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Abstract
Franciscan education has a long tradition of educating the whole student—educating to make
better citizens. The focus of this research was to examine the success of that tradition, namely,
whether a positive correlation exists between servant leadership of faculty members and higher
levels of engagement with their students. Full-time professors at three Franciscan institutions of
higher education completed the Servant Leadership Questionnaire (SLQ), which measures
participants’ level of servant leadership, and the Faculty Survey of Student Engagement (FSSE),
which measures the engagement of the students with faculty. The results of the SLQ and FSSE
were organized to answer two research questions: (1) To what extent do faculty in these
institutions exhibit the qualities of servant leadership? (2) Among full-time professors teaching at
Franciscan institutions of higher education, what is the relationship between servant leadership
and deep approaches to learning? This study captured the effects of self-identified faculty
“servant” leaders and their potential to encourage deeper approaches to learning for students,
with the hope of creating an environment more squarely within the Franciscan tradition of this
learning community. The study’s results indicated a link between servant leadership and deep
approaches to learning with a strong correlation to emotional healing. The electronic version of
this Dissertation is at OhioLink ETD Center, www.ohiolink.edu/etd.
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Chapter I: Introduction
“Preach the Gospel always, and when necessary use words.”
-St. Francis of Assisi
Introduction
The purpose of this cross-sectional, quantitative survey study was to examine the extent
to which servant leadership qualities are exhibited by full-time professors at three Franciscan
institutions of higher education, and how their practice of servant leadership relates to student
engagement.
Franciscan education has a long tradition of educating the whole student—educating to
make them better citizens (Felician College, 2005-06). Since mission is in essence the core of
any institution, it seems that most faith-based institutions rely on mission to be the guiding force
academically and administratively. Within this mission lies the concept of putting the student
first, a model of servant leadership.
Institutions of higher education that embody faith-based values and espouse a faith-based
mission would certainly agree that educating is a primary goal, both implicit and explicit;
however, just adhering to these core concepts is not enough. The mission and vision, particularly
in a faith-based institution, may be too broad or esoteric/philosophical to enable educators to
connect with those they are educating. I looked at three institutions for this study, and have
worked for one of these, College A, for 13 years. For example, part of the mission of College A,
A College in New Jersey, one of the institutions examined in this research, is “to promote a love
for learning, a desire for God, self-knowledge, service to others, and respect for all creation”
College A mission is shared by other institutions of higher education that profess to follow the
teachings and tradition of St. Francis of Assisi. Felician is an independent, co-educational
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Catholic/Franciscan College founded and sponsored by the College A Sisters to educate a
diverse population of students within the framework of a liberal arts tradition. Its mission is to
provide a full complement of learning experiences, reinforced with strong academic and student
development programs designed to bring students to their highest potential and prepare them to
meet the challenges of the new century with informed minds and understanding hearts. It has
2000-plus students, including both adult and traditional students, as well as graduate programs to
go along with the liberal arts-based curriculum.
A brand is a name, term, symbol or design that distinguishes a company and institution
and its products and service from all others (Pride, Hughes, & Kapoor, 2010). Although the
branding and the mission of any given organization are not coterminous, they are most often
related. At Felician College, the brand, along with the mission, is “Students First.” According to
Braskamp, Trautvetter, and Ward (2006), there are three overriding themes of putting students
first. The first theme is the purposeful education of and working with students where a
deliberate effort is made to invest in students. Second, colleges like Felician and other
Franciscan institutions are charged with the development of students to recognize and build their
life purposes. Finally, the faculty plays an important role in fostering student development as
characterized by the holistic development and involvement of the faculty and other influential
adults in the lives of the students.
“Students First” is the main branding point for most Franciscan colleges. Whereas the
motto may be worded differently in individual institutions, the ideal behind such branding is
rooted in similar sentiments. It is hard to determine if this is the true hallmark of a Franciscan
College experience, a remnant of historical tradition, or simply part of a marketing plan. While
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there are undoubtedly some Felician students and faculty/staff who work at making this tag line a
core value, as in all places, it is not the experience for everyone.
The Foundations of Greenleaf
All institutions that have leaders in turn have followers. Robert Greenleaf discusses the
leader-follower relationship in many of his scholarly writings with the acknowledgment that a
great bridge can be built between the two. Prior to the late 1970s, versions of servant leadership
theories existed; however, they remained largely unexpanded until Greenleaf’s work. Greenleaf
(1977a) credited the re-discovery of the concept to reading Herman Hesse’s Journey to the East
(1956)—a story of a group of leaders who go on a pilgrimage to “the East” in search of the
“ultimate Truth.” The narrator speaks of traveling through both time and space, across geography
imaginary and real. They travel through this journey with a servant, Leo, who in the end was in
reality their leader, and they were lost without him. Greenleaf (1977b) is credited with
introducing the concept of servant leadership to mainstream thought by submitting it as an option
to be incorporated in order to remedy the leadership crisis that was then just taking hold. On this
subject, Greenleaf (1977b) stated, “The great leader is seen as a servant first, and that simple fact
is the key to his greatness” (p. 21). Thus, the values, perspectives, and concerns of leaders should
be focused on who and what they are responsible for as opposed to the desires that they may
want to fulfill through the power granted through their position.
Greenleaf (1977b) ascribed a significant level of importance to the function of inspiration
in leadership that ultimately proved similar to Akuckie’s (1993) argument when he asserted,
“What happens to the values, and therefore to the quality of the civilization in the future, will be
shaped by the conceptions of individuals that are born of inspiration” (p. 28). A tenet of servant
leadership is the pursuit of goals and needs of another entity, through an inborn inspiration to
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serve through leadership, which sounds very similar to divine ordainment. Greenleaf (1977b)
was in agreement with many leadership theorists when he established that inspiration and motive
play critical roles in leadership style and efficacy.
A new moral principle may be emerging which holds that the only authority deserving of
one’s allegiance is that which is freely and knowingly granted by the led to the leader in
response to, and in proportion to, the clearly evident servant stature of the leader. Those
who choose to follow this principle will not casually accept the authority of existing
institutions. Rather, they will freely respond only to individuals who are chosen as
leaders because they are proven and trusted servants. To the extent that this principle
prevails, the only truly viable institutions will be those that are predominantly servant led.
(p. 33)
The previous passage reveals to us that people cannot just rely on the traditional
institution for guidance to serve a certain way, they must embrace their own and carry this
leadership style wherever they go. In this case, while it would be optimal for a faculty member in
a Franciscan institution to practice a form of servant leadership, it is up to the individuals
themselves.
Larry Spears, former CEO of the Greenleaf Institute, stated in 1995 that:
the end of the twentieth century marks the end of traditional autocratic and hierarchical
modes of leadership, and the beginning of a model that enhances the personal growth of
workers and improvement of institutions by teamwork and community, personal
involvement in decision making, and ethical and caring behavior. This emerging
approach to leadership and service is called servant-leadership. (p. 9)
It is interesting that Spears (1995) uses the term “emerging” when servant leadership had
at that point been part of leadership for a long time. I feel “finally being embraced” is a more apt
expression. There are many who will argue that there is only one true servant leader, Jesus
Christ. Charles Marz claims in his 1998 book The Leadership Wisdom of Jesus that Jesus turned
the concept of leadership upside down―that for one to lead, one must be humble, sit in a lower
place of honor, and serve. Marz (1998) goes on to say, “Being a servant leader is fairly straight
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forward―look for their needs and try to meet them” (p. 92). He includes the idea of the golden
rule, “Do unto others as you would have them do unto you.”
Francis’ transformation from a member of rich family residing in Assisi, Italy, who
enjoyed the delights of life and living to the fullest to a person of God and a life of serving others
is one of the more amazing aspects of Francis. There are many stories of St. Francis’
transformation, from his first close encounter with lepers to the conversation initiated by God
speaking to him to “rebuild his church.” These are all important stories, but within these stories
is the core characteristic that links Francis to servant leadership. While he was greatly surprised
by his fast-growing following, how his community worked was ultimately the key component.
As their community life took shape, definite characteristics began to emerge that
corresponded counter culturally to the signs of the times. These would mark the movement
forever:
•

The communities were essentially made of laypersons, not clerics;

•

Francis’ followers were women as well as men;

•

The communities rejected the idea of monasteries and lived among the people;

•

The style of life was collegial, with those in leadership at the service of the group;

•

Followers rejected violence of every kind;

•

They inserted themselves in the world. (Dennis, 2004, p. 33)

There seems be a clear connection between Franciscan values and servant leadership as
the goals above facilitate a community of servants. While the above may seem more implied then
inherent, it is my contention that this community-based environment of inclusion, along with a
structure and leadership based on service, is a clear indication of the ties between Franciscan
values and servant leadership.
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Because motivation leads to engagement, motivation is where teachers need to begin.
Motivating students is important—without it, teachers have no point of entry. But it is
engagement that is critical, because the level of engagement over time is the vehicle through
which classroom instruction influences student outcomes (Guthrie & Wigfield, 2000; Guthrie,
Schafer, & Huang, 2001).
Accepting new facts and ideas uncritically and attempting to store them as isolated,
unconnected, items is a defining aspect of surface learning (Biggs, 1999). Surface learning tends
to be experienced as an uphill struggle, characterized by fighting boredom and depressive
feelings. In contrast to this, deep learning is experienced as an exciting and gratifying challenge
(Biggs, 1999; Entwistle, 1988; Ramsden, 1992). In my research I will attempt to identify the
specific ways that servant leadership functions as a spark to ignite the exciting and gratifying
challenges that enhance deep approaches to learning.
Teachers who behave as servant leaders are truly present and have a propensity to be
empathetic. A study on teachers as servant leaders suggests that servant leadership is a personal
choice and brings accountability for the service to other people. Servant leadership in the
classroom is said to grow from within the teacher, and can externally influence the organization
(Bowman, 2005). This speaks to Franciscan characteristics, not specifically but in a broad sense.
Bowman stated that servant leadership in the classroom speaks to the universal human longing to
be known, to care, and to be cared for in pursuit of the common good. The teacher as servant
leader functions as a trailblazer for those served by removing obstacles that stand in their path.
Part of unleashing another’s talents is helping individuals discover latent, unformed interest
(Bowman, 2005). Jennings and Stahl-Wert’s The Serving Leader (2003) deals with establishing
high standards of performance for those served. Teachers as serving leaders passionately and
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competently teach students the knowledge, skills, and strategies that they need to succeed.
Optimally, the serving leader is to “address your weakness, build on your strengths” (Jennings &
Stahl-Wert, 2003, p. 102). Achieving Greenleaf’s ideals of servant leadership requires colleagues
to intentionally explore—with a deep desire to help others—a collective vision of the school as
servant to its students (Bowman, 2005).
This chapter will provide a background for this study. The problem statement, purpose of
the study, and an outline of the remaining chapters follows.
Problem Statement
The Middle States Commission on Higher Education is the unit of the Middle States
Association of Colleges and Schools that accredits degree-granting colleges and universities in
the Middle States region, which includes Delaware, the District of Columbia, Maryland, New
Jersey, New York, Pennsylvania, Puerto Rico, the U.S. Virgin Islands, and several locations
internationally. While in a session for the Middle States, our accrediting body, I asked if there
was anything Felician College could review in order to improve, and perhaps showcase, that
which was not required of us 10 years ago when we had our last Middle States site visit. The
answer that most surprised me and was thus the motivation for this study was that the
accreditation team wanted to be able to understand and measure how the faith-based mission
transformed everyday experience, particularly within the classroom. The lack of empirical
research establishing the relationship between Franciscan values at higher education institutions
and servant leadership, and the efficacy of servant leadership in promoting student engagement
provided the impetus for this study, which aims to find out if such a relation or correlation exists.
While much data exist on student engagement at these colleges, there is little or no evidence of
the impact of those holding values of servant leadership on student engagement or lack thereof.
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Purpose of the Study
The purpose of this study was to determine if full-time professors in three Franciscan
institutions of higher education see themselves as practicing servant leadership, and to consider
the degree to which being a servant leader relates to student engagement.
I utilized the Servant Leader Questionnaire (SLQ) to determine the extent to which
faculty practice servant leadership, and use the Faculty Survey of Student Engagement (FSSE) to
identify potential correlations between servant leadership and student engagement. My
hypothesis was that those who score high on the SLQ will also have high FSSE scores. I wanted
to show the relationship between the traditions and values of Franciscan colleges and the values
of servant leadership. What is the difference between values and principles? Values are the
beliefs of a person or group in which they have emotional investment, whereas principles are
generalizations (based on values) that are accepted as true. For the sake of this study, values are
more pertinent than principles. The study thus attempted to quantify the extent to which these
values permeate the culture of Franciscan institutions, as measured by the attitudes and practices
of faculty.
To measure the extent to which servant leadership qualities are exhibited, descriptive
statistics were calculated on the six constructs of the SLQ: altruistic calling, emotional healing,
wisdom, persuasive mapping, organizational stewardship, and a global measure of servant
leadership. Higher scores indicate a higher propensity for servant leadership. To examine the
relationship between the practice of servant leadership and student engagement, a multiple linear
regression was conducted utilizing the SLQ constructs as independent variables, and a cluster of
items on the FSSE measuring faculty approaches to learning as the dependent variable.
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I surveyed all faculty members from each of three institutions, all Franciscan universities
or colleges, described in Table 1 below.
Table 1.1
Beliefs of the Three Participating Colleges
College/University
COLLEGE A
New Jersey

UNIVERSITY B
Pennsylvania

UNIVERSITY C
Wisconsin

Mission
Identity: College A is an independent, co-educational
Catholic/Franciscan College founded and sponsored by the Felician
Sisters to educate a diverse population of students within the
framework of a liberal arts tradition.
Mission: To provide a full complement of learning experiences
reinforced with strong academic and student development programs
designed to bring students to their highest potential and prepare
them to meet the challenges of the new century with informed
minds and understanding hearts. The enduring purpose of College
A is to promote a love for learning, a desire for God, selfknowledge, service to others, and respect for all creation.
Identity: University B, founded and sponsored by the Sisters of
Saint Francis, is a Catholic institution of higher education in the
Franciscan tradition.
Mission: University B educates a diverse community of learners
based upon the belief that knowledge is a gift to be shared in the
service of others and that learning is a lifelong process. University
B strives to be a teaching university of distinction, providing
innovative, transformational education in the Catholic Franciscan
tradition. University B RISES on the values of Reverence,
Integrity, Service, Excellence, and Stewardship and lives the
actions these values inspire. University B’s curriculum promotes
thoughtful and ethical leadership in service and response to a global
and technologically complex world.
Identity: Founded and sponsored by the Franciscan Sisters,
University C is a Catholic, Franciscan University in the liberal arts
tradition.
Mission: The University C community prepares students for
faithful service and ethical leadership. In keeping with the tradition
of our Franciscan founders, we hold the following core values:
Contemplation, reflecting upon the presence of God in our lives and
work; Hospitality, welcoming everyone we encounter as an honored
guest; Integrity, striving for honesty in everything we say and do;
Stewardship, practicing responsible use of all resources in our trust
Service, working for the common good in the spirit of humility and
joy.
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Research Questions
RQ1:

To what extent do full-time professors teaching at these Franciscan institutions of

higher education exhibit the qualities of servant leadership?
RQ2:

Among full-time professors teaching at Franciscan institutions of higher

education, what is the relationship between servant leadership and deep approaches to learning?
Summary of Chapters
In this first chapter I have introduced three preliminary concepts that underlie this
research study. The remaining chapters are organized as follows:
Chapter II presents a review of the pertinent literature. The purpose of Chapter II is to
review several primary aspects of the literature on servant leadership and higher education.
Some of the topics reviewed will include servant leadership, Franciscan vision, spiritual
leadership, education, motivational theories, and methodologies of servant leadership. I will
review the SLQ and FSSE in detail, and analyze the role of the liberal arts-based setting.
Whereas there is ample literature on the subject of servant leadership and education separately,
there is relatively little research and scholarly work on the two topics in tandem. Nonetheless,
there are many linkages that can be made between the concepts of servant leadership and
discussions on transformation, cyclical processes, traits and values, and religious rhetoric.
Additionally, one notable academic in particular, Greenleaf (1977b), has written an entire
chapter discussing the relationship between servant leadership and education. I have already
been given permission to use both SLQ and FSSE by their authors.
Chapter III describes the methodology employed in this study, including the development
and validation of the two instruments selected for this research.

