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Abstract 
	
A new kind of organization is required in order to compete on the global market and 

organizations with leaders who can keep and develop their followers to become empowered self-

leaders stand an advantage as self-leadership triggers cooperative behavior and action where 

people in the organization work together toward a common goal or purpose. Social capital, 

developed through close relationships and dense social networks is another vehicle for creating 

trust, loyalty and committed people with a willingness to contribute not only to themselves but to 

the organization and beyond. 

The purpose of the study has been to determine the means and objectives of the Balanced View 

organization for achieving its vision to create a better society and in doing so, identifying key 

factors that could be applicable to other organizations pursuing similar goals. The study is based 

on 13 in-depth interviews with people in Balanced View in order to identify how the effects of 

what the organization offers can be explained and how the support system, fundamental 

principles and organizational structure serve the vison of the organization.  

Conclusion: The effects of what the organization offers result in self-leadership and leadership 

skills correlating to the skills looked for in leaders today. The high level of social capital serves 

the vision of the organization and is the enabler of collaborative action, high performance and 

activities, both within and outside the organization. 

Identified key factors for growth and success and facilitators of social capital are: To provide 

concrete common guidelines; to develop leaders who can empower the workforce/stakeholders 

to become self-leaders and who role-model the organizational values; to offer trainings that elicit 

self-leadership and leadership skills; to build a network of coaches/peers in order to provide 

support to the people in the organization, and finally to create an organizational structure that 

allows for a constant flow of feedback between management and staff.  

  

 

 

Keywords: leadership, organization, self-leadership, social capital, organizational values, 
organizational structure  
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1. Introduction 
Organizations are run by people for people and the need for development in work has proven to 

be extremely valuable (Lindkvist et.al, 2014). Bennis (2009, p.184) even states that the true 

purpose of an organization is to fully release and develop the potentials in an individual, and that 

all organizations need to invest in its people and provide them the opportunity to develop their 

capacity. The increased competition through today’s global market, the demand to serve global 

society and the new working generation being intolerant of bureaucracy and wishing to 

contribute immediately, as well as the fact that technology and social media cause greater levels 

of openness, serve as rationales for organizations to improve and value-driven organizations that 

are prepared to develop the potentials of their employees to increase corporate and social 

performance stand a greater competitive advantage (George, 2015, p.27; Borggren 2015; Malizia 

et.al, 2017). One means to develop the potentials of the employees is to change from the 

traditional management to a shared leadership with authentic leaders that can empower others to 

lead and not just inspire them to follow (Norris, 2008; George, 2015, p.25). Self-leadership 

motivates the individual to an increased involvement and responsibility, both on personal and 

group level, and achieves efficiency at work (Neck & Manz, 2010; Neck & Houghton, 2006; 

Manz & Sims, 1989).  

A further mechanism for the creation and maintenance of healthy organizational life with 

committed and engaged individuals is to build on social capital, which is developed through 

close relationships and dense social networks where high levels of trust and common norms and 

values are predominant. Social capital promotes collaboration, growth and business success and 

can be enhanced by leaders that are supportive in building relationships, coordinate actions and 

strengthen social networks (Roberts, 2013; Borggren, 2015; Prusak & Cohen, 2001).  

My study will look into a value-driven organization that offers a standardized training in order to 

empower its participants to develop their potentials and self-leadership with the ultimate intent to 

benefit everyone. As a participant, I could see the effects that the training had on myself and 

testify that the organization attracts and unifies people from various backgrounds, ages and 

nationalities that tend to get committed and stay for a long time, elements that are seen as 

important for many organizations.  With this study, I will argue that social capital is an essential 

instrument for reaching the goals of the organization, achieved through close relations, a strong 

support network and a set of principles for how to work and serve in the organization. Moreover, 
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the combination of developing employee self-leadership and building social capital are important 

means for organizations with a wish to develop and thrive in the global society. 

1.2 Purpose and Research Questions  

My purpose with this study is initially to identify the objectives and means that the studied 

organization, Balanced View, uses in order to support its vision to create change on individual, 

collective and societal level and consequently in what way these objectives and means serve the 

vision of the organization. By doing so, I aim to identify objectives and means that can be 

purposeful and significant for other organizations in pursuing their goals. 

My research questions are:  

• How can the effects of what is being offered in the Balanced View organization be 

explained? 

• How do the support system, fundamental principles and the organizational structure serve 

the vision and purpose of the organization? 

1.2 Delimitation  

With this study, I will look at how the effects of being involved in Balanced View is described 

by participants and trainers within the organization and in doing so leaving out how people 

outside of the organization, e.g. family of origin, friends and colleagues experience the effects in 

the people engaged in the organization. Moreover, in this study I will neither be able to 

investigate how the involvement in Balanced View has effects in society or not, nor look into the 

aspects related to physical and emotional well-being.  

1.3 Outline of the thesis  

After this introductory chapter there follows a section on previous research within the field of 

leadership and organization. The theory to understand my material is presented in the third 

chapter, followed by a chapter about the studied organization. In the fifth chapter, the research 

methodology is given and in the sixth chapter I present the results and analysis of the research, 

discussed in relation to the presented literature and theory. Finally there is a concluding 

discussion of the study and proposals on further research. 
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2. Literature Review 
This section will introduce literature about concepts that are identified as being supportive of the 

survival and growth of organizations. One key factor is to develop the potentials, commitment 

and performance of the people in the organization and the studied organization offers trainings 

for empowering participants to develop their potentials and self-leadership, and where the trainer 

has a significant role, thus research about self-leadership and leadership is presented here. Also, 

the organization has guidelines that serve as a main foundation for how it is run and for how 

people serve and work within the organization, as well as structure that allows for an interactive 

process between participant and management, and through the interview with IM1, I found that 

these aspects are of great importance in how the organization is being developed, thus I will 

include a short review on organizations, organizational structure and organizational values. 

2.1 Organizations and organizational structure 
Society is being created when individuals are organized and organizations bind individuals to 

society (Ahrne & Papakostas, 2002). Historically, organizations were restricted to institutional 

areas in political and economic systems but today organizations can be found in all areas of 

social life and exist in the public and private sector, as businesses, societies, associations or 

virtual as a result of the development of information and communication technology. An 

organization can be a person or a group of people intentionally organized to accomplish an 

overall common goal or set of goals with procedures or guidelines serving to coordinate the 

participants in pursuing these common goals (Jacobsen & Thorsvik, 2008, p. 13). The types of 

organizations can differ and are determined by the form of ownership. Balanced View for 

example is a nonprofit organization which is characterized through using surplus revenues to 

achieve goals rather than to distribute them as profit or dividends. Also the organizational 

structure differs depending on the goals and purpose of the organization and the structure can 

help or hinder the progress toward accomplishing the organizational goals as it has influence on 

motivation and behavior. Jacobsen and Thorsvik (2008, p. 76-81) determine three main types; 

functional structure, divisional structure and matrix, whereas Morgan (2015) identify five types 

that either exist today or are emerging. The hierarchical structure serves the purpose of a linear 

organization, the flatter structure allows for more communication and collaboration between the 

layers, the flat structure is often referred to self-managed organizations with a lack of titles and 

managers, the flatarchies structure is between hierarchical and flat and the holacratic structure 
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allows for distributed decision making, creating possibility for direct action and change and 

increases motivation (retrieved on June 10th, 2017 from  www.forbes.com/sites/jacobmorgan). 

2.2 Value-driven organizations 
The importance and the effects of having norms and values for the individual, the organization 

and for society have extensively been and continue to be studied and documented. 

Organizational values can be a business strategy and a means to reach commitment, success, 

corporate social responsibility and societal change and value-driven organizations are proven to 

maintain resilience and enjoy greater employee satisfaction (Mueller et.al, 2010; Cain, 2009). 

The organizational structure can also be a moderator to enhance the influence that leadership has 

for inspiring helpful and creative behavior in the followers (Neubert et al, 2016). 

The Social change model of Leadership was designed by the Higher Education Research Institute 

at the University of California, Los Angeles in 1996 as a means to achieve effective leadership 

programmes, initially for higher education institutions to raise student involvement but also to be 

used by any organization with the intent to develop responsible leaders. According to Dr Susan 

R. Komives, the key concept of the model is that “leadership is a purposeful collaborative value-

based process that results in social change” (retrieved on May 17th, 2017 from 

www.youtube.com/watch?v=PpjGCP5ee-k). The model examines leadership development based 

on individual, group and community values and looks at the most supportive personal qualities 

for developing social responsible leadership and social change. The Individual values are about 

consciousness of self and knowing one’s strengths, weaknesses and belief systems. The Group 

values are about being able to come to common purpose and embrace differences in groups and 

Community values, is about being an engaged and an active participant, working with each other 

to reach the goals. The three sets of values interact and influence each other (Komives, 2016).  

 
Figure 1: The Social Change Model of Leadership (Source: Astin, Helen S. and Alexander W. Astin) 
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According to the model, change is the ultimate goal for the creative process of leadership with 

the purpose to make a better world and a better society for self and others (retrieved on May 17th, 

2017 from http://www.kent.edu/csi/social-change-model-leadership). As described, 

organizational values can play an important role in expanding commitment and involvement, 

which is also the intention of developing self-leaders. 

