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SUMMARY

My Ph.D. dissertation is titled “The analysis of the four aspects of the life-story in a
collaborative decision-making process within the context of leadership development”. This
study explores the effect of four different aspects of the life stories of leadership members
(members in a leadership process) on their leadership development, particularly in their
collaborative decision-making as leadership members. Leadership development is a complex
process, including the development of values at the individual level first, and then at the
collective level. | examine the development of core intrapersonal values (Day, 2011)—
specifically, individual collaborative features—by considering life experiences (Day,
Fleenor, Atwater, Sturm, & McKee, 2014), and how personal, collaborative features become
integrated when leadership members collaborate (Cullen-Lester, Maupin, & Carter, 2017).

| used a qualitative research design and conducted 64 semi-structured interviews in total.
This Ph.D. dissertation included four research stages for gathering data: a theoretical
overview of the literature by taking into consideration high-ranked journals; semi-structured
interviews with directors and followers of seven regional Municipalities in Kosovo and three
experts from leadership and neurology; the critical incident technique, which “is a qualitative
research method that is used to obtain a depth of knowledge and understanding of subjects’
responses to selected situations” (Gremler, 2015. P.3); and secondary data.

During the research process, | identified from the data collected that personal stories
(experiences) were shaped initially by information heard for the first time, and then reshaped
by repetitive information across time. The repetitive information, across time, leads to
matured data. The linkage of numerous matured information will create a life-story aspect.
A life-story aspect is the source of the individual meaning-making system. A life-story aspect
provides fertile ground for unpacking the collaborative tendencies in general and in work
settings in particular.

In my Ph.D. dissertation, | have identified six theoretical contributions. My first theoretical
contribution is that leadership development is a complex process because it means dealing
with an unlimited number of leadership processes that arise depending on the situations in
which the organisation finds itself at a given time. This complex process is multidisciplinary,
and includes a large variety of specific concepts, and therefore tends to be a progressive or
regressive development process over time. My second theoretical contribution is that leader
development is detached from leadership development, but leadership development is not
detached from the concept of leader development. My third theoretical contribution is that |
explored the concept of life stories by dividing them into four main aspects—educational
experiences, professional experiences, external social experiences, and internal social
experiences—by explaining how these are shaped and how they advance the collaborative
features of leadership members. My fourth theoretical contribution is explaining the
interconnectedness of the life-story concept with leadership development. My fifth
theoretical contribution is presenting collaboration as an advanced procedure that means a



defined way of behaviour and acting among leadership members in a decision-making
process. My sixth theoretical contribution is linking the concept of leader development with
the concept of collaboration within the domain of leadership development.

The methodological contributions of my research topic are as follows. The qualitative
method made it possible to explore my Ph.D. dissertation’s topic in significant depth and to
do that within an amount of time necessary to be considered as credible scientific research.
The qualitative method was flexible, to distinguish and detect unexpected phenomena during
the process of my research, including leadership signs, behaviour, moves, ways of speech,
thinking schemes, personal expressions, etc., of directors and their followers. The qualitative
method enabled me to be part of leadership processes within the environment in which
leaders work on a daily basis. The use of the qualitative method provided greater chances to
explore and to be sensitive to contextual and environmental factors where directors and
followers work. By using the qualitative method, I could more effectively explore symbolic
dimensions. By using the qualitative method, | generated a significant volume of data; there
literally can be more than 1,000 pages of interview transcripts, records, and field notes that
| can use for future research projects (papers with different topics, but within the realm of
this topic).

An important future research area would be recruiting additional participants and
representatives of private businesses for conducting a qualitative methodology through
interviews. Focus groups, in-depth interviews, structured interviews, experiments, and
quantitative research methods can provide new insights. This complex leadership
development process can be studied by incorporating concepts from various disciplines not
included in this Ph.D. dissertation. Information inherited from ancestors can be classified as
the fifth aspect of a life story that shapes the collaborative features of a person.

Keywords: Leadership development, collaboration, decision-making, life-story aspects,
life-story



POVZETEK

Tema moje doktorske disertacije je naslovljena “Analiza stirih vidikov Zivljenjske zgodbe v
procesu sodelovalnega odloc¢anja znotraj konteksta razvoja vodenja”. Ta Studija raziskuje
vlogo S§tirih razli¢nih vidikov Zzivljenjskih zgodb vodstvenih ¢lanov (¢lanov v procesu
vodenja) pri njihovem razvoju vodenja in zlasti pri njihovem skupnem odlo¢anju kot ¢lani
vodstva. Razvoj vodenja je kompleksen proces na kolektivni ravni, v katerega je integrirano
veéje Stevilo manjsih procesov na individualni ravni. PreuCujem razvoj temeljnih inter-in
intrapersonalnih vrednot (Day, 2011), zlasti posameznih znadilnosti sodelovanja z
upostevanjem zivljenjskih izkuSenj (Day, Fleenor, Atwater, Sturm, & McKee, 2014) in kako
se osebne lastnosti sodelovanja integrirajo, ko ¢lani vodstva (Clani procesa vodenja)
sodelujejo (Cullen-Lester, Maupin & Carter, 2017).

Uporabil sem kvalitativno zasnovo raziskave in skupaj sem opravil 64 polstrukturiranih
intervjujev. V tej doktorski disertaciji so Stiri raziskovalne stopnje zbiranja podatkov: (1)
izvedba teoreti¢nega pregleda literature z upoStevanjem visoko uvrs€enih znanstvenih revij;
(2) Polstrukturirani intervjuji z direktorji in sledilci sedmih regionalnih ob¢in na Kosovu ter
tremi strokovnjaki s podro¢ja vodenja in nevrologije; (3) Tehnika kriticnega incidenta, ki »je
kvalitativna raziskovalna metoda, ki se uporablja za pridobivanje globine znanja in
razumevanja odzivov subjektov na izbrane situacije« (Gremler, 2015, str. 3). To tehniko sem
uporabil, da sem razumel, kako se vodstveni ¢lan obnasa pri skupnem odloc¢anju s
povezovanjem njihovih pripovedi s situacijami, v katerih je bil/a vpleten/a; in (4)
interpretacija pridobljenih primarnih podatkov in primerjava z uporabo sekundarnih
podatkov.

Iz podatkov, ki sem jih zbral, sem ugotovil tudi ve¢ ugotovitev, kot so osebne zgodbe
(izkusnje), ki so na zacetku oblikovane z informacijami, ki jih sli§imo prvi¢, in jih
preoblikujejo ponavljajoce se informacije. Ponavljajoce se informacije skozi ¢as vodijo do
zrelih informacij. Povezava Stevilnih zrelih informacij bo ustvarila vidik Zivljenjske zgodbe.
Vidik zivljenjske zgodbe je vir individualnega pomenskega sistema. Vidik zivljenjske
zgodbe so plodna tla za razkrivanje nagnjenj k sodelovanju na splosno in (tako razmeroma
zanesljivi pomenijo teZnje po sodelovanju) zlasti v delovnem okolju.

V svoji doktorski disertaciji sem identificiral Sest teoreticnih prispevkov. Moj prvi teoreti¢ni
prispevek je, da je razvoj vodenja kompleksen proces, saj pomeni obvladovanje
neomejenega Stevila (pod)procesov vodenja, ki nastanejo glede na situacije, v katerih se je
organizacija znasla v dolo¢enem trenutku. Ta kompleksen proces je multidisciplinaren, kar
pomeni, da vkljucuje veliko razli¢nih specificnih konceptov, saj gre za napreden ali
regresiven razvojni proces skozi ¢as. Moj drugi teoreti¢ni prispevek je, da je razvoj vodje
lo¢en od koncepta razvoja vodenja, razvoj vodenja pa ni lo¢en od koncepta razvoja vodstva
(v smislu razvoja vodij). Moj tretji teoreti¢ni prispevek je, da sem raziskal koncept
zivljenjske zgodbe tako, da sem jo razdelil na stiri glavne vidike Zivljenjskih zgodb, kot so
izobrazevalne izkus$nje, poklicne izku$nje, zunanje druzbene izkusnje in notranje druzbene



izkusnje, z razlago, kako se te oblikujejo in napredujejo. znacilnosti sodelovanja med ¢lani
vodstva. Moj Cetrti teoreti¢ni prispevek je razumevanje medsebojne povezanosti koncepta
zivljenjske zgodbe z razvojem vodje. Moj peti teoreticni prispevek je predstavljanje
sodelovanja kot napredne oblike postopka, ki pomeni definiran nacin vedenja in delovanja
med vodstvenimi ¢lani v procesu odlocanja. In moj Sesti teoreti¢ni prispevek je razlaga, ki
povezuje koncept razvoja vodje s konceptom sodelovanja v domeni razvoja vodenja.

Metodoloski prispevek moje raziskovalne tematike je: kvalitativna metoda je omogocila
poglobljeno raziskovanje teme moje doktorske disertacije in to tudi v ¢asovnem obdobju, ki
je potrebno za verodostojno znanstveno raziskavo; Kvalitativna metoda je bila fleksibilna za
razlikovanje in odkrivanje nepri¢akovanih pojavov v procesu mojega raziskovanja, vklju¢no
z znaki vodenja, vedenjem, potezami, na¢inom govora, miselnimi shemami, osebnimi izrazi
direktorjev in njihovih sledilcev. Kvalitativna metoda mi je omogocila, da sem bil del
vodstvenih procesov in v okolju, v katerem vodje delajo vsakodnevno. Z uporabo
kvalitativne metode sem imel vecje moznosti raziskovanja in ob¢utljivosti na kontekstualne
in okoljske dejavnike, kjer delajo raziskovani direktorji in njihovi sledilci. Z uporabo
kvalitativne metode sem bil u¢inkovitejsi pri raziskovanju simbolnih dimenzij. Z uporabo
kvalitativne metode sem ustvaril veliko koli¢ino podatkov, prepisov intervjujev, zapisov in
terenskih zapiskov, ki jih lahko uporabim za prihodnje raziskovalne projekte (prispevki z
razlicnimi temami, vendar znotraj podrocja te teme).

Pomembno podro¢je za raziskave v prihodnosti bi bilo pridobivanje dodatnih udeleZenceyv,
predstavnikov zasebnih podjetij za izvedbo kvalitativne metodologije z uporabo intervjujev.
Fokusne skupine, poglobljeni intervjuji, strukturirani intervjuji, eksperimenti in
kvantitativne raziskovalne metode lahko zagotovijo nova spoznanja. Obetajoca raziskovalna
pot v prihodnosti je obravnava zapletenega procesa razvoja vodenja z vkljuevanjem
konceptov iz razli¢nih disciplin, ki niso vklju¢ene v to doktorsko disertacijo. Informacije,
podedovane od prednikov, lahko razvrstimo kot peti vidik zivljenjske zgodbe, ki oblikuje
sodelovalne znacilnosti osebe.

Klju¢ne besede: razvoj vodenja, teorije vodenja, sodelovanje, odlocanje, vidiki zivljenjske
zgodbe, Zivljenjska zgodba
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INTRODUCTION

The title of my doctoral thesis is “The Analysis of the Four Aspects of the Life Story in a
Collaborative Decision-Making Process Within the Context of Leadership Development”.
My study deals with a complex process that involves the concept of leadership development.
This Ph.D. dissertation shows that leadership development is an active field in both theory-
building and in the testing (Spisak, OBrien, Nicholson, & Vugt, 2015) of complex processes
(Yammarino & Dansereau, 2011). This complex process of leadership development has
several specific concepts that are connected, and each of them is equally important in
achieving leadership development.

This complex process involves life stories, personal values, life-story aspects, collaboration,
and decision-making. The first three concepts, i.e., life story, life-story aspects, and personal
values, are studied at the individual leadership level. Collaboration and decision-making are
concepts involved in the collective leadership level. Specifically, the concept of leadership
development studies the interpersonal core values of a leadership member and the
interpersonal activities of leaders and their followers (Day, 2000). Therefore, leadership
development in this dissertation is studied as a mixed-level phenomenon (Markus & Robey,
1988).

Furthermore, this Ph.D. dissertation studies leadership development at two levels (individual
and collective) to clarify the concept of leadership development. A distinction has been
drawn by scientists and scholars between leadership development and leader development,
studying them as two different concepts (Day, 2000; Day, Fleenor, Atwater, Sturm, &
McKee, 2014). Leader development concentrates on studying core intrapersonal values;
hence its main focus is on the core individual values (Miscenko, Guenter, & Day, 2017). In
contrast, leadership development includes the core individual values and interpersonal
activities of leaders and their followers in the decision-making process in an organisation
(Cullen-Lester, Maupin & Carter, 2017).

The first concept is a life story, which is the events an individual has experienced in the past
that may affect the individual’s thinking process in the present moment (Watts, Steele, &
Mumford, 2019). The life story impacts how leadership members (members in a leadership
process) can create a clear self-concept and develop their meaning-making system (Shamir
& Eilam, 2005). This dissertation shows that the content of life experiences and how they
are experienced and organised determines how the individual perceives and delivers their
professional contribution (Simmons, 2002). Furthermore, it allows individuals to merge their
roles in decision-making (Cooper, Thatcher, & Moteabbed, 2013). Repeating these stories
over time strengthens a leadership members meaning-making system (Shamir & Eilam,
2005).



The life experiences obtained from a person’s participation in events throughout their life
are the cause and source of building their values (Weischer, Weibler, & Petersen, 2013). The
person’s personal values are different and innumerable in form (Avolio & Gardner, 2005).
The person will become aware of some personal values because these values are presented
in powerfully their authentic identity (Gardner, Avolio, Luthans, May, & Walumbwa, 2005).
The person has numerous life experiences, and some values are developed more than others
(Wallace, Torres, & Zaccaro, 2021). Personal values affect the individual level of leadership
development (Day, Riggio, Tan, & Conger, 2021). The values that reach the highest stage of
development make the person aware of their (values) existence because they manage to
understand their (values) content and how to use the values in particular life circumstances
(Shamir & Eilam, 2005).

This dissertation focuses broadly on explaining aspects of life stories. Aspects of life stories
are the meaning of the entirety of several life stories that occur within a specific context.
Therefore, the definition of aspect in this dissertation describes a group of life stories that
appear as dynamic life processes within a given context (Shamir, 2005). There are four
different aspects, because they are experienced as different living environments with
different actors, and each aspect has a different role in shaping the individual identity
(Ramarajan, 2014). Similarly, even the methodology to analyse each of these aspects is
different. Therefore, each of these aspects has different elements that are unique in shaping
and interpreting individual personal values at the collective level of leadership (Shamir &
Eilam, 2005).

Table 1: The four life-story aspects

Life-story aspect Description

Internal social This life-story aspect includes all events that a leadership member
experiences (ISE) | has experienced during their life in their family environment
(Jaskiewicz, Combs, Shanine, & Kacmar, 2017).

External social This life-story aspect incorporates all the stories that a leadership

experiences (ESE) | member has experienced in society (e.g., talking with friends,
meeting strangers, trips) within a broader context (Ensari & Murphy,
2003).

Professional This life-story aspect consists of the events that a leadership member

experiences (PE) has experienced while working in their jobs (Carpini, Parker, &
Griffin, 2017; Solberg & Wong, 2016).

Educational This life-story aspect comprises events that a leadership member
experiences (EE) | experiences at school and university (Higgins, Robinson, & Hogg,
2014; Leana & Pil, 2006; Park, Stone, & Hollway, 2017).

Source: Own work.



Leadership members, can make decision-making processes more effective and can solve a
specific problem (McHugh et al., 2016); however, they can do this only if they participate
authentically (Dimovski, Penger, & Peterlin, 2009; Groselj, Penger, & Cerne, 2016; Sidani
& Rowe, 2018) and employ collaboration as a working methodology (Crosby & Bryson,
2010). The dissertation is situated within the area of leadership development (Sparrowe,
2005) because it discusses the way that the collaborative features of leadership members are
developed. It establishes the flow of these collaborative features while integrating them into
the collaboration context among leadership members (Avolio, Walumbwa, & Weber, 2009;
Boal & Schultz, 2007; Day, 2011; Shamir, Dayan-Horesh, & Adler, 2005). Leadership
members, can make decision-making processes more effective only if they rely on
collaboration as an organisational form instead of other alternative forms, such as
competition and cooperation (Snow, 2015).

The distinction between collaboration, cooperation, and competition is best seen in the way
members of leadership behave in the decision-making process (Fjeldstad, Snow, Miles, &
Little, 2012). Leadership members collaborate to act authentically in such a process (Morse,
2010) compared with the competition, whereby a leadership member is engaged as a
protagonist within the team (Garfield, Rueden, & Hagen, 2019). In comparison, cooperation
is related to an individual’s ability to feel empathy (willingness to sacrifice for the success
of others on the team) towards colleagues’ efforts in a given circumstance within a decision-
making process (Binmore, 2006).

The diversity of leadership members means that it is essential to have a process that
integrates their attitudes, behaviours, beliefs, and ideas into a shared vision (Kramer &
Crespy, 2011). When decision-making is collaborative process, several persons, each with a
different professional, cultural, and educational background, typically become a limiting
factor in delivering the individuals vision (Dahlin, Weingart, & Hinds, 2005). This
dissertation shows that integrating all leadership members may be achieved in cross-
individual collaboration settings, in which each leadership members core values are
integrated into the decision-making process (Ospina & Saz-Carranza, 2010).

Collaborative features are characterized as the core personal values of the leader/follower
that they have developed over time which they can use in a collaborative decision-making
process (Vries, 2012). The information shapes these collaborative features which a
leadership member has accumulated during their life experiences. This dissertation
establishes the five most important collaborative features: problem definition, critical
thinking, information sharing, forecasting, and design thinking (Dinh et al., 2014).

The decisions that leaders make influence a wide range of people, which is why complex
decision-making processes (Ginkel & Knippenberg, 2012; Larsen, Gray, & Eckstein, 2014)
are inevitable for leaders, and leaders strive for positive outcomes from effective decision-
making processes (Mendes, Mendes, & Salleh, 2019). Thus, leaders should learn to develop
relevant skills that make processes more effective. Rangus and Cerne (2019) researched the



impact of leadership influence tactics and employee openness towards others based on
innovation performance, which has become imperative in the ?1st century.

This study identifies how an organisation’s leadership development can occur theoretically
and practically. There has been significant movement in the development of leadership; from
a study of leadership at the individual level, this concept has continued to be studied at the
collective level (developing teams, networks, and organisation (Day, 2000). Different
programs have been used for leadership development in large organisations, focusing on
creating new collective values and advancing other existing values, which will serve to create
strategic plans for an organisation that will transform it (McCauley & Palus, 2021).
However, the main challenge of the organisations has been the significant technological
changes, globalization, sustainability issues, and the arrival of new trends in the industries
in which they operate. A method used to develop leadership is effective and efficient if it
improves leadership performance and calls for creating a mindset that brings new values to
the organisation (Wallace, Torres, & Zaccaro, 2021).

Collaboration is a method of action of leadership members in which they contribute
authentically to the decision-making process. Each member takes responsibility for a part of
the problem, identifies it, solves it, and implements it by themselves. This study addresses a
specific procedure, a collaborative form of action that leadership members should use during
the decision-making process, so that leadership development is implemented practically
(Snow, 2015).

Collaboration is a procedure because each leadership member must consider several points
before joining a decision-making process. The context describes the environment in which a
problem appears (Lopez, 2020). A leadership member must be able to identify all the
components of the context in which the problem has appeared. The leadership member must
describe the content of that part of the problem in which they are engaged in solving and
implementing. The content describes the problem under discussion (Spangler, Gupta, Kim,
& Nazarian, 2012). The professional background of leadership members provides them with
information about other team members’ knowledge, abilities, and skills to understand the
opportunity to collaborate with them (Reid, Anglin, Baur, Short, & Buckley, 2018).
Credibility means that the leadership members accept that communication is good, to ensure
the teams free distribution of personal knowledge (Grah, Dimovski, Snow, & Peterlin, 2016).
Time constraint means that a leadership member can respect the time limits within the
decision-making process (Boal & Schultz, 2007).

This study is essential to create competitive advantages over other organisations within the
same industry (Hirst, Mann, Bain, Pirola-Mcrlo, & Richver, 2004). Through leadership
development and finding the form through which this doctoral topic is presented, competitive
advantages are created over other organisations within the same industry. Through the
development of the leadership of an organisation, the conditions will be created to build
personal and collective values that will build new capacities for the organisation (Wallace,



Torres, & Zaccaro, 2021). The new values acquired by the leadership members positioned
in the first line of the hierarchy will contribute to building strategies that will advance the
organisation’s performance (McCauley & Palus, 2021).

Similarly, this study is essential for developing the skills and experience of people positioned
in the first level of the organisation’s hierarchy to make them competent to undertake
strategic actions for its development. Within an organisational structure, several employees
are positioned as managers, but they do not have the same executive power. Some of them
are low-level managers who usually are supervisors of operational employees and also may
perform operational work (Molin, Hellman, & Svartengren, 2020). Middle-level managers
are responsible for coordinating the work that derives from the orders of top management
(Harding, Lee, & Ford, 2014). Persons from top management are considered to be the leaders
of an organisation, and usually are positioned in the hierarchical structure as President, Vice
President, Director, Chairman of the Board, etc. (Carmeli, Schaubroeck, & Tishler, 2011;
Holmes, Hitt, Perrewé, Palmer, & Sieiro, 2021). Because high-level managers create strategy
and vision (setting goals) for the organisation otherwise, they also are known as part of the
leadership in an organisation (Carmeli & Schaubroeck, 2006).

The study of this topic is essential for this part of management to develop and prepare for
the development of an organisation’s strategies, vision, and policies (Liu, Jarrett, & Maitlis,
2021). Members who are positioned at the top of an organisation’s hierarchy and have
executive power shape the organisation’s structure and guide the organisation’s processes
(Carmeli, Schaubroeck, & Tishler, 2011). For this reason, developing their personal and
collective values helps them be productive and authentic during their engagement.

The following key components of the design of the research have been addressed:
o adopting a qualitative approach;

o gathering data through two phases of semi-structured interviews (one of which was
structured according to the critical incident technique) and complemented with
participant observation and secondary data;

o interview sampling procedures;
o analysing the data using thematic analysis; and
o describing how ethical considerations were dealt with and considering research bias.

| used four main sources as a way to collect primary and secondary data to compose the
content of the dissertation. The four research stages of gathering data are

1. Collect all information from the literature by considering high-ranked journals. The
research entails a review of the existing research and a consideration of an existing
theoretical framework (Howard, 2006) in order to develop a new conceptual model and
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propositions: | present the broader theory of leadership development and then explain
collaborative decision processes and individual collaborative features, and | discuss the
life-story approach, which provides a way to develop these individual collaborative
features.

2. Semi-structured interviews with directors and followers of seven regional municipalities
in Kosovo (Prishtina, Mitrovica, Peja, Prizren, Ferizaj, Gjilan, and Gjakova), and three
elite interviews with experts from the field of leadership and neurology.

3. The critical incident technique assisted me in guiding a research participant to explain
particular collaborative decision-making incidents and link them with their life
experiences (Chell, 2004; Chell & Pittaway, 1998; Cope & Watts, 2000; Louw, Pearse,
& Dhaya, 2012).

4. Use of secondary data.
This dissertation consists of eight chapters:
o an introduction;

o two literature review chapters, “The complex process of leadership development” and
“The distinctions between concepts and the relationships among them”;

o three chapters setting out the research design and procedure, including methodology, data
acquisition and analysis, and data triangulation;

o results presentation;

o discussion and recommendations;
o limitations; and

o aconclusion.

Chapter 1 identifies, introduces, and defines a wide range of concepts related to the study.
Chapter 2 develops the literature further, focusing on the relationships between the concepts
introduced in Chapter 1. In essence, this chapter sets the stage to examine leader and
leadership development through four types of life stories, shaping five collaborative features
in three categories (or stages) of collaborative decision-making by leaders. Chapters 3 and 4
set out the methodology employed in the study. Chapter 5 presents the results of the research,
and consists of four main sections: leadership development containing life stories; the effect
of the lived experiences of research participants on their collaborative decision-making,
components forming a life story, components forming a life-story aspect, and how
collaborative decision-making process develop collective leadership. Chapter 6 summarizes
the research findings and considers the contributions and implications before making



recommendations for further research. Chapter 7 presents the study’s limitations, and the
final chapter is the conclusion of this Ph.D. dissertation.

1 THE COMPLEX PROCESS OF LEADERSHIP
DEVELOPMENT

The model of this dissertation, as presented in Figure 1, describes how life experiences are
shaped by specific external characteristics of a life story. Those experiences create a
worldview that creates the awareness of a leadership members values and purpose, shaping
how individuals behave in a collaborative decision-making process. This first part relates to
authentic leader development because the complex process is studied at the individual level.
The process of collaboration with others in the decision-making process is related to
collective leadership development as an outcome of that collaborative decision-making,
which is part of the collective level.

The topic of this Ph.D. dissertation is a mixed-level phenomenon (Markus & Robey, 1988).
The description of leadership development is impossible without taking into consideration
at the same time and joining into a single coherent explanation the life stories and the
development of individual characteristics at the individual level and the collaborative
decision-making process at a collective level. “The behaviour cannot be predicted either by
the intention of individual actors or by the condition of environment” (Markus & Robey,
1988, p. 588).

The concept of leadership development is not directly related to any leadership theories,
meaning that leadership development is an independent concept of studying the phenomena
that cause the development of leaders’ skills and their potential to collaborate with others on
the team (Day, Fleenor, Atwater, Sturm, & McKee, 2014). Specifically, the concept of
leadership development involves the intrapersonal core values of a leadership member and
the interpersonal activities of leaders with their followers (Day, 2000). A leadership member
cannot deliver his/her thoughts to the team and accept feedback from colleagues if, in the
beginning, he/she is unaware of the core personal values that he/she represents (Reiss, 2007).

External characteristics shape a life story. A life story is an event that a leadership member
has experienced in the past (Shamir, 2011; Shamir, 2005). A life story is a single event in a
given context at a specific time. Many life stories create one life-story aspect. The connection
of more than two stories creates self-narratives (Shamir & Eilam, 2005).

Life-story experiences allow an experienced event to be located and used to develop a
leadership members meaning-making system (Dess & Pickens, 2000; Howell & Boies, 2004;
Mainemelis, Kark, & Epitropaki, 2017; Noy, 2004). The four life-story aspects are divided
only to determine the nature of the information that a person can absorb, in which his/her
values are shaped and reshaped across time. In the beginning, these pieces of information



are absorbed by a leadership member unconsciously. However, these emerge when a
leadership member is engaged in a collaborative decision-making process (Shamir, 2011).

Figure 1: Components of the complex process in the scope of leadership development

External characteristics Collective leadership
shaping a life-story development
Time

Circumstances
Personal conclusions

4

Life-story experiences Collaborative decision-
making process

Educational experiences Define the context of a
problem in a decision-

Professional experiences _
making process

External social experiences Authentic leader _

development Advocate for an ethical and
professional decision-
making process

Internal social experiences

A decision-making
stakeholder

Making complex decisions
Worldview outcome of
life experiences

Final decision approver

Final decision implementer

Environmental characteristics

Perception of information Awareness of values [ |
& purpose

Sustainable actions

Source: Own work.

The worldview outcome of life experiences means that the person who has been part of many
events within the same context manages to connect the information and thus create a
worldview of issues the person is examining (McCauley & Palus, 2021). This worldview is
not derived from the information of only one event; it is a combination of information from
many events, and the person examines an issue from the prism of different analyses and by
comparing information to provide arguments and avoid giving only opinions where there is
no argumentative basis. The achievement of having a worldview does not mean that it is a



universal worldview. It is valuable for analysing and finding a solution for only one specific
issue (Marcy, 2020).

Awareness of values and purpose means that the person becomes capable of participating in
a collaborative decision-making process only if he/she manages to be aware of the structure
of his/her values and goals (Taylor, Passarelli, & Oosten, 2019). If the interpretation of a
worldview is clear and eloquent, the person is understood to be aware of his/her values and
goals. In contrast, if the person fails to construct and interpret a world of meaning to decipher
a specific issue, then the person is not considered to be aware of his/her values and goals
(Steffens et al., 2018). Therefore, leadership developments advancement depends on leader
development (Solansky, 2010).

The collaborative decision-making process is a working methodology used by leadership
members to participate authentically in a decision-making process (Snow, 2015). The
decision-making process of leadership members (members of the leadership process),
committed in the form of collaboration, means that each leadership member in a specific
department is free to work independently through being responsible for the duties which are
delegated to them (Morse, 2010). However, when these decisions also influence the
decisions of any other department, a leadership member is dependent on the decisions of
other leadership members in the organisation (Murase, Carter, DeChurch, & Marks, 2014).
Therefore, the outcomes of this organisational form indicate that the absolute power of one
leadership member over the others does not exist. Instead, leadership members’ operational
activities and responsibilities are spread equally among them (Friedrich, Vessey, Schuelke,
Ruark, & Mumford, 2009).

Collective leadership development emerges from collaborative decision-making processes.
The model explains that authentic leader development enables collective leadership
development when leaders participate in a collaborative decision-making process. Therefore,
collective leadership development occurs by receiving new information from the person’s
participation in new events. Then, through the process of absorbing the information
described in this model, the person’s interpersonal values are improved (Eva, Cox, Tse, &
Lowe, 2021; Friedrich, Vessey, Schuelke, Ruark, & Mumford, 2009; Velsor, McCauley, &
Ruderman, 2010).

1.1 The concept of leadership

The concept of leadership has been studied in the last two decades by many well-known
journals and authors (Antonakis, Bastardoz, Liu, & Schriesheim, 2014; Day & Antonakis,
2012; Dinh et al., 2014; Lord, Day, Zaccaro, & Avolio, 2017; Lowe & Gardner, 2000). It is
considered to be a complex phenomenon and scientists have lead their research in interest to
clarify many dimensions of its content as a concept (Garretsen, Stoker, & Weber, 2020).
Traditionally, leadership is described as the way in which leaders impose their influence on



their followers (Hogg, Haslam, Rast, Steffens, & Gaffney, 2019) because they are used to
operating in an environment to enforce their personal vision of the organisation (Yukl, 2006).

