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CHAPTER I
INTRODUCTION

This qualitative study of successful aviation leaders of Oklahoma is designed to
identify specific characteristics that contributed to leadership success. Extensive
technical training is reqﬁired to succeed in the field of eviation. As aviation personnel
reach a certain point in their careers, they frequently find themselves in leadership roles
for which they may not be well prepared for success. Others find themselves thrust into
positions of influence or leadership in the community because of their technical
achievements in aviation. The soft skills, which can assist in a smooth transition from a
technical career to the intangible and sometimes complex tasks of leadership, may have
been neglected or omitted completely throughout their careers.

Although some research has been done on the impact of situational factors on
successful leadership, very little career-specific research has been done. Some limited
research of police, fire, military, spaee, and even aviation incident commander roles
during life-threatening events has provided insight into the crisis or emergency aspect of
leadership. Little has been done, however, to look at the unique characteristics or skills
required for the successful accomplishment of daily leadership responsibilities in the

unique aviation environment.



Statement of the Problem

No clear understanding exists of specific skills, pracﬁces, behaviors, or other
factors which contribute to successful leadership in the aviation community. If a unique
set of success factors could be identified for the aviation leaders of Oklahoma, a
knowledge base of leadership skills necessary for effective leadership could be used in
establishing éurricula within the aviation alliance. The academic community would be
bettef equipp¢d to address the needs of the aviétion community and fill the gap between

the technical and soft skills training required for effective leadership.
Purpose of the Study

The purpose of this study was to examine the personal traits, skills, pfactices,
behaviors, background, acédémic and career succésé patterns of selected aviation leaders
in Oklahoma. It was based on the assumption that findings in the personal interviews of
selected aviation leaders, when compared to a review of the literature regarding qualities
of leaders in other fields, could provide insights regarding leadership success and a better
undersfaﬁding bf iéédership in general, as well as leadership in specialized technical
fields. Findings could be eépécially helpful to the aviation community, the Aviation and
Space Education program at Oklahoma State University, and the Oklahoma Aviation

Alliance in looking at future curricula needed to dévelop aviation leadership skills.
Research Questions

The following broad research questions were answered by the study.



1. What career choices as well as family, education, and other background
factors contribute to success in aviation leadership?

2. What guiding values contribute to success in aviation leadership?

3. What management styles and practices contribute to successful leadership in
the aviation community?

4. What specific qualities, characteristics, skills, or personal traits affect
leadership success in the aviation community?

5. What specific recommendations could be made for developmental activities for

future aviation leadership?
Assumptions

For the purposes of this study, the following assumptions were made:

1. Leaders of the aviation community being interviewed provided accurate and
candid responses to interview questions.

2. Anindividual who has achieved a position of influence, no matter how small
or large in scope, is considered a leader.

3. Subjects sélected for interview, who have achieved a position of influence in
the aviation community or Qho have reached the top-ranked position in their specific
aviation organizati§ns, were successful in their leadership role based on that achievement.

4. Whether or not leaders are born or made, a need exists for further knowledge
and an improved understanding of basic leadership characteristics and skills in order to
enhance natural leadership abilities, or to establish a knowledge base for those thrust into

- aleadership role not of their choosing.



5. Successful leadership occurs in all organizations, whether volunteer or
corporate; therefore, a study unlimited by size, scope, or discipline would provide a rich

source of data.
Limitations

Limitations of the study were primarily geographic in thaf findings were restricted
to the types of aviation industry located in Oklahoma and could not be generalized to a
-larger population or another state. Those leaders whose organizational headquarters are
actually located in another state were selected for interview based on having achieved the

top ranked position of that portion of the organization which is located in Oklahoma.
Definitions

The following definition is furnished to provide, as nearly as possible, the clear

and concise meaning of the term as used in this study:

Successful Aviation Leaders - Individuals who have achieved a position of
influence in the aviation community or who have achieved a top-ranked position of

aviation leadership in an aviation organization.
Scope of the Study

The scope of this study was limited to selected aviation leaders of Oklahoma who
have achieved a top-ranked position of aviation leadership in an organization or a
position of influence in the community. Leaders selected for study came from a variety of

aviation organizations including government, academia, military, corporate aviation, and



air carrier leadership as well as community leadership (specifically those aviation
personnel who are engaged in a political or civic leadership role or who serve in a
leadership organization such- és Leadership Oklahoma). For those organizations whose
organizational headquarters are located in another state, the individual selected for
interview was the top ranked official located in the state of Oklahoma.

Although participants in the_study were Oklahoma leaders, their leadership
influence was frequently national and international in scope. Leaders chosen to
participate in the interviewé repreéented very small organizations as well as very large
organizations because the Oklahoma aviation community has leadership roles in
‘organizations of all sizes. Pal;ticipants chosen for interview also represented aviation
organizations of all typeé and disciplines ranging from organizations whose workers are
volunteers to corporations and‘government agencies with a large staff of paid employees.
It was assumed that the leadership skills necessary to serve volunteer organizations as
‘well as business entities wbuld provide a rich source of data for any study on successful

leadership.



CHAPTER 1II
REVIEW OF LITERATURE
Introducﬁon

A review of the literature on leadership revealed an almost insatiable desire to
learn about leaders, who they are, and what they do. The massive amount of literature
~ and research on the topic provided interesting reading and valuable insight, but few, if
~ any, conclusions. It seemed that everyone had a different way of saying the same thing.
One of the still controversial issues found in the literature was the question of whether or
not a leader is made or born. No conclusive evidence supported either argument, and
certainly very little information differentiated any of the qualities of leadership by type of
érganization led.

‘Most of the literafure was generic in approach and did not distinguish differences
in leadership styles which contributed to success in specific occupational specialties such
as aviaﬁon. The situational approach to leadership, és outlined by Hersey, Blanchard and
Johnson (1996), provided one of the earlier analyses of leadership effectiveness under
varied circumstanc'es; but review of fhe literature provided only limited information
~ regarding success factors in specific career fields such as aviation. Some limited research
had been done on leadership of organizations similar to aviation that were frequently

involved in crisis situations that necessitated a different type of leadership.



Aviation Industry of Oklahoma

Although Oklahoma is not a major hub and does not have a major air carrier
headquartered in the state, the aviation industry has been well represented in a variety of
ways. The Mike Monroney Aeronautical Center of the Federal Aviation Administration
is located in Oklahoma City, along with a large number of tenant organizations
responsible for training a_hd development of aviation personnel throughout the world;
Tinker Air Force Base, the largést employer ih the stafe, is an aviation organization'
providing maintenance and other ﬂight services. Their presence in the state feeds the
commuﬁity with an abundant arﬁount of aviation expertise. General aviation has also
beén well represented with a significant number of corporate pilots servicing industry in a
variety of capacities., including current represenﬁtion on the National Business Aifcraft
Association Board. Air carrier operations in Oklahdmé have consisted i)rimarily of
reservation centers and maintenance centers. American Airlines has a maintenahce center
in Tulsa, and Southwest Airlines has a reservation center in Oklahoma City.

The Oklahoma Aeronautics Commission (Oklahoma Aeronautics Report, 1997)
was established in 1963 by the Legislature to “encourage, foster and assist in the
development of aeronautics in this State and to encourage the establishment of airports
and air navigation facilities” (p. 1). According to the report, approximately 413 aviation
facilities exist in Oklahoma, 147 public use airports, and 173 private use airpdrts.
Approximately 9,956 active pilots, 3,135 based aircraft, and 3,717 registered aircraft are
found in Oklahoma. Oklahoma ranked 5™ in the nation for the number of airports eligible

for federal funds. One of the primary goals of the Commission was to inform and educate



the public about aviation through grants and other activities designed to promote public
awareness of aerospace/aviation €ducation and training. In 1997 aerospace education
grants were provided to the University of Oklahoma for .a weather system project and to
the Aircraft Owners and Pilots Association (AOPA) for a pilot training safety project.
The emphasis on aviation was also apparent in the educational arena in
Oklahoma. A nﬁmber of colleges and universities throughout the state are attempting to
meet the needs of students in éviation. The Oklahoma Aviation Alliance was formed to
streamline that process and work with public schools to coordinate aviation programs
and curricula; Vocétional technical institutions in Oklahoma continué t§ provide
specialized training such aé that provided by the Metro Teéh Aviation Career Center of
'Oklahoma City and the new Tulsa Technologies Cente-r located in Tulsa, Oklahoma.
With this kind of interest and emphasis for aviation in Oklahoma, many
leadership opportunities emerge that could possibly benefit from a qualitative study
designed to improve the understanding of aviation leadership and ultimately improve
the quality of education and training available within the state. As patterns of leadership
emerge, further advanceé in program and curriculum development could expand and
refine ongoing efforts to provide quality leadership training for the Oklahoma aviation

community.



Patterns of Leadership Success

History of Leadership Theory

A search of the literature revealed accounts of leadership successes dating back to
‘the beginning of history. Biblical accounts of Moses leading the children of Israel into
the promised land provided one of the eariiest examples of successful leadership. The
literature abounds with other examples of great leaders and their leadership styles.
~ Equally abundant are the number of studies and analyses of what comprises suecessful
leadership. These analysesof the forward thinking of past generations, invaluable as we
* move into the 21 century, provide insights toward a more productive future ir1 aviation.

A focal point of agreement in much of the literature regarding leadership was a
comnion understanding of the term itself, which almost always included the concept of
leadership as a process of influencing people to meet specific goals. The process of
leadership involved task and human relationships. How one successfully accomplishes
the integration of these two aspects of leadership has been the object of study since the
early 1900s when Frederick Taylor in The Principles of Scientific Management (1911)
described ways to improve the methods workers used to accomplish the task. Not until
“an emphasis ori human relations became important did the main focus of study shift to
leadership and the needs of people rather than the needs of the organization.

One of the earliest and best-known studies on leadership was the Lippitt and
White “Leadership and Group Life” study in the 1930s (as cited in Etzioni, 1964) of the
effect on the behaviors of groups of children under three types of leadership:

authoritarian, democratic, and laissez-faire. They found that the group under democratic
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leadership manifested warmth and friendship with each other, frequently participated in
‘group activities, were independent in the absence of leadership, and produced higher
quaiity products even though their volume of production was lower. The laissez-faire
- group did not do well on‘achievement or interpersonal relations. Authoritarian leadership
produced two types of reaction: aggressive or rebellious reactions and apathetic reactions
with emotional release in the absence of the leader. Numerous studies have applied these
- findings to adnlts and to organizations. Most of the studies have shown that democratic-
type leadership greatly affects worker attitudes toward their jobs and their ability to adjust
" to change. As a result of the findings of these studies, a renewed emphasis was placed
on the importance of people, communication, partieipatory'decisionemaking, and |
democratic leadership which came to be known as the Human Relations movement.

Paul Hersey, Kenneth Blanchard, and Dewey Johnson in Management of
Organizational Behavior (1996) described three basic approaches to the study of
leadership which have been pfedominant since 1945: the trait, behavioral, and situational

approaches.

Trait Approach

The trait approaeh suggested thnt certain charactetistics are essential to effective
leadership. Although this approach waé one of the first approaches to leadership theory
that was studied, it became somewhat less dominant és research began to focus on the
concept that leadership could be taught. The trait approach is once again emerging in
much of the literature as described by David Cawthon in an article entitled “Leadership:

The Great Man Theory Revisited” (1996). Some of the best known research regarding
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the trait approach to leadership was done by Gary Yukl as described in his book,
Leadership in Organizations (1998), in which he identified a list of traits and skills found
most frequently to be characteristic of successful leaders. They included high “energy
level and stress tolerance, self-confidence, internal control orientation, emotional
maturity, and integrity” (p. 260).

An earlier study by Morgan McCall and Michael Lombardo in What Makes a Top
Executive? (1983) described the differences between executives who reached the top and
those who were expected to go to the top but did not make it. They identified ten “fatal
flaws” with the m§st frequent being insensitivity to othérs. Betrayél of trust was the most
Serious.

Other specific traits of leaders which have been studied extensively included
vision and courége. In the book Vision, How Leaders Develop It, Share It, and Sustain It,
Joseph Quigley (1994) offered the fcillowing comment: “The Leader who offers a clear
vision thaf is both coherent and credible and who lives by a set of values that inspire
imitation, has a fundamental source of pov;fer” (p- 10) to get things done.

. In their book Credibility, How Leaders Gain and Lose It, Why People Demand It,
James Kouzes and Barry Posﬁer (1993) identified key characteristics of admired leaders
which they had gleaned over a decade of studying leadership. In every survey, honesty
was selected more often than any other leadeféhip characteristic. Honesty and integrity
form the foundation for bélievability and credi‘tiility which are essential to leadership.
When people are asked to follow someone, they must know that person is worthy of their

trust.
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In still another book by James M. Strock entitled Reagan on Leadership,
Executive Lessons From the Great Communicator (1998) President Reagan’s personal
traits in leadership were described as a way‘of life. The courage or heedlessnees of self
associated with high level leadership was identified as the first trait he exhibited
throughout his life. ‘Also emphasized was rhe importance of high standards which were
best stated in President Reagan’s own words, “The greatest Ieader is not necessarily the
one who doesvthe greatest things; he is the one who gets the people to do the greatest
things” (p. 17).

All of the research to date, while identifying some positive arrd negative qualities
that affect success, haé not identified any single quality or personality trait that is
universal in determining success or failure in leadership. Yukl (1998) contends that
further research is needed on the trait approach because few of the existing studies have
included measures of leader behavior. Also, most of the trait studies have not eiramined
the relationship and interactions of multiple traits in influencing behavior, nor have they
considered the idea of balancing one trait with another by observing trait patterns. The
trait approach to understanding leadership could imply that leadership training would be
needed only if an individual already had inherent leadership traits which coulrl be
enhanced through life experience anrl additional training. This could have all kinds of
implications for the educatiorial comrnunity in that some kind of assessment for those
traits would be imperative before beginning the educational process. It could aléo imply
that the only kind of leadership act is that of great men doing great things.

Michael McGill and John Slocum in 4 Little Leadership, Please? (1998) caution

that not every act of leadership is national or international in scope, and not every leader
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is on the grand scale of a Herb Kelleher of Southwest Airlines. When businesses
flounder or-thelegislature is-in gridlock, the:media frequently attributes the problem to a
lack of leadership. . With this kind of publicity about the dynamic role of a leader, there is
little wonder that most people choose to avoid leadership roles since most people do not
think of themselves as being great and may even shy away from greatness. Today’s
popular notions of leadership matr even defeat little acts of leadership among the rest of
us, according to McGill and Slocum. They point out that only recently amid the turmoil
of relentless change have organizations begun to recognize the importance of encouraging
small achievable acts of leadership. They go on to say that small wins are important and
encourage people to rise to the Vleadership challenge rather than retreat from it because it
is overwhelming.

Based on McGill and Slocum’s observations, perhaps leadership should be
explored from the concept of the development of “little leadership” skills which
~ recognizes that not all leadership needs to be on a grand scale. Instead, we should direct
our efforts to maximizing leadership potential in those who find themselves thrust into a -
leadership role where a “little leadership” is all that is needed.

Reéerdlees of whether or not one subscriees to the “great man” theory or the
notion that leadershit) can be learned, there has been a great deal of research done in both

areas with no conclusive evidence to support either approach.

Behavioral Approach

The behavioral approach to leadership theory involves specific leader attitudes

and predispositions to certain behaviors. One of the earliest studies of leader attitudes
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and behaviors was doneb by the Bureau of Business Research at Ohio State University in
1945 under the direction of Ralph Stodgill, who developed a Leader Behavior Description
Questionnaire. Respondents judged the frequency of observed behaviors by their leaders
in one of the two dimensions: lnitiatjng Structure or Consideration. Initiating Structu}'e
descﬁbed the formal leaders who clearly structure and define relationships within the
organization by establishing procedures, channels of communication, and other rules and
regulaﬁons. Consideration was described as behaviors of friendship and trust between
the leader and members of the organization (as cited in Hersey & Blanchard, 1996).

In New Patterns of Management Rensis Likert (1961) studied patterns of behaviof
of high-producing managérs aﬁd contrasted them to patterns uéed by other managers. He
féund that supervisors who were employee-centered had the best performance records,
whereas those who were job-centered and kept constant pressure on producﬁon had the
lowest production. Some key behaviors Likert used to describe high-production
supervisors included clearly defined objectives for employees and freedom to do the job.
He depicted management‘styleé ona continﬁum from System 1, where management was -
seen as highly task-oriented with no confidence and trust in employees, to System 4
where managemerit was relationship—oriented and has co»mplete conﬁdeﬁce and trust with

: opeﬂ commﬁnication and widely dispersed decision-making. He concluded that the
closer the managément style tb System 4, the more likely a continuous record of high
productivity vwould be observed. Even though his study seemed to support the notion that
the best leadership style for industry is a democratic one, some low-producing sections
occurred in his study where the ideal type of leader produced undesirable results and

others where the undesirable style produced high results. Even if these were only a small
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percentage of the sections in the study, it did raise the issue regarding whether or not one
style of leadership is appropriate for all situations.

Other early studies of leadership attitudes, including Douglas McGregor’s Theory |
X and Y, as discussed in The Human_Side of Enterprise (1960), focused on task and |
relationship concepts. Theory X was primarily autocratic with a focus on task while
Theory Y focused on interpersonal relationships.

A similar stlidy l)y Robert R. Blalce and Jane S. Mouton as described in The
Managerial Grid (1994) focused on leader attitudes and concern for task versus concern
for relationship. They used the Manageiial Grid to identify five different types of
leadership: (1-9) Country Club, ( 1-1) Impoverished, (5-5) Middle Road, (9-1) Task, and
(9-9) Team Leader. Their conclusions also were centered around “one best” relationship-
centered leadership style that maximizes productivity and satisfaction, but they did

recognize that certain situations such as a crisis require primary concern for the task.

Situational Approach

According to Hersey and Blanchard, the mainstream of contemporary leadership
thought shifted from an attitudinal “one-best” style of leadership to a situational or
contingency approach with the primary focus cn obseﬁed behavior. As far back as the
writings of Stogdill in the 1940s, ﬂexibility and adaptability to changing demands was
recognized as important to leadership. The Robert Tannebaum-Warren Schmidt
Continuum of Leader Behavior of 1957, Fred Fiedler’s Contingency Model of 1967, the
R. J. House-T.R. Mitchell Path-Goal Theory in 1974, Victor Vroom and Phillip Yetten’s

Expectancy Theory of 1976, and many others (Hersey & Blanchard, 1993) contributed
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valuable insight to the situational approach to leadership. These contributions have
identified many of the situational variables such as time, job demands, economic
conditions, legislation, environment, and others which interact with the personal
attributes of the leadef to effect leadership effectiveness.