11
Chapter IV deals with the data collection and the corresponding survey results. This
chapter focuses on the implementation, collection, and analysis of the results of the surveys and
scales used to look at the concepts that describe variations, extensions, or other applications of
the central idea of servant leadership in higher education.
Chapter V shows the implications of the results of the study and considers whether
servant leadership should be explicitly taught and practiced by faculty and staff in a Franciscan
educational setting.
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Chapter II: Review of the Literature
“In a non-receptive environment one does not simply announce that one is a servant leader…one
quietly and consistently does the things that servant leaders do.” (Keith, 2008, p. 3)
The literature reviewed in this chapter summarizes the relevant research on servant
leadership and education with an emphasis on the followers of servant leaders. This review
begins with a general examination of a model professor as a basis for discussing servant-led
students, and ends with an analysis of the influences that may shape servant-led followers within
an organization.
The concept of servant leadership is fundamental to education because professors provide
services, mentorship, advising, and general assistance day to day to students while they facilitate
their own personal and academic potential throughout the institutional curricula. This is
especially true in higher education, where varied professional expertise and degree of service is
provided at a certain cost to the students. Many studies suggest that the characteristics,
attributes, practices, and outcomes associated with servant leadership are highly influential to
organizations, leaders, and followers (Farling, Stone, & Winston, 1999; Laub, 1999; Patterson,
2003; Russell & Stone, 2002; Spears & Lawrence, 2004). Much of the core literature is found in
work by Farling et al. (1999) who presented the concept of servant leadership based on the
variables of vision, influence, credibility, trust, and service. Their study concluded that servant
leaders find the source of their values in a spirit-based code of behavior. Similarly, Laub (1999)
studied servant leadership, showing the characteristics of servant leaders and developing a
measuring instrument to determine several organizational and individual servant leadership
styles. The measuring instrument was called the Organization Leadership Assessment (OLA),
which has also been used prevalently in subsequent studies.
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In the context of this literature review, direct correlations were made between leadership,
education, and spirituality. The concepts gathered from the review were then applied to the
leadership of Felician College and the Franciscan College of New Jersey as examples of
institutions that follow the core mission and vision of St. Francis of Assisi. In this regard,
several past and current books and scholarly articles on leadership, spiritual leadership, servant
leadership, education, motivational theories, methodology, and gaps in the literature are
reviewed.
Leadership
Laub (2004) referred to leadership as a process where leaders and followers, connected
by one initiative, intentionally move to pursue a common objective. As such, leadership requires
the initiative to create a change to meet an objective that is common not only to the leaders
themselves but also to their members. This concept of leadership is relative in higher education,
where professors teach students as part of a mutual goal of institutional learning. One study
(Laub, 1999) categorized various leadership styles, extracted from the Multifactor Leadership
Questionnaire (MLQ), into three broad groups, namely transformational, transactional, and
passive-avoidance leadership. Transformational leadership was described as a process where
leaders can influence a change in the fundamental awareness of their associates while
considering a new outlook on themselves, and on the various opportunities and challenges in
their environment. Transactional leaders, on the other hand, behave in a constructive and
corrective manner, as their leadership defines opportunities and encourages achievement. Lastly,
passive-avoidance leadership, which is comprised of management by exception and laissez-faire
leadership, operates by systematically responding to situations and problems (Bass & Avolio,
2005).
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Matteson and Irving (2006) noted a movement toward a more follower-oriented approach
to leadership. Matteson and Irving cited self-sacrificial leadership and servant leadership as two
examples of a follower-oriented leadership style. Power is usually regarded as the primary
means by which someone can attain and express leadership. Burns (1978) defined power as the
holder’s capacity to lock transformations to the respondent’s conduct. In other words, power is
the capacity to fulfill a desire by influencing another in a way that instigates an action from the
respondent that would lead to the attainment of a desire. Whereas such a concentration on selfinterest has led to a crisis in moral and ethical standards in current organizations (Burns, 1978;
Maxwell, 2005; Northouse, 2006), servant leadership is a transformational leadership theory that
promotes the inclination to serve rather than lead traditionally, resulting in an agent that
influences others to achieve what they desire to attain with no application to self-interest. Thus,
leadership becomes the acquisition of responsibility for the ends and successes of others. As
Schuyler (2006) said, “For the sake of the end, and for the pleasure of choosing, the person
makes the choice. He makes it freely; for if he is compelled to make it, responsibility ceases”
(p. 55). In other words, once a person is influenced, or rather, once a person is led in a certain
direction, the leader then takes responsibility for whatever end they are now simultaneously
working to achieve.
The motive of the leader can therefore serve as a predictor for whatever leadership style
he or she adopts. Components of a leader’s mentality, including morals, ethics, and spirituality,
are fundamental to the resulting leader, whether he or she exhibits the same problems reflected in
the current crisis, or adopts a servant leadership style that seeks to place the priorities of others
above his or her own. Schulyer (2006) expounded on this idea:
The person exerts his own energy of will, or power of choice, in order to realize the end.
The end, as a motive, is not, however, the efficient, but the final cause or purpose of the
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choice. The motive is the reason why the person chooses, not the cause compelling him
to choose. (p. 55)
Servant leadership is thus an expression of power just like any other form of leadership,
yet one that is applied to benefit others rather than the leader him or herself.
Spiritual Leadership
Spirituality is not only a primary motivator, but it also serves as a mental framework
through which a leader constructs his or her style of leading. Block (1996), Fairholm (1998),
and Northouse (2006) believe that spirituality places a focus on those who are led rather than
those who lead. The same tenets that underlie servant leadership can be found referenced in
spiritual leadership. The Dalai Lama (Fry, 2003) differentiated spirituality from religion:
Religion I take to be concerned with faith in the claims of one faith tradition or another,
an aspect of which is the acceptance of some form of heaven or nirvana. Connected with
these are religious teachings or dogma, ritual prayer, and so on. Spirituality I take to be
concerned with those qualities of the human spirit – such as love and compassion,
patience, tolerance, forgiveness, contentment, a sense of responsibility, a sense of
harmony—which bring happiness to both self and others. (p. 705)
Fry (2003) contended that religion requires spirituality, but engaging in spirituality does
not require engagement in a religion. The two concepts are linked by altruism or zealousness for
other people’s interest; however, spirituality does not automatically imply that an individual
subscribes to a religious practice or tradition. According to Lilly (1892), the acceptance or
rejection of a concept differs within new societal and moral frameworks. An individual can be
spiritual even without attaching him or herself to a philosophical theory or any given
denomination. Therefore, the defining differences between servant leadership and spiritual
leadership are found in theology, basic beliefs, and the rights and values of the individual.
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Whether an individual acknowledges many spirits or one, the fact remains that
spirituality affects a leader’s expression of servant leadership. Although spiritual leadership and
servant leadership are very similar, they are considered separately in this study.
A correlation study by Gemmill and Oakley (1992) found that managers are more likely
to be perceived as servant leaders when they have stronger spiritual beliefs that emphasize moral
philosophies. Gemmill and Oakley’s results showed that perceptions of servant leadership vary
with the length of time spent in studying servant leadership values and the length of employment.
Some have concluded that spiritual leadership is the result of divine revelation. Sanders (1994)
asserted that spiritual leaders are ordained by God to lead others in the right spiritual direction.
Sanders’ position seems very similar to some definitions of servant leadership:
[Spiritual leaders] influence others not by the power of their personality alone, but by that
personality irradiated, interpenetrated, and empowered by the Holy Spirit. Because they
permit the Holy Spirit undisputed control of their life, the Spirit’s power can flow
unhindered through them to others. [Thus] Spiritual leadership is a matter of superior
power, and that can never be self-generated. There is no such thing as a self-made
spiritual leader. (p. 95)
Like servant leadership, spiritual leadership should be conducted in such a way that the
leader literally and completely separates him or her from the trappings of leadership, so that he
or she can eventually bring benefits to everyone. Nonetheless, Sanders (1994) believed, “Even
the natural qualities are not self-produced, but God-given, and therefore reach their highest
effectiveness when employed in the service of God and for His glory” (p. 3). While spiritual
leadership is similar to servant leadership, it differs in that the leader is inspired and motivated
by a higher power. Akuckie (1993) agreed that there are prevalent Biblical roots in the concept
of spiritual leadership. Although numerous correlations can be made between servant and
spiritual leadership, it may be necessary to compare servant leadership to other similar leadership
styles in order to gauge relative degrees of relevance. Even if this weakens Akuckie’s argument,
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it can also strengthen the relationship between spiritual and servant leadership, which would
further resonate within the Franciscan values arguments, although it may not be directly relevant
to higher education. If there is a link between the two, then it would be in that virtues that relate
to and coincide with God’s teachings are a necessary part of those who teach, especially spiritual
teachers, a proposition that agrees with Akuckie’s (1993) divine inspiration argument.
Servant Leadership
Greenleaf (1977b) is credited with introducing the concept of servant leadership to
mainstream thought by submitting it as an option to be incorporated in order to remedy the
leadership crisis that was then just taking hold. On this subject, Greenleaf stated that greatness
results from leaders who are first identified as servants. Thus, a leader’s values, perspectives,
and concerns should be focused on whom and what he or she is responsible for, as opposed to his
or her desires.
Greenleaf (1977b) expressed the importance of inspiration in a way that proved similar to
Akuckie’s (1993) argument when he asserted that inspired individuals can shape the future
condition of the civilization. Greenleaf was in agreement with many leadership theorists when
he established that inspiration and motive play critical roles in leadership style and efficacy. To
add a further dimension to his theory, Greenleaf also stated that good leaders would rightly
influence others without the revelation of their motives and leadership. In addition it was said
that to lead without divulging either direction or intention is completely acceptable for leaders
and managers, especially those who are gifted with intuitive or divine insight.
Greenleaf (1977b) defined intuitive insight as akin to foresight, or having a sense of
determining the unknown and predicting the future. He admitted that this is attributable to
mysticism and the supernatural, which establishes a connection with spiritual leadership, but
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argued that intuitive insight could also be understood through both natural law and the electrical
body-field theory (Greenleaf, 1977b). On this subject, he wrote:
The electrical body-field theory suggests the possibility of an interconnection between
fields and could explain telepathy. Some are willing to explore the possibility of memory
traces being physical entities, thus providing a basis for explaining clairvoyance. In farout theorizing, every mind, at the unconscious level, has access to every bit of
information that is or ever was. Those among us who seem to have unusual access to
these data banks are called sensitives. What we now call intuitive insight may be the
survivor of an earlier and greater sensitivity. (pp. 35-36)
As evidenced by Greenleaf’s (1977b) explanation, servant leadership can have a series of
loci and origins. This is also conveyed in Whittington’s (2004) argument that the key to truly
understanding and exemplifying servant leadership is an examination of one’s motives rather
than an ideological basis. Thus, it would be through an individual’s motives, although ethical,
moral, and spiritual bases can influence them, that servant leadership could be established.
Fisher (as cited in Poon, 2006) described servant leadership as leaders being complete
followers. Poon (2006) further said servant leaders should consider instilling in their minds the
interests of the people they serve, and learn to value their thoughts, feelings, beliefs, behaviors,
hopes, fears, and what they value as much as the leaders value their own interests. Magoni (as
cited in Poon, 2006) added that servant leadership requires a vast dedication of power and
influence that starts from its leader and trickles down to his or her followers; however, Page and
Wong (2000) cautioned that servant leadership does not mean doing menial jobs and being at the
mercy of the followers. Instead, servant leadership transcends that level of responsibility
because servant leaders inspire their followers to do their best. Moreover, Page and Wong also
said that “servant leadership should not be equated with self-serving motives to please people, or
to satisfy one’s need for acceptance and approval. At the very heart of servant-leadership is the
genuine desire to serve others for the common good” (p. 2). Page and Wong further clarified
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that servant leadership does not mean weak leadership: servant leaders are still going to face and
make tough decisions, just like any other leaders. The difference between servant leadership and
other leadership styles is not the quality of decisions servant leaders make, but the responsibility
and follower consultation that is exercised by servant leaders. In the conceptual framework Page
and Wong (2000) formulated, they contended that character is at the center of servant leadership.
They also said: “It is the fundamental attitude of servanthood that influences how leaders work
with followers and how they carry out the task of leadership” (p. 4). Laub (1999) defined
servant leadership as:
An understanding and practice of leadership that places the good of those led over the
self-interests of the leader. Servant leadership promotes the valuing and development of
people, the building of community, the practice of authenticity, the providing of
leadership for the good of those led, and the sharing of power and status for the common
good of each individual, the total organization and those served by the organizations.
(p. 83)
While most of the literature about servant leadership contains a fragmented framework,
there is substantial empirical research that has helped to solidify servant leadership’s legitimacy.
Whereas there are those who embrace servant leadership as the only true form of leadership, the
theory has many limitations; nevertheless, the studies of Barbuto and Wheeler (2006), Farling et
al. (1999), Sendjaya and Sarros (2002), and others have helped to neutralize skepticism and
address these concerns. Servant leadership has enjoyed increased popularity as leaders and
managers look for ways to lead subordinates effectively.
Characteristics of Servant Leadership
There are 10 characteristics of servant leadership discussed by Spears (2004), namely: (a)
listening, (b) empathy, (c) healing, (d) awareness, (e) persuasion, (f) conceptualization, (g)
foresight, (h) stewardship, (i) commitment to the growth of people, and (j) building community.
These are all discussed in the following descriptions.
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•

Listening–Spears (2004) defined it as being both receptive and attentive to what is being
said, as well as paying attention to one’s inner voice. “Servant-leaders listen intently to
others to recognize and clarify the needs and concerns of an individual or a group”
(Greenleaf, 1977b; McGee-Cooper as cited in Keena, 2006, p. 17).

•

Empathy–Spears (2004) defined empathy as understanding through acceptance and
recognition of the special needs of other people.

•

Healing–The guiding principle of this servant leadership characteristic is the search for
wholeness that everyone concerned shares (Spears, 2004).

•

Awareness– “General awareness, and especially self-awareness, strengthens the servantleader. Awareness also aids one in understanding issues involving ethics and values. It
lends itself to being able to view most situations from a more integrated, holistic
position” (Spears, 2004, p. 3).

•

Persuasion–This servant leadership characteristic is not about coercion but convincing
other people to reach a consensus (Spears, 1998).

•

Conceptualization–This servant leadership characteristic refers to the ability of the leader
to think about great visions for the organization (Spears, 1998).

•

Foresight– “Foresight is a characteristic that enables the servant-leader to understand the
lessons from the past, the realities of the present, and the likely consequence of a decision
for the future. It is also deeply rooted within the intuitive mind” (Spears, 2004, p. 3).

•

Stewardship–This characteristic is “accomplished by caring for the well-being of the
group and serving the needs of the others” (as cited in Keena, 2006, p. 23).

•

Commitment to the growth of people–This characteristic refers to proactive involvement
in making sure that the other people are growing in the organization (Spears, 1998).
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•

Building community–This characteristic refers to the commitment to do good not only to
the organization to which one belongs, but to the larger community as well (Spears,
1998).
Application of servant leadership. In Spears’ (1996) article, he cited the six major

areas where the concept of servant leadership can be applied. These are enumerated as (a)
institutional philosophy and models, (b) trustee education, (c) community leadership, (d)
experiential education, (e) personal and spiritual growth, and (f) education and training
programs.
Institutional philosophy and model. According to Spears (1996), the servant leadership
philosophy and model has been applied to various institutions and organizations. These include
business institutions (Greenleaf, 1977b; Rauch, 2007), hospitals, military (Earnhardt, 2008),
churches (Spears, 1996), county jails (Keena, 2006), and foundations (Spears, 2004).
Trustee education. Greenleaf (as cited in Spears, 1996) “urged trustees to ask
themselves two central questions: ‘Whom do you serve?’ and, ‘For what purpose?’” (p. 34).
Community leadership. According to Spears (1996), the number of community leaders
using the Greenleaf Center resources as a training tool is growing.
Experiential education. Experiential learning is a way of institutionalizing the practice
of servant leadership through the introduction and the reinforcement of this leadership approach
to an organization (Page, 2004). Page (2004) also said: “When practiced regularly, these
exercises are a means of overcoming the problem of people not applying what they have learned
through servant leadership and leadership workshops and training” (p. 1). Page (2004) identified
a few common strategies wherein servant leadership is taught or ingrained in an organization.
According to Page, the traditional method of experiential learning is through group exercises led
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by a facilitator, which usually requires one to four hours. Another method is the strategic placing
of quotes in the workplace in order for the employees constantly to be reminded of the
organization’s goals and mission. Emails, flyers, screen savers, and list serves are a few other
strategies that can be used to ingrain to the workers the goals of the company. Second, a skit
portraying the right and wrong way of doing things can also be an effective strategy in teaching
the values of servant leadership according to Page. Lundy (as cited in Page, 2004) said: “This is
also a good method for examining and modeling the positive character qualities of servant
leadership, such as: accessibility, affability, vulnerability, teachability, impartiality, sensitivity,
which must be modeled, but are not conducive to learning in a formal setting” (p. 3).
Personal and spiritual growth. According to Spears (1996), “A special strength of
servant-leadership is that it encourages both individuals and institutions to serve and lead others,
thereby setting up the potential for raising the quality of life throughout society” (p. 35).
Education and training programs. The implementation of servant leadership programs
has been instituted in universities and colleges (Spears, 1996). In a case study done by Hardin
(2003), he found that students’ perceptions of leadership changed in favor of servant leadership
after attending a servant leadership workshop. He also found in this case study that the level of
involvement or participation in the workshop about servant leadership is correlated to how the
students will eventually be receptive to the servant leadership approach. In the succeeding
sections, more focus is given to this area of servant leadership, as it directly relates to the
research question of this study.
Distinguishing servant leadership from other leadership styles. The difference
between spiritual leadership and servant leadership was briefly delineated in the previous
paragraph. Transformational leadership is another leadership style that needs to be differentiated
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from servant leadership. Transformational leadership and servant leadership share many
similarities that make them seem interchangeable to some people (Stone, Russell, & Patterson,
2003), although Barbuto and Wheeler demonstrated in their 2006 study that they are
conceptually different. Both are said to be people-oriented leadership styles that incorporate
concepts like influence, vision, trust, respect, risk-sharing, integrity, and modeling.
Transformational and servant leadership coincide with seeing the importance of
appreciating and valuing people, listening, educating, and empowering followers, but differ in
terms of the focus of the leaders. As it turns out, transformational leaders primarily focus on
organizational objectives, while servant leaders primarily focus on their followers (Stone et al.,
2003).
Another leadership style that shares some similarities with servant leadership is selfsacrificial leadership (Matteson & Irving, 2006). Matteson and Irving (2006) cited empathy,
people development, community formation, leadership service, and followers’ empowerment and
service as the overlapping characteristics between the two leadership styles. They had also
speculated that the two follower-oriented leadership styles differ in terms of core behaviors used
in dealing with their followers. An example of this is the motivation behind role modeling and
altruistic behaviors. They mentioned that “loving acts” are generally attributed to both
leadership styles; they contended that love is not automatically the motivation for self-sacrificial
leadership.
Focht (2011) addressed many areas of characteristics of servant leadership, in particular
love. He focused on how to embrace the whole person through loving them, as an individual and
not just as a means to an end. Servant leaders genuinely care for their followers (Dennis, 2004).
This builds on the foundations of teachers deeply involved with their students and their success.
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This success is in the form of deep learning which potentially will enrich their lives. Crom
(1998) stated that servant leaders should truly care about their team members as people, hear
students, make them feel important, and show genuine interest in their lives. Patterson (2003) is a
strong proponent of agapao love,
Which causes leaders to consider each person not simply as a means to an end, but as a
complete person: one with needs wants and desires. According to Winston, this love is
still alive and well in organizations in which those who demonstrate it follow what
Winston calls, not the Golden Rule, but the Platinum Rule (do unto others as they would
want you to do unto them. (p.3)
In Page and Wong’s (2000) study, they contrasted command leadership from servant
leadership in a comparative table of their characteristics. They said that these two leadership
styles are in direct contrast with each other in terms of principles. Page and Wong said that the
differences between the two include: leaders’ objectives, goals, perception of their
responsibilities, treatment of coworkers and subordinates, work atmosphere, feedback,
accountability, and authority.
Support for Servant Leadership
In the contemporary setting, a number of people have expressed their support for servant
leadership. One such individual is Bernard Bass (as cited in Drury, 2004a), who described the
values of servant leadership as a learning organizational movement. Bass (as cited in Drury,
2004a) also said that the theory espoused by servant leadership will play a role in the leadership
paradigm in the future. Max Depree (as cited in Drury, 2004a) echoed the “movement”
sentiment of servant leadership, saying that it is a good approach to leading, since it gives
importance to relationships with people. Blanchard (as cited in Drury, 2004a) believes that the
foundation of effective leadership lies in the values of servant leadership.
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Covey (as cited in Drury, 2004a) also recommended the approach of servant leadership.
Page and Wong (2000) noted that Covey believes that workers have the motivation to achieve a
common purpose under this leadership approach:
The leader does this by engaging the entire team organization in a process that creates a
shared vision that inspires each to stretch and reach deeper within themselves and to use
their unique talents…to achieve that shared vision. (Wong, 2004, p. 7)
On the other hand, Collins’ (2001) support for the servant leadership approach is focused
on the humility and the fierce resolve aspects of the principle. Collins decided not to use servant
leadership to describe Level 5 leaders because his group views it as too impractical of an
application because it was too soft and grounded in humility, which contradicts the nature of
servant leadership. Peter Northouse (as cited in Drury, 2004a) focused on the ethical aspect of
servant leadership due to altruistic overtones, defined as care for the followers, removal of
injustice and inequalities in the system, and social responsibility in the span of the organization.
Benefits of Servant Leadership
In order better to understand the nature of support for servant leadership, a discussion of
the literature on the positive effects of servant leadership is necessary. Many studies found
advantages in the use of servant leadership in leading organizations and institutions (e.g.,
Dannhauser & Boshoff, 2006; Drury, 2004a; Irving, 2005b; Van Staden, 2007). Drury’s study
(2004a) showed that servant leadership is positively correlated with job satisfaction. This
finding is in the same vein as Laub (1999), who found that companies that employ a servant
leadership philosophy will have higher employee job satisfaction. Drury’s (2004a) study also
found that job satisfaction is experienced among all levels of workers in an organization;
however, she emphasized that a person’s perception regarding servant leadership varies with
regard to his or her position in the organization, especially between hourly workers and faculty
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members. In terms of employee perception regarding servant leadership, Parolini (2005) showed
how the perception of servant leadership in an organization is dependent on the supervisor or the
leaders of the organization. Furthermore, it was shown that how the supervisors implement this
philosophy in practice affects how the employees view the entire organization.
According to Irving’s (2005a) study, servant leadership and team effectiveness have a
significant relationship. Irving also said that this relation encompasses multiple levels of team
effectiveness, which include love, empowerment, vision, humility, and trust. Moreover, a
significant relationship between job satisfaction and team effectiveness was found, indicating
that job satisfaction has a moderating effect on the relationship of servant leadership. Rauch
(2007) tested the effects of servant leadership on a different dimension of team effectiveness in
an industrial manufacturing setting. Team effectiveness in terms of absenteeism, attrition,
accident rate, accident severity rate, and defective parts produced rate were measured. Results
showed that absenteeism has a strong negative correlation with servant leadership, attrition has a
moderate correlation with servant leadership, accident rate and defective parts produced rate
have weak negative correlations with servant leadership, and accident severity rate has a weak
correlation with servant leadership.
Dannhauser and Boshoff (2006) found in their study that servant leadership, trust, and
team commitment are all related. They cautioned that the relationship between trust and servant
leadership has variance in terms of the structure, showing a larger gap in trust between the
organization and the manager than in trust between colleagues. Furthermore, the three variables
are found to have no relationship with demographic variables that include gender and ethnic
groups. A strong correlation between servant leadership and emotional intelligence was also
found by Winston and Harstfield (as cited in Van Staden, 2007). They measured emotional
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intelligence as the appraisal and expression of emotion, emotional enhancement in cognitive
processes and decision making, emotional understanding and analysis, and the reflective
regulation of emotion. Van Staden’s (2007) study confirmed the finding that there is a
significant relationship between servant leadership and emotional intelligence. Moreover, it
found that supervisors or managers associated with a high level of emotional intelligence are
perceived as better leaders. On the other hand, Poon (2006) created a model that delineates the
role servant leadership plays in self-efficacy and mentorship. Several measures were used: the
OLA Organizational Leadership Assessment (Laub, 1999) to gauge servant leadership at the
organizational level and job satisfaction at the individual level; the SLAI Servant Leadership
Assessment Instrument (Dennis, 2004) to assess servant leadership characteristics of love,
empowerment, vision, humility, and trust at the individual leader level; and the TEQ The Team
Effectiveness Questionnaire (Larson & LaFasto, 2001) to assess team effectiveness at the team
level. A series of previous studies compiled the dimensions and factors attributed to servant
leadership (e.g., Page & Wong, 2000; Patterson, 2003; Russell & Stone, 2002; Sendjaya &
Sarros, 2002; Winston as cited in Poon, 2006). The following table breaks down each scholar,
measurement, and direct links to servant leadership characteristics.
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Table 2.1
Comparative Analysis of Servant Leadership Traits
Page and
Wong
(2000)
Measure
The SelfAssessme
nt of
Servant
Leadershi
p Profile
(SASLP).

Patterson
(2003)

Russell and
Stone (2002)

Sendjaya and
Sarros(2002)

Winston
(2004)

Measure
The constructs
of servant
leadership
According to
Patterson
(2003), the
servant leader
leads and
serves with:
(1) agapao
love;
(2) acts with
humility;
(3) is
altruistic;
(4) is
visionary for
the followers;
(5) is trusting;
(6) is serving;
and
(7) empowers
follower

Measure
Two design
strategies Patton
(2002) called
emergent design
flexibility and
purposeful
sampling.
Emergent design
flexibility means
the researcher
was open to
adapting inquiry
as an
understanding
of whether the
situation deepens
or changes.