Scientists and scholars have studied leadership from different perspectives, and they were
free of using methodological and disciplinary pluralism (Stentz, Clark, & Matkin, 2012) to
achieve new levels of knowledge in the field of leadership. Several leadership theories
understand it mainly in two dimensions: at the individual-level, and from multi-level
perspectives. Leadership is a complex field of study because the focus is on the multi-level
research opportunities that can produce numerous challenging outcomes at different levels
of analysis (Yammarino & Dansereau, 2011; Yammarino, Dionne, Chun, & Dansereau,
2005). Some leadership theories are developed to understand micro-processes (individual
level) that are related to leaders’/followers’ perceptions, moods/emotions, and cognitive
abilities (Dinh & Lord, 2012; Lee, Aaker, & Gardner, 2000; Trichas & Schyns, 2012; Y ukl,
2006). Other leadership theories are developed to understand macro-processes (collective
level) related to the manifestation among leaders and their followers of a leadership process
(Hannah, Avolio, Luthans, & Harms, 2008). Table 2 presents the established and emerging
theories of leadership.

Table 2: The established and emerging theories, based on thematic category

Established theories Emerging theories
Neo-charismatic theories Strategic leadership
Transformational leadership Strategic/top executive
Charismatic leadership Upper echelons theory
Transactional leadership Public leadership

Ideological/pragmatic, outstanding leadership
Self-sacrificing leadership

Pygmalion effects

Inspirational leadership

Leadership and information processing Team leadership
Leader and follower cognition Leadership in team and decision
groups

Implicit leadership
Attribution theories of leadership
Information processing and decision making

Social exchange/relational Contextual, complexity and system
perspectives of leadership
Leadership Theories
(table continues)

10



(continued)

Established theories

Emerging theories

Leader—-member exchange (LMX)
Relational leadership

Vertical dyadic linkage (VDL)
Individualized leadership

Dispositional/trait theories
Trait theories

Leadership skills/competence
Leader motive profile theory

Leadership and diversity
Cross-cultural leadership
Leadership and diversity
Cross-cultural leadership

Follower-centric leadership theories

Followership theories
Romance of leadership
Aesthetic leadership

Behavioural theories

Participative, shared leadership
delegation and empowerment
Behavioural approaches (OSU/LBDQ)
Leadership reward and punishment behaviour
Contingency theories

Path—goal theory

Situational leadership theory
Contingency leadership theory
Leadership substitute theory

Adaptive leadership theory

Normative decision model

Cognitive resource theory

Life cycle theory

Multiple linkage model

Flexible leadership theories

11

Contextual theories of leadership
Social network theories of leadership
Complexity theories of leadership
Integrative leadership

Leader emergence and development
Leadership development
Leadership emergence

Ethical/moral leadership theories

Authentic leadership theory
Ethical leadership theory
Spiritual leadership theory
Servant leadership theory

Leading for creativity, innovation and
change

Leading for creativity and innovation
Leading organisational change
Leading for organisational learning
and knowledge

Identity-based leadership theories
Social identity theory of leadership
Identity and identification process
theories of leadership

Other nascent approaches

Emotions and leadership
Destructive/abusive/toxic leadership
Biological approaches to leadership
E-leadership

Leader error and recovery
Entrepreneurial leadership

(table continues)



(continued)

Established theories Emerging theories
Power and Influence of Leadership

Power and influence of leadership

Political theory and influence tactics of

leadership

Source: Dinh et al. (2014, p. 40).

These leadership theories are used to study a specific level of analysis and a specific
leadership process. Levels of analysis vary, including “the effects of leadership at the person,
dyadic, group, and/or organisational levels” (Dinh et al., 2014, p. 43). Moreover, leadership
processes explain the nature of leadership theories and the relationship between a leaders
inputs and outputs that emerge in a specific case through his/her direct participation (Lord
& Dinh, 2012). The focus on studying the leadership processes provides a greater chance of
identifying the existing gaps within the current leadership theories and developing new
theories. Therefore, the concept of leadership continuously is developed to be applied in
practical cases.

1.2 The concept of leadership development

Each organisation has a systematic structure that includes members in leadership positions
at various levels and other members performing other non-management related tasks. Low-
level managers usually are supervisors of operating employees, and can perform operational
work as well (Molin, Hellman, & Svartengren, 2020). Middle-level managers are committed
to implementing the company’s plans, breaking them down into concrete activities, which
lower-level managers then implement (Harding, Lee, & Ford, 2014). Top-level managers are
individuals who create strategy and vision (setting goals) for the organisation, and are also
known as part of the leadership of an organisation (Carmeli & Schaubroeck, 2006).

Persons from the top management are considered to be the leaders of an organisation, and
they usually are positioned in the hierarchical structure, as President, Vice President,
Director, Chairman of the Board, etc. (Carmeli, Schaubroeck, & Tishler, 2011; Holmes, Hitt,
Perrewé, Palmer, & Sieiro, 2021). Therefore, the leaders of an organisation are the members
in the hierarchical line who have executive power and, at the same time, are responsible for
developing an organisation’s strategies, vision, and policies (Liu, Jarrett, & Maitlis, 2021).

Members who are positioned in the top hierarchy of an organisation and have executive
power shape the organisation’s structure and lead the organisation’s processes (Carmeli,
Schaubroeck, & Tishler, 2011). Leadership members are responsible for integrating every
perception, knowledge, skill, judgment, and other personal value into a typical strategic
behaviour and action (Hambrick, 2007). When the personal values of members of leadership
are integrated, a common intuition is created, which “is essentially an expression of how

12



managers come to represent strategic issues in similar ways” (Samba, Williams, & Fuller,
2019, p. 6).

The advancement or regression of leadership development are two elements that are used to
measure the potential of leadership members at the collective level. This means that
development is continuous, and consequently does not rest on the status quo (Day, Riggio,
Tan, & Conger, 2021; Gentry & Martineau, 2010; Miscenko, Guenter, & Day, 2017; Shamir,
2011). The integration of the personal values of the leadership members and the creation of
a common intuition to make strategic decisions can advance or fall over time (Day &
Dragoni, 2015). Advancement of the integration of personal values and the creation of a
common intuition means that leadership development is described in favorable terms, and if
there is no advancement, then it can be classified as development in negative leadership
terms (D’Innocenzo, Kukenberger, Farro, & Griffith, 2021; Samba, Williams, & Fuller,
2019; Sewell, Ballard, & Steffens, 2021).

Leadership development is “the expansion of a collectives leadership capacity to produce
direction, alignment, and commitment. A collective is any group of people who share work,
for example, teams, work groups, organisations, partnerships, communities, and nations.”
(Velsor, McCauley, & Ruderman, 2010. p. 20). Leadership development means that
leadership capacities are growing at the collective level (Vogel, Reichard, Batisti¢, & Cerne,
2021). Enhancing collective capacity enables leadership members to engage in any
leadership process successfully and effectively, and to efficiently practice the role of a
leadership member within that process (McCauley & Palus, 2021).

The role of a member of the leadership means the implementation of the obligations provided
by the position he/she holds within the organisation and other tasks arising from
unpredictable situations which affect the organisation’s functioning as a whole (Li, Arvey,
& Song, 2011). Leadership processes mean the commitment of members to resolve a
particular issue by coordinating work in a harmonized and logical way, and “capacity is
thought to be similar to the notion of cognitive and behavioural complexity in that expanded
capacity provides for better individual and collective adaptability across a wide range of
situations” (Day, 2000, p. 582).

The collective level of leadership development includes a more significant number of sub-
levels, such as dyads, groups, or processes among many groups, organisations, or even
society as a greater spectrum (Wallace, Torres, & Zaccaro, 2021). Therefore, unlike the
individual level, in which the focus is entirely on the development of the personal core values
of the person, at the collective level there are several sub-levels, all of which separately
develop some unique leadership processes.

Leaders and followers are both influential within a leadership process, and they have to
create collective knowledge, on purpose, to adequately address the problems they face
(Shamir, 2007). Collective knowledge is described based on three perspectives—a symbolic
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perspective, a connectionist perspective, and an embedded perspective—illustrating how
leadership members understand leadership processes (Lord & Shondrick, 2011). The
following paragraphs elaborates the components or processes that take place at the collective
level of leadership development.

Symbolic knowledge is based on describing external events within a given environment,
which are specified in a schema, scripts, procedures, regulations, etc. A symbolic perspective
implies that some knowledge is abstract and not personalized (Lord & Harvey, 2002).
Therefore, symbolic knowledge means that leaders and their followers, in a leadership
process, can act in a harmonized way by fully respecting the information derived from the
rules of procedure and the goals they have set, and following the procedures for decision-
making (Lord & Shondrick, 2011).

A connectionist perspective means that people do not reach conclusions and therefore do not
act based solely on specific information. Instead, they act after they interconnect a series of
information which is sufficient to understand the results that arise after a particular action.
Therefore, in a decision-making process, there is an incentive for the participants, which is
the problem in question. Then it depends on the ability of the members to act based on linking
their information without causing a negative result after the process of their action (Lord &
Shondrick, 2011).

An embedded perspective means that each leadership member manages to advance their
knowledge while acting in a particular context. Therefore, each member manages to
understand the effects produced within a specific context and then uses that information to
advance his/her self-regulation program, in which their new actions will be based on the new
information derived from the context of that experienced event. In this way, each member
adapts to the dynamics within a decision-making process, thus advancing the process
towards achieving the common goal (Lord & Shondrick, 2011).

The concept of leadership development is not directly related to any leadership theories,
meaning that leadership development is an independent concept of studying the phenomena
that cause the development of leaders’ skills and their potential to collaborate with others on
the team (Day, Fleenor, Atwater, Sturm, & McKee, 2014). Specifically, the concept of
leadership development studies the intrapersonal core values of a leadership member and the
interpersonal activities of members of the leadership process (Day, 2000). As a result, the
main difference between the leadership concept and the concept of leadership development
is that leadership theories mainly study a leaders behaviour and attitude, whereas leadership
development studies the development of the core personal values of members in a leadership
process (Day, Harrison, & Halpin, 2009) and the processes of delivering these values in a
decision-making process (Militello & Benham, 2010).

If the definition of leadership development is not directly related to any specific leadership
theory, we will not be able to move on without comparing leadership development and
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management development, leadership development and leader development, and leadership
development with authentic leadership development. The building blocks of these concepts,
if not appropriately described, can lead us to misunderstand and mis-define the concept of
leadership development. Table 3 defines the concept, and then each is compared with the
definition of leadership development.

Table 3: Definitions of leadership development, management development, leader
development, and authentic leadership development

Concept Definition

Leadership development “Leadership development as the expansion of a
collectives leadership capacity to produce direction,
alignment, and commitment. A collective is any
group of people who share work, for example:
teams, work groups, organizations, partnerships,
communities, and nations.” (Velsor, McCauley, &
Ruderman, 2010, p. 20)

Management development “Acquiring specific types of knowledge, skills, and
abilities to enhance task performance in
management roles.” (Day, 2000, p. 582)

Leader development “Leader development as the expansion of a person’s
capacity to be effective in leadership roles and
processes. Leadership roles and processes are those
that facilitate setting direction, creating alignment,
and maintaining commitment in groups of people
who share common work.” (Velsor, McCauley, &
Ruderman, 2010. p. 2)

Authentic leader development “Authentic leadership in organizations as a process
that draws from both positive psychological
capacities and a highly developed organizational
context, which results in both greater self-awareness
and self-regulated positive behaviours on the part of
leaders and associates, fostering positive self-
development.” (Gardner, Cogliser, Davis, &
Dickens, 2011, p. 1122)

Source: Own work.
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Since studying leadership development as a concept began, scholars have made the main
distinction between leadership development and leader development (Day, Fleenor, Atwater,
Sturm, & McKee, 2014). Leader development is related to the individual level of analysis,
whereas leadership development focuses on the collective level of analysis (Day, 2000;
Vogel, Reichard, Batisti¢, & Cerne, 2021). Scholars have studied, at the individual level,
personal knowledge, skills, abilities, image, and thinking schemas. At the collective level,
“leadership development refers to the emergence across multiple people of new collective
states (e.g., collective knowledge, mutual respect, trust, social bonds) and processes that
improve the collectives capacity to lead itself or others” (Wallace, Torres, & Zaccaro, 2021,
p. 2). At the individual level or leader development, the whole focus is on the psychological
processes within the person. These processes build the personal values of the person, and
he/she then has the opportunity to be engaged at the collective level of leadership processes.

The difference between leadership development and management development lies in the
job responsibilities that the person has within the organisation. Management development is
directly related to the development of specific skills and knowledge that directly affect the
performance of operational work of employees who are under his/her management (Day,
2000). Leadership development is committed to creating the company’s vision and finding
ways to implement that vision in practice. With the implementation of that vision, everyone
functions according to his/her responsibility within the organisation (Velsor, McCauley, &
Ruderman, 2010).

McCauley (2021) said that the theory or perspective of authentic leadership development is
a particular type of leadership development. In authentic leadership development, leaders
and followers gain self-awareness and develop more-trusting and -genuine relationships.
Using the Center for Creative Leadership (CCL) perspective on leadership development,
McCauley (2021) claims that leadership development is broader than the original leadership
development concept. Leadership development is about groups of people (leaders and
followers) developing shared goals (direction), collective work (alignment), and mutual
responsibility for the collective (commitment). Developing more-trusting and -genuine
relationships typically would help to develop these collective outcomes. However, without
these collective outcomes, leadership is not occurring.

The advancement of leadership development at the collective level depends on the leader
development at the individual level (Solansky, 2010). All processes that take place at the
collective level are the result of behaviour between different persons; the intersubjective
understanding of the context of that event that all participants address; and the motivation of
the participants, etc., influenced by the development of knowledge, skills, and other
fundamental values of the person at the individual level. Leadership development is related
to the development of consciousness, which includes the state of being aware of the
maturated core personal values that a leadership member, i.e., a member of the leadership
process, has shaped across time and can use in a decision-making process over leadership
members (Halbesleben, Novicevic, Harvey, & Buckley, 2003). A leadership member, i.e., a
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member of the leadership process, can be aware of the content of his/her core personal values
only if he/she is conscious of the existence of these values that he/she represents first (Taylor,
Passarelli, & Oosten, 2019).

Leadership development is related to the theory of adult development (Hogan & Warrenfeltz,
2003). This development occurs within the person and is progressive, which means that it is
developed in a continuous form (Boyatzis, 2008). A source of development for the person is
personal experiences. The definition of leadership maturation at the collective level is based
on two perspectives: internal to the collective, and collective leads to other collectives
(Wallace, Torres, & Zaccaro, 2021). Internal to the collective means that the team develops
its inner structures and capacities on purpose to be effective in leadership processes (Cullen-
Lester, Maupin, & Carter, 2017), and collective leads to other collectives denotes when a
team, i.e., top-level managers, has grown its capacities and then helps other teams, i.e., lower
level of managers, to develop their capacities (Luciano, Nahrgang, & Shropshire, 2020).

Leadership development affects mutual respect and is an essential psychological element
between leadership members in decision-making (Blader & Yu, 2017). “Respect has been
understood variously, for example, in terms of people’s attitudes, values, and/or actions
directed towards others that convey appreciation” (Rudolph, Katz, Ruppel, & Zacher, 2021,
p. 1). Mutual respect among leadership members can be manifested by considering the
interests of colleagues; being constructive and contributing to the creation of a positive
working environment; and taking care that the feelings, desires, and rights of colleagues are
not harmed as a result of personal interests and actions (Janoff-Bulman & Werther, 2008).

Leadership development leads to trust, which is a key factor for building a stable relationship
among the members in a leadership process without the need to observe or create self-
protective actions (Mayer & Gavin, 2005). Persons are vigilant to external factors, and they
then judge, according to their perception, the effects of these factors on their interests and
beyond. Trust in colleagues is built in two ways, presumptive trust cues and personal trust
cues (Kramer & Lewicki, 2010). Presumptive trust cues refer to team members and
environmental factors within a specific context in which the trust is embedded, and personal
trust cues are related to the evaluation of each members traits (Lipponen, Kaltiainen, Werff,
& Steffens, 2020).

Social bonds are linked to the concept of social capital, and imply trust and synergy in terms
of common values and the goal that participants want to achieve (Galli & Stewens, 2012).
Many members of a leadership process develop their social rapport with others within the
team “through the strategic manipulation of their emotions and social identities”
(McDermott, 2020, p. 1). In any decision-making process, some complex elements do not
allow the full authority of one individual over the others, but each member has separate
authority for a part of the problem, and they must be able to coordinate their work to create
shared values, including achieving a goal or solving a problem (Ospina & Foldy, 2010).
Therefore, members in a leadership process must consider their engagement in a leadership
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process “as a social process that occurs in and through human interactions ... [and focuses
upon] the more mutual, less hierarchical leadership practices and skills needed to engage
collaborative, collective learning” (White, Currie, & Lockett, 2014, p. 730).

1.3 The concept of authentic leadership development

This dissertation studies how life stories shape the collaborative features of leadership
members, i.e., members of the leadership process, which they can use to behave authentically
in a collaborative decision-making process. One of the theories that can help describe the
topic theoretically is authentic leadership. Scholars started their research on the concept of
authentic leadership in 1990, and this concept first was used within the discipline of
sociology and education (Ladkin & Taylor, 2010). To understand what authentic leadership
is, | theoretically present and elaborate upon the following terms, which are studied by
scholars: authenticity, authentic leader, authentic leadership, and authentic leadership
development (Avolio & Gardner, 2005).

The word ““authenticity” has its roots in Greek, and means to be oneself (Gardner, Fischer,
& Hunt, 2009; Gardner, Karam, Alvesson, & Einola, 2021). To be authentic means to be
“one who draws on his/her own personal experiences, be they thoughts, emotions, needs,
wants, preferences, or beliefs, processes” and who acts in accord with the true self,
expressing oneself in ways that are consistent with inner thoughts and feelings” (Weiss,
Razinskas, Backmann, & Hoegl, 2018, p. 309). Authenticity is directly related to the personal
values of the person, and is not related to the values of others who surround the person in
his/her daily life (Weischer, Weibler, & Petersen, 2013).

Authentic leaders are defined as “those who are deeply aware of how they think and behave
and are perceived by others as being aware of their own and others’ values/moral
perspectives, knowledge, and strengths; aware of the context in which they operate; and who
are confident, hopeful, optimistic, resilient, and of high moral character” (Avolio, Luthans,
& Walumbwa, 2004, p. 4). Two basic components of an authentic leader are:

1. an authentic leader does not pretend to be fake in his/her role because he/she behaves and
acts only based on his/her inner values and does not behave following the wishes and
expectations of others (Alvesson & Einola. 2019; Michie & Gooty, 2005); and

2. an authentic leader is a person with a personal view of thinking on assessing the state of
affairs “mainly as an aspiration, claim, or a belief” (Alvesson & Einola, 2019, p. 385).

From the beginning of the development of the theory of authentic leadership, there has been
“a dilemma whether authentic leaders are genuinely authentic if they perceive themselves to
be such, or if they are perceived as such by others” (Cerne, Dimovski, Mari¢, Penger, &
Skerlavaj, 2014, p. 2). Authentic leadership stresses that leaders are original in the way how
they behave within a team (Hannah & Avolio, 2011). When a leader is original in attitude
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and behaviour, he/she is well-developed from the perspective of human capital and
psychological capital (Avolio & Gardner, 2005). The human capital of a leader includes
his/her abilities and skills shaped by personal experiences (Hall, Blass, Ferris, & Massengale,
2004). Psychological capital means that a leader is acting within a team with deep confidence
to achieve the desired results; has hope and is an optimist to create the same attitude and
behaviour in his/her subordinates; and has the ability of resiliency, which means that when
the leader encounters difficulties that damage his/her working strategy, he/she can recover
and keep going to attain the goal (Avey, Avolio, & Luthans, 2011).

The personal experiences of an authentic leader shape his/her values, thoughts, emotions,
and beliefs (Weiss, Razinskas, Backmann, & Hoegl, 2018). According to Shamir and Eilam
(2005), the self is a subjective phenomenon and can be understood only by the analysis of
life stories by the person him/herself. Another concept that describes the authenticity of a
person is situated identity. Situated identity means that the person begins to build his/her
basic personal values, and during his/her life, he/she improves them. Eventually, these values
are voluntarily and are expressed unconsciously by the person in concrete cases (Avolio &
Gardner, 2005).

Authentic leadership is defined as a “great capacity to process information about themselves
effectively (their values, beliefs, goals, and feelings), clear personal identities, an ability to
adjust their behaviour in leadership following their identities, and an ability to harmonize
their preferences with the demands of society” (Penger & Cerne, 2014, p. 508). Authentic
leadership also relates to authentic followers. The reason for this connection is the authentic
ideas of the leader, which have exceeded his/her boundaries and influenced the attitudes and
behaviours of their followers.

Authentic leadership occurs when the leader, together with his/her followers, has a high
degree of self-awareness and self-regulation, and this is manifested during their work and is
seen in the results of their work in practice (Steffens, Mols, Haslam, & Okimoto, 2016).
Therefore, “authentic leadership theory denotes four dimensions: a moral/ethical
perspective, self-awareness, balanced processing, and transparency” (Vogelgesang, Leroy,
& Avolio, 2013, p. 406). Authentic leadership is related to the ability of an authentic leader
to be their true self while ordering and motivating his/her followers (llies, Morgeson, &
Nahrgang, 2005).

Authentic leadership means being ones true self in a leadership process. To be ones true self
means to appear according to the values that the person possesses, whether they are negative
or positive (Neider & Schriesheim, 2011). Understanding how the true self is created in a
person means being aware of the values he/she possesses, and therefore the person will
understand how to use those values in concrete cases. There are some psychological theories
related to the treatment of the true self in a person, and these are essentialist and interactionist
perspectives (Ladkin & Taylor, 2010). Essentialism means that the person thinks that some
of his/her attributes are inherited in some form and must be applied in concrete situations
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and contexts of his/her life (Bradley, 2018). Being essentialist means focusing on what
he/she is and not who he/she is. In contrast, the interactionist perspective is building oneself
through participation in various interactive processes with others (Serpe & Stryker, 2011).

Authentic leadership development is defined as the study of the concept of authentic
leadership in many of its dimensions, including “traits, states, behaviors, contexts, and
attribution” (Avolio & Gardner, 2005, p. 321). Furthermore, authentic leadership operates
on many levels, such as individual, team, and organisational levels. Therefore, the problems
with the measurement of adaptation at these levels lead scholars to further their research on
understanding those dynamics (Vogel, Reichard, Batisti¢, & Cerne, 2021). Authentic
leadership development in content involves an unlimited number of complex processes, and
these complex processes cannot be addressed through training programs alone. Authentic
leadership development means that through several ongoing processes, leaders and followers
become aware of their values and transparently, clearly, and accurately apply them in
practical cases (Avolio, 2005).

A person in the capacity of an authentic leader has in him/herself some positive
psychological virtues—positive psychological capital—such as the ability “to rebound, to
bounce back from adversity, uncertainty, conflict, failure, or even positive change, progress
and increased responsibility being optimistic, confident, and caring” (Norman, Avolio, &
Luthans, 2010, p 351). However, when a person is confronted with concrete situations, the
perfection of these virtues often comes into question, and they can become useless. These
personal virtues are not immutable, and therefore, throughout life a person can develop these
capacities or even regress (Avey, Avolio, & Luthans, 2011). Thus, a person in the capacity
of an authentic leader must engage in the development of these values to be productive in
his/her engagement in concrete decision-making situations.

A person in the capacity of an authentic leader, in addition to being committed to developing
his/her values, also is committed to behaving in various processes based on certain moral
norms (Wang & Hackett, 2020), i.e., he/she has a positive moral perspective. These moral
norms are a guide for the person to behave constructively within a group, but also determine
the norms of behaviour in which the person agrees to engage as a contributor (Sidani &
Rowe, 2018). Therefore a person in the capacity of an authentic leader has an ethical/moral
perspective during his/her engagement in a decision-making process, is transparent about
his/her contribution, and takes care that his/her contribution brings positive results for
him/herself but also for others, including the environment where the issue exists (Avolio &
Gardner, 2005; Sidani & Rowe, 2018).

Self-awareness is a personal skill that is considered key for a person the quality of an
authentic leader, who must possess. Self-awareness is the ability of a person to understand
his/her existence within a process but also to understand, in essence, its basic values and its
shortcomings (Steffens et al., 2021). Leader self-awareness is “an emerging process where

20



one continually comes to understand his or her unique talents, strengths, sense of purpose,
core values, beliefs and desires” (Avolio & Gardner, 2005, p. 324).

Leader self-regulation is a process that regulates the link between personal values and
personal actions in practical cases. Therefore, personal values must be in harmony with the
tendencies of the person to achieve a certain goal (Gardner, Avolio, Luthans, May, &
Walumbwa, 2005). | elaborate subsequently on three valuable components for this term,
which is specific to the development of authentic leaders: setting some standards, and
remaining authentic throughout the course of action; finding the distinction, if it exists,
between these standards set by the person and the expected results; and the removal of
barriers that create distinctions between these standards and planned outcomes (Avolio &
Gardner, 2005). Authentic leaders behave in a way that also enables their followers to be
authentic during the process of interaction in a decision-making process. An authentic leader
is a person who helps his/her followers to be aware of their core values and teaches them
how to coordinate those values with their intentions in a process. Therefore, an authentic
leader is responsible for the self-awareness and self-regulation of his/her followers.

The difference between authentic leadership development and leadership development, lies
in the process that these two concepts represent. Authentic leadership developments are
related to the ability of a leader to be his/her true self while cooperating with followers and
causing positive results for the leader and their followers (Cooper, Scandura, & Schriesheim,
2005). Leadership development is a process that | explain as the process of how the
authenticity (describing how it was developed) of a leading member is related to a
collaborative decision-making process.

Authentic leadership theory leads me to the conclusion that a team must have a leader with
the capacities that this theory emphasizes. However, there is no leadership with a permanent
leader and followers, but some members of leadership change their roles based on the topic
they are discussing for making a certain decision (Marchiondo, Myers, & Kopelman, 2015;
McHugh et al., 2016). Therefore, the reason why a leadership team cannot have a permanent
leader and follower is that the role of a certain person in a decision-making process is
determined by the information he/she has at a certain time while making the decision
(Shamir, 2005).

14 The concept of leader development

The concept of leadership development involves the core personal values of a leadership
member, i.e., member of the leadership process, and how these values advance from lower
levels to upper levels of their development (Miscenko, Guenter, & Day, 2017). The core
personal values can pass through a process of transformation, including their initial construct
towards a new complex form (Day, Harrison, & Halpin, 2009). It all depends on a leadership
member and how much he/she seeks to enforce them, but it is not restricted to the free will
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of a leadership member to develop them, because the majority of the processes related to the
development of these values happen unconsciously (Murphy & Johnson, 2011).

A leadership member starts shaping his/her core personal values at the very beginning of
his/her life (Day, Harrison, & Halpin, 2009). The source of the shaping of these values is the
information a leadership member has accumulated without filtering the content of that
information at all (Popper & Amit, 2009). In childhood, core personal values are considered
fragile, and these values cannot resist changing in the construct as a consequence of external
factors (Day, 2011). A leadership member unconsciously passes the whole process of
developing these values until the moment when these values are sufficiently mature, and
then a leadership member becomes conscious of the existence of his/her values (Avolio &
Hannah, 2008; Orvis & Ratwani, 2010).

Therefore, leader development is not a process limited to a short period, but “leader
development is a process across the lifespan, with much of it starting during the early years
of life, even before an individual enters any formal schooling, and continuing even post-
retirement” (Liu, Venkatesh, Murphy, & Riggio, 2021, p. 101). A leader shapes his/her
beliefs, thoughts, abilities and skills, knowledge, vision and goals, attitude, etc. throughout
his/her life (Miscenko, Guenter, & Day, 2017). Therefore, at the individual level of leader
development, the whole focus is on the psychological processes that take place within the
person. These processes build the personal values of the person, from which he/she then has
the opportunity to be engaged at the collective level of leadership processes.

Personal knowledge has three main components: strategic knowledge, relational knowledge,
and normative knowledge (Howell & Boies, 2004). A person’s strategic knowledge is related
to understanding the vision, plans, and strategies of the organisation in which he/she is
engaged and linking them with the core personal values (Connelly et al., 2000). Relational
knowledge means that the person is aware of and is willing to identify the factors that enable
the transformation of a state through innovative ideas, and this “view depicts knowledge as
being generated in complex, dynamic systems such as the brain, body, and environment”
(Nylund & Raelin, 2015, p. 533). Normative knowledge means that the person can
understand the formal and informal structure of the organisation, understand the norms of
conduct and other work regulations, and act based on this (Hedlund et al., 2003). Therefore,
all these components are related to the adaptation of the person to the context in which a
problem is raised for treatment.

The personal skills and abilities of a leadership member are derivatives of their identity,
meta-cognitive processes, and emotional regulation. Developing personal skills is important
in order to have a qualitative level of expertise that a member expresses in a leadership
process. Leadership members have the opportunity to develop personal skills that are unique
and necessary for their leadership engagements (Lord & Hall, 2005). Table 4 presents the
personal skills that each member of a leadership structure must develop.
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Table 4: Personal skills of a leadership member

No. Personal skill
1 Being able to define essentially any issue that is presented in the form of a problem

2 Being able to identify the causes of the problem

3 Being able to clarify the goal that describes how the issue will be transformed

4 Being able to avoid constraints that do not allow progress towards finding a solution
5 Being able to formulate plans and understand the path of personal actions

6 Being able to forecast the results after the process of transformation in the
issue/situation

7 Being able to produce multiple alternatives of solution for the problem in question

8 Being able to evaluate which of the alternatives should be selected as the best and
which should be the other in case of failure to implement the first

9 Being able to present a vision, from which all other members can understand his/her
skills and the possibility of his/her contribution to a decision-making process

Source: Mumford, Todd, Higgs, & Mclntosh (2017).

Personal image is a way to create an opinion by others, evaluating from the outside the inner
values of a person and thus creating an initial impression of a person’s skills and knowledge
(Vick & Shuster, 2015). A person builds his/her image based on being self-aware of his/her
values and then through what is termed relational transparency, which means “presenting
one’s true self by openly sharing one’s thoughts and feelings” (Steffens et al., 2021, p. 2), to
shape the personal image.

A personal thinking schema is related to the thinking process of a leadership member who is
engaged in finding a solution or achieving a goal within a decision-making process (Lord &
Hall, 2005). A member in a leadership process should create a thinking schema on purpose
to be argumentative and to influence decision-making (Bass & Bass, 2008), and also be
acceptable by other leadership members for the alternative he/she offers to them (Howell &
Boies, 2004), and to project the activities, goals, and vision he/she decides upon for
achieving the common objective (Marta, Leritz, & Mumford, 2005; Strange & Mumford,
2005). Therefore, the designed thinking of a leadership member makes his actions more
coherent and also makes him/her a productive person in achieving the goal of the group
(Partlow, Medeiros, & Mumford, 2015).
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15 The difference between leadership development, leader development, and
authentic leadership development

For an organisation to remain competitive, it must take care of the development of its
leadership capacities and talents (O’Leonard, 2014). However, the acquisition of science in
this field is not yet sufficiently mature (Day & Liu, 2018; DeRue & Myers, 2014). This
section presents three concepts of leadership capacity development within an organisation:
leadership development, leader development, and authentic leadership development. These
three concepts differ in these points: definitions, theoretical orientation, indicators of
development, and measurement methods of leadership development (Wallace, Torres, &
Zaccaro, 2021).

