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INTERCULTURAL COMPET ENCE IN LEADERSHIP
EDUCATION: KEYS TO E DUCATING GLOBAL

LEADERS
(Keynoteaddressrom February 2009 ASBBS Conference)

Justin A. Irving
Bethel University

INTRODUCTION

It is a pleasure to be with you this evening. | bring you warm greetings
from the cold state oMinnesota and Bethel University where | serve as an
administrator and faculty member. In addition to extending my gratitude to
colleagues at Bethel University for providing a community in which my
academic interests may be expressed, | wish to offer mgiapthanks to the
leadership of the American Society of Business and Behavioral Science, and to
Wali Mondal in particular, for providing this ongoing avenue for scholarly
engagement with colleagues from around the world.
The theme of tchisfocusee alobatizationcandftreer e n
Future of Busines&ducation In light of the current market realities we are
facing in 2008 and 2009, this audience need not be convinced of the realties of
globalization.More than ever before in history, the effeaif globalization are
being experienced around the world. Exanl originally drafted my work for
this presentatiom the fall of 2008, arRSS News Feed from MSNBC asunced
on my computerds deskt onpo,mi ftWoFreladr . $t oTchkiss Faelw
feedwenton t o note that AEuropean stock mar k et
Wednesday following losses in Asia amid spreading pessimism over corporate
earnings around the worl d.imourAimeitosne such r epc¢
easy to quickly identify the interdepgent nature of our worldnd global
economies
With the rise of globalization, so rises the need for leaders with global
perspective and intercultural competence to meet these growing challenges and
opportunities. In light of thisjn our time togetherhis evening we will be
focused onfour areas (a) understanding the effects of globalization, (b)
exploring theoretical approaches to the understanding of culture and the
development of intercultural competence in global leaders, (c) presenting one
s ¢ h & appréach to educating leaders in intercultural competence, and (d)
providing recommendations for leadership educators aiming to meet the urgent
need of preparing leaders to serve well in the face of globalization.
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GLOBALIZATION

While crosscultural inteactions have been taking place for thousands of
years, it is only within recent decades and the past century that the societies of
the world have become more accessible. Advances in aviation arguably served as
one of the first quantum leaps toward the pnésstate of globalization we now
experience. Alongside advances in transportation, however, the quantum
advances in technology and communicaliairiven by the introduction of the
World Wide Web to public ugehave provided a powerful host for bringing the
peoples of the world into clos@roximity and accessibility. Advances such as
these are increasing the ease with which peoples and societies may learn from
and work together with people from other cultures.

In a treatment of negotiation in cressltural contexts, Beneke (1983)
provides an early look at globalization trends. In this work, Beneke cautions the
international business traveler to not mistake the presence of touristic fares that
make people feel at home with a universally homogeneous glolafecuhs |
have taken in many of theses fares mysekperiences such as Pizza Hut and
McDonalds on multiple continents, or Kentucky Fried Chicken in Shaédhai
have had to remind myself that while there are an increasing number of global
brands, this doesot translate into a homogeneous global culture. The presence
of globalization forces us to see and embrace an increase of both similarities and
differences in such intercultural interactions. With the addition of such
complexities, it becomes even monapiortant that global leaders understand the
unique skills needed to lead in a global environment.

Javidan (2008a) argues that those working ecod#tsirally in a global
environment have two major responsibilities. First, these individuals need to
understad their own cultural lens. Second, and based upon the first, if
individuals want to influencecrogsu |l t ur al l 'y, they need to
cultural lens. While these reminders may be fairly basic, when missed, things can
go very wrong. Javidan rénds us that cultural lens are like electricity; we really
only pay attention to i tButwhoe effecivein don ot
unique cultural contexts, we must begin with a commitment to learning about
other cultures, and then bring with tHsarning a willingness to adapt our
behavior in light of what we have learn&iich skills are not always intuitive for
leaders engged in globally oriented work, and reinforces thé theed for
specialized educati@whether formal or informél focused ondeveloping
intercultural competency is vitally needed in our day.

Noting that no American corporation is immune from the impact of
globalization, Javidan, Dorfman, Sully de Lugue, and House (2006) argue for the
priority of understanding global leadershdp a critical success factor for large
multinational corporations. Arguably, these comments are not just for the large
multinational. Even smaller companies and organizations are increasingly
touched by the impact of globalization. Large and small orgaoizaalike are
facing the reality that the global perspective of their leaders and managers is not
sufficient to meet the demands of globalization. In fact, one report indicates that
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while the demand for global business understanding continues to grasy ne
85% of fortune 500 companies have reported a shortage of mangers with the
necessary global skills (Gregersen, Morrison, & Black, 1998). This same report
indicates that having competent global leaders was a highest priority concern for
corporations whe looking at factors for business success. In fact, the need for
competent global leaders was rank higher than even adequate financial resources
or technology, showing just how significant this consideration is for prominent
corporations working to meetdldemands of globalization.

CULTURE AND LEADERSH IP

When looking at the discipline of leadership studies, it is easy to see why
a focus on intercultural competence is necessary for successful initiatives in the
global context. Klenke (2008) argues that kratip is essentially a relational
practice. The relational dimension of leadership is further emphasized by
ASBBS6 own Stone and Patterson (2006) in t
|l eader ship studi es 6-foonsed @miemmtions. Asfolleea r d f ol | ower
orientation in leadership becomes more of a dominant leadership padadigin
this coupled with the widening cultural spectrum of followers and organizational
constituencied the need for intercultural competence grows dramatically. As a
relationallyfocused endeavor, leadership and leaders must be able to understand
and effectively communicate with individuals of their own and divergent cultural
backgrounds.
Lest we quickly dismiss this discussion of intercultural competence as
something only needed forrganizational leaders who physically travel to
foreign sites, we must remind ourselves of the increasing cultural diversification
within and around our organizations. With the onset of virtual and multinational
teams, organizational members need to quitddyn a new set of competencies
in how leadership within such teams is effectively carried out. Marquardt and

Horvath (2001) argue that, ALeaders around t
critical importance of global teams as the key to future competéase and
productivity in #ddgdybsglmdwl neotrwamkedt i ono

need for globally minded and interculturally competent leaders is not only a
reality in virtual global teams; it is needed in the multicultural context of regional
teamsand organizations as well

With the cultures of the world around and within even local expressions
of our organizations, some authors are beginning to utilize the creative language
of Aglocalizationdo to emphasi zieThehat gl obal
central question for leaders then is how do we best prepare our organizational
members to meet this unique opportunity?rder to engage this question, we
will focus on the nature of culture and intercultural competeand,| will argue
that preparing leaders to become interculturally competent is one of the best
approaches to meet this challenge of our day.
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THEORETICAL APPROACH ES: HOFSTEDE

Hofstede's approach to the study of culture is based on the concept of
culture as consisting of dimensiotisat may be predictive of behavior. In his
original study, Hofstedéocused on a group of IBM middle managers across 53
countries. In his groundbreaking work, Hofstede found four primary cultural
dimensions: (a) power distance, (b) individuaksatiectivism, (c) uncertainty
avoidance, and (d) masculinitgmininity. As Hofstede continued to study
cultural dimensions, he eventually identified a fifth dimension, which was
labeled longerm orientation Hofstedé s wor k has been criticized
other thngs, being focused on only one company and inattentive-¢ountry

differences, evenwi t h such criticisms in Vi ew, Ho f

groundbreaking and has been a dominant paradigm in the study of culture and
leadership up to the time of the GLOBE i

THEORETICAL APPROACH ES: GLOBE

The Global Leadership and Organizational Behavior Effectiveness
(GLOBE) project is the most extensive study of leadership from a global
perspective to date. With 160 social scientists and management scholars from
over 60culture® representing most, if not all, major regions in the wibribe
GLOBE project worked with over 17,000 middle managers from over 900
corporations in these 60 plus countries. Focused on the food processing, finance,
and telecommunication industrighe GLOBE project engaged in a letaym
programmatic series of croessltural leadership studies. As such, GLOBE is
descri bed -phase, fdtimetitad | ptoject in which investigators
spanning the world are examining the interrelationships betweggtaiaculture,
organi zational cul ture, and organizational
& Dorfman, 2002, p. 4).

In discussing the notion of culturdavidan (2008a) emphasizes that
without common experiences, there is nho common culture. One afnifae
components of the GLOBE study is the differentiation of cultural values and
cultural practice. In other words, GLOBE desired to evaluate both how things are
done in a culture, and how that culture describes how they should be done. Itis a
contrastb e t we eghoult hée afin das is he afm the GLIBE project
refersto asmodal valuesndmodal practices

Built upon Hofstededs study of culture,
dimensions of culture. In addition to the nine dimensions of cultiieeGLOBE
project utilized six global leadership dimensions of culturally endarseticit
theories of leadershipln examining the relationship between cultural and
leadership dimensions, substantial evidence has been established indiedting th
leaderbehavior, attributesand influencesignificantly vary due to the influence
of unique cultural dimensions in diverse contexts (House, Wright, & Aditya,
1997).
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THEORETICAL APPROACH ES: GLOBAL MINDSET

Based upon the GLOBE study, Javidan and the ThunderbhdadE of
Global Management have begun work on the construct of Global Mitalskts
work global leadership isviewed essentially ashe process of influencing
culturally distinct individuals and groups. Javidan argues dl@dal mindseis
an essentiakey to successfugjlobal leadership Based upon this, he defines
global mindsetagit he abil ity to influence individuals
systems that are un,l2008k and turther hotea th&atr 6 s 0 (Javi
global mindset is essenitya a set of individual attributes that enable and
facilitate global leadership.

What are the core attributes associated with global mindset? Presenting
on the theme of global mindset, Javidan (2008b & 2008c) provided a summary of
the three essential cosdtributes of the construct: (a) Intellectual Capital, (b)
Psychological Capital, and (c) Social Capital. While multifacetetgllectual
Capital is focused largely around industry specific knowledge, cognitive
complexity, and general cultural acumé@sychological Capitalincludes themes
such as passion for diversity, sefficacy, and quest for adventure. Also
multifaceted,Social Capitalincludes both structural dimensions such as global
connectivity and relational dimensions such as interpersonaleternge, which
is focused on the priority of building trusting relationships in multiple cultural
contexts.Based on this work, the Thunderbird Global Mindset Inventory (GMI)
has been developed as a means ofasséssing global mindset. In the field of
cultural studies, there is sure to be more attention brought to the work of global
mindset and the GMI in coming days. The study of global mindset is moving in a
particularly interesting direction as GMI results are being compared to leader
brain maps througneurologically driven studies.

THEORETICAL APPROACH ES: INTERCULTURAL CO MPETENCE
A theoretical approach to culture that has gained increasing attention

over the past two decades is Bennettds (198¢
Intercultural Sensitivity( D M1 S) . Bennettdéds model is design
interpretive grid for understanding an i nd

orientation toward cultural difference and is inclusive of three ethnocentric and
three ethnorelative categorical orientations. HamnBennett, and Wiseman
(2003) argue t hat t he DMI'S constitutes a |
worldview. The model begins with the ethnocentric categorical orientations of (a)
Denial, (b) Defense/ Reversal, anw (c) Mini mi
ethnorelative categories, the orientations in the DMIS are (a) Acceptance, (b)
Adaptation, and (c) Integration.
As a model of intercultural sensitivity focused on the development of
intercultural competence, it is important to understand how core tarms
utilized. Intercultural sensitivitymay be understood as the ability to discriminate
and experience relevant cultural differences. Related to thisrcultural
competencenay be understood as the ability to think and act in interculturally
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appropridge ways (Hammer, Bennett, & Wiseman, 2003). Central to the DMIS is
the understanding that increasedercultural sensitivityis associated with
increasedntercultural competencéHammer, Bennett, & Wiseman). In light of
this, those interested in the démment of intercultural competence within
leaders rightly are to be focused on the development of intercultural sensitivity
focused on the | eaderos ability to
differences.

While this snapshot of the DMIS is heljfit is important to understand
the basic definitional categories in the model. Hammer, Bennett, and Wiseman
(2003) provide a helpful overview of these categories. In the DMIS, the
ethnocentric category ddenialr ef er s t o a st at ereisn wh
experienced as the only real culture, and thus, cultural difference is not really
experienced at all. Beyond Denial, the ethnocentric categddef@nseefers to
a state in which oneds own culture is
a person in this category is able to discriminate cultural difference, the cultural
difference is usually interpreted from a perspective that is negative, stereotypical,
or polarizing. A variation on Defense Reversada st ate i n whic
adopted cut ure i s experienced as superior

identi f

i ch

o

e

exper.i

h
t

The final ethnocentric category Minimizationr ef er s t o a st ate i

own cultural worldview is experienced as universal. In this state, cultural
difference is subordinated global similarities, and thus distinct cultures tend to
be either trivialized or romanticized.

Hammer, Bennett, and Wiseman (2003) go on to describe the

ethnorelative categories. The ethnorelative categonjaoeptancerefers to a
state i n owhcuttune isoerperierced as just one of a number of
equally complex worldviews. Individuals with this worldview are able to
experience others as different from themselves, but equally human. Next, the
ethnorelative category dfdaptationrefers to a statin which the experience of
another culture yields perception and behavior appropriate to that culture.
Individuals with this worldview can engage in empathy, and are able to express
alternative cultural experiences at the cognitive, affective, and luehbigvels.
This state becomes the basis for biculturality and multiculturality. The final
ethnorelative category dhtegrationr ef er s t o a state in
of self is expanded to include the movement in and out of different cultural
worldviews. At this category, the themes of encapsulated and constructive
marginality are emphasized by Bennett (1993a).

While the university as a whole where | serve utilizes multiple models
for the development of cultural awareness among its students, faauthystaff,
the particular school at which | serve within our university has adopted the
Developmental Model of Intercultural Sensitivity as the primary theoretical basis
in our work in addressing the needs of globalization. Beyond the DMIS being a
theordically rich model, it also provides a model that is tied to research
instrumentation that may be utilized developmentally with individuals. This
instrumend the Intercultural Development Inventory (IBhhas been developed
based on the DMIS in order to pide a reliable and valid measure of the
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model 6s constructs. As such, it takes that w
and provides more objective measures for organizational members to consider as

they work on their own developmental progress aroatetgultural competence.

Because of this, the DMIS and the IDI have played a significant role in our

uni versityds approach to addressing the need
our students, faculty, and staff.

EDUCATING FOR GLOBAL LEADERSHIP

While mod business leaders and leadership educators agree that
preparing people for the demands of globalization is vitally important, the
guestion of how this education is best carried out is often not as clear. While our
institution is by no means a perfect exdenof how to approach this need, we are
aiming to take the reality of globalization and the need to develop interculturally
competent leaders seriously. In light of this | will briefly present some of the
features of our s ¢ hool ofsenceaumging cother h for t he
institutions in their journey toward intercultural competence along with us.

As we look at this one example, | first want to emphasize that a need of
this magnitude will likely not be addressthrough a single method approach.
Rather educating for intercultural competence must take a holistic and- multi
dimensional approach that focuses both on the often intrapersonal cognitive and
affective levels as well as the relational and behavioral levels of interpersonal
experience. In realitythe line between the intrand interpersonal realms is
often not as clear in practice; ultimately, a holistic approach encourages both
personal reflection and relational engagement. Practically, the focus on
intercultural competence in our institutitekes on complementary, but distinct
approaches for our faculty and students. The following is an overview of our
efforts as a school in this area.

1 Strategic Initiatives: Our school has adopted a focus on increasing
intercultural competence at the levelanfr strategic initiatives. This strategic
initiatived one of six current strategic drivérsvas proposed by our Provost
and approved by our President and Board of Trustees. We have found that
this institutional level of ownership and support has been witataking a
focus on intercultural competence a priority from a systems perspective.
Without broad ownership and support, such initiatives will face many
challenges institutionally.

1 Intercultural Development Inventory: The IDI has been taken by the entire
faculty in our school. Faculty level discussions on the results from the IDI
have been ongoing, and faculty members have had the opportunity for
reflective work on their own intercultural development. This has been very
important as the IDI has been adisiared to our students as well. In
addition to providing a common language for faculty and students dialoging
around this vital topic, faculty involvement at this level has emphasized for
our students the priority of attending to our own development droun
intercultural competence. Students and faculty alike have been encouraged to
thoughtfully and reflectively process the results of the IDI, and most have

9



Irving

affirmed the valuable role of the IDI in addressing this focus on intercultural
development.

In Class Emphasis As a culture is being developed around the use of the
DMIS and the IDI among faculty, staff, and students, it has become easier to
incorporate topics addressing intercultural competence into the classroom
experience for students. While we havee @equired class wholly focused on
issues surrounding intercultural relations and intercultural competency
development, this common focus has also provided our school with a
capacity for faculty to include conversations around intercultural competence
in courses focused on other subject areas. For instance, in a course focused
on developing students' understanding and capacity for working in team
based and collaborative environments, concentrated attention is given to the
global dynamics surrounding virtuand multinational teams.

