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Abstract

Leadership development istecal to organizations and communities alike.
Worthwhile to such organizations is to sponsor programs and curriculum to support the
assertion that individuals with developed leadership skills will benefit the community
through contribution and sepa. This study examinethe effectiveness of the
Leadership Boca program frGomdtulag epadr tpiecicead
regarding tle usefulness of the program weneasured by the researcher facilitating a
guestionnaireln addition,themert f or parti ci pation and the
t he pr digty t@ameeétsts cammitments we measuredThe results from the
study indicated graduatesod favorable perce
outcomes.Research participantsporteda strong affiliation with the Boca Raton
professional community and an awareness of pasticipation in thd_.eadership Boca

program benefitemployers.
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CHAPTER 1. INTRODUCTION
Introduction to the Problem

Organizations seek opportunities for their prospective leaders to acquire new
skills, increase knowledge, and broaderspective. High functioning organizations
seek more effective leaders with greater understanding of organizationalties. an
organization commits its time and resources to leadership development, it considers the
individual, his or her current rola the organization, and the intended succession plan for
the individual. When organizations commit to learning, they increase their capacity to
take effective action (Kim, 1993)As a result, effective action leads to competitive
advantage Capable, deeloped individuals deliver advantage to an organizatis.

Lynn and Rapp (2007) concluded dAbright,

nno

advantage in meeting t hednanafertdssremaih a communi t

competitive and relative, thereamneed for increased community leadership, leading

many communities to create leadership development programs (Azzam & Riggio, 2003).

Organizations steadfast in their efforts to gain advantage utilize these development
training programs.

In Boca RatonFlorida, the Greater Boca Raton Chamber of Commerce is such an
organization.The chamber, a membership association, is aware of its ability to affect
change and growth in its community through the commitment to its members and their

individuals. The arean and around Boca Raton is vibrant and active, with innumerable



options for professional growth, family activity, and exchange with the outdoors and
beautiful environmentln addition to being welknown for its crystal blue ocean, seaside
beaches, bik&ails and outdoor shopping malls, the city of Boca Raton is host to the
largest chamber of commerce in Palm Beach County (Boca Raton Chamber, 2009).
The Greater Boca Raton Chamber of Commerce serves 1,500 companies and
professional organizations throughdhe eastern, central and western parts of the city
(Boca Raton Chamber, 2009)hese services include networking, programming,
education, volunteerism, and opportunities for leadership (Boca Raton Chamber, 2009).
As aresult, the chamber of commerseian i nt egral part of the ci
and future fortitude For this reason, the Greater Boca Raton Chamber of Commerce is
committed to providing leadership development opportunities to its membership.
Much leadership development trainiripass its subjects to explore their
opportunities for advancement and consider their overall organizational fit.
Simultaneously, through development offerings, the organizational leaders consider the
personality, interests, values, and skill set of thepeotive leader they seek to groom.
Devel opment requires an individual s willing
2005). Leaders must selflentify their capacities and abilities to determine the value
they add for the improvement of the orgaation. For these reasons, leadership
devel opment and training is critical to an o
Burns (1978) stated iAdleadership is one of
phenomena on Thisstudy kooght(topcldy akfegific aspect of the least
understood phenomena by measuring the fundamental worth of a leadership development
program facilitated by the Greater Boca Raton Chamber of Commerce titled Leadership

2



Boca. The study supported the concept that leadenetit from social coherence for
myriad reasons, including the desire to find constituents with shared values so that
principled leadership becomes possible (Gardner, 1980)s intention, Leadership
Boca inflicts a positive difference on its commurbtypreparing its graduates to take
leadership positions in both private and public sectors.

The Leadership Boca program components include meeting with experts in the
fields of government, health care, environment, education, social services, business,
public safety, the arts, the media and more (Leadership Boca, Z0BEugh exposure
to multitude professions and industries, participants learn the issues and situations calling
for leadership.Some may be called to service, others to elected positibigscritical to
provide leadership development training for Boca Raton community leaders and to
quantify the results so that outcomes may be measured for future program plaming.
date, evaluations of the program(s) have focused on participanastisf It is
common for evaluations on community leadership development programs to focus on
participant satisfaction (Witu&t al., 2003). Yet this study varied from those evaluations
as it intended to measure tlhembépawval csiepamtds 6
effectiveness.

In chapter 1, this research includes a thorough background of the foundations the
study is built upon.The current status of the problem is addressed and measured.
Additionally, the study was considered for its significatecendustry, organizations, and
community. In chapter 2, an intensive review of leadership development theory is
presented.Consideration of the skills model of leadership and its ability to catapult
organizations to leadership development commitmesddsessedA presentation of the

3



gap in leadership theory that this research fills is also incluGadpter 3 of this study
presents the research methodology and design the researcher utilized. Specifics of the
population chosen, the process for cdllegtheir responses, and the analysis of the data
are includedChapter 4 indicates all results collected and analyzed, and chapter 5 details
the conclusions the researcher drew from the data, and recommendations for future

research.

Background of the Sudy

Successfully integrated organizational change stems from effective leadership.

LynnandRapp (2007) contended Abright, innovat.

V

advantage in meeting t he Suteessdependsfonthebee ¢ o mmu n

mentoredchangeagents working inside an organization and throughout the greater
community. As an organization in and of itself, the civic community in Boca Raton,
Florida is young, vibrant, and full of potentialhis community seeks ethical, well
informed leae@rs to assist in directing its premier industries and in attracting additional
commerce to the cityThe single most important ingredient for building a successful,
thriving community is an investment in leadership (Leadership Boca, 200@ther it
beserving as an elected official or chairing a private sector multinational conglomerate,
the Boca Raton business community recognizes that the leaders being developed today
will endure to fill these positions in the near future.

Through continual evolutigrthe nature of communities and their issues is ever
changing (Etzioni, 1993)Attracting new industry and providing resources and support
for the population inhabiting the city remain longstanding charges of a chamber of

4



commerce, its members, and cieiicials. Preparing community members and working
professionals for elected positions in the community is a worthy commitraédted
leaders are expected to advocate for their constituents and respond to the needs of their
people (Bass, 1990), alltteh i | e ensuring the cityds |ivelil
status.

The first community leadership development program confirmed was sponsored
in 1959 in Philadelphia, Pennsylvania (Galloway, 199e creation of the
development program proved fruitfigr the city, leading to subsequent versions of
leadership development programs in cities nationwitedate, the Community
Leadership Association approximates 750 such programs across the United States
intended to develop community leaders (Witetld.., 2003). These programs often
provide leadership development, networking opportunities, and community orientation to
professionals from diverse industries and sectdree diversity in participants affords
the community the position to involve suclhders in nonprofit organizations,
community initiatives (awareness), or elected positions (Gardner, 1990).

The Leadership Boca curriculum consists of eight@ee sessions spanning over
16 weeks.The eight sessions represent eight different facets ofmcomty development
and expose the participants to each of th&ime eight units are embedded into daylong
educational sessions when the participants travel as a group to visit constituents in a
range of industriesFor years 2002 through 2007 the eigbatership Boca sessions
encompassed the following topics:

1 Simulated Society (SIMSOC) Day

i Past, Present & Future Day



1 Education Day

1 Health & Human Services Day

1 Environmental Awareness Day

1 Government Day

1 Media Day

9 Culture & Tourism Day (eadershiBocag 2005)

By familiarizing the Leadership Boca participants to the various industries
prevalent in the community, the Greater Boca Raton Chamber of Commerce educates
prospective leaders of tomorrowhe program seeks to ensure that community leaders
possess the knvledge that will enable them to meet the challenges of the future
(Leadership Boca, 2007Access to myriad constituents and leaders across many critical
industries is a proposed deliverable of the program.

The Greater Boca Raton Chamber of Commerke,riany other civic
organizations nationwide, has designed its leadership development program to provide
instruction, development, coherence and orientation to potential community leaders.
Managers across sectors provide for the personal growth and pleeeipof their
associates and directly influence and enhance these opportunities (Morse & Wagner,
1978). For these reasons, organizations and corporations oftentimes sponsor an employee
to participate.However, the efficacy of the commitment of financed ime is often
overlooked. It is difficult to determine the influence and impact a community leadership
development program has on its community (Galloway, 199fis study, completed to

measure the effectiveness aefitsl enabdesfutere of t he p



managers to discern the progr amoMoreaveryf t hi ness

the chamber of commerce may consider curricular revisions to the program.

Statement of the Problem

There is a need for community leaders tonpote the financial benefits and
professional interests a city can provide in an effort to attract new industry, as well as to
provide assistance and support to retain current industries (Galloway, Y98I7).
substantial management and leadership devedopprogramming taking place inside
corporations and organizations, mostly to mentor its future leaders, there remains a
deficiency in programming and orientation to various leadership scopes within a civic
community. To combat this shortage the Greatec& Raton Chamber of Commerce
developed Leadership Boc@he program has received significant praise from the
organizations that commit and sponsor their employees to its curriculum but until now,
no sophisticated anal ysiemssoughtThisétuely pr ogr amds e
addressed the problem that it is unknown i f
achieved, resulting in a determination whether the program is of value, effective and
applicable.

Evidence was needed to determine the effectivesfeb® program, its ability to
meet its intended results, and the outcomes on its most influentiai dssgtaduatesin
an effort to provide the necessary evidence, this study implored an analysis of the
participantsd per clegdership Bosapmdrani e tviae uet wdy @ $
results indentified weaknesses and chall enge
proposed outcomes, then the results could have provided target areas for revising and

v



rearranging the curriculumkHowever, sincehe study resulted in finding the graduates
perceive the program does capably meet its objectives, its results lead to
recommendations and considerations for program expansion to a different population of
participants and/or different industries to target.

After analyzing the completed study, the results were found to be favorable,
providing the Greater Boca Raton Chamber of Commerce useful, quantifiable findings to
support the merits of the Leadership Boca prograhe Greater Boca Raton Chamber of
Commece now hosts tangible data to market the usefulness of organizations sponsoring
their employees to participate in the program, and too, the chamber can defend the
advantages the community reaps by participants gaining knowledge, understanding, and
skill through the curriculumThis successfully conducted study may likely lead
community leaders to consider the findings and revise the program as deemed necessary,

either through reduction or expansion.

Purpose of the Study
The purpose of this study wasteaemii ne gr aduatesd perceptior
effectiveness of and benefits from having participated in the leadership development
program. The Greater Boca Raton Chamber of Commerce lists the following benefits
resulting from an i ndrishipiBdoca:al 6 s participati on
1 Leadership Boca participants will become a part of a growing network of
community leaders with whom they will interact for the remainder of their

careers.



1 Participants will become a more valuable asset to their employer by providing
faceto-face contacts with current community leaders, identifying concerns and
issues, and preparing themselves to assume leadership roles of tomorrow.

1 Leadership Boca graduates have the opportunity to return to the community some

of what the community has giventteem (Leadership Boca, 2007).

The research was gathered directly from recent graduates of the Greater Boca Raton
Chamber of Commerceb6s Leadership Boca progr a
through 2007.The intent was to determine the impact the pgoghas on the community

through measuring its effectiveneSh e assessment of the progran
derived from the gr adulahtee sp& opgeracre pttiscend sf  difr ei|
Greater Boca Raton Chamber of Commerce's effort to etigtreur community leaders
possess the knowledge that will enabl e them
(Leadership Boca, 2007).

The quantitative study examined graduates
outcomes.The study relied exclusivelyn scales of measurement that numerically
(qguantitatively) suppor t edThi$rmethodrpmwsdedar c hdés pr
concrete results derived from specific quest
answer; it also ensured validity and rbllay. Quantitative data was collected with 9
Likert-type survey questions from Leadership Boca graduates who participated between
the years 2002007. These Likett ype questi ons enabled respon:q
compared with a distribution of scoresm the population (Cooper & Schindler, 2006).

Descriptive statistics were used to report to what extent graduates perceive the program

to meet its intended outcomes; perceptions of its effectiveness. Inferential statistics were

9



used to distinguishthdef ect of the graduatesoOo perception
respondents seteport. An important independent variable to this study is the year of
graduation (2002, 2003, 2004, 2005, 2006, and 200fpugh the curriculum and
program benefits asged remained constant across these graduation years, the years
since graduation provided other indicators, such as a significant effect upon participation
rates. This data collection plan supported the purpose of the study.
Successfully measuringthedel er shi p Boca programbds abili
and intentions provides the chamber the necessary data to garner more program support
or to expand the current curriculum into other concentratibos this reason, the study
adds to the current body msearch supporting the merits of leadership development and

training programs.

Research Questions
The quantitative study was based on four research quesilibese questions
were utilized to determine if program graduates feel they have receivechtfése
presented to them and asserted by the Greater Boca Raton Chamber of Commerce at
initial enroliment in the Leadership Boca program. In particular,
Research Question 1
Will Leadership Boca participants become a part of a growing network of
community eaders with whom they will interact for the remainder of their
careers?

Research Question 2

1C



Will participants become a more valuable asset to their employer by providing
faceto-face contacts with current community leaders?

Research Question 3
Will participants become a more valuable asset to their employer by preparing
themselves to assume leadership roles of tomorrow?

Research Question 4
Will Leadership Boca graduates have the opportunity to return to the community

some of what the community has giveerti®?

Significance of the Study

Community leadership programs are common and popular nationiviol&t
community chambers of commerce employ some derivative of a community orientation
program. The Community Leadership Assocat (2007) estimated nearly evthirds of
all community leadership programs are spearheaded by chambers of commerce (Wituck
et al., 2003). As such, the Leadership Boca program is intended to increase leadership
opportunities and heighten community awareness in a manner which eyrailestes to
function as community leader§Vhere it is understooshanagement focuses on
simplifying complexities, leadership focuses on change (Kotter, 199 .ability to
manage and direct change i s commaeatontofo | eader
leadership theory, Leadership Boca graduates serve as agents of change for the greater
Boca Raton community.

This research examined the effectiveness of the Leadership Boca curriculum and
program content and c on safkh@eviedge applieatiogand d uat e s 0

11



utilizationit he pr o gr aAdditonaly ethe stiidy messured the frequency at
which program participation leads to leadership development through
professional/employment promotiokVituketal..( 2 00 3 ) c @spiteltheid ed 0 d
widespread use, evaluation of community leadership programs and their impact is
l'imitedo (p. 78) .

This study contributes to the overall knowledge on the merits for investing human
capital in leadership skill developmerfs a result, it prodes practical implications for
the Greater Boca Raton Chamber of Commerce to contemplate enhancing, planning, and
renewing it Leadership Boca prograhth e st udy provides guidance

Board of Trustees when considering program expansion@ugf

Definition of Terms

It is important to understand the key terms utilized in this study. Definitions
employed in this study include the following key terms.

Behavioral eadershipheory.Explains how leaders vary their behaviors
according to the nata of a situation or the outcome desired (House, 1971).

Leadership BocaA community leadership development program to expose
prospective leaders to multitude professions and industries and learn about issues in the
Boca Raton community calling for leadeis (Leadership Boca, 2005).

Organizationallearning.A process that links knowledge acquisition and

improved performance (Garvin, 1993).

12



Skillsmodel ofleadershipA theory in support of leadership being learned,
fostered, honed, and developed (KatAZ3)9
Trait theory of eadershipDifferentiates leaders by focusing on personal qualities

and characteristics of the person (Robbins, 2003).

Assumptions and Limitations
The data for this study was gathered using arselbrting questionnaireThe
guestonnaire was constructed by this researcher to measure the perceptions graduates
possess of the program after completion.
This study was limited to participants in the Leadership Boca program who
successfully completed the curriculum, resulting in gradodieiween June 2002 and
June 2007.Six years of Leadership Boca graduates resulted in a population size of 246
participants, of which the Greater Boca Raton Chamber of Commerce hadrizd e
addresses on recor@he Greater Boca Raton Chamber of Commégnofessional team
agreed to provide contact information, including theadl addresses for its graduates,
but it was assumed the graduates would elect to participate in the Btuag also
assumed the responses woetltdepefbestot heheapt
effectiveness Moreover, it was assumed that the findings for the six years included in
the study would be reflective of all graduat
The focus of this study was limited to the supposed honesty and accuragy in th
par ti ci pan Ths 8tudywas gso Imstesl $0 the Leadership Boca program
facilitated through the Greater Boca Raton Chamber of Commerce in the 2002 through
2007 class yearsThe results of this study were not applied to similar programsher o

13



cities. Lastly, the study was limited by the lack of available research on civic leadership
development programsChough the programs are common, the practice of evaluating

their outcomes is rare (Wituk al., 2003).

Summary
Avolio (2005) assertei| eader shi p devel opment, i ke |
process that is embedded in a context that i

169). As a consequence, research that explores the impact and effectiveness of

leadership development programgimely and evolving.There has been considerable

work done to support the theory that leadership development is advantageous to the

individual and the organizatiorAs FulmerandWagner 6 s 1999 study show
practice organizations develop theaters rather than recruit them from other

c omp ani e sldentifyipg.futu@ Gaders within the organization and developing

their skills and abilities specific to the organization can serve as a great competitive

advantage regardless of business stigu These practices are commonplace for

organizations committed to learning and growth.

Organization of the Remainder of the Study
Chapter 1 provides an overview of the study as well as an explanation of the
problem; the void in current research toesssthe value and effectiveness of this
particular leadership development prograhe introductory review of the study
indicated the current need for research to determine the impact on the community by
(civic-oriented) leadership development programalli@vay, 1997).The quantitative

14



study provides an analysis on the perception
participated in the program and then reflecting on its value to them as working
professionals and community members.
Leadership helps communisieeach a shared vision for their future (Wiailal.,
2003, p. 86).For this reason many communities invest in leadership development, so as
to ensure a pipeline of strong, canunded leaders for the vitality of the community
tomorrow. Particular tahis study, the Leadership Boca program develops a pool of
leaders available to become involved in creating, maintaining and enhancing the quality
of life of BocaRaton (Leadership Boca, 2007)his study reviewed the dynamic Greater
Boca Raton Chambefo Commer ceds attempt to provide it:
service.

