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Abstract
While the field of leadership can trace its roots to Plato, Sun Tzu, and
Machiavelli, among many others, it has become a focus of contemporary academic
studies in the last 50 to 75 years. And while spirituality can trace its origins to
Muhammad, Jesus, and Buddha, the exploration of the nexus of leadership and
spirituality is much more recent and as a result, a limited body of knowledge exists and
thus, is ripe for study.
Many challenges exist, including the fact that the study of leadership is a
multidisciplinary academic field that includes a myriad of topics from a vast array of
disciplines and spirituality, too, is extraordinarily diverse. This study explored a set of
theories and tools to enable leaders to develop and support qualities in themselves and in
those with whom they work and interact. Specifically, this work is a qualitative study
exploring the nexus of leadership and spirituality, which addresses the gap in the
literature that considers this intersection, as evidenced by the Venn diagram that includes
leadership, spirituality, and thinking and behavioral attributes.
While a qualitative study, the quantitative element used is Emergenetics, a 30year-old psychometric tool that looks at the four thinking attributes of analytical,
structural, conceptual, and social and the three behaviors of expressiveness, assertiveness,
and flexibility. With more than 630,000 profiles completed in 21 languages by people
around the world, the universe for this study consisted of 14 one-to-one interviews and
two focus groups of 14 people each, one in person and one online. The myriad of faith
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traditions with which the participants identified in their youth is provided in Table 2. With
regard to the tradition with which participants identify today, of the 42 participants, 24
identify as Science of Mind/Religious Science and 18 identify with other faith traditions
or no faith tradition.
The primary question was whether spirituality influences leaders’ thinking and
behaviors. The secondary questions included an exploration around the ways in which
spirituality influences thinking and behaviors. The secondary questions also explored
whether spirituality informs the ways leaders challenge things in their organizations and
if acknowledging one’s spirituality publicly helps or hinders building effective teams.
The highlights of the research include the finding that spirituality does indeed
influence everything a leader does and is, whether thinking and behavior attributes and
how a leader questions things. As well, while publicly acknowledging one’s spirituality is
thought to be positive, there are some confounding circumstances, and those ideas are
also presented.
The study also includes the group Emergenetics profiles for the two focus groups
and all of the individual interviews as one profile, respectively, with an explanation as to
how that informed the research.
Finally, the implications of this research to the study of leadership, the study of
spirituality and leadership, and the use of the Emergenetics tool in such work is explored.
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Chapter One — Introduction
Background
In these days when many perceive demoralizing uncertainty, which in turn affects
productivity, sustainable leadership, and organizational vitality, there are multiple
indicators that suggest that leadership may be strengthened by a new understanding of
“whole person integrity,” an expansion of the “whole brain approach.”
Popular literature on the subject of spiritual life has expanded, many books on
leadership and business-related topics have “spirit” or a similar word in the title, and the
topic of workplace spirituality has appeared in behavior textbooks (Robbins, 2003 a, b),
all of which indicate that the subject has moved into the mainstream in bookstores, as
well as in graduate and undergraduate business programs. Likewise, spirituality and
religion in the workplace has been a special interest group of the Academy of
Management since 1999. It has thousands of members and is helping to legitimize within
academia the study of spirituality in the workplace while simultaneously paving the way
for introducing this emerging concept into the leadership research agenda.
While the concept of spiritual leadership continues to attract attention, the formal
study of the intersection of spirituality and leadership is relatively new, thus creating
significant opportunities for impactful research. Dent, Higgins, and Wharff (2005)
declared, “While some authors assumed a relationship between religion and workplace
spirituality, our research revealed limited scholarship linking religion with leadership” (p.
649). They continued, “Little or no research has been conducted about the spiritual or
religious beliefs leaders may hold and how those beliefs may impact leader actions” (p.
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649). Noting an additional challenge, Dent (2005) pointed out, “Yet, the field of study is
marked by all of the typical characteristics of paradigm development including a lack of
clarity about boundaries of the subject in context of leadership.”
Research Problem
This dissertation explored a set of theories and tools to enable leaders to develop
and support these qualities in themselves and in those with whom they work and interact.
Specifically, this dissertation was a qualitative study exploring the nexus of leadership
and spirituality. My research addressed a gap in the literature that considers this
intersection at the center of a Venn diagram that includes spirituality, leadership, and
thinking and behavioral attributes (Appendix A). Hart (2005) found, for example, that
“many workers express the goal of being wholly integrated and not having to
compartmentalize their lives. People want to be able to express their spiritual beliefs
appropriately without fear in the workplace” (p. 412). The area I pursued is where more
traditionally defined thinking and behavioral attributes vis-à-vis leadership connect with
newer ideas around spirituality at work.
In answer to observations by a number of leadership scholars discussed later as to
what is needed in leadership studies, I used Emergenetics (Appendix B), a 25-year-old
psychometric profile that looks at analytical, structural, conceptual and social thinking, as
well as the behaviors of expressiveness, assertiveness and flexibility. Emergenetics is
discussed in this dissertation, including Appendices B, C, and D. In my research I
conducted two focus groups and 14 one-to-one interviews, through which I explored the
thinking and behavioral aspects of individuals who had completed Emergenetics profiles
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and self-identified as being both “spiritual” and a “leader.”
Research Significance
Today’s workers are choosing to embrace a holistic lifestyle that includes leading
an integrated life, not compartmentalizing or hiding any part of their lives while
participating in another aspect (Benefiel, 2005). This is sometimes expressed as more
people choosing to “work to live” rather than “live to work.” As a result, leaders of
companies, institutions and organizations must address the desires of their workers, as
well as their own, to embrace the spiritual/religious components of their work lives.
Thus, the significance of this work is based on the perception that people in
business today are looking for “purpose and passion” (Gordon, 2014, p. 1). While
employees at all levels are expected to be more present at work, at the same time
companies are finding the deepest motivation for employees is found in purposeful
engagement with the work (Moxley, 2000, p. 12). Building on existing studies, this
research explored the nexus of spirituality and leadership through an assessment tool
called the Emergenetics Profile, as well as focus groups and one-to-one interviews with
individuals who have completed an Emergenetics Profile to see if or how it might be used
to advance the expression of "purpose and passion" in the workplace.
Through more than a decade of working with Emergenetics in corporate, not-forprofit, government, and spiritual settings, I recognize that while it is a powerful tool, it
does not include a spiritual component. One of the proposed outcomes of this dissertation
was to create the foundation for the possible addition of a spiritually based component to
the existing profile by understanding the gap in the literature with regard to the
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crossroads of leadership and spirituality, and bringing together the theoretical constructs
of leadership traits, behaviors, and thinking attributes.
Research Rationale
My objective in this study was to understand the possibilities, challenges, and
benefits of acknowledging a "whole person" concept that includes spirituality in the
workplace to create a win-win-win situation for the employee, employer, and company.
To be sure, there is tremendous opportunity to explore the whole person concept for those
not on a spiritual path as well and to look at the divergent and convergent aspects, but
that is outside of the scope of this paper. The originating purpose stemmed from public
and professional observations, as well as personal experience, the latter of which is fully
defined below in my role as a researcher.
To summarize here, my personal and professional path has always led me to seek
a more holistic approach to life, to being everything that I am in all endeavors or fields of
activity. For all of the reasons and complexities described within this study, I was not able
to bring this holistic approach to my work experience until, in fact, I made that my work,
becoming a minister and an editor of a related spiritual press imprint. Teel (2014) wrote:
All things are more than they seem to be…and you are more than you seem to be.
In the language of integral philosophy, the more powerful approach is to
transcend and include. In this way, we embrace all that we are and are freed to
expand into greater dimensions of awareness and livingness. (p. 13)
Thus in my study of leadership, I sought to begin down the path that would
explore why we might choose to honor the whole person and how or if that might be
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done in the context of the modern workplace. Using an assessment tool like Emergenetics
offered a promising entry point given its acceptance as a construct and its data-driven
approach.
Theoretical Framework
The theory development of workplace spirituality and its relationship to
leadership is in its infancy. Reichers and Schneider (1990) called this emerging stage of
construct development introduction and elaboration. This first stage is characterized by
(a) attempts to legitimatize the new construct, (b) a cascade of articles that attempt to
bestow legitimacy on both the research and researchers, and (c) the keen attention of
scholars trying to define the new term. In the second and third stages (evaluation and
leadership theory), the ontology of spirituality in the workplace closely resembles the
literature on leadership in that there are many dynamic dimensions or contexts for
describing and measuring the phenomena. Sometimes these dimensions confound one
another, for example, spirituality as an attribute, which remains relatively static over
time, versus the manifestation of spirituality, which can be dynamic and change over
time, depending on the situation.
Strack et al. (2002) contended that the research agenda linking spirituality and
leadership is a conceptual quagmire because each construct can be defined in hundreds of
ways. Some theorists push for rapid closure on a common definition of spirituality at
work, seeing this as a necessary prelude to development of spirituality and its relationship
to the theory of leadership. Others see the field of inquiry as the continual pursuit of a
richer definition and see no need for an early consensus (Lund Dean, 2001). Gaicalone
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and Jurkiewicz (2003) stated that workplace spirituality can be active or passive, and that
these supposedly contradictory elements must be blended together in order to define it.
Their definition, which follows, attempts to integrate these conditions. It says:
Workplace spirituality is a framework of organizational values evidenced in the
culture that promotes employees’ experience of transcendence through the work
process, facilitating their sense of being connected to others in a way that provides
feelings of completeness and joy. (p. 13)
Gibbons (2000) posited that the fundamental weakness of the fields is the lack of
clear definitions and conceptualizations. This definitional dilemma, however, is not
unprecedented. The attempts to find a unified definition of workplace spirituality by
researchers in the field and the subsequent frustrations involved in doing so echo the
experiences of the leadership researchers. Stogdill (1974) noted “there are almost as
many definitions of leadership as there are persons who have attempted to define the
concept” (p. 259). He acknowledged that scholars and practitioners might become
frustrated with fuzzy and inconsistent definitions.
Korac-Kakabadse and Korac-Kakabadse (1997) provided an in-depth leadership
analysis that examines the manager versus leader question and stated that spiritual leaders
must reflect on their lives to discover and understand their purposes so that they can lead
with authenticity and integrity. They claimed that these leaders are developed through
education, training, and/or experience and commitment.
Additional evidence suggested that workplace spirituality should be considered a
phenomenon that is impacted by teaching. Burns (1978) put forth an argument decades
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ago that the most marked characteristic of leaders would be “their capacity to learn from
others and from the environment – the capacity to be taught” (p. 117).
Recognizing the contributions of all of those constructs and so many more, the
general frameworks that informed my research were leadership theory that specifically
addresses issues around the traits, thinking attributes, and behaviors of leaders;
spirituality; and spiritual identity development. As noted, Emergenetics provided a
practical framework for this study. Its application of quantitative data for qualitative
outputs provided an entry into the work world while offering a thinking and behavioral
launching point to explore questions of spirituality in the workplace.
Emergenetics. According to Browning and Williams (1996), Emergenetics™ was
developed upon research indicating that (a) individuals were born with traits to act and
think in predisposed patterns and (b) individuals modified these traits as they interacted
with their surroundings. The word "emergenetics" was derived from the concept of
emergenesis, which proposes that human beings are genetically born to prefer processing
information in certain patterns, much the same way the predisposition for certain diseases
is passed on genetically. It also acknowledges that within social environments individuals
learn how to redirect or use natural tendencies to achieve desired outcomes (Lykken,
1981; Lykken, McGue, Tellegen, & Bouchard, 1992).
There are seven sets of attributes described by Emergenetics: four ways of
thinking and three ways of behaving (Browning & Williams, 1996; Williams &
Browning, 1992; 1996). The thinking attributes are analytical, structural, conceptual, and
social awareness. The behavioral attributes are expressiveness, assertiveness, and
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flexibility. A sample Emergenetics Profile is included in the appendices (Appendix C).
Williams (2015) stated that the Emergenetics Profile is a reliable, valid, and
proven test, and that it provides insight to help individuals identify their thinking
preferences and strongest behavior attributes. The tool is the result of extensive research
involving more than 630,000 adults. Emergenetics is based on research that indicates (a)
individuals are born with traits to act and think in certain ways, and (b) they modify those
traits as they interact with their surroundings. The combination of experiences and
genetics intertwine to form certain personality traits. The Emergenetics instrument lays
the groundwork for understanding this combination by measuring four common thinking
attributes and three behavioral attributes, as noted above. Some key points of the
Emergenetics Profile are as follows:
•

Emergenetics measures four thinking preferences (all of which are not
externally visible) and behaviors (which are externally visible) separately.
Most other tools mix the two.

•

Based on the fact that men and women have documented differences in brain
physiology and thinking, Emergenetics previously compared each gender
separately, so that men were compared only to other men and women only to
other women in determining profiles. That shifted in July 2015. Because of
the re-norming process, there were no longer statistically significant
differences between male and female profiles in the traits examined. The
company announced that Emergenetics Profiles would no longer be normed
by gender but rather, all profiles would be globally normed by “general
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population.”
•

Emergenetics uses a Likert-type scale for responses. This is a scale of 1 to 7
in which the respondent evaluates "most like me" and "least like me." Many
other tools use forced choice – respondents must pick one of two choices,
neither of which might adequately define them. Psychometrically, the Likerttype scale is more valid than forced choice.

•

The Emergenetics Profile is also a visual tool, using seven colors to identify
thinking and behavioral preferences. (Browning, 2006).

Definitions of Emergenetics terms. Over the course of her work, Browning
(2006, 2015) defined the terms with which she would be working. As described, the
Emergenetics Profile explores four thinking attributes and three behavioral attributes.
Definitions of thinking attributes.
•

Analytical. This attribute includes reasoning ability, logical analysis, data
driven, and rigorous or scientific problem solving.

•

Structural. This attribute includes the tendency to like guidelines, methodical
progress, and predictable and planned agendas.

•

Social awareness. Individuals with a strong preference for this attribute reflect
an interest in relationships and getting along with people and a value of the
opinions of others, a sensitivity to others, and visceral intuition.

•

Conceptual. Individuals with a preference for the conceptual attribute search
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for new ways to solve old problems, maintain an enjoyment of the new and
different, and have a tendency to produce ideas rather than draw conclusions.
A percentage of 23 or greater is considered to indicate a preference for the
particular attribute. It is common for a person to portray a preference in more than one
attribute. A bi-modal person has a preference in two thinking attributes while a multimodal individual demonstrates preferences in three attributes. Emergenetics studies show
that 92 percent of the population prefers to use more than one thinking attribute. Only one
percent of the population possesses preferences in all four thinking attributes (Browning
& Williams, 1996, 2015).
Definitions of behavioral attributes. An important distinction of the Emergenetics
Profile instrument is that a person’s preference for certain behaviors is captured. The
three behaviors that affect how others perceive the thinking attributes are expressiveness,
assertiveness, and flexibility. Each of the three behavioral attributes is measured along a
spectrum, and each person increases or decreases specific behaviors somewhat,
depending on the situation (Browning & Williams, 1996).
•

Expressiveness. This behavioral attribute indicates the amount of social
interest people show for others and the world around them.

•

Assertiveness. This attribute reflects the style and pace with which one
advances thoughts, feelings, and beliefs.