Intercultural Experience: While the schoo 6 s commi t ment at
levels is significant, these commitments are incomplete without also
encouraging intercultural experiences for faculty and students alike. At a
faculty leve| the school has provided a grant fund to which faculty may
apply for funds for the purpose of engaging in crmdsural teaching
experiences. Through tldisn conjunction with global partner institutish

faculty members are provided a means for gainiggitant intercultural
experience. This program has been one of the most effective ways of
providing faculty with a means for applying their intercultural development
studies. More significantly, the experiences that faculty have naturally find
their way back to the classroom at the university, thus providing students
with the benefit of globally influenced faculty and helping to work toward
our aim of developing interculturally competent leaders.

In addition to this, students are likewise encouragecderigage in
intercultural experiences both locally and internationally. These experiences
come in the form of both formal and informal opportunities. Some of our
students join faculty or travel independently for sHertn international
experiences, while thers select longer term cresgltural learning
experiences. Additionally, students are encouraged to engage in local
intercultural opportunities as well, and through some of our courses, students
participate in organizational and community oriented \@gés in culturally
diverse settings. Through these and other formal and informal intercultural
experiences, the school aims to reinforce student learning that has taken
place in the classroom setting through outside intercultural experiences.

Asonepant of empirical support for

specific course focused on the development of intercultural competence, a

comparison group quaskperimental study was used to measure student growth
in intercultural competence. In this evaioa, we found that the data indicated
significant student growth in intercultural maturity. While 92% of the students in
this study were categorized in ethnocentric categories in the DMIS during pre
tests, following the course intervention, zero percénhe students were found
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to be in the DMIS categories of Defense and Denial, and over 50% of the
students were found to be at a satisfactory level of intercultural competency, up
from 8% prior to the course interventi@idarden & Sandage, 2008)

A COMMIT MENT TO BUILDING INT ERCULTURAL COMPETENC E

House (2004) reminds us that, AAmpl e

the world are getting more and more interconnected and that the business world
i s becoming increasingly gl olbadéersbip ( p.
educators, we cannot afford to ignore the need and opportunity before us. In light
of this, allow me to provide some recommendations for leadership educators who
care about preparing students to serve in our world during this time of increasing
globalization.

First, and quite basically, doing something for our students is better than
nothing. It is easy to compare our educational institutions to other schools. While
this is beneficial for the purpose of gaining new ideas and finding encouragemen
for addressing the needs of globalization with our students, it can also lead to a
type of institutional paralysis that makes us feel we cannot compete with larger
faculties or larger endowments. When this perspective sets in, we must remind
ourselves tht our students desire the best we can offer them as faculty and as
educational institutions. We must do what we can with the resources that are
available to usAs LaFasto and Larson remind ushé fundamental law of
success is this: Action is molikely to succeed than inactiofR001,p. 22)

Second, aim for a holistic approach that engages both the cognitive and
experiential needs of developing intercultural competence. Experience without
insight can be helpful, but it may lead to reactions driversteyeotyping and
result in further resistance to intercultural engagement. Similarly, cognitive
engagement without experience can stretch students intellectually, but runs the
risk of leaving students with unrealized theories that are uninformed by nelatio
and intercultural encounters. When intercultural competency development takes
the cognitive and the experiential dimensions of education seriously, there is
great promise for students maturing in intercultural competence.

Finally, it's important thatwe measure what matters. Successful
businesses do not fail to measure their bottom lines. Educational institutions must
not exempt themselves from measuring what matters around intercultural
competence. If the development of interculturally competent bleaders is one
of the highest prioties for today's organizationsducational institutions need to
identify ways of measuring student learning outcomes around this area. In our
school, we have identified the IDI as the primary tool for accomplishiisg th
Your institution may land on another tool for measurement, but | would
challenge institutions to ask the hard question of how they are measuring what
matters in this realm of student intercultural development.

SUMMARY & CONCLUSION

As organizations cdimue to experience both the opportunities and
challenges surrounding globalization, the need for intercultural compéteamck
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leaders who possess this competénadl be increasingly important. In this
article, intercultural competence has been prese@®dan essential skill
necessary for leaders and organizations that desire to meet the unique demands of
global interconnectedness. In addition to engaging the unique features of
globalization and several key approaches to understanding culture and lipadersh
special attention has been given to recommendations for how educational
institutions may approach the development of interculturally competent emerging
leaders As institutions of higher education continue to prepare these leaders for
diverse organizainal roles, the importance of strategies such as these will
become increasingly vital. | trust that the recommendations provided in this
article will help educational and organizational leaders as they work to meet the
unique challenges and opportunitsglobalization during this time in history.
God bless you, and thank you very much.
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THE ROLE OF POSITIVE ORGANIZATIONAL
BEHAVIOR: A CONCEPTU AL MODEL

Renin Varnali
Bojazi - Uni versity

ABSTRACT: The purpose of the present article is to propose a conceptual
model investigating the interrelationships among constructs of perceived
organizational climate, work value orientations, job satisfaction and
organizational citienship behavior (OCB) within the framework of positive
organi zational behavior (POB). Empl oyeesd pe
their work value orientations are influential in both their job satisfaction level and
OCBs. Prior empiric findings supgothat job satisfaction and OCB are
particularly relevant outcomes in positivity research. There is significant amount
of literature accumulated on the topics of job satisfaction of employees, their
level of engagement in OCBs, organizational climate anorkwvalue
orientations. Although these constructs have been used together in conceptual
models and tested in empirical researches, the acknowledgement of the role that
POB plays in linking these constructs together is quite recent and provides
opportunities for future research. The present article proposes a conceptual model
that incorporates the aforementioned constructs in a single, comprehensive
framework and presents a discussion regarding these constructs adopting the
perspective of positivity researciihe conceptual framework proposes that the
existence of positive organizational behaviors would make these relationships
more robust; which would highlight the importance of these positive
organizational behaviors at workplace. The proposed model weulgieficial

to both academics by providing fruitful empiric research avenues and to
practitioners by directing them in recruitment, training and career development
processes.

INTRODUCTION

There is a wide coverage of extant literature abbet elationshi
between positive feelings amployees and their performance. The topic of
empl oyees®d feelings i s of consideration tC
perspectives since thElawthorne Works of the Western Electric Company.
Following the lead of recently emengi positive psychology, a stream of
research started to focus on people's strengths and psychological capabilities,
which resulted in the conceptualization of positive organizational behavior
(POB) construct.

Prior empiric findings support that positive rpenality traits such as
conscientiousness, emotional stability and positive affect are positively related to
job satisfaction, which in turn is positively related to performance. Also, with
respect to the desirable work outcomes, job satisfaction hasdegdified as a
predictor of organizational citizenship behavior (OCB). OCB is conceptualized
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as voluntarily going above and beyond the immediate tasks andtehmort
expectations. Examples of OCBs include helping others with work related
problems; adhemg to norms, policies, and procedures set forth by the
organization even when no one observes; not complaining and exhibiting a
positive attitude in the face of adversity; expressing a positive attitude about the
organization to outsiders; etc. Thereforb satisfaction and OCB are
particularly relevant outcomes to be assessed in positivity research.

Empl oyeesbd relations t o their wor ks, al
orientations are influential in both their job satisfaction level and OCBs. These
orientatonmar e shaped by empl oyeesd values, nor ms

part of their livesAdditionally, perceived organizational climate is influential in

creating values for employees. These valedtect the organization and how

employees view and perceivarganizational values, norms and procedures.

These show whether the organization is open to change; encourages

participation; supports empowerment; values creativity, positive thinking etc.

These organizational val ues sjbhbagnde empl oyees
organization, and play a role in creating therspeal work value orientations.

There is significant amount of literature accumulated on the topics of job
satisfaction of employees, their level of engagement in organizational citizenship
behavias, their work value orientations and perceived organizational climate.
Although these constructs have been used together in conceptual models and
tested in empirical researches, the acknowledgement of the role that POB plays
in linking these constructs gether is quite recent and provides opportunities for
future research. The present article proposes a conceptual model that incorporates
the aforementioned constructs in a single, comprehensive framework and
presents a discussion regarding these constaddpting the perspective of
positivity research. The conceptual framework aims to assess the relative
importance of sefflriven work value orientations versus perceived
organizational climate in determining employee job satisfaction and
organizational cizenship behaviors. Furthermore, it is proposed that the
existence of positive organizational behaviors would make these relationships
more robust; which would highlight the importance of these positive
organizational behaviors at workplace. With respethé POB, the constructs of
empl oyeesd6 happiness at work and their opti:
and applied in the model. The proposed model would be beneficial to both
academics by providing fruitful empiric research avenues and to practitimners
directing them in recruitment, trainingdnareer development processes.

THEORETICAL BACKGROU ND

As Luthans (2002b) defines, POB is f#fthe
positively oriented human resource strengths and psychological capacities that
can be measad, developed, and effectively managed for performance
i mprovement i n tp&Y dhe' canstrucb endompasses emany (
existing OB concepts from the domains of attitudes, personality, motivation, and
leadership. The concepts that are identifiad analyzed as most representative
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of the proposed POB approach are confidenceg$titfacy, hope, optimism,
subjective welbeing/happiness, and emotional intelligence. $&igman and
Csikszentmihalyi (2000) indicatée levels of analysis can be suntined to be

at the subijective level (i.e., positive subjective experience such as well being and
contentment with the past, flow and happiness in the present, and hope and
optimism into the future); the micro, individual level (i.e., positive traits ssch a
the capacity for love, courage, aesthetic sensibility, perseverance, forgiveness,
spirituality, high talent, and wisdom); and the macro group and institutional level
(i.e., positive civic virtues and the institutions that move individuals toward better
citizenship such as responsibility, altruism, civility, moderation, tolerance, and a
strong work ethic).

There is strong support for the argument that dispositional factors are
related to job attitudes (Staw et al., 1986; Staw and Ross, 1985). Wrzesritwski
al. (1997) believehatit is important to understand the subjective experience of
work; in other words, how individuals differ in their experience of the work they

do. As Wr zesni ewski et al . (1997) i n

value oriemations can be ¢agorized as being jobcareer or calling. This
categorization is based on the work of Belkthal. (1985). According to this
categorization, people with job orientatiofiscus on financial rewards and
necessity rather than pleasure dfilfment. For career oriented people, the focus

is on advancement and those who have a calling orienfakois on enjoyment

of fulfilling and socially useful work. In a more detailed manner, the authors
characterized people with job orientatioas theones who arenly interested in

the material benefits from workor these people éhwork is not an end in itself

and heir major interests and ambitions are not expressed through their work.
Unlike job orientation, career orientation characterizes peuwjtle a deeper
personal investment in their work and marks their achievements not only through
monetary gain, but through advancement within the occupational structure. These
people are also interested in higher social standing, increased power within the

scope of oneds o0 c cestpemtfor thenworkea. iPeoplenwitly h e r

calling orientations, on the other hand, are characterized by their way of looking
at the work. As to these people, their W inseparable from their livesThese
people viewwork not as a means for financial gain or career advancement, but
instead for the fulfillment that doing the work brings to the individual.

As James and Jones (1974) statganizational culture or climate is the
shared perceptions of what the organatis in terms of practices, policies,
procedures, routines, and rewards that are appliethe organization. The
definition also coversvhat is valued and what behaviors apgerted and
rewardedDenison and Mishra (1995) suggest that organizationabtd can be
viewed as a meando improve organizational performance, individual
satisfaction, the sense of certainty about how problems are handled, and other
aspects of work life. Throughout the literature, the issue of positive
organizational climate oculture has been studied. Martin (2004) argues that in
order to increase satisfaction, motivation and productivity in the workplace, a
positive organizational culture should be built and developed.
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In 1977, Organ introducesdhitpheb ethearvm ofiroor g a n

(OCB) for the first time suggesting it to be a component of job performance.
After a year, in 1978, Katz and Kahn argued that besides their prescribed roles,
employees should engage in behaviors that go beyond formal obligations for
effective functioning of organizations. The characteristics of OCB have evolved
over the past two decades. There have been many modifications, additions, and
enhancements since Smith et al. began exploring the topic in 1983 empirically.
Organ has been an extremeigfluential pioneer on the topic of OCB.
Organizational citizenship behavior (OCB) was defined by Organ (1988) as

Aindi vidual behavior that is discretionary,

the formal reward system, and that in the aggregate qiemmthe effective

functioning of the organizationo (p. 4).

general OCBs differ from Hole performance in two main aspects. First, as
stated by Organ (1997) unlike-inle performance, OCBs do not directly supipo

the technical core but rather influence the social and psychological environment
of organizations, which in turn influences the technical core. Second, OCBs are
more discretionary and less constrained by wwdcess technology and other
task featureshtan inrole activities. Task performance is influenced by individual
ability and workprocess technology; on the other hand, OCBs are influenced by
what individuals think and feel about their jobs (Organ and Ryan, 1995; Penner
et al., 1997). Throughout tHieerature, many scholamgho areinterested in the
topic of OCB have established different dimensions for OCBs. Examples of these
dimensions include altruism, conscientiousness, civic virtue, sportsmanship, and
courtesy (Brief and Motowidlo, 1986; Podséiket al.,1990).

INTERRELATIONSHIPS O F THE CONSTRUCTS AND THE
PROPOSITIONS

In developing the <concept-andduild model ,
theory is usedAccording to Fredrickson's theqrg number of positive emotions
share the ability to broaden ardividual's momentary thouglaiction repertoires
through expanding the available array of the thoughts and actions that come to
mind (Fredrickson, 1998, 2001; Fredrickson and Branigan, 2001) and these
positive emotions support building the individual'srgonal resources. As
Fredrickson (2001) suggests, this capacity to experience the positive is proposed
to be central to one's ability to grow both mentally and psychologically. Similar
to Fredr i c lkasdbuildtlseonp(20013, WVaght (2005) hasipted out
the contribution of positivity to building and developing psychological resources
and consequently to enhancing job performance. Wright (2005) suggests that this
perspective may be effective in conceptualizing, operationalizing, and testing the
fihappy workesproductive worked thesis.

Ramlall (2008) tested whethevork will be a significant source of
happiness if the environment is appropriate to the employee and the employee
has the ability to shape the environment that will create the happlinesauthor

Acc

Fred

found out that work is a significant contrib

employees to contribute in creating a positive environment results in higher
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levels of happiness among the workforce. Another significant factor contributing

toanempl oyeeds happiness is oneods | evel of opt
optimistic |l eads to an employeeobds satisfacti
and even to the employeebs happiness. Al so

tested whether orgamitions with a more positive culture will provide an

environment that enhances happiness, commitment, satisfaction, and ultimately,

higher performance. Additionally, the author examined the extent to which

empl oyeesd6 respective eweived asippsitiveiaad al cul tur
instrumental in creating an environment that fosters commitment to the

organization, employee satisfaction, and happiness, and leads to higher individual

and firm performance. The results showed a positive relationship between

organizational culture and performance.

Over the years, in many studies OCB and satisfaction are used as
outcome measures. Prior studies investigated these constructs both independently
and within a relationship. The possibility of a moderating effect of igesit
emotion on the job satisfactigab performance relation has bestndiedseveral
times (Fisher and Hanna, 1931; Locke, 1976). Studies conducted in the past
support that positive personality traits and emotional stability (Judge et al., 1999),
and podive dfect (llies et al., 2006pre positively related to job satisfaction
(Judge et al., 2001; Wright, 2005). Also, job satisfaction has been identified as a
predictor of organizational citizenship behavior (llies et al., 2006; Konovsky and
Organ, 1996;0rgan and Konovsky, 1989; Organ and Ryan, 1995). In other
words, job satisfaction and OCB woulcegeto beparticularly relevant outcorse
to beassessdin positivity research.

The first set of propositions involves the three types of relations
employeescan have with work (Bellah et al., 1985). It is expected that people
with calling orientation would be more satisfied with their jobs and therefore
engage in OCBs more compared to those with career or job orientations. Besides,
personal work orientatoniex pect ed to have a direct i nflue
level of engagement in OCBs. Accordingly the propositions are:

A Pi1a: Employees work orientations will directly influence their OCBs.
A Plb: Empl oyees with #Acallingd work orien
enga@ i n OCBs than those with fAjobd or HAcar
A P2a: Employees work orientations will have an indirect effect on OCB
through job satisfaction.
A P2b: Empl oyees with dAcallingd work orient

with their jobs thanthose wifhij ob & or HAcareer 0 orientati on
In their study, Mercer and Bilson (1985) found out that there is a positive

relationship between supportive organizational climate and employee outcomes

such as organizational commitment and job satisfaction. Supportive

organizational climate can be defined as the overall amount of perceived support

employees receive from their immediate peers, other departments, and their

supervisors. Perceived organizational climate is expected to have an impact on

empl oyeesb®d p eientatomsa Additianally, kin previous studies,

supportive climate was found to be positively associated with both satisfaction
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and commitment. Specifically, it was figured out that employees who perceive
the climate in their organizations to be more suppe are more likely to
experience higher levels of psychological capital (PsyCap) which is a construct
studied in the POB approach. Related propositions are:

A

o Do o Do D>

P3a: Empl oyeesd perceived organizational
personal work value ori¢gtions.
P3b: When employees perceive organizational climate as supportive,

they wild|l have ficallingodo work value orien
P4a: Empl oyeesd perceived organizational
level of job satisfaction.