The first point of their difference lies in the definition of these concepts. A definition is a
statement that elaborates on the essential nature of a phenomenon. Leadership development
is related to collective values, and includes the interpersonal activities of leaders with their
followers in a decision-making process in the organisation (Cullen-Lester, Maupin & Carter,
2017). Leader development concentrates on studying core intrapersonal values; hence its
main focus is on the core individual values (Miscenko, Guenter, & Day, 2017). Authentic
leadership is related more to the achievement of a leader to be self-aware and to self-regulate,
two components that are considered to be positive behaviours (Gardner, Cogliser, Davis, &
Dickens, 2011). Therefore, the main difference among these definitions is that leadership
development deals with collective values, leader development, and authentic leadership by
achieving an understanding of these values and finding a way to use them authentically.

The lack of strict definitions of these concepts has led to the identification of some fields of
study of these concepts that are vague in terms of theoretical, research, and practical aspects
(Day, Riggio, Tan, & Conger, 2021). Liu, Venkatesh, Murphy, and Riggio (2021) argue that
leader development is deeply dependent on the development of experiences throughout life,
whether negative or positive experiences, whereas leadership development focuses on
collective development and the way a person participates in leadership. Compared with
leader development, the method of searching and gaining theoretical knowledge in
leadership development is a multi-disciplinary and multi-perspective framework (Eva, Cox,
Tse, & Lowe, 2021). In comparison, authentic leadership is related more to the new
knowledge gained regarding the forms and styles of leadership (Gardner, Karam, Alvesson,
& Einola, 2021).

Indicators of development to authentic leadership development are related to the level of
authenticity that leaders express in a situation (Gardner, Karam, Alvesson, & Einola, 2021).
Measurement of authentic leadership is very challenging, because the understanding of one’s
authenticity cannot be measured accurately, and the development of a leaders authenticity
cannot be measured even through observation. The operationalism of authentic leaders can
be analysed using the life-story approach (Shamir & Eilam, 2005).
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Leadership development is indicated when a person manages to develop collective values by
understanding that communication, behaviour, vision, and goals are related to other members
of the leadership. Therefore, leader development is indicated when the person manages to
display personal values with confidence and in the correct form. Leadership development
and leader development can be measured through direct observation, focus groups, and
interviews, but all results can be considered subjective because their study falls within the
interpretive and constructivist paradigm (Denzin & Lincoln, 2011; Day, Riggio, Tan, &
Conger, 2021; Tomaszewski, Zarestky & Gonzalez, 2020).

1.6 The concept of a leadership member

In this Ph.D. dissertation, leadership members as a concept are defined as members of the
leadership process (Pieterse et al., 2019). In the beginning, the concept of leadership
members was presented as an implicit concept because the theoretical data about this concept
were not well defined and documented. The purpose of this dissertation is to make it an
explicit concept, meaning that the concept is well documented. | gathered primary data from
interviews | conducted with 36 directors and 28 followers of seven regional municipalities
in Kosovo.

Leadership members as a concept have different meanings from other concepts, such as the
leader and followers’ concept, leader-member exchange theory, etc. (Carter et al., 2020). A
leadership member is part of a leadership process, which is related to a collaborative
decision-making process. The role of a leadership member within a leadership process is not
permanent, and changes according to the development of a collaborative decision-making
process. Therefore, the role of a leadership member depends on the knowledge that the
leadership member has about the issue under discussion (Vugt & Rueden, 2020). Therefore,
a leadership member is a person who is aware of the specifics of one part of the problem but
also is aware of the personal core values which would serve to solve that problem (Ginkel &
Knippenberg, 2012).

A leadership member must diagnose the problem by taking into consideration only one part
of the problem and contribute to providing a solution only for that part. Other leadership
members have no right to analyse the same part of the problem that a leadership member is
working on until the moment when the person is not progressing. At the moment when a
leadership member is not advancing to find a solution to that part of the problem, then he/she
must allow the involvement of another person who would have more knowledge and a better
chance to solve the problem (Pietraszewski, 2020).

Furthermore, a leadership member can gain the role of a leader within the team, only for a
short time, at the moment when two partial solutions to a certain problem need to be
connected. Therefore, a leadership member must (1) diagnose certain parts of the problem,
(2) provide the solution, and (3) combine that partial solution with other parts prepared by
other colleagues (McHugh et al., 2016). Therefore, connecting all parts requires someone
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with a high level of analytical abilities. All leadership members have equal chances to take
the role of leader within a certain period as long as they can argue that their knowledge,
abilities, and skills are necessary to create a common solution to that specific problem
(Marchiondo, Myers, & Kopelman, 2015).

Therefore, connecting parts of the solution prepared by each leadership member is the final
step of the process. Within this step, leadership members have a general discussion to analyse
whether the solution is appropriate to the problem in discussion (Ginkel & Knippenberg,
2012). In that context, the purpose of leadership members is to create an organisational
strategy including a clear common vision and detailed activities through a collaborative
process, and not having a negative influence of one leader over the followers (Balkundi &
Kilduff, 2006; Behrendt, Matz, & Goritz, 2017).

Figure 2: Three working steps of a leadership member in a leadership process

Third Step

Connecting parts (form

Second Step the common solution)

Provide the solution for that
part of the problem

First Step

Diagnose one part of the
problem (personal
engagement)

Source: Own work.

Leadership members, i.e., members of the leadership process in a collaborative decision-
making process, are individuals who have self-concept clarity that describes how they are
conscious of their behavioural habits, emotions, wishes, thoughts, and images that flow
throughout their beings (Lord & Brown, 2001). Another important theory which is related to
the concept of leadership is the self-expansion concept, which means a person develops
his/her thinking process by including another one with his/her ideas, beliefs, and vision (Lord
& Emrich, 2000).

Therefore, collaboration among leadership members as a leadership style defines leadership
as a social network in which each individual within the group is independent in the sense of
his/her authentic contribution, but also depends on the contribution of others in the decision-
making process (Balkundi & Kilduff, 2006). Leadership members have to use their
collaborative features to successfully accomplish individual contributions to the decision-
making process (Kilduff, Tsai, & Hanke, 2006).
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1.7 Collaborative decision-making

A decision-making process involves several persons with different professional, cultural,
and educational backgrounds, which in most cases, have become a boundary of delivering
individual vision in a social network (Morse, 2010). The diversity of leadership members
creates the need for an integrative process of their personal attitudes, behaviour, beliefs, and
ideas into a common vision (Kramer & Crespy, 2011). This integrative process of leadership
members helps them to produce the required common values for effective decision-making
to accomplish the organisational goals (Crosby & Bryson, 2010). The integration process of
all leadership members is achieved through cross-individual collaboration settings, in which
each member is integrated with his/her intellectual capacities into the leadership decision-
making (Ospina & Saz-Carranza, 2010).

Collaborative setting in a decision-making process of leadership members means sharing the
responsibilities of each leadership member and allowing them to show their knowledge and
skills for a specific task among a larger spectrum of tasks (Lawler, 2008). Therefore,
leadership in the context of collaboration is not considered to be governed by one leader, but
is a sum of its members (Gronn, 2002). Leadership members in an organisation operate on
different organisational tasks (Friedrich, Vessey, Schuelke, Ruark, & Mumford, 2009).

The decision-making process of leadership members, committed in the form of
collaboration, means that each leadership member in a specific department is free to work
independently by being responsible for the duties delegated to them (Snow, 2015). However,
when these decisions also influence the decisions of any other department, a leader is
dependent on the decisions of other leadership members in the organisation (Murase, Carter,
DeChurch, & Marks, 2014). Therefore, the outcomes of this organisational form indicate
that one leader does not have absolute power over the others, but the operational activities
and responsibilities of leadership members are spread equally among them (Friedrich,
Vessey, Schuelke, Ruark, & Mumford, 2009).

This process is considered a cross-individual collaboration, in which leadership members are
free to use their personal knowledge independently within a limited space of operational
activities, and must be flexible in collaboration with other leadership members (Ospina &
Foldy, 2010). Therefore, the concept of collaboration among leadership members takes into
consideration three key elements: individual attitudes during the process of decision-making,
individual behaviour, and communication skills and abilities to accept the arguments of
others and deliver an authentic contribution to the social network (Kramer & Crespy, 2011).

The main purpose of leadership members is to use collaboration as an organisational form
in a decision-making process to develop a common interest based on their common
contribution that will address solutions to remedy the specific situation or issue and have
benefits for all leadership members instead of seeing only the personal benefits (Sun &
Anderson, 2012). Leadership members in that context collaborate to construct the problem
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based on its specifics in such a way that it will make sense for the individual cognition during
the process of decision-making (Zander & Zander, 2000). Therefore, leadership members
are dependent on the integration of their authentic ideas, information, and other intellectual
sources into a common mindset of action (Huxham & Vangen, 2000).

Table 5: The process of collaboration

The process of collaboration Definition

Collaboration among leadership members ~ The ability of leadership members to
collaborate in a decision-making process.

Collaborative environment The willingness of leadership members to
collaborate with each other.

Collaborative norms Members in a leadership process establish
and maintain the norms that guarantee the
common productivity.

Direct communication Deliver to other colleagues: individual
information, beliefs and ideas and “direct
their focus and attention in different ways”
(Boies, Fiset, & Gill, 2015, p. 1082).

The culture of leadership members in a The holistic combination of members’

collaborative process beliefs, values, and practices creates
cohesion in a group while they are making
the decision (Chizema & Pogrebna, 2019;
Lee, Scandura, & Sharif, 2014).

Source: Kramer & Crespy (2011, p. 1028).

Decision-making is an important process of leadership that brings together leadership
members, i.e., members of the leadership process, to discuss any issue raised as an
organisational problem and produce common leadership solutions that have benefits for the
organisation (Tichy & Bennis, 2007). Leaders make decisions frequently in different areas,
and these decisions can have a positive or negative effect on the organisational strategy,
transformational opportunities, and structure of the social network in the organisation
(Westaby, Probst, & Lee, 2010). However, leadership members, i.e., members of the
leadership process, should provide numerous reasons for any decision they present to justify
their position in decision-making and avoid any negative consequences of their decisions
(Colquitt, Conlon, Wesson, Porter, & Ng, 2001). This form of behaviour of a leadership
member provides an understanding of his/her intention and plan (Friedman & Lobel, 2003).
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The context in which the organisation operates is an important factor in describing the role
of a leading member in a decision-making process (Osborn, Hunt, & Jauch, 2002). An
organisational context includes the culture, structure, and social network (Rowland & Parry,
2009). The contextual structure is a norm that regulates individual differences during a
decision-making process, in which the role of a leadership member is determined through
the implementation of his/her power to neutralize differences and come to a common
conclusion (Thye, Willer, & Markovcky, 2006). A social network, from the perspective of a
specific context, is a consensual commitment of leadership members in a decision-making
process (Kopeikina, 2006).

One type of decision-making is collective decision-making, in which leadership members
come to act together in a decision-making process (Yammarino & Dansereau, 2009). Under
a collective decision-making process, the self-concept of followers is not linked to the self-
concept of leaders but to their own intelligence and knowledge (Shamir, Zakay, Breinin, &
Popper, 2000). Intelligence at the individual level in a collective decision-making process is
defined as the ability of an individual to reason his/her vision, emphasize activities to solve
a problem, think beyond the group mindset, and use past personal experience as a key source
of information. Similarly, knowledge at the individual level, in a collective decision-making
process, is the organisation of the arguments and principles within an individual’s mind
which are in line with the characteristics of the problem in a given context (McHugh et al.,
2016).

The two principal problems of collective decision-making are the failure to implement
practice decisions and tension prevailing among leadership members while making decisions
(Kotlyar, Karakowsky, & Ng, 2011). Therefore, task conflict and relationship conflict are
two different types of conflict that leadership members encounter during the collective
decision-making process (Simons & Peterson, 2000). The relationship conflict among
leadership members can reduce the quality of decision-making, because members in the
group are affected by emotions, and their commitment to the social network is not considered
high quality, meaning that leadership members have some problems delivering their ideas to
other leadership members and all their behaviour in the group is tarnished (Ensley, Pearson,
& Amason, 2002).

Leadership members in collective decision-making become part of solving task conflicts.
Task conflict helps leadership members to challenge their ideas, but they have to avoid
triggering relationship conflict because it moves the focus from qualitative debate to a
personal conflict, which has nothing to do with the organisation’s needs and goals (Mooney,
Holahan, & Amason, 2007). Collaboration as a form of behaving and acting among
leadership members creates the mechanisms that will avoid any form of uncontrolled conflict
that is not manageable for members within the decision-making process and prevents them
from being intersubjective (Kotlyar, Karakowsky, & Ng, 2011; Snow, 2015).
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1.7.1 Decision-making

Decision-making is an essential process of leadership that brings together leadership
members, i.e., members of the leadership process, to discuss any issue raised as an
organisational problem and produce standard leadership solutions that benefit the
organisation (Tichy & Bennis, 2007). Leaders make decisions frequently in different areas,
which can have a positive or negative effect on the organisational strategy, transformational
opportunities, and the structure of the social network of the organisation (Westaby, Probst,
& Lee, 2010). However, leadership members, i.e., members of the leadership process, should
provide numerous reasons for any decision they present to justify their decision-making
position and avoid any negative consequence of their decisions (Colquitt, Conlon, Wesson,
Porter, & Ng, 2001). This form of behaviour of a leadership member provides an
understanding of his/her intention and plan (Friedman & Lobel, 2003).

The organisation’s context is an essential factor in describing the role of a leadership member
in decision-making (Osborn, Hunt, & Jauch, 2002). An organisational context includes the
culture, structure, and social network (Rowland & Parry, 2009). The contextual structure is
a norm that regulates individual differences during a decision-making process where the role
of leadership member is determined through the implementation of his/her power to
neutralize differences and come to a common conclusion (Thye, Willer, & Markovcky,
2006). Moreover, social network, from the perspective of a specific context, means a
consensual commitment of leadership members in a decision-making process (Kopeikina,
2006).

One type of decision-making is collective decision-making, in which leadership members
act together in a decision-making process (Yammarino & Dansereau, 2009). Under a
collective decision-making process, followers’ self-concept is not linked to leaders’ self-
concept but to their own intelligence and knowledge (Shamir, Zakay, Breinin, & Popper,
2000). Intelligence at the individual level in a collective decision-making process is defined
as the ability of an individual to reason his/her vision, emphasize activities to solve a
problem, think beyond the group mindset, and use past personal experience as a critical
source of information. Similarly, knowledge at the individual level, in a collective decision-
making process, is the organisation of the arguments and principles within an individual’s
mind, which are in line with the characteristics of the problem in a given context (McHugh
etal., 2016).

The two principal problems of collective decision-making are the failure to implement in
practice decisions and the tension prevailing among leadership members while making
decisions (Kotlyar, Karakowsky, & Ng, 2011). Therefore, task and relationship conflicts are
two types of conflict that leadership members encounter during the collective decision-
making process (Simons & Peterson, 2000). The relationship conflict among leadership
members can reduce the quality of decision-making. Members in the group are affected by
emotions, and their commitment in the social network is not considered with high quality.
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This means that leadership members have some problems delivering their ideas to other
leadership members, and all their behaviour in the group is tarnished (Ensley, Pearson, &
Amason, 2002).

Leadership members in collective decision-making become part of solving task conflicts.
Task conflict helps leadership members to challenge their ideas. However, they have to avoid
triggering relationship conflict because it moves the focus from qualitative debate to a
personal conflict, which has nothing to do with the organisation’s needs and goals (Mooney,
Holahan, & Amason, 2007). Collaboration as a form of behaving and acting among
leadership members creates mechanisms to avoid any form of uncontrolled conflict that is
not manageable for members within the decision-making process and prevents them from
being intersubjective (Kotlyar, Karakowsky, & Ng, 2011; Snow, 2015).

1.7.2  Collaboration among leadership members

Leadership members, i.e., members of the leadership process in the context of leadership
development, are interested in making a continuous strategic change in the organisation.
They have to manage the meanings of the situation to create shared perceptions and
interpretations, and justify their actions. Leadership members, i.e., members of the leadership
process, create shared perceptions and interpretations to lead by a standard definition of the
situation (Shamir, Boehma, Dwertmann, & Bruch, 2015).

Each leadership member needs to understand the situation in the same way as his/her
colleagues so that their actions are in harmony with common goals and objectives (Shamir,
Berson, Avolio, & Popper, 2001). Therefore, leadership members need to justify their actions
and introduce in detail the plan which produces the transformation disseminated by them
(Shamir & Hooijberg, 2008).

Leadership members create a shared meaning system if they are recruited based on having
approximately the appropriate values, beliefs, and vision, and the same working system
(Shamir & Dvir, 2003). Leadership members aim to overcome social and physical distances
(Shamir, Cole, & Bruch, 2009). Therefore, leadership members collaborate to create the
exact meaning of the situation they want to change (Shamir & Hooijberg, 2008).

Aligning leadership members means having a shared mental model among them. A shared
mental model means sharing perceptions, beliefs, and priorities, and their activities need to
be aligned with each other in order to promote the strategy implementation (Shamir &
Hooijberg, 2008). Therefore, leadership members sharing common perceptions, beliefs, and
priorities is an essential factor for the organisation’s success (Shamir & Dvir, 2003).

Life stories provide a meaning system to use as a tool by leadership members to express their
internal values to the environment that they are engaged in transforming (Shamir, Dayan-
Horesh, & Adler, 2005; Shamir & Hooijberg, 2008). Therefore, intrapersonal and
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interpersonal skills construct the collaborative features that leadership members use in a
collaborative decision-making process (Berrocal, Extreme, Lopes, & Ruiz-Aranda, 2014).

1.8 The collaborative features

Collaborative features are the core personal values of a leadership member developed over
time, which he/she can integrate with essential features of the collaborative decision-making
process (Ramarajan, 2014). Therefore, individual collaborative features are partial processes
integrated into the more complex process of a collaborative decision-making process. This
Ph.D. dissertation identifies five collaborative features, which include more than 12
individual characteristics. The five collaborative features are the ability to define a problem,
the ability to think critically, the ability to information-sharing, the ability to forecast; and
the ability to engage in design thinking. The 12 individual characteristics are fused into these
five collaborative features:

e |oyalty is an individual characteristic that represents the ability of a leadership member
to be authentic in every moment and context (Jung, Yammarino, & Lee, 2009);

e commitment is an individual characteristic that represents the ability of a leadership
member to fully use their personal potential while attaining a specific goal (Landry &
Vandenberghe, 2012);

e open-mindedness is an individual characteristic that allows a leadership member to hear
and accept new ideas, arguments, and decisions from other members of the team (Eberly
& Fong, 2013);

e consistency is an individual characteristic that allows a leadership member to keep a
certain level of engagement continuously while making an effort to finding a successful
way to attain a certain goal (Michie & Gooty, 2005);

e honesty is an individual characteristic that describes the integrity of a leadership member.
Being honest means having a clear vision and goals and staying loyal to them until the
end (Ogunfowora, 2014);

e efficiency is the ability of a leadership member to achieve the required results in a
decision-making process with the least waste of time and effort (Combe & Carrington,
2015);

e innovation is the ability of a leadership member to present something new in the
discussion to find a solution for a specific issue (Hughes, Lee, Tian, Newman, & Legood,
2018);
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e compassion is the ability of a leadership member to accept the contribution of others in
the team and not attack their argument without any base of authentic argumentation
(Eagly, 2005);

e motivation is the ability of a leadership member to insist on seeking the solution without
taking into consideration the difficulties which emerge from the problem under
discussion (Gottfried et al., 2011);

e optimism is the ability of a leadership member to believe that the solution exists (Hoogh
& Hartog, 2008);

e respect is the ability of a leadership member to accept any mistake committed by another
leadership member in the team by helping him/her to understand the situation (Sadri,
Weber, & Gentry, 2011); and

e courage is the ability of a leadership member to resist during the process of decision-
making any difficulty, pain, or danger and to not fear failing (Sturm, Vera, & Crossan,
2017).

All these collaborative features are classified into three categories, which are related to the
understanding of the problem, understanding how leadership members organise all the steps
of making the decision, and describing the process related to providing the solutions
(Behrendt, Matz, & Goritz, 2017; Berends, van Burg, & van Raaij, 2011; Chatman & Flynn,
2001; Hardy, Lawrence, & Grant, 2005; Jarvenpaa & Majchrzak, 2016; Jung, Wu, & Chow,
2008; Phelps, Heidl, & Wadhwa, 2012; Taggar & Ellis, 2007; Wang & Nickerson, 2017;
Yukl, 2002).

1.8.1 Problem definition

Problem definition is a collaborative feature that refers to each leadership members ability
to evaluate and analyse how they can define the problem and contribute authentically to a
specific part of the solution (Delbecq, 2017). This collaborative feature determines certain
norms that simplify how personal beliefs, thoughts, ideas, and visions are delivered into the
decision-making process (Chatman & Flynn, 2001). These norms should link characteristics
of a specific part of the problem with the core personal values of a leadership member
(Taggar & Ellis, 2007). A person should be able to understand the nature of the problem;
what information should be identified concerning the issue and its source; what are the
negative consequences of the problem and what will be the consequences in the future, etc.

1.8.2 Critical thinking

Critical thinking is a partial process of a leadership member whereby they engage their
cognition to find solutions to a specific problem (Lord & Brown, 2001). This individual
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devotion to the decision-making process is described based on three crucial cognitive
components: listening, memory, and fluid reasoning (Cowan, 2005). The ability to listen is
an individual cognitive component that refers to how efficiently the information can be
processed (Hult, Ketchen, & Slater, 2004). Memory is a cognitive component that describes
how levels of different information can be processed and, when a high level is entailed, how
much of it is retained in the mind (Gathercole, Pickering, Knight, & Stegmann, 2004). Fluid
reasoning is the cognitive ability to engage in quality argumentation on a specific problem
in a decision-making process (Engle, Tuholski, Laughlin, & Conway, 1999). Therefore, this
collaborative feature implies a person’s ability to process the contextual data of the issue in
question.

1.8.3 Information-sharing

Information-sharing in a collaborative decision-making process describes the trajectory of
the information flow between a leadership member and other members to jointly resolve the
problem (Pajunen & Fang, 2013). Five mechanisms facilitate information-sharing among
leadership members: rational, cognitive, conversational (Hardy, Lawrence, & Grant, 2005),
structural (Berends, van Burg, & van Raaij, 2011), and relational (Phelps, Heidl, & Wadhwa,
2012).

The first mechanism, the rational mechanism, is the presentation of data by a member of the
leadership, which is based on specific facts or reasons and not according to their temporary
or long-term emotional state (Lee, Han, Cheong, Kim, & Yun, 2017). The cognitive
mechanism is related to the level of awareness of the person, and involves being able to
think, understand, learn, and recall information that is credible and within the spectrum of
the topic for discussion (Mumford, Watts, & Partlow, 2015). The conversational mechanism
is a formal discussion of the issue between a member of the leadership and other members
of the leadership, exchanging experiences, facts, observations, opinions, and ideas (Horton,
2018). The structural mechanism means organising arguments in the most organised form
by connecting the premise with its conclusion in the most logical and substantive manner
(Wilbur, 2012). The relational mechanism involves the information that a member of the
leadership disseminates to other members of the leadership, and serves to fulfill their
interests by listening to the information and fulfilling the tasks in the process of their work
(Jayachandran, Sharma, Kaufman, & Raman, 2005).

Therefore, these mechanisms explain how leadership members take information from their
past experiences and processes by engaging their cognitive abilities and then delivering
information to others through their communication skills while choosing efficient words to
clarify the message they wish to deliver (Chua, Ingram, & Morris, 2008). Such individual
information should be structured to ensure that it is meaningful for those paying attention to
it (Hansen, Mors, & Lgvas, 2005).
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1.8.4 Forecasting

Forecasting means a leadership member making predictions concerning the future outcomes
of a particular issue (Shipman, Byrne, & Mumford, 2010). A leadership member may be
affected by many factors (working environment, interference of team members, the time
dynamic, etc.) during the decision-making process that can lead them in the wrong direction
of forecasting (Wilson & Gilbert, 2005). In a collaborative decision-making process, a
leadership member must have a clear vision that he/she firmly believes amounts to the
practical implementation of the common decision (Lapidot, Kark, & Shamir, 2007). When
faced with a problem, a leadership member tries to forecast the best solution to that problem
by considering the following critical variables in forecasting: cognition, objectivity, the time
dimension, and the content of the solution (Mumford, Steele, Mclntosh, & Mulhearn, 2015).

1.8.,5 Design Thinking

Design thinking is a partial process whereby leadership members use their human and social
capital to develop novel ideas and refine them to exclude those that are not good enough, in
order to seize genuine opportunities in the future (Marion & Uhl-Bien, 2002; Stobbeleir,
Ashford, & Buyens, 2011). To successfully transform the situation in an organisation, a
leadership member must be committed to generating novel ideas and further developing
them in order for the ideas to be implemented easily in actual cases (Baer, 2012). Therefore,
leadership members must be highly creative and realistic simultaneously because the novel
ideas they generate often are hard to implement in practice (Skerlavaj, Cerne, & Dysvik,
2014).

A leadership member with a high level of design thinking skills can collaborate successfully
with others by being more credible in their colleagues’ eyes due to their contribution
(Mumford, Scott, Gaddis, & Strange, 2002). However, leadership member often uses their
design thinking to influence the team members’ cognition (Vincent & Kouchaki, 2016).
Manipulation of the mind harms the collaboration process because design thinking in
collaborative decision-making is the ability to communicate ones core personal values
(Jaussi, Randel, & Dionne, 2007), which are fashioned by ones past experiences over time
(Martin, 2015).

1.9 The four life-story aspects

This dissertation constructs the four life-story aspects to understand what a leadership
member represents in a social network (Vough & Caza, 2017). The first aspect is educational
experiences, including stories (experiences) within the school environment (Higgins,
Robinson, & Hogg, 2014). From that perspective, it is crucial to define the schools
environment and analyse its processes (Park, Stone, & Hollway, 2017).
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The following processes that construct the educational experiences (stories) are the linguistic
and non-linguistic communication among students and between students and teachers
(Hayes, Barnes-Holmes, & Roche, 2001). Similarly, the social capital and human capital of
students and teachers (Leana & Pil, 2006)—e.g., the way in which teachers give lectures; the
ability to listen to and accept information from others; conversations between two persons
for more argumentation on any issue; relationships among students, including the way in
which students discuss, compete, motivate, and play—determine how stories are constructed
from the aspect of educational experiences (Brink & Costigan, 2015).

The second life-story aspect is related to professional experiences, and describes all stories
experienced in a job position (Solberg & Wong, 2016). This life-story aspect is included in
the analysis of the following processes in the working environment (Nielsen & Daniels,
2012): employee-boss relationships (Koseoglu, Liu, & Shalley, 2017), employee—supervisor
relationships (Quaquebeke & Felps, 2018), employee—employee relationships—employee—
client relationships, individual working moments, working group moments, and moments
during breaks (Carpini, Parker, & Griffin, 2017).

The third life-story aspect includes external social experiences (Avolio, Walumbwa, &
Weber, 2009). The processes within this aspect are societys culture (Ensari & Murphy,
2003), diversity of people, communication with strangers, relatives, political environment
(Davis & Gardner, 2004), etc. The fourth life-story aspect includes internal social events and
experiences. The processes analysed from this perspective are the home environment, the
culture of a closed family, communication with sisters, communication with brothers,
communication with parents, family in a horizontal line, family in a vertical line, and the
role of children (Jaskiewicz, Combs, Shanine, & Kacmar, 2017).

Finally, the definition of aspect in this dissertation describes a group of life stories that
appeared as dynamic life processes that happen within a given context (Shamir, 2005). There
are four different aspects because they are experienced as different living environments with
different actors in them, and each has a different role in shaping the individual identity
(Ramarajan, 2014). Similarly, even the methodology to analyse each of these aspects is
different, because, for example, at internal social events, | can experience (observe) all
stories for an extended period, and the analysis is more intersubjective than that of external
social experiences. Therefore, each aspect has different elements that are unique in shaping
individual personal values (Shamir & Eilam, 2005).

1.9.1 Internal social experiences

The first context of analysis into the internal social events is the home environment of a
couple and their children. Although currently the family structure varies because of the large
number of divorces or non-marital status, the family structure still is considered a traditional
way of living among parents and children (Demuth & Brown, 2004). The traditional form of
families is better for the well-being of children and parents. Therefore, in the environment
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of a family, there is a complex system of many life variables, including relationships,
hierarchy, roles, rules, goals, values, disputes, love, help, crisis, and decision-making (Myer
et al.,, 2014). The selected organisational form of a family, especially for children,
significantly impacts the shaping of their identities and formation of the worldview of how
they will see life in the future (Gold & Wilson, 2002).

One context of analyses of internal social events is the family culture. The concept of culture
is defined as the personal knowledge and habits learned by a large number of persons within
a specific entity (Matsumoto, 2006). Family culture describes the transition of knowledge
and traditions from old to new generations. A family is an entity that its members make.
Younger members who are children can inherit some knowledge and habits from their
parents. This cultural inheritance will have a positive effect in the case of open discussions
among family members; in contrast, family members creating limited space for collective
discussion will have a negative impact on the culture of that entity (Orgad, 2015). Therefore,
the family culture is defined as a sum of some core values that are created by the
contributions of many generations across time that has shaped the self-concept of that entity
and is used as a guide for the process of living, thinking, and behaving, within the context of
the family (Burkill, Waterhouse, & Pazzagli, 2020).

The structure of a family may be considered in the form of a horizontal line that includes the
behaviour of parents towards children and the responsibility of children towards parents. It
means that the parents’ role is to guarantee the well-being of the family by developing their
cooperative abilities and the process of self-regulation to help children shape their identities
without any serious trauma that can affect their life subsequently (Hennum, 2012).
Therefore, parents have to provide their children with the best example of a family and push
them to be responsible for their actions by helping them develop their cognitive abilities
(Rooth, Piuva, Forinder, & Soderback, 2018).

Parents are the children’s focus during the process of shaping their identities, and they
borrow from their parents all the personal values they need to create and clarify their self-
concept (Rogers, Creed, & Praskova, 2016). Therefore, families in the form of horizontal
lines describe the role of parents in shaping the identity (core personal values) and sub-
identities (education, musical preferences, game preferences, etc.) of children, and the
responsibility of children to be committed to the values obtained in the process of learning
from their parents (Shigeto, Mangelsdorf, & Brown, 2013).

