


In this postindustrial era, organizations have realized a dire need to 

have work force with leadership skills in order to maintain their 

competitive edge in the market place. This has stretched the scope of 

leadership education to diverse field of studies and has raised the 

number of leadership education programs offered in colleges and 

universities all over the world. This thesis is an exploratory study to 

identify key features of leadership education that distinguish it from 

conventional educational programs. In view of key early career 

challenges faced by graduates, research hypotheses were generated 

regarding the role played by different type of leadership educators and 

various means employed for leadership education. In order to test the 

research hypotheses web based questionnaire was distributed among 

72 students of three Master Programs at Linnaeus University, Sweden, 

of whom 32 responded, giving an overall response rate of 44.4%. Among 

the three Master Programs, two offer leadership education while one 

offers courses in business strategy and marketing. Furthermore, 

interviews were conducted with the program directors of three Master 

Programs. The commercial statistical software GraphPad Prism version 

5.04 was employed for statistical analysis of the data. The results have 

showed a clear distinction of perceptions among the students of two 

types of programs, one that offer leadership education and other that do 

not, in terms of role of different type of leadership educators and 

various means employed for leadership education. It has been 

concluded that leadership programs have helped in developing the 

leadership mindset and vital leadership skills. 
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This chapter introduces the concept of the study and provides general 

information about the topic “Leadership education: possible ways of 

learning leadership skills for future leaders”. The chapter is organized to 

explain the motivation for the selected topic with brief background and 

to present the research question along with the explanation of 

objectives of the study.   

 

Today organizations have realized that leadership qualities of their 

employees guarantee in maintaining their competitive edge in the 

market place. Resultantly organizational setup demands the 

development of leadership skills such as; effective communication, 

teamwork, problem-solving, and decision-making in workers at all levels 

instead of few at the top (Peregoy, 2010; Brungardt, 2011). This has 

nurtured the need to train graduates having leadership skills, 

irrespective of their field, such as Bernard M. Gordon-MIT engineering 

leadership program (Babusica et al, 2012) and leadership development 

program at University of Pacific Arthur A. Dugoni School of Dentistry 

(Hammer and Nadershahi, 2011) are examples to be mentioned which 

have considered leadership education as an essential part of their 

curricula.  

The numbers of leadership education programs have been exponentially 

increased in past two decades, and according to the statistics of 

International Leadership Association (2013) more than 1500 programs 

are listed in the directory of leadership programs based at colleges and 

universities worldwide. Similarly, Doh (2003) has provided a list of top 



50 United State’s business schools where courses related to leadership 

education are part of curricula—highlighting the rising importance of 

leadership education. In view of these facts it is obvious to mention that 

the academic discipline of leadership studies has rapidly moved forward 

due to culmination of three main factors: the changes in both the 

workplace and the workforce, the evolution of leadership as a field of 

study, and the role of higher education in serving the needs of the 

nations (Brungardt, 2011, p. 2). The roots of this growing importance of 

leadership education lie in the concept that leadership can be learned 

and refined through education, training and development.  

This recent growth in number of leadership programs has also raised 

the importance to identify that “how and what leadership knowledge 

can be conveyed by the leadership educators?” as It is well established 

in the literature that “we know more than what we can tell and we can’t 

put some of our knowledge into words” (Polanyi, 1966, p. 4 & p. 8). 

Considering example of a skier, racing down a slope is intensely aware 

of controlling every part of his body, though he could not tell by what 

principles he keeps his body balance (Polanyi, 1962, p. 3). Similarly the 

way one can recognize a face among thousand is hard to reveal in words 

(Polanyi, 1966, p. 4), are just few examples to demonstrate that one can 

know more than one can tell. An overview of the published literature 

has shown that besides admiring the benefits of leadership education, 

leadership researchers have confessed that only certain aspects of 

leadership can be taught. 

Jay Conger, Professor at London business school has argued that 

leadership is made up of three dimensions: skills, perspectives and 

dispositions. Skills and perspectives can be taught to certain extent e.g. 

it can be taught how to present ideas more persuasively and 

communicate more effectively, but dispositions which are based on 

genetic characteristics can’t be taught e.g. a person can’t be taught to 

be ambitious or more open to risk taking (Doh, 2003, p. 59). 

Furthermore acquisition of leadership skills can be partly dispositional, 



much of them come through experience (Benjamin and O’reilly, 2011, p. 

453), but these skills can also be taught, however it demands personal 

commitment on the part of the learner (Doh, 2003, p. 66). 

 Brungardt (1997) has reviewed 70 years of literature to debate the 

question that “can leaders be made?” He discussed different theories 

presented and researches done in the past so far to support the 

concepts of leadership training, education, and development in order to 

draw a clear distinction between leadership development and education. 

Brungardt defines leadership development as “a continuous learning 

process that spans an entire lifetime” and leadership education includes 

“learning activities and educational environment that foster leadership 

abilities” (Mary, Schwartz, & Kinsey, 2000, p. 112). He examined the 

literature in two contexts: leadership development theory which is 

development throughout a lifetime, and learning leadership theory 

which is the role that education plays in leadership development (Mary, 

Schwartz, & Kinsey, 2000, p. 112). A credit has been given to leadership 

education for having potential to fill the void where traditional 

disciplines in higher education appear to leave gaps (Brungardt, 2011, 

p. 3). An overview of the published literature have showed that 

researchers, beside admiring the benefits of learning leadership 

education, have also confessed that only certain perspectives of 

leadership can be taught and rest comes from experience. Some 

researchers partially support the concept that tacit knowledge can be 

taught while others totally disagree. These concepts were discussed in 

more detail under the section 2 “Theoretical frame work”. 

In the context of design of a leadership education program, besides 

knowing “what can be taught?” another important question is “what 

needs to be taught?”.  In an organizational context leadership programs 

must intend to help students to overcome their earlier career’s 

leadership challenges and the four most common challenges with which 

graduates struggle are: 

 



- managing subordinates 

- managing bosses 

- developing leadership mindset  

- and coping with setbacks (Benjamin and O’reilly, 2011).  

Education program, specifically dealing with training and development 

of future leaders, should incorporate three main elements:  

- educating participants to provide a knowledge base,  

- training them to acquire the skills,  

- and assisting them in developing insight into their own beliefs and 

values and their effect on others (Stech, 2008, p. 43).  

Engbers (2006) has also discussed a similar approach and laid stress 

on three types of leadership-enhancing activities: training, education, 

and development as a base for the student leadership program model.  

The focal point of this thesis project is to investigate the educational 

design of leadership and management programs to determine different 

possible and effective ways for learning leadership skills by future 

leaders. In view of the reviewed literature the framework of the study is 

established (see fig. 1) that includes: 

1. design of leadership and management programs; 

2. knowledge sharing and learning activities followed by leadership 

and management programs;  

3. perceived implications regarding the design of leadership programs 

in the enhancement of leadership capabilities of the students;  

4. and finally results are drawn based on elicited perceptions and 

established theoretical concepts to foresee the role of leadership 

programs as a source and arena for the development of future 

leaders.  



 

 

 

The study of leadership can be dated back to Plato, but it got a special 

focus of contemporary academic studies in 60s and even more in past 

two decades to become the fastest growing discipline of higher 

education. Following are some important concepts to know in 

leadership education: 

 

 The field of leadership studies is very interesting and unique in such a 

way that it has a multidisciplinary nature which is expansive, and in 

contrast to traditional disciplines, it may require more varied 

approaches to bring relevancy into the training of leaders (Nirenberg, 

2003, p. 7). The study discipline of leadership has its roots in many 

other disciplines like philosophy, psychology, sociology, history, 

physics, business, economics, and humanities etc. whereas in the 

academic field of study it focuses on leadership in the organizational 

context. Nirenberg (2003) has presented a model (see Fig.2.) which 

shows that the learning of leadership knowledge cannot be limited to 

any single discipline, and all of its sources give a wide variety of 

learning based on time and different situations. 
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Rost (1991, p. 2) has also discussed this approach of leadership studies 

and he has argued that it allows learners to think radically new 

thoughts about leadership that are not possible in uni-disciplinary 

approach. 

 

In the discipline of business administration concepts of leadership and 

management are often confused, although both of these concepts are 

not the same. Bennis and Nanus (2007, p. 20) have argued that there is 

significant difference between leadership and management as 

“managers are people who do things right and leaders are people who do 

the right things”. To explain the difference between leaders and 

managers, Doh (2003, p. 65) has quoted the thoughts of Abraham 

Zaleznick from some of his articles in 1977 and 1992, who argued that 

managers and leaders differ in terms of motivation, personal history, 

and how they think and act…. a manager is a problem solver and 



leaders have propensity to influence moods, to shape expectations, and 

to establish direction. 