P4b: Supportive organizationalmia t e wi | | increase empl oyee
satisfaction.

P5a: Empl oyeesd perceived organizational
level of engagement in OCBs.

P5b: Supportive organizational climate wi

engagement in OCBs.

Among varbus constructs that belong to the domain of POB, optimism

about work and happiness at work are included in the conceptual model. These
constructs are expected itfluencethe strengths of the proposed relationships
and make them more robust and meaningfilus, they will have moderating
effects as follows:

A

Do Do Do o P>

P6a: Job satisfaction will have a stronger effect on OCB for the

employees who are more optimistic about their work.

P6b: Job satisfaction will have a stronger effect on OCB for the

employees who areappier at work.

P7a: Personal work orientations will have a stronger effect on OCB for
the employees who are more optimistic about their work.

P7b: Personal work orientations will have a stronger effect on OCB for
the employees who are happier at work.

P8a: Perceived organizational climate will have a stronger effect on OCB
for the employees who are more optimistic about their work.

P8b: Perceived organizational climate will have a stronger effect on OCB
for the employees who are happier at work.

19



Varnali

THE PROPOSED MODEL
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Happiness at Work

Figure 1. The Proposed Conceptual Model

In this conceptual model, the constructs of perceived organizational
climate, personal work orientations, job satisfaction and OCB are demonstrated
as interrelated constrts; and the two constructs representative of the POB
approach, optimism about work and happiness at work are included as
moderators that strengthen the aforementioned relationships when they exist.
According to Martin Seligman (1998), the recognized piorafethe positive
psychology movement, optimism is viewed as an attributional style that explains
positive events through personal, permanent, and pervasive causes and negative
events through external, temporary, and situagipecific ones. Carver and
Scheier (2002) suggest that, as a result of these attributional or explanatory style
differences, optimists build positive expectancies that motivate their goal pursuit
and approach coping behavior in the future. Optimism is created, motivated, and
developedn relation to the pursuit of personally valuable goals which makes the
construct relevant to the personal work orientations of employees. Optimism is
included in the POBapproachdue to its supported positive relationship with
performance in various lifdomains (Peterson and Barrett, 1987; Prola and Stern,
1984), especially the workplace (Luthans et al., 2005; Luthans et al., 2007,
Seligman, 1998; Youssef and Luthans, 2007).
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With respect to happiness at work, as Diener (2000) argues, happiness
encompassegositive cognitions and emotiomisat result in subjective sense of
well-being and general life satisfaction. There are several studies that have shown
that happy individuals are successful across multiple life domains, including
marriage, friendship, imme, work performance, and health (Lyubomirsky et al.,

2005). It has been argued that the happhsassess link exists not only because
success makes people happy, but also because positive affect engenders success.
According to Wright (2005) welbeing B the most relevant operationalization of
happiness, which is also in line with positive psychology and its emphasis on
health, wellbeing, flourishing, and actualizing one's potential. Luthans (2002b)
suggests that webleing is related to the percepti@motional interpretation, and
cognitive processing of events and situations rather than to actual conditions,
which makes it particularly relevant to a broadened conceptualization of work
related outcomes.

Similar to -fimappgt iwoer K\herelaermany t he s
more studies elaborating on the relationshi,|
work-related outcomesWright and Cropanzano (2004) have found out that
positive work behaviors have statistically significant relations to employee
performance.Based on Fredrickson's broaemmdbuild model, Wright et al.

(2007) found that psychological wdleing moderates the relation between job

satisfaction and job performance. This finding is important to reach a conclusion

for the inconsistent results ofrqvious studies solely focusing on the job

satisfactioqob performance relationship to explain th@appy worker

productive workeb thesis. Recent empirical studies support the interaction

between individualevel positive personality traits and stategpiedicting both

the frequency and consistency of engaging in OCBs (llies et al., 2006). As

Luthans et al. (2008) argue employeesd psych
to their performance, satisfaction, and commitment and a supportive climate is

rde ated to employeesd6 satisfaction and commit
found out t hat empl oyeeso psychol ogi cal ca
between supportivelimate and their performance.

Perceived organizational climate, personal work oriesniatiand job
satisfaction al/l have an i mpact on empl oyees
in order to strengthen these relationships and have consistent results all over
again, one should not solely focus on these relationships but also consider the
modeating role of positive organizational behavior constructs like happiness at
work and optimism about work.

CONCLUSION

The present paper proposed a conceptual model that places constructs of
perceived organizational climate, work value orientations, jobsfaation,
organizational citizenship behavior (OCB) and positive organizational behavior
(POB) in a single and coherent framework which is hoped to be instrumental in
better understanding of factors that contribute to desired work related outcomes.
Prior research has also investigated the relationships among the constructs
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included in the proposed model; however, a unique contribution of the present
article is that it adoptpositivity approach in the formulation of the conceptual
model. As Youssef and Ludhs (2007) point oufpositive psychology and its
recent application to the workplace as POB simply attempts to emphasize the
importance of positive constructsuch as positive affectivity (PA), positive
reinforcement, procedural justice, job satisfacaod commitment, prosocial and
organizational citizenship behaviors, core ®sefaluations, etc. This paper
specifically elaborates orthe moderating role of two positivity constructs,
optimism and happiness, on the relationship between perceived oripaakzat
climate and personal work orientations with job satisfaction and OCBs. As
Ramlall (2008) suggests, since positiveness, happiness, and organizational
outcomes are interrelated, leading scholars on POB believe that positiveness and
happiness should pvecupy not only philosophers and psychologists, but also
managers and organizational leaders. The proposed conceptual model would be
beneficial to both academics by providing fruitful empiric research avenues and
to practitioners by directing them in reitraent, training and career development
processesOne may get the impression thatjsicommonsense to inalie POB
constructs in the model.dwever, thefhappy worketproductive worked thesis

has been falsified many times throughout literature; thushe commonsense
issues shouldhot be taken for granted and should be subjected to empirical
testing.
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THE EQUITY IN ATHLET ICS DISCLOSURE ACT AND
THE ACCOUNTING INFOR MATION: IS
INFORMATION RESULTING IN MORE EQU ITY?

Carol Sullivan
Texas Wesleyan University

ABSTRACT: The purpose of this study is to examine whether the new

accounting information has been effective in creating more equity for women in

collegiate athletics as well as to offernm ways to improve financial

i nformation communication for the new NCAA i
The basic conclusion of this research is that the accounting information

disclosure requirements of the Equity in Athletics Disclosure Act has indeed

improved the substantive proportionality overall. EADA financial reporting

requirements have created metrics for enforcement Title IX. Analyses from this

study can also be used to provide important
iDash Boar do mationn ahiscinfanrhation mdy obe useful as

institutions/athletic directors/coaches are required to make managerial decisions

to create more equity in their athletic programs

INTRODUCTION

Title IX is important educational equity legislation for women beedtis
prohibits gender discrimination under any educational program or activity
receiving federal financial assistance. However, the enforcement of this
regulation has been marginal at best. In 1994, the Equity in Athletics Disclosure
Act was legislated aa way to provide more measurement and accountability for
Title IX regulation related to National Collegiate Athletic Association (NCAA)
sports. The purpose of this study is to examine whether the new accounting
information has been effective in creatingrm@quity for women in collegiate
athletics as well as to offer some ways to improve financial information
communication for the new NCAA fAiDash Boar do

This research is primarily motivated by J
2007 Accourting Horizoro s arti cl e, Ails Accounting an Acé
Some themes found in this article are 1) innovation is close to nonexistent with
accounting research, 2) few researchers actu
no issue in accounting walil e xi st wer e it not for manageme
Demski ends the article by encouraging peopl
t he gameod. This encouragement motivated this

could be found about the Equity in Athletics Dasure Act (hereafter, EADA)
in the course of reviewing both the accounting literature and ABI Inform despite
its importance in terms of education.
Anot her motivating factor for the resear
The Framewor k f blequeStiorns evleether peopdercdn irepldce an
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emphasis of 6succeeding at al | costsd with
article, Hunter di scusses Santa Clara Unive
Ethicall yo and encour ag evetodtleicalissuespd) maker s to

explore ethical aspects of a decision, 3) weigh the considerations that impact a

course of action, and 4) have the moral courage to make the right ethical choice.
Title IX is an ethical issue for many people (both men and wonfen) t

are involved with it. Yet agency theory often impedes the social justice element

of t his regul ation because there is such a
programs to excel in higher education. Jenson and Meckling (1976) describe the

problem whenther i s a significant di fference bet wee
and the agentds interest. The Title |1 X appl

members (or at least United States legislators) have deemed that women should
be provided the same educatiomglportunities as men by passing this equal
rights legislation. While society serves as the principal in this situation, athletic
directors and football coaches (and perhaps other male sport coaches as well) are
the agents whose interest involves creatimgimg teams and keeping their jobs.
Spreading economic resources t o t he women?o
effectiveness and jeopardize their teams6 ct
Will these athletic directors/coaches act in their own best intevestsll they
adhere to the regulation to create educational equity?
Two more important accounting articles are the accounting literature
review foundation for this research. Kren and Liao (1988) reviewed the
accounting literature for evidence relatedtie tole of accounting information in
the control of organizations. Their conclusion was that the role of the information

system was critical because the accounting s
both decisiorfacilitating and decisioinfluencing @ t i vi t i es 0. Finall vy, K
and Norton (1992) is important research rela
identi fy, communi cat e, and i mpl ement strateg

many people involved with university athletics are very focused omloss
records, the motivation for this research is to get people more interested in
broader societal benefits of college sports as well as examine whether new
accounting information has helped identify and communicate deficiencies with
Title IX compliance With that information, institutions and individuals can
better implement strategies for better equity and compliance with Title IX.

BACKGROUND LEGISLATI ON AND TITLE IX

Legislation related to better equity had been a part of regulatory activity;
howeverthe Title IX legislation has its own place in history for women. Title VI
of the Civil Rights Act of 1964 prohibited discrimination in federally assisted
programs, but only on the basis of race, color, and national dérigot gender.
More equity was ragated with Title VII of the Civil Rights Act whereby
discrimination in employment on the basis of race, color, religion, national
origin, and sex was prohibited but it excluded educational institutions. The
Equal Pay Act prohibited salary discriminatiam the basis of gender, but
excluded professional and administrative employees like professors and coaches.
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Finally, the 14 Amend me n't of the Constitution provid
protection under the | awso, buvorot he Supr eme
women for any case involving women in education before the Title IX
legislation. One example of the educational environment for women during the
196006s was that the state of Virginia deni
applicants to its higherdecation institutions over a&ar period of time while
no men were denied admission during this same péritids imbalance was
considered legal.

Title IX of the Education Amendments of 1972 to the 1964 Civil Rights
Act states that tieno Spanteen sihmltthe odnthe basi
Be excluded from participation in,

Be denied the benefits of
Be subjected to discrimination

under any education program or activity rece
While most people think of this legislatiam terms of social justice for athletics,
it was actually intended to address civil rights and access to all educational
programs.
The applications of Title IX legislation involve three main areas: 1)
participationi women are provided an equitable oppaity to participate in
sports, but not necessarily with the identical sports, 2) scholaiiskfipisere is a
$200,000 scholarship budget, then the budget must be split equally for the same
number of athletes involved, and 3) other benéfiegjual treatrant in terms of
equipment, scheduling, travel allowances, tutoring access, coaching, locker
rooms and other facilities, medical care, publicity, recruitment, and support
services.
During the Bush administration, the Title IX legislation was weakened
withsome ficlarificationso from the-Department
Prongodo Test was used to test for complianc
proportionate to respective rates of male/female enrollments, 2) a demonstration
of history and continuingractice of program expansion for the underrepresented
sex, and 3) a survey that shows that t he
accommodates the interests and abilities of

THE EQUITY IN ATHLET ICS DISCLOSURE ACT OF 1994

fi T w e yearyis too long to wait for enforcement of a new law passed
by Congress. It is clear that neither the NCAA nor colleges are going to do the
right thing anytime soondo, said Representati
of the House Energy and Commerceb&mmittee on Commerce, Consumer
Protection, and Competitiveness), Representative Collins introduced H.R. 921
(Equity in Athletics Disclosure Act) on the same day. It was modeled after the
Student Right to Know Act and required disclosure of both partioipaates by
gender as well as financial information also delineated by gender.
This Equity in Athletics Disclosure Act (EADA) legislation was very
controversial and many schools did not comply with the new disclosure
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mandat es. I n S u Irdh iwitha thed EADA( fh&nbid® Yeporise s e a
numerous accounting errors were detected. A more recent investigatimeby
USA Today(2005) also found that 1/3 of the 2008 revenue and expense
reports contained errors too. A call for more accountability wasraettod both
projects.

The Government Accountability Office (GAO) became involved in 2007
by studying recent trends in teams and participants in NCAA Sports. They found

t hat there had been significant gains in the
me n 06 ms shosved mixed or small numbers of changes. The GAO also found
t hat womenoés participation increased, but t |

greater in both absolute terms and relative to their respective enrollments.
The purpose of this current study to examine participation rates and
financial information provided by the EADA reports more deeply than the
GAOGb6s mo st recent study. Rel ating this i nf c
literature (managerial behavior, agency theory, and the balanced sdpawdr
regulatory literature is a goal of the study. The theme that the information system
is critical for decisioAnfluencing behavior is also important with the EADA
information provided by the institutions.

RESEARCH QUESTIONS AND METHODOLOGY

The reseh questions to be studied with the project are as follows:

1) Have institutions complied with Title IX regulations more effectively

since the Equityn Athletics Act (EADA) reports have been required?

2) Are there any systematic areas of compliance ncompliance based

on the participation rates analyzed by conference, states, divisions,
and schools?

3) Is there a difference between the schools that have been reporting their

EADA information since 1996 and the schools that started reporting
in 2002?

The research methodology involves gathering regulatory compliance
data with EADA reports first. This data is collected by the Department of
Education and then put into a database. This database information is then
published on th&Chronicle of Higher Educatimowebsite. For this project, data
related to the participation rates were collected from 974 colleges and
universities. Longitudinal information from the 199697 is used when
available and the last year of data is the 20067 academic year.

RESULTS

Owerall TrendsAn analysis of average substantive proportionality and
the trend was conducted. Substantive proportionality is based on the proportion
of female/male athletes to the proportion of female/male students attending the
school. For example, if theroportion of female/male students is 40%/60% and
the proportion of female/male athletes is 25%/75%, then the substantive
proportionality would bel15%. The information related to aggregate results is
summarized in Table 1.
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Table 17 Overall Results of Sibstantive Proportionality for All Schools

[ 1996 [ 1997 [ 1998 [ 1999 [ 2000 [ 2001 [ 2002 |
| -14.57 | -13.85 | -13.88 [ -11.18 | -10.74 | -10.48 | -14.64 |
[ 2003 [ 2004 | 2005 [ 2006 [ Average [ Trend [ |
[ -13.17 | -13.04 | -12.97 | -12.88 | -13.74 | -2.09 | |

Of the 974 schools, there were 630 @eses in substantive
proportionality, 343 increases, and one school remained the same. The average
imbalance decrease for each institution over the periods was 2.09%. Please note
how the imbalances were decreasing significantly until 2002 and then theee wa
spike in results. This spike reflects a group of schools that did not report until
2002 and their imbalances tend to be higher. More information related to this
spike will be reported as the third research question is investigated. While
hypothesis tasg has not been done, the results seem to indicate that the Equity
in Athletics Disclosure Act reports do effectively create more gender equity
compliance at the institutions.

Systematic Areas of Compliance and Noncomplian8&mmary
descriptive resultare used to provide information related to systematic areas of
compliance and noncompliance by conference, by states, and by individual
schools. These determinations were made by first calculating overall averages
during the entire period for each schamid then averaging the results by
conference and states.

Preliminary results for the 10 conferences with the smallest substantive
proportionality imbalances as compared to the 10 conferences with the largest
substantive proportionality imbalances are foimd@able 2.

As one can quickly notice, there is a big gap between the overall
substantive proportionality among these conferences. It is hard to believe that the
conferences with such large imbalances are seriously trying to comply with Title
IX regulations because these numbers represent multiple team results over a
number of years. There is a possibility that these imbalances are caused by
cultural disinterest among women in a particular area; therefore, analysis of
substantive proportionality by stateconducted.

Preliminary results for the 10 states with the smallest substantive
proportionality imbalances as compared to the 10 states with the largest
substantive proportionality imbalances are found in Table 3.

While many of the smallest imbalancetss are in the New England
area, it is interesting to note that some areas of the country have different
substantive proportionality than their respective geographic conferences. For
example, schools in the Atlantic Coast conference (a conference wihh sm
imbalances) may be at a competitive disadvantage because the overall state of
North Carolina has a much larger imbalance. The last set of analyses related to
systematic areas of compliance and noncompliance is with the individual
schools.