Measure
Used both
qualitative and
quantitative
studies to
develop a sixdimension
measure of
servant
leadership

Measure
Winston’s
(2004) case
study showed
the
interaction of
followerfocus and
leader-focus
models
through the
qualitative
exploration
of how
Patterson’s
(2003) and
Winston’s
(2004)
models of
servant
leadership
work to
produce a
balance of
follower and
leader focus
in the
organization

Barbuto and
Wheeler
(2006)
Measure
Proposed a
conceptualizat
ion of the
servant
leadership
construct that
combined the
10
characteristics
of servant
leaders
identified by
Spears (1995).
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Authentic
Caring for
others
Decisionmaking
Goalsetting
Integrity
Leading
Leading
Modeling
Teambuilding
Visioning

Agapao
Altruism
Empowerment
Humility
Service
Service to the
follower
Trust
Vision

Appreciation of
others
Credibility
Equality
Influence
Integrity
Internal selfchange
Modeling
Persuasion
Pioneering
Trust
Service

Authentic self
Empowerment
Mentoring
Role modeling
Selfawareness
Selfperception
Trust
Vision

Agapao
Altruism
Commitment
to the leader
Service
Service to the
leader
Trust

Altruistic
Calling

Emotional
Healing
Wisdom

Persuasive
Mapping

Org.
Stewardship

Source: Winston (2004).
The characteristics are moral love, humility, altruism, self-awareness, authenticity,
integrity, trust, empowerment, and service. Poon (2006) implied that the aforementioned servant
leadership characteristics may have an impact on the self-efficacy of mentor and mentee. All of
the aforementioned findings regarding the benefits of employing a servant leadership approach in
different organizations probably contribute to servant leadership’s relevance in today’s world.
Poon’s measurement of these concepts was assessed with Patterson’s (2003) servant leadership
model and Winston’s (2004) extension of the model.
Education and Servant Leadership
The definition of leadership is dependent on the context (Bass as cited in Drury, 2005).
Bass defined leadership in terms of the education setting:

30
The focus of group processes, a personality attribute, the art of inducing compliance, an
exercise of influence, a particular kind of behavior, a form of persuasion, a power
relationship, an instrument to achieve goals, an effect of interaction, a differentiated role,
the initiation of structure and many combinations of these. (p. 20)
Drury (2005) also said that “servant leadership has the follower as its main focus, where
they grow as persons and are more likely to reach the goals of the organization. In a university
context, this means students learn how to learn what the leader [teacher] envisions for the group”
(p. 6). Elmore (2000) gave a de-romanticized definition of leadership when it comes to the
educational setting. Elmore defined leadership as guiding and directing the enhancement of
instruction. It was said that a de-romanticized definition is given because some definitions of
leadership tend to exaggerate its importance, as well as the scope of its effectiveness and
applicability in a real life setting. One example he cited is the idea that principals of schools
should possess all the wonderful traits of an ideal leader, and every problem would be solved by
that one person.
Greenleaf (1977b) specifically approached education in one of his chapters, referring to
his three major areas of concern regarding education’s lack of initiative to implement servant
leadership: “I fault it for the refusal to offer explicit preparation for leadership to those who have
potential for it. Not only do educators seem passive about it, but I suspect that some influential
educators not only denigrate leadership, but administer what has been called an anti-leadership
vaccine” (pp. 176-177). This is a clear indication of Greenleaf’s (1977b) conclusion that
leadership in higher education is ineffective, and embraces individual needs over those of the
institutional whole. The use of strong words like refusal denotes a conscious and absolute
decision by teachers to avoid servant leadership and instead to concentrate on personal
endeavors, such as research and tenure. His secondary concern was social inequity, both within
the student population and within the faculty (Greenleaf, 1977b). He considered education a
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mechanism through which balance and opportunity can be afforded equally. In much of
education, goals are distinctly defined, and Greenleaf (1977b) maintains that the means to
achieving these goals are as important as the ends.
Taylor-Gillham (1998) presented an application of servant leadership to education in her
case study. Taylor-Gillham concluded that leadership in an educational environment needs a
strong and thorough narrative (a) providing firsthand accounts of how servant leaders compose
an educational environment that is founded in equality, integrity, and attentiveness to the human
spirit, and (b) facilitating organizations wherein ownership and responsibility is shared by all
who are a part of them. This is directly correlated to the educational ideal: a learning
environment of inclusion and collaborative learning lead by one who serves. This is found
within one of the core Franciscan values, which declares that learning should be led by one who
is compassionate, reverent, filled with joy, and who shows respect for and deep attachment to a
diverse population. In both ways, which coincide, students can be nurtured by being trained or
pulled forth in an active, purposeful manner of leading from one place, condition, or shape to
another (Schultze, 2004).
Teachers can be considered as among the leaders in the educational setting, and can be
considered to exhibit leadership qualities (Dawson, Messe, & Phillips as cited in Drury, 2005).
Drury (2005) enumerated the different tasks of teachers, qualifying them as leaders in the
education setting. These are:
Influence a passion for the subject matter, initiate structure in areas of professional
competence, guide group discussion, persuade peer tutoring to occur, design and motivate
action learning processes, clarify goals or learning objectives, encourage individual
persistence, exhibit consideration for students in a variety of interpersonal behaviors, and
in many other ways that facilitate learning outcomes among the students. (p. 4)
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In one study (Greenfield & Andrews, 1961), it was found that a teacher’s leadership is
correlated with the achievement of students. The servant leadership characteristics that might be
relevant in the educational setting include valuing people, developing people, building
community, displaying authenticity, providing leadership, and sharing leadership. Furthermore,
it was found that students’ performance ratings of their teachers are higher for teachers who are
associated with the servant leadership characteristics. Meanwhile, lower ratings are attributed to
teachers who are not associated with servant leadership qualities. The study suggested that these
teaching characteristics may be the students’ perception of what a good or effective teacher must
possess.
Anderson (2005) showed that the employee perception of principle implementation by
teachers and administrators is positively correlated with individual employee job satisfaction. In
another study about servant leadership and job satisfaction of teachers by Cerit (2009), there is a
strong positive correlation between the behavior of principals that adhere to the servant
leadership principle and the teacher’s level of job satisfaction. Kelly and Williamson (2006)
found that when the leadership style of high school principals fits into the approach employed in
servant leadership, openness in the school climate increases. Moreover, Kelly and Williamson
also found that the principal’s use of the servant leadership approach is a predictor of school
achievement. A relationship between school climate and school achievement is also established
by this study. Again, while these studies that were used in the previous paragraphs are focused
on secondary education, I feel they are applicable.
The Catholic College
The Catholic Church was founded by Jesus himself in his temporal life time (David &
Aream, 1998), whereas the concept of higher education and Catholicism occurred much later. In
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order to expand and the Vatican’s desire to influence the world of Christ and his teaching,
Church leaders needed to spread the word through education as a spark of the divine. As Jesus
himself was a teacher, so it seems natural for faith-based universities to follow Christ and his
teaching. This theory applies across the educational spectrum to primary, secondary, and higher
education.
Modern commentators sometimes speak as if Christ was simply a great moral teacher,
itinerant savant, and religious reformer (David & Aream, 1998); however, in fact he was the
creator of a church that was constructed with human goodness. This assumes brick and mortar,
and this may be so, but like Christ before him, Francis has built his church both literally and
figuratively. So, according to the divine purpose, the body of the savior, after his ascension into
Heaven, remained with an earthy presence in the church he had founded (David & Aream, 1998).
In 1566 Pope Pius V in Rome initiated provisions for the establishment of national
colleges for students regionally according to episcopal territories (Morey & Pidenit, 2006),
which provided the Catholic Church with a scholarly presence in all areas and required that the
local bishops report back to Rome on the status of the educational institutions under their
supervision. This was a creative way of expanding of the Church and gathering information to
gauge popular mentalities and trends in scholarly interest as well as to perpetuate the teachings
of the Catholic Church.
For Catholics, the nature of education is not merely a matter of professional or personal
formation; it is about presentation of knowledge in a spiritual culture that will help determine the
external welfare of the communities it serves (Morey & Pidenit, 2006). This concept was vital
from the origins of the institutional Church to the present day. Of great value to the Catholic
Church are comparative or benchmarking data pertinent to Catholic culture and performance
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(Morey & Pidenit, 2006). So while it is clear there is a directive that has been consistent through
the history of the Catholic Church, it is of great importance to continue to collect data to insure
that the universities are following the teachings of the Church. Additionally, benchmarks have
been in place to insure that at the very least the universities and other Catholic institutions are
following all Church initiatives in every Catholic University, as Catholic, must have the
following essential characteristics:
1. A Christian inspiration not only of individuals but of the university community as
such;
2. A continuing reflection in the light of the Catholic faith upon the growing treasury of
human knowledge, to which it seeks to contribute by its own research;
3. Fidelity to the Christian message as it comes to us through the Church;
4. An institutional commitment to the service of the people of God and of the human
family in their pilgrimage to the transcendent goal which gives meaning to life. (John
Paul II, 1990, p. 17)
There are many who see the mission of the Catholic college to maintain a consistent
vision of faith and commitment to God, particularly centered on the teachings of Jesus. Catholic
colleges thus have an obligation to back up their claims with data that indicate how much
religious knowledge students retain and how committed they are to the practice of their faith
over a lifetime (Morey & Pidenit, 2006, p. 308). This mandate is directly connected to this study
and the Franciscan characteristics, which are aligned with the teachings and example of Christ.
Serving and following the mission is without question a fundamental principle that cannot be
omitted.
It has been suggested that there are at least two dimensions of an academic institution that
are essential for maintaining Catholic identity. The first is engagement of the Catholic
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intellectual tradition, and the second is a link between curriculum and the Catholic worldview
(Blastic, 2007).
The Franciscan College
The Franciscan aspect of education has been in existence for a long time and therefore
has solidified itself as a value-added framework of education. It also has a clear presence
throughout the world. Franciscan tradition in higher education spans over eight centuries (Short,
2004). Franciscan educators have been involved in university education since the beginning of
the university system in Europe, where they taught in Paris, Oxford, Cologne, Bologna, and
other major universities (Govert, 2008, p. 98). Despite increasing pressure on all higher
education institutions from accrediting bodies to establish student outcomes measuring for
various academic disciplines, few Catholic colleges and universities have developed such
measures for anything pertaining to Catholic knowledge or students, or so senior administrators
would lead us to believe (Morey & Pidenit, 2006, p. 309).
Utilizing these four dimensions, Blastic (2007) connects all four dimensions to the
Franciscan traditions, suggesting that there needs to be a founding story that created each
Franciscan institution so the human need can also serve as an essential direct link. Blastic
emphasizes the fact that the purpose goes beyond skills and competencies and suggests that the
distinctive purpose of a Franciscan institution is the service of the human community in the
Franciscan manner. The spirit and structure of Franciscan education values transparency,
inclusivity, and accountability, all of which can be directly related back to real servant
leadership. Finally, there needs to be a clear link between the Catholic and Franciscan
intellectual traditions that is perpetuated through open dialogue and communication (Blastic,
2007).
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A Franciscan university should live out the Franciscan charisma in unique ways (Govert,
2008, p. 99). This is certainly true in Franciscan-specific instructions guiding the institution; the
more they proclaim to be Franciscan, the more accrediting bodies want to qualify and even
quantify how they are following the order’s core characteristics. While it is a desire for all of
these institutions to foster Franciscan values that transcend layers of administration, meaning that
these core values are able to flow through layers of bureaucracy, it is important to have role
models, both informal and formal, to work in the trenches day to day with students, faculty, and
staff.
Role models are people in a culture who “walk the talk” in their day-to-day behavior, in
informal and formal settings alike, operationalizing what an organization is really about. This is
very much part of the Catholic/Franciscan core characteristics, to not just preach but to act
accordingly as well.
Servant Leadership in the Franciscan Tradition
While servant leadership has not been specifically observed or studied in much of the
existing research, it is apparent that service and a form of servant leadership lends itself to the
characteristics of Franciscan leadership. , the core characteristics have some deep roots that are
shared. “We can bring the spirit of Francis…alive through creative ways of learning, knowing
and teaching as servant leaders” (Christensen & Moore, 2011, p. 83). To be clear the studies by
Christensen and Moore were not about servant leadership per se, but rather addressed the issue of
servant leadership in Franciscan settings.
Core characteristics of servant leadership are referenced in various Franciscan scholarly
discourse as well as through the many writings of Francis. The basic tenets of Franciscan
spirituality are reflected in many of Spears’ core characteristics of servant leadership (as cited in
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Christensen & Moore, 2011). Spears leadership (as cited in Christensen & Moore, 2011) even
went so far as to break down how to qualify links between servant leadership and Franciscans.
While researching for this scholarly research, there were several academics (Christensen
& Moore, 2011; Dennis, 2004; Short, 2004) that focused on research methodology when
examining Francis as a servant leader
Methodology for examining Francis as a servant leader
1. Use primary resources
2. Consider the context and purpose of that text
3. Examining the actions and motivations of Francis within the text
4. Apply the values and the virtues of Francis from the text
5. Apply these virtues and values to a contemporary context for Servant Leadership
6. Develop a summary statement of specific attitudes and behaviors that cultivate these
virtues for Servant Leadership. (Christensen & Moore, 2011)
“The Franciscan tradition describes an inter-relational communion of divine persons, a
Trinitarian God, in a constant, dynamic interchange of love and life, that goodness expressed so
well by Francis” (Short, 2004. p. 5).This goodness is immensely valuable to the mission of
Francis and needs to exist in Franciscan institutions, specifically in the classroom. Sharing a
fundamental unity does not require the suppression of personal identity, but enhances it; this in
itself indicates the merit of serving students within this context. “Diversity of persons is
enriching; goodness is self-diffusive; the living dialogue of love is essential to being;
distinctiveness is divine” (Short, 2004, p. 5).
Franciscan mission and vision. One day, when St. Francis was coming back from the
woods, where he had been praying, and was at the edge of the forest, Brother Masseo went to see
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him, as he wanted to find out how humble we was, and said to St. Francis, half-jokingly: “Why
after you? Why after you? Why after you?” St. Francis replied, “What do you mean, Brother
Masseo?” “I mean, why does all the world seem to be running after you, and everyone seems to
want to see you hear you and obey you? You are not a handsome man. You do not have great
learning or wisdom. You are not a nobleman. So why is all the world running after you?”
(Dennis, 2004, p. 7).
The humility Francis displayed to Masseo reaffirms the argument that actions create an
environment of inclusion, not just words. Modern life is filled with and suffers from isolation,
injustice, violence, greed, and alienation from friends and community. Francis’ time was not too
different; if he walked the earth today, he would not condemn us for our action or lack thereof.
He would invite us to walk the journey of life with him. St. Francis has a “discomfort factor”
(Dennis, 2004): he is a Christian saint, who presents amazing paradoxes as an enormously free
and spontaneous person, yet he still adheres faithfully to the institutional church; a fully alive
human being, he embraced suffering; a true lover, he chose celibacy. Born into affluence, he
lived in literal poverty. What does all this mean to servant leadership? The sacrifices we make
for students administratively and academically, by putting them ahead of ourselves, our egos,
and our money, are modeled after St. Francis’ ego-free example.
The mission of Felician and other faith-based institutions shares some of the same
rhetoric―to promote a love for learning, a desire for God, self-knowledge, service to others, and
respect for all creation (Felician, 2005). Of course, a mission without vision or execution is not
worth the paper it is written on; however, to embrace and live this mission is noble, effective,
encouraging and, unfortunately, rare. A critical question is: do people reflect on practice, gain
feedback on their practice, and make changes based upon the insights gained? While Felician is
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not unique in its shortcomings concerning this critical aspect, I want to understand how the
mission and vision play into the college’s teaching and student environments. Felician is an
independent, co-educational Catholic/Franciscan college founded and sponsored by the Felician
Sisters to educate a diverse population of students within the framework of a liberal arts
tradition. Its mission is to provide a full complement of learning experiences, reinforced with
strong academic and student development.
Programs are designed to bring students to their highest potential and prepare them to
meet the challenges of the new century with informed minds and understanding hearts “They
educate and work with students purposefully…they intentionally invest in students” (Braskamp
et al., 2006, p. xvii). Second, colleges like Felician are charged with “Developing students in a
way to recognize and build the students’ purpose in life” (Braskamp et al., 2006, p. xvii), and,
finally, “faculty plays an integral role in fostering student development….We emphasize that
faculty and other influential adults in the lives of students (student services, coaches, ministry,
etc…) need to be involved in fostering student development, holistically” (p. xvii).
As we have seen, Jesus was very clear that his followers were to be servants (Matthew
20:25-28, Mark 10:42-45); therefore, any institution that follows Him should consider the
servant leadership model. While it is fairly easy to see that the mission of Felician dictates that
we practice servant leadership, it is more difficult to determine whether we actually do practice
it, and, if we do, if it is effective. With that said and as we explore the mission of Felician it can
be stated that we should be practicing servant leadership; however, are we, and if so, are we
effective?
Braskamp et al.’s (2006) primary thesis is that effective and ideal undergraduate college
education is centered on holistic development that includes the search for meaning and purpose
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in life. As we have seen in Heifetz’s (1994) work on transformational leadership, the
undergraduate college would be a good place for this style of leadership; however, if one is truly
looking for self-awareness and personal growth, servant leadership, which guides and assists the
student, is the better model to follow. There are three key themes:
•

To guide students purposefully to become “what the college thinks and believes is a
desired end for students.”

•

To develop students to understand, expand, and realize their own purposes in life,
both intellectually and morally.

•

To encourage faculty to foster the holistic development of students, rather than to
develop students as they want them to be. (xvii)

The orientation and mission of many faith-based institutions of higher learning tends
already to create an environment focused on the individual development of the student, as
opposed to practical or market-driven educational motives. Wergin (2006), in his forward to
Braskamp et al. (2006), wrote about his change of heart regarding an original bias about faithbased colleges:
[I had thought that] faith based institutions are places where parents send their kids to
protect them from a world full of heresy and temptation…. Places where liberal education
is regarded with suspicion bounded by religious orthodoxy or in extreme cases, is
nowhere to be found. (p. xi)
What Wergin realized after reading Braskamp et al.’s (2006) deeply intricate book in
which the authors argue that colleges should purposefully invest in students in ways that will
foster their holistic development by recognizing and building on students’ purpose in life,
intellectually, spiritually, and morally, was that “rather than existing as a hideaway, these
institutions are helping students define their vocations, their callings something to be
engaged…by having students engage in self-examination and critical self-reflections…and
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[their] importance” (Wergin, 2006, p. xi). Spears (2004) suggests that serving as leadership style
lends itself to success of a students.
The focus on human development, and not just human employment, is a concept that
could certainly transfer to faculty and staff and effectively impact students across the
board. When we teach, mentor, and guide, should we not be serving the young people
that have been entrusted to our care, as well as with the adults who have entrusted us with
their education? Given the seemingly inherent traits that make up a servant leader, can
servant leadership be taught? Most research suggests that servant leadership comes from
the heart of someone with a deep desire to serve. If this desire to serve is not inherent in
leaders, they would need to change their worldviews as well as their roles within the
community and the way in which they relate to others. It is hard to enough to lead; to
make these core changes would seem nearly impossible. This is not to say that someone
cannot change; however, if his or her heart is not filled with the desire to serve, it seems
almost impossible to teach it and transform leadership style effectively. In countless forprofit and nonprofit organizations today we are seeing traditional, autocratic, and
hierarchical modes of leadership yielding to a different way of working--one based on
teamwork and community, one that seeks to involve others in decision making, one
strongly based in ethical and caring behavior, and one that is attempting to enhance the
personal growth of people while improving the caring and quality of our many
institutions. This emerging approach to leadership and service began with Greenleaf.
(p. 116-117)
Francis of Assisi and the Franciscan Tradition
In the vast writings about Francis his gifts, or charism, were always explained as being
God. “Francis saw his calling as a gift or charisma from God” (Govert, 2008, p. 94). By
committing to serve God by serving his people validates a connection of the Franciscan charisma
and servant leadership. Dimensions of Franciscan Charisma include: recognition of primacy of
Christ, reverence for all creation, respect for the dignity of the human person, community, peacemaking, service, and poverty and simplicity (Govert, 2008, p. 94). “The Franciscan Charisma
is first of all Christian; Christ is at the center of Francis’s life, yet never in isolation from God the
Father and the Spirit.” (Govert, 2008, p. 94).
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Reverence for creation: “The bird on Francis's shoulder in works of art is but a small
symbol of the overwhelming awe that we experienced for all creation” (Govert, 2008, p. 95). In
this context then embracing each student in their own unique way is part of our core mission.
Dignity of the human person: “Francis never wavered from his reverence of
others, especially persons who are lepers, outcast, and poor” (Govert, 2008, p. 96). Many
Franciscan institutions claim to be a place for marginal, disenfranchised students. This could be
reflected in admission policy, however, if Francis were among us, we would accept all students.
Community: “Building community through true relationships is essential for all
Franciscan colleges and universities” (Govert, 2008, p. 97). This is by far one of the more
fundamental aspects of being Franciscan. Although we may struggle with a misguided
institution, we ourselves enhance and grow our own communities, and serve within the
classroom.
Peace-making: Francis was truly aware of the struggle to maintain peace in one's heart.
Service: Not only ministers, but all Franciscans, were called to be of service to others
after the example of Francis who asked all his flowers to give something of themselves.
Compassion: He was compassionate because he had experienced the great compassion of
God.
Poverty and simplicity: Lower enrollment could encourage Franciscan institutions give
individual attention to each student, and important value in our tradition (Short, 2004). While
this is true in theory, many colleges that are tuition driven are increasing enrollment and in turn
student-to-teacher ratios.
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The Goals of Franciscan Higher Education, Student Engagement and Deep Learning
Service learning is a key aspect of the Franciscan college experience (Felician College,
2005-06), and service learning is not to be confused with servant leadership. It is, however, a
mechanism of servant leadership, and therefore it should exist in some form within the college.
Service learning combines community service with classroom instruction, focusing on critical,
reflective thinking as well as personal and civic responsibility. Service learning programs
involve students in activities that address local needs while developing their academic skills and
commitment to their community. Service learning is enhanced by servant leadership through the
direct actions of each leader.
It is important to have a direct and concise definition to look closely at what the
participants truly feel about the institution, while considering how its organizational structure is
implemented and run if it is deemed important and vital to its existence. As defined by:
•

Compassion - a sympathetic consciousness of others’ distress together with a desire to
alleviate it.

•

Reverence - honor or respect felt or shown.

•

Diversity - the inclusion of diverse people (as people of different races or cultures) in
a group or organization.

•

Peace - harmony in personal relations.

•

Respect - high or special regard.

•

Service - contribution to the welfare of others.

•

Joy - the emotion evoked by well-being, success, or good fortune or by the prospect
of possessing what one desires.
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•

Franciscan presence - a member of the Order of Friars Minor founded by St. Francis
of Assisi in 1209 and dedicated especially to preaching, missions, and charities.
“Not to be served, but to serve, and to give his life as a ransom for many”
(Matthew 20:28).

Kezar, in her 2001 study, asked several thought-provoking questions about the process of
implementing a servant leadership style. These include the questions:
•

Can a singular approach emerge?

•

How effective is its implementation?

•

Is it possible to coerce people to fit into the approach?