In the educational context, it is important to establish a definition of 

leadership because some business schools closely align leadership 

development and management education which results in definitions 

such as “the preparation that one receives in learning the content in an 

MBA program”. Leadership is simply the instrumental application of 

acquired knowledge (Nirenberg, 2003, p. 9). 

 

One of the major strength of leadership discipline in higher education is 

that it has its roots both in academic and co curricular sides; due to 

major part of business related disciplines it is closely discussed in the 

organizational context (Engbers, 2006). Rost (1993) has suggested that 

developmental models of leadership programs (including both content 

and pedagogy) must accommodate the changing post-industrial 

paradigm of leadership which is characterized by collaboration, power-

sharing facilitation and empowerment (Roger, 1992).  

For graduates to play their leading roles and progressive participation in 

post-industrial era, institutions create a comprehensive environment for 

leadership learning (Engbers, 2006, p. 5; Hughes, 2009), and there is a 

strong agreement among researchers that leadership programs aid in 

the development of leadership skills (Chambers, 1992). This learning 

atmosphere also facilitates students to identify and reflect upon their 

roles as leaders. This role comprises an awareness of emotional reality 

along with leadership style and the management of systems and 

processes (Hughes, 2009). Rost (1993) has recommended that a) 

leadership programs must go beyond emphasizing leader traits, 

behaviors, and personal characteristics like charisma and put more 

attention towards the preparation of students to use influence within 

non-coercive relationships, b) program activities should train students 

to use credible and rational strategies of influence and encouraging 

them to work in leadership relationships to seek mutual beneficial 



outcomes, c) programs should help to reconstruct students’ basic view 

toward a collaboration orientation rather than competition and conflict, 

and d) leadership development programs should illustrate the key role 

organizational change play in the post-industrial view of leadership.  

Further research in leadership education prescribed that on top of the 

hard skills e.g. intelligence, determination, rigor, and vision that 

students already have in them, the focus of leadership programs should 

be to help them in exercising the learning of soft skills e.g. self-

awareness, self development, communication, coordination, decision-

making, critical thinking, adaptability, and teamwork skills (Brungardt, 

2011; Peregoy, 2010; Newell, 2002). This development of soft and 

teamwork skills enables them not only to compete with their future 

career challenges but also to play a progressive role in organizations, 

communities, and societies. 

 

In the light of above mentioned concepts, the focus of this thesis study 

is to explore the educational design of leadership and management 

programs and their perceived implications on the learning and 

development of students’ leadership capacities. Keeping in view the 

research design (rationale approach) and methodologies (quantitative + 

qualitative) applied in this project, the study is started with the 

intention to propose a future-leader-capacity-building-model (FLCBM) 

(to see later on page-26, Fig. 9), which discusses the overall educational 

design of a Master’s leadership program with means of learning and 

knowledge sharing and finally perceived implication of these learning 

outcomes on students’ future professional life as leaders. Further 

through literature searching and description of theories and concepts, 

following research question has been formulated: 

“Is there statistically a significant difference among the students which 

are participating in a leadership program and those which are not, in 

reference to self-reported perceptions of learning and development of 

leadership skills?  



The main idea is to highlight the importance of leadership education, 

and to determine whether graduates with an academic background in 

the discipline of leadership studies were better equipped with essential 

soft and teamwork skills required to be successful in contemporary 

organizations. In order to answer the research question, a comparative 

study is planned to see the self reported perceptions of graduates from 

leadership and non-leadership master programs by analyzing following 

two hypotheses: 

Hypothesis-I: It is hypothesized that theoretical frameworks (provided by 

leadership educators), lessons from real life case studies (provided by 

company executives) and simulation exercises (provided by professional 

trainers) do not supplant each other and absence of any component can 

limit the capacity building for future leaders. 

Hypothesis-II: On top of the hard skills that students already have in 

themselves, it is hypothesized that graduates with a background of 

leadership education perceive themselves better equipped with essential 

soft skills to overcome their earlier future career challenges in comparison 

to those who have no leadership education. 

Three Master programs have been selected to investigate, first 

“Leadership and Management in International Context” (LMIC), second 

“Leadership: innovative, creative and entrepreneurial” (LICE), and third 

“International business strategy” (IBS) at the School of Business and 

Economics Linnaeus University, Sweden. The Master program LMIC is 

known to be the most popular program of the Linnaeus University being 

having highest application rate every year, and LICE is another 

leadership program which is offered in Swedish language, whereas IBS 

is the master program under the discipline of business administration 

which offer courses in business strategy and marketing. 

 



 

The leading topic of this thesis is “Leadership education: possible ways 

of learning leadership skills for future leaders”, which demonstrates a 

very clear objective of this study to highlight the role of leadership 

education regarding different possibilities of learning and sharing of 

knowledge in a classroom environment between leadership educators 

and future leaders. The scope and the content of this study will 

facilitate readers to get an insight of leadership studies in higher 

education and its perceived implication by students in their role as 

future leaders.  

Keeping in view the research question the purposes are: 

- To understand the guiding principles of education in a leadership 

program; 

- To identify different possibilities of learning and transferring 

knowledge; 

- To explore the perceptions of learners relating different aspects of 

leadership; 

- To highlight the importance of leadership education in current 

organizational context; 

 

Fig. 3 demonstrates the overall structure and layout that is followed 

throughout the study for this thesis project. 
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This chapter summarizes the existing theories regarding the concept of 

knowledge, types of knowledge, and transfer of knowledge. Furthermore 

theoretical approaches about the educational design of leadership 

programs and possibilities of learning and knowledge sharing in such 

environments are discussed. In the end of this chapter, a future leader 

capacity building model is proposed in relation to a leadership 

education program. 

 

There exists no common definition of knowledge due to complexity of 

understanding. Liang (1994) has identified knowledge as one of the four 

components in a theoretical model of information processing. The Fig.4 

shows the components of theoretical model. The data is the basic and 

indivisible building block of knowledge which combines together to 

develop a complete message called as information. Pieces of information 

over a long period of time generate knowledge and wisdom is the subset 

of new knowledge. Data turns into information when it is taken into a 

context and it takes the form of knowledge when a meaning is given to 

this information. 



In literature a number of different definitions for the term knowledge are 

available, but all agree that data, information, and knowledge are not 

identical concepts (Davenport and Prusak, 1998). 

 

Theoretical model of information processing has provided the basic idea 

of the concept of Knowledge, and there are also some other well-known 

descriptions of knowledge from other scholars. According to Nonaka 

and Takeuchi (1995) knowledge is considered to be a “dynamic human 

process of justifying personal belief toward the truth”. This definition 

exhibits the contents that knowledge is dynamic, humanistic, and is 

created in a social interaction among individuals, whereas it is also 

context specific and anchored by the beliefs of individuals.  

According to Polanyi (1966) knowledge or the process of knowing is 

personal and related to the individual. It can be viewed as a type of 

“intellectual capital” that has the ability to change how individuals and 

organizations view and create the world around them. 

 

Knowledge can broadly be classified into two types: explicit knowledge 

and tacit knowledge. The former is based on organized information 

available in the form of books, archives, data bases, libraries and the 

latter is based on viewpoints, intuition and values that one develops 

through experience (Kipping and Engweall, 2002). The tacit or implicit 

knowledge is more subjectively related to individuals and is hard to 

formalize and transmit (Lahti & Beyerlein, 2000). Subjective insights, 

perceptions, and gut feelings come under the category of tacit 

knowledge. Tacit knowledge is deeply rooted in action, procedures, 

routines, commitment, ideals, values, and emotions (Schon, 1983). 

Nonaka and Takeuchi (1995) argue that tacit knowledge is more of an 

ongoing process of understanding which is closely tied to “action, 

commitment, and involvement in a specific context”, and involves 

viewpoints, intuition, and values that individuals develop through 

experience. The knowledge may also exist as a continuum, with explicit 



and tacit knowledge anchoring the respective ends and is based on the 

assertion that some forms of explicit knowledge may be closer to tacit 

knowledge than other forms (see Fig.5). The figure describes that the 

knowledge stemming more from tacit end of the continuum (a high 

degree of tacit knowledge, a low degree of explicit knowledge) as tacit 

knowledge, and knowledge stemming more from the explicit end (high 

explicit , low tacit) as explicit knowledge (Lahti & Beyerlein, 2000, p. 66). 

 

 

There are two schools of thoughts regarding the transfer of tacit 

knowledge (see Fig. 6): one advocate that tacit knowledge, even though 

difficult, but can be made partially explicit while the second believes 

that transfer of tacit knowledge is purely tacit (Mahroeian and Forozia 

2012). 