The perceptions reported by the survey respondents were specific to the
Leadership Boca program and should not be generalized to leadership development
programs offered by other chambefsommerce, nor should the conclusions be applied
to leadership development programs in different industiegher the study adds to the
body of research founded in the skills model of leadership and provides insight into the
value of formalized leadship development programs for community development.

Chapter 2 provides a review of the literature from the seminal theorists of varying
leadershipmodelsT he | i terature review is founded on
certain skills and that thesilities are acquirable (Katz, 1959ncluded is an
explanation of how each theory serves as a building block for curriculum specific to
community leadership development prograrke literature review also provides detail
and explanation intothe Glear Boca Raton Chamber of Commer

15



program, Leadership Boc&hapter 3 indicates the preferred quantitative design method

and explains its merits and applicatoh.ne r ati onal e f or the studydc
Descriptions of populatiorsample, variables, instrumentation, and data collection

procedures are offered, as is a plan for analyzing the reportedAddltee conclusion of

chapter 3, the studyods validity and reliabil
considerations of the search.Chapter 4 details the n@$s of the research study and

chapter 5 provides insight, conclusions, and recommendations for future research.
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CHAPTER 2. LITERATURE REVIEW
Introduction
This literature review examines the importance of profeskleadership
development programdt explores the need for such programs and the various models
through which program curriculum is developéithe review highlights how effective
community leadership development programs, when implemented strategiailly
timely, can transform communities (Chrislip, 200Zhe potential impact on a leader is
influential and pertinent and at the same
The review identifies the pillars of successful leadership develogmegitams and their
formats, each of which draw upon thedrgsed leadership models.
Bass (1990) offered a comprehensive definition of leadership in conceiving it as

eleven classifications to include

1 the focus of group process,

1 a matter of personality,

1 amatter of inducing compliance,

1 the exercise of influence,

1 particular behaviors,

1 aform of persuasion,

1 a power relation,

1 aninstrument to achieve goals,

17



1 an effect of interaction,

1 adifferentiated role,

1 initiation of structure (p. 11).
Each of theseoles and classifications for leadership is founded upon a theory of how
leadership is identified, cultivated, developed, applied, and utilitedupport of
leadership development, various theorists and their contribution to this body of work will
be examined.

This chapter reviews theories by which leadership development is built upon.
After an assessment of the sequential order of leadership theory development, this
literature review focuses particularly on the theory that leadership is a skilathbec
learned, fostered, honed, and developEde contributing theorists to the skills model
include Katz (1955), Fiedler (1967/1981), Bass (1967/1990), Munefoatl (1993,

2000), and most recently, Avolio and Bass (2002), Bennis (2003), and Avalis)(20
These primary sources of literature are presented and their contributions assessed.

To conduct the literature review, searches for articles, documents, journals,
dissertations and books were performed, focusing on various leadership theories and in
particular, trait theory, behavioral theory, and a comprehensive investigation into skills
theory and its modelsPeer reviewed articles were the primary resource for literature
review, seconded by books, preferably authored by seminal thedres®gippement
these resources, the Greater Boca Raton Chamber of Commerce website was helpful to

locate information on program specifics, as were the Boca Raton Chamber of

Commerceds Leadership Boca program applicati
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Review of Pertinent Literature

The literature review began with identifying the theorists whose work supports
the need for leadership development prograise theorists identified have contributed
to the body of work that suggests leadership is relevant and applicable, thatesffecti
leaders possess particular skills and capacities, and that these skills can be developed.
The basis for this studyds |iterature review
(1955) and continues toward current day researcher Avolio, who idendgfietopmental
readiness of leaders (Avolio, 2005).

Leadership studies are rooted initially i
conceptualized ongoing by myriad theorists through behavioral theories which include
situational leadership and expetti@l learning, and transformational leadership theory,
with theorists framing the research for skills theory, and development thEaije 1
identifies key theorists included in this |

contribution.

Tablel.
Leadership Theories and Theorists Included in this Literature Review.

Seminal Building Block More Recent

Theory Theorists Theorists Theorists
Trait Theory Stogdill, 1948 Kirkpatrick and Locke, llies, et al., 2004

Mann, 1959 1991

Lord et al., Bryman, 1992

1986 Hellriegal,et al., 1992
Behavioral Hemphill, Mintzberg, 1973 Kouzes and Posner,
Theory 1949 Morse and Wagner, 1978 1987

House, 1971
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Table 1 continued.
Leadership Theories and Theorists Included in this Literature Review.

Seminal Building Block More Recent
Theory Theorists Theorists Theorists
Situational Fiedler, 1967 Campbellet al, 1970 Chemers, 1984
Leadership Vroom and Yetton, 1973
Transformational  Burns, 1978 Bass, 1985 Avolio, 2002
Leadership Bennis and Nanus, 198 Conger, 2003

Yukl, 1989

Skills Theory Katz, 1955 Kolb, 1984 Mumford et al, 2000

Mumford et al, 1993

Leadership Gardner, 199C Northouse, 2004 Lynn and Rapp, 200"
Development

In preparing the literature, reviews were coacigd utilizing local libraries and
electronic database&eyword searches were conducted on ProQ&$COhost,
ABI/INFORM and UMI. These searches provided articles and journals on the merits of
leadership development programs and their varied foramatpurposesPeer reviewed
articles provided information specific to the various leadership models and the assigned
theorist to eachTextbooks and research documents were employed to identify core
themes and definitions.

Literature specific to the lelarship development program to be studied, the

Greater Boca Raton Chamber of Commer ceods

L ea

The chamber of commerceds website and progr a
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Additional websites were searched for relevant camspns to similar leadership

development programs and the format in which the community identifies the leaders who

will participate. These websites also provided comparisons of program curriculum.
Several dissertations were located that studied commleaitirship programs or

the value of leadership development to an organization and its investment in personnel

growth. Dissertations and research studies were also located that were researched

outcomes of participants having participated in emplemmered leadership

development activities or community leadership prograntese studies were useful in

identifying leadership program themes, research formats, and for reviewing the

researcherds suggestions for future research

Theory-BasedLeadership Models

There are as many different definitions of leadership as there are attempts to
define its concept (Bass, 1990)he study of leadership is a worthy exercise considering
that civilizations, organizations and communities prosper as d ofsul Research is
necessary to determine how leaders are selected, to discover what ttoegisiayver
why they are effective, and to determine whether they are necessary (Yukl, TBéd.
are various theories to support these determinations.

Seveal theories seek to provide explanations for successful leadei@igse
theories focus on | eaderso attributes, what
There are seminal theorists supporting trait theory, behavioral theory and/or skilys theo
The dilemma regarding the making of a leader is rooted in the contrast between traits,
behaviors and skillsTrait theorists claim that leadership is determined by the
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characteristics of the individual (Mumford,
1993). This theory limits the applications of leadership, suggesting improvement and
refinement of oneb6s traits i s Anmyetthewessi bl e t
IS no consistent set of traits that differentiate leaders frorrlgaaters aoss a variety of
situations (Stogdill, 1948).

In contrast to the trait theory are the behavioral theory and the skills theory.
These theoriesd foundations suggest effectiwv
of oneds desirerdloe agdndioneadd ealdielristhy pt o con
or resources to the organization (Fiedler, 1981). It is theorized that leadership behaviors
are not transferable from one situation to another, so as to suggest leadership
competencies are situatidndepending on time, place, people, and occasBiuational
| eadership and ultimately transformational |
behavioral theoriesBehavioral theorists provide insight into the process of how
leadershipworksandldee r shi p6s i nfl uent i dHeseliwdii@ai or s ( S
determinants of leadership success were neglected by trait theorists (Yukl, 1989).

To add value to organizationso | eadership
development efforts should beunded on theorpased leadership modelBive theory

based leadership models are reviewed here.

Trait Theory

Trait theory of leadership differentiates leaders from-leawlers by focusing on
personal qualities and characteristics (Robbins, 2008is theory argues there is a set of
traits and personality types that are best suited for organizational leadership positions.
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The underlying philosophy supports that leaders are born with physical traits, personality
traits, and ability traits that distiogsh them from their counterpaitsionleaders.To
support this philosophy, theorists embraced the notion that successful leaders possess
certain characteristicsThis proves challenging, considering it is wiellown leaders
come with varying styles, tarests, abilities, passions, motivators, and follow#rsould
be argued that no two leaders are the sadmvever, the trait model of leadership
presents a set of bgstactices guidelines for identifying leaders.
Manndés (1959) rtethedraitrthedry otleadetship by suggesting

particular personality traits differentiate leaders from-leaders.Many years later,

Kirkpatrick and Locke (1991) supported trait

clear that leaders are notdk ot her peopleo (p. 59).

Given the specifics of a particular leadership position, the trait approach contends
the leader will likely have particular traits and behaviors considered suitable of a leader.
Nearly sixty years ago, traits common to leaderkuded intelligence, alertness, insight,
responsibility, initiative, persistence, setinfidence, and sociability (Stogdill, 1948).

Yet another list of characteristics successful leaders possessed has been theorized to
include(a) physical vitality/stamia, (b) intelligence/good judgmen(;)
willingness/eagerness to accept responsibilidy knowledge of the task at hargd)
understanding of followers need, skills in dealing with peoplgg) need to achieve,

(h) capacity to motivatdj) courage/rsolution,(j) capacity to earn trustk) capacity to
manage and decid@) confidence(m) ascendance and assertiveness (@nddaptability

of approach (Gardner, 1990t is argued the list of traits possessed by effective leaders
isendlessForist ance, another study id@ntified
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intelligence,(b) maturity,(c) intrinsic motivation, an@d) employeecentered (Hellriegel,

Slocum, & Woodman, 1992)A qualitative synthesis of previous research was conducted

by Kirkpatick and Locke (1991) and concluded the differentiators between leaders and

nonleaders span from six distinct traits: drive, desire, honestycsefidence, cognitive

ability, and business knowledge (Northouse, 2004h e

semi nal

identfied strong leaders possess the traits of intelligence, masculinity, adjustment,

dominance, extroversion, and conservatism (Mann, 1959).

As these theori

on a list of traits and attributestk& r s 6

evolved and accepted revision depending on external factors and arguably, the result of

organi zationodos

here is Table 2 depicting tivarious traits the trait theorists have developed in the sixty

stsbo

commi tti

examples show,

feoxdedades, the accepted list has
e aldctuded h i

ng to |

years the theory has been researcleat each, the primary theorist is listed above the

traits each supported.

Table 2.
Studies of Leadership Traits and Characteristics in Support of Thradtry
Lord,
Stogdill Mann Stogdill DeVader, Kirkpatrick
and Alliger and Locke
1948 1959 1974 1986 1991
Intelligence Intelligence Achievement Intelligence Drive
Alertness Masculinity Persistence Masculinity Motivation
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Table 2continued.
Studies of Leadership Traits and Characteristics in Support of Trait Theory

Stogdill Mann Stogdill Lord, Kirkpatrick
DeVader, and Locke
and Alliger
1948 1959 1974 1991
1986
Insight Adjustment Insight Dominance Integrity
Responsibility Dominance Initiative Confidence
Initiative Extroversion  Selfconfidence Cognitive
ability
Persistence  Conservatism  Responsibility Task
knowledge
Self-confidence Cooperativeness
Sociability Tolerance
Influence
Sociability

Note:tAdapted from fiLeadership Theory and Practiceo (Nor

The trait approach to leadershgmairs relevant and applicableMore recently a
resurgence of interest in the trait approach has been called ugetetmine how
individual traits influence leadership (Bryman, 199Rord, DeVader, and Alliger
(1986) added to the body of research Mann had initiated in 1959 by identifying specific

traits that provided the perception that an individual is a led@teponents of trait
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theory build upon these claims to differentiate between leaders ardad®rs. Today,
theshotl i st of | eadersé6é traits would Iikely rea
include conflictresolution, problensolving and adaptality.
Northouse (2004) summari zed Athe trait ap
identifying the qualities of great persons; next, it shifted to include the impact of
situations on leadership; and most currently, it has shifted back to reemphasizectile criti
role of traits in effective | eadershipo (p.
inherent to a leader is to support the theory that leaders are born with an instinct for
commonly acceptable leadership trailiges, Gerhardt, and Le (2@ considered these
genetic effects on leadership traits to be hereditarmei r st udy concluded 0
and personality are substantially heritabl eo
Assuming that leadership resides in leaders poses such questions as which leader
traitsor behaviors inspire the greatest commitment among followers (Lord & Emrich,
2001).Garnering foll owersoé support is a strong
was the emphasis on followers that led theorists beyond the trait tHewgs suggsted
in order for leaders to earn support and trust from followers, they must possess traits but
moreover, they should acquire experience and skillsthateld ue t o t he foll ow

work. This led to a theory based on leader behavior.

Behavioral Theory

Challenged by trait theory not accurately predicting effective leadership,
researchers began to emphasize leadership as a belRaiber than concentrating on
characteristics leaders possess, behavioral theorists unveiled studies focusing on common
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behavors of successful leaderd he shift from trait theory to a behavioral model was
significant because it was at this turn that studies moveartbwhat leaders actually do
the what and how of leadershim concert with behavior leadership models, Masd
Wagner (1978) conducted a study to measure t
which Afocused on the process of manageri al
manager could be rated on to gaudme23t he effec
Hemphill (1949) is the seminal theorist on behavioral thebtig.research
focused on the | eader Behaviorhwere coasiderddditingafr oup 6 s
successful leaders if the group was led to achieve team and organizatiosalgaders
and managers are also differentiated from followers in this manner; their jobs can be
usefully described by a common set of behaviors (Mintzberg, 1973).
The underlying assumption of behavioral theories is that a behavior in the leader
will evoke some sort of expected, specific or measurable behavior in the follMaery
behavioral studies have been conducted since the 194Gsalireismning from the
work of Stogdill in 1948, supporting or contrasting his asserti@reup member
satisfactiom became a pillar for determining the value of behavioral theories in later
research from Stogdill (1974).
Since Stogdill, researchers including Burns (1978), Bass (1985), Kouzes and
Posner (1987), Yukl (1994), and Avolio (2005) have brought some comoer ¢y
leadership studies and have evolved the research in support of behavioral and
contingency theoriesln recent research there is less focus on traits more on leader

behaviors.
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Building upon those theories, the more recent research focuses oshgader
situations, or contingency theorit. is more commonly accepted now that leaders vary
their behaviors according to the nature of the situation (House, 19fik) pathgoal
theory was based on the premise that different leadership styles compiesnent
characteristics of the followers and the demands of their tdslessence, which style of
leadership a leader may employ for a particular situation depends upon the result being

sought from the followers.

Situational/Contingency Theory

Sharpe (200) expl ained that Fiedlerds (1967) I
performance is contingent on the | eaderds ps
task structure, and t heThi$isdirgendyshegiyaiae r posi t
leade has many capabilities that are dependent upon the situation atlheuad.

Campbell, Dunnette, Lawler & Welk (1970) who
work differ greatly because of differences in individual characteristics, situational

variabkes, and organizational contexfBhe essence of situational leadership theory lies

in the effectiveness of particular behaviors that are the most appropriate for the context or
situation. Fiedler (1967) introduced the first contingency model and attehtptalign

leadership style with situational demands.

Supporting Fiedlerbés theory, it was expl a
according to the nature of the situation (House, 19H19). u s e 6 s (gbadthAedry pat h
explained how different leadeiiphstyles could complement the characteristics of the
foll ower s and Hedharactgrizen leadérship behavitr styles in four
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categories: directive, supportive, achievermamtnted, and participativeChemers
(1984) extr ap@d7h) tesedrchiynprotddng supporsfor the most
positive effects a |l eader can have on a subo
unclear, difficult, or unstructuredSubordinates display a higher level of appreciation for
the guidance provided biaeir leader in this particular type of situation (Chemers, 1984).
It is here where leadership theory begins to consider more feverishly the satisfaction of
followers.
Vroom and Yettonds (1973)makigsoemponenth i ntr od
of leadersip. Their study focused on how leaders make decisions and argued that
problems have different characteristics and should therefore be solved by different
decision methodsThis theory supports behavioral theorists by suggesting it is not a
particular sebf characteristics or traits that can resolve a problem for followers, but
rather the situation that determines the decision to be nfdgeVroomYetton (1973)
model , as it is referred to by Bass (1990) 0
ded si on processes in different situations as
(p- 842). One of the criticisms of this theory was that it focused on only one aspect of the
situation at a time and did not take into account the enormity of ae eittiation or
myriad group goalsin order to consider all of these aspects in constructing a leadership
theory, the research beckoned for a model that interactively considered both leaders and

followers in their shared situations.
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Transformational L eadership

As ongoing research continued to maintain leadership as a behavior,
transformational leadership evolvedhis was the inception of leadership theory
supporting that the leader can transform the behavior of followers (Burns, 10%@)
Burns(1978) who began to redefine the elements of effective leadership as behavioral,
and according to Sharpe (2005) fnfraised the <c
ideals and moral valueso (p. 21).

Bass (1985) expanded on the transformational leaddtstgpy Burns (1978)
constructed with the four dimensions of leadership that transform subordinates, peers,
and organizationsharisma, motivation, individualized consideration, and intellectual
stimulation (Bass, 1985)Charisma (or influence) is consigd the key component of
transformational leadership (Yukl, 1989).h e | eader 6s abil ity to inf
confidence in the group is a key attribute of transformational leadership defined as
inspirational motivation (Yukl, 1989)This is one pillar of kbarismatic leadership.