Kezar concluded that within the institutions she studied, many did not understand the
intricacies of power and leadership (Kezar, 2001). For decades the norm for presidential and
administrative leadership has been authoritarian, hierarchal, control-oriented, and position-based,
with one-way notions of power (Bensimon & Neumann, 1993). Breaking away from this model
in business and other institutions is not an easy process, and is not embraced universally.
Those of us in higher education may want to believe that we share in our governance,
whether by relationships with academic vice presidents and chief financial officers or other
administrative colleagues; however, research shows that the process is usually not collaborative,
either operating through hierarchical leadership or through collectivism, management by
majority, or consensus (Palmer, 1998). We are asked to be involved in strategic planning, the
accreditation process, or just day-to-day governance; this would presuppose some type of
leadership. In the end, we find that through these processes, many times there is someone
controlling, pulling the strings, or just using these tasks as a façade to make those that follow part
of the whole and the greater good. This can be stifling because of turf wars, or competition for
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credit for successes. These issues prevent serious trickling down of real leadership, and therefore
get in the way of setting role models to help student success. They also make it difficult for the
values and mission to prevail. Stifling or not, acknowledging difference is a significant problem
that leads to inefficiency and inability to attain organizational goals (Adman, 1993). This is why
there has been some shift toward inclusion in colleges, whether it is perceived inclusion or real.
Campuses are becoming aware that creating an inclusive leadership environment and avoiding
organizational discord is a serious challenge facing academia in the 21st century (Kezar, 2001).
The truth about doing business, however, is that conflicts and power struggles will never be
eradicated as they are seen by many as a natural part of decision making (Kezar, 2001).
TQM suggests that leadership is no longer a pyramid with the president on top; rather, the
pyramid is tilted on its side with the president as a coach and coordinator (Waterman, 1982).
This seems appropriate in today’s college setting, particularly at a college like Felician, as it is a
faith-based institution, and the concept of the president perched on the hill while watching his or
her flock and demanding results does not seem to fit. Within the culture of Felician, there is a
sense of what Heifetz (1994) referred to as leading from the balcony; however, even this is just
part of a façade, because this concept is ensconced in adaptive leadership, which encourages
people to lead within the parameters of the mission or vision set forth.
Collaboration, trust, empathy, and power with ethical behavior are words that appear in
the research I have examined with reference to servant leadership. This proposal turns the
hierarchical model upside down, so that the one who leads also serves, for the betterment or
creation of good will among the participants. Servant leadership is not self-serving.
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Encouragement
Servant leaders “encourage the people they lead” (Russell & Stone, 2002, p. 151). Lopez
(1995) listed encouragement as characteristics of servant leadership. These observations can be
directly linked to the dynamic relationship of engaged faculty who seek real success for their
students through encouragement.
Growth of People
Commitment to the growth and development of people is a central feature of servant
leadership (Irving & Longbotham, 2006, p. 105). Educating students is the primary function of
most teachers, however, being committed to each learner and their growth is an important factor
that assists in their learning process. Students are not just there to be valued but to make them
better human beings. “Servant leaders are deeply committed to the personal, professional and
spiritual growth of each and every individual within an institution” (Spears, 1995, p. 7). Barbuto
and Wheeler (2006) defined growth as “an ability to identify others’ needs and provide
developmental opportunities” (p. 308). Spears (1995) asserted, “servant leadership is a
commitment to the celebration of people and their potential” (p. 7). It would appear that teachers
in general but particularly in a Franciscan college would not only embrace these concepts, but
live by them by creating and environment of inclusion, growth, and deep learning for all students
Deep approaches to learning. There are many reasons to engage in research on linkages
of servant leadership and deep approaches to learning. The realities of today’s unprepared
students, the watering down of curricula, and lack of leadership in higher education are some of
many reasons to look at ways we can better prepare college students, not just in the classroom,
but also in life:
The reason deep learning is important is because students who use such an approach tend
to earn higher grades, and retain, integrate and transfer information at higher rates (Biggs,
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1988, Deep Approaches to Learning 5, 1989; Entwistle & Ramsden, 1983; Prosser &
Millar, 1989; Ramsden, 2003; Van Rossum & Schenk, 1984; Whelan, 1988).
Additionally, deep learning is associated with an enjoyable learning experience while the
surface approach tends to be less satisfying. (Tagg, 2003, p. 25)
Tagg goes on to say that “Deep learning is learning that takes root in our apparatus of
understanding, in the embedded meanings that define us and that we use to define the world
(Tagg, 2003, p. 70).
If the empirical evidence supports the notion that teaching and practicing servant
leadership helps to fulfill the mission of the school, there are several implications. An explicit
course in servant leadership may be required of all students. Faculty and staff may be required to
go through training in servant leadership methods, and may be evaluated on their ability and
willingness to teach in this way. Finally, beyond the results of this study, at a minimum there are
possibilities for expansion and future studies. This expansion can be obtained through the
methods that follow. While it does not discuss servant leadership specifically, it is a great tool
and broad enough to implement the start of deep approaches to learning.
Table 2.3
Learning to Teach in Higher Education
Deep
Focus is on “what is signified”
Relates previous knowledge to new
knowledge
Relates to knowledge from different courses
Relates theoretical ideas to everyday
experiences
Relates and distinguishes evidence and
argument
Organizes the structure’s content into
coherent whole
Emphasis is internal, from within student

Surface
Focus is on signs (or on the learning as a
signifier of something else)
Focus on unrelated parts of the task
Information for assessment is simply
memorized
Facts and concepts are associates unreflectively
Principles are not distinguished from examples
Task is treated as an external imposition
Emphasis is external, from demands of
assessment

Note. Learning to Teach in Higher Education (Ramsden, 1992)

48
A deep approach to learning is “learning that takes root in our apparatus of
understanding, in the embedded meanings that define us and that we use to define the world”
(Tagg, 2003). Surface-level learning, on the other hand, emphasizes memorization and rote
learning, and many times has as its goal the avoidance of failure. Deep-level processing includes
a focus on substance and the underlying meaning; a personal commitment to understanding,
reflecting on the relationships between pieces of information; applying knowledge to “real life”;
and integrating and synthesizing newly learned information with prior learning.
Most servant leaders I have encountered on this journey agree that success is not
guaranteed, “that [it] is truly ethical, practical and meaningful to practice servant
leadership—it is the right way to lead even if one does not succeed.” (Keith, 2008, p. 3)
What is needed is to balance servant leadership and deep approaches to learning in a framework
that does not alienate students.
This is, of course, the ultimate goal, but pushing unprepared or disengaged students to
“love learning” may result in further alienating them, and some of the other goals may be in
conflict with the cultures of a diverse student body. There will be more clarity once the measure
of deep approaches to learning is correlated with servant leadership. To be clear, faculty
members may practice servant leadership; however, they also need to value the concept of deep
approaches to learning.
Deep approaches to learning are activities characterized by deep connection to the
material being studied. The outcome is a learning of substance and underlying meaning. This
can be accomplished, I believe, within the classroom setting. The approaches to learning
students use depend on the context; the keys to setting the context to foster deep approaches to
learning are the educators, and I hope to link the servant led classroom to deep approaches to
learning.
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There is much literature on servant leadership, education, and the Franciscan mission and
vision. There is not, however, much depth in what has been written about the relationships
among them. While there is curiosity about each, it seems that they are widely assumed to be
correlated. This dissertation revolves around two questions To what extent do full-time
professors teaching at Franciscan institutions of higher education exhibit the qualities of servant
leadership? Among full-time professors teaching at Franciscan institutions of higher education,
what is the relationship between servant leadership and deep approaches to learning?
While addressing these questions, this study will look at what encourages and inhibits
Franciscan values in the modern Franciscan liberal arts college, which is pulled in lots of
different directions. Three schools were part of the study, which included both administrators
and faculty who serve in these institutions.
Professors
Before dealing with the role of faculty in the context of servant leadership, the qualities
of a good teacher must first be identified. Beidler (1997) gave several qualities that are inherent
in a good teacher as follows:
1. Good teachers aspire to be good teachers.
2. Good teachers take risks in classroom teaching innovations.
3. Good teachers have a positive attitude.
4. Good teachers seize every moment to do out-of-classroom tasks such as checking
papers and attending to student consultations.
5. Good teachers think of teaching as a form of parenting.
6. Good teachers try to give confidence to their students.
7. Good teachers challenge their students to move out of their comfort zones.
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8. Good teachers try to motivate students by employing an incentive system.
9. Good teachers are not complacent about being given good student evaluations, but
continuously improve themselves.
10. Good teachers listen to their students. (p. 22)
It can be noted that the qualities of a good teacher lie not in their capacities for
knowledge, but on their abilities to look into bettering themselves to relate to their students more
effectively. Teaching is one of the main contributors to a student’s success. A good teacher
inspires many students, while a substandard teaching performance may greatly impair a student’s
performance. Hoffman and Oreopoulos (2009) studied the relationship of professor qualities
with student achievement, saying that perceived effectiveness and related subjective measures of
quality of professors matter most to students, such as a mentor and real advisor. Professors who
received high evaluations had students who had better grades, and were more likely to enroll in
similar courses; however, the influence of the professor on students was said to change or
decrease over time, which indicates a need for a constant change of teaching style, and a more
demanding requirement in serving the needs of the students. Servant leaders will have
productive office hours and a quality mentorship with as many students as is possible. These will
evolve over time as commitment and students change, and so should the teacher.
Wallace (2009) quoted how teachers can serve as unforgettable role models who can
ceaselessly be a constructive influence on their students. For this reason, teachers should act
appropriately, as their influence can last for the lifetime of the students. Greenleaf (2003), in his
discussion of teachers as servant leaders, emphasized the caring quality of professors who go out
of their way to help students learn and achieve their goals. Furthermore, it was stated that if only

51
half of the faculty would act as servant teachers, then an exceptional leadership could grow in the
next generation.
Meanwhile, it should be noted that faculty members differ in leadership styles in different
departments (Blackwell, Snyder, & Mavriplis, 2009), age groups (Gilliss, 1996), genders
(Vecchio, 2002), work responsibilities (Gormley & Kennerly, 2010), and educational attainments
(Petrakis & Stamatakis, 2002). In the same way, faculty leadership styles differ at religious
colleges and universities. Lyon, Beaty, Parker, & Mencken (2005) identified faculty at religious
colleges and universities offering faith-based higher education as either integrationists, who
espouse the interpretation of Christian perspectives in the core curriculum, or separatists, who
regard the systematic inclusion of Christian perspectives in the core curriculum as inappropriate.
In several schools they analyzed, it was determined that the integrationists predominate at liberal
arts colleges, which have more men, full professors, and institution-affiliated faculty members.
On the other hand, the separatists dominate at Catholic or Baptist research universities, where
there are more women and assistant professors. From this study the integration of faith-based
learning in various institutions and groups of faculty can be understood, leading to a more
appropriate shaping of servant leadership by the faculty members; however, Lyon et al. (2005)
also emphasized that faith-based learning in religious colleges and universities is dependent on
faculties that are more committed to their discipline than their affiliation with the university. In
this regard, servant leadership can be looked upon as an independent professional choice, rather
than a requirement to be enforced by a university. It is a willingness that stems from the
personal initiative of faculty, which may or may not be influenced by the institutional
environment they are in. In the case of institutional influence, Colyar (1996) studied the
leadership capability of deans to influence change on faculty, leader behavior, timing, type, and
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faculty acceptance of change in schools of nursing. The results showed that deans in the
research, doctorate-granting, comprehensive and liberal arts universities and colleges category
initiated changes at different frequencies. As it turned out, the first year of the new dean’s
position saw the most frequent changes initiated, showing that the first year of the influence of
education leaders such as the dean are crucial to the implementation of new plans, such as
instilling the concept servant-leadership in the faculty.
Teacher as Servant Leader
A study by Bowman (2005) on teachers as servant leaders suggests that servant
leadership is a personal choice and brings accountability for the service to other people. Servant
leadership in the classroom is said to grow from within the teacher, and can externally influence
the organization (Bowman, 2005). Table 2.2 below shows the comparison between the qualities
of a good teacher by Beidler (1997), the qualities of a serving leader by Jenning and Stahl-Wert
(2003), and the explanation as to how the qualities of a serving leader are related to a teacher’s
perspective by Bowman (2005).
Table 2.2
Comparison of a Good Teacher, Serving Leader, and Teacher as a Servant Leader
Qualities of a
Good Teacher
•

•
•

Good teachers seize
every moment to do
out-of-classroom
tasks such as
checking papers and
attending to student
consultations.
Good teachers aspire
to be good teachers.
Good teachers try to
motivate students by

Qualities of a
Serving Leader
•

•

•

Natural feeling one
•
truly wants to serve
first and lead
secondly.
Unleashes the
strength, talents, and
•
passions of those he
or she serves.
Establishes a high
standard of
•
performance for those

Teacher as a
Servant Leader
Teachers as servant
leaders are committed
to inspiring their
students and
colleagues.
Teachers as servant
leaders remove
hindrances to student
development.
Classroom teachers as
serving leaders help

53

•
•

•
•
•

employing an
incentive system.
Good teachers take
risks in classroom
teaching innovations.
Good teachers
challenge their
students to move out
of their comfort
zones.
Good teachers have a
positive attitude.
Good teachers think
of teaching as a form
of parenting.
Good teachers listen
to their students.

•

•

served.
Addresses the
weakness and builds
on the strengths of
those they serve.
Puts oneself at the
bottom of the
pyramid, so that one
can focus on
unleashing the
energy, excitement,
and talents of those
being served.

•

•

•

•

•

•

Note. Qualities of a Good Teacher (Beidler, 1997).

not only their
students, but also
their peers to succeed.
Teachers as serving
leaders fervently and
proficiently teach the
knowledge, skills,
and strategies that
students need to
succeed.
Teachers as serving
leaders serve as role
models professionally
and attitudinally for
their students.
Teachers as serving
leaders help students
overcome their
weaknesses to
achieve better
performances.
Teachers expound on
the strengths of their
students to make
them excel in what
they do.
Teachers as serving
leaders start by
listening to the hopes
of others, so that they
can lead by being led.
Teachers as serving
leaders seize daily
opportunities to make
subtle differences in
their students’ lives
over time.
Qualities of a Serving Leader

(Jennings & Stahl-Wert, 2003). Teacher as a Servant Leader (Bowman, 2005).
The creation and sustenance of faculty-student relationships for a holistic and shared
objective and accountability is a core principle in servant leadership (Bowman, 2005).
Furthermore, educators are encouraged to promote community awareness, connection,

54
interdependency, fairness, and the sharing of power to enhance social relationships in the
classroom. It was also said that teachers as servant leaders require an understanding of the
impact of teaching styles and preferences on student learning that supports teachers and students
in exploring a fruitful, fact-driven curriculum (Bowman, 2005).
Metzcar (2008) showed a positive relationship between servant leadership and effective
teaching where a group of 764 National Board Certified Teachers (NBCTs) were surveyed using
the Teacher Leadership Assessment (TLA). The results showed that providing leadership is the
strength of NBCT, while building community is its weakness. Furthermore, grade level of
students and teacher retention time significantly affect the level of servant leadership displayed.
This may have implications in higher education, as professors of differing experience can
increase their potential to acquire or submit to servant leadership as a means of teaching their
students effectively.
Herman and Marlowe (2005) attempted to relate the management values of servant
leadership to both teacher and student with the aim of changing the classroom environment into a
caring community. In this study, teachers are often seen to be compelled to be servant leaders by
the poor environment in which they work, but leading a team toward change is said to be no easy
task. For this reason, it was explained that teachers have to understand students’ feelings,
empathize with their students, and be trained in the skills required to be a servant leader. In fact,
a model for empowering youth at risk by Brendtro, Brokenleg, and Van Bockern (2002)
provided an extraordinary approach for student involvement based on service values.
Being ready to serve may lead to a constructive mindset and approach to meeting student
needs. Crippen (2005) addressed this approach in discussions of the importance of foreseeing
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the needs of the students and caring for the well-being of the whole organization through
stewardship.
Motivational Theories
Theories of conduct. Leadership theorists have studied earlier examples of leaders in
order to identify the best leadership practices that have been used. From such studies, great man,
trait, and style leadership theories have been derived. These theories must be explored in order
to understand the evolution of the leadership theory that has met its crux at servant leadership, as
well as other ideals and methodologies that can be applied to servant leadership to improve its
implementation further.
The great man theory emphasized the importance of the leader with little regard for
followers or the conditions under which they were being led (Mann, 1959; Stodghill, 1948).
These studies resulted from an exploration of the trait theory of leadership by the same
academics until the 1940s. From those studies, a set of leadership characteristics emerged,
namely, motivation, integrity, communication skills, extraversion, dominance, intelligence,
conservatism adjustment, and masculinity. The trait theory focused on the leader, and was
criticized for neglecting the followers, just like the great man theory. Generally, 19th- and 20thcentury studies on leadership focused on the individual leading and touched on which specific
qualities equipped leaders with the ability to influence others, rather than the efficacy of the
leadership through an exploration of those being led. Accordingly, leadership theorists began to
concentrate on the presence and interaction of followers (Reeve, Jange, Carrell, Jeon, & Bauch,
2004).
Motives and motivation are both individualistic, and are determined by a person’s
individual needs, desires, decisions, passions, and aspirations (Reeve et al., 2004). Reeve et al.
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(2004) insisted that human determination, needs, and ambitions comprise motivation. Motives
are also influenced by self-perception in comparison to others. Motives determine thought and
action while dictating behavior, which makes motivation difficult to define (Whetstone, 2002, p.
387). Reeve et al. (2004) explained:
Motivation is a dynamic process—always changing, always rising and falling—rather
than a discrete or even static condition. Not only do motivational strengths constantly
rise and fall, but people always harbor a multitude of different motives at any one point in
time. (pp. 12-13)
Rather than belie a definition of motivation by leaving it so broad, Reeve et al. (2004)
clarified:
Motives affect behavior by directing attention to select some behaviors and courses of
action over others. Typically, one motive is strongest and most appropriate for the
situation, while others lie relatively subordinate. The strongest motive typically has the
greatest influence on the behavior, but each subordinate motive can become dominant as
circumstances change and can therefore influence the ongoing stream of behavior. (pp.
12-13)
In this way, correlations can be drawn between spirituality, ethics, morals, and motives,
which can lead to the conclusion that they are all instrumental to the decision-making process,
and are highly influential on the behavior exhibited by leaders, and the styles that they adopt.
Instinct theory. James (1890) and McDougall (1908, 1926) believed that motivation
was both physical and instinctive. This would suggest that the predictors of and influences on
leadership decisions are not necessarily limited to the beliefs or perspectives of the leader.
Furthermore, it may provide evidence of the impossibility of reflecting pure servant leadership.
They attempted to substantiate their claims through laboratory testing with animals.
Becker (Whetstone, 2002) agreed by stating that people are influenced to do things
because of the positive benefits they receive. Schuyler (2006) added that actions could be both
spontaneous and habitual:
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Acts are sometimes spontaneous from instinct, or from a constitutional tendency; and if
the act is accompanied with pleasure, then the remembrance of the pleasure reinforces the
impulse to repeat the act. If an object causes the pleasure, a desire for the pleasure begets
a desire for the object, not perhaps as an end, but as a means to the end, which is a
pleasurable state of the sensibility. (p. 54)
According to Towns (1983), an opposing view is offered through the concept of
creationism, which states that:
Man did not come from a carbon molecule. Man is unique from animal life in that God
created him a living soul and body; man thinks, feels, wills and has self-perception and
self-determination. Man is creative because he is made in the image of God the creator.
(p. 211)
According to the Life Application Study Bible (1998) published by Tyndale and
Zondervan, man would survive living in the world through instinct alone; however, a new era
composed of option, intelligence, responsibility, and liability was to have spanned out from this
conception of man. Despite its initial popularity, instinct theory eventually became archaic, due
to the discovery of over 6,000 instincts. Its power to explain diminished due to this discovery.
Metaphysical motivation theories. Webster’s Collegiate Dictionary (2004) defines
metaphysics as, “the philosophical study of the ultimate causes and underlying nature of things”
(p. 451). The guiding philosophy of the metaphysical motivation theory is that some things
cannot be scientifically studied or explained, because these things transcend what is generally
seen as normal. Religion and spirituality fit into this definition. Dowson and McInerney (2003)
agreed:
Although psychological perspectives [psychoanalytical, analytical and social-relational]
on religious belief have typically viewed motives and motivations as antecedents of
religious belief, an alternative, but complementary, perspective is to view motivation and
motivated behavior as a consequence of religious belief. This perspective views
motivation as an outcome of, rather than as an input to, religious belief. (p. 18)
This philosophy can be found in the fabric of many religious practices, defining what is
acceptable and unacceptable. In a way, religion creates its own version of reality, having its own
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habits, values, tendencies, and patterns. This can be between, Catholic and Muslim, or Hindu
and Jew for example.
Gaps in the literature. The primary gap identified in the literature is the exploration of
servant leadership in educational settings. Although touched upon briefly by various scholars
and granted an entire chapter by Greenleaf (1977b), there is a preponderance of literature either
exclusively on servant leadership or educational leadership, but not on both. In this way, this
study can serve as the groundwork for perspectives on educational leaders in regard to servant
leadership, and the application of spiritual leadership. Another gap can be found in a lack of
correlation between servant leadership and spiritual leadership, despite marked similarities.
While correlations can be clearly identified, the substantiation of these connections is considered
here in light of the results of this study in an effort to address the fact that such a correlation has
seldom been made in other literature.
Herman (2008) studied the degree of relationship between organizational servant
leadership and workplace spirituality for a diverse group of adults working in various
organizational settings. The results showed that servant-led organizations had higher levels of
workplace spirituality, indicating a gap in the perception of top leaders on their leadership style
and prevalent organizational culture, and perception of the rest of the organization.
Stephen (2007) discovered that education principals have significant differences in selfperceptions of servant leadership between males and females, elementary and secondary level,
and among different ethnic backgrounds. Furthermore, the factors of humility and serving others
are shown to have the largest gaps between groups (Stephen, 2007). Principals are one example
of education leaders, and their differing views on servant leadership indicate a gap arriving at a
consensus on the definition of servant leadership. Similarly, a study by Drury (2004a) showed a
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statistically significant gap between the perception of servant leadership and different levels of
employees. The study measured servant leadership characteristics in an organization using
Laub’s (1999) OLA. Top leadership, management, faculty, and hourly workers are the different
levels of employees analyzed in the said study. These differing perceptions may complicate the
design of a methodology that can be used for other educational leaders, such as teachers, with
regards to servant leadership.
Obradovich (2009) designed a study to analyze the effect of cultural characteristics and
leadership style used within the participant organization on corporate profitability. From the
literature review done by Obradovich, a gap in leadership style and culture was discovered and
was designated to be a factor that may contribute to the financial uplift of an organization. Four
cultural and leadership characteristics were found to be significant for organizational success
amid economic turmoil, including care and nurturing, the reflection of honesty, integrity, and
trust in the organizational culture, spirituality in the workplace, and the demonstration of servant
leader characteristics in their leaders. Obradovich’s findings, which support the values of
servant leadership, should be applied to different leadership styles to remove uncertainties about
employing a servant-leader strategy. The various leadership styles were also investigated by
Han, Kakabadse, and Kakabadse (2010), whose study explored the Western concept of servant
leadership in the public sector of the cross-cultural context of China, which sought to translate
the concept into the local context. Results showed the concept of servant leadership translated in
local terms can be described as public servant leadership in the public sector, and servant
leadership in the non-public sector. The study indicated various forms of servant leadership in
China and the West, highlighting research gaps for future research.
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Hannay (2008) showed that a culture with low power distance, low to moderate
individualism, low to moderate masculinity, low uncertainty avoidance, and a moderate to high
long-term orientation is the best place for servant leadership to be employed. He also identified
gaps in servant leadership theory as a result of his empirical testing of the relationship between
servant leadership and cultural characteristics. One such gap is that the commitment to
empowering employees, the level of monetary and time support to the training and development
of employees, the level of communication from senior leaders and direct supervisors, employee
recognition, and the degree of encouragement employees perceive from their managers for their
personal and professional development needs to be measured in organizations. Hannay also
states that it has not been determined whether the performance evaluation tool is simply a
criticism of current performance, or whether it provides an employee-supervisor discussion point
about future objectives and achievements of employees. Another important gap is that there has
been no assessment of the relationships of servant leadership comparing different countries,
when each country is a limiting factor. This gap may be addressed by the comparison of
corporate cultures across borders. Whatever method is used, future studies targeting this gap
should seek correlations between different cultural characteristics and the occurrence of a
successful adoption of servant leadership in the workplace.
Conclusion
The literature review has been conducted under seven areas, namely, leadership, spiritual
leadership, servant leadership, education and servant leadership, motivational theories,
methodology, and gaps in the literature.
Leadership is a process that requires the initiative to create a change to meet an objective
that is common not only to the leaders themselves, but also to their followers. In the perspective
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of higher education, leadership is where professors teach students toward a mutual goal of
institutional learning. Three broad groups categorized the different leadership styles, namely
transformational, transactional, and passive-avoidance leadership. It is therefore at the discretion
of a leader or circumstances which leadership style he or she chooses to adopt.
Spiritual leadership is similar to servant leadership in terms of the adherence to altruism,
but it differs in terms of theology, basic beliefs, and the values of the individual. Spirituality is
not only a primary motivator, but also serves as a mental framework through which a leader
constructs his or her style of leading. Servant leadership is said to be an understanding and
practice of leadership that prioritizes the welfare of the followers, rather than the interests of the
leader. Thus, a leader’s values, perspectives, and concerns should be focused on who and what
he or she is responsible for, as opposed to his or her desires. The 10 characteristics of servant
leadership as discussed by Spears in Keena (2006) are listening, empathy, healing, awareness,
persuasion, conceptualization, foresight, stewardship, commitment to the growth of people, and
building community. Spears (1996) also cited the six major areas where the concept of servant
leadership can be applied, enumerated as institutional philosophy and model, trustee education,
community leadership, experiential education, personal and spiritual growth, and education and
training programs. Many studies found advantages in the use of servant leadership in leading
organizations and institutions (e.g., Drury, 2004a; Dannhauser & Boshoff, 2006; Irving, 2005b;
Van Staden, 2007). In fact, a number of people have expressed their support for the use of
servant leadership in settings that need leadership.
Elmore (2000) defined leadership as guiding and directing the enhancement of
instruction. Greenleaf (1977b) specifically approached education in one of his chapters,
referring to his three major areas of concern regarding education’s lack of initiative to implement
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servant leadership. Taylor-Gillham (1998) concluded that leadership in an educational
environment needs a strong and thorough narrative (a) providing firsthand accounts of how
servant leaders compose an educational environment that is founded in equality, integrity, and
attentiveness to the human spirit, and (b) facilitating organizations wherein ownership and
responsibility is shared by all who are a part of them. Servant leadership in the classroom is said
to grow from within the teacher, and stretch out externally to influence the organization
(Bowman, 2005). A comparison between the qualities of a good teacher by Beidler (1997),
qualities of a serving leader by Jennings and Stahl-Wert (2003), and the explanation as to how
the qualities of a serving leader are related to a teacher’s perspective by Bowman (2005) were
summarized in Table 2.1.
Leadership theorists have studied earlier examples of leaders in order to identify the best
leadership practices that have been used. Their theories, such as theories of conduct, grand
motivation theories, instinct theory, metaphysical motivation theories, and other motivation
theories, have been explored in order to understand the evolution of leadership theory that has
met its crux at servant leadership, as well as other ideals and methodologies that can be applied
to servant leadership to improve its implementation further.
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Chapter III: Methodology
Introduction
The methodology chapter of this study is divided into several sections. The research
design is described, which includes the sample population and procedures used. This section also
describes the data collection and cleaning procedures. The final section covers timeline, ethical
assurances, and presents a concise summary of the chapter.
Research Design
The purpose of this cross-sectional, quantitative survey study was to examine the extent
to which servant leadership qualities are exhibited by full-time professors at three Franciscan
institutions of higher education, and to consider how their practice of servant leadership relates
to student engagement and deep approaches to learning. As stated previously, two different
instruments were used to accomplish this goal: the SLQ and the FSSE. I analyzed data using
quantitative measurements to discover if there is a direct correlation. This chapter includes the
research methodology, descriptions of participants, a thorough analysis of data collection
protocols, and the significance of the methodologies used. I also review scale development,
survey the literature on SLQ, and describe the survey that was used to measure the degree to
which faculty members practice servant leadership. Additionally, I provide the reader with the
background of the FSSE and its purpose, and explain how the SLQ relates to the FSSE.
The survey was administered to three schools: University B, University C, and College
A. To be clear, I administered parts of the FSSE with the SLQ as one survey. Of primary
interest in the FSSE are the items measuring deep approaches to learning, which is summarized
as follows:
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•

