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I am convinced, however, that any book that gogeie the range of merely technical matters or abstr
psychological theory should benefit also all thaé® want to know themselves and have not given up
struggling for their own growth. Most of us whodiin this difficult civilization are caught in tlwnflicts
described here and need all the help we can gestill believe that with untiring effort we can @etves go a
long way towards disentangling our own conflicts.

Karen Horney, 1945

AUTOBIOGRAPHY IN FIVE CHAPTERS

1) I walk down the street.

There is a huge hole in the sidewalk.
| fall in.

I'm lost...hopeless.

It's not my fault.

It takes forever to get out.

2) I walk down the same street.

There is a huge hole in the sidewalk.

| pretend that | don't see it.

| fall in again.

| can't believe that I'm in the same place again.
But it's not my fault.

Still, it takes me a long time to get out.

3) I walk down the same street.
There is a huge hole in the sidewalk.
| see it.

Still | fall in...it's a habit.

My eyes are wide open.

Already | know where | am.

It's my fault.

| climb out quickly.

4) | walk down the same street.
There is a huge hole in the sidewalk.
| walk around it.

5) I walk down a different street.

Portia Nelson



Abstract

In this thesis a case study is conducted to inqateewhether a targeted intervention; a
leadership development program, can contributbegarticipants experience of leadership
development. The case is a ethical program widaddrship development component
conducted from February to December 2011, in Thevdgian Armed Forces Medical
Services. In this thesis | only focus on the lealdgr development component of the program.
The program had eight participating leaders. Innésved four of these through qualitative
in-depth interviews.

Through analysis of data from the interviews, trareerged the following categories and sub-
categories: “Conditions”, “Developmental motivati@and “Change”. In the category
“Developmental motivation”, three sub-categoriesaged: “Primary source of professional
satisfaction and self-esteem”, "JEmotional tone usbdn assessing oneself” and "Leadership
ideals-expectations/contructs prior to the programthe category "Change”, two sub-
categories emerged :"Self-awareness/consciousaesis"Future goals”.

To discuss these categories, | mainly drew on coctste developmental theory by Joiner
and Josephs (2007), Kegan and Lahey (2009), T¢20€¢t), and Horney (1945).

In the leadership development program that cortesitthe case in this thesis, we use different
types of tools to adress changes that the partitspsant-not only state the present situation
and leave it with that. One tool is the 360 feedhaofile, to bring to the surface key
opportunities for developmental growirhis focuses on the dimensions that reveal the
relationship between internal motivating assumgiand patterns of action. Other central
tools we use are the Immunity to change-learnia¢f@m in the program as well as
individual coaching, to address change by trymgrilock our mental immune system'’s grip
on our perception so we have an opportunity tatseeaction (Kegan et Lahey, 2009). Our
aim in the program is to enable a developmentgkater awareness and sensitivity to the
full range of levels of consciousness availablthwparticipants. We also focus on taking an
adaptive approach to adaptive challenges (Heil&24), as well as enabling the participants
to gain consciousness into their reactive patt@fasney, 1945).

The participants point to the experience of thegpm being able to provide them with ways
of using their everyday experiences for developmigiound that the tools we use in the
program can enable the participants to experieegeldpmental processes, which the

informants describe further.



Preface

There are many people, as well as organizations,halie contributed in significant ways for
this research-project to happen. This is my wagft#ring my genuine gratefulness to you.

The Norwegian Armed Forces Medical Services (hézeahlled NAFMS) opened up their
organization for the development of a pilot ethjgadgram with a leadership development
component, in an impressive and courageous wayy atpeeed to include the research of this
thesis in the program, and that four of their ggsaints could deliver data. My gratitude goes
to Major General John M.Steineger, chief of NAFM@thout the next two persons this
would not have come to be ; first | want to than&jét Hanna Hagen Brow, chaplain in
NAFMS. She was able to make our combined ideasnasties of doing research fit together
with us developing the pilot program. Hannas enegogyimism and just general way of being
with people enabled all of this to come throughwdis such a pleasure to co-teach the pilot
program with Hanna, she has a way of getting ewstyhincluding me, to feel relaxed, safe
and happy. The next central person is Commanderfanlund, senior staff officer in
NAFMS. In her calm, organized and practical ways Isas taken care of all the
administrative parts of realizing the program. he many times impressed me with her both
strategic and realistic way of making things happgnlt has been a privilege for me to be

able to co-operate with Hanna and Kari, thank yotinb

Next | want to thank my four referants! It has besenh a learningful and interesting project
to be able to listen to you reflect upon your owes and development, and to be able to use
these statements of yours in the analysis afteisvditois research-project is based upon the
time and effort you took during the interviews,rikgou!