 

An example of first school of thought is Nonaka et al (2000) presented 

a spiral model of transmission of knowledge from tacit to explicit and 

vice versa (see Fig. 7). The model is spiral in nature as knowledge is 



amplified through the four modes of conversion (Nonaka et al (2000, p. 

12). 

In Fig. 7, transfer of tacit knowledge to tacit knowledge is called 

socialisation which includes social interaction (Mahroeian and Forozia, 

2012). Conversion of tacit to explicit knowledge is called 

externalisation which demands to express tacit knowledge in more 

expressive form. Conversion of explicit to explicit knowledge is called 

combination where knowledge is transferred through communication 

such as meetings and discussions and finally explicit knowledge is 

converted back to tacit knowledge e.g. learning by doing and training 

exercises and is called internalisation (Mahroeian and Forozia, 2012). 

An example of second school of thought is Polanyi (1966) who argued 

that, conversion of tacit to explicit knowledge highly depends upon the 

intelligent cooperation of pupil for catching the meaning of the 

demonstration. Even explicit knowledge is easier to diffuse, the role of 

tacit knowledge is often essential for being able to use explicit 

knowledge. Explicit knowledge is unusable without the augmentation of 

tacit knowledge. For example one can learn the importance of service 

quality by reading book but not a smiling attitude (Shariq, 1999; Brown 

and Duguid, 1998 cited in Mahroein and Forozia, 2012). 

 



2.2  

After description of the concept of knowledge, this section describes the 

sharing of knowledge in a leadership program’s learning environment. 

The core of leadership education is tacit aspect of knowledge sharing, 

and it pays more attention to “knowing how” instead of “knowing what”. 

According to Polanyi (1966) we share explicit as well as tacit knowledge 

in interaction with one another and through experience and exercise, 

whereas learning of tacit knowledge requires active contribution of the 

learner. It can also be said that the more emphasis of leadership 

education is on such learning activities related to the development of 

personal values which let learners to think about themselves “who they 

are as individuals and how they choose to lead” (Rue, 2001, p. 12). 

Leadership is based upon values and one cannot be a successful leader 

without awareness of one’s own values and the values of one’s followers 

(Peregoy, 2010, p. 18). 

Many of the business schools provide leadership education which is 

mostly based on abstractions whereas they claim that they prepare 

their graduates to solve real world problems. For example they teach 

students methods of decision making, but they do not teach individuals 

how they shall identify their capacity to take decision on a suitable 

time. This also raises one important point that the two aspects of 

leadership skills (experience and practice)  are missing in classroom 

(Nirenberg, 2003). 

 

Leadership programs can be categorized into number of activities that 

are necessary for a holistic education. Engbers (2006, p. 2) has offered a 

student leadership program model and he categorized this program 

model into three major types of leadership enhancing activities: 

training, education, and development. As it is widely agreed upon that 

leadership programs aid in the development of leadership skills 

(chambers, 1992), and Engbers called this skill building as training. A 

training activity involves in helping individual being trained to interpret 



some newly learned skill or piece of information to a real and immediate 

situation (Roberts, 1981, p. 19), and learning of these skills enhances 

students’ capacity to practice leadership on individual, group, and 

organizational level.  

As it is already explained in the introduction part that leadership 

studies has a multidisciplinary nature, and learning of these skills 

originate from knowledge management, psychology, and organizational 

behavior which comprises the component of education. This education 

component is often in the form of theory and facilitates individuals with 

cognitive understanding of leadership theories. 

The development part puts emphasis on the fact that outcome of a 

leadership program is not limited to skills and knowledge acquisition 

but also their joined application to concrete experiences (Chambers, 

1992). Development can be related to experiential education in an 

interactionist environment, and Engbers (2006, p. 3) has referred this 

interactionist learning environment to contemporary learning theory 

and given the example of Kolb’s Experiential learning theory of 1984 

(see Fig. 8). This theory describes experiential learning in a cyclical 

process. 
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According to Kolb (1984) to learn from experiences four phases must be 

linked in individual learning. Kolb’s Experiential Learning Theory (1984) 

described a cycle of learning in which concrete experiences, followed by 

reflective observation (active reflection on those experiences), abstract 

conceptualization (creation of mental models), and active 

experimentation (application of reflection and mental models to new 

experiences). Implication of Kolb’s learning theory by learning and 

development activities not only highlight individuals’ different learning 

styles but also the uses of strategies in different phases like:  

- Reflective observation develops the activist style in a learner 

which can be practiced by doing something new, initiating 

conversations, fragmenting routine of the whole day, and 

practicing by thinking aloud. 

- Abstract conceptualization the theorist style of learner, which can 

be further practiced through readings, analyzing complex 

situations, and asking probing questions. 

- Active experimentation develops the pragmatic style of a learner, 

and he/she can practice it by collecting techniques that work, 

producing action plan, experimenting with new ideas, observing 

other people, and asking for critical assessments. 

- Active reflection on concrete experiences strengthens the reflective 

style in a learner, and to be a reflective learner an individual can 

practice reflective observation by keen observation, reviewing after 

an activity, research something, write something, and drawing up 

lists. 

The development implications of Kolb’s model also included an 

increased complexity that comes from one’s experience in the world 

(Kolb, 1984). It is in the complex learning laboratory of the world that 

one sees the interconnectedness of leadership with social systems. Put 

another way, the process of cognitive work, action in the community, 

and reflection on a student’s experience provides an integrated 



approach that expands a student’s leadership development. This 

process creates a culture of leadership in which students can practice 

leadership, receive feedback on leadership, and engage in civil debate 

about leadership choices (Allen, 1996). 

 

Leadership educators are considered as teacher leaders in their own 

role while leading a leadership management program, and their 

practices and expertise play a prime role in class room activities and 

knowledge building (Riel & Becker, 2008). In this regard, they have also 

a responsibility to provide curricula that prepare students to succeed as 

leaders regardless of the particular context or situation that they may 

be plunge into following graduation (Brungardt, 1997). 

 

On the basis of literature review and above discussion it is argued that 

an ideal leadership development program must have three groups of 

instructors; a) educators having depth of knowledge about leadership 

and processes b) company executives describing their work experiences 

and c) professional trainers that can use experiential and feedback 

methods (Doh, 2003 p. 62). According to Professor Kim Cameron at 

University of Michigan Business School best leadership teachers are 

those who can provide the theoretical frame works, the models and the 

foundation tools that can allow them succeeding as leaders (Doh, 2003 

p. 64). 

In view of Professor Stephen Stump at Villanova University, case 

studies, class discussions, books and guest speakers provide the 

foundation to internalize the leadership and this must be practiced via 

simulation settings, internships and other experiential exercises (Doh, 

2003 p. 61). “Abline Paradox” type of simulation exercises such as; 

“agreeing on a trip destination within a limited time” and other such 

exercises can be a useful source of development of leadership qualities 

of students (Peregoy 2010).  



 

After providing a comprehensive literature review, a future-leader-

capacity-building-model (FLCBM) is proposed in Fig. 9. FLCBM model 

presents the overall educational design of a Master’s leadership and 

management program with means of learning and knowledge sharing, 

and finally perceived implications of these learning outcomes on 

students’ future professional life as leaders. In accordance with the view 

of Doh, (2003), three groups of leadership instructors along with their 

specialized roles are considered in the FLCBM model: first are 

leadership educators (professors in campus + visiting faculty from other 

international universities) which provide models and theoretical 

frameworks, second are company executives who provide knowledge 

through real life case studies and their own professional experiences, 

and third are professional trainers who help to develop students’ 

leadership capacity through simulation exercises and feedback 

methods. In order to develop a list of soft and teamwork skills, students 

perform mainly three types of activities: individual assignments, group 

assignments and simulation exercises. In individual and group 

assignments students internalize the leadership, while simulation 

exercises provide them avenues to practice their skills which are in 

accordance to the concept presented by Professor Stephen Stump at 

Villanova University (Doh, 2003 p. 61). Individual and group 

assignments are comprised of case studies, class discussion, book 

readings, speeches, take home exams and presentations. Simulation 

exercises are scaled down scenarios of real life leadership challenges. It 

is expected that learning of students through the entire pedagogical tool 

mentioned in the model will help them to overcome their future career 

challenges and lead a progressive professional life as leaders. The model 

presented in Figure 9 reflects well the leadership and management 

program “Leadership and management in international context”, offered 

at Linnaeus University, Sweden. 