Twelve questions combine to form the “deep approaches to learning” variable.

•

Within deep approaches to learning, there are three variables: higher order learning
(four questions), integrative learning (five questions), and reflective learning (three
questions).

•

The three subscales and the overarching composite deep approaches to learning were
correlated with the five elements of the SLQ.
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Flow Chart of Methodology
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Survey Sample
The study population consists of full-time faculty in Franciscan institutions of higher
education. Full-time faculty members have more presence and are key stakeholders, and for
these reason I felt the full-time faculty will add value and validity to this study. I studied three
Franciscan institutions: University B, College A, and University C. I surveyed all full-time
faculty members at each of the institutions. Participants took part in a dual survey that measures
servant leadership and student engagement.
The sample had the following characteristics:
•

Professors from a variety of hierarchical positions, including chairs, deans, and
associate deans who teach on a regular basis.

•

Professors who are demographically diverse (from different ethnic groups, ages, and
genders).

I aimed to analyze at least 100 surveys out of the possible 300 invitations sent to potential
participants. In an effort to achieve this level of response I emphasized my commitment to
ensuring the confidentiality of data. For this correlation study, the minimum sample size
necessary to find a significant relationship is 100 participants. This is the minimum number of
participants necessary to find a statistically significant result at the .05 level, given a medium
effect size and a power of .80 (Cohen, 1992).
Instrumentation
The Servant Leadership Questionnaire. Barbuto and Wheeler's (2006) questionnaire is
based on the 10 characteristics of a servant-leader developed by Spears (1995), which is, of
course, grounded in the writings of Robert Greenleaf. The significant development by Barbuto
and Wheeler was adding “calling” to their instrument. They based this addition on the concept of
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“the natural desire to serve others” set forth in Greenleaf’s early writings (1977b). The
development of the servant Leadership Questionnaire (SLQ) provided a means to conduct
empirical research on servant leadership behavior. As evidence of the instrument’s success the
SLQ has been used in several successful dissertations (e.g., Anderson, 2005; Bugenhagen, 2006;
Daubert, 2007).
Two separate forms of the questionnaire (one for self and one for rater) exist. One form
was completed by the individual, and the other form may be completed by followers of the
individual. The questionnaire was designed to measure the frequency with which an individual
believes he or she exhibits servant-leader qualities. A 5-point Likert scale is used for individuals
to rate themselves on 23 separate items (see Appendix C). Barbuto and Wheeler (2006) used
multiple case studies and scholarly studies for their literature review, especially Greenleaf
(1977b), and the study specifically identifies several scholars who have applied or added to
Greenleaf’s work.
Barbuto and Wheeler (2006) summarized the literature and integrated a framework and
operational definitions of the 11 main characteristics of servant leadership that had been
identified previously; however, the researchers’ intent was to build and develop an instrument
that validated the 11 characteristics, so they used a process recommended by Schriesheim,
Powers, Scandura, Gardiner, & Lankau (1993) and DeVellis (1991) to develop new and
conceptually consistent theoretical definitions. Next, five to seven items (statements) for each of
the 11 characteristics were added (Barbuto & Wheeler, 2006). After 56 initial items were
identified, the items were filtered, rewritten for clarity, reissued, and tested for face validity.
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Table 3.1
SLQ Subscale and Sample Statements
Subscale

Sample statement

Altruistic Calling

I sacrifice my own interests to meet others' needs

Emotional Healing

I am one that can help mend others' hard feelings

Wisdom

I have good awareness of what's going on around me

Persuasive Mapping

I am good at convincing others to do things

Organizational Stewardship

I believe that our organization needs to function as a community

Note. Adapted from Barbuto and Wheeler (2006).
Faculty Survey of Student Engagement. The FSSE was born out of the National
Survey of Student Engagement (NSSE), and is coordinated by Indiana University Center of
Postsecondary Research. FSSE measures the faculty members’ expectations of student
engagement in educational practices that are empirically linked with high levels of learning and
development. Another aspect of the survey is to collect data and information about how faculty
members spend time on the professional development, scholarship, and learning their institutions
emphasize. The overall core aim is to identify what makes the institutions strong, as well as
what needs real attention.
Several studies have used the FSSE in their research, such as Longley (2010), who used
the 2003 FSSE data to explore various types of faculty behavior in higher education. Faculty
performance, faculty attitudes, teaching practices, and faculty-student interaction were among
the factors that were reviewed. The results of the study showed significant differences in faculty
teaching practices, student interaction, and attitudes about learning in different social,
investigative, artistic, conventional, realistic, and enterprising environments. Investigative
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faculty preferred conducting research over teaching undergraduate students, and showed interest
in students only for the purpose of conducting research. While conventional faculty members
have little interest in student interaction, faculty in social and enterprising majors showed the
highest level of interest in student interaction and teaching. Professional advice for
undergraduates in their degree selection is recommended.
In the same way, Li (2008) used the 2004 FSSE to study to what extent Essential
Learning Outcomes (ELO) are endorsed by faculty members with different teaching experience
across academic disciplines, Carnegie Classifications, institution types of controls, and
accreditation regions. Kuh, Chen, and Laird (2007) also used data that came from faculty
members and senior students at several colleges and universities that administered both the FSSE
and the NSSE in either 2005 or 2006. The FSSE is said to have helped foster a better
understanding of faculty role in engaging students in their teaching approaches. In this study,
three FSSE items were used as dependent variables to determine the institutional factors and
faculty characteristics related to research time and undergraduate research value, namely:
•

How important is it to you that undergraduates at your institution work on a research
project with a faculty member outside of course or program requirements?

•

About how many hours do you spend in a typical seven-day week doing research and
scholarly activities?

•

About how many hours do you spend in a typical seven-day week working with
undergraduates on research?

Using the same FSSE data, several studies also showed positive relationships between
faculty emphasis and student engagement in educational activities, and between student
engagement and critical thinking, grades, and deep learning (Pike, 2006; Umbach &
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Wawrzynski, 2005). The importance of using FSSE and NSSE data can be attributed to the
estimation of whether student engagement at institutions that have faculty operating the teacherscholar model differ from those using other models (Kuh et al., 2007). The creators of both the
FSSE and NSSE hoped to foster an examination of student exposure to the resources that are
available for them to be fully engaged in learning, whether they are interacting with the faculty
or the institution itself. The results of their study indicate that giving undergraduates research
experience and encouraging the faculty to emphasize deep approaches to learning increase the
educational skill and knowledge creation of students. Nonaka and Konno’s (1998) theory of
organizational knowledge creation holds that organizational knowledge is created through a
continuous dialogue between tacit and explicit knowledge via four patterns of interactions,
socialization, combination, internalization, and externalization. The Kuh et al. (2007) study also
shows that whereas the faculty members care about student learning, positive feedback in terms
of student participation is also achieved. This effect supports the idea of servant leadership by
faculty, as it fosters not only a positive teaching environment, but also evidently encourages
students to participate more in higher education.
Faculty respondents, generally speaking, are asked to indicate in the FSSE their
perspectives of college practices, and how much they structure their courses so that students
learn and develop in areas such as writing clearly and effectively, working effectively with
others, understanding people of other racial and ethnic backgrounds, and developing a personal
code of values and ethics. Responses to these items were measured using a four-point scale
ranging from 1-4 (1 = very little, 2 = some, 3 =quite a bit, 4 = very much).
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Data Collection
A Web-based survey instrument was used to collect data for this study. The following
timetable was followed:
Table 3.2
Data Collection Timetable
March 2012
March 2012
Late March 2012
Early April 2012
June 2012

Initial contact of all institutions and IRB
committees. All were completed through
email
Email inviting faculty from the three
institutions discussed with a link to the
survey for completion
Followed up with email requesting those
who did not respond yet and encourage
participation
Closed Survey. Collection of Data and
analysis
Completion of final dissertation and safe
storage of data collected.

An initial email was sent to the IRB directors and academic vice presidents, reminding them of
my intention of sending a faculty-wide email to all full-time faculty to request their participation
in the study. I have already obtained IRB approval from each institution as well as approval from
each academic vice president.
Data Analysis
All of the data were entered into SPSS 18 for analysis. Descriptive statistics were
conducted on the demographic data for categories such as full-time faculty, faith-based
institution, specifically Franciscan institution, gender, position, etc. For continuous or interval
level data, measures of central tendency were analyzed through the use of means and standard
deviations. For categorical data, measures of frequency distribution were analyzed through the
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use of frequency and percentages. A .05 level of significance was used to determine the
significance of all inferential statistics conducted.
RQ1: To what extent do full-time professors teaching at Franciscan institutions of
higher education exhibit the qualities of servant leadership?
To analyze Research Question 1, descriptive statistics were used. For each of the six
SLQ constructs, means and standard deviations were used to examine the central tendency of
responses, and frequency and percentage measures were used to examine the frequency
distribution of responses to individual questions. For the global measure of the SLQ, higher
means will correspond to a higher propensity for servant leadership. For each of the five
constructs of the SLQ, higher means will correspond to a higher propensity for that particular
attribute of servant leadership.
RQ2: Among full-time professors teaching at Franciscan institutions of higher
education, what is the relationship between servant leadership and deep approaches to
learning?
To analyze Research Question 2, zero-order correlations and multiple linear regressions
were considered. The six constructs of the SLQ (global measure of servant leadership, altruistic
calling, emotional healing, wisdom, persuasive mapping, and organizational stewardship) were
correlated with the four constructs derived from select questions of the FSSE (deep approaches
to learning, higher order learning, integrative learning, and reflective learning, resulting in a 6 x
4 correlation matrix). Following the correlations, the first simple linear regression used the
global measure of the SLQ as an independent variable, and the deep approaches to learning
construct as the dependent variable. The second simple regression used any of the SLQ
constructs found to be correlated significantly to the deep approaches to learning construct as
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independent variables, and the deep approaches to learning construct as the dependent variable.
Additional multiple linear regressions were conducted to determine the basis for any significant
relationships found between the six SLQ measures and any of the three constructs of the deep
approaches to learning construct.
I collected demographic data and examined the data in the descriptive statistics section
of the dissertation before the presentation of the results. There was added interest in alternative
relationships as well as subsets consisting of college, faculty rank and other areas of
specialization, for example.
Formatting, Collecting, and Analyzing Data Using Survey Monkey
Survey Monkey not only assists in creating a template for effective distribution, but it
also helps to send, collect, and analyze data through a single website. Even as efficient as Survey
Monkey is, the same essential components in any other survey are necessary:
•

I modified parts of the FSSE but the SLQ was used in its entirety form the self-rater
survey.

•

Instructions must be clear. I provided clear instructions in the pre email, letter of
consent, and follow up email to participants.

•

Survey must be concerned with who will be asked the questions (sampling). I clearly
define this in my sample of professors from faith-based institutions.

•

When and how often (design); by using the SLQ to identify servant leaders and the
FSSE to identify deep approaches to learning.

•

Processing; collect all survey data through Survey Monkey and input into SPSS.

•

Analyze data into two main areas, Research Question 1 and Research Question 2.

•

Interpretation of data.

74
The method must be reliable, valid, and believable to whoever will use the results. This
can be done in a generalized method, or a very specific method. A useful feature in Survey
Monkey was the ability to define and narrow choices. To select the content of a survey, “you
have to define [the] attitude, belief or idea being measured” (Fink & Kosecoff, 1985, p. 23). The
problem with one’s own definition is that others may not be convinced of its validity (Fink &
Kosecoff, 1985). This section will discuss, specifically, quantitative inquiry with respect to
servant leadership.
Procedure
•

Letter was emailed to all faculty of three institutions letting them know to expect a
survey and how it pertains to my dissertation process.

•

Letter was emailed with a consent form and a link to the survey.

•

Administered the survey to three schools.

•

Administered parts of the FSSE with the SLQ.

•

Letter was emailed reminding participants of deadline to submit.

•

Coded surveys as to identify participants that answered in the first round surveys. So
not to duplicate completed participants, when reminder is sent out.

•

Collected and processed data.

•

Inputted into framework of SPSS.

•

Correlated the three subscales and the overarching composite deep approaches to
learning with the items of the SLQ.

Assumptions
Being such an active advocate for servant leadership, my bias is toward the existence of a
direct correlation to deep approaches to learning, as I feel I have several, if not all of the
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attributes of a servant leader; however, as a researcher, it is important to detach myself from this
notion, for one may act and even practice the core attributes of servant leadership, but this does
not mean that one effectively can be part of a successful link to student learning more deeply.
It was assumed that faith-based institutions tend to structure a student-first mantra, and
therefore assume that success will result if a student follows the core values of their institutions;
however, the reality is that unless a student embraces these values and the instructors bring this
into the classroom, it is very difficult if not impossible for this to happen.
Table 3.3
Dissertation Timeline
Proposal

March 2012- Held dissertation proposal hearing

Surveys

March 2012 –
Sent out request emails for faculty at three institutions to take survey of
servant leadership questionnaire and FSSE.

Collection of Data

April 2012 –
Used Survey Monkey and SPSS to quantify findings.

Analysis of Data

May 2012 - Critically reflected and synthesized data and findings.

Approval of Defense August 2012- Worked with Dr. Jon Wergin on defense.
process
Defense of
Dissertation

October 2012- Keene, NH.
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Ethical Assurances
All institutions were given a thorough outline that was accepted through their IRB as well
as through Antioch. I participated in each IRB process to be sure that all areas of privacy and
human factors were covered. University B, College A, and University C all had a thorough and
challenging IRB process. All forms and data were given to each institution as well as copies of
informed consent and survey for full review. Each process was completed fully and approved.
Informed consent, confidentiality, anonymity, and the participant’s right to privacy were
some of the measures used to ensure that the participants were treated with the principles of
person, beneficence, and justice.
Positioning Statement
The purpose of this study was stated earlier was to determine if full-time professors in
three institutions of higher education practice servant leadership, and then to see if being a
servant leader is related to deep approaches to learning and student engagement.
College educators are charged with knowledge creation and transference. Along with this
I contend that while the previous statement is a primary focus, what should be of equal value is
the transformation of each student to want to or desire to learn, and learn more deeply. This can
be done through different methodologies; this study is an attempt to understand and reveal a
correlation between servant leadership and engagement. I hope to clarify a link with the
Franciscan vision and servant leadership and have a desire to see the outcome. Peters (2010):
stated
Leaders are helpers, servants, and teachers. In effect, they have only one objective:
pursuing improved performance by fostering long-term personal (and team) engagement,
learning, and continuous development. Leaders must be deeply immersed in the
professional practice of helping. Like listening, helping can be mastered—through hard
work. (http://zeronae.tumblr.com/post/2507676596/tom-peters-ceo-of-tom-peterscompany)
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The rationale for the study is to understand or identify the linkages between a faith-based
institution of higher education that practices servant leadership in the classroom and its impact
on students’ learning motivated through a deeper approach to learning. This is induced by
serving the student through a process of inclusion, community, listening, and other attributes and
characteristics of servant leadership.
I chose a quantitative framework because I wanted to have a concise outcome with the
research. I felt my bias of the need for servant leadership in a Franciscan setting of a college
would be skewed within a qualitative framework. As well, there have been several studies about
servant leadership and higher education, almost all were qualitative and I wanted to differentiate
from these studies. I also feel that within this context my research will open more opportunities
both qualitative and quantitative for future studies in servant leadership.
There are important considerations to be made if one expects to become a servant leader
in an organization. For example, one must be highly qualified. Greenleaf (1977b) asks, “Why
would anyone accept the leadership of another except that the other sees more clearly where it is
best to go” (p.22)? The grand hope here is to find the best way for student success. While trying
to define success for a college student success and what it means to a student was difficult to
surmise, it can be argued that the deeper we learn, the more applicable what we have learned will
be day to day in our personal and professional lives.