Most researchers agree that charisma is a behavior; charismatic leaders act in
unigue ways that have charismatic effects on their followers (Northouse, 2004).
Behaviors common to various effective leaders are often dissected tebest
charisma. Typically, they are identifiable @) strong beliefs and valued)
competencg(c) articulating ideological goal§d) communicating high expectations, and
(e) exhibiting confidence (Northouse, 200dhese behaviors are supportedioy
research of House (1971), Burns (1978), Bass (1985), and through Conger [@t®3).

relationship amongst these behaviors of charismatic leadership is depicted in Table 3.
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Table 3.
Personality Characteristics, Befiars, and Effect®f Charismatic keadership

Personality
Characteristics Behaviors Effects on Followers
Dominant Setsstrongrolemodel Tr ust i n | eader 6s

Desire to influence Shows competence Belief similarity between leader and

follower
Confident Articulates goals Unquestioning acceptance
Strong values Communicates Affection toward leader

expectations
Expresses confidence Obedience

Arouses motives Identification with leader
Emotional involvement
Heightened goals

Increased confidence

More recent peereviewed research, matched with an abundance of

organizational textbooks and publications, provide instruction for organizational welfare

and highlight the visionary | eaderoéo-mm abil ity
for organizational missn and corevaluesor i nstance Hancott (2005
transformati onal |l eader is one who el evates

goal s and o b Tescthedorwraies deavilypupon the gbilities of the leader,
theleade 6s chari sma, and the inherent trust bes
The foundation of inspirational motivation a
trust and respectThese are earned with leader behaviors, acting dependably, morally

and ethically.
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Bass (1990) defined inspirational moti vat
appealing vision of the future, challenge followers with high standards, talk optimistically
and with enthusiasm, and provide encouragement and meaningdbneeds to be
accomplished (p. 207This ability of the leader sets the stage for delivering the vision
for the organization and calling all constituents to follow suit and get on the bus (Collins,
2001).
As visionaries, transformational leaders obadle old assumptions and
organizational knowledge to foster creativity within the organizatidmis is intellectual
stimulation provided by the leadeBy stimulating intellectual behavior, leaders signify
the use of intelligence and stimulate new pecsipes and methods for achieving
organizational goals (Hancott, 2009)his is to say, in addition to getting the right
people on the bus, each individual should be considered for a role that complements the
organi zation and t Gettingieack group ndemlzet irdtise rightseat n gt h s .
on the bus is individualized consideration (Collins, 20@ccessful, impactful, truly
transformational leaders are adept at recognizing individualized consideration (Bass &
Avolio, 1990) and increase theilfd ower s abi l ity to complete t

1985).

Skills Theory

The ills model of leadership tests whether leadership aptness is a result of a
| eader 60s | Taemodekodginatds ifrdmlthe work of Katz (1955) who
theorized there wereertain skills effective administrators should acquifais theory

suggests competencies can be learned if organizations choose to train their future leaders
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intheseskilsKol b (1984) attributed a | eaderos skil
purported that experiential learning is a desirable skill for effective leadils theory
is the culmination of behavioral theory and experiential learning.

Varying levels of leadership and managerial position require various skill levels.
Thehighema | eader 6s position in the organization
the leader will depend upoWhereas the more direct supervisory role a leader holds in
an organization, the more technical skill required to be effective in the positibereas
conceptual skills are abilities to work with ideas and concepts, technical skills deal with

things (Katz, 1955). Table 4 explains this relationship.

Table 4.
Management Skills Necessary at Various Levels of an Organization

MANAGEMENT SKILLS
LEVEL NEEDED

TOP TECHNICAL HUMAN CONCEPTUAL

Management 30% 100% 100%
MIDDLE TECHNICAL HUMAN CONCEPTUAL

Management 70% 100% 70%
SUPERVISORY TECHNICAL HUMAN CONCEPTUAL

Management 100% 100% 30%

Note: Sourced r om fALeadegandPhiag tTltedr (Nor)tAhdoaupsteed 2f0r0odm  fpS k i3171 s
an Effective Administrator, o by . L. Katz, 1955, Har
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Notably in Table 4, Katz (1955) indicates effective leaders will host a multitude
of skills with human interactioand will require their use 100% of the time in order to
succeed in a leadership/management position at any level in an organikatini1955)
describes this human skill as the ability to work with people (Northouse, 2004).
Since the seminal researcbrh Katz (1955) skills theorists have gained
considerable support in more recent research, including Bennis (2003) who suggested
|l eaders can grow on the job and Acdofdegct an or
to Bennis (2003), the seven critenst organizations evaluate potential leaders on are:
technical competence, people skills, conceptual abilities, track record, taste, judgment,
and characterThese criteria are founded on the abilities and aptitudes of leaders, not
their individual attibutes or personaSupporting this theory, Hogan, Curphy and Hogan
(1994) noted there is fisome di sagreement as
own can predict | e a dhesrishécaupe spme teadars whadeemtq p. 49
possess theuglities for leadership do not actually have the skills required to build teams
and spawn effectivenessierein lays the foundational support for the skills model of

leadership development.

Three Components of the Skills Model of Leadership
Kat @9b5)leadership skills research centered on the role of human skills in
managementAccording to Northouse (2004), the objective of the original skills research
was to Aidentify the | eadership factors that
organiat i onoBUpl d83@9py. on Katzdés work, the skill s
researchers Mumford, Zaccaro, Harding, Jacobs, and Fleishman (2000), when they set
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out on behalf of the U.S. Army to build a theory based on the ability of leaders to solve
problems in organizationsST hes e researcherso6 model I mpact ec
theory because it suggested most all individuals have the potential for leadership; this
model negates the theory that leaders are born, not made.
The skills model of les®lr shi p i s significantly demarca
however, in that it is based on three distinct competencies: praaimng, judgment,
and knowledgeln order to develop a model of leadership capabilities that results in
effective organizationakldership, the performance requirements imposed on the leaders
must be identified (Mumford, Zaccaro, Harding, Jacobs, & Fleishman, 2006).
includes the study of why some leaders are better prefbtdwvers than others and
identifying which skillsexempa r y | e a dNortrouwse (2004) sulmmated this
model i s Acharacterized as a capability mode
bet ween a | eadero6s knowledge and skills and
The three components essential toemsthnding the skillbased leadership
model are attributes, competencies and outcomes (Mumford, Zaccaro, Harding, Jacobs,
& Fleishman, 2000).The model suggests the end results come to fruition in the form of
effective problernsolving and performancel his affords the model the opportunity to be
assessed and weighed/hen the leader possesses a foundation of individual attributes
including cognition, motivation and personality, and then is trained to acquire
competency skills, the outcome is desirablett he or gani zati on and ¢t he
followers. The evidence resulting from this model indicates that creative preblem

solving skills represent an important influence on leader performance (Mumford,
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Zaccaro, Harding, Jacobs, & Fleishman, 200)e three components of the skills model

are depicted in Figure 1.

Table 5
Three Components of the Skill Model
» »
Individual Attributes Competencies Leadership Outcomes
General Problem Solving Skills Effective Problem Solvig

Cognitive Ability

Crystallized Social Judgment Skills &
Cognitive Ability

Motivation Knowledge Performance

Personality

Note:Sourced r om fAlLeader Phiapg t T hhedr Y Naomr it Adapiedsfem 2004, p. 40
ALeadership Skills fagr ComPhaenxgiSog i Wodr IPd:obSelmsido by Mul
S.J., Harding, F.D., Jacobs, T.O., and Fleishman, E.A., (2000).

Individual Attributes

Attributes of successful leaders go beyond intelligence and overachieving in order
to prepare for complex problesolving and conflicimanagementFor the betterment of
the organization, the leader must choose to |datrnally motivated leaders often rise
within organizations to earn executive positioAs a result, it is imperative the leader
not only be selmotivated, but also motivational to follower§he leader must be secure
and willing to express dominance and exert influence in order to be effective (Northouse,

2004). These attributes of the skills model most closely identify with behavioral theory.
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Competencies

Problemsolving and social judgments are critical proficiencies for successful
leaders.A high-performing leader must learn to acquire certain competencies including
physical, emotional, mental, and spiritual capacities (Loehr & Schwaf) ZBaining
prowess in the two is vital for overcoming adversity within a tedamford, Zaccaro,
Harding, Jacobs, and Fleishman (2000) supported the importance of publeng

competencies embedded in the skills model of leadership when they sdggeste

Acapabilities s uch -taking emablelehdens toggomaltsigee r spect i ve

themselves to assess how others react to a solution, identify restrictions, develop plans,

and build support for i mplementationo (p.

These competencies are often gditit@ough mentorship, experience, and
training. Because leaders are not wired with these abilities inherently, time is a critical
variable. Over time leaders are more likely to gain these competencies and become more
comfortable exerting this power withthe organizationThis is the value of experience.
Moreover, social judgment and sociability are considered key competencies of
skilled | eaders. According to Northouse
needs and shows concern for the@ll-b e i n g 0 S(cpessfulldaders are known to
have sociability inherent to their personaliossessing sociable attributes benefits
leaders in the form of strong negotiation skills and general acceptance from followers and
external constituents.
In order to exhibit these behaviors, a leader must exercise sociability through

accessibility, support, visibility, and by building a cooperative unit in which all

individual s i deas deadershipihan mterpessonalr e consi
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phenomenoremonstrated through exchanges between leaders and subordinates
(Mumford, Zaccaro, Harding, Jacobs, & Fleishman, 200y only once the leader
becomes comfortable at a high level of sociability, will a team truly form and prosper.
By acquiring socibskills, a strong leader is able to influence, manage conflict and

communicate (Hughes, Ginnett & Curphy, 2006).

Expected Outcomes
Problemsolving is the keystone in the skills approach (Northouse, 2004).
Therefore, the | ead e-solving efieetiveness ameaaugedusimaghrd pr o b
the skills model. By building a foundation of inherent attributes matched with learned
competencies and knowledge, outcomes are measured by effectivEhessgh
experience and tr ai ningrogedtobesane assetsdortizeb i | i t i es
organizations as better problem solvers and more effective leaders (Northouse, 2004).
The skills model of leadership theory supports that career experiences impact
characteristics and competencies of leadbrgividualsmust be provided opportunity
and knowledge in order to rise to perform as a leafleese experiences determine a
|l eader6s ability to solve pr oMungdarmdetaf or t he o
(2000) suggested that leaders can be helped Wygltbeing:
1 challenging job assignments,
1 mentoring
1 appropriate training,

1 handson experience in problem solving (p. 24).
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In committing prospective organizational leaders for mentoring and training, the
organi zati on dev e lTarpug traning, lkradéerecarddevel@sands ki | | s .
improve their abilities to become more effective leaders (Katz, 198%3.is the

foundation and theory to illustrate the value in developing leaders.

Developing Leaders

Leadership development is defined astheegxparon of an i ndi vi dual (
be effective in leadership roles (McCauley, Moxley, & Van Velsor, 198&jcacy is
the measure for all developmentofleadeksn i ndi vi dual 6s perception
leadership are not a suitable measure for amgible that provides so much value to an
organization.Effectiveness is the only true measure of leadership exercised and by
measuring a | eaderodos effectiveness a deter mi
development.

Mumford, Zaccaro, Harding, Jacobsdan F| ei shman (2000) argued
appropriate developmental experience, even the most intelligent and motivated individual
is unlikely to be an effecti vidisduppatdther i n or g
skills model that assumes leadeas learn and improve their capabilities through
experience and traininglhe skills approach is merely a map for how to reach effective
leadership in organizations (Northouse, 2004). Its application is relatable to many leaders
and organizations becaus@resumes leadership is attainable by developing skills and
competenciesThe skills model of leadership encourages teaching and learning; it
suggests effectiveness can be achieved when we teach leaders how to change their
leadership (Fiedler, 2001).
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In t od ay-basedemnomy, mady companies are beginning to shift away
from traditional models of management founded upon leadership traits and
characteristics, and now require a broader range of leadership skills and styles that are
adaptive to divesity and ever changing environmeni&esponding to external forces that
serve as challenges and opportunities for th
theory. As such, organizations choose to develop their leaders by providing skills and
opportunities internally, as well as providing external development opportunities to stay
abreast of community and external forc&ore recent leadership theories are based on
people; individuals and their ability to develop.
Some of the promising paradigrof leadership are including people in them and
tend to describe people as tAsenmaryagsanme zati ono

of these follows in Table.6

-Igztélgnf Leadership Theory Including People as a Leadership Asset
Research Consutor Theory

Blake and Mouton, 1964 Concern for people
Sashkin, 1984 Value of people

Bass, 1985 Individualized consideration
Kilman and Saxton, 1991 Human concern

Cooke and Lafferty, 1994 People orientation
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The importance of developy people is critical to the succession planning and

long-term health of an organizatioThe researchers listed in Table 5 attribute this

assurance in organizational fortitude to the

and peopleoriented programing, planning and decisiemaking.

Robbins (2003) explained Awhile there ar
definition of leadership, most academics and business people agree that leadership is an
influence process whereby an individual, by hisi@r actions, facilitates the movement
of a group of people toward t h&oeHectivalye ve ment
accomplish this level of leadership from various organizational leaders, thoughtful
preparation and process are a necessiymmitting to the development of leaders and
managerial succession planning is a purposeful exer€ismmitting to the development
of leaders and managerial succession planning is a purposeful ex&iseich as the
organization commits itself to reseldydevelopment, technology, value, timeliness, and
competition, it should too, commit to the development of savvy leadéosrison,

Gregersen, and Black (1999) suggested an organization confront these two persistent
guestions:
1 What are the characteristiof leaders who can guide organizations that
span diverse countries, cultures and customers?
1 How can companies effectively develop these leaders?

Investing in leadership development is a hallmark of effective, reputable organizations.

e

Avolio (2005)expla ned Ai f you believe that | eaders ar

devel op your full | aAdneh ¢he pebpie nside anpoeganizationo  ( p .
41
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understand their value, and are given the opportunity to polish their skills, competencies,
strengtls, and abilities, the organizational culture burgedftbien an organization
invests in its people, in turn it can expect leaders to floufis$tese leaders will take on
new roles, new relationships, new values, new behaviors, and new approaches to work
(Heifetz & Laurie, 2001).
Avolio & Bass (2002) remarked fAan organi z
manage changeto compete from the inside out by increasing its capacity for chiange
has become a competiti \nerdestarenzimextemaly i n i tsel f
competitive, organizations must be internally cognizahen the individuals within the
organization are committed to revolutionizing themselves and their leadership skills,
cultural change begind.eadership pairs skills and knowlige with the people involved
in any situation inside the organizatioim order for leaders to be dynamically effective,
they need superior talent, abundant opportunity, and excellent education and training to
succeed (Gregersen, Morrison & Black, 1998).
Il neffective | eader shi p t akReactoms totinegdt | on an
leadership include turnover, insubordination, industrial sabotage, and malingering
(Hogan, Curphy, & Hogan, 1994).0 counteract this effect, organizations benefit from
investing in the skills training and leadership development of its pedpleching and
learning are a continuous cycle for organizational membdefermally, team members
acquire skills and competencies from mentoring, shadowing, andtcaossg. In a
more formal regard, individuals profit from participation in development programs
external to the organization, such as skills training and commbaggd mentoring
programs.
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Learning to Lead
Leadership development is enhanced when the experieriades action,
observation, and reflection (Hughes, Ginnett & Curphy, 208@)faware leaders apply

these exercises to determine become more effective in their Add3earborn (2002)

explained, fithe devel oping laedengages changes an
di fferently with others, receives positive f
527).

Genuine caring is the foundation for effective leadership (Kouzes, 1998n
organizational leaders display empathy and genuine concern fofalf@avers,
organizational performance will flourisi/aluable leaders are prone to encourage,
excite, teach, listen and facilitate; they continually commit to development and self
renewal (Avolio & Bass, 2002)Yet achieving such value inside an orgaion takes
time, discipline, and strategy.eaders often identify an innate tendency to lead from
within them, yet to become truly valuable and strategically impact their organizations,
individuals must acquire learned aptitudes for leadershiyis isto say, leadership
requires a learning strategy (Heifetz & Laurie, 2001).

Bennis (2003) asserted nButdistder shi p can be
organizational members must identify with mentors from whom to learn from.
Mentoring and training occurs toinformally and formally.In the formal regard,
organizations entrust young professionals and prospective leaders to the development of
their skills by encouraging community involvement, committee participation, task force
assignment, and promotion oppaorities. By sponsoring involvement in leadership
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development programs for its people, institutions continue to encourage learning.
Throughout training and mentoring processes leaders recognize how they are perceived
by others and c cogponsefsafdbearbors,t2008).15 & these p
structures and processes, when an organization is committed to leadership development,
that knowledge is gained and significant organizational learning evolves into an ongoing

commitment for the organian.

Organizational Learning

At the foundation of leadership theory is organizational learning. Organizational
learning is often viewed as a process that links knowledge acquisition and improved
performance (Garvin, 1993). Understanding this conceganmzations continually
commit to improvement programs of varying subjects and curriculum. One such valuable
performanceeffecting investment is leadership development. Levitt and March (1988)
conferred with the worthiness of such programs when theyiexplad fior gani zati on
success is ordinarily defined in terms of the relation between performance outcomes and
targetso (p. 325).

Three specific theorists contributed to organizational learning theory. Senge
(1990) is revered as the seminal theorist. Utiligi Sengeds theory and wor
block in organizational theory developing was Redding (1997). Most recently, Lynn and
Rapp (2007) have offered latéseory development in support of organizational learning.
These theorists offer support to orgaations utilizing learning as a competitive

advantage.
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Exemplary learning organizations gain competitive advantage by experimenting
with and creating new knowledge, rethinking
potential (Redding, 1997)0ne source ofew knowledge is the commitment to train
personnel in leadership developmemhe value a leader contributes to the organization
depends on the expectations of followers being successfully met; followers require
constant care from the leader as their etqiems and interests change (Dickson, 1995).
This relational investment in trainding | eade
add to learning organization&s such, the investment suggests value in the merits of
providing ongoing leadership delopment programsWhen an organization utilizes
leadership development programs to advance organizational learning, knowledge is
gained. This is referred to as experimentation (Garvin, 1993).
For an organization, learning results in more satisfiedvanshtile employees
who stay with the organization (Lynn & Rapp, 200This suggests that learning
organizations are more fruitful grounds for retaining employees and in return, the
increased knowledge base learned benefits the organization in themonighere is no
bigger proponent to the value of organizational learning that Peter Senge (1990, 2004).
Sengeds (2004) recent research describes fiwv

organizations.
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Figure 1
Five goerating principles of learningganizations

Five Operating Principles of Learning Organizations

The learning organization embodies new learning capabilities.

c

Learning organizations are built by servant leaders.