 

 

 

 

 



 

Methodology is a mode of thinking as well as acting. It contains a 

number of concepts, which try to describe the steps and relations 

needed in the process of creating and searching for new knowledge 

(Arbnor & Bjerke, 2009, p. 17). This chapter explicates the research 

methodology, and describes the research approach employed in the 

light of research philosophy followed by the description of data 

collection. Furthermore, materials and methods employed are discussed 

and finally arguments are made on the trustworthiness of the research 

results. 

 

The field of epistemology defines two possible ways of acquiring human 

knowledge; first is rationalism i.e. knowledge is acquired by deductive 

reasoning and is independent of sense of the experience and second is 

empiricism i.e. knowledge is acquired by inductive reasoning and 

observations and experiments are source of knowledge (Markie, 2012). 

The deductive reasoning is a top down approach in which researchers 

begin with broad existing theories and finally test specific hypothesis by 

collecting specific observation. On the other hand, inductive reasoning 

is bottom up approach in which researchers move from specific 

observations towards broader generalization and theories (Crossman, 

2013).  

There are two major research paradigms: quantitative and qualitative 

methods (Antonakis, 2004, p.55). Quantitative methods are utilized 

when the phenomenon under study needs to be measured, when 

hypothesis need to be tested, when generalizations are required to be 



made of the measures, and when generalizations need to be made that 

are beyond chance occurrences (William, 1992). The deductive approach 

is more quantitative in nature while inductive approach is more 

qualitative in nature. There are both pros and cons of quantitative and 

qualitative approach. The strength of quantitative approach is that it 

produces quantifiable, reliable data that are usually generalizable to 

some larger population, however this approach ignores the effects of 

variables that have not been included in the model (Crossman, 2013). 

The qualitative approach is more useful when it is intended to gain 

insight of relationship and patterns and to gather multiple perspectives 

on a particular problem, however, this approach only provides 

approximations, rather than exact information (Fritz, 2013). According 

to literature regarding research methodology, leadership researchers 

typically have used quantitative approaches, however qualitative 

approaches are also necessary to better understand the complex 

embedded phenomena (Antonakis et al, 2004 p.54). In this study the 

approach of rationalism was mainly followed and both quantitative and 

qualitative methodologies were employed. 

 

In social science research data collection for analysis is broadly 

classified as primary data and secondary data. The source of primary 

data is researchers themselves. Researchers directly collect the data 

keeping in view the proposition in mind to be tested. However, 

secondary data is the data collected previously by someone without 

having an intention to investigate the researchers’ specific research 

questions. 

The possible ways of collecting data using quantitative methods include 

paper-and-pencil questionnaire, computer-based questionnaire, and 

simulation/assessment center (Kroeck, Lowe, & Brown, 2004, p. 85-86). 

Whereas data collection using qualitative methods includes interviews, 

observations, ethnography i.e. interviews and prolonged observations, 

and content analysis of written text, reports, and articles (Kroeck, Lowe, 



& Brown, 2004, p. 82-85). In this study survey research approach was 

employed, which mainly focus on the vital facts of people and their 

beliefs, opinions, attitudes, motivations, and behaviors (Antonakis, 

2004, p. 58). Under the survey research approach, two methods, web-

based questionnaire and interviews were employed for collection of 

primary data. 

The questionnaire surveys can be classified as open-ended, close-ended, 

and partially close-ended questionnaires (Dillman, 2000). Partially close 

ended web-based questionnaire was used in this study being having 

advantage of easiness to distribution, inexpensive and easiness to 

analyze the data (Beuckelaer & Lievens, 2009; Antonakis, 2004, p. 58). 

The questionnaire was mainly intended to elicit the perceptions of 

participants on a 7 point scale which is commonly employed in 

published literature. 

Interviews are broadly classified as structure interviews and 

unstructured interviews (Wiesner & Cronshaw, 1988). A meta-analytic 

investigation has concluded that mean validity coefficient of structured 

interviews is twice as high as unstructured interviews (Wiesner & 

Cronshaw, 1988). In this study structured interviews were conducted 

from three program directors employed at Linnaeus University, Kalmar 

Sweden. 

 

 

The Appendix-I provides the questionnaire used in this study. The 

questionnaire comprised of four groups of questions, questions 9-11 

were designed in order to test Hypothesis-1 and questions 13-17 for 

Hypothesis-2. While questions 18-20 were included in order to 

investigate the sort of teaching aids and strategies that can be most 

effective in the context of leadership education.  There was also an open 

ended question-21 which was optional for respondents to write their 

general comments regarding the importance and value of leadership 



education.  The rest of questions were designed to have back ground 

information of participants. The questionnaire was distributed through 

emails and online social network (facebook) among the students of three 

Master Programs under the discipline of business administration at 

Linnaeus University, Sweden, first “Leadership and Management in an 

International Context (LMIC)”, second “Leadership: innovative, creative 

and entrepreneurial (LICE)” and third “International Business Strategy 

(IBS)”. Among the three Master programs investigated in this study, IBS 

does not offer leadership courses in their program contents. The 

students of other two Master programs LMIC and LICE taught 

leadership education whereas former has opted English language as 

medium of instruction and the latter is offered in Swedish language 

only. 

 

A web questionnaire was sent to 72 people via email, of whom 32 

responded, giving an overall response rate of 44.4% (see Table 1). 

 
Name of Master Programs (2012-2013) 

LMIC LICE IBS 

Total distributed 30 18 22 

Male respondents 7 1 3 

Female respondents 15 3 3 

Total 
respondents 

22 4 6 

The response rate was low due to time constraint and priorities of 

students being busy in their own final thesis projects, however 

according to discussion with Prof. Bjorn Bjerke who is the author of 

famous book “Methodology for creating business knowledge (2009)” it is 

a rule of thumb that if number of responses of a questionnaire are more 

than 30 than data can be analyzed statistically for hypothesis testing. 

However it demands more cautious interpretation of results through 

data analysis. 



 

The standardized method “analysis of variance” (ANOVA) for reliability 

and validity was employed. ANOVA is a statistical tool employed to 

analyze difference between three or more group means. A threshold p 

value of 0.05 was chosen for statistical significance. A pcalculated less than 

threshold p value (0.05) justifies the rejection of null hypothesis. The 

null hypothesis for ANOVA test states that mean value among the 

groups do not differ. ANOVA test is based on breaking the variation in 

the data into several parts. It specifies three sources of variations; a) 

due to treatment (e.g. perception of students of three master programs), 

b) due to experimental error or residuals and c) total variation. ANOVA 

test investigates for the significance of difference between the two sum 

of squares; one that computed from the grand mean and the second 

computed from the treatment mean (Andersson, 2012). 

The commercial statistical software GraphPad Prism version 5.04 was 

employed for statistical analysis of the data. However, steps involved to 

perform ANOVA test in Microsoft Excel have also been demonstrated for 

those who do not have access to GraphPad prism and wish to reproduce 

the results presented in this study (see Apendix II). 

 

Face-to-face structured interviews were conducted with following three 

heads of the Master Programs: 

is the Founder and Head of the Master Program 

“Leadership and management in international context” at the School of 

Business and Economics, Linnaeus University Sweden. He started the 

first batch of this international program in 1995 and until the current 

batch of 2012-2013. He is successfully leading the program with an 

average of 15 to 16 nationalities in the same classroom. It is also due to 

his active contribution for this program that it is regarded as the oldest 

and most popular program at Linnaeus University with a significantly 

high application rate from all over the world. Besides heading this 

program, he is also an active researcher in the field of leadership 



studies and author of number of books and research articles in the area 

of leadership and management.  

 is the Head of the Master Program “Leadership- 

Innovative, Creative, and Entrepreneurial” at the School of Business 

and Economics, Linnaeus University Sweden since 2000. The medium 

of instruction for this program is Swedish. Beside research and 

teaching, he is leading different projects with renowned international 

institutions such as IKEA. He is a dynamic researcher in the field of 

leadership education and author of number of books and research 

articles. 

 is the Head of the Master Program “International 

Business Strategy” at the School of Business and Economics, Linnaeus 

University Sweden. He is also an active researcher in the field of 

international business and marketing and author of number of research 

articles. 

Following questions were asked to interviewees.  

1. What is the main inspiration behind the design of the program? 

2. What are the overarching guiding principles of the program? 

3. What elements of the educational design make the most 

difference to students’ learning? 

4. What are the institutional factors that shape the students’ 

leadership abilities? 

5. How do you foresee the role of leadership 

6. Please briefly provide your perception about leadership 

education? Should leadership education be an optional or 

essential part of curricula for education under the discipline of 

business administration? 

