











Participant 3 stated,
Well, having a combat mentality, you need to prepare and prepare more for
engaging the enemy. What I did as a 1SG was to conduct combat inspections; the
pre-combat check is pre-combat inspections, because number one, go out there
and reinforce what that you need to fight on the battlefield, and you do not want
to be mission food, water, or ammo when you go out on a mission. So, I always
made sure my company was ready and mentally ready for anything, just if
something was missing.

Eight out of 10 1SGs provided examples of being mentally tough so that they were not

seen as weak leaders. Staying in combat mode was a way to ensure that the unit was

always motivated to move forward when engaging the enemy in Afghanistan. Participant

10 stated,
As a 1SG when I was in Operation Enduring Freedom (OEF), you know, I had to
display to my soldiers that my mentality was to lead them in and out of combat.
So, I may have shown them that I was tough to feel the same way as well. T used
to say to my soldiers, “Always stay at the ready because you never know you
could be next, and I do not want to write your mom a letter as to what a great
soldier you were in a coffin.” That used to get them to understand that being
mentally ready in combat was no game.

OEF combat tours are not a conventional fight, as 1SGs expressed. The enemy can be

anywhere; they do not just need to be ready to fight head-on like in Iraq. So being

vigilant of their surroundings is paramount in an environment where the 1SGs are seen as
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the outsider and are there to kill the Taliban or any other terrorist forces that want to harm
them and the troops. Participant 5 stated,

I had to be mentally tough in combat because I would not allow them to take my

people. I am their 1SG, and I will stay in combat mode from when I arrive till the

time we all get back home together. Afghanistan is a place where you have to stay
focused on the mission at hand, and as a 1SG, you do not want to look like you
are defeated in front of your troops.

The communication of storytelling. The fourth theme that emerged from the
responses of retired U.S. Army 1SGs with 60% participation was the communication of
storytelling. The frequency counts for this theme were 24 codes and four artifacts. The
communication of storytelling allowed six of the 10 1SGs to tell their soldiers about
combat operations and was a way to express that they cared about them. Denning (2011)
described encouragement to tell one’s own story: “Human beings see meaning in part of a
larger story. So, to create high-performance teams or communities, it is important to link
individuals to the story of the group to the larger organizational story” (p. 173).
Participant 2 stated,

As you got it, [for] the organization, through the turbulent times, story storytelling

is really important when facing difficulties. It gives you a purpose, not

necessarily morals, not necessarily courage, or any of those things, but it does
give you a purpose. When you’re in those type of environments, you’re seeing
the things that occur, the things that they can do their own people, their own

vision, their ideology, reaching your own which we are starting to experience it. |

134



felt that by connecting to my soldiers, it showed them I that truly care about them

as a person.

As a 1SG, the participants felt that encouraging their soldiers during combat operations in
OEF by sharing their past experiences would allow them to establish credibility with
them when leading during this turbulent time in conflict. Participant 4 stated,

When I was downrange, I would tell my troops, “I was in Iraq and in Afghanistan,

and I know it is hot and you are hungry and you miss home. I understand how

you are feeling. We can get through this together, and when you get back home
to the U.S., everyone going to [say], ‘Thank you for your service,” and I want you
to reflect on our conversation.” We protect the home front, and in those
conversations, I felt that I showed them that I cared and was concerned about their
health and welfare out here in Afghan.
Additionally, Denning (2011) found that “in much of life, we are uncertain what story our
life fits into, and hence our experience is somewhat murky. Deep meaning is generated
by narratives that show how our actions related to broader objectives” (p. 173).

A shared spirit of esprit de corps as one. The last theme that emerged from the
responses of retired U.S. Army 1SGs with 50% participation was a shared spirit of esprit
de corps as one. The frequency counts for this theme were 19 codes and three artifacts.
According to FM 6-22, “Leaders have the responsibility to establish and maintain
appropriate expectations and attitudes that foster healthy relationships and a positive
organizational climate. Leaders are charged with improving the organization while

accomplishing missions” (U.S. Army, 2015a, p. 7-28). Participant 10 stated,
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I always told my troops to keep learning, keep pushing forward. We can do
anything together. When we are out here in the middle of the desert, we are here
together. I know you may need many things out here. But you can count on me
to support you to the fullest. Just stay focused on the mission at hand. Remember,
you can count on your team, other NCOs, and the company to back you up. So,
let’s go, stay vigilant, and do not give the enemy an inch, “so, let’s dominate.”

Evidence from these interviews shows that a shared spirit of esprit de corps as one

contributes to the unit’s overall health and mission. According to the U.S. Army (2004),
The Army teaches that leadership is not a solo performance, but rather a team
effort. A leader job in the Army or any organization isn’t to make everyone the
same but to take advantage of the fact that everyone is different and build a
cohesive team. (p. 87)

Participant 1 stated,
I tell my soldiers that we are like glue together as we move forward. We are a
tight group with loyalty for one another here in my company. I expect high
expectations troops, squads, and platoons. Because we [are] an Army of one and
can do great things together. I will motivate you to be the best soldier member in
my company. But we are in this together to fight for a common cause against the
Taliban out here.

Overall, 50% of the 1SGs expressed that a common spirit of esprit de corps was an

essential part of being unified in the Army. FM 6-22 describes esprit de corps as a
team is a group of individuals with complementary skills committed to a common

purpose, set of performance goals, and approach for which they hold themselves
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mutually accountable. Commitment may not always be present from the start, but

it is critical for team sustainability. (U.S. Army, 2015a, p. 7-29)

Data Analysis for Research Question 3

Research Question 3 stated, “How did retired U.S. Army 1SGs lead their

companies through turbulent times using their resilience during OEF or OFS while

serving on active duty?” Green, Calhoun, Dennis, and Beckham (2010) explained that

resilience is a response to a situational demand or stressful experience and that resilient

people find positive meaning in the challenging or traumatic events they endure.

Interview questions 5 and 6 focused on Research Question 3, and both interview

questions had two probes to get a better understanding of the lived experiences of retired

1SGs. Table 5 exhibits the results of the responses to the third research question with

significant themes that emerged. This leadership behavior yielded the third highest

number of frequencies.

Table 5

Resilience: Interview Results

Interviews Artifacts Total Frequency
Theme Sources/freq.  Sources/freq. sources counts

The conditioning of Army training 10/28 3/3 13 31
The military decision-making process 10/27 2/3 12 30
The evolution of personal courage 9/23 2/5 11 28
Having the self-awareness to be the 8/25 0/0 8 25

best
Participation in Master Resilience 7/16 1/3 8 19

Training (MRT) program

*Total frequency 44/119 8/14 52 133
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Five themes emerged from the research on resilience through the interviews and
artifacts. These themes were referenced a total of 133 times. Table 5 summarizes the
findings from the responses to Research Question 3. The participants referred to the
conditioning of Army training 31 times and in 13 sources (10 interviews and three
artifacts). Once again, all of the participants referred to the military decision-making
process (MDMP), which had a frequency count of 30 and was referenced in 12 sources
(10 interviews and two artifacts). The evolution of personal courage had a frequency
count of 28 and was referenced in 11 sources (nine interviews and two artifacts). The
next theme, with a frequency count of 25, was the discipline of oneself, which was
referenced in eight sources (eight interviews and zero artifacts). Finally, the theme with
the least number of responses was participation in the Master Resilience Training (MRT)
program, which had a frequency count of 19 and was referenced in eight sources (seven
interviews and one artifact).

The conditioning of Army training. Of the 10 participants, 100% of the retired
U.S. Army 1SGs expressed that the conditioning of Army training was the pillar of what
they excelled at. The frequency counts for this theme were 31 codes and three artifacts.
Army Doctrine Publication 6-22 (U.S. Army, 2019a) describes Army training with a
soldier, which begins with development in education, training, and experience and
requires understanding what Army leaders do today to be effective. Army training
knowledge, discipline, and leadership require training, coaching, counseling, and
mentoring to be effective on the battlefield. According to Participant 5,

When you are in combat, you need to have resiliency because there are tough

times out there. You know your tactics and skills, but you have to rely on them
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before you ever get into combat. We are constantly training for war, and we need
to build resilience within our company. They have to understand that there is no
quit in us and that we will thrive in any environment.
Heifetz, Grashow, and Linsky (2009) explained that to thrive in any organization,
individuals needs resilience, robust strength, and development of self-renewal to actively
challenge experiences from their past journey. All 10 1SGs spoke about how they had to
build resilience within themselves to be an 1SG. Participant 9 stated,
Look, I came up through the ranks, and I had many disappointments throughout
my military career . I tried so hard and learned from my mistakes when I led the
squad and platoons. Those past experiences allowed me to maintain my resolve
when crazy things happen in my company. My company in Afghanistan was hit
with an [ED. We lost a soldier, and it shook my company up. I tried to remain
steady in front of my troops and tell them we did the best training that could be
done for this turbulent event. I understood I had to be strong for my company
because they needed strength from their 1SG.
All 10 1SGs expressed that mental conditioning through Army education is developed by
talking to other 1SGs who lost a soldier downrange. They relied on other 1SGs to help
them cope through that turbulent time. Participant 1 stated,
At that particular time, the only thing I did was I talked to my battles that were
downrange, that had experienced the same thing, either, either during that
particular deployment, or at some other point in their lives, but then lost soldiers,
you know. Fortunately, you have enough resources to have that conversation

where they can relate to him. Each one of your battles has a situation where they
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have lost a soldier, either in the same environment or previous bombs, and they
got to; you can have that conversation, which is a wild thing to me, so that was
my only outlet was to talk to them. And then also I respect a couple of my senior
mentors that were in garrison to talk to.
Army Doctrine Publication 6-22 (U.S. Army, 2019a) expects leaders to endure and
ultimately prevail over hardship through hard Army training. Resilience is the
conditioning of one’s mind in accomplishing the mission during a turbulent time.
Therefore, resilient soldiers can recover quickly from setbacks, shock, and injuries while
maintaining focus on their jobs and the mission.