30



Journal of Business arieblucational Leadership

Table 27 Conferences with Smallest Imbalances vs. Conferences with the
Largest Imbalances

Smallest Imbalance Amount | Largest Imbalance Amount

Conferences Conferences

New England Women & | -3.06 Mid-America -25.57

Menos Intercollegiate

California Collegiate -4.13 Gulf South Conference -24.43

Athletic

Liberty League -4.51 South Atlantic Conference | -24.10

Big 10 -4.75 Lone Star Conference -22.48

Patriot League -4.87 Great South Athletic -22.16
Conference

Big West -5.15 Southwestern Athletic -22.06
Conference

North Athletic Conference| -5.70 Southern Intercollegiate -22.00
Conference

America East Conference| -5.78 Mid-Eastern Athletic -21.69
Conference

Atlantic Coast Conference -6.04 Northern Athletics -21.67
Conference

Ivy League -6.34 Central Intercollegiate -21.09
Conference

Table 37 States with Smallest Imbalances vs. States with the Largest

Imbalances
Smallest Amounts Largest Amounts
Imbalance States Imbalance
States

Vermont -4.98 Mississippi -22.09
Nevada -5.42 SouthDakota -21.61
Wyoming -5.76 New Mexico -20.47
Utah -7.35 Arkansas -20.12
California -71.72 Louisiana -19.41
New Hampshire -7.81 Alabama -19.05
Washington -8.18 Oklahoma -18.71
Montana -8.85 Georgia -18.45
Maine -9.08 North Carolina -17.74
Rhode Islad -10.17 lowa -17.68
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Longitudinal data of substantive proportionality results from each
individual institution was averaged for the analyses by colleges or universities.
The 10 schools with the smallest imbalances as compared to the 10 institutions
with the largest imbalances are summarized in Table 4.

Table 41 Schools with Smallest Imbalances vs. Schools with the Largest

Imbalances
Smallest Amounts | Largest Imbalance Amounts

Imbalance Schools Schools

Daniel Webster College | + 9.22 U. of Mary-Hardin -38.68
Baylor

Lesley University + 9.28 WinstonSalem State -37.18
University

Polytechnic University +10.05 University of West -34.78
Alabama

NJ Institute of Technology| +10.79 Presentation College -34.63

Stevens Institute of +13.86 Valdosta $ate -34.62

Technology

Florida Institute of +14.34 University of West -34.05

Technology Georgia

Wentworth Institute of +14.35 CarsonNewman College| -33.78

Technology

MA Maritime Academy +15.35 Rivier College -33.63

Penn State Erie +17.40 Upper lowa University | -33.32

Utah Valley State College | +17.78 Missouri Western State | -32.95
University

The biggest finding with respect to these comparisons is that there seem
to be big differences among schools in terms of substantive proportionality and
that is a reflectio of their compliance/noncompliance with Title IX.

Analysis of Fully Disclosed EADA Information vs. Partially Disclosed EADA
Information

The final research question relates to K
that asserts that the accounting system isimapy source of both decision
facilitating and decisioinfluencing activities. As the data was being collected, it
was interesting to note that some schools reported information from the first year
of required reporting, 1996. Other schools waited ur@iD22for some reason.
While a hypothesis is not formally tested in this paper, overall substantive
proportionality averages were calculated and a comparison is made. The results
are found in Table 5.

From these results, it seems like some schools whotegpthreir EADA
information from the first year of required disclosure (1996) either had lower
imbalances in the first place and were more willing to disclose the information or
they made decisions over the course of time to decrease the imbalances. More
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aralyses is necessary to determine if there are any significant differences
between the institutions that fully disclosed their EADA information and the
schools that only partially disclosed the information.

Table 57 Average Substantive Proportionality: Ful vs. Partial Disclosure

Schools
Type of Disclosure Substantive Proportionality
Full -10.97
Partiali results were not submitted -15.04
until 2002

LIMITATIONS AND CONC LUDING REMARKS

One i mportant l i mitation f ofin, t he resear
garbageout 0 problem often associated with dat a.
reports are in error, then the results of these analyses may also be in error. Since
reliability of accounting information is considered to be very important in other
areas of fhancial reporting, one hope is that the athletic departments will allow
accountants to get involved with activities and receive benefits of their expertise.

Another | imitation for the study involves
Pr o n g Daretthe svtnen who go to college really interested in also playing
sports? Would they be interested in getting involved in sports (i.e., gymnastics,
figure skating, dance, and cheerleading) that are not currently being offered by
these institutions? Or, are there etwomen athletes that never attend college
because the programs were not in place and there were no scholarship
opportunities? Will financial incentives actually produce compliance with Title
IX goals or is there some inherent limitation associated withnme n 6 s
participation at the university level?

The basic conclusion of this research is that the accounting information
disclosure requirements of the Equity in Athletics Disclosure Act has indeed
improved the substantive proportionality overall. EADA fio@h reporting
requirements have created metrics for enforcement Title IX. Analyses from this
study can also be used to provide important
iDash Boar do financi al i nformati on. Thi s i
institutions/athétic directors/coaches are required to make managerial decisions
to create more equity in their athletic programs
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VIRTUE AS A FOUNDATI ONAL ELEMENT IN
GLOBAL BUSINESS EDUCATION

Mark W. McCloskey
Bethel University

ABSTRACT: This article examines the relationship between the ancient,
cardinal virtues and effectieusiness leadership in a*2dentury global context.
Empirical researchthe numerous ethical failures of business leaders, and recent
catastrophic events in the globa&conomic systemhighlight the critical
importance of ethical concerns like financishnsparency, and personal and
corporate integrity. Additionally,ecent literature argues thltisiness leaders,

who draw fran a fund of personal integritgnd infuse their compas with an

ethical culture afford their company a competitive advantaljespite of the
emerging consensus around the critical importance of virtue to sustained business
success, there remains considerable confusion as to what is meant by virtue, how
virtue relates to the practice of business, and how best to teach virtusineds
leaders. This paper provides a working definition of virtue, explores the seven,
historic cardinal virtues (faith, hope, love, prudence, justice, fortitude and
temperance), and illustrates vihoeach contributes to effectivdusiness
leackrship. It is argued that a virtueriented curriculum is welbuited to equip
business leadefesr effectiveness in a global context

INTRODUCTION: DOES V IRTUE MATTER?

There is a heightened intetas virtue, especially as itelates to leading
in the public sphee. The NationalLeadershigndex 2006 Pittinsky et al., 2005)
found that more than seven in ten Americans agree or strongly agree that there is
a leadership crisis in America today. Americans say they have more than a
moderate amount of confidence imlp two of the 11 sectors of American
society: the military and medicine. All other sectors of leadership, including
business, fail to win even a moderate amount of confidence. Noted UCLA
professor andkthicist James Q. Wilson (199has argued that thevecerns of
personal virtue and many of the crucial public policy issues of our day are
i nseparabl y loinmkerdun, 0f lorbfstethes egu bWiilcsoinnt er es
depends on pr i vEsentheNaional Football Lefgpe is pad@ny .
an emphds on character As NFL Commissioner Roger Goodell reflected,
ifiFrom here on forward, I wonder i f there wil
coming out of col l egeé. Character could cos
doll arso (Seeholzer, 2007).

The receh business literature has increasingly made the caseithesd
(integrity and moral character) igood for business Publications likeThe
Journal of Business Ethicand Business Ethics Quarterlgre devoted to the
application of ethis in the workplacePopular books devoted tharacter and
ethics in the workplace have been published in the last decadBgdaeacco,
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1997;Cloud, 2006; Collins, 2001a; Newton, 2006; Terris, 200B)e literature
also argues that moral corruptiorregd and the abusd power diminish the
effectiveness of business organizations (Englebrecht et al., Z2i%fdo, et al.,
2001;Koehn, 19982001).

WHAT SHOULD WE EXPEC T FROM BUSINESS LEADERS?

Barbara Kellerman, (2004) research director of the Center for Public
Leadersh p at Ha rFvKennddy SchoblmhGQovernmegiyes voiceto
our collective ambivalence about the relationship between virtue and leadership.
She notes that while we want to believe that
or at least of good intéions, it almost seems that by definition bad people
cannot be good | eader s o0 twhilethededdership She argues
literature is fbat ed on A bl e mi gealityfisrthateoar lehderaatee r s t h e
flawedhuman beings.

It is impossille to deny that bad or at least unworthy people

often occupy and successfully fill top leadership positions, and it

is high time leadership experts acknowledge the

fact éCapri ci ous-handedu coduptr and =vil hi gh
leaders are effective and everyard except in the literature of

business leadership (p. 42, 43).

Kellerman traes this trendto James MacGregoB u r %78 work
Leadershipwhich, she notes, assumes that o be a | eader is, by defi
benevol ento (p. 4dejvice by rknardihgeus thedawe cahmoe s us a
remain willfully blind to the realities of the human condition. Leadership, at
least as the literature has conceptualized it over the last two decades, leaves little
room for human frailty, doubts, mistakes, confussior limitations. But, her
affirmation that Al eader s hisqguutingy3Vhirot a mor al

she may beéechnically correct, (dependign oneds definwaion of | eac
have | earned the hard waymattdr.aTthe merel eader 6s vi
mention of Enron, Arthur Anderson, 3Com and Global Crossing evoke images of

catastrophic Avirtue failured on the part of

THE ANCIENT FOUNDATI ONS OF VIRTUE

Plato (428347 BC) and Aristotle (38822 BC) created mucbf our
vocabulary of virtue Specifically, they embraceprudence (practical wisdom),
justice (fairness), fortitude (courggend temperance (moderation) as the moral
bonds of civic life. For them, virtue was no merdipsophical consideration.
Rather, virtue \as understood in terms obncrete actionthat werevisible and
usefll for the community.lt is noteworthy that thé&nglish termvirtue, from
which wederivevirile andvalor, is from the Latinvitusme ani ng fistrength. o |
this sense, virtue is moratrength placed in service of othersThe Greeks
viewed virtue agconcrete moralforce t he capacity to do somet hi
to keep doing it over time.(Our term ethics comes from the Greekthos
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meaninghabit). Virtue wassd ngr ai ned eésponsas tplife thatohayd s r
were maal reflexes flowinga | mo s t aut omat i ondal rlatyre,f rom oneads
governing oneds i nt el |wasnota gwen bflbithsond e mot i ons
instinct, but must be learned and reinforced (hence, education extnter
training in virtue).

The other great source of virtlenguagels JudeeChristian, especially
the virtues of faith, hope and love emphasized by St. Pdilomas Aquinas
(1989 integrated the fouGr eek Vvirtues with these At heol o
called them fAcardinal Virtues.cardofThe term cal
meani ng a Ahi ngrodal paim dn which alt dther viftue turasd
These seven virtues flowed together into a moral amalgam that shaped
theological, educational andvic life in Western Europe for almost fifteen
centuries.

A 20TH CENTURY DETOUR

The conversation around virtue took a surprising turn early in the 20th
century when Gordon Allport, the ofiene president of the American
Psychological Association and ooé the most influential psychologists of the
last centuryalmost singhandedl y bani shed the terms HAchar
from the academic discourse (Nicholson, 1998). Allport (1921, 1927) correctly
recognized that charactend virtue are valuden concepts and thus by his way
of thinking a imessy business.As he put it , morality introdui
uncertain variabled into HAdtadngynei ri cal stud
replaced the idea of moral character with the conceptibieneutaliit r ai t s of
charactero or fipetsawsaldi tAM | @ lo doumarc(tle 2 7) argu
behavior was best understood as a mani fest:
syst e mo c o mgite that prompd certain kinds of behaviors. Because
characterwas a valudaden construct, it was relegated tbe realm of
philosophers and religious leaders, while the empirical community focused on
the study of personality traits to the neglect of virtue and moral character.

THE RESURGENCE OF VIRTUE

As empirical social science was banishing virtue from its vocabulary,
moral philosophers, especially those devdtethe study of virtue ethideept the
concept of virtue alive.Virtue ethicistElisabeth Anscomb§l958) called for a
return to an Aristotelian approatho such i deas as fAgoodd and 7
nature, motives, moral character, virtue anchln flourishing. Her ideas served
as a stimulus for the work of Alasdair Macintyre (1984), Rosilind Hursthouse
(2001) and Philippa Foot (2003)Virtue ethics is aliveard well in religious
traditions and has recently found traction in works on businebc®t(see
Maitland, 1997 Boatright, 2000; Rae & Wong, 2004).
In 1998 awatershed moment occurredtime field of psychology when
University of Pennsylvaai psycholgist Martin Seligman delivered his
presidenti al address to the American Psycho
speech launched the positive psychology movement, which seekspidcally
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studythe conditions under which human flourishing takes plabe. nrovement
places empasis orhuman strengths like optimism, courage, futtniededness,
hope, faih and honesty. Seligman (2005) cdllh e se human strengths Avi
in effect, reversing almost seven decades of vatdral language in the
empirical stug of traits.
The literaturas consistent withtis renewed emphasis on virtue, arguing
thatbusiness leadership is an inheremtiical pursuit. Hective leaders adhere
to high ethical standards and behave in ways congruent with those standards
(Pary & ProctorThomson, 2002)Moral integrity, conceptualized as a character
of uncorrupted virtue (Montefiore & Vines, 1999), and leadership performance
are inseparably bound in the eyes of follosvdKouzes & Posner, 1993;
Engelbrecht, et al., 2005). Thesadership characteristics most valued by
followers, as well as other stakeholders, are honesty, integrity antuimets
(Kouzes & Posner, 19871993). Ethical behavior on the part of leaders
contributes to employee commitment and satisfaction, aratettand retains the
best employees (Trevino et al., 2000ntegrity on the part of leaders fosters
trust and Agood <citizenshipd behaviors on tF
contributes to the effectiveness of the organization (Organ & Ryan, 1995).

VIRTUE IN A GLOBAL C ONTEXT

The last two decades have seen a resurgeniterature agreeing with
the classical Greeks that virtue is constitutionally grouédealit of human
nature, and thus universahd not merely contextual. As Macintyre argues in

After Virtue ( 198 4) , Aithe Aristotelian mor al tradit
possess of a tradition whose adherents are rationally entitled to a high measure of
confidence in its epistemol ogi ousd and mor al

(2001) argues foms ngl e set of character traits that
beings, and that if present in individuals and societies, contribute to the welfare
and functiming of the group or communitydofstede (1980,1997argues that
friendship, love, ownership, work, af@irness in exchange are universal values
found in diverse cultures around the glob®&nd with reference twice, it is of
note thatGarofalo et al. (200ifpuntthat corruption is universally acknowledged
as such.
Peterson and Seligman (2004) mak@essuasive case fothe global
relevance of virtue. Orthe basis of extensive historical and croshkural
reviews, the authors present a classification of six primary virtues and 24
character strengthsThey note thatit e s e A H virgués ar®fi uxbotougly i
recogni zed and valuedo across time and acros
the universal. The six are wisdom, courage, humanity, justice, temperance and
t r ans c e nlibp Thesedirtus remarkably similar to the cardinal virtues)
mustl®e pr esenet tahtr efsahtind ad individealvte be leemed of
fgood character. o The ubiquitous nature of
similarly expressed in diverse cultural contexts. According to Rachels (1999),
while the application oWirtue may differ from culture to culture, the fact of
virtue does not.
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Even in the most disparate societies, people face the same basic

problems and have the same basic needséi

different societies the virtues are given somewhatedfit
interpretations, and different sorts of actions are counted as
satisfying them: and it may be true that some people, because
they lead particular sorts of lives in particular sorts of
circumstances, will have need of some virtues more than others.
But it cannot be right to say simply that whether any particular
character trait is a virtue is never anything more than a matter of
social convention. The major virtues are mandated not by social
convention but by the basic facts about our common human
condition (pp. 186187).

Consequently, while the concept of virtue is ubiquitous, the social
customs and practices through which they are expressed may vary considerably
(Clegg & Redding, 1990; Steidlmeier, 1995).

THE CARDI NAL VIRTUES AND BUSINESSLEADE RSHIP

Prudence The human capacity to perceive realgylimited and skewed.
Prudenceat least partially corrects for this. Prudence is a combination of
foresight, humi Il ity and rat iPudeackisty put
manifested in four dnensions. First, prudence is displayed in practical
discernment.Prudence seed. t enters circumstance with
the virtue of realism, objectivity and insight, especially in unexpected or
unprecedented circumstances. Prudence shinsi$uations lacking rulebooks,
and where decisive action must be tak&econd prudence is humble in that it
recognizes its limits and seeks to learn from others. The prudent person-is open
minded and recognizes the diverse and complex nature bfy.redhird,
prudence is a fitting response to the demands of reality set before us. According

t

to Pieper (1966), APrudence implies a transf
into deci sions corresponding to realityéo

recognize that a particular course of action is the right, worthy and noble thing
to do. Fourth, prudence is future oriented. Our term prudence is related to the
Latin providentia which means foresight. The prudent person is forward
looking. He or she anticipes whether a course of actionllwachieve a

particuare nd and respects the future state that

likely cause.

