leadership development program's structure 

brings existing leaders, aspiring leaders, and high-performing individuals together through peer-to-peer engagement 

strategies that build leadership communities, enable knowledge sharing, and ultimately foster skills development in 

virtual and in-person work situations. The advantage is that aspiring leaders can observe and learn from the 

governing behavior through formal and informal mediums and vicarious experiences in a social context (Chuang, 

2021). The shortfall is that the learning of the aspiring leader limits the leader's knowledge and conduct and the 

learner's confidence to probe and challenge observed perceptions (Lian et al., 2022). The approach incorporates skills 

that support creating a productive, higher performing, more diverse environment, leading with empathy, and 

supporting the team‟s personal and professional development. The adequacy of the programs forms part of this study.  

3.2 Characterization of Leadership 

The concept of leadership evolved over the years. According to Northouse (2019), the pioneering formal definition 

of leadership emerged from the nineteenth-century theme of power, control, and dominance to impose, invoke action, 

and commitment from followers. Subsequent characterization of the concept focuses on behavioral elements to 

influence and motivate, through words and actions, to steer the trust of others and their willingness to act (Reed et 

al., 2019). In a critical review of 44 peer-reviewed articles, Reed et al. (2019) found that the most common definition 

of leadership was focused on motivating followers to actualize specific goals and for positive organizational change. 

Of the articles reviewed, 37 defined leadership or aspects of leadership, and 40 listed relevant aspects of leadership 

competencies. The predominant definition of leadership reflects leadership as a process combining established 

approaches and theories rather than formal positions. In alignment with the findings of Croft and Seemiller (2017) 
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and Muff et al. (2022), the identified leadership competencies were mostly interpersonal and self-management skills. 

Minimal assessment exists regarding the effectiveness of the leadership activities and process, and no assessment of 

the effectiveness of leadership development or leadership development programs. Articles that presented types of 

assessment reflect on behavioral-based tools assessing individual attributes that are conceptually related to leadership 

or self-assessment of learning objectives in leadership courses (Croft & Seemiller, 2017; Muff et al., 2022). The gap 

in the research amplifies the problem statement addressed by this study. Hunitie (2018) defined leadership as a 

process involving all persons with management responsibility, from supervisor to top executive. A recognition of the 

integral partnership role of followership, regardless of the hierarchical complexities of the organizational structure, 

exists. Leadership's singular goal is achieving predetermined goals through efficient and effective deployment of 

resources (Rangus & Černe, 2019).  

3.3 Historic Perspective of Leadership 

The Great Man Theory. Thomas Carlyle‟s Great Man Theory of 1841 is the first formalized theory on leadership. 

The theory characterizes leadership as a product of innate traits of greatness, power, and might, which are apparent 

only in men and are impossible to develop or learn through experience (Rüzgar, 2019). According to Rüzgar (2019), 

leadership traits are only inherent in great men who were sent by God as heroes and became leaders through the 

process of hero worshiping. The great men were prophets, priests, and military and heroic figures with leadership 

traits that enabled the influence and power over others, thereby shaping human history. The concept of leadership in 

contemporary research fervently contradicts the great man theory. The evidence of creating leaders and leadership 

development, which is the primary consideration of this research, demonstrates the obsolescence of the great man 

theory. Contemporary leadership focuses on the deviation from dominance and recognizes the integral component of 

collectiveness and the relational aspect of leadership (Hillen et al., 2017; Lee et al., 2020), which was initially 

formalized through the trait theory. 

3.4 Contemporary Leadership Theories 

The new millennium witnessed the proliferation of leadership theories that systematically enable leading for 

creativity and innovation, address toxic and dark leadership, and further strategic leadership development (Dinh et 

al., 2014). Contemporary leadership theories provide ideologies on positive psychological capacities, influences for 

positive reasoning, and climate for enhancing leadership. Shek et al. (2015) identified the contemporary theories as 

transformation theory, charismatic approach, authentic leadership, servant leadership, spiritual leadership, and ethical 

leadership approaches. Several researchers have given their perspectives on these concepts. Lee et al. (2020) 

provided a cross-cutting overview of these leadership theories based on an analysis of over 650 journal articles and 

publications about the evolution of leadership theories and an analysis of the trend. I propose that leadership focuses 

on transformational leadership, lead-member exchange theory, and implicit leadership theories. However, the focus 

incorporates leadership impacts, emotions, and complexity relating to ethical shared and collective types of 

leadership approaches. 

Transformational Leadership Behavior. Described as the most popularly researched construct of new leadership 

theories (Hillen et al., 2017), transformational leadership includes valued ethics, standards, and strategic goals for 

high-performance expectations (Harris, 2018; Hillen et al., 2017). The concept purports a positive, empowering 

connection between leaders and followers, which elevates higher levels of morality and motivation and improves 

perceptions of self-worth and self-belief necessary to effect transformational change (Harris, 2018). The proposition 

is for a reciprocal relational connection between leaders and followers in which they raise each other to higher levels 

of morality and motivation (Harris, 2018). Shafique and Loo-See (2018) shared a similar perspective on the 

effectiveness and robustness of the theory by ascertaining that its intended and deliberative practice can enhance 

organizational survivability, productivity, and promotion of entrepreneurial activities.  

Servant Leadership Behavior. Unlike other leadership theories that view and describe leadership as directive, 

egotistical, paternalistic, and authoritarian (Anderson & Sun, 2017), servant leadership is viewed from the 

perspective of servanthood (Spears, 1996). Coined in 1970 by Robert K. Greenleaf in an essay titled, The Servant as 

Leader, Greenleaf stipulates that true leadership emerges from the primary motivation to help others. Anderson and 

Sun (2017) defined servant leadership through 12 conceptually distinct dimensions of altruistic calling, persuasive 

mapping, courage, emotional healing, forgiveness, humility, covenantal relationship, ethical behavior, agape love, 

authenticity, value creation for the community, and holding followers accountable.  

Authentic Leadership Behavior. Shek et al. (2015) conceptualized authentic leadership through defined capabilities, 

awareness of values, demonstrated confidence, resilience, and high moral character of a leader. Authentic leadership 

theory relies on the effect of positive psychological capacities and highly developed organizational context to 
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produce results of greater self-awareness and self-regulated positive behaviors on the part of leaders and followers 

(Shek et al., 2015). As with transformational leadership, much research promotes authentic leadership's potential 

impact in driving followers' creativity by raising positive emotions through fostering supportive, objective, and fair 

interactions (Xu et al., 2017). However, research on authentic leadership is less comprehensive than other leadership 

theories, and its emphasis on the psychological component of leadership is limited (Shek et al., 2015). The 

postulation that authentic leadership enables optimism and trust in followers (Stander et al., 2015) heightens the 

associated relevance of the construct today. The idea is for authenticity to lead and drive the development of 

followers who will be succession leaders.  

Spiritual Leadership Behavior. An assessment of worldview will be incomplete without Godism as the centerpiece 

(Koukl, 2017). Classified as an emerging area of leadership theory, spiritual leadership strongly correlates with 

religious faith as the purpose of human creation and is akin to answering a divine calling (Sholikhah et al., 2019). 