The Military Decision-Making Process (MDMP). This theme that emerged
from the responses of retired U.S. Army 1SGs with 100% participation was the military
decision-making process. The frequency counts for this theme were 30 codes. Army
Doctrine Publication 5-0 (U.S. Army, 2019c) explains how noncommissioned officers
support the commander’s intent as their right hand through MDMP, which is applied to
leaders to make a decision: “Army design methodology is a methodology for applying
critical and creative thinking to understand, visualize, and describe problems and
approaches to solving them” (p. 2-16). Participant 3 stated,

You know-how ensures that I am resilient for my company. I make sure that I

follow the commander’s intent with our mission. I have been applying since [I

was] a junior noncommissioned officer to follow the seven steps to support the

commander. IfI stay focused on the seven steps to decide, I don’t have time to

wander off to another dimension. I mean, I support the steps when adversity is in
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front of me. I apply the MDMP process even as a civilian to assist me daily.

MDMP keeps me grounded when it comes to resilience.

All 1SGs expressed that supporting the commander’s intent through the MDMP keeps

them grounded as a leader. MDMP allows them to be resistant to unforeseen events

during a turbulent time. Participant 6 stated,

The MDMP helps me apply thoroughness, clarity, and judgment when there is
danger presented to me. The knowledge I gained throughout my military career
prepared me for OFS. I understood that developing situational understanding and
producing the best plan accomplishes the mission as directed by my commander,

that kept me focused on being the leader of my troops.

All 1SGs added that they have to be at their best when they are in combat and following

precise steps allows them to map out other contingencies with competence. Bass (1998)

stated,

Rapid, decisive leadership is demanded. Leaders who fail to make decisions
quickly would be judged as inadequate. Leaders speed up their decision-making
as a consequence of stress and crisis. Failure to do so leads to their rejection as a

leader. (p. 35)

Participant 9 added,

You go back, and you formulate how to best accomplish your mission, your
product, your responsibilities. So, and then the guidance that comes from the
emphasis that comes from the higher command, they call it the commander’s
intent. So, you understand the intent. And once you understand the commander’s

intent, you take that portion of the mission and sit down with your commander

141



and your company leadership. Therefore, when you are in OEF, you have steps to

keep you grounded and no time to be soft. You are hard on the company to be

task orientated. That is how I stay resilient because failure is not an option!
Army Doctrine Publication states, “The MDMP consists of seven steps. Each step of the
MDMP has inputs, a series of sub-steps, and outputs. The outputs lead to an increased
understanding of the situation facilitating the next step of the MDMP” (U.S. Army,
2019c, p. 2-18).

The evolution of personal courage. The third theme that emerged from the
responses of retired U.S. Army 1SGs with 90% participation was the evolution of
personal courage. The frequency counts for this theme were 28 codes and two artifacts.
According to Heifetz et al. (2009), “Courage requires all of your heart: heart, mind, spirit,
and guts. And skill requires learning new competencies, with your brain training your
body to become proficient at new techniques of diagnosis and action” (p. 37). Participant
4 stated,

My father retired from the Army as well, and he would always tell me, “When the

going gets tough, the tough get going in the Army.” I knew things would get

tough for me personally, and I would always reflect on that coming up through
the ranks. When I was out there in Afghanistan in the dusty air, heat, and hunger,

I just reflected on my dad’s saying.

Participant 9, who was in the Army for 30 years, understood when going to OEF/OFS
that each deployment made his courage stronger and stronger. Participant 9 stated,

I tell you, sir, the first time I went to OEF, I was scared, and I pretended to be

brave. I made it through that first deployment. The 3 years later, I went again,
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and I felt more confident. I told myself I had been here before in this country, and
I know how it is going to be. I was a 1SG in my third deployment, and I felt
ready to lead my troops. I had trained 15 years in the military for this position,
and I displayed my confidence to all my troops that I have their backs.
According to Heifetz et al. (2009), in the convergence of multiple intelligences
(intellectual and emotional) or the collaboration among physical centers (mind and heart),
courage is the central notion of oneself and constitutes the resources for exercising
leadership. Participant 7 stated,
Being a 1SG in Afghanistan is a tough job, but my training over the years allowed
me to display my courage in front of 250 soldiers. I knew in my heart and mind
that I could not fail my soldiers. They depended on me, and I wanted to represent
the 1SG position to lead them in a fight. My soldiers would look at me daily out
there in the desert, and my confidence just shined in the toughness of times. I had
to show them my courage so that that would encompass that same attitude in my
unit.
Lee and Elliott-Lee (2006) stated, “Leaders with courage lead their organization. Then,
when institutions face a point of decision when a series of crises test actual core values
and therefore an institution’s future both leaders and institution can act rightly and
powerfully” (p. 9).
Having the self-awareness to be the best. Another theme that emerged from the
responses of retired U.S. Army 1SGs with 80% participation was having the self-
awareness to be the best in an organization. The frequency counts for this theme were 25

codes, and there were zero artifacts. According to George and Sims (2007), “We are
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Being passionate in instilling positive energy. The most frequent theme that
emerged from the responses of retired U.S. Army 1SGs with 100% participation was
being passionate about instilling positive energy. The frequency counts for this theme
were 33 codes and four artifacts. All 10 1SGs explained how passion is their driving
force to do their job as a 1SG. According to George and Sims (2007), for most leaders,
passion comes from their life stories by understanding the meaning of critical events in
their life stories and reframing them with passion. Passion will lead the purpose of one’s
leadership. Participant 2 stated,

I 'am the 1SG, and if I do not have the passion for being the best in my company,

my company will fail. I lived for the moment to be a 1SG ever since [ saw my

1SG in my first duty station, and he served in Vietnam and was a hard ass. He
would talk to me and tell me that I need to train, go to school and be the best in
marksmanship and just be fit. I wanted to be just like him. I failed many times in
different missions, but after I got my butt chewed over and over again, I learned
that being at the top of my game felt like a drug. Other NCOs started looking at

me with a change, and I loved it. I knew if I keep going this way, I wanted a

whole company to see how committed I was to them. “My soldiers are my

passion.”

Participant 6 echoed almost the same response:
The passion for him to drive on every day from sun-up to sundown. I was in it as
a 1SG 365 days a year with no breaks. I never to leave; I just wanted to work on

being better. I wanted to be the best 1SG that my soldiers saw every day to

148



model. Iloved being a 1SG, and when my time was up, it stunned me, like my

power went away.
Participant 10 stated,

My passion was to be an effective 1SG that my soldiers could count on. I adapted

my leadership to the capabilities of my senior noncommissioned officers (SNCO)

to accept a greater power within to be driven to lead. You can call it energy or
passion, but I live for the moment to call my formation to attention at 0630 hours
every time they are formed up in front of me. I discovered that my passion would
empower others to lead without me telling them what to do. My passion was
everything in that job.

Lacroix (2012) found,

Effective leaders know that deep down inside their hearts lie this extreme passion

for the assignment they are on. It is an intense burning desire that energizes their

soul and allows them to lead with fire in their heart and enthusiasm in their spirit

that motivated their passion. (p. 19)

The cultivation of compassion for others. The second theme that emerged from
the responses of retired U.S. Army 1SGs with 100% participation was the cultivation of
compassion for others. The frequency counts for this theme were 28 codes and two
artifacts. Heifetz et al. (2009) described compassion as meaning to be together with
someone’s pain, and when people lead, they cannot help but carry the aspirations and
longings of other people. Participant 1 stated,

As a 1SG, I looked at my inner self and felt much compassion for my troops. 1

felt that they were my children that had to be coached, mentored, and disciplined
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at all times. As for me, my compassion stems from my entire career up to that

moment I led my troops. I just cared to make them the best. This desire inside of

me was a burning fire that I could not let go of. I went to sleep in Afghanistan
and would tell myself, “Please keep my troops safe tomorrow for another day,

God.” I never wanted to have any casualties in OEF. I would feel plain like no

other.

All of the 1SGs in OEF/OFS felt that their compassion in combat had elevated
1000% compared to being back in the United States when they were leading them in
training. Participant 3 stated,

I could not believe when I was downrange how much I care for my troops.

However, not just my troops, every soldier that was out there with us. It did not

matter if you were in my unit or not. I felt that I wanted to protect all military

personnel. I lost one of my troops. I felt the pain of failure. When we had to
send him home in a casket, it was a pain that [ would not wish on anyone. I had
to consult my troops, and they saw that I was very compassionate during my
speech. My commander told me, “1SG, you are the man the troops see you love
them.”

Participant 9 added,

My compassion was built from my family that came from another country. I saw

how my mom helped people a lot, and she told me that helping others always

brings you good health. As a 1SG I can for all soldiers, I understood that only an

Army leader of troops understands it is not about your ambitions. I feel that my

faith drives me to care and have all the compassion. You need compassion for
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this job. However, that compassion drives your troops to be trained at the highest

military standard for war.

Heifetz et al. (2009) believed that “compassion is necessary for success and
survival, but also for leading a whole life. Compassion enables you to pay attention to
other’s people pain and loss even when it seems that you have no resources” (p. 235).

Exhibiting self-confidence as a leader. The third theme that emerged from the
responses of retired U.S. Army 1SGs with 90% participation was exhibiting self-
confidence through military cadence. The frequency counts for this theme were 27 codes
and five artifacts. The U.S. Army (2015a) states that training builds confidence in
soldiers. Confidence is a belief in oneself with the conviction that one can meet Army
challenges and succeed to be the best soldier. The U.S. Army expects its soldiers to be
confident in all their tasks to accomplish the Army mission. Participant 4 stated,

As a 1SG, I developed confidence as a leader through education, training, and

experience throughout my military career. I attended the Army’s NCOES

programs, [which] gave me the tools to build confidence through military training
exercises. I failed many times, but I learned that it made me more confident when

I tried the task again when I did learn. It took me a long time to become a 1SG,

and I am thankful for my past leaders’ training. That experience carried over

when I stood in front of my company. I had the confidence through training to be
better every day.