Hersey and Blanchard (1993) devéloped the Tri-Dimensional Leader
Effectiveness Model which was distinctive in that it did not depict a single ideal leader
behavior style as appropriate in all situations. They commented that

in basically crisis-oriented organizations such as the military or fire department,

there is considerable evidence that the most appropriate style would be high task

and low relationship, since under combat, fire, or emergency conditions success

often depends on immediate response to orders. (p. 243)

They further explained that the leader may engage in a more participative style

once the crisis is over. In summary, the effectiveness of leadership as outlined in the

situational approach depends on the leader, the follower, and the situation.

Contemporary Leadership Thought

In addition to the writings already described, a number of contemporary authors
and theorists have continued to pursue some of thé same épproaches of past leadership
theorists as they explore traits; attitudes, behaviors, and situational variables which
impact leadership success. Such well-known contemporary authors as Warren Bennis in
Managing People Is Like Hefdir_zg Cats (1997) looked at leadérship traits in a five-year
study of 90 outstémding leaders in Which he identified four common traits or areas of
competence of leaders as management of attention, management of meaning,

management of trust, and management of self.
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Noel M. Tichy and Mary Ann Devanna in their.work entitled The
Transformational Leader (1990) describe the difference between the old transﬁctional
leadership and the new “transformational leadership” as being about change, innovafion,
and entrepreneurship. They describe transformation as revitalization by recognizing the
need for change, creating a new vision and institutionalizing that change. ~Shirley Ross
of Anheuser-Busch Companies and Lynn Offermann of George Washington University in
a study entitled Transformational ‘Leaders: Measurement of Personality Attributes and |
Work Group Performance féund that “an enabling personality profile characterized by
pragmatism, encouragement and acceptance were strongly predictive of transformational
leadership ratings” (Personality and Social Psychology Bulletin, 1997, p. 1085).

Emmett Murphy, in What Is Your Leadership IQ? (1996), described a study of
18,000 managers at 562 -large and small organizations in all types of industries around the
world in which he identified approximately 1,000 exceptional leaders and isolated
qualities that made them great. He stated that his “first and most basic discovery is that
leadership can be defined and measured as a form of intelligence” (p. 2). Other findings
inciuded: (a) “every leader works and every worker leads” (p. 3) in a successful
organizatvion; (b) leaders know how to communicate; (c) leaders ére twice as focused on
their key role responsibilities as average leaders; and‘ (d) leaders are made, not born.
According to Murphy, anyone can learn to be a worklcader and utilize specific tools to
fulfill eight important roles as a selector, connector, problem solver, evaluator, negotiator,
healer, protector, and synergizer. He also described “Seven Guiding Principles” of

successful leaders as: (1) be an achiever; (2) be pragmatic, (3) practice strategic humility,
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(4) be customer-focused, (5) be committed, (6) be a learned optimist, and (7) be
responsible. In-summary, he-described his findings as follows:
More than anything, our investigation affirms that faith still flourishes among
workleaders, a generation of high achievers who have thrown off cynicism and

selfishness to make masterpieces of their personal and work lives. Their unending
quest for meaning and achievement can inspire us all to improve our Leadership

Q. (p-7) :

Barbara Lawrence in an article entitled “At the Crossroads: A Multiple-Level
Explanation of Individual Attainment” (1987) described ambition and career planning as
a defining characteristic of high achievers. This was further supported in the work of
- David Carmichael, in his doctoral diséertatioﬁ High Achievers in Federal Service in
Oklahoma (1994), in which he found that one of the most frequently mentioned traits of
high achievers was self-direction or self-motivation, alfhough education and familial
background of hlgh achiévers played a critical role in their desire and ability to achieve.
High achievers were also described in his study as good individual producers but also
leaders who facilitate and einpower others. Values such as integrity provided thé rudder
that steered their behavior and were a critical element in their success. Many of his

findings regarding high achievers generally paralleled the literature related to successful

- leaders.

James Kouzes and Barry Posner, in their more recent book entitled The
Leadership Challenge (1995), described their research of 60,000 leaders and constituents
at all levels in a variety of organizations throughout the world. Their research discovered
recurring patterns of success as they.asked people what they did wheﬁ they weré at their

“personal best” in leading others. Because the viewpoint of the leader was only half the

LT~
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story, they further studied the characteristics that people most admired in their leaders.
They found that constituents and leaders were in égreement about the essentials of
leadership. They identified féur characteristics people admire in their leaders which
included being honest, forward-looking; inspiring, and competent. They also identified
five fundamental practices of exemplary leadership which included being challenging,
inspiring, enabling modeling, and encouraging. They described the encouraging role of
leaders as “encouraging the heart” and offered the following comments on the role of
leaders to encourage others and pfovide encouragement to themselves. “Love--of their
products, their services,‘ their constitueﬂts, their clients and customers aﬁd their work--
may be the Best-k_ept leadership secret of all” (p. 14). |

In the analysis of their findings, Kouzes and Posner (1995) observed that although
traditional management taught leaders to be aloof and separété emotion from work, “Yet,
when real-life leaders discuss what they’re the proudest of in their own careers, they
describe feelings of inspiratibn, passion, elation, intensity, challengc, caring, and
kindness--and yes, even love” (p. 15).

This concept of love is further confirmed by Kevin and Jackie Freiberg in their
book Nuts: Southwést Airlines’ Crazy Recipe for Business and Personal Success (1996).
In their book they describe the lessons learned about love af Southwest Airlines and how
it is expressed there. Théy explain thaf Southwest understands that thé deepest need in
our human existence is the need to be loved, and that it does not disappear when
employees walk through the door at their work. They describe love at Southwest as being
action oriented or sorhething people do recognizing that love has power only when it is

shared; love is patient with others; it is kind and generous and sometimes requires
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inconveniencing oneself; it is courteous and affirming and helps us believe in people and
look for the good in othefs; it is compassionate and causes us to get in touch with the
conditions in other lives; it is grace and forgiveness; it doesn’t guarantee approval and is
tough and gutsy but embraces humility. All of these aspects‘ of love are incorporated into

the culture at Southwest.
Leadership in Aviation

The Aviation Environment

The findings pertaining to situational leadership were especially meaningful in
consideriné the uniqueness of the aviation environment. The very nature of the aviation
environment includes potential crisis-oriented, situational factofs. Job demands,
regulatory issues, and especially safety issues would seem to imply that versatility in
leadership qualities would be critical in this environment. Although the literature
revealed limited previous research which speéiﬁcally addressed the unique aspects of
successful leadership in the aviation environment, there has been some research in the
areas of éris.ié mahaéenient which did provide some helpful clues to characteristics of
succeés of leaders involved in incident-related occupations such as the military, police,
fire, and other incident-related situations.

Rhona Flin, in Sifting In the Hot Seat (1996), studied the role of the individual
who acts as incident or on-scene commander in a life-threatening event or an event
involving emergency services. The project involved studying selection and training

procedures and methods used by a number of agencies which employ on-scene
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commanders involved in crisis management. Included in that study were police, fire,
hazardous industries; military, space, and aviation incidents. The researcher gathered
most of the findings for the book from interviews with incident commanders and
observation of incident command selections. The Flin study found similarity across
organizations in the selection criteria used to appoint senior positions with incident
command responsibilities, most of which included “technical/professional qualifications,
managerial or leadership experience, and demonstrated ability to command and control
emergencies “real or simulated” (p. 40). Field Marshal Montgomery’s comments on
leadership (as cited in Flin, 1996), stilI in use by the armed forces, described the two
attributes of a leader as: “(a) Decision in action; (b) Calmness in crisis” (p. 40). These
attributes are essential to retaining a clear mind when afraid. |

According to Flin (1996), national air forces and coinmercial airlines have
devoted considerable resources to discovering the personal qualities desired in the
cockpit. Some of the characteristics identified by Stead (as cited in Flin, 1996) during his
research for Qantas included “Influence/Leadership; Communication Skills;
Organizing/Planning; Motivation/Energy; Analytical; Empathy; Emotional Maturity;
‘Decision Making” (p. 310). Attributes of successful incident commanders were
identified in Flin’s study as “leadership, emotional stability, stress resiétance,
decisiveness, coﬁtrolled risk taking, self—conﬁdehce and self-awareness” (p. 42). The
literature indicated that, with the exception of these basic qualities, no specific profile of
qualities exists for success. Some of the qualities that are contraindications of success are

untrustworthiness, arrogance, or shyness. According to Flin (1996), “the research to date



22

indicates that, excluding deviant or difficult personality types, a range of personality
profiles will be found within a group of successful incident commanders” (p. 223).

The current erﬁphasis on participative management and team leadership in all
types of organizations may also apply to incident commanders, depending on the situation
which necessitates leadership skills. Generally, the incident manager may employ
autogratic skills in the beginning of an incident, but must also be able to delegate
responsibilitiés along the way. The incident nianager must also insure that all levels of
the commé.nd are édequately, informed as well as free to make independent emergency
decisions within their own area of responsibility. Aviation leadership requires the ability
to use team 'leadership skills and autoératic crisis-management skills depending on the
cir‘cumstances. of the environment. Development of leadership skill is important at every
stage of the aviation career in that leadership is a key ingredient in the cockpit as well as

in the many other facets of the aviation arena.

New Competencies for New Roles

In The Myth of the Generic Manager: New Personal Competencies For New
Manageinenf Rolés, Christépher Bartlett and Sumantra Ghoshal (1997) describe the
theory of the “generic manager” which is prevalent today. That individual is expected to
possess some géneric capabilities and add value to an organization in a generic way. That
theory seems tb be prevalent also in the literature on leadership in the sensé that leaders
are expected to hold some specific competencies across the board regardless of the type
- of orgaﬁization they lead. The implication is that they all play similar roles with similar

responsibilities. In his book, On Leadership (1990), John W. Gardner points out that
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leaders cannot be thbuglit of apart from the historic context in which they arise,
the setting in which they function (e.g., elective political office), and the system
over which they preside (e.g., a particular city or state). They are integral parts of
the system, subject to the forces that affect that system. (p. 1)
Aviation is far from being a part of some nebulous generic leadership environment, and
leaders in ﬂie aviation industry cannot be expected to pbssess generici i:apabilities even
witliin the industry itself. This industry consists of so many unique specialties that the
context and setting can literally vary from one leadership role to another within the same
organization. anwied‘ge of patteins .and Similarities in leadership characteristics can be
enligh’tening,‘but it is imperative that knowledge be combined with ‘a look at the
distinctions or differencés in the profiles of leaders who add value in different ways
across a variety of leadership roles. Changing competencies, needed for a rapidly
changing environment, niust be included to develop a deeper understanding of leadership.
This is especially true in an indus"try such as aviation.

A number of changes in the aviation industry over the years brought into sharper
focus the need for development of strong leadership skills. Two very significant events
have changed the aviation leadership environment in recent years: deregulation and
widespread use of coinputers. Leaders in the 6pei1 iﬁarket environment needed énew set
of skills for survival; organizations such as Pan Am and Eastern did not survive
deregulation; others such as Southwest have not only survived but continued to grow.
The leadership style at‘Southvs‘/est is flexible and adaptive to a rapidly changing world.

The rapidly changing, capital intensive aviation industry has even further increased the

demand for strong leadership skills.
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Alexander Wells, in Air Transportation; A Management Perspective (1994),
stressed the need for managers and leaders in the air transportation industry to take a good
look at their ability and courage to manage. He emphasized that too often managers have
abdicated their requnsibility to exercise firm, fair, and objective control over their
ofganization and handed leadership over to the local union representative. He concluded
that managers refﬁsed to take control either because they lacked the quality of leadership
or the training and uﬁderstanding of the importance of their position in these changing
times.

Supervisbrs and managers can no longer order a person to do something devoid of

human understanding or respect. The old boss-type leader is out. Supervisors and

managers cannot perform by instilling fear in the employee. To be effective they
must be trained by top management in earning the respect of their employees.

468-469)

John Kotter in Leading Change (1996) said that 21* centufy managers will need
to now a great deal about leadership and employees will need to know about both
leadership and management. He did not subscribe to the national model pertaining to the
origins of leadership skills as a divine right or gift granted to a few people. He believes
that this model ignores the power and potential of lifelong learning and that willingness
and ability to keep developing are _esséntial to success as the rate of change increases.

Randall White, Phillip Hodgson, and Stuart Crainer in The F: uturé of Leadership;
Riding the Corporate Rapids into the 21" Century (1996) described the importance of
learning to being able to “ride the corporate rapids” (p. 8) of change and uncertainty in the
next century. They developed five skills of what they called “white water leadership” (p.

144) that are not being taught by educational institutions but are the backbone of what

future leaders must do. The skills that they identified were: difficult learning,
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maximizing energy, masteringv the inner self, communicating through resonant simplicity,
-and managing multiple focus. They described difficult learning as the key skill and
elaborated that “if learning is to work with individuals and organizations, we have to
forsake the temptation of easy learning for the perpetuall challenge of difficult learning”
(p. 146) where people are praised for identifying what they do not know. They identify
school as the piace’ where we learn to avoid difﬁcult learning by being praised for
knoWing the correct answer and discouraged from exploring the unknown. Better
preparation for the aviation learning organization of the next .century would be an
environment where people are rewarded for identifying what they do not know and

aggressively pufsﬁe-the answers.
Successful Aviation Leaders in Oklahoma

An in-depth qualitative study of some of the success factors of current aviation
leaders in the Oklahoma aviation environment could contribute to the insights needed to
develop those qualities in future leadership. Regardless of whether or not one accepts the |
premise that leadership is a learned ékill or an inherited trait, the literature does support that
leadérship skills can be enhanced through the learning process. For example, globalization
is increasing the need for leadership skills in working with other cultures, and aviation is
global by its §ery nature. This competency requires understanding of the values, beliefs, and
attitudes of people from different cultures. Natural leadership ability cannot provide all of
the knowledge competencies needed for that aspect of leadership. This is particularly

significant to those organizations who are attempting to meet the educational and
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developmental needs of the ever-growing Oklahoma aviation industry in the dynamic and
radically-changing world of the 21* century.

Peter Drucker, in The Effective Executive (1966), stressed the importance of
managing oneself for effectiveness before attempting to manage other people. Managers
must be able to be effective themselves to‘ manage by example.. Drucker also pointed out
that he had never met an executive who was born effective. Ali of them had to learn to be
effective aﬁd practice it until> it became a habit. He identified five practices or “habits of the
mind” (p. 23) that have to be acquired to be effective as an execﬁﬁve: time management,
focusing on results, building on Strengths rather thaﬁ weaknesses, setting priorities, and
making effective decis‘ions. Drucker believed that intelligence, imagination, and knowledge
were important to success but would be wésted without “habits of mind” (p. 23) that combine
to achieve the desired resuitsL |

Sorﬁe of the literature indicated that little difference occurred between the
characteristics of successful leaders in varying organizations or professions. Kouzes and
Posner (1995) found that “leaders do exhibit certain distinct practices when they’fe doing
their best. And this behavior varies little from industry to industry, profession to profession”
(p. xxiii). |

Whether or not the aviation environment in Oklahoma is significantly different from
that of other states, ofganizations, or professions has not as yet been determined by any kind
of empirical study. What does appear to be important is the development of a broad range
of leadership skills which increase the flexibility and adaptability of leadership ina variety

of challenging environments.
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Summary

The more we learn, the mofe we realize we do not know. A search of the literature
on leadership reveals how very far we have come and how very far we have yet to go in
understanding what makes successful leadership. We have spent decades looking for some
specific trait or Some magic formula related to the task, the followers, the situation, or some

‘other variable to explain the phenomena of successtul leadership.

Margaret Wheatley, in Leadership and the New Science (1994), commented that most
MBA graduates in management positions reported that they wish they had focused more on
people management skills while in school. She states that:

Leaders are being encouraged to include:stakeholders, to evoke followership, to

empower others. Earlier, when we focused on tasks, and people were the annoying

inconvenience, we thought about “situational” leadership--how the situation could
affect our choice of styles. A different understanding of leadership has emerged
recently. Leadership is always dependent on the context, but the context is
established by the relationships we value. We cannot hope to influence any situation
without respect for the complex network of people who contribute to our

organizations. (pp. 144-145)

In a Field Report entitled Does Cream Always Rise to the Top? An Investigation of
Career Attainment Determinants by Amy Hurley, Ellen Fagenson-Eland, and Jeffrey

‘Sonnenfeld (1997) they described a study of the factors that influence promotion into the top
executive ranks and identified a number of predictors of top management attainment which
included: experience working in corporate headquarters, experience in a variety of positions
with both lateral and vertical job changes, experience in a variety of departments and lengthy
tenure within the organization. Sadly, the results were mixed on whether or not education

was helpful. The summary and implications of the study offered the suggestion that firms

need to ensure that their human resource practices reward educational pursuits as well as
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tenure and use the pool of all talented men, women, aﬁd ‘minority groups within the
vorganization so that the “cream of the crop” will rise to the top of the organization. For the
academic community, this érticle should serve as a wake-up call to examine the
responsiveness of academia to the learning needs of industry.
If anything, the review of literature revealed the importance of learning to effective

vleadership regardless of the level of ﬁatural ability, and reestablished the importance of the
responsibility of the academic commuhity to continued research and development of
curricula to meet the needs of business and industry in the area of leadership. Kouzes and '
Posner (1995) asked people in their study the question, “How do you become the best leader
possible?” From their analysis of thousands of responses they “identified three major
- opportunities for learning to lead.. trial and error, observation of others, and education” (p.
325). According to Kéuzes and Posner (1995),

....unexamined experiences don’t produce the rich insights that cé-rﬁe with reflection

and analysis. Proceeding from observations based on experience to principles and

applications—that is, inductive learning—is a far better process for learning

leadership than beginning with an a priori “truth.” Learning from experience is much

like watching the game films after an athletic event: we see how we executed our

plan, what we did well, and where we need to improve. Athletic teams make
extensive use of postgame review. Why not leaders?