•

Flexibility. This attribute measures a willingness to accommodate the thoughts
and actions of others (Browning & Williams, 1996).
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Browning (1996, 2006) clearly stated that there is no such thing as a “leader”
profile. Of the people she interviewed, each leader had a unique profile and all varied
significantly from one another, thus making her points that people with virtually any
profile can be leaders and that the tool speaks to preference, not skill. Emergenetics was
developed from Browning’s work in the fields of brain dominance and psychometrics
initially with leaders. In her research around Emergenetics and leadership she wrote:
The best leaders I have observed are people who manage from the strengths of
their profile, but who also know how to manage using their least-preferred
attribute . . . If you want your team to be more creative and ultimately more
productive, hire competent people, motivate and reward them appropriately, and
then – stand back . . . From the boiler room to the board room, you want the right
people on board. If your company has breadth, all of your employees will reflect
the corporate mission and contribute to its success. If it has depth, you’ll be able
to call on experienced employees when you need them, and promote loyal and
knowledgeable people from within. Everybody wants bright, competent
employees with enthusiasm and integrity. This is a good start, but it’s not enough.
To be successful, you also need to hire all kinds of brains. (Browning, 2006, p.
210)
The body of knowledge around Emergenetics and leadership is growing. Mark
Miller (2014), vice president of marketing for Emergenetics, wrote in a blog post:
It really comes down to a total-brain approach to doing one’s work and dealing
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with people. You need the leadership-oriented Conceptual element of long-range
vision, but you also need the managerial drive to get things done right and focus
on how things are structured. You need an Analytical, leadership-driven focus to
ask questions like “What? Why?,” but the concrete Socially focused approach to
work with people to say “How can this be done? Who will do it?”
(www.emergenetics.com/blog/management-vs-leadership-whats-difference/)
The structure of the Emergenetics tool, its grounding in research, its large pool of
profiles, the precedent of assessments in understanding leadership theory and practice,
and my familiarity with Emergenetics as a practical leadership and personal development
tool made me want to use it as a framework to explore the intersection of spirituality and
leadership and, furthermore, to evaluate its potential to identify traits, patterns, and
implications for spirituality in the workplace.
Research Questions
The overarching focus of my research was the supposition that “Spirituality
influences leaders’ thinking and behaviors.” The sub-foci, which take the phenomenon in
the central research question and break it down into subtopics for examination, included:
1. Spirituality may impact the Emergenetics' attributes of analytical, structural,
conceptual, and social thinking.
2. Spirituality may impact the Emergenetics' behavioral attributes of
expressiveness, assertiveness, and flexibility.
3. Spirituality is one tool that leaders have in their toolbox, and thus, they are
likely to use it in applicable scenarios. Specifically,
!12

a. Spirituality may inform the way leaders challenge things in their
organizations.
b. Acknowledging one’s spirituality publicly at work may help or hinder
building an effective team.
Finally, while not the primary focus, the study also included the exploration of
gender differences vis-à-vis spirituality and leadership among the factors investigated.
Research Assumptions
The following research assumptions were implicit in this study:
1. The required data were available to analyze.
2. The selected participants were knowledgeable about themselves, their spiritual
experiences, and their leadership preferences.
3. Participants were able to convey their knowledge and beliefs via focus group
participation and/or one-to-one interviews to the researcher.
4. Many of the factors associated with spirituality, the development of spirituality,
and leadership were identified.
The assumptions based on research and my knowledge of Emergenetics were as
follows:
1. As defined by Emergenetics, a tri-modal pattern of thinking preferences in the
conceptual, social awareness, and analytic domains may be an indicator of
spiritual leader behavior.
2. As defined by Emergenetics, any thinking profile including preferences in the
conceptual and social awareness domains may be an indicator of spiritual
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leadership behavior.
3. As defined by Emergenetics, profile scores in the third-third range of the
ranges for behaving preferences of expressiveness, assertiveness, and
flexibility may be an indicator of the demonstration of spiritual leader
behaviors.
Definitions of Key Terms
As noted above, both constructs of spirituality and leadership share the problem of
not having a specific, consensus definition, and this lack of consensus in discourse
perpetuates the conceptual fog and delays the progress of science (Fry & Smith, 1987).
For example, the term spiritual may be an aspect of a person whereas leadership may be a
manifestation of a specific group of behaviors (Drath & Palus, 1994). Furthermore, when
the concepts are combined, the newly formed unit may create definitional redundancy
and lead to confounding variables in organizational and leadership research (Dent, 2005).
Of critical importance is a definition that does not overlap with other concepts such as
altruism, balance, humility, or many others. As Gibbons (1999) noted, “some hard
choices about what is not spiritual will have to be made…researchers have an obligation
to draw the line somewhere and to decide which concepts are truly spiritual, and which
are spiritualizing” (p. 71). Given these problems and the risks that arise without them, I
outlined detailed definitions of terms and set them in the context of prior research to
establish a clear framework for this study.
The following terms are defined for the purpose of this study.
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Connectedness. A sense of belonging and accountability to a bigger human
reality that spans generations and groups (Piedmont, 2010).
Leadership. A process of social influence, which maximizes the efforts of others,
toward the achievement of a goal (Kruse, 2013, p. 1). Leaders define business and its
practice, therefore leadership requires competence in strategic visioning, catalyzing
commitment to the vision, and leading change along with personal competence including
passion, integrity, and humility (Bennis, 1989, p. 19; Collins, 2001, p. 74; Conger &
Benjamin, 1999, p. 53; Fairholm, 1998, p. 37; O’Toole, 1999, p. 104). Leadership is a
relationship of influence experienced among leaders and followers allowing a leader to
rally the followers around authentic change and mutual purpose (Laub, 2004). Every
person is a leader in some aspect of their lives and virtually every employee is a leader at
some point in their work or professional lives (Browning, 2006, p. 138).
Oneness. The quality of being one; unity of thought, feeling, belief, or aim (Dyer,
2012, p. 128). When people who identify as “spiritual” speak of Oneness, they identify it
as being a part of something bigger than themselves, whether labeled “God,” “Spirit,”
“Mother Earth,” or hundreds of other names. In the Christian tradition it is written in the
Bible as “The Father and I are One.” In New Thought traditions, it is characterized as
“God is all of me and I am a part of It.” It is a belief that the one universal presence is all
there is. It is not possible for anyone or anything to be separate, apart, or outside of the
one energy, the one ubiquitous presence. The purpose of this research was to identify
leaders who identify with and feel that Oneness – an acknowledgement of a higher
power.
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Religion. A set of beliefs concerning the cause, nature, and purpose of the
universe, especially when considered as the creation of a superhuman agency or agencies,
usually involving devotional and ritual observances, and often containing a moral code
governing the conduct of human affairs. Religion is also associated with systems and
processes (ritual and ceremony) (Fry, 2008, p. 86).
Religiosity. An institutional concept one uses in pursuit of a particular worship or
faith and a reflection of the extent to which one defines oneself to be religious (Reyes,
2006; Zabriskie, 2005).
Servant Leadership. The leader exemplifies service to others first and serves as a
leader after concern and care for their followers. Servant leaders put forth selflessness
and serve the individuals of the organization with the intrinsic perspective toward selfactualization for everyone (Sendjaya et al., 2008).
Self-transcendence. The ability of individuals to be objective regarding a time
and place beyond their immediate life (Piedmont, 1999).
Self-transcendent. A person who is not engaged in self-interest but strives toward
a greater act of service to followers (Frankl, 1959; Yalom, 1980).
Spirit. Another term for God, Higher Power or Being (Centers for Spiritual
Living, 2012).
Spiritual. Influenced and guided by a higher power larger than one’s human self
(Holmes, 1938, p. 67). It infers a direct connection to a higher power, however defined,
without the need for an intermediary. It also speaks to that which relates to the human
soul rather than material or physical elements. This research explored leaders who

!16

identify as “spiritual” in that they are not leaders only because of their intelligence or
education, but they also rely on a higher power.
Spirituality. Associated with closeness to God and feelings of interconnectedness
with the world and living things (Zinnbauer, 1999), and concerned with qualities of the
human spirit (Fry, 2008). Mohamed, Hassan, and Wisnieski (2001) claimed that there are
more definitions of spirituality than there are authors and researchers to write about it.
Howard (2002) observed that spirituality is so difficult to describe because it is highly
individual and intensely personal, as well as inclusive and universal. Additional
definitions cover a wide range of phenomena including:
(a) Khanna & Srinivas (2000), who called it “beauty” and then discussed
transformational relationships;
(b) Levine (1994), who, in addition to creativity, insight, openness, and
extraordinary performance, called it emptiness, emptying oneself, or creating a
vessel for receiving or containing spirit;
(c) Boozer (1998), who called it “everything,” as does Sperry (1997), who
defined it as a spiritual union with any- and everything;
(d) Levy (2000), who said it’s inside of him, his quiet zone, very personal,
encompassing everything he does;
(e) Mason and Welsh (1994), who defined it as wonder, play, ignorance,
spontaneity, joy, imagination, celebration, discernment, insight, and creativity;
and,
(f) Lichtenstein (1997), who wrote of grace, magic, and a miracle – components
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of personal and organizational transformation.
In addition, Goertzen and Barbuto (2001) described three components of
spirituality: (1) belief in the sacred, (2) belief in the Unity, and (3) belief in
transformation. Many of the common threads for those trying to define spirituality
included a search for meaning, reflection, inner connectedness, creativity, transformation,
sacredness, and energy.
Spiritual Leadership. Leadership that is influenced by a higher power, regardless
of label or name (Dufffala, 2004, p. 109). Advances are being made in integrating the
theories of leadership and human development (Cook-Greuter, 2002; Wilber, 2000).
While empirical research on leadership remains narrowly focused on leadership
behaviors, power dimensions, traits and skills, and situational contexts, new areas of
research have emerged that recognize leadership as the manifestation of a leader’s
spiritual core (Fairholm, 1998), leadership as a collective phenomenon (Drath and Palus,
1994), and leadership as concerned with an individual’s thinking, inquiring, perceiving,
valuing, and acting in a community rather than an individual context (Eggert, 1998, p.
223). At the higher stages of development, leaders are deepening their intuition and inner
knowing through a shared consciousness with a higher power or transcendent (CookGreuter, 2002; Wilber, 2000).
Transformational Leadership. A leader who has an important role in
accomplishing tasks and objectives in a manner based on values and beliefs (Burns,
1978). Further, by garnering the trust, respect, and admiration of their followers, leaders
have a significant positive impact on said followers (Bass, 1985).
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Universality. The belief in an expansive definition of life’s purpose and meaning
(Piedmont, 2010).
Wholeness. Not broken, damaged, or impaired; intact; uninjured or unharmed;
sound; pertaining to all aspects of human nature, especially one's physical, intellectual,
and spiritual development (Barsh, 2014, p. 247). Wholeness refers to the belief that one is
created in the image of the divine, however identified, and therefore by definition cannot
be broken or less than whole.
Workplace Spirituality. Giacalone and Jurkiewicz (2003) stated that workplace
spirituality can be either active or passive and that these supposedly contradictory
elements must be blended together in order to define it. Their definition attempts to
integrate these conditions: “Workplace spirituality is a framework of organizational
values evidenced in the culture that promotes employees’ experience of transcendence
through the work process, facilitating their sense of being connected to others in a way
that provides feelings of completeness and joy” (p. 13).
Methodology
In answer to observations by a number of leadership scholars discussed later as to
what is needed in leadership studies, I used Emergenetics (See Appendix B), a 30-yearold psychometric profile that looks at analytical, structural, conceptual, and social
thinking, as well as the behaviors of expressiveness, assertiveness, and flexibility. I also
conducted two focus groups and 14 one-to-one interviews, through which I explored the
thinking and behavioral aspects of individuals who had completed Emergenetics Profiles
and self-identified as being both “spiritual” and a “leader.”
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Background of Participants. Through my consulting and pro bono work, I have
offered Emergenetics Profiles to many groups and individuals in the Religious Science
community, related churches, and spiritual centers around the country and the world and
have amassed a database of approximately 350 people who identify as “spiritual.” This
served as my participant pool of people who have completed an Emergenetics Profile
who also identify as “spiritual.”
While there are hundreds of thousands of profiles that were completed in 21
languages in the Emergenetics database and while approximately 31 percent of the
database consists of profiles from people living outside of North America, this participant
pool was formed through my work in spiritual community. I have offered the
Emergenetics Profile to three classes of practitioners, or lay ministers. The purpose was
to help the participants understand how they think and behave as individuals, and to help
the participants and the instructors understand how the classes as a whole think and
behave. The information wouldn’t change what the instructors have to say or teach but it
might help them tweak or deliver it in such a way that it is better understood. It is under
the same premise that I offered the Emergenetics Profiles to three different Boards of
Trustees, as well as participants in several different groups, including the men’s group,
the Inner Child Journey participants, and the International Pet Ministry, among others.
In addition, I have provided Emergenetics Profiles to the employees and volunteer
leaders of the Centers for Spiritual Living, the international headquarters of Religious
Science, for four years. The volunteer groups who have completed Emergenetics Profiles
include the Leadership Council, as well as the ministers, practitioners, and laity councils,
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among others. These individuals are from a variety of Religious Science communities,
including churches and spiritual centers large and small in the United States, Canada, and
Europe.
As constituted, the pool consisted of adults older than 18 from many walks of life;
male and female; gay, straight, and bisexual; representing a spectrum of social and
economic status. For example, research indicated that known incomes of participants
ranged from below $20,000 to well into six figures, as well as people who are un- and
underemployed. Working class and professional or managerial status workers, as well as
young adults who have not yet officially entered the workforce and retirees were also
included. As well, the pool included those living in circumstances that include renting,
owning, and multi-person living conditions, both within and outside of biological
families. It also included people who are single, divorced, widowed, and remarried as
well as those with no children, single parents, and two-parent households. With regard to
education, the pool included those who did not complete high school, high school and
college graduates, and some with additional advanced degrees. The race/ethnicity mix
was predominately Anglo with non-whites and people of color also represented. The
gender mix was roughly 60 percent women and 40 percent men. The religious
representation included those whose religion of their childhood and earlier life was
Christian, Jewish, Muslim, Mormon, Buddhist, Baha’i, Hindu, Agnostic, and Atheist,
among others. Some still identify with those traditions.
There were inherent strengths and weaknesses with this pool of participants. The
strengths include the fact that all of the participants identify as “spiritual” since they
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completed the Emergenetics Profile under the auspices of a church, spiritual center, or
one-to-one spiritual counseling. As well, the participants were predisposed to participate
in a study of spirituality and leadership.
The weaknesses include the fact that the pool is monochromatic in that the
individuals identify as “spiritual” and many self-identified as Religious Scientists. That
turned out not to be as big a factor since, as noted above, many Religious Scientists also
practice the religion of their upbringing or one to which they were drawn in adulthood.
Additionally, most of the participants were personally known to the researcher, which
was both an asset and a liability. Viewing this work through the lens of critical
ethnography, the participant pool is intrinsically linked to the topic being addressed and
thus is contextually inseparable.
I reached beyond the identified pool of participants into the much broader pool of
those who have completed Emergenetics Profiles over the past 30 years (approximately
630,000 profiles) by means of an online focus group.
Research Limitations
•

Participants were asked to report their self-perception so the data are
subjective and may not be completely accurate.

•

Researcher familiarity with some participants may have impacted how they
answered questions.