Participant 6 emphasized that the more 1SGs train, the better they get, and the

better they get, the more confidence they build within themselves to lead as a 1SG. He
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said, “When I was in front of my troops, I was unstoppable, and when you talk, you walk
the walk” (Participant 6). Participant 10 expounded,

I know I prepared with military manuals; I read them I practiced when I was not

involved in other duties. I try to find solutions for my soldiers before they even

ask them. My troops understood that when they would come to see me as their
1SG, I knew what I was talking about and would guide them to be the best
soldier.
According to the U.S. Army (2015a), “When a subordinate experiences a difficult
situation, setback, or seemingly insurmountable challenge, a supervisory leader can help
restore confidence and prevent conditions from going from bad to worse. Employing the
following enables recovery from setbacks” (p. 3-24).

Being a cultural, spiritual soldier for inner peace. The fourth theme that
emerged from the responses of retired U.S. Army 1SGs with 70% participation was being
a cultural, spiritual soldier for inner peace. The frequency counts for this theme were 24
codes and two artifacts. George and Sims (2007) described the fact that leaders have an
active religious or spiritual practice in a higher power either privately or with like-minded
people to seek their answers through discussion. Participant 10 explained how believing
in God helped him get through tough times when he lost a soldier in OEF. He felt
responsible and wanted a way to recover from the pain.

He seeks answers from God. He prayed every morning for his soldiers’ safety

throughout the day; then the news came over the radio that he lost a soldier in an

ambush near a local town. He just felt that he was taking care of because he felt
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less pain every day that passed. He knew God was with him to get over a trying
time. (Participant 10)
Participant 3 emphasized that
You need God to get you through tough times when you are in combat. It is not
easy to lead troops in that environment. Yes, you have training and experiences,
but you need God at all times. I believe in God because it is not easy to be in the
desert and away from your family. I prayed 3 times a day for my safety and my
soldiers’ safety, and I safely got back home.
Participant 9 expressed that using prayer would allow her to get away and be in a place of
peace, and once peace was in her heart, she felt more powerful than ever:

I pray[ed] and felt great, and when I felt great, my soldiers would see me

rejuvenated as a 1SG. I take prayer very seriously, and I just did not start here

because of me dying out here. I went to church with my family as a child and
have always been part of a church. The church helped me be a solid 1SG back in
the U.S. and out here, of course.

According to George and Sims (2007), “Authentic leaders who are religious
talked about the power of prayer, being part of church groups, and finding solace at
church” (p. 145).

The mindfulness of meditation for calmness. Finally, the theme that emerged
from the responses of retired U.S. Army 1SGs with 60% participation was mindfulness of
meditation for calmness. The frequency counts for this theme were 16 codes and zero
artifacts. Cavallaro (2019) believed that meditation is personal, but understanding the

benefits of those practices to the concept of brain wellness is an important component of
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the Army’s new focus on holistic health. The use of mindfulness and meditation allows
helping soldiers who deal with stress throughout their military careers in garrison or
combat operations. Participant 3 elaborated,

As a 1SG, I had to get away to find some peace at times. Being in Afghanistan,

you have combat operations allow over the area. I had to take a seat in my living

quarters and did not want to be disturbed until I could relax my mind. When I

could nap and just relax, I seemed to be recharged to lead troops again.
Participant 9 added, “With so much going on from my commander, higher chain of
command then having my troops execute our mission, I felt overwhelmed at times. I
reflected on to bring my mind to peace.” Rees (2011) described mindfulness meditation:
“Mindfulness meditation is described as a systematic procedure to develop an enhanced
awareness of moment-to-moment experiences” (p. 1235).

The data analysis for all four research questions is tallied together in Table 7.
This summary table outlines that there were four research questions and 21 identified
themes. Furthermore, it breaks down the total number of actual participants and the total
frequency responses given by participants collected via Zoom interview transcripts and

artifacts.

Table 7

Summary Research Questions and Themes

Total Frequency of
Findings Total themes  participants responses
Results for Research Question 1 6 10/10 189
Results for Research Question 2 5 10/10 135
Results for Research Question 3 5 10/10 133
Results for Research Question 4 5 10/10 128
Total themes/frequency 21 585
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Key Findings

While applying the data gathered from the interviews and the artifacts, 21 themes

emerged from this qualitative research study, which yielded 15 key findings of how

retired U.S. Army 1SGs practiced leading their companies through turbulent times using

the leadership attributes of moral purpose, concern for the collective interest, resilience,

and personal temperament during their active duty service while deployed in combat

operations in Afghanistan throughout OEF or OFS. The following criteria were used to

determine key findings: the theme was referenced by a minimum of 90% (nine) of the

participants or had a frequency count of 27. Table 8 contains the summary of key

findings.

Table 8

Summary of Key Findings Based on Selection Criteria

% of Frequency
Trait Theme Participants count
Moral purpose Mission to succeed at all costs 100 36
Living the NCO Creed with honor 100 34
Exhibition of character is unparalleled
) 100 33
in front of troops
Concern for the The health and welfare of their soldiers 100 35
collective
interest
The establishment of teamwork 90 30
Resilience Enunciated the conditioning of Army 100 31
training
Conveyed that the MDMP is vital 100 30
during combat operations
Engineered the evolution of personal 90 28
courage
Personal Capitglized o.n'being passionate in 100 33
temperament instilling positive energy
Expanded on the cultivation of 100 28
compassion
Amplified exhibiting self-confidence 90 27
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Moral Purpose

1.

Retired U.S. Army 1SGs placed mission accomplishment to succeed at all costs in
leading troops during combat operations in OEF/OFS as their number one priority.
Of the 10 participants, 100% shared lived experiences that mission accomplishment
to lead troops in combat, which represented 36 codes for this leadership behavior.
Retired U.S. Army 1SGs expressed living the NCO Creed with honor in leading their
troops during combat operation in OEF/OFS. Of the 10 participants, 100% shared
lived experiences living the NCO Creed with honor in combat, which represented 34

codes for this leadership behavior.

. Retired U.S. Army 1SGs applied the exhibition of character is unparalleled in front of

troops during combat operations in OEF/OFS. Of the 10 participants, 100% shared
lived experiences that exhibited character in combat, which represented 33 codes for

this leadership behavior.

Concern for the Collective Interest

4. Retired U.S. Army 1SGs explained that the health and welfare of their soldiers during

combat operations in OEF/OFS. Of the 10 participants, 100% shared lived
experiences of the health and welfare of their soldiers during combat, which

represented 35 codes for this leadership behavior.

. Retired U.S. Army 1SGs described that the establishment of teamwork during combat

operations in OEF/OFS. Of the 10 participants, 9 or 90% shared lived experiences
that established teamwork during combat, which represented 30 codes for this

leadership behavior.
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Resilience

6.

Retired U.S. Army 1SGs enunciated that the conditioning of Army training is
paramount during combat operations in OEF/OFS. Of the 10 participants, 100%
shared lived experiences in Army training for combat, which represented 31 codes for
this leadership behavior.

Retired U.S. Army 1SGs conveyed that the MDMP is vital during combat operations
in OEF/OFS. Of 10 participants, 100% shared lived experiences of that MDMP for
combat and represented 30 codes for this leadership behavior.

Retired U.S. Army 1SGs engineered the evolution of personal courage is mandatory
during combat operations in OEF/OFS. Of the 10 participants, 9 or 90% shared lived
experiences that evolution of personal courage for combat, which represented 28

codes for this leadership behavior.

Personal Temperament

9.

10.

11.

Retired U.S. Army 1SGs capitalized on being passionate in instilling positive energy
enhances the unit during combat operations in OEF/OFS. Of the 10 participants,
100% shared lived experiences in being passionate about instilling positive energy in
combat, which represented 33 codes for this leadership behavior.

Retired U.S. Army 1SGs expanded on the cultivation of compassion for others is
maximized during combat operations in OEF/OFS. Of the 10 participants, 100%
shared lived experiences of cultivation of compassion during combat, which
represented 28 codes for this leadership behavior.

Retired U.S. Army 1SGs amplified exhibiting self-confidence as a leader representing

confidence during combat operations in OEF/OFS. Of the 10 participants, 9 or 90%
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shared lived experiences of exhibiting self-confidence as they marched in combat,
which represented 30 codes for this leadership behavior.
Summary

The purpose of this phenomenological study was to discover and describe
behaviors that retired U.S. Army First Sergeants (1SGs) practiced to lead their companies
through turbulent times using the leadership attributes of moral purpose, concern for the
collective interest, resilience, and personal temperament during their active duty service
while deployed in combat operations in Afghanistan throughout OEF or OFS. The
research included interviews of 10 retired U.S. Army 1SGs, which provided lived
experiences through descriptive data regarding the leadership behaviors of moral
purpose, concern for the collective interest, resilience, and personal temperament. This
chapter also summarized the 21 themes’ relationship with leadership behaviors used by
retired U.S. Army 1SGs in combat operations during OEF/OFS. The data collected were
reviewed and coded from the 10 interviews that resulted in 585 frequency counts, which
included 71 artifacts that included military records (evaluations, awards, and certificates)
and photographs as 1SGs while on active duty. The interviews and the extensive
documents allowed the researcher to triangulate the information shared by the
participants during their involvement in combat operations in OEF/OFS. Eleven key
findings were identified, which described the leadership behaviors that retired U.S. Army
1SGs used to lead their companies through turbulent times.

Chapter V provides the final summary of the study, including significant findings,
unexpected findings, conclusions, implications for action, recommendations for further

research, concluding remarks, and the researcher’s reflections.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
Scholars who have studied the development of leaders have situated resilience,
the ability to sustain ambition in the face of frustration, at the heart of potential
leadership growth. More important than what happened to them was how they
responded to these reversals, how they managed in various ways to put
themselves back together, how these watershed experiences at first impeded, then
deepened, and finally and decisively molded their leadership. (Goodwin, 2018, p.
Xiii)

Overview

In this phenomenological study, the researcher identified leadership attributes and
behaviors in the four categories of moral purpose, concern for the collective interest,
resilience, and personal temperament that U.S. Army First Sergeants used to lead their
soldiers during a turbulent time in combat operations in Afghanistan. Data generated
from interviews of study participants, observations, and artifacts resulted in 11 key
findings. Chapter V offers a summary of the study, including the purpose, research
questions, and key findings. In addition, this chapter includes unexpected research
findings, conclusions, implications for action, and recommendations for future research.