<

Learning arises through performance and practice.

<

Process and content are inseparable.

1

Learning is dangerous

Adapted from: Senge, P. (2004). Creating communifigecutive Exdence,
21(9),4-5.
Senge (1999) described a |l earning organi z
patience, reflectiveness, and a willingness to find a new balance between focusing on
results and how we operate while trying to achieve those r@sul(s gL3). WIh&n an
organization subscribes to the theory of evolving and ongoing learning, it can be
described as a logsader. This is to say, time, energy and focus committed to
organizational knowledge and leader development will pay dividerttie iback end, but
initially require a substantial investment in Apiofit generating activitiesin support of

organizational learning, and theory that leadership skills can be developed to best serve
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the organization, herein begins a review of leadprdavelopment programs and their

contributed value.

Leadership Development Programs

As organizations seek training programs to infuse and develop leadership qualities
and capabilities inside its membership, a scope of possible programs available can be
overwhelming.l t i s commonpl ace to find programs em
system, perhaps through human resources, employee services, or professional
development.External to the organization, communities, civic groups and metropolises
provide prgrams to engage individuals from a crssstion of industries and commerce.
Community leadership programs are a common approach to community leadership
education and development in the United States (Community Leadership Association,
1995). These prognmas focus on the development of differing leadership abilities, as well
as the role in which organizations play in the overall health anebsgly of a
community. Such community leadership development programs require significant time
commitments from thir participants and their sponsoring organizations (Galloway,
1997). Participants selected for these programs should emiihipelief, a willingness
to serve and an ability affectchanggenge (2004) warned fido not v
make changewi t h peopl e who do Ratloet, emplayparticipamta nge o ( p
who believe in organizational learning and individual contribution to better the whole.

Identifying the applicability of a particular leadership development program is an
important éement, as are the deliverables the program assures those who participate in it.
The relevance and outcomes from having participated in the program should be measured
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for their effectivenessThe effectiveness of leadership programs vary as well they
shauld, since the programs themselves are so diverse (Robbins, 20@Bapplicability
and benefit of such programs must be scrutinized by organizational leaders, particularly
for curriculum relevant to its leaders in whom they are empoweMeasuring tie
impact the program has on its enrollees, as well as its community constituents, merits
consideration.Avolio (2005) offers a template for effective leadership development
training programs:
1 Effective leadership development programs should be formuiateda
legitimate leadership model and learning approach.
1 Behaviors and attributes of the leadership model employed should be measurable.
T The instrument applied to measure the
independently confirmed on reliability and itly.
1 The leadership model and program facilitated should be measurable, applicable,
and effective to its leaders and the investing organizations (p. 168).
When the institution or organization insists on this type of programmatic impact from

leadership deslopment programs, the process and results can be legitimized.

Benefits of Leadership Development Programs
Expending time and resources on leadership development internally and
externally of an organization is a sizable commitm@iill, effective leaérship is
derived from developmerdriented behaviors, and learned practidéss in this
commitment, where organizations value experimentation, seek new ideas, and generate

and implement change (Robbins, 2003).
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Conger and Fulmer (2003) pad an approfate conclusion in support of the
benefits associated with leadkip development whentheyasd fAwhat coul d be |
vital t o a -temmealththan thechdice and cultivation of its future
leader® 0 ( pBecausé l@adership potential emga as competencies and skills
develop, it is worthwhile for organizations to consider the value in formal leadership
development and training.
Most training programs emphasize satalysis within the context of managerial
decisions and the reasoning engling the choices made (Bass, 196&)s | eader s 0
competencies and skills are developed over time, their ability to integrate knowledge,
experience and observation will affect the organization positivEtese skills are
learned and sharpened througdirting, development, and experienddoreover, these
programs can positively affect an organization by preparing its people to take leadership
roles (Woltring, Constantine, & Schwarte, 2008 ommunities seek leaders who will
commit to the needs of tle@nstituents the community servegnn and Rapp (2007)
explained fAbright, il nnovative employees prov
needs of t he cTammgleadetsyoorolds ps perdags)elected officials
or as executive level pre$sionals, provides benefit to the community in the-lamg
Thus, leadership development programs serving a particular community launch a cadre of

potential leaders for future advancement to benefit the same community.

Servant Leadership
Communities coprised of individuals who have a shared sense of identity and
belonging are critical components to successful leadership development (Gardner, 1990).
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The successes of leadership programs imbedded in communities typically result from the
desire of servarleaders to serve as change agents, affecting the community in which
they live, work, and invest time and resourc8srvant leaders are ideal enrollees for
community leadership development programs, ideal for molding toward the needs of the
immediate suounding community.

Kouzes (1999) stated fAthe best | eaders kn
but how well they | i ber at e Differeecemakesssanvak e t he
the interests of the whole or the group before sHfiese arservant leadersServant
leaders naturally want to meet the needs of others (Greenleaf, I9¥3 yequires a
significant amount of empathy and desire to put others needs fi@tsnost individuals
and potential leaders, this is most applicable iwitmes community, where contributions
to |l eadership devel opment of community | eade
through service to thenBy affording members of a community the opportunity to
become involved, they will choose to come togetbesolve social problems (Lappe &

Dubois, 1997).

Value of Leadership Development Programs
It is not as likely or practical to increase intellectual abilities of organizational
members as it is to teach managers how to make effective use of thenteNectual
abilities, knowledge, and experience (Fiedler, 200hrough development, training, and
mentoring on an ongoing basis, organizations can ensure their return on investment in a
more tangiblesens&Conger & Ful mer ( 20My3yccessienp | ai ned Ab
planning and leadership development, you get the best of both: attention to the skills
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required for senior management positions along with an educational system that can help

managers develop those skillso (p. 78).
Wituk, Heiny, Clark, Powexr, and Mei ser (2003) expl ai nec

leadership development programs traditionally provided participants information about

local history, strengths, and needs while networking participants with each other and

ot her communi ty a/8). Commonplaee siav islfoe mograms$od ( p .

expand upon these typical programmatic foundati®ben considering leadership

development programs, organizations seek to ensure the training encourages people to

rearrange and stretch their minds; organizatwaist satisfaction the programs include

action learning components (Conger & Fulmer, 20@&)pgrams founded on skills

training, teaching, and learning provide an organization the most constructive curricula

for organizational effectiveness.

Northouse (200) suggested Athe skills approach
consistent with the curricula of most | eader
51). Programs seek to increase a | eaderodos perfoc
sameskils denti fied in the foundation of the ski

conflict resolution, listening, and teamworkdence, it is the skills model that warrants
the most value in organizational commitments to building effectiveness through
leadeship development and mentor programs.
There is likely to be forthcoming opportunity for this leadership model to grow in
its applications.Northouse (2004) suggested the influential manner in which the skills
model can be appl i eapproadn may besuseal inthafgturdias&@ e s ki | |
template for the design of extendove | eaders
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ensure longerm organizational commitments to these programs, there should be more of
an attempt to validate their outcomésis research sought to offer the value of a
vali dated outcome specific to the Greater Bo
Leadership Boca program.

Similar research has been conducted on community leadership development
programs with comparable curriculum, butshbave attempted to measure the programs
t hemsel ves, rather t haNoretvéresaidstudiesfindthggant sdé pe
gained strong leadership is not necessarily an outcome of having participated in these
programs.lt is more likely that levis of community involvement serve as measurable
outcomes.East (2006) studied the efficacy of leadership development programs
throughout one county in Southwest Florida,
chamber of <commer c e tudiasrmay wére to eeseanchthe efficatyf ut ur e
of the program graduates withinThisheir c¢commun
research set out to fill the research gap specific to community leadership development
programs and their perceived value.

Fieder(®96) argued that Awhile the number of
considerable and continues to grow at an increasing pace, the scarcity of sound research
on training has been among the most gl aring
243). Conduding research on these training programs to measure the effectiveness for
graduates is worthwhile assessmentis study intended to add to the body of research
on the effectiveness of leadership development programs.

Table 7 indicates the various contribrs to the merits of community leadership
development programs who are included in this stiggch author previously has added
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to the body

of research in support of commi:t

training development through communigatlership programs.

Table 7.

Contributors to the Merits of Community Leadership Development Programs

Contributor(s) Authored  Contribution

Greenleaf, R.K. 1977 Servant Leadership

Gardner, J.W. 1990 Utilizing Leaders Skills & Strengths to Bene
the Community

Lappe, F. and Dubois, F 1997 Need for Community Involvement

Wituk, S., Waren, M., 2003 Purposefulness of Community Leadership

Heiny, P., Clark, M.J., Programs

Power, C and Meiser, C

East, J. 2006 Efficacy of Leadership Development

Programs

Leadership Boca Program

The community leadership development program offered to professionals by the

Greater Boca Raton Chamber of Commerce is the Leadership Boca prddramoca

Raton Chamber of Commerce asserted the single most importesdierg for building a

successful, thriving community is an investment in leadership (Leadership Boca, 2009).

As such, the noprofit organization offers a developmental program for approximately

35 professionals per year to get antiquated to the Boaa Ratiic community and

network with local professionals of varied industries over eighilalay sessionsThe

participants are chosen by a selection committee after applications are received by the
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Greater Boca Raton Chamber of Commerce (Leadership Bo@a). A synopsis of the
programbés benefits to the individual, a spon
community, as well as details regarding the selection process are described in the
Leadership Boca 2009 Program Brochure (Appendix G).
Community ledership has gained recognition in an ongoing manner since the
1980s (Valdes, 2001)n the past thirty years, local organizations with a base of
community organizational members have developed programs to enrich their community
and better serve their cditgents. The premise of the Boca Raton program is that the
future success and welfare of the greater community relies on the contributions of its
me mb er s hi pVéel-inforreea dnd in®lved leaders from various industries
represented in the commiynare sought by the chamber of commerce to cultivated,
trained, and motivated to shape the cityobs f

2009). A selection of these program participants served as the population for this study.

Conceptual Framework for the Study
This study sought to fill the research gap that exisféte approach is described
in the subsequent chapters of this dissertatipplicable methodology and research
design is described so as to answer the research questionsdigted h
Do participants feel they have received the benefits committed to them by the
Greater Boca Raton Chamber of Commerce at initial enrollment in the Leadership Boca

program?In particular,
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1. Will Leadership Boca participants become a part of a growinganktof
community leaders with whom they will interact for the remainder of their
careers?

2. Will participants become a more valuable asset to their employer by providing
faceto-face contacts with current community leaders?

3. Will participants become a moralable asset to their employer by preparing
themselves to assume leadership roles of tomorrow?

4. Will Leadership Boca graduates have the opportunity to return to the
community some of what the community has given them?

The research questions were answene@lation to the skills model theories they are
founded upon.

For research question one, the Leadership Boca program was evaluated for its
ability to provide participants an opportunity to become a part of a growing network of
community leaders with wio they will interact for the remainder of their care€rbis
assessment supported the skills model approach to leadership that opines leadership
development is the process of acquiring particular personal qualitiekiledhat create
influence indepedent of the individual's positional influend¢atz & Kahn, 1978).

For research question two, the Leadership Boca program was evaluated for its
value to an employer as it provides participants-fadace contacts with community
leaders.This assessmésupported the skills model approach to leadership that asserts it
is beneficial for organizations to prepare its leaders through years of mentoring and
training. It is understandable that skills develop slowly, emerging over a period of time
as a functoin of certain abilities and experiences (Mumford, Zaccaro, Harding, Jacobs &
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Fleishman, 2000)0Pr ovi di ng partici pantsd access to po
leaders may encourage this growth and benefit the organization.
For research question threleetLeadership Boca program was evaluated for its
value to an employer, as it prepares participants to assume leadership roles of tomorrow.
This statement directly supports Avoliods (2
developmentthere has to be@hange that occurs in thinking and mentally visualizing
their possible selves (p. 1631 e mmer (1999) explained Ato | ec
going in advance; to guide or direct a course of action; to influence the behavior or
opi ni on o fl). Stitorgéeaderd who ipitiate fieform for the betterment of
society must influence and direct.
For research question four, the Leadership Boca program was evaluated for its
ability to provide participants an opportunity to provide services to their comtynu
This is reinforced by the skibased theory deadershighat proposed the primary focus
of leaderships to solve complex social problemdmford, Zacarro, Harding, Jacobs, &

Fleishman, 2000).

Summary
The comprehensive review of pertinentriteeire and seminal theorists included
serves to support the benefits of leadership developn@artsidering traits, behaviors,
and skills of leaders, as well as the ability for prospective leaders to learn, develop and
add value, are the underpinninggtué study. Organizations committed to evolving,
increasing organizational knowledge, and learning continuously are the very
organizations committing time, resources, and personnel to leadership development
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programs.The research instrument employedhiststudy supported the involvement of
the leader as participants, and sought to measure their perceptions of Leadership Boca, a

community leadership development prograam,ifs effectiveness and value.
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CHAPTER 3. METHODOLOGY

This chapter describélse methodology adopted to investigate the measure to
which the Leadership Boca program delivers its commitments to participants who
graduated from the prograni. he met hodol ogy was wutilized to
value and effectivenessiere the proadures the researcher proposed for conducting the
study are explainedDiscussion and details describing design, population,
instrumentation, and data collection procedures are includedeover, this chapter
details the studyosliityt emasalwedhd asxtdrenaleswea

analysis.

Purpose of the Study
The purpose of this study was to examine
effectiveness of and benefits from having participated in the leadership development
program. The GreateBoca Raton Chamber of Commerce lists the following benefits
resulting from an individual 6s participation
1 Leadership Boca participants will become a part of a growing network of
community leaders with whom they will interact for theneender of their

careers.
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1 Participants will become a more valuable asset to their employer by providing
faceto-face contacts with current community leaders, identifying concerns and
issues, and preparing themselves to assume leadership roles of tamorrow

1 Leadership Boca graduates have the opportunity to return to the community some

of what the community has given to them (Leadership Boca, 2007).

The research was gathered directly from recent graduates of the Greater Boca Raton
Chamber of CdemmpeBooa prdgeam,lgmaduating classes of years 2002

through 2007.The intent was to determine the impact the program has on the community

through measuring its effectiveneSh e assessment of the progran
derived fr om ceptians ofits satlelahtee sp&r opgeram it sel f Ar e
Greater Boca Raton Chamber of Commerce's effort to ensure that our community leaders
possess the knowledge that will enabl e them
(Leadership Boca, 2007).

Thequanti tative study examined graduates®o
outcomes.The study relied exclusively on scales of measurement that numerically
(qguantitatively) s up p oThismethodipiomwdedcensretear c hods hy
resultsden ed from specific questions that | imite
also ensured validity and reliabilityQuantitative data was collected with 9 Likéype
survey questions from Leadership Boca graduates who participated between the years
20022007. These Liket ype questions enabl ed respondent
with a distribution of scores from the population (Cooper & Schindler, 2006).

Descriptive statistics were used to report to what extent graduates perceive the program

to meet is intended outcomes; perceptions of its effectivenkgerential statistics were
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used to distinguish the effect of the gradua

respondents seteport. An important independent variable to this study wasytar of

graduation (2002, 2003, 2004, 2005, 2006, and 200fpugh the curriculum and

program benefits asserted remained constant across these graduation years, the years

since graduation indicated other patterns, such as a significant effect upcpatah

rates. This data collection plan supported the purpose of this proposed study.
Successfully measuring the Leadership Boc

and intentions provided the chamber the necessary data to garner more program support

or to expand the current curriculum into other concentratibos this reason, the study

adds to the current body of research supporting the merits of leadership development and

training programs.

Research Design

This study meas umrceptionson ehetheathetLeadarshimBotas 6 p e
program successfully met its objectives for each alumnus persomakyresearcher
conducted a field study by disseminating the questionnaire toas@arch participants,
collected feedback, and revised the ustent accordingly.The developed questionnaire
(Appendix A) was distributed to the graduates of the program from classes 2002 through
2007. The professional staff at the Greater Boc
executive offices provided the research@&hwontact informatiorspecifically email

addresses, for each graduate.
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Research Questions
Do participants feel they have received the benefits committed to them by the
Greater Boca Raton Chamber of Commerce at initial enrollment in the Leadership Boc
program?In particular,

1. Will Leadership Boca participants become a part of a growing network of
community leaders with whom they will interact for the remainder of their
careers?

2. Will participants become a more valuable asset to their employer by
providing faceto-face contacts with current community leaders?

3. Will participants become a more valuable asset to their employer by
preparing themselves to assume leadership roles of tomorrow?

4. Will Leadership Boca graduates have the opportunity to return to the

community some of what the community has given them?

Hypotheses for Research Question 1

H1la: Leadership Boca participantsO percep
growing network of community leaders with whom to interact is independent of their
gende.

H1lb: Leader ship Boca participantsd percep
growing network of community leaders with whom to interact is independent of their age

at the time participated in the program.
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Hib (current): L e a dexcepidns tpat tBpogiammpféered | ci p an
them a growing network of community leaders with whom to interact is independent of
their age currently.

Hlic: Leadership Boca participantsOo percep
growing network of community leadensth whom to interact is independent of their
education level earned.

H1ld: Leader ship Boca participantsd percep
growing network of community leaders with whom to interact is independent of their
employment affiliatiorat the time enrolled in the program.

Hle: Leadership Boca participantsOo percep
growing network of community leaders with whom to interact is independent of their
current employment status.

H1f: Leadership Boca participat s 6 per ceptions that the pr
growing network of community leaders with whom to interact is independent of their
companyo6s Leadership Boca program tuition sp

H1lg: Leadership Boca partici mpdatmmad per cep
growing network of community leaders with whom to interact is independent of their
program graduation yeatr.

H1lh: Leader ship Boca participantsd percep
growing network of community leaders with whom to interaghdependent of their

ability to be promoted.
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Hypotheses for Research Question 2

H2 a: Leadership Boca participantsOo percep
more valuable asset to their employer by providing-tadace contacts with current
communityleaders is independent of their gender.