•

While not the primary focus of the study, it did include the exploration of
gender differences among the factors investigated. Thus, while conclusions
about male and female spirituality, development of spirituality, and styles of
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leading are included, they are not explored in depth, and the areas are ripe for
future research.
Research Delimitations. The participant pool for this study was delimited as
follows:
• Individuals who completed their Emergenetics Profiles and identified as
“spiritual.”
• Participants who were within the geographical area where the in-person focus
group was held.
• Participants who were familiar enough with technology to participate in the
online focus group.
• Participants who were minimally familiar with Emergenetics, since they
completed profiles.
Role of Researcher. In qualitative research the role of the researcher must be
acknowledged (Creswell, 2003; Marshall & Rossman, 1999; Thomas, 2003). The
strength of the data obtained from qualitative research hinges on the skills and knowledge
of the researcher. For this reason the qualitative researcher must be aware of who he/she
is in the inquiry process because the values, biases, and assumptions he/she brings to the
process impact the results of the research (Locke et al., 1993). Thus, it is important to
minimize researcher bias in qualitative investigation in order to obtain authentic data and
credible findings. Acknowledging the researcher’s experiences, values, and assumptions
helps to minimize this bias.
Also, researchers interested in pursuing spirituality and leadership are often those
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more involved with religion or on a spiritual path in general, so extra care should be
taken in the design and implementation of any studies. Specifically, conscious efforts
should be made to ensure vigorous transparency regarding potential bias given the
background and spiritual or religious inclination of the researchers.
As the researcher for this study, my perspectives on leadership and spirituality
have been shaped by my personal and professional experiences. My bachelor’s and first
master’s degrees are in journalism with concentrations in public relations and
communication, respectively. I have worked and held leadership roles in a variety of
corporate, not-for-profit, and health care settings. Job titles have included manager,
director, and global vice president. I dealt with dying and death on a daily basis in my
work with the Colorado AIDS Project, the American Cancer Society, the Hemlock
Society, and Lutheran Medical Center, among others. In addition to my professional
work, in the first decade of 2000 I experienced the death of my father, my transgender
oldest sibling, and my life partner of 18 years in rapid succession.
As a consequence, I began to explore the deeper meaning of life and death. It is
through this work that I found the teachings of Ernest Holmes and Science of Mind and
Spirit, which in turn influence my interests as a researcher. Also known as Religious
Science, it is not Scientology nor is it Christian Science. Religious Science is under the
umbrella of Progressive Spirituality with the Unity and Unitarian Universalist traditions,
among others, and honors wisdom in all forms, whether from Buddha, Mohammad,
Jesus, or Dr. Seuss. Religious Science views Jesus Christ as the great example rather than
the great exception.
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In his work from the beginning to the middle of the 20th century, Holmes looked
for the “golden thread” in all of the religions of the world. What he found was that the
theme of Oneness was present in virtually every religion he studied, whether eastern or
western, and regardless of the age of the teaching. Thus, Religious Science is based on
the philosophy of Oneness and the belief that humans are original blessings not sinners.
All beings are exactly where they are supposed to be, doing exactly what they are
supposed to be doing. Religious Science honors all faith paths – including those not on a
faith path – and all people and relational orientations. Thus, it is possible for one to
embrace Religious Science while maintaining another religious or spiritual identity,
whether Muslim, Jewish, Christian, Zoroastrian, or any tradition known to humankind.
To expand on my professional journey and its influence on me as a researcher, I
started my formal leadership studies when I was immersed in a five-year program to
become a lay minister in my denomination. I started a third program of study for a second
master’s degree in Consciousness Studies, which is also the designated ministerial
training program in Religious Science, while I was still involved with the first two
programs. One of the results of this is my strong desire to bring together my passion for
leadership with my love of spirituality. I have completed the second master’s degree and
am a minister of Religious Science. I also manage the publishing department of our
international headquarters, which includes four direct reports, as well as a myriad of
consultants and vendors. My team and I publish a magazine that is distributed to 30
countries. I also oversee three book imprints.
In the four years I have been in my position, I have released and hired three
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advertising representatives, two editors, two associate editors, and two graphic designers.
It also has been interesting officially becoming a minister two years into my tenure.
When I started in the role, I was a Religious Science Practitioner, but, having completed
my education described above, I became Reverend David Goldberg. Working for a
spiritually based organization as I do, this has been a different experience from the
personnel approaches and concerns of my prior corporate and non-profit roles.
My ministry without walls touches approximately 80,000 people on a monthly
basis and is primarily of the written word. <<David, you may want to add that you also
reach a social media audience of nearly 500,000 self-selected followers.>> I am bringing
together decades of experience in the corporate and not-for-profit leadership and coupling
it with my spiritual calling.
My home church is the largest in the Religious Science movement. The sanctuary
of Mile Hi Church in Lakewood, Colorado, seats 1,400 people; there are three services
every Sunday and seven identical candlelight services at Christmas. The church has
approximately 15,000 “members and friends.” I am a previous member of the Board of
Trustees and have served in a number of other leadership roles.
I have been a certified Emergenetics associate for 10 years as well, thus my use of
it as a launching point for exploring the intersection of leadership and spirituality. I have
personally administered thousands of Emergenetics Profiles in a variety of settings, both
those of which I was a part, as well as those with whom I worked on a consultative basis
with both organizations and individuals. While I value the tool for many reasons, it lacks
a spiritual component that would be extremely helpful in my work. It does, however, look
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at the tendencies of those completing profiles in terms of behavioral and thinking
attributes, and enables me to challenge my beliefs and expand what I know by using a
sophisticated analytical tool to explore preferences and patterns as part of my qualitative
research.
This professional and educational background enhanced my awareness,
knowledge, and sensitivity to leadership and spirituality, and assisted me in conducting
this research. Due to my previous experiences working closely with and promoting
spiritual leadership, I was aware that certain biases may have been brought to bear on this
study. Although every effort was made to ensure objectivity, these biases may have
shaped the data collected and the way experiences as a researcher were interpreted. As I
conducted this study I carried with me the perspective that leadership is influenced by
spirituality – that the two cannot be separated. At the same time I recognized the
importance of remaining open-minded about the ways in which individuals understand
their own spirituality and the degree to which they chose to integrate their spirituality in
their leadership.
Analysis for Themes. The transcripts of the interviews and focus groups were
coded and analyzed for general themes. Upon further developmental work, the strongest
general themes of the study came to light as follows:
1. Spirituality influences leaders’ thinking and behaviors.
2. Leaders make a clear distinction between “spirituality” and “religion” as they
relate to work teams.
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3. Spirituality informs the ways leaders challenge things in their organizations.
4. Acknowledging one’s spirituality publicly at work supports the individual.
5. Continual growth in one’s business expertise, knowledge, and skill is parallel to
the leader’s personal spiritual expansion and deepening.
6. Spirituality influences the Emergenetics thinking attributes of analytical,
structural, conceptual, and social thinking, as well as the behavioral attributes of
expressiveness, assertiveness, and flexibility.
7. Gender is not relevant to the thinking or behavioral attributes of leaders.
Each theme is discussed at length in Chapter 4.
Key Findings
Spirituality is integral to the way leaders lead. Indeed, it can be no other way.
Also, leaders make a clear distinction between spirituality and religion. Spirituality is
seen as being more of a personal relationship to one’s higher power, however defined,
whereas religion is more tied to traditional dogma, rituals, and ceremonies. That being
said, while acknowledging one’s spirituality in the workplace is seen as generally
positive, there are risks. That same spirituality informs how leaders challenge things
within their organizations. A desire for personal growth is tied to one’s desire for spiritual
connectedness and expansion. It follows that the research participants said that
spirituality also influences a leaders’ thinking and behavioral attributes as defined by
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Emergenetics. Conversely, while a consideration, participants stated that gender is not a
primary consideration when exploring the thinking and behavioral attributes of leaders.
Implications for Leadership
This research pointed in the direction that people who are free to be themselves
are much more effective in their professional lives. When they’re at work, they can focus
fully and be present with the task at hand rather than being distracted by what they or
their colleagues may have said about their spirituality. Workers are no longer interested in
compartmentalizing their lives. Just as there is significant work around “breaking down
the silos” within organizations, individuals are interested in living holistic lives and doing
the same work within themselves. Integration seems to be a key concern for today’s
workers. With this impetus, leaders must be prepared to respond accordingly, enabling
employee wholeness and leading from a place of inspiration and integration.
Chapter Summary
While the research around leadership and spirituality continues to grow, the
scholarship in the area is still in its relative infancy. With this research my intention was
to add to the body of knowledge by exploring what the thinking and behavioral attributes
of spiritual leaders may be. My qualitative research included focus groups and one-to-one
interviews as well as the psychometric tool known as Emergenetics. In chapter two I will
provide additional context for this study of spirituality and leadership by way of a review
of the literature.
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Chapter Two - Literature Review
The purpose of this literature review was to examine the nexus between
spirituality and leadership by exploring key questions, definitions, and characteristics of
both constructs, both individually and in relationship to each other, in existing theory and
practice. Given that theories about leadership and spirituality are not bound by concrete
definitions or an immutable nature, and likewise evolve over time with shifting societal
constructs, older resources are included in this review to demonstrate the roots and
evolution of relevant theories.
As with most new ideas, some scholars have been willing to embrace the concept
of spirituality as an informative component in the discussion on leadership while not yet
fully elevating the discussion to the creation of a separate, new theory of spiritual
leadership. Others have raised understandable concerns about its value or place in the
professional world in a nation founded on the separation of church and state, and one in
which we have made significant progress toward equal rights regardless of beliefs,
background, or practice. This push/pull between acceptance and consequent study on the
one hand and rejection or cautious concern on the other is understandable. Explaining one
behavioral element of this tension, O’Toole (1995) wrote that an “unconscious
manifestation of the resistance to change is to reject any example that isn’t perfect” (p.
19). While perfection isn’t and never will be the goal, the point is taken. And yet Kidder
(1994) offered, “the task of the twenty-first century will be to discover the common ethic
that reflects an appreciation for sound standards while retaining the tremendous progress
we have made in many areas toward tolerance and diversity” (p. 16), not the least of
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which is honoring the spiritual aspects of leaders. While neither of these points adds to
the definition of spirituality or leadership, an energetic balance between standards and
tolerance is recognized, thus we are at the beginning of the work on the journey that is
understanding spiritual leadership.
Leadership Theories
To advance this understanding, we must first look to the literature regarding
leadership as a whole. While many notions of leader traits and their relationship to
“successful” leadership have surfaced, it is yet unclear what those specific traits are, if
such a consensus or exclusive set even exists. Because leadership requires the more
widely studied traits of envisioning, conceptualizing, reframing, and interpersonal
behaviors directed toward achieving organizational change, it is likely that the requisite
traits for leaders who also acknowledge some form of higher power, whether called God
or hundreds of other names, would be different, and I posited more expansive, than those
identified by the likes of Stodgill as early as 1948 and again in 1974.
In fact, Bernard Bass's definitions of transformational and transactional
leadership, which have been commonly used in leadership studies, provide direction for
an expanded understanding of leadership and related traits, definitions that can also add
to our understanding of spirituality in leadership. Bass (1985) said the following:
To sum up, we speculate that those leaders who are more frequently
transformational are likely to be higher (than those leaders who are more
frequently transactional) in social boldness, introspection, thoughtfulness, and
general energy but not sociability, cooperativeness, and friendliness. Needed is an
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examination of how much transformational and transactional leadership is
associated with the personality and values of a sample of executives who have
been tested on measures of authoritarianism, assertiveness, introspectiveness,
need for achievement, maturity, integrity, field independence, creativity, and
originality. (p. 176)
According to Bass and Avolio (1994), the definition of transformational
leadership represents the acts involved in directing, moving, and empowering people
within an organization to embrace and move toward the vision of success created for the
organization. These behaviors are referred to as the “Four I’s of Leadership.” These are:
1. Idealized influence. Leaders are admired, respected, and trusted as role models by
their followers. This is achieved by considering the needs of others over personal
needs, sharing risks with followers, and behaving consistently. Transformational
leaders can be counted on to demonstrate high standards of ethical and moral
conduct, and to avoid the use of power for personal gain.
2. Inspirational motivation. Leaders identify meaning and challenge in followers'
work, which results in increased motivation and inspiration. Leaders involve
followers in creating the vision for a positive future, which arouses team spirit,
enthusiasm, and optimism. Expectations are clearly communicated that are
appealing to followers. The transformational leader demonstrates commitment to
goals and shared vision.
3. Individualized consideration. Transformational leaders develop a supportive
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climate and create opportunities for learning. They pay special attention to the
needs of each individual for achievement and growth by serving as a coach or
mentor. These leaders listen effectively and encourage two-way communication
as a respectful understanding of the individualized differences of employees is
built. Through these efforts followers and colleagues are developed to increasing
levels of potential.
4. Intellectual stimulation. Leaders question assumptions, reframe problems, and
approach old situations in new ways resulting in increased follower efforts to be
innovative. New ideas and creative solutions to problems are solicited from
employees with no public criticism of mistakes. People affected by a problem are
included in the problem-solving process. New approaches are encouraged even if
they differ from the transformational leader’s opinion. (pp. 3-4)
In the same study the authors also describe aspects of transactional leadership:
• Contingent reward. Leaders contract an exchange of rewards for employee effort,
promise rewards for good performance and recognize accomplishments.
• Direct report. An employee who has an immediate subordinate relationship to the
leader.
• Management by exception (active). Leaders watch and search for deviations from
rules and standards and take corrective action.
• Management by exception (passive). Leaders intervene only if standards are not
met or when significant and obvious problems occur.
• Trait. According to Cattell (1950), a trait is a mental structure inferred from
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observed behavior to account for regularity or consistency in that behavior. (p. 9)
Clearly, transformational leaders, as denoted by the term itself, aim for more
holistic meaning and impact in their approach to leadership than do transactional leaders,
outcomes similar to those engaged in spiritual leadership. Along with this, its early
inclusion of morality as a source of this impact makes transformational leadership
promising for better understanding the meaning and impact of spirituality in leadership.
Another element that we also must include as part of the equation of leadership
and spirituality is ethics. As Ciulla (2003) asserted:
The study of ethics is about what we should do and what we should be. It’s about
right, wrong, good, evil, and the relationship of humans to each other and to other
living things. Leadership is a particular type of relationship, the hallmarks of
which are power and/or influence, obligation, and responsibility. (p. xi)
Likewise, it helps if we are aware of and acknowledge the immigration of ideas
and concepts from other countries and languages that tie concepts of human
connectedness and responsibility for others to leadership, concepts that align with ethics.
For example, what we might describe as the ability to see others as ourselves is
encompassed in the Zulu concept of Ubuntu. Lipman-Blumen (2005) defined it as:
The principle of caring for each other’s well-being…and a spirit of mutual
support…. Each individual’s humanity is ideally expressed through his or her
relationship with others and theirs in turn through a recognition of the individual’s
humanity. Ubuntu means that people are people through other people. It also
acknowledges both the rights and the responsibilities of every citizen in

!34

promoting individual and social well-being. (p. 244)
President Barack Obama (2013) discussed the concept at length when he spoke at
the memorial honoring Nelson Mandela, first Black president of South Africa. Obama
emphasized that it was Mandela's understanding and recognition of the spiritual ties that
unite us as humans, and, even further, that individual realization only happens in caring
for others that enabled Mandela's embodiment of Ubuntu and thus his impact.
He not only embodied Ubuntu; he taught millions to find that truth within
themselves. It took a man like Madiba [Mandela’s tribal name] to free not just the
prisoner, but the jailor as well; to show that you must trust others so that they may
trust you; to teach that reconciliation is not a matter of ignoring a cruel past, but a
means of confronting it with inclusion, generosity, and truth. He changed laws,
but also hearts.
Spirituality in Leadership: Interest and Challenges
As leadership studies have grown from trait-driven theories to ones like
transactional and transformational leadership that point to greater meaning and impact,
and our understanding of leadership has expanded with global constructs like Ubuntu,
interest has grown too in the specific study of the role of spirituality in leadership and in
the workplace. Leaders are becoming more cognizant of the concept of the “whole”
person, which includes recognizing the role spirituality plays in the lives of their
followers and employees. Some are clearly on board and truly interested in doing well by
doing good vis-a-vis their followers. Others are looking for anything that will give them
an advantage in an increasingly competitive marketplace, whether with employees or
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products. For their part, employees are less willing to “check” their spirituality at the
door. Korac-Kakabadse, Kouzmin, and Kakabadse (2002) found that organizations must
honor the whole person and the spiritual energy that is at the core of everything. If their
spirituality serves them in all other aspects of their lives, why should employees be asked
or ordered to not bring that aspect of themselves into the workplace?
The Challenge of Definition. Yet as fields of study, both leadership and
spirituality share the problem of not having a specific, consensus definition, and this lack
of consensus in discourse perpetuates the lack of clarity (Fry & Smith, 1987).
Furthermore, combining the terms spiritual and leadership complicates the definition
process in that researchers already face a wide array of usages of these two terms
independent of one another. When the concepts are combined, the newly formed unit may
create more ambiguity than clarity.
Spirituality and Religion. Two aspects that confound the definition of spiritual
leadership are the connection between and connotations of spirituality and religion. Their
potential for overlap and implications from that were addressed by Dent et al. (2005) who
suggested that spirituality, much like religion, is essentially a belief system that informs
how it impacts leadership:
Although several articles promote a distinction between spirituality and religion,
many authors write as if there is no belief system that accompanies someone’s
spirituality. Theory development should recognize that any form of spirituality
also includes practices and beliefs (i.e. a religion) and that the accompanying
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beliefs are an important, if not more important, element of how someone’s
spirituality is manifest in his or her leadership. (p. 642)
One meta-analysis of the spirituality in leadership literature found that “religion
was predominantly associated with formal/organizational religion, while spirituality was
more often associated with closeness to God and feelings of interconnectedness with the
world and living things” (Zinnbauer, Pargament, & Scott, 1999, p. 896). Another study
identifies that religion is about systems and processes (ritual and ceremony) while
spirituality “is concerned with qualities of the human spirit” (Fry & Slocum, 2008, p. 90).
From this perspective, it might be said that spirituality is focused on “being”
while religion is focused on “doing.” This understanding doesn't appease many concerns
related to the challenges – perceived and real – of spirituality in leadership, but it may
eliminate fears that a specific religion’s rules might be required of leaders seeking to
acknowledge their whole selves as they lead in organizations.
For example, although the starting point for any discussion of religion in the
workplace as it relates to individual employees in the United States is Title VII of the
Civil Rights Act of 1964, there is no such document and little research highlighting the
role religion plays from a corporate perspective. What role does religion play, if any, in
the human resources policies, procedures, and decisions of Marriott International or
Domino’s Pizza, whose founders and executives are known for their Mormon and
Catholic beliefs, respectively? Chick-fil-A is clear about the role Christianity plays in its
organization as put forth in its corporate purpose statement: “To glorify God by being a
faithful steward of all that is entrusted to us. To have a positive influence on all who
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come in contact with Chick-fil-A” (www.chick-fil-a.com).
From one religious perspective, there are six characteristics that identify most
spiritual leaders.
1. They lead others into their own encounters with God.
2. They lead others to discover their own purpose and identity.
3. They lead others into transformation, not just production.
4. They impact their atmosphere.
5. They help people to see old things in new ways.
6. They gain a following because of who they are, not because of a position they
hold (Hamp, 2015).
From a spiritual perspective, DaVita, a leading provider of dialysis services
worldwide, has been “creating a strong and positive, values-based organization where all
levels of the organization have an emotional commitment to its success.” The
organization’s new world headquarters features a Zen conference room with bamboo and
a tabletop fountain. DaVita’s core values include service excellence, integrity, team,
fulfillment, fun, continuous improvement, and accountability. Although not “religious,”
DaVita’s CEO, Kent Thiry, has credited Buddhism with some of his personal guiding
principles. During a 2011 speech at the Stanford Graduate School of Business, Thiry, an
alumnus of the school, said that students can learn from a Buddhist saying: “One cannot
pour from an empty cup.” He urged them to “refill your cup physically, emotionally,
mentally, spiritually” in addition to going on to successful careers. His objective at
!38