Furthermore, the structure of a family also can be considered in the form of a vertical line
that includes the individual’s ability to be part of a transition from the position of a child in
a family into the role of a parent in a new family. This change of role causes an emotional
effect on a person, and the time of transition can take as long as the person needs to transform
him/herself into a new life role within the context of the family (Gibbs, Boshoff, & Stanley,
2015). This transformation includes the ability of a person to be responsible for other family
members and their decision-making processes (Yssel, Engelbrecht, Oswald, Eloff, & Swart,
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2007). The analyses of this transition are multidimensional; each of these dimensions is
essential for a person’s performance in a new form of life.

Marriage can be defined as a determinant of avoiding injustice and creating gender equality
among two partners (Strandell, 2018). The existence of adverse events within a family due
to the lack of justice and equality among partners has a consequence. It affects the quality of
life of the family members (Nuti, 2016). Therefore, the well-being within the domain of
marriage is multidimensional, such as financial, communication, decision-making, and
satisfaction of partners (Maniotes, Ogolsky, & Hardesty, 2020). The most important part of
marriage is paying attention to the psychological state of the partner in order to maintain
stability and increase self-satisfaction, which is considered to be a promoter of good
experiences among partners, and of bad experiences in the case of low satisfaction of a
partner. Hence, this creates the basis for having a stable family with a clear vision for the
expected future (Beach et al., 2011).

Family relationships, especially parent—child relationships, are essential for the well-being
of the family and child (Shek, 2000). In particular, open communication between parents
and children, including factual and emotional information, benefits the family, seen from the
perspective of the normal relational domain and the stable psychological state of children
(Davidson & Cardemil, 2009). Children learn how to behave in different environments due
to this experience in the family. Open communication will prepare children to feel
comfortable resolving problems with others, to build healthy relationships with other actors
in society, and to be responsible for the activities in which they are engaged (Huff, Widner,
& McCoy, 2003). Furthermore, through this form of communication, parents learn about
their children’s needs and feelings on specific issues.

The lack of open communication between parents and children will destroy the stability and
well-being of the family and may cause depression in a child as a consequence of tension
and misunderstanding of parents of the needs of their children; it will increase the rate of
child delinquency and the inability of parents to protect their children (Davalos, Chavez &
Guardiola, 2005); it will cause a problematic state of mental order in children and parents;
and it will affect the performance of children in daily life activities, including the school
performance of children, and high relational tension in the parents’ relationship due to their
feelings of responsibilities for the well-being of the family (Brody, Flor, Hollett-Wright,
McCoy, & Donovan, 1999).

The parents’ relationship is a necessary form of behaviour that has an essential effect on
other members of a family, such as children, because cooperation among parents displays
the role they have in the development of the well-being of their children’s and of the family
as a whole (Van Egeren & Hawkins, 2004). In a healthy family, parents’ behaviour favors
mutual agreement about some norms that mitigate the process of a family function; thus, it
makes parents responsible for all events shaped by the activities of its members (Schrodt &
Shimkowski, 2013). As a result of this communication among parents, children will use it as
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guidance to shape their attitudes towards and behaviour in communication with others,
meaning that parenting communication is the basis for family outcomes in a larger domain
such as society (Adamsons & Pasley, 2006).

The sibling relationship creates positive and negative experiences in a family’s performance
(Weaver, Coleman, & Ganong, 2003). These experiences are why a person can shape their
identity through a process of communication with brothers and sisters for an extended period.
Therefore, a person living in the same home with brothers and sisters will develop their
attitudes towards and behaviour in society, meaning that family members are persons from
whom one learn some social norms, which are essential in relationships with other actors in
society (Palacios, Kibler, Yoder, Baird, & Bergey, 2016).

Relationships among family members also are analysed from the perspective of the impact
of wealth on family members (Becerra, Cruz, & Graves, 2020). Poverty in a family causes a
challenging environment with various conflicts among family members. The reason is that
the well-being of family members will be at lower levels, and satisfaction with the family’s
progress is low. Therefore, the financial capabilities of a family are a determinant of the
performance of a family and of the events within the family and in a broader domain of
analyses (Habbershon & Pistrui, 2002).

1.9.2 External social experiences

In the theoretical part of this dissertation, external events are divided into random and rare
external events. Random external events that a person can experience are considered those
that are repeated across time (Alter & Oppenheimer, 2006). For this type of event, a person
is not influenced profoundly because he/she will form a personal judgment and can
manipulate elements of that specific event after becoming used to experiencing it
continuously for an extended period. A person is prepared to understand that random events
will happen before the moment of occurrence, and he/she will manage them carefully and
consciously (Tyszka, Zielonka, Dacey, & Sawicki, 2008). The second type of external event
is known as rare events because the occurrence of these events has not been experienced
previously. This type of event has more influence on people’s personal values and is
considered to be unpredictable by the person experiencing it (Kimhi & Zysberg, 2009).

One context of analysis for external social events is the role of peoples diversity. Society
comprises people with different ethnic, religious, educational, political, and other identities
(Moshman, 2005). People continuously seek to develop self-identity by acting in different
circumstances; based on that, they will find the best identity that fits the personal core values
inherited from their parents (Seaton, Schottham, & Sellers, 2006). As a result, each person
in a society has a different worldview, and they will provide, consciously and unconsciously,
numerous constructs of external events, which will not be the same as constructs of external
events provided by others in that society. Therefore, we have diverse external events due to
peoples activities (Ellithorpe & Bleakley, 2016).
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Another context of analysis is the emergence of external social events in social
communication with strangers. Even in a stable society, with a high level of education and
individual well-being, a person has difficulty freely trusting a stranger. This communication
environment with strangers produces unusual external events that are not random and can be
experienced for the first time by a person (Courtois & Tazdait, 2012). Nevertheless, a person
must manage his/her doubts about strangers’ unknown purposes during the communication
process and participate authentically in building the events constructed by the
untrustworthiness of their conversation (Cox, 2004). The main point of this
untrustworthiness among two or more persons is the anonymity that they reflect during the
conversation. Therefore, personal life backgrounds, including inherited culture and identity,
will determine the construct of the event that emerges through the conversation process
among two or more persons (Uslaner, 2004).

The culture of a society is constructed as a consequence of peoples activities in a specific
area, and it is considered authentic and is distinguished from any other culture of another
society. A society’s culture comprises three sections: material culture, ideal culture, and
social culture (Walker, 2001). These cultural sections include the way of living of particular
societies, their traditions inherited from previous generations, the development of their
history, their unique language, and all other habits inherited over time (Matsumoto, 2006).
From this perspective of analysis, the culture of people in a society is constructed as a result
of the past contribution of more than one generation. The culture of society describes how
people start behaving based on the values they have inherited from previous generations.
These values are the basis of shaping individual attitudes, ideology, and lifestyle, and
determine the behaviour the person will show during a conversation with others (Schwartz,
2004).

Another context of analysis in a construct of external social events is communication with
kin and friends. A person can develop his/her positive emotional state, exchange information
with a higher level of trustworthiness, and be more creative, which could be considered the
context that shapes festive social events (Bertera, 2005). Building close relationships with
kin and friends will lead a person to a more extraordinary experience in a situation. Such
relationships could be used as an opportunity for a social transformation in a specific
situation. This means that individuals are more open to taking risks to explore a situation and
to challenge the status quo that prevailed at the moment of entrance to that experience (Han,
Li, & Hwang, 2005). Therefore, a kinship system /helps people accept the contribution of
others to a discussion based on their knowledge, skills, and abilities. Based on these
individual virtues, they will construct the rules of individual behaviour within the context of
the discussion (Tsai, 2006).

In external social experiences, it is essential to include analyses of peoples well-being while
interacting with others. Social well-being is correlated with the stability of the psychological
state, an increase in individual satisfaction, and peoples integrity (Joshanloo & Ghaedi,
2009). Furthermore, social well-being is defined as a person’s hedonic and eudemonistic
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pleasure in social interaction (Keyes, Shmotkin, & Ryff, 2002). The hedonic aspect describes
how a person will experience a subjective judgment about bad and good events in specific
social environments (Ryan & Deci, 2001). The eudemonistic aspect describe’ a person’s
pleasure as a consequence of his/her knowledge, skills, and abilities to deal with a specific
issue (Keyes, 2006). Both aspects are necessary for a person to participate actively in a
discussion and take advantage of that experience. Table 6 defines the five crucial
components of social well-being (Joshanloo, Rastegar, & Bakhshi, 2012).

Table 6: Five components of social well-being

Component of social well-being  Definition

Social acceptance A person is comfortable talking to others.

Social actualization A person’s belief in the evolution of society.

Social integration A person finds people with the same personal core
values.

Social coherence A person understands the quality of the core values
of society.

Social contribution A person contributes with his/her core values to
society.

Source: Joshanloo, Rastegar, & Bakhshi (2012, p. 641).

One criterion for developing social well-being is also the creator of the social meanings about
things people need to have and wish to be. Social meanings explain the desire of people to
behave in a specific way and help them to evaluate their satisfaction with the contribution
they provide to society (Deneulin & McGregor, 2010). Individual activities and
contributions to society are regulated by some public policies set by the public institutions
of one country. The interaction between two persons within the context of society is
regulated by rules that aim to provide space for individual contribution and guarantee the
freedom of others through these individual activities and contributions (McGregor, 2007).
Therefore, the freedom of individual speech makes people display their authentic ideas and
evaluate the contribution of others in response to creating common meanings of the social
core values of the society (McGregor & Sumner, 2009).

Another context of analyses into external social events is the role of media and social media
in shaping peoples worldviews of their environment (Nilan, Burgess, Hobbs, Threadgoald,
& Alexander, 2015). Social media is a communication tool used by young people to
overcome the boundaries of physical distance among individuals (Papacharissi, 2014).
People in conversation with others always wish to make friends and display their values to
create an identity that prefers to be among others. Therefore, people start using social media

41



to shape their preferred identity, which may not be authentic but helps them strengthen their
relations with friends and avoid negative personal values (Buckingham, 2013).

People wish to travel to change the environment in which they are used to living for an
extended period. Visiting new places allows travelers to create an authentic new story that
they can use to enhance their creative abilities and reshape their worldview about life
characteristics (Week, 2012). Therefore, traveling across countries helps people discover
new forms of living and life characteristics, including culture, traditions, social well-being,
architecture, etc., which they can use to reshape their personal stories (Noy, 2004).
Therefore, for a short time, in a new country a person starts being integrated into the new
culture that will lead him/her to a new perspective of life, including accommodation to new
rules, culture, behaviour, etc. Furthermore, people consider writing down each element
discovered through traveling across countries and creating new life stories by comparing the
travel experience with previous knowledge gained through living in a limited geographical
space (Sharp, 2002).

Leisure is another context of external social experiences that shapes peoples life stories.
Leisure is considered to be a complex system of individual activities because leisure is
correlated with every activity in which a person can engage in life (Chick & Shen, 2011).
Leisure also can be described as the time people spend in the cultural complexity that
includes numerous individual activities such as games, play, music, walking, picnicking, etc.
(Kramer, 2005). The concept of leisure has four essential components: individual freedom
from any obligation, the right of choice, self-determination, and flexibility of the
opportunities he/she has within a specific context of life (Blackshaw, 2012). Shopping is an
activity in which people spend time buying everything that has value for them, and it is an
attraction that they use to be motivated and increase their life satisfaction (Moscardo, 2004).
People show their freedom, choice, self-determination, and flexibility while buying clothes,
and, at the same time, they use shopping to shape their image, which means that it has a
significant effect on their personal life over time (Trévinal, 2013).

Furthermore, visiting a diversity of architectural structures will affect the development of
peoples identity because they will learn how to pay attention to details while engaged in a
decision-making process. People also develop their identity through the correlation with the
social identity expressed through architectonic shapes within specific countries (Maitner,
Mackie, Pauketat, & Smith, 2017). People have a sense of self-evaluation because they aim
to display individual identity and correlate it with social identity. They tend to present
themselves as part of the social culture (Leung & Cohen, 2011).

1.9.3 Professional experiences

The working environment is integral to employee performance (Volmer, Spurk, & Niessen,
2012). Every job position has characteristics that can change over time, and the employees
responsibility is to accommodate them (Rank, Pace, & Frese, 2004). A job position involves
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many employee activities that must be fulfilled for a given time (Grant & Parker, 2009). The
employees role is to achieve the organisational goals related to the position delegated to them
(Berg, Wrzesniewski, & Dutton, 2010; Wrzesniewski & Dutton, 2001). Similarly, the
environment of the employee work engagement includes the office from which he/she makes
decisions; the relationships with co-workers, the boss, clients, and supervisors; access to a
social network, the relationships among supervisor and boss; the relationships among
supervisors; and other working processes (Solberg & Wong, 2016).

A job position is a set of individual work processes, including working content, tasks, and
cognitive work boundaries (Grant & Parker, 2009). The working content shapes an
employees role within the specific organisational system. Each role in the organisation has
its unique working content that does not have the same power as other roles in the
organisation (Aldrich & Ruef, 2006). For example, the Chief Executive Officer (CEO) is a
leadership role in the organisation that has leading responsibilities to contribute to
organisational performance (Jung, Vissa, & Pich, 2017). Tasks are delegated to the
employees as small working processes performed by them daily (Gibson, Randel, & Early,
1999). Similarly, cognitive boundaries of work describe the importance of obtaining current
information about the tasks the individual performs and marking progress in the growth of
knowledge, including their abilities and skills related to the working position in which they
are engaged (Kaplan, Milde, & Cowan, 2017).

The diversity of the employee, including their professional backgrounds and the complex
tasks with which they have to deal to manage them, affects the need to create social networks
in each department of the organisation (Sharma, 2018). Complex organisational tasks are
novel in content, and the employees’ experiences, including their knowledge, skills, and
abilities, are necessary to accomplish those tasks (Cummings & Kiesler, 2007). Therefore,
the diversity of professional backgrounds and the coordination of these sources simplify the
process of dealing with the complex tasks that appear continuously at different points in the
organisation (Hoegl & Gemuenden, 2001). In that sense, the collaboration of the employees
fills the individual gaps between their knowledge, skills, and abilities and the elements of
specific complex tasks they must address (Bunderson & Sutcliffe, 2002).

The social network in the organisation is considered more as a macro-process of decision-
making, and individual contribution is embedded into that macro-process (Kozlowski &
Klein, 2001). Individuals, in the context of their role as an employee, are obliged to possess
the required knowledge, skills, and abilities to understand the problem that emerged as a
complex task and participate effectively and with efficacy in a social network while making
decisions about that problem (Faraj & Sproull, 2000). Therefore, individual contribution is
marked as critical in the context of the social network because employees should avoid any
divergence among themselves about the problem and should create the same perception with
other members in the social network about the content of the task that emerged in a specific
department within the organisational environment (Hoegl & Gemuenden, 2001). Otherwise,
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employees with different perspectives on the content of the problem will decrease the chance
of finding a standard solution to the task. (Cronin & Weingart, 2007).

The role of the boss in the organisation is to think strategically by illustrating the vision,
goals, and activities, and the role of subordinates is to transform these from general concepts
into tangible outcomes through practical activities (Xu, Loi, & Lam, 2015). The boss is
responsible for increasing the level of justice and trust among subordinates to create a
comfortable working environment in the organisation (Lau & Liden, 2008)’ The boss’s
perception of the working environment directly affects the subordinates perception of the
same working environment (Loi, Lai, & Lam, 2012). Subordinates tend to accommodate
themselves to the vision delivered by their boss’

The boss’s mission for his/her subordinates is to develop their self-concept because it is the
most secure way to understand the vision and act authentically to transform that vision into
tangible outcomes (van Knippenberg, van Knippenberg, De Cremer, & Hogg, 2005).
Therefore, the affective commitment of the boss is guidance for the subordinates to act in
difficult decision-making circumstances with the same affective commitment promoted by
the boss (Lamertz, 2002). The subordinates are the first or middle managers engaged in
transforming their boss’s vision into reality.

Supervisors have a lower position in the hierarchy of leadership in the organisation, and they
are more focused on managing employee activities (Koseoglu, Liu, & Shalley, 2017). They
are positioned in the management hierarchy as the first or middle managers who organise
the activities delivered by the boss based on the strategy visualized by him/her for the
employee responsible for transforming that vision into tangible outcomes (Zhang & Chen,
2013). Therefore, the boss must shape the strategy, and a supervisor has to delegate
responsibilities and identify employees with the proper abilities, skills, and knowledge
related to a specific duty (Zhou & Schriesheim, 2009).

In the workplace, different kinds of conflicts emerge between supervisors and subordinates
and between peers, and the supervisor’s role is to resolve disputes. The employees are
engaged to achieve the same goals. However, they are responsible for only a limited set of
activities. The supervisor’s role is to keep them working within that specific spectrum of
responsibilities without interfering with the duties of others (ligen, Hollenbeck, Johnson, &
Jundt, 2005). The failure of the supervisor to manage a situation will cause a lack of self-
concept clarity in employees. It will reduce the chances of achieving the goals that the leader
sets in his/her prepared strategy (Kacmar, Bachrach, Harris, & Noble, 2012).

When an individual starts a job, his/her first duty is to learn about the organisation’s culture
and become informed about their role in the social network (Schein, 2004). During the
socialization process, new workers cause some organisational problems that can affect the
working environment, which also affects the performance of collaborators (Bauer, Bodner,
Erdogan, & Truxillo, 2007). Therefore, organisations prepare a list of norms that clearly
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define the behaviour of each individual in a specific working context (Schaubroeck, Peng,
& Hanna, 2013). As a result of this adjustment, employees develop their self-concept
following organisational characteristics, and they will develop a personal identity related to
the organisation’s identity (Ashforth, Harrison, & Corley, 2008; Cooper & Thatcher, 2010).
Therefore, the interaction among employees is organised based on organisational norms, and
the communication among employees during a decision-making process is formal (Pine &
Mazmanian, 2017).

Employees in the organisation aim to develop their professional roles under the
responsibilities delegated prior to them. However, sometimes there is a gap in how the
employees perceive their roles and the clients perception of the roles of employees in the
organisation. This gap can cause many communication problems among employees and
clients, and can harm organisational processes (Vough, Cardador, Bednar, Dane, & Pratt,
2013). The professional work of employees influences the perception of clients and have a
negative effect if the perceptions of employees and clients about the roles of employees differ
(Tomlinson & Mayer, 2009). Therefore, the employee image depends on how clients see a’
employees role in the organisation, and based on that process, the employees and clients
develop their working behaviour and interaction (Roberts, 2005).

In a job position, the employee also will experience the process of communication with the
general boss and the supervisors. The supervisors are positioned at a lower level in the
hierarchy of leadership. A supervisor’s role is to obtain and apply the boss’s strategy by
converting it into practical activities and deliver it to the first-level managers and, thus, to
the employees in the form of tasks (Wooldridge, Schmid, & Floyd, 2008). The boss has to
convince the subordinates of the benefits of the strategy he/she is delivering to them, and
subordinates are middle and first-line managers who have to believe in the strategy’s success
and illustrate its information before delivering it to the employees. Therefore, the boss must
push his/her subordinate to be conscious of the information of the strategy and increase their
self-awareness of the role they have while applying that strategy (Ou, Seo, Choi, & Hom,
2017).

Sometimes employees must collaborate on a dynamic task with more than two supervisors,
and each has a different role in the strategy delivered by the boss. Each supervisor is
responsible for organising and converting one part of the strategy into practical activities
(Reichard & Johnson, 2011). Therefore, the main goal of each supervisor is to accomplish
personal obligations derived from the strategy and help his/her colleagues progress on their
parts (O’Connor & Quinn, 2004). Thus, they aim to communicate appropriately among
colleagues, be professionally prepared, and adapt to the working environment and trends. A
supervisor is responsible for having cohesion between his/her actions and colleagues’
activities because, in the end, the success of the strategy is not the sum of one part of the
strategy but of the whole of the strategy (Kozlowski & Klein, 2001).
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First and middle managers are responsible for leading the employees in a task. However,
sometimes they also must participate directly in the operational activities when the employee
fails to do his/her job accurately (Day & Harrison, 2007). The operational activities of the
supervisor are necessary to help accomplish the strategy. The working environment changes
over time because of many factors, including changes in the strategy, employee failure to
apply for orders, competition among employees, lack of capacity to deal with a dynamic
process, etc. The supervisor must find new alternatives to accommodate the whole of the
strategy into the actual situation of the organisation (Antonacopoulou, 2000).

The final context described in this life-story aspect is employees’ experiences during breaks.
Employees use this time in the organisation to eat, drink, and talk, and for other free
activities, independent from the work responsibilities; this helps the employee to regain
energy, be motivated, and avoid the stress accumulated during working hours (Dust, Resick,
Margolis, Mawritz, & Greenbaum, 2018). The boss, supervisor, and colleagues lose their
roles, and the hierarchy does not exist. Communication among members in the organisation
and freedom of discussion and argumentation exist among them (Parker, Bindl, & Strauss,
2010).

1.9.4 Educational experiences

A school is an institution that represents the education of students, such as through the
transfer of knowledge from teachers to students and the exchange of information among
students that leads to continuous intellectual growth for all its members (Pil & Leana, 2009).
The program of schools is developed in the long run to increase social capital (Adler &
Kwon, 2002) and human capital (Gibbons & Waldman, 2004) simultaneously as a way to
improve the students intellect and teach them to share their knowledge with others (Gratton
& Ghoshal, 2003; Inkpen & Tsang, 2005; Nahapiet & Ghoshal, 1998). Therefore, all events
in school are seen from the perspectives of human capital, which is related to the knowledge,
skills, and abilities of teachers and students at the individual level (Ployhart, Iddekinge, &
Mackenzie, 2011), and of social capital, which explains the knowledge, skills, and abilities
of teachers and students to collaborate among them at the collective level (Kramer, Hanna,
Su, & Wei, 2001; Leana & Pil, 2006).

The environment in the school is very intensive (Mokrova, OBrien, Calkins, Leerkes, &
Marcovitch, 2013; Park, Stone, & Hollway, 2017) in the sense of the significant number of
courses, diversity of study materials, and practical activities that students perform (MacPhee,
Prendergast, Albrecht, Walker, & Miller-Heyl, 2018) during a short period on a daily basis
(Chih-Yung, Changa, & Lob, 2018). A large spectrum of courses at each school level allows
students to experience life from different perspectives (Alves, Guimardes, Marques, &
Cavaco, 2014). For example, a math course will teach students to be more realistic
(Dougherty, Goodman, Hill, Litke, & Page, 2017) compared with other creative-critical
thinking courses (e.g., reading courses), in which students become more imaginative through
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analysing pictures of materials delivered to them or through participating in a profound
discussion (Daly, Mosyjowski, Oprea, Huang-Saad, & Seifert, 2016; Sahimi, 2012).

Therefore, courses are experienced differently by students depending on the course content
that the curriculum has foreseen for the students (Elena, 2015). A class hour is a dynamic
process with various stories (Cantore, Filippo Ferroni, & Ledn-Ledesma, 2017). However,
events experienced in class with theoretical content are not similar to events experienced
during practical activities. Practical activities are actual events that students experience
directly through observing and performing them (Maresca, Gomez, Caja, Barajas, &
Ledesma, 2015).

A teacher’s human capital, including knowledge, abilities, and skills, is the guidance for a
student to define a problem (Bryk & Schneider, 2002; Pil & Leana, 2000). Similarly, the
social capital of teachers in class is to prepare a story and deliver it to students so that they
can analyse the story in each of its elements from their thinking perspective or through the
way they can perceive it based on their cognitive abilities and provide alternative solutions
that explain how that story would be improved (Sigler & Kashyap, 2008; Smith, Collins, &
Clark, 2005). Therefore, the human capital and social capital of teachers determine the level
of human and social capital of students (Day et al., 2005) because students are provided with
the knowledge, abilities, and skills of their teachers; thus, they start defining a problem
approximately on the basis of the story that their teachers have constructed (Pil & Leana,
2009).

Communication is the exchange of information among two or more people (Hargie, 2006).
In this dissertation, the development of communication skills describes the process of social
interaction among teachers and students during a class hour (Hayes, 2002). Teachers and
students use oral communication, including voice, words, and expressions, to deliver their
personal information and knowledge, creating diverse stories for a problem they discuss
(Brink & Costigan, 2015).

Figure 3: Three elements of oral communication

Presenting the
information

Listening to W (

the counterpart J 1 Conversation

Source: Brink & Costigan (2015, p. 206).
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Figure 3 presents the three most essential elements of oral communication in class
communication among students and between students and teachers (Conrad & Newberry,
2011). Presenting the information means a student in class delivers his/her knowledge and
others listen carefully to the content of his/her speech (Wilson & Sabee, 2003). Listening is
the students ability to understand clearly the message that the person who speaks is trying to
deliver (Barry & Fulmer, 2004). The conversation is the ability of two or more students to
provide additional information and argumentation among themselves in order to increase
his/her emotional speech influence over the others incorporated in that discussion. Therefore,
the three oral communication elements define how students, together with teachers, construct
a diversity of stories for every problem they discuss in class (Zhao & Alexandar, 2004).

Stories also are constructed in a class by observing non-linguistic communication among
students and between students and teachers (Brink & Costigan, 2015). Non-linguistics
communication is body language without words, including personal gestures, body contact,
facial expressions, etc. (Pell et al., 2015). Students and teachers in class during the
presentation, to illustrate words and to keep the rhythm of the discussion, use gestures, body
contact, and facial expressions (Vatavu, 2017). Using both spoken words and non-linguistic
expressions helps to clarify the message that a student or a teacher is willing to share in a
social network (Parrill, 2012). Because a message delivered by any class member through
both linguistic forms will shape the conceptual structure in the mind of students and teachers
(Gibbs, 2006), this conceptual structure in the individual mind is defined as an individual
story (Rekittke, 2017).

Teachers in school have the primary responsibility of managing the school experiences of
students by educating them, lecturing many topics from a diversity of disciplines through
different academic hours, and preparing students to transform their knowledge into practical
activities (Adler, 2015). Similarly, the teacher’s purpose is to build the student narratives
about the school perspective. Teachers, with their knowledge, intend to build student
narratives about many issues in school, including the role of schools, the materials of a
specific discipline, the character of students, working discipline, the process of
communication, etc. (Burton, Bamberry, & Boundy, 2005). Therefore, teachers are
knowledgeable about how to develop and improve school experiences and then serve the
students as educational stories, which students can use during their life in practical cases
(Colquitt, LePine, & Noe, 2000)’

Teachers’ ability to listen to their students’ opinions is seen from the pedagogical perspective
as an essential factor in teaching productivity. A diversity of students in a class makes
teachers encounter students from different cultures, knowledge, abilities, races, etc. (Hardy
& Tolhurst, 2014). Therefore, teachers can create a productive academic hour only if they
consider all students’ backgrounds and use them to organise their teaching methodology
(Holtbriigge & Mohr, 2010).
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Student opinions can be used as an illustration of their core values, including their knowledge
of the specific issue. Thus, a teacher’s ability to listen to these opinions can help students to
reshape and advance their opinions by providing them with additional information related to
that specific issue (Burton, Bamberry, & Boundy, 2005). Therefore, the listening process of
teachers can help students to enforce their cognitive abilities to rethink their position of
argumentation and provide a more substantial argumentation for that specific issue (Hawk,
2008).

During the lecturing hour, students receive information from the teacher about the material
dedicated to that lecture, and they build a story to comprehend the meaning of what they read
or hear in class (Bridgman, Cummings, & McLaughlin, 2016). Teachers aim to push students
to use their judgment abilities while constructing their stories. They provide their students
with feedback to bring them closer to the truth of a specific discipline (Schwartz & Sharpe,
2010). Therefore, teacher feedback is considered to be a set of rules or standards of specific
discipline that helps students to revise their stories. Similarly, students will experience a
teacher’s feedback for a specific issue as an opportunity to understand the information within
the context that the discipline has foreseen for them (Gentile, 2010).

Evaluating students and teachers in school is considered to be an essential criterion of
educational progress (Clayson, Frost, & Sheffet, 2006). A teacher uses grades to measure
students’ performance and a standardized evaluation methodology set out by educational
institutions (Marsh & Roche, 2000).

Students experience teachers’ grades in many emotional forms (Clayson, 2005). They are
predetermined to think that good grades are a result of their efforts and the outstanding
performance they show in class, and students believe that lower grades are a result of the
failure of their teachers (Johnson, 2003). The evaluation of teachers for their students’
performance also can affect the students attitude towards their teachers (Deci, Koestner, &
Ryan, 2001). If the teachers grade is lower than student expectations, then the motivation of
students will be lower, and as a result, they start to lose interest in that class hour (Dobrow,
Smith, & Posner, 2011). Therefore, teachers must be careful while grading students’
performance, because it will affect their cognitive abilities to show progress in that discipline
(Smith, Sansone, & White, 2007).

The school curricula create a space for student engagement and foster their interest in
specific disciplines (Schraw, Flowerday, & Lehman, 2001). Students’ interest in school
describes their attention to a specific issue to comprehend the information within the specific
context (Ainley, Hidi, & Berndorff, 2002). The school curriculum stimulates the intuition of
students (Hogarth, 2001). It motivates them to make effort for in-depth learning of school
materials to increase their knowledge (Dobrow, Smith, & Posner, 2011). Therefore, the
curriculum of the school aims to help its students to organise themselves within specific
contexts, including how to use the information, build relations among students (discussing,
competing, supporting, and teamwork), respect the hierarchy (the role of the teacher), and
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individual work to contribute authentically to a specific issue (Caprar, Do, Rynes, &
Bartunek, 2016).

Students shape their theoretical values based on their school experiences (Pascarella &
Terenzini, 2005). The interaction of students during an academic hour is considered to be a
normative standard that can change their values, such as vision, goals, and educational values
(Starkey & Tempest, 2009). The student argumentation during the interaction with their
peers is formed to show their power by transforming their values into social norms (Racko,
Strauss, & Burchell, 2017). Thus, a student who can transform personal values into social
norms can influence his/her peers and debate with them based on self-interest and hedonism
(Moosmayer, 2012). Therefore, a student can be affected by the argumentation of their peers
and change their way of visualizing that specific issue (Kitts, 2003).