(p- 329)

" The academic community plays a vital role in this process through leadership
research, apprenticeships, énd other hands-on experiences and observation techniques.
Qualitative st'udies‘ Such as this dné involving observations and interviews of successful
leaders can provide opportunity for rich insights based on reflection and analysis. Learners |

then can proceed to apply those learnéd‘principles in a real-world leadership environment.
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Kouzes and Posner (1995) also found‘ that leadership development is a process of
self-development, which is where education plays its most vital role. Good leaders must
clarify the principles that govern their lives before they can lead others to higher
| achievement. J. Sterling Livingston, in Myth of the Well-Educated Manager (1971), cited
numerous studies that found no direct relationship between performance in school or training
programs and records of success in management. He concluded that manage.rs are taught a
“prescribed set of practices” that worked for someone else. They are not, however, provided
with opportunities for first-hand experience in what works for them within their own
personalities, nor are they given opportuhities to reassess their own self-understanding. As
a result, they come off as insincere.

New understandings of history, the environment, and the | world increase
understanding of competing value systems as well as our own. We must first be able to lead
ourselves through a struggle with opposing values before we can lead others. Val_ues and
pri‘Ilciplés are like the compass that keeps us aimed in the right direction, giving us the ability
to navigate the rough watefs of organizational life. Stephen Covey, in Principle-Centered
Leadership (1990), says “to the degree people and civilizations have operated in harmony
with correct principles, they have prospered” (p. 19). Wheatley (1994) observed that “We
need to be able to trust that something as simple as a clear core of values and vision kept in
motion through continuing dialogue, can lead to order” (p. 147).

Perhaps the role of education is to provide exposure to new information to aid in the
exploration and process of self-understanding as well as the process of understanding others
to establish a clear core of values and vision. More importantly, education needs to provide

opportunities to learn from firsthand experience what is needed to gain the willing
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cooperation of other people. We must learn how to observe the environment firsthand and
assess feedback from our own actions.

Wheatley (1994) suggested that leaders “...encourage organizational ambiguity with
plans that are open, visions that inspire but do not describe and by the encouragement of
questions that ask ‘Why?’ many‘times over” (p. 116). Wheatley references Jantsch in
suggesting that managers be “equilibrium busters” and facilitators of disorder rather than
order. Out of the chaos of disorder we are often able to reorganize work at a higher level of
development. Perhaps as we probe the new sciences for parallels and new meanings
applicable to the social sciences, in-depth qualitative studies of successful leaders in their
chaotic natural énviroﬁment of the information age will provide new insights not only for
leaders but for the academic community as well i’efhaps in the process of “equilibrium

busting” we can arrive at new understaridings of what is needed in leadership.



CHAPTER III
DESIGN OF THE STUDY
Research Design

The purpose of thié study waS to examine the personal traits, skills, practices,
behaviors, background, academic and career success patterns of selected aviation leaders
in Oklahoma. It was based on the ass@ption that findings in the personal interviews of
selected aviation leaders, when compared to a review of the literature regarding qualities
of leaders in other fields, could provide insights regarding leadership success and a better
understanding of leadership in general, as well as leadership in specialized technical
fields. The study involved a series of steps beginning with the development of specific
interview questions that were designed to investigate a variety of variables affecting the
success of aviation leadership in Oklahoma. The specific interview questions were
aimed at obtaining a response to the five broad research questions outlined in the
objectives. The questions targeted such factors as the educational and career choices,
communication styles, behaviors, management styles and practices, values, motivations,
and family background of successful aviation leaders. The study was not restricted to the
variables listed above. As the open-ended interviews disclosed other variables, the

investigation of those variables was included in the study as related to the problem.
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Selection of the Sample

Selection of the sample required a clear understanding of the term “successful
aviation leadership” as defined in the Study. Although a large population of aviation
leaders exists in Okléhoma who could have been described as successful, the importance
of the depth and quality of the interviews necessitated that they be restricted to a small,
purposive sample. Subjects for inférvieW were chosen from those who had achieved a
top-ranked position in an aviation organization or a position of leadership in the aviation
community.

The seléction of these subjects was based on the assumption that they had
demonstrated a level of leadership success by virtue of their achievement of such a
position. Because educators in Oklahoma are responsiblé for developing leadership skills
7in all fields of aviation, attempts were also made to ensure that the subjects chosen fér
interview represented different fields of aviation.

Subjécts selected came from government, corporate aviation, air carrier,
academia, and the aerospace industry as well as political and community aviation
Ieadership, speciﬁcally thosé aviation personnel who fnéty have been members of such
organizations as Leadership Oklahoma or demonstrated .similar leadership roles in the
aviation community. The size of the organization led by participants ranged from very
small organizations to very large, and the scope of aviation leadership responsibilities
ranged from leadership of local volunteer efforts to positions of national and international -
influence of thousands of constituents or employees. This sample was purposely chosen

because it was believed to be a rich source of data regarding leadership success in
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aviation and would be typical of the kind of leadership skills desired of future aviation
leaders in the Oklahoma aviation environment. Beyond these, the only other criteria for
selection of subjects to be interviewed was their availability and willingness to be

interviewed.
Methods

Individuals identified as subjects were first contacted by letter (see Appendix B)
requesting an-appointment for an interview, explaining the purpose of the research, the
time involved, and the questions to be asked. Subsequently, subjects were contacted by
phone to finalize the appointrhent. Pennission for the use of audiotapes during the
interviews was requested as a part of the preliminary oral and written discussions.
Assurances were made orally and in writing prior to and during the interviews that the
information would be treated in a confidential manner and the tapes and notes destroyed
as soon as the data were synthesized and analyzed. Individually identifiable comments
were not included in the final study. A copy of the study was furnished to all individuals

who were interviewed prior to submission to the graduate school.
Instrumentation

An interview guide containing the open-ended quesﬁons developed from areview
of the literature and adapted from previous research (Carmichael, 1994; Kouzos &
Posner, 1995) has Been provided in Appendix A. The questions contained in the
interview guide and the subjects chosen for interview were validated by a panel of

academic and aviation experts.
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Data Analysis

The bases for the data in the study were the in-depth career and personal history
gleaned from the interviews as well as the personal observations and opinions. of the
subjects. Vitas, periodicals, newspaper articles, and other documents collected from the
participants were also used. Extensive notes were taken during the interviews; the notes
included observations and personal reactions of the researcher which were annotated as
such in the notes by coding such comments with a pre-determined alpha code (for
ei(ample, PC=Personal Comment).

After each interview, the audiotapes of the interviews were transcribed verbatim
and associated with the researcher’s notes, then broken down aiid categorized through an
open-coding process. Specific coding themes and categories were established to address
the purpose of the study as outlined in the research qilestions. Categories included career
choices; family, educational, and other background factors; guiding values and principles;
management styles and practices; qualities, characteristics, and persenal traits of leaders;
and leader recommendations for developmental activities for future leaders. As the
intervieWs progressed, data segments were continually compared within and acress
categories and analyzed for relationships or patterns. New themes or categories which
surfaced were coded and included in the analysis.

Once the data had been coded for each interview, it was further compared and
synthesized with all of the interviews, then put back together by making new connections
between categories for specific skills or qualities of leadership that surfaced repeatedly in

the data or supported new insights. After completing the analysis, additional speculations



about formal theoretical ramifications of the study were performed, and areas were

identified where additional research could further refine and develop the findings.
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CHAPTER IV -
FINDINGS
Introduction

The 18 subjects interviewed for this study were chosen from a broad perspective
of aviation leadership roles including federal, state, and city government; academia;
military; corporate aviation; manufacturing; large, medium and small airports; vocational
technical schools; the aerospace industry; non-profit professional organizations; and
community and political leaders. Leaders interviéwed were responsible for orga:ﬁzations
ranging in size from less than 10 to over 20,000 employees; community and political
leadership roles ranged from local and statewide to national and international in scope

and size.
Demographics

The 18 leaders who were subjects of this research included 3 females and 15
males. Based on biographical data, only two were of minority descent; and all but two of
the subjects were age 50 or older.

Three of the participants in the research project held no airman certificate, eight
held only one certificate, and seven held multiple certificates. The types of certificates

held by subjects included pilot, flight instructor, navigator, flight engineer, air traffic
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controller, and airframe and power plant mechanic. The highest number of ratings held
by any single participant was 10.

Almost one third of the panicipahts who were in positions of aviation leadership
came from unrelated technical or professional fields with little or no aviation background.
Subjects identified prior career fields ranging from accounting, public relations, and
marketing to the ministry. Thifteen of the 18 participants had a military background, but
only 11 indicated that their military background contributed to their selection of aviation
as a career field.

Educational levels of participants ranged from zero collegé hours to doctorate
level. Sixteeﬁ of the participants held a bachelor’é degree, 10 held one or more master’s
degrees, énd three held a doctorate level degree. One was currently enrolled as a master’s
candidate and another enrolled as a doctoral candidate. One of the participants also held
a law degree.

Pafticipahts in the study were asked to identify someone they knew personally in a
position of aviétion leadership who has done an excellent job providing effective
leadership and state what that person had done which constituted “highly effective
leadership.” Three of the 18 participants in the study were identified by one or more of
- the other participants as someone théy knew who had done an excellent job ﬁroviding
effective vleadership. One of the three participants was identified by three of the
interviewed leaders as a highly effective leader. A comparison was made between the
descriptions of what they had done that constituted highly effective leadership with the

perceptions of the individual regarding their own performance to identify similarities or
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differences in perception. A description of those comparisons is provided later in the

study.
Background Factors Affecting Leadership Success

Because of the importance of capturing the natural setting and the spontaneity of
responses in a qualitative study, the following narrative is paraphrased as closely as
possible from the transcripts of the interview tapes. Participants in the study have been

randomly assigned a number to protect the confidentiality of the interview.

Career History

Leader 1.‘ This aviation leader was spontaneously identified by three other
participants in the study as someone they knew _tov be a highlyv.effeétive leader. A
comparison of their observations of his leadership skills to his-own self assessment will
be provided later in the study.

Leader 1 reports that he had his first leadership experience in Boy Scouts of
America. During his.youth he also served as captain of the football and track teams and
ina variety of other leadership roles through his chﬁrch and community.

As an adult the primary focus of his leadership roles has been ceﬁtered.around his
aviation career; however, he is still heavily involved ih the scouting program as well as
numerous church, civic and community volunteer leadership roles.

Leader 1’s current position in academia is his fourth major career change within

the aviation field, all of which involved leadership responsibilities. Although most of his
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career has been with the federal government, hé has spenf a number of years as an
aviation buéiness owner and a consultant.

_As soon as he was old enough to hold a certificate, Leader 1 launched into his
aviation career as a»Flight Instructor. That experience in the tutorial role of a flight
instructor provided the opportunity fo learn much about human nature. He believes that
his experience és a pilot was also invaluable in sharpening his decision—making skills;
through that training he learned to make decisions in a timely manner without
overreactirig.

In 1965 Leader 1 started a business of his own with one airplane which grew into
a large fixed-base operations facility operating 30 aircraft. By the time he sold the
business in 1969 he obx‘vned 33 airplanes and 3 helicopters. |

After spending a short period doing consulting work for Piper Aircraft, he was
asked to testify on beh‘alf of the National Transportation Safety Board as an expert
witness on an aircraft accidenf, and was subsequently offered a job with the federal
agency which was to becbme his career horﬁe throughout the remainder of his federal
career.

The researcher noted that Leader | reflected on his federal career with a great deal
of warmth and made a sincere effort to offer some insight into the events that contributed
to his rapid rise thrdugh the leadership ranks. He attributed His selection as a classroom
instructor shortly after beginning work with the federal government to his ability to fly.
On still another occasion he was offered an opportunity for promotion, which he
attributed to his writing skills. Later, after achieving the highest score on an assessment

center which was part of a selection system in the federal agency where he was employed,
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he was selected as a district office manager. That position provided an opportunity for
visibility; and-less than a year later, he was selected as a regional branch manager. Three
months later he was accepted into the Executive Development Program and assigned to
the organizational headquarters office where he had the opportunity to learn the whole
organization. That assignment, as described by Leader 1, “further opened doors and
provided opportunities for visibility.” His next promotion to a regional deputy
directorship was é direct result of his exposure while dealing with an unfortunate
accident. That career boost led to a later appointment as a regional director of the same
region. He reached the highest level of career development within his agency duﬁng his
last assignment with the federal government and attributes his selection to that position to
his doctoral degree. -

Leader 1 advises that much of success in a career is having ability, knowing how
to handle that ability, and having visibilitsf or surrounding yourself with the best people
that are in a decision-making role.

Leéder 1 has received recognition for his leadership role both in his career and
volunteer activitiés. | His honors include multiple awards by Qarious aviation
organizations, both private and public, from around the United States and throughout the
world. He has received some 12 scouting awards and such distinguished career awards as
the Presidential Meritorious Rank Award, the President’s Award for Distinguished |
Federal Service, a Distinguished Career Service Award, an Exceilence in Achievement
Award; a Lifetime Leadership Award, the Clarence E. Page Memorial Trophy for
Outstanding Individual Contribution to Aviation, the Oklahoma City University

Distinguished Alumni Award, and many others.
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Leader 2. Because Leader 2 did not proyide extensive information during the
interview regarding his career; most of his career history was obtained from a vita
provided by his office. His career begaﬂ in January of 1968 when he became a student in
Officer Training School. He was commissioned three months later and began his
- distinguished military career as a weapons controller. His first five years of duty as a
weapons controller included a tour of duty in Vietnam.

He later served as a logistics staff ofﬁcéf, chief of numerous logistics divisions at
Headquarters Tactical Air Command, chief logistician in the Joint U.S. Military
Assistance Group in Madrid, Spain, a detachmeht commander in Europe, vice
. commander of an air logistics center, a base wing commander, a director and é base
commander. He has risen through the ranks tothe lével of Major General with leadership
responsibilities for several thousand civilian and military employees.

Leader 2 has been recognized for his leadership not only by achievement of the
rank of Major General but has earned such awards and decorations as the Legion of
Merit, Bronze Star Medal, Meritorious Service Medal with three oak leaf clusters, Joint
Service Commendation Medal, Air Force Commendation Medal with oak leaf cluster,
Vietnam Service Medal with four oak leaf clusters, Combat Readiness Medal, National
Defense Service Medal with star, Republic of Vietnam Gallantry Cross with Palm,

Republic of Vietnam Campaign Medal, and Defense Meritorious Service Medal.

Leader 3. Leader 3 has had a long and distinguished career in the military as well
as in-academic administration and city government. He started his aviation career as an

aviation cadet in the Air Force. Three months later he began pilot training and became an
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ofﬁéer for the instructor pilots school responsible for giving all the check rides to pilots
who were attending the school or who had graduated from thg school. His first position
of leadership was as a Senior Instructor in the Air Force over four other instructors.
Although his current position is with a civic organization, the bulk of his career was spent
in the U. S. Aif Foice where he rose to the rank of Lieutenant General. He served in a
 variety of leadership pbsitions including that of a commander responsible for managing
half of the forces in Strategic Air Command and Director of Operations of the Joint
Chiefs of Stai’f responsible for directing U.S. military forces worldwide. His leadership
responsibilities included organizationsb with several thousand civilian and military
emp'loyees. |

This leader has also had numerous military decorations and awards such as the
Distinguished Service‘Médal, Silver Star, Legion of Merit, Distinguished Flying Cross
with oak leaf cluster, Bronze Star Medal, Meritorious Service Medal, Air Medal with 14
oak leaf clusters, and Air Force Commendation Medal.

A variety ’of community‘ activities hai/e contributed to the development of his
. leadership skill. He has served on a number of business and community boards as well as
tile Board of Directors of the Retired Officers Association in Washiilgton, D.C. He
developed his public speaking skills through participation in Toastmasters and has also

distinguished himself as a public speaker.

Leader 4. This leader began his career in the Air Force in the officer training
~ program, which led to his love for aviation. He has a varied background which includes

positions ranging from the ministry to the retail clothing business to airport management.
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His primary career emphasis since being in the aviation field has been in the area of
financial management. His aviation leadership expertise was gained through a number of
management and executive positions in accounting, business and properties, finance and

administration, and airport director.

Leader 5. Leader 5 attributes much of her success to a very solid basic grounding
in her career field. She began her career in graphic design and journalism and later
moved into public relatioﬁs and marketing; She started at the bottofn and worked her way
up in order to learn the printing business and that part of the journalism business. Even
though she did not start her career in aviation, she‘now is able to combine her love for
aviation and journalism in a career as an Executive Director of an aviation organization.

That position taps into her experience base in both worlds.

Leader 6. Leader 6 has had several widely disparate careers ranging from the oil
business and the lumber industry to public relations and aviation. He actually began His
aviation career aé an Air F‘orce- navigator. Early in his career he worked in the oil
exploration business in the Rocky Mountains followed by a few years in the lumber
business. He began a new career in Public Relations while serving as Executive Director
of a local Chamber of Commerce. He continued that career for a number of years while
serving as Executive Director of a multi-county tourist promotion. Eventually, he
‘estbablished his own public relations consulting company where much of his work has
been in tourism, aviation, or energy.

He ﬁas arich background in aviation and a Strong interest in airport development.

He has flown 4500 hours as a pilot and nearly 2000 hours as a navigator. His aviation
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career includes a number of years as an adj unct instructor of aviation for an Oklahoma
university. As publisher of an aviation newsletter and manager of an airpark, he is able to
combine both hlS public relations and aviation career interests.

Leader 6 has received numerous awards and honors throughout his career. He is a
member of Who’s Who in the South é.nd holds several Naﬁonal Aeronautical Association

awards. He was featured in a recent magazine article for participation in a historic flight.

Leader 7. Like many ‘of the successful aviation leaders of Oklahoma, Leader 7 has
been involved in more than one aviation related career. Although his current field is in
management and administratipn of an educational environment, most of his aviation
career was in the militéry. He is a retired Air Force officer who‘received his first pilot
training at Vance Air Force Base in Enid. His early Air Force career involved flying
C130s in Southeast Asia and later C141s out of Southern California. Later he worked on
a Satellite Communications terminal for the Minute Man Missile System, Subsequently,
| he worked as a test manager for a new T46 trainer followed by a position as Director of

Test Operations. After attending school in Washington, D.C. to study acquisition, he
became the Director of Test and Evaluation for a missile program. His final tour was in a
‘position as Director of Flight Safety responsible for reviewing Air Force mishaps from an
engineering perspectivé in an effort to minimize accidents caused by design flaw. After
retiring from the Air Force, he continued as a consultant for the Air Force in areas of
flight test and evaluation. He also flew as a test pilot for a private company and has

served on the adjunct faculty for two universities.
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Leader 8. This aviation leader began his aviation career as an instructor for a well
known school of aeronautics where he taught core classes leading to the Airframe and
Powerplant Mechanic Certificate. vHe was later appoirited as director of the school where
he trained people in the U.S. Army as Well as from such foreign countries as South
America, Israel, and Iceland. Later as Director of the Technical School, he worked with
the University of Oklahoma in offering an associate degree in aeronautical engineering.
That led to his appointment as Director of Training where he served until he was
contacted by Clérence Pege to join him in forming an aircraft maintenance company. In
1957 they started the company and acquired their first contract to perform aircraft and .
logistical -services for the United States Army at Fort Sill. The company grew from a very
smail company to a company that was doing in excess of $50 million a year in gross
sales. When Mr. Page decided to retire and build the Air and Space Museum in
Oklahoma City, they sold the company. The new buyer would agree to purchase the
company only if Leader 8 stayed with it. For the remainder of his career with that
company, he was responsible for aircraft maintenance around the world in some 28
countries where the company product was being operated and maintained.