Prudence shines in the volatility, uncertainty, complexity and ambiguity
that mark the global business contexGlobal leaders must stay effective in a
variety of situations, none of which is exactly alike, and few of which call for
Afppackagedo responses. Theg snastt makensouhdo r ma |
decisions in contexts full of contingency, constraint, obstadppprtunities,
competing interests, unprecedented change, novel circumstances and systemic
change. Prudent business | eaders get t
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and choose a course of action that is fitting and appropriate for the situation.
They are realistic. They respond to things as they are, not as they wish them to
be, or mistakenly perceive them to be. They make sound deciStmgbalance
the pursuit of longerm goals with the necessities of the moment, and harmonize
the conflicting gals and expectations of various segments of the cordpany
employees, customers, shareholders and otivestituents. They see té critical
variables in asituation, translate what they see into a plan of action, and execute
the plan of action in the midsff fluid circumstances. They are futemeented.
They recognize what constitutes a good outcome and what does not, and act in a
manner that avoids the one and secures the @thdrperhaps most importantly,
prudentl eaders adopt a & towaldllfie and theebaiginase r 6 s st anc
enterprisé an exceptionally valuable asset in a global marketplace.
Lacking prudence, the | eaderds good inte
thoughtlessness, insensitivity, shortsightedness, or-certeredness (the
assumptionhat others probably want and like what | want and like). The leader
who lacks prudence may be mistaken as to what is beneficial or harmful in a
particular situation. In a global leadership context full of contingency and
competing agendas, the imme@ii mper ati ve for the business
prudent . 0o
Justice Justicegoverns the relationship of individuals to one another,
individuals to the community, and the community to individuals. Justice carries
the ideas of fairness, equality, equity and proporonal i ty, especially 1in
today deal i ngs Justitemvolfies the willngness o .talke into
account the rights, concerns and feelings of othdtsis the moral habit of
entering into the reality perfon\ihathse ot her 6 an
Arhitgf ully duobedostdi $shesition to value the int
does not come naturally. We are in bondage toisifest, and consequently
find it difficult to rise above the insecurity and anxiety that fuel our qumst f
personal gain, power and preeminence. CorSpkenville (2001) calls justice
Aequal s wi t7M)arnuthat itengkesimelevamt dispancies in power,
intelligence and social standing.
The exercise of justice is foundational to effective bussneadership in
a global contextBusiness leaders depend on a high level of participation and
collaborative effort from a diverse range of employees, shareholders and
stakeholders. And this in turn depends on the exercise of justice to create a
harmonims, properly ordered, r albtmeaed ul and n0f ali
stake in the organization afeee tofully contribute to itswelfare ad progress.
AProperl y esr cherte dnbe acho iwel lrefesrtoganni zed. 06 Rat
organization that yrsues and manifesequitable order and honest exchange.
The just leader insures that organization members, consumers, constituents and
othersar e deal t with such that gightuly get s her f
deserves given the fact that they aremhn beings with gifts and strengths,
legitimateneeds and expectations. Just leaders see to it that no member of the
organization or its constituencies usurpe tightful place andontribution of
others, and that everyone who has a stake in the oag@mizs given appropriate
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access to resources, infortiam and opportunities. fie imperative of justice
imposes on leaders a moral obligation that can never be fully or perfectly
acquitted. The pursuit of justice is always a process, and often a mdssyisn

one at that. The dynamic equation of merit and need, dependence, independence
and interdependence, differential ability and diverse contribution is in a constant
state of flux, and the balance scales of justice must be regularly recalibrated. In

this fluid context, the business | eadero6s hi
arrange for a civil and respectful dialogue around the varied expectations of
empl oyees, cust omer s and constituents as t o

order edo ,couplednithzhe teadmess to reconsider what may be the
Aiproper duedo of others.
If injustice prevalils, if employeeand others are not respectad are
ignored, or forced to operate on a playing field that is tilted in favor of the
| e a d e rinbeest, srwestl Which is the fuel of collaboration, is eroded. No
budness organization can survidet alone compete if it lacks the trust of
employees, customers, shareholders and constituents.
Fortitude: Fortitude is firmness of spirit, constancy undéifficllty.
Fortitude willingly assumes risk and embraces vulnerability in service of the
fi g o oFdrtitude is that which advances the individual in the face of hardship,
emotional turmoil, physical harm, risk of loss of dignity, reputation, finances,
heath, position, even life itself. Fortitude is not blind or deaf to risk and danger.
Its essence lies not in lacking féait is not the adrenaline rush of the Fislker,
but in knowing fear and not allowing it to force us into complicity with evil, or to
be kept by fear from the pursuit of the good. Fortitude is demonstrated in two
way® advance and endurance. Fortitude takesnitiative to act inspite of the
risk associated with the action. Fortitude is also demonstrated in bearing up and
enduringuder | i feds pain and pressures, especi al
of a noble cause.
The exercise of fortitude is foundational to effective business leadership
in a global context. Business leaders operate in an environment typified by
opposition ad risk. To stay effective, they must win the inner battle over human
frailty and the temptation to clse securitpver servie. Leaders with fortitude
acknowledge their vulnerability, face their fears, and meet difficulty and danger
with equanimity. MCall (1998) notes that effective global executives have
iét he <cour ag edThe lusiness keader with Soktiside posseske
inner strength to act according to the dictates of his or her conscience, even in the
face of opposition, whether intera | as in facing onebds own fear
facing the real threat of danger or lo¥kis means that the courageous business
leader is well equipped to make difficult decisions, take unpopular stands, act
when others hesitate, and pursue a difficourse of action.
AWi t hout cour a¢ge,0n vwi ilvecashnmOddqut
against the wor st in ourselves and otherso
capitulate to their fears and succumb to the
along, 0o and generally t oitudeywhéenddverdite ri sk of |
strikes, he leader is likely to protect their reputation, secure their privileges and
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comfort, and seek the course of action that will afford them and tlagiaegion
theleast difficultyd a recipe for failure in a competitive global marketplace.
Temperance Temperancds the inner discipline of selkestraint, the
strength to say fAnoo to har mful dri ves, i mp
pleasure Plato (1968)saw itas a matt er of a fAman being hi
ATemperance,$poemayisl Comp2@01), Ai s that moder
us to be masters of our pl easure instead of
practice of temperance is an active skdfense of ores i nner , mor al order
that which would enslave the individual to act in accordance with his or her base,
selfish desires and shddrm interests. Temperance is the strength of self
discipline and seffestraint that keeps our passs and driveswithin proper
limits, freeing us up to put our talent to constructive use. In this, temperance is
akin to the psychological constructs of sefficacy and selfegulation. The
temperate person is able to manage his or her emotions and behaviors without
outside help in the formf external constraints, or rewardand punishments.
The exercise of temperance is foundational to effective business
leadershipEffective leaders must fintthe inner strength to overcome all kinds of
intoxicatiord food, sex, alcohohnd the most powerful leadership intoxicant,
power itself. In this, temperance masters the desires that are the most regular in
making demands on leaders.edders are regularly afforded the opportunity to
use their power to pursue selfish interests bade desires at the expense of
others, and ultimately to the detriment of the organizatiBut, the temperate
leader withstands the pressure to pursue-ggalification or to act rashly to
secure shofterm interests.
Plato (1968) observed that no commity survives for long if its leaders

are mastered by Thehirgemperatéelhaodresred ss eil nfn. eor i fe i
tangled mess of conflicting passions, wants and neddsHeifetz andLinsky

(2002) not e, iAWe all have humanmegeds:t But expressi o
sometimes those hungers disrupt our capacity to act wisely or
purposefull yéthese hungers may be so strong

vul ner abl evedvhelmed. by whimsand excesses, the intemperate
leader igendered powerlegs lead withprudencejustice and fortitude.
Faith: Somewho acknowledge the relevance of the foassical virtues
to the work of businesgadership might question the mijcance of the three
it heol ogi (faiH, bopevand love)eand pedsmas virtues tied to a
specific religious tradition they are potentially controversial. But to the extent
that these too are universal (or qiiious) qualitie{seePeterson & Seligman,
2004) thesevirtues may be expressed in ways that both the religiadssecular
person can affirmin classical Greek literature, faith is akin to fidelity, which
signifies an honored agreement or bond of trust. Fidelity is faithful and lasting
devotion to oneods duties and obl, gations, S &
especially oneds rel at i orFaithis that dvhick o mmuni ty c
binds people together to a special purpose, a larger story if you will, which calls
upon eaclcommunity member torisk amslacr i fi ce on behalf of 0N €
and community.
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The exercise of faith is foundational to effective business leadership.
Mcintyre (1984) notes that humaasr e t el |l er s of stories that #:
216). In this sense, a faithful leader is a trustworthy storyteller. The leader
informed by faith aknowledges that there is amportant storybeyond their
individual storyto which they and others owe allegiance. The faithful leader
|l oves the #Atrutho of this | arger story and
corners, or shave the truth in the napheelfinterest. Building on this fidelity,
the leadesets the moral trajectory of the organization by connecting its daily life

to a larger, transcendent vision, thereby fostetengc ol | ecti ve sense of f
purposeo that pr oprewasr dt hien opwraslsiztat obni fs
Gil bert Mei |l aender (1984) put it, AAn et hic
duty will tend to make (pibg.Faihiul leaderst r a | in the
infuse the organization with a moral purpose and visiogpod and compelling

reason, the Awhy, d which prompts employees a
and to go the proverbial ffextra mileod in se
purpose.

Without faith, the organization is likely to be awash in corroding
cynicism and paralyzing anxiety. Without faith, the collective life of the
organization is a random sequence of discreet actions that mean nothing and take
it nowher e. Wit hout faith, there is no fAwhy
sustain collaboratiomnd mutual sacrifice. Without faith, there is no point or
progress, meaning or movement. Without faith, there can be notdang
loyalty, only contractual arrangements, reducing the organization to a temporary
assemblage of individuals with sheerm agndas motivated by saliterest.
Hope Hope is an expectation of a future good mingled with the
understanding that this good is never guaranteddtzat the obstacles are many
to its fulfilment. It is steadfastonfidence mixed with a realistic seneé
contingency. Hope is manifested in théension betweeran inadequate or
unacceptabl e i tctatobras yareoyet woh lee r realizeeind ptlee
anticipation of a better Jltbeosustantiayw, 06 when t h
fulfilled. Itisofnoe t hat our term fAexpectantodo comes fr
which means, Aito | ookd or A to see.0 (Spect
Hopeful peoplesee he possibilities for a better future, and what they see fills
them with positive energy.
The exeritse of hope is foundational to effective business leadership.
Change, ifit comes at all, often arriveés bits and pieces. There may bdditbr
no evidence of progresdespite the best efforts of the organization and its
leaders. The sacrificial effisr of the leader and employees may be rewarded
only with further delay and difficulty. Adhe organization lives through months
and years marked by the discrepancy between effort expended woomes
achieved, energy flagand morale falters. Hopeful dders infuse the
organization with the positive emotional energyustain the journeyespecially
when the road to a better tomorrow proves longer and more difficult than first
imagined. Hopeful leaders do not allow the painful realitie®déy to obsure
their vision for abetter tomorrowthus deprivinghe organization of the practical
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benefits of high mle. But neither do they allow the expectation of a better
tomorrow to disconnect them from the harsh realities of today. Hopeful leaders
live in this tension, infusing the organization with the deep conviction that every
day is pulsing with potential for progress, and yet this progress will not come
easily.

The opposite of hope idespair whi ch means, it o
despairing leader lackbke energy to continue in the face of difficulty and delay.
Snyder (1991) found that people with
goals across various arenas of life; (2) select more difficult goals; and (3) see
their goals in a more challengirajd positive manner. People with low hope,
predictably are associated with the opposite attifudesser, easier goals and a
negative stance toward present difficulties. Hopeless leaders settle for mediocrity
and exude low energy and morale. Without haudlective, sacrificial effort is
not possible Eric Hoffer (1951 o b s e r v egagrificéifivbhved irs reutudl
sharing and coperative action is impossible without hope. When today is all
there is, we grab all we whamevesaythidgish ol d
ahead and yet to come, we find it easy to share all we aagleto forgo
advantages within our graspo (p. 68).

Love: Perhaps the greatest discrepancy between the -Tihtégian
conception of virtue and that of the classical Greelarasind the idea dbve.

Ar i st 1099 cendeption ophileoor friendshiporientedlove is based in the
recognition of the value and worthiness of the person loved. Philia chooses
whom to love with calculation and deliberation. Christian agape does not

suspend its mor al concern for Aot her so

love is dependent on the selfless character of the one doing the. ldvidges

not need reciprocatioto fuel the next round of loving and thus is radically free

of self-interest. In this lack of calculation and deliberation, agape surpasses
philia. Agape love places prudence, justice, courage, temperance, faith and hope
in the service of othedsthose not like us, or those we may not even like. In this,
agape love isan active moral force in the world, creating the capatity
individuals andrganizations to relate to others in a radically new manner.

The empirical research substitutes the construct of altruism for agape
love. Altruism is behavior intended to benefthers without the expectation of
external rewards. While altruism is not the same as agape, nevertheless, it is of
note that the literature suggests a positive association between selfless concern
and leadership effectivenesAltruism is recognizedsa core ethical principle of
leadership Engelbrecht2002).Engelbrecht et al. (2005) found that forty percent
of the variance in transformational leadersbffectivenescould be statistically
explained in terms of variance in altruism. Altruistic leldavoid using power
for personal gain but instead use it in socially constructive ways in the service of
others (Engelbrecht et al., 200Bass& Steidlmeier, 1999).The demonstration
of altruism by leaders is associated whitgher levels of trusbasel relationships
between leaders and followers, and aids mutual commitment to the
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Without love, the organization is not likely to be a good corporate
citizen.But, dfective business leaders transcend-ise#fresd their own, and on
occasionthat of the organization they leadiltruistic leadersdo not allow the
organization to confine its moral concern to its own, or those who serve its self
interest. Business leade motivated by love extend the virtue and resources of
the organization Aoutwardo such that the org
value, something figoodo for others.

INTEGRATING VIRTUE I NTO A BUSINESS CURRICULUM

The integration of the concept andagtice of virtue into a business
leadership curriculum is guided by three consideratidfisst, the cardinal
virtues area constructive starting point to begin tligscussion abouthe
connection betweevirtue and effective business leadershighile this list is not
sacrosanct, it does have global appeal and accords to a significant degree with the
empiricalresearchAs Bass and Steidlmeier (1999) statérmfiapproach to ethics
based upon moral character and virtue enjoys an extraordinarily broad cross
cul tur al base in terms of the fAframing narrat
cultural settings as diverse as Western amdnf uci an traditionso (p.
Second if virtue is to be properly integrated into a business education
curriculum, a compellingase must be made for the vital relationship between
the practice of virtue andhe requisite competencies for effective business
|l eader shi p. For i nst anclieked tda theecredtienader 6 s virt
sustenance and extension of a particular kihdbrganizatio® one of moral
vision inhabited by virtuous men and women working collaboratively to serve
not only the interests of the organization, but the interests of others, including
customers, constituents and theger society. Vftue must be linke to effective
leadership practices like vision casting, formulating strategy and leading the
organization in a process of constructive changydditionally, astrong case can
be made in the negative by emphasizing vidsiea fortification against the nsi
in human natur e. The cardinal virtues are
virtueso in that they serve a protective fur
dark side of the human experienéelditionally, virtueguards against the danger
of nonvirtuous competenceds Block (1993) observes f Our doubts are no

about our | eader 6s talents, but about t hei
whet her they are serving their institutions
Third, the case must be made that virtue is aot busi ness fisuccess
strategy. 0 By definition, virtue is not tha
by external rewards. I f virtue is practiced
not genuine virtue. Rather, in accordance with the teachingistiofe (1999),
virtue is pursued for the sake@fidaimonia At he good | ife, 0 and not
of utility in securing, wh at Maclntyre (198

status, success and privilege. In fact, the exercise of virtue may prove a

stumbling block to ambition or worldly succesdac |l nt yr e ( 298 4) states,
notoriously the cultivation of truthfulness, justice and courage will often, the

world being what it contingently is, bar us from being rich, amdus or
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powerful (p. 196). Thee x er ci se of virtue, t hen, i s not
strategyo, of oor efinthcaonlced | eader ship perfor manc:
Avirtue is its own reward. o

The goal of training business leaders in virtue is not to find perfect
leaders, but rather tadacate and develop men and women with the potential to
provide, despite their acknowledged limitations (humility being a virtuous quality
in a leader)the kind of leadership business manization needs to flourish in a
global economyThe aim is not tdind saints to lead us, but to identify and
develop people trying to live virtuously and largely succeeding.
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LEADERSHIP DEVELOPME NT IN A POSTMODERN
CONTEXT : PRELIMINARY FINDIN GS

Elaine M. Saunders
University of South Africa

Abstract: The paper explores the complex nature of thenpodern world in

which leaders find themselves and questions the appropriateness of the current
disciplinebased structure of MBA education in terms of its usefulness to develop
effective postmodern leaders. Transdisciplinarity, which focuses on bringing
together different perspectives, provides a useful platform where developing
leaders can engage with the dynamic and complex environment of a postmodern
era. The nature of transdisciplinarity, from the perspective of a number of
theorists, is presented. fuermore, synergies between the transdisciplinarity
approach and the nature of postmodern leadership are identified and analysed.
The paper examines synergies between transdisciplinarity and other scientific
paradigms such as social constructivism, icait management theory,
postmodernism, social cognitive theory, critical pedagogy, systems theory,
complexity theory, cybernetics, narrative psychology, critical reflectivity, and
others. The methodology is qualitative and involves the observation of lzenum

of lecturing sessions at Business Schools in the United Kingdom, United States
and South Africa, with the objective of noting whether any elements of
transdisciplinary learning were evident. These observations were followed up
with individual intervews with selected lecturers. The paper concludes with an
analytical discourse on the value that a transdisciplinary pedagogy can add to
leadership development, particularly in relation to assisting students with
embracing the complex challenges of legdima postmodern era.