Keeping in view the program backgrounds, questions with slightly 

variations were asked from program directors of three programs. The 

director of LMIC and LICE were asked question 1 to 5, while the director 



of IBS was asked question 1 to 3 and question 6. The interviews were 

conducted in order to fulfill two objectives: 

- First of all directors of three master programs are also leaders in 

their own roles and it is expected that their insights about 

educational issues will broad the view of readers regarding design 

and structure of educational programs under the discipline of 

business administration and overall guiding principles of 

programs. 

- Secondly their answers will help to evaluate the perceived 

implications of students regarding the learning and knowledge 

sharing and practices through their educational programs. 

 

This section describes the trustworthiness of the research in two ways 

by keeping in view the selected research design and methodological 

approaches. 

 

The word ‘reliability’ is often used in our lives, and we call a person 

reliable when we mean that he/she is dependable. The question of 

reliability in relation to a research instrument has a similar meaning: a 

research tool is said to be reliable if it is consistent, predictable and 

accurate. Therefore a scale or test is reliable to the extent that repeat 

measurement made by it under constant conditions will give the same 

results (Moser & Kalton, 1989, p.353). Antonakis et al. (2004, p. 55) 

have discussed three facets of design of a study, first, the design should 

ensure that the research question is answered, second, design should 

be externally validated and third, design should be internally validated. 

External validation refers to generalizability of the results i.e. it should 

have some bearing on theory and sample chosen for investigation 

should be a representative of the population (Antonakis et al., 2004). 

Whereas the third aspect, internal validation means design of study 

control the effect of independent variables i.e. the variables that are not 



intended to measure in the study but can have an effect on dependent 

variables (Antonakis et al., 2004). 

The design of this study was validated from the point of view of all three 

above mentioned perspectives. To insure internal validity, a model (see 

Fig. 9) was developed after making a thorough literature review and it 

was insured there may not be any independent variable that may affect 

the dependent variables.  For external validity, a sample population 

(students studying leadership education at Linnaeus University, 

Sweden) was chosen and is a valid representative of the population as 

two European universities offer master program in “The Graduate 

Business School in Brest, Brittany, France” and “The Faculty of 

Economics at University of Rennes1, France” that duplicate the LMIC 

Master Program at Linnaeus University. However, there are some 

caveats to be kept in mind e.g. Antonakis et al., (2004, p. 67) have 

argued that culture as a factor should be considered in the study design 

phase. However, in this study culture may not have any significant 

impact on the design of the study as on average, every year students 

from 15 - 16 nationalities are enrolled in LMIC Master Program and 10 

– 11 nationalities participate in IBS Master Program. There is a fairly 

rare chance that results obtained from the study reflect perspective of 

students of some specific culture.  

According to Kumar (2009, p. 157) there are also some other factors 

affecting the reliability of a research instrument, like  

- the wording of a question  

- the physical settings for interviews and distribution of 

questionnaire 

- the respondent’s mood  

- the nature of interaction  

- and the regression of effect an instrument.  

Further Kumar (2009) argued that in the social sciences it is impossible 

to have a research tool which is 100 percent accurate, not only because 



of the research instrument but because it is impossible to control the 

factors affecting reliability. 

 

In this section credibility of results is discussed from the point of view of 

quantitative approach employed in this study. In deductive reasoning 

where hypothesis testing is an essential part, there is always some 

probability of making type-1 error and type-II error which can question 

the trustworthiness of conclusion drawn. In hypothesis testing 

researchers have to select a threshold p-value in order to reject or 

accept the null hypothesis. The p value is the probability that the 

difference between the means of randomly selected subjects will be as 

large (or larger) than the one actually observed. Selecting a very low 

value of α (threshold p value) increases the chance of making type- II 

error (failing to reject the null hypothesis when null hypothesis is in fact 

false) and setting a high value of α increases the chance of making type-

I error (rejecting the null when in fact null hypothesis is true). The 

sample size, or in statistical language number of degree of freedom also 

effect the probability of making type-I and type-II error. Lowering the 

degree of freedom will increase the value of tcritical, resultantly making a 

higher chance of Type-II error. The only way to reduce the probability of 

reducing Type-I and Type-II error is to increase the sample size 

(Motulsky, 1995, p.109). The conclusion drawn in this study must be 

interpreted with caution as sample size of two of the groups was quite 

low. 



 

This chapter explains the research findings through data analysis, and 

results have been presented both quantitatively and qualitatively 

through numerical figures, visual graphs, and interpretations of 

respondents. 

 

In order to test the hypothesis-I i.e. “theoretical frameworks (provided by 

leadership educators), lessons from real life case studies (provided by 

company executives) and simulation exercises (provided by professional 

trainers) do not supplant each other and absence of any component can 

limit the capacity building for future leaders”, ANOVA was employed to 

analyze the data regarding the importance of the role played by three 

types of educators in the learning environment of three master 

programs. Table 2 provides the ANOVA results for the respondents of 

three Master programs LMIC, LICE and IBS respectively. Participants of 

each program were asked to rate on a scale of 7 the role played by three 

kind of instructors (three groups mentioned in Table 2). Results showed 

that in the view of students of all three programs there is no significant 

difference in the importance and role played by three kinds of 

leadership educators on their learning (p > 0.05). 

The results of ANOVA shown in Table 2 supported null hypothesis being 

statistically insignificant, however additional analysis of data provides 

more interesting aspects. Fig. 10 provides mean and standard error of 

the mean (SEM) for the perceived value of respondents of three Master 

programs. SEM quantifies the precision of sample means and is a ratio 

of standard deviation and square root of sample size. 



 
Leadership and management in an international context 

ANOVA Table SS df MS F P 

Treatment (between group) 1,727 2 0,8636 0.3277 0.7218 

Residual (within group) 166,0 63 2,636   

Total 167,8 65 
 

  

 
Leadership: innovative, creative and entrepreneurial  

ANOVA Table SS df MS F P 

Treatment (between groups) 11,97 2 5,987 2.151 0.1532 

Residual (within group) 38,97 14 2,783   

Total 50,94 16 
 

  

 
International business Strategy 

ANOVA Table SS df MS F P 

Treatment (between groups) 4,167 2 2,083 1 0.4053 

Residual (within group) 18,75 9 2,083   

Total 22,92 11 
 

  

SS = sum of square, df =degree of freedom, MS=mean of square, F= f-test, P=probability 

Fig. 10 shows that the students of Master program IBS have rated very 

low for the role played by the professional trainers on their learning. 

 

A cross comparison of students of three programs regarding importance 

given to three types of leadership educators have showed that the 

perception of students of three Master programs are significantly 



different from each other (p < 0.05) regarding the role played by 

professional trainers. 

 

The students of three Master programs were asked about their 

perceived value in taking leadership education and results have showed 

that there is a significant difference (p < 0.05, ANOVA) among three 

groups of students (see Table 3). The students of LMIC and LICE have 

given high importance to acquiring leadership education while students 

of IBS are indifferent for acquiring leadership education (see Fig 11). 

This suggests that students of IBS may carry some internal barriers 

that restrict them from acquiring leadership mindset. According to 

Stephen Stumpf, in order to be a leader, a person should be internally 

motivated to be a leader (Doh, 2003, p. 63). 

 



ANOVA Table SS Df MS  F P 

Treatment (between groups) 19,47 2 9,737 6.219 0.0057 

Residual (within groups) 45,40 29 1,566   

Total 64,88 31 
 

  

SS = sum of square, df =degree of freedom, MS=mean of square, F= f-test, P=probability 

The results support hypothesis-II i.e. “On top of the hard skills that 

students already have in themselves, it is hypothesized that graduates 

with a background of leadership education perceive themselves better 

equipped with essential soft skills to overcome their earlier future career 

challenges in comparison to those who have no leadership education”, 

and it can be concluded that leadership education helps in the 

development of leadership mindset, which according to Benjamin and 

O’reilly (2011) is one of the prime early carrier challenges for graduates. 

Some comments from one of the student of LMIC about learning from 

leadership education, which describe student’s leadership mindset, are 

as follows; 

“During my experience within the leadership program at 

Linnaeus University I received a deeper understanding 

about the figure of the leader and the leadership process. I 

started thinking about leaders in my environment and I 

gained a lot of insights. I also started thinking about some 

aspects of my personality within leadership experiences. 

Furthermore, when I observe the social, economic and 

cultural context, I think that the individuals with a deep 

knowledge about leadership have a positive advantage in 

creating the expected change to achieve a lasting and 

sustainable success both in the company and in any other 

context.” 