Leader 8 has received numerous }honors for his leadership role including being
inducted into the Aviation Hall of Fame. During the interview, he shared with the
researcher a leﬁer of appreciation he had just received from one of his former employees

which was a tremendous tribute to his leadership skills.

Leader 9. Leader 9 led into a description of his career with a brief reflection on

his high school years that he felt prepared him well for a career. Even though he was well
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prepared for some things after graduation, he does not perceive himself as having very
much direction at'that time.- He started out at'Georgia Tech with the notion of being an
aerospace engineer and underperfermed for his abilities during the first quarter. He got
an appointment as an aviation cadet and was on his way to having a commission and
wings as a navigator but “got his eye off tﬁe ball and wouhd up washing out.” By then he
had six monfhs of active duty, decided to get out and serve the rest of his time in the
reserves. He later went into the office supply business where he met and married his wife
of 37 years. Although Leader 9 is currently in a non-aviation cafeer in academia, the
predominant focus of his career life was iﬁ aviation, and he is still active in the aviation
community.

Just as he was getting married and beginning to get some direction to his life, the
FAA started opening Air Traffic Control to people who did not have a strong aviation
backgound, and he began his federal career in that field. He later took advantage of a
career development opportunity in the federal government where he was one of 6 out of
300 applicants selected to fflove from a technical position to a personnel position. His
career progressed rapidly into management, and he had reached division level by the age
of 32. After serving at the division level in two different regions, he was selected as an
executive officer respensible fdr several hundred employees. While in that position he
- was one of six out of severel hundred applicanfs selected for a Senior Executive Service
Candidate Program which led to a position as director of a logistics center and later to the

number two position in the federal organization where he was employed.
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This leader has achieved a top-ranked position in both his academic career and his
aviation career and has received numerous honors for his leadership ability. One of the

most significant honors was his selection and participation in Leadership Oklahoma.

Leader 10. Leader 10 prefaced his discussion about his career with his strong
beliefs about the importance of doing as well as possible in every aspect of one’s
education and career. Because he had been named a distinguished graduate in every
program he went through, starting with ROTC 30 yeafs ago, he felt that those kinds of
indicators had helped give him an opportunity for some high proﬁle pdsitions. This
leader attributes outstanding performance in such military courses as Air War College to
his being singled out as someone whé should be given a little higher challenge.

His first assignment out of college happened to be directly overseas to a fighter
wing during Vietnam. Although the aséignment was in Europe, Leader 10 saw it as a
“wake-up call for a green 2™ Lieutenant to get tossed into that environment.” He has
always looked at that assignment as a highlight that gave him a head start on many of his
colleagues who went to technical school or to a stateside base which was a little slower
orientation.

His military career also involved a tour at the Pentagon which was another
highlight he récognized as a tremendous opportunity. The rest of his military career was
in the public affairs arena, which was ultimately beneficial to still another career in

politics.

Leader 11. Leader 11 chose not to go to college right out of high school because

he had observed so many people getting degrees then not working in their chosen field.
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He decided to pick a technical career and find someone to train him in it. He decided on
Air Traffic Control and immediately went into the Air Force with the intent of
concentrating on a field he would enjoy. He was in that business for a number of years,
took a break in service, went to the FAA for a while, then back to the Air Force. When
he got back to the Air Force he decided to gét a degree in Airport Management. That
degree opened the door for a position in an operations division of a major airport which

ultimately led to his current position.

Leader 12. Leader 12">s military,cafeer included a combat tour in Korea, two years
as an aerobatic pilot with the Thunderbirds, a tour as an assistant professor of
mathemati;s at the Air Force Academy, and an exchange assignment as a test pilot with
the Royal Air Fofce. His career as an astronaut included an 84-day space flight, two
space walks, and numerous expeﬁments related to studies of the Earth, the sun, and the
long-term effects of zero-gravity on crewmembers. Since leaving NASA he has worked
as an independent contractor for several aerospace and energy firms and has published
three books. He has served as technical director for a video on space adaptation and has
independently produced a general viewer video on the effects of zero-g. He is currently
serving as the Director of Advanced Technologies for a start-up company not related to

the aviation field..

Leader 13. Leader 13 was one of the aviation leaders identified by a participant in
the study as an example of a very effective leader. A comparison of his own perceptions
of his leadership characteristics will be made to those identified by the other leader in the

study.
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This leader attributes his success in his political career to his ability to fly. He
was in the United States Army as a product of the draft during the early part of his career.
When he got out of the military, he indulged his fascination for flying and “went out to a
little grass strip and rented a plane for $4 an hour which included gasoline and the
instructor.” He reports that he got his license for $35 and started buying and selling
airplanes. He challenges the notion that one has to be rich to fly. He has traveled
frequently and has been able to use flying in his work over the years. He has owned well
over 100 airplanes and has lost money on only one.

Leader 13 has used aviation in a variety of ways throughout his life including
humanitarian as Well as political missions.. As a city Mayor, he once took 16 airplanes of
professional people to a city in another country to set up conti‘éctual businesé
relationships which still exist today. During that same tenure as Mayor, hé led a mercy
mission to-an island that had been wiped out by a hurricane. Ten airplanes started on the
mission and only seven made it. There were at least two other occasions when he was
able to participate in humanitarian missions involving hurricanes because of his ability to
fly. The leadership necessary to coordinate those missions in addition to the ability to fly
- have provided many opportunities otherwise not évailable.

Flying has also pfovided the flexibility necessary to be everywhere he needs to be
in winning an election. He is able to do town meetings at least two days a week all over.
the state. As a Flight Instructor, he always advises his students thét if theyv are not going
to fly at least every other‘week, they should not be in the air. He recognizes that it is

often difficult for people who cannot relate aviation to their job.
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Leader 14. Leader 14’s total career has been with the airline company for which
she has been employed for seven years. She started as a sales agent and had been there
only a few months when she realized she had some career goals; it was no longer just a
job. She set her goals for a;:hievement one at a time, looking at only the next position,
the next level. She‘focused daily on keeping her record clean so that when the
opportunity arose for promotion she would be prepared. She seemed to be in the right
place at the right time. She reported thaf as things progressed for her, it helped her self-
confidence because she knew she had gained the opportunity; it was not just given to her.

- She said her strategy was justv to look at the opportunities, focus on where she wanted to
go, and strive to achieve those until she did. 1n approximately seven years, she achieved a

General Manager poéition with over 1000 employees reporting to her.

Leader 15. Leadér 15 was identified by another participant in the study as
someone who had done an excellent job in leading an aviation organization. A
comparison of her self-assessment will be made to those characteristics identified by the
other leader in the study.

This leader is the director of a large organization in the federal government. She
has spent most of her careef with the .federal government beginning in a Temporary GS-3
clerical position with the Forest Service. She later moved to another city where she was
employed as a voucher examiner, only to discover that was not her kind-of work. The
turning point in her career came when she competed and was selected for a Career Intern
Program with the U.S. Navy in Personnel. With this position her confidence kicked in

and she loved the work because she felt as if she was making a contribution. She
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received several promotions and was selected as a supervisor where she served less than a
year before moving to Oklahoma to the organization which she now leads. Her career
here began in Personnel where she held a variety of positions including branch and

- division manager. She later competed with 400 péople and was selected for the
Executive Development program. The training in that program was excellent and got her
started down a path of not necessarily staying in one specialty for the rest of her career.
She was selected as a- deputy in a large technical organization and would move to two

other technically diverse organizations before assuming her current position.

Leader 16. Leader 16 had an interest in aviation in high School but not a driving
interest. He had been involved in sports and many other things. One of the things that
helped-his decision was the Vietnam war was going on when he graduated from college
and he decided he preferred tb learn a skill rather than be drafted. He had several family
members who had been in the Air Force and knew it waé an interesting field. He had the
physical attributes of good vision and reasonable agility to become a pilot in the Air
Force, so he completed Officer Candidate School and pilot training.

He has risen to the rank of Major General while serving in a number of leadership
roles including that of operations ofﬁcér, commander of a fighter squadron, commander
of a fighter group, and head(iumters commander. His militafy awards include the
Distinguished Flying Cross with one bronze oak leaf bluster, Air Medal with two silver
and three bronze leaf clusters, Air Force Commendation Medal, Air Force Outstanding
Unit Award, National Defense Service Medal, Vietnam Service Medal with two bronze

stars, Air Force Longevity Service Award Ribbons with one silver and one bronze oak
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leaf cluster, Armed Forces Reserve Medal with one hourglass device, Small Arms Expert
Marksmanship Ribbon with bronze star, Air Force Training Ribbon, Republic of Vietnam
Gallanti'y Cross with Palm, Republic of Vietnam Campaign Medal, Oklahoma
Commander’s Trophy Award, and the Oklahoma National Guard Longevity Ribbon.

He believes that his rise to a position of leadership has been largely due to his
ability to look at aviation as an evolving field that is always changin‘g. Some people
believe there is no future in an aviation career field, but his perspective has always been
that there wili always be human involvement in ﬂying whether from “behind the stick” or

sitting in a room controlling a computer. The key is to look at those changes positively.

Leader 17. ‘Although this 1éader served in the military, he said it really had
: nothiﬁg to do with his flying background, which was just a nafural interest from a very
youﬁg age. He had the opportunity to become associated with the NASA educational
programs through some contract work he was able to do for them through the university
where he was employed. Later, a reorganization on campus resulted in establishment of a
new department, and he was asked to assume the leadership role. Through previous work
at the university he had become acquainted with a number of the educational leaders in
the aviation industry from whom bhe received a frefnendous amount of encouragement and
support.

He attributes his career success to being fortunate enough to be associated with
people within his discipline who allowed him the opportunity to have a broad range of
experiences, who led him, pushed him, and allowed him to find out what his strengths

and weaknesses were so that he could focus on improvement. Higher education was
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rapidly expanding during that time frame, and he also felt he was in the right place at thé
right time to take a role in developing, strengthening, and expanding needed programs.
During his later career when he was in a management position, he attributes his success to
being able to surround himself with competent and capable people who did a great deal to
make him look good. -He also believes that his work with graduate students gives him an

entree to new ideas, talent, and energy, which keeps him motivated.

| Leader 18. This leader has had more than one career in the aviation arena
beginning §vith'the U.S. Air Force where he served in Europe and the Pacific as a Flight
Engineer. He later enlisted for full time duty with the National Guard and attained the
rank of Mastér> Sergeant before entering Officer Candidate School and being
commissioned as a Sécond Lieutenant in the Infantry Corps. He served in various
aviatién assignmenf; thfoughout his military career and rose to the rank of Brigadier .
General. Upon retiring frdm the military, he began é new leadership career in state

government.
Family Background

- Leader 1. This leader greW up in humble surroundings. His father and mother
were tenant farmers whé had a sixth and eighth grade education, respéctively. There was
no running water, no electricity, and water was obtained from a spring. This leader states
that the greatest thing his family did for him was to give him responsibility at a very early
age. As he grew older they gave him more and more responsibility for the intellectual

side of the family including helping with the money, bills, and solving problems. They
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also provided a good role model with a great deal of love. His father was a traditionalist
who taught him respect for women and daily demonstrated love for his mother.

Leader 1 stressed the importance of trust which he learned from his family. He
commented that we do not give young people enough responsibility and trust and believes
that “you can’t trust someone unless you are willing to give them the opportunity to be
trusted.” He illustrated that by sharing his parents’ willingness to let him try things such
as taking an airﬁlane somewhere with no expressions of concern other than to ask when
he would be bask and request that he call.

Leader 1 has been supported in his career efforts by a wife and two sons. His wife

teaches English and his sons work in the aviation industry.

~ Leader 2. Leader 2 was born in Cuba and moved to this country at the age of 11.
His paternal grandfather owned a sugar plantation in Cuba. As the oldest grandson, he
spent a great deal of time learning from his grandfather. Although his grandfather’s
formal education was limited to high school, which is the equivalent of junior college in
this country, he was an incredible businessman and a humanitarian. It was from his
grandfather that this leader learned how to treat people and challenge them to reach their
* maximum potential.

Leader 2 shared that he had been blessed with a normél, traditional family. His
wife had elected‘to quit her job when their daughtef was born so that she could take care
of the family and support him in his career. He emphasized how important that support
had been to him in meeting a very demanding schedule with hardly any private life and

expressed his belief that one cannot be 100% efficient at work without a happy home life.
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Both he and his wife came from the same educational system and share sirriilar values.
She has helped him in his career by her devotion to the troops and her strong people

skills.

Leader 3. Leader 3 has a wife and two sons who have supported his career efforts.
He came from a family éf eight children, six sisters and one brother, and describes his
family as a very poor family. When his mother contracted tuberculosis, Leader 3 was
sent to an orphanage where he was the frequent recipient of extra punishment for being
somewhat of a rebel. After his mother was released from the hospital, he returned home
for a few years and went to work for a family on a farm.

He attributes his strong work ethic to an uncle, who was his mentor while he was
growing up. The uncle was a hard-working farmer who was greatly respected in the
community for his hard work. Leader 3 grew up enjoying the challenge of competition
and hard work, which he demonstrated by his many achievements in the military. He
would frequently fly 120-125 hours a month in a single-engine airplane while most of his

contemporaries did well to fly 50 hours.

Leader 4. Leader 4 is m’arriéd angl has no children. He grew up in a disciplined
family which he describes as very helpful to him. It was a nurturing environment in spite
of the fact that it was structured and disciplined. He believes that his leadership success
‘today comes from that discipline and from his expectations that employees will do the
right things. He believes in an organizational environment that is structured in seeing that

employees have the ability to go about doing their jobs.



56

Leader 5. Leader 5 is of Dutch-German heritage. She grew up on a farm in Texas
as a part of a very close family of brothers, sisters, and cousins. She was close to her
grandparents, and there was plenty of family time on the farm which she perceives as a
real advantage compared to what so many children have in today’s environment of
secondary families. She believes that it is very hard to get that intimacy re-established
when a divorce necessitates creating a new family.

Although Leader 5°s grandparents were farmers who were not very well educated,
her grandfather was a town councilman who also served on the board of the cotton gin
company. She admired her grandfather for his boldness and willihgness to risk getting
involved in those kinds of activities in spite of his educational background. Her dad was
similar to her grandfather in many ways and w.z.i.s;;lvvs;ays a “participant player.” Even
though the family moved often during her growing up years, she does not remember

having any difficulty making friends in the little towns where they lived.

Leader 6. Leader 6 was married to a professional airport nz.lanager. Together they
operated a fixed base operation until she was killed in an aircraft accident. He describes
thuat.marriagé as “alﬁost 100% aviation” in that they were heavily involved in so many
facets of aviation including national conventiohs, local and stafe meetings and
conventions, and the daily operation of an airpoﬁ and flight school. His wife had been a
school teacher; which influenced their operation of the flight school. Leader 6 described
his marriage has having a tremendous influence on any leadership qualities he has

developed.
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Leader 7. Leader 7 is married and the father of two daughters, one of wﬁom is
now married; *‘and‘the*fother'is incollege. He attributes the development of his early
leadership skills to his father. According to Leader 7, he simply learned by watching his
father. One of the things he learned about leadership wasi the importance of honesty and
integrity. A part of that honesty involves respecting people and never putting them down
to other people. He stressed that point by reflecting briefly on the old saying, “If you
can’t say something positive, don’t say anything at all.”

Still another lesson in leadership leamed from his father was that of not “burning
bridges behind you,” because it may be necessary to work with an individual again ata
later date. Leader 7 believes that personal criticism of others crosses over into both of the
leadership traits he learned from his father in that it is dishonest and certainly burns

bridges.

Leader 8. Leader 8 did not share his father’s interest in the family cattle business.
However, his father was ihvolved in many things in addition to owning two packing |
houses. Leader 8 shared his father’s entrepreneurial spirit but acquired his mechanical
interests from his unéles Who weré in the automotibve business. He spent a great deal of
time working in their garages.

He also had a strong interest in being involved in aviation and had always wanted
to fly or be involved with manufacturing o-r—maintaining airplanes. Because he was able
to do all of those things, he describes himself as simply following his dream.

Teaching was another interest pursued by Leader 8. He described the satisfaction

he receives by watching people grow and develop an enthusiasm for what they are doing.



58

As an instructor, he developéd the art of keeping the attention of students with analogies
and physical examples. He subscribes to the importance of learning followed by
application of learning, and believes that approach also helped him in the management

arena as much as in the technical arena.

Leader 9. Leader 9 describes his father as a man with enormous ability who was
strongly authoritarian. Although he had unlimited potential, he was a bit of a vagabond
who was alWays in search of a “pot of gold” but never stayed anywhere long enough to
find it. He died at the age of 42 but not without having a tremendous influence on the
success of his son. That influence manifest itself in the family belief that they were
special, not averagé, and should settle for nothing less than excellénce. Leader 9
described his mcher as a kind and sweet person who died at age 54 of lung cancer. He
attributes his sensitive side to her influence. Neither of his parents finished college, but
both had college experience and had high expectations of what he would do. Both
parents had a mixed impact on their son, but certainly, as he describes it, they set up
patterns that had him seeking a higher order of things in life even though they didn’t
provide the kind of role modeling necessary to build his life. In fact, he states that he had
to unlearn some bad behaviors before he could turn to more positive ones. Leéder 9 also
shared that there may have beéh an element of competition with his father. Because of
his father’s authoritarian and critical behaviors, Leader 9 was determined to be successful

_‘beyond anything his father had attained. There was a mixture of respect and anger that ‘

was certainly a motivator.
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Leader 9 also spoke with a great deal of respect and admiration for his wife who
has been a very positive force on his life and career. He expressed gratitude for her
courage in “drawing a line in the sand when his life got out of balance with too much
émphasis on career.” Her actions forced him to make a decision and refocus on family
and other values in addition to his career. As the father of two sons, that decision was

very important to him.