DaVita, he said, is not to create better business leaders: “It’s about creating life leaders
for whom business competence is a subset.” (www.standord.edu/group/knowledgebase)
Risks. There is significant hesitancy, however, in some parts of organizations
regarding the acknowledgment of a higher power in any form to be sure. Questions raised
by those in other fields represented within organizations might include concerns about the
legal ramifications, accommodations and boundaries, precedents, measures of success,
and the background or training of business leaders who are responsible for making
decisions and implementing programs regarding the integration of spirituality in the
workplace.
Furthermore, there are those who not only do not see spirituality as a component
of leadership, but see it, rather, as a detriment. Bell (2008) wrote of the possibility that
spirituality can act as a force of resistance in relation to management through the
development of a practice-based morality.
Additionally, the surge in literature on spirituality raised the red flag for Elmes &
Smith (2001) that spiritual leadership could be the next management fad, especially when
its attempts to integrate spirituality into existing leadership and management practices are
seen as simply the means through which people can be exploited to improve
organizational performance. Along the same lines of inquiry, Price (2003) argued that the
pseudo-transformational leader embraces perverse values such as favoritism,
victimization, and dependency of followers rather than empowerment. Price warned that
even authentic transformational/spiritual leadership in and of itself can induce and
maintain a leader’s belief that he or she is somehow above the moral requirements that
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apply to the rest of the world, and he or she may rationalize engaging in prohibited
behaviors whose outcome could oppress or harm innocents.
Feminist Critique. While not directly related to spirituality and leadership, in a
relevant study, feminist-scholar Deborah Eicher-Catt (2005) interpreted the discourse of
servant leadership — a theory that evokes spiritual connotations — through the lens of
feminist deconstruction. Eicher-Catt argued that although servant leadership seems to
promote a moral and spiritual effect on organizational environment and culture, a
meticulous investigation revealed servant leadership upholds androcentric, patriarchal
norms and serves political ends. She believes in the negation of servant leadership’s
revolutionary potential, which cannot “advance genderless leadership” (p. 17). EicherCatt contends servant leadership did not create a new idea or message about leadership or
organizational culture but prescribed to ethics immersed in religious ideology. She argues
servant leadership is a myth appealing to universality, but only reproduces a status quo
that perpetuates the interest of a few and holds fast everyone else to its principles (EicherCatt, 2005).
Defending and Defining Spirituality in Leadership
While there are those who find it uncomfortable to think about integrating
spirituality and leadership or cite reasonable concerns about its impact, others find it a
natural occurrence. Wheatley (2002) wrote:
I don't think it accidental that questions from the domain of spirituality have
moved into leadership. In fact, I think it's an unavoidable consequence of this time
of turbulence. As our world grows more chaotic and unpredictable, we are forced
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to ask questions that have, historically, always been answered by spiritual
traditions. How do I live in uncertainty, unable to know what will happen next?
How do I maintain my values when worldly temptations abound? What is the
meaning of my life? Why am I here at this time? Where can I find the courage and
faith to stay the course? (p. 23)
Wheatley further maintained there are eight principles that describe the essential
perspectives, beliefs, and work for leaders now: (1) life is uncertain, (2) life is cyclical,
(3) meaning is what motivates people, (4) service brings us joy, (5) courage comes from
our hearts, (6) we are interconnected to all life, (7) we can rely on human goodness, and
(8) we need peace of mind (Wheatley, 2002, p.226).
Thus, in our current environment, leaders are starting to explore their own
spirituality as part of the package of values, beliefs, and wisdom they bring to the
workplace, along with their skill, knowledge, and biases, both known and unknown.
Sternberg (2003) wrote that, “…wisdom is not just about maximizing one’s own or
someone else’s self-interest, but about balancing various self-interests (intrapersonal)
with the interests of others (interpersonal), such as one’s city or country or environment
or even God” (p. 152). The point is that spirituality not only provides context about
leaders, but also about how they interact with those for whom they hold some
responsibility. Additionally, the term spirituality implies a broader scope of belief in a
higher power not necessarily tied to the rituals and dogma associated with more formal or
traditional religions.
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Working toward a common definition, Dent et al. (2005) explored what the shared
threads were in the existing body of knowledge regarding spirituality in leadership. They
used an emergent process to identify and validate eight areas of difference and/or
distinction in existing workplace spirituality literature. These were: (1) definition, (2)
connected to religion, (3) marked by epiphany, (4) teachable, (5) individual development,
(6) measurable, (7) profitable/productive, and (8) nature of the phenomenon. Their
findings concluded that most researchers coupled spirituality and religion, and that most
either have found or hypothesize a correlation between spirituality and productivity.
According to Dent et al. (2005):
The reality of today’s business world is that there are decreasing economic returns
because of fierce competition from those operating in a technologically driven
environment. Burack (1999) argues that it will be people and people-centered
leaders and organizations that will make the difference…. For many employees,
work has become a lifestyle, and people want a good life and will go to (or stay
with) organizations where they can get it. Burack defines the workplace that
offers a good life as a spiritual one. (p. 625)
Continuing this trend, in referencing Moxley (2000), Fry (2003) offered a “call for
more holistic leadership that integrates the four fundamental arenas that define the
essence of human existence – the body (physical), mind (logical/rational thought), heart
(emotions, feelings) and spirit” (p. 717). The new field of spiritual leadership would be
advanced by rigorous work in all of those areas – whether pursued individually or in
combination — and more. This research explored aspects of two of those areas by
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looking at behaviors (physical) and thinking attributes (mind), specifically as identified
through the Emergenetics Profile and a set of those who had completed it.
Ciulla (2003) tied leadership and spirituality together nicely in The Ethics of
Leadership. In the chapter, “Moral Leadership and Culture,” she reprints Joshua Cooper
Ramo’s interview from Time Magazine of former United Nations General Secretary Kofi
Annan. To provide the framework, Ramo used a Fante tribal proverb that states, “Gather
the five virtues then you are a man.” The five virtues are dignity, confidence, courage,
compassion, and faith. Of the last virtue, Ramo wrote:
What you discover in Annan’s job fairly quickly is that a moral compass is not
enough for you to find your way…. The job requires more than a sense of right
and wrong; it also demands a special kind of diplomatic telemetry. It requires
faith. (p. 275)
Directions in Studies
Initial studies into leadership and spirituality have generally taken one of two
paths: to tie spirituality into one of the existing leadership theories or to develop a new,
stand-alone theory. With regard to the former, although clearly separate from leadership
theories, a review of organizational and management theories informs this work. Pina e
Cunha, Rego, and D’Oliveira (2006) contended that every theory of organizational
leadership has explicit or implicit views of spirituality in the workplace. To be clear, their
analysis and ongoing work is a typology that takes more generic concepts of the spiritual
to organize their approach to organizational cultural analysis. To analyze the presence of
spiritual ideologies in management theories, they analyzed management theories as
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spirituality theories with regard to representations of people and the organization. From
this analysis, they extracted two major dimensions of people (as dependent or
independent workers) and the organization (as spiritually informed or spiritually
uninformed) that, in combination, result in a typology that advances four organizational
types of spirituality: the soulful organization, the holistic organization, the ascetic
organization, and the professional organization.
An approach encompassing the latter thesis for a stand-alone theory was presented
by Benefiel (2005). Building on Pina e Cunha et al.'s work, she proposed a conceptual
framework for spiritual leadership toward organizational transformation. This
conceptualization begins by pointing out two challenges unaddressed in the current
theories of spiritual leadership: (1) the growing epistemological critique of the existing
empirical studies of organizational spirituality, and (2) the need for a more robust and
sophisticated understanding of the spiritual aspect of spiritual leadership.
For the purpose of this study on the intersection of spirituality and leadership, it is
worth noting that while some of the literature in the area makes a distinction between the
two terms, some does not. For the purposes of my work, I view spirituality and
leadership as different from spiritual leadership. Gandhi and Mother Teresa were spiritual
leaders. More leaders, however, are integrating their spirituality into their leadership of
corporations and organizations. My focus is on this latter group. Expressing that
succinctly in a repeated fashion nonetheless becomes a mouthful. Thus, throughout this
paper, the terms are used together for readability and ease of understanding the larger
points being made.
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Perhaps the most influential and comprehensive spiritual leadership theoretical
models are Fairholm (1998) and Fry (2003). Fairholm’s model described leadership as a
personal reality one adopts to make sense of the dynamic interactive process of
leadership. His theory suggested that the relative success of leadership is measured
through the perspective of the observer and the conception of leadership held by the
individual actors using a hierarchical, five-level behavioral-based model. Fairholm
argued that we all see leadership differently depending on our current level of
psychological existence, our current paradigm, and our current virtual environment. His
five virtual environments include: leadership as management, leadership as excellent
management, values leadership, trust cultural leadership, and spiritual leadership.
Fairholm argued that until recently, spirit and soul have been absent from the major
leadership models. He wrote:
In the last decade of the twentieth century we can detect a new virtual
environment that helps us understand leadership. A few people are combining
much of the discussion of the past 15 or 20 years and concluding that leadership is
a function of the leader’s concern for the whole-soul, the inner self. They believe
that leadership comes out of the leader’s inner core spirit. This, not facts about
personality or situation, determines what is right and good for them and for other
organization members. (p. 57)
In his paper, “Toward a Theory of Spiritual Leadership,” (2003), Fry noted the
accelerating call for spirituality in the workplace, describes the universal human need for
spiritual survival through calling and membership, and distinguishes between religion
!45

and spirituality. His model includes intrinsic motivation and religious-based as well as
ethics and values-based approaches to leadership. This model proposes conceptual
distinctions among hope/faith, vision/mission, and altruistic love. The model is also
causal and suggests, for example, that hope/faith leads to vision/mission, which, in turn,
leads to a leadership or spiritual calling. He wrote, “The purpose of spiritual leadership is
to create vision and value congruence across the strategic, empowered team and
individual levels, and, ultimately, to foster higher levels of organizational commitment
and productivity” (p. 4). He concluded that:
To motivate followers, leaders must get in touch with their core values and
communicate them to followers through vision and personal actions to create a
sense of spiritual survival through calling and membership…. And, by
incorporating calling and membership as two key follower needs for spiritual
survival, spiritual leadership theory is inclusive of the religious-, ethics-, and
values-based approaches to leadership. (p. 17)
Hart and Brady (2005) addressed spirituality at the individual level and relied
heavily upon psychology and religion in their research. They proposed using archetypal
psychology as a framework for understanding the human need for spirituality more
clearly because, they posited, it provides important insights into spirituality and
organizational life. Because most spiritual needs reside in the deepest aspects of the self,
they suggested that an archetypal approach helps researchers and leaders alike recognize
not only that people have spiritual needs but also why they have them. The authors wrote
about three common archetypes and their implications in a management context. That is
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followed by an application of the archetypal approach to some of the more spiritually
corrosive aspects of organizational life and a discussion of the implications of archetypes
as a source of motivation.
Kubicek (2005) also focused on the role of spirituality in the individual’s life
through the tool of spiritual intelligence (SQ) in employee development, as developed by
Zohar (2005). She explored the similarities between emotional intelligence and SQ, and
addressed the importance of spirituality to leadership. Quinn (1996) also wrote of the role
of the individual when he asserted, “There comes a time when we all question whether
something is right. At such times, we have to listen and follow our inner voice, even
when it means tackling the system and enlisting some unconventional procedures and
techniques” (p. 219).
One of the newer theories comes from Steingard (2005), who proposed a theory
of spiritually informed management that integrates traditional and spiritual approaches to
management. The model has three dimensions: (1) awareness: unconsciousness and
consciousness; (2) change: translation and transformation; and (3) manifestation:
temporal and perennial. Franz and Wong (2005) offer a “wider lens” in their critique of
Steingard’s model. Specifically, they disagree with Steingard's dismissal of religion from
the discussion of spirituality. From their perspective, the purpose of religion is to access
and attain the substance of spiritual engagement. Kolodinsky, Giacalone, and Jurkiewicz
(2008) offered an even broader view than Steingard or Franz when they wrote that
spiritual values in the workplace can be viewed from an individual, organizational, or
interactive perspective. Using data collected from five samples consisting of full-time
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workers taking graduate coursework, results indicated that perceptions of organizationallevel spirituality appear to have the greatest impact on attitudinal and attachment-related
outcomes. Specifically, organizational spirituality was found to be positively related to
job involvement, organizational identification, and work rewards satisfaction, and
negatively related to organizational frustration. Personal spirituality was positively
related to intrinsic, extrinsic, and total work rewards satisfaction. The interaction of
personal spirituality and organizational spirituality also was found related to total work
rewards satisfaction.
Personal Assessments as Leadership Tool
One field of endeavor directed at defining or at least understanding the traits of
leadership is personality profiles and assessment tools. These evolved in the second half
of the twentieth century to become a ubiquitous element of leadership development, all
aimed at understanding leadership and improving its application through analysis of
behaviors and preferences.
In Emergenetics, Browning (2005) explained her work with people who are
successful in their fields and would be considered leaders. She started her research by
asking each of the participants to complete an Emergenetics Profile. Browning then
interviewed them to get their interpretation as to how they described the “gifts and
drawbacks” of their profiles. Her conclusion: “There is no such thing as a perfect
Emergenetics ‘leadership' profile.” Effective leaders understand that diversity, synergy,
and energy result when ambitious folks with different preferences are allowed to perform
a job together in a safe environment (Browning, 2006, p. 85). While there is no singular
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profile of a successful leader, this dissertation explored, in part, the possibility that there
are profiles that better predict leaders who also identify as spiritual. (See Research
Assumptions.)
Chapter Summary
Whatever the motivation, the intersection of leadership and spirituality is
emerging as an important area of scholarship and study as wholeness becomes a higher
priority for today’s workers and leaders.
In the next chapter I will provide more information about all aspects of my
research methodology, including addressing the sample population, data collection, and
research questions. I will also address the role of the researcher and offer more
information on Emergenetics, the assessment tool I used.
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Chapter Three – Research Methodology
The research methodology for this study is qualitative, including focus groups and
individual interviews. The first part of the study was to review and analyze the questions
used on the Emergenetics questionnaire and to determine which, if any, were applicable
to this work. The second part of the study was to convene the focus groups and conduct
personal interviews. The recordings of the interviews and focus groups were transcribed,
coded, clustered by themes, and correlated to determine the relationships that may or may
not exist between the concepts explored. I then wrote the qualitative interpretation of the
data, looking for the common and divergent preferences and themes.
Research Design
This study used a qualitative approach consisting of two focus groups and 14
interviews with individuals who completed Emergenetics Profiles and also identified as
“spiritual” and “leader.” Upon completion of the focus groups and the interviews, I had
the audio recordings transcribed then analyzed and coded the data, looking for common
themes supporting my supposition about the possibility for adding a spiritual component
to the Emergenetics Profile for future use. Both focus groups and interviews were
relevant to this work and reliable sources for qualitative research.
In a succinct explanation of focus groups, Klenke (2008) wrote:
Focus groups are unstructured or semi-structured interviews with small groups of
people who interact with each other and the group leader. They have the
advantage of making use of group dynamics to stimulate discussion, to gain
insights, and generate ideas in order to pursue a topic in greater depth…. They can
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be used, for example, to examine not only what group members think but also
how they think and why they think in a given way, their understandings and
priorities…. A focus group interview is, first and foremost, an interview. It is not a
problem-solving session. It is not a decision-making group…. The process is open
and emergent (p. 132).
In addition, Seidman (2006) wrote:
The purpose of in-depth interviewing is not to get answers to questions, nor to test
hypotheses, and not to “evaluate” as the term is normally used. At the root of indepth interviewing is an interest in understanding the lived experience of other
people and the meaning they make of that experience…. Being interested in
others is the key to some of the basic assumptions underlying interviewing
technique. It requires that we interviewers keep our egos in check. It requires that
we realize we are not the center of the world. It demands that our actions as
interviewers indicate that others’ stories are important. (p. 9)
Sample Population
There are approximately 630,000 profiles in the Emergenetics database and
approximately 350 profiles in the control group that identify as “spiritual.” After a survey
and analysis of the specific questions on the original Emergenetics questionnaire, I
analyzed the profiles and Participant Demographic Forms of the control group, and
conducted one in-person focus group from the pool of participants and one online focus
group from the broader pool of all completed Emergenetics Profiles. I also conducted
interviews with 14 people.
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Creswell stated:
Qualitative research questions are open-ended, evolving, and non-directional;
restate the purpose of the study in more specific terms; start with a word such as
“what” or “how” rather than “why”; and are few in number (five to seven) (2007,
p. 107).
Thus, my questions for discussion during the focus groups and personal
interviews included but were not limited to:
•

What does it mean to be a leader?