In discussions with their peers, students do not always accept well-formed argumentation
because they aim to challenge facts to change them (Caprar, Do, Rynes, & Bartunek, 2016)’
Students’ focus is to collect in continuity new information and, through their cognitive
abilities, to present it in an original form to the discussion with peers. Student perceptions,
preferences, reactions, and motivations are essential for student authenticity when discussing
a specific issue (Liu, Olivola, & Kovacs, 2017). Student perceptions determine how students
comprehend the information (argumentation) delivered by their peers (Adler & Harzing,
2009). The student perceptions have to be within the context of their peers’ argumentation.
Therefore, the students’ perceptions also will affect the outcome of the discussion. Similarly’
students’ knowledge about the topic of discussion will determine their intellectual
preferences, which also will shape the position they maintain in discussion (Terjesen &
Politis, 2015).

The students’ reactions are due to the competition among peers while debating a specific
issue (Lamont & Molnar, 2002)” Students’ access to a debate is based on the strategy they
select for transferring knowledge among peers (Ungureanu & Bertolotti, 2018).

Strategies used among peers are different because students’ knowledge is not the same.
Therefore, the diversity of strategies will create a set of boundaries to transfer knowledge
among them (Carlile, 2002; Markides, 2011). Each student aims to sell their strategy to the
group, but in the case of failure, they change the old strategy to the new one and continue
attempting to influence the debate (Suddaby & Greenwood, 2005). Therefore, the strategic
choice of students leads them to compete among themselves, but as a result, they will be
closer to a joint decision in the end (Berkovich, 2014).

Students in school, after passing from one academic level to another, start becoming more
aware of their core values (Moosmayer, 2012). Educational institutions also aim to develop
and improve some theoretical values so that students can benefit from them (Racko, Strauss,
& Burchell, 2017). The purpose of these theoretical values is to facilitate student interaction
(Pascarella & Terenzini, 2005). The homogenization of theoretical values with student core
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values will lead students to start acting rationally in discussions with their peers (Ghoshal,
2005). Therefore, the discussion among students is based on some academic standards such
that the position of a student is related to the subject and not to the person of discussion
(Fisher, 2017)’

Students’ core values are socialized over time (Rice, 2001). Socialization in this context
means that students start knowing and having primary impressions about the core values of
others in the class, including their abilities, skills, knowledge, dreams, ideas, etc. (Giacalone
& Thompson, 2006). The socialisation of students is a process, and the curriculum of schools
foresees teamwork as a mechanism to foster that process. In that process, students have the
opportunity to exchange their values through communication and improve their cognitive
abilities (Racko, Strauss, & Burchell, 2017). Similarly, students in teamwork will find
consensus in the academic values that a specific discipline delivers to them. They also will
find relevance of the theoretical values to their own values to use them for their career
development (Antonio, 2004).

The school curriculum has foresees some game-based elements through technology (Barber,
2017). Teachers decide on the game structure in order to effectively motivate students,
enhance their cognitive abilities, and teach them to solve problems in practice. Therefore,
school games help students transform information into strategic decision-making within a
specific context (Leemkuil & Jong, 2012).

1.10  The concept of the life story

The current focus of scientists on leadership development is not on the lives of leaders but
on the texts that describe their lives (Ligon, Hunter, & Mumford, 2008; Watts, Ness, Steele,
& Mumford, 2018). Scientists use the narrative approach to leaders’ autobiographies that
will describe how individuals feel and understand a life story in the moment of telling it
because the stories a leader has selected to tell emphasise the leader’s self-awareness and
his/her form of leadership style (Watts, Steele, & Mumford, 2019). The narrative approach
assumes that an individual feels, thinks, and acts from a meaning-making system that makes
it possible to analyse and interpret reality based on his/her personal core values shaped by
the information derived from life experiences (Shamir, 2005; Shamir & Eilam, 2005; Shamir
& Hooijberg, 2008).

Personal narratives are constructed and involve the thinking process more than memory
(Kelley & Bisel, 2014). This has to do more with the meaning of a specific event (in the past)
in the present than with showing facts about that event. Individuals tend to tell a story based
on their perceptions and to build meaning about that event based on their beliefs and
understandings (Shamir & Eilam, 2005). This does not mean that life stories are free
constructions, because they are made by the events of life over time (Boal & Schultz, 2007).
Narrators select only the essential parts of the story, and avoid parts with less interest at the
time of the last event (Sternberg, 2008).
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Life stories provide a picture of a person’s present (Eilam-Shamir, Kark, & Popper, 2017).
Each person has authentic personal narratives because individual life stories express the
storytellers identity, including his/her core values and his/her meaning-making system
(Weischer, Weibler, & Petersen, 2013). Through telling a story, individuals tend to connect
all information from past experiences to justify themselves in the present (Boal & Schultz,
2007). Therefore, individuals use life stories as a source of identity development by
analysing and revising life stories over time (Shamir, 2005).

A leader’s core values are developed based on the development of life stories (Sparrowe,
2005). Leaders correlate information obtained from one story to judge the situation of
another story and thus continue systematically (Dufresne & Fisher, 2002). Leaders may be
affected by difficult family circumstances, high parental expectations, and their involvement
in many leadership roles early in life, and this personal life background affects how they
perceive information obtained in the past and how they use this information in future events
(Shamir, Dayan-Horesh, & Adler, 2005).

Four scenarios of the life story approach impact leadership development over time. The first
scenario shows that team members can create perceptions of the leader’s traits and behaviour
even when they cannot observe or comprehend the leaders core values directly (Alexander,
Brewer, & Hermann, 1999; Lopez, 2020). The leader’s biography may significantly impact
initial expectations and attitudes towards the group and ultimately build a strong relationship
among individuals within the leadership group (Shamir, 2005).

The second scenario shows that followers can observe directly their leaders. They initially
expect the leader’s attributes and behaviour. Followers form initial expectations based on
past experiences of the leader and use this information to form their initial attitude and
behaviour towards him or her (Foti, Bray, Thompson, & Allgood, 2012). The follower’s
initial expectations of his/her leader may have a considerable impact on the leader’s
behaviour towards the follower (Dvir & Shamir, 2003). Therefore, the follower’s initial
expectations exist in the moment of having limited information about the leader’s attributes
and behaviour (Shamir, 2005).

The third scenario shows that when a leader tells a story, in a way he/she shows his/her
attitude and behaviour towards others (Weischer, Weibler, & Petersen, 2013). When a leader
elaborates a story, the followers can gather much more information because the leader
provides a meaningful concept about the story, which helps followers have clarity about the
information they want to obtain (Boal & Schultz, 2007). Therefore, a leader can exert his/her
influence on followers by telling stories (Shamir, 2005).

The fourth scenario shows that the biographies of the leaders are in their own self-interest.
In order to behave as a leader, first, an individual should be aware of the core values he/she
possesses and use them in practice (Kelley & Bisel, 2014). Leaders should justify themselves
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in front of others in an actual situation, and they should have a sense of self-confidence and
self-efficacy related to the goal they want to approach successfully (Shamir, 2005).

1.10.1 Life stories and leadership development

Leadership development over time is organised into four main proto—life stories: leadership
development as a natural process, development out of struggling and coping with difficulties,
development as self-improvement through learning by past experiences, and development as
finding a cause (Shamir & Eilam, 2005). The first, leadership development as a natural
process (Shamir & Eilam, 2005, p. 404), means that the leader was born with some values
that make him/her unique among people. This theme indicates that leaders have natural
talents and abilities which they must discover while experiencing their life stories (De Neve,
Mikhaylov, Dawes, Christakis, & Fowler, 2013). The second proto-story, leadership
development out of struggle (Shamir & Eilam, 2005, p. 404), means that leadership
development is a process of life experiences. The development process is a consequence of
the struggle to provide choices within a particular situation in which a leader is involved
(Garretsen, Stoker, & Weber, 2020).

The third proto-story, leadership development as finding a cause (Shamir & Eilam, 2005, p.
405), means that a leader identifies a personal story with a collective story of a movement.
Leaders find a match between their purposes and collective purposes and behave based on
that context to increase everyday performance (Judge, Piccolo, & llies, 2004). This mostly
happens with leaders in political parties, which tend to believe, act, and behave in the same
way through the development of an ideological outlook (Marcy, 2020). Leadership
development as learning from experience (Shamir & Eilam, 2005, p. 405), the final proto-
story, means that leaders use the experience as a source to gather information for future life
challenges. Leaders’ self-knowledge and convictions are developed based on lessons learned
from life stories in the past (Shamir, 2005).

1.10.2 Diversity of life experiences

Life stories are present in real life in many varieties and forms (Watts, Steele, & Mumford,
2019). An individual can be affected by numerous life stories, including songs, movies, TV
shows, biographies, and documentaries. These life stories are delivered to the public
audience as stories representing successful leaders, politicians, singers, actors, businessmen,
businesswomen, etc. The direct (being present at the event) or indirect (reading or listening)
participation of a person in certain events does not mean that it is done only for entertainment
reasons. However, studies have explained that a person’s participation voluntarily or
accidentally in these events will produce positive or negative consequences for a person,
including effects on his/her level of motivation, being influenced, becoming part of an
ideology, the possibility of being manipulated, etc. (Watts, Ness, Steele, & Mumford, 2018).
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Individuals tend to behave in an environment based on life stories they experienced in the
past (Ligon, Hunter, & Mumford, 2008), indirectly (on TV or in movies, music,
documentaries, and shows), or even directly through seeing stories of family members,
friends, colleagues, teachers, bosses, etc. This means that leadership members will be
influenced to change their attitudes, behaviour, and core values through life stories they
experienced in the past (Popper, 2013). Furthermore, these stories are a source of knowledge
that an individual can use to influence and change the core values of others under his/her
influence (Dickson, Smith, Grojean, & Ehrhart, 2001). Therefore, stories experienced in the
past seem to have a significant impact on the future of many people, not only on the person
who experienced them (Boal & Schultz, 2007).

Table 7: Varieties of life events

Events Definition
Originating events Events that build the individual path to achieve major life goals
and are more related to the starting point of the individual career

Turning points Events that lead individuals to transform their life
Anchoring events Events that build individual beliefs, attitude, and vision
Analogous events Current events which are similar to those in the past and which

individuals use to simplify decision-making in the future

Redemptive events Negative events which have a positive impact on the future
because they motivate the person who experienced it

Contaminating events  Positive events that create positive emotional attributes in an
individual but have a negative result in the future

Source: Ligon, Hunter, & Mumford (2008, p. 315)°

A person’s life stories are significant in creating a shared mindset with other group members
(Ricketts & Seiling, 2003). Leadership members use life stories to clarify all points of their
vision and deliver it to the group members (Julien, Wright, & Zinni, 2010; O’Gorman &
Gillespie, 2010). Therefore, leadership members use their life stories to deliver their
knowledge within the working group (Janson, 2008). Similarly, a leadership member uses
life stories to help his/her colleagues adapt to challenging circumstances during the decision-
making process (Boal & Schultz, 2007). In this context, life stories delivered by leadership
members create a leadership culture that its members pursue and use to create their self-
concept while making decisions on a specific issue (Parry & Hansen, 2007; Shamir & Eilam,
2005).

Today, it is not well understood how life stories shape leadership culture among its members
and even measure the cultural effect on leadership members’ attitudes and behaviour (Bal,
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Butterman, & Bakker, 2011). Culture is the holistic combination of the whole working
system of leadership members, including their shared beliefs, values, and practices that
create cohesion in a group while making the decision (Lee, Scandura, & Sharif, 2014).
Shared values, beliefs, and practices emerge as a contribution of individuals with their store
of information constructed by their personal internal social experiences, external social
experiences, professional experiences, and educational experiences (Galli & Stewens, 2012;
Ramarajan, 2014).

In this case, the evolutionary perspective can be considered an excellent approach to explain
how the person’s life experiences have affected the person’s cognitive abilities and also to
build a culture of leadership among its members within a decision-making process (Vugt &
Rueden, 2020). Personal information of leadership members is the source of their guidance
to organize their thinking process in line with shared beliefs, values, and practices because
“humans have an adaptive followership psychology that enables them to (swiftly) coordinate
their actions with other individuals when it is advantageous to do so” (Bastardoz & Vugt,
2019, p. 81).

2 THE DISTINCTIONS BETWEEN CONCEPTS AND THE
RELATIONSHIP AMONG THEM

The second chapter of this dissertation explains theoretically how many concepts defined in
the first chapter are interconnected with each other. This clarifies why concepts are included
in this dissertation, by describing how they form the complex process, which is explained
theoretically and empirically in the following chapters. Leadership development as a
complex process with all the concepts included and described in this dissertation is linked to
the ability to have no fear of comparing and linking the components of various concepts
(Garretsen, Stoker, & Weber, 2020), even if these concepts are from different disciplines.
The criteria used to justify the linkages of these concepts in this dissertation are:

1. identify the discipline to which the concept described belongs;

2. identify the reason, process, and context by which the linkage of these two or more
concepts is considered logical and appropriate; and

3. identify the limitations and advantages of that linkage.

Linking the content of different concepts is the ability to use scientific language and methods,
which explains leadership development as a complex process (Miller et al., 2008). The point-
by-point comparison of two or more concepts demands a language and method into which
at least the empirical consequences can be translated without loss or change (Redman, 1993).
Combining theoretical data with those from the empirical part will create a model that
clarifies the content of this dissertation from beginning to the end.
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2.1 The role of leader development in the process of leadership development

These definitions, i.e., leader development and leadership development, are concepts
elaborated and derived from a broader and more inclusive concept called the concept of
leadership (Day, Fleenor, Atwater, Sturm, & McKee, 2014). The studies conducted on
leadership “focuses almost exclusively on individual leaders and their asymmetrical
influence on followers towards the attainment of shared goals” (McCauley & Palus, 2021,
p. 2). Similarly, leader and leadership development “seeks to understand, predict, and
intervene effectively in addressing the questions of how individuals develop as leaders and
how collections of individuals develop a leadership capacity” (Day, Riggio, Tan, & Conger,
2021, p. 1). Leadership studies, including those for leader development and leadership
development, fall within the spectrum of social sciences and Humanities. Disciplines within
the social sciences are sociology, psychology, and anthropology, whereas those in the
Humanities are history and philosophy (Bastow, Dunleavy, & Tinkler, 2014; Ingthorsson,
2013).

The importance of linking these two concepts lies in the role of one concept in the other and
vice versa. The role of leader development in leadership development is to create conditions
through the development of the person’s values, which he/she then will use to develop shared
values and relationships within the group (Day, 2000). In comparison, the role of leadership
development in leader development is the opportunity to identify personal skills and
shortcomings, through which the person then has the opportunity to again develop these
personal values, so that in the future any interaction with others will be more qualitative
(Day, Fleenor, Atwater, Sturm, & McKee, 2014). Therefore, there is a connection between
these two concepts in terms of their development.

Leadership development as a complex process cannot be explained without describing the
phenomena of leader development (Day, Fleenor, Atwater, Sturm, & McKee, 2014). This
dissertation explains leadership development as a concept that includes the intrapersonal
characteristics of leadership members and their interpersonal activities in collaborative
decision-making (Day, 2000). The development of interpersonal activities of leadership
members is a result of intrapersonal characteristics developed during their lives (Boyce,
Zaccaro, & Wisecarver, 2010). The performance of a leading member in collaboration with
other leadership members cannot be assessed if we do not have any evidence of their core
personal values (Sidani & Rowe, 2018). Therefore, the following paragraphs describe why
individual characteristics explain the interpersonal activities of leadership members.

The contextual aspects in which these two definitions (leader development and leadership
development) are equally valuable to consider are conceptual context, practice context, and
research context (Day, 2000). The term “context” explains that leader development and
leadership development occur in different circumstances, which have different content
starting from the elements of who (leaders and followers), what (decision-making and
direction), where (organisation, department, and sector), etc. (Carter et al., 2020).
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The linkage of these two concepts (leader development and leadership development) is
natural because both these concepts have approximately the same terminology, which means
that there is no need to create another language that scientists will use to explain the
interrelationship of these two concepts (Day, Fleenor, Atwater, Sturm, & McKee, 2014). The
terminology of a concept is the language that scholars use to interpret or explain a specific
concept, theory, or field (Faber & Martinez, 2019). Every scientific field has a unique
language used by scientists. Furthermore, both these concepts have the same focus on giving
explanations, which means that the focus is on leaders and their followers, and all of them
are in leadership positions within an organisation (McCauley & Palus, 2021).

Some points explain how these two concepts are interrelated. The behaviour of a team
(leadership development) in a decision-making process is compounded by the individual
characteristics (leader development) of its members (Heimann, Ingold, & Kleinmann, 2020;
Tuncdogan, Acar, & Stam, 2017). The standard set of rules that shape the teams behaviour
is created by the individual characteristics that shape the individual behaviour (Fischer,
Hambrick, Sajons, & Quaquebeke, 2020). The majority of leadership members will
determine the common behaviour, and the minority must respect it; if they cannot, they
should resign from the process of decision-making and be replaced by others who have
approximately the same values as the majority of leadership members in a decision-making
process (Thevia & McGuire, 2010).

The information available for making the joint decision is determined by the knowledge of
each leadership member (Lord & Shondrick, 2011). The knowledge of a leadership member
contributes to forming a joint decision (Zeni, Buckley, Mumford, & Griffith, 2016). The
decision quality is linked to the level of information or knowledge that each leadership
member has. Each leadership member is counted as a source of information that will provide
alternatives but at the same time provide feedback as a counter-argument to the argument of
another leadership member (McHugh et al., 2016).

Reducing risk while making the joint decision also is related to the preparation of leadership
members for the topic under discussion (van Knippenberg, van Knippenberg, & van Dijk,
2000). The life experiences of each leadership member are the mechanism that is used to
make a decision that is considered appropriate and related to the goals set by the organisation
(Watts, Ness, Steele, & Mumford, 2018). The risk of making a decision increases when each
leadership member does not possess a specific set of values shaped during their life,
including their abilities, skills, vision, and beliefs, for the topic under discussion
(Marchiondo, Myers, & Kopelman, 2015).

The culture of discussion among leadership members in a decision-making process depends
on the personal core values of each leadership member, which are shaped from childhood
(Vugt & Rueden, 2020). The ability of a leadership member to listen to his/her colleagues
while he/she is offering personal argumentation also determines the success of achieving the
correct decision (Reave, 2005). The problematic access of a leadership member into the
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process of discussion with others creates a conflict that could lead to the teams failure in a
decision-making (Santos, Passos, Uitdewillngen, & Nubold, 2016). Therefore, the set of
norms set by the team in the beginning is required to balance the unnecessary discussions,
and it will help them to freely provide their authentic argumentation without any interference
(Pietraszewski, 2020).

If we conclude that leadership members are gathered to make a decision and have clear goals
and well-defined activities, means that they are ready to be productive in solving the
problem. Achieving the common objective and fulfilling all the activities requires
individuals whose values correspond to the content of the topic under discussion (Mumford,
Steele, Mclintosh, & Mulhearn, 2015).

2.2 Collaborative decision-making in the leadership development field

Collaborative decision-making is a combination of two concepts: collaboration, and
decision-making. Collaboration is “a process in which entities share information, resources,
and responsibilities to jointly plan, implement, and evaluate a program of activities to
achieve a common goal” (Matos & Afsarmanesh, 2008, p. 311). The concept of decision-
making comes from the discipline of psychology. It implies a cognitive process of the person
who has to select the best alternative based on his/her thoughts, beliefs, and vision. Each
cognitive process to select a final alternative may or may not trigger a course of action to
accomplish the selection (Mendes, Mendes, & Salleh, 2019). The reason for combining these
two concepts (collaboration and decision-making) is to explain the form that people in
leadership use to solve a problem. Thus, the collaborative form and the cognitive abilities of
the person that are important for decision-making are two elements that explain the context
in which leadership is developed (Marchiondo, Myers, & Kopelman, 2015).

Some points explain how collaboration and decision-making are interrelated with the
concept of leadership development. Collaborative decision-making process is
conceptualised within the scope of leadership development and has three components:
leadership (Acton, Foti, Lord, & Gladfelter, 2019; Cheong, Yammarino, Dionne, Spain, &
Tsai, 2019), decision-making (Larsen, Gray, & Eckstein, 2014), and collaboration
(Fjeldstad, Snow, Miles, & Lettle, 2012). The three components determine a leading
members values and role in interpersonal activities within the team. The core values provide
a basis for robust discussion amongst the team members, producing better decisions (Snow,
2015).

Leadership is a multilevel analysis of the role of leadership members (Vugt & Rueden,
2020). Traditionally, the leadership concept is described as the way in which a leadership
member imposes his/her influence (Hogg, Haslam, Rast, Steffens, & Gaffney, 2019) to
enforce his/her contribution to a decision-making process (Yukl, 2006). Leadership includes
a person’s role in the decision-making process, but does not reduce the analyses only to the
individual level.
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Decision-making is an essential process of leadership that brings leadership members
(leaders and followers) together to discuss a specific problem (Westaby, Probst, & Lee,
2010). There is a unique type of decision-making in which leadership members act together
and contend that the self-concept of followers is not linked to the leaders self-concept but to
their core personal values (Shamir, Zakay, Breinin, & Popper, 2000; Yammarino &
Dansereau, 2009). With such decision-making, leadership members can justify their vision
(McHugh et al., 2016), emphasize personal activities used to solve a problem (Ginkel &
Knippenberg, 2012), and rely on experience as a critical source of their information (Watts,
Ness, Steele, & Mumford, 2018).

We highlight the importance of collaboration in decision-making because it helps overcome
the social and physical distances among leadership members (Shamir, Cole, & Bruch, 2009)
and ensures the better alignment of leadership members by sharing a mental model among
them (Dionne, Sayama, Hao, & Bush, 2010). A shared mental model entails sharing
perceptions, beliefs, and priorities among leadership members (Maynard & Gilson, 2014).

2.3 Leadership members collaborative features integration with the key features
of collaboration

Collaborative features are personal traits that enable a person to participate in a decision-
making process, which, as an organisational form, involves collaboration (Jarvenpaa &
Majchrzak, 2016). Collaborative features are related to the meaning-making system of a
person, which is built upon personal experiences throughout life, through which a person
can act in a decision-making process while fully respecting his/her beliefs, feelings, vision,
and personal knowledge (Shamir, 2005; Shamir & Eilam, 2005; Shamir & Hooijberg, 2008).

The characteristics of a collaborative process imply norms and other procedural elements for
developing a decision-making process. This includes how individuals circulate personal
information and regulate everyone’s responsibilities to jointly achieve the plan’s
implementation derived from a decision-making process (Matos & Afsarmanesh, 2008).

This dissertation incorporates three collaborative categories (problem definition, organising,
and operationalisation) with five collaborative features: problem definition, critical thinking,
information sharing, forecasting, and design thinking (Jarvenpaa & Majchrzak, 2016). The
first category relates to understanding the problem (Phelps, Heidl, & Wadhwa, 2012), the
second category refers to how the steps involved in making the decision (Kotlyar,
Karakowsky, & Ng, 2011), and the third category describes the process of converting
decisions into practical activities (O’Reilly, Caldwell, Chatman, Lapiz, & Self, 2010). All
three categories with the five collaborative features are partial processes integrated into the
more complex collaborative decision-making process (Dinh et al., 2014).

A leadership members collaborative features must be integrated with the essential features
of collaboration among leadership members (Morse, 2010). Leadership members must create
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a set of norms that they consider to be the essential features of the collaboration (Fjeldstad,
Snow, Miles, & Lettle, 2012). These norms will determine who can be part of a collaborative
decision-making process. If a leadership member can successfully find a way to integrate
their collaborative features with the key features of the collaboration, they will obtain the
right to contribute to the decision-making process; otherwise, they will be excluded
(McHugh et al., 2016).

Collaboration has the following essential features:
1. the context, which describes the environment in which a problem appeared (Lopez, 2020);

2. the content, which describes the problem under discussion (Spangler, Gupta, Kim, &
Nazarian, 2012);

3. the professional background of leadership members, which includes information about
the knowledge, abilities, and skills of other team members in order to understand the
opportunity to collaborate with them (Reid, Anglin, Baur, Short, & Buckley, 2018);

4. time constraint, which describes how dynamic the decision-making process is, as well as
the time limit to find a solution (Boal & Schultz, 2007); and

5. credibility, which involves communication among leadership members to ensure the free
distribution of personal knowledge within the team (Grah, Dimovski, Snow, & Peterlin,
2016).

The selection of leadership members in a collaborative decision-making process should be
the result of the integration of a leadership members collaborative features with the essential
features of collaboration; otherwise, leadership members’ contribution to decision-making
will be unsuccessful, and the right decisions will not be made (Ospina & Saz-Carranza,
2010).

2.4 The four life-story aspects shape the five collaborative features of a leadership
member

Personal experiences are the basis of the formation and development of the meaning-making
system of a person. As a result, personal experiences are the source of building the
collaborative features of a leadership member, which he/she could present in the form of
his/her knowledge, skills, beliefs, and vision when he/she is part of a decision-making
process (Shamir, 2005; Shamir & Eilam, 2005; Shamir & Hooijberg, 2008).

The life-story concept is vague when one seeks to identify its characteristics to use them to
explain certain phenomena (Shamir, 2005). Therefore, a useful way to research the concept
is by dividing it into the four most critical life-story aspects. These four different life-story
aspects are identified because they are experienced in different stages of life, with different
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actors appearing in them, each playing a different role in shaping the collaborative features
held by leadership members (Ramarajan, 2014). Collaborative features are characterised as
the core personal values of a leader/follower developed over time (Vries, 2012). It was
ascertained the five most important collaborative features (problem definition, critical
thinking, information sharing, forecasting, and design thinking) that a leader/follower must
possess (Dinh et al., 2014; Jarvenpaa & Majchrzak, 2016). The following subsections discuss
the collaborative features individually and evaluate how each life-story aspect influences
them.

2.4.1 The ability to define a problem

A leadership member must have the ability to understand the content of the problem in a
decision-making process. When the problem becomes apparent, a leadership member must
figure out what causes the problem and determine if the information available will help to
analyse the content of that problem (Pietraszewski, 2020). In a collaborative decision-
making process, it is impossible to understand the content of the problem using only the
information of one leadership member. Therefore, it is necessary to link personal information
with other external information and form the logic that links the cause and effect of that
problem (Lopez, 2020).

The way a leadership member organises personal information, the analysis of the context in
which the problem has become apparent, and the linking process of personal information
with external information are some of the factors that define the problem (Bedell-Avers,
Hunter, & Mumford, 2008). The problem can be defined only when one determines the
causes of that problem and its effects (Sajons, 2020).

Internal social experiences as a source of information for a leadership member are valuable
in shaping a leadership members ability to define the hierarchy of leadership members
responsible for assessing a specific problem (Myer et al., 2014). Therefore, life stories drawn
from internal social experiences help leadership members understand their position within
the team and assess their responsibility in defining the problem (Joshanloo & Ghaedi, 2009).

External social experiences shape a leadership members ability to accumulate a large
spectrum of information due to talking with people who have experienced approximately the
same problem and situation in the past (Tyszka, Zielonka, Dacey, & Sawicki, 2008). The
knowledge created for a specific problem stems from these discussions with different
persons in the past. It is an indirect way of understanding the nature of a particular problem
that a leadership member is struggling to define (Alter & Oppenheimer, 2006).

Professional experiences shape a leadership members ability to relate to all characteristics of
the current problem to some extent with those experienced before and help create a routine
for assessing similar problems (Hoegl & Gemuenden, 2001). While undergoing education at
school/university, a leadership member has several intense experiences (dynamic
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discussions with peers, teachers/professors, and other stakeholders) in the classroom
(Montiel, Lopez, & Gallo, 2018). These experiences are sources that shape a leadership
members ability to apply a strictly formal and informal set of norms to assess the
consequences of a specific problem in a given context (Kurtmollaiev, Pedersen, Clatworthy,
& Kvale, 2018; Kurtmollaiev, Pedersen, Fjuk, & Kvale, 2018).

2.4.2  The ability to think critically

Critical thinking is the ability of a leadership member to provide arguments based on the
analyses of external factors when the problem has become apparent and the personal
information accumulated across time-related to that problem (Mumford, Todd, Higgs, &
Mclntosh, 2017). Critical thinking means that a leadership members solution is very realistic
and consists of facts. Critical thinking derives from the development of the meta-cognitive
skills of a leadership member (Lord & Emrich, 2000).

Internal social experiences shape a leadership members ability to create systemized basic
knowledge about a specific issue because that member has inherited well-classified
information from their family members (Davidson & Cardemil, 2009). These experiences
help leadership members develop their intuition and apply it while exploring a specific
problems characteristics within the decision-making process (Patterson & Eggleston, 2017).
Internal social experiences are a source for developing a leadership members ability to think
creatively (Shalley & Gilson, 2004). Lack of misjudgment of someone’s thoughts within a
family environment leads to an increase in self-confidence (Shamir & Eilam, 2005). The
level of freedom of thinking determines someone’s critical thinking. A healthy family creates
an environment that reduces personality deficiencies because it makes the person aware of
them without causing trauma to him/her (Mumford, Connelly, & Gaddis, 2003).

The external social experiences shape a leadership members ability to reduce the level of
uncertainty while exploring the characteristics of a particular problem (Vessey, Barrett, &
Mumford, 2011). These experiences develop leadership members’ ability to manage a
diversity of information through filtering and consider only information necessary for the
issue under discussion (Moshman, 2005). External social experiences are a source that
shapes a leadership members ability to gather information in any place through visiting
different countries and meeting numerous persons with different backgrounds, and then
revising and reshaping the information (Noy, 2004). Reshaping the information without
losing its original content is a substantial part of personal critical thinking (Hadley, Pittinsky,
Sommer, & Zhu, 2011).

Professional experiences shape a leadership members ability to understand the arguments
used by colleagues quickly and to challenge those arguments with their information to create
a logic for analysing a problem (Grant & Parker, 2009). Such an information-filtering
methodology creates the foundations for developing well-structured decisions concerning a
specific issue (Pitelis & Wagner, 2019). Professional experiences are a source for shaping a
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leadership members ability to provide ideas that align with innovative trends related to a
specific issue (Mainemelis, Kark, & Epitropaki, 2017). A leadership member can learn from
other personal and professional experiences and trends that he/she must follow with his/her
innovative efforts. Innovative ideas are necessary for personal progress (Hughes, Lee, Tian,
Newman, & Legood, 2018).

Educational experiences shape a leadership members ability to provide complete scientific
information about a specific issue (Pil & Leana, 2009). Such information helps to predict the
consequences of any change in the circumstances after a decision has been taken by
leadership members (Taylor, Passarelli, & Oosten, 2019). Educational experiences are a
source that shapes a leadership members ability to explain in detail an idea within a decision-
making process. Leadership members will find it easier to figure it out and accept it as a
common idea (Howell & Boies, 2004). Like other types of arguments, critical arguments
must have logic when a leadership member expresses them to other team members. The
excellent articulation of creative thinking will make clear to other team members the values
that a leadership member is discussing to find the solution to specific issues (Watts, Steele,
& Mumford, 2019).