Leader 10. Leader 10 descrii)es his family as the “usual old nondescript
Oklahoma family.” His father encouraged him to become involved in a rhilitary career.
His rhother was a solid hardworking woman who worked into her 70s. His parents were
always there, “but it wasn’t like you had to fill out a checklist when you came home.

They weren’t those kind of parents.” He describes himself as a self-starter and an
achiever, who always wanted to be at the head of the class. Although he knew his parents
expected high achievement, they never demanded it. However, Leader 10 knew he had
an innate ability and could generally be successful if he used that aEility. He commented
that his father was never one to congratulate him on his performance but simply assumed
that he would excel. His mother filled the role of the softer, kinder, supportive parent that
every child needs; so between the two of them, all of the siblings turned out fairly well.

Leader 10 has a son, a senior at Oklahoma University, who is not remotely
interested in the military but is going into international business. He is fluent in French

and can speak some Chinese although he is not fluent in that.

Leader 11. Leader 11 developed his interest in Air Traffic Control after going to

see his step-father work as an Air Traffic Controller. He knew he did not want a desk job
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and wanted to do Something operationally oriented and interesting. He did not want to do
anything routine, and certainly air traffic was not routine.
- He describes his upbringing as a normal upbringing with a family available for

- counsel and support and advice in making decisions about his career.

Leader 12. Leader 12 commented that having a strong family makes a big
difference in giving one confidence and a sense of self-worth in life. He believes that his

family supported his educational endeavors.

Leader 13. Leader 13 came from “an old German family,” and he shares that his
father “just .totally dominated the family.” His f;ither was fascinated with flying and |
agreed to bﬁy his ‘son flying lessoné for his birthday for $35. That is how Leader 13
developed an intereét ih évi.ation.. -

Leader 13 is the father of two older sons aﬁd two younger daughters who have
never goften their-licenses but are good pilots; he says they have just not been able to fit it
info their lives at this point. Flying has been a cohesive thing for their family, according .
to Leader 13. Even though his wife does not share his interest in flying, they frequently
have family pichics at the hangar he built yeéis ago. He describés that hangar as “almost
like a home where they all converge on Sunday afternoon for a cook-out and let the kids
fly the antiques.” He always keeps “tail-draggers around so the kids won’t forget how té

fly a real airplane.”

Leader 14. The family of Leader 14 consists of a “wonderful husband” and four

children. Her husband was a widower when‘they married and his three children were ages
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7,9, and 11. They are currently grown and she reports that they are “very much mine.”
She and her husband now have an 11-year-old together and the whole family has
influenced her with their support. She attributes her decision to apply for a job with the
airline to her husband. He encouraged her to go to work because the airline had a
reservation center lqcated just two blocks from their house. She said he really pushed
her, because she just did not think it would work. She knew she would have to start at the
bottom and work nights. With four kids at home and her husband traveling three nights a

week, she cannot explain how they made it but they managed.

Leader 15. Growing‘u_p in a family that had the ability to make her feel good
about herself waé something this leader did not take lightly .becéuse she has seen so many
people who struggled lwith lack of support. Her upbringing was fairly structured;
however, her parents gave her the idea that she could do what she wanted to do.

Leader 15 had one sister ahd her parents focused on the sistér as the smart one
who would be in the busineés world. They looked at Leader 15 as the one who would be
the wonderful wife with a number of children. Even though they focused on her sister as
the one who would be in the business world, Léadér. 15 never felt as if they didn’t think
| she could doit. Rather, she felt that they just thoﬁght of marriage aﬁd family as her
natural calling. However, as she has progressed in her career, they have beeﬁ extremely
supportive and very proud of her.

This leader was married during the last year of coﬂege and moved directly to New
Orleans where she went through the trauma of trying to find her first job and realizing she

didn’t want to stick with her degree field. She describes her husband as supportive of her
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career efforts. Thefe was a crossroads for them when they moved to Corpus Christi and
she was'selected 'in:the Candidate Development Program of a federal agency, because
until then, she had really been doing what she would call “jobs” and would just show up
for work and go home: Shé was no longer just totally involved in what her husband did
but was becoming very involved in her own career. It was something that they had to
work out regarding how he would deal with this and how it would impact him. Each time
she would apply for a promotion they would have a discussion regarding whether or not it
was sqmething he could support. If not, she would not have done it,.be_cause she “didn’t
want to be at cross-purposes.” She believes thaf her husband has been an integral part of
her moving through the ranks, >and realizes that he has made sacrifices at times in terms of
her time and attention. She conﬁdés that if she had felt as if he was not supporting hef,

she could not have done it.

Léader 16. This leader enjoys the support of his family and expfesses the belief
that no one can be a success without the support of the entire family. Itris also important
to be humble in that success with the family. He shared a story of his children who
visited thé base one day and discovéred his name on the gate. They asked why it was
there. They didn’t realize he :was the boss. They only knew him as Dad who had

something to do with airplanes. He cites that story as a good lesson in humility.

Leader 17. Leader 17 comes from a large family, the last of eight children. They
grew up in a community with a college, and it was just assumed by the family from the
first grade on that they had the opportunity to get a degree. They were given plenty of

encouragement, not pressure, but encouragement to do so. Although neither of his
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parents had the opportunity to pursue college, they realized how vital education was and
certainly supported and encouraged all of their children to pursue a degree. |
Leader 17 met his wife while in college, and they both went into the public school
system. She stayed there and supported him while he got his doctorate, He, in turn,
supported her when she got hers; and they both supported their one son who just
completed his doctorate. According to this leader, the value of education has been very

prominent in his life since first grade. .

Leader 18. Leader 18 comes from a family of 10 which necessitated learning at a
very early age how to commﬁnicate and get along with beople. He also comes from a
farm background wher¢ he learned that hard work and‘.perseverance pay off. He says he
did not realize they Wer‘e poor until he got iﬁto the military and got to see the world.

However, he did categorize them as a conservative family. -

Educational Background

Leader 1. This leader holds multiple degrees in a variéty of fields including a
Bachelor of Science degree in Business and Management from the Uﬁiversity of
Kentucky, a Master of Arts in Teaching and a Master of Business Administration from
Oklahoma City University, a Master of Public Administration and a Doctor of Public
Administration from the University of Southern California. He believes that his selection
for a couple of poéitions had a great deal to do with his edﬁcation, since the majority of
people in his technical discipline had exténsive experience but no academic experience.

He believes that when all things are equal, a degree often does make a difference.
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Leader 2. Leader 2 holds a Master of Science degree in systems and logistics
from the Air Force Institute of Technology, Wright-Patterson Air F orcé Base, Ohio, and a
Bachelor of Science degree in chemistry from Florida Atlantic University. This leader
expressed the firm conviction that his guiding principles were set before he went to
college by going through the Catholic Jesuit system. He believes that managerial
leadership principles are fine tuned in college, where the tools for implementation are
learned; however, thé foundation for those principles is laid in the first seven years of life.
He described the Jesuit school as “very hard, very kind, very moral, dnd demanding of

steady behavior.”

Leader 3. ThlS leader holds a Bachelor’s in Education and a Master’s in Public

| Administration from George Washington University. The Air Force essentially had a
policy that one could not get ahead or move forward in promotions without a basic degree
as a minimum requirement. Failure to obtain é mastér’s degree might also be the

discriminator in determining who would get a promotion.

Leader 4. Leader 4 holds a Bachelor’s degree in Accounting and a Master of
Divinity. As a former Methodist minister, he sees that background and type of education

as very beneficial in many ways because it involved considerable research and writing.

Leader 5. Leader 5 holds a Master’s in Journalism Education which she obtained
because of an interest in teaching at the university level. Her undergraduate work was in
journalism and graphic design. She stressed that she is a firm believer that education is

ongoing.
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Leader 6. Leader 6 holds a Bachelor’s degree in Geophysical Engineering from
the University of Tulsa. He points out that this degree didn’t necessarily line itself up
with his careers in the public relations business or in aviation. He made the

transformation into those businesses the hard way through work experience.

Leader 7. Leader 7 holds a Master’s Degree and a Bachelor’s in Aerospace, but
he describes his educatioﬁal background as a “rﬁixed bag,” and does not believe that he
was a good student to Begin with. One of the things he learned and tries to impress upon
his own children is the danger of ma.rginalizing their education by ta.rgeting the minimum
passing grade. It is more sensible to aim for 100%; in fhe event they miss the mark, they
will do so with a passing grade.

Leader 7 als'o.described some of the difficulties he experienced in his graduate
program wikth an interesting analogy comparing the material available to learn to a 50-
gallon drum of water and his brain to a Sponge that could absorb only so much at one
time. He learned to approach studying in such a manner that would allow time to distill

and absorb what was being presented.

Leader 8. This leader described his formal education as “not too much.” He
graduated from high school and went to the University of Oklahoma. Because of the
Depression, he had to leave schqol after the first year. The remainder of his education
was primarily a vocational-techﬁical educatioﬁ, and he is still very much an advoca;te of
“hands-on” education. Getting into vo-tech was very educational for him because he

believes that a teacher learns more than his students in that process.
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Leader 9. Leader 9 described his education as “chasing his career.” By the time
he completed his Bachelor’s degree he was already running a large division of an aviation
organization. His Master’s degree led to an adjunct faculty position at a university, and
later completion of his Ph.D. certainly contributed to his selection as a dean of a
university. He shared the ﬁrm conviction that human beings should never stop learning
because “God placed us on this earth to develop to our fullest potential and we only tap a
small portion of that potential.” Leader 9 believes that learning involves not only the
intellectual side, but it is important to the attainment of a certain amount of wisdom, for

which education provides the philosophical framework.

Leader 10. Leader 10 realized the importance of completing his degree in order to
attain a commission as an Air Force officer. His father was determined that his son was

going to be an Air Force officer and was also encouraging completion of the degree.

Leader 11. Leader 11’s Bachelor of Science degree with an emphasis in Aviation
Management opened the doors to his current position. Although he has always believed
experience was more important than education, he believes that education is important in

that it shows stamina and commitment.

Leader 12. This leader holds a Bacﬁelor of Scienco Education degree from
Oklahoma Baptist Uhiversity, a master’s degree in math from Oklahoma State University,
and an Honorary Doctor of Science from Oklahoma Baptist University. Upon completion
of his undergraduate work at OBU, Leader 12 enlisted in the Air Force. Later he got the

opportunity to go to graduate school and completed a masters degree. The masters degree
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degree was very important in that astronaut selections were based on a rating developed
from a score sheet. That score sheet included points for certain types of career activities,
combat tours, more than 2000 hours flying time, and graduate degrees. There were also
points on the score sheet for flying with the Thunderbirds. But, according to this leader,

the educational part played a pivotal role in his being selected as an astronaut.

Leader 13. This leader holds a bachelor’s degree in economics which he obtained
after being drafted and attending nine different colleges and universities all over the
country. He comments that he was not a disciplined student and did not have the type of
educational background that he was proud of, but his children all do. One daughter‘has a
Ph.D. and teaches statistics and computers; the other has a master’s degree in math and

teaches math. One son runs a business, and another is an orthopedic surgeon.

Leader 14. Leader 14 shared that she has nothing more than a high school
education and a great deal of training internal to her company. The company provides
employees of all levels many in-house educational opportunities in leadership courses,
computer courses, speaking courses, teambuilding courses, and other courses of that type,

but nothing in the way of formal education

Leader 15. Leader 15 holds a Bachelor of Science degree in Marketing and
Merchandising and will soon be completing a Master of Science in Natural and Applied
Science, Aviation and Space Education. She now realizes the benefit of having a
Marketing degree and has been surprised to find that it is a natural for what she has been

doing in the federal government. She comments that as one moves up through the ranks
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it is necessary to constantly market ideas or market a direction for people to take, so these

skills have helped more than she realized.

Leader 16. This leader holds an undergraduate degree in Marketing and Business
Administration and a JD (J urisprudencve)vdegree in law. He is currently a doctoral
candidate in the Aviation and Space Education field at Oklahdma State University. He
commented that when yoﬁ go through law school, they warn the wives that
“jurisprudence is a very jealous mistress and she takes a lot of time.” Similarly, aviation
requires a great deal of time, and Leader 16 believes he has chosen two mistresses that
require much time but have been very enlightening. He believes that the two fields
complement each other well in that the work he did in law has helped in his leadership
position in aviation. In the léédership field of aviation, there are a number of

administrative responsibilities associated with flying which cross over to the legal field.

Leader 17. Although science education is his background, this leader has had
opportunity for study and work in leadershib management within the context of
education. This, plus his public school teaching experience, have helped in
understanding and leading young people at the freshman level. As part of his graduate
work, he was associated with an industry-sponsored educational foundation that spent a
great deal of effort as well as money in promoting educational improvement in
communities where théy had facilities and plahts. That éllowed him to learn from the
people in the corporate world, what their concerns were, and what they perceived should
be going on in the schools. This provided an understanding of the corporate culture and

the kinds of skills and talents they wanted their people to have.
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Léader 18. Leader 18 graduated from high school with a scholarship to play ball
at Oklahoma State University. However, the coach did not want married athletes on the
team and since football was a second priority, he chose to get married and go directly into
the Air Force. - It was there that he began his career. Although he has studied Aerospace
Management at Southeastern Oklahoma State University and the University of Southern
California, he believes that the knowledge he has gained in 47 years of technical
experience and professional education, as well as a certain level of common sense, has

been a most valuable contribution to his success.

Other Developmental Activities.

Leader 1. Leader 1 holds multiple airman certificates including an Airline
Transport Pilot Certificate with ratings airplane single and multi-engine land, commercial
privileges, rotorcréft-helicopter, and glider; Flight Inét_ructor Certiﬁcate with ratings
airplane sing'le and multi-engine, rotorcraft-helicopter, glider, and instrument; and
Ground Instructor Certificate with ratings advanced and instrument.

In addition to maintaining currency in his profession as an airman, Leader 1 has
parﬁcipated in extensive managerial and executive development training throughout his
career with the federal government. He has served in a variety of leadership positions in
his church and has been heavily involved in civic activities where he has served on a
number of committees and boards ranging from scouting, YMCA, ahd other civic and
humanitarian organizations to aviation,vacademic, and executive boards.

In addition to developmental activities related to aviation, Leader 1 has been

active in scouting and worked with young people in leadership training all of his life. He
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still uses the leadership experiences from the scouting “Woodbadge” in communicating
with people. His philosophy is that “adults are kids in big skins” and scouting offers
opportunities to practice leadership with both the boys and their parents. He believes that
the best leadership experience one can have is experience as a volunteer responsible for
getting volunteers tovdo things because motivation is the only approach possible . The
same kind of motivation used in the volunteer world is highly effective in the
employment world.

Leader 1 also stressed the importé.nce of such inward-outward developmental
activities as doing those things necessary to maintain good health in order to do the
heavy work loads sometimes defnanded of leaders. He émphasizéd the importance of
reading and staying current with techﬂoiogical &é;/éldpments such as computers in

‘addition to sfaying’ reésoﬁably proficient in your own professional field. In keeping with
his philosophy that one cannot work all the time, Leader 1 has a number of hobbies
including.Cdrvettes and computers and enj oys. doing his own household maintenance. He
believes that fun activities are an important part of the development side that makes a
whole person. He emphasizes that it is healthy to have enough variety in your life to be
able to waik away from a job and not miss it. He counseled that “if you look at a job as
powér, you will never let it go. If you look at it as opportunity in time and yours for a
fleeting moment in the grand scheme of things,‘you’ll ﬁﬁd other things that are equally

important to you and can replace it. Good leaders have that.”

Leader 2. Other developmental activities identified by this leader were primarily

military training which begins very early in the military career and continues throughout.
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He described Squadron Officers School at the Captain level, which emphasizes team
work and utilizes case studies to teach leadership traits, world events, societal challenges,
and politi;:al economics. Subsequent military training included Air Command and Staff
College, Education-with-Industry program with General Dynamics Corporation,
Industrial College of the Armed Forces, Armed Forces Staff College, Air War College,
Department of Defense Program Management Course at Defense Systems Management
College, and an Executive Programvfor Senior Officials in National Security at Harvard
University. Throughout the entire process of military training officers learn leadership
principles, hﬁﬁm behayior, comrhunicai;ioh skills, societal pressures, value systems,
international challe’nges, world evé_nts, wérld development, potential enemies, and what

the military is all about.

Leader 3. Leader 3 describes his other developmental activities as being primarily
military training. The researcher observed that both Leader 2 and Leader 3 descﬁbed
their military education with a great deal of detail and enthusiasm for what they learned.

Selection to attend Squadron Officer’s School, the Air Command Staff College,
and thé Naﬁonal War College, was made by a Board of Officers and was based on the
applicant’s récofd. Leader 3 described the Squadron Officer’s School as the first school
that gave him a broader picture of the organization and composition of the Air Force. It
also provided for the development of basic writing and spéaking skills. The Air
Command Staff College embellished further on those goals and went into more depth on
the organization of the Air Force as well as provided a flavor for diplomacy and the role

of the military in the world. Finally, the National War College, which was designed by
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General Dwight EisenhoWer and considered to be the premier college of the military, was
very selective and included students from all branches of the service plus members of the
executive branch of the governmerit. He described it asa magnjﬁcent school that focused
on world diplomacy and how the United States fit as a world leader. Guest speakers
included people such as Hénry Kissinger, several Viée-Presidents, Senators, and
Ambassadors from other countries. Each student had to give a presentation and lead class
discussion on the topic of the day.

~ Leader 3 also highly recommended Toastmaster’s Club as one of the most
important developmental activities one can do for a career boost. Through that
organization he lea.med. to prepare brieﬁngs, speak with confidence, and “know when to
shut up.” As a result of that activity, he participated in the Public Speaking Bureau team
that gave speeches fof the community and has utilized those skills extensively throughout-
his leadership career.

As an elder in his church, Leader 3 finds that his experiences are also beneficial

to his leadership and communication skills.