Purpose Statement

The purpose of this phenomenological study was to discover and describe
behaviors that retired U.S. Army First Sergeants (1SGs) practiced to lead their companies
through turbulent times using the leadership attributes of moral purpose, concern for the

collective interest, resilience, and personal temperament during their active duty service
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while deployed in combat operations in Afghanistan throughout Operation Enduring
Freedom (OEF) or Operation Freedom Sentinel (OFS).
Research Questions
Central Research Question
The central question for this research study asked, “What leadership attributes and
behaviors do retired U.S. Army 1SGs practice to lead their organizations through
turbulent times: moral purpose, concern for the collective interest, resilience, and

personal temperament as presented in the leadership traits by Goodwin (2018).”

Research Subquestions

1. How did retired U.S. Army 1SGs lead their companies through turbulent times using
their moral purpose during OEF or OFS while serving on active duty?

2. How did retired U.S. Army 1SGs lead their companies through turbulent times using
their concern for the collective interest during OEF or OFS while serving on active
duty?

3. How did retired U.S. Army 1SGs lead their companies through turbulent times using
their resilience during OEF or OFS while serving on active duty?

4. How did retired U.S. Army 1SGs lead their companies through turbulent times using
personal temperament during OEF or OFS?

Major Findings
The following significant findings were developed from the key findings specified
in Chapter IV. The criterion for being a major finding was being referenced by 90% of

the participants or having a frequency count of 30 or more.
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Major Findings: Moral Purpose

1.

Retired 1SGs placed mission accomplishment to succeed at all costs quintessential to
their job, which was referenced by 100% of the participants. The mission
accomplishment to succeed at all costs referenced the highest frequency at 36 codes
and five artifacts.

Retired 1SGs expressed living out the NCO Creed with honor in leading their troops,
which was referenced by 100% of the participants. They lived the NCO Creed with
honor, which was referenced as the second highest frequency with 34 codes and eight

artifacts.

. Retired U.S. Army 1SGs upheld the exhibition of character to be unparalleled, which

was referenced by 100% of the participants. The exhibition of character to be

unparalleled was referenced with a frequency of 33 codes and nine artifacts.

Major Findings: Concern for the Collective Interests

4. Retired U.S. Army 1SGs substantiated that the health and welfare of their soldiers is

the ultimate responsibility, which was referenced by 100% of the participants. Health
and welfare of their soldiers was referenced with a frequency of 35 codes and three

artifacts.

Major Findings: Resilience

5. Retired U.S. Army 1SGs enunciated that the conditioning of Army training is

paramount, which was referenced by 100% of the participants. The conditioning of

Army training was referenced in 31 codes and three artifacts.
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6. Retired U.S. Army 1SGs conveyed that the military decision-making process
(MDMP) is vital, which was referenced by 100% of the participants. The MDMP
was referenced in 30 codes and 2 artifacts.

Major Findings: Personal Temperament

7. Retired U.S. Army 1SGs capitalized on being passionate in instilling positive energy,
which was referenced by 100% of the participants. They are passionate about
instilling positive energy, which was referenced in 33 codes and four artifacts.

8. Retired U.S. Army 1SGs expanded on the cultivation of compassion for others, which
100% of the participants maximized. Cultivation of compassion represented 28 codes
and two artifacts.

Unexpected Findings

One unexpected finding emerged when the researcher examined the data of the
participants. Goodwin (2018) explored the leadership traits of four exemplary presidents
of our nation’s past. The personality trait of personal temperament as a leader allowed
the four U.S. Presidents in her book to lead during turbulent times; this researcher found
less supportive evidence to support personal temperament in the interviews conducted
and artifacts collected compared to the other three personality traits. Even though the
personality trait of personal temperament resulted in five themes for its research question
with 128 frequency counts, most participants presented evidence with a higher frequency
when responding to Research Question 4. This may be due to the 1SGs not knowing
themselves in identifying their strengths and weaknesses within their leadership style.

All participants strong personalities were evidenced during the interviews, but in this

study, their personal temperament did not seem to influence their ability as a leader.

162



Hutchinson (2010) posited that individuals with strong personalities could develop
leadership traits that help them to control an environment. When individuals have a
strong personality, they may conflict with another who has a strong personality and
struggle to overlook less critical issues. In addition, when the researcher interviewed the
1SGs through the Zoom teleconference software, they seemed to talk the talk as if they
were still in the Army. This may have contributed to their not opening up more with
responses to Research Question 4.

Consequently, the contribution to a low frequency of responses for personal
temperament was due to the self-efficacy of the 1SGs during the interview. At times
during their responses to Research Question 4 and its probes, 1SGs seemed to want to
take control of the interview once the researcher disclosed that this was the fourth
research question and final interview question. According to Kreitner and Kinicki
(2004), self-efficacy allows leaders to manage their emotions to make decisions that lead
to their completion of necessary tasks. Self-efficacy is an essential element in their
leadership style. However, seeking opportunities to learn new tasks may be lacking in a
new environment due to the 1SGs’ beliefs about their capabilities to exercise control over
their current environment. 1SGs are conditioned to take charge and lead the way in their
companies as the top leader.

The final analysis of the responses to the personal temperament interview
question could have caused a lower frequency than the other three research questions in
that the interviews seemed to be longer than expected. At the beginning of the interview,
the participants were excited; however, at the 60-minute mark, they just wanted to finish

the interview, and they began to show some impatience. One interviewee stated, “I felt
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like I was in a military board, and you were questioning me about my performance as a
1SG.” According to Patton (2015), some interviews may be extended, interruptions may
occur, and the interviewee might like to stop; thus, a lack of authenticity of the responses
may occur finalizing the interview session. These were some reasons why retired U.S.
Army 1SGs’ responses resulted in fewer frequencies than the other three research
questions, which led to these unexpected findings for the behavioral trait of personal
temperament.
Conclusions

This study revealed a leadership trait that led to a discovery and description of
behaviors that retired U.S. Army 1SGs practiced to lead their companies through
turbulent times using the leadership attributes of moral purpose, concern for the
collective interest, resilience, and personal temperament during their active duty service
while deployed in combat operations in Afghanistan throughout OEF or OFS. Goodwin
(2018) found the leadership traits of four monumental presidents’ descriptions and
behaviors regarding how they led the United States during a turbulent time in their
presidency. After analyzing this study’s significant findings, the following conclusions
can be drawn.
Conclusion 1

Based on the findings that a retired U.S. Army 1SGs placed mission
accomplishment to succeed at all costs, it is concluded that leaders in combat operations
must combine interpersonal, conceptual, technical, and tactical skills to accomplish the
Army mission. Leaders in combat operations combine interpersonal, conceptual,

technical, and tactical skills to accomplish the Army’s mission (U.S. Army, 2004). Then
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on to Participants 1 and 8 reported that getting the mission accomplished is critical to
saving lives and protecting all soldiers with the best possible options available. The U.S.
Army (2004) explained that the readiness of the Army to fight and win wars goes
unchanged, and the willingness to accomplish any military mission is an obligation to the
American people. Consequently, for leaders, mission accomplishment may demand
risking their own lives or those of soldiers and justly taking the lives of enemies (U.S.
Army, 2020). Participant 2 explained that when they have a mission, complex situations
occur. In those situations, leaders need to have an awareness to succeed without fail
without losing their soldiers. Participant 2 understood the elements before him: to
survive at all costs.

In addition, all participants recalled that as young soldiers coming up through the
military ranks, they admired how military leaders always seemed to be focused on getting
the job done and that they seemed fearless. They believed that they had leaders who set
an example in accomplishing the mission at hand. The U.S. Army (2004) found that to
be an influential leader toward followers, the critical component is for them to
accomplish the mission at hand. In addition, Bass and Riggo (2006) described idealized
influence as occurring in transformational leaders who act in ways that allow them to
serve as role models for their followers to emulate as a way to influence them to perform
at their best.

The interviews, observations, and artifacts supported the following:

1. All retired U.S. Army 1SGs discussed in detail that placing mission accomplishment
in OEF/OFS admitted to their being vital, supporting the Army mission was not to be

compromised and they were to win at all costs to achieve victory.
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2. The artifacts included retired U.S. Army 1SGs’ military records, military certificates,
military awards, and photos. All the artifacts communicated actual actions for which
1SGs were acknowledged during their tenure.

Conclusion 2

Based on the finding that retired U.S. Army 1SGs tend to follow a code of
conduct that fully supports the NCO Creed, it is concluded they that to support the
organization and its objectives, and that they achieved this through modelling and
personal influence. Part of the way this is accomplished is through following their moral
compass and building trust with their soldiers. Honor provides the “moral compass” for
integrity and personal conduct in the Army and is crucial for crafting a bond of trust
among soldiers (U.S. Army, 2004). Participant 8 shared that the NCO Creed is who he is
as a 1SG. He displayed that to show his soldiers looked up to him for guidance. In
addition, he expressed that the NCO Creed was incorporated every day with honor to lead
his soldiers. The U.S. Army (2020) aims to educate and remind its leaders of their
responsibilities and authority and serves as the code of conduct.

The findings of this study explained that all 10 1SGs described living the NCO

Creed with honor, which established the root embodiment of how to be the best in a

company, and by doing so, to be a role model for others to emulate. Kouzes and Posner

(2006) affirmed that no matter what one’s role in life may be, that person makes a

difference. There is a 100% chance that that person can be a role model for leading

others. There is a 100% chance that person can influence someone’s performance. All
1SGs expressed that being a role model is how they inspire subordinates through their

sterling personal example.
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The interviews, observations, and artifacts supported the following:

1. Actively participating in living the NCO Creed allowed all 10 1SGs to re-educate
themselves and remind themselves of the responsibilities and authority they possess
and the behavior of the code of conduct environment in and out of combat operations.