78

Chapter IV: Results
In this chapter I present a description of the sample, including length of tenure and
faculty perspective on the Franciscan mission as it relates to the institution. I then examine the
results relative to the tests of reliability of the study constructs, followed by a presentation of the
results of the assumption testing for correlation and linear regression analyses. Finally, the
results of the descriptive statistics used to answer Research Question 1 are presented, and the
results of the correlations and linear regressions used to answer Research Question 2 are
presented. The results of the descriptive statistics, correlations, and regressions used to answer
Research Questions 1 and 2 indicated that servant leadership was in fact present in the surveyed
Franciscan institutions, and that servant leadership was significantly related to deep approaches
to learning within these institutions.
Description of the Sample
The participants in the study were full-time faculty members at one of three Franciscan
institutions. Approximately 350 faculty members were invited to participate and the 119
responded. Respondents were not categorized by institution. The participants in the study were
asked a series of questions about the Franciscan mission and how it relates to their institution.
All but one of the participants understood the mission of their institution. The length of tenure of
the participants was somewhat evenly distributed among the categories of 0-5 years, 33(29.2%);
5-10 years, 32(28.3%); and 10 -15 years, 24(21.2%). Over half of the participants had been fulltime faculty members at their institution for less than 10 years, and approximately 20% of the
participants had been full-time faculty members at their institution for more than 15 years. The
frequency distribution of length of tenure of the faculty members is presented in Table 4.1.
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Table 4.1
Frequency Distribution of Length of Tenure
Frequency Distribution of Length of Tenure
Length of Tenure

n

%

0-5 years

33

29.2

5-10 years

32

28.3

10-15 years

24

21.2

More than 20 years

13

11.5

15-20 years

11

9.7

Total

113

100

The participants were then asked to indicate their level of agreement with five statements
regarding their institution’s mission and leadership methods. I decided that it was best for these
results not to be disaggregated by institution in order to both protect the identity of participants
and minimize participating institutions’ concerns about the potential risks of results that might
portray them as lacking in adherence to student-focused Franciscan values. The central tendency
of responses to each of the five questions is presented in Table 4.2. On average, the participants
strongly agreed with the statement that they valued the concepts of their institution (M = 4.62,
SD = .60); agreed that each value of the mission was important to the community institution (M
= 4.44, SD = .86); agreed that their institution follows the traditions and values in the mission (M
= 4.05, SD = 1.02); neither agreed nor disagreed with the statement that chose to work at the
institution because it was Franciscan (M = 3.47, SD = 1.17); and neither agreed nor disagreed
that the leadership methods at their institution had changed as a result of secular leadership, (M =
2.74, SD = .96).
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Table 4.2
Central Tendency of Responses to Five Franciscan Institution Questions
Central Tendency of
Institution Questions
Institution Question
1. I value the concepts of my institution.
2. Each value of the mission is important to the overall
community of the institution.
3. My institution follows the traditions and values stated in the
mission.
4. I chose to work at this institution because it is Franciscan.
5. The leadership methods at my institution have changed as a
result of a shift from religious leadership to secular leadership.
Note. n = 113.

Min.

Max.

M

SD

2

5

4.62

.60

1

5

4.44

.86

1

5

4.05

1.02

1

5

3.47

1.17

1

5

2.74

.96

The frequency distribution of responses for each of the five institutional questions is
shown in Table 4.3. The largest percentage of participants, 76 (67.3%), strongly agreed with the
statement that they valued the concepts of their institution’s mission. This was also the case with
the statement that each value of the mission was important to the overall community of the
institution, as indicated by the 68 (60.2%) participants who selected strongly agree. The
participants also tended to agree, 50 (44.2%), or strongly agree, 42 (37.2%), with the statement
that their institution follows the traditions and values stated in the mission. Responses were not
as strong to the statement “I chose to work at this institution because it is Franciscan,” with 32
(28.3%) indicating neither agree nor disagree, 35 (31%) indicating agree, and 24 (21.2%)
indicating strongly agree. Nearly half of the participants, 56 (49.6%), neither agreed nor
disagreed that the leadership methods at their institution had changed as a result of a shift from
religious to secular leadership, while 24(21.2%) disagreed with the statement, and 15 (13.3%)
agreed with the statement. This suggests real issues of difference that could be due to either a
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disagreement within a campus or across campuses. The frequency distribution of responses for
each of the five questions is presented in Table 4.3.
Table 4.3
Frequency Distribution of Responses to Five Franciscan Institution Questions
Strongly
disagree

Disagree

Question

n

n

Q1

0

.0

1

Q2

2

1.8

Q3

4

Q4
Q5

%

Neither agree
nor disagree

%

n

%

.9

4

3

2.7

3.5

7

8

7.1

14

12.4

Agree

Strongly
agree

n

%

n

%

3.5

32

28.3

76

67.3

6

5.3

34

30.1

68

60.2

6.2

10

8.8

50

44.2

42

37.2

14

12.4

32

28.3

35

31.0

24

21.2

24

21.2

56

49.6

15

13.3

4

3.5

Note. n = 113.
Reliability of Constructs
Servant Leadership Questionnaire (SLQ). Six SLQ constructs were used to analyze
the degree to which the respondents from the participating Franciscan institutions displayed
behaviors and attitudes consistent with servant leadership, and to use these as independent
variables in the multiple regression analyses used to answer Research Question 2. For each of
the constructs, the items were summed: 23 items were summed for the construct “total servant
leadership,” four items were summed for the construct “altruistic calling,” four items were
summed for the construct “emotional healing,” five items were summed for the construct
“wisdom,” five items were summed for the construct “persuasive mapping,” and five items were
summed for the construct “organizational stewardship.” After creating the constructs, the
internal consistency reliability was analyzed with Cronbach’s alpha. The internal consistency
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reliability of the SLQ constructs was found to be reliable, with all the constructs yielding alpha
values above .80 and total servant leadership yielding an alpha value above .93. The results are
presented in Table 4.4.
Table 4.4
Internal Consistency Reliability of SLQ Constructs
Reliability of SLQ Constructs
SLQ Construct

Number of items

Cronbach’s alpha

Total servant leadership

23

.93

Altruistic calling

4

.84

Emotional healing

4

.89

Wisdom

5

.84

Persuasive mapping

5

.87

Organizational stewardship

5

.84

Note. n = 119.
Deep approaches to learning. The deep approaches to learning constructs were created
from responses to 12 items found on the Faculty Survey of Student Engagement. From the 12
items, four constructs were created to analyze the relationship between servant leadership and
deep approaches to learning among Franciscan institutions of higher education. These constructs
were then used as dependent variables in the multiple linear regression analyses conducted to
answer Research Question 2. For each of the constructs, the items were averaged: 12 items were
averaged for the construct “total deep approaches to learning,” 4 items were averaged for the
construct “higher order learning,” 5 items were averaged for the construct “integrative learning,”
and 3 items were averaged for the construct “reflective learning.” After creating the constructs,
the internal consistency reliability was analyzed with Cronbach’s alpha. The internal
consistency reliability of the deep approaches to learning constructs was found to be reliable,
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with all the constructs yielding alpha values above .80. Total deep approaches to learning and
higher order learning yielded alpha values .90. The results are presented in Table 4.5.
Table 4.5
Internal Consistency Reliability of Deep Approaches to Learning Constructs
Reliability of Deep Approaches to Learning
Constructs
Construct

Number of items

Cronbach’s alpha

Total Deep Approaches to Learning

12

.91

Higher order learning

4

.92

Integrative learning

5

.82

Reflective learning

3

.87

Note. n = 119.
Assumption Testing
As a parametric statistical test, the results of linear regression are based upon the
assumptions of normality, linearity, and homoscedasticity, all of which were assessed prior to
testing hypothesis 2. The assumption of normality was tested by examining histograms, and the
assumptions of linearity and homoscedasticity were assessed by examining scatter plots of the
standardized residual values versus the standardized predicted values for each of the linear
regressions. The assessment of the assumption of normality is presented first, followed by the
assessment of the assumptions of linearity and homoscedasticity.
To assess the assumption of normality, the frequency distribution of scores for each of
the constructs was plotted in a histogram and the shape of the distribution was examined to
determine if approximated a bell-shaped curve. If the shape of the distribution was positively or
negatively skewed, or platykurtic or leptokurtic, the assumption of normality was considered
violated. Overall, the distribution of scores for the variables was normal or near normal. The
SLQ construct of “organizational stewardship” was found to be negatively skewed. Data

84
transformations were considered, but since organizational stewardship was the only SLQ
variable that was not normally distributed and transforming the variable would make
interpretation difficult, the original values were used in the analysis. The histograms are
presented first for the six SLQ constructs in Figure 4.1, and then for the four deep approaches to
learning constructs in Figure 4.2.
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Figure 4.1. Histograms of the frequency distributions of the six SLQ constructs.
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Figure 4.2. Histograms of the frequency distributions of the four deep approaches to learning
constructs.
To assess the assumptions of linearity and homoscedasticity, scatterplots of the
standardized residuals versus the standardized predicted values were created in the output for
each of the linear regressions. A regression line was then fit to the data points and the
distribution of the data points was examined for patterns. If the relationship between the
variables was linear, the data points would be evenly and randomly distributed throughout the
length of the regression line. If the relationship between the variables was not linear, the shape
of the distribution of points would be in the shape of a curve and not distributed evenly
throughout the length of the regression line, in which case a non-linear equivalent would be a
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better choice for statistical analysis. The assumption of homoscedasticity was assessed with the
same scatterplots. If the assumption of homoscedasticity was met, the data points would again
be evenly and randomly distributed about the regression line. If the assumption of
homoscedasticity was not met, the shape of a cone or funnel would be observed in the data points
at either end of the regression line. After examining the scatterplots, the distribution of data
points in each of the scatterplots was found to be evenly and randomly distributed about the
regression line. The data points did not form a curve and no cone or funnel shape was observed
in the data points at either end of the regression line; therefore, the assumptions of normality,
linearity, and homoscedasticity were considered met. The scatterplots are presented in Figures
4.3-4.7.

Figure 4.3. Scatterplot of the standardized residuals vs. the standardized predicted values for
the regression using total SLQ to predict total deep approaches to learning.
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Figure 4.4. Scatterplot of the standardized residuals vs. the standardized predicted values for
the regression using the SLQ constructs to predict total deep approaches to learning.

Figure 4.5. Scatterplot of the standardized residuals vs. the standardized predicted values for
the regression using the SLQ constructs to predict higher order learning.
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Figure 4.6. Scatterplot of the standardized residuals vs. the standardized predicted values for
the regression using the SLQ constructs to predict integrative learning.

Figure 4.7. Scatterplot of the standardized residuals vs. the standardized predicted values for
the regression using the SLQ constructs to predict reflective learning.
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Research Questions
RQ1: To what extent do full-time professors teaching at Franciscan institutions of
higher education exhibit the qualities of servant leadership?
To answer Research Question 1, descriptive statistics were conducted on responses to the
SLQ items. Descriptive statistics included the frequency distribution of individual items,
creation of the six SLQ constructs (total servant leadership, altruistic calling, emotional healing,
wisdom, persuasive mapping, and organizational stewardship), and measures of central tendency
including means and standard deviations for the SLQ constructs. The frequency distributions of
the individual SLQ items were analyzed first by examining the frequency and percentage of
responses within each item.
The frequency distributions of the SLQ items are presented in Table 4.6. The items are
grouped by construct (altruistic calling, emotional healing, wisdom, persuasive mapping, and
organizational stewardship). The majority of responses to all of the items were either
“sometimes,” “fairly often,” and “frequently, if not always.” Very few of the responses were
“not at all” or “once in a while,” but items 12 and 22 did have the largest percentage of responses
in these two categories. A small percentage of participants, 9.2% (11), perceived the leadership
behavior in question 12, “I am talented at helping others heal emotionally,” as occurring once in
a while. Similarly, a slightly larger percentage of participants, 15.1% (18), perceived the
leadership behavior in question 22, “I know what is going to happen,” as occurring either not at
all or once in a while. The largest percentage of frequently, if not always responses were for
three items: item 11 (I believe that the organization needs to play a moral role in society), item
15 (I believe that our organization needs to function as community), and item 19 (I see the
organization for its potential to contribute to society). For item 11, 62.2% (72) participants
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responded frequently, if not always; for item 15, 69.7% (83) of the participants responded
frequently, if not always; and for item 19, 58% (69) of the participants responded frequently, if
not always. Each of these items was used in the creation of the organizational stewardship
construct and indicated that a majority of the participants believed strongly that their
organization should function as a community and contribute to the community.
For the rest of the SLQ items, the participants tended to believe that their behaviors and
attitudes were fairly often or frequently, if not always consistent with the statements in the items.
These responses indicated that overall, the respondents from the participating Franciscan
institutions tended to display leadership behaviors and attitudes consistent with servant
leadership and the Franciscan mission. Again, the frequency distribution of individual SLQ
items is presented in Table 4.6.
Table 4.6
Frequency Distribution of Individual SLQ Items
Once in a
Not at all
Sometimes
while
n
%
n
%
n
%
a

SLQ1
SLQ2 a
SLQ16 a
SLQ21 a
SLQ3b
SLQ8 b
SLQ12 b
SLQ17 b
SLQ4c
SLQ7 c
SLQ9 c
SLQ13 c
SLQ22 c

0
0
0
1
0
0
0
0
0
0
0
0
2

.0
.0
.0
.8
.0
.0
.0
.0
.0
.0
.0
.0
1.7

2
2
2
0
5
6
11
6
0
2
2
2
16

1.7
1.7
1.7
.0
4.2
5.0
9.2
5.0
.0
1.7
1.7
1.7
13.4

18
20
25
26
27
28
34
42
12
9
19
14
40

15.1
16.8
21.0
21.8
22.7
23.5
28.6
35.3
10.1
7.6
16.0
11.8
33.6

Fairly often
n

%

63
63
61
44
46
49
44
49
46
58
53
57
48

52.9
52.9
51.3
37.0
38.7
41.2
37.0
41.2
38.7
48.7
44.5
47.9
40.3

Frequently, if
not always
n
%
36
34
31
48
41
36
30
22
61
50
45
46
13

30.3
28.6
26.1
40.3
34.5
30.3
25.2
18.5
51.3
42.0
37.8
38.7
10.9
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SLQ5d
2
1.7
d
SLQ6
0
.0
d
SLQ10
0
.0
d
SLQ14
0
.0
d
SLQ18
1
.8
e
SLQ11
0
.0
e
SLQ15
0
.0
e
SLQ19
0
.0
e
SLQ20
0
.0
e
SLQ23
0
.0
a
Note. Altruistic calling.

2
1.7
35
29.4
51
42.9
29
24.4
7
5.9
26
21.8
42
35.3
44
37.0
4
3.4
44
37.0
50
42.0
21
17.6
5
4.2
43
36.1
53
44.5
18
15.1
7
5.9
47
39.5
47
39.5
17
14.3
4
3.4
6
5.0
35
29.4
74
62.2
0
.0
5
4.2
31
26.1
83
69.7
1
.8
13
10.9
36
30.3
69
58.0
3
2.5
17
14.3
49
41.2
50
42.0
2
1.7
27
22.7
52
43.7
38
31.9
b
c
d
e
Emotional healing. Wisdom. Persuasive mapping. Organizational

stewardship.
Measures of central tendency for five SLQ constructs were then analyzed to further
gauge the extent to which full-time professors teaching at Franciscan institutions of higher
education exhibit the qualities of servant leadership. The five constructs were rank ordered and
analyzed. The results showed that the participants perceived their behavior and attitude as
mirroring the statements presented in the SLQ items fairly often or frequently, if not always,
suggesting that servant leadership was in fact present among the professors teaching at the
participating Franciscan institutions of higher education. The participants felt strongest about
their institution’s function as a community and their institution’s contribution to society (M =
21.90, SD = 2.84), followed closely by their perceived awareness of the happenings around them
(M = 20.60, SD = 2.96). The participants were less sure of their ability to persuade others in
their institution (M = 18.95, SD = 3.36) and did perceive their behaviors and attitudes as
consistent with an altruistic person (M = 16.38, SD = 2.48). The participants were least sure of
their ability to help someone emotionally by comforting or helping them heal (M =15.51, SD =
3.03). The rank ordered central tendency of the SLQ constructs is presented in Table 4.7.
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Table 4.7
Rank Ordered Measures of Central Tendency for the SLQ Constructs
Rank Ordered Central Tendency of SLQ Constructs
SLQ Construct

Minimum

Maximum

M

SD

Total servant leadership

2.60

5.00

4.38

.57

Organizational stewardship

2.40

5.00

4.12

.59

Wisdom

2.00

5.00

4.09

.62

Persuasive mapping

2.43

5.00

4.06

.49

Altruistic calling

2.25

5.00

3.88

.76

Emotional healing

2.00

5.00

3.79

.67

Note. n = 119.
RQ2: Among full-time professors teaching at Franciscan institutions of higher
education, what is the relationship between servant leadership and deep approaches to learning?
To answer Research Question 2, 24 zero-order correlations and five linear regressions
were conducted. The six SLQ constructs were correlated with the four deep approaches to
learning constructs. Linear regressions were then conducted to better understand the nature of
the relationships found in the 24 zero-order correlations. Prior to conducting the analysis, the
assumptions of linear regression were assessed. The assumptions of linear regression, normality,
linearity, and homoscedasticity, were assessed and found to be met, as noted previously.
The zero-order correlations were conducted first to test the statistical significance of the
relationships between the SLQ constructs and the deep approaches to learning constructs. The
six constructs of the SLQ (total servant leadership, altruistic calling, emotional healing, wisdom,
persuasive mapping, and organizational stewardship) were correlated with the four constructs of
deep approaches to learning. The SLQ constructs that were found to be significantly correlated
to the deep approaches to learning constructs were used in multiple linear regressions. All of the
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correlations were significant and positive, which indicated that as scores on the SLQ constructs
increased, scores on the deep approaches to learning constructs also increased. The results of the
correlations are presented in Table 4.8.
Table 4.8
Pearson Correlations on the Relationship between the Deep Approaches to Learning and
Servant Leadership Scales
Correlations between Deep Approaches to Learning and
Servant Leadership
Total Deep Higher Order Integrative
Reflective
Scale
Approaches
Learning
Learning
Learning
Total SLQ

.46**

.33**

.42**

.45**

Altruistic Calling

.30**

.23*

.25**

.30**

Emotional Healing

.49**

.32**

.47**

.46**

Wisdom

.27**

.24**

.20*

.26**

Persuasive Mapping

.36**

.21*

.38**

.34**

.35**

.25**

.32**

.35**

Organizational
Stewardship
Note. n = 115
* p < .05. ** p < .01.

To better understand the relationship between total servant leadership and total deep
approaches to learning, a linear regression was conducted. The results of the regression were
significant, F (1,113) = 30.31, p < .01, and indicated that 21.1% of the variance in total deep
approaches to learning was explained by total servant leadership. The results of the linear
regression are presented in Table 4.9.
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Table 4.9
Linear Regression Using Total Servant Leadership to Predict Total Deep Approaches to
Learning
Total Deep Approaches to Learning
Variable

B

Constant

6.78

Total servant leadership

95% CI
[-2.94, 16.50]

.29**

[.18, .39]

r2

.211

F

30.31**

Note. CI = Confidence Interval.
*p < .05. **p < .01.
All of the SLQ constructs were found to be significantly correlated to deep approaches to
learning and were used as independent variables in the standard regression model predicting total
deep approaches to learning. The significantly correlated SLQ constructs included altruistic
calling, emotional healing, wisdom, persuasive mapping, and organizational stewardship. The
results of the regression were significant, F (5,109) = 8.47, p < .01, and indicated that 28% of the
variance in total deep approaches to learning was explained by the linear combination of
altruistic calling, emotional healing, wisdom, persuasive mapping, and organizational
stewardship; however, only emotional healing significantly contributed to the model. The results
of the linear regression predicting total deep approaches to learning with the five SLQ constructs
are presented in Table 4.10.
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Table 4.10
Multiple Linear Regression Using the Five SLQ Constructs to Predict Total Deep Approaches to
Learning
Total Deep Approaches to Learning
Variable

B

95% CI

Constant

8.69

[-1.35, 18.72]

Altruistic calling

.09

[-.47, .65]

Emotional healing

.91*

[.44, 1.37]

Wisdom

-.25

[-.77, .26]

Persuasive mapping

.26

[-.19, .71]

Organizational stewardship

.44

[-.07, .95]

R2

.28

F

8.47**

Note. CI = Confidence Interval.
*p < .05. **p < .01.
Since the five constructs were also significantly correlated with each of the three
individual constructs of deep approaches to learning, the five SLQ constructs were also used as
independent variables in three standard regression models predicting higher order learning,
integrative learning, and reflective learning. The standard multiple linear regression predicting
higher order learning was significant, F (5, 109) = 3.19, p < .05, and indicated that the linear
combination of the five SLQ constructs accounted for 12.8% of the variance in the deep
approaches to learning construct of higher order learning. As was the case in the model
predicting total deep approaches to learning, only emotional healing significantly contributed to
the model predicting higher order learning. The results of the multiple linear regression
predicting higher order learning with the five SLQ constructs are presented in Table 4.11.
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Table 4.11
Multiple Linear Regression Using the Five SLQ Constructs to Predict Higher Order Learning
Higher Order Learning
Variable

B

95% CI

Constant

3.18

[-1.47, 7.84]

Altruistic calling

.06

[-.20, .32]

Emotional healing

.23*

[.02, .45]

Wisdom

.05

[-.19, .29]

-.02

[-.23, .19]

.12

[-.11, .36]

Persuasive mapping
Organizational stewardship
R2

.128

F

3.19*

Note. CI = Confidence Interval.
*p < .05.
The second standard multiple linear regression predicting integrative learning was
significant, F (5, 109) = 8.71, p < .01, and indicated that the linear combination of the five SLQ
constructs accounted for 28.5% of the variance in the deep approaches to learning construct of
integrative learning. The results of the multiple linear regression predicting integrative learning
indicated that three SLQ constructs significantly contributed to the model: emotional healing,
wisdom, and persuasive mapping. The results of the multiple linear regression predicting
reflective learning with the five SLQ constructs are presented in Table 4.12.