INTRODUCTION AND LIT ERATURE REVIEW

The research aims to address the current inadequacies in leadership
development andragogy in regard to pgstduate business education, in
particular Master of Business Administration (MBA) progsamnd to respond to
some of the criticisms that have been raised in this regard. Problems relating to
the competence of leaders is evident in the fact that during the year 2000, forty
CEO6s of Fortuneds top 200 c@Bospdy&i es
Charan, 2002.) Furthermore, for every successful new business there are 22
failures, the average life span for those that survive-gpais only 11,5 years,
every year30 companies drop off the Fortune 500 list and, lastly, the average life
span of firms on the S&P 500 is 25 ye&@orris, 2003) The S&P (Standard
and Poor) 500 is a valueeighted index published since 1957 thatlides the
stocks of large public companies which trade actively on the New York Stock
Exchange and the NASDAQ. Further evidence shows that poor leadership
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performance has resulted in high turnover an
of around 18 moths (Charan, 2005) Atwater, Kannan and Stephens (2008)
criticize business curricula for being functionally isolated. This results in the
failure of studentgo understand the way in which the parts of organizatioork
together.

Transdisciplinarity: In  distinguishing  between multi and
transdisciplinarity, Horlick-Jones and Simg2004) in a discourse on the
nomenclature of multi and transdisciplinarity suggest that the former relates to
different disciplinary pespectives relating to the same entity. That is, there-is co
operation between the disciplines but the methodology of a disclpdised
process remains intact. Thompson Kl ei nds (2004) descr
transdisciplinarity is utilised as the focus of thisdst The notable element of
this definition is the generation of new knowledge and it is this generation of new
knowledge that differentiates transdisciplinarity from inter, cross and multi
disciplinarity where disciplines interact but no new knowledgegenerated.
Inter-disciplinarity is a broad term used to describe problem solving communities
who are representative of many different disciplines. Inter, cross and multi
disciplinarity, are often used interchangeably and refer to the act of jaiming
or more disciplines in problem solving, for example we might include medical,
organizational and political representatives in discussing the problem of
HIV/Aids. In this instance the different disciplines interact in providing insights
to the problembut the boundaries between the disciplines remain intact. - Inter
disciplinarity involves the interaction of many disciplines. The defining nature of
transdisciplinarity is that is transgresses discipline boundaries, it dissolves
boundaries and violatedisciplinary rules. What emerges from a
transdisciplinary process is very different from the inputs. The process of
transdisciplinarity generates new knowledge through the interaction and
engagement of various disciplines, whereas purely interdisaigliengagements
do not generate new knowledge, they use current theories and information and
apply them to pr ob(2@MdefinitionSlhsfoilpggws:on K1l ei nod s

The emergent quality of transdisciplinarity is that rational
knowledge emerges not lgrfrom what we know but how we
communicate it. Stakeholders enter into a process of
negotiation, confronting knowledge from four (by example)
kinds of knowledge in a series of encounters that allow
representatives of each type to express their views and
proposals. In the process of fifth type of knowledge
progressively emerges. It is a kind of hybrid product, the result
of 6making sense toget her 6. I ntersubjec
element of transdisciplinarity and requires angomg effort

to create mutdaunderstanding(p. 4)

The notion of transdisciplinarity is synergistic with Gestalt theory in the
sense that the end result is greater than the sum of its (gaitg, 1994)
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Habermas(1979) in advocating commmicative action, a concept with strong
synergies with transdisciplinarity, suggestat the following are indicators of a
complexinformed pedagogy, appropriate in the postmodern context :

T "nFreedom to enter a di scour se, check qu
explanation and justifications

1 Freedom to modify a given conceptual framework and alter norms;

1 Mutual understanding between participants;

1 Equal opportunity for dialogue that abides by the validity claims of truth,
legitimacy, sincerity and comprehensityii and recognises the
legitimacy of each subject to participate in the dialogue as an
autonomous and equal partner;

1 Equal opportunity for discussion, and the achienedotiateeconsensus
resulting from discussion deriving from the force of the betteuragmt
alone, and not from the positional power of the participants;

1 Exclusion of all motives except for the cooperative search for truth.

The concept of transdisciplinarity has emerged in tandem with the
postmodern era in response to inadequacies indist@plinarity problem
solving. It offers a solution in terms of responding to postmodern problems
which are complex, fluid, ambiguous and unpredictable at best.
Postmodernism A definition of postmodernism supposes a somewhat
circular rationale as thenature of postmodernism is to gscribe rigid
descriptions and rule structures. Many postmodern theorists cannot agree on a
definition of the term. Si nc e t he meaning of 6moder ni s mbd
ambiguous, it follows thait is even more difficult to acbve consensusn
postmodernisnfHarvey, 1990) What does seem to achieve consenisuthat
postmodernism has arisen as a result of social transformation in the latter half of
the 20" century (Lyotard, 1979) Lyotard (ibid) statesthat technology has
largely been the catalyst that has precipitated this transformation.  Huyssens
(1984), in writing about postmodernissit at es t hat A. .. .in an i mpo
our culture thereis a noticeable shift in sensibility, practices and discourse
formations which distinguishes a postmodern set of assumptions, experiences and
propositions from that of a preceding peria

postmodernism is defined by Harvdyi bi d) as i ts At ot al accept
ephemerality, fragmentation, di scontinuity,
describes the hall marks of postmodernism as
al | uni ver sal or t ot algéneral tnuths aleirepudiatadr ses 6 sugg

and contextual truth, i.e. a temporal, context related ,tistlall that can be

defended. In relation to postmodernjdRorty (1979)speaks of pragmatism in

the philosophy of science, Kul{h962) and Feyeraben 975) talk of a shift of

ideas about the philosophy of science and FoucflfZ2) emphasises

di scontinuity and O6polymorphous <correlati on:c
c a u s aWhereas Ghe modern era attempted to create order out of these
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elements, the postrdern era dismisses éhneed for order and calls for
flexibility, ambiguity and unpredictability to be embracd#&lages, 2007,)

Postmodernism in Organizations: Hussard and Parkéd993) argue
that postmodernism is a&ignifier of a historical periodization as well as a
theoretical perspective. In the first use, postmodernism refers to an epoch where
the post prefix is related to a number of other features of anpudrn society
for example postFordism, postapitdism, postindustrialism. A theme
associated with many of these ftkat the social and economic structures
reproduced since the industrial revolution are now fragmenting into diverse
networks held together by information technology and postmodern sitiesibi
that emphasize complexity, flexibility and instability in organizations. In
contrast, postmodernism as a theoretical perspective, focuses on its epistemology.
Postmodern epistemology suggests that the world is constituted by our shared
languageand that we can only know the world through the particular forms of
discourse our language creates.

Complexity Theory: Morrison (2008) connects education philosophy
and complexity theoryin an interesting discourse on complexity within
organizations. A simplistic view of complexity theory is based on a systems
view of organizations being open entities which survive through mechanisms of
feedback, open systems, learning, adaptability, communication and emergence.
On a more complex leveMorrison taks of the organization as a self organizing
system which is autocatalytic (self changing) and demonstrates autopaiesis
process of self creation For Morrison the constant evolution of the system, in
this case the school and in this research the argthmim and its environment,
constantly evolve to higher and higher levels of complexity. In his theoretical
model feedback is the engine for transformation and the adaptive capability of
the system to its environmental challenges which ensures its a&urviv
Connectedness demonstrates the interdependability of all parts of the system and
reminds us of the interdependent nature of transdisciplinary groups. Morrison
speaks of the quality of emergence which does not evolve according to some
central granddesign, but is rather an antithesis of control and predictability.
Here we notice the nuances of compatibility with the postmodern paradigm.
Another term common to the language of postmodernism is dhadarrison
(bid says that compltehke t g d @thatis &t dhe pomta s 6
where the system threatens to collapse, the point of complete unpredictability.
Order is not imposed, it emerges in an unpredictable manner.  The above
guotation illustrates the openomplex environment of ptmodernism and the
networking between peopl&he element of rich diversity is reminiscent of a
context where transdisciplinarity can serve as an effective platform for creative
decision making such as is needed in changing and unpredictable environments
This led to a curiosity about andragogy in leadership developmeratguektion
as towhether our current methodology for developing leaders for immersion in
the postmodern world, is in fact the most effective method. It would appear that
current larning methodology for leadership development tends to be disciplinary
and not inter, multi- or transdisciplinary. As such the learning environment of
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developing leaders lacks synergy with the complexity of the postmodern context
within which leadergurrently have to operate.

Day (2001) reviewed leadership developmamiragogyand argued that
the popular forms of teaching such as classroom teaching, coaching, mentoring,
networking, job assignments and action learning, fall short, some in more ways
than otherspecauséehey tend to underplay the importance of the development of
social capital in leadership developmenthis theorist describes the process of
developing social capital as building networked relationships among individuals
that enhanceasoperation and resource exchange in creating organizational value
(Bouty, 2000; Tsai & Goshal, 1998). This kind of development cannot take place
in classroom, but evolves as groups of leaders interact together to learn about
leadership. Although Dafybid) does not directly discuss transdisciplinarity, the
shortfalls that he highlights in current leadership development could be addressed
by introducing a transdisciplinary andragogy. The methodologies mentioned by
Day (ibid) asmost conducive to adapi@an for the inclusion of a transdisciplinary
approach ardransdisciplinary teamsgroup coaching, networking and action
learning. This is because all these learning methodologies involve group
interaction and learning from each other. Transdisciplinacdy take this
interaction to a new level where leaders would grapple with postmodern
problems and would generate new knowledge in the resolution of these problems.
Day (ibid) also alludes to the issue of complexity by referring to the transforming
elemet of leadership development as leaders evolve to higher levels of
integration and differentiation. Further reading, with the objective of tracing the
nature and origins of transdisciplinarity, revealed that it was first mentioned in
t he 19 80 Gsssuch gs PisgethMolinaand Jantsch with specific reference
to educatior(Nicolescu, 2002)The term was coined by these theorists as a result
of the inadequacy of the terms mulind interdisciplinarity. They fé& that
knowledge production was extending beyond the mere incorporation of input
from various disciplines.

The originating research and the first attempts to address
transdisciplinarity as a credible science appear to be undertaken by a Romanian
guantum physicist by the name of Basarab Nicolescu. He contributed to many
collaborative transdisciplinary enterprises and founded the Centre International
de Recherches et Etudes Transdisciplaires (CIRHE) also formulated the
Transdisciplinary Charter and Manifesto of Transdisciplinary for the 21
Century. The Charter was adopted at the First World Congress of
Transdisciplinarity held in Portugal
guantum physics revealed the complexity of the modern woHd clhimed that
reality exists on many levels and that transdisciplinarity is the only mode of
knowledge production that cara with many levels at oncéhompson Klein
(2004), from Wayne State University in the United States of America has
extended the debataround transdisciplinarity from the European base of
Nicolescu (ibid) and Nowotony (ibid) to providevaestern contribution. She
writes on the notion of complexity and transdisciplinarity and highlights that the
new science of complexity has emergederely (in the latter half of the 20
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Century) and that this has been the catalyst in the emergence of
transdisciplinarity as a mechanism that is more appropriate for knowledge
production in a complex world, than the traditional linear approach which
chamcterises the nature and structure of modern universitiésolescu (ibid)
acknowledges the contribution of Ron Burniettim Canada to the science of
transdisciplinarity(Burnet{ 2005) These four theorists, Nicaeu (ibid) and
Nowotny (ibid) from Europe and Thompséitein (ibid) and Burnett (ibid), from
America and Canada respectively, appear to be the key theorists who have
developed the notion and science of transdisciplinarity and their writings form
the found@ion of this research. Further reading around the concept of
transdisciplinarity revealed many criticisms relating to the inadequacy of the
disciplinary approach to knowledge acquisition, particularly in relation to the
complexity of the postmodern era.

Transdisciplinarity emerged as a result of what was seen as inadequacies
in the traditional disciplindased structures of universities and business schools,
who teach emerging leaders thédiradéd This traditional approach lacked the
integration betwea® disciplines that wadecomingincreasingly necessary for
approaching complex problems in leadership in the postmodern context. Th
postmodern world is characterised by complexity and this complexity is reflected
in diversity, paradox, ambiguityconstanttransformation and change. The
a ut & mtergretation of transdisciplinarity offers an integrated approach to
learning which has a Gestalt qualitpecause t creates a O6melting p
different perspectives from relevant disciplines that results inulput that is
greater than the sum of its parts, i . e. ne
knowl edged is one of the defining aspects of
it from multi- and interdisciplinarity. In summary this researctexploresthe
complex nature of the postmodern world in which leaders find themselves, and
guestions the appropriateness of the current disciplised structure of higher
education in terms of its usefulness to develop effective postmodern leaders.
What is called faris an approach to problem solvittlgat is heuristic and a
tolerance for the temporal nature of solutions, flexihilignd multiple
perspectives and inputs. Transdisciplinarity, which focuses on bringing together
these different perspectives, may provaeauseful platform where developing
leaders can engage in problem resolution within the dynamic and complex
environment of a postmodern era. The nature of transdisciplinarity, from the
perspective of a number of theorists, is presented and synergieeihdtvee
transdisciplinary approach and the nature of postmodern leadership are identified
and analysed The research examines synergies between transdisciplinarity and
other scientific paradigms such as social constructivism, social cognitive theory,
critical pedagogy, systems theoryijtical management theory, postmodernism,
complexity theory, cybernetics, binary and hybrid systems, narrative psychology,
critical reflectivity, and critical management studies.

55



Saunders

A MULTIPLE CASE STUD Y OF BUSINESS SCHOOLS

Resarch Design: The methodology is qualitativdt includes the
observation of Master of Business Administration (MBograms in Business
Schools, supported by individual interviews with lecturers. The choice of these
programs is based on the fact that MBrograms have traditionally been the
means for developing generations of leadeffie research methodology utilizes
observations which will aim to identify the use of transdisciplinary learning
measures in the classroom, utilizing the indicators of sonicative action
suggested by Habermas (1979) as a basis for identifying instances of
transdisciplinary learning in the classroom situgtia® well as other elements
identified within the transdisciplinary par g
communi@tive action has strong synergies with the concept of
transdisciplinarity. These synergies are considered to be sufficiently strong to
support the application of Haber masds model
study. The research design is cresstbnal, thus the data will be collected
globally from business schools in the United States of Amexiwhthe United
Kingdom. The study is currently being extended to include schools from South
Africa and additional schools from Europe. The researchendddclasses in
each case, followed by interviews with all the lecturers involvdthe Deans of
the schools were also interviewed in order to gain a management perspective on
issues relating to leadership development in a postmodern context. Qunricul
documentation was also studied in order to ascertain the content of MBA
programs in the various schools.

RESEARCH RESULTS

Main Themes in the Research In line with the objectives of the
researchdata was collected around awareness of interdisciplieaming and
transdisciplinary learning. Interestinglyn all three schools there was an
awareness of the need to link disciplines in leadership development, and the
degree to which this was present varied from just an acknowledgement of the
need, to twoschools who were already engaged actively in interdisciplinary
processes. An examination of the curriculum relating to these interdisciplinary
processes revealed some innovative thinking and some flaws. None of the
schools had attempted to create grougmesenting the various disciplines, in
fact, in most instances the groups were randomly formed by the students
themselves. In some instances the integration exercises seemed to focus more
on opportunities for experiential and action learning, rathan thaving an
interdisciplinary feature as the core. In some instances faculty from different
disciplines collaborated both in terms of the development of curriculum, and also
in interacting during the delivery of modules in order to support an
interdiscplinary process. One innovative example of this was the lecturer in team
building, integrating with a finance/business module in order to assist the
students in building high performance teams for their group projects in finance.
Although this does not flect a pure interdisciplinary process where all
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disciplines meet to address a postmodern probleis nibnetheless a good start.

Thirty percentof the sample, when asked about their concerns about current

leadership development methodology, spoke ofeanie link the core disciplines

traditionally associated with MBA programseventy percenf the sample of

lecturers responded positively when they were asked if they were familiar with

the term O6interdisciplinarathidwasaavary ngdé, and

positive addition to the learning methodology for developing leaders. Only three

of the lecturers had not heard of interdisciplinary learning. This contrasted with

the fact that none of the lecturers in the sample were familiar with

transdisciplinarity, although some did attempt a definitibnvariably treir

definitions wereconfused with interdisciplinarity. Once the researcher gave a

definition of transdisciplinarity and outlined the differentiating factors between

that and interdisgiinarity, all the lecturergterviewedagreed that this would be

a very beneficial methodology to apply to the development of leaders who would

go on to deal with the challenges of a postmodern wdr elements of

transdisciplinarity that werenost valued by the lecturers were the framework
that it lays for critical and innovative thinking, as well as its characteristics of
being a knowledge generating unit. Although all the lecturers were enthusiastic

regarding the concept of transdisciplinarttyey almost unanimously expressed a

concern about how to go about implementing transdisciplinarity in the

development of leader§he concerns of lecturers around traditional leadership
development methodology Ve resulted in these lecturers introducing more
experiential and action learning exercises, and interdisciplinary processes. In this
respect the lecturers had displayed a great deal of innovation in terms of the way
they utilized case studies in group interactiongarious other innovations
including ganes, tasking the students with bringing in their own guest lecturers,
building postersmaking videos, creative role plagad the use of movies as case
studies were amongst some of the very useful and innovative learning
methodologies introduced by thecturers. Interdisciplinarity was evident to
some degree in these methodologies, but certainly not in all. It was clear

however that none of the lecturers had taken the leap of faith towards a

transdisciplinary process and given their lack of exposuthis concept, this is

understandable.