•

What does it mean to be a spiritual person?

•

When and how did you come to your spirituality?

•

What was your process of integrating leadership and spirituality?

•

How would you describe your early efforts at integrating leadership and
spirituality?

Data Sources
The study evaluated data from two primary sources. First, Emergenetics Profiles
from the control group of those who have completed profiles under the auspices of
“spiritual work” were randomly selected for review and inclusion in the study. Those
individuals were then invited to participate in one of two focus groups or a one-to-one
interview.
Recruiting Participants. Participants were recruited from a database of
approximately 350 people who had already completed their Emergenetics Profiles under
the auspices of a spiritual community or church. Additionally, 14 people for each of the
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two focus groups and 14 people for the interviews were recruited.
Selection Criteria. As noted, there are currently approximately 350 Emergenetics
Profiles in a database that have been administered and collected through spiritual centers
and churches. It is from that database that I selected the participants for the focus groups
and interviews. Since all of the participants came to do the Emergenetics work through
spiritual community or as part of their spiritual work, they had already self-selected as
“spiritual.”
The Participant Demographic Form (Appendix J), along with personal knowledge
of the participants, was used to identify the participants’ leadership role within their
company or organization.
Procedures for Gaining Access to Participants. As part of the registration to
take the Emergenetics Profile, all participants agreed to release their profiles for this
research. In turn, I acknowledged the confidentiality of each individual profile by
committing to not share it with any identifying information without the express written
permission of the individual. I stated that the information would be used only in
aggregate as part of this research project.
Once the participants were selected as noted above, I sent each one via email an
Initial Letter (Appendix H) reintroducing myself, explaining the purpose of my research,
how they were selected to participate, and what the process would be going forward
should they choose to engage. I also provided the Informed Consent Form (Appendix I)
and Participant Demographic Form (Appendix J).
Chapter Summary
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The purpose of this qualitative exploratory study is to investigate the intersection
of leadership and spirituality and how participants’ spirituality informs their leadership as
explored above. As noted in the discussion of terms and throughout this proposal, the
field of spiritual leadership is promising and still has many challenges and opportunities
for researchers.
The point-counterpoint is apparent in the conversation regarding the possibility of
measuring workplace spirituality. Ashmos and Duchon (2000) created a 34-question
instrument with a 7-point Likert-type scale based on a review of the literature that led to
the development of several dimensions of spirituality that could be broadly construed as
contributing to inner life, meaningful work, and community. Bell and Taylor (2001), in a
participant observation study measured the dimensions of language and values spirituality
(belief, journey, unity, higher power, and personal fulfillment) that surrounded the
workplace.
On the other end of the spectrum, several researchers agree with Wilber’s (1997,
2000b) philosophy of ephemeral inner aspects such as emotions, values, beliefs, and
community. He points out that workplace managers are skeptical about spirituality
because they see no equivalent scientific method to test its validity. He notes that while
science may not be able to prove that inner dimensions exist, others can experience them
and know intuitively that they are woven into the fabric of the universe.
Most researchers describe the tremendous care with which measurement must
proceed. It is perhaps most accurate to say that spirituality may not be measurable, but
that there are closely correlated manifestations of spirituality which can (Dent, 2005).
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That is the unique contribution that this study has made to the body of knowledge around
spiritual leadership.
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Chapter Four – Research Findings
As noted earlier, the study of the intersection of spirituality and leadership is
relatively new. My research sought to address a gap in the literature that considers the
intersection of leadership and spirituality. The primary question was, does spirituality
influence leaders’ thinking and behaviors? To that end, the secondary questions were:
1. In what ways does spirituality influence the thinking attributes of analytical,
structural, conceptual, and social thinking and the behavioral attributes of
expressiveness, assertiveness, and flexibility?
2. Does spirituality inform the ways leaders challenge things in their organizations?
3. Does acknowledging one’s spirituality publicly at work help or hinder building an
effective team?
Before initiating the focus groups and interviews, I reviewed the Emergenetics
questionnaire to determine if any of the 100 questions were applicable to this work. Some
could have been subjectively interpreted to be indirectly relevant to this work, such as
“One of my goals is building the self-esteem of the people I meet,” “I tend to be very
sensitive to the feelings of people around me, “ “I am very conscious of time,” “I put
human feelings and needs before my own success and achievement,” “I can intuitively
sense solutions to problems,” and “My friends come from all races, beliefs, and cultures,”
among others. However, none were deemed to be directly applicable.
As well, while not the primary focus, the study included the exploration of gender
differences vis-à-vis spirituality and leadership among the factors investigated. As
outlined earlier, the research consisted of one in-person focus group consisting of 14
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participants; one on-line focus group consisting of 14 participants and 14 one-to-one
interviews, including 11 in-person and three via electronic conferencing.
Overview of Major Themes
Once all of the interviews and the two focus groups were recorded and
transcribed, the transcriptions were then coded and clustered for themes. Table 1 in the
Appendix lists the demographic information of the study participants. Analysis of the
transcriptions indicated the following seven themes regarding spirituality and leadership,
and its influence on Emergenetics assessment attributes:
1. Spirituality influences leaders’ thinking and behaviors.
2. Leaders make a clear distinction between “spirituality” and “religion” as they
relate to work teams.
3. Spirituality informs the ways leaders challenge things in their organizations.
4. Acknowledging one’s spirituality publicly at work supports the individual.
5. Continual growth in one’s business expertise, knowledge, and skill is parallel to
the leader’s personal spiritual expansion and deepening.
6. Gender is not relevant to the thinking or behavioral attributes of leaders.
7. Emergenetics is a valued tool for those who ascribe to being spiritual in their
leadership, and yet while there were some common traits in their Emergenetics
Profiles, there is no defined or detectable profile for a spiritual leader.
Discussion of Themes
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Theme One: Spirituality influences leaders’ thinking and behaviors. Indeed,
there is no way that it cannot. Virtually everyone who participated in the research,
whether in the focus groups or the one-to-one interviews, said the same thing. They often
pointed to the concept of “wholeness” and “Oneness” in support of this influence on
thinking and behavior, saying that they cannot – and believe that others cannot – segment
their lives or divide their lives into silos. That is, they can't be unspiritual at work and,
likewise, can't leave their work selves at the door of their spiritual community.
I-12, a female living and working in England, explained it succinctly:
My leadership by its very nature is something that could equally be called
spiritual leadership. It comes from being in your authentic self, being true to that
Divine nature that you… which we all ... truly are. I couldn’t have always said
that.
Many described the positive outcomes — for them personally and/or for those
around them — that they saw coming from their connection to spirituality as leaders.
FO-3, a female participant in the online focus group, said, "…The more I’ve delved into
my spirituality, the better leader I’ve become…. The more [I] can exhibit those qualities
that are important to me in my spiritual practices, the better leader I can be."
FO-12, also a female participant in the online focus group, used similar terms to
describe the benefit to herself and her decision-making, and noted:
The more you dive into your own spirituality and get to know yourself and the
more you’re grounded – it really helps me to understand that all things are
connected and that makes a huge difference in the decisions that I’m making.
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I-12 described leading large groups of young men in the printing industry, an
environment that felt militaristic to her, when she started to seek a different approach to
leadership that ended positively. She said:
…[I was] playing with behaving in a different way and feeling into whether that
enabled me to be a stronger leader with my people or whether they perceived
weakness as that shift happened. That was my internal struggle with the idea of
“Can I be what I perceive as a more gentle leader and yet engender a stronger
leadership…?” It really was an evolution for all of us as I grew with them in many
ways and took a very different approach to what they were used to in the industry
and even what they’d witnessed from me initially. We all grew through that.
Within this theme, as we can see in I-12’s comment above, a number of
respondents noted that their spirituality, and thus its expression in the workplace, was a
journey or path. We are all on a spiritual path whether we know it or not. Some of us are
not aware of it, therefore we’re not focusing on it and using that awareness to enhance
our way of being in the world. Further, it was this path, whether they were aware of it or
not, that ultimately led them to acknowledge or rely on some degree of spirituality in
their leadership. When speaking about her evolution into spiritual leadership, I-12,
explained further:
To a certain extent, initially it looked like a lot of personal reflection and
awakening awareness that applying leadership from a more dictatorial role just
didn’t feel authentic. There was a dissonance of following the things that I had
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been traditionally taught and feeling like that wasn’t me being my authentic self.
It’s like trying on a new suit of clothes; you’re trying on a new way of leading.
In addressing how his spirituality came to be a part of his leadership, I-1 said:
I think it just emerged over time… [B]efore I was doing any form of ministry, I
was a social worker, I was a treatment tech at an adolescent rehab house, and a
number of other things in high school and college; leadership programs with the
state, working with government officials and public policy processes. Through all
of that there emerged within me a reliance on an inner wisdom. So I will use that
as my definition of spirituality’s influence on leadership.
I-1, for example, said:
I think part of that emerged for me organically, one, because I was, in many cases,
sort of thrust into leadership positions at an early age and so I was the one in the
room thinking to myself, well, I’m not trained in this, I’m not an expert, who the
heck am I to be here? But somebody saw something, and somebody appointed
me, somehow the door opened up, and so here I am. To navigate that internal
voice of “Oh no!” I had to turn to something, and rest on something, and breathe,
and say there must be a reason I’m here…. There was a surrender that took place
when I was doing those kinds of things and that then became my pattern and my
style of leadership was to surrender to a wisdom greater than I am and I rely upon
[it].
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FI-1, a college professor, provided an example of someone who exemplified the
behaviors of spiritual leadership without being aware of them, or, in this case, not even
aspiring to or acknowledging them. He said:
I’m reminded of my mentor in graduate school. He was inclusive. He honored
people’s gifts, nurtured them, helped bring them forward. He would co-author
articles with people; he would bring them into speaking engagements. He treated
people extraordinarily well. And, he was a complete and total atheist. Would I
define him as a spiritual leader? Absolutely.
Another emergent idea was the thought that a key decision is the point from
where one leads – from the heart or from the head. Alongside this they're defining the
meaning of spirituality in leadership, or, as in FI-1's comments above, it's presence even
if unconsciously or unintentionally. The participants described an opportunity to create an
environment where they lead from their hearts or from their intuition, and where they
create a culture of heart-led decision-making, teamwork, or work-life balance. Many of
them used the Emergenetics Profile as support.
I-9, a lay CEO of a major real estate company who wasn’t raised in and isn’t
practicing a specific faith tradition, connected it to ethics and said:
For me, spiritual leadership is about ethical and purposeful leadership. It’s about
leading in a way that creates pride and it creates inspiration. It’s leading with a
greater good than just the organizational needs that we might have. It’s moving
beyond what’s the right solution, but it’s more how do you live your life? How do
you implement family in that? How do you implement your physical being, your
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exercise or whatever that is to create health around that? How [do I make the]
time and contemplate things that are important, whether it be religious or
spiritual? It’s recognizing that it’s more than just getting the job done at work. …
[I]t all boils down to [the fact that] that spiritual leadership gives room and credit
for the whole person living a life that is full and something you can be proud of.
Theme Two: Leaders make a clear distinction between “spirituality” and
“religion” as they relate to work. The vast majority of study participants offered a sense
of religion being more concerned with specific dogma and tradition. Conversely, they
viewed spirituality as being a more direct relationship between an individual and her or
his own concept of the divine. To many participants, spirituality does not mean organized
religion. Religion is more of a routine, attending church, and identifying people with a
specific sect and following the rules. Spirituality is seen as an umbrella term that covers
one’s relationship with God, ergo one’s relationship with all. It’s about relationship, not
religion. Also, some translated it to a belief in meaning and a reason for existence while
others translated it to mean intuition, energy, or essence. To all of those ideas was added
the sense of a higher purpose. Specifically, a linkage to what one does and how one
behaves and why one does what one does in the context of something bigger beyond self.
FO-6, a male participant in the online focus group, said, “When I do try to be a
good leader, that spirituality comes through. At the same time there’s a big difference
between being spiritual and being religious – that’s a really big distinction." He
continued:
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To be truly religious, you have to also be spiritual but you can be spiritual without
being religious. You don’t have to have an organization to which you belong
spiritually; it can be more of an internal thing. You don’t have to be a part of an
organized church…. It’s difficult sometimes to see spirituality – you can hear
people talk about religion; spirituality is something of a sense, a feeling.
Religiosity is a bunch of rules made by man and woman in their own particular
sect, their own particular religion.
I-14, ,a female retired school administrator principal, said:
I think religion is more of routine, attending church, and identifying with a
specific sect, following the rules that you’re told about in church – to me, that is
religion. Spirituality is recognizing and feeling that power within and it’s overarching; it takes in all religions, all people, all situations, and all circumstances.
The two have a point of intersection, but I believe they are separate as far as
definitions are concerned.
Theme Three: Spirituality informs the ways leaders challenge things in their
organizations. There is a balance between and awareness of what is in the highest and
best interest of the individual and the team and/or organization. There are times in any
workplace when it doesn’t matter what that “thing” is, whether it’s a commitment to
family or a religious commitment or health or anything else — there are times when
everyone participates to get the work done. The recognition of their spirituality, however,
coupled with training in conflict management, led to an awareness of the power of having
people recognize the commonalities that they have. In other words, they were able to
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focus on the areas of agreement rather than the areas of disagreement. For example, an
educator dealing with an angry parent would start by stating that they both have a
common goal and that is the very best for the child. That would immediately align the
people engaged in what could have been a more contentious conversation.
FO-12, a female in the corporate world, said:
I’ve been in a couple of situations at work, probably two or three different times,
where somebody has done something or asked me to do something that I find
unethical and for me, it’s a choice. Sometimes I’ve gone to people and asked what
do you think I should do I this situation, and some people say don’t say anything
or don’t do anything – but I can’t live with that. I’ve made the choice to confront
unethical behaviors, whether that means I’m going to lose my job doesn’t matter
to me because I couldn’t live any other way than to speak up and say something.
It’s a choice you make and it’s a choice I make every time.
FO-1, a female university professor and founder of a non-profit said:
I’m thinking about the connections between spirituality and leading organizations.
For me, personally and professionally, [this] is where the social justice lens comes
in. We pay attention to voices that are missing or voices that are silenced. …
looking at the ways in which there have been populations who have experienced
oppression and privilege – which is some of my work with human trafficking, that
really looks at not only the voice missing or quieted, it’s also looking at decisions
that are made that have unintended consequences. The best-intended policies that
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shut folks out…. Connectedness through spirituality informs the way that we lead
in the movement and for me personally.
FO-4, a female in a higher education setting, said:
I’ve seen people who are highly religious and that gets in the way of their being
inclusive and making good choices. I don’t know how you can be a great leader
and not be spiritual. The leaders I look up to and the leader that I aspire to be are
all spiritual; they have connectedness, they look at the people who don’t have a
voice and make sure their voices are being heard.
Theme Four: Acknowledging one’s spirituality publicly at work supports the
individual. Acknowledging one’s spirituality publicly at work supports the individual.
However, there are pros and cons to doing so. In Emergenetics terms, this opened up the
conceptual conversation around love of self first. A belief was stated that when I accept
myself and love myself for who I am, I make the way for everyone else to love and
accept me. Some shared that religion was never spoken about at work or not something
they or their colleagues “wore on their sleeves.” It’s not something that was talked about
but rather it was just who they are, the concept that actions speak louder than words.
FO-14, a female who holds a corporate job, explained the role of choice and how
spirituality and/or religion expresses itself at work. She said:
…It’s a personal choice. For example, we have a front desk person who is
homosexual and I had a leader who I had to call on the table several times because
he would say, ‘In my religion…’ [referencing the sexual orientation of this
worker] and I would say, ‘Don’t even go there. This is about work.’ Truly spiritual
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people aren’t overt with it. It’s something that you sense about them and you’ll
hear them say things about their connectedness…. You see their actions and it is
clear those actions are congruent with their belief system.
Furthermore, FO-7, a female who owns her own consulting company and teaches
at a university, observed that some aspects she associated with spirituality are being
brought into the curriculum and teaching materials, as well as in her client work. She
explained:
Leading from a place of authenticity is really the most powerful place to lead
from…. My textbooks are actually having a dialog around love in the workplace.
I feel that is a spiritual place to lead from. It’s really been squashed. I’ve also seen
in my consulting work a lot of organizations squash that out of the workplace.…
We forget what it means to be empathetic and how that plays a role in love and
spirituality. Two things for me — there are tenants of spirituality and leading from
an authentic place.
I-10, a male entrepreneur, noted his experience and assumptions associated with
how spirituality supported, or did not, a range of employees in his company, especially as
they went through a change in ownership structure. He said:
We had people all along the [spiritual] spectrum from love to fear. When we sold
the company, we had 30 employee owners. They were younger, I think the
average age was about 35, and I made the mistake of assuming because they were
younger that they would be perhaps more progressive. Many of my guys, and
they’re mostly guys, that worked out in the field on the trains, on the track, and in
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the shops, were somewhat tenured in the railroad industry, which is somewhat
militaristic and as an industry very ego-based and very fear-based…. I had people
who were a little resistant to employee ownership because they liked the concept
of being kind of compartmentalized and you just tell me what to do and I’ll do my
job. You’re the manager, you’re the leader, you do that stuff, and I’ll do my stuff.
They came around on that because we were open and shared information once a
month, shared the financials of the company and had huddles. We were very
transparent in how we ran the company.
He continued:
On the other end of the spectrum, we had people who were very evangelical in a
fundamentalist way, which – obviously there was some resonance between us
with my spiritual approach, more human-centered approach. There were also
some conflicts because they were what Paul Reyes in his studies on sub-cultures
in the United States calls “traditionalists.”
Speaking of support that he, in retrospect, wished to have, I-10 explained the
value of having cultural or a kind of ideological alignment with a board and how that
impacted both him and his perceived success as a leader. He noted:
…The biggest mistake I made in putting my board together was focusing on what
they were bringing to the table as far as industry experience and knowledge and
expertise and contracts. Not focusing as much on their orientation toward
consciousness and their tribe, if you will…. What it takes to grow a conscious
organization is sometimes making decisions and investments for the long run.
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Sometimes that can require taking a risk and any risk is too great of a risk to the
organization if your job is to really protect the mothership, and that’s not what I
believed our job was. I felt we had something larger to do than just survive. I
think survival is a really lousy orientation as a person or an organization – it is
boring. That brought about a little bit of conflict.
Theme Five: Continual growth in one’s business expertise, knowledge, and
skill is parallel to the leader’s personal spiritual expansion and deepening.
Expanding on the mentions of a path or journey in theme four, comments on a learning
curve, continuous learning, and/or a commitment to keep growing were common. There
was also a lot of talk about balance between one’s practice of personal growth and
spiritual leadership. Some commented that balance is a struggle, while others stated that
balance is a myth and, thus, that the real focus should be on being present wherever one
is. There was also discussion about how some have spent more time on spiritual journeys
than some of those they’re leading. This led to a the perspective that opportunities often
arise to teach about grace or reflection, inviting those whom they manage to reflect
because, the thinking went, that is where true growth occurs.
I-5, a female senior executive, spoke to the ideas of balance and the need for
constant check-ins on her journey, even how that manifests itself physically. She said:
For me right now it’s a very internal journey…. I notice where I am energetically
in my body all the time. I have a real flag, an energetic flag – it’s a knot in my
solar plexus, and when that is present then I am quickly moving out of alignment
with who I want to be. So I really just have to stop, realign, and then decide
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whether the situation is worth it. Is it something that I’m going to be successful
at? I have to make some choices. I can’t just keep the train on that track, because
it’s not going to come to a happy end for me or anybody else. I just have to pay
attention, and the question is, how quickly can I do that? Sometimes it gets swept
away with what’s happening and then I have to come back to myself. It’s that
process of coming back and choosing. I want to tell you that it’s a split-second
activity, but sometimes it’s a five-day activity.
FI-4, a retired scientist who described himself as a “perfect MBA” in his early
career, said how spirituality started to impact his behavior as a leader later in his career,
noting:
In my later career, it was going in knowing I was getting ready to have a very
difficult conversation and saying something like, before I walked in the door,
“Dear God, please let whatever comes out of my mouth be your words and not
mine.” Then I started realizing that started happening a lot – like three or four
times a day, I’m asking for help because whatever was coming out of my mouth
was not – I was not being successful in the workplace…. So I had to reach into
something, please help me to be a better person. When I started consciously
realizing that I was turning to God to help me be a better leader, then I understood
my spirituality…. I can use it for me to be a better person, for me to show up
better … then it became more powerful for me.
FI-6, a retired corporate manager, said:
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I grew up Catholic and my family was very private about their religion so we
never really talked, even amongst ourselves.… It was a personal journey, but it
wasn’t really a personal journey because you were never taught to introspect. It
was something outside of you.… My connection to Science of Mind is that
drawing out of those pieces and allowing that introspection to happen.
I-6, a minister, and thus with some responsibility or overt expectation to teach
others, described how both his personal growth and leadership journey influenced
opportunities to guide others to reflection or growth. He said:
[An early mentor told me], “Your job as a minister, as a spiritual leader is to guide
and direct people toward the truth. It is not to sit back and watch them make the
mistakes and get hurt without you giving them the direction as to how to get free
of that.” And I said, “But how do you do that without moving into judgment?”
And he said, “You have to develop a sacred heart.” And I said, “What is a sacred
heart?” And he said, “The sacred heart is the ability to sit and talk to another
human being and not see them through judgmental eyes and not see them through
critical eyes, but to speak through love but still give them the guidance and
direction to be able to move into a skillful way of being as opposed to an
unskillful way of being.”
He continued:
I’ve been working on that for the last 20 years. And that’s probably my primary
tool that I use in leadership is to have conversations from the sacred heart. Now,
do I always do it? No. Do I wish I always did it? Yes. Do I try to always do it?
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Yes. And do I slip up and err? Yes. And how do I deal with myself when I don’t
live up to my own expectations? I practice the sacred heart on my own being so
that I don’t put myself down, but I correct myself and move forward so that my
next behavior is more skillful than the one that I just did.
Theme Six: Gender is not relevant to the thinking or behavioral attributes of
leaders. In this research, responses to questions about gender differences varied. The
issue was raised that it is less about gender and more about diversity of perspectives and
experience. While there was broad support for the theme that gender shouldn’t make a
difference when exploring spirituality and leadership, the reality expressed by
participants was that it still does. It was also noted that while the leadership in many
traditional religious institutions is patriarchal, the leadership in many of the New Thought
traditions in general and Religious Science in particular is predominantly women.
Exploring the issue through the lens of Emergenetics, this diversity of
perspectives is extremely important in looking at leadership and performance, and is
what Emergenetics echoes. Recently published findings following a re-norming of a
cross-section of more than 50,000 Emergenetics Profiles from around the world highlight
the different ways that men and women think and behave. The findings showcase some
interesting gender insights:
•