2.3 Self-leadership 
The concept of self-leadership first emerged in the mid-1980s and has in recent decades achieved 

great popularity, as reflected by the wealth of theoretical and empirical publications, textbooks 

and training programs on how self-leadership achieve efficiency in the workplace. There are 

many definitions of self-leadership. Neck and Houghton define self-leadership as ”a self-

influence process through which people achieve the self-direction and self-motivation necessary 

to perform” (2006, p.4) and that self-awareness is a necessary step towards changing ineffective 

behaviors (ibid). Manz & Sims (1996; 1989) argue that self-management is designed to improve 

personal effectiveness through managing one’s emotions and patterns of thought and behavior, 

which leads to higher perceived self-efficacy and performance. According to Norris (2008), most 

studies on self-leadership (both qualitative and quantitative) focus on theories of self-

determination and perceived self-efficacy as a result of self-leadership. The majority of the 

literature and studies have a leadership perspective, pointing at the positive results that 

managers/organizations can achieve by applying self-leadership (Blanchard et al, 2006; Manz & 

Sims, 1986, 1989; Bae, 2016; Furtner & Baldegger, 2016). In Dim Sum Leadership (2008), Dr 

John Ng explains self-leadership as an assessment and ongoing reflection of one’s strengths, 

weaknesses, values as a means for developing and maturing leadership and transforming from 

responsiveness to responsibility, encouraging initiative, problem solving and improving 

commitment.  

These definitions point towards the empowerment of the individual through the use of the full 

capacity of human intelligence as a means to improve personal effectiveness, mainly with the 

aim to reach positive results for all stakeholders in the situation/workplace. For leaders, this also 

implies the ability to inspire and empower their team members to become self-leaders, again for 

the sake of all stakeholders in the situation/the workplace. Balanced View's concept about self-

leadership stretches beyond the individual level and includes a collective and global perspective, 

here shared by IMI: “Participants discover their personal self-leadership which means they are 
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able to perform consistently at 100% of their unique, innate capacity to be of benefit to 

themselves and the world” (April, 28th, 2017). This aspect is interesting as the literature and 

research on self-leadership in combination with achieving social change is limited. 

2.4 Leaders of the 21st century 

As introduced, bureaucratic organizations with hierarchic structures and authoritative leaders are 

being ruled out by value-driven, dynamic organizations with leaders who can empower their 

followers (Malizia et al., 2017). Two major research studies determine that leaders today are less 

self-focused and more in service to others, empowering their employees to step up and lead 

instead of following rules and processes, and having the desire to do greater societal good on a 

global scale and from a purpose larger than themselves. Gaining trust is essential for creating the 

organizational culture necessary in order to empower others to lead and not just follow (George, 

2015; Leavy, 2015). A concept that was introduced by Robert K. Greenleaf in the 1970’s is the 

Servant as a Leader which begins with a natural feeling to aspire to lead and serve other people’s 

needs. A servant-leader “shares power and puts the needs of others first and helps people 

develop and perform as highly as possible” and focuses primarily on the growth and well-being 

of people and the communities to which they belong (retrieved on May 21st from 

www.greenleaf.org/what-is-servant-leadership). Mainz and Sims (1996) attest that true 

leadership comes from within and by creating followers who are explicit self-leaders, releasing 

their talent, energy, enthusiasm and expertise, the strength from the leader becomes the strength 

of many (ibid, p.11). Northouse (2016) argues that leadership is a social process which means 

that leaders both influence and are influenced by group members and leadership should therefore 

be an interactive process between people and not just a position. If you look at leadership as a 

process, it means that leadership is exercised through an interaction between several people who 

exercise influence on each other (Yukl 2013; Northouse 2013).   

Merging the literature and concepts on self-leadership and leadership demonstrates that the 

primary factors are about discovering one’s inner values and strongly held beliefs in order to 

promote cooperative action and efficiency. Further key factors are that leadership is a process 

that happens in close interaction and that the purpose of creating self-leaders and authentic 

leaders is to move beyond the self-interest and create positive change mainly for the good of the 

company but also for society, as exhibited in the Social Change Model of Leadership and in the 

self-leadership definition of Balanced View.  
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3. Social capital 
The worldwide support network, the Four Mainstays, and the fundamental principles of 

Balanced View are means for the organization to serve their vision. The theory about social 

capital will be the main theory to understand and explain my material.  

”Social capital represents the organic growth of trust, understanding and loyalty”  
(Prusak & Cohen, 2001, p. 93). 

The relevance of social capital for socio-economic phenomena has been shown in many 

empirical studies where the significance of human relations, networks and organizational forms 

is explained to achieve quality in life and developmental performance. Durkheim argued that 

individuals in a social group feel bound to one another due to the common beliefs of the group 

and that the norms and values of the group will be transferred to the individual over time. He 

discovered that groups with strong bonds and common beliefs and values correlate with a high 

level of social integration and groups with a low level or lack of bonds, common beliefs and 

values correlate with a low level of social integration (Dannefjord, Septemer 15th, 2015; Ritzer, 

2008, p. 78-82). A cohesive society according to Durkheim is marked by mutual moral support 

"which leads an individual to share in the collective energy and supports his own when 

exhausted" (Kawachi & Berkman, 2000, p.176).  

Social capital, based on good will, fellowship, sympathy, and social interaction is vitally 

important both for the health of communities and for our own physical and psychological 

wellbeing (Putnam, 2002).  Putnam demonstrates the positive effects social capital has on society 

by studying the history of northern Italy with a density of vibrant networks such as guilds and 

clubs and he found that northern Italy has greater civic involvement and economic prosperity 

compared to the south of Italy, where there is less social capital and less economic growth. 

Putnam argues that when community members trust one another, trade, money-lending and 

democracy will flourish. Further he distinguishes between two types of social capital; bonding 

and bridging and both serve useful purposes and strengthen each other. Bonding occurs through 

socializing in homogenous groups with people who are similar to you, e.g. as in age, race and 

religion, and bridging when you make friends and connections with people who are not like you 

and Putnam argues that in order to create peaceful societies in diverse multi-ethnic countries, 

bridging is needed (Putnam, 2001).  
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Social capital is defined by the OECD as “networks together with shared norms, values and 

understandings that facilitate co-operation within or among groups (2007, p.8). The World Bank 

defines social capital as ”the norms and social relations embedded in the social structures that 

enable people to coordinate action to achieve desired goals” (Cohen & Prusak, 2001, p. 3). 

Robert Putnam has a similar definition and describes social capital as ”networks and norms of 

civic engagement that allows members of a community to trust one another” and/or “connections 

among individuals - social networks and the norms of reciprocity and trustworthiness that arise 

from them” (2001, p.19). According to the definition of Cohen and Prusak (2001, p.4) social 

capital represents the active connections between people that bind the member of human 

networks and communities and make cooperative action possible as it increases trust, mutual 

understanding and shared values and behaviors. Social capital depends on trust as it is the glue 

for creating relationships, communities, cooperation and mutual commitment (ibid, p. 29). 

The characteristic elements and indicators of social capital are ”high levels of trust, robust 

personal networks and vibrant communities, shared understandings, and a sense of equitable 

participation in a joint group” (Cohen & Prusak, 2001). Also Yang and Chen (2005) emphasize 

the importance of social capital as a means to promote emotional reciprocity and trust between 

the members which is useful for sharing learning experience and knowledge and to broaden the 

field of vision, promoting and generating new ideas. For Prof Sadhana Pasricha, University of 

Chicago, the concept of social capital refers to ”the intangible, invisible resources and assets that 

emerge from our social interactions and relationships” (TEDx speech from September 8th, 2014, 

retrieved on April 28th, 2017 from www.youtube.com/watch?v=nqwTRl9cdn4). The three pillars of 

social capital according to Prof Pasricha are norms, trust and networks, and she argues that all 

three are needed for creating great trust and loyalty and a willingness to contribute to society, 

critical assets for success in life and in organizations as it will achieve competitive advantages. 

To build on social capital, organizations need to create inclusive and high engagement corporate 

cultures through enhanced diversity and shared leadership.  

The downside of social capital can result in the exclusion of others, ethnocentrism, sectarianism 

and the inhibition of innovation or risk taking (Roberts, 2013; OECD, 2007). However with that 

being said, I do not see this as applicable to the studied organization as the results from the 

interviews point at the informants being more engaged, open and responsive and the vision of the 

organization is to benefit all, not an exclusive group excluding others.  
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3.1 The link between organizations and social capital 

Human resources are the most important asset of any organization and the research on social 

capital show that active connections and interactions between people create trust, understanding 

and loyalty which are enablers for cooperative behavior and action where the people in the 

organization work together toward a common goal or purpose which is mutually beneficial 

(Random House Dictionary Unabridged, 2d ed; retrieved from www.definitions.net, June 5th, 2017). 

In this way it truly makes sense for organizations and communities to foster and build on social 

capital and with the study I will use the concept of social capital as a means to explain how 

Balanced View is successful in reaching its purpose and vision to create change on individual, 

organizational and societal level.  

The bridge between social capital and leadership is that leadership skills are important in 

developing and fostering social capital, in creating trust and strong networks and demonstrating 

the norms and values of the organization. Organizational leaders can expand social capital by 

building trust through transparency and authentic leadership, by serving to build relationships, 

coordinate actions and strengthen the social network (Roberts, 2013).  
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4. Research Design 
In this chapter, I describe the method chosen and used and how the data was gathered and 

selected in order to answer the research questions, as well as the process to analyzing and 

understanding the data. I also outline the research quality aspects, such as validity and reliability 

as well as ethical considerations. 

4.1 Choice of method and data collection 

As explained in the introduction, it is of great importance for organizations of today to invest in 

its people and provide them the opportunity to develop their capacities and to become self-

leaders and that leaders, organizational values and the organizational structure are elements for 

doing so. 