98
Table 4.12
Multiple Linear Regression Using the Five SLQ Constructs to Predict Integrative Learning
Integrative Learning
Variable

B

Constant

4.17

[-.31, 8.66]

Altruistic calling

-.01

[-.26, .24]

Emotional healing
Wisdom

95% CI

.43**

[.22, .63]

-.24*

[-.47, -.004]

Persuasive mapping

.21*

[.01, .41]

Organizational stewardship

.18

[-.05, .41]

R2

.285

F

8.71**

Note. CI = Confidence Interval.
*p < .05. **p < .01.
The third standard multiple linear regression predicting reflective learning was
significant, F (5, 109) = 7.59, p < .01, and indicated that the linear combination of the five SLQ
constructs accounted for 25.8% of the variance in the deep approaches to learning construct of
reflective learning. The results of the multiple linear regression predicting reflective learning
indicated that only the SLQ construct of emotional healing significantly contributed to the model
predicting reflective learning. The results of the multiple linear regression predicting reflective
learning with the five SLQ constructs are presented in Table 4.13.
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Table 4.13
Multiple Linear Regression Using the Five SLQ Constructs to Predict Reflective Learning
Reflective Learning
Variable

B

95% CI

Constant

1.33

[-1.70, 4.35]

Altruistic calling

.04

[-.13, .21]

Emotional healing

.25**

[.11, .39]

Wisdom

-.07

[-.23, .09]

Persuasive mapping

.06

[-.07, .20]

Organizational stewardship

.14

[-.01, .29]

R2

.258

F

7.59**

Note. CI = Confidence Interval.
**p < .01.
It is important to understand why “emotional healing” shows up so powerfully. All of the
SLQ constructs were found to be significantly correlated to deep approaches to learning; of these
emotional healing had the highest individual correlation with deep approaches to learning.
Because SLQ components are also inter-correlated (Barbuto & Wheeler, 2006), once the
variance in deep learning accounted for by emotional healing was removed, other SLQ variables
had little predictive power. Thus, interpretations about the importance of emotional healing visà-vis other SLQ components must be made with care.
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Chapter V: Results, Conclusions, and Recommendations
In this chapter, I will discuss the implications of the results of the study with the aim of
determining whether servant leadership is practiced by faculty in a Franciscan educational
setting. This discussion includes a thorough review of the findings and conclusions of the study
as well as noted limitations and suggestions for future research.
Findings
The study was conducted to discover how servant leadership is practiced at a Franciscansponsored university among full-time faculty. The study sought input from full-time faculty
within three Franciscan university communities with the primary aim of gaining a better
understanding of whether or not servant-led classrooms ignite and encourage deep approaches to
learning.
The combined Servant Leadership Questionnaire (SLQ) and Faculty Survey of Student
Engagement (FSSE) were distributed to 350 university employees from three Franciscan
universities. A usable response rate of 34 % yielded rich results.
Cronbach’s alpha tests of internal consistency reliability were good for all of the
constructs, meaning that it was at least greater than .80. This indicates that the constructs were
all internally reliable and represented an adequate tool for measurement.
Among all three institutions most faculty indicated that they had chosen their institution
to some degree because it was Franciscan.
The Research Questions
RQ1: To what extent do full-time professors teaching at Franciscan institutions of higher
education exhibit the qualities of servant leadership?
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The responses to the individual questions on the SLQ were predominantly in the fairly
often or frequently if not always categories. I used counts and percentages, or frequency
distributions, to examine these types of responses, which generally indicated that servant
leadership was in fact present among the professors teaching at the participating Franciscan
institutions of higher education. Means and standard deviations indicated the same thing.
Barbuto and Wheeler (2006) created the scales from the individual SLQ items and then averaged
the scores.
RQ2: Among full-time professors teaching at Franciscan institutions of higher education,
what is the relationship between servant leadership and deep approaches to learning?
The six SLQ constructs were correlated with the four deep approaches to learning
constructs. The correlation coefficients indicated that the relationships were also somewhat
strong (all were greater than .2 and some were around .47). Linear regressions were then
conducted to better understand the nature of the relationships found in the 24 zero-order
correlations.
The regressions just mirrored the correlations. Five regressions were conducted and all
of them were significant. In the multiple regressions, it appears for the most part that emotional
healing was the only SLQ construct that significantly contributed to the models predicting deep
approaches to learning. The assumptions of multiple regressions (normality, linearity, and
homoscedasticity) were also met.
Total servant leadership predicted total deep approaches to learning. The results of the
regression were significant, and indicated that 21.1% of the variance in total deep approaches to
learning was explained by total servant leadership.
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The five SLQ constructs (altruistic calling, emotional healing, wisdom, persuasive
mapping, and organizational stewardship) predicted total deep approaches to learning. The
results of the regression were significant, and indicated that 28% of the variance in total deep
approaches to learning was explained by the linear combination of altruistic calling, emotional
healing, wisdom, persuasive mapping, and organizational stewardship; however, only emotional
healing contributed significantly to the model.
Predicting Higher Order Thinking
Higher order learning is thinking on a higher level than memorizing facts or repeating
something back to someone exactly the way that it was told to you. The underlying idea is that
some types of learning require more cognitive processing than others. The multiple linear
regressions predicting higher order learning were significant, and indicated that the linear
combination of the five SLQ constructs accounted for 12.8% of the variance in the deep
approaches to learning construct of higher order learning. As was the case in the model
predicting total deep approaches to learning, only emotional healing significantly contributed to
the model predicting higher order learning.
According to Barbuto and Wheeler (2006), “Leaders using emotional healing are highly
empathetic and great listeners, making them adept at facilitating the healing process” (p. 300). In
activities and offices, students are challenged to balance class, social activities, campus
involvement, and personal or family obligations. Students often can feel overwhelmed or pulled
in opposing directions while moving through the stages of student development and identity
development. Access to support from faculty can help students through developmental stages can
lead to students feeling better supported through building relationships during emotionally
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difficult times. This study certainly solidifies the classroom as a place to build on this student
teacher relationship, and could be enhanced by servant-led faculty.
Faith-based institutions can recruit a high percentage of students not completely ready for
college. They also get a number of students who need a small college environment that offers
more individual attention from faculty and staff. This atmosphere can lead to frequent highs and
lows in their educational experiences. There are many reasons for these experiences, including
lack of confidence, the desire to be in a different institution, lack of resources found in state run
institutions, or even being forced into a smaller setting, to name a few. Healing is a key link in
helping these students succeed. Spears (1995) conceptualized healing as the ability of an
individual to provide emotional support when another individual fails at a task, dream, or
relationship. Other scholars have argued that the ability to provide emotional healing to
employees is not only a powerful skill for leaders to maintain but is also a key to providing for
emotional stability and support for the entire organization (Dacher, 1999; Weymes, 2003).
Predicting Integrative Learning
Integrative learning comes in many varieties: connecting skills and knowledge from
multiple sources and experiences; applying skills and practices in various settings; utilizing
diverse and even contradictory points of view; and, understanding issues and positions
contextually. The second multiple linear regression predicting integrative learning was
significant, indicating that the linear combination of the five SLQ constructs accounted for
28.5% of the variance in the deep approaches to learning construct of integrative learning. The
results of the multiple linear regressions predicting integrative learning indicated that three SLQ
constructs significantly contributed to the model:
emotional healing,
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wisdom, and
persuasive mapping.
Integrative learning and the results of the survey certainly lends itself to what we expect
in higher education in the sense that sharing our wisdom and mapping a way for our students to
learn is of great importance to a student-teacher relationship. Additionally, the results of this
study reveal the significance of emotional healing as a vital characteristic of this type of learning
environment in which it is apparent that embracing the unique aspects of some students
emotionally helps to maximize their learning process. Herman and Marlowe (2005) attempted to
relate the management values of servant leadership to both teacher and student with the aim of
changing the classroom environment into a caring community. In their study, teachers are often
seen to be compelled to be servant leaders by the poor environment in which they work, but
leading a team toward change is said to be no easy task. For this reason, it was explained that
teachers have to understand students’ feelings, empathize with their students, and be trained in
the skills required to be a servant leader. A number of scholars have suggested that healing is
among the most powerful skills necessary for effective leadership (Dacher, 1999; Sturnick,
1998).
It appears that healing is an under-appreciated aspect of leadership and is a characteristic
that separates servant leadership from most leadership theories (Barbuto & Wheeler, 2006).
While it is difficult within this research design to look at the characteristics of individual
teachers, it is nevertheless clear that in general teachers do not view emotional healing as a weak
approach to classroom management; however, that while it had the lowest mean of all attributes
faculty are at least comfortable using it. An awareness of this regard for emotional aspects of
teaching was of great importance to me as a researcher as Ostrem (2006) stated, the need for
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healing may seem like a flaw in character or a weakness in coping. On the contrary, recognizing
that every person requires and deserves the benefits of the healing process is an insight born of
wisdom and strength.
Persuasive mapping also includes elements of vision and communication of that vision.
Kouzes and Posner (2002) support this argument through the leadership element of being
forward-looking and that having a vision is important. “They encourage others to visualize the
organization's future and are persuasive, offering compelling reason to get others to do things"
(Barbuto & Wheeler, 2006, p. 319).
Predicting Reflective Learning
Reflective learning is defined as “the process of internally examining and exploring an
issue of concern, triggered by an experience, which creates and clarifies meaning in terms of self,
and which results in a changed conceptual perspective” (Boyd & Fales, 1983, p. 100). The third
multiple linear regression predicting reflective learning was also significant, indicating that the
linear combination of the five SLQ constructs accounted for 25.8% of the variance in the deep
approaches to learning construct of reflective learning. The results of the multiple linear
regression predicting reflective learning indicated that only the SLQ construct of emotional
healing significantly contributed to the model predicting reflective learning. Reflective and
emotional healing ties the learning experiences of the student to the teacher through empathy
which adds value to the student by feeling secure to be reflective in a “safe’ environment.
The realization that this measure revealed a direct correlation between servant leadership
and deep approaches to learning was very satisfying to me as a researcher, particularly given the
fact that I did not begin this study with any assumptions as to whether or not one attribute of the
five would dominate in the manner that emotional healing has. While all five constructs were
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related to deep learning, the one attribute that consistently revealed a high correlation is
emotional healing. Why is there a correlation? Theoretical extensive reviews of studies at
schools and organizational levels indicate that emotional intelligence skills are essential to
achievement, leadership, and personal health (Goleman, 1995, 1998). Further, Goleman (1998)
indicates that when high levels of leadership are required, emotional intelligence is a much
greater predictor of success than traditional measures of intelligence or leadership (Low, Lomax,
Jackson, & Nelson, 2004). This may explain the relationship between servant leadership and
emotional healing to deeper approaches to learning, a dynamic forged from a relationship that
inspires a strong bond between student and teacher and encourages inspirations and motivation.
Lopes, Cote, and Solovey (2006) proposed emotional intelligence contributes to effective
leadership. According to Lopes et al. (2006), emotions are powerful motivational forces that
leaders should use to communicate persuasively, motivate effectively, and influence and manage
others intelligently. As previously stated this would apply to teachers in a classroom setting as
well.
Whereas the majority of the scholarship in this area focuses on the learner or student, it is
also important that for teachers to understand their particular roles in this classroom relationship.
Winston (2004) proposed the leader’s ability to understand and analyze emotions is twodimensional in that servant leaders “should be able to understand the cause of their own
emotions as well as the emotions of the followers” (p. 3). Although the link between the
Franciscan mission and servant leadership may still be hard to quantify, the results of this study
demonstrate that there is nevertheless an apparent connection between servant leadership and
classroom leadership though emotional healing and intelligence. The servant leader is expected
to be gifted in emotional healing. The multidimensional nature of wellness instilled in the
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healing process makes the role of the healing process in servant leadership unique (Cooper,
1997). The relationship between servant leadership and benefit to the organization and/or
relationship to emotional intelligence is not newly discovered. According to Cooper (1997),
“research shows that emotions, properly managed, can drive trust, loyalty, and commitment”
(p. 31). Reaching persons at a more intimate emotional level should also elevate personal trust
and provide a means to strengthen individual coping (Cooper, 1997).
These theories reinforce the findings of this study by validating the importance of
establishing an emotional connection to students on some level. Educational institutions are no
different from many other organizations as they have different personality types who practice
different techniques and styles within the classroom. Some are more engaged than others and
take their job serious enough to try and reinvent themselves from semester to semester, while
others just get by. In a Catholic Franciscan setting we have many commonalities from institution
to institution, however, one thing remains, namely, the fact that students are our primary focus.
This is not to say faculty should be accommodating because they may feel bad for a student, but
if we make time through some of the servant leadership, Franciscan characteristics, these
findings indicate that this combination offers the potential to have a powerful, impact on learning
in institutions of higher learning.
Limitations
One of the limits of the study is that confusion may have arisen as to who was being
evaluated. The SLQ asks participants for their perceptions of self within their institutions, which
represents one category of self-reflection. The length of the survey, coupled with the fact that it
was online, may have prevented an individual from participating.
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An additional limitation to this study is in its lack of results based on individual
institutions. More valuable results would have likely resulted from a survey that allowed for
disaggregation.
The results of an individual’s responses may also have been affected by a pre-existing
bias in favor of or against the university. A person who loves the university may have tried to
respond more favorably. A person dissatisfied with the university may have responded more
negatively. Participants may have based their answers to one or more questions on an ideal, or
how they would like the situation to be, rather than how the situation really is at present. As well,
results may have been influenced by participants’ tendency to portray themselves in a positive
light, thus inflating their responses.
Suggestions for Improvement
If time allowed I would have like to have conducted a mixed-method study to gather
qualitative narrative from faculty focus groups that may have more to share about their
experiences serving in the classroom. These focus groups would enhance the quantitative data
with real stories of success and failures.
It may also be beneficial and yield more representative results to open the study to the
entire college community, including college staff and administrators. Franciscan institutions
fundamentally have an overall view of putting students first, and the classroom may not be the
only place for students to reach their potential and learn more deeply.
Recommendations for Future Study
There are many opportunities for future study. Some will build upon the work presented
in this study, using it as a benchmark. The most significant finding in this study is the level of
feedback supporting the fact that servant leadership is related to deep approaches to learning. By
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using emotional healing as a starting point and comparing how it relates directly to how students
may learn based on this style alone, could prove to be beneficial and understanding more clearly
why emotional healing is a conduit to deeper approaches to learning. Other ideas arise from the
research conducted in this study. The following are some of the more immediate
recommendations:
 Add qualitative data to the study. A qualitative action research project would be an
approach that would not only identify the problem but would add value to the
institutions by identifying real areas if improvement. This is most important in a faithbased institution. A focus group divided into smaller groups based on college
specialization and focus of function would enhance this experience through a
narrative of real stories, and direct examples of what empowers a student to learn
more deeply.
 Compare this study to one conducted at another Franciscan-sponsored university or
universities.
 Compare a Franciscan-sponsored institution with a priest/brother/sister president to
one with a lay president to see if there are differences in servant-leadership
perceptions.
 Compare these (or another Franciscan-sponsored) university to those of another
religious order’s institution, such as the Jesuits or the Dominicans.
 Do a qualitative study to see whether one or more divisions have different perceptions
of servant-leadership characteristics within a single university.
 Look deeper into the ties between emotional healing and deep approaches learning.
This can be accomplished through many different styles of study that focus primarily
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on emotional healing and learning, levels of learning, and examples of such ties from
both quantitative and qualitative perspectives.
Franciscanism and Servant-Leadership
The results of this study as well as the literature review support the theory that a type of
servant leadership exists among Franciscan institutions of higher learning; however, the survey
suggests that how we serve in the classroom, with Franciscan core values, lends itself to a
student who is learning deeply in an atmosphere that embraces students’ uniqueness.
Servant leadership in the classroom, the call to serve, is an integral part of the life of a
Franciscan. Whether one is Catholic or not, the core Franciscan characteristics should be present
not only to serve the mission, but at the very least to serve the students. Servant leadership
should pour with ease from a Franciscan leader. St. Francis was one who led by example, and
took the call to serve very seriously. Within the walls of all Franciscan institutions there should
be at the very least a discussion of this attribute and how it impacts mission and the experience of
each student within the classroom.
Value Added and Collaboration
While we cannot expect everyone to be a servant leader, the ideals, characteristics, and
core values are not just the property of servant leadership; however, the concepts are certainly
part of Franciscan institutions.
This is a time of significant change within higher education. High tuition costs,
enrollment issues, retention, and academic integrity all combine with trying to satisfy the
“customer.” There are advantages and disadvantages to servant leadership. Because of the
consumer mentality of students, the unstable economy, and accreditation, as well as other issues,
servant leadership may not be suitable within all institutions like the college and universities
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studied here; however, by definition, a Franciscan college that professes to be “student first”
cannot lead any other way. The consumer model can work within higher education if it “knows
its place.”
According to Braskamp et al. (2006), faculty members play an integral role in fostering
student development; leadership in the classroom is vital. When we say “putting students first,”
we are not advocating a student-centered environment that meets all student demands. Rather,
we emphasize that faculty and other influential adults in their lives need to be involved in
fostering student development, holistically. According to the Merriam-Webster dictionary,
“holistic” means relating to or concerned with wholes or with complete systems rather than with
the analysis of, treatment of, or dissection into parts. Serving students cannot be done in small
increments or for one and not another according to this concept, which makes the mission of the
whole entity, whether it be the institution or the individual, vital to success in meeting those
themes and values listed with each mission. A holistic approach is thus critical to the success of
the servant-led classroom.
Every student who graduates from educational institutions represents more than simply
an alumnus when they are sent out into the world; each student's intelligence and abilities are far
more complex than his or her scores on standardized tests (Miller, 1997). Such a purview
indicates an important link between the mission of these institutions and servant leadership, the
importance being that the whole person should be served within the classroom.
Holistic education is based on the premise that each person finds identity, meaning, and
purpose in life through connections to the community, to the natural world, and to spiritual
values such as compassion and peace. Holistic education aims to call forth from people an
intrinsic reverence for life and a passionate love of learning. This is done not through an
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academic “curriculum” that condenses the world into instructional packages, but through direct
engagement with the environment, or in this case the professor (Miller, 1997).
Collaborative environments in which each professor embraces the mission and vision of
the Franciscan institutions have a direct impact not only on deeper levels of student learning, but
also their ultimate success out in their personal and professional lives. As Senge (1990) suggests,
a shared vision is vital to success, especially with regard to what is intrinsic and what uplifts
people’s aspirations. The larger purpose can also be embodied in the style. Ronald Heifetz
(1994), a senior lecturer in public leadership, and cofounder of the Center for Public Leadership
at the John F. Kennedy School of Government, Harvard University, states, “With its deeper
resonance in our spiritual traditions, Greenleaf reminds us that the essence of leadership is
service, and therefore the welfare of people. Anchored in this way, we can distinguish between
tools of influence, persuasion, and power from the orienting values defining leadership to which
these tools are applied” (Heifetz, 1994, p. 30). So while most leadership styles are based on what
is seen and heard, servant leadership can be said to be based on faith. Heifetz (1994) provides a
challenge: “Imagine the differences in behavior when people operate with the idea that
‘leadership means influencing the community to follow the leader’s vision’ versus ‘leadership
means influencing the community to face its problems’” (p. 32). This speaks to a solid
connection between leadership, its impact on teaching and learning, and the utilization of such
leadership to influence and enhance students’ quest for a deeper understanding of what they are
learning.
Conclusion
This study was conducted to address an absence of research in the area of servant
leadership and student engagement with respect to deep approaches to learning at Franciscan-
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sponsored institutions of higher education. By providing scholarly research in that area, this
research also offers faculty and administrators valuable feedback on how servant headship in the
classroom, particularly when it comes to emotional healing can impact the level a student may
learn, or deeply learn, that can be utilized directly within the classroom where contact between
students and teachers forms the heart of the educational process. The high level of contact
between faculty and students in faith-based institutions of higher learning, which typically have
lower student-teacher ratios and a greater environment of direct access to faculty, enhances and
supports the many benefits of a servant leadership approach. Larger institutions typically have a
higher student-teacher ratio, which can be a barrier for those students who would not have an
opportunity to interact with a professor and thus not get the style of leadership necessary for a
more successful or fulfilling experience in the classroom. Faculty members who teach at a
smaller teacher’s college that does engage in scholarship, but not at the level of research
institutions that are larger, and have a foundational mission placing the students first provide an
environment of quality student-teacher engagement. This by no means suggests that all faculty
will have the skills to be more empathic than their colleagues at other educational institutions,
but at the very least they should be diligent enough to investigate the values of institution for
which they are applying and make an effort to assimilate accordingly.
The following summarize the specific contributions of this study to the field of higher
education in faith-based institutions:
 While much data exist on student engagement at these colleges, there has been up to
this study little or no evidence of the impact of those holding values of servant
leadership on student engagement or lack thereof.
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Through this study we see a link to servant leadership and deeper approaches to learning.
We can see a shared relationship within the classroom that can assist students who have
challenges or at the very least need some guidance in the form of emotional healing.
This research is reinforced by the position of Dr. Kent Keith, executive director of the
Greenleaf Institute, who questions the difference between the call to serve and the call within,
and speaks frequently about Mother Theresa: “there is joy in transcending self to serve others”
(Keith, 2008, p.11). In Keith’s (2008) book, he spends time revisiting not just a Christian
perspective on serving others, but also the perspective of the Jewish Talmud: “all men are
responsible for each other.” He also points out that the Taoist text speaks of selfless service.
While commonality does not prove that serving others is inherent within all, it does make faithbased institutions question the role we should play within the lives of our students: Does service
transcend the specifics of individual religions? It certainly can be linked to the five constructs,
especially emotional healing.
 The purpose of this study was to determine if full-time professors in three institutions
of higher education practice servant leadership, and then to consider the degree to
which being a servant leader relates to student engagement.
Greenleaf (1977b) appears in his writings to be particularly fascinated by the “initiative
of the individual” (p. 27). He asked, “What will happen to our values and therefore the quality of
our civilization in the future? Will we be shaped by the conceptions of individuals that were born
of inspiration?...some will receive inspiration (insight)…others will learn from them” (Greenleaf,
1977b, p. 39). If the goal of an institution is to focus on the individual student, it could be
inferred that as educators we should either foster students’ inspirations or teach them through
examples of servant leadership.
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James MacGregor Burns (1978) stated of Mao: “It is permissible to arouse emotion in
others, but never to give vent to them” (p. 122). In noting this, Burns (was highlighting the need
for a new kind of leadership that would place greater value on autonomy and human dignity.
While Burns (1978) writes about self-actualization, there are hints that educators have a role in
this transformation.
The transforming leader also recognized and exploits an existing need of a potential
follower [student]. But beyond that, the transforming leader [teacher] looks for potential
motives in followers, seeks to satisfy higher needs and engages that full person of the
follower. The result of transforming leadership is a relationship of mutual stimulation and
elevation that converts followers into leaders and may convert leaders into moral agents.
(p. 211)
The latter part of this quote can certainly be connected to or identified with the leadership of a
Franciscan College, with its emphasis on the mutual obligation of administration, staff, and
student to elevate and serve one another and, in this case, specifically the potential for professors
to serve as they are in the trenches every day with students and can be said to have the deepest
impact; however, a college education may prove to be leadership and career limiting if healthy
emotional development is not viewed as an important and necessary role of the total college
experience. The results of the study provided data that identified servant leadership
characteristics and linked to the five core attributes, with the most prominent attribute being
emotional healing. To achieve the educational aspirations of the 21st century, there is an
increasing need to develop healthy, responsible, and productive students, teachers, faculty, staff,
and administrators in all academic disciplines. Accountability needs to be embraced in academic,
behavior, and emotional development (Low et al., 2004).
The tenets of the Franciscan faith are derived from one of the many stories of Francis and
his transition from an upper-middle-class youth to a deeply spiritual man who embraced a leper
and helped him emotionally, spiritually, and physically.
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Saint Francis immediately went and heated water, which he scented with
herbs. Then he undressed the man and washed him with his own hands, while
another brother poured the water. Through divine power, wherever Saint Francis
touched him with his hands, the leprosy disappeared and the flesh grew
immediately healthy. And as his body healed, his soul also healed along with
his body. When the leper saw his body heal, he began to weep bitterly because
of his sorrow for his sins and great compunction that he felt. As his body was
cleansed from the leprosy by the bathing, so his soul was cleansing power of his
tears and his sorrow. (Heywood, 1998)
Linking the educational values epitomized by Francis to the classroom presents certain
difficulties in terms of proving definitive historical ties, yet can be seen clearly in the mission,
vision, and the leadership articulated in Franciscan institutions of higher learning as well as in
the strong ties emanating from the level of college president to the classroom. As articulated in
institutions, the Franciscan mission needs to embody all aspects of leadership, transcending the
layers of bureaucracy so that they are shared equally among faculty. The data collected in the
survey provides a valuable framework for debate and additional research, as well as concrete
directions for implementing unique leadership approaches that align with the mission of
Franciscan institutions of higher education.
In particular, the quantitative data presented here supports the validity of servant
leadership in these unique educational settings. This line of research thus offers the possibility of
providing a model for other colleges and universities who strive to develop their students to the
fullest.
The fundamental beliefs and core values of student development in higher education have
included the following:
•