2.4.3  The ability of information-sharing

Information-sharing is a leadership members ability to access credible information about a
specific issue under discussion and simultaneously deliver that information within the team
without losing its original content (Bavik, Tang, Shao, & Lam, 2018). A leadership member
must know how to filter and use the information while engaged in a collaborative decision-
making process and how to help others if someone within the group needs help (Ginkel &
Knippenberg, 2012). Information about the problem is essential for all; thus, no one on the
team should be deprived of any information (Pietraszewski, 2020). Personal information in
a collaborative decision-making process is essential to define that part of the problem on
which a leadership member is working. To connect all the dots and create a common
solution, the information must be delivered to the leadership members (Drescher & Garbers,
2016).

Internal social experiences are a source of information for establishing personal norms on
which a leadership member may rely to deliver their personal information to others and
accept the feedback of other team members (Hung et al., 2020). These norms set the limits
of leadership members while interacting with other team members (Willenbrock, Meinecke,
Rowold, & Kauffeld, 2015). A leadership member learns within the environment of the
family how to use the information carefully and enable free conversation by considering the
right of other family members to deliver their information while discussing a specific issue.
These experiences help a leadership member manage the flow of information within the team
(Epitropaki, Sy, Martin, Quon, & Topakas, 2013).
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External social experiences shape a leadership members ability to assess the credibility of
the information, which is essential in “an unstable environment may select for skills such as
physical ability, cognitive agility, or flexibility in the information and schema employed,
thus favoring younger leaders” (Bastardoz & Vugt, 2019, p. 87). A leadership member
during their life learns through communicating with others in the society in which he/she
lives. However, because the information accumulated is varied and significant in amount, a
leadership member learns how to filter it (Moshman, 2005). Therefore, leadership members
learn from their external social experiences to select the most credible information to find
the solution related to the specific issue.

Professional experiences are a source that shapes a leadership members ability to learn how
to defend his/her argument before the decision-making team. For a leadership member,
“convincing arguments exist for defining integrity as a non-moral term that means wholeness
and consistency” (Bauman, 2013, p. 417). These stories relate to debates developed for a
specific issue in which the participants’ responsibility is equally distributed (Rudolph,
Rauvola, & Zacher, 2018). Furthermore, educational experiences allow a person to learn the
characteristics of a specific task and then disseminate them among the team members
(McCormick, Cappella, O’Connor, & McClowry, 2015).

2.4.4 The ability of forecasting

The ability of a leadership member to forecast is the way to find the best solutions to reduce
to the minimum the consequences of the problem, and correct prediction will create progress
for the organisation (Mumford, Steele, MciIntosh, & Mulhearn, 2015). Similarly, forecasting
helps a leadership member to divide in detail the organisation’s vision and create a plan for
how to achieve specific goals, always in the service of that vision (Shipman, Byrne, &
Mumford, 2010). The ability of a leadership member to forecast derives from his/her
information accumulated during his/her life (Mumford, Watts, & Partlow, 2015). The
following paragraphs present how each life story aspect affects the development of personal
abilities to forecast.

Internal social experiences are a source for shaping a leadership members ability to control
the interference of other leadership members to reduce the risk of those members negatively
influencing the process of his/her forecasting (Roessl, 2005). Within the family environment,
a person learns how to be imaginative while discussing specific issues with family members,
and this freedom of thinking shapes his/her ability to have autonomy while predicting the
future a specific issue (Kriger & Seng, 2005).

External social experiences are a source that shapes a leadership member’s ability to match
specific elements of personal imagination with the imagination of others; information from
the external social experience aspect urges them to engage in brainstorming based on certain
norms set at the start of the process (Kimhi & Zysberg, 2009). Therefore, in a way,
forecasting is a puzzle that personal imagination has a crucial role in completing, but to form
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the puzzle in the future often requires the contribution of others within the team (Mumford,
Friedrich, Caughron, & Byrne, 2007). Therefore, external social experiences are the
information that teaches a leadership member how to coordinate personal imagination with
the imagination of others and make forecasts to bring the teams intersubjectivity closer to
the organisation’s vision (Lord & Shondrick, 2011).

Professional experiences are the basis on which a leadership member leads his/her mind to
construct a prediction (schema) in order to come closer to the truth. Professional experiences
are a source for shaping a leadership members ability to create a schema for future
predictions (Grant, 2012). After creating a schema, a leadership member can test all its
elements with the shreds of evidence from previous experiences in a job in which the
elements of forecasting are approximately the same as the evidence he/she has gathered
during the period of working on that job (Gottfredson & Reina, 2020).

Educational experiences are a source that shapes a leadership members ability to evaluate
and predict a given context in the future that has not yet happened and shape the structure of
the solution (in the future) in line with the problems characteristics (in the present) (Leana
& Pil, 2006). A leadership member can use his/her personal educational experiences to
analyse a situation in the future because the information is scientifically proven, and a
leadership member can predict the effect on a specific activity which is predicted to happen
in the future (Shipman, Byrne, & Mumford, 2010). If a leadership member predicts by taking
into consideration scientific information learned in school, the prediction will be highly
appropriate and within the domain of knowing the set of activities that should be conducted
in the future (Vessey, Barrett, Mumford, Johnson, & Litwiller, 2014).

2.4.5 The ability of design thinking

The ability of leadership members to design their thinking is essential for a successful
contribution to a collaborative decision-making process (Fitzgerald, Ferlie, McGivern, &
Buchanan, 2013). The ability of design thinking “is generally defined as an analytic and
creative process that engages a person in opportunities to experiment, create and prototype
models, gather feedback, and redesign” (Razzouk & Shute, 2012, p. 330). Design thinking
occupies a special place in the environment of organisations because designing products and
services uniquely creates a competitive advantage for the organisation and, at the same time,
marks its progress (Dunne & Martin, 2006).

Design thinking, in the beginning, is just an idea that is not clear and, at the same time, is not
unique (Braha & Reich, 2003). The idea is ambiguous because the person who has this idea
does not have explicit content. However, the idea exists in his/her head only as a piece of
initial information, which he/she may have received from his/her experiences in the past
(Berson, Halevy, Shamir, & Erez, 2015). Then, with the accumulation of additional
information, the idea begins to take its form, and it becomes clear and has unique content.
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Next, this idea takes the form of a sketch, in which the characteristics of the idea are clear
and easily applicable in practice (Dorner, 1999; Shipman, Byrne, & Mumford, 2010).

Table 8 presents a set of characteristics that are necessary for the design thinking process.

Table 8: The characteristics of design thinking

Characteristic

Meaning

Human- and environment-centered
concern

Ability to visualize

Predisposition to
multifunctionality

Systemic vision

Ability to use language as a tool

Affinity for teamwork

Avoiding the necessity of choice

The person has to build an idea or projection,
based on personal or social needs. The idea or
projection also must be environmentally
sustainable.

The person who creates the idea or projection
must visualize it and be able to describe it.

The person who has the idea or the projection
has to construct it in many forms without
losing track of the specifics of the problem.

Individuals should look at problems as a
system while also finding solutions that
include procedures and concepts to create a
holistic solution.

The person constructing a projection should
be able to describe the progress of the process
at any time.

The person should be able to communicate
the details of his/her projection to others in a
clear and convincing form.

The person tests the accuracy of the solution
through the comparison method, then
configures the solution.

Source: Razzouk & Shute (2012, p. 336).

The following paragraphs describe how the four life story aspects will prepare a person to
form a designed thinking process. Internal social experiences equip a leadership member to
feel secure about what he/she believes (Weischer, Weibler, & Petersen, 2013). Confidence
is when a person respects their own values and does not substitute them with those of others,
which would be classified as fake (Sosik, 2005). Experiences in the family lead a leadership
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member to reaming original in what he/she believes. As a result, a leadership member is
authentic and embraces his/her values without hesitating to show them. To have consistency
and coherence in the argumentation of personal vision, a person must accept their values and
use them without any intention to deform them (Baur et al., 2016).

By relying on their external social experiences, a leadership member creates a way of
expressing a unique idea that people within certain societies can comprehend easier (Bahns,
Springers, & The, 2015). The level of education, culture and other values of certain societies
are essential for the methodology a person can use to deliver their values among them
(Pickles, Lacey, & King, 2019). If a conflict exists between personal values and those of
society, then the argumentation of personal vision in front of others is more complex (Park,
Denson, & Bowman, 2013).

Professional experiences make a leadership member consider the factors of the participating
context and use them to analyse how to professionally access it (Gregori, Holzmann, &
Wdowiak, 2021). Experiences at work help to understand the personal core values of other
team members. Knowing people with whom a leadership member cooperates makes the
speech and rhetoric he/she chooses to use more accessible to influence others (Davis &
Gardner, 2012). Educational experiences help a leadership member understand the
methodology of using exemplars (cases previously studied) to harmonise the theoretical part
of the idea with its practical implementation (Lindsay, Jack, & Ambrosini, 2018).

Therefore, the members of leadership in an organisation, during their participation in a
decision-making process, should be able to generate, explore, compare, and select the best
alternatives (Razzouk & Shute, 2012, p. 330). This means that a person can engage in design
thinking if he/she can generate an idea, continue to explore its content in detail, and then test
its authenticity, choosing it in the end as a contribution in the form of a solution to one part
of the problem. Therefore, people with broad abilities to create designed thoughts and ideas
are people with a solid ability to be creative and who work primarily in two ways, as
discoverer and as creator, responding to phenomena that are not yet clear (Owen, 2007).

3 METHODOLOGY

The primary purpose of this dissertation is to provide further knowledge in the field of
leadership development. The focus of this dissertation is on analysing how the information
derived from life stories shapes the four life-story aspects and how these shape the individual
collaborative features of a leader through using them to contribute to a collaborative
decision-making process in organisations among diverse people in a social network. This
chapter describes the methods used to conduct the research and justifies the necessity of
using those methods to achieve the research objectives. In figure number 1, the entire process
of the study is elaborated. Figure 4 presents three important points that describe how the
whole research was conceived in thick lines.
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Figure 4: Contextualization of Ph.D. research

Leadership
Development
Context

Collaborative
Decision-Making
Process

Four Aspects
of Life Story

Source: Own work.

The interpretive paradigm formed the basis of the research design, the selection of research
methods, and the life course approach. This paradigm brings new insight by understanding
how peoples worldviews (life-story aspects) are formed and what those worldviews mean
(Tomaszewski, Zarestky, & Gonzalez, 2020). Semi-structured interviews (Rabionet, 2011),
expert interviews (Dorussen, Lenz, & Blavoukos, 2005), the critical incident technique (Bott,
& Tourish, 2016; Chell & Pittaway, 1998), and thematic analysis guided the data capture,
analysis, interpretation, and conclusions.

I conducted two different phases of research. | gathered empirical data from semi-structured
interviews with 28 directors and 28 followers in the first phase. | conducted complimentary
research with two observations and eight directors in the second research phase. In the first
phase, | prepared a questionnaire that included different questions, such as what respondents
know about concepts of life stories, collaboration, etc. Similarly, I collected data of the
respondents’ life stories and how they perceived these in general. The second research phase
was complementary to the first one; in this phase | collected more-specific data. The second
questionnaire was precise and had precise questions. | continued with the second research
phase because some of the respondents’ life stories significantly impacted their lives. They
can remember them without mixing their content with other life stories that they have
experienced. | have noticed that some life stories experienced by respondents are vague, and
some are more powerful. This distinction has obliged me to identify and analyse these stories
that the respondents perceive more intensely.

As a result, | decided to use the critical incident technique to identify these life stories and
analyse how they affected respondents in concrete cases in a collaborative decision-making
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process. In the second phase, | used two observations in which | participated in identifying
the actions and behaviour of respondents practically. Then | conducted semi-structured
interviews with eight of the respondents to identify concrete life stories from the four life-
story aspects and then connect them with the data | collected in my observation process.
Different types of data are used. When | conducted the semi-structured interviews,
respondents offered different documents as evidence to support their statements. The two
observations were conducted to collect data relevant to the data I collected from interviews
and the documents the respondents offered to me.

These types of data (e.g., interviews, documents, and observations) and data sources (e.g.,
leader and follower interviews) were combined. The semi-structured interviews with 28
followers were conducted to confirm some of the statements that respondents made in their
interviews about the quality of directors have. The close coworkers of the directors have
been selected because their information about the directors was so rich. This chapter
describes and explains the research approach, including the sampling strategy and the way
data were collected, analysed, and interpreted. This chapter explains how | mitigated ethical
concerns and concludes by identifying and discussing study biases and limitations.

3.1 Methodological approach to the study

The research idea resulted from my wish to continue developing the life-story approach
(Shamir, 2005). This approach was suitable for this study and provided a framework for the
investment of how the collaborative features of leadership members are shaped (members of
the leadership process) in a decision-making process within the scope of leadership
development. The life-story approach was selected because it provides a structure of
information that a leadership member has experienced throughout his/her life, and it
describes how these structures of information have shaped their collaborative features,
making them prepared to contribute to a collaborative decision-making process
authentically.

Semi-structured interviews supported the study’s goals. In the first phase, | conducted 56
interviews, including 28 interviews with directors of seven regional municipalities in Kosovo
and 28 interviews with followers of these directors. | analysed the life experiences of each
participant to understand how the information shapes the collaborative features of leadership
members (members of the leadership process).

In the first phase of empirical data collection, | chose to use the semi-structured interview
because it is considered to be a hybrid method. This method allowed me to directly identify
the respondents’ personal experiences and understand their engagement in the decision-
making processes between the leader and the followers. | created a query structure but
simultaneously allowed flexibility to the respondents, which means that the respondent had
enough freedom to contribute more than required by the structure of the questions (Galletta,
2013).
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In the second phase, | continued to use the qualitative research method. However, in this
case, | also observed directors’ meetings in two regional municipalities: the Municipality of
Peja and the Municipality of Pristina. I observed two collaborative decision-making
processes between the mayor and the directors of these two regional municipalities. | chose
to observe because this method of data collection is “an ancillary technique and it is rarely
in the form of participant observation or ethnography, which have been among the main
techniques in the qualitative researchers data collection toolbox™ (Bryman, 2004, p .750).
Through the observation method, | collected data on how the participants in the decision-
making process communicated, argued, and contributed, and I analysed their positions and
the procedure they followed in carrying out the decision-making process.

After | participated in two meetings, in which I gathered much information about the process
of that collaborative decision-making, | conducted eight semi-structured interviews with the
directors from these two regional municipalities who were part of that decision-making
process. | used the critical incident technique during the process of interviewing respondents
to find (i) the general purpose of the activity being undertaken could be specified, (ii) the
criteria of what constitutes effective or ineffective performance of the activity could be
identified, and (iii) observers could be given explicit criteria for judging/evaluating observed
behaviours as reaching the standard or not” (Chell & Pittaway, 1998, p. 24).

By implication, the data | collected and analysed focused on particular collaborative
decision-making events. Then | tied them to the life story experiences of respondents.
Through these interviews, | gathered much data because the semi-structured interview is a
flexible form and allowed enough space for participants in these two meetings to elaborate
on their experiences within the process of decision-making (Huettermann, Doering, &
Boerner, 2014).

3.2 Quialitative research approach

| used a qualitative research design. A qualitative research approach was a beneficial way to
collect adequate data for the topic | studied, and this method supported the achievement of
my research objectives. The advantage of using qualitative methods was that | directly
gathered raw data from 36 directors and 28 followers. | used semi-structured interviews, with
the sole purpose of not pushing the participant to answer only the questions | asked; they
were free to go beyond the context of the question | asked. However, using qualitative
methods has disadvantages too, such as higher research cost and being more time-consuming
than using quantitative methods.

3.2.1 Research questions

The purpose of this research was to study the four aspects of the life story in a collaborative
decision-making process within the context of leadership development. The emphasis of the
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research was on the meaning of life stories and the explanation of their categorisation within
life-story aspects. | understand why life-story aspects are necessary for a member of
leadership to form personal values (collaborative features) and be aware of having them
participate in a collaborative decision-making process. My theoretical and empirical studies
answered the following research questions and sub-questions:

©)

Research Question 1: What is the difference between leadership development, leader
development, and authentic leadership development?

Research Question 2: How do the four life-story aspects shape a leaders/followers
collaborative features?

Research Sub-question 2.1: What is a life-story aspect and how is it structured?
Research Sub-question 2.2: What are collaborative features and how are they structured?

Research Sub-question 2.3: How can the level of development of collaborative features
be measured?

Research Question 3: What is a life story and what does it mean for the person who has
experienced it?

Research Sub-question 3.1: Is there a possibility for a life story to remain independent
(unintegrated) and not be positioned in one of the four aspects of life-stories?

Research Sub-question 3.2: What is the main difference between a life story and a life-
story aspect?

Research Question 4: What is collaboration within the process of decision-making?

Research Sub-question 4.1: Why have respondents emphasized the word/term
“collaboration” as an organisational form of decision-making and not the words/terms
“cooperation” or “competition”?

Research Sub-question 4.2: How was collaboration developed by respondents as a
specified procedure of decision-making?

Research Sub-question 4.3: How must leadership members address personal values in the
process of developing them?

Research Question 5: Are study participants part of leadership processes?

Research Sub-question 5.1: What makes a person eligible to be part of a leadership
process?
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o Research Sub-question 5.2: What makes a leadership member fail in a decision-making
process?

My theoretical and empirical studies addressed the following research objectives:

o to advance and integrate the literature of the life-story approach and collaborative
decision-making within the scope of leadership development;

o to analyse the complexity of leadership development and understand its parts;
o to explain how leadership development elements are contained in the life stories;
o to describe the role of a leadership member in a collaborative decision-making process;

o to understand the lived experiences of leadership members and their effect on critical
collaborative decision-making incidents;

o to identify and describe the components of a life story;
o to identify and describe the components of a life-story aspect;
o to identify and describe the four life-story aspects separately; and

o tounderstand how collective leadership was emerged from collaborative decision-making
process.

Taking into consideration the limited studies within the social sciences regarding this topic,
| believe that this study adds new knowledge to the content of the life-story concept; adds
basic knowledge about the formation and functioning of life-story aspects in a person and
their role in preparing the person to participate in a collaborative decision-making process.
Therefore, we can understand how leadership development occurs in a theoretical and
practical form through the study of that complex process. This study is helpful for theorists
and practitioners in several disciplines within the social sciences, such as psychology,
sociology, anthropology, and economics.

My findings illuminate individual development, the creation of individual worldviews, and
the understanding of the decision-making process in which the leadership member can
manoeuvre in an original form, presenting original personal values to create new collective
values to achieve the common goal. The findings of this study can be used to train the
leadership members who are part of an organisation in high hierarchical lines and within the
main decision-making structures; facilitate the selection of members to participate in
complex decision-making processes in the organisation; and offer a theoretical and practical
lesson on how leadership members collaborate within an organisation during their working
hours.
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3.2.2 Research paradigm

My qualitative research draws from the interpretive paradigm and not the constructivist
paradigm, seeking to deeply understand the topic | am studying and avoiding predicting the
outcomes, as foreseen in the positivist paradigm (Denzin & Lincoln, 2011). The interpretive
approach was chosen because this paradigm seeks to build knowledge by understanding
individuals® unique viewpoints and the meaning of those viewpoints (Tomaszewski,
Zarestky & Gonzalez, 2020). Because the uniqueness of the participants is at the center of
this research, this subjective paradigm of reality was necessary to conduct this study.

The interpretivist paradigm is deeply rooted in the research methods used to understand the
knowledge related to the social sciences, from which the participants in the interviews
interpret their inner world, which they have constructed from their life experiences, and then
act on those interpretations (Hammersley, 2013). This paradigm allows my respondents to
build a story that, in terms of its truth, is relative, and that story can have multiple
interpretations if two participants in the same event are asked about the event. Through this
paradigm, | obtained data that gave me a deeper understanding of the events that the
respondents experienced. Taking into account that the respondents have interpreted the
events according to relative truth, I, as a researcher of the topic, have tried to understand the
different ways of interpretation that the respondents have made. | have tried not to prejudice
them even for a moment or doubt the truth of their interpretation (Hammersley, 2013). Thus
| overlooked the general definitions so that the interpretation of the event was uniform
(Creswell, 2007).

Table 9: Interpretivist paradigm

Theoretical assumptions Interpretivism

Ontology I, as the researcher, and the truth of my
conclusions are related to each other. It
cannot be claimed that there are valid and
indisputable terms in the social world,
including names, concepts, and labels,
which | could use to define what is correct
and what is not correct accurately.
Therefore, the reality, in this case, is a result
of my opinion and the level of my
awareness of the issues.

Epistemology All existing knowledge is formed due to the
use of experiences in a conscious form. This
scientific research perspective is relative by
nature and can be understood only from the

(table continues)
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(continued)

Theoretical assumptions Interpretivism
person. Therefore, in the social sciences, it
cannot be concluded that true objective
knowledge can be achieved.

Research object The research object was analysed and
interpreted based on my meaning structure.

Theory Themes and categories are created by using
data from many realities. | analysed the data
from many respondents to understand the
terms. The terms are formed based on the
social and psychological context of the

building/testing

respondents.
Theory of truth Subjective.
Type of data Qualitative data

Source: Weber (2004).

This chapter presents some advantages | identified of the use of this paradigm. The initial
advantage is that through the interpretivist paradigm, | have been able to understand an
events characteristics and the participants psychological and social dynamics. | also have
conducted research using the life-story approach to gain insider knowledge of the research
subject (Tuli, 2010).This paradigm, with the use of semi-structured interviews, allowed me
to identify things that | could not distinguish with the sense of sight by observing them. |
identified their thoughts, personal values, complexes, perceptions, feelings, and worldviews
(Wellington & Szczerbinski, 2007).

However, the use of this paradigm also has some disadvantages, which | am presenting
below. The first disadvantage is that interpretivists try to study a subject from different
perspectives to decipher its content in detail, without wanting to generalize the results and
make them useful for analysis for other study subjects (Cohen, Manion & Marison, 2011).
The second disadvantage is that the ontological point of view is subjective, and objective
results cannot be achieved (Mack, 2010). In my case, each of the events has its specifics and
complexity, so the method of studying one event cannot be used to study another event.

3.2.3  Life-story approach

Leadership development at the individual level cannot be explained without describing the
life-story approach and its role in the development of the personal core values of a leadership
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member (Shamir, 2005). By explaining the concept theoretically, we can understand that the
life-story approach is a source of information that shapes a person’s values. With the research
method selected to study empirically how life stories shape individual values, | learned that
the information shaped the values of leadership members (Shamir & Eilam, 2005).

Abubakar & Abdullah (2008) argue that the life-story approach is used as part of the
qualitative method of scientific research, in which it initially was practiced by researchers in
the discipline of anthropology and later by sociologists. However, the life-story approach
now is used by researchers who study a wide variety of disciplines within the social sciences
such as economics, psychology, sociology, anthropology, linguistics, etc. Collecting data to
conduct studies within a specific field through the life-story approach is different and
comprehensive. The life-story approach is related to defining and narrating an event within
a specific context (Crawford, Dickinson, & Leitmann, 2002). Therefore, the life-story
approach is related to discovering the content of personal experiences.

The life-story approach, on my part, is due to the results | can obtain within my field of study.
First, through the life-story approach, | can understand a person’s actions within a specific
situation because the person’s personal values are related to the events they have experienced
throughout their lives (Leung, 2010). Therefore, these personal values cause our way of
thinking and acting. The life-story approach contains within it general and specific purposes.
General purposes include the explanation of and giving meaning to the person’s personal
experiences (Macias & Contreras, 2019), whereas the specific purposes include the analysis
of specific experiences for a particular purpose (Romo & Cruz, 2013).

Within the life-story approach, a not-very-large but exhaustive sample is required because
having a comprehensive sample can be considered unnecessary, as well as inappropriate.
The accuracy of the sample construction is based not on the quantity but on the quality of
the data that | could obtain. Using a wide range of data enabled me to perform necessary
analyses and explain collective processes through individual events.

The life-story approach underlines the importance of interviewing people who reveal their
life events in a direct form and managing to hear their voice, because in this way I, as a
researcher, can understand more than what the person wants to tell, especially in sensitive
cases or regarding events that are more emotional for the person (Abubakar & Abdullah,
2008; Bertaux & Kohli, 2008; Atkinson, 2002)). Thus, in addition to information, | can
understand the person’s emotions and the impact of that event on the person in question. The
life-story approach provides the required in-depth data by allowing the respondents to tell
the events in which they have participated in detail. According to Leung (2010), the life-
story approach is related to the narrative approach, because both lead to the development of
the meaning-making system due to personally experienced events. Therefore, we can say
that the life-story approach deciphers the events experienced by a person, identifying the
meaning attributed to that event.
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Table 10: Research approach and its key criteria

Criterion Life-story approach

Goal Achieve new knowledge through
deciphering the life-stories that the
respondents have experienced throughout
their lives.

Formulating research questions Understand the stories of respondents’
lived experiences.

Sampling People who were part of the story
Data collection Semi-structured interviews

Observation of my respondents during the
story-telling

Data analysis Thematic analysis

Source: Tomaszewski, Zarestky & Gonzalez (2020).

To use a life-story approach efficiently and effectively to answer my research questions, |
based my research on the data, ensuring the quality of the source of this data. The data were
interpreted by transcribing my interviews with the respondents.

3.2.4  Inductive reasoning

Data analysis includes classifying all transcripts (Kuckartz, 2014). The inductive approach
was used for data evaluation, in order to understand the content of the data and then
determine the form of themes and categories. Inductive reasoning is a logical process in
which a certain number of premises are considered to be accurate across time, and a specific
conclusion is reached through their combination. Because | used the interpretivist paradigm,
these conclusions are not objective, but subjective. Patton (2015) argues that inductive
analysis serves to research within a data source to reach conclusions that can be relatively
accurate. Therefore, a certain number of premises are evidence for the relative truth of a
conclusion reached in this Ph.D. dissertation. The difference between inductive and
deductive reasoning is that in deductive reasoning the conclusions are objectively valid. In
contrast, in inductive reasoning, the conclusions are relatively accurate (Sauce & Matzel,
2017).

Through inductive reasoning, | reached conclusions by interviewing and observing the
respondents. First | collected the data, then | reached conclusions based on this data. |
collected data through the interview process and then | coded those data, forming themes
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and categories, which | interpreted. Therefore, themes and categories were extracted from
codes from interview transcripts.

3.25 Sampling strategy and study timeline

The sampling strategy was a purposeful sampling maximum variation approach (Coyne,
1997). | chose to use purposive sampling because almost all types of sampling within the
spectrum of qualitative research can be classified as purposive sampling (Sandelowski,
1995). Purposive sampling was necessary to carry out my studies because through it I
managed to interview people in positions with executive power and who are positioned in
high hierarchical lines with a broad general knowledge of the topic and with a large spectrum
of experiences (Coyne, 1997). The maximum variation sample allowed me to select
respondents with different personal values and life experiences (Patton, 2015).

In consultation with my mentor and respecting the draft proposal of my doctoral thesis, |
identified 36 directors of seven regional municipalities who are positioned in executive and
leadership positions within municipal institutions, each of whom has different
responsibilities because they led different departments and the cities in which they operate
are not the same. All the respondents differ from each other, including in their professional
backgrounds and life backgrounds. Each municipality is a regional municipality, but their
size and budget are not the same. Table 11 present an example of this data sample.

Table 11: Variation within this sample

Category Variation

Birth place Prishtina, Mitrovica, Peja, Prizren, Gjilan, Ferizai, and
Gjakova

Age 24-65

Cities of operation Prishtina, Mitrovica, Peja, Prizren, Gjilan, Ferizai, and
Gjakova

Educational background Bachelor’s degree, Master’s degree, and Ph.D.
Gender 22 men, 14 women

Nationality Kosovar

Source: Own work.

Table 12 presents the planned time frame for implementing the project steps. The entire
study was completed within the planned time frame.
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Table 12: Study timeline

Step Time
Selection of respondents 2019-2022
Data collection 2019-2022
Transcripts 2019-2022
Data analyses and interpretation 2022
Identifications of conclusions 2022

Source: Own worKk.

All my empirical work was developed between 2019 and 2022. Due to the considerable
number of respondents and their being located in different parts of Kosovo, the work
consumed a considerable amount of time.

3.3 Sample

Directors are the primary respondents from whom | obtain the information to analyse and
interpret. The sample of the empirical study is composed of a total of 36 directors from seven
regional municipalities in Kosovo and 28 corroborants who are the main collaborators of the
interviewed directors. Twenty-eight followers of these directors are the 28 corroborants who
serve as crucial informants whom the respondents identified as being capable and with ample
information about some of their values (knowledge of the directors’ values). | interviewed
approximately one corroborant per director.

Table 13: Anonymised names, roles, and organisations of directors

Anonymised name Role of respondent Organisation

Respondent D-1 Director Municipality of Prishtina
Respondent D-2 Director Municipality of Prishtina
Respondent D-3 Director Municipality of Prishtina
Respondent D-4 Director Municipality of Prishtina
Respondent D-5 Director Municipality of Prishtina
Respondent D-6 Director Municipality of Prishtina
Respondent D-7 Director Municipality of Prishtina
Respondent D-8 Director Municipality of Prishtina

(table continues)
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(continued)

Anonymised name

Role of respondent

Organisation

Respondent D-9

Respondent D-10
Respondent D-11
Respondent D-12
Respondent D-13
Respondent D-14
Respondent D-15
Respondent D-16
Respondent D-17
Respondent D-18
Respondent D-19
Respondent D-20
Respondent D-21
Respondent D-22
Respondent D-23
Respondent D-24
Respondent D-25
Respondent D-26
Respondent D-27
Respondent D-28
Respondent D-29

Respondent D-30

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director

Director
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Municipality of Mitrovica
Municipality of Mitrovica
Municipality of Mitrovica
Municipality of Mitrovica
Municipality of Peja
Municipality of Peja
Municipality of Peja
Municipality of Peja
Municipality of Peja
Municipality of Peja
Municipality of Peja
Municipality of Peja
Municipality of Prizren
Municipality of Prizren
Municipality of Prizren
Municipality of Prizren
Municipality of Gjilan
Municipality of Gjilan
Municipality of Gjilan
Municipality of Gjilan
Municipality of Ferizaj
Municipality of Ferizaj

(table continues)



(continued)

Anonymised name Role of respondent Organisation
Respondent D-31 Director Municipality of Ferizaj
Respondent D-32 Director Municipality of Ferizaj
Respondent D-33 Director Municipality of Gjakova
Respondent D-34 Director Municipality of Gjakova
Respondent D-35 Director Municipality of Gjakova
Respondent D-36 Director Municipality of Gjakova

Source: Own work.

| used anonymised names to protect the identity of the participants. | anonymised the names
in the form “D” (director) followed by a number from 1 to 36.