Through my own involvement in the organization, I could testify that the ambition and vison of 

the organization to empower participants to develop their potentials and self-leadership was true 

on my behalf. My initial purpose was primarily to identify the self-leadership and leadership 

skills that were developed through the training and the interview guide reflects this focus. Along 

the research process and whilst sorting, categorizing and searching for patterns, regularities or 

deviance in the material, other aspects were high-lighted such as the importance of having 

support, the mutual trust and respect that was being created and the commitment, involvement 

and increased capacity that was developed through participating in trainings and working and 

serving in the organization. After conducting a literature review I found that social capital would 

serve as a basis to understand and explain my material. 

In order to examine how the effects of what the Balanced View organization offers can be 

explained and how the means of the organization serve the vision of Balanced View, I first and 

foremost needed to collect primary data about how the results and effects of being involved in 

Balanced View were expressed by the people in the organization. I did not see that conducting a 

survey would serve my purpose as the data would be too general and difficult to interpret, hence 

I opted for a qualitative method where I have more flexibility and ability to customize what 

happens in the field of research to the design of the study (Ahrne & Svensson, 2015). Also, 

statistical studies may overlook the uniqueness of the people in the studies and a qualitative 

approach therefore serves specific research problems better (Creswell, 2014, p.48). Moreover, I 

did not want to adopt an over-all ethnographical approach with observations as the main method, 
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as I through my years in the organization have spent a considerable amount of time in the studied 

field and thus gained insight and knowledge into the environment, the community and what is 

being offered. Admittedly with the perspective of a participant and not a researcher and I 

considered that using only observations would be a greater challenge for maintaining objectivity 

as it would build on my own interpretation of what I observed. I figured that gathering data 

through conducting and transcribing interviews would provide me with material that I could 

approach more systematically. 

The method that I decided would serve my purpose the best was the interview method and 

interviewing is an effective way to obtain information, insights and lessons of society, even 

though it requires some preparation and work after the interviews. With this method, I had the 

opportunity to get closer to the informant, obtaining information about personal feelings and 

experience that may be of interest, as well as gaining insight into the conditions that exist in a 

particular environment (Rosengren & Arvidson, 2002; Ahrne & Svensson, 2015).  

4.2 Selection of case study, informants and access to the field 

Having knowledge about Balanced View gave the advantage of an easy access to the 

management team, trainers and participants. As the majority of interviews took place at the 

Balanced View Center in Goa, my selection of informants was partly made by the people present 

at the Center. Due to the fact that the number of participants were higher than those I intended to 

interview, I could make a more conscious selection by taking into account amount of time in the 

organization and if the participants had a personal trainer. I considered these variables to be 

valuable for receiving a clearer and corrector picture of the effects and results of the training.  

I also took into account age variety, gender balance and ethnicity in order to increase the 

possibility to generalize my data as I by a broad and careful selection can provide broad 

descriptions and the purpose of scientific projects and the credibility of research are relying on 

the possibility to broaden the outcome and results to other environments or larger populations 

(Becker, 2008; Ahrne & Smith, 2015, p.26). The possibility of receiving a deviation in the 

results also becomes greater, which according to Dannefjord (February 12th, 2016) needs to be 

attended to in qualitative research.  

 In order to get access to the trainers and participants, I first contacted the management team 

asking for permission and they in their turn contacted the four available trainers in Goa 



2SO30E, Bachelor Thesis, VT17     Social capital and self-leadership for personal, organizational and social change       Lena Kulmala 
 

	

	

16	

informing them about my intentions and giving approval for me to go ahead to contact the 

participants.  

During the two weeks at the Balanced View Center in Goa, India I carried out 12 in-depth face-

to-face interviews, 4 with trainers (3 female, 1 male) and 8 with participants (5 female, 3 male), 

the female representation being higher due to the fact that there were more female participants 

present at the Center in Goa. Once back in Sweden I interviewed one more male participant via 

Skype, partly because I wanted to have a higher gender balance but mainly because the 

informant had started a business after being in the trainings, and from a leadership perspective I 

found this valuable. Further I interviewed one person from the management team via Skype 

(IM1), in order to get a clearer picture of the organizational structure, how the organization is run 

and the fundamental values of the organization. The ages of the informants ranged from 27 to 55, 

with an average age of 42, coming from Australia, Germany, Israel, Italy, Netherlands, Norway, 

Sweden, UK and the USA. The participants and trainers had been involved in the Balanced View 

Organization between four to ten years. As the informants were being treated with anonymity, I 

numbered the participants from IP1 (Interview Participant 1) to IP9 (Interview Participant 9) and 

the trainers were named IT1 (Interview Trainer 1) to IT4 (Interview Trainer 4) and IM1 is the 

abbreviation for the interview person from the management team.   

4.3 Instrument (choice of action) 

I decided to design a semi-structured interview guide with open and broad questions, which 

according to Bryman (2011) is the best way for the informants to be able to freely express 

themselves and give detailed descriptions about their experiences. On the one hand it provides a 

basis for what questions are going to be asked, and on the other hand permits for a more 

exploratory interview where there is room to ask for further information based on what topics the 

informant addresses and where the informants can tell their own stories on their own terms (Yin, 

2009). The questions were formed in order to receive information about how participants and 

trainers referred to leadership from previous and present experience, how they experienced 

working and being lead, being a leader or working in teams in Balanced View. I also wanted to 

find out if and how they took advantage of the support system offered. These questions reflected 

my initial purpose of mainly looking at self-leadership and leadership skills developed through 

the trainings and involvement in the organization. Fortunately, I also included other broad 
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questions in the guide which supported me in discovering new topics and research areas, further 

explained in Chapter 4.4.  

The informants were contacted in person or by email. I established a letter (Statement of 

Confidentiality) with information about the study and that the informer would be treated with 

confidentiality and anonymity (Appendix 1). The persons I contacted could after reading the 

statement decide whether to be involved in the study or not. All the participants and trainers that 

I approached gave their approval for being interviewed. I then established a schedule for having 

one hour interviews. The Statement of Confidentiality was signed by me and handed to the 

informant before commencing the interview. I also asked permission to record the interview on 

my mobile phone which the informants gave consent to. 

During the interviews, I was cautious to keep an open, neutral and critical mind, which came 

quite naturally as I was undertaking a couple of interviews per day and was very engaged in 

being the interviewer and the researcher and not a friend or participant and I focused on being a 

good listener without bias and attentive to what was being, how and why. I allowed the 

informants to answer my questions without interruption and at times the questions were 

answered according to the interview guide but not always consequently, and at other times 

information was being shared that needed further questions and elaboration, which I then asked 

for. I found this a good method as it gave my informants the possibility to freely reflect on the 

value and results and how they use the support system and related with people within and outside 

of the organization and gave me the possibility of finding new information that would not have 

been provided by solely following structured questions (Kvale & Brinkmann, 2014). I also 

focused on being a good listener, yet I still had a high degree of interaction with the interview 

person, which according to Rosengren and Arvidson (2002, p. 171) contribute positively to the 

validity of the data. In ethnomethodology the relationship between interviewer and interviewee is 

important and to analyze the interview situation (Becker, 2008; Persson, 2016) and I felt that 

there was mutual trust between myself and the interviewees as well as a sense of relaxation, 

interest and openness from the interviewee to share information. It was also obvious that the 

informants felt that they were providing useful information to my study.  
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4.4 Understanding the data 

The recorded material was transcribed, cleared and structured into themes relevant for the study 

(Kvale & Brinkmann, 2014). All in all I transcribed about 90% of the material, excluding some 

data that concerned more private matters or questions about my study. Recording and 

transcribing the material allowed me to reuse and restructure the data, which was necessary 

during the reducing and sorting process as I sometimes had reduced material that I found useful 

again after having categorized the material. Through the interrelated process of reducing, sorting 

and coding the material into themes I discovered new areas to research which is common in the 

qualitative research process (Creswell 2014; p180 and 184). 
 

The results from the interviews provided both a challenge and an opportunity, a challenge due to 

more perspectives arising apart from that of just leadership, and an opportunity as I found new 

interesting research areas, such as social capital and organizational values. I used different 

themes for the trainers and participants, but similar codes such as previous work and leadership 

experience. After the first categorization into themes, I high-lighted words that were used at least 

a couple of times by each interviewee, for example trust and support and principles. I then 

restructured resorted and reduced the data into new themes and I spent quite some time with the 

material to find the essence, what was truly being said. Tricks, as breaking away from”the 

common sense” and common theories and being open to new revelations when coding, sorting 

and reducing the data, were kept in mind through the whole research process.  

Working flexibly, systematically and interrelatedly with the collected data and analysis 

supported me in achieving objectivity and to get away from my own beliefs, which in my case 

was essential as I not only knew the organization and some of the interviewees but also had a 

positive attitude towards the outcome of the training.  I was extra careful to obstruct a neutral 

analysis, interpretation and argumentation of data and considering the data as social facts was 

helpful as it prevented me from using the facts that reinforced my own ideas (Durkheim, 2012; 

Creswell, 2014, p. 182; Becker, 2008; Persson, November 25th, 2016, Rennstam & Wästerfors, 

2015).  

4.5 Validity and reliability 

Qualitative studies have other demands to achieve credibility and generalizability in comparison 

to quantitative research studies (Ahrne & Svensson, 2015). Validity depends on whether what is 
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observed and studied measures what it is meant to measure and reliability depends on the extent 

to which research can be repeated and reach similar results (Bryman, 2011). In a qualitative 

study, it is difficult for the researcher to capture an objective reflection of social reality and 

instead tends to capture representations and constructions, which means that the validity cannot 

be measured in the same way as in a quantitative study (Bryman, 2011). 