The narrative of the “spiritual giant,” Prophet Elijah, explains his continuation of the prophetic-intermediary tradition 

of Moses through developing a new leader in Elisha and his demonstration of true spiritual leadership (Merida, 2015, 

p. 100). Shek et al. (2015) posited that spiritual leadership succeeds by creating a vision that centers around an 

organizational culture that establishes hope and faith. Spiritual leaders prioritize the needs of followers above 

self-interest (Shek et al., 2015). Jones et al. (2018) advocated for workplace spirituality; however, the researchers 

argue that the content of spirituality does not guarantee good character or effective leadership. 

3.5 Constructs for Effective Leadership 

The past decades included increased competition for leadership of organizations. This competition is owing to the 

complexity of leadership and the ubiquitous status quo of organizations (Kwok et al., 2018). The recent high-profile 

cases of corporation and government indiscretions, which led to prominent organizations' collapse and their leaders' 

fall, have impacted the demand for effective leadership (Kuenzi et al., 2020). These factors compel the awareness of 

cognizance of leadership and leadership concepts. Though leadership theories describe the types of leadership that 

explain the behavioral expectations of a leader, leadership remains a complex concept (Kuenzi et al., 2020). 

Organizations have become more conscious of the leadership models and the effectiveness of leaders of 

organizations (Shafique & Loo-See, 2018). 

Leadership incorporates understanding how micro processes like emotions, beliefs, and perception and macro 

concepts like social interaction affect leadership-followership schematics and organizational performance (Dinh et 

al., 2014). Leadership requires continuous development and the creation of leaders to retain organizational 

knowledge and value. Dopson et al. (2019) explained the complexity of leadership as a contextual, processual, 

relational, social, political, and temporal phenomenon aimed at influencing the achievement of purposes. 

Consequently, effective leadership should have a broad perspective, with a demonstrated relational influence with 

followers to support achieving goal-aligned outcomes (Rangus & Černe, 2019). The goals provide clear assertions of 

the intent and purpose of an organization supported by a specified structure that categorizes roles for purposeful and 

maximum efficiency across verticals of the organization (Őnday, 2018). Therefore, in investigating the requirements 

of effective leadership, the organization's culture and values are analyzed, and the leadership style and approach, the 

organizational workplace practices, and the mechanisms and tools for effective leadership development are explored. 

Organizational Culture and Values. Leadership development incorporates different activities that typically occur 

over time but commences with an organizational culture that prioritizes interventions that enhance the organization‟s 

leadership capacity (Holt et al., 2018). The leader of an organization has an important role to play in defining and 

upholding the culture and values of an organization. This premise includes the responsibility of ensuring the 

embedment of a learning culture. An organization with a learning culture focuses on supporting the growth of 

employees and identifies high-performance employees for leadership development. This extends to competencies 

development through the art of leading people, the science of business management, coaching and mentoring, and 

didactic and reflective learning (Ullrich et al., 2021). 

Leadership Style and Approach. In considering the problem statement of this study, the principles of transformational 

leadership theory and practice hold a close alignment. The concept incorporates idealized influence, inspirational 

motivation, individualized consideration, and intellectual stimulation, factors that are considered relevant in 

motivating action and results (Shaw et al., 2018). Bouwmans et al. (2017) explored the relationship between 

transformational leadership, team learning, and achievements. Bouwmans et al. found a positive relation between 

transformational leadership and team outcomes and, by inference, the development of team participants. The findings 

of the research identify four key defining principles of transformational leadership. The four principles are idealized 

influence, which relates to charisma and demonstrative personality; inspirational motivation, which stimulates 
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followers through the empowering words of the leader; intellectual stimulation, which ignites creativity and 

innovative thinking; and individualized personal consideration. The strengths of the transformational leadership 

approach are ideals for leadership and referenced in measurable themes of exemplary leadership (Kouzes & Posner, 

2017) as requirements for effective leadership and leadership development. 

The transformational leadership theory and approach relate to constructs for this study because of their impetus as a 

leadership framework. However, the leadership approach has gaps and partial assumptions (Kollenscher et al., 2018). 

Micro interpersonal leadership models, such as transformational leadership theory, rely on elements of bias that 

impact organizational outcomes. Andersen (2015) indicated that transformational leadership is more appropriate 

within social and political contexts and not at the organizational level.  

Coaching Interventions. Coaching and mentoring are key leadership development programs that advance 

self-awareness of individuals and leadership capabilities (Ayeleke et al., 2019). The construct investigates the skills 

and networking that complement the experience required for leading compared to those possessed by the coachee 

and catalyzes to transform the client awareness around solutions, answers, and shifts that will help them to achieve 

goals and thrive (Hussey & Campbell-Meier, 2021). Coaching focuses on building solutions and abilities to achieve 

positive emotions and outcomes by implementing effective leadership development strategies that promote behavior 

(Gan et al., 2021). The effectiveness of coaching depends on the coach's ability and efficacy and the recipient's full 

engagement (Grant & O‟Connor, 2018). As with leadership, coaching is a partnership in which both participants 

must align to attain transformational change. The coaching is contingent on enhancing positive affect, increasing 

self-efficacy, and developing action steps in agreement (Grant & O‟Connor, 2018). 

Trust is key to the success of a coaching program. The challenge with this is that trust is subjective, complex, and 

prone to the dynamics of idiosyncrasy and cognitive thinking (Chua, 2018). Direct and open dialogue that challenges 

the coachee's cognizance toward identifying possible hidden issues is vital. Active listening is crucial for establishing 

meaningful connections based on mutual respect between a coach and coachee (Spataro & Bloch, 2018). Leadership 

development programs require effective communication; therefore, the solution-focused coaching and appreciative 

inquiry models, which support resilience and increase self-efficacy, provide results through an enhanced approach 

and development action (Grant & O‟Connor, 2018). The success of a coaching program is highly dependent on the 

coaching exercise's quality and the coachee's commitment (Mihiotis & Argirou, 2016). Coaching supports people's 

development. Consequently, it is a defining variable of leadership development programs.  

Mentoring Service. As with coaching, mentoring provides powerful interventions that an organization can implement 

to develop leaders and improve human performance (Viera, 2021). Coaching and mentoring are theoretically distinct 

concepts that cannot be easily disentangled (Stokes et al., 2021). Both are deeply rooted services of people 

development. The key distinction is that coaching is typically more task-oriented, focusing on working with the 

coachee to discover possibilities to succeed in specific job responsibilities. Conversely, a mentor is usually a more 

experienced person with a broader role to develop the mentee‟s skills and capabilities (Viera, 2021). 

Mentoring relates to the social learning theory in which leaders are role models to other leaders and followers. The 

ideology is that developing leaders learn vicarious through the experiences of the tenured leader in a social context 

(Chuang, 2021). The relevance of the theory is the philosophy that promulgates the development of followers and 

leaders through observation, reflection, and emulation of governing behaviors through formal and informal mediums 

(Lian et al., 2022). Hughes et al. (2022) stated that the process is more effective than formal training because it 

presents unbounded real-life challenges that teach unique leadership lessons. However, the limitations of the process 

are that its success is based on the tenacity of the recipient to extract valuable information and learn from the leader‟s 

experiences. Consequently, the remit of learning limits the leader‟s knowledge. Mentoring is relational and 

characterized by attentiveness, care, focused values, and mutual trust. The learning and growth of the parties 

involved are intertwined and interdependent (Snoeren et al., 2016). The effectiveness of leadership development 

programs is impacted by the efficacy of mentoring and coaching programs, which form part of the program (Viera, 

2021). 