The gratification of the student is seen in the above mentioned comment 

and reflects the effectiveness of leadership education programs. On the 

other hand low perceived value for leadership education among the 

students of IBS may have its roots in the design of the IBS Master 



Program as mentioned by Prof. Hilmersson (Head of the Master Program 

IBS) in his interview that: 

“The Master Program IBS is very much business strategy 

oriented whereas I interpret leadership program to be more 

individual leadership oriented so our program is not really 

taking into account explicitly how to develop your skills as 

an individual leaders” 

 

Considering that managing subordinates and managing bosses are two 

prime challenges that graduates face in their early career and 

leadership programs are specifically intended to overcome these 

challenges (Benjamin and O’reilly, 2011), the students of three Master 

programs were asked about their perceived capacity to deal with such 

challenges. The perceived capacity of IBS students was found to be 

significantly lower (p < 0.05, ANOVA) than that of students of LMIC and 

LICE (see Table 4, Fig. 12a and Fig. 12b). The results support the 

hypothesis-II that students of leadership 

 



programs are better equipped with soft skills in comparison to those 

who don’t receive leadership education. 

 
Capacity to deal with poor performers and problematic employees 

ANOVA Table SS df MS F P 

Treatment (between groups) 53,21 2 26,61 13.12 <0.0001 

Residual (within groups) 58,79 29 2,027   

Total 112,0 31 
 

  

 
Capacity to deal with bosses 

ANOVA Table SS df MS F P 

Treatment (between groups) 25,43 2 12,72 5.173 0.012 

Residual (within columns) 71,29 29 2,458   

Total 96,72 31 
 

  

SS = sum of square, df =degree of freedom, MS=mean of square, F= f-test, P=probability 

 

The students of three Master programs were questioned in order to 

investigate the role played by Master programs in the development of 

soft skills of students such as self-awareness and personal values. The 

results in Table 5 shows that there is a significance difference (p < 0.05, 

ANOVA) between students’ perceived contribution of learning from 

Master programs in the development of self-awareness and personal 

values. In view of students of IBS, learning from program has fairly low 

contribution in the development of self-awareness and personal values 

(see Fig. 13a and Fig. 13b). This again supports the hypothesis-II that 

leadership education helps in the development of soft skills regarding 

self-awareness and personal values among students. The students of 

IBS Master Program, in the environment of leadership education, do not 

have sufficient soft skills. 

 
Program help in development of self-awareness 

ANOVA Table SS df MS F P 

Treatment (between groups) 26,84 2 13,42 7.07 0.0032 

Residual (within groups) 55,04 29 1,898   

Total 81,87 31     

 
Program help in development of personal values 

ANOVA Table SS df MS F P 

Treatment (between groupss) 17,57 2 8,787 3.881 0.0325 

Residual (within groups) 63,39 28 2,264   

Total 80,97 30     

SS = sum of square, df =degree of freedom, MS=mean of square, F= f-test, P=probability 



 

Students from all three programs were asked to rate perceptions 

regarding their learning through different means of education in their 

respective Master programs. In the questions, different means of 

education were connected with the development of different sort of soft 

skills such as; class discussions were related with development of 

critical thinking, class presentations with communication skills, group 

assignments with development of professional relationships and 

individual assignments with individual abilities such as knowledge, 

experience and rhetorical skills.  

Fig. 14 shows that students of IBS Master Program perceived art base 

activities and videos, demonstrating course concepts, as a least 

significant mean of learning. On applying tukey’s post ANOVA test, 

statistically significant difference was found between the two groups of 

students (leadership and non-leadership students) for the category 

“videos” as a mean of learning. For rest of the teaching methodologies, 

statistically no significant difference was found between two groups of 



students (p > 0.05, ANOVA). However, a closer look to Fig. 14 shows 

that there is a high probability for type- II error (failing to reject the null 

hypothesis when null hypothesis is in fact false) as for the category “art 

base activities” the difference of means of two groups of students is very 

large (1.885). A number of respondents of IBS have raised a high 

chance of making type-II error. 

Regarding the category “group assignments” in Fig. 14, one student of 

LMIC commented that 

“I really appreciate the group activities and team work 

because I think it is the only relevant way to learn how to 

be. It is also helpful to better manage cultural differences.” 

The possible reason for seeing low value in art based activities among 

the students of IBS could be the design of the program itself as Prof. 

Hilmersson mentioned in his interview: 

“I simply would say no to the arts based activities because 

our program is with more focus on management and 



strategy than on reflection and personal development 

explicitly”. 

Fig. 14 shows that there is only one category “case studies” for 

which students of IBS has reported their perceived learning 

higher than that of students of LMIC and LICE. This is perhaps 

due to high focus of IBS programs to work with case studies in 

relation to business strategy. 

 

Perception of students elicited in this study provides only one aspect of 

leadership education and it is necessary to understand the leadership 

educators’ perspective regarding expected capacity building of students 

in the light of design of the leadership education programs.  

 

According to Dr. Lindkvist (The director of LCIE Master Program),  

“The prime inspiration behind the development of LCIE 

Master Programs was management through art based 

activities. It was intended to develop leaders for art based 

organizations such as theatres, museum, architecture, 

creative industries e.g. glass factory in Sweden”.  

The role that art plays in the regional development cannot be ignored 

and Dr. Lindkvist has unleashed this perspective in his recent book “the 

value of art in culture and regional development”.  

In the same fashion, Dr. Daudi (The director of LMIC) gave key 

importance to art based activities in leadership education and described 

about the painting (see Fig. 15 ) of Ambrogio Lorenzetti which extremely 

inspired him during his trip to Italy in 1987 which later led to the 

development of LMIC Master Program in 1995. Lorenzetti was a famous 

painter of 13th century and provided the concepts of bad and good 

governance through his paintings. Furthermore, Dr. Daudi quoted 

Plato’s saying as the second inspiration for LMIC Master Program:  



“The art of leading others comes from the art of leading 

oneself”. 

 

Both LICE and LMIC Master Programs focus on personal development 

of future leaders. Dr. Lindkvist said that: 

“The prime objective of LICE is the personal development 

and leadership learning by working in teams for 

identification of one’s strength and weaknesses”. 

 Dr. Daudi also has similar views as he said  

“Leadership is not about “how to do” but about “how to 

be”. 

A student of LMIC Master Program also expressed his views about 

personal development and relationship building and said; 

“What is important about a leadership program is the 

possibility to connect with peers. Each person has the 

opportunity to meet and learn from others in a university 

context. Focus is set on learning and understanding, on 



cooperation rather than on competition. Each student has 

the time to find his/her personal way of leading. One can 

create a unique style of leading and test it among peers. 

What a great opportunity for personal development.” 

 

Both LMIC and LICE Master Programs were designed considering that 

the team works and group discussions are the most effective means of 

learning. According to Peregoy (2010, p. 14)  writing personal 

experiences related to the study topics through readings and 

discussions, together with demonstrated reflection on what took place 

in the past, provides for understanding of actions that can be improved. 

The teacher and the leader become a guide on the side as opposed to a 

sage on the stage.  Students learn to manage themselves and to provide 

for the growth of others in the quest to make personal and 

organizational change. 

In view of Dr. Lindkvist,  

“The reflective participation in the class plays a main role 

in their learning, secondly working with other institutions 

like theatre, drama and this sort of other simulation 

exercises is of prime importance”.  

Furthermore, Lindkvist added: 

“Reflection is always followed by some action which ultimately 

leads to some sort of learning”. 

Reflective participation is weighted high in LMIC Master Program as 

well. According to Dr. Daudi  

“Leadership is not a problem that can be solved by a 

formula but it can be solved by discussion and discussion 

and may improve it in future”. Furthermore he added, “We 

provide arenas to learn leadership which is a different 

way of teaching from other disciplines and students’ active 

reflections in the class is a big part of the learning curve”. 



A student of LMIC has also confirmed the views of these two program 

directors in the following comment: 

“This program has really helped me to know "who i am" 

and my capabilities. I think of this program as a forum to 

practice and develop one's skills that we know as 

leadership skills through theoretical models and case 

studies.” 

Another student of LMIC Master Program said 

“My skills improved due to the increased self confidence 

and feedback of peers.” 

Another student of LMIC Master Program stated that 

“I am happy that the program that I attended was dealing 

with the reflective mind and the “Art of leading oneself'” 



 

This study deals with the learning and development of future leaders 

through leadership education. With the help of this survey study an 

attempt was made to present the guiding principles of education in 

leadership programs.  

An important perspective of leadership education, type of leadership 

educators, was investigated. The results of the study have supported 

the concept that three types of leadership educators; first that provide 

theoretical frame works (leadership teachers), second that discuss real 

life case studies (company executives) and third, that teach with 

simulation and practical exercises (professional trainers) are equally 

important for the education of future leaders. (Doh, 2003, p. 