It has been important for me to only include questions that can be relevant to the purpose of the 

study, thereby creating validity. All research in the end is about creating the sense of credibility 

for the reader and in qualitative research; this becomes even more important (Ahrne & Svensson, 

2011). I have attempted to create transparency and credibility by providing a detailed description 

of the approach and design of the study. 

In spite of my efforts of a broad selection of informants, I am aware that choosing participants 

that have been for a longer time in the organization can influence the results of the study, as 

those informants most likely will have a positive attitude towards the organization. This could 

have been avoided by interviewing informants that were no longer in the organization, and in 

hinsight I can see that including data from people who had left the organization would have 

enhanced the reliability of the study. 

4.6 Ethical considerations 

I have taken into consideration and acted in accordance with the requirements that the Swedish 

Research Council (2002) places on ethical principles; the information requirement, compliance 

requirement and the confidentiality and usage requirement. Since I to some informants was 

known in the field, I was extra clear with explaining the scientific purpose of the interview and 

to informing about the ethical requirements, which I did in a letter that the person I intended to 

interview could read before deciding on being part of my study or not (Appendix 1). If the 

person agreed to partake in the study, the letter was signed by myself and handed to the person 

before conducting the interview, as well as asking if any clarification was needed, and I also 

asked for permission to record the interview.  

The ethical considerations need to be anticipated not only through the data collection but through 

the whole research process and I was being aware of issues such as power imbalance between 

researcher and informant and avoiding portraying the informants stereotypically or (Creswell, 

2014, p. 92-101).  
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5. The Balanced View organization 
In this chapter, I will present the target of my case study, the Balanced View organization, how it 

is run and what is being offered. I will also provide general information about the participants 

and trainers in the organization. The information is retrieved from the website and through 

interviewing one person from the management team in June, 2017, here named IM1. 

5.1 Objectives and means 
Balanced View is a 501 (c)(3) nonprofit organization in the federal law of United States and is 

one of 29 types of nonprofit organziations which are exempt from some federal income taxes. 

The types of organizations receiving the 501(c)(3) status are charitable organization which is 

broadly defined as being established for purposes that are e.g. religious, educational, scientific or 

literary (retrieved from www.501c3.org on June 11th, 2017). Balanced View offers 

empowerment trainings to participants in order for them to /…/”discover their innate strengths, 

gifts and talents for the benefit of all” and describes itself as ”a grassroots movement offering a 

worldwide empowerment network called The Four Mainstays, allowing us to realize our greatest 

potential and be of benefit to all” (retrieved on March 12th, 2017 from www.balancedview.org). 

Balanced view was founded in 2004 by Candice O´Denver, USA, with the vison to: 
/…/ bring unity to the people of the world by a standardized means of empowering all of 
humanity wherein its global gifts, strength and talents open up to be used for the greatest 
benefit of all (retrieved on March 12th, 2017 from www.balancedview.org). 

The organization trains individuals and other organizations in utilizing tools to be of benefit to 

all through a standardized education and training in the nature of intelligence (ibid).  

The Founder of Balanced View has been clear on having a membership-free organization in 

order to have an inclusive organization, where one cannot be excluded (IM1, 2017).  

Financial structure 

According to public tax returns, the organization has an annual budget average of $500,000 and 

IM1 explains that the financial overheads are kept low due to a streamlined organization and the 

participation of many volunteers. The income of the organization is solely from participants 

around the world offering donations.  Also the trainer’s livelihood and development of the global 

organization are ensured by participant’s contributions toward the training and donations to the 

global non-profit and the self-organized local groups. There is a sliding scale for the 
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contributions and if the participant is not able to contribute within this scale, he or she can 

contact the trainer and agree on what is possible. After having completed the core training, a 

participant can work with a personal trainer and is then offered to make monthly contributions to 

the trainer (IM1, 2017). 

5.2 The Principles of Benefit and Service as the main foundation 
The Principles of Benefit and the Principles of Service are the main foundation and guidelines 

for working and serving in Balanced View: 
”The Principles of Benefit and Service guide us in all our relations. Inspired by open intelligence, the 
Principles of Benefit and Service empower us to skillfully manage and unify groups, teams and 
organizations throughout all aspects of human life and behavior. They set out fundamental principles for an 
organizational culture of excellence, highly effective operating structures, and suggest a way of life rooted 
in open intelligence. When open intelligence is relied upon, practical perfected action for the benefit of all 
is the natural outcome. The Principles of Benefit powerfully confirm how making a full commitment to 
open intelligence allows for the spontaneous skillful application of these Principles, which can provide 
exceptional leadership and solutions to any challenge” (The Principles of Benefit and Service, retrieved on 
May 17th, 2017). 

The Principles are described as “the foundation for creating innovative, collaborative work 

groups empowered by mental and emotional stability, insight, natural ethics and skilful activity 

for the benefit of all” (www.balancedview.org, retrieved on April 2nd, 2017). The Principles are 

embedded in Balanced View in a practical way. For example there are specific trainings with the 

Principles and weekly calls where trainers and participants can reflect on how they are guided by 

the Principles in daily life.  

5.3 How the organization is run 

The Balanced View organization is built and run by trusted team members carrying out specific 

responsibilities according to the organization’s vision, mission, goals, objectives and results. 

Balanced View leadership relies on constant feedback and data flow between the worldwide 

community and the Board of Trustees in order to reach decisions on structural needs. Global 

leadership is organized by 

• The Board of Trustees which sets the long-term strategy and ensures the organization is 

run according to the governing law and the organization’s bylaws, and 

• The Global service office which is overseen by an Executive Management Team for day-

to-day operations and decision-making. 
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On regional level each region elects a representative that has monthly meetings with trainers and 

who also join the Global Benefit Summit where the Board of Trustees and the Global Service 

office also meet. The Global Benefit Summit is an annual gathering to evaluate and share ideas 

for future ventures and focus areas and there is a big feedback and sharing about what has been 

done during the year and what to do the following year, based on feedback from the local and 

online communities. 

The Management Team have the responsibility to gather all the feedback that the Summit 

collects, hence they oversee all projects, allocate resources, provide the website as well as the 

infrastructure. Some ventures that have come about through the requests and ideas from 

participant to the management are Happy Parent (HowToBeAHappyParent.com, supporting 

parents in relating respectfully, harmoniously and skilfully to their children), Brilliant 

(brilliant.how, Leadership Development) and A Balanced View on Health 

(ABalancedViewonHealth.com, how to have complete well-being in every moment) (IM1, 2017).  

The structure of the organization is represented neither linearly nor horizontally, but shaped as a 

circle to visualize an organization that is pervasive and communicates in all directions (Figure 2).  

 
Figure 2: Balanced View Service Structure (Copyright©2017 Balanced View, All rights reserved)  
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The Founder of Balanced View is actively involved in carrying the vision into the organization 

through active engagements with participants on social media and is in daily contact with the 

Management team. She is also available to the participants through in-person and live-stream 

trainings. IM1 explains that whoever steps up and makes themselves available for leadership 

roles can do so as long as their compliance is with the Four Mainstays (Chapter 5.4) and the 

Principles of Benefit and Service (Chapter 5.2). For example there was a feedback survey with 

over 100 action-items whereupon the management asked all who made suggestions if they also 

wanted to be part of implementing them (IM1, April 28th, 2017).  

IM1 states that when the Principles of Benefit and Service came about the internet did not have 

the same reach as it does today, so the Global Summit was the main means of feedback. Now the 

organization is using the many possibilities of the internet, and instead of having only the annual 

Global Summit as a means to update and develop the organization, feedback is collected on a 

daily basis and embedded into the organization and discussed on weekly videoconference 

meetings with trainers and participants. IM1 explains that the feedback-loop helps the 

organization to know which directions to take and how to best serve the vision (April 28th, 2017). 

5.4 The Four Mainstays – a network of support  

According to its website, Balanced View provides a support system, a worldwide empowerment 

network called the Four Mainstays for gaining confidence in open intelligence. It consists of: 1) 

The Practice; 2) the Trainer; 3) the Training and 4) the Community. The support is accessible 

24/7 through various means, e.g. on the website free videos, talks and books are offered to have 

immediate support as well as a live-chat and there is also the personal trainer to turn to after 

having completed the basic training (www.balancedview.org).  

The Practice 

The organization states that the trainings are offered in order for the participants to recognize 

their innate stability and power in everyday life and to bring benefit for the individual as well as 

for human society. Through the practice of ”short moments of open intelligence, repeated many 

times, until open intelligence is obvious at all times” participants are to increasingly recognize 

their strengths, gifts and talents for the benefit of all (www.balancedview.org, retrieved on 

March 2nd, 2017). 
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The Trainers 
The organization has 34 certified trainers available worldwide to support the participants in open 

meetings, clarity calls and trainings. The trainers come from various backgrounds, countries and 

age groups. At the moment (April, 2017) there are 22 female trainers and 12 male trainers, 14 

from North America, 14 from Europe, two from the Middle-East, three from Australia and one  

from the African continent. All the trainers started out as participants and were involved in 

trainings and service in the organization before joining the teacher training. There are also 12 

more participants in the three year teacher training program (www.balancedview.org, retrieved 

on March 2nd, 2017; IM1, 2017) 

The Trainings 

The trainings are offered in-person, through video conference, telephone and online with 

certified trainers. Usually the participants start with a four-day Introductory Training before 

moving on to the core training, the Twelve Empowerments. This training supports the participant 

to closely examine how all belief systems and assumptions have developed and how they limit 

the well-being. After the Twelve Empowerments, the participant can request a personal trainer 

and choose to stay involved with other trainings, meetings and service opportunities (IM1, April 

28th, 2017; www.balancedview.org).  