Leader 4. As is typical of most leaders, Leader 4 has been involved in a variety of
developmental activities including obtaining the training and skills necessary for a private
pilot certificate. Even though he is no longer actively involved in flying, he believes his
pilot training provides a better'understanding of a pilot’s needs. That kind of
involvement at the grass roots level in an airport environment, combined with his

business skills, has contributed to his success as an aviation leader.
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He develops his people skills through a variety of activities in the church and civic
| organizations. Like most aviation leaders he is very active in the community and serves
on a‘i‘number of boards, including the YMCA and an airport executives board. He also
serves on an academic advisory board in'the community. He believes that involvement in
activities that necessitate working with people in the community is esséntial to leadership
development because leaders are continually working with employees, the public, and

other business leaders.

Le_ad_e_rj_. Leader 5 has been involved in a number of developméntal activities,
not the least of which is her involvement in aviation. She believes that learning to fly
allowed her to use her career journalism skills in the aviation industry, and she did this on
a freelaﬁce basis until obtaining her current position as an Executive Director.

One of the side benefits of learning to fly was the confidence that comes from
being able to take an airplane off and bring it back and land it successfully. That process
served to enhance her self-confidence tremendously. |

Still other developmental activities which have helped in her leadership role
include a number of educational seminars, some of which pertained to journalism. Others
were primarily growth seminars which helped to develop negotiating and people skills.
An important part of a person’s'deve-lbpment, acéording to this leader, is not being afraid
to fake on a challenge. She believes that it is important to take the challenge when there
is something difficult that needs to be done and figure out how to go about getting the

task accomplished. This involves not being afraid of risk and not being afraid to fail.
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Leader 6. Leader 6 has a rich background in aviation and has continued the
development of his skills in that arena. He has flown 4500 hours as a pilot and nearly
2000 hours as a navigator. He has remained active in many aviation organizations such
as the National Biplane Association, Oklahoma Operators Association, a local pilots
association, and the National Aeronautics Association. He has served them in a variety of
positions from member to director. He belongs to a press club and has been a member of
the Aviation and Space Writers Association as well as the Public Relations Society of

America.

Leader 7. Leader 7 attributes much of his leadership development to training
received 1n the Air Force where they literally “allow you to groom your way through.” It
affords the educational opportunities and provides work opportunities to put those skills
into practice. He continues his development by taking continuing education courses
relative to leadership and management in an effort to refresh his memory regarding those

skills he may have forgotten.

Leader 8. Leader 8 pursued other developmental activities by taking some
American Management Association courses where he learned, among other things,
organizational structure, which was very helpful in founding his company. He also took

some courses from Oklahoma State University in supervision and other people skills.

Leader 9. Leader 9 describes education as “the skeleton over which you put the

skin of training.” The training received during his federal career was well worth the



75

investment, according to Leader 9. All of the schools, including the management and
executive schools, helped to shape his leadership style because they made him think.

He also attributes his leadership growth to being exposed to other leaders with
whom he identified and‘ respected, the most siéniﬁcant of which was his former superior.
He identified other l¢aders whom he admired for their exceptional performance and their
character.' .rHe spoke of their influence both personally and professionally.

Leader 9 has been involved in a number of civic organizations, his church, and a
number of other activities which have cohtributed to his leadership development. He

spoke during the interview of his enjoyment of golf as a fun side of his development.

Leader 10. Leader 10’s other ’leadership. developmental activities included
numerous military schools and courses. Leader 10 is convinced that the fact that he
graduated at the ‘top of these courses gave him the chance to keep moving up in rank.

He mentioned a number of other new challenges or developmental activities that
he is pursuing today. One of those was the computer and Internet which he believes is
critical in today’s environment. Another area he mentioned is the technical wbrld. He
predicts that the techﬁ_iéal world of the 21* century will be “b‘eyond anything we have
seen befbre and will include pildtless aircraft that can fly é.nywhere without being seen--
like a sheet of paper in the sky.”

He also mentioned that his political role has helped with his leadership
development skills in that he is faced everyday with new issues in health care, education,
crime and many others. All of these issues can change instantly which necessitates

becoming attuned to the importance of staying flexible and adaptable to change. What
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was smart yesterday may be dumb this year. According to Leader 10, one thing that holds
people back is a preference for repetition, rigidity, énd predictability which does not work
very well in a career anymore. The messy world of politics helps to keep Leader 10
flexible because people ask many questions about numerous topics and he realizes the
folly of being locked into a very specific world. He prefers to know a “little bit about a
lot of things.”

Another developmental activity vfor this leader has been reading.‘ He describes
himself as a voracious reader who reads five or six newspapers a day and numerous
magazjnes.

Also on the political side there is a great déal of exposure to national and
sometimes international conferences as a participant as well as a presenter. He sees those

conferences as beneficial to development of leadership skills.

Leader 11. This leader has not strayed from aviation in his career, and most of his
career developmental activities have been related to aviation. Much of that training has
been at the FAA Academy, where he took Air Traffic Control training, and in the
military.

For leadership develbpment, he enthusiasticaily stressed the importance of getting
involved outside your specific job responsibilities, and believes that involvement in
professional and community organizations has provided him with recognition from key
people in his field. He has served as Vice-President and President-elect of the Oklahoma
Airport Operators Association (OAOA) and a member of the American Association of

Airport Executives. He plans to pursue accreditation with them in the future. As
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Chairman of the Legislative Committee with OAOA, he has been involved in dealing
with legislative issues in an attempt to increase state airport funding. He believes the
experience he received in pulling many peéple together with different agendas and getting

them involved in a unified program has truly broadened his experience.

Leader 12. This leader believes one of the most important developmental
activities one can pursue is learning on one’s own. He shared a story of a physics and
electrohics teacher at Oklahoma Baptist University who insisted that all students take one
course without instruction.  Students were provided with a textbook and told to work the
problems; if they needed help, it was available, but the independent study was invaluable.
The inability to rely on formal classroom instruction was a valuable learning experience
and especially helpful in preparing for the military.

Leader 12 took the Squadron Officers Course and the Air Command Staff College
by correspondence. Such courses are an important developmental activity of the military,
and even though it took a little longer to éomplete by correspondence, the previous
independent study experience at Oklahoma Baptist University was helpful through this

process.

Leader 13. Leader 13 is involved in many other developmental activities, most
of which are enhanced by his aviation background. He has used aviation for
humanitarian missions as well as for sharing his Christian faith in churches and other

groups around the world.
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Leader 14. Leader 14 participates in a number of development opportunities by
being on the board and serving as campaign chairman for charitable organizations in the
community. She is also a member of the Oklahoma City Chamber of Commerce and

active in her church.

Leader 15. The Candidate Development Program in which she participated
offered over two years of constant training, development, and self-enlightenment for
Leader 15. She also attended the Universityb of Michigan Graduate School at Kellogé
which was like 2 mini-MBA. Even in the supervisory and managerial courses with her
federal agency she has gained S0 much in the area of leadership development. Moving
into the master’s prOgram provided a whole new perspective for Leader 15 in attempting

to integrate years of experience with the academic viewpoint.

Leader 16. Thé military emphasizes personal development courses for its
personnel which is consistgnt with Leader 16’s phiiosophy regarding the importance of
“sharpening the saw.” Leader 16 also believes that anyone involved in aviation needs to
be of strong personal character, which involves ‘reinforcing personal development skills

annually just as he reinforces his law studies through continuing education annually.

Leader 17. Involvement in civic groups, youth groups, and such governmental
agencies as NASA along ‘with service on air and space museum boards have provided
many developmental opportunities for Leader 17. Working with inciustry on economic
development, with international students on campus, and with the educational and

business communities in several countries have also provided unique opportunities for
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personal development. Those activities have reinforced for Leader 17 the importance of
appreciating the aviation industry as a global entity and emphasized that educational
professionals cannot be trained to ﬁmction only in the Unjted States.

An intensive internship program with the aviation industry brings Leader 17 in
daily contact with the real World as students return to suggest the kinds of things they
needed which have not been provided. | From their suggestions, curriculum can be

adjusted to meet their needs.

Leader 18. Leader 18 has been involved in many developmental activities
throughout his career in the military including Command and General Staff College,
Fixed Wing Aviaﬁon Course, the Rotary Wing ‘Qua'liﬁcation Course, and the Fixed and
Rotary Instructor Pilot Cpurse.

Part of his development has been the attainment of ten airman certificates ranging
from his pilot certificate to a Flight Engineer certificate and an Airframé and Power Plant
certificate. |

He also describes his opportunit}" for worldwide travel in the Air Force as a
developﬁlental opportunity that provided a good base for understanding what is going on

in the world. |

His most recent develdpmental activities have been tied to working with national

organizations, speaking, and assisting with development of legislation.
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Guiding Values or Principles

| Leader l. Léader I’s scoutihg background drives the way he deals with people.
He describes the values of “duty to God and country, duty to others, duty to self,” in that
order, as his guiding values and believes that those practices really will allow one to relate
well to most peop]e.

Leader 1 aiso believes strongly in people. He has a tendency to let people go a

~long way, more than most people Will,» because he assumes that people wgnt to do a good
job. In his words, he does not know anyone who comes to work with the idea of making
as many mistakes as possible or making everyone’s life miserable. He believes everyone
’wan_ts to do a good job and be recognized for it; consequently, they like having a boss or
mentor who can say; “Hey, you did a good job.”

Leader 1 also emphasizes the importance of treating people in the mannef in
which he likes to be treated. The more he tréats people the way he likes to be treated, the
more he finds that they do a much better job overall, but for themselves, not necessarily
for him. He believes that people really do not work for anyone but themselves, and they
enjoy being motivated. They enjoy knowing that someone in a position of power cares
about them.

Leader 1 stresses the importance of being an inward/outward person in leadership
and explains that ﬁe subscribed to that philosophy long before Stephen Covey made it a
popular thing. He believes it is imperative to know oneseif before achieving success in

leading others.



81

| Leader 1 does not see himself as a good manager because he does not like details.
He prefers to i/iew things in terms of vision, determining where the organization is going,
and letting people take care of the details. He believes that knowing one’s personal
strengths is prerequisite to being a good leader of others. Unfortunately, many peoplé are
still struggling with what they want to be “when they grow up,” who they are, and what

they are.

Leader 2. When asked by the researcher how his guiding principles influenced his
career and his daily decisioné, Leader 2 responded with “A lot! A lot!” He commented
that he had been lucky in that the people who have been able to influence his career
shared his values. He reiterated how rfort‘lmate_ he-had been to work with good people but
emphasized that he does not waiver from his standards regardless of the consequences.

He expressed his concerns that he is seeing too much of situational ethics. Fewer
and fewer people seem to be holdiiig steady to the values of ethical behavior and
honorable treatment of people through equal opportunity regardless of sex, color, nationai
origin, and those kinds of things, as well as politics. He shared his concerns that politics
are becoming more pervasive today than ever and beginning to be more detrimental than
the traditional discriniination ‘and bias of sei;ﬁal harassinent, racial discrimination, and
other discriminatory behaviors. He paused to emphasize that we are not perfect and
certainly not there yef, but at least we have a system of regulations, policies, and checks
and balances. At least when people violate those principles, they are caught if they act on

their prejudices. The few that do get by, have to be véry subtle and sneaky. Leader 2
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believes the political issue is more subtle, because it is “never wrong or right, is done in a

very subtle way, and sometimes it’s hard to handle.”

Leader 3. Leader 3 described the bottom line in being a successful aviation leader
as, first of all, knowing the job. It is important to be a specialist in the job and work at
being very good. _Béing good is not just something that happens. It requires self-
discipline and a strong desire to do those things that make one extra special such as study,
take courses, and read.. As an instructional pilot, Leader 3 tried to learn as much about
being an effective instructor as he did on ﬂyihg the airplane.

He also expressed his viewpoint that a Type A personality is essential to having
discipline and aggressiveness. He illustrated the irhportance of that with an example of
| ﬂyihg more missions than anyone else in the military. | That aggressiveness paid off for
his students who studied hard, worked hard, and were always ahead of their classmates.
They were the first to get their instrument check and fo complete their pilot training
courses.

He also stressed the importance of volunteering as often as possible because this
results in oppoftunities for wonderful assignments. In the military when they asked for
volunfeers, the volunteers were never told what their assignment would be, but often it

might be flying a congressman or the Chairman of the House Armed Services Committee.

Leader 4. Leader 4 states that one of the principles he believes strongly about is
ethics. He has used ethics as a guiding principle throughout his career. He also stressed

the importance of organization and sound financial principles.
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Leader 5. Leader 5 defines values or principles as “figuring out what is the right
thing to do and doing it.” Over time, she has developed some strong skills in being a
conciliator or facilitator with diverse groups and bringing consensus from divergent
opinions. She believes it is important'vto take a global perspective and look at the overall
rather than take sides on an issue. To her, the agehda needs to be for the universal good
as opposed to being a personal one. She comments that at her age, principles are no

longer a conscious thought process, but an automatic reaction.

Leader 6. Leader 6 describes his guiding values as “just the way yoil live.” He
was raised with what he described as a “decent work ethic” and believes that has not hurt

him at all. He also stresses the importance of fair play in one’s career and daily decisions.

Leader 7. Leader 7 says his foremost guiding value or principle isio.ne of integrity
or honesty which does not ‘mean mistakes cannot be made. He describés the aviation |
industry as one that has inherent trust built into it. It requires trusting that the air traffic
controller will not direct a pilof into the path of an oncoming aircraft, aﬁd trusting that the
maintenance people who sign off on the aircraft certifying they have done some critical
- work, have_ truly done what they logged info the book. So trust and integrity are just
imperative to the aviation industry. He warns that trust and integrity must spill over into
the education sidé. Students must understahd the criticality of that single word, integrity,
when they come to school bécause it is going fo carry through their entire career in the
aviation world, whether they fly or work on the aircraft. Honesty also spills over into

Leader 7’s daily decisions in that he has to make sure his actions are above board and
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hidden agendas are minimized. To him, hidden agendas are not a mark of integrity, and

he describes himself as an “open book™ to the people who work for him.

Leader 8. Leader 8 believes that quality is the most important value in the
aviation industry because it is a very dangerous occupation. He has always told his
students that there are énly two professionals who are licensed to kill people and those are
doctors and aircraft mechanics. If either one of those professionals fail to do quality
work, they could kiil someone. He described quality as the guiding principle in the
growth of his company and attributes the reputation of that company to its emphasis on
quality. |

Also of importance is the human relations aspect of léadership with respect to
concern for their welfarc, maintaining their morale, and encouraging their dedication to
the same principles. At this pbint in the interview, Leader 8 shared a dynamic poem he
had received from one of his employees thé day befofe the interview. Even though he
had been retired from that leadership role for 11 years, his former employees are still
writing letters of admiration and appreciation for his leadership and its impact on their

lives.

Leader 9. Leader 9 admitted that he has some very strong feelings about many
things, one of which is jusi basic honesty. He believes in operating an organization with
openness and a sense of integrity and credited Stephen éovey, Peter Senge and others for
organizing his thinking in that direction to an “inside-out” approach.

Leader 9 shared that he is currently reading a book entitled Lgading With Soul;

and he commented that one of the subjects of this study exemplifies this principle. He
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commented that thi‘s leader does not “wear this stuff on his sleeve,” but simply léads by
example. Those kinds of principles have had a huge impact on Leader 9 personally.

| Leader 9 also described a greater sense of satisfaction with his own life than ever
before because of val_ues_ and principles and a certain sense of balance. In the past he was
often so career centered that other thingé fell by the wayside.

'He also shared that he is both blessed and cursed with a strong “feeling” side
which allows him to tune into things. Howeyer, the down side of that sensitivity is the
tendency to lash out when feelings get hurt.. He shared that staying focused on principle,
what is right or the correct way to be, assiéts in managing those feelings.

Another important principle shared by this leader was the notion of fairness. He
pointed out that the environment in which one may be leading is not always fair. It is the
responsibility of the leader to put in the fairness to the extent possible, regardless of the
“slings and arrows.” Every leader experiences tough times, no matter how good they are,
and those times require staying with principles to avoid “win-lose.” They require having

a vision for what is right, staying with that vision and helping people realize that vision.

Leader 10. Mahy of the values held by Leader 10 came from ﬁis father who was a
fighter pilot in World War Il and always a little disappointed fhat his son did not have the
20/20 vision required to be a pilot. Hi‘s father did, however, emphasize many things
important to him as a pilot, such as loyalty and trust. The milifary operates a great deal
on that. When Leader 10 got overseas himself, many of the senior colonels helped to put

him on the right path by saying the same things his father had said. Even though there
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may be difficult times, Leader 10 believes that adhering to one’s values, is important to
development of the trust necessary for people to be willing to follow.

He illustrated the importance of loyalty and trust with an example from his own
work environment. He said he often tells people that “the only two things of value in this
building are kﬁowledge (thé more you have, the more effective you’ll be) and the other
thing is your word. You have to give it 50 to 100 times a day and if you ever give it and

fudge or fib, your credibility is shot instantly because it is a small world out there.”

Leader 11. According to this leader, one bf the most important principles a leader
can possess is integrity and éonsistency in’treatr_nént of people. That is what develops the
respect and sense of fair play necéssary to lead people. = There is nothing that can erode a
person’s effectiveness more than failure to follow through. Leader 11 expressed his

“opinion that he was hired for his present job, not because he knew the work better, but
because of his personality and ability to deal with people. They needed someone who
could win back the heart and minds of some of the people who had been disillusioned by
previous leadership. When asked by the researcher if that was a difficult thing to do, he

»

replied, “No, it was easy.” He then explained that it involves being responsive to the
needs of people, not making promises that can not be fulfilled, and being open and honest

in your actions. It involves being comfortable in decision-making that is a fair and

equitable application of policies and procedures.

Leader 12. An important value to Leader 12 is taking advantage of every
opportunity. He shared that when he was invited to try out for the Thunderbirds, they

asked eight people; and only three accepted, which was somewhat surprising to Leader
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12. He believed that some of their wives may have objected, but others were afraid to try
and fail.

He also commented that a person does not usually have a list of 15 guiding
principles but maybe one or two values other than honesty. In his case an important value

is taking advantage of every opportunity that presents itself.