Effective Dialogic Communication. Leadership practices incorporating effective leadership development programs 

potentially strengthen leadership competencies, enhance innovative skills, and positively influence leadership 

succession planning (Frich et al., 2015; Modisane, 2018). The practices integrate leader-follower dynamics (Aitken 

& von Treuer, 2021), which require effective communication and relationship building, which are key leadership 

behaviors to influence and motivate followers.  

Effective communication requires assertive, focused practice and mindfulness of the audience (Chandler, 2018). A 

leader can support the development of the communication skills of other leaders by establishing a safe environment 
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and a culture that promotes transparency, open communication, and trust (Armengol et al., 2017; Spataro & Bloch, 

2018). Straube et al. (2018) supported the sentiment by advocating for a reliance on vertical and horizontal 

communication, particularly in today‟s world, where organizations operate with diverse, global teams. Armengol et 

al. (2017) postulated that leaders must invest in the structure, approach, timeliness, and quality of their organization‟s 

communication strategy. Communication is continuous and is essential to the success of a leadership development 

program. Leaders communicate effectively, content is complete, and give constructive feedback. Leadership 

development programs should incorporate focused attention and investment in communication development. 

Improved, free, and open communication promotes an environment for dialogue, which supports an atmosphere of 

perceived honesty and psychological safety feedback (Spataro & Bloch, 2018). 

4. Results, Findings and Discussion 

4.1 Overview of Themes Discovered 

Data on participants represent 47% male and 53% female. Fifty-three percent of participants have a tenure of 

between 1.5 and 4 years at MNUS, with the remaining 47% having a tenure of between 4 and 11 years. The 

participants are from different levels of the hierarchy of the organization. Participants include individual contributors 

on career development paths to leadership (18%), line managers (35%), talent managers and affiliates (29%), and 

existing leaders (18%). The diverse levels of exposure to leadership development allow for a broad perspective. 

Forty-seven percent of participants recognized as African American, 41% as Caucasian, and 12% as Asian American. 

The diversity of participants provides an inclusive representation of the workforce. The participants responded to the 

unstructured interview questions of this study to allow for holistic responses on positive and negative experiences of 

leadership programs. A total of 11 themes materialized from the responses. 

The first theme, which is a program that achieves effective leadership, represents the categorization of participants‟ 

responses on the effectiveness of the leadership development program that was experienced. While some participants 

highlighted the benefits of formal and structured programs, others benefitted from informal ones. However, a general 

agreement on the effectiveness of the different leadership development programs attended is captured as sub-themes 

that inform the theme. The sub-themes that contribute to the definition of the theme include exposure to leaders and 

leadership talks, effective communication, the opportunity to network with leaders, a collaborative partnership 

between aspirants and leaders, building trust, opportunities for growth, and the buy-in of leaders to the programs 

being offered. The observed sub-themes align with the suggestions of Abraham et al. (2021) that leadership 

development seeks to promote soft skills of trust, effective communication, and collaboration. 

The second theme emerging from this study is that credibility in actions and behavior achieves effective leadership. 

The theme includes sub-themes related to emotional intelligence, the importance of competence of leaders, creating 

an environment of psychological safety, the effectiveness of mentoring, having the vision to lead, and leading with 

empathy, transparency, and accountability. The revealed sub-theme and references align with the interpretive analog 

that credibility in the actions and behaviors of existing and aspiring leaders supports the development of effective 

leaders. Many of the participants made specific references to the identified sub-themes. However, the inference was 

drawn from some participants' narratives aligned to the sub-themes. The theme amplifies the essence of credibility in 

actions, which also incorporates authenticity with a sense of accessibility, enabled by the autonomy to lead following 

the experience of leading. The theme, credibility in actions and behavior achieves effectiveness, emerged from the 

contribution of 100% of the participants of this study. 

The third theme of this study aligned with exemplary leadership practices. Alignment with exemplary leadership 

means that the responses to the interview questions provided references that are affiliated with aspects of exemplary 

leadership practices. The theme's coding is enabling others through actions, modeling the way, inspiring a shared 

vision, and encouraging the heart. As with theme two, the coding for theme three was not specifically used in all 

narratives the participants gave. The references to exemplary leadership were descriptive rather than a stipulation of 

the terms defined in Kouzes and Posner's model. The sub-themes deduced from the descriptions made by participants 

in the narratives imply an association with the inferred sub-theme, thereby defining the theme. Theme 3 addresses 

the impact of experiencing an exemplary leader in the leadership development program. Most participants (88%) 

contributed to the definition of this theme. 

The narrative informed theme 4 of all (100%) of the participants of this study. The theme highlights the informal 

approach to most leadership development exposures and elements of the informal programs, which are represented 

by the sub-themes. The sub-themes that define the theme are highlighted through the narrated experiences. These 

themes are categorized as working with a mentor or mentors, role-playing and acting, the value of social learning, 

engaging a coach, working with a sponsor or advisor, and proactively initiating needed development. The theme 
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highlights the benefits of an informal approach to leadership development. However, the interventions, as with 

formal approaches to leadership development, are largely impacted by commonplace challenges and the 

tenaciousness of the participants (Viera, 2021). The theme contributes meaningful insight to this study through the 

input of all study participants. 

The inadequacies of leadership development programs emerged as theme 5 of this study. The theme includes 

observed factors that highlight inadequacies in development programs. The factors collated from participants' 

narratives include the criticism that no new leadership skills emerged after attending a leadership development 

program. The leadership development program was inadequate owing to its omission of the practical application of 

leadership practices and emphasis on leadership theories, as well as the ineffective process for selecting participants 

for the program. Other factors are the absence of a clear path to leadership roles after completing the program, 

observation of bad leadership, the limitations of the applicability of the leadership development program beyond 

aspiring individual contributors, and the focused attention on intelligence quotient (IQ) over emotional quotient 

(EQ). This study included the effective and ineffective aspects of leadership development programs. Therefore, these 

five are relevant for a holistic investigation of the problem statement. 

This study's sixth emerging theme materialized from identifying leadership development as a continuous process. 

The theme is informed by participants' references to leadership as a process involving creating more leaders. The 

participant's insights demonstrate that 82% of the participants align with leadership development as a continuous 

process. The iterative process implies an ongoing nature, which was also referenced as programs designed for leaders 

to develop. The sub-themes associated with this theme highlight that effective leadership requires practice and that 

leadership development provides the opportunity to turn theory into practice. The participants highlight the 

importance of creating effective leaders at all levels of the organization. The focus on practice supports the emerging 

theme of leadership development being a continuous process. 

Themes 7 and 8 represent the emerging perspective on the measured impact of leadership development programs. 

Theme 7 represents the narrated measurements of the effectiveness of leadership development on organizational 

performance, and theme 8 denotes the undetermined impact of leadership development programs. Theme 7 includes 

sub-themes that represent measurements of the effectiveness of leadership development programs. The 

measurements, as narrated by participants of this study, include results from employee engagement and satisfaction, 

measures of leader satisfaction, the development of a bench of potential leaders to support the organization's growth, 

and organizational performance aligned to investment. Theme 8 emerges from the narrative that the impact of 

leadership development programs on organizational performance was not measured and the narrative that describes 

the difficulty in assessing a direct link between organizational performance and leadership development programs 

that are in place in the organization. The themes recognize the role of leadership in the measured outcome and 

performance of the organization (Bonner et al., 2016). 