The world-wide Community 
The Balanced View Community is made up by a worldwide community of people and 

community building is an essential part of the Balanced View organization and a way to spread 

and have access to the training globally. There are active communities on all continents of the 

world, at the moment with official representatives in 22 countries, and there are many more 

informal communities in Europe and North America. On the website, a world map presents the 

location and a contact person of the active communities with official contacts. There are also 

instructions on how to host a meeting or invite possible participants and to receive printed 

material for hosting a meeting.  

The community handbook is available for participants who wish to start their own community 

and it has guidelines on how to have a book meeting or community meetings. There is also an 

increase of online-groups and meetings and all of the groups can elect a group representative 

(IM1, April 28th, 2017; www.balancedview.org). 
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5.5 The Participants 

The participants find the Balanced View organization through the website, the Centers, the 

communities, or from word of mouth. IM1 explains that it is difficult to know how many 

participants the organization has or reaches, as participation can be anything from being more 

formally involved in physical trainings to more informally involved, from just downloading 

some material or listening to the media. By offering the media and trainings online and for free 

Balanced View reaches many people in areas that would neither have the money, nor the time to 

participate in a formal training (IM1, April 28th, 2017; www.balancedview.org). 

Participation is completely voluntary. Some do a few trainings and move on, many stay in touch 

through the Four Mainstays, the support system, and are involved in local community building, 

weekly telephone meetings or by joining face-to-face gatherings. Some have made the decision 

to form communities where they live together, e.g. in Bristol in the UK.  

5.6 The Balanced View Centers 

As of today, Balanced View is operating three Centers that are run by the participants for the 

participants. The Balanced View Center in California, US opened in 2005 and is not 

incorporated as its own entity but part of the Headquarter overseen by the Management Team. 

The Balanced View Center in Goa, India, where the interviews took place, opened in 2011 and is 

organized by volunteers for the entire season November-March every year. It is also not its own 

entity.  

The largest Center in Sweden was founded in 2007. It is a non-profit association with its own 

bylaws and board. During the summer gathering, the Center in Sweden accommodates 150 

people. The participants are expected to serve at least one hour per day, and in this way the 

Center is run completely on a voluntary basis, from finance and administration to cooking and 

coordinating breakfast, lunch and dinner, baking and running the café, gardening, cleaning and 

maintaining the indoor and outdoor facilities (IM1, 2017; www.balancedview.org). 

In addition to the Centers, there are regional and local communities worldwide where 

participants gather informally and can also invite trainers for face-to-face meetings and trainings.  
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6. Results and Analysis 
In this chapter, I will present the results of the interviews together with a short analysis related to 

the previous research and theory presented in chapter two and three. The purpose of the study is 

to determine how the objectives and means of Balanced View can support its vision to create 

change on individual, collective and societal level. Through my data collection, mainly 

consisting of in-depth interviews with participants and trainers, I will display how the effects of 

the training can be explained and how the support system, fundamental principles and the 

organizational structure serve the vision of Balanced View. Even if the data collection is from 

interviewing people that are inside the organization, the diversity in age and nationality and the 

ethical considerations such as the principle of confidentiality and anonymity are means for 

creating scientific credibility. Admittedly, there is a possibility of greater deviation in the results 

by interviewing informants that have left the organization, though I strongly believe that the 

results and analysis presented here will provide answers to my research purpose and questions.  

6.1 Reasons for joining the Balanced View organization 

Balanced View attracts many people, from various age groups, nationalities and backgrounds, 

and many have stayed on since the organization formed in 2004. Various reasons were shared by 

the informants for joining the trainings and the organization. Some were reflecting on how the 

trainings resonated with them as something they had been looking for or longing for, others more 

or less stumbled upon the training in India and were drawn to it and found themselves signing up 

for further trainings. Many felt attracted to the community of people and their friendliness. When 

I was carrying out the study at the Center in Goa, newcomers commented on the relaxed and 

joyful environment. Others were attracted to the effects they could see in others: ”A very good 

friend had done the empowerments and I saw the results in her … I became interested” (IP7) or 

”I was attracted to the people in the training and the simpleness of the training” (IT3). A majority 

of the informants met the Balanced View training through friends, a partner or relatives.  

6.2 Effects related to self-leadership 

The informants share what the training means to them with comments relating to empowerment, 

but also in regards to life-satisfaction and well-being. A higher enjoyment in life and qualities 

like being more stable, comfortable, more relaxed, easeful and confident were expressed and that 

this influenced how the informants relate to others:  
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I enjoy life much more and feel much more light-hearted in life in general. Even though I have more 
responsibilities, more commitments, I do not take myself so seriously, generally much more lightness 
about everything in life (IT2) 

I feel much more relaxed and stable in who I am and not so swept up or affected by whatever is going on. 
That mental and emotional stability is a very stable ground that also affects my relationships and my way 
of being and how I speak with others. (IT3) 

Also the move from self-interest to that of wanting to benefit the whole, to seeing what serves 

the situation and others was clearly expressed (IT2, IT3, IT4, IP4, IP5, IP9), and IP6 states that 

“I know how to benefit with my world which was something I always wanted to do”. The 

informants share that they take responsibility for their own experience, thoughts and emotions, 

and in this sense responsibility for how they act and behave:  
Taking responsibility for my data and not being a victim to them and or blaming others and myself. (IP3) 

To me self-leadership is to no longer feel disturbed or distracted or out of balance due to what you 
happen to feel or think that day. We have complete capacity to take responsibility. To be a leader and 
show that is extremely important (IT1). 

My experience of self-leadership is that I have the access to being responsible for my own experience. I 
am taking responsibility for how to respond to experiences in a way that I can actually bring power to 
myself, in all experiences. (IP7) 

Also the informants state that they have a clearer understanding of what they want to and can do 

in life: 
 Just managing, being capable of having a complete clear view of life and seeing what is sufficient in all 
areas of life, work, relationship. Clarity in knowing what to do and capable to do that. Seeing what to do. 
(IT4) 

Participating as a community member I could really do anything. Unlimited in what I can do in practical 
work. (IP4)  

In the Balanced View Training participants examine their belief systems and values and 

literature explains that an assessment and awareness of oneself is a fundamental step towards 

changing ineffective behavior. There are similarities between how self-leadership is expressed 

by the informants and that of previous research in regards to being more mature and responsible. 

Self-leadership from the perspective of Balanced View is about taking responsibility for one’s 

behavior and action and not being ruled by thoughts and emotions. As a result, informants share 

that they are more stable, more relaxed and more confident with an increased capability and wish 

to be of service to others and the Balanced View Training is said to result in mental and 

emotional stability, insight, and skilful activity for the benefit of all. 
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6.3 Effects related to leadership skills 

When examining the results of the interviews, it is apparent that the skills that come forth from 

the trainings provided in Balanced View and through working and serving in the organization 

can be referred to as leadership skills, which also IT4 does: ”Every training in a way is a 

leadership training for me and supports skills in order to be most effective and a beneficial 

leader”. Initially, I intended to mainly have a leadership focus why I was also interested in 

finding out the experience and assumptions that the informants had about leadership. These 

experiences were mainly related to an authoritative leadership style: 
What I see where I used to work was that this person (the leader) is quite like an authoritative figure and 
also /…/ that person has that power to kind of make me wrong if I make a mistake. An aspect of right or 
wrong in the relationship. Wanting to be approved of that person like there is a lot of hope and fears in 
that and yeah, the hierarchy as well. (IP3) 

If they had been leaders themselves, this role was one of insecurity and uncertainty of how to act 

as a leader: 
I had titles as a manager. I thought that meant that I had to tell people what to do and I did not like telling 
people what to do and I did not like being told what to do. That probably made me into a bad manager 
and a bad employee. /---/ I came with mistrust because of my experience beforehand. Authority was 
always misused or even abused.  (IT2) 

I feel that I didn’t really want to misuse my role as a leader but I think there were different expectations to 
live after to a specific role, being in a certain way. Trying to gain peoples respect was a big effort in many 
ways. /---/ I had some good people that I could get support from but I think maybe also a tendency not to 
ask for support but you wanted to show that you could do it. Not to be weak. You have to be strong. 
Maybe there was a resistance of going to ask for support. (IT3) 

IP9 had been fortunate to have good leaders, however felt that they were limited in what they 

could achieve: 
For many of my leaders, I can see they have had such a heart and wanted to contribute but then being 
limited by their own thoughts and emotions basically and then applying that system to me as well. (IP9) 

Also, the openness and willingness to be lead was not always there:  
/---/To be honest I did not meet so many good leaders /…/ Situations where I ended up in power-games 
and I was not so open always to be contributed to and listen, wanting to persist more on my ideas. (IT1) 

The perception that respondents had about leaders changed after being in the Balanced View 

Training as well as the willingness to ask for and take support. The informants shared that they 

now have more trust and confidence in what they do. They also have a clearer view on how a 

leader should be describing aspects as being a good listener, solution-oriented and seeing what 

serves the purpose the best: 
I think that as a leader the first requirement is to have complete self-leadership. I was very stressed (in 
former working life) and sometimes I played that out in terms of impatience, frustration. With this training 
I would have been naturally much calmer. So much more ease in things that I would do and say and be.  /-
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--/ I would have had more mastery and uniqueness in responding to each of my team members. Easier to 
trust people and to delegate. I would have had so much more focus on the task at hand instead of 
worrying on things getting done. So much more effective leader, solution focus would be more, and then 
take problems when they come instead of worrying. (IT1) 