3.3.1 Respondent directors

The study sample comprises 36 directors of seven regional municipalities in Kosovo.
Regional municipalities in Kosovo are Prishtina, Mitrovica, Peja, Prizren, Ferizaj, Gjilan,
and Gjakova. Participants were selected based on the maximum variation approach. The
departments available from which to select were departments of economy, strategic planning
and sustainable development, agriculture, inspection, cadastral, public services, protection
and rescue, capital investments and contract management, urban planning, property, finance,
culture, education, health, social welfare, integration and diaspora, and administration. All
participants have been in the director position for more than two years at the time of the
interview. An exception was made for eight directors interviewed according to the critical
incident technique method; those respondents have not been in the director position for a
long time.

The respondents have been in high hierarchical positions and decision-making positions in
which their primary responsibility is the development of strategies for the development and
transformation of the respective municipalities for the departments they represent. These
respondents have a limited mandate. Within that time frame, they must compile strategies
and simultaneously implement them unless a strategy is unprecedented in the long term,
which means it will go beyond four years. Usually, people with a rich history of experiences
from every aspect of life are selected for this position. Therefore, they were adequate people
for my study because the differences between them were vast, but the content of their values
and experiences was quite rich.
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Figure 5: Map of the Republic of Kosovo with its regions
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Source: Enti i Statistikés sé Kosovés (2008).

The map in Figure 5 shows the locations of the seven regional municipalities in which |
conducted my research.

The respondents | chose are public figures and hold political positions; therefore, their
statements were not private. They are individuals elected by people, who make statements
on TV and radio, in the newspaper, etc. They also are part of many different reports, in which
their names are not deleted because they represent political positions. | also asked them to
sign a document of informed consent to participate in the research, for which I explained the
working methodology and obligations. | did not encounter any request that a name be hidden.
However, because these people have me data that they consider entirely private, | have
respected their privacy by using anonymous names for them.

3.3.2 Respondent followers

After | had finished the interviews with the directors, | submitted a request to them to identify
a potential follower whom the director considers to have worked very closely with him/her
during the period that the director has been in that position. This follower has sufficient
knowledge of the values the director represents during his/her operation in that position.
These respondents are considered corroborants, by which it is understood that these
subordinates of the director, through their interview process, offered data that support and
strengthen the data that I received from the directors.

The task of these followers was to give me valuable data, through semi-structured interviews,
about the personal values of his/her director, which the director displays daily in the
workplace. The follower described the directors behaviour, conversations, ways of
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delegating tasks, etc., during the participation in a decision-making process. Because of their
direct involvement in conversations and collaboration with the director and external
observation, | asked these respondents to use references that would enlighten me with
information about the leadership practices that the director has used and also to discuss the
values that these directors have during these practices. My main goal in interviewing these
respondents was to have corroborating interviews that would accurately identify the
authenticity of the directors and their actions by presenting the leadership practices and the
ways in which they developed.

Table 14: Anonymised names, roles, and organisations of followers

Anonymised name  Relationship to participant ~ Gender Role title

Respondent F-1 Current coworker Female Cultural Heritage Officer

Respondent F-2 Current coworker Female Head of the Sector for
Sustainability

Respondent F-3 Current coworker Male Head of Planification

Respondent F-4 Current coworker Male Head of sector for Public
Services

Respondent F-5 Current coworker Female Official

Respondent F-6 Current coworker Male Head of Market
Inspectorate

Respondent F-7 Current coworker Male Official of Youth

Respondent F-8 Current coworker Male Official

Respondent F-9 Current coworker Male Official

Respondent F-10 Current coworker Female Chief of Family Medicine

Respondent F-11 Current coworker Male Manager of Personnel

Respondent F-12 Current coworker Male Chief of Sector for

Cultural Heritage

Respondent F-13 Current coworker Female Official in the Sector for
Urbanism

(table continues)
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(continued)

Anonymised name Relationship to participant ~ Gender Role title

Respondent F-14  Current coworker Male Head of Sector for
Properties and Taxes

Respondent F-15  Current coworker Male Chief of Sector for
Cadastre

Respondent F-16 ~ Current coworker Male Official

Respondent F-17  Current coworker Male Public Relations Officer

Respondent F-18 ~ Current coworker Male Permit Office
Coordinator—Machinery
Phase

Respondent F-19  Current coworker Female Legal Officer

Respondent F-20  Current coworker Female Public Relations Officer

Respondent F-21  Current coworker Female Head of Sector

Respondent F-22 ~ Current coworker Male Head of the Sector for
Civil Services

Respondent F-23 ~ Current coworker Female Administrative Assistant

Respondent F-24  Current coworker Male Official

Respondent F-25  Current coworker Female Officer for Geometry

Respondent F-26 Current coworker Female Budget Assurance Officer

Respondent F-27 Current coworker Male Official

Respondent F-28 Current coworker Male Official

Source: Own work.

Corroborants assisted the aims of my study by elaborating more on the personal values of
the directors during their collaboration in a decision-making process. | used anonymous
names due to ethical issues. All the corroborants were close and existing associates of the
directors at the time of the interview. Corroborants are of both genders, i.e., male and female.
The answers that the corroborants gave were key in confirming the answers that the directors
gave about their collective values in a collaborative decision-making process, and also about
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the personal values that the directors have shown with their colleagues for as much time as
they spend together.

3.3.3 Critical incident interviews

The critical incident technique “is a qualitative research method that is used to obtain a depth
of knowledge and understanding of subjects’ responses to selected situations” (Gremler,
2015. p. 3). | used this technique to understand the way in which a leadership member
behaves in collaborative decision-making by linking their narratives with the situations in
which he/she was involved. The perception of a leadership member for specific information,
would be the same as or different from the reality that becomes apparent within the
collaboration process. Incorrect perception occurs because of many psychological factors,
but unconsciously, nonverbal and verbal activities and behaviour appear as a leadership
members authentic narrative.

The questionnaire of semi-structured interviews with eight directors included questions
separated into six categories:

1. questions to collect the data which identify the nature of the meeting;
2. questions to collect the data from the process of collaborative decision-making;

3. questions to collect the data that elaborates the internal social experiences of that person
and their relations with meeting dynamics;

4. questions to collect the data that elaborates the external social experiences of that person
and their relations with meeting dynamics;

5. questions to collect the data that elaborates professional experiences of that person and
their relations with meeting dynamics; and

6. questions to collect the data that elaborates the educational experiences of that person and
their relations with meeting dynamics.

The critical incident technique assisted me in guiding a research participant to explain
particular collaborative decision-making incidents. That is, | understood and explained the
context, the problem to solve, the actual decision reached, how it was reached, how various
people worked together (i.e., collaborated) to reach the decision, and so forth. By
implication, the data | collected and analysed focused on particular collaborative decision-
making events tied to the life story experiences of leaders (directors). I linked their individual
life experiences to their behaviour displayed in the collaborative decision-making incidents
they described to me. They reflected on the collaborative decision and provided their opinion
on what experiences in their past may have shaped their behaviour during the collaborative
decision-making incident.
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During the interviews that | conducted with 28 directors, | encountered critical incidents
before doing the additional eight interviews, which was a stimulus for me to continue with
these eight additional interviews in which the main focus was to find critical incidents. In
one of the semi-structured interviews, | noticed a piece of important information that
indicated that the respondent hesitates to cooperate with persons who do not participate
sincerely in the discussion. The respondent tried to avoid workers who were considered to
be liars on purpose to achieve personal goals instead of focusing on the common goal. In the
transcript of the semi-structured interview, I noticed that Respondent D-1 explained her
parents’ divorce. The respondent also explained the story of Steve Jobs based on the
respondents perception. She said that Steve Jobs wanted to tell the world that he/she had
values by creating his/her products and that he/she never needed someone to achieve
personal objectives. Therefore, the critical incident technique helped me understand that the
respondent does not like people who are focused only on seeing personal interest and who
do not care for the groups interest.

3.3.4 Meeting observations

| made these two observations as an alternative to conducting interviews with corroborants
(followers). | participated in two Board of Directors’ meetings and then conducted eight
interviews with the directors selected from that meeting. Within these meetings, | saw closely
how values are displayed within a meeting. There | analysed the behaviour, communication,
attitude, argumentation, opposition, agreement, way of presenting solutions, alternatives,
and many other things. Therefore, information from these meetings is reliable evidence to
compare with the results obtained from the interviews with the directors. These two
observations were an alternative to not continuing with the interviews, which | conducted
with corroborants from the first part of conducting the interviews.

First, | submitted a request to participate in these meetings; one in the municipality of Peja
and the other in the municipality of Prishtina. After the request was approved, | went to the
office where the meetings were held, where | sat in a place where | had the opportunity to
observe the directors from the moment they entered; the way they greeted colleagues, sat
down, and started the meeting; and the development and operation of their agenda.

3.3.5  Expert interviews

| conducted expert interviews to test the reliability and validity of some theoretical and
empirical data. Similarly, | used these data in service of data triangulation. While studying
the issue empirically, I concluded that is was important to have three expert interviews as a
research extension. The expert interview method involves conducting an interview with a
person with high credentials within the scope of the research topic, and is used to address
complexities (Kezar, 2003). These interviews were conducted with three eminent experts
related to the field of leadership and neurology. | prepared a semi-structured interview in
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which | asked some questions that suited my interest. However, | also gave space for the
experts to give their conclusions on other issues they considered important for me to
understand.

The first expert is Senior Fellow Cynthia McCauley, who has in-depth knowledge in the
field of leadership. The questionnaire was prepared to understand the concept of leadership
development. The second expert was associate professor Domagoj HruSka from the
University of Zagreb. The questionnaire was prepared mainly to understand the concept of
authentic leadership, but was not limited to that concept. The third expert was prof. Dr. Afrim
Blyta, a neuropsychiatrist, who helped me to understand how past personal experiences
impact a person’s cognitive skills. All the questions were related to how a person can be
affected cognitively by the good and bad events which a person has experienced within the
environment of family, society, work, and school. The most important question was whether
there is a difference between life experiences and their impact on the person. Table 15
presents information about the experts I interviewed to obtain scientific contributions to the
content of my Ph.D. dissertation.

Table 15. Participants in the process of my research process (interviews with experts)

Name Field of expertise and engagement

Cynthia “With over 30 years of experience at CCL, Cindy has contributed to
McCauley  many aspects of CCLs work: research, publication, product
development, program evaluation, coaching, and management. Cindy
co-developed two of CCLs assessment tools, Benchmarks and the Job
Challenge Profile, and co-edited three books for talent management
professionals: The Center for Creative Leadership Handbook of
Leadership Development (Jossey-Bass, 2010), Experience-Driven
Leader Development (Wiley, 2013), and Using Experience to Develop
Leadership Talent (Jossey-Bass, 2014). Her most recent publications
include Change Now! Five Steps to Better Leadership (CCL, 2014),
which guides leaders through a process of crafting and enacting
development plans, and Direction, Alignment, and Commitment:
Achieving Better Results through Leadership (CCL, 2016). Cindy was
awarded the 2017 Marion Gislason Award for Excellence in Leadership
Development by Boston University.” (McCauley, 2021, Center for
Creative Leadership, 1)

Senior Fellow

Domagoj Professor Hruska is an associate professor of Organization and
Hruska Management at the Faculty of Economics and Business in Zagreb,
Croatia. He has published more than 80 journal or conference papers and

(table continues)
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(continued)

Name Field of expertise and engagement

authored and co-authored several books. His work is drawn from
theoretical frameworks across disciplines such as cognitive and
organisational psychology, philosophy, and sociology in order to isolate
and describe phenomena in the domain of leadership, decision making,
and strategy (Hruska, 2021, personal communication).

Assoc prof.

Afrim Blyta  “Prof. Asc. Dr. Afrim Blyta is a neuropsychiatry specialist. His narrow
field of interest is pediatric neurology, epilepsy, cerebrovascular disease,
Parkinson’s disease, multiple sclerosis, psychosomatic diseases. He has
Specialized in Zagreb, electroencephalography education in Belgrade,
and education from body to mind medicine at the Mind and Body Center,
CMBM, Washington DC, USA. Positive psychotherapy education in
Wiesbaden, Germany. He is a lecturer in courses related to neurology,
psychiatry and medical psychology, in faculty of medicine, University
of Prishtina. He is an international trainer and lecturer of body and mind
medicine engaged in the USA, Israel, Palestine, and Haiti.” (Blyta, 2012,
Clinic for Neurology and Psychiatry, 1)

Assoc prof.
Dr.

Source: Own work.

As a conclusion, | emphasize that | conducted three interviews with experts in the field of
leadership and neurology to gather some information from people who are well informed
and also were more motivated than the usual respondent to answer my questions which were
more complex (Dorussen, Lenz, & Blavoukos, 2005). From these three selected experts |
drew some conclusions, which more completely explain the relevance of some concepts of
the topic that |1 am studying, and also to understand some elements (processes) that do not
necessarily enter directly into the field | am studying but that provide valuable information
for the relevance of concepts which are part of my doctoral thesis.

3.4 Data collection: Types and instrumentation

After completing the theoretical part of the study, | consulted with my mentor, Dr. Assoc.
Judita Peterlin, and according to the directives from my Ph.D. proposal document, which
was approved by the Committee for Doctoral Studies of Ljubljana, at its 10th session on 16
October 2018, by the authority of the 6th session of the Senate of the University of Ljubljana
on 27 March 2018, to develop the second part of the study for the collection, analysis, and
interpretation of my empirical data. To achieve my research objectives, | collected empirical
data of various data types. The data types included archival data, semistructured interviews,
observations, expert interviews, and field notes.
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3.4.1 Archival data

The respondents | selected are leadership members elected to serve as directors in their
respective municipalities for four years. They are responsible for making strategic plans for
the development of departments to which they are assigned and for implementing that
strategy. However, they also manage some significant works when lower-level hierarchical
members cannot solve them. These people always give an account in the municipal assembly
of their performance, but also through the media system to the citizens. They are very popular
in the municipalities in which they operate. Because of their popularity and political and
executive role, it is easy to find archival data of their work. In addition to observing them
identify their personal and collective values, | read and listened to various news in online
newspapers, reports, etc. During their interview process, when the respondents gave answers,
they always offered different reports to prove their performance and documents of the
decisions they made, supporting their arguments for the success they have enjoyed.

What | gained from these sources of information has been essential and valuable because |
have understood their values, such as their personal and collective mission, personal and
collective vision, and other details they revealed during their operation within the
organisation. Social media has been another source in which | have seen videos that can
analyse their behaviour, arguments, and other values they have revealed there. These sources
of information have enabled me to analyse the respondents within a specific context of their
actions.

3.4.2 Contextual data

| have compiled semi-structured interview questionnaires in addition to collecting contextual
data. During the interviews, | asked my respondents about the details of their experiences
from the four aspects of their life stories, i.e., internal social experiences, external social
experiences, professional experiences, and educational experiences. During these interviews,
| asked questions about their actions and behaviour within the context of their decision-
making with other colleagues. These data supported my analysis and interpretation to
determine the differences between the four aspects of life stories and identify what a
collaborative decision-making process looks like among the leadership members. As a result,
| concluded that these data created critical contextual details that enriched the volume of
general data that | collected during my empirical studies.

3.4.3 Semi-structured interviews

The semi-structured interview is a hybrid method that provides the opportunity for both
structure and flexibility (Shirani, 2015). I used semi-structured interviews to gather empirical
data. Because my doctoral thesis falls within the realm of the social sciences, I chose to use
semi-structured interviews because this method is suitable for my scientific research. Unlike
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the other variant, i.e., the structured interview, the semi-structured interview is open, creating
opportunities for new, unpredictable questions (Fylan, 2005). Through this form of
interviewing, | used a topic framework to explore in order to obtain data to answer my
research questions. I used the following procedure: first, | selected the respondents; | drafted
the questionnaire; | implemented the technique defined by this form of the interview; and |
determined the method of analysing the collected information (Adams, 2015; Rabionet,
2011).

| first contacted selected respondents by contacting their public relations office and then
organising a meeting, taking their time into account. First, | defined my target group, which
was the directors of Kosovo municipalities. Then, because the number of directors in the
municipalities of Kosovo is considerable, | identified four directors and four followers in
each of the seven regional municipalities in the first phase of interviews. Then | conducted
eight more interviews in two other regional municipalities. In Kosovo, there are
approximately 30 municipalities in total. However, only seven are regional municipalities:
the municipalities of Prishtina, Mitrovica, Peja, Prizren, Gjilan, Ferizaj, and Gjakova.

My second step was to structure the questionnaire. | structured three questionnaires; one was
for directors and one was for followers during the first phase of the interviewing process. |
then structured an additional questionnaire for the semi-structured interviews with eight
directors. During the question-drafting process, | kept all questions within the research
questions spectrum. Because the respondents were not speakers of English, | conducted the
interviews in Albanian. | then produced two transcripts, one in Albanian and the other
translated into English. | also avoided questions that might have been unacceptable to the
respondents and provoked them.

I made the necessary preparations before the start of the interview; first, | made a brief
presentation to the respondent about the interviews purpose and role in that process. Then |
asked questions calmly, not putting any pressure on the respondent. Throughout the
interview, | tried to make the respondent feel safe, allowing him/her to ask questions to
further clarify the questions from my questionnaire. | also created enough space for their
response to be complete. Finally, the interview data were analysed through thematic analysis
using the NVivo application for text coding.

3.4.4  Supporting interviews

| chose to conduct some supporting interviews with interviewed corroborants (a directors
follower). These interviews were a source of data for enriching the data I collected from the
directors of the seven regional municipalities and supporting triangulation. Corroborant
interviews were conducted to collect additional data on the authenticity of the director,
his/her role as part of leadership, and his/her personal and collective values. In the
questionnaire I compiled, some questions were designed to understand the directors
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relationship with his/her subordinates and how the director showed his/her authenticity
during the collaboration process with others.

3.4.5 Field notes

| evidenced each step of the research process. | listened to all the answers more than two
times, in order to ensure that | considered all essential data gathered in the process of the
interviews. | included in my notes the situational factors in which the interview was
developed; the emotional factors I noticed during the process of providing the answers by a
director or follower; and self-evolutive observations, which helped me to improve my
method of collecting the data, through making sub-questions, which were part of a
fundamental question but were necessary to obtain in-depth results in the process of the
interview.

| recorded procedural steps to ensure that the interviewee understood the project and his/her
contribution to my Ph.D. dissertation. I collected personal information about the interviewee.
This provided important details to clarify situational factors for subsequent understanding
the interviews. | used written notes during the process of interviews, and later in the analysis,
after listening to the recorded interview for the second time. Field notes include other study
data collected as a result of analysis, interpretation, and reporting phases (Lauderdale, 2017).

In this case, | kept field notes because, through this form, | managed to obtain “thick, rich
descriptions of the study context” (Phillippi & Lauderdale, 2018, p. 381). My field notes can
be classified as documents from my experience during the observation process of two
directors’ meetings and interviews which I conducted with 36 directors and 28 followers. |
took field notes during the process of my observations, and after the meetings, | also wrote
down details to remind myself of certain things if | had not been paying attention at the
moment. This was vital for me to understand more closely the features of a collaborative
decision-making process. Usually, my notes were not well organised, but were written
quickly and briefly because I tried not to lose my focus on observing the phenomenon. | then
used the notes to analyse the data obtained from the semi-structured interviews (Stram &
Fagermoen, 2012). | compared field notes with interview transcripts.

35 Data analysis

In both phases of data collection, | used thematic analysis as a method of qualitative data
analysis (Braun & Clarke, 2006). | used thematic analysis for the data gathered from the
interviews with 36 directors and 28 followers from the first data collection phase. The
procedure | used was as follows:

1. I read all the transcripts to be familiar with their content before focusing on specific items
in them.
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2. | coded the data using NVivo, to highlight some sentences and develop some codes. Each
codes indicates an idea or feeling of the interviewee.

3. After the process of coding the text, | developed themes. | combined several codes to
shape a theme.

4. | defined each theme by explaining their meanings.
5. | formed categories of themes.
6. | presented the results.

| also collected data from the second phase through critical incident interviews with eight
directors of two regional municipalities (Peja and Pristina). Then I collected data from eight
directors, each describing numerous incidents of collaborative decision-making. The critical
incident technique was a perfect opportunity for me to understand the reason for the action,
behaviour, and other psychological and social elements expressed by the respondents in that
particular event (Bott & Tourish, 2016). Through this method, | was able to understand from
the respondent the context, the problem to be solved, the decision reached, how it was
reached, etc. Then | connected personal experiences and their actions or behaviours in that
collaborative decision-making process.

4 DATA ACQUISITION AND ANALYSIS

Within the volume of data I collected, several general categories of data are defined in terms
of their prominence and subjectivity. Another category includes specific data mentioning
figures, qualities, consequences, actions, etc. Another category is the quotes used by
participants to explain an event. My primary goal was to interpret the data, always in the
service of explaining my research questions. Interpretation must not lose the originality of
the data and must in some way separate argumentative or qualitative data from metaphysical
sentences. By metaphysical sentences, | mean all those arguments or facts which cannot be
verified and that I must avoid using as facts (Redman, 1993). This dissertation is an inductive
research model that has produced new theoretical and practical insights related to the topic.
To answer the how and why questions, | conducted my analyses using the analytical methods
presented in Table 16.

Table 16: Methods of data analyses

Method Description

Critical incident technique The critical incident technique is used to identify incidents
that have occurred throughout the life of the participants.

(table continues)

91



(continued)
Method Description

Through the interview, | gather facts about these incidents
while also identifying the consequences these have caused
to the person at the activities in the present time (Gremler,
2015).

Thematic analysis Data are reviewed by identifying words, sentences, and
ideas and identifying the patterns in the data (Braun &
Clarke, 2006). The patterns link the leaders prior
experiences to the behaviour displayed or described when
making a collaborative decision.

Source: Own work.

| recorded each interview and then constructed transcripts with all the details, including the
participants personal information, questions | asked, and all the answers and stories that
participants provided me. Then | used the NVivo program to code, analyse, and interpret
qualitative data (Kan & Parry, 2004). NVivo generally is used for data analysis, which falls
into the category of qualitative research methods. NVivo is “an advanced qualitative
software package for analysing all forms of unstructured data” (Serban & Roberts, 2016, p.
187).

4.1 Thematic analysis of the interviews

| chose to use thematic analysis to analyse the data from the first phase of the interviews,
which included interviews with 28 directors and 28 followers. | used thematic analysis to
understand the facts, opinions, worldviews, and personal values, including beliefs, visions,
goals, knowledge, etc., of the respondents. | conducted the following steps to implement
thematic analysis while studying the transcripts of interviews:

1. I read all the transcripts to be familiar with their content before focusing on specific items
in them.

2. | coded the data using NVivo, to highlight some sentences and develop some codes. Each
codes indicates an idea or feeling of the interviewee.

3. After the process of coding the text, | developed themes. | combined several codes to
shape a theme.

4. | defined each theme by explaining their meanings.

5. I have presented the results.
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Furthermore, | collected data from eight directors of two regional municipalities, Peja and
Prishtina, each describing more than three incidents of collaborative decision-making. |
looked for patterns, linking the prior experiences of the leader to the behaviour displayed or
described when making a collaborative decision.

4.2 Substantive significance

This intellectual output adds value to the research community by advancing knowledge in
the field of leadership development. Scholars have studied leadership development
separately from leader development (Day, 2000; Day, Fleenor, Atwater, Sturm, & McKee,
2014). Leader development is “an ongoing process across the entire lifespan” (Liu,
Venkatesh, Murphy, & Riggio, 2021, p. 101). It is related to developing a “leaders
knowledge, skills, abilities, self-views, or schemas” (Vogel, Reichard, Batisti¢, & Cerne,
2021, p. 101). Leadership development is focused on studying leadership capacities to deal
with an issue (Day, Fleenor, Atwater, Sturm, & McKee, 2014) or “attempt to enhance the
general knowledge, skills, and abilities (KSAs) of individual leaders” (Cullen-Lester,
Maupin, & Carter, 2017, p. 130) in order to motivate subordinates to achieve a common
objective.

Through the analytical process | used for the empirical data collected in the 64 interviews
(28 leaders and 28 followers from the first phase of interviews and eight interviews with
directors from the second phase of interviews), | found that leadership development is a
complex process, which cannot be studied, analysed, and explained without including the
elements of the concept of leader development. Leader and leadership development are the
intermixtures of many personal and common core values developed over time which help a
person and a team to authentically contribute to delving into a specific phenomenon.

Information is the common denominator of both concepts, leader development and
leadership development. The information that a person accumulates in the early years of their
life is considered to be the basis of shaping the personal core values, including knowledge,
skills, thoughts, beliefs, etc. These core personal values enter the concept of leader
development. In the beginning, the core personal values are vague. After repeated
experiences (repeated information), the content of the same information becomes more
apparent to the person, and a person can understand the consequences of this information on
his/her personal core values development and his/her decisions related to an issue. When a
person can understand the source of information and evaluate its consequences, the
information is considered to be matured. Then analysis can progress the subsequent
development level, leadership development.

The raw data collected in the interviews gave me enough arguments to conclude that
leadership development is a higher level of core personal values development (leader
development). Therefore, leadership development means that a person knows precisely what
values he/she possesses Therefore, a person is aware of the content of personal core values
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and knows how to use them to benefit common objectives. Therefore, leadership
development is the concept that explains the ability of a leadership member to deliver his/her
core personal values (individual level) to the community (collective level) by delving into
one part of the phenomenon and provide a solution if it is required.

4.3 Ethical concerns

In my Ph.D. dissertation, | have presented the primary and secondary data gathered from the
process of qualitative interviews and other materials (e.g., academic articles, books, etc.)
with honesty and integrity. | have made an effort to present the results of the research without
deviating from what | presented to the members of the commission and in the document of
my Ph.D. proposal which | submitted and which was approved by the Committee for
Doctoral Studies of Ljubljana University, at its 10th session on 16 October 2018, by authority
of the 6th session of Senate of the University of Ljubljana on 27 March 2018. | did not use
any raw data | gathered for another project and presented to other institutions (conferences,
schools, journals, etc.). | always respected the agreements when working with others, such
as with participants in the process of the interviews, experts, members of the commission,
and specifically with my mentor. Furthermore, | avoided any method of misleading the
participants while asking questions to avoid receiving the answers that would suit my wishes.

In the process of my research, | have avoided any aspect of being biased during the process
of gathering and analysing data, interpreting results, and selecting the journal to which to
submit my article, which is part of my Ph.D. dissertation. The article | submitted to the
journal was published in a credible journal. After the peer review process, the paper, titled
“The role of the four life-story aspects within a collaborative decision-making process in the
field of leadership development“ has been accepted for publication in the Economic and
Business Review (EBR). Important to emphasize “the fact that the published articles has
undergone a process of peer review imposes a certain level of quality control on the finished
product” (Bryman, 2004, p. 747).

During the process of writing my Ph.D. dissertation, | was careful to avoid careless mistakes.
As | completed each section, | submitted it to my mentor to obtain feedback to stay on the
right research journey. My carefulness during the process of writing the theoretical part and
the empirical part produced an excellent flow of presenting the data and enabled a logical
flow while reading it. |1 have considered the suggestions and recommendations of my
committee members for evaluating my dissertation: Sandra Penger, Ph.D., Full
Professor/President of the Committee; Matej Cerne, Ph.D., Associate Professor; and Noel
Pearse, Associate Professor. | have incorporated the articles that the committee members
recommended including into the final version of my Ph.D. dissertation.

While gathering raw data, | was open to criticism and to the answers in which interviewees
went into great details, sometimes including thoughts out of the context of the question.
Openness sometimes unconsciously brought me valuable information; therefore, | prepared
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a semi-structured interview and enabled the interviewee to think in a broader context (out of
the box). Some questions are not specific because I left free space and sufficient time for the
interviewee to speak authentically and openly. Thinking authentically means that the
interviewee does not need to change the content of the answer that he/she has in mind just to
fit the question asked (Kahneman, 2011). Interview after interview, | restructured the
questionnaire under the new information I had obtained from the previous interview (Braid,
2010).

Based on the University of Ljubljana statute and rules on the doctoral program, respect for
intellectual property is crucial for a credible research journey. The consequences of this type
of mistake are apparent; therefore, | was careful in selecting materials, but much more careful
in paraphrasing the information I obtained from one specific source. The articles I read are
from the databases of the University of Ljubljana and the Academy of Management Journals.
The citations | used are according to the rules of the doctoral program. | also have followed
the APA writing rules. Furthermore, | recorded the interviews with participants and prepared
the transcripts in Albanian and English.

Confidentiality is another element important to credible research, which | respect. The
interviews | recorded will not be published anywhere, but will be used only as material for
my Ph.D. dissertation. I will not use for another project the personal information | obtained
from the participants, and | will not deliver to others any materials that are not related to my
Ph.D. dissertation (access only to the University of Ljubljana/School of Economics and
Business).

Responsible publication of the article, which is part of my dissertation: | have submitted an
article that is new and has not duplicated someone else’s work. The content of the
dissertation has new added value and produces new theoretical and empirical knowledge
within the scope of leadership development. My research is legal and adheres to the rules of
the doctoral program at the University of Ljubljana.

The ethics committees role is to consider what | am doing as appropriate and proportionate
to my research aims elaborated in my Ph.D. proposal. | take the committee members’
recommendations seriously; thus, | have respected their role in my dissertation by
incorporating the committee members’ suggestions. If | have an ethical dilemma, | always
seek advice before | act. My mentor’s is the first advice seek, and then with her
recommendation, if needed, | seek advice from my committee members or other field
experts.

4.4 Protection of human subjects

The protection of human subjects is vital to a researcher, which he/she must take into
consideration during the process of his/her research-specific issues (Singer & Levine, 2003).
My empirical research involved people, and | made efforts to reduce any possible harm to
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the minimum that | could cause to 36 directors and 28 followers and to maximize the benefits
to participants and to myself as a researcher. “Pain is an unpleasant sensation, and at the
same time, it is always subjective and affective” (Ogino et al., 2007, p. 1139). This means,
for example, that | avoid exposing participants to more tests than were strictly determined
within the document of my Ph.D. proposal to fulfill my research aims. Therefore, at the end
of each interview, | asked participants, through a question on the questionnaire, if the
interview process respected him/her as a human subject.