When the tool was first created 30 years ago, men reported a stronger preference
for analytical, structural, and conceptual styles of thinking, and a preference in the
more forceful and driving end of the assertiveness spectrum. Conversely, women
reported a stronger preference for social thinking, and a preference for being on
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the talkative and gregarious end of the expressiveness spectrum, and in the
welcoming-of-change end of the flexibility spectrum.
•

Since the 1980s the differences between the way men and women report their
preferences have been diminishing to the point where in 2015 there was actually
no statistically relevant difference. That means men are just as likely to report a
preference for social style of thinking as women, and women are just as likely to
report a preference for analytical style of thinking as men.
Since it is diversity in thinking and approach that creates more effective

workplaces and more inspired workforces, it stands to reason that leadership needs to
advance all of these elements of thinking and behavior, which the data show are equally
found in both men and women.
FI-10, a New Thought minister and former Catholic nun, said:
I came from the extraordinary patriarchy that is the Catholic Church. While I see
vast differences in Science of Mind and New Thought churches and spiritual
centers, it still feels like a novelty to see or have a woman in the pulpit even
though half of our Religious Science ministers are women. I know we’re all one
and gender shouldn’t make a difference, and (yet) my experience and my eyes say
it still does.
SB, a female and president of a large professional recruiting and headhunting
firm, said:
I grew up in a traditional, large Mormon family. The Mormon Church is highly
patriarchal, to put it mildly. I left the church as a young woman and earned great
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success in the corporate world. I found my way back to the church several years
ago, met my husband, and we were married in the Temple. While I love my life, I
sometimes feel a dichotomy. In my professional life, I’m running a good-sized
company and people listen to me because of my experience, expertise, and, I’d
like to think, heart. At church, I’m humbled to be the leader of our local branch of
the Woman’s Relief Society and that’s as far as I’m able to go in church
leadership.
I-7, a female, spoke about choosing to take what some perceived as a “lesser”
leadership role that also included her reporting to a male. She said:
I loved being the Spiritual Leader of my community for almost 20 years. When I
decided to move on and become an associate minister at a larger church, I got the
question of “Why would you do that?” more than once. My answer is that I
enjoyed almost everything about running my own church and now I get to focus
on doing everything I enjoy and I’m not responsible for those things that I find
less interesting. I know in my heart of hearts that I’m no less a “leader” or no less
“spiritual” just because of the title, the position in which I serve, or that my
“boss” happens to be a man.
FI-8, a consultant and former high-ranking technology executive, said:
I find it’s a mixed bag. I’m grateful to have served as president of the board for
one of the biggest churches in the Religious Science movement. I feel like I was
absolutely treated as an equal and my expertise and what I brought to the table
was valued. We also talk about our belief that we are all One and that nobody is
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separated from the Divine and that we’re not separated from each other. And yet, I
still feel a need to work with female ministers and support women in their
development on all levels. It’s just something I’m called to do.
FO-9, a Catholic nun, said:
My intention is to be blind to gender in the work that I’m doing in the world and
yet, I live with all women and ultimately take my marching orders from a man
who sits on the Throne of St. Peter.
FI-2, a male and professional psychic, said:
I look at church as wonderful entertainment and a great motivational speaker.
Given my background in entertainment, I expect to see males and females
throughout the service. Every service is different, but I think overall they do a
good job with the balance. And there are certainly some ministers that I resonate
more with, but that doesn’t have anything to do with gender. For me it’s their
energy and how resonant I am with it.
Theme Seven: Emergenetics is a valued tool for those who ascribe to being
spiritual in their leadership, and yet while there were some common traits in their
Emergenetics Profiles, there is no defined or detectable profile for a spiritual leader.
Speaking to how Emergenetics was used within a governing body of a spiritual
organization, the point was raised that the group “has followed instructions” and used the
tool positively rather than as a sword, which is a temptation. As well, there was
recognition that Emergenetics is a snapshot of an individual and a moment in time, that it
is about how we present and receive information, and that there’s no judgment around
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that. The level in which one resides in consciousness is the world that one sees. There is a
place beyond which one goes from total selfishness and rage and worry into more
altruistic viewpoints of life.
I-14, a female retired school administrator principal, said:
Emergenetics is an evolved tool that probably stands on the shoulders of Carl
Jung’s work and all the work in the Myers-Briggs. It’s a natural evolution to me.
It’s more sophisticated, it answers more questions, and it shows a deeper look into
how we are structured and function. It’s a wonderful tool.
I-3, leader of an international, spiritually based non-profit, said:
What you see in my Emergenetics [Profile] is that I’m as close to a quad(ramodal)
as you can get. I’m like 2 percent off. I think that is ideal for the position I’m in
because you’ve got to be able to compartmentalize, and you’ve got to be able to
talk on every level and I never really feel exhausted, whereas you talked about
Emergenetics, some people [work] out of their area [of preference]. They can still
do it with skill but they’re exhausted at the end of the day. I don’t find that I’m
exhausted.
I-1, a CEO and senior minister, noted how Emergenetics awareness aids his
leadership approach and increases his ability to flex his preferences to achieve better
outcomes. He said:
I think [Emergenetics] is a really incredible tool. It’s very helpful when we’re in
large groups to help us understand the various tasks that are before us and to
understand what kind of skill set is required for us as a group to get through that.
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Some of the work that we do is conceptual, some of it is analytical, and so we
need all of those four [thinking attribute] quadrants for certain parts of our time
together — a committee, or a board, or any gathering of leaders. There’s a social
component. My red [social] is very thin, the thin red line. Sometimes I really just
roll my eyes at the need to check in with everyone and go around the circle and…
I want to get to work. I have realized how important it is to do that work, to spend
time in the red, and how that greases the wheel for the rest of the work to flow. I
can catch myself and our group when we’re spending too much time in a
particular area. Even if it’s a dominant area in my chart, when we spend too much
time there, there’s a trigger that goes off like a timer. Ding. I’m done…. I’ve been
able to pay attention to that with myself and with others and use that as a
navigation tool for facilitating the meeting.
FI-9, a sales manager, also noted the value of awareness and a balance of profile
strengths and organizational intent or capacity, and said:
What I see is if you take a CEO over an organization it might be in their best
interest that they want to have the organization run in a place of openness and
love, and harmony — all of the pieces that you want as a spiritual being — but
you also might not be the person who can lead that. If you look at [the
Emergenetics] Profiles, you have to have the right balance in any way you show
up in an organization. You might want this perfect place, this perfect operation,
but you can’t lead it so you need to surrender and allow that balance. There are so
many aspects to a profile that you need in order to make that work.
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I-5, a senior executive, said:
I love [Emergenetics]. I think it gives a really good picture of our default
positions, where we move when we’re under stress, and what’s going to allow us
to be comfortable moving forward in situations that challenge us. So some of us
need facts and data, some of us need a hand held, some of us need to feel we’re
not constrained. There are different things we need to feel comfortable moving
forward and Emergenetics does a good job of helping us identify that. The tool
itself is a great tool.
I-4 also shared specific examples of how Emergenetics helped in his leadership,
and said:
Emergenetics has been helpful in my ministry in two specific ways. First, it has
helped me understand myself and my co-minister much better. Our profiles are
significantly different. I have a preference in red [social thinking] and she does
not. When she speaks on Sunday, she does a masterful job and has such a
command of our teaching and language in general. She greets all of our
congregants after service and spends time in community. What Emergenetics has
taught me is that at the end of that day, she’s going to be tired. There’s nothing
wrong, and nothing needs to be fixed. She’s working out of her preference and it
just takes more energy for any of us to do that.
He continued:
The second thing that it has helped me do is to make sure that my sermons are
balanced and that I have something for every thinking attribute. So I do my
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outline and know generally what I’m going to say, and then I look at it through
the lens of Emergenetics. What do I have for my analytical thinkers? Am I
“netting it out” in a way that works for them? For my structural thinkers, I know
the service has to begin and end on time, and that my talk shouldn’t be longer
than the allotted 15 minutes. For my conceptual thinkers, I need to relate what I’m
talking about to a few things they already know and invite them into at least one
new thing. And for my social thinkers I need to include at least one story about
someone they know or would like to know. When I’m able to do that, that’s when
I get a lot of people saying “You spoke directly to me today,” which, in my
opinion, is the highest compliment a minister can receive.
In response to the question, “Does spirituality live in a particular part of the
brain?” FO-11 said:
I don’t think so. I think it’s bigger than the pieces. I heard a pastor at a Baptist
Church say, “God can’t be duplicated.” When I asked her what she meant, she
said, “God is in all of us” and what I need may not be what you need, so God
shows up for me very differently. To that end, God might be in the details. God
might be in the bar trying to pick up someone. God might be in creating the next
innovation. God might be in creating a strategy. I think, yes, it’s in different
spaces and it’s in all spaces.
Ultimately, the research showed, just as the founder of Emergenetics, Geil
Browning, states, “There is no such thing as a perfect Emergenetics Profile for leaders or
any other profession” — that there is, indeed, no perfect profile for a spiritual leader. The
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Emergenetics Profiles of the people who participated in this study were as varied as the
individuals themselves. The group profile snapshot for both of the focus groups as well as
for the one-to-one interviews are included (Appendices E, F and G). They break down as
follows.
Emergenetics Group Profile — Interview Participants. The combined profile
of the 14 people with whom I spoke individually is as follows. The profile is tri-modal,
abstract, and divergent with thinking preferences in conceptual (32 percent), social (28
percent) and analytical (26 percent). The remaining thinking attribute is structural (12
percent). With regard to the behaviors, expressiveness (62nd percentile), assertiveness
(58th percentile), and flexibility (63rd percentile) equate to the second-third in each
attribute.
Emergenetics Group Profile — In-Person Focus Group. The combined profile
of the 14 people with whom I met in person as a focus group is as follows. The profile is
bimodal and divergent with thinking preferences in social (32 percent) and conceptual
(29 percent) thinking. The remaining thinking attributes are structural (21 percent) and
analytical (18 percent). With regard to behaviors, expressiveness (55th percentile),
assertiveness (37th percentile), and flexibility (62nd percentile) also equate to the secondthird in each attribute.
Emergenetics Group Profile — Online Focus Group Profile. The combined
profile for the 14 people with whom I met as part of an online focus group is as follows.
The profile is tri-modal, divergent, and abstract with thinking preferences in conceptual
(32 percent), social (28 percent), and analytical (26 percent) thinking. The remaining
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attribute is structural (14 percent). With regard to the behaviors, expressiveness (62nd
percentile), assertiveness (58th percentile), and flexibility (63rd percentile) also equate to
the second-third in each attribute.
Out of these profile summaries, some highlights are clear:
1. Both the online and interview subjects had similar profiles in that they are
conceptual, social, and analytical in order of preference.
2. All three groups are in the second-third of all three behavioral attributes, which
means they can get to either end of those spectrums (expressiveness,
assertiveness, or flexibility) easier than if the group had been in the first- or thirdthird.
3. The preference in divergent thinking in the interview group, helped explain the
challenges in getting back some of the study documentation and scheduling some
of the interviews as well as more free-wheeling conversations and what might
appear to be rambling at times.
All of the above outcomes were not planned for in the selection process and were
random outcomes. As the researcher, when I viewed the individual Emergenetics Profiles
and the group profiles, it did help me to better navigate the interviews and conversations.
While the content of what I needed to cover didn’t change, I was able to include nuances
in my questions and interactions that helped the discussion go more smoothly.
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While Emergenetics helped me as the researcher to better understand the research
participants, the tool itself was not helpful in the broader framework of the study,
specifically diving deeper into the connection between leadership and spirituality.
Chapter Summary
In exploring how spirituality influences the thinking and behaviors of leaders and
the secondary questions highlighted above, this research found that spirituality is an overarching concept that affects virtually every aspect of leaders and how they lead.
Additionally, while not currently constructed for such use, a possibility exists to add a
spiritual component to the Emergenetics Profile to aid in future studies of leadership and
spirituality. Finally, creating group profiles for the focus groups and the group of
interview participants as a whole aided in communicating more clearly with all of the
research participants and hearing the nuances of their responses. In Chapter Five I will
discuss these findings.
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Chapter Five – Research Findings and Implications
Summary of the Study
The purpose of this study was to explore the nexus of leadership and spirituality
through qualitative research and through the quantitative lens of thinking and behavioral
attributes as put forth in the assessment tool of Emergenetics. Specifically, the study
explored how participants’ spirituality informs their leadership. This study included 14
personal interviews and two focus groups, one in-person and one on-line, which also
included 14 people each, for a total of 42 research participants, all of whom completed
Emergenetics Profiles.
While theory development of workplace spirituality and its relationship to
leadership is still in its infancy, popular literature on the subject of spiritual life continues
to expand. Spirituality and religion in the workplace has been a special interest group of
the Academy of Management since 1999. The intersection of leadership and spirituality is
emerging as in important area of scholarship and study as wholeness becomes a higher
priority for today’s workers and leaders.
Research Findings
1. Spirituality influences leaders’ thinking and behaviors.
2. Leaders make a clear distinction between “spirituality” and “religion” as they
relate to work teams.
3. Spirituality informs the ways leaders challenge things in their organizations.
4. Acknowledging one’s spirituality publicly at work supports the individual.