In general, the informants share that they are more mature as in being able to take responsibility 

for what they do and feel and how they act and behave. Other qualities that developed through 

the training were discernment (IP2) and the ability to express one’s skills:” I gained immense 

trust in what I can do and … more and more trust to the ability to express better and better what I 

can do. Skills better, speech improved” (IP4). Having a clear overview and being more focused 

on the job were further skills that were articulated (IP1, IP5, IP6) as well as being open and 

listening to others. Moreove, as a result of the training, seeing the needs and uniqueness of others 

and what others can contribute to the situation were expressed (IT3, IP2, IP7), as well as 

humility:  
I just open up myself to be humble, that I can learn from everyone. And opening up the capacity to seeing 
what I am capable of doing every day. (IP3) 

To be humble and to be able to listen and learn from others and seeing whatt serves the situation 

the best builds understanding and collaborative action. The skills and qualities that are developed 

are described to come naturally after being in the organization and applying the Four Mainstays 

(the practice, the trainer, the training and the community), shared by IT3: “I see that there is a 

natural leadership that comes in a very spontaneous way through the desire to be of service and 

to be of benefit”, and by IP8 and IP9: 
I see myself as a leader. I have always been very shy about leadership. In this role I definitely hold the 
space as being solid in the recognition demonstrating what self-leadership is and encouraging it in 
others. (IP8) 

A leadership role in Balanced View for me it’s an honor and a privilege because I get to really display 
what’s possible and how we can work together and it’s very empowering to be a leader in Balanced View. 
(IP9) 

There is an increased openness and willingness to take in the knowledge of the whole group and 

IT1 explains that as a team, things are always considered together and that work is based on 

group wisdom and of support and hearing everyone. In the research overview, leadership is seen 

as a process with a high level of interaction between leader and follower: 
I would not have had the openness to first understand that the best course of action comes from the 
contribution of everyone. /---/ I open up a lot to the group wisdom. /---/ relax instead of being pushy trying 
to make people do certain things./---/ Listen to people and allow the solutions to rise. (IP4) 

Leadership for me is much more of a … an open role of seeing what serves. It doesn’t necessarily have to 
be knowing what to do and I find that really relaxing as a leader that I can rely on others wisdom and 
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then together we can find solutions. /---/A good leader is able to serve the team and can listen openly to 
others in the team. (IT3) 

What commonly is voiced by the informants, both by trainers and by participants in coordinating 

positions, is that they see themselves more in a position of service rather than imposing a certain 

way of action. This is also reflected in the guidelines of the organization: “In the principles we 

say that the leadership is sort of a service, serving not governing” (IP7) and IP5:  
It doesn’t feel like a leadership role. It is like a mothership that you from a distance see that all have what 
they need and that they can shine and have the support. (IP5) 

Trainers see their role as a position of service both toward their participants and toward the 

organization:  
/---/ Working in teams and taking on leadership roles … a position of service. That is the fundamental 
aspect of it. I am in service to the participants that I am supporting. I am in service to the organization I 
am supporting. I am in service to the benefit of all. To do what will be of most benefit. (IT2) 

A leader is to serve and not govern. For me leadership was very much governing, making decisions and 
telling others what to do. I find that with the leadership I learn here (Balanced View) is much more being 
open. So much more about being open and listening to others wisdom and then guiding to what is needed 
and to see what serves the best and is of most benefit to each project or circumstance. (IT3)  

Research studies determine that leaders today are less self-focused and more in service to others, 

moving from an individual to a collective view, from I to We. Even if the main reason for 

joining the training was to achieve the results the participants could see in others, this focus 

shifted after some time in the training and instead informants share that they are “less self-

concerned and self-focused” (IT3), moving “from self-consumption to a complete flourishing 

that everyone can use” (IP4). Also IT2 and IP9 articulate the change: 
/---/ complete change of lifestyle from being completely self-focused to being increasingly focused on what 
will be of benefit to other people. (IT2) 

/---/ I previously avoided stepping into any leadership positions. I just thought it would mean more work 
for me and I could rather just do my projects that would lead to more money and more success for me 
personally. (IP9) 

The effects of the training and being involved in the organization show a shift from a self-

perspective to being open to see what serves the situation the best and act from that. The capacity 

to know what to do and say increases and the leader is seen as a non-authoritative figure with an 

openness to being of service to the group and seeing and listening to the needs and wisdom of 

those who are lead. These skills reflect very much how my literature review account for the kind 

of leadership skills that are important in leaders of today, e.g. as in the leader as a servant (coined 

by Greenlead) where the leaders wish is to be of support and service. 
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6.4 How the Trainer serves the vision of the organization 

Informants share that they see their trainer as a leader in the sense that they are a role model 

exemplifying the training. A leader who serves to build trust, to support, inspires and empowers: 
For me my trainer is obviously someone who has had a lot more experience whom I could ask questions. 
/---/ Very clarifying to have that support. Just to have that option. To know that I have that support. (IP2) 

Here is no-one telling me what anything means. It is always that empowerment in the relationship and it 
is always filled with so much generosity and availability. (IP3) 

I don’t use the word leader (for my trainer) but in a very, yeah in a very different way from conventional 
leadership he is a leader for me and a great example. The more I serve and learn about the organization I 
see how much he does and it is amazing, an amazing example in every aspect. (IP6) 

It is a very empowering relationship where I get to find out how wise I am, how I have my own solutions. 
(IP8) 

The relationship with my Balanced View Trainer is completely amazing. I feel like it is the best coaching 
support that I’ve ever experienced in my life. For the first time I feel like I have someone who can actually 
support me fully and empower me fully as a, as a completely empowered human being, not someone who 
needs any kind of fixing. (IP9) 

The trainer also sees themselves as a role model and that they are there to be of support, build 

trust and empower and unleashing the capabilities in the participants:  
I see the empowerment and the opportunity they have to step up in their life. /---/ It is a mutual 
relationship. It starts with me exemplifying the training. Secondly that built trust for participants. It really 
depends on the trust and to rely on the results that I share in the beginning. To inspire. I feel like a leader 
in .. in self-leadership. My leadership is to show everyone that they are capable of self-leadership in … all 
areas of life. (IT1) 

It is quite paternal. Wanting the best for them. /---/complete patience and openness and it is my openness 
in that relationship that allows me to see ways that that person could empower themselves fully (IT2) 

It is a very, very beautiful and precious relationship to each one of them. It is what I feel that I received 
from my trainer, also just to.. .actually just to being able to empower them to see their own power and to 
see their own beauty and capacity. (IT3) 

The role of the trainer is that of close connection and to be able to see the perfection in everyone: 
It is not about fixing another person /…/seeing the perfection in everyone and supporting to bring that 
about in them. (IT4) 

To have mutual trust between trainer and participant enables the participant to take support and 

to stay committed to the organization and for the trainer to stay loyal to the organization:  
Being a Balanced View Trainer means that I also have the support. That is what I love about the whole 
Balanced View system. You are never alone. You are so supported to devote your life to this. It is not a 
normal job, it is a life-style. (IT1) 

Whether a trainer or a participant in the Balanced View organization, the value of having an own 

trainer or coach is portrayed and the role of the trainer is both that of empowering their followers 

and that of being a role model, setting an example of what is possible, and in this way 

developing trust and respect which establishes a greater chance of being of support and 
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empowering their followers to become self-leaders.  According to the presented research, 

leadership is a collaborative value-based process resulting in social change and leaders of today 

can empower others to become self-leaders as this motivates the individual to an increased 

involvement in work and society. The built trust and support created through the Balanced View 

trainer result in participants that are loyal to the organization and with a wish to serve and give 

what has been given to them. In this way the trainer supports the vision of the organization to 

empower people to find their innate capabilities for the purpose of benefitting all. 

6.5 How the Principles serve the vision of the organization 

The norms and guidelines for working and serving in Balanced View are stated in the Principles 

of Benefit and the Principles of Service.  The organization states that the Principles are meant to 

manage and unify groups, teams and organizations and research shows that common values and 

beliefs that exist in a group or organization are means to unite a group. IP9 points out how it is to 

have a business relying on the Balanced View Principles and Training: 
To work with people who all have the same operating system, people who all share the same foundational 
training through the Mainstays and especially also the Principles of Benefit and Service that are just a 
gift to, to have as a foundation, so we use the principles as the foundation … as our operating system and 
we, that just means that people, yeah  it is just a different world because firstly it’s self-empowerment, 
self-leadership so people know where to go to with thoughts and emotions and whatever comes up and 
also accountability I think comes from that I find that people can step into their powers and that they can 
be accountable /---/ Then also as a team, it is much more easy to lead when everyone has the benefit of all 
as a vantage. We have very unconventional, in many ways unconventional solutions for … both for wages 
and for how we´re organizing ourselves. It’s only possible thanks to everyone having the benefit of all and 
service in heart and mind. /---/So we can actually make solutions and make decisions that just benefits all 
and in that then people are just happy with the solution even if it isn’t their own solution for example. 
(IP9)  

IP6 also expresses the value of having guidelines of how to work and relate: 
Really clear expectations in working and relating. Like blaming one another doesn’t happen. I hear it 
very quick in the conversations and just cut it. I am supported by the Principles of Service. Incredible 
support how they implement to my relationship at work and very clear guideline, whatever is going on.  