H2b: Leader ship Boca participantsd percep
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their age atithe participated in the program.

H2b (current): Leadership Boca participan
them a more valuable asset to their employer by providingtéafaee contacts with
current community leaders is independent of their agectyr

H2c: Leadership Boca participantsOo percep
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their education level earned.

H2d: LeadershipBocaar t i ci pant s6 perceptions that
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their employment affiliation at the time enrolled in
the program.

H2e: Leadershp Boca participantsd perceptions t
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their current employment status.

H2f : Leader shi p cBpiansthaptiemprogramimpde théensadb per

more valuable asset to their employer by providing-tadace contacts with current
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community |l eaders is independent of their <co
sponsorship.

H2g: Leader s hi pperé&ptions that the program npaderthera &
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their program graduation year.

H2 h: Leader ship Boca part immadethemias 6 per cep
more valuable asset to their employer by providing-tadace contacts with current

community leaders is independent of their ability to be promoted.

Hypotheses for Research Question 3

H3 a: Leadership Boca paprograntmapestheina 6 per cep
more valuable asset to their employer by preparing them to assume leadership roles is
independent of their gender.

H3b: Leader ship Boca participantsd percep
more valuable asset to their employer bgparing them to assume leadership roles is
independent of their age at the time participated in the program.

H3b (current): Leadership Boca participan
them a more valuable asset to their employer by preparing thesuimaseadership
roles is independent of their age currently.

H3c: Leadership Boca participantsd percep
more valuable asset to their employer by preparing them to assume leadership roles is

independent of their educationiaVel earned.
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H3d: Leader ship Boca participants?o

percep

more valuable asset to their employer by preparing them to assume leadership roles is

independent of their employment affiliation at the time enrolled in the program.

H3e: Leadership Boca participants?©o

percep

more valuable asset to their employer by preparing them to assume leadership roles is

independent of their current employment status.

H3f : Leader shi p B o csahatghe program madathemsad per cep
more valuable asset to their employer by providing-tadace contacts with current
community | eaders is independent of their co
sponsorship.

H3g: Leader shi p B dmsathapttze programimpda thensad per c e p
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their program graduation year.

H3 h: Leader ship Boca partici ptaemiasd percep
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their ability to be promoted.

Hypotheses for Research Question 4
H4 a: Leadership Boca par teithe oppatumitysod per c e p

return to the community some of what the community has given them is independent of

their gender.
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H4b: Leadership Boca participantso percep
return to the community some of what the communitydmasn them is independent of
their age at the time participated in the program.

H4b (current): Leadership Boca participan
opportunity to return to the community some of what the community has given them is
independent ofhieir age currently.

H4 c: Leadership Boca participantsOo percep
return to the community some of what the community has given them is independent of
their educational level earned.

H4d: Leader shi p rduaicnathgthey havedhe ppapartingydo p e
return to the community some of what the community has given them is independent of
their employment affiliation at the time enrolled in the program.

H4 e: Leadership Boca part itheoppodaunitysod6 per cep
return to the community some of what the community has given them is independent of
their current employment status.

H4f : Leadership Boca participantsd percep
return to the community some of whhe community has given them is independent of
their companyds Leadership Boca program tuit

H4g: Leadership Boca participantsod percep
return to the community some of what the community has givenitheardependent of

their program graduation year.
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H4 h: Leader ship Boca participantsd percep
return to the community some of what the community has given them is independent of

their ability to be promoted.

Population and Sample

The studyob6s target population was a full
classes of 2002 through 200The study began with the graduating class from 2002
because it is from then forward that the Greater Boca Raton Chamber of Commerce
professional staff had accurate contact information on file for its Leadership Boca
program graduatesThe study ended with the graduating class of 2007 because
beginning in 2008, the participation population in the program changed slightly, and for
thefist ti me i n the pr &aganaonpdrationtspossoreddyts one Boc.
employees to enroll in the programthe same yearThis altered the class enrollment
compared to previous yearhloticing that the sample population enrolled in 2008 dsffe
from previous program classes, the researcher elected to conclude the researched years
with the 2007 graduating class.

The researcherds intended to capture ever
2007. Representation from a large crasection of the gogram was sought, and as such,
all participants from these graduation years were solicitéese participants varied
across ages, education, employment, gender, and graduation year.

In order to ensure all results will be valid within the populatiorgmame was not
taken. Rather, all 229 program alumni from class years 2002 through 2007-midtil e
addresses on record with the Greater Boca Raton Chamber of Commerce were sent the
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survey. Moreover, this population of the study represented onlgtadiatesof the
Leadership Boca program, not those who participated but did not complete the
curriculum. The graduates were asked to volunteer in completing ebaséd survey
that the Greater Boca Raton Chamb-enal of

directly to the graduates on behalf of the researcher.

Variable Description
Independent Variables

For this study the independent variables assisted the researcher in identifying

Comme

critical demogr aphi c daThayalsmhelpefredictpr ogr amds p

program value and effectivenesbhe nine independent variables for this study included

participants6 gender, enrolled age, current

graduation year, employment affiliation during program participatorrent
employment affiliation, tuition sponsorship status for the program, and professional

promotion.

1. Gender: Respondents were asked to indicate their gender as either male or female.

2. Age: Respondents were asked to indicate their age range at thbaynveere
enrolled in the program, within ten year spans.
3. Age (current): Respondents were asked to indicate their age range currently,

within ten year spans.

4. Education: Respondents were asked to indicate the highest level of education they

have earned to ta
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5. Graduation Year: Respondents were asked to indicate the class year in which they
graduated from the program. Options were limited to years 2002 through 2007.

6. Employment Affiliation: Respondents were asked to identify their primary
employer as either or-Profit Organization, a Nefr-Profit Organization, Self
Employed or Unemployed. These variables were considered for the respondents
both at the time they participated in the Leadership Boca program and in current
day.

7. Employment Status: By responditigquestions about employment affiliation,
respondents indicated if they were currently unemployed or employed.

8. Tuition Sponsorship: Respondents were asked to identify how the tuition was paid
for them to enroll in the Leadership Boca program. Answers kveited to either
employersponsored tuition or sefponsored tuition.

9. Professional Promotion: Respondents were asked to indicate {faheyntinue
to work for the same employer they did at the time they participated in the
program,(b) if they contiue to work for the same employer but have been
promoted{c) if they work for a different employer since having participated in

the program, ofd) if they were currently unemployed.

Dependent Variables
In contrast, dependent variables are influencethbly independent counterparts,
and thus result in a measure to answer the hypothBsggendent variables result from
the measurement of the effects of the resear
independent variables (Robson, 2002his study utilizel four dependent variables.
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Each of the four dependent variables was tied to the four commitments the Leadership
Boca program commits to its participantor each of the four dependent variables, a
five-point Likert scale measured the degree to whiclpérécipants agreed with the four
commi t ments the Leadership Boca program asse
graduates.The four dependent viables this study measured are
T the participantodos perception ontytheir abi
leaders with whom they interact,
T the participantdés perception on the progil
valuable asset to their employer because of increasgdct with community
leaders,
T the participantds percegvingpeparedn t he progil
participants for ssuming future leadership roles,
T the participantsd perceived opportunity t

some of what the community has given them.

Instrumentation
A self-reporting questionnaire, deloped by the researcher, was used in this
study to acquire data for analysis (Appendix Ahe importance of this questionnaire
was to obtain the participantds perspectives
Commerce met its objectives for the Heeship Boca program.
The online survey tool surveymonkey.com was utilized to distribute the survey.
This webbased survey program assisted with respondent anonymity and with the

organi zation and receipt Thifwebbaseguwveydmnt sé con
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was also helpful in the data collection process, as it allowed for collected data to be saved
in spreadsheet format, useful for the subsequent input into SPSS software.

The graduates weremailed the questionnaire utilizing the surveymonkemdaool.
This webbased method was preferred because of its expeditious quakteb-based
survey was also a fitting delivery for the s
almost exclusively businesspeople in the greater Boca Raton business coymmuni

When utilizing surveymonkey.com to conduct the vbalsed survey to distribute for
a field test, a pilot study, and ultimately
to initialize a completely authentic link to the survey to eliminate anyaenment from
the pilot study usersMor eover, the surveyods internet add
distribution email to solicit participation, but rather the entire address was cut and paste
into the body of the solicitationmail, to improvete r at e of each partici j
have accessed the survey successfdllye other security measure that was employed in
using surveymonkey.com to conduct the survey distribution was HTTPS, a secured hyper
terminal link that ensured security withdwecking; the data was encrypted.

A field test of the instrument facilitated by the researcher resulted in feedback from
five nonstudy participantsThis feedback provided suggestions for revising language in
t he surveyo©6s gue s tngoAdditionaldeedbdrleatioivedifor ravisidne r st a n d
in the instructions area, too; specifically the language used to instruct participants on how
to indicate an answer iThefieldhtest faedbackwag6s di f f er
positive and useful; most garipants indicated the succinctness of the instrument as a

strength.
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The survey instrument consisted of 13 total questions for the respondents to self
reportt Ni ne of the questions assisted the resear
demographicsFour questions were for respondents to answer relative to how strongly
they agree or disagree with the researchero6s
These statements were deri ved-dehifiedect |l y fr om
benefits to its ppgram. Each of these assurances was measured against the various

demographics of the population.

Data Collection Procedures

Each of the programés purported benefits
graduates from classes 2002 through 2007e perceptionthe graduates reported,
relative to if the program meets these objectives or not, was the foundation for this
studydés data coll ection.

Data for the study was collected via a sefporting survey instrument developed
by the researcheiThe instrument wautilized in a pilot study provided to a handful of
Leadership Boca program graduates who ware#ed the survey in advance, allowing
the researcher to gauge the ease in which respondents would ultimately complete the live
guestionnaireln essence, uf six program graduates provided the researcher an
opportunity to conduct a trial rurPretesting the live hyperlink aneneail distribution of
the survey instrument in this manner permitted refinement before the final test (Cooper &
Schindler, 2006) Additionally, the pilot study provided increased content validity to the
instrument. The instrument was sent to each graduate of the Leadership Boca program,
graduation years 2002 through 200he Greater Boca Raton Chamber of Commerce
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had email addreses of 229 program participants across these graduation Jéese
229 graduates were solicited to participate in the surVag. target population was a full
sample of all graduates from 26@R07.

The instrument included a cover lettasrfr the researcher asking each graduate to
complete the survey and explaining the significance of the study (Appendix B).
Additionally, the researcher received approval from the Greater Boca Raton Chamber of
Commerceds President/ GEOpves swelihgagotviee nCina
Board of Trustees (Appendix CThis approval was necessary in order to solicit
Leadership Boca graduates for data collectida.such, the researcher formally wrote to
the President/CEO of the Greater Boca Raton Chaoflommerce, soliciting approval
and support for the research to be conducted in the manner subscribed (AppeAdix F).

a result, the appropriate approval was received from the Greater Boca Raton Chamber of
Commerce (Appendix C).

The study involved colling data from as many of the 229 Leadership Boca
graduates who had current contact information on file from class years 2002 through
2007 via the surveying instrument the researcher developed (Appendihd).
professional staff at the Greater Boca RaBihvamber of Commerce provided thmail
addresses for these Leadership Boca graduStsding a welbased survey link to-e
mail addresses for the entire population was the preferred data collection métinexal.
the survey instrument was distributedetich program participant vianeail, along with
it was an opening letter from the researcher, written to respectfully request the participant
complete the survey, all the while highlighting the voluntary nature of the siudy.
researcher included atet to the subjects which requested their participation and assured
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their anonymity (Appendix B)Moreover, in a letter his own, the President/CEO of the
Greater Boca Raton Chamber of Commerce supported the research, explained it
significance for the orgazation, and encouraged participation (Appendix D).

Respondents were asked to complete the survey within two week® the twe
week window for survey completion exhausted, the researamailed a reminder notice
to the entire population (Appendix,Bggain the survey instrument for completion was
attached.

The purpose of the study was twofoldirst, the researcher sought to establish the
effectiveness of the Leadership Boca program as perceived by the program participants.
The second purpose ofgistudy was to determine the value of the Leadership Boca
program. The data was collected and measured to determine if there is merit to the
benefits and commitments the Greater Boca Raton Chamber of Commerce asserts and
markets to participants at initiprogram enrollment.

How the data was collected was a function of the research method employed.
Selecting a research method most suitable to this study depended on what kind of
information was sought, from whom and under what circumstances (Robson, 2602).
this study, a quantitative method was preferred in an effort to accumulate unbiased data
because of the close proximity and relationships of the Greater Boca Raton Chamber of
Commerceds professional staff ampales.Sopecul ati v
ensure the success of the survey, the researcher minimized participant error; this is to say
the population engaged the questionnaire successfully because the respondents possessed
the information targeted, would understand his or her roleespandent, and would
have adequate motivation to cooperate (Cooper & Schindler, 2006).
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Moreover, a quantitative research method was appropriate given the Greater Boca
Raton Chamber of Commerceob6s wi l-haillcogtact ss t o p
information of Leadership Boca program graduaidss level of support provided the
researcher the ability to disseminate a sBabed questionnaire, keeping costs low and
turnaround time reasonable as respondentsadefinistered the survey (Cooper &

Schindler, 2006). These were reasonable accommodations considering the population
was highly computer literate and reachable through professionall@ddresses on file

with the Greater Boca Raton Chamber of Comme

Data AnalysisProcedures

This section describes the steps that were taken to analyze the data once it was
collected. The first section of data collected asked respondents to what level they agreed
with statements derived f rlivdescribdddendfis.ader shi p
This ordinal data was analyzed using a Likert scale.

The second section of data was demograpbEscriptive statistics were
computed for gender, age, education, program graduation year, employment affiliation
during participationcurrent employment affiliation, employment status, tuition
sponsorship, and professional promotion.

All hypotheses were tested using the Chi Square Test of independence with a

significance level of .05. SPSS software (student version 13.0) wiasditib conduct the

analysis.

75



Validity and Reliability

The research condwat was trustworthy to its audience because it was reliable
and valid. Ensuring these traits of a dependable survey can be challenging to researchers.
No research scenario isrfect, leading researchers to make compromises as deemed
necessaryTo answer this research challenge, this study utilized a questionnaire that was
valid enough to remain generalizable to different populations, measures, and
circumstances (Scandura & Walins, 2000).

Validity

The researcher sought to achieve validity by measuring what was alleged. By
employing a quantitative, fixed research design, validity was increased and personal bias
mitigated. This research assured the most validity by exclusieelgloying quantitative
research techniques, eliminating interviews and observations, and maintaining the
researcher 6s e x c |IPwpgerlywadntinistering thoe surveyhresultedtinuts y .
intentions being met, ensuring the instrument measuredtimdiatudy sets out to
measure.

For this study the researcher employed several techniques to ensure vabdity.
ensure internal wvalidity, the studyds hypoth
independent variables was tested against the dependeaitiearmmne at a timelhis
technique ensured more internal validity to the instrum&hen, to ensure external
validity, the study included respondents from six years and six different classes of
Leadership Boca programs. Lastly, to support constructival i t y, t he resear ch
guestions were a mirror image of the research hypoth@$ese efforts minimized
uncertainties about thestrumentsconstruct validity.
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Reliability

Reliability is achieved when the worthiness of a measurement instrisnent

tested. It is the duty of the researcher to ensure reliability by considering the extent to

which the measurement scale yields consistent results when the characteristic being

measured arendét changed (Leedy & Or mrod,

This study employed a setbnstructed questionnaird.o promote reliability, the
study limited each of the four Likestt y| e questions to the
only one purported program benefit per question (Neuman, 26G8her than asking
about several program initiges in one question, the respondent was prompted to
consider each benefit exclusively of the othéfeese dependent variables were

considered one at a time.

Ethical Considerations

It was I mperative the studyodswabweh s

200
respon
be | in

facilitated. For this research project it was notable because the researcher was also an

alumna of the Leadership Boca program, class of 26{#fving participated in the

program, some inherent bias was possilleh e r es e ar c h eticipastngmx per i enc

Leadership Boca was positive and has proven usé&hsg. researcher was familiar with
other Leadership Boca graduates and had professional relationships toTdéss.less
formal relationships could have lent to the possibility of opimdruding upon fact

finding.

77



It is important, however, to consider that the survey facilitated and the data
collected in this study did not put anyone atrisdkh e data di d not affect
employment or reputatiorAnswers remained confidentiahd responses anonymous.
fact, being an alumna of the program may have assisted the researcher with data
collecton.l t was the researchero6s belief that sup
because the investigator was one of their own; a Leag@dssiua class of 2005 alumnus.
It i s probable the response rates were favor
the researcher.
Robson (2002) discussed the review of a d
or stakeholders are likelytobe@we r ned wi th what i s reported a
(p. 501). Well-written dissertations take into consideration their stakehoidérs many
constituents the research affects. For this research, thiéuchellof stakeholders included
T t he r e s duaationd iaestitdtion (@apella University)
1 the researcher (Kristen Moraz)
T the researcherdéds mentor (Dr. Jim Mirabel!/l
T the researcher 6s einaGreatgr Baca RatoryGhambdiofi ver si t

Commerce trustelevel member organization)

E ]

the researadd organization and its member constituents (the Greater Boca Raton
Chamber of Commerce)

1 the research participants (Leadership Boca graduates Classez(0®00)2
In an effort to protect these stakeholders and their interests, the survey instrument was
designed to ensure validity and reliability, the instrument distribution plan was succinct,

and the data collection process was prudently planned.
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The researcher complied with and completed all required IRB approval processes, and
successfully completed additial CITI training specific to facilitating an interreased
survey. The researcher specifically safeguarded data files in one location on a personal
computer; assuring confidentiality of research participants. Additionally, the consenting
or g ani zresiddantovastawareghis research was intended to be public knowledge

and shared for all interested readers.