Themes 9 and 10 represent the emerging themes around culture. Theme 9 highlights culture blockers, and Theme 10 

denotes a culture that enables successful leadership development programs. Theme 10 has more traction, with 94% 

of participants contributing to the definition of this theme. The sub-themes that define this theme include the 

reference to a culture created by leadership to drive results, the leadership principles of the organization, the 

de-emphasizing of the hierarchical structure, and the focus on equity, diversity, and inclusion. Theme nine highlights 

the toxicity of the culture and the possible impact as a culture blocker. Though theme 9 emerged from the input of 

12% of participants, it is deemed impactful for a holistic exploration of this study. Also, the impact of a toxic culture 

and its potential to result in moral disengagement and impact organizational well-being is highlighted by Bonner et 

al. (2016). The final theme of this study emerged as the necessity of teamwork, which was highlighted by 82% of 

participants. The theme recognizes the essentiality of teamwork, the need for team direction, and the efficiency and 

effectiveness that is possible through teamwork through unique references.  

4.2 Recommendations for Further Study 

The study amplifies the potential for efficacy in continuous development in an organization. The continuous 

development integrates formal programs and informal leadership development practices through observations, 

experience, role-playing, and mentoring as professional services. However, the study does not include measuring the 

direct impact of development efforts on organizational performance, which is an area that is a recommendation for 

further study. The study findings could include exploring the impact of leadership development efforts and initiatives 

at different levels of an aspirant‟s career in the organization. The idea is to enhance leadership development at 

individual levels based on needs and assess the impact of the totality on the organization. The interview questions 

captured details to inform aspects of the study.  
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However, the findings of this study observed a gap in ascertaining a direct link between leadership development 

programs and organizational performance. The gap is a possible area for further study to establish quantifiable and 

qualifiable measures of the effectiveness of leadership development efforts on organizational performance. Where a 

direct link is ascertained, impactful activities or features can be managed to attain desired levels of effectiveness in 

development programs. The effectiveness of the program is implied rather than quantitatively established. The direct 

effect of informal leadership development practices on organizational performance is an area of recommended 

further study. 

Applying this study to professional practice provides germane information that expands the current leadership body 

of knowledge. The understanding is informed by participants' responses to interview questions, which are driven by 

their experiences of what constitutes leadership development programs and leadership processes on succession 

planning and organizational performance. Scholarly researchers (Boerma et al., 2017; Rangus & Černe, 2019) 

highlighted the importance of leadership and investing in leadership development to attain levels of efficacy in 

inspiring the attainment of organizational goals.  

However, the adequacy of the investment is uncertain. An area of consideration for further study is clarity on what is 

adequate as development practices across levels of the organization. Also, the effectiveness of the components of a 

leadership development program will provide valuable information for planning strategic solutions. The 

requirements may vary from organization to organization. However, the findings of this study suggest a gap, which is 

a potential area of further exploration. The discoveries of this study are relevant to the organization of interest; 

however, the findings apply to other organizations and the exploration of identified areas of future studies (Kindy & 

Magd, 2021). 

5. Summary and Conclusions 

The qualitative single case study constitutes effective leadership development programs, leadership behavior that 

supports the development of leaders and succession planning, and the impact of these constructs on organizational 

performance. The study, grounded primarily in transformational leadership, goal-setting motivation, and social 

learning theories, supports the concept that leadership development impacts organizational performance (Ullrich et 

al., 2021). The findings confirm that organizations implementing an effective leadership development program are 

more likely to benefit from strengthened leadership competencies. The advantages enable exposure to exemplary 

leaders and are observable through skills-enhancing and growth networks (Modisane, 2018). The narration of the 

participants of this study replicates the sentiment of Modisane (2018). However, the direct impact of experienced 

leadership development programs was not established through the findings of this study. The study highlighted the 

benefits of formal and informal leadership development practices and emphasized the effects of social learning. 

Leaders and followers learn and develop from the environment and the prevalent exposure to behavior.  

The study participants did not identify a formal path to succession planning as part of their leadership development 

journey. However, evidence exists that succession planning and leadership development are intertwined. The results 

of this study show that an organization's culture fosters leaders' development. Organizational culture is reflected in 

the leadership principle of hiring and developing the best, which governs the organization's culture, which is the 

subject of this study. The concept of effectual succession planning relates to the efficacious development of leaders 

and others (McKee & Froelich, 2016); this is determined by the leader‟s effectiveness and dynamism (Holt et al., 

2018). Leadership development initiatives build leaders with emotional intelligence and motivational, collaborative, 

and ethical behaviors that support a psychologically safe environment that promotes creative cognizance 

(Levesque-Côté et al., 2021). The leadership of an organization plays an integral part in establishing the culture and 

environment that supports the creation and development of leaders (Fontoura & Coelho, 2020; Nxumalo, 2020). 

Followers have an equally important responsibility to drive and occasionally instigate self-development. Leadership 

is a partnering relationship. Therefore, the input and dedication of both parties, leaders and followers, are essential 

(Lian et al., 2022; Zhang et al., 2020).  

The results and implications of this study are relevant to inform the body of knowledge on leadership and identify 

factors that inform effective leadership development. The study constitutes the need to explore further leadership 

development and the measured impact on organizational performance. Using a mixed method design research may 

provide the framework for capturing quantifiable data alongside qualifiable data, which could explain and inform the 

implications of leadership development on organizational performance. The findings of this study support the need 

for leadership development and recognize that leadership can be created at all levels of an organization. 

 



http://ijba.sciedupress.com International Journal of Business Administration Vol. 14, No. 4; 2023 

Published by Sciedu Press                        45                           ISSN 1923-4007  E-ISSN 1923-4015 

References 

Abraham, T. H., Stewart, G. L., & Solimeo, S. L. (2021). The importance of soft skills development in a hard data 

world: Learning from interviews with healthcare leaders. BMC Medical Education, 21(1), 147-147. 

https://doi.org/10.1186/s12909-021-02567-1 

Aitken, K., & von Treuer, K. (2021). Leadership behaviours that foster organisational identification during change. 

Journal of Organizational Change Management, 34(2), 311-326. https://doi.org/10.1108/JOCM-01-2020-0029 

Ames, H., Glenton, C., & Lewin, S. (2019). Purposive sampling in a qualitative evidence synthesis: A worked 

example from a synthesis on parental perceptions of vaccination communication. BMC Medical Research 

Methodology, 19(1), 26-26. https://doi.org/10.1186/s12874-019-0665-4 

Andersen, J. A. (2015). Barking up the wrong tree. On the fallacies of the transformational leadership theory. 