 
The Principles are not just words on a paper but are embedded in the daily life of the people in 

the organization through specific trainings and weekly calls where it is shared how life and work 

with the Principles as the main foundation is experienced.    

To lead, work and do service in Balanced View is expressed as being easeful and joyful and the 

informants share that they are grateful for the supportive work environment where relating is 

respectful and people take responsibility for how they act and what they say. Also as a result of 

this way of relating, work is described as efficient and productive: 
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In Balanced View working in teams, working in a way that empowers myself and other people./---/On a 
personal level I am working with people who are open-hearted and kind, generous with their time and 
energy. Who have an innate respect for me and what I do. Working in that kind of environment and 
culture, that’s the culture that you adopt and that becomes a culture of gratitude and respect. Encourages 
effective team work and productivity and getting things done. (IT2) 

Very easeful environment, like very supported from all directions and … just amazing procedures and 
systems put in place, very thoughtful. And interpersonal relating, the relating when working together is 
completely different from any hospitality environment or work environment. /---/ you don’t talk about 
other people or comment, … no gossiping. (IP2) 

I know that when we are working as a team at projects for example or center life that we run, /…/, there is 
so much fun, and the division between working and having fun is not just there at all. There is no 
pressure, no stress, there’s just nothing going on, a complete sense of unit of everybody./---/. I just want to 
do my very best and so to keep that makes it so easy, so easy because my capacity increases and I am able 
to do so much more”. (IP7) 

Again, it is shared how the results of the trainings empower people to take responsibility for their 

data, as in anything that you think, feel or experience: 
Amazing because it is everybody taking responsibility for their data. /---/So many things that can come up 
within team. Nothing is played out in that way. Everyone take responsibility. Focus what is of most 
benefit. That unites. Things get done more efficiently and effectively./---/ and like things like competition – 
or I need to have the idea that we need to follow, it is not relevant or emphasized so it is not played out. 
Makes the teams efficient and clear and enjoyable. (IT4) 

The interview material displays that when people work and relate from the same basic 

understanding and with the same common values, enlivened through the vision and objective of 

the organization, work is characterized as joyful, easeful and with an increased capacity to 

perform. Research argues that organizational values can be a means to reach commitment and 

success as well as corporate social responsibility. In the Social change model of Leadership, 

group values are about being able to come to common purpose and embrace differences, and 

community values are about fostering engaged and active particpants working for a common 

purpose (Komives, 2016). Inspite of the diversity in age, ethnicity and working background 

amongst the informants, an increased understanding and respect for others is being shared.  

6.6 How the organizational structure serves the vision of the organization 

The structure of the organization creates a possibility for the participants and trainers to on a 

daily-basis give feedback to the Management and the Founder. This supports the improvement 

and development of the organization and Balanced View relies on the interaction and feedback 

from the local and online communities in order to fulfill its vision. In this way, participants also 

become motivated and feel empowered and responsible for the outcome of the organization: 
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We always try to improve our systems and everybody has a voice and so everybody can bring in 
suggestions /.../ This is how you start to take responsibility because you know you have a voice and that is 
very motivating I find” (IP1) 

When I am being seen as someone to contribute and being of value, even if I don’t see it myself, it happens 
so consistently and repeatedly that I cannot fail that I have something to say and that seeps into myself, 
the whole reporting system points me back into my own empowerment. (IP7) 

The resources and assets that emerge from the interactions and feedback-loop of the organization 

have resulted in many creative projects which will benefit people also outside of the 

organization. To include participants in the development of the organization has been proven 

both valuable and essential and research points at the advantages of having an interactive and 

collaborative process between leaders and followers as it raises involvement and is effective for 

creating direct action and change (Komives, 2016; Morgan, 2015). 

6.7 Building social capital through the Four Mainstays 

The informants of this study have been for quite some time in the organization and they come 

from various working backgrounds, age groups and nationalities, displayed in Appendix 4. The 

relations that are created are so strong that some participants choose to live together in smaller or 

larger Balanced View communities around the globe, or even start businesses with fellow 

community-friends living and working with the Balanced Vieew Training and the Principles as 

the main foundation. They take the Four Mainstays of Balanced View (the practice, the trainer, 

the training and the community) into their daily life and IP6 who lives with community shares 

how the community is supportive on a daily basis. The close relations through the Four 

Mainstays and the common guidelines are components for creating exceptionally strong bonds.  

As high-lighted previously, words that often show up throughout the interviews are those of 

mutual trust and respect. What seems to touch many informants is the supportive environment of 

the organization and the support of the trainer and IP1 explains the relationship as ”such a heart-

connection to a person who is always just dedicated to support me”, and IT4: 
Way of relation and supporting people. Find their own solution instead of telling them what to do, In 
order to see how they can support themselves… self-leadership. Support in self-leadership. What is of 
most benefit. Guiding them to bring out their own capacity … be the leaders in their life in the most 
powerful way. 

The common values of Balanced View are shared through the support network and the Principles 

of Service and Benefit, and according to Durkheim social integration is higher where strong 

bonds, common values and norms are dominant. Putnam (2002) argues that having a social 
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network and access to like-minded individuals and sharing the same foundation and core values 

build trust, mutual respect and strengthen relationships and democracy.  

The respondents in this study express the importance of having the support network of the Four 

Mainstays and why they are using it. The mere fact that there is support seems to spread a sense 

of relief and clarity as well as the fact that there is always someone to turn to in every single 

moment (IP2, IP7, IP8) and IP4 explains that using the support is more than just a choice: “The 

Four Mainstays is a life-style, it is not something you put in a cupboard and take out when the 

shit hits the fan you know”. The support that is being offered 24/7 has the effect that the sense of 

being an individual lessens (IP6). The gratitude for the availability of the support system is 

expressed by the participants: 
It is the only support system in my experience that brings about a completely balanced and sane human 
culture, like consistently, that is completely integrated into my life, completely flexible and responsible, 
yet it meets me where I am at and as much or as little that I can digest at that time. It just works! (IP7) 

The benefits when utilizing all Mainstays is huge. /…/. Just to have the support of the Mainstays and 
structure there to support me whenever it is stressful at work. (IP2)  

It is my experience that I can turn into the support structure of Balanced View at any moment but also I 
am able to support myself, I never feel like this helpless woman anymore that I used to feel a lot before 
meeting Balanced View. (IP1) 

Participants who are active in Balanced View play an important role for newcomers: 
I use the Four Mainstays for encouragement and for confirmation that this new way of being really works. 
By seeing other people thriving it confirms that this really works. (IP8) 

I wanted to really integrate it fully and I could see it in the old time participants /…/ they were living a 
lifestyle in the Four Mainstays. (IP9) 

Where trust and social capital is strong, there is confidence in one’s own influence and more 

participation in society. The informants share that they do not only gain trust in their trainer, but 

also in people in general: 
I have enormous trust in people because I see them doing everything they do and the more I appreciate 
my own abilities … and know that all have the same abilities. (IP4)  

The Balanced View Centers and Communities are settings where people from various age 

groups, religions, nationalities and working backgrounds come together and where work is 

described as being easeful, joyful and effective. According to Putnam (2002) bridging occurs 

when you make friends with people who are not like you and that this is important for creating 

peaceful societies in countries with high ethnic diversity. A high level of social capital on 

individual level strengthens well-being and economic growth. The close support of a personal 

trainer builds strong ties and creates reciprocity in trust and respect and strengthens the social 
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capital of the individual. The study also shows that the individual is lifted from a self-focus to 

wanting to serve not just what is best for oneself but also for others. Where trust and social 

capital is strong, the likelihood of working on community projects and giving to charity or 

volunteering becomes higher (Putnam, 2002). The Principles of Benefit and Service with 

common guidelines on how to serve the individual, the team, the organization and society 

support the purpose and vision of Balanced View. The Balanced View Communities play an 

essential part in spreading and organizing access to the training globally as well as displaying the 

effects of the training.  

7. Concluding discussons 

The purpose with this study has been to initially identify the objectives and means that the 

studied organization uses and consequently in what way these objectives and means serve the 

purpose of the organization and by doing so identifying objectives and means that can be used by 

other organizations in order to reach their goals.  

Balanced View was founded with the intention to bring unity and to empower all of humanity in 

finding and using their capacities for the benefit of all. The objectives and means that I initially 

identified to serve this vision are the Four Mainstays, the Principles of Benefit and Service and 

the organizational structure.  

Self-leadership and leadership skills are quite clearly the effects of what Balanced View has to 

offer, released through the standardized training. The trainer plays an important role in providing 

the training and supporting the participants and empowering them to become self-leaders. This 

occurs through the strong and close relationship between the participant and the trainer. By being 

role-models of the organization, exemplifying the training and being of support, the trainers 

develop trust and respect with a greater chance for their followers to unleash their beneficial 

capacities. 

Balanced View is by all means a value-driven organization with the Principles of Benefit and 

Service and the trainings as facilitators of a common ground of shared values and behavior. The 

organizational structure was implemented with the intention of having a close relationship 

between management and participant in order to see what would serve the vison of the 

organization the best.  
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Social capital serves as the vehicle for reaching the goals of the organization, achieved through 

close relationships, a strong support network and a set of principles for how to serve and work in 

the organization, resulting in cooperative action, engagement, and willingness to benefit not only 

oneself and the organization, but also groups and society as a whole. My material shows that the 

participants mainly joined the organization for own benefit, but that the self-focus was lifted to 

that of everyone. 