79



CHAPTER 4. DATA COLLECTION AND ANALYSIS
Subjects and Procedures

The purpose of this study was to evaluate the value and effectivenessngf havi
participated in the Greater Boca Raton Chamb
program, as perceived andTheegarchtsaghttdoy t he pr
determine if a relationship existed between perceived benefits the alumni reported,
consideing the demographics for each responddiite results will provide the Greater
Boca Raton Chamber of Commerce feedback on h
the curriculum meets its asserted outcomdse results will further enable the Chamber
of Commerce, its Board of Trustees and stakeholders, to better define the program for the
future and consider revisions to its curriculum.

This study answered four research questions which were derived from the
Chamber of Commer c e 0 sipastsenllingintbeuLeadershig s f or p a
Boca program, class years 268@07. These questions were measured against nine
demographic (independent) variabl@he demographic variables were gender, age when
enrolled, current reported age, degree earned, emplayaffiliation, employment status,
tuition sponsorship, graduation year, employment promotion, and employment
promotion.

The thirteen applicable questions in the survey instrument resulted in 36

hypothesesThe first four survey questions the responidemswered using a Likert
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scale. These questions served as the research questions, and the following nine survey
guestions represented the demographic variables to be utilized in the statistical analysis.
The results and analyses to answer these résgqasstions are embodied in this chapter.
The results of the hypothesis testing are cross referenced to the collection instrument
guestions that addressed each particular hypothesis, one at a time, followed by an
analysis for each. The Chi Square Tedhdkpendence was conducted to determine the
statistical significance of each hypothesis, using a .05 significance level.

Data analysis resulted in an extremely large percentage of positive responses from
survey participantsSince the responses werenakst all positive (which included both
thestrongly agreeand theagreeresponses), thresearcher distinguished tteongly
agreeresponses from the remaining responses. This top box analysis was conducted by
the researcher once all data was input iheostatistical softwareTo conduct the
analysis, the researcher maintained all numerical answers depicted with an answer of 1 to
reflect a positiveesponse (i.estrongly agreg and conversely, all numerical answers
depicted with number 2, 3, 4, orésponses were categorized as nggabrdid not
strongly agree.The Chi Square test was then run for positives and negatives.

Respondent Characteristics

Of the 103 respondents, 102 were included (one was omitted because less than
half of the survey wacompleted). For most questions below, 102 responses are totaled;
for a small few, 101 responses were recorded (resulting from occasional questions being
skipped by some respondents). These respondents represent all participants in the
Leadership Bocarpgram during the period of the study; as such, it was a population of
the participants and no sampling was conducted.
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Results

Research Question 1

Will Leadership Boca participants become a part gfcaving network of
community leaders with whom theylinteract for the remainder of their careers?

To support this question nine hypotheses were developed, representing each of the
nine demographics against the dependent variable of participants becoming a part of a
growing network of community leaders.
Hypotheses for Research Question 1

H1la: Leadership Boca participantsoOo percep

growing network of community leaders with whom to interact is independent of their

gender.

Table 8.

Crosstabulation for Hla

Gender
Male Female Total

Part of Growing Positive 37 44 81
Network of Community

Leaders Negative 12 9 21
Total 49 53 102
Table 9.

Chi Square Test for Hla

Asymp. Sig. Exact Sig. (2 Exact Sig. (1

Value Df (2-sided) sided) sided)
Pearson ChSquare .87¢ 1 .349
Continuity Correctioh 479 1 489
Likelihood Ratio .879 1 .349
Fisher's Exact Test 463 .245
Linearby-Linear .869 1 351
Association
N of Valid Cases 102
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Since the pvalue is 0.349, which is greater than 0.05, the null hypothesisiata
rejected.l nsuf fi cient evidence existed to conclud
the program offered them a growing network of community leaders was related to the
participantsd gender.

H1lb: Leader shi p Boca phaprdgran offprednhensad per cep
growing network of community leaders with whom to interact is independent of their age

at the time they participated in the program.

Table 10.
Crosstabulation for H1b

Age at Time Participated in L
21-30 years 31-40 years 41-50 years over 50 ys Total

of age of age of age of age
Part of
Growing Network Positive 8 38 29 6 81
of Community
Leaders Negative 6 5 5 5 21
Total 14 43 34 11 102
Table 11.
Chi Square Test for H1b
Asymp. Sig. -
Value df sided)
Pearson ChSquare 11.238 3 011
Likelihood Ratio 10.137 3 .017
Linearby-Linear .010 1 .920
Association
N of Valid Cases 102

Since the prvalue is 0.011, which is less than 0.05, the null hypothesis was
rejected.Asaresult,ti can be concluded that the partici
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program offered them a growing network of community leaders is dependent on the

participantsd age at the ti meltappparsdgnel ed i n t h

participants in the middlage ranges includingages810 per cei ved the progl

access to community leaders of benefit the most, with over 85% giving positive

responses, while those younger than 30 and older than 50 were almost evenly split on

their positive and negative respess

Hib (current): Leader shi

Y

Boca

participan

them a growing network of community leaders with whom to interact is independent of

their age currently reported.

Table 12.
Crosstabulation for H1b (current)

Age Curently

over 50  Total
21-30 years 31-40 years 41-50 years  years
of age of age of age of age
Part of
Growing Positive 6 35 28 12 81
Network of
Community Negative 3 7 4 7 21
Leaders
Total 9 42 32 19 102
Table 13.
Chi-Square Test foH1b (current)
Asymp. Sig.
Value Df (2-sided)
Pearson ChBquare 5.640 3 131
Likelihood Ratio 5.298 3 151
Linearby-Linear 448 1 .503
Association
N of Valid Cases 102

84



Since the pralue is 0.131, which is greater than 0.05, the null hyprstiress not
rejected.l| nsuf fi ci ent evidence existed to conclud
the program offered them a growing network of community leaders was related to the
participantso6 current reported age.

Hlc: Leadership Boca participagts per cepti ons that the prog
growing network of community leaders with whom to interact is independent of their

education level earned.

Table 14.
Crosstabulation for H1c
Educational Degree Earne

Bachelor's
Degree or Graduae
Less Degree Total

Part of Growing Positive 42 39 81
Network of Community
Leaders Negative 8 13 21
Total 50 52 102
Table 15.

Chi-Square Test for H1c

Asymp. Sig. Exact Sig. (2 Exact Sig. (1

Value df (2-sided) sided) sided)
Pearson ChBquare 1.263 1 261
Continuity Correctioh 772 1 379
Likelihood Ratio 1.274 1 .259
Fisher's Exact Test .330 .190
Linearby-Linear 1.250 1 .263
Association
N of Valid Cases 102
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Since the pralue is 0.261, which is greater than 0.05, the null hypstiress not
rejected.l| nsuf fi ci ent evidence existed to conclud
the program offered them a growing network of community leaders was related to the
highest level of educational degree earned by the respondent.

Hld:Leader shi p Boca participantsod percepti ol
growing network of community leaders with whom to interact is independent of their

employment affiliation.

Table 16.
Crosstabulation for H1d

Employer at Time Participated in LB

For Profit Not-for-Profit Self
Organization Organization Employed  Totd

Part of Growing Positive 36 28 17 81
Network of Community
Leaders Negative 14 3 4 21
Total 50 31 21 102
Table 17.
Chi-Square Test for H1d

Asymp. Sig.

Value df (2-sided)

Peason ChiSquare 3.968 2 .138
Likelihood Ratio 4.266 2 118
Linearby-Linear 1.567 1 211
Association
N of Valid Cases 102

Since the pralue is 0.138, which is greater than 0.05, the null hypothesis was not

rejected. Insufficient evidence existedtoonc |l ude that the participa

86



the program offered them a growing network of community leaders was related to their
employment affiliation at the time they participated in the program.

Hle: Leader ship Boca fhapragrancoffgredthensad per c e p
growing network of community leaders with whom to interact is independent of their

employment status currently.

Table 18.
Crosstabulation for Hle

Employer Currently

For Profit Not-for-Profit Self-
Organization Organization Employed Total

Part of Growing Positive 36 26 19 81
Network of Community
Leaders Negative 13 2 5 20
Total 49 28 24 101
Table 19.
Chi-Square Test for Hle

Asymp. Sig.

Value Df (2-sided)

Pearson ChBquare 4.238 2 120
Likelihood Ratio 4.855 2 .088
Linearby-Linear .868 1 .352
Association
N of Valid Cases 101

Since the pvalue is 0.120, which is greater than 0.05, the null hypothesis was not
rejected.l nsuf fi cient evidence existed to conclud
the progam offered them a growing network of community leaders was related to their

current employment.
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H1f : Leadership Boca participantsdo percep
growing network of community leaders with whom to interact is independentiof the
companyo6s Leadership Boca program tuition sp
Table 20.

Crosstabulation for H1f
Tuition Paid

Employer

Sponsored Self-Paid LB

LB Tuition Tuition Total
Part of Growing Positive 59 22 81
Network of Community
Leaders Negative 15 6 21
Total 74 28 102
Table 21.
Chi-Square Test for H1f

Asymp. Sig. Exact Sig. (2 Exact Sig. (1
Value df (2-sided) sided) sided)

Pearson ChBquare 017 1 .897
Continuity Correctioh .000 1 1.000
Likelihood Ratio .017 1 .898
Fisher's Exact Test 1.000 .548
Linearby-Linear .017 1 .898
Association
N of Valid Cases 102
a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 5
b. Computed only for a 2x2 table

Since the prvalue is 0.897 which is greater than Q.0 null hypothesis was not
rejected.l nsuf fi cient evidence existed to conclud
the program offered them a growing network of community leaders was related to how
each participantés program tuition was paid.
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HlggLeader shi p Boca participantso6 percepti
growing network of community leaders with whom to interact is independent of their

program graduation yeatr.

Table 22.
Crosstabulation for H1g

LB Graduation Year Total
2007 2006 2005 2004 2003 2002

Part of Growing

Network of Positive 14 14 16 16 15 6 81
Community

Leaders Negative 6 4 5 4 1 1 21
Total 20 18 21 20 16 7 102
Table 23.

Chi-Square Test for H1g

Asymp. Sig.
Value df (2-sided)

Pearson ChBquare 3.432 5 .634

Likelihood Ratio 3.928 5 .560

Linearby-Linear 2.539 1 A11
Association

N of Valid Cases 102

Since the prvalue is 0.634 which is greater than 0.05, the null hypothesis was not
rejected. Insufficient evidence existedtoconceud t hat t he participantso
the program offered them a growing network of community leaders was related to
participants6é graduation year from the Leade
H1lh: Leader ship Boca participahemad percep
growing network of community leaders with whom to interact is independent of their
ability to be promoted.
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Table 24.
Crosstabulation for H1h

Current Employment Status
Currently Currently
work work for
for same the same  Currently
organization organization work for a
in the same but have beer different

role promoted organization Total

Part of Growing Positive 40 21 20 81
Network of
Community Negative 11 3 7 21
Leaders
Total 51 24 27 102
Table 25.
Chi-Square Test for H1h

Asymp. Sig.

Value Df (2-sided)

Pearson ChBquare 1.46TF 2 482
Likelihood Ratio 1.553 2 460
Linearby-Linear .074 1 .785
Association
N of Valid Cases 102

Since the pvalue is 0.482 which is greater than 0.05, the null hypothesis was not
rejected.Insuffici ent evi dence existed to conclude tha
the program offered them a growing network of community leaders was related to
participantsd professional promotion since h

program.
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Reseach Question 2
Will participants become a more valuable asset to émeployer by providing facto-
face contacts with current community leaders?
To support this question nine hypotheses were developed, representing each of the
nine demographics, and measd against the dependent variable of participants
becoming a more valuable asset to their employer.
Hypotheses for Research Question 2
H2 a: Leadership Boca participantsoOo percep
more valuable asset to their employer bgviting faceto-face contacts with current

community leaders is independent of their gender.

Table 26.
Crosstabulation for H2a
Gender
Male Female Total
More Valuable Asset Positive 36 40 76
to Employer Negative 13 13 26
Total 49 53 102

Table27.
Chi-Square Test for H2a

Asymp. Sig. Exact Sig. (2 Exact Sig. (1

Value df (2-sided) sided) sided)
Pearson ChSquare .054 1 817
Continuity Correctioh .000 1 .996
Likelihood Ratio .054 1 .817
Fisher's Exact Test .825 498
Linearby-Linear .053 1 .818
Association
N of Valid Cases 102
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Since the pralue is 0.817 which is greater than 0.05, the null hypothesis was not
rejected.l| nsuf fi ci ent evidence existed to conclud
program participatio resulted in becoming a more valuable asset to their employer was
related to participantsd gender.

H2b: Leader ship Boca participantsd percep
more valuable asset to their employer by providing-tadace contacts with etent

community leaders is independent of their age.

Table 28.
Crosstabulation for H2b
Age at Time Participated in L

21-30 31-40 41-50 over 50

years years years years

ofage  of age ofage ofage Total
More Positive 10 38 22 6 76
Valuable
Asset to Negative 4 5 12 5 26
Employer
Total 14 43 34 11 102
Table 29.
Chi-Square Test for H2b

Asymp. Sig.

Value df (2-sided)
Pearson ChSquare 8.450 3 .038
Likelihood Ratio 8.831 3 .032
Linearby-Linear 3.713 1 .054
Association
N of Valid Cases 102

a. 2 cells (25.0%) have expected count less than 5. The
minimum expected count is 2.80.
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Since the pvalue is 0.038 which is less than 0.05, the null hypothesis was
rejecteddAs a result, it can be cnethapragdmd t hat
participation resulted in becoming a more valuable asset to their employer is dependent
on participantso®d age at t happedrsamtboughnr ol | ed
participants below the age of 50 perceived themselves to be a algable asset to their
employer after completing the program, while those over 50 were evenly split in their

responses.

Table 30.
Crosstabulation for H2b (Current)
Age Currently
21-30 31-40 41-50 over50 Total
years years of years of years of

of age age age age

More Positive 6 38 20 12 76
Valuable
Asset to Negative 3 4 12 7 26
Employer
Total 9 42 32 19 102
Table 31.
Chi Square Test for H2b (Current)

Asymp. Sig.

Value df (2-sided)

Pearson ChBquare 9.648 3 .022
Likelihood Ratio 10.579 3 .014
Linearby-Linear 3.595 1 .058
Association
N of Valid Cases 102

a. 2 cells (25.0%) have expected count less than 5. The
minimum expected count is 2.29.
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Since the pvalue is 0.022 which is less than 0.05, the null hypothesis was

rejecteddAs a result, it can be concluded that pa
participation resulted in becoming a more valuable asset to their employer is dependent
on parti ci paRattigpantsbetweendghe dagescoffBthad 90% positive
regponses, while the other age groups had about 2/3 positive responses. It appears almost
all of those between 31 and 40 had significantly higher positive responses in that they
perceived themselves to be a more valuable asset to their employer after iogniptet
program.
H2c: Leadership Boca participantsoOo percep

more valuable asset to their employer by providing-tadace contacts with current

community leaders is independent of their education level earned.

Table 32.
Crosstabulation for H2c

Educational Degree Earned

Bachelor's Graduate
Degree or Less Degree Total
More Valuable Positive 42 34 76
Asset to Employer Negative 8 18 26
Total 50 52 102

Table 33.
Chi-Square Test for H2c

Asymp. Sig. Exact Sig. (2 Exact Sig. (1

Value df (2-sided) sided) sided)
Pearson ChBquare 4.65TF 1 .031
Continuity Correctioh 3.722 1 .054
Likelihood Ratio 4.752 1 .029
Fisher's Exact Test .041 .026
Linearby-Linear 4.605 1 .032
Association
N of Valid Cases 102
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Since the pvalue is 0.031 which is less than 0.05, the null hypothesis was
rejecteddAs a result, it can be concluded that pa
participation resulted in becoming a more valuable asset to their employer is dependent
on participantsoldedwappteciaocrs Ipaveli ce pramed. wi t |
degrees or less found the program resulted in becoming more valuable to their employer,
t han participants with graduat ehed@ddedees perc
value for their employers.

H2d: Leader ship Boca participantsd percep
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their employmdiliaaéibn at the time enrolled in

the program.

Table 34.
Crosstabulation for H2d

Employer at Time Participated in LB

For Profit  Not-for-Profit Self
Organization Organization Employed Total

More Valuable  Positive 37 30 9 76
Asset to Negative 13 1 12 26
Employer
Total 50 31 21 102
Table 35.
Chi-Square Test for H2d

Asymp. Sig.

Value df (2-sided)

Pearson ChBquare 19.176 2 .000
Likelihood Ratio 20.979 2 .000
Linearby-Linear 3.395 1 .065
Association
N of Valid Cases 102
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Since the pralue is 0.000 which is less than 0.05, the null hypothesis was
rejecteddAs a resul t, it can be concluded that
participation resulted in becoming a more valuable asset to their employer is dependent
on par tiploynpeataftiliation attha time enrolled in the Leadership Boca
program. It appears participants who worked for-fmofit organizations indicated that
program participation resulted in becoming more valuable to their employer, whereas
selfemployed paitipants indicated the least amount of increased value relative to their
employment.Additionally, nearly all the participants employed by foofit
organizations reported positively to perceiving their value to their employer having

increased.

H2e:Lleaer shi p Boca participantsd perception

more valuable asset to their employer by providing-tadace contacts with current

community leaders is independent of their employment status currently.

Table 36.
Crosstabulation foH2e

Employer Currently
For Profit  Not-for-Profit Self-
Organization Organization Employed Total

More Valuable  Positive 38 27 10 75
Asset to

Employer Negative 11 1 14 26
Total 49 28 24 101
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Table 37.
Chi-Square Test for H2e

Asymp. Sig.
Value df (2-sided)
Pearson ChBquare 20.814 2 .000
Likelihood Ratio 21.792 2 .000
Linearby-Linear 6.902 1 .009
Association
N of Valid Cases 101

a. 0 cells (.0%) have expected count less than 5. The
minimum expected count is 6.18.