Leadership & Organization Development Journal, 36(6), 765-777. https://doi.org/10.1108/lodj-12-2013-0168 

Anderson, M. H., & Sun, P. Y. T. (2017). Reviewing leadership styles: Overlaps and the need for a new „Full-Range‟ 

theory. International Journal of Management Reviews: IJMR, 19(1), 76-96. https://doi.org/10.1111/ijmr.12082  

Armengol, X., Fernandez, V., Simo, P., & Sallan, J. M. (2017). An examination of the effects of self-regulatory focus 

on the perception of the media richness: The case of E-mail. International Journal of Business Communication, 

54(4), 394-407. https://doi.org/10.1177/2329488415572780 

Ayeleke, R. O., North, N. H., Dunham, A., & Wallis, K. A. (2019). Impact of training and professional development 

on health management and leadership competence: A mixed methods systematic review. Journal of Health 

Organization and Management, 33(4), 354-379. https://doi.org/10.1108/JHOM-11-2018-0338 

Beaman, J. (2016). Citizenship as cultural: Towards a theory of cultural citizenship. Sociology Compass, 10(10), 

849-857. https://doi.org/10.1111/soc4.12415 

Beryl, M. E., Ayodele, M. O., Oyo-Ita, D., Michael, E. O., Patience, C. C., Oluwanifemi, O., … Omotayo, O. A. 

(2020). Effect of succession planning on business performance of private universities in Ogun state, Nigeria. 

Academy of Entrepreneurship Journal, 26(4), 1-18. Retrieved from 

https://www.abacademies.org/journals/academy-of-entrepreneurship-journal-home.html 

Boerma, M., Coyle, E. A., Dietrich, M. A., Dintzner, M. R., Drayton, S. J., Early, J. L., II., … Williams, N. T. (2017). 

Point/counterpoint: Are outstanding leaders born or made?. American Journal of Pharmaceutical Education, 

81(3), 1-5. https://doi.org/10.5688/ajpe81358 

Bonner, J., Greenbaum, R., & Mayer, D. (2016). My boss is morally disengaged: The role of ethical leadership in 

explaining the interactive effect of supervisor and employee moral disengagement on employee behaviors. 

Journal of Business Ethics, 137(4), 731-742. https://doi.org/10.1007/s10551-014-2366-6 

Boone, C., Lokshin, B., Guenter, H., & Belderbos, R. (2019). Top management team nationality diversity, corporate 

entrepreneurship, and innovation in multinational firms. Strategic Management Journal, 40(2), 277-302. 

https://doi.org/10.1002/smj.2976 

Bouwmans, M., Runhaar, P., Wesselink, R., & Mulder, M. (2017). Fostering teachers' team learning: An interplay 

between transformational leadership and participative decision-making?. Teaching and Teacher Education, 65, 

71-80. https://doi.org/10.1016/j.tate.2017.03.010 

Burns, E. C., Martin, A. J., & Evans, P. A. (2019). The role of teacher feedback–feedforward and personal best goal 

setting in students‟ mathematics achievement: A goal setting theory perspective. Educational Psychology, 1-19. 

https://doi.org/10.1080/01443410.2019.1662889 

Campbell, S., Greenwood, M., Prior, S., Shearer, T., Walkem, K., Young, S., … Walker, K. (2020). Purposive 

sampling: Complex or simple? Research case examples. Journal of Research in Nursing, 25(8), 652-661. 

https://doi.org/10.1177/1744987120927206 

Cauwelier, P. (2019). Building high-performance teams through action learning. Action Learning, 16(1), 68-76. 

https://doi.org/10.1080/14767333.2019.1562693 

Chandler, J. L. S. (2018). Leadership in action: Sharing leadership in an engineering research center. Journal of 

Professional Issues in Engineering Education and Practice, 144(4), 05018011. 

https://doi.org/10.1061/(ASCE)EI.1943-5541.0000386 



http://ijba.sciedupress.com International Journal of Business Administration Vol. 14, No. 4; 2023 

Published by Sciedu Press                        46                           ISSN 1923-4007  E-ISSN 1923-4015 

Chiang, J. T., Chen, X., Liu, H., Akutsu, S., & Wang, Z. (2021). We have emotions but can‟t show them! 

authoritarian leadership, emotion suppression climate, and team performance. Human Relations, 74(7), 

1082-1111. https://doi.org/10.1177/0018726720908649 

Chua, R. Y. J. (2018). Innovating at cultural crossroads: How multicultural social networks promote idea flow and 

creativity. Journal of Management, 44(3), 1119-1146. https://doi.org/10.1177/0149206315601183 

Chuang, S. (2021). The applications of constructivist learning theory and social learning theory on adult continuous 

development. Performance Improvement, 60(3), 6-14. https://doi.org/10.1002/pfi.21963 

Clark, C. M., & Harrison, C. (2018). Leadership: The complexities and state of the field. European Business Review, 

30(5), 514-528. https://doi.org/10.1108/EBR-07-2017-0139 

Contador, J. C., Satyro, W. C., Contador, J. L., & Spinola, M. d. M. (2021). Taxonomy of organizational alignment: 

Implications for data-driven sustainable performance of firms and supply chains. Journal of Enterprise 

Information Management, 34(1), 343-364. https://doi.org/10.1108/JEIM-02-2020-0046 

Creswell, J. W., & Poth, C. N. (2018). Qualitative inquiry and research design: Choosing among five approaches 

(4th ed.). Sage. 

Croft, L., & Seemiller, C. (2017). Developing leadership competencies. New Directions for Student Leadership, 

2017(156), 7-18. https://doi.org/10.1002/yd.20267 

Cypress, B. (2018). Qualitative research methods. Dimensions of Critical Care Nursing, 37(6), 302-309. 

https://doi.org/10.1097/DCC.0000000000000322. 

Deterding, N. M., & Waters, M. C. (2021). Flexible coding of in-depth interviews: A twenty-first-century approach. 

Sociological Methods & Research, 50(2), 708-739. https://doi.org/10.1177/0049124118799377 

Dinh, J. E., Lord, R. G., Gardner, W. L., Meuser, J. D., Liden, R. C., & Hu, J. (2014). Leadership theory and research 

in the new millennium: Current theoretical trends and changing perspectives. The Leadership Quarterly, 25(1), 

36-62. https://doi.org/10.1016/j.leaqua.2013.11.005 

Dopson, S., Ferlie, E., McGivern, G., Fischer, M. D., Mitra, M., Ledger, J., & Behrens, S. (2019). Leadership 

development in higher education: A literature review and implications for programme redesign. Higher 

Education Quarterly, 73(2), 218-234. https://doi.org/10.1111/hequ.12194 

Dörfler, V., & Stierand, M. (2021). Bracketing: A phenomenological theory applied through transpersonal reflexivity. 

Journal of Organizational Change Management, 34(4), 778-793. https://doi.org/10.1108/JOCM-12-2019-0393 

Elfil, M. M., & Negida, A. A. (2017). Sampling methods in clinical research; an educational review. Emergency, 5(1), 

e52-e52. https://doi.org/10.22037/emergency.v5i1.15215 

Esmene, S., & Kirsop-Taylor, N. (2021). External disruptions to qualitative data collection: Addressing risks relating 

to Brexit and researcher-participant rapport. The Qualitative Report, 26(3), 795-807. 

https://doi.org/10.46743/2160-3715/2021.4434 

Fontoura, P., & Coelho, A. (2020). The influence of supply chain leadership and followership on organizational 

performance: An empirical study on a Portuguese energy supplier. Baltic Journal of Management, 15(3), 

333-353. https://doi.org/10.1108/BJM-01-2019-0012 

Ford, R. C., Piccolo, R. F., & Ford, L. R. (2017). Strategies for building effective virtual teams: Trust is key. Business 