recognition of the preeminence of the academic mission of the university

•

respect for the integrity and well-being of each student

•

commitment to actively building a healthy and safe learning environment
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•

equality and fairness in serving all students. (Low et al., 2004)

Finally, there is little cost or risk to being empathetic and compassionate as a scholar.
Indeed scholars all have the potential to progress well beyond the bounds of Catholic Franciscan
values to acquire a humanistic framework for their type of leadership.
I undertook this study out of my own personal sense of the importance of servant
leadership to my own professional environment to which I am profoundly personally committed.
The process of conducting the quantitative study was instructive in its own right, revealing some
surprising yet valuable results, and pointing to the need for more qualitative research. The
discovery of the prominent role of emotional healing relative to all of the constructs under
consideration offers great promise for continued research in this area that can be applied to
improve the many already existing advantages of employing servant leadership approaches to the
unique educational and personal development context offered among faith-based institutions of
higher learning.
Learning, or at the very least understanding, how to heal is a powerful force for
transformation and servant leadership. One of the great strengths of servant leadership is the
potential for healing one’s self and others. In The Servant as Leader, Greenleaf (1977b) affirms,
“There is something subtle communicated to one who is being served and led if, implicit in the
compact between the servant-leader and led is the understanding that the search for wholeness is
something that they have” (p. 13 ).
While there are no direct links between St. Francis and emotional healing, it is certainly
inferred in what is expected of those Franciscans in leadership capacities, as evidenced by the
following tenets of the order:
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•

Reverence for Creation: In this context embracing each student in their own unique
way is one of the Franciscan core attributes. This reverence cannot exist without
being emotionally in touch with each student we encounter.

•

Dignity of the human person: Dignity is connected to all that is emotional. The
Catechism of the Catholic Church insists the “dignity of the human person is rooted
in his or her creation in the image and likeness of God.” “All human beings,” says the
Church, “in as much as they are created in the image of God, have the dignity of a
person.” The catechism says, “The right to the exercise of freedom belongs to
everyone because it is inseparable from his or her dignity as a human person”
(Benedict XVI, 2006).

•

Community: Building community through true relationships is essential for all
Franciscan colleges and universities. This cannot exist unless faculty members are
able to accept the mission and understand all student needs.

•

Peace-making: Peace embodies the core concepts of being able to emotionally
embrace each other and heal.

•

Service: Not only ministers, but all Franciscans, were called to be of service to others
based on the example of Francis and to in that capacity give up something of
themselves.

•

Compassion: Francis was compassionate because he had experienced the great
compassion of God, which highlights the fact that we cannot heal without
compassion, and we cannot be compassionate without being emotional.

Displaying the traits of servant leadership within the classroom clearly has a significant
impact on student learning. Although educators need to work within their own comfort zone or
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even style of leadership to succeed, while still acknowledging this differentiation of leadership,
there are nevertheless many styles of leadership that encompass concepts of real communication
and understanding of the follower. These practices help to transform the classroom from a
teacher-centered environment to a student-centered environment, a phenomenon that is occurring
more and more in academic settings. It is hard to break from norms and standards set before us
as educators, however, accrediting bodies are increasingly asking for evidence of links to
mission and learning. Campus deans are asking faculty to be more effective in the classroom and
students have increasingly high expectations of faculty as well. It thus seems most fitting for
servant leadership to move to a more powerful place within the classroom in order to strike a real
balance between serving the student with humility, inspiration, authenticity, and a clear vision of
the most important outcome, namely, learning more deeply and feeling like a true part of the
classroom.
This can be achieved in a variety of ways. For example, through a directive from the
institution to find faculty who have a tendency to follow servant leadership and therefore raise
the score where faculty had lower scores of emotional healing. Evidence that emotional healing
is so important for deeper student learning could suggested that one of the perquisites of
incoming or current faculty (through workshops and training) might be to have a propensity to
practice servant leadership in the classroom and balance quality instruction with an empathic
value and the skill to emotionally heal as suggested in much of the scholarly research explored
here.
These findings are applicable in an exemplary manner in Franciscan Catholic colleges as
most if not all have roots in serving others founded on the teachings Jesus and explored through
the scholarly work presented in this dissertation. While it may be hard to find a school that
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practices servant leadership throughout every level of the institution, all degrees of
acknowledging the importance of serving students through channels of understanding and
communication in the classroom can in itself be very powerful for both professor and student.
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Appendix A
Informed Consent Form
December 15, 2011

Dear Faculty:
Hello, my name is Anthony J Scardino, and I am an Assistant Professor in the Division of
Business and Management Sciences at Felician College. As part of the research required for my
doctoral work, I am conducting a survey to determine people's attitudes towards servant
leadership.
Participation in this study is voluntary. If you choose to participate in my project, you
will be asked to complete a survey containing 21 questions - which should take you no more than
15 minutes. It is not necessary to answer every question, and you may discontinue your
participation in the project at any time. Your decision whether or not to participate in the project
or to withdraw from the project at any time will in no way affect either your academic or
employment standing at Felician College.
If you do choose to participate in the study, your participation will be completely
anonymous. Neither anyone reading the results of the survey nor I will be able to identify you.
Please do not put your name or any other identifying marks on the survey form.
If you have any questions about the project, you may contact me at (201) 559-3583, or
the Chairperson of the Felician College's Institutional Review Board for the Protection of Human
Subjects, Dr. Richard N. Burnor, at (201) XXX-XXXX. A copy of the results of the survey,
reported in aggregate form, will be available to you upon completion of my project, if you would
like to see it. You may obtain a copy of these results from me after October 30, 2010.
Thank you for your time!
Sincerely,
Professor Anthony J Scardino
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Appendix B
SLQ (Servant Leadership Questionnaire) Leader Form
My Name: _________________________

This questionnaire is to describe your leadership behaviors and attitudes as you perceive them.
Please answer all of the questions. Please indicate how well each of the following statements
describes you.

Use the following rating scale:

Not at all
0

Once in a While
1

Sometimes

Fairly Often

2

3

Frequently, if not Always

_____1. I put others' interests ahead of my own
_____2. I do everything I can to serve others
_____3. I am someone that others will turn to if they have a personal trauma
_____4. I am alert to what's happening around me
_____5. I offer compelling reasons to get others to do things
_____6. I encourage others to dream "big dreams" about the organization
_____7. I am good at anticipating the consequences of decisions
_____8. I am good at helping others with their emotional issues
_____9. I have great awareness of what is going on
____10. I am very persuasive
____11. I believe that the organization needs to play a moral role in society

4
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____12. I am talented at helping others heal emotionally
____13. I am in touch with what is going on
____14. I am good at convincing others to do things
____15. I believe that our organization needs to function as a community
____16. I sacrifice my own interests to meet others' needs
____17. I can help others mend their hard feelings
____18. I am gifted when it comes to persuading others
____19. I see the organization for its potential to contribute to society
____20. I encourage others to have a community spirit in the workplace
____21. I go above and beyond the call of duty to meet others' needs
____22. I know what is going to happen
____23. I am preparing the organization to make a positive difference in the future
SLQ Individual Scoring Sheet
Altruistic Calling:

1)____,

2)____, 16)____, 21)____

= ______ (Sum)

Emotional Healing:

3)____,

8)____, 12)____, 17)____

= ______ (Sum)

Wisdom:

4)____,

7)____, 9)____,

13)____

22)____

= ______ (Sum)

Persuasive Mapping:

5)____,

6)____, 10)____, 14)____

18)____

= ______ (Sum)

Organizational Stewardship:
________=_________

11) ____, 15) ____, 19) ____, 20) ____

23)
(Sum)
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Appendix C

Indiana University Center for Postsecondary Research 1900 East Tenth Street • Eigenmann Hall,
Suite 419 • Bloomington, IN 47406 Phone: (812) 856-5824 • Fax: (812) 856-5150 • E-mail:
fsse@indiana.edu • Web Address: www.fsse.iub.edu
Faculty Survey of Student Engagement
Item Usage Agreement
The Faculty Survey of Student Engagement (FSSE) survey instrument is copyrighted and the
copyright is owned by The Trustees of Indiana University. Any use of survey items contained
within FSSE is prohibited without prior written permission from Indiana University. When fully
executed, this Agreement constitutes written permission from the University, on behalf of FSSE,
for the party named below to use an item or items from FSSE Survey in accordance with the
terms of this Agreement.
In consideration of the mutual promises below, the parties hereby agree as follows:
1) The University hereby grants Anthony Scardino (“Licensee”) a nonexclusive, worldwide,
irrevocable license to use, reproduce, distribute, publicly display and perform, and create
derivatives from, in all media now known or hereafter developed, the item(s) listed in the
proposal attached as Exhibit A, solely for the purpose of including such item(s) in the survey
activity described in Exhibit A, which is incorporated by reference into this Agreement. This
license does not include any right to sublicense others. This license only covers the survey
instrument, time frame, population, and other terms described in Exhibit A. Any different or
repeated use of the item(s) shall require an additional license.
2) In exchange for the license granted in section 1, Licensee agrees:
a) to pay to Indiana University the sum of $0, by check upon execution of this Agreement;
b) to provide to FSSE frequency distributions and means on the licensed item(s);
c) on the survey form itself, and in all publications or presentations of data obtained through the
licensed item(s), to include the following citation: “Items xx and xx used with permission from
Faculty Survey of Student Engagement, Copyright 2003-09 The Trustees of Indiana University”;
d) to provide to FSSE a copy of any derivatives of, or alterations to, the item(s) that Licensee
makes for the purpose of Licensee’s survey (“modified items”), for FSSE’s own nonprofit,
educational purposes, which shall include the use of the modified items in Faculty Survey of
Student Engagement or any other survey instruments, reports, or other educational or
professional materials that FSSE may develop or use in the future. Licensee hereby grants the
University a nonexclusive, worldwide, irrevocable, royalty-free license to use, reproduce,
distribute, create derivatives from, and publicly display and perform the modified items, in any
media now known or hereafter developed; and
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e) to provide to FSSE, for its own nonprofit, educational purposes, a copy of all reports,
presentations, analyses, or other materials in which the item(s) licensed under this
Indiana University Center for Postsecondary Research 1900 East Tenth Street • Eigenmann Hall,
Suite 419 • Bloomington, IN 47406 Phone: (812) 856-5824 • Fax: (812) 856-5150 • E-mail:
fsse@indiana.edu • Web Address: www.fsse.iub.edu
Agreement, or modified items, and any responses to licensed or modified items, are presented,
discussed, or analyzed. FSSE shall not make public any data it obtains under this subsection in a
manner that identifies specific institutions or individuals, except with the consent of the
Licensee.
3) This Agreement expires on December 31, 2011.
The undersigned hereby consent to the terms of this Agreement and confirm that they have all
necessary authority to enter into this Agreement.
For The Trustees of Indiana University:
_________________________________ ________________________
Thomas F. Nelson Laird Date
Assistant Professor& FSSE Project Manager
Faculty Survey of Student Engagement
For Licensee:
__________________________________ ________________________
Anthony Scardino Date
Doctoral Candidate
Program in Leadership and Organizational Change
Antioch University
__________________________________ ________________________
Al Guskin, Ph.D. Date
Faculty Advisor
Antioch University
__________________________________ ________________________
Jon Wergin, Ph.D. Date
Faculty Advisor
Antioch University
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Appendix D

June 14, 2010
Anthony Scardino
Doctoral Candidate at Antioch University’s Program on Leadership & Change
Dear Tony,
You have requested and I give permission to use the SLQ (Servant Leadership
Questionnaire) for your doctoral research. It is to be used solely in that context.

Sincerely,
Daniel W. Wheeler, PhD
Higher Education Consultant and
Professor Emeritus, University Nebraska-Lincoln
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Appendix E
FELICIAN COLLEGE NOTICE OF APPROVAL
College A
NOTICE OF APPROVAL
TO:

Prof. Anthony Scardino, Business Division

DATE:

May 7, 2011

FROM:

Dr. Richard N. Burnor, Chair, IRB

PROJECT TITLE:
Servant Leadership in Higher Education: A Servant Led Faculty
has a Direct Impact on Student Engagement
SPONSORING AGENCY:

None APPROVAL NUMBER:

REVIEW:

Exempt

10-X-030

The Institutional Review Board for the Protection of Human Subjects at …College has approved
the project named above. Approval was based on the descriptive material and procedures you
submitted for review. You should follow all of these procedures exactly as we have agreed.
Should any changes or additions be made to your procedures, or if you should encounter any
new risks, reactions, injuries, etc., of persons as subjects, you must immediately stop your project
and notify the Board. Approval is effective for one year from the date listed above. After that
time, you need to renew your project with the IRB. In addition to what is described above,
approval is subject to the following conditions:

1) Please be very careful to use only the final approved revisions of all materials – consent
letter/email and the two surveys with citations and formatting corrected. The proper version of
the consent letter is the one I am attaching with this Approval. I also still need a copy of the
servant leadership questionnaire with the citation added at the end. Finally, please send me
copies of the official IRB Approvals from Antioch and University B for IRB records as soon as
you receive them.
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2) As we have agreed and as your consent letter promises, you will not keep track of responses
by school, but simply pool all responses together and use your demographics to sort out the
important categories for your research.

3) If you need to renew your FSSE license agreement past June 31st to finish running the …
College portion of your project, then you need to send me an official copy of that renewal. If
you can finish the Felician portion before the end of June, then please just email me to let me
know that you have finished it within the time frame of the original license agreement.

4) Once you have obtained permission from Antioch’s IRB to run the project at …college, you
may send out your emailed invitation to faculty. In addition, set up your SurveyMonkey site
along the lines we have discussed: the consent letter (same as the emailed invitation) should be
the first screen a participant encounters (with just the 2nd paragraph slightly adjusted, removing
the SurveyMonkey link, of course, and adjusting the rest of the language there as appropriate…);
participants will then be able to go directly into the two surveys.

5) In your final research report, be careful not to identify any individual by name (other than
yourself). Also, be sure to provide FSSE with the report and analysis you created based upon
FSSE and as required by the FSSE item usage Agreement. Don’t forget that they ask you to cite
them with their copyright information in your report.

Please note that all project materials, including all signed consent forms, must remain on file at
the College for three years from project completion. These confidential records may be stored
either with the Business Division or with the IRB, and should be submitted for storage as soon as
the project is completed.
Best wishes for success with your research project.

Richard N. Burnor, Chairperson, IRB
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Appendix F
Sent: Thursday, July 08, 2011 9:25 AM
To: Anthony Scardino
Cc: Barbara M. Gayle
Subject: Servant Leadership Research

Dear Professor Scardino,
This email is to notify you that your proposal for research on “Servant Leadership” has
been approved as submitted by the B University IRB. It looks like a very interesting and
worthwhile project.

Best wishes,
XXX PhD
Director
B University
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Appendix G

JAN 16 2012

Received
Professor Anthony J. Scardino 574 Fern Avenue Lyndhurst, NJ 07071
Dear Professor Scardino,
University C IRB have completed the review and certification process for your IRB application
titled "What is the relationship between servant leadership in Franciscan institutions as measured
by the SLQ and the deep approach to learning?” Please refer to attached IRB Review Response
Form for your record.
After you have finished the survey, please send University C IRB an abstract of your results to
acknowledge the completion of the research.
Thank you,
Sincerely,
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Appendix I
Glossary of Terms
Servant Leadership- The servant-leader is servant first… It begins with the natural feeling that
one wants to serve, to serve first. Then conscious choice brings one to aspire to lead. That person
is sharply different from one who is leader first; perhaps because of the need to assuage an
unusual power drive or to acquire material possessions…The leader-first and the servant-first are
two extreme types. Between them there are shadings and blends that are part of the infinite
variety of human nature."(Greenleaf, 1977b)	
  
Franciscan Leadership-10 Characteristics:
1. Respect for the Individual
2. Empowerment
3. Collaboration
4. Communication
5. Ethical Worldview
6. Commitment to the Growth of Others
7. Informed Decision Making
8. Open to Learning
9. Compassionate, Fair, and Strong
10. Servant (Carney, Sr. Margaret Carney, OSF)
Franciscan Intellectual Tradition- a philosophical and theological expression of understanding
the Catholic faith. As a philosophy and theology, this tradition is one of several major
interpretations of this faith. The primary sources for the differences held by the Franciscan
tradition stem from the distinctive spiritual experience and vision of Francis and Clare of Assisi.
Francis and Clare were not theologians, in the academic interpretation of this word, but they both
attempted, in their lives and in their writings, to speak and to exemplify the Word of God.
Catholic Church-church descended from ancient Christian church: any church that regards itself
as continuing the traditions of the Christian church before it was divided into separate churches.
Robert Greenleaf-In 1970, Greenleaf wrote The Servant as Leader, a powerful little essay that continues to
gain influence today. In it, Greenleaf described some of the characteristics and activities of servant-leaders,
providing examples which show that individual efforts, inspired by vision and a servant ethic, can make a
substantial difference in the quality of society. Greenleaf said true leaders are chosen by their followers. He
discussed the skills necessary to be a servant-leader; the importance of awareness, foresight and listening; and
the contrasts between coercive, manipulative, and persuasive power.

Deep Approaches or Learning and Surface Learning-
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Deep

Surface

Focus is on “what is signified”

Focus is on the “signs” (or on the learning as a
signifier of something else)

Relates previous knowledge to new
knowledge

Focus on unrelated parts of the task

Relates knowledge from different courses

Information for assessment is simply
memorized

Relates theoretical ideas to everyday
experience

Facts and concepts are associated
unreflectively

Relates and distinguishes evidence and
argument

Principles are not distinguished from
examples

Organizes and structures content into coherent
whole

Task is treated as an external imposition

Emphasis is internal, from within the student

Emphasis is external, from demands of
assessment
(Based on Ramsden, 1992)

Servant Leadership Questionnaire (SLQ) - Servant Leadership Questionnaire (SLQ), which
measures participants’ level of servant leadership
Faculty Survey of Student Engagement (FSSE) - Faculty Student Survey of Engagement
(FSSE), which measures the engagement of the students with faculty
The Middle States Commission on Higher Education - is the unit of the Middle States
Association of Colleges and Schools that accredits degree-granting colleges and universities in
the Middle States region
Student Engagement-The engagement premise is straightforward and easily understood: the
more students study a subject, the more they know about it, and the more students practice and
get feedback from faculty and staff members on their writing and collaborative problem solving,
the deeper they come to understand what they are learning and the more adept they become at
managing complexity, tolerating ambiguity, and working with people from different
backgrounds or with different views (George & Mallery, 2007)
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