Since the pralue is 0.000 which is less than 0.05, the null hypothesis was
rejectecddAs a result, it can be concluded that pa
participation resulted in becoming a more valuable asset to their employer is dependent
on partirentgemploymendstattidt appears participants who worked for-for
profit organizations indicated that program participation resulted in becoming more
valuable to their employer, whereas saifiployed participants indicated the least amount
of increased &lue relative to their employmenAdditionally, nearly all the participants
employed by no#profit organizations reported positively to perceiving their value to
their employer having increased.
H2f : Leadership Boca parogramariagedghentas © per cep
more valuable asset to their employer by providing-tadace contacts with current
community | eaders is independent of their <co

sponsorship.
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Table 38.
Crosstabulation for H2f

Tuition Paid

Employer

Sponsored SelfPaid LB

LB Tuition Tuition Total
More Valuable Positive 62 14 76
Asset to Employer

Negative 12 14 26

Total 74 28 102
Table 39.

Chi-Square Test for H2f

Asymp. Sig. Exact Sig. (2 Exact Sig. (1

Value df (2-sided) sided) sided)
Pearson ChBquare 12.207 1 .000
Continuity Correctioh  10.493 1 .001
Likelihood Ratio 11.387 1 .001
Fisher's Exact Test .001 .001
Linearby-Linear 12.088 1 .001
Association
N of Valid Cases 102

Since the pralue is 0.000 whicks less than 0.05, the null hypothesis was
rejectecddAs a result, it can be concluded that

participation resulted in becoming a more valuable asset to their employer is dependent

on employersponsored tuitionforthn r espondent 6s participation

Participants who reported their employer sponsored their program tuition, most often
perceived themselves to be a more valuable asset to their employer for having

participated.
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H2g: Leadership Boca parti@gpn t s 0

perceptions

t hat

more valuable asset to their employer by providing-tadace contacts with current

community leaders is independent of their program graduation year.

Table 40.
Crosstabulation for H2g

LB Graduation Yen

2007 2006 2005 2004 2003 2002 Total
More Valuable Positive 16 14 14 18 9 5 76
Asset to Negative 4 4 7 2 7 2 26
Employer
Total 20 18 21 20 16 7 102
Table 41.
Chi-Square Test for H2g

Asymp. Sig.
Value df (2-sided)

Pearson ChBquare 6.469 5 .263
Likelihood Ratio 6.674 5 246
Linearby-Linear .819 1 .365
Association
N of Valid Cases 102

t he

Since the pvalue is 0.263, which is greater than 0.05, the null hypothesis was not

rejected. Insufficient evidence existed to conclude thatapadrtip ant 6 s

havi become a

ng

mor e

val uabl e

graduation year from the Leadership Boca program.

H2 h:

Leader ship

Boca particip

asset t

ant so

more valuable asset thetir employer by providing faet®-face contacts with current

community leaders is independent of their ability to be promoted.
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Table 42.
Crosstabulation for H2h

Current Employment Status

Currently
Currently  work for the
work for same

same organization
organizatior but have Currently work

in the same been for a different
role promoted organization Total

More Valuable Positive 35 24 17 76
Asset
to Employer  Negative 16 0 10 26
Total 51 24 27 102
Table 43.
Chi-Square Test for H2h

Asymp. Sig.

Value df (2-sided)

Pearson ChBquare 11.03% 2 .004
Likelihood Ratio 16.759 2 .000
Linearby-Linear .001 1 975
Association
N of Valid Cases 102

Since the prvalue is 0.004 which is less than 0.05, the null hypothesis was
rejected.Asaresulti t can be concluded that participan
participation resulted in becoming a more valuable asset to their employer is dependent
on the participant having reported being promotegldre respondents reported working
for the same empj@r in a promoted role, or working for a new employer, more than any
other response. 41 of the 102 respondents indicated one of these types of promotion since

having graduated from the Leadership Boca program.
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Research Question 3
Will participants becoma more valuable asset to themployer by preparing
themselves to assume leadership roles of tomorrow?
To support this question nine hypotheses were developed, representing each of the
nine demographics, and measured against the dependent variabléeqfgedst
assuming leadership roles.
Hypotheses for Research Question 3
H3 a: Leadership Boca participantsoOo percep
more valuable asset to their employer by preparing them to assume leadership roles is

independent of their geler.

Table 44.
Crosstabulation for H3a
Gender
Male Female Total

Prepared to Assume Positive 28 30 58
Leadership Roles

Negative 21 23 44
Total 49 53 102
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Table 45.
Chi-Square Test for H3a

Asymp. Sig. Exact Sig. Exact Sig.
Value df (2-sided)  (2-sided) (1-sided)

Pearson ChBquare .003 1 .956

Continuity Correctioh .000 1 1.000

Likelihood Ratio .003 1 .956

Fisher's Exact Test 1.000 .558
Linearby-Linear .003 1 .956

Association

N of Valid Cases 102

Since the pralue is 0.956, which is greater than 0.05, the null hypothesis was not
rejected.l nsuf fi cient evidence existed to conclud
program prepared them to assume | eadership r
H3b:Lealer shi p Boca participantsd perception
more valuable asset to their employer by preparing them to assume leadership roles is

independent of their age.

Table 46.
Crosstabulation for H3b

Age at Time Participated in LE
21-30 31-40 41-50 over50 Total
years of years of yearsof years of

age age age age
Prepared to Assume Positive 8 28 17 5 58
Leadership Roles

Negative 6 15 17 6 44
Total 14 43 34 11 102
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Table 47.
Chi-Square Test for H3b

Asymp. Sg.
Value df (2-sided)
Pearson ChBquare 2.43F 3 488
Likelihood Ratio 2.442 3 .486
Linearby-Linear 1.288 1 .256
Association
N of Valid Cases 102

Since the prvalue is 0.488, which is greater than 0.05, the null hypothesis was not

rejected.Insufficiente vi dence exi sted to concl
program prepared them to assume |
enrolled in the program.
Table 48.
Crosstabulation for H3b (current)
Age Currently
21-30 31-40 41-50 over 50
yeas of years of years of years of
age age age age Total

Prepared tc Positive 5 27 16 10 58
Assume
Leadership Negative 4 15 16 9 44
Roles
Total 9 42 32 19 102
Table 49.
Chi-Square Test for H3b (current)

Asymp. Sig.

Value df (2-sided)

Pearson ChBquare 1.703 3 .636
Likelihood Ratio 1.713 3 .634
Linearby-Linear .681 1 409
Association
N of Valid Cases 102
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Since the pralue is 0.636, which is greater than 0.05, the null hypothesis was not

rejected. Insufficientevidem e exi sted to conclude that part

program prepared them to assume | eadership r
currently.
H3c: Leadership Boca participantsOo percep

more valuable asset todin employer by preparing them to assume leadership roles is

independent of their educational level earned.

Table 50.
Crosstabulation for H3c

Educational Degree Earne

Bachelor's Total
Degree or Graduate
Less Degree Total
Prepared to Assume Positive 32 26 58
Leadersip Roles
Negative 18 26 44
Total 50 52 102

Table 51.
Chi-Square Test for H3c

Asymp. Sig. Exact Sig. Exact Sig.
Value df (2-sided) (2-sided)  (1-sided)

Pearson ChSquare 2.037 1 154

Continuity Correctioh 1.506 1 220

Likelihood Ratio 2.045 1 153

Fisher's Exact Test .168 110
Linearby-Linear 2.017 1 156

Association

N of Valid Cases 102
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Since the pralue is 0.154, which is greater than 0.05, the null hypothesis was not
rejected. Insufficientevideneex i st ed t o conclude that partici
program prepared them to assume | eadership r
education degree earned.

H3d: Leader ship Boca participantsd percep
more valuale asset to their employer by preparing them to assume leadership roles is
independent of their employment affiliation at the time they participated in the program.

Table 52.
Crosstabulation for H3d

Employer at Time Participated in LB
For Proft  Not-for-Profit Selt
Organization Organization Employed  Total
Prepared to Assume Positive 29 24 5 58
Leadership Roles

Negative 21 7 16 44

Total 50 31 21 102

Table 53.
Chi-Square Test for H3d

Asymp. Sig.

Value df (2-sided)

Pearson ChBquare 14.726 2 .001
Likelihood Ratio 15.275 2 .000
Linearby-Linear 3.628 1 .057
Association
N of Valid Cases 102

Since the prvalue is 0.001, which is less than 0.05, the null hypothesis was
rejecteddAs a resul t, i n can be schatthepraghred par ti ci

prepared them to assume leadership roles is dependent on the employment affiliation they
10t



had at the time of participating in the Leadership Boca progfahthe 31 respondents
who worked for nefor-profit organizations, this populatioeported the highest
perception of preparedness to assume leadership posilibesselfemployed
respondents reported they did stongly agreewith this assertion, and the respondents
employed by foiprofit organizations did not have a statisticalignificant separation in
their reported perceptions.
H3e: Leadership Boca participantsOo percep
more valuable asset to their employer by preparing them to assume leadership roles is

independent of their employment statusrently.

Table 54.
Crosstabulation for H3e

Employer Currently

Not-for-
For Profit Profit Self-
Organization Organization Employed Total
Prepared to Assun Positive 29 21 7 57
Leadership Roles
Negative 20 7 17 44
Total 49 28 24 101
Table 55.
Chi-Square Test for H3e
Asymp. Sig.
Value Df (2-sided)
Pearson ChBquare 11.334 2 .003
Likelihood Ratio 11.607 2 .003
Linearby-Linear 3.753 1 .053
Association
N of Valid Cases 101
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Since the pralue is 0.003, which is less than 0.05, the hyflothesis was
rejecteddAs a result, in can be concluded partici
prepared them to assume leadership roles is dependent on the employment affiliation they
hold currently. The selfemployed respondents had the most $icgmt perceptions they
do notstrongly agredghe program prepared them for assuming leadership positions.

H3f : Leadership Boca participantsdo percep
more valuable asset to their employer by providing-tadace contactsvith current

community | eaders is independent of their co

sponsorship.

Table 56.
Crosstabulation for H3f
Tuition Paid

Employer

Sponsored SelfPaid LB

LB Tuition Tuition Total
Prepared to Assume Positive 49 9 58
Leadership Roles

Negative 25 19 44

Total 74 28 102

Table 57.
Chi-Square Test for H3f

Asymp. Sig. Exact Sig. (2 Exact Sig. (1

Value df (2-sided) sided) sided)
Pearson ChSquare 9.6158 1 .002
Continuity Correctioh 8.276 1 .004
Likelihood Ratio 9.650 1 .002
Fisher's Exact Test .003 .002
Linearby-Linear 9.521 1 .002
Association
N of Valid Cases 102




Since the pralue is 0.002, which is less than 0.05, the null hypothesis was
rejected.As a result, in can be concluded participt s 6 perceptions that t
prepared them to be a more valuable asset to their employers by assuming leadership
roles is dependent on the employer having sponsored the participants program tuition.
This statistical significance supports the pencepthat participants who paid their own
tuition would less likely report themselves a more valued asset to their employer.
H3g: Leadership Boca participantsodo percep
more valuable asset to their employer by providing-tadace contacts with current
community leaders is independent of their program graduation year.

Table 58.
Crosstabulation for H3g

LB Graduation Year
2007 2006 2005 2004 2003 2002 Total
Prepared to Positive 10 13 9 15 10 1 58
Assume
Leadership Role Negative 10 5 12 5 6 6 44

Total 20 18 21 20 16 7 102
Table 59.
Chi-Square Test for H3g

Asymp. Sig.

Value df (2-sided)

Pearson ChBquare 11.857 5 .037
Likelihood Ratio 12.391 5 .030
Linearby-Linear .207 1 .649
Association
N of Valid Cases 102
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Since the pvalue is 0.037, which is less than 0.05, the null hypothesis was
rejecteddAs a result, in can be concluded partici
prepared them to be a more valuable asset to their employers by assunerghipad
roles is dependent on the graduation year of the respon@esduation years 2004 and
2006 report a strong agreement with these perceptions, whereas graduation year 2002
reports the most significant percentage of respondents who dororagly ageewith the
program preparing them to become a more valuable asset to their employer by assuming
leadership roles.

H3 h: Leader ship Boca participantsd percep
more valuable asset to their employer by providing-tadacecontacts with current

community leaders is independent of their ability to be promoted.

Table 60.
Crosstabulation for H3h

Current Employment Status
Currently
Currently work for
work for  the same
same organizati Currently
organizati on kut work for a
on in the have beer different
same role promoted organization Total

Prepared to Assurr Positive 25 20 13 58
Leadership Roles

Negative 26 4 14 44
Total 51 24 27 102




Table 61.
Chi-Square Test for H3h

Asymp. Sig.
Value df (2-sided)
Pearson ChBauare 8.97% 2 011
Likelihood Ratio 9.773 2 .008
Linearby-Linear 151 1 .697
Association
N of Valid Cases 102

Since the pvalue is 0.011, which is less than 0.05, the null hypothesis was
rejecteddAs a resul t, 1 n can rcbptionctimanttelproglaend par t i ci
prepared them to be a more valuable asset to their employers by assuming leadership
roles is dependent on if the respondent reported having been prorRatéidipants who
reported working for the same organization, but in anoted role, signify the positive
perceptions and rationally, the most strongly in agreement with this outcome avowed for

the Leadership Boca program.

Research Question 4

Will Leadership Boca graduates have the opportunity to return to the community
some & what the community has given them?

To support this question nine hypotheses were developed, representing each of the
nine demographics, and measured against the dependent variable of program graduates
returning service to the community.

Hypotheses for Reearch Question 4
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H4a: Leadership Boca participantsOo percep
return to the community some of what the community has given them is independent of

their gender.

Table 62.
Crosstabulation for H4a
Gender
Male Female Total

Return Service to the Positive 39 45 84
Community

Negative 10 8 18
Total 49 53 102
Table 63.

Chi-Square Test for H4a

Asymp. Sig. Exact Sig. Exact Sig.
Value  df (2-sided) (2-sided) (1-sided)

Pearson ChSquare 495" 1 482

Continuity CorrectioR? 197 1 657

Likelihood Ratio 495 1 482

Fisher's Exact Test .605 .329
Linearby-Linear 490 1 484

Association

N of Valid Cases 102

Since the pralue is 0.482, which is greater than 0.05, the null hypothesis was not
rejecte. | nsuf ficient evidence existed to concl ud
program provides them the opportunity to return service to the community, was in any

way related to participantsod gender.
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H4 b :

Leader shi

p Boca phayrhave the oppartunitgtd

return to the community some of what the community has given them is independent of

their age.
Table 64.
Crosstabulation for H4b
Age at Time Participated in LI Total
21-30 31-40 41-50 over 50
years of years of years of years of
age age age age

Return Service Positive 10 38 28 8 84
to the
Community  Negative 4 5 6 3 18
Total 14 43 34 11 102
Table 65.
Chi-Square Test for H4b

Asymp. Sig.

Value df (2-sided)

Pearson ChBquare 2.923 3 404
Likelihood Ratio 2821 3 420
Linearby-Linear .032 1 .859
Association
N of Valid Cases 102

Since the pralue is 0.404, which is greater than 0.05, the null hypothesis was not

rejected.| nsuf fi ci ent

evidence existed to concl

program provides them the opportunity to return service to the community, was related to

their reported age when enrolled.
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Table 66.
Crosstabulation for H4b (current)

Age Currently
21-30 3140 41-50 over 50
years of years of yearsof yeas of

age age age age Total

Return Service Positive 6 38 25 15 84
to the Community

Negative 3 4 7 4 18
Total 9 42 32 9 102
Table 67.
Chi-Square Test for H4b (current)

Asymp. Sig.
Value Df (2-sided)

Pearson ChBquare 3.976 3 .264
Likelihood Ratio 4.012 3 .260
Linearby-Linear 129 1 719
Association
N of Valid Cases 102

a. 2 cells (25.0%) have expected count less than 5. The
minimum expected count is 1.59.

Since the pvalue is 0.264, which is greater than 0.05, the null hypothesis was not
reeced.| nsuf ficient evidence existed to conclud
program provides them the opportunity to return service to the community, was related to
respondentsdé current age.

H4c: Leadership Boca paravetheoppatanttysod per cep
return to the community some of what the community has given them is independent of

their educational level earned.
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Table 68.
Crosstabulation for H4c

Educational Degree Earne

Bachelor's
Degree or Graduate
Less Degree Total
Reurn Service to the Positive 43 41 84
Community
Negative 7 11 18

Total 50 52 102
Table 69.

Chi-Square Test for H4c

Asymp. Sig. Exact Sig. (2 Exact Sig. (1

Value df (2-sided) sided) sided)
Pearson ChBquare .89¢ 1 .343
Continuity Correctioh 473 1 492
Likelihood Ratio .905 1 342
Fisher's Exact Test 439 246
Linearby-Linear .889 1 .346
Association
N of Valid Cases 102

Since the prvalue is 0.343, which is greater than 0.05, the null hypothesis was not

rejected.Insuffic i e nt

evidence

existed to

concl

ude pa

program provides them the opportunity to return service to the community, was related to

educational levels of program participants.

H4 d:

Leader shi

Y

Boca

phayrhave thei oppartunitys té

percep

return to the community some of what the community has given them is independent of

their employment affiliation when enrolled in Leadership Boca.
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Table 70.
Crosstabulation for H4d

Employer at Time Participated in LB

Not-for-
For Profit Profit Self

Organization Organization Employed Total
Return Service Positive 38 27 19 84
to the
Community  Negative 12 4 2 18
Total 50 31 21 102
Table 71.
Chi-Square Test for H4d

Asymp. Sig.

Value Df (2-sided)
Pearson ChBquare 2.827 2 244
Likelihood Ratio 2.906 2 234
Linearby-Linear 2.588 1 .108
Association
N of Valid Cases 102

Since the pvalue is 0.244, which is greater than 0.05, the null hypothesis was not
rejected. Insufficient evidence existed to concludetparc i pant s perceptions
program provides them the opportunity to return service to the community, was related to
employment affiliation while participating in the program.