Horizons, 60(1), 25-34. https://doi.org/10.1016/j.bushor.2016.08.009 

Frich, J. C., Brewster, A. L., Cherlin, E. J., & Bradley, E. H. (2015). Leadership development programs for 

physicians: A systematic review. Journal of General Internal Medicine, 30(5), 656-674. 

https://doi.org/10.1007/s11606-014-3141-1 

Gan, G. C., Chong, C. W., Yuen, Y. Y., Yen Teoh, W. M., & Rahman, M. S. (2021). Executive coaching effectiveness: 

Towards sustainable business excellence. Total Quality Management & Business Excellence, 32(13-14), 

1405-1423. https://doi.org/10.1080/14783363.2020.1724507 

Goldsmith, L. (2021). Using framework analysis in applied qualitative research. Qualitative Report, 26(6), 

2061-2076. https://doi.org/10.46743/2160-3715/2021.5011 

González-Díaz, R. R., & Bustamante-Cabrera, G. I. (2021). Predictive sequential research design to study complex 

social phenomena. Entropy, 23(5), 627. https://doi.org/10.3390/e23050627 



http://ijba.sciedupress.com International Journal of Business Administration Vol. 14, No. 4; 2023 

Published by Sciedu Press                        47                           ISSN 1923-4007  E-ISSN 1923-4015 

Grant, A. M., & O'Connor, S. A. (2018). Broadening and building solution-focused coaching: Feeling good is not 

enough. Coaching: An International Journal of Theory, Research & Practice, 11(2), 165-185. 

https://doi.org/10.1080/17521882.2018.1489868 

Gurdjian, P., Halbeisen, T., & Lane, K. (2014). Why leadership-development programs fail. The McKinsey Quarterly, 

1(1), 121-126. Retrieved from 

https://d1wqtxts1xzle7.cloudfront.net/49568191/Why_leadership_development_programs_fail-libre.pdf?14763

58635=&response-content-disposition=inline%3B+filename%3DStudy_case_from_McKinsey.pdf&Expires=17

03194576& 

Han, J. H., Liao, H., Han, J., & Li, A. N. (2021). When leader–member exchange differentiation improves work 

group functioning: The combined roles of differentiation bases and reward interdependence. Personnel 

Psychology, 74(1), 109-141. https://doi.org/10.1111/peps.12415 

Harris, T. C. (2018). George Washington: a revolutionary approach to leadership. Leadership & Organization 

Development Journal, 39(8), 995-1009. https://doi.org/10.1108/LODJ-11-2017-0367. 

Hays, D. G., & McKibben, W. B. (2021). Promoting rigorous research: Generalizability and qualitative research. 

Journal of Counseling and Development, 99(2), 178-188. https://doi.org/10.1002/jcad.12365 

Hift, R. J. (2014). Should essays and other "open-ended"-type questions retain a place in written summative 

assessment in clinical medicine?. BMC Medical Education, 14(1), 249-249. 

https://doi.org/10.1186/s12909-014-0249-2 

Hillen, H., Pfaff, H., & Hammer, A. (2017). The association between transformational leadership in German 

hospitals and the frequency of events reported as perceived by medical directors. Journal of Risk Research, 

20(4), 499-515. https://doi.org/10.1080/13669877.2015.1074935  

Holt, S., Hall, A., & Gilley, A. (2018). Essential components of leadership development programs. Journal of 

Managerial Issues, 30(2), 214-229. Essential Components of Leadership Development Programs on JSTOR. 

Hruby, J., Almeida, P., & Hoeft, C. (2022). Final global leadership development program (GLDP) design: Where do 

we go from here? global evidence from Europe, the US, and Brazil. Thunderbird International Business Review, 

64(4), 317-331. https://doi.org/10.1002/tie.22297 

Hughes, R. L., Ginnett, R. C., & Curphy, G. J. (2022). Enhancing the lessons of experience (10th ed.). McGraw Hill. 

Hunitie, M. (2018). Impact of strategic leadership on strategic competitive advantage through strategic thinking and 

strategic planning: A bi-meditational research. Verslas: Teorija Ir Praktika, 19(1), 322-330. 

https://doi.org/10.3846/btp.2018.32 

Hussey, L., & Campbell-Meier, J. (2021). Are you mentoring or coaching? Definitions matter. Journal of 

Librarianship and Information Science, 53(3), 510-521. https://doi.org/10.1177/0961000620966651 

Johnston, J. H., Phillips, H. L., Milham, L. M., Riddle, D. L., Townsend, L. N., DeCostanza, A. H., … Fitzhugh, S. 

M. (2019). A team training field research study: Extending a theory of team development. Frontiers in 

Psychology, 10, 1480-1480. https://doi.org/10.3389/fpsyg.2019.01480 

Joiner, B. (2019). Leadership agility for organizational agility. Journal of Creating Value, 5(2), 139-149. 

https://doi.org/10.1177/2394964319868321 

Jones, J., Murray, S., & Warren, K. (2018). Christian leadership in a secular world. The Journal of Applied Christian 

Leadership, 12(2), 90-107. Retrieved from 

https://digitalcommons.andrews.edu/cgi/viewcontent.cgi?article=1423&context=jacl 

Kay, L. (2019). Guardians of research: Negotiating the strata of gatekeepers in research with vulnerable participants. 

Practice, 1(1), 37-52. https://doi.org/10.1080/25783858.2019.1589988 

Kindy, A. A., & Magd, H. (2021). The influence of transformational leadership on psychological empowerment of 

Omani civil service agencies' employees: A conceptual model. Global Business and Management Research, 

13(3), 258-282. Retrieved from http://www.gbmrjournal.com/pdf/v13n3/V13N3-22.pdf 

Kollenscher, E., Popper, M., & Ronen, B. (2018). Value-creating organizational leadership. Journal of Management 

& Organization, 24(1), 19-39. https://doi.org/10.1017/jmo.2016.33 

https://www.jstor.org/stable/45176579
https://digitalcommons.andrews.edu/cgi/viewcontent.cgi?article=1423&context=jacl


http://ijba.sciedupress.com International Journal of Business Administration Vol. 14, No. 4; 2023 

Published by Sciedu Press                        48                           ISSN 1923-4007  E-ISSN 1923-4015 

Korstjens, I., & Moser, A. (2017). Series: Practical guidance to qualitative research. part 2: Context, research 

questions and designs. The European Journal of General Practice, 23(1), 274-279. 

https://doi.org/10.1080/13814788.2017.1375090 

Koukl, G. (2017). The story of reality: How the world began, how it ends, and everything important that happens in 

between. Zondervan. 

Kouzes, J. M., & Posner, B. Z. (2017). The leadership challenge: How to make extraordinary things happen in 

organizations (6th ed.). A Wiley. 

Kristinsson, K., Candi, M., & Sæmundsson, R. J. (2016). The relationship between founder team diversity and 

innovation performance: The moderating role of causation logic. Long Range Planning, 49(4), 464-476. 

https://doi.org/10.1016/j.lrp.2015.12.013 

Kuenzi, M., Mayer, D. M., & Greenbaum, R. L. (2020). Creating an ethical organizational environment: The 

relationship between ethical leadership, ethical organizational climate, and unethical behavior. Personnel 

Psychology, 73(1), 43-71. https://doi.org/10.1111/peps.12356 

Kwok, N., Hanig, S., Brown, D. J., & Shen, W. (2018). How leader role identity influences the process of leader 

emergence: A social network analysis. The Leadership Quarterly, 29(6), 648-662. 

https://doi.org/10.1016/j.leaqua.2018.04.003 

Lämsä, A., & Keränen, A. (2020). Responsible leadership in the manager–employee relationship. South Asian 

Journal of Business and Management Cases, 9(3), 422-432. https://doi.org/10.1177/2277977920958543 

Lapshun, A. L., & Fusch, G. E. (2021). Trust and safety as fundamental conditions for a High-Performance team. 