Leader 13. Leader 13 shared that all of the years he has been in business, buying
and selling airplanes, he has found that his greatest obstacle was the federal government.
So he decided when his children were grown, he would run for angreés and try to help
taxpayers who were trying to build businesses that were over-regulated and overtaxed.
His objective was to help open up the free enterprise system in this country. That was an
important principle to him. |

He also shared that he had always thought of himself as.a bofn—aga.in,
fundamentalist, Epheéians'2:8-9 Christian (“For by grace are ye saved though faith; and
that not of yourselves, it is the gift of God; not of works, lest any man should boast.”)
After he arrived in Congress, he had an experience in which he discovered that he was not
that kind of Christian. As a result of that experience he got involved in a number of
groups that address the “proper immorality” in this country. He has since been giving
quite a few talks in churches and in ‘grdups all around the coimtry and in foreign countries
on the fact that we are in the midst of a huge moral revolution in America right now. He
has flown all over the world and sat with the Presidents and parliaments of other

countries, just as an individual, to share his faith. Leader 13 shares that he believes the
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one thing this country needs more than anything else is redemption, and that is the

cornerstone of his principles and what keeps him going.

Leader 14. Leader 14 believes that her values and principles have been the best
asset in her success and profession. She does her best to keep God first, family second,
and career third. Although she is not always successful at that, she believes in the
Biblical truths and tries to base her daily decision making and interaction with people on
those truths. She believes that one of her stronger attributes is the §vay she treats people
which is why she has gained their respecf and love. They recognize that “it really is truly

in her heart.”

Leader 15. Leader 15 believes that fairness and equity are very important and
knows the importance of leading by example. She recognizes that she has to be proud of
what she does so she can look herself in the mirror every day. As she moved up the
ladder, she has valued people a great deal and appreciates what they bring. In business
dealings, it is important to her that people who ‘work for her are not swayed into
something underhanded or shifty, not only from a legal standpoint but an ethical one as

well.

Leader 16. Leader 16'deﬁnes his guiding values and principles as always looking
for the positive in change. Even when'leadership is going, in the wrong direction, it is
important to providé the input necessary to help rﬁove in the right decision. Leader 16
believes that leadefs usually move in the wrong direction because they have access to

incorrect information.
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Leader 17. Leader 17 describes his guiding principles in working with people as
ensuring that they have responsibility and the corresponding authority, then opening
doors and facilitating their ability to do the job they have been asked to do. This
philosophy influences all his daily decisions where he sees his role as simply one of being
a facilitator. Even though there are occasional disappointments, Leader 17 believes that

people usually respond to being treated in this manner.

Leader 18. Leader 18 says he believes that it is important to minimize waste,
fraud, and abuse as a leader. He says his personal values are to refrain from lying,

cheating, or stealing and believes that being persistent about those principles will pay off..

Self Reported Management Styles and Practices

Management/I.eadership Styles

Leader 1. Leader 1 does not see himself as a manager, but believes that he “leads
or doesn’t do anything.” He provides a little bit of direction and vision and emphasizes
that sometimes direction IS direction in an emergency. He cited an example when
directi-oﬁ became‘necessai'y in his leadership role right after the bombing of the Murrah
Building. His managers later described a meeting with h1m as a “come ti) Jesus meeting”
because he had to remind them that they were‘ selected to lead the people and they would
lead. Sometimes Leader 1 believes it is necessary to take leadership away from

‘subordinate leaders and give direction depending on the organization, but usually
leadership is “creating a very succinct vision of what can be.” It is not necessary to have

a multi-page plan and vision statement but something succinct that people can hold on to.
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Leader 1 believes that one effective way to put a vision together is by walking around and
talking to people. They will tell you that safety is important, teamwork is important, and
éommunity is important. It doesn’t take a great deavl: of time to provide vision and
direction, maybe 5% of a leader’s firrie.

The other piece of leadership is alignment.. It is getting everyone to know how to
compromise whén nécessary and hold the line when it is absolutely crucial so that -
everyone comes out as winning as they possibly can. An executive usually spends 30-
35% of his or hér time getting people to align, both in government and in industry.

The balance of a leader’s time is spent motivating, walking around talking té
people, attending impo;tant life events of people such as retirémentvs.andbbirthdays, and
reminding thérn of what quality is. Sometimes it is necessary to schedule “walking

around” time in order to ensure there will be time with the people.

Leader 2. Leader 2 prefaced his remarks about his management style by
commenting that we all have a preferred method, and depending on the circumstances,
sometimes we have to deviate from it. He then described himself as very demanding as
far as standards are concerned, and béliefies in. the importance of doing something right or
not at all. He believes in striving for excellence and not settling for second best. In
achieving that, he likes to obtain buy-in from those who réport direcﬂy to him, so thét it is
not his idea but theirs. He described his style as a democratic form of leadership, then
paused for a moment to reflect, and added “or dictatoriaf’ with this explanation.
“Sometimes you decide this is thé way you want to go; you try to obtain buy-in; and if

that is not achieved in adequate time, you have to start dealing in the dictatorial sector of
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the spectrum.” Because he is uncomfortable doing that, he emphasizes the importance of
hiring people that minimize the opportunity of that happening; however, he cautions
about hiring péople that are in 100% agreement with the leader all of the time, because
that isn’t healthy either. A leader needs people who are honest and challenge sometimes
by asking if anothér alternative has been considered, and Leader 2 likes people who speak

up for what they believe.

Leader 3. According to Leader 3, his léaderéhip style was ‘;hands-on.” He didn’t
believe in askiﬁg- someone to do something hé.could not do. His other primary style was
to take a personal interest in the \p‘éople Who worked for him. He ‘tried to get the best and
most out of them, ahd’in sOmzercases, he was a little hard on therﬁ by expecting them to
produce as he did. At the same time‘, being a hands-on type pérsoﬁ, hé was looking after
each individual, making sure théy had the right opportunities, and all the advantages in
their behalf. He mentioned that people were always responsive to that style of leadership,

and will work hard for a leader who takes a personal interest in them.

Leader 47 Leader 4 does not believe that a person can have one particular style.
He is a nurturer, at times a problem solver; and other times a pusﬁer although nurfuring is
his domihant style.v Leader 4 expects people to do tﬁeir jobs and tries to create an
atmpsphere where he hires good people and then lets them do what they were hired to do.
He says many times he has spent extra time letting people struggle through because they

may come up with an idea better than his anyway.
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Leader 5. Leader 5 sees herself as a nurturer and problem solver as well as a
conciliator but not a pusher: She does not push comfortably. She prefers to put the game
plan together, have all the right reasons for doing it_, and present it in such a way that it
becomes an automatic yes decision. She does not want to h_over over someone but prefers
to treat them as equals and simply give guidance and direction regarding her expectations.
Although she may 6ffer any help she can along the way, she préfers not to keep her thumb
on someone all the time. ‘She does not see that as healthy and does not have time to be

that detailed. She believes that frgedom to do the job promoted mutual respect.

Leader 6. Leader 6 describes his management or leadership style as that of a
problem solver rather than a pusher. He prefers.to lead by example rather thanipush
people. He describes most of his leadership experience as working with volunteérs and
the principal leadership style that works with them is encouraging, showing them how to

produce the results they were all wanting to produce.

Leader 7. Leader 7 says there are several facets involved in describing his
managemeﬁt or leadership style. One is that he is not very creative but is always looking
for new ideas, 'betfer ways to do things. A phrase he does not like to use that describes his
philosophy is “constant improvement.” He does.nbt believe in remaining static on
anything.

Another facet of his leadership style is that he engages in a participative type of
decision-making by trying to gain consensus from the individuals at his work place. He
says that the educational environment is highly archival and people expect him to be that

type of leader since he came from the military. However, he believes he is surrounded by
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eapable adults who do not need to be treated as if they were children; They have

“tremendous ideas and need to be able to utilize them. He describes his role as a coaching
r_ole' in that he must ensure people have the resources they need to do their jobs, get them
the training they need, advise them on tfaining they may not be aware of, then get out of
the way and let them do their jobs.

He does not see himself as a “person with a clipboard who does time and motion
studies” or a persoh who has firm goeis that peop1e need to achieve; but he does demand
of everybody that they do the best they can do .and‘alw’ays ask if there is a better way. He
believes in working smarter; not harder, and does not believe people should put in 12-
houf days. His phﬂos_ophy is that other people are putting in 8-hour days and getting the
job done, so they must be doing something smarter than the people Who needr 12-hour
days. On those rare occasions when long days are necessary, they will be done; however,
on the whole he wants his eeople to go home and be with their fa.miﬁes. Family life is

important.

Leader 8. Leader 8 believes that leaders ere people who can inspire and good
teachers can inspire students to learn. He believes in inspiring people to do their best by
being a role model‘,, and keeping them focused on the job. He has always believed it to be
important that people are kept informed of the primary 'obj ectives so they do not have to
wonder where they are going. It is also il.mporta'nt to keep them informed regarding the
limiting or controlling factors that make the objective possible and how they fit into the

picture. He believes in inspiring people, communicating with them, and treating them as
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equals. People who sweep the floors have always been just as important as his top
assistants, and are made a part of the organization.

To summarize with key words this leader’s style is one of inspiring,
communication, training, and leadiiig by example. |

Leader 9. Leader 9 discussed the feedback he received on his leadership style
from three Blake and Mouton Managerial Grid Seminars, all of which was consistent.
His primary style is 9,9 or maximum concern for production and for people, but it is a
thin-layered 9,9, i)ecause he has a very strong backup style of 9,1 which means very
directive or production-oriented. Tiie short i/ersion of that is »that he has a tendency to run
out of patience and begin directing. Although he believes there are times when it is
important to getextraordinarily decisive, it is also important to Leader 9 that he be careful
with that, because he does not haive any trouble making decisions. He cited an example
of an organizational leader he knew that had beeli ciirective and autocratic at a time when
his organization was falling apart. That style was very successful in taking hold and
getting the organization back on its feet. However, Leader 9 cautions that after things
become routine again, an autocratic style can damage an organization. He expressed his
- concern that his actions‘never damage an 'organization but adci value for any place ‘he has
been. He knows that his mosi effectivestyl-e is to be a person with vision who is able to
take the best of those people that work with him and point them toward that vision, czitch
them doing what is right rather than what is wrong, and reinforce those positive things.
So it is very important that he does not become too autocratic, decisive, or judgmental

when he is pressed.
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Leader 10. Leader 10 believes he has great failings in the area of leadership style
because he is very project oriented. ' When something is out there to be done, he tends to
run past people who are helping with the project. If he does not see it going as quickly as
the way he wants it, he tends to do too much detail.‘ He describes himself as one of those
who tends to send a thank you letter to somebody who sent him a thank you letter for
getting something done for them. |

He also described himself as low key, not a berater. He has never warmed up
much to any of ﬁis commanders through the years that needed to get up in front of the
squadron or wing and chew everyone out. Although t};ey get results, the more effective
ones were softer voiced, providing plenty .of “pats on the back” and then being very
pfecise aeout where things can be done better. Hesays he and his secretary have not had
a cross word for 15 yeafs; 1t is just not his nature. ‘He says he will de anything he can to
solve a problerﬁ te the poin;e dof; taklng the blame himself when it is not his fault just to
avoid a fight. H_e does not believe compromise is a dirty word and keeps going back to a
problem until it is worked out. He thinks that is where he is most effective in his

leadership role.

Leader 11. Leader 11 offered the “textbook term” for his style of management as
participative. He is a consensus builder. If he does not know how to get something done,
he goes to the people with the expertise, explains the problem, and asks what can be done
to solve the problem. He says he is fortunate to have a good group of very talented
people who do not just do their job descriptions but can and are willing to do other things.

He shared his pride in the facility he manages and the pride that he feels when others
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notice the improvements. He attributes those improvements to the work that his staff has
| done and how they have handled the projects and taken on other responsibilities.

Leader 11 shared his decision making philosophy in that he does not say “this is
the way we are going to do something.” If there aife four ways to do it right, he may pick
the way ivt will be done based on money, resources, time and other factors involved in the
bigger picture, but he certainly seeks counse1 on any problems that they have. That does
not mean he avoids responsibility br deciéion'—makirig; he is comfortable with his own

| scope of authority and responsibility. He also commented on the importance of elevating
issues when necessary or at least communicating with a superior in case there is input

from that. level that might change a decision.

Leader 12. Leader 12 does not believe in pushing people. He says that perhaps
the role of nurturer or protector would be his sfyle. He describes his leadership style as
telling everyone what the situation is énd letting them do the job without looking over
their shoulder. He believes that his people are intelligent and it is his responsibility to see
that the work is fairly distriButed so that they can do their best work. He believes that
most peoplé respond to a leader that respects them but is also fair-minded, can even be
hard at times. As long as they do not believe there is an imbalance in the way the work is

distributed, they will go along.

Leader 14. Leader 14 considers herself a teacher. She believes she is in her
position for a reason and that the reason is her employees, so she has an obligation and a
responsibility to help them be the best they can be. And if the best they can be is to be a

reservation sales agent or if they have higher goals they want to achieve, that is what she
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needs to try to help them do. Leader 14 describes herself as very open and honest. Her

- goal is never to make anyone feel inadequate or crushed when they leave her office. But
at the same time she believes we do people an injustice if we are not honest with them.
Even though she is very direct, she believes she does it with sensitivity and sincerity and
warmth. At least, people go away with an understanding of why? perhaps, th¢ answer was
no. But they also leave feeling that she listenéd,and tried to solve the problem the best

she could.

Leader 15. Leader 15 refers to the Myers Briggs to illustrate her léadership style
which is Extrovert, Ihtui'tive, Thinker, Judging (ENTJ). But she has found that she is also
a feeling and people person. The person who administered the M};ers-Briggs pointed out
that she céfes abrout people and thinks about people but dQes not do it based on the feeling.
decision-making mode}; she doeé it through analysis. Feelers often make .gut-level
- decisions, and she listens to that but is methodical in her analytical process. She says that
helps her understand the way she makes decisions.

Leader 15 describes herself as very much a people person who desires to be in
tune with the people around her and empower the people who work for her so that they

feel good about themselves and are able to excel.

Leader 16. Leader 16 sees his leadership style as a combination of a number of
things, but it also depends on who is asked what that leadership is. Some may believe he
is too hard; others, too soft; and some, in between. As long as it doesn’t approach a split
personélity type situation, Leader 16 believes that shows a variety of management

techniques that are necessary when working with a variety of different peoplé. With
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some people he needs to be firm; with others, not so firm. He describes his leadership
style as pushing the decision-making responsibilities down to the lowest level possible.

He is a decentralized or flat organizational type person.

Leader 17. Leader 17 defines his management style as one of surrounding himself
with the best qualified people he can find and giving them the responsibility and authority
to go with it. Then his role becomes that of a nurturer or facilitator. He simply “opens
doors and keeps the wolves off their backs. so they can do their jobs.” Operating in this
manner requires sincerity and honesty; and Leader 17 cautions that peqpie sense when

one is not sincere. He also describes himself as more of a puller than a pusher.

Leader 18. Leader 18 sees himself as visionary in his management style in that he
likes to look a situation over, analyze it, and visualize how it will come together in its
corhpleted form. He thinks nurturing and persistencé are needed tb enéouiage the staff
who is doing the _project; he also believes it is important to be somewhat protective, “not

cuddling,” but standing behind the staff by protecting them while they get the job done.

Self Assessment of ‘Qualities Exhibited When At “Personal Best”

Leader 1. Leader 1 describes himself as a good listener when at his personal best
in leading others. He also warns that taking charge is necessary in times of emergency.
In an airplane accident with bodies all around and people upset, someone has to take
charge. That becomes a different type of leadership which he believes he is good at doing
because of many years of experience. However, when things become routine, people

settle into a state of normalcy, and “administrivia” and bureaucracy take over, it is
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important to listen and give everyone an opportunity to participate and even fail. Many
leaders are‘ afraid to fail, but Leader 1 believes it is okay to fail. One has to experience
féilure to really appreciate the difference; he describes failure as a natural part of being
successful.

He summarized his ieadership style as situational with an illustration of a
comment by one of his employées thatv“there is‘no doubt who the leader is when things
go to pot, but we iike having participatory opportunity when things are in such a state that

that is what needs to be done.”

Leader 2. When asked What qualities or traits he exhibits when at his “personal

best” in lea&ing others, Leader 2 said “clear objectives, total support of my people and a
clear understanding of thé: task at hand with the resources ayailable.” He thinks it is
criminal to ask someone to achieve the impo.ssible, because ‘it creates more problems. It
is important to set realistic goals, demanding and stretching goals, but achievable.

~ Another quality or. trait Leader 2 mentioned when at his persohal best was that of
consistency of behavior. He commented that when he was coming up through the ranks,
there was nothing mor‘e'frustrating than “today this is the #l priority, tomorrow is a
differeht priority, the day after a different priority.;’ One could never get organized

~ enough to move down a specific path, which is what he believes is happening today.

Leader 3. Leader 3 describes his qualities when at his “personal best” as “self-
confident, aggressive, and unafraid (not worried about some task being too hard, just

getting on with it.).” Competition has always been a motivator for him.
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Leader 4. Leader 4 believes that he is at his best when he is willing to let people
do their jobs, make their own decisions, and lead in their own way. He also says that
when he is at his personal best, he is a very relaxed and open leader who pushes, directs
and tries to get people to respond in a timely manner without doing the job for them. He
frequently stops by an office and visits fof a while, maybe justv to inquire about the
vacation and develop a casual relationship. This allows him to obtain information and

express an interest in an area without telling them what he thinks they ought to do.

Leader 5. When at her personal best, Leader 5 exhibits calmness and presents an
image of being in control of the situation without heavy-handedness. She exhibits good
listening skills, allowing opinions to be heard without cutting someone off or putting

them down. She treats their opinions with value.

Leader 6. Leader 6 is at his 'personal‘best when he exhibits enthusiasm as well as
logic. He believes it is important to demonstrate that the organizational goals and tasks

are worthwhile.

Leader 7. Leader 7 believes people too often take leadership to be sober and
‘intensive,‘ and he stresses the i1%1poftance of seeing the humor and light-heartedness in
approaching things. He sayS tfiere méy be times 4v§‘hen the “crease goes into the forehead
because we have to do seriouS 'things oécésionally; however, nothing in the instructional
world is life threatening. It may be critical and life threatening if it doesn’t get done, but
it is important that we not take ourselves too seriously in the process.” So, at his best,

Leader 7 is seeing that laughter occurs freely but spontaneously, not forced; he believes
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employees need to be enjoying themselves. If people do not want to be a part of the
process, Leader 7 attempts to facilitate the feeling that he enjoys being there. He believes
that if he is cioing something to be a “wet blank™ to that whole thought process, then he is
not at his best. He says he is not é comedian or a stand-up comic but he enjoys the levity
of situations.

