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Research Question

_ What are the dominant
developmental stages (phases)
that shaped the leadership
development experience of

military leaders in becoming

- professionals?
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WEORVELOMMETTAL oo

IRAJECTORY

What are the processes shaping the leadership
development experience of military leaders in their
becoming professionals?

MATURING
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BEGINNING

ADYANCING

MATURING

What are the processes shaping the leadership
development experience of military leaders in their
becoming professionals?
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Contextual Conditions
Background factors that set the

context from which the respondents’
leadership endeavors are situated in.

Grounded
Theory

Phenomenon

The respondents’
conception of who
they are as leaders
developed at each
phase.

Causal Conditions
The need for the
respondents to lead
at every phase of
their development.

Strategy
The leadership

strategy respondents
adopted in response
to the phenomenon.

.

Consequence

The respondents’
conception of the
leaders they are
“becoming” at the
“end” of each phase.

1
Process of Developmental Trajectory

Intervening Conditions
Factors that influence the respondents’
development of various aspects of the
core phenomenon and adopting
different leadership strategies.

Paradigm
Model

15.




BEGINNING PHASE

Causal Conditions

Taking charge as

junior officer

= Vocational
responsibility

*  Vocational
competent

*  Secondary tasking

Contextual Conditions

* Beginning appointment
*  Subordinate profile

* Professional training

[

*  Opportunity to lead (few -> many)
Encouragement to lead (low -> high)
*  Work pressure {low -> high)

Phenomenon Strategy Consequence
Establishing self as Managing transaction Becoming a confident
vocational leader +  Transactional and willing leader
3 + Leadership confidence execution (= Leading with mission
{low -> high) +  Task execution clarity
* Leadership identity + Relational * Genuine concern for
(weak -> strong) influencing people
A
Intervening Conditions

16.
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Causal Conditions =
Taking charge as L
junior officer Establishing self as
« Vocational vocational leader
responsibility | * Leadership confidence |~
* Vocational (low -> high)
competent * Leadership identity
» Secondary tasking (weak -> strong)

N |_—

17.



Phenomenon Strategy

Establishing self as Managing transaction
vocational leader * Transactional
* Leadership confidence == execution
(low -> high) » Task execution
* Leadership identity * Relational

(weak -> strong) influencing

18.



Strategy
Managing transaction

* Transactional

—% execution

* Task execution

» Relational
influencing

/

Consequence

Becoming a confident

and willing leader

* Leading with mission
clarity

* Genuine concern for
people

19.
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ADVANCING PRASE

Causal Conditions

Leading in different
mission context

* \ocational task

*  Staff work

*  Managerial task

Contextual Conditions

*  Military appointment
*  Tour of duty

* Professional training

W
Phenomenon
Leading for mission

com

*  Perception of mission

success (mission alone >
mission+men)

*  Sense of purpose behind
mission (unclear -> clear)

W

Strategy
Leadership by example

* Technical leadership

+ Transactional
leadership

* Principle-based

leadership

L 4

Conseguence

Becoming a capable
leader beyond leading
by example

*  Trusted to lead

* |Indirect influencing

*  Qrganizational bridge

Interven

Conditions
Autonomy to lead (low -> high)
Leadership of superior (negative -> pasitive)

Subordinate needs (more diverse -> less diverse)

Unit culture {perf driven -> people oriented)

21.
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Phenomenon
Causal Conditions Leading for mission
Leading in different completion
mission context * Perception of mission
* Vocational task | success (mission alone -> .
* Staff work mission+men)
* Managerial task * Sense of purpose behind

mission (unclear -> clear)

| __—
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Phenomenon

Leading for mission

completion

* Perception of mission
success (mission alone ->
mission+men)

* Sense of purpose behind

mission (uncl

ear -> clear)

T

Strategy
Leadership by example

* Technical leadership
* Transactional
leadership

* Principle-based

leadership

/’
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\

Strategy Consequence
Leadership by example Becoming a capable
* Technical leadership leader beyond leading
» * Transactional pipe] by example
leadership * Trusted to lead
* Principle-based * Indirect influencing
leadership * QOrganizational bridge

_—
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Contextual Conditions
* Command and staff course
*  Senior appointment