Performance Improvement, 60(3), 15-19. https://doi.org/10.1002/pfi.21964 

Lee, A., Lyubovnikova, J., Tian, A. W., & Knight, C. (2020). Servant leadership: A meta-analytic examination of 

incremental contribution, moderation, and mediation. Journal of Occupational and Organizational Psychology, 

93(1), 1-44. https://doi.org/10.1111/joop.12265 

Lee, Y., Chen, P., & Su, C. (2020). The evolution of the leadership theories and the analysis of new research trends. 

International Journal of Organizational Innovation (Online), 12(3), 88-104. 

https://www.ijoi-online.org/attachments/article/196/0997%20Final.pdf 

Levesque-Côté, J., Fernet, C., Morin, A. J. S., & Austin, S. (2021). On the motivational nature of authentic leadership 

practices: A latent profile analysis based on self-determination theory. Leadership & Organization Development 

Journal, 42(2), 178-194. https://doi.org/10.1108/LODJ-12-2019-0522 

Lian, H., Huai, M., Farh, J., Huang, J., Lee, C., & Chao, M. M. (2022). Leader unethical pro-organizational behavior 

and employee unethical conduct: Social learning of moral disengagement as a behavioral principle. Journal of 

Management, 48(2), 350-379. https://doi.org/10.1177/0149206320959699 

Longenecker, C., & Insch, G. S. (2018). Senior leaders‟ strategic role in leadership development. Strategic HR 

Review, 17(3), 143-149. https://doi.org/10.1108/SHR-02-2018-0014 

Martín-Raugh, M. P., Kell, H. J., Randall, J. G., Anguiano-Carrasco, C., & Banfi, J. T. (2023). Speaking without 

words: A meta-analysis of over 70 years of research on the power of nonverbal cues in job interviews. Journal 

of Organizational Behavior, 44(1), 132-156. https://doi.org/10.1002/job.2670 

Mathur, R., & Swaminathan, S. (2018). National ethical guidelines for biomedical & health research involving 

human participants, 2017: A commentary. Indian Journal of Medical Research, 148(3), 279-283. 

https://doi.org/10.4103/0971-5916.245303 

McKee, G., & Froelich, K. (2016). Executive succession planning: Barriers and substitutes in nonprofit organizations. 

Annals of Public and Cooperative Economics, 87(4), 587-601. https://doi.org/10.1111/apce.12129 

McKim, C. A. (2017). The value of mixed methods research: A mixed methods study. Journal of Mixed Methods 

Research, 11(2), 202-222. https://doi.org/10.1177/1558689815607096 

Merida, T. (2015). Exalting Jesus in 1 & 2 Kings. B & H Publishing Group. 

Mihiotis, A., & Argirou, N. (2016). Coaching: From challenge to opportunity. The Journal of Management 

Development, 35(4), 448-463. https://doi.org/10.1108/JMD-10-2014-0139  



http://ijba.sciedupress.com International Journal of Business Administration Vol. 14, No. 4; 2023 

Published by Sciedu Press                        49                           ISSN 1923-4007  E-ISSN 1923-4015 

Modisane, K. T. (2018). Finding the niche to reposition leadership in Africa‟s developing economies for the global 

highway: Review of literature on leadership development programmes - methods and techniques. Human 

Resource Development International, 21(1), 12-23. https://doi.org/10.1080/13678868.2017.1326220 

Moore, J., Goffin, P., Wiese, J., & Meyer, M. (2021). An interview method for engaging personal data. Proceedings 

of the ACM on Interactive, Mobile, Wearable and Ubiquitous Technologies, 5(4), 1-28. 

https://doi.org/10.1145/3494964 

Moser, A., & Korstjens, I. (2018). Series: Practical guidance to qualitative research. part 3: Sampling, data collection, 

and analysis. The European Journal of General Practice, 24(1), 9-18. 

https://doi.org/10.1080/13814788.2017.1375091  

Muff, K., Delacoste, C., & Dyllick, T. (2022). Responsible leadership competencies in leaders around the world: 

Assessing stakeholder engagement, ethics and values, systems thinking and innovation competencies in leaders 

around the world. Corporate Social-Responsibility and Environmental Management, 29(1), 273-292. 

https://doi.org/10.1002/csr.2216 

Noble, H., & Heale, R. (2019). Triangulation in research, with examples. Evidence-Based Nursing, 22(3), 67-68. 

https://doi.org/10.1136/ebnurs-2019-103145 

Northouse, P. G. (2019). Leadership: Theory and practice. Sage. 

Nxumalo, L. (2020). Developing transformational leadership model to effectively include persons with disabilities in 

the workplace. African Journal of Inter-Multidisciplinary Studies, 2(1), 25. 

https://doi.org/10.51415/ajims.v2i1.830 

Őnday, Ő. (2018). The relationship between concepts of rational, natural and open systems: Managing organizations 

today. International Journal of Information, Business and Management, 10(1), 245-258. Retrieved from 

https://d1wqtxts1xzle7.cloudfront.net/63937222/p.44_Culture_and_Entrepreneurship_Development_in_Tiv_La

nd__Benue_State__Nigeria_An_Overview20200716-8776-1q88e1s-libre.pdf?1594900358=&response-content- 

Rangus, K., & Černe, M. (2019). The impact of leadership influence tactics and employee openness toward others on 

innovation performance. R & D Management, 49(2), 168-179. https://doi.org/10.1111/radm.12298 

Reed, B. N., Klutts, A. M., & Mattingly, T. J., II. (2019). A systematic review of leadership definitions, competencies, 

and assessment methods in pharmacy education. American Journal of Pharmaceutical Education, 83(9), 

7520-7532. https://doi.org/10.5688/ajpe7520 

Robson, C., & McCartan, K. (2016). Real world research: A resource for users of social research methods in applied 

settings (4th ed.). Wiley. 