Another way that this leadér describes »hi-mself when he is at his personal best is
that he is not intimidated by anything. He is very secure and not threatened by people that
do not like him, becaﬁse he recognizes that he has no control over what others think of
him, only his own thoughts. If he’éllows everything extémal to bother him, it destroys his
effectiveness. H¢ jokingly says that hé “would like to be liked by e\./eryor.le; but if not,

it’s too bad, because they just don’t know what a neat guy he is.”

Leader 8. Leader § believes that he is at his personal best when he is inspiring,
communicating, encouraging, and nurturing the assets that he has to utilize in
accomplishing the mission. He is also at his best when he is evaluating and learning
more about how to do it better next time, which he describes as the best “feel good” thing

he could have. .

Leader 9. Leader 9 commentcd that the peéple who work with him would be
better able to evaluate the qualities he exhibits at his pérsonal bcst because they see things
he cannot. He went on to say that he thinks he is at his pers;)nal best when he is
exhibiting 9,9 behaviors, when he is doing those things he does best such as:
empowering others to work, making them feel good about themselves and the work they

do, giving them some vision, facilitating them toward that vision, and catching them
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doing things right. He went on to emphasize the importance of catching people doing
things right rather than only catching them doing wrong and giving corrective behavior.
He believes that reinforcing what employees do right is more motivating, because most of
us are our own worst critics and need more feinforcement than criticism. So the best of
this leader is when he 1s empowering others, inspiring them to think well of themselves,

and helping to facilitate them to use the best of their talents.

Leader 10. Leader 10 believes that he is most effective whén he is able to find a
middle ground in solving a problem; when he doésn’t give up and go home, but just keeps
believing that there is a. solution.

He élso offers that his humor has always helped in his leadership role. Being able
to laugh at himself puts people at ease, and everyone becomes fair game. He vbelie‘ves that
people need plenty of space for their mistakes, beéaﬁ‘sev it is an ego-filled world, aﬁd
people are going to make mistakes. Learning to laugh at those mistakes helps.

Leader 10 also believes he is at his personal best when he is willing to participate .
in the task nobody wants to do. He avoids delegating all of the really difficult tasks. By
being a role model for what he asks others to do, he conveys that all of the work is
important; and much of the hesitancy of othérs disappears. He illustrates with the task of
knocking on doors in a poliﬁcal campaign as one of fhe things nobody wants to do
because it involves invading the privacy of someone’s home, maybe even interrupting
their dinner. Because Leader 10 does more of that than anything else, others are willing
to help. If he tries to avoid that responsibility and stay in the office, he believes that he is

not setting the kind of example that’s appropriate.
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Leader 11. Wheii asked what qualities or traits he exhibits when at his personal
best in leading others, Leader 11 said “cqnsensus building, listening to others.” One of
the‘things he does at his personal best is to separate emotion from a really tough situation,
look at it objectively, and come up with the right solution that is best for the organization.
He emphasized the importance of taking personalities and personal desires out of a
decision, focusing on the big picture, and determining what is best for the organization.
This often requires being willing to “take the heat without getting your feelings hurt, but

”

in the long run, people respect that kind of decision making.” Leader 11 describes
himself as a Type A personality; a perfectionist, driving, pro-active kind of leader who is

good at making objective decisions.

Leader 12. Leader 12 is at his personal best when he has an understanding of the
people and the job, when he is being fair, equitable, and avoiding any pretense of zeroing
in on particular individuals. He is also at his best when keeping his word and being
consistent and fair. People are observing whether or not a leader keeps an agreement. He
illustrated the importance of keeping one’s word with a story ai)out a group of cadets that
had been promised they could leave early if they sol\iéd'zi cei'tbai‘n prbblem. In spite of the
fact that the professor of niéthemaﬁcs paid an uneikpécted visit to the class, Leader 12
surprised the cadets by simply explaining the situation to the professor. He then kept his
word and let them go eaily. Leader 12 also emphasized the importance of being fair
across the board, “because how people feel is extremely important over the long term.” A

leader should never let two or three people do all the work.
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Leader 14. When Leader 14 is at her best, she exhibits wanﬁth, honesty, and is
very dedicated and loyal to the cause. She believes in doing a day’s work and takes her
job very, very seriously, But believes in having fun doing it‘. She believes that people,
wherever they are employed or no matter what position they have, should look at that
company as if it were théir own. She believes that is what her company is founded on,

and that is why they are as successful as they are.

Leader 15. Lea;ier l‘5 is at her personal best when she is thinking clearly. She is
fairly visionary and believeé that When she is “really runniﬁg on all cycles, things are
clean” and she can anticipate potentials. When at her personal best she is totally in tune,
an outstanding listener, énd tuned in with the people around her. She believes that
flexibility is very important in being able to take on new ideas or different directions and
create an environment for people that is riot rigid; She believes that involves stimulating
the creativity of people so that they are at their personal best also, are enjoying what they
are doing, and having fun. She says that when she is at her personal best, she has the

people around her at their personal best.

Leader 16. Leader 16 thinks that he is at his personal best when he is listening.
He says when he has listened and truly listened very éarefully and heard what people say,
they know he waS listening and are more willing to acéept the outcbme of what was being

discussed because their ideas were given a fair opportunity.

Leader 17. Quiet determination was the term that Leader 17 used to describe

himself when he is at his personal best. He also believes that when he is at his best, he
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rallies others to help solve the problem rather than trying to do it all himself. That was a
lesson he had to leare'and ‘confesses that he thinks he had some difficulty in the
leadership role until he understood that. He believes that it is a process of convincing
people that they have the skills and talents to help solve problems so that role is one of

encouragement as much as anything else.

Leader 18. Leader 18 believes that he is at his personal best when he speaks softly
and swings a heavy stick from the standpoint of persistence. He believes that

perseverance makes all things happen when the right ingredients are there.

Leader Definition of Successful Aviation Leadership

Leader 1. Accordingto Leader 1, “A leader is a leader is a leader.” He does not
think leadership is significantly different anywhere. The primafy difference that aviation
has is that leadership has to have a strong safety program development, either experience
or philosophy. Safety doesn’t just happen. According to Leader 1, “We are so safety
oriented in the aviation business that the leader has to be as knowledgeable of safety
processes and procedures as anyone around.” He defined vsafety ae eknewledge skill of
aviation leadership, but the methoci Qf leadership in this arena is by example. He
illustrated that concept with some examples from his own experience where, as the leader
of an organization, he grounded planes that were in bad shape or ordered drug testing
after learning employees had participated in a drug party. He explained that when a
leader takes action like that, people then know there is a standard. Aviation is a business

where safety takes precedence over everything else and requires tougher decisions. No



106

leader will be successful who compromises a standard of any sort. Otherwise someone

will be killed, which in turn, kills the company and kills the business.

Leader 2. -Leader 2 described 'sucéessful .aviation leadership as follbws: “I think it
is the same as sﬁccessful blank, put in whatever you want to put in there.” He went on to
recap his perceptioﬂ of succéssful leadership as: 1) proper stewardship of the resources at
your disposal; and 2) creating an environment where people can grow, where peop1>e are
happy to come to, work, and whefe they are proud to associate themselves with that
organization. - He says success 1n accomplishrrient of the mission, if done by consuming
an inordinate amount of resources, is not truly succeés; and if people do not enjoy coming

to work, then something is wrong.

Leader 3. Leader 3 believes that successful aviation leadership means the ability
to motivate others to gain their maximum performance and do it willingly. He believes
that is the height of leadership skill, because that is all leadership is--getting people to do

something that needs to be done and like it.

;Leader 4. Leader 4 déﬁﬁes successful aviation leadership as being a sucéeséﬁﬂ
business person who happens to be in an aviation career. He does not see a difference in
aviation and other environments; fhé prleems are the same. He believes a successful
leader in aviation will run the business in a financially responsible manner and provide
the services to the public that they are seeking. If a leader is able to do thatand doitina

safe manner, he or she is successful.
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Leader 5. Leader 5 sees no difference between successful aviation leadership and
successful leadership in any arena other than the fact that aviation is just dealing with a
different subject. One still has to have all the other leadership skills to make it a success.

The knowledge alone is not going to do it.

Leader 6. Leader 6 identified successful aviation leadership as influencing other
people. He noted the iniportance of a leader’s excitement about the mission or the
organization so fhat it is contagious to other people. There can be no apologies about any
part of it. He referenéed his extensive role in leading volunteers and offered the
following advice. A function of success is often picking fhe right people. “You can’t
‘expect someone intérestéd only in coal mining to help you promote an air show.” He
referenced the Oklahoma City Aerospace America show as an example of the importance

of enthusiastic leadership in contributing to its success.

Leéder .7. Leader 7 defines a successful aviation leader as a risk taker, one who
understands risks and takes them when nécessary. He says successful leaders are also
innovative and seek different ways td make the business better. He describes aviation
tdday as “just differeht variatiohs of 1950s technology in that we havén5t really seen a
brand new approach to either the commercial transport world or just aviation in general
for a long period of time. . Tﬁere‘ are a number of creative people out there who are
forever looking for what is the next thing to be accomplished in aviation?” He mentioned
Burt Ratan who continually builds unique types of aircraft. For example, he built an
airplane powered by a bicycle and another plane that was solar powered that flew across

the English Channel. He also built the Voyager that flew unrefueled around the world,
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nonstop. Leader 7 illustrated unsuccessful aviation leadership as those whose
‘mismanagement brought on the demise of once flagship carriers such as Continental,

Eastern and Pan Am.

Leader 8. Leader 8 believes that successful aviation leadership is defined by
personal satisfaction with your own accomplishments. He says even though he does not
know of any of us who have ever felt fully satisfied with the job we did, there is a kind of

contentment with one’s personal accomplishments while in a position.

Leader 9. In his definition of successful aviation leadership, Leader 9 makes no
distinction betwéen aviation leaders 'andiother kinds of leadership. He has always loved
airplanes, and even thi)ugh his career has been related to aviation aild he has always loved
it, he refers to his son who flies 727s as the real aviation leader in the family. Leader 9
does distinguish between aviaition leadership and inanagement in that leadership is doing
the right things and management is doing things right. He has been in both roles in
organizational positions that réquired leadership be shown and hopes he has done the

right things most of his career.

Leader 10. Leader 10 defines successful aviation leadership as “making the
people who serve under you link with you persoﬁally, not just through the paycheck they
get or the aircraft they repair, i)ut really link in a personal way.” H‘e.rvéfe'renced polling
data that described him as being someone who understands how other people live. He

clarifies that that does not mean sympathy.
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Leader 11. Leader 11 defines successful ayiation leadership as “being pro-active
and being able to facilitate the activity in whatever facet of aviation you’re in.” In airport
management it is generating activity, making the airport a safe and friendly place for
people to visit and use. There aré so many areas of aviation from maintenance to
education, to airlines, to commuter services; successful,leédérship involves successful

facilitation of the organizational activity regardless of the area of aviation.

Leader 12. Successful aviation leadership to Leader 12 means getting the job
done and staying alive. He does not see a difference in successful aviation leadership and
any other kind of leadership except the venue has more risks and inherent hazards

associated with it. However, there are many areas.of leadership with similar risks.

Leader 14. This Leader believes that successful aviation leadership means having
a true understanding and a solid base for the fol‘e aviation plays in fhe industry now and in
the future. She does not believe one can be very successful by focusing solely on today
because tomorrow may never come business-wise with such a narrow focus. She believes
success means having a good grasp on the importance of the organization and its potehtial

for the future.

Leader 15. This leader defines successful aviation_ léadership by her own position
as meaning the ability to have a safe, secure, and efficient system. It means looking at all
the components that go into supporting aviation safety and how effectively they are
operating, and understanding»h(‘)w her piece fits into the greater whole, not only of her

organization but the aviation community. She further defines success as being able to



110

lead and convey that picture to the people who work for her so that they see their role as a

part of a very important pod and understand how it all comes together.

Leader 16. Leader 16 defined successful aviation leadership by looking at each
word separately and dcﬁnihg success as. being successful personally, being a leader as
being a good listener and leader, and having developed the technical part of being

; persohally compé_tent. ‘

Leader 17. Leader 17 believes that successful leadership is successful leadership
regardless of the discipline. e\)eﬁ th(.)buAgh some knowledge, background and experience is
imperative to any ﬁeld. Hé- defines leaaership asa govod mix of awareness of people,
ability to work and motivate people, and having an understanding of the industry and its
needs. He believes that one cannot learn about aviation without getting involved in it; it
has to be grounded in real life experiencé; But in génefal, whether its aviation or any

other discipline, the basic elements of leadership are the same.

Leader 18. Leader 18 defined successful aviation leadership as the ability to lead

to end results, to take a project or program and take the lead in it until it is finished.

Self Perception of Leadership Success

Leader 1. This leader’s respbnse to the question concerning whether or not he
agreed that he would be considered a successful leader in aviation was “I guess so.
People tell me that. Most people have been recognized for something. I guess my

recognition is that it is in the eyes of the beholder.”
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Leader 2. Leader 2’s responsé to the question regarding his percef)tion of his own
leadership success was that it was a tough question. He elaborated that, in the honesty of
the interview, his perception was that he had been successful because he had been able to
accomplish the mission with propef stewafdshjp of resources and that he had created an
environment where people could grow, be happy, aﬁd be proud to associate themselves

with the organization.

Leader 3. Leader 3 agreés- that he has been successful. Even though he is humble
about it, he is r'ealistic> in recognizing thaf the rank of a 3-star general cannot b‘é achieved
without some measure Qf success. He reflected on his perception of success from earlier
in his career and cdmmented that he looked at people of his. rank as a succeés at that time

b-ecause they had the badge (stars and wings) to show.

Leader 4. Leader 4 sees himself as successful because he has been able fo
accomplish his career goals. He sees hislorganization as being a financially responsible
organization able to accomplish its goals. He cautions that success cannot always be
measured by the desires of people. He believes that, as a people, we are looking for glitz, -
new and shiny; at the ﬁsk of running sofnethiné into the ground. becaus.e we have not
provided for the ability to maiﬁféin it later. Often( we»‘ jL;St want something new and spend
all our money on obtaining it without cohsideration for the future. His goal is to be

responsible for what he produces.

Leader 5. Leader 5 considers herself successful because 20 years of volunteer

work has paid off and brought her career work and her love for aviation together into one.
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Although she has supported aviation through a variety of volunteer efforts, she has been
involved in another career prior to the current position. This is her first opportunity to say

aviation is her career field.

Leader 6. Leader 6 does not consider hjméelf as successful, just persistent, and
perhaps moderately successful. He illustrated the importance of persistence in some of
his projects as a volunteer, particularly one that could completely change the image of
general aviation in the eyes of the legislative procéss. He mentioned that there are a
number of people working on that project, which requires a consider_abie amount of
organization and persistence. He believes that} whoever winds up getting all that done will

be considered pretty successful.

Leader 7. Leader 7 is not sure he knows how to quantify his own success as a
leader. He has achieved his goals in the Air Force and sees his success in his current
position as success by association with a successful staff. He describes his staff as highly

capable and highly qualified and believes that all he needs to do is stay out of their way

and ride the wave with them to success.

Leader 8. Leader 8 believés that the true measure of leadership success is based
on the success of the people in thé organization being led, how well the customer is
served, whether or not peOple are able to move on to better jobs and become better
people (that is good citizens and good workers who maintain a good standard of living).

Based on those criteria, Leader 8 is satisfied with his success.
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Leader 9. Leader 9 doesn’t really know if he agrees with the assessment of his
leadership success. He analyzed it by looking at séveral aspects of his career. If success
is measured by reaching the “number one” position in a major organization, Leader 9
believes he might not be considered a succéss. ’fo reach that position would have
required him to moyé to the headquartgrs offices, and he‘chose not to do that since he
preferred a “get thmgs done” environment to a political one. He also shared that if being
“number one” would have causéd him to not haveﬂ6‘/z years of expe_rience working at the
right hand of his former superior, whom he dcscribed as “the finest human being with
whom he had eVér wdrkcd,” he Would not have chosen to be “number one.” He believes
that he learned more from his former superior than anyone, ‘hot that his superior was
perfect, buf he influenced and exemplified values by his personal and pfofeséionél
behavior that hug;c‘l‘yb impacted the life of Leader 9.

Leader 9 say;that he»Wi-ll lée;vé the detefmiﬁation regarding his leadership success
to other peoplev. In his own view, he has done economically well by comparison to
population norms; he is a reasonably good person, and thinks he has influenced a few
lives in a positive way. He measures his success to sbme degree by the fact that a few
people have told hirbnv fhat he has said or done sdmething that has been a pbsitive influence
on their lives. He descrit;es that as very satisfying and demonstrates some measure of
- success in leadership; but in his own mind, he is still not sure.

When asked about his selection for Leaderéhip Oklahoma, Leader 9 described that
role as more of a civic leadefship role. He has served in a leadership éapacity on a number
of hospital boar-ds. and other boards including the Chamber of Commerce and Leadership

Oklahoma, which were as much about civic leadership as personal leadership.
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. Leader 10; Leader 10 does not see himself as a successful leader in the aviation
sense. He believes that part of the success that he enjoys is more related to the political
side which gives him the more visibility. However, he is proud of what he has achieved

_in the military.

Leadef 11. Leader 11 views himself as successful because of his success in
rcbuilding trust and because of the vextracu&i(:ularbéctivities with aviation organizations in
their legislative éfforts. One of the gauges of leadership success is the respect people |
: have for the leade‘rb, and this is noted when they seek advice or counsel on issues or

problems. Leader 11 believes that he has that respect.

Leader 12. Leader-i2 describes himself as sucéeséful but is not sure if he would
‘be considered a leader excei)t in terms of influence or leadership by exafnple. He
frequently speaks to teachers and classes; and believes he.ha.s an important role in
influencing the teachers by making aviation exciting to them so their enthusiasm will
carry over to their classroom. He described that process as “what Dr. Ken Wiggins at
Oklahoma State Univers}ity’ refers to as th¢ multiplier effect.” Leader 12 looks for that

multiplier effect in agreeing to do appearances.

Leader 14. Leader 14 belieyes that she would be considered successful in that she
has a broad perspeétive on what rhakés the industry tick,‘but‘her success hés truly come
from her leadership. She acknowledges that without a technical background, she might
not have been as successful with another industry or another company which is not

- founded, as her company is, as a people-oriented company. But she believes that people
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will accomplish more than they were hired to do, if treated fairly; and she has been

successful at that.

Leader 15. This leader was videntiﬁed by one of the other leaders in the study as
an example of a successful leader of aviation. Her resp