H4 e: Leadership Boca participanyted percep
return to the community some of what the community has given them is independent of

their employment status currently.
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Table 72.
Crosstabulation of H4e

Employer Currently

Not-for-
For Profit Profit Self-
Organization Organization Employed  Total

Return Service Positive 38 24 21 83
to the
Community  Negative 11 4 3 18
Total 49 28 24 101
Table 73.
Chi-Square Test for H4e

Asymp. Sig.

Value Df (2-sided)

Pearson ChBquare 1.42C0 2 492
Likelihood Ratio 1.434 2 .488
Linearby-Linear 1.271 1 .260
Association
N of Valid Cases 101

Since the pvalue is 0.492, which is greater than 0.05, the null hypothesis was not
rejected.l nsuf fi cient evidence existed to conclud
program provides them the opportiyrtio return service to the community, was related to
current employment status.

H4f : Leadership Boca participantsd percep
return to the community some of what the community has given them is independent of

thercomany s Leadership Boca program tuition s
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Table 74.
Crosstabulation for H4f

Tuition Paid

Employer
Sponsored SelfPaid LB

LB Tuition Tuition Total
Return Service to the Positive 60 24 84
Community
Negative 14 4 18
Total 74 28 102
Tabe 75.
Chi-Square Test for H4f
Asymp. Sig. Exact Sig. Exact Sig.
Value df (2-sided) (2-sided) (1-sided)
Pearson ChBquare 3000 1 584
Continuity Correctioh 066 1 797
Likelihood Ratio 311 1 577
Fisher's Exact Test 773 410
Linearby-Linear 297 1 .586
Association
N of Valid Cases 102

Since the pvalue is 0.584, which is greater than 0.05, the null hypothesis was not

rejected.l nsuf fi cient evidence existed

t

(0]

conclud

program provides themie opportunity to return service to the community, was related

significantly to whether participantsdéd empl o

self-paid.

H4 g : Leadership Boca participantsd

percep

return tothe community some of what the community has given them is independent of

their program graduation year.



Table 76.
Crosstabulation for H4g

LB Graduation Year

2007 2006 2005 2004 2003 2002 Total
Return Service Positive 14 15 15 18 15 7 84
to the Community
Negative 6 3 6 2 1 0 18
Total 20 18 21 20 16 7 102
Table 77.
Chi-Square Test for H4g
Asymp. Sig.
Value df (2-sided)
Pearson ChBquare 7.57F 5 182
Likelihood Ratio 8.797 5 117
Linearby-Linear 5.226 1 .022
Association
N of Valid Cases 102

Since the prvalue is 0.182, which is greater than 0.05, the null hypothesis was not

rejected.l nsuf ficient
program provides them the opportun
significantly

t o

H4 h : Leader shi

evidence existed to

ity to return service to the coityywas related
participants?®o
Boca

p participants?©o

graduati on

conclud
y €
percep

return to the community some of what the community has given them is independent of

their ability to be promed.
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Table 78.
Crosstabulation for H4h

Current Employment Status
Currently
work for the
Currently same
work for same organization
organization  but have Currently work

in the same been for a different
role promoted organization Total

Return Service Positive 42 22 20 84
to the
Community Negative 9 2 7 18
Total 51 24 27 102
Table 79.
Chi-Square Test for H4h

Asymp. Sig.

Value df (2-sided)

Pearson ChSquare 2.706 2 .258
Likelihood Ratio 2.861 2 .239
Linearby-Linear 471 1 493
Association
N of Valid Cases 102

Since the pvalue is 0.258, which is greater than 0.05, the null hypothesis was not
rejected.l| nsuf fi ci ent evidence existed to conclud
program provides them the opportunity to return sertacthe community, was related

significantly to participants6é having been p



Summary of Results
A summary of the Pearson C&guare significance values and an indication of

significance for each hypothesis are indicate@ahle 80.

Table 80.
Chi-Square Test Summary for Hi4
Pearson Chi Significant?

Variable Square Yes or No?

sig. value/ p = .05
Hypothesis 1a: Growing Network*Gender .349 No
Hypothesis 1b: Growing Network*Participation Ag 011 Yes
Hypothesis 1b (cuent): Growing Network* Current 131 No
Age
Hypothesis 1c: Growing Network*Degree Earned 261 No
Hypothesis 1d: Growing Network*Employer Durin .138 No
LB
Hypothesis 1e: Growing Network*Employer 120 No
Currently
Hypothesis 1f: Growing Network*Tudn Paid .897 No
Hypothesis 1g: Growing Network*LB Grad Year .634 No
Hypothesis 1h: Growing Network*Employment 482 No
Status
Hypothesis 2a: Asset to Employer*Gender 817 No
Hypothesis 2b: Asset to Employer*Participation A .038 Yes
Hypothesis B (current): Asset to Employer*Curren .022 Yes
Age
Hypothesis 2c: Asset to Employer*Degree Earnec .031 Yes
Hypothesis 2d: Asset to Employer*Employer Durit .000 Yes
LB
Hypothesis 2e: Asset to Employer*Employer .000 Yes
Currently
Hypothesis 2f: Asst to Employer*Tuition Paid .000 Yes
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Table 80 continued.
Chi-Square Test Summary for Hi4

Pearson Chi Significant?

Variable Square Yes or No?

sig. value/ p = .05
Hypothesis 2g: Asset to Employer*LB Grad Year .263 No
Hypothesis 2h: Asset to Employerfiployment .004 Yes
Status
Hypothesis 3a: Assume Leadership*Gender .956 No
Hypothesis 3b: Assume Leadership*Participation .488 No
Age
Hypothesis 3b (current): Assume .636 No
Leadership*Current Age
Hypothesis 3c: Assume Leadership*Degree Earne 154 No
Hypothesis 3d: Assume Leadership*Employer .001 Yes
During LB
Hypothesis 3e: Assume Leadership*Employer .003 Yes
Currently
Hypothesis 3f: Assume Leadership*Tuition Paid .002 Yes
Hypothesis 3g: Assume Leadership*LB Grad Yea .037 Yes
Hypothesis3h: Assume Leadership*Employment .011 Yes
Status
Hypothesis 4a: Community Services*Gender 482 No
Hypothesis 4b: Community Service*Participation 404 No
Age
Hypothesis 4b (current): Community .264 No
Service*Current Age
Hypothesis 4c: Community Sece*Degree Earned .343 No
Hypothesis 4d: Community Service*Employer 244 No
During LB
Hypothesis 4e: Community Service*Employer 492 No
Currently
Hypothesis 4f: Community Service*Tuition Paid .584 No
Hypothesis 4g: Community Service*LB Grad Year .182 No
Hypothesis 4h: Community Service*Employment .258 No
Status
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Table 80 presents the statistically significant relationships between nine chosen
demographic variables and the survey partici
Leadership Boca progm outcomes asserted by the Boca Raton Chamber of Commerce
and presented as four research questions in the survey instrurheteen of the 36
hypotheses produced results that were statistically significant.

Of the thirteen statistically significarglationships, the results of this study
concluded that for hypothesis 1 (H1), only age resulted in a significant relatiofi$tap.
majority of the significant relationships were identified for hypothesis 2 (H2), indicating
seven of the nine variables fasearch question two have significant relationships with
the respondentsd consi der aftlhesemesporisest he Leader
indicate a statistical relationship across myriad demographics reporting they perceive
themselves a more valuable agsetheir employer by having participated in the
Leadership Boca progranT.he final five statistically significant relationships occur for
hypothesis 3 (H3), where respondentsd indica
program as having prepardtem to assume positions of leadershipese statistically
significant relationships also occur across varied respondent demograpihesis 4
(H4) produced no statistically significant relationships.

Credibility and Validity of Conclusions

Prior to administering the study, a field test was completegilot study was
also conducted, with five respondensd! five pilot study participants communicated the
instructions for the webased survey, the ease of use, and the design of the survey

guestons were clear, concise and easily understood.
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CHAPTER 5. RESULTS, CONCLUSIONS, AND RECOMMENDATIONS
Research Questions

This research study intended to answer four research questions developed from
program outcomes the Greater Boca Raton Chamber of €@oarmtends at the time
participants enroll in the Leadership Boca progrdrhe research questions focused on
the presence of statistically signitficant re
reported demographic information, and the measure oifisignce for each in
considering the four research questioms.address these four research questions,
appropriate hypotheses were constructed for e@ibk.applications of CHbquare Tests
provided the statistical technique to either support or i@t each hypothesis.

For each of the four research questions, nine hypotheses were developed
representing the nine demographics respondents reported on the survey instiimaent.
nine demographics represented were (a) gender, (b) age at time opagoticin the
program, (bcurrent) age currently, (c) highest degree level earned, (d) employment
affiliation at the time of participation in the program, (e) employment affiliation
currently, (f) source of program tuition paid, (g) program graduation gedr(h) current
employment statuskollowing is a review of each of the four research questions and the

significant relationships among the related hypotheses.

12¢



Research Question Will Leadership Boca participants become a part of a
growing network otommunity leaders with whom they will interact for the remainder of
their careers?
To support this question in answering the existence of a relationship between a
series of demographic variables, the hypotheses tested each of the nine demographics
againsthe constant variable of becoming a part of a growing network of community
leaders.Among the nine hypotheses tested using Chi Square test of Independence for
research question 1, only one proved statistically signifiddgpotheses H1b suggested
asign fi cant relationship between participants:i
Leadership Boca, and the participantsd perce
growing network of community leaders with whom they will interact ongoiftys
rejected nulhypothesis indicated program participants perceived a value in the access
and to community leaders the program provided, and a perception that the impact would
last ongoing.To the researcher, this result is reasonable.
Research Question 2Vill participants become a more valuable asset to their
employer by providing face-face contacts with current community leaders?
To support this question in answering the existence of a relationship between a
series of demographic variables, the hypotheses testbdoé the nine demographics
against the constant variable of becoming a more valuable asset to the employer.
Of the nine hypotheses tested using Chi Square test of Independence for research
guestion 2, seven resulted in statistically significant relatiqss These seven rejected
null hypotheses represent the most statistic
research questiong.hese significant results suggest a strong sense from graduates that
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participation in the program led to them becomangore valuable asset to their
employer because of the community leaders they were expos€tdoe was statistical
significance with each of the agelated questions (H2b and H2brrent), as well as
educational degree earned (H2c), tuition sponspir@t2f), and all three of the
employmentrelated questions (H2d, H2e, and H2h).
The results here support the Boca Raton Chamber of Commerce soliciting
particular age groups of professionals to enroll in the Leadership Boca probnam.
results also suppbthe chamber working to secure full support and tuition sponsorship
from a part i cUltinatelyt tidese percaptions fyom the respondents lead
the researcher to believe complete affirmat.i
organiat i on to explicitly support a sponsored i
Research Question 3Vill participants become a more valuable asset to their
employer by preparing themselves to assume leadership roles of tomorrow?
To support this question in answering thastence of a relationship between a
series of demographic variables, the hypotheses tested each of the nine demographics
against the constant variable of assuming positions of leadership.
Among the nine hypotheses tested using Chi Square test of Inidewerfor
research question 3, five resulted in statistically significant relationshlpesse five
rejected null hypotheses represent the perceptions from graduates that participation in the
program led to them becoming a more valuable asset to theioyEnm preparing them
to assume leadership roleagain here, as with the second research question, there was
statistical significance with tuition sponsorship (H3f) and all three of the employment
related questions (H3d, H3e, and H3Mhis suggestsaor r el ati on bet ween p
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perceptions of future leadership position possibilities, and the status in which they view
themselves relative to their employétor research question 3, statistical significance
was also indicated for program graduatieear (H3g). The datasupported results from

this hypothesis (H3g), does not indicate a pattern to the researcher.

Research Question 4Vill Leadership Boca graduates have the opportunity to
return to the community some of what the community has givenzhe

To support this question in answering the existence of a relationship between a
series of demographic variables, the hypotheses tested each of the nine demographics
against the constant variable of returning service to the community.

For the hypothesesssigned to research question 4, the researcher used Chi
Square test of Independence to determine for each, the null hypotheses could not be
rejected. For each of these nine hypotheses, insufficient evidence existed to conclude
that Leadership Bocagradu® s 6 per ceptions the program pr o
to return service to the community, was related significantly to any of the nine
demographic variabledn conclusion, the null hypotheses were not rejected for each of

the nine variables for resech question 4.

Conclusions
This study intended to measure the effectiveness and value of the Leadership
Boca programbds purported benefThetresultsob i ts gr a
the study were intended to enable organizational manageérste cer n t he pr ogr am
worthiness prior to enrolling employees to participaitee merits of the program were
measured in an effort to provide organizational decisiakers applicable information
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about the results derived once an employee completes péapteadership
development programAt the conclusion of the study, graduates of the program years
20022007 reported direct benefits for themselves and indirect benefits for the
organizations they represented.

The overall responses from the reseanastjonnaire were very favorable.
Graduates of the program report a strong affiliation with the Boca Raton professional
community and an awareness of how program participation benefits employers.
Responses from the progr asedfaccessibdiyioat es i
community leaders and an ability to serve the community themseBrasluates of the
program responded strongly in agreement with the Leadership Boca program outcomes
the chamber initially pronounces to solicit organizations tmspoemployees to
participate in the program.

The research results suggest the Greater Boca Raton Chamber of Commerce may
want toelaborate on their current leadership development programs to offer more training
to community organizationsThe decidedlyositive feedback from survey results also
suggest the chamber should consider a more elite community orientation program for
graduates of the Leadership Boca prograine favorable perceptions of the program
lead the researcher to suggest a higénezl, more intense leadership development

program in the Boca Raton business community is warranted.

Recommendations for Future Research
Successfully measuring the Leadership
and intentions provides the Greater BoeadR Chamber of Commerce the necessary
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data to garner more program support or to expand the current curriculum into other
concentrationsFor this reason, the study adds to the current body of research supporting
the merits of leadership development aiaehing programs.

This study contributed to the overall knowledge on the merits for investing human
capital in leadership skill developmenith e st udyos results offered
for the Greater Boca Raton Chamber of Commerce to contemplae®@ng, planning,
and renewing its Leadership Bocaprogramh e r esul ti ng data gui des
Board of Trustees to consider program expansion, curricular revisions or possibly refocus
of participant solicitation.

This study was limited to th@&reater Boca Raton Chamber of Commerce,
specifically its Leadership Boca graduation classes for yearsZ2WW2 Further research
should be considered for the same program, years 2007 foriMaisistudy was also
|l imited to the pafrttilce pmmd groa méegFotmertp omtsed o
research is recommended that includes partic
the surveyed populationilhis recommendation could result in feedback and data to
crossr ef erence t he cchoamebse,r 0tsh ea spseaerrttieadi ppauntt s6 pe
sponsoring employero6s initial expectations o
organizations.

Additionally, the quantitative method used to analyze the data and the self
constructed survey instrument coblel applied to leadership programs offered by any
chamber of commerce worldwid&he researcher has learned that leadership
development programs are popular in civic organizations and chambers of commerce;
this assessment should be applicable to ektreover, the data collection plan is ripe
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for applying to myriad community orientation programs, corporate training programs, or
educational programs that boast consistent curriculum, similar methods for recruiting
participants, and with a population of fessional participants capable of responding to a

web-based survey at the conclusion of their program participation.
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APPENDIX A. LEADERSHIP BOCA PARTICIPANT QUESTIONNAIRE

Please answer the following questions based on your experience from participating in the
Greater Boca Raton Chamber of Commerceds

SECTION |

For section | please indicate the response that best describes your level of agreement
or disagreement for each statement by marking your answer next to only one level:

1. Since graduating from Leadership Boca, | feel | have become a part of a growing
netvork of community leaders with whom | will interact for the remainder of my career.

Strongly agree

Agree

Neither Agree nor Disagree
Disagree

Strongly Disagree

86666

2. Since graduating from Leadership Boca, | have become a more valsséléo my
employer because of the contact | have with current community leaders.

Strongly agree

Agree

Neither Agree nor Disagree
Disagree

Strongly Disagree

86666

3. Since graduating from Leadership Boca, | feel | have become a aloable asset to
my employer because | am prepared to assume leadership roles.

Strongly agree

Agree

Neither Agree nor Disagree
Disagree

Strongly Disagree

86666
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4. Since graduating from Leadership Boca, | feel | have had the oppotturetyirn to
the community some of what the community has given me.

Strongly agree

Agree

Neither Agree nor Disagree
Disagree

Strongly Disagree

8686666

SECTION I
For section Il please select the category that best identifies you.

5. Pkase indicate your gender.
P Male ® Female

6. Please indicate your age at the time you participated in Leadership Boca.
® 21-30 years of age

® 31-40 years of age

) 41-50 years of age

® 51-60 years of age

P over 60 years of age

7. Please indicate yoage today.
) 21-30 years of age

® 31-40 years of age

) 41-50 years of age

® 51-60 years of age

O over 60 years of age

8. Please indicate the highest level of educational degree you have earned.
) High School Diploma or Equivalent

® Associates Degree

) Undergraduate Degree

® Graduate Degree

9. Please indicate your graduation year from Leadership Boca.
P 2007
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2006
2005
2004
2003
2002

86666

10. Please indicate the employment affiliation that most closely describes your primary
employer at the timgou participated in Leadership Boca.

) For-Profit Organization

® Not-for-Profit Organization
P SelfEmployed

® Unemployed

11. Please indicate the employment affiliation that most closely describes your primary
employer today.

® For-Profit Organization

P Not-for-Profit Organization
® SelEmployed

® Unemployed

12. Please indicate the nature in which your tuition was paid for to participate in
Leadership Boca.

® My employer sponsored my tuition.
® | sponsored myself. | was a sgdeoprietor, seHemployed, or unemployed.

13. Please check which applies most to you.

) | currently work for the same organization as | did when enrolled in Leadership
Boca, and serve in the same role.

® | currently wak for the same organization as | did when enrolled in Leadership
Boca, but have been promoted to a higher position.

P | currently work for a different company/organization than | did at the time | was
enrolled in Leadership Boca.

P | am currently not worikg.