During my research, | respected human rights, including the right to privacy and autonomy
of participants. I never insisted on taking an answer related to a question from the participant
if he/she considered that it was essential to keep that information private. | let them feel free
to deliver the information they were ready to share and decline questions they were not ready
to answer. Similarly, | was very transparent in answering every question that participants
asked me to clarify their role in my research process.

However, the published names of the respondents in the document of my Ph.D. dissertation
are not a problem because all of them are public figures in the field of politics. | did not
present private information such as telephone numbers and email in the document and did
not use their names in the thesis, but I used, for example, D-1 (Respondent 1). My
respondents have a profession/job that qualifies them as public figures. Therefore, their
names, title, and job are known publicly and presented on TV, radio, etc., for an extended
period.

| have been careful in the selection of participants in the interviews. | excluded vulnerable
groups, including employees who are new in the positions they hold and older or ill people
who were not healthy enough to respond to my questions. Similarly, “the participant has the
right to refuse to participate, and that if the participant consents to participate, the participant
retains the right to withdraw” (Ross et al., 2010, p. 40) to not affect his/her image among the
community of the organisation for which he/she works.

Informed consent to participate in research is a mechanism to protect human subjects which
| used during my research. Informed consent is a conventional mechanism for protecting
research participants (Lemke, Trinidad, Edwards, Starks, & Wiesner, 2010). | offered this
document to the participant to read and sign as a proven statement of understanding the
obligations of participants to the researcher if they agreed to be part of it. The participant
needed to know some basic information about the project | was asking them to be part of in
the role of the interviewee. | emphasized that this project is a Ph.D. dissertation in this
document. | described the main tasks that required the participants’ contribution.

45 Research bias

The component of data triangulation in my dissertation is supported by having three different
primary sources of raw data and many other methods of analysis | used to interpret the data
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| gathered during interviews with 36 directors. | used these data sources and research
methods to compare and interpret them to determine the level of agreement among sources
on common thematic areas (Fusch, Fusch, & Ness, 2018). The data I collected by conducting
the interviews with 36 directors are compared with the data | collected from 28 interviews
with followers of these directors. | also conducted three interviews with three field experts.
Directors are positioned within the organisation. They operate as top managers, responsible
for preparing strategies to improve the performance of the departments they lead.

All the raw data | collected from the interviews with directors | analysed and interpreted in
the chapter five in all its sections—without losing their original content. Data “triangulation
involves the employment of multiple external data collection methods concerning the same
events may be enhanced by multiple external analysis methods” (Fusch, Fusch, & Ness,
2018, p. 20). I used NVivo and thematic analyses to maintain the originality of these data.

Olsen (2004) emphasizes some arguments that some scientists provide for “triangulation”,
which generally would be conceptualized as creating a broader and deeper understanding of
the study phenomenon. During the process of an interview, a director can tell a story or
provide a piece of information that is not true. A person shows some hesitance while telling
a negative story. Hence it was necessary to find alternative information confirming the
information the director was delivering to me. Sometimes the directors narrative is
misinterpreted by him/her on purpose to hide the negative experiences during his/her
lifespan. Hence, using triangulation validates data and increases their credibility.

“By combining multiple observers, theories, methods, and empirical materials, researchers
can hope to overcome the weakness or intrinsic biases and the problems that come from
single-method, single-observer, single-theory studies” (Rahman, 2012, p. 154). To analyse
the credibility of the information the director provided me, in addition to other methods, |
selected a follower per director, who probed the same collaborative decision-making events
reported by the leader (director). | asked the follower questions that were directly related to
responses that the director provided during the process of the interview. Similarly, the data
| gathered from three experts are related to the answers | received from the interviews with
directors, including the methodology | used to prepare the questionnaire and the
interpretation of those data within the text of my Ph.D. dissertation.

4.6 Analytical mixed qualitative triangulation

During the empirical part of my study process, | used analytical mixed qualitative
triangulation, which means that I applied a process that included stable data through multiple
collection approaches (Patton, 2015). In this way, | reduced to a minimum the bias and
distortion of the data or their manipulation in case | would have used only one data source.

The use of several data sources, in my case, such as the data obtained from the interviews
with the directors and with corroborants, observations, and expert interviews, to triangulate
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supported the credibility of the data analysed and interpreted in my dissertation and
supported the knowledge gained through data integration. The use of many data sources
indicates that the acquired knowledge is a consequence of the adequate integration of these
data explaining the subject of the study (Patton, 2015).

| also collected data through a variety of approaches and sources of data that are not
considered metaphysical data but can be called reliable data (Flick, 2002). The data obtained
from 36 respondents were compared with the data from two observations and the data
obtained from 28 corroborants, and also with the interviews | conducted with three experts
and other documents such as reports, public interviews, etc. This is how the alignment
between the data is defined.

| encountered situations in which the data obtained from the directors were not in harmony
with the data obtained from corroborants or observations. One of these discrepancies
occurred when one of the directors mentioned one of his/her values which he acquired due
to his/her experiences. he/she said that in interaction with others, he tends to listen more than
he speaks, whereas the data from the corroborant showed that the directors greatest weakness
is the inability to listen to others. This is an example of how I identified situations in which
the data were matched but contradicted each other.

During the interview, | repeated the questions in case they were unclear to the respondent.
However, | also sought clarification of the respondents’ answers to understand what the
respondent wanted to convey as an argument or message to me. After receiving the answer
from the respondent, | tried to summarize what the respondent said, obtaining the
respondents confirmation of the correctness of his/her answer and receiving feedback from
him/her if something else needed to be added for that answer to be considered complete. My
main goal was to define the respondents answers correctly, leaving no room for me to
misunderstand his/her answers and thus be biased.

At the end of the interview, | saw positive attitudes from the respondents, saying they were
at the maximum of their authentic abilities by giving answers. At the same time, they were
relaxed and satisfied with the interview. My study used data comparisons between
respondents and corroborants, field notes, observations, and training to report data quality.
These methods are consistent with my goal of obtaining qualitative data (Guba & Lincoln,
1989).

4.7 Validity and reliability of data

Taking into account the positivist perspective of scientific research, which is related to the
“reductionist” approach, focusing on the generalization of social reality into theory and laws,
interpretive research aims to interpret social reality by delving into the context, but through
a subjective perspective. Therefore, researchers’ interpretations are made by deeply
contextualizing the issue, not generalizing social realities into theories and laws. The
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interpretive analysis is considered subjective and dependent on the type of experience. Thus
it is considered from the perspective of positivist thinking to be less rigorous. Interpretive
research does not apply the same ontological and epistemological assumptions to clarify a
social reality as positivist research. In contrast to positivist research, which applies reliability,
validity, and generalizability to interpretivist research, according to Stahl and King (2020),
some other criteria are offered to justify the rigor of data. Dependability, credibility,
confirmability, and transferability are used in interpretive research.

Dependability means that two researchers reach the same conclusions for the same study
using the same data. This is a form of the same reliability used in positivist research. To
achieve dependability, | have provided ample details for the issue | have studied and its
context, offering to independently authenticate their interpretive inferences (Stahl & King,
2020).

Credibility means that the readers of my study have accepted my findings as both grounded
and reliable. This term is similar to that in positivist research, which is used for internal
validity. Similarly, I have shown the credibility of my research through the demonstration of
data triangulation, in which I used different techniques and methods of data collection. I also
have provided transcripts, some records, and information on theoretical and methodological
activities, making the data easily accessible for verification in any independent audit to be
(Stahl & King, 2020).

Confirmability means that respondents can verify my findings independently at any time.
This is the same form used in positivist research, called the notion of objectivity. The
paradigm that | have used, which is an interpretive paradigm, does not allow me to consider
that my conclusions are objective reality, because the data that I collected are simply the
experiences of the respondents as told by them, and thus can be considered to be a subjective
reality (Stahl & King, 2020).

Transferability means that my findings can be used to generalize to other settings. This term
is similar to external validity, which positivist researchers use. | have provided extensive
details of the context in which I conducted my empirical study, and readers can easily
understand that these findings can be used in other settings (Stahl & King, 2020).

5 RESULTS PRESENTATION

My goal was to understand the complex leadership development process by decomposing it
into small parts. This chapter presents the raw data | gathered from the respondents in
interviews | conducted with 36 directors of seven regional municipalities and with 28
followers from the same places, and three interviews with field experts. My analysis of study
data sought to address the following primary research objectives:

1. analyse the complexity of leadership development and understand its parts particularly;
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2. explain how leadership development elements are contained in the life stories;

3. describe the role a leadership member played in a collaborative decision-making process;

4. understand the lived experiences of leadership members and their effect on critical
collaborative decision-making incidents;

5. identify and describe the components of a life story;

6. identify and describe the components of a life-story aspect; and

7. Identify and describe the four life-story aspects separately.

Figure 6 presents the model of the processes that shape the complex leadership development
process. Leadership development is the sum of the following processes:

1. the role of the life story in shaping the four life-story aspects;
2. the role of life-story aspects in the meaning making system of a leadership member;
3. being aware for the existence of personal collaborative features; and

4. the role of personal collaborative features in the process of a collaborative decision-
making process.

Figure 6: The complex process of leadership development
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Source: Own work.

Figure 6 presents a complex process of leadership development with four processes. The
meaning of numbers used to shape the model and a more expanded elaboration of these
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processes are presented in the subsections of this chapter. Point 1 elaborates on the concept
of a life story and explains its content and how it is used. Point 2 presents the four life-story
aspects and explains how they are formed and what they serve concerning the development
of leadership. Point 3 explains the development of the meaning-making system of a leading
member as a result of the four life-story aspects. Point 4 explains the collaborative decision-
making process (collective level) and the role of a leading member with the collaborative
features within it (the connection of the individual level with the collective level). Points
3.1-3.5 present the five collaborative features I identified from my interviews.

5.1 Leadership development elements contained in the life stories

Based on the data collected, | have reached the conclusion that leadership development is a
complex process because it has a starting point of development that does not end as long as
the person lives. Leadership development as a process is continuous and very dynamic. This
dynamism occurs due to participating in many life experiences that a leadership member has
throughout their life. The source of leadership development, at the individual level, is the
information obtained from a person’s participation in events that are not within the same
context of life.

Figure 7: Two levels of leadership development
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Source: Day, Riggio, Tan, & Conger (2008).

The complexity of leadership development at the individual and collective levels also is a
result of changing the sources of information, which affects the change of worldviews that
the individual will have about a specific issue. Leadership values do not have steady
development, but vary by changing their form, producing different realities. Leadership
development is a complex process because it is difficult to decipher. A person’s core values
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constantly change over time due to changing sources of information (life stories). The level
of leadership development can be negative or positive. The decrease or increase in the level
of leadership development occurs due to the sources of information (life stories) that a person
is supplied in a specific context or phase of his/her life.

Information acquired by a leadership member from different life events does not retain its
original form because the content of information varies with changing circumstances, and
each leadership member begins to compare new information with his/her current information
and, at the same time, begins to modify or adapt new information according to his/her
standards or personal interests. Leadership members will interpret information according to
his/her current worldview of that issue, and this worldview is not static. However, it may
change when the leadership member receives new information from other new sources of
information.

Based on the data | collected from the respondents, Table 17, presents the steps that explain
how leadership development is contained in life stories.

Table 17: The steps explaining how leadership development is contained in life stories

Step Summary

Life-story information A leadership member will receive information from four
primary sources: internal social experiences, educational
experiences, and professional experiences.

Personal core values Personal values such as thoughts, beliefs, visions, desires, etc.
are built and developed as a result of continuously receiving
this information (participation in various life stories.

Level of leadership The level of leadership development changes constantly, and

development it can be negative or positive. The reasons for this change are
the volume and credibility of the sources of information, life
stories, and the existing circumstances.

Leadership development The development of collaborative decision-making skills
at collected level depends entirely on the level (positive—negative) of the
development of personal values (thoughts, beliefs, wishes,
and vision) to the individual level of leadership development.

Source: Own work.

To understand how leadership development elements are contained in life stories, | focus on
explaining life stories based on data collected from semi-structured interviews with 36
principals; through my questionnaire, | divided the nature of events into four categories of
life-story aspects. Thus, | elaborate on the benefits to a leadership member of developing
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his/her leadership elements while experiencing personal events from these four life-story
aspects.

A life-story aspect is a person’s worldview during the process of his/her analysis of specific
issues in the future. This worldview is formed by a considerable amount of information
processed by events within a specific content category. The information when it is learned
necessarily must be an integrated part of a person, so it becomes an integral part of a person’s
inner values and then can be used in any case. A life-story aspect is a set of information that
is integrated into the cognitive skills of a leadership member, and then he/she can deliver it
again. As a result, this information can be reintegrated in another form by someone else. The
information needs to move, and a personal life-story aspect is only a stationary point, where
it waits to continue on its journey. Information always exists, but events are the moments
that enable a person to receive it.

Based on the data obtained, I concluded that our skills, knowledge, beliefs, and thoughts are
just copies of what we did when the information achieved us. Inner values can be transformed
by understanding new information that is integrated into a person when he/she participates
in a specific event in the future. Therefore, inner values are continuously transformed,
consciously or unconsciously. | concluded that inner values are shaped by the information
taken from a person’s childhood, and his/her inner values can be advanced in the future but
will not change their form. Therefore, life stories provide unlimited opportunities for a
person to change his/her inner values to adapt to the dynamics that will become apparent
within a given context. Based on the data | collected from my semi-structured interviews,
the four life story aspects are defined as follows:

1. internal social experiences are all events that take place within the family environment
with and through other family members;

2. external social experiences are the information obtained from events that take place
within the society of the city in which a person lives (local perspective) and beyond,
during visits to different parts of the world (global perspective);

3. professional experiences are all events that take place within the work environment in all
organisations in which the person has been employed; and

4. educational experiences are information obtained from events that occur within the
educational environment, including schools of all levels and other educational
institutions.

The following sections present the codes formed from the text of the transcripts of my semi-
structured interviews.
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5.1.1 Some leadership development elements are contained in the internal social
experiences of a leadership member

Internal social experiences are all the information that emerges from the development of
events within the environment of a family, only with close family members such as parents,
brothers, sisters, children, wife, husband, and grandparents, and the person in question has
been present for a small part of that event or for its entirety. The person’s presence within an
event is necessary because this type of information would be more complete, including the
emotional side of experiencing the event, but also the possibility that through personal
contribution and direct involvement the person can extract the information from a specific
event.

Table 18 presents the codes derived from interview transcripts, understanding how a person
explains the family environment and how he/she has perceived events within him/herself.

Table 18: Codes for internal social experiences

Codes Theme Category
Family members, Residence The member creates the
Personal home, Parents’ sense of belonging

home, Sisters home,
Brothers home, Children’s

home, Flat, Property,
Personal wealth, Rented
living space, Living in the
suburbs, Living in the city
center, Living in the city,

Living in the village

Common norms, Family tradition
Common customs,
Common values,
Common interests,
Common beliefs, Taboos,
Holidays, Regular
common meetings,
Celebrating special dates

Freedom of expression, Family environment The member’s act of
Wellness, Safety area, altruism

Emotional warmth
(table continues)
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(continued)

Codes

Theme

Category

Antagonist, Supportive,
Conformist, Protective,
Leader

Prosperity,
Confidentiality,
Responsibility, Equality,
Compensatory decisions,
Common conclusions

Patriarchal family, Liberal
family, Older members
decide the fate of family

Knowledge-sharing,
Listening, Argumentative,
Brainstorming

Fulfilled, Managing
stress, Highly motivated,
Compassion

Talk quietly, Does not
take sides rigidly,
Support, Help, Attention,
Vigilance, Flexible,
Passionate, Dislike
arguments, Like

Use of confidential
information, Advice,
Criticize, Identify
mistakes accurately

Long conversations,
Frequent family meetings,
Repeated topics of
conversations

Role clarification

Collaboration

Decision-making

Communication

Emotional state

Attitude

Feedback

Time management

The member does/talks
about something in which
everyone in the family is

interested

Source: Own work.
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The member creates a sense of belonging — A family consists of its members, and each
member plays a unique role in putting the family’s function of fulfilling the interests of all
members. This category, derived from two themes compiled from the codes found within
the text of interview transcripts, means that the person creates his/her worldview of family
belonging. From this entity, the person begins to create the first personal values, some of
which are inherited, whereas others are formed from the beginning. The person understands
his/her belonging and begins to behave within the norms developed through decades within
that family. In every place or situation the person presents his/her family values precisely.
As a result, he/she begins to understand the difference between acceptable and unacceptable
behaviour towards others. Furthermore, personal negative or positive behaviours are based
on his/her family affiliation, bringing to mind the values with which he/she is surrounded
within the family entity from which he/she has grown since childhood.

In the coding process, the category “The sense of belonging” was shaped by themes of
residence and family tradition:

Residence — Events within the family environment take place mainly within a building that
serves as their residence; The development of events is not limited only to that space, but at
least one sequence—of events begins or ends within it.

Family tradition — The behaviour and actions of each family member occur by applying
some customs inherited from previous generations to keep the family members in harmony
and be identified as a family among other families in the society in which the persons live.

The member’s act of altruism — Members of a family find healthy habits within the family
environment, practising them every day of their lives, as a result achieving positive results
that serve an individual to prosper continuously. A person is taught to create a positive
environment by minimizing personal ambitions that have the potential to harm the interests
of others and feels free to act to realise those personal interests that are considered to be in
the service of the general well-being. However, the person also is ready to give up personal
ambitions if they are an obstacle to others. Family members make selfless sacrifices to
prevent one of the members from failing due to an unfavorable decision. The person manages
to assess whether his/her behaviour or action is based on his/her authentic values. The person
also understands the real options he/she possesses, consciously determining the pros and
cons of the results of his/her behaviour or action in the near, middle, or distant future. Family
members agree to change their vision to fit in, creating a common vision.

In the coding process, the category “The member’s act of altruism” was shaped by family
environment, role clarification, collaboration, decision-making, and communication:

Family environment — The family environment can be of two types. A positive environment
is one in which family members create productive communication, have mutual respect for
the rights of each member, spend personal time resolving family issues, and interact with
each other to plan for the future, taking into account the interests of each member. A hostile
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environment is one in which communication, interaction, and lack of time spent together are
deficient, creating confusion, failure, and lack of well-being for family members.

Role clarification — The roles of family members are not the same, and their responsibilities
also are not the same. Therefore, the sacrifices and work of a family member can produce
more powerful positive and negative consequences compared with the responsibilities and
roles of others. Therefore, a family member learns how to understand his/her responsibilities,
and, agreeing to these responsibilities, will contribute to the family’s well-being. In this way,
each family member highlights his/her role, and thus his/her focus is narrower and he/she
will be more productive and alert.

Collaboration — Family members consider the argument of each family member according
to their role within the family. Each member respects the authority and contribution of each
for a particular issue. Thus, each member agrees to consider all arguments to reach a
particular general conclusion.

Decision-making — Family members make decisions according to an organisational form
built by themselves. There are various decision-making forms, but the form chosen is based
on the culture they have cultivated within the—family, and is not a random selection.

Communication — Family members have very intense and daily communication. Each
family member initiates issues, and only family members are involved in the discussion. The
issues discussed are of different natures and often are addressed in recurring forms. During
the discussion, members are free to argue according to the form they want, and the level of
prejudice from others is low or, in many cases, non-existent.

The member does/talks about something that everyone in the family is interested in —
Each family member is free to express themselves without being censored or at risk of having
his/her argument misused by another family member. Family members bring up topics to
discuss that arise from everyone’s free discussion. Members bring their own private
experiences, so they bring to other members information they would not want to present to
others who are not family members. Each member freely expresses his/her vision, goals,
desires, secrets, concerns, and beliefs without feeling violated. The person finds an inner
motive (intrinsic motivation) to realize the vision or a specific part of the personal vision.
Family members feel emotionally good when discussing topics not raised directly by
him/her, but that is of interest for the family’s good. Thus the family member expresses a
willingness to make an essential contribution to the topic being elaborated and produce a
positive environment and productive results for all of them.

In the coding process, the category “The member does/talk about something that everyone
in the family is interested in”” was shaped by themes of emotional state, attitude, feedback,
and time management:
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Emotional state — The person feels happy and emotionally balanced within the family
environment, in which other family members respect his/her values, and his/her
shortcomings do not prevent him/her from moving further in improving those values. The
person acts according to what he/she believes is right and believes that others value his/her
contribution, readily accepting transformations of situations without feeling violated.

Attitude — The family member feels free to think openly about issues and, at the same time,
expects other family members to do the same. The family member believes that when
discussing with other family members, one should be honest, creative, and critical. Hence,
one family member behaves willingly, accepting the arguments of others which contain
sincerity, creativity, and criticism.

Feedback — A family member at the time of the speech expects from others the expansion
of the discussion, offering opinions that challenge his/her arguments, as well as objections
or constructive instructions. Therefore, when others within the family speak, he/she should
prepare his/her arguments in the form of—opinions, criticisms, or guidelines.

Time management — Family members spend a considerable amount of time discussing
within the family environment. The long time spent within the family environment will make
them clarify their thoughts, beliefs, visions, and goals. Therefore, the time spent within the
family environment is the main factor in building their values.

Based on the data presented in this section, | conclude that the differences between the events
within the family environment and other living environments are as follows:

1. Events within the family environment have a powerful emotional impact on a person who
is a member of that family.

2. Events within the family environment are very challenging for the person because each
family member is determined to sacrifice for the well-being of the family in general, is
reluctant to use the events only for personal gain, and sometimes fails to benefit from the
commitment not to hurt others.

3. Events within the family are organised and developed at the initiative of its members, but
the role of everyone in the discussion is different, so the responsibility is not equal.

4. Positive events within the family environment are the conclusions drawn as a result of the
consensus, whereas negative events are those without benefits.

5. The environment in which events take place within the family is pleasant and familiar.

6. Each member of the family is committed to receive the necessary information as credible
as possible, and that meets the common ambition and purpose.
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7. Each member of the family is obliged to maintain family privacy, contributing to the
information provided by family members to be kept confidential.

8. Events within the family take place over a more extended period because the presence of
members within the family environment is longer.

5.1.2 Some leadership development elements are contained in the external social
experiences of a leadership member

External social experiences are all events that occur within the society in which the person
develops his/her life, and also include events that are not limited to the society in which the
person lives. The person can participate in these events in two ways: directly and indirectly.
The direct form involves the person’s presence during the development process of these
events, and the indirect form means that the person understands these events from the media
or other persons.

Table 19 presents the codes derived from my interview transcripts to understand how a
person explains the environment of external social experiences and how he/she has perceived
events within him/herself.

Table 19: Codes for external social experiences

Codes Theme Category
Female, Male, Old persons, Diversity The person creates his/her
Young persons, Locals, own identity and his/her
Immigrants, broader belonging

Faith, Ethnicity, Rich person,
Poor person, Successful
person, Criminals

Good person, Open-minded, Self-image
Conservative, Personal
wardrobe, Share positive
ideas, Self-care, Organised
behaviour and action, Loyal
person, Sincere person,
Dangerous person, Positive
person, Negative person

Member of a society, Local Place of residence
architecture, City, Village,
Demography,
(table continues)
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(continued)

Codes

Theme

Category

Geographical position

Faith, Culture, Laws,
Taboos, Rituals, Social
behaviour, Social beliefs,
Customs

Hard talk, Challenging
discussions, Learning new
things, Language(s), Self-

presentation, Attention,
Deciphering words, Known

information, Unfiltered
information,
Confidential information,
Creative ideas, Free
discussion.

Skeptical, Self —
inquisitiveness, Vigilant of
the situations, Fulfillment of
personal interests, Strong
egocentric behaviour

Friends, Enemies, Girlfriend,
Boyfriend, Strangers, Family
ties, Neighbors

Respect of personal position;
Respect the position of
others; Be informed about
the knowledge, skills,
abilities that others possess;
Deliver carefully personal
vision, knowledge, abilities,
and skills; Resist the
temptation of others to
change the personal vision

The tradition of society

Conversation

Attitude

Relationships

Collaboration
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relation to others

The person behaves and
acts using personal interest
as a starting point for
discussions with others

(table continues)



(continued)
Codes Theme Category

Avoid taking decisions in the Decision-making
first meetings; ldentify goals
of others and verify them
carefully; Specify
agreements deeply; Identify
the legal path of making
decisions

Not attacking the arguments Feedback
of others, Not providing
confidential information,
Giving opinions

Spend less time with Time management
strangers, Spend more time
with persons who have same
vision and goals

Source: Own work.

The person creates his/her own identity and his/her broader belonging — The person,
during his/her engagement within a social circle, builds and develops an identity, which can
be authentic or improvised. The person creates his/her own identity and his/her broader
belonging. If the social values of the people in the place where the person lives are
approximately the same as his/her values, then the person is more authentic when presenting
him/herself to others, whereas if personal values are different from the values presented by
the people where the person lives, the person tends to improvise their identity, trying to adapt
to the existing circumstances within society. The person begins to perceive his/her role
within a broader affiliation that contains a wider variety of interests, a lower level of
tolerance, and a much more dramatic change in the general values of society. Because people
move from one place to another, social values also transform.

In the coding process, the category “The person creates his/her own identity and his/her
broader belonging” was shaped by themes of diversity, self-image, place of residence, and
the tradition of society:

Diversity — The environment of external social experiences consists of a diversity of cultures
of persons within a society, including different religions, nationalities, ethnicities, etc. The
person within the environment of external social experiences is not immune to unreliable
information; the flow of information within this environment is unlimited and more
challenging to verify.
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Self-image — The person within a society tries to build a positive image that may not be
authentic but serves to be accepted by others. The person is committed to building his/her
image, claiming to be a person accepted by others during various processes of interaction
with others. If the person tends to transform social values, then the person begins to build an
authentic image but will face difficulties when interacting with others. Thus, the person will
be more isolated and heavily attacked by the resistance of others to not let go of the routine
or to prevent the transformation of social order.

Place of residence — Place of residence refers to the civil subdivision of a country, which
may be a county, municipality, or state, in which the individual resides. The person selects
the place based on adapting his/her values and efforts to effectively and efficiently realise
his/her objectives. A person can change one or more times during his/her life to engage in
his/her daily routine within a specific place or geographical position.

The tradition of society — A person in natural form (biological and psychological need)
becomes part of a group of people in the place where he/she or she lives, respecting the
traditions and norms which serve to regulate his/her relations with others. The person lives
within a material, spatial, and cultural environment, which he/she will use to engage in
personal activities that serve personal and social well-being.

The person creates boundaries/limitations in relation to others — The person during
his/her experiences of events within a society is prudent because the consequences of an
eventual mistake are apparent and immediate. The person does not feel as safe discussing
with others as he/she may within the family environment because his/her knowledge of the
persons he/she meets in the external environment is minimal. As a result, the tendencies of
others are unknown. One element that makes a person reserved in discussion with others is
the lack of trust due to a lack of information about these people. Therefore, the person
initially sets a boundary that the person can overcome if the new information on other
persons presents security for the interests of the person in question. Otherwise, if the person
understands, after receiving new information, that the persons he/she has met tend to
manipulate, exploit, or have other negative tendencies, the boundary between him/herself
and others will be strengthened. The person will try to leave the discussion with the persons
in question. Then the persons appear competitive, because everyone tries to obtain benefits
for themselves at the end of each discussion.

In the coding process, the category “The person creates boundaries/limitations in relation to
others” was shaped by themes of conversation, attitude, and relationships:

Conversation — The conversation between the person and others is made to receive new
information and exchange personal views. The presentation of information is limited because
the person is reluctant to be partially or entirely open with strangers. The information and
ideas presented by the parties are simple and non-confidential. They usually are presented as
opinions (thoughts) without specific content (arguments).
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Attitude — The person feels that he/she should be vigilant when participating in events
within society because he/she is skeptical about the trends that develop within these events.
Therefore, the person acts and behaves taking personal interests as a priority and to benefit
first from that event and then allow others to benefit if they wish.

Relationships — During participating in events within the society, the person manages to
create connections with different persons, who will be described as friends, enemies,
strangers, etc. These qualities towards the persons participating in the event will arise
depending on the dynamics of the event.

The person behaves and acts using personal interest as a starting point for discussions
with others — The person participates in societal events to create favorable circumstances to
achieve his/her personal goals and objectives. The person is reluctant to participate in events
when he/she does not perceive that he/she will receive benefits from that event. The
willingness of the person to participate in these events arises after he/she has consciously or
unconsciously set his/her life priorities. Setting priorities consciously means when the person
possesses a life plan prepared by him/herself, which he/she makes an effort to realise,
whereas unconsciously setting priorities means that the person participates in events to
understand the priorities that he/she has to set. Therefore, the person acts and behaves within
an event to gain new values and harmonize them with existing values to achieve his/her life
goals. This does not mean that the person should be destructive towards others while
receiving benefits from one event. Therefore, the person aims to benefit from new values
arising from event dynamics development.

In the coding process, the category “The person behaves and acts using personal interest as
a starting point for discussions with others” was shaped by themes of collaboration, decision-
making, feedback, and time management:

Collaboration — The person collaborates with others in an external social event, respecting
the interests of each person participating in that event. The interests of the persons in that
event differ because each of them possesses different personal values. Therefore, the person
participating in the event should benefit from the values of others only insofar as it does not
infringe on their right to benefit from him. The interests of others are not violated by
respecting their values and their right to act in the form they choose as long as they do not
pose a problem for any of the other participants.

Decision-making — The person does not aim to make general decisions within an event of
external social experiences because his/her goal is to gain values and not to make decisions.
The person will make decisions after accumulating new values only after he/she has managed
to perceive the truthfulness of the information obtained from that event. Therefore, in these
cases, the decision-making is individual and does not affect other people.

Feedback — In most cases, the person’s answers are in the form of opinions and, to some
extent, an expression of free thought. During his/her participation in the event of external
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social experiences, the person should interact with others by responding to topics raised by
others. In contrast, the person expresses reservations about disclosing information that can
be considered private. The person also is reluctant to give specific instructions, statements,
and other forms of expression to persons who have not built a lasting relationship up to that
point.

Time management - The time spent by the person in the event within the external social
experiences does not last long compared with the events in the family environment. The
person focuses so that the time spent there does not exceed the optimal time to express some
opinions and get some information.

Based on the data presented in this section, | concluded that the differences between the
events of the aspect external social experiences and other aspects are as follows:

1. Events from the aspect of external social experiences are mysterious in most cases, and
those present a higher level of risk to the person in question.

2. The events in terms of external social experiences are different in terms of content and
nature of the presentation, which means that the participants are unknown, their ambitions
are unidentified, the dynamics of events are fast, and the movement of information within
these events is uncontrollable.

3. Participants in these events advance their interests and do not care about the interests of
other participants.

4. The information within these events is not confidential, and each participant should make
an effort to find methods, mechanisms, and other forms of filterin