After having examined the Balanced View organization and the effects of what the organization 

has to offer, I will argue that the combination of building social capital and developing employee 

self-leadership are important mechanisms for running an organization successfully today as it 

will draw the potentials of the employees and allow for collaborative action, growth and success.   

Following objectives and means are identified to support the building of social capital and self-

leadership and can be applicable to other organizations pursuing similar goals: 

• Provide concrete common guidelines that are embedded into the daily activities of the 
organization. 
 

• Develop leaders who can empower the workforce/stakeholders to become self-leaders 
and who support the organization in building a healthy stock of social capital, role-
modeling the values and guidelines of the organization 

 

• Offer trainings that elicit self-leadership and innate leadership skills as this unites the 
workforce and are the basis for cooperative behavior, efficiency and productivity 

 
 

• Build a network of coaches or peers so that each individual in the organization has 
someone to turn to for support and empowerment 

 

 

• Build an organizational structure that allows for a constant flow of feedback between the 
management and the staff so that the organization can be developed 

Not only are these factors important for the organization. They support the individual to go from 

an I-perspective to a We-perspective.  Social capital and self-leadership go hand in hand, serving 

each other’s purpose to create individuals who are less self-focused and mature self-leaders who 

have discovered their innate capacities to use not solely for their own purpose but to benefit the 

whole.  

7.1 Limitations and further research 

Even though I have collected data by interviewing a small number of informants I have made a 

careful selection in order to be able to broaden the outcome.  
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The informants represent diversity concerning age, nationality and working background, 

however there are also common grounds that could be interesting to advance, such as that a 

majority of the informants come for a middle-class background with a high level of formal 

education. I do think that this partly can be explained by having selected informants that were in 

a formal training setting and Balanced View also reaches many people in areas that would 

neither have the money, nor the time to participate in formal training and who most likely would 

represent other results in those variables. The realiability of this study could have been 

strengthened by also including interviews with people who left the organization. A more in-

depth study of structural elements could be interesting for developing the study further but it 

would require more time than what was available from my context. 

All in all, I consider that using an inductive and explorative qualitative approach with in-depth 

interviews provided me with the material necessary in order to understand the purpose and 

questions. The one thing that may have disrupted me in receiving more accurate material from 

the interviews is that the interview guide was not originally designed for the presented purpose 

and mainly focused on the leadership perspective, however it was the material from the broad 

and open questions that gave rise to new perspectives, such as social capital.   

The results create an opportunity to study what effects the involvement in Balanced View has on 

society. This could be done by investigating if the people in the organization have a larger 

engagement in e.g. civic associations, voluntary organizations and policy areas.  

A further research interest could be to examine if the standardized training has the same effects 

in other organizations and communities, especially those where there is a high level of diversity 

as the effects of the training seem to have a unifying effect for its users according to this study. 

An additional reccommendation is to examine the effects of the training on mental and emotional 

well-being since some of the results that have come forth in this study disclose a higher level of 

life-satisfaction and well-being.   
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9. Appendices 
Appendix 1: Letter to informants 
 
 
Statement of Confidentiality 
(adapted from the Swedish Science Council, http://www.codex.vr.se/en) 

As a student of the Programme for Leadership and Organisation at the Faculty of Social Sciences, 
Linnaeus University, I am conducting a study for my bachelor thesis. I am the principal investigator 
in this research and the general purpose of the study is to give an example of an organization that 
provides training in self-leadership and leadership. Apart from describing the Balanced View 
organisation, I am conducting interviews with participants and trainers in order to gather data about 
the results of the training.  

Taking part in this study is completely voluntary and you have the right to cease participation at any 
time without consequences of any kind. 

If agreed, I will record the interview with my personal mobile phone in order to be able to transcribe 
it afterwards. The collected and recorded data will be handled with care and kept private so that 
unauthorized persons will not have access to them. After the recordings have been transcribed, they 
will be erased from my mobile phone. The transcriptions will be stored on my personal computer and 
will be erased once the thesis is finished.  

Your answers will be treated confidentially and you as an informer will be treated with anonymity. 
The Balanced View Trainers and Management will not be informed about the individual responses. 
Any report of this research that is made available to the public will not include your name or any 
other individual information by which you could be identified. 

Personal information that possibly can be shared is that of age, gender, social status, employment, 
and country of origin. 

If you have questions or would like an electronic copy of this study when finalised (June, 2017), 
kindly contact me by email or phone (details below). 

Date and Place:  ______________________________________ 

Signature:            _____________________________________             

               Lena Kulmala 

Lena	Kulmala	–	Student	of	the	Programme	for	Leadership	and	Organisation	–	Faculty	of	Social	Sciences	–	Linnaeus	University,	

Sweden	–	Email:	lenakulmala@yahoo.se;	Mobile:	0046	705	6049	 	 	
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Appendix 2: Interview guide 
 
 

Questions for the participants 

1. Please tell me about your background (age, gender, social status, education, employment, and 
country of origin). 

2. When and where did you meet Balanced View? 

3. Have you undertaken trainings with Balanced View and if so, can you describe the value/results 
of the trainings. 

4. If you have a Balanced View Trainer, can you tell me about the relationship between you and the 
trainer. 

5. If you have experience from being led/managed in working life outside of Balanced View, 
please describe that experience. 

6. Please tell me if and how you use the Four Mainstays, the support system of Balanced View. 

7. Please describe why you are using the Four Mainstays. 

8. How do you contribute to Balanced View? 

9. If you hold a coordinator position within Balanced View, can you describe the work you do as 
a coordinator.  

9a. How would you describe yourself in the role as a coordinator (strengths, gifts and talents)? 

9b. How does the Balanced View training support you in the role as a coordinator? 
 

And/or 
 

10. If you hold a management position in your work outside of Balanced View, can you describe your 
leadership skills prior to and after being involved in the Balanced View training. 

10a.  How would you describe yourself as a leader / your leadership skills? 

10b.  Describe the relationship with your co-workers; prior to and after participating in Balanced View 
Trainings 

10c.  Have your co-workers participated in the trainings and if so, can you describe the value and/or 
downsides of this? 
 

11. Since meeting the training, has there been any changes in your life; e.g. have you undertaken new tasks, 
changed job etc. 

12. Anything you would like to add? 
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Questions for trainers within Balanced View 

1. Please tell me about your background (age, gender, social status, employment, and country of 
origin). 

2. When and how did you meet Balanced View? 

3. What made you become a trainer? 

4. Describe the life as a trainer? 

5. How would you describe your role as a leader/trainer within Balanced View? 

6. Describe the relationship with your trainer. 

7. Describe the relationship with your participants. 

8. Do you or did you have a management position outside of Balanced View and if so, did you 
receive leadership training? If yes, kindly describe the training you were offered and the results. 
If no, how has the Balanced View training helped you or would have helped you in your 
management position? 

9. Did you receive training in leadership skills during the Balanced View teacher training and if so, 
kindly describe the training and the results. 

10. How would you describe your skills as a trainer in Balanced View? 

11. If you have experience from being led/managed in working life outside of Balanced View, please 
describe that experience. 

12. How is the experience being led/managed in the Balanced View organisat ion. 

13. Kindly describe how is it to work in a team in Balanced View 

14. Since meeting the training, has there been any changes in your life; e.g. have you undertaken new 
tasks, changed job etc.? 

15. How would you describe the term self-leadership? 

16. Anything you would like to add? 
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Appendix 3: A coded overview of the interviewed participants and trainers 
 
Interv. 
person 

Gen-
der 

Age Country of 
origin/background 

Social 
status 

Educational 
background 

Work/Employ-
ment status 

Years 
with BV 

IP1 Female 48 Germany,  
middle-class 

Single University 
degree Bachelor 

Manager, drama 
group 

8 years 

IP2 Male 27 Australia,  
middle class, 
scientific 

Cohabitee 
with BV-
member 

Home-schooling Manager, seasonal 
work 

6 years 

IP3 Female 29 Norwegian,  
middle-class 

Single University 
degree Bachelor 

Currently 
unemployed by 
choice from 
health-sector 

7 years 

IP4 Male 47 Italy 
Middle-class 

Single University 
degree Masters + 
3 years cert. in 
finance. 

Part-time On-line 
consultancy 

9 years 

IP5 Female 55 Netherlands Divorced University 
degree Bachelor 

Long-time sick-
leave. Voluntary 
work. 

9 years 

IP6 Male 36 Israel Single University 
degree Masters 
(and started Phd) 

Own busin.,when 
not full-time 
involved with BV 
center work. 

4 years 

IP7 Female 41 UK Single University 
degree 
Bachelor 

Unemployed by 
choice. Full-time 
involved/serving 
BV 7 years. 

8 years 

IP8 Female 51 USA Single University 
degree Masters  

Unemployed by 
choice. Full-time 
involved in BV. 

7 years 

IP9 Male 32 Sweden single University 
degree 
Bachelor 

Started own 
business after 
meeting BV.  

7 years 

IT1 Female 47 Norway 
Middle-class 

Divorced, 
single 

University 
degree Masters 

Full-time BV 
Trainer since 6 
years 

9 years 

IT2 Male 48 UK 
Middle-class 

Single University 
degree 
Bachelor 

Full-time BV 
Trainer since 8 
years 

10 years 

IT3 Female 35 Sweden 
Middle-class 

single High-school Full-time BV 
Trainer since 7 
years 

10 years 

IT4 Female 39 Germany/USA 
Middle-class 

married University 
degree 
Bachelor 

Full-time BV 
Trainer since 7 
years 

11 years 

 