2. The artifacts of retired U.S. Army 1SGs included military records, military
certificates, military awards, and photos. All of the artifacts communicated actual
actions that 1SGs were acknowledged during their tenure.

Conclusion 3

Based on the finding that retired U.S. Army 1SGs identified the exhibition of
character to be unparalleled, it is concluded that the importance of character development
for soldiers in the Army cannot be overstated. It is the foundation of Army ethics, and it
is the responsibility of every 1SG to demonstrate their character in front of their troops to
lead effectively. It can also be concluded that 1SGs model the behavior they wish to see
in their soldiers. Army leadership starts with what the leader must “be” within the values
and attributes that influence a leader’s character (U.S. Army, 2004). Participant 4 shared
that his troops are always watching him make decisions that are fair and impartial. He
expressed that he was honest to his troops without fail. Participant 8 defined her
character as doing the right thing, which will not hurt her soldiers but guide them. Bass

(1998) explained that the emphasis of trust on someone’s character is vital with others.

Being a trustworthy role model was considered the most empowering leadership role. A

1SG displays character through demonstrating initiative by taking action quickly and

with authority. Only with this self-development does a person become a confident and

competent leader who has character (U.S. Army, 2004). The participants explained that
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character in combat operations is paramount; it will determine whether a leader succeeds

or fails.

The interviews, observations, and artifacts supported the following:

1. How 1SGs spoke about how their character was instilled in them through the Army
profession and how it prepared them for dynamic environments throughout their
professional development. The importance was that character is a measurement of an
effective leader.

2. The artifacts for retired U.S. Army 1SGs included military records, military
certificates, military awards, and photos. All of the artifacts communicated actual
actions for which 1SGs were acknowledged during their tenure.

Conclusion 4

Based on the finding that retired U.S. Army 1SGs identified the health and

welfare of their soldiers as their ultimate responsibility, it is concluded that creating a

disciplined environment where their soldiers can learn and grow while holding them to

high military standards and training them to function as a collective group for peace and
war was paramount to ensure unit readiness. The U.S. Army (2004) describes Army

leadership responsibilities as what leaders do. They take care of soldiers in creating a

disciplined environment where they can learn and grow; it means holding them to high

standards, training them to do their jobs so they can function in peace and war.

Participant 1 discussed that it went back to his words and actions. He made specific

commitments to his organization, people, and their families. He reiterated that bringing

everybody who has gone downrange back home with the 1SG is the best way to display
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the care for the health and welfare of his soldiers. Reflecting on their understanding of
emotions and feelings about caring allowed the participants to show how they cared.
Participants 6 and 10 both explained that they could take care of others when they
took care of themselves physically and mentally. They had high standards of soldering
and trained harder than anyone else in their companies in all aspects of tasks. They
talked among other peers to prepare themselves mentally and to take care of their soldiers
with fairness, discipline, and reward. A leader must demonstrate an understanding of

another person’s point of view, identify others’ feelings and emotions, and display a

desire to care for soldiers and their families to increase unity within the whole

organization (U.S. Army, 2015a).
The interviews, observations, and artifacts supported the following:

1. The retired U.S. Army 1SGs who reflected on taking care of soldiers as their number
one priority in the Army believed that it could not have been a higher honor knowing
the soldiers fell under their watch to be trained and disciplined, and the 1SGs were
rewarded with a feeling of accomplishment.

2. The artifacts for retired U.S. Army 1SGs included military records, military
certificates, military awards, and photos. All of the artifacts communicated actual
actions for which 1SGs were acknowledged during their tenure.

Conclusion 5

Based on the finding that retired U.S. Army 1SGs acknowledged the importance
of their military education to overcome challenges during turbulent times, it is concluded
that 1SGs played an extremely critical role with their soldiers in the use of mental

conditioning training to prepare for adversity. As a 1SG, military conditioning allowed
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them to serve in a position of responsibility in the preparation of training manuals and
putting those manuals to test with real training when they were to deploy to Afghanistan.
Army Doctrine Publication 6-22 (U.S. Army, 2019a) describes that Army training for a
soldier begins with development in education, training, and experience, and requires
understanding what Army leaders do today to be effective. Army training knowledge,
discipline, and leadership require training, coaching, counseling, and mentoring to be
effective on the battlefield.

Participant 2 contributed that his military education in resilience allowed him to
establish a solid mental state when times got bad in an area where the enemy had the
advantage. He said he relied on his resilience training and experience to maneuver
around an area that was not intended for conventional travel. All participants revealed
that military experience and education allowed them to be resilient when the situation
was tough in Afghanistan.

Heifetz et al. (2009) believed that to thrive in any organization, one needs
resilience, robust strength, and development of self-renewal by actively challenging
experiences from a past journey. The shared experiences of all the 1SGs echoed that
education of the MRT program allowed them to be vigilant in Afghanistan.

The interviews, observations, and artifacts supported the following:

1. Retired Army 1SGs led their companies in Afghanistan through times of hardship
with their own resilience training and that they taught within their companies.

2. The artifacts of retired U.S. Army 1SGs included military records, military
certificates, military awards, and photos. All of the artifacts communicated actual

actions for which 1SGs were acknowledged during their tenure.
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Conclusion 6

Based on the finding that retired U.S. Army 1SGs disclosed that making decisions
during OEF/OFS was multiplied tenfold, it is concluded that applying the MDMP saved
lives while in hostile territory. They learned the seven steps on how to evaluate a
decision when they were out in combat operations. The sequence can be applied in
garrison base or during combat operation in OEF/OFS. Participant 10 expressed that
being knowledgeable in the commander’s intent process of MDMP allowed him to design
convoys that would maximize his routes to protect his company’s safety. According to
Army Doctrine Publication 5.0 (U.S. Army, 2019¢), MDMP consists of seven steps.
Each step of the MDMP has inputs, a series of substeps, and outputs. The outputs lead to
an increased understanding of the situation, facilitating the next step of the MDMP.

Participants 3 and 4 described the MDMP as the commander’s intent to make the
best decision possible when things got bad in Afghanistan. They applied this method to
allow themselves to plan and coordinate events in their daily military tasks. Army
Doctrine Publication 5-0 (2019c) explains how noncommissioned officers support the
commander’s intent as their right hand through the MDMP applied to a leader’s decision.
According to Bass (1998), leadership decisiveness needs to be rapid and is highly
demanded when decision making occurs during crisis to avoid unfavorable consequences.
Leaders speed up their decision-making as a consequence of stress and crisis.

The interviews, observations, and artifacts supported the following:
1. The 1SGs applied the commander’s intent through the MDMP to succeed in

OEF/OFS. The methodology is to apply critical, creative thinking, visualization, and

problem-solving skills.
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2. The artifacts of retired U.S. Army 1SGs included military records, military
certificates, military awards, and photos. All the artifacts communicated actual
actions that 1SGs were acknowledged for during their tenure.

Conclusion 7

Based on the finding that retired U.S. Army 1SGs identified passion as a driving
force to do their job and lead their troops, it is concluded that demonstrating passion was
an essential component of leading with excellence and a dynamic positive force for their
company of soldiers. U.S. Army 1SGs identified passion as a driving force to do their job
and lead their troops. They described passion as the energy that motivated and pushed
them to constantly improve and strive to be the top NCO in their company. According to
George and Sims (2007), for most leaders, passion comes from understanding the
meaning of critical events in their life stories and reframing them with passion. Passion
will lead the purpose of one’s leadership. Participants 7 and 9 stressed that being a
passionate 1SG allowed them to get up in the morning and be prepared to lead their
company in Afghanistan. Being passionate is a drive that people have deep inside of
them to perform with tireless effort out in the desert. They expressed that without
passion, they would not be in the job of taking care of troops.

Lacroix (2012) found that influential leaders know that deep down inside their
hearts lies this extreme passion for the assignment they are on. He further described the
intense burning desire that energizes leaders’ souls and allows them to lead with fire in
their heart and enthusiasm in their spirit that motivates their passion. All 10 1SGs spoke
about being passionate about their job and how it provided the fortitude they needed to do

their best in an austere environment.
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The interviews, observations, and artifacts supported the following:

1. Retired 1SGs successfully explained how their passion for the Army and their
company was essential to lead with excellence. Being passionate for a 1SG is a
dynamic force for the company.

2. The artifacts of retired U.S. Army 1SGs included military records, military
certificates, military awards, and photos. All the artifacts communicated actual
actions that 1SGs were acknowledged for during their tenure.

Conclusion 8

Based on the finding that retired U.S. Army 1SGs identified the importance of the
cultivation of compassion for others, it is concluded that for 1SGs to connect with their
soldiers with compassion they need to build an environment of trust between the soldier
and the 1SG. A compassionate 1SG is able to empathize with others and gives them the
confidence to help others during a turbulent time. Participants 1 and 5 expressed that
when they showed soldiers they cared about them as a person or as part of a unit, the
soldier believed they were a genuine 1SG and looked out for their best interest. Heifetz

(2009) described compassion as meaning to be together with someone’s pain, and leaders

cannot help but carry the aspirations and longings of those they lead. The participants

said they learned compassion from their earliest years in the military. They saw how
good leaders treated them and wanted to return the favor to their soldiers. Five
participants lost soldiers in OEF/OFS as 1SGs. Because they were so saddened by this
loss, they were able to show compassion to the soldiers in their units who were also hurt

by the death of one of their own.
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According to Heifetz et al. (2009), compassion is necessary for success and
survival and leading a whole life. Compassion enables a person to pay attention to
another’s pain and loss even when it seems that person has no resources. The cultivation
of compassion allowed all the 1SGs to do the right thing and treat everyone in their unit
with respect and dignity.