64).Different researchers such as, Peregoy (2010) and Doh, (2003) have 

previously described the importance of different roles of leadership 

educators and results obtained in the study has provided the evidence 

of these ideas. Vella (2000) has also described the importance of 

leadership educators in global leadership situations and argued that 

they should take the responsibility to holistically develop global leaders 

through cognitive, behavioral, and attitudinal modes of learning. 

Furthermore, the results of the study have supported the evidence that 

one can help him/herself in order to develop soft skills through 

leadership education (see Table 5 and Fig. 13). A number of previous 

studies have highlighted the importance of soft skills such as; Newell, 

2002; Peregoy, 2010; Brungardt, 2011; Carnevale, Gainer, & Meltzer, 

1990; U.S. Dept of Education, 2006; AACU, 2002; AACSB, 2006; 

Casner-Lotto & Barrington, 2006; Dwyer, Millett & Payne, 2006; 

Learning & skills council, 2006; Hart research associates, 2006 have 



highlighted the importance of soft skills. This suggests that leadership 

education programs are helping to fulfill the key needs of organizations 

by helping graduates in the development of their soft skills. 

The results in the figure 14 have shown the evidence that the leadership 

education via art base activities can help in personal development of 

future leaders. Students reflections of LMIC and LCIE Master Programs 

have showed that art based activities are one of the most efficient tools 

for leadership coaching and these reflections are in line with the theme 

of the programs which were defined while these programs were first 

designed.  

Researchers in the field of leadership have also highlighted the 

importance of art based activities in leadership education. Hughes, 

(2009, p. 89) argued that through artistic endeavors creative ideas are 

stimulated, unconscious realizations are surfaced, understanding of the 

self developed, thought processes freed up and organizations better 

understood. The contentment of students in reference to development of 

their capacity building as a future leader using art based activities has 

highlighted the success of LMIC and LCIE Master Programs. The results 

of this study supported the previous findings where Hughes, (2009, p. 

78) have concluded that art base activities increase students 

engagement, stimulate creative approaches, encourages different ways 

of thinking about and reflecting on complex issues and can reveal 

hidden, unrealized and unspoken issues. 

Another key element of both LMIC and LCIE is teaching through 

practical exercises. Polanyi (1966, p.5) has supported the concept of 

learning via practical exercises. Whereas Doh (2003, p.61) has also 

discussed this fact that simulation and experiential exercises provide a 

foundation to internalize the leadership knowledge through case studies 

and class discussions. The students of Master Programs, LMIC and 

LCIE, have strongly admired the use of such practical exercises for their 

personal development, and have endorsed the importance of such 

activities. 



Moreover, it is important to keep in mind that the approach of 

postindustrial leadership education (21st century) has been changed 

from the approach of industrial leadership education (20th century) 

(Rost and Barker, 2000). The industrial view of leadership is defined as 

great man or women with certain preferred traits who influence 

followers to do what the leaders wish in order to achieve excellence 

defined by organizational goals (Rost and Barker, 2000 p. 4). Whereas, 

the leadership in postindustrial world is defined as an influence 

relationship among leaders and collaborators who intend real changes 

that reflect their mutual purposes (Rost and Barker, 2000 p. 5). In the 

postindustrial paradigm where organizations desire to have leaders at 

all levels of organizations collaborating together not just having few 

leaders in the top management, leadership education programs are 

serving the growing demand of future leaders.  

The development of new leadership programs around the globe such as; 

Master in management at “The Graduate Business School in Brest, 

Brittany, France”, courses of Master program at “The Faculty of 

Economics at University of Rennes1, France”, some courses of an MBA 

program at “East China University of Science and Technology, Shanghai  

China”, and different courses of Master of Leadership and Human 

Resource Management at “Mahidol university college of management, 

Bangkok Thailand”  as identical to LMIC of Linnaeus University which 

not only reflects the success and prestige of LMIC program but also 

highlights the rise of leadership education and growing need of leaders 

in this post industrial era.  

The programs such as IBS Master Program although do not consider 

leadership education explicitly as a part of curricula but admires the 

value of leadership education as Prof. Hilmersson said: 

“I think it would be very good to have some courses in 

leadership skills but the IBS Master Program is of one year 

duration and we cannot squeeze that course”.   



It is rationale to expect in this postindustrial era that organizations’ 

desire to appoint graduates that have leadership skills beside subject 

knowledge will be a driving force for considering leadership education as 

part of curricula irrespective of the field of study in the years to come. 



 

This study shed the light on the importance of leadership education in 

relation to the contribution of leadership educators and possibilities of 

learning and knowledge sharing activities in a classroom environment. 

A future leader capacity building model (FLCBM) has been proposed 

and tested through hypotheses to validate its implications through self 

reported perceptions of the students of three master programs under 

the discipline of business administration. The analysis of the data 

collected through questionnaire and interviews has helped to draw 

some interesting key findings like: 

- The students’ learning capacity ultimately enhances if they are 

provided with a learning environment that encourages them to 

play their active and participative roles through reflections. This 

key point is the main theme behind the education design of the 

proposed model (see Fig. 9) and is also confirmed through 

program directors’ description for the main inspiration and 

overarching guiding principles of their programs. 

- There is a difference in perceptions of students who study 

leadership courses in their programs and those who do not study 

leadership courses in their programs. Students of both leadership 

programs perceived their value of learning higher from means like 

group activities, individual assignments, and experiential 

exercises, whereas students IBS perceived their learning higher 

through case studies. 

- Further students of both leadership programs perceived 

themselves better prepared to deal with their future career 

challenges. They think that their programs have provided them 



such learning environment that helped them to practice problem 

solving skills by working in teams, development of professional 

relation by working on group assignments, and communication 

skills both through written exams and presentations of case 

studies. 

- The main aim of LMIC and LICE program is not only to facilitate 

learners by providing a foundation with theoretical frameworks, 

methodologies and models, but also give them a sense of how to 

think in different situations i.e. “how to be”. In addition to it all 

respondents of leadership programs perceived the value of 

leadership learning higher due the role it plays in the 

development their personal values.  

Although there are limitations regarding the conformability of research 

findings because: 

- The sample size is small and it presents only a short view of a 

vast landscape of learning and knowledge sharing. 

- Low response rate also raises credibility issues of the study, but 

under the condition of short time and less resources, it was not 

an easy task although all popular internet based resources were 

employed in this project for data collection purposes. 

- Time constraint was another big issue during this study, and it 

was only due to this issue that I had to skip some important 

aspects of this study like investigation of the experiences of 

former students of the LMIC program, and questionnaire 

distribution and interviews with other directors who are leading 

their master programs like “Business process and supply chain 

management”, “Master program in information systems”, and 

“Master program in design” which could be a great source to draw 

improved results. 

- Difference in perceptions of the students on the same subject 

due to difference of their study disciplines and educational 

backgrounds. 



 

It is expected that findings of this study have highlighted the 

importance of leadership education in the context of higher education to 

play a progressive role in organizations, communities and society. 

Furthermore it has also provided an insight of relative effectiveness of 

various pedagogic skills employed in the leadership and management 

programs.  

It has been concluded that importance of art based activities on 

personal development of future leaders cannot be ignored. Furthermore, 

study has provided future of educational design in leadership and other 

programs under the discipline of business administration.  

Regarding the question of future of leadership education, Dr Philippe 

Daudi highlighted two aspects and said: 

“Now people are more individualized on one hand but 

more informed and aware about the outer world issue. So 

first leadership programs shall focus more on teaching 

dimension for learners to teach themselves “how to be”, 

secondly Leadership programs should enlarge their 

acceptance for other disciplines like theatre, music, art as 

these are the activities to make human mind rich, and rich 

minds always become leaders”. 

Regarding the same question with Dr. Lars Lindkvist he also highlighted 

the same aspects and said: 

“Leadership education in future seems more inclined 

towards learning through arts based activities, and 

enhancement of leadership learning groups with 

combination of other study disciplines like journalism, law, 

and design”. 

So keeping in view the reflections of program directors, it can be 

suggested that future research in the field of leadership education 

should also take into account the inclusion of other disciplines like 



music, theatre, design, journalism, and law etc. This will help to 

formulate a more comprehensive model regarding the educational 

design of leadership programs. 

Being a participant of LMIC program myself, I believe that leadership 

programs provide learning environments where one can learn and 

practice leadership skills, and this learning of leadership skills is the 

part of leadership development process that spans over an entire 

lifetime. I will conclude this study with literature reference of 

Brungardt(1997), who argued that leadership education includes 

“learning activities and educational environment that foster leadership 

abilities”, whereas according to Prof. Stephen Stumpf a professor of 

Management department chair at Villanova University “to benefit from 

leadership education, one must be motivated to be a leader” (Doh, 2003, 

p. 63). 