MATURING PHASE

Causal Conditions “N‘ Conseguence

Satisfying operating wth il Strategy Becoming an
demand h'dh‘i fon Contributing beyond organizational leader
* Internal personnel vocational competency *  Commitment to
* \ocational identity (self -=
demand 3 R 3 *  Continuous organizational
* Internal unit demand v Laadarshipidentity {salf > engagement purpose
*  External stakeholders ariation) *  Serving as a bridge *  Improving
demand o *  Developing next organization
*  Organizational identity
=  External policy s 3 I generation of leaders *  Grounded in
demand skt organizational values
A

Intervening Conditions

* Social interaction (relational -»
organizational)

* Leadership theorizing (self-application
-> organization-application)

*  Acceptance of feedback (high -> low)

26.
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Causal Conditions

Satisfyi & Phenomenon
o B RS Leading with professional
demand :
* Internal personnel .
demand * Vocational identity (self->
am— community) -

* |Internal unit demand

Bl cridablia * Leadership identity (self->

organization)

. ::tmanci ) * Organizational identity
ernal policy (services -> national)
demand

N l __—
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Strategy

Contributing beyond

vocational competency

* Continuous
engagement

* Serving as a bridge

* Developing next
generation of leaders

Leading with professional
maturity

* Vocational identity (self ->

community) ——
* Leadership identity (self->

organization)
* Organizational identity
(services >nat|ona|)

28.
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Strategy
Contributing beyond

vocational competency

* (Continuous
engagement

* Serving as a bridge

* Developing next
generation of leaders

/

Consequence

Becoming an

organizational leader

* Commitment to
organizational
purpose

* Improving
organization

* Grounded in
organizational values

29.




Contextual Conditions
* Command and staff course
*  Senior appointment

MATURING PHASE

Causal Conditions “N‘ Conseguence
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-> organization-application)
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INTEGRATED PROCESSES
OF MILITARY LEADERS
DEVELOPMENT AS PROFESSTONALS
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Doing as a
professional military Leader

Learning in becoming a
professional military Leader

Intrapersonal :
" Being andbecominga ™.
professional military Leader “
(Phenomenon & '
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Being and becoming a
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(Phenomenon &
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Belng and becominga ™,

professional military Leader

(Phenomenon &
S Conseguence L
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Doing as a
professional military Leader

Learning in becoming a
professional military Leader

Intrapepoﬁa]
_;;"‘" Being and becom:ng a "‘x"

professional military Leader

(Phenomenon &

Consequence)
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Learning in becominga

professional military Leader

Intrapersonal R
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professional military Leader
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LESS Leader Identity
VISIBLE & Self-regulation

Meso Level

INVISIBLE Adult Development Processes

Foundation

Day et al. (2009) Integrative theory of leader development
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Adult Davolom Processes

Meso Level

INVISIBLE Foundation

Day et al. (2009) Integrative theory of leader development
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Performative

conceptual framework
for understanding
human learning
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Performative

/~ conceptual framework

_'/\_ for understanding
human learning

Chee et al. (2011). Learning as becoming: \/alues, identity, and performance in the
enaction of citizenship education through game play.
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Performative
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Performative
conceptual framework
for understanding
human learning
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Performative
conceptual framework
for understanding
human learning

Chee et al. (2011). Learning as becoming: \/alues, identity, and performance in the
enaction of citizenship education through game play.
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Performative
conceptual framework
for understanding
human learning

Chee et al. (2011). Learning as becoming: VValues, identity, and performance in the
enaction of citizenship education through game play.
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Performative
conceptual framework
for understanding
human learning

Chee et al. (2011). Learning as becoming: Values, identity, and performance in the
enaction of citizenship education through game play.
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Performative
conceptual framework
for understanding
human learning

Chee et al. (2011). Learning as becoming: Values, identity, and performance in the
enaction of citizenship education through game play.
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WHAT DOES IT MEAN FOR
LEARNTING AND PERFORMANCE?

LEADERSHIF -
RACTICE AS
RMA o
bq.'JFf[:-: f]IIJﬂlr.] 1 WORKPLACE
LERasHT LEANING &
DEVELOPMENT {PLD) DEVELOPMENT
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WHAT DOES IT MEAN FOR
LEARNTING AND PERFORMANCE?

LEADERSHIF
PRACTICE
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LERasHT LEANING &
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74.



g
§=] Person 1
S 1 X X Person2
28 y
85 T e )
S £ 5
85 T XX
g e He el FAGRSON 3
i
t t t t t >

Skill progression

75.



Embodied understanding

of practice
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CONNECTING

Professional Leaders
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CONNECTING

Professional Leaders
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