When asked what kind of challenges they believed that the students
would face as leaders in the *2Century, or the postmodern context, the
following key themes emerged :

1 They will operate in a global economy aneylwill be faced with increased
competition from all parts of the world. A constant pursuit of knowledge
will allow students to stay ahead of the global market with innovative
solutions and creative ways of going about their business. Running
alongsidethis theme relating to the need for leaders to be creative thinkers,
was a concern that current learning methodologies in MBA classes do not
sufficiently stimulate or encourage critical and creative thinking.
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1 They will need to be able to work in a cexit of diversity and be able to get
along with people from different cultures.  One lecturer felt that well
developed interpersonal skills would be a great ally in dealing with the
conflictual nature of a heterogenous and diverse environment. Outsourcing
will be the norm, as will intense competition. Small windows of competitive
opportunity will arise and will need to be seized and positively exploited to
ensure survival

1 Problems will be complex and messy, and there will be no clear solutions.
Preconcaied notions will be challenged. The context of problem solving
will be ambiguous, the nature of problems strange, unprecedented,
challenging and unpredictable.

1 They will need to be able to respond positively to continuous and complex
change

1 There were sbng themes around the role of a leader as a steward in society.
As a result, ethics as an important part of the MBA curriculum became
apparent and two of the schools already had Business Ethics as a module in
the MBA.

1 Interestingly, a number of lectus2(40% of the sample), questioned whether
MBA classes were developing leaders. Their concerns were posited around
the debate that leaders are born, not made.

9 Capitalism was generally seen as positive by the lecturers and deans,
however, the point wasised that greed is a distortion of capitalism and that
this would destabilise the capitalistic system.

1 There was agreement amongst lecturers who addressed the issue of the
current credit crisis, that one of the problems related to this was the adoptio
of the rational, linear models of risk management. Such models, that have
their basis in the assumption of perfect knowledge and that the economy
would follow a set of basic laws that would result in equilibrium, was at the
heart of the current crisisThe postmodern world is not characterized by the
degree of predictability that these Newtonian models depend on.

Link to the Research Question This research questions whether there
are problems with traditional methodologies in leadership develdpmeft
particularly questions the lack of synergies between current learning
methodology and the nature of the postmodern world. The former reflects a
very structured, hierarchica, i | apgyoadich to learning, whilst the latter shows
no such symmetry By contrast it is characterizedather by chaos,
unpredictability and complex, messy problerfiiee notion of transdisciplinary
learning with its charactesic of a team as a knowledge generating unit,
empowered to search out innovative solutions to messyplex problems,
appears to have the potential todge the gap between the structure and
predictability of the business school classroom, and the environment or context,
which the student would be plunged intgon leaving the safety of that
classroom.In looking at the concerns raised by the lecturers who were
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interviewed, and in particulaat the concernsegardinglinking disciplines and

encouraging critical thinking, it would appear that the process of

transdisciplinary learning has an excellenttdbation to make. The fact that a

number of lecturers and colleges have acknowledged the need for the integration

of the disciplinesand the fact that they have already made tentative forays into

the world of interdisciplinary learning, shows that thegve acknowledged a

need to do things differently. However, interdisciplinary learning is likely to fall

short of their expectationsbecauseit will not necessarily support critical
thinking, nor will it provide a framework for knowledge generatibne move to
transdisciplinary from interdisciplinary is a conscious one which will require
some significant paradigmatic transformation and #aerificing of some
academic holy cows.

Transdisciplinarity requires that:

91 Lecturers release the role of thepert and embrace a more egalitarian power
dynamic in the classroom in order to empower learners to engage in
unfettered, genuine knowledge production. They should be comfortable in
the role of cdearner.

I Teams be representative of disciplines. Th@uld emulate the real world
situation where leaders would be working in a management team which
would necessarily reflect representivity from all organizational disciplines.

1 The issue of compliance with the requirements of accreditation bodies would
needto be addressed. The need for concrete measurement and outcomes
that is normally associated with these bodies, was seen by some of the
lecturers as getting in the way of creative transformation in learning
methodology.

1 Grading would not be able to mimrm to set predictable outcomes, based on
current theoretical models, but somehow the ability of the students to create
new knowledge, and the quality of that knowledge, would need to be
assessed and evaluated.

9 Lecturers will need to acknowledge tlmsimple move to interdisciplinarity
and integration will fall far short of assisting students to grapple with the
complexity of the postmodern leadership context.

9 Students would need to be freed from the constraints of current theoretical
models and mcouraged to challenge, evaluate anéxamine extant theory
in the light of its usefulness in application to messy, postmodern problems.

CONCLUDING COMMENTS

The aforegoing suggests that integrating a transdisciplinary andragogy
into the MBA tuition malel would add significant value to the development of
leaders who live and work in the complex context of the postmodern era.
Interdisciplinary teams that were engaged in knowledge generation would, of
necessity encourage and develop critical and inn@vahinking in students.

The freedom of engagement in transdisciplinary teams, the quality of deep
discourse and the depth of interpersonal engagement is an ideal forum for
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grappling with complex, messy postmodern problems. The egalitarian
relationshp between the teacher and the taught creates a context where students
have to be accountable for learning and the decisions they make, as they would
have to in the real world. The meaningful relationships and quality discourse
that would emerge from thedransdisciplinary teams would further enhance the
ability of students to relate effectively to people from different cultures and to
embrace and work with the inevitable conflict that arises in these diverse think
tanks. The nature of postmodern proldenften being broad socjmlitical
challenges would encourage the developing leaders to consider their roles as
social architects and stewards in society.
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DEVELOPING ONLINE CU STOMER TRUST

David R. Wheeler
Susan Atherton
Suffolk University

ABSTRACT: Many ecommer c e websites advertise u s
atmospheres. There is a difference between what consumers/@aegarding

fihel po and what companies that host the Web
same sites make advertised claims which are
and Conditionsd or policies posted on the
expectatios and reality negatively impacts perceived usefulness and consumer

trust in continuing to make online transactions. Furthermore, a dissatisfied

consumer may then expose theetiler to potential legal issues. -r&ailers

hoping to increase profitabiitwill need to address these issues and develop

website strategies that meet consumer expectations. In addition to clear and
reasonabl e O0terms and conditicammerced a per sona
websites create a satisfying experience for usdrdevavoiding legal issues.

Websites like Stamps.com, Register.com and Zazzle.com, that offer personal,

customized products for consumers and businesses, need to provide a more

meani ngf ul consumer fAexperience, 0 by creatin
automated help function with a human facilitator or virtual customer support

person, to avoid potential legal disasters. This article will explore the legal and

economic implications for the-retailer resulting from consumer dissatisfaction

with the welsite claims and actual online transactions.

INTRODUCTION

Predictions in the late 1990s thaetvalue of electronic commerce- (e
commerce) worldwidevould increase significantly, have been realized, with e
commerce offering consumemibstantial benefits,ush as convenience and
access to a wide range of goods, services and information at lower costs. (Raul
and Gomez 1999) However, sich benefits cannot be realized fully unless the
global e-commerce marketplace offers botlonsumers and businesses trust,
sdety, transparency, and legal certainfiraul and Gomez1999. American
consumers understandably want to know the terms of their electronic
transactions, the means for cancellation and or complaints, limits of liability,
whether unreasonable contraetrrhs are enforceable, where they will have
recourse, and what policies (international or domestic) are in pRaa and
Gomez, 1999). In particular, consumermay expect that businesses offering
internet services should take into consideration how trsesgices might
reasonably be expected to be used, and then be accountable (responsible), if the
consumer is unable to make reasonable use of the seivzizs/, only onehird
of consumers trust onlineransactions. And, this presents challenges for e
ree ai l ers6 websites (Consumers Uni on, 2002) .
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representing $127.7 billion in@mmerce sales (excluding travel) in 2007, and

$146 billion in 2008pnline retailers must address the issues of website trust and

safety to take @dvantage of this market (Interactive Advertising Bureau, June

2008). The potential for online sales growth, according to the U.S. Department

of Commerce, is expected to increase 11.3% between 2007 and 2012, with an
increase from 133.1 million to 158.2 fwh, or 82.5% of U.S. internet users

shopping onling(Interactive Advertising Bureauwune 2008)Merchants will

need t o accommod atfeonlieosacsritynemd gridacy fine ar s 0
electronic transactions by providing twetibur hour customer support

specialists, superior privacy policies, authentication services, fraud procedures

and insuranceConsumers wilexpect transparency in policies suchths: terms

of their electronic transactions; means for cancellations and/or complaints;

liability limits; whether unreasonable contract terms are enforceable; and, where

they will have recourse, since factors aredibility and trustare paramount.
Consumer access tive A Hel p, 6 f or cust omer support
significantly and positively affect ih level of trustand affectt he mer chant s o
goals of building longerm relationships and developing a stable and predictable
commercial envbnment. (Raul & Gomez, 1999).

ONLINE TRUST

The importance of trust in online transactions between consumers and e
retailers has been proven empirically. i Con
confirm that consumer trust is far lower than trust in traditional retail situations,
with only 29 percent of users trusting websites that sell products and services.

Consumers Uion, 2002). This gap between expectations and credibility places a

greater demand on-retailers, since consumers expecting specific, accurate

information about business practices such as disclosure of fees and use of

personal information. Corbitt, Thasankit, and Yi (2003) found that trust is

positively linked with ecommerce participation. Liao, Palvia, and Lin (2009)

found that trust is a predictor of web site use ammtbramerce adoption, while

Consumers Union (2002) found that trust is stronglydihko credibility. Thus,

consumer online transactions involving personal information, or where photos,

logos or other icons are uploaded into thpadty affect trust, which is extended

to a demand for information about thipdrty sites, sponsorships, coamy

ownership, or use of browstnacking mechanisms. Wolfinbarger and Gilly

(2003) found that other factors affecting trust include security of credit card

payments, which is included in personal information, and privacy of shared

information. Unreliake technology can cause customers to lose trust-in e

commerce, and technology quality reflects web site substantiality (Corbitt et al.

2003). Stamps.com, which allows consumers to create stamps using personal

photos or logos, receives numerous consumerpcbma i nt s about the webs
unreliable technology, since problems downloading software and printing, which

are important aspects of order fulfillment, resulted in unresolved billing issues.

Lack of access to timely dheihmpducingas been fou
consumersod6 trust in electronic transactions

and
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may increase the level of risk of potential liability foretailers.A variety of
factor s, including unreasonabl e it er ms and
customer service through fAhel po
Studies of online transactions emphasize the critical importance of trust,
which plays a pivotal role in-yalty. Research by Kim, Byoungho, and
Swinney (2009) and C. Liao et al. (2006) confirmed that trust affects repeat
purchase behavior. Liao et al. (2006) found
contact information, product/service details, customer policies (dispute policies),
customer support, and privacy policies, will positively and directly affect the
userosttin the web retailer. I mportantly, Li
content affects perceived usefulness indirec
trust, all useful information relevant to consumers, especially information of a
particularconcern to the consumer (i.e., contact information, customer policies,
product/service details aftsale support, etc.) should be completely and clearly
demonstrated. The concept of perceived usefulness is derived from the early
work of Davis (1989) on #h Technology Acceptance Model (TAM), which has
been examined empirically in information systems research (Liao et al, 2006).
Perceived usefulness does have a substantial impact on behavioral intentions
(Hausman and Siekpe, 2009).
Prior studies investigatedifferent canponents of trust and-leyalty,
such as fulfillment/reliability, website design, security/privacy, and customer
service(Wolfinbarger and Gilly2003) (Kim et al, 2009)From that perspective,
customer drust is earned by delivering the righbroduct at the right time and
meeting customer expectation on product dquadis promised by the retailer.
(Kim, 2009). For sites like Stamps.com, order fulfilment and satisfaction is an
important claim, and unreliability could result in legal implioas. Wlile order
fulfilment and delivery are important, as are privacy and secudtger
fulfillment/reliability (responsiveness) is the most important factor in judging
customer satisfaction with the website, compared to other quality dimensions,
and responsiveness of the online retailer will positively affect customer e
satisfaction (Kim, 2009). Responsiveness has been definedreaponsive,
helpful, and willing service that responds to customer inquiries quickly, and has a
positive effect on building-trust. (Wolfinbarger and Gilly, 2003).However,
despite these findingdew studies providen in-depth investigation of retailer
responsiveness to customer service needs, such as technology support, billing
issues, complaints, cancellations, or websitp ol i ci es (Aterms and con
and the effect on retailer liabilityThus, we hypothesize that customer
dissatisfaction with order fulfillment/relbility is strongly related to mistrust in
advertising claims and may lead to potential litigation. feup for this
hypothesis may be suggested in Kim (2009) who found thatline retailing,
consumers need assurance that their products will be delivered as expected, since
they do not see an actual facility, do not have personal interaction with service
personnel and cannot physically examine the product
Consumer prspectiveson perceived trust and website responsibility
Consumers may face devastating results futhorized payment card charges,
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leakage of personal data associated with such caryeh (or registration of

personal information on websitesynd resulting security breachesich as

identity theft, or fraud (Morse and Raval2008) Liability for those costs

associated witluinauthorized charges is important because it is closely atsbci

with unauthorized access to cardholder information (Mersg Raval, 2008).

These resulting security breaches increase ¢
transactions, particularly when credit card payments are involved, and is clearly

seen in the entlawsuits against corporations for lack of wéty in protecting

cardhol der s. TJ Max06s s e thefrcompsomiogr each r esul t
over fortyfive million cardholders. However, studies show that assigning the

legal responsibilities for hans associated with those breaches, and government

regulation of security of personal data in the UScasnplex and imperfect

(Morseand Raval2008). In the United Statést her e i s no single | aw,
regul ation that g o Vv e rto provide secoritg pfax fitsy 6 s obligat
i nf or mat i and Raval, Q0A® p.x=l%EFN41). Despite this fragmentation

of regulationof online security and privacgythe Federal Trade Commission

(FTC) does address fAunfairo ahatdhfeani sl eadi ng o
consumers, while Morse and Raval (2008) indicate that-speteific privacy and

data security disclosure provisions and common law claims may redress some of

these breaches byretailers. Consumer trust is first linked to the perceived

usefulness ofhe website (Davis, 1989), and order fulfillment and satisfaction.

When problems occur at this stage, research suggests that consumers would not

re-visit the site, would look for alternatives, and it is the resulting billing or credit

card issues that matrigger consumer complaints about misleadingetailer

clams. Thus, € ommer ce websites t hat ar e not Airesp
through a | ive fAhel p addiess theissuemhprivacyof | ack pol i
personal dataanddo not take steps tprotect consumer da@ncluding credit

card data)may be liable for harm, despitlisclaimers of responsibility.

While U.S. tderal and state judicial systems share jurisdiction over

electronic commergeand either jurisdiction may be involved depending

on the amount in dispute, the type of transac¢temmd the number and

identity of the partiesthe legal and regulatory approach to electronic

commerce has been rather Aminimalisto in
Despite this minimalist approach, the Fa€tively encourageworkshops

to developpolicies to providea global marketplace that is safe, transparent

and has legal cainty (Raul and Gomez, 1999).

TRUTH

Absent specific federal laws concerning the internet, federal laws that
may affect consumer gtection and credit card payments include the Truth in
Lending Act (TILA), which limits consumer liability for fraudulent use and
billing errors, and the Electronic Funds Transfer Act (EFTA), which limits
consumetiability for unauthorized electronic fusdiransferred and on s umer s 6
rights for documentation (Muenchinger, 2000).
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Additionally, the Uniform Computer Information Transactions Act
(UCITA), applies to transactions involving computer software, multimedia
interactive products, computer data and basas, and the Internet and online
information to facilitate electronicommerce (Muenchinger, 2000Dne key
objective of UCITA is to adapt common law concepts of manifestation of
consent in electronic form, by giving the consumer notice that his acagrbm
consideredasa form of consent and he may have an opportunity to review the
contract ter ms. The Act thus creates a fdsaf
will now be considered assent for purposes of creating a binding contract in
electronic trasactions (Muenchinger, 2000
E-retailers may also minimize liability for copyright infringement under
the Digital Mi Il ennium Copyright Act (DMCA)
conditions may escape liability if the provider was not aware of the ezestaf
the infringing material and did not receive a direct financial efien
(Muenchinger, 2000) Stamps.com providesucha di scl ai mer with its
har bor ¢ p ridevmsand €onditionso i t s

LEGAL IMPLICATIONS

The FTC is the pmary source for ansumer complaints about internet
advertisingand marketing The Federal Trade Commission Act (FTCA) (USC
45, section 5) prubits unfair or deceptive advertising in any mediuni\
representation, omission or practice is deceptive if it is likely to:
(1) mislead consumers; and
(2) affect consumerso behavior or decisio

Website disclaimers have several requirements:

They must be clear and conspicuous;

Demonstrations must show how product will perform under normal use

Refunds must be made to dissatisfied consumers, if promised;

Sellers are responsible for claims made about their products and services;

Claims must be substantiated;

f. And, relevant information left out or claims that imply somethingithat
untrue may be misleading.