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5. Continual growth in one’s business expertise, knowledge, and skill is parallel to
the leader’s personal spiritual expansion and deepening.
6. Gender is not relevant to the thinking or behavioral attributes of leaders.
7. Spirituality influences the Emergenetics attributes of analytical, structural,
conceptual, and social thinking, as well as the behavioral attributes of
expressiveness, assertiveness, and flexibility.
However, just as the founder of Emergenetics, Geil Browning, states, “There is no
such thing as a perfect Emergenetics Profile for leaders or any other profession,” the
research showed that there is no perfect profile for a spiritual leader. The Emergenetics
Profiles of the people who participated in this study were as varied as the individuals
themselves. Equally as important, the Emergenetics tool was normed by gender since it
was created 25 years ago, i.e. men were compared to men in the database and women to
women. As of July 2015 the tool is no longer normed by gender because the difference in
the expressed characteristics had become negligible; thus, every profile is now normed
against the general population in the database.
Conclusions
The main question this research sought to answer was in reference to spirituality
influencing leaders’ thinking and behaviors. Based on this research, it appears that
spirituality does influence the thinking and behaviors of leaders. The participants
represented a myriad of religious and spiritual traditions and virtually all felt as though
that factor played a role in how they think and behave in their leadership roles. Many
concurred that it simply wasn’t possible not to have their spirituality influence how they
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think and behave. This is in agreement with what Korac-Kakabadse, et al. (2002), as
noted above, found when they wrote that organizations must honor the whole person and
the spiritual energy that is at the core of everything. It also confirms what Fairholm
(1998) found when he created a model that described leadership as a personal reality one
adopts to make sense of the dynamic interactive process of leadership. He said:
In the last decade of the twentieth century we can detect a new virtual
environment that helps us understand leadership. A few people are combining
much of the discussion of the past 15 or 20 years and concluding that leadership is
a function of the leader’s concern for the whole-soul, the inner self. They believe
that leadership comes out of the leader’s inner core spirit. (p. 57)
Further, it is in alignment with what Fry wrote in his paper, “Toward a Theory of
Spiritual Leadership” (2003), where he acknowledged the accelerating call for spirituality
in the workplace and included elements of intrinsic motivation and religious-based as
well as ethics- and values-based approaches to leadership.
While the research participants recognized the role of spirituality in informing
their thinking and behavior, there was some discussion as to whether this was primarily a
positive or negative influence. Again, many saw it as extremely positive and there was
some conversation about the possible downside or “shadow” side. Whether from a policy
or personnel perspective, there was recognition that the concept of spirituality and
leadership had its detractors, many of whom raise relevant points that must be addressed.
That supposition supports what Bell (2008) wrote when he addressed the possibility that
spirituality can act as a force of resistance in relation to management through the
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development of what he termed “practice-based morality.” The idea also raised a red flag
for Elmes & Smith (2001), namely that spiritual leadership could be the next
management fad, especially when its attempts to integrate spirituality into existing
leadership and management practices are seen as simply the means through which people
can be exploited to improve organizational performance. Similarly, Eicher-Catt (2005)
asserts that the similar field of study, servant leadership, upholds androcentric patriarchal
norms and serves political ends. She further argues that servant leadership is a myth
appealing to universality but only produces a status quo that perpetuates the interest of a
few and holds fast everyone else to its principles.
Emergenetics Thinking Attributes. The first of three sub-questions looked at
whether spirituality impacted the Emergenetics attributes of analytical, structural,
conceptual, and social thinking. As noted, the overwhelming response from the study
participants was that yes, spirituality affected and influenced everything, including how
leaders think.
That being said, the participants also acknowledged the value of Emergenetics in
informing their leadership style and choices. For example, recognizing how a manager
thinks and the strengths of that attribute, whether in a subordinate or superior role,
strongly aided communication. In Emergenetics Browning (2005) summarized these
strengths as follows.
Table 1
Manager Strengths by Emergenetics Thinking Trait Quadrants
Strengths of the Analytical Manager

Strengths of the Conceptual Manager
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• Favors concrete, technical

•

Experiments,

information (specs, indexes,

•

Pushes the envelope,

formulas, legal briefs),

•

Has ideas that are global, big

• Focuses on what needs to be

picture, visionary, and long term,

produced, created, or analyzed,
• Is rational (not emotional),

•

Is open to last-minute inspirations,

•

Is not structured, gives no specific

• Prefers options and

directives,

recommendations that are backed

•

up with factual evidence,

Considers all impacts of potential
solutions, and

• Gives short directives,

•

• Provides solid information and

Expects employees to connect the
values, goals, and big picture

trusts employees to make good

•

decisions, and

Controls until competency is
verified.

• Gets involved in technical/
scientific discussions.
Strengths of the Structural Manager

Strengths of the Social Manager

!86

• Detail oriented,

•

• Likes safety and stability,

Is interested in policies and
programs that affect employees,

• Maintains clear rules and lines of

•

authority,

Able to communicate the difficult
message,

• Is driven by the clock and

•

productivity/efficiency,

Usually doesn’t make canned
decisions,

• Brings order out of chaos,

•

Prefers face-to-face interaction,

• Takes care of logistics, and

•

Sensitive to office politics,

• Leads by example.

•

Encouraging and collaborative, and

•

Values relationships.

Emergenetics Behavior Attributes. The second sub-question addressed the
impact spirituality had on the behavioral attributes of expressiveness, assertiveness, and
flexibility. Again, there was near unanimous acknowledgement that it does. And, as noted
above, the value of the Emergenetics Profile in helping leaders know their own behaviors
as well as those with whom they work was consistently recognized.
Expressiveness. The strengths of the first-third expressive manager include the
following behaviors: uses words efficiently; likes to blend into the crowd; self-contained,
poised; allows others to start the conversation; selectively airs opinions; refrains from
making faces or using hand gestures; and listens carefully.
The strengths of the third-third expressive manager, however, include the
following behaviors: appears pumped up; talkative; shares information with employees;
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always participates in the discussion; big facial expressions and hand gestures; walks the
halls, visits; and uses many words for an answer.
Assertiveness. The strengths of the first-third assertive manager include these
behaviors: is approachable; goes with the flow of the group; speaks quietly; keeps the
peace; has a calm presence; takes time to listen; carefully phrases thoughts and opinions
The strengths of a third-third assertive manager, on the other hand, appear as follows:
leads by influence; task-oriented; decisive; ambitious; has high expectations for others;
competitive; and makes presence known.
Flexibility. The strengths of a first-third flexible manager include the following
behaviors: insists on people doing things correctly; sets ground rules and follows them;
purposeful; keen; discerning; chooses battles carefully; and has firm commitment to
convictions.
The strengths of the third-third flexible manager, however, appear as follows:
comfortable with equal partnership; open to suggestions and ideas; can accommodate
last-minute revisions; can handle crises; keeps things open-ended; understands that
change is a part of the job; and figures out alternative approaches.
Leadership Applications. The third sub-question addressed how spiritually may
be used in different scenarios, specifically looking at whether or not spirituality informed
the way leaders challenge things in their organizations. The response was yes, that it did.
One respondent noted that it was because of his spirituality that he was able to take a
breath and allow himself a moment to think, asking himself the question, “What else
might be true?” That pause enabled him to move out of emotion and create an opening
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for possible answers and solutions that may not have been apparent to him otherwise.
This supports what Steingard (2005) wrote when he proposed a theory of spiritually
informed management that integrates traditional and spiritual approaches to management.
The other scenario addressed looked at acknowledging one’s spirituality publicly
at work and whether that helped or hindered the building of an effective team. The
general consensus was that it was helpful to both the individual and the team, noting the
importance of disclosure and authenticity in forming trust among colleagues and team
members. That tracks with Kolodinsky, et al. (2008) when they wrote that spiritual values
in the workplace may be viewed from an individual, organizational, or interactive
perspective. They found, in part, that personal spirituality was positively related to
intrinsic, extrinsic, and total work rewards satisfaction. The interaction of personal
spirituality and organizational spirituality also was found related to total work rewards
satisfaction. In addition, Hart and Brady (2005) posited that using archetypal psychology
provided important insights into spirituality at the individual level as well as in
organizational life. It also confirms what Fry (2003) acknowledged when he wrote, “The
purpose of spiritual leadership is to create vision and value congruence across the
strategic, empowered team and individual levels, and, ultimately, to foster higher levels
of organizational commitment and productivity.”
While society seems to be moving toward acknowledging the more fully
integrated person at work, there are still some challenges and barriers to doing so, not the
least of which are gender differences that are significant and still need to be addressed.
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While a powerful tool, Emergenetics, the assessment tool that looks at four
thinking and three behavioral attributes, is not helpful in determining how a leader with
specific attributes may or may not be influenced by spirituality.
Implications
Implications for Leadership. In addition to leadership and spirituality, this work
touches many different fields, including psychology, training, personal development, and
interpersonal communication, in addition to the growing field of servant leadership. The
opportunity for meta-level work is tremendous and includes the possibility to bring
together multi-disciplinary teams of leadership scholars, theologians, academics, and
practitioners of all of the disciplines noted above and so many more. The more it grows,
the less of a fit it will be within existing theories and models. Additionally, more
theoretical models should be developed and empirically tested.
Implications for Spirituality in Leadership. A recent search on Amazon
suggested 488,037 entries for spirituality, 202,067 entries for leadership, and 5,729 for
leadership and spirituality. That’s just one vendor with almost 6,000 items for sale on the
topic. Clearly, workers don’t want to compartmentalize their lives anymore. Just as there
is significant work around “breaking down the silos” within organizations, individuals are
interested in doing the same work within themselves. People don’t want to check their
personal lives at the door of their houses of worship nor do they want to check the
spiritual aspects of themselves at work. Integration seems to be a key concern for today’s
workers.
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This research pointed in the direction that people who are free to be themselves
are much more effective. Rather than worrying about what to say or not to say, they can
focus fully and be present with the task at hand rather than thinking about possible
repercussions for something they may have said in the lunchroom.
Implications for Emergenetics. The Emergenetics tool was developed in 1991 as
Geil Browning’s take on nature, i.e. “genetics,” versus nurture, i.e. “emerge.” Her
determination that we are products of both nature and nurture was novel at the time.
Since then, more than 630,000 people have completed Emergenetics Profiles in 21
languages around the world. While the tool is continually updated and re-normed to make
sure it is still statistically significant, few significant changes have been made.
The Emergenetics Profile is a powerful quantifiable tool. However, it didn’t shed
any additional light on the intersection of leadership and spirituality. It was an interesting
exploration of thinking and behavioral attributes and provided a unique framework for
the study but using the profiles did not add value to the primary focus of the study. It is
possible that for whole person business practices, without the focus on spirituality,
Emergenetics could serve as a useful tool to quantify certain skills and habits. However,
my research demonstrates that spirituality overlaps so individually with qualities and
practices that Emergenetics could not point to specific measures for quantifying the
spiritual.
Emergenetics International, however, recently introduced a new tool based on the
Emergenetics Profile. The Emergenetics Selection Program (ESP) reveals a candidate’s
job motivation and aptitude so one can determine if there is a match in job compatibility
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and performance. The ESP process includes defining job expectations and identifying the
fundamental motivators and skills need for each unique position, accurately measuring
each candidate’s job fit and performance, thus empowering hiring managers to make
better-informed hiring decisions. The ESP assessment provides customized feedback on
all of the candidates for a specific job. Using a simple, color-coded approach, the onepage format helps the hiring manager quickly identify those candidates who best align
with a given position.
While there may be an opportunity to build on the original Emergenetics Profile
and add a component for those exploring spirituality, it would not be appropriate to add
spiritually themed questions to the ESP assessment since it is a hiring tool and asking
those questions is not appropriate in that setting.
Suggestions for Further Research
Because spiritual leadership is such a new field, it is ripe for research in virtually
every aspect. Perhaps most important, work still needs to be done on more broadly
accepted definitions for the terms spirituality and leadership, as well as spiritual
leadership. Finally, a secondary focus may be to research the researchers who are leading
the charge in this field.
Topics for further research might include:
1. Can a new theory of leadership be justified? Do the foundations of values-based
leadership, servant leadership, followership and other concepts of inspired
leadership provide a comprehensive treatment without creating another theory?
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2. While this research suggested that spirituality influences leaders’ thinking, more
qualitative and quantitative research is in order.
3. Can additional questions around spirituality be incorporated into the Emergenetics
Profile and create a new product for those interested in spirituality and leadership?
Sample questions may include and are not limited to:
•

I identify as religious,

•

I identify as spiritual,

•

I acknowledge a higher power,

•

I regularly read spiritually themed literature,

•

I have one or more holy books on my nightstand and/or e-reader,

•

Spirituality in the workplace is more of an opportunity than a threat,

•

I attend services at my house of worship regularly,

•

Spirituality affects how I “show up” at work,

•

I have had to bite my tongue regarding expressing my religious or spiritual
beliefs at work,

•

Spirituality has no place in the workplace,

•

Having a prayer or meditation room at work is a good idea, and

•

I frequently pray before meals regardless of whether I’m eating alone or
with work colleagues.