Ruan, Y., & Durresi, A. (2016). A survey of trust management systems for online social communities – trust 

modeling, trust inference and attacks. Knowledge-Based Systems, 106, 150-163. 

https://doi.org/10.1016/j.knosys.2016.05.042 

Rüzgar, N. (2019). Leadership traits of Suleiman the magnificent, in terms of “great man” theory. Journal of 

Ottoman Legacy Studies, 6(15), 317-327. https://doi.org/10.17822/omad.2019.128 

Seidman, G., Pascal, L., & McDonough, J. (2020). What benefits do healthcare organisations receive from leadership 

and management development programmes? A systematic review of the evidence. BMJ Leader, 4(1), 21-36. 

https://doi.org/10.1136/leader-2019-000141 

Seo, G., Huang, W., & Han, S. C. (2017). Conceptual review of underrepresentation of women in senior leadership 

positions from a perspective of gendered social status in the workplace: Implication for HRD research and 

practice. Human Resource Development Review, 16(1), 35-59. https://doi.org/10.1177/1534484317690063 

Shafique, I., & Loo-See, B. (2018). Shifting organizational leadership perspectives: An overview of leadership 

theories. Journal of Economic & Management Perspectives, 12(2), 266-276. Retrieved from 

https://journalseeker.researchbib.com/view/issn/2523-5338 

Shankman, M. L., & Gigliotti, R. A. (2021). Appendix: Select leadership assessment resources. New Directions for 

Student Leadership, 2021(170), 129-139. https://doi.org/10.1002/yd.20437 

Shaw, R. B., McBride, C. B., Casemore, S., & Martin Ginis, K. A. (2018). Transformational mentoring: Leadership 

behaviors of spinal cord injury peer mentors. Rehabilitation Psychology, 63(1), 131-140. 

https://doi.org/10.1037/rep0000176 

https://journalseeker.researchbib.com/view/issn/2523-5338


http://ijba.sciedupress.com International Journal of Business Administration Vol. 14, No. 4; 2023 

Published by Sciedu Press                        50                           ISSN 1923-4007  E-ISSN 1923-4015 

Shek, D. T., Chung, P. P., & Leung, H. (2015). How unique is the service leadership model? A comparison with 

contemporary leadership approaches. International Journal on Disability and Human Development, 14(3), 

217-231. https://doi.org/10.1515/ijdhd-2015-0403 

Sholikhah, Z., Wang, X., & Li, W. (2019). The role of spiritual leadership in fostering discretionary behaviors: The 

mediating effect of organization-based self-esteem and workplace spirituality. International Journal of Law and 

Management, 61(1), 232-249. https://doi.org/10.1108/IJLMA-04-2018-0081 

Snoeren, M. M., Raaijmakers, R., Niessen, T. J. H., & Abma, T. A. (2016). Mentoring with(in) care: A co-constructed 

auto-ethnography of mutual learning. Journal of Organizational Behavior, 37(1), 3-22. 

https://doi.org/10.1002/job.2011 

Spataro, S. E., & Bloch, J. (2018). “Can you repeat that?” Teaching active listening in management education. 

Journal of Management Education, 42(2), 168-198. https://doi.org/10.1177/1052562917748696 

Spears, L. (1996). Reflections on Robert K. Greenleaf and servant-leadership. Leadership & Organization 

Development Journal, 17(7), 33-35. http://doi.org/10.1108/01437739610148367  

Spiers, J., Morse, J. M., Olson, K., Mayan, M., & Barrett, M. (2018). Reflection/Commentary on a past article: 

“Verification strategies for establishing reliability and validity in qualitative research”. International Journal of 

Qualitative Methods, 17(1), 1609406918788237. https://doi.org/10.1177/1609406918788237 

Stander, F., De Beer, L., & Stander, M. (2015). Authentic leadership as a source of optimism, trust in the organisation 

and work engagement in the public health care sector. Journal of Human Resource Management, 13(1), 1-12. 

https://doi.org/10.4102/sajhrm.v13i1.675 

Stokes, P., Fatien Diochon, P., & Otter, K. (2021). “Two sides of the same coin?” coaching and mentoring and the 

agentic role of context. Annals of the New York Academy of Sciences, 1483(1), 142-152. 

https://doi.org/10.1111/nyas.14316 

Straube, J., Meinecke, A. L., Schneider, K., & Kauffeld, S. (2018). Effects of media compensation on team 

performance: The role of demographic faultlines. Small Group Research, 49(6), 684-722. 

https://doi.org/10.1177/1046496418796281 

Swensen, S., Gorringe, G., Caviness, J., & Peters, D. (2016). Leadership by design: Intentional organization 

development of physician leaders. The Journal of Management Development, 35(4), 549-570. 

https://doi.org/10.1108/JMD-08-2014-0080 

Tay, H. L., & Singh, P. J. (2021). Revisiting redundancy in hospitals-A case-based research study. Health Care 

Management Review, 46(3), 185-195. https://doi.org/10.1097/HMR.0000000000000257 

Teh, Y. Y., & Lek, E. (2018). Culture and reflexivity: Systemic journeys with a British Chinese family. Journal of 

Family Therapy, 40(4), 520-536. https://doi.org/10.1111/1467-6427.12205 

Theriou, G., Chatzoudes, D., & Diaz Moya, C. A. (2020). The effect of ethical leadership and leadership 

effectiveness on Employee‟s turnover intention in SMEs: The mediating role of work engagement. European 

Research Studies Journal, XXIII (4), 947-963. https://doi.org/10.35808/ersj/1725 

Ullrich, D., Cope, V., & Murray, M. (2021). Common components of nurse manager development programmes: A 

literature review. Journal of Nursing Management, 29(3), 360-372. https://doi.org/10.1111/jonm.13183 

Ulvenblad, P., & Cederholm Björklund, J. (2018). A leadership development programme for agricultural 

entrepreneurs in Sweden. The Journal of Agricultural Education and Extension, 24(4), 327-343. 

https://doi.org/10.1080/1389224X.2018.1473260 

Utts, J. (2021). Enhancing data science ethics through statistical education and practice. International Statistical 

Review, 89(1), 1-17. https://doi.org/10.1111/insr.12446  

Viera, C. A. (2021). A comparison of mentoring and coaching: What's the difference?. Performance Improvement, 

60(7), 13-20. https://doi.org/10.1002/pfi.21993 

Vindrola-Padros, C., & Johnson, G. A. (2020). Rapid techniques in qualitative research: A critical review of the 

literature. Qualitative Health Research, 30(10), 1596-1604. https://doi.org/10.1177/1049732320921835 

Xu, B., Zhao, S., Li, C., & Lin, C. (2017). Authentic leadership and employee creativity: Testing the multilevel 

mediation model. Leadership & Organization Development Journal, 38(3), 482-498. 

https://doi.org/10.1108/LODJ-09-2015-0194 



http://ijba.sciedupress.com International Journal of Business Administration Vol. 14, No. 4; 2023 

Published by Sciedu Press                        51                           ISSN 1923-4007  E-ISSN 1923-4015 

Zhang, Z., Zhang, L., Xiu, J., & Zheng, J. (2020). Learning from your leaders and helping your coworkers: The 

trickle-down effect of leader helping behavior. Leadership & Organization Development Journal, 41(6), 

883-894. https://doi.org/10.1108/LODJ-07-2019-0317 

 

Bios of Authors 

 

Dr. Temitope Longe is a Doctor of Strategic Leadership from Liberty University. She holds a Master of Science 

(MSc) in Business and Economic Forecasting and a Master of Business Administration (MBA) in General 

Management from Imperial College London. Her career spans over decades, primarily in management consultancy. 

With a focus on people and organizational development, Dr. Longe contributes her expertise in leadership 

development for measurable benefits and successful program execution for organizations. She serves on the Board of 

directors of two global organizations. 

Dr. Charles Needham is an Assistant Professor/Doctoral Committee Chair at Liberty University. Teaching several 

courses online and face-to-face in business and management, serving undergraduate students in advising, completing 

degree plans, transfer credits, and registering students during enrollment. Dr. Charles Needham‟s primary interest is 

entrepreneurship and leadership. 

 

 

Copyrights 

Copyright for this article is retained by the author(s), with first publication rights granted to the journal. 

This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution 

license (http://creativecommons.org/licenses/by/4.0/). 