The next person who holds the unquestionably nméistential role for this project to happen
at all, is my supervisor, Jonathan Reams, at NTINWould be hard to over-estimate the
influence | have been able to receive from himpfithat first day in September 2009 when |
walked into the classroom at NTNU at one of thersesi Jonathan teaches as part of my
specialization. In order to start doing this typevork; trying to teach and coach

developmental processes, it is in my experiencelatedy necessary to have at least one role-



model who can show how this can be done. Jonatasibéen such a role-model to me, and
has made me realize that this type of worklsamone, and that actually alscah do this.

This Master-thesis is a result of these processekgrew interested in conducting a research-
project in a real-life organization. Jonathan hgsesvised the project in an impressive way,
always with guidelines, reflections and contribndo add quality, as well as incredibly
quick and thorough responses to my questions dleng/ay. | am impressed with Jonathans
contributions and guiding, and feel genuinely hagpd privileged to have been able to have
him as my supervisor and teacher. It is invaluédleave someone believe in transition in
oneself, and Jonathan has both believed in, angbstgal, my own transitional processes.

Thank you!

In Norwegian we have the saying”thank he who shbelthanked”. The biggest thank you
for enabling me in all practical ways to take udaster-study in my fourties, including the

huge amount of time and work that is needed to ecina research-project like this, goes to
my husband Torkel. | will always be grateful to yiou this opportunity in life!

Last, but certainly not least, | also want to thamkboth parents, Kirsten and Jan, for all their
support during my life, which to me had one of mé&wps when | told them that | wanted to
take up a Master of Management-study at the agé ,aind move a bit away from my career
as it had been up to then. While | received, unidedably, many different comments to this
plan, my both parents gave me their undivided stippad thought it was such a good idea.
At that confusing and difficult phase in my cargbgir support meant the world to me, and
has continued to be unvaluable to me. Thank you!

Margrethe Waage



Table of content

IO [ 1o T [ Tox o o H PP
1.1. PUrpose of StUAY.......oeieiiieii i e L
1.2. RESEArCh-QUESTIONS ... ..ttt et e e e e e e e e e e e e 2
2. Theoretical PErSPECHIVES. .. ... ou i e e e e e e 3
3. Procedure-Methodology ... .....ooieee i e e 16
4. The Leadership Development Program-the Intdiwen.............................. 27
4.1. The background for the curriculum.............coooe i e, 28
4.2. The teachers-my role inthe program.............coooeiii it imce e e 28
4.3. The concept-what happened............coo it e e e ame 29
5. Data findings-presentation of empirical data........c.....ooooie i 30
5.1. Presentation of categories and sub-categaries..............c..cocee it 30
5.1.1. The category “Conditions”. .. ........o oottt e e e e 31
5.1.2. The category “Leadership ideals”............ccoiiiii i e e e 32
5.1.3. The category “Developmental motivation”.......... .. eeeveiieinieiine e, 32

5.1.4. The sub-category "Primary source of profetai satisfaction and self-esteem” 32

5.1.5. The sub-category “Emotional tone used whssessing own Progress”......... 33
5.1.6. The category “Change”...........coire it i i e e 2. 33

5.1.7. The sub-category “Self-awareness”.............coov it i e 34
5.1.8. The sub-category “Future goals”..........ccooi it e e 35
6. Discussion and analysis of the empirical data....................ocoieel. 35
6.1. Discussion of the category “Conditions”............couviemmeeveriieeeieeeeennn, 35
6.2. Discussion of the category “Leadership ideals”................coceie e, 37
6.3. Discussion of the category”’Developmental Matiion” and the sub-categories

"Primary Source of Professional Satisfaction aeti-Esteem” and

"Emotional Tone Used when Assessing own Progress™.................. 38

6.3.1. Discussion of the sub-category "Primary sewf professional satisfaction

AN SEI-BSIEEMY ... i e — 38

6.3.2. Discussion of the sub-category “Emotionaktosed when assessing own

PO g S . et e 41

6.3.3. Developmental motivation-a short summarfaso...................... 44,
6.3.4. Discussion of the category “The processhahge”.................cce e, 44
6.3.5. The Process of change-our reactive styl@mer conflicts............... 44

6.3.6. The process of change-what can we actually drder to change

our reactive patterns or conflictS?...........c.oooi i . 48

6.3.7. Discussion of the sub-category “Self-awassi................cccevievininnn. 51

6.3.8. Discussion of the sub-category “Future doals.................ccoevvennnnen. 53

Brief summary of findings-implications ffuture research........................ 54,