4. Exploration of other assessment tools and their relevance to spirituality and
spiritual components, including the concept of "spiritual intelligence" (SQ).
5. Gender differences vis-à-vis spirituality and leadership.
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6. The intersection of social justice and spirituality and leadership.
7. The intersection of trait leadership and spirituality and leadership.
8.

I concur with Fry (2003) when he offered a “call for more holistic leadership that
integrates the four fundamental arenas that define the essence of human existence
– the body (physical), mind (logical/rational thought), heart (emotions, feelings)
and spirit” (p. 717). The new field of spiritual leadership would be advanced by
rigorous work in all of those areas – whether pursued individually or in
combination.
In conclusion, the concept of spiritual leadership continues to attract attention and

the evidence from participants in this research shows that it does have an impact on
leadership practice. Nonetheless, the study of the intersection of spirituality and
leadership is relatively new thus creating significant opportunities for impactful research.
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Appendix A
Venn Diagram of This Study

The purpose of this research is to explore the intersection of leadership, spirituality,
thinking attributes, and behaviors.
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Appendix B
What is Emergenetics?
Psychometrically, Emergenetics is a reliable, valid, and proven test. This test
provides insight to help individuals best use their thinking preferences and strongest
behavior attributes. The tool is the result of extensive research involving more than
630,000 adults.
Emergenetics is based on research that indicates: (1) individuals were born with
traits to act and think in certain ways, and (2) they modified these traits as they interacted
with their surroundings. The combination of experiences and genetics intertwine to form
certain personality traits. The Emergenetics instrument lays the groundwork for
understanding this combination by measuring four common thinking attributes
(Analytical, Structural, Social, Conceptual) and three behavioral attributes
(Expressiveness, Assertiveness, Flexibility).
The Emergenetics tool has been used in team-building work for organizations of
all sizes to assist teams in moving beyond the simple recognition of thinking styles into
the application of the actions and behaviors that affect work performance and team
success.
Some key points of the Emergenetics Profile tool
•

Emergenetics measures thinking preferences (some of which are not externally
visible) and behaviors (which are externally visible) separately. Most other tools mix
the two.
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•

Emergenetics compares people's responses against a database of real responses; many
other tools compare people's responses to a theoretical right answer. So, Emergenetics
gives a picture of how individuals compare to other people instead of to a theory.

•

In Emergenetics, there is no judgment of a right or wrong way to be – all profiles
have distinctive and valid strengths.

•

Emergenetics uses a Likert-type scale for its responses, which is a scale of 1 to 7 in
which the respondent evaluates “most like me” and “least like me.” Many other tools
use forced choice – participants must pick one of two choices, neither of which might
adequately define them. Psychometrically, the Likert-type scale is more valid than
forced choice.

•

The Emergenetics Profile uses seven colors to identify thinking preferences.

In active use around the world in thousands of corporations, non-profit organizations,
religious communities, and governmental agencies, Emergenetics is a reliable, userfriendly tool that provides thinking and behavioral preference information that is relevant
in day-to-day workplace and personal interactions.
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Appendix C
Emergenetics Metaphor Diagram
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Appendix D
Sample Narrative Report
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Appendix E
Emergenetics Group Profile for Individual Interviews
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Appendix F
Emergenetics Group Profile for In-Person Focus Group
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Appendix G
Emergenetics Group Profile for Online Focus Group
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Appendix H
Initial Letter to Participants

Dear Colleague:
I am writing in the hope that you may be interested in participating in my doctoral
research on the intersection of leadership and spirituality. You have been identified as a
potential participant based on the fact that you have completed an Emergenetics Profile
through a spiritual community or church or as part of your spiritual journey.
As you may be aware, I have completed my second master’s degree in
Consciousness Studies and I am now a licensed minister through the Centers for Spiritual
Living. As well, I have been a certified Emergenetics associate for more than 10 years.
Those factors, coupled with my observation that people no longer segment or
compartmentalize their lives, continue to fascinate me. This dissertation is the final step
in the process to earn a Ph.D. in Ethical and Creative Leadership with a focus on
creativity, diversity, and social justice.
The purpose of this qualitative study is to explore what may inform spiritual
aspects of the individuals who have completed Emergenetics Profiles through focus
groups and one-to-one interviews. You have been selected to participate in this study.
Your Emergenetics Profile as well as the information collected on the Participant
Demographic Form, focus groups, and individual interviews will be reported in the
dissertation thematically and the identity of participants and their companies or
organizations will not be revealed except where permission to do so is granted.
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I have attached an Informed Consent Form for you to review. It outlines several
important items regarding your rights as a study participant. I will follow up with you
soon to answer any questions you may have and to learn if you are interested in
participating in this study.
Should you decide to participate, you will need to sign the Informed Consent form
and complete the demographic survey and return both to me electronically.
Thank you for considering participation in my research. Your contribution to this
study will advance knowledge regarding spirituality and leadership. I look forward to the
possibility of including you in this research project.
Please feel free to contact me should you have any questions about this study.

Best Regards,

David Goldberg
720-234-6233 – mobile
DavidGoldbergCO@gmail.com
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Appendix I
Informed Consent Form

Title:
Principal Investigator (PI):
Telephone Numbers:
E-mail:
Faculty Advisor (PI) / Dissertation Chair:
Telephone Numbers:
E-mail:
Location of Study:
You are being asked to participate in a research study. The person conducting this study
will describe this study to you and answer all your questions. After hearing the
description of the research study, ask any questions that you have before deciding
whether to take part in the study. Your participation is entirely voluntary, and information
collected from, by, or about you will be kept confidential. You can refuse to participate
without any penalty or loss of benefits to which you are otherwise entitled. You can
refuse to participate at any time, and you can decline to answer any questions at any time.
Simply tell the researcher that you wish to stop participating. All data collected before
you stop will be destroyed and not used in the data analysis or results of this study. The
researcher will provide you with a copy of this consent form and the presentation for your
records. A summary of the study results will be provided upon request.
Narrative
I authorize David Goldberg, a doctoral student under the supervision of Dr. Michael
Raffanti at Union Institute and University, to include me in the research project entitled,
“The Intersection of Leadership and Spirituality: A Qualitative Study Exploring the
Thinking and Behavioral Attributes of Leaders Who Acknowledge a Higher Power.” I
understand my participation in the study is strictly voluntary.
I have been asked to participate in a research project, which is designed to study the
intersection of leadership and spirituality of individuals who have completed an
Emergenetics Profile. I have been asked to participate in this study because I have
completed an Emergenetics Profile.
I will be asked to complete a Participant Demographic Survey, which is a one-page
document that asks basic demographic questions about age, race and sex, and also
includes questions about faith/ spirituality/religion and my leadership role within my
organization. The survey will take less than 5 minutes to complete. The survey will help
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determine if I will be selected for participation in the focus groups and/or the one-to-one
interviews. If selected, I understand that focus group participation will require
approximately 1-1/2 hours and the one-to-one interviews will require approximately 1
hour.
I understand that the full results of the survey that I complete, and direct quotes from the
survey, focus groups and one-to-one interviews may be included in the findings of the
study and will not be attributed to me or my organization except where permission is
granted.
The potential risk of participating in this study is a violation of privacy to self and/or my
organization. Every attempt will be made to minimize this risk by maintaining
confidentiality. All study records will be kept in a locked file cabinet and the raw data
collected in this study will not be shared beyond those involved in the study.
I understand that the primary benefit from participating in this study is the benefit that
may occur from intentional personal reflection on my thoughts and ideas regarding my
spirituality and leadership style along with a value associated with making a contribution
to knowledge regarding leadership and spirituality.
I understand I have the right to refuse to participate in, or to withdraw from, the study at
any time without prejudice to me or my organization. I also have the right to refuse to
answer any question I choose not to answer. I also understand that there might be times
that the investigator may find it necessary to end my study participation.
I understand that no information gathered from my study participation will be released to
others beyond the study without my permission, unless such a disclosure is required by
law. I understand that under state law, an exception to the privilege of confidentiality
includes but is not limited to the alleged or probable abuse of a child, physical abuse of
an elder or a dependent adult, or if a person indicates she or he wishes to do serious harm
to self, others, or property.
If an investigator has or is given such information, he is to report it to the authorities.
If the findings of the study are published or presented to a professional audience, no
personally identifying information will be released. The data gathered will be stored in a
locked file cabinet to which only the investigator will have access.
The information gathered will be made available to other investigators with whom the
investigator collaborates in future research. If such collaboration occurs, the data will be
released without any personally identifying information so that I cannot be identified, and
the use of the data will be supervised by the investigator. The data will be maintained in a
secure manner for 3 years at which time the data will be destroyed.
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I understand I will receive no compensation, financial or otherwise, for participating in
the study.
I understand that if I have any questions regarding the study procedures, I can contact
David Goldberg to get answers to my questions.
I understand to my satisfaction the information in the consent form regarding my
participation in the research project. All of my questions have been answered to my
satisfaction. I have received a copy of this informed consent form, which I have read and
understand. I hereby consent to participate in the research described above.
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Signatures:
The subject has received complete and accurate information about this study—oral and
written.
Principal Investigator’s Name (printed): _______________________________________
Principal Investigator’s Signature: ___________________________________________
Date: ___________________________________________________________________

This study has been described to me, and I fully understand what I will be asked to do. I
voluntarily choose to participate, but I understand that my consent does not take away
any legal rights in the case of negligence or other legal fault of anyone who is involved in
this study. I further understand that nothing in this consent form is intended to replace any
applicable federal, state, or local laws.
Participant Name (printed): _________________________________________________
Participant Signature: _____________________________________________________
Date: ___________________________________________________________________
Parent / Legal Representative _______________________________________________
Date: ___________________________________________________________________

Witness Statement:
My signature attests that I was present during the informed consent discussion of this
research for the above named participant, that the information in the consent form and
any other written information was accurately explained to, and apparently understood by,
the prospective participant, or legal representative, and that the informed consent decision
was made freely by the participant or the participant’s legal representative.
Witness Name (printed): ___________________________________________________
Witness Signature: ________________________________________________________
Date: ___________________________________________________________________
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Appendix J
Participant Demographic Form

Name:
Age:

Gender:

Ethnicity:
Marital Status:
Children: (number and ages)
Birthplace:
Location where you lived during your school years (K-12):
Siblings: (gender and birth order)
Highest level of education completed:
___ High School
___ College
___ Master’s Degree
___ Doctoral Degree
___ Other (please describe)

Faith, Church, or Spiritual tradition in which you were raised, if any:

Faith, Church, or Spiritual tradition with which you identify today, if any:

Emergenetics assessment tool:
I completed my most recent Emergenetics Profile in (year) ________________________
Size of organization in which you hold a leadership role (number of employees) _______

Length of tenure with the organization of which you are now a part _________________
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Current title within your organization_________________________________________
Number of people for whom you are directly and indirectly responsible ______________

Is there a widely known faith or spiritual tradition at work in your organization? _______
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Appendix K
Follow-Up Letter to Participants

Dear Colleague:
You were sent a letter inviting you to participate in a Ph.D. study looking at the
intersection of leadership and spirituality through the use of qualitative research methods
including focus groups and personal interviews as well as the Emergenetics Profile.
Because I have been unable to contact you, I am reaching out again asking for your
consideration and participation in my study.
I would be grateful if you would take a moment and reply to this email with your
intention to participate or your declination of the invitation. Please let me know if it
would be helpful for me to send the information highlighting the study again, and I would
be happy to do so.
Thank you for your time and consideration.

With Care,

David Goldberg

DavidGoldbergCO@gmail.com
720-234-6233 - mobile
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Appendix L
Confirmation Letter to Participants

Dear Colleague:
Thank you for your willingness to participate in my Ph.D. dissertation exploring the
intersection of leadership and spirituality.

Option A
I am in receipt of your signed Informed Consent Form and your Participant Demographic
Form.

Option B
I have not yet received your signed Informed Consent Form or your Participant
Demographic Form. Kindly complete and return both to me at your earliest convenience.
I will be in contact with you shortly with regard to the next steps. I am grateful for your
consideration and prompt attention.

With Care,

David Goldberg
DavidGoldbergCO@gmail.com
720-234-6233 - mobile
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Appendix M
Institutional Review Board Approval
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Table 2
Research Participant Demographic Information

Pseudonym Age

Gender

Ethnicity

Faith Tradition Education

I-1

39

M

Caucasian Religious
Science

Bachelor’s CEO/Senior
Minister

I-2

61

F

Black

Bachelor’s Chief HR
Officer

I-3

52

M

Caucasian Congregational High
Christian
School

I-4

61

M

Caucasian Catholic

Bachelor’s Senior
Minister

I-5

58

F

Caucasian Catholic

Master’s

President

I-6

62

M

Caucasian Church of
Canada

High
School

Spiritual
Leader

I-7

51

F

Caucasian Christian then
Catholic

Bachelor’s Associate
Minister

I-8

50

F

Caucasian Catholic

Ph.D.

Spiritual Ldr.

I-9

52

M

Caucasian Episcopalian

High
School

President and
COO

I-10

58

M

Caucasian Ind. Christian

Master’s

CEO

I-11

62

M

Caucasian Presbyterian

J.D.

Ind. Attorney

I-12

48

F

White
British

High
School

Non-Profit
Leadership

I-13

61

M

Caucasian Baptist

Ph.D.

President

I-14

68

F

Caucasian Methodist

Master’s

Principal

FO-1

43

F

Hispanic

Ph.D.

Executive
Director

FO-2

47

F

Caucasian None

American
Baptist

Church of
England

Catholic
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Professional
Identification

Operations
Director

Bachelor’s Manager

FO-3

53

F

Caucasian Spiritual

Bachelor’s Managing
Director

FO-4

54

F

Caucasian Catholic

Ph.D.

EVP/COO
Religious
College

FO-5

44

F

African
American

J.D.

Senior
Director,
H.R.

FO-6

55

M

Caucasian Methodist

Master’s

Founder and
President

FO-7

53

F

Caucasian Lutheran

Master’s

CEO

FO-8

52

M

Asian

Master’s

Coordinator

FO-9

72

F

Caucasian Catholic

Master’s

Nun/Pastoral
Associate

FO-10

64

F

Japanese
American

Master’s

VP

FO-11

60

F

Caucasian Roman
Catholic

J.D.

Associate
General
Counsel

FO-12

55

F

Caucasian Catholic

Master’s

Director

FO-13

37

M

Caucasian Catholic

Master’s

Operations
Manager

FO-14

48

F

Caucasian Methodist

Master’s

Corporate
Director

FI-1

61

M

White,
nonHispanic

2 Master’s Senior
Instructor

FI-2

54

M

Caucasian None

High
School

FI-3

38

F

Caucasian None

Bachelor’s CEO

FI-4

73

M

Caucasian Methodist

Ph.D.

African
Methodist
Episcopal

Islam

Buddhist
Catholic
Jewish

Catholic,
mystical
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Entrepreneur

Sr. Scientist

FI-5

56

M

Black

Christian

FI-6

66

F

Caucasian Episcopalian

Master’s

FI-7

36

M

Caucasian Catholic

Bachelor’s Founder

FI-8

59

F

Caucasian Methodist

Bachelor’s Owner

FI-9

59

M

Caucasian Jewish

Bachelor’s Sales
Manager

FI-10

69

F

Caucasian Roman
Catholic

2 Master’s Founder and
President

FI-11

60

M

Caucasian Methodist

2 Master’s VP

FI-12

64

F

Caucasian Catholic

Master’s

FI-13

33

M

Caucasian Science of
Mind

Bachelor’s Client
Relations

FI-14

52

F

Caucasian Mormon

Bachelor’s President
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Bachelor’s CPA
Manager

Operations
Manager