The interviews, observations, and artifacts supported the following:

1. Retired 1SGs were able to reflect on how they needed compassion to gain the trust of
their companies successfully. Without compassion, they would have struggled to
maintain a strong reputation for respect.

2. The artifacts from retired U.S. Army 1SGs included military records, military
certificates, military awards, and photos. All the artifacts communicated actual
actions for which 1SGs were acknowledged for during their tenure.

Implications for Action

This research provided knowledge about how retired U.S. Army 1SGs applied
leadership attributes and behaviors while in a combat operations environment during
OEF/OFS. The findings for this study and the supporting literature on leadership traits
can be applied by Army military leaders who lead troops into combat. Because troop
deployment into a war zone is always imminent and there is little research on how a 1SG
leads his or her troops in a combat environment while applying the personal attributes
and behaviors of moral purpose, concern for the collective interest, resilience, and
personal temperament, the Army can use this study’s findings to consider whether the
feedback provided by retired U.S. Army 1SGs is aligned with current training

opportunities for future 1SGs. There is a significant opportunity to employ and make use
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of the study’s findings to expand the research into other areas of Army leadership. The
implications for actions derived from this study can impact not only future active-duty
1SGs but also U.S. Army Reserves and U.S. Army National Guard components that lead
soldiers into combat operations.
Implication 1: Enforce Unit Readiness Before Deploying Into Combat Operations

Military deployments into combat zones are volatile, and a company’s preparation
to be adequate on the battlefield against an enemy that is not visibly is paramount. The
1SGs are driven with a moral purpose to be ready for their soldiers. The 1SGs’ moral
purpose is the catalyst and significant contributor to their overall unit’s readiness to
succeed in a turbulent time of war. Because having a moral purpose can save soldiers’
lives, wavering from that can lead to unforeseen circumstances in combat. This literature
can increase 1SGs’ training of moral purpose and ethical responsibilities of their soldiers
to lead in a turbulent times in combat operations.
Implication 2: Apply and Live the NCO Creed With Honor

Because the NCO Creed was established to guide to an NCO’s code of conduct, it
is increasingly important that 1SGs require themselves to understand its impact on their
integrity in combat operations. The NCO Creed provides 1SGs with the foundation of
their moral compass that will allow them to create a bond and trust with their soldiers.
That bond is not only 1SGs’ word but, more importantly, their presence as leaders in a
war zone. This study could assist future 1SGs in applying the NCO Creed to lead

effectively in a turbulent time of combat operations.
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Implication 3: Define One’s Character; it Builds a Trustworthy Environment

A 1SG’s character helps them understand what is right and what is wrong, then
allows them to do the right thing when leading in combat operations. The 1SGs’
character can make a difference in how their soldiers trust them; if the soldiers do not
have trust in them, then their leadership will be questionable. This will help 1SGs to
establish their words as deeds throughout their organization. This study can increase the
importance of 1SGs to have character and display that character in front of their soldiers
effectively in a turbulent time of combat operations.
Implication 4: Demonstrate Caring for Soldier’s Quality of Life

The results of this study demonstrated that 1SGs’ concern for the collective
interest of their soldiers was critical to lead them in adverse times during combat actions.
Expanding on the importance of health and soldiers’ welfare provides one with the
intestinal fortitude to sustain, support, and improve soldier’s quality of life in combat
operations; 1SGs inherit those responsibilities from the day they are appointed to that
privileged position. This study could assist future 1SGs in demonstrating the concern of
soldiers’ collective interest to lead effectively in a turbulent time of combat operations.
Implication S: Establish a Combat-Ready Mindset at all Times

The reinforcement of military doctrine and publications prepares the 1SG to be
tactfully and technically proficient during combat operations. For 1SGs, the growth of a
combat-ready mindset allowed them to serve in a position of responsibility to be effective
with the knowledge and discipline of their soldiers. The Army training educational
system provides required leadership training, coaching, counseling, and mentoring to be

effective on the battlefield. This study will assist future 1SGs to understand the
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complexity of building a solid and knowledgeable foundation through education to lead
effectively in a turbulent time of combat operations.
Implication 6: Understand Military Decision-Making (MDMP) process

This research proved how critical the MDMP process is in a combat environment.
The data analysis revealed how a 1SG assists in mission analysis and understands a
commander’s intent on the battlefield. The 1SGs have the pulse of their soldiers, and if
they do not understand the complexities of the seven-step process, that will lead to
undesirable results for their soldiers in combat. The MDMP process is the bible for both
planned and unplanned actions to end the state of military operations. Therefore,
providing insight into a commander’s intent is vital in providing feedback on military
orders. This study could assist future 1SGs to understand the complexity of the MDMP
seven-step process through practicing it to lead effectively in a turbulent time of combat
operations.
Implication 7: Display Confidence Is Essential to Lead

The examination of the literature provided evidence that confidence in an Army
leader creates strength and agility when making decisions in a combat environment. All
1SGs suggested that displaying confidence in Afghanistan was an important skill when
leading their soldiers. The 1SGs need to display confidence and competence to lead in
combat operations. If there is a loss of confidence in a 1SG’s leadership, then it may be
dangerous for him to lead his unit. Lack of confidence can lead to low self-esteem, and if
the 1SG is not confident, the organization is not either. This study could assist future
1SGs to understand the importance of displaying confidence to lead effectively in a

turbulent time of combat operations.
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Implication 8: Develop Compassion and Empathy to Strive in One’s Environment

Compassion and empathy are critical tools for comprehending the potential loss
of soldiers in a combat environment. A 1SG needs to be knowledgeable in expressing
compassion for others because compassion allows 1SGs to listen to their heart and
communicate to their soldiers that they care. Empathy allows 1SGs to sense their
soldiers’ emotions and assist them in a time of loss of another soldier. There should be
more emphasis as a 1SG to work on compassion and empathy techniques to support their
emotional wellness for a war zone. This study could assist future 1SGs to understand the
importance of compassion and empathy to lead effectively in a turbulent time of combat
operations.

Recommendations for Further Research

This study focused on retired U.S. Army 1SGs who applied leadership attributes
and behaviors (moral purpose, concern for the collective interest, resilience, and personal
temperament) described in Goodwin’s (2018) book. The application of those leadership
attributes and behaviors were explored in how retired 1SGs led their soldiers throughout
a turbulent time during combat operations in Afghanistan during OEF/OFS.
Interestingly, all of the participants for this study came prepared with military records and
artifacts that produced evidence of serving in Afghanistan during their active-duty
commitment. Using the phenomenological approach is a positive way to understand the
actual lived experiences of retired U.S. Army 1SGs in a combat zone. Further research is

recommended in the following 10 areas.
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Recommendation 1: Analyze the Combined Research from the Studies of the Four
Members of the Turbulent Leadership Team

The thematic turbulent leadership team was made up of four doctoral students
studying how exemplary leaders lead during turbulent times. Each member studied a
different population. The K-12 educator looked at exemplary public school
superintendents who led their districts during turbulent times. The industrial production
manager looked at how exemplary industrial production managers led successfully
through the turbulence of the COVID-19 crisis. The retired Navy enlisted member
searched behaviors that exemplary Navy submarine commanders practiced when leading
their command through turbulent times. Changes should be made to training of leaders
within these organizations that incorporate the key findings of this research.
Recommendation 2: Examine Active Duty 1SGs of all the Other Department of
Defense Uniformed Service Agencies

This study is not the same as interviewing active duty 1SGs currently serving in
OFS, Afghanistan. In addition, leadership attributes and behaviors examined in this
phenomenological should include other military Department of Defense uniformed
services agencies, for example, airman, Marines, or sailors to include the U.S. Army
Reserve Component, U.S. Army National Guard Bureau, U. S. Coast Guard, and U.S.
Space Force within the department of the U.S. Air Force. Furthermore, the military
should provide training that would instill the same discipline and authority in a leadership

position to lead subordinates in combat operations.
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Recommendation 3: Conduct a Replication Study Throughout the U.S. Military
Bases

A replication study should be done to collect data from all other Army Joint Base
installations throughout the 50 states in America that have retired U.S. Army 1SGs within
two counties of a military installation. Another study in a different region would
compare the findings of that study to the findings of this study to see if there were similar
results.
Recommendation 4: Emphasize That Mission Accomplishment Plays a Critical Role
in Combat Operations

All 10 retired 1SGs expressed dedication to mission accomplishment. Mission
accomplishment is a critical mindset of not failing at any cost. Equally important, the
NCOES systems should continue to drive this message to all leaders today through
upholding the highest training standards at every level of leading soldiers.
Recommendation S: Examine Other Leadership Positions That Lead Soldiers Into
Combat

This study can also benefit other leadership positions, such as an officer or
noncommissioned officer in the U.S. Army, that carry the honor of leading troops to
combat all military occupational specialty (MOS) code for a specific job. The benefit of
preparing in advance is not solely a specific MOS to lead soldiers. All leaders need to be

prepared if the 1SG is no longer available while in combat due to unforeseen events.
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Recommendation 6: Create Additional Studies in the Qualitative Inquiry
Framework

An additional study that may be beneficial for this investigation could be a
heuristic framework, a psychology discipline root described as a phenomenon that an
individual had intense experiences. Heuristics are straightforward rules of thumb that an
individual develops based on past experiences. It may be beneficial for future 1SGs to
understand quick judgments in a combat environment to save their soldiers’ lives.
Recommendation 7: Prepare Future Generations of Male or Female 1SGs to Lead
in Combat

This area is essential because it affects both male and female 1SGs as future
generational leaders. Those leaders who are currently not being adequately developed by
their superiors will not know how to develop others for combat operations in the future
correctly. The increased level of tactical development is essential to protect soldiers’
lives in a turbulent time of combat operations.
Recommendation 8: Understand Personal Temperament to Lead

The interview data and artifacts discovered that the personal temperament trait
had the lowest frequency count. Army educational courses need to develop more training
for leaders to understand how to harness it and not allow 1SGs to lead with toxic
emotions that can be detrimental to them. Personal temperament is a critical personality
trait for military leaders to ensure a mission’s success, primarily if that mission is

difficult or dangerous.
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Recommendation 9: Require Attendance for all 1SGs in the Master Resilience
Training