   



Proposed questionnaire (Mainly Inspiration from Roberts, 2008, 

Benjamin et al, 2011, Bennis and Nanus, 2007) 

Please rate following points on a scale of 1-7. The number 7 designates 

as having a greatest impact on learning and 1 stands for having no 

impact at all on learning. 

Questions to test hypothesis-I (Questions 1-11) 

1. How do you connect the learning from your master program to the 

development of your personal values i.e. who you are as an individual 

and how do you choose to lead? 

1…………2…………3………….4…………5…………6…………7 

2. How do you perceive your learning experience in watching 

videos/films demonstrated course concepts? 

1…………2…………3………….4…………5…………6…………7 

3. To what extent has discussions on the study material with professors 

and the entire class helped you to increase your critical thinking skills? 

1…………2…………3………….4…………5…………6…………7 

4. Can you apply theoretical concepts to solve the problem through 

different case studies? 

1…………2…………3………….4…………5…………6…………7 

5. To what extent has presenting the study assignments in class 

developed your communication skills? 

1…………2…………3………….4…………5…………6…………7 



6. Do you perceive the program’s learning style adequate for the 

research process and thesis/paper writing? 

1…………2…………3………….4…………5…………6…………7 

7. To what extent has discussion on the study material during group 

assignments helped to practice the development of professional 

relationships in the future? 

1…………2…………3………….4…………5…………6…………7 

8. Have independent assignments given you the opportunity to show 

your individual abilities (e.g. knowledge, experience, and rhetorical 

skills)? 

1…………2…………3………….4…………5…………6…………7 

9. What is the impact of lectures given by teachers (visiting teachers + 

university teachers) on your learning? 

1…………2…………3………….4…………5…………6…………7 

10. What is the impact of lectures given by company executives and 

managers currently serving at multinational companies on your 

learning? 

1…………2…………3………….4…………5…………6…………7 

11. What is the impact of simulation exercises (e.g. role plays, client-

consulting settings, and other experiential exercises) with professional 

trainers using feedback methods in realistic environments, on your 

learning? 

1…………2…………3………….4…………5…………6…………7 

To test hypothesis-II 

12. What is your perception regarding the value of learning leadership 

strategies? 

1…………2…………3………….4…………5…………6…………7 

Questions related to lead others (Questions 13-17) 



Questions related to managing subordinates 

13. To what extent has your master program prepared you future career 

challenges? 

1…………2…………3………….4…………5…………6…………7 

14. To what extent has your master program prepared you for 

establishing credibility in your future workplace? 

1…………2…………3………….4…………5…………6…………7 

15. How do you perceive that the program has helped you to deal with 

staff issues in future i.e. poor performers and problematic employees? 

1…………2…………3………….4…………5…………6…………7 

Questions related to managing peers and bosses 

16. How group activities in the class have improved your ability to 

resolve differences with your boss in future professional life?       

1…………2…………3………….4…………5…………6…………7 

17. To what level has program learning given you the competencies to 

balance the competition and cooperation among peers in your future 

workplace? 

1…………2…………3………….4…………5…………6…………7 

Questions related to lead self (Questions 18 and 

20) 

18. What is your perception of the role of your study program in 

provoking your self-awareness i.e. strengths and weaknesses to lead 

others? 

1…………2…………3………….4…………5…………6…………7 

19. How do you perceive that the teaching practices and the practical 

experiences of the educators have helped you to develop a positive self 

regard i.e. projecting your strengths to defeat your weaknesses for the 

professional life? 



1…………2…………3………….4…………5…………6…………7 

20. What is your perception regarding the role of arts based activities 

(e.g. painting and acting) for self-expression and demonstration of 

innovative and creative ideas? 

1…………2…………3………….4…………5…………6…………7 

21. Please add your general comments regarding the importance and 

value of studying a leadership program or leadership courses in other 

university disciplines. 

 

 

 

 

 

 

 

 

 

 

 

  



Appendix-II provides an example to demonstrate the steps involved in 

one way ANOVA calculations and is taken as a whole from Oivind 

(2012, pp. 154-156). The values under columns A, B and C are raw data 

for three different groups (3 treatments).  

Table 1: Raw data to demonstrate one way ANOVA calculations 

 A B C 

 11.3 18.7 12.0 
 12.5 17.3 9.8 
 18.5 16.7 8.2 
 11.9 16.6 14.6 
 15.2 16.9 10.3 

Mean: 13.9 17.2 11.0 
Grand Mean  14.0  
Difference 

(sample mean - 
grand mean) 

-0.1 3.2 -3.0 

First step of ANOVA is to calculate total variation in the data which is 

shown in matrix D and its elements are obtained by subtracting grand 

mean from the individual measured value. 

D 

-2.7 4.7 -2.0 

-1.5 3.3 -4.2 

4.5 2.7 -5.8 

-2.1 2.6 0.6 

1.2 2.9 -3.7 

The total variation calculated in the matrix D is then decomposed into a 

part T due to treatment and a residual part R. 

D= T + R 

The variation due to treatments (groups) is simple the treatment means 

(group’s mean) minus the grand mean. 



T 

-0.1 3.2 -3.0 

-0.1 3.2 -3.0 

-0.1 3.2 -3.0 

-0.1 3.2 -3.0 

-0.1 3.2 -3.0 

The residuals R represents the variation not because of treatment 

means and is obtained by selecting the individual elements of Table 1 

minus the treatment mean. 

R 

-2.6 1.5 1.0 

-1.4 0.1 -1.2 

4.6 -0.5 -2.8 

-2.0 -0.6 3.6 

1.3 -0.3 -0.7 

With the help of matrices D, T and R, it is possible to generate the 

ANOVA table (see Table 2). 

 
Table 2: ANOVA Table 

Source df SS MS F P 

Treatment 2 98.16 49.08 9.46 0.003 
Error 12 62.25 5.19   
Total 14 160.41    

 
The column SS in Table 2 stands for sum of squares. For treatment, SS 

is all the elements of matrix T squared and summed. Similarly for error, 

SS is the all the elements of R squared and summed and the total sum 

of square is the all the elements of D square and summed.  

Since the total variation is represented by matrix D. Since it is the 

difference between each observation and the grand mean it has n - 

1=14 degrees of freedom. The error is associated with matrix R, where 

treatment means have been calculated from the five observations in 

each column. As there are three treatment means, it has 15 - 3 = 12 

degrees of freedom. Finally, T, which contains the differences between 

the treatment means and the grand mean, represents the variation due 

to the treatments. There are three treatments (3 groups), so it has 3 - 

1=2 degrees of freedom. Note that the total degrees of freedom are sum 

of others. 



The third column in Table 2, “MS”, stands for mean squares and the 

values are obtained by dividing each sum of square “SS” with respective 

degrees of freedom “df”. We wish to compare the two components of 

variations, treatment and error. Comparing these two components of 

the variation thereby reveals that there is a difference between the 

treatments but the question is if it is statistically significant. 

To answer this question we need a suitable significance test. The null 

hypothesis to be tested is that the treatments do not have an effect. The 

equality of two variances is tested using the F-test, since ratios of 

variances can be shown to follow a so-called F-distribution. The F-test 

follows the same basic procedure as the t-test. We will compare an 

observed F-value, representing our data, to a critical F-value, 

representing our α value. This will indicate potential effect of the 

treatment. 

To get our observed F-value of 9.46, we simply divide the mean square 

of the treatment by that of the error. This is to be compared to the 

critical F-value. If our observed F-value is more extreme than the 

critical one, the null hypothesis is discarded. However, in this example 

we proceed directly to calculating a p-value as this is so easily done 

using the Excel function FDIST. Thus writing “=FDIST (9.46;2;12)” into 

an Excel worksheet and pressing enter returns the p-value, 0.003. This 

is the probability of obtaining our data, or something more extreme, 

under the null hypothesis that the treatments have no effect on the 

results. The outcome is clearly significant (pcalulated < 0.05) at the 95% 

confidence level. The null hypothesis is thereby strongly discredited.  
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Linnaeus University – a firm focus on quality and competence 
 
On 1 January 2010 Växjö University and the University of Kalmar merged to form Linnaeus University. This  

new university is the product of a will to improve the quality, enhance the appeal and boost the development 

potential of teaching and research, at the same time as it plays a prominent role in working closely together with 

local society. Linnaeus University offers an attractive knowledge environment characterised by high quality and  

a competitive portfolio of skills. 

 

Linnaeus University is a modern, international university with the emphasis on the desire for knowledge, creative 

thinking and practical innovations. For us, the focus is on proximity to our students, but also on the world around 

us and the future ahead. 
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