This study found that some of the 1SGs attended the MRT course before being
appointed to this leadership position. Only 70% revealed that they attended MRT before
being selected to be a 1SG. The evidence represented that 1SGs explained that others
went to the training, and it was their responsibility to train the unit. This position requires
all 1SGs to be MRT certified and understand the processes to defuse situations
personally; if 1SGs cannot protect themselves, how can they protect others in a turbulent
time of war.
Recommendation 10: Stress the Significance of Leading in Combat as a Leader

The 1SGs who invest significant resources into themselves become the epitome of
authentic leadership to the unit as they set the example of a noncommissioned officer.
They are prepared to be more complex thinkers and to continually develop themselves as
the essential troops to follow in combat as a U.S. Army 1SG in turbulent times.
Recommendation 11: Replicate This Study With U.S. Army Chaplains

A U.S. Army Chaplain has many duties that range from spiritual duties to
counseling and advising commanders and could include 1SGs. Chaplains, just as U.S.
Army 1SGs, care deeply and are committed to taking care of their soldiers when placed
in that position. This study would be a great platform, using the same four attributes
found in this study, to discover and describe the U.S. Army Chaplain’s perspective while

in combat operations during a turbulent time.
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Recommendation 12: Conduct a Survey for Personal Temperament

In this study, the topic of personal temperament resulted in the lowest frequency
counts during the interview process. Conducting a survey consisting of 10 interview
questions that the participants could respond to on their own time might result in a higher
frequency count. 1SGs are hard wired to complete the mission and they may not have
felt comfortable revealing their personal temperament at the end of the interview session.

Concluding Remarks and Reflections

This concluding remarks and reflections section includes my personal insights
about this research process and the values that were achieved. 1SGs rank mission
accomplishment as their top priority when leading their organization in a turbulent time.
Focusing on their mission ensures their success in completing their assigned objective.
Throughout this study, the discussion of being a 1SG was rooted in the NCO Creed. It is
1SGs’ foundation and shows them how to lead with purpose and direction without
compromising the requirements of their mission. Every 1SG exhibited the trait of
character whether in or out of combat. It is just a part of their inner workings further
developed through their service. The responsibility of taking care of their soldiers
through training, education, and life experiences instills the 1SG with purpose and
standards to lead effectively. As a 1SG, making hard decisions is a daily task and
applying the MDMP assists them to anticipate shortfalls and to develop strategies to find
alternative solutions. Being a compassionate, positive, and energetic 1SG creates a
model of a leader that soldiers want to follow and emulate. When the 1SG is
compassionate with their soldiers, that encourages all soldiers in the organization to be

compassionate to others. Having both passion and compassion for others is vital in
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combat operations. Because the 1SGs deal with life and death on a daily basis, it is
important to be able to empathize with others so they know they and their families are
cared for in a turbulent time.

Based on my experience, two key insights were shared. In the past, [ served in
the U.S. Army as a ISG. I served over 26 years in three different combat operations. |
have been involved as a follower and a leader of troops. Interviewing these retired U.S.
Army 1SGs has been a remarkable ride. It allowed me to revisit the demanding role of a
1SG, especially as the provided personal experiences of the different leading procedures
applied in many complex situations. I understood what made the participants exemplary
leaders with courage and honor through their shared personal artifacts that provided great
detail of their military accomplishments. These 10 former 1SGs provided detail after
detail of information to enhance this study. When interviewing these participants, I
observed that they still showed a great deal of pride and honor under the now-retired
shadow of their former selves. I could feel their integrity as they explained how they rose
to the rank of 1SG. I learned that all had different experiences in Afghanistan, ranging
from 2003 up to 2018. Frankly, they all shared the same passion for mission
accomplishment, taking care of soldiers with compassion, and having the drive to be the
hammer in discipline for the unit.

I also learned that even though I retired from the U.S. Army in 2012, a 1SG’s
training is constant and 1SGs never takes their own training lightly. They still march
proudly whether they are on active duty or retired. All of the members are still active
members of the DAV or VFW and enjoy giving back to their local communities to this

day. As I conducted this research study, I felt like I was still in uniform because of the
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institutional language they still utilize outside of the active-duty commitment. I will
continue to help my community and support former 1SGs anytime and anywhere when
called upon on. Thank you, Brandman University, for the opportunity to describe the
leadership attributes and behaviors of a U.S. Army 1SG who drives those troops not to
quit on themselves, their unit, or the Army in the protection of our great nation, the
United States of America!!!

"Good Training"
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APPENDIX B

Confirmation Request

February 3, 2020
Dear DAV Commander of Chapter 41

I am a DAV member and current doctoral candidate at Brandman University. [ am
conducting a study on How A4 Study on How Retired U.S. Army First Sergeants Led Their
Troops Throughout Turbulent Times in Afghanistan During Operation Enduring
Freedom (OEF) or Operation Freedom Sentinel (OFS).

I am asking you for your assistance by permitting me to recruit a retired U.S. Army First
Sergeant who served as a First Sergeant in Afghanistan. An email has been drafted to
recruit retired U.S. Army First Sergeants who served in OEF/OFS. My recruiting method
consists of sending the drafted email through your organization as correspondence with
your approval.

If you agree to afford me this opportunity, then please email me at the following email
address eortega?(@mail.brandman.edu. A formal consent to research the DAV on the
organization's letterhead or email that included the DAV information would be
appreciated.

Please note that all data collected will be completely confidential. No names or units will
be attached to any notes or records from the interview. All information will remain in the
locked files accessible only to the researcher. No one will have access to the interview
information other than the participants.

I am available at (XXX) (XXX-XXXX) or by email to answer any questions you may
have. Your contributions to this study would be significantly appreciated and valued by
all U.S. Army First Sergeants.

Sincerely,

Enrique Ortega Jr.
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APPENDIX C

Consent to Participate

INFORMATION ABOUT: A Study on How Retired U.S. Army First Sergeants Led
Their Troops Throughout Turbulent Times in Afghanistan During Operation Enduring
Freedom (OEF) Or Operation Freedom Sentinel (OFS).

RESPONSIBLE INVESTIGATOR: Enrique Ortega Jr.

PURPOSE OF THE STUDY:

You are being asked to participate in a research study conducted by Enrique Ortega Jr., I
am doctoral candidate form the School of Education at Brandman University. The
purpose of the study is to discover and describe behaviors that exemplary U.S. Army
First Sergeants in organizations practice to lead their troops through the turbulent times
of combat operations using the leadership attributes of personal temperament, concern for
the collective interest, resilience, and moral purpose.

Your participation in this study is voluntary and will include an interview with the
identified student investigator. The interview will take approximately 60 minutes to
complete and will be scheduled via a Zoom conference call at a time of your
convenience. The interview questions will be confidential. Each participant will have an
identifying code, and names will not be used in the data analysis. The results of this study
will be used for scholarly purposes only.

I understand that:

A. The researcher will protect my confidentiality by keeping the identifying code

safe-guarded in a locked file drawer or password protected digital file to which

the researcher will have sole access.

210



B. My participation in this research is voluntary. I may decide not to participate in
the study, and I can withdraw at any time if I so choose. I can also decide not to
answer particular questions during the interview if I so choose. Also, the
investigator may stop the study at any time.

C. If I have any questions or concerns about the research, please feel free to

contact Enrique Ortega Jr. via email at eortega?(@mail.brandman.edu or by phone

at (360) 529-7503, or Dr. Julie Hadden (Chair) at jhadden@brandman.edu

D. No information that identifies me will be release without my separate consent,
and all identifiable information will be protected to the limits allowed by law. If
the study design or the use of data is to be changed, I will be informed and
consent re-obtained. These are minimal risks associated with participating in this
research.

E. If I have any questions, comments, or concerns about the study or the informed
consent process, [ may write or call the Office of the Vice Chancellor of

Academic Affairs, Brandman University, at 16355 Laguna Canyon Road, Irvine,

CA 92618, 949-341-7641.

I acknowledge that I have received a copy of this form and the “Research Participant’s

Bill of Rights.” I have read the above and understand it and hereby consent to the

procedure(s) set forth.

Signature of Participant or Responsible Party Date

Signature of Principal Investigator Date
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APPENDIX D
Interview Protocol

My name is Enrique Ortega Jr., and I am a retired U.S. Army First Sergeant who
served 26 years on active duty and deployed to Operation Iraqi Freedom (OIF) 2004-
2005 to include in Operation Enduring Freedom (OEF) 2009-2010. I am currently a
doctoral candidate at Brandman University in the area of Organizational Leadership. I am
a part of a team researching to discover and describe behaviors that exemplary leaders'
practice to lead their organizations through turbulent times. In her book Leadership in
Turbulent Times, Doris Kearns Goodwin argued that influential leaders use common
behaviors during turbulent times of combat operations. These behaviors help leaders
succeed in situations where others have failed and allow them to overcome hardship.
Four behavioral elements emerged as critical to leading in turbulent times: moral
purpose, concern for the collective interest, resilience, and personal temperament.
Through my research, I hope to begin answering crucial questions regarding the
behaviors that guide leaders successfully through turbulent times.

Our team is conducting approximately 40 interviews with leaders like yourself.
Hopefully, the information you give and the others will provide a clear picture of
behaviors that exemplary leaders practice to lead their organizations through turbulent
times and add to the available body of research.

Incidentally, even though it appears a bit awkward, I will be reading most of what
I say. The reason for this is to guarantee, as much as possible, that my interviews with all

participating exemplary leaders will be conducted pretty much in the same manner.
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I want to remind you that any information obtained in connection to this study
will remain confidential. All of the data will be reported without reference to any
soldier(s) or any company(s). After I record and transcribe the data, I will send it to you
via electronic mail to check to make sure that I have accurately captured your thoughts
and ideas.

Did you receive the Informed Consent and Brandman Bill of Rights I sent you via
email? Do you give your consent to participate in this study and do you have any
questions or need clarification about either document?

We have scheduled an hour for the interview. At any point during the interview,
you may ask that I skip a particular question or stop the interview altogether. To ease our
discussion and accuracy, I will record our conversation, as indicated in the Informed
Consent.

Do you have any questions before we begin?

Okay, let us get started, and thanks so much for your time.

Purpose Statement

The purpose of this phenomenological study was to discover and describe
behaviors that retired U.S. Army First Sergeants practiced to lead their companies
through turbulent times using the leadership attributes of moral purpose, concern for the
collective interest, resilience, and personal temperament during their active duty service
while deployed in combat operations in Afghanistan throughout Operation Enduring
Freedom (OEF) or Operation Freedom Sentinel (OFS).

The first element we will be looking at is moral purpose.
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As per our thematic team, we defined moral purpose as:
Leaders who conduct themselves with moral purpose are legitimate and credible
role models who practice what they preach and make principled and fair choices
that can be observed and emulated by others. They use frequent, two-way
communication to define ethics, create moral codes for the organization, and
infuse the organization with principles that will guide all soldiers' actions.
Interview Question #1: In their duty position, organizational leaders often face ethical
dilemmas. As a leader, how do you provide your soldier's opportunities to voice their
concerns and thoughts about ethical dilemmas confronting the company?
e Probe: What do you do to keep the lines of communication open?
e Probe: How do you create an atmosphere of trust, so your soldiers feel
comfortable expressing concerns or calling attention to the company's problems?
Interview Question #2: Can you share a story about a time when you had to make a
difficult decision, and your integrity was on the line?
e Probe: What guided you in making that difficult decision?
e Probe: How do you ensure your soldiers know how to make difficult decisions?
We will now move on to the second element, Collective Interest.
As per our thematic team, we defined collective interest as:
Prioritizing outcomes, actions, and decisions to benefit the greater common good
rather than strategizing to produce self-serving advantages or outcomes.
Interview Question #3: Research shows that leaders who lead their company through

turbulent times make the concern for the collective interest a priority. How do you assess
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and remain focused on the collective interest of your company as you guided the
organization through turbulent times?
e Probe: Are there things you do to keep your mind's collective interest and others'
minds within the company?
e Probe: Can you give me an example?
Interview Question #4: How do you prioritize the collective interest when it conflicts
with your sense of security or professional self-interest?
e Probe: Tell me about a time when you have experienced this conflict?
e Probe: What do you do to lead your organization when you are feeling this
conflict?
The 3rd element we will be looking at is resilience.
As per our thematic team, we defined resilience as:
The ability to prepare and plan for, absorb, recover from, or more successfully
adapt to actual or potential adverse events.
Interview Question #5: Can you share a time where you needed to absorb and recover
from the adversity of an unsuccessful event? What strategies did you use to bring out
your resilience?
e Probe: Can you tell me how you increased your resilience in challenging times to
overcome events that you have been challenged as a leader?
e Probe: How have you demonstrated your resilience as a leader to your platoon
sergeants within your company?
Interview Question #6: As a leader, how do you increase your company's resilience in

handling setbacks and meeting important project goals?
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e Probe: What strategies have you found to be effective in building resilience in
your soldiers?

e Probe: How do you provide training in resilience to your company in a
challenging time?

The 4th element we will be looking at is personal temperament.

As per our thematic team, we defined personal temperament as:
The prevailing mood pattern or characteristic level of emotional excitability or
intensity of an individual.

Interview Question #7: Can you describe your personal temperament?

e Probe: Can you share a story where your personal temperament played a role in
your leadership position during turbulent situations?

e Probe: How do you feel about your personal temperament in that situation that
helped or hindered a positive outcome/resolution?

Interview Question #8: What strategies do you use to adapt your temperament in
different situations? For example, how might your temperament change in a turbulent
environment compare to an everyday environment?

e Probe: Can you describe a situation in which you had to control your
temperament to bring your people through a turbulent situation to achieve an
important goal?

e Probe: How do you feel about that?

And finally, the last element we will be researching is resilience.
Interview Closing Comments

This concludes the interview. Do you have any questions for me?
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Again, [ want to thank you for your time, and I appreciate your passion and candidness
throughout the interview. Your participation has given me a wealth of information that

will contribute immensely to my study.
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APPENDIX E
Zoom Recording Release Form

RESEARCH STUDY TITLE: A Study on How Retired U.S. Army First Sergeants Led
Their Troops Throughout Turbulent Times in Afghanistan During Operation Enduring
Freedom (OEF)

or Operation Freedom Sentinel (OFS).

BRANDMAN UNIVERSITY
16355 LAGUNA CANYON ROAD

IRVINE, CA. 92618
RESPONSIBLE INVESTIGATOR: Enrique Ortega Jr.

I authorize Enrique Ortega Jr., Brandman University Doctoral Candidate, to record my
ZOOM interview. I give Brandman University and all persons or entities associated with
this study, permission, or authority to use this recording for activities associated with this

research study.

I understand that the recording will be used for transcription services, and the identifier
redacted information obtained during the interview may be published in a journal or
presented at meetings and/or presentations. I will be consulted about the use of the Zoom
recordings for any purpose other than those listed above. Additionally, I waive any rights
or royalties or other compensation arising from or related to the use of information

obtained from the recording.

By signing this form, I acknowledge that [ have completely read and fully understand the
above release and agree to the outlined terms. I hereby release any and all claims against

any person or organization utilizing this material.

Signature of Participant or Responsible Party Date

Signature of Principal Investigator — Enrique Ortega Jr. Date
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APPENDIX F

Research Participants Bill of Rights

“ BRANDMAN

University 2=

BRAMDMAN UNIVERSITY INSTITUTIONAL REVIEW BOARD

Research Participant’s Bill of Rights
Any person who is requested to consent to participate as a subject in an experiment,
o who is reguested to consent on behalf of another, has the following rights:
1. Tobe told what the study is attempting to discover

1. To be told what will happen in the study and whether any of the procedures,
drugs or devices are different from what would be used in standard practice.

3. To betold about the risks, side effects or discomforts of the things that may
happen to him/her.

4. To betold if hefshe can expect any benefit from partidpating and, if so, what the
benefits might be.

& To betold what other choices he/she has and how they may be better or worss
than being in the study.

B Tobe allowed to ask any questions concerming the study bath before agresing to
be involved and during the course of the study.

7. Tobe told what sort of medical treatment is available if any complications arise.

B. To refuse to participate at all before or after the study Is started without any
adverse effects.

9. To receive a copy of the signed and dated consent form.

10. To be free of pressures when considering whether hefshe wishes to agree to
b in the study.

If at any time you have questions regarding 3 research study, you should ask the
researchers to answer them. You abo may contact the Brandman University
Instrtutional Review Board, which is concemed with the protection of volunteers in
research projects. The Brandman University Institutional Review Board may be
contacted either by telephoning the Office of Academic Affairs at (949) 341-9937 or by
writing to the Vice Chancellor of Academic Atfairs, Brandman University, 16355 Laguna
Canyon Road, Ineine, C&, 92618

Birandns Unneruty [ Adopisd Hoveshar 1113
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APPENDIX G

Coding Form Example

Question: As a leader, how do you provide your soldier's opportunities to voice their
concerns and thoughts about ethical dilemmas confronting the company?

Response Initial Coding Focused Coding
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APPENDIX H

Interview Feedback Reflection Questions

Conducting interviews is a learned skill set/experience. Gaining valuable insight
about your interview skills and affect with the interview will support your data gathering
when interviewing the actual participants. As the researcher, you should reflect on the
questions below after completing the interview. You should also discuss the following
reflection questions with your ‘observer’ after completing the interview field test. The

questions are written from your prospective as the interviewer. Provide your observer
with a copy of these reflective questions prior to the field test interview. Then you can

verbalize your thoughts with the observer and they can add valuable insight from their
observation. After completing this process, you may have edits or changes to recommend
for the interview protocol before finalizing.

—_

How long did the interview take? Did the time seem to be appropriate?

Were the questions clear or were there places when the interviewee was unclear?
Were there any words or terms used during this interview that were unclear or
confusing?

How did you feel during the interview? Comfortable? Nervous? For the
observer: how did you perceive the interviewer in regards to the preceding
descriptors?

Did you feel prepared to conduct the interview? Is there something you could
have done to be better prepared? For the observer: how did you perceive the
interviewer in regards to the proceeding descriptors?

What parts of the interview went the most smoothly and why do you think that
was the case?

Are there parts of the interview that seemed to be awkward and why do you think
that was the case?

If you were to change any part of the interview, what would that part be and how
would you change it?

What suggestions do you have for improving the overall process?
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APPENDIX |
Field Test Participant Feedback Questions
While conducting the interview you should take notes of their clarification request or
comments about not being clear about the question. After you complete the interview ask
your field test interviewee the following clarifying questions. Try not to make it
another interview; just have a friendly conversation. Either script or record their

feedback so you can compare with the other two members of your team to develop your
feedback report on how to improve the interview questions.

1. How did you feel about the interview? Do you think you had ample opportunities
to describe what you do as a leader when working with your team or staff?

2. Did you feel the amount of time for the interview was ok?

3. Were the questions by and large clear or were there places where you were
uncertain what was being asked?

4. Can you recall any words or terms being asked about during the interview that
were confusing?

5. And finally, did I appear comfortable during the interview?
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10.

11.

12.

13.

14.

15

16.

APPENDIX J

List of Probes to Use During Interview

. What do you do to keep...?

How do you create an atmosphere...?
What guided you in making...?
How do you ensure your soldiers...?
Are there things you do to keep...?
Can you give me...?

Tell me about a time...?

What do you do to...?

Can you tell me how...?

How have you demonstrated...?
What strategies have you’ve...?
How do you provide...?

Can you share a story...?

How do you feel about...?

. Can you describe a...?

How do you feel...?
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