PO TR

The FTC extends protections to consumer s,

centr al el ement of the FTC6s consumer prote
per sonal informationd is a component of pri
Therefore, thdegal tasis for consumer complaintsis Aunf air or deceptive
practices in or affecting commerce. o (FTC A

demonstrate that companies that collect sensitive consumer information, such as
credit card informBon, have a responsibility tkeep thatinformation secure.
(Morseand Raval, 2008)

Accor di ng tNMail dar Metephén€ Ordes Mdichandise Trade
Regulation Rule getailers should be aware that when consumers order by mail,
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phone, fax, or Internghay also requiréghe company tdvave a reasonable basis
for stating or implying that a product can be shipped within a certain time, and if
not, must notify the consumer ofetldelay and the right to cancel. Websites such
as Stamps.com do not provide sicln f or mat i on in their Ater ms
to ensure that consumers are fully informed of their rights, particularly when
using photos or logos to print customized stamps, and state broad disclaimers of
liability for access and use of the website, alonghwdisclaimers of
responsibility for problems using the site or technology.
Both Stamps.com and Zazzle.com advertise claims inconsistent with
product use (printing stamps, uploading personalized phothstomers find
ifhel po di ff i cpdductdbes noopbrt @raperly and/or comsemer
has cancelled accoyrdand efunds for improper billing are difficult to obtain
The Ahel pd function used by Zazzle.com and
a webmaster, but only an address is provided,nan#t800 number is included.
A survey of75 leading eeommerce sites showed that |8drcenthad selfservice
Get Help functionsand sixteen perceprovided a non selervice option such
asa®800 number or .a Acontact uso | ink

DISCUSSIONS

To improve he level of trust among consumers, online businesses should
keep a customdpbcused business orientation, actively generate customer
information and provide valuadded service on customer information, protect
and communicate policies on customer privagg data security, be responsive
to customer requirements and allow customers to contribute their ideas to
improving the operation (Corbitt, et al., 2003).

Suggested ofine strategies include: level of customer service
comparable with offine service; inégrate odine facilities with real store
environments for customer support, complaints, return of products, and if they
only have an ofline business, providing a better customer service operation may
reduce customer perceptions of poor quality (Walsh &udifrey, 2000).
Creating constant dialogue, with a virtual character on the site, dineon
salespersons, helps the consumer understand the product and helps develop the
customer relationship by providing specific information and recommendations
(Walsh aad Godfrey, 2000). Ultimately, understanding how online trust is
created and maintained can lead to improved web sites, increased sales revenues,
profitability and shareholder value (Shankar, Urban, and Sultan (2002).
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OPPORTUNITIES IN INTERNATIONAL ACCOUNTING
EDUCATION PRESENTED BY THE CURRENT
FINANCIAL CRISIS

John E. Simms
The Univerdy of St. Thomas

ABSTRACT: As the market has reacted to the subprime and financial crisis, the
interrelated nature of the current global economy provides numerous
opportunities for international accounting education. In this discussion, three
interrelatel aspects are examined: 1) significant changes in-tdedgjuity
positions in major U.S. financial institutions as compared to those in other
markets; 2) marto-market accounting according to FAS 157 as compared to 3)
IAS 39 measurement and disclosureuiegments. First, the change in financial
leverage of major U.S. financial institutions during the period from 2002 to 2007
is compared to that of selected major overseas financial institutions. Possible
causative factors are discussed, as well as imjgitato liquidity and solvency

in terms of asset maitlowns leading to packaged hedging instruments becoming
classified as Afitoxic.0O0 Then, a comparison of
and international financial reporting standards (IFRS) is presamigdelated to

the current financial crisis. The role of FAS 157 in relation to changes irta@ebt
equity positions is discussed in the context of the effect on international financial
markets. The effects of international reporting standards, whethesratiod) or
magnifying, on international financial institutions are discussed.

INTRODUCTION

The last several years have been a tumultuous time for the residential
mortgage industry to put it mildly. There have been changes in the market that
resulted inforeclosure rates that can only be compared to the great depression.
But even the 1930s pale in comparison to the number and dollar value of
mortgagebased securities (MBS) and collateralized debt obligations (CDO)
created and exchanQ@ne Hdas only totread theyfidamciaimar ke t .
section of any major newspaper to see the litany of words that have been used to
describe the situation: ADi saster. o0 fAMeltdow
causes and effects from a macro perspective will be ondoingears, perhaps
decades.

The purpose of this paper is to investigate opportunities that the current
financial crisis presents for classroom instruction. Specifically, the topics are
examined with the purpose of teaching international accounting iexdénthat
is, in relation to debt positions of financial institutions. Obviously, it would be
beyond the scope of any one paper to delineate all the aspects of accounting
relevant to the situation. This paper limits the topics to three interrelatedsfactor
the examination of which may provide topics appropriate to an tepelr
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undergraduate or graduate course in international accounting. The factors are
presented comparing U.S. financial institutions to comparable overseas firms.

BACKGROUND

Hof st 4398 disneeling research based on coodwiral surveys
and statistical analysis initially revealed four dimensions at the national level.
These dimensions are individualism, power distance, uncertainty avoidance, and
masculinity versus femininity. Armadditional dimension of lonterm versus
shortterm orientation was added after including factors developed from the
Chinese Value Survey (Hofstede and Bond 1988). The total of 5 factors can be
briefly described as follows.

Individualism versus Collectivism - Individualism refers to societies

t hat tend to have | oosely kniconcegtoci al rel at
society. In contrast, collectivism pertains to societies in which people are

integrated into strong, cohesive groups. The fundamesstad iaddressed by this

di mensi on i s it he degree of interdependenc

individual s0 (Radebaugh and Gray 2002) .

Large Power Distance versus Small Power DistancePower distance
is the extent the society accepts unequal power loigivh in organizations.
Large power distance indicates a high tolerance for inequality. In such societies,
there will be fewer financial disclosures, wide salary range between top and
bottom, and privileges are bestowed to the powerful individualscoihrast,
small power distance societies will strive for equality for power and demand
justification for inequalities.

Strong Uncertainty Avoidance versus Strong Uncertainty
Acceptance- Societies with strong uncertainty avoidance feel uncomfortable
with uncertainty. Such societies are rule oriented, prefer rigid codes of behavior
and belief, and do not have tolerance for persons and ideas that deviate from the
norm. By contrast, societies with strong uncertainty acceptance can more easily
tolerate uncedinty. Hence, they can maintain a more relaxed atmosphere in

which fApractice counts more than principleso

Masculinity versus Femininity - A masculine culture attaches
importance to earnings, recognition, advancement, and bealtenged by the
work. A feminine culture attaches importance to working relationships,
cooperation, having a desirable living area, and employment security. The

decision to | abel t his di mension fAmascul

fact thatthis was the only work goals dimension in which men and women
scored consistently different.

Long-term Orientation versus Shortterm Orientation - The long
term orientation values persistence, adapts traditions to meet modern needs, has
respect for soai and status obligations within limits, tends to have large savings
levels, and is willing to subordinate oneself for a purpose. The-t&nort

orientation emphasizes respect for tradi

Joneses b6, wesadnd acenaernitnggtgiuick results. The-teng
(dynamic) orientation is more oriented toward the future (persistence, thrift),
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while the shorterm (static) orientation is rooted in the present and the past
(status and tradition).

This dimensio tends to be somewhat confusing because it was not
included in Hofstededbds original sur v
possibility of a Awesterndo bias in t
a similar instrument was developed bypfstede and Bond (1988), called the
Chinese Value SurveyC{S). This dimension was originally described as
AfiConfucian Dynami sm. 0 The three dimensions
relationships between seniors and juniors, relationship with the groupsamd a
function of one gender, while none of the CVS factors are correlated to
uncertainty avoidance. The term Confucian Dynamism was used because the
characteristics that emerged were generally considered dynamic at one pole and
static at the other, while denstrating values that seemed to come directly from
the teachings of the philosopher Confucius.

It was stated earlier that history explains culture and culture dictates
business practices. As the cultural centers of the Middle East, China; Meso
Americg and Europe developed in relative isolation, cultural norms and business
practices diverged. These differences can be seen in stark contrast today. Cross
cultural comparisons have identified differences in the value systems and ethical
beliefs of peopldérom different parts of the world. For example, North American
culture is rightshased, whereas the Si@mnfucian culture is dutpased. In a
study examining obstacles in the implementation of the Sartaxley Act in
Thailand, Duangploy and Simms (@) discuss the implications and difficulties
in the exportation of standards.

Barth (2008) points out that

y . Thi
e

e
h sur ve

...culture changes slowly, not by fiat. Even if all firms were
required to follow a particular IASB standard, there would be
differences in howfirms interpret the standard because of
differences in their history and culture. Thus even with global
accounting standards we might not achieve global financial
reporting.(p. 1174)

Cultural characteristics are persistent, displaying both inertia and
momentum. Cultural inertia describes the tendency for a group of people with a
common set of social standards and expectations to resist changes in existing
behavioral patterns. Cultural momentum is the tendency for a culture to continue
advancing in a satirection. Both inertia and momentum require effort and time
to alter. An example of the persistent nature of cultural inertia can be seen in
Japan during the decade following World War II. The effort displayed by the war
was tremendous destructive ad devastating economically and politically, but
not culturally. That would have required a great deal of time, but the U.S. ended
the occupation in 1952, only 7 years later. As a resultzaitsatsuof prewar
Japan reemerged in the 1950s as exceptimrike AnttMonopoly Law called
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keiretsy restoring many of theaibatsunames with the blessing of the Ministry
of International Trade and Industry (MITI) (Nobes 1983 1998).

The establishment of tHesiretsuoccurred because the system works for
the Japnese culture. However, this has caused friction in the areas of
international business, finance and accounting. Japan was one of the founding
members of the International Accounting Standards Committee (now the
International Accounting Standards Boardnd yet, at times, presented
significant resistance to proposed standards such as the power of audit
committees and the independence of boards of directors. One prevalent
characteristic of economies of collectivistic cultures is comsporate
ownership In Japan,keiretsu control about half of the top 200 firms,
representing more than 25 percent of al/l t he

The first factor examined is detw-equity position, the second is the
implementation of FAS No. 157, and the third is the anmntation of IAS 39.
Following after is a discussion of the role of technology in the global reaction to
the crisis originating in the U.S.

DEBT-TO EQUITY POSITIONS

One characteristic of U.S. firms that stands out in comparison to non
U.S. firms is a grater reliance on equity financing as opposed to debt financing.
Historical and cultural factors have played a role in the development of
capitalization preferences.

Two of Hof stedeb6s cultural characteristi
contributing to thedifferences in financing: risk aversion and lelegm
orientation. As mentioned above, the U.S. culture is less risk averse and more
shortterm oriented. These two factors contribute to a philosophy of investing
rather than saving. The characteristics gppbt only to individuals, but to
organizations as well. The result is a persistent, fundamental difference in debt
to-equity and debto-asset positions between U.S. and-tb8. firms as can be
seen in Figure 1 and Figure 2. All data is from Compustati&mentals Annual
database. Although the years from 2000 to 2007 are the subject of the current
study, the trend in means has been well documented and observed historically.

This study limits the examination to financial firms with total assets
greater tha 500 million in order to focus on those with a significant ability to
maintain borrowing and lending activities at an international level. Twelve U.S.
firms and 5 foreign firms were eliminated for lack of data. Firms that went into
bankruptcy during thiperiod were also eliminated in order to avoid including
firms with suboptimal shottierm strategies due to agency issues in a situation of
existing or impending extreme financial distress. This resulted in a sample of 24
U.S. firms and 18 nob.S. firms. The nonU.S. firms included 8 Canadian, 4
from the Pacific Rim, and 6 from the European Union (EU). Figure 3 shows
long-term debt to equity and Figure 4 shows lbagn debt to total assets. Both
exhibit a more stable ratio for U.S. firms over the sameg@édfigures 3 and 4).
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Figure 1: Average Debtto-Equity of U.S. vs Non-U.S. Firms from 200007
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Figure 2: Average Debtto-Assets of U.S. vs. Not.S. Firms from 200607
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Figure 3: LT Debt-to-Equity of U.S. vs. NonU.S. Firms from 2000-:07
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Figure 4: LT Debt-to-Assets of U.S. vaNon-U.S. Firms from 200607
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As can be seen in Figures 3 and 4, 2001 showed a marked increase in the
long-term debtto-equity and debto-assets position of neld.S. financial firms.
This was due to a combination of theomomics, politics, and accounting
standards. The economic situation in 2001 was in turmoil. After Enron,
WorldCom, Arthur Andersen, and other higtofile failures, there was a fear of
an increase in interest rat ersentloweni s resultec
interest rates by moving from shdéerm to longterm debt. The volatility also
reflects sensitivity to fuel prices as a result of the political situation. After the
attack on the World Trade Center, many overseas firms borrowed heavily to
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insure against possible shortages in the energy market. The third factor
contributing to increases in losigrm debt in 2001 was the acceptance of
international accounting standards, which allow for the classification as long
term many forms of debt that previsly had been classified as shettm. This
factor is discussed in more detail in the following sections.

To provide additional context, Figure 5 shows-fae income as a
percentage of revenues for these same firms over the same period.

Figure 5: Pretax Inc.-to-Revenues of U.S. vs. Neb.S. Firms from 200007
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FAS 157 AND THE EFFECT ON IFRS

FAS 157 (FASB 2006), implemented in 2007, attempted to provide a
common definition of fair market value accounting, but it did not change the
rules as to when fairalue should be applied. Many firms marked up the value of
certain assets and then securitized them as MBS and then the same (or other)
firms resecuritized those assets as CDO portfolios. Guarantors provided credit
and/or liquidity support, and investoqsurchased a portion of a portfolio
believing that the stratification of the portfolios provided protection against
losses. These portfolios were in some cases used as collateral for loans. There are
only two certainties concerning the market: it will go aipd it will go down.

When real estate values declined, the loans become -colkteralized. The

most junior securities absorbed the losses first (as they were designed to).

However, the illiquidity of the markets went beyond the ability of the guamntor

to cover and many of the more senior loans collapsed as well. In some cases, the
total assets of the firm became less than the debt and firms faced conditions of
financial distress, even bankruptcy.

Support for FAS 157 was not unanimous, with many piacers,
regulators and academics concerned that it violated the principles of historical
cost and conservatism. There are many conditions under which historical cost can
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be bypassed (if reliability is not significantly impaired). On the other hand, the
principle of conservatism is a functional directive to the responsibility of
protecting the investors and the public from methodologies that may overstate
assets or net income. Conservatism also concerns the assessment of risk.
Accountants and auditors wanmk in the mortgage industry during the last six to
eight years saw many examples of these types of assets and their derivatives.
These problems are exacerbated by-leas transparent revelation of risk
positions. In writing on the feedback effects betw¢he subprime crisis and the
credit crunch, Ryan (2008) states

As firms announced losses on subprime positions, debt markets

became more averse to holding these positions and increasingly

illiquid, causing fair values of the positions to decline furthed

become more difficult to measure. A primary reason for these

feedback effects is the opacity of many subprime positions. This

opacity is attributable in part to the complex partitioning of the

risks of these positions through (re)securitizations, icred

derivatives, and other financial transactions. It is also attributable

in part to the fact that many sgbime positions are ofbalance

sheetinthesc al | ed Ashadow banking system. o As ¢
opacity, market participants have aggressivelceprotected

themselves when bidding for those positions or avoided them

altogether. Many hol ders fAcapitul atedo an
down subprime positions to distressed valuations to remove the

perceived taint from their balance sheets. (p. 1B80%)

In referring back to Figure 4, it could be that FAS 157 (implemented in
2007) had a revelatory effect on the financial statements. It could also be that
firms simply were not able to hide it any longer and saw the bailout as an
opportunitgamoo AWiotme that i n mind, it seems
expect that the implementation in the future may well enhance financial
statement transparency because firms will not want to get caught out again.

One item of concern concerning FAS 157 is the usexitfprice as the
basis of fair value measurement. The transaction to sell the asset or transfer the
liability is a hypothetical transaction at the measurement date, considered from
the perspective of a market participant that holds the asset or owésbility .|
Therefore, the objective of a fair value measurement is to determine the price that
would be received for the asset or paid to transfer the liability at the measurement
date, that is, an exit price. The Board concluded that an exit price objéxtiv
appropriate because it embodies current expectations about the future inflows
associated with the asset and the future outflows associated with the liability
from the perspective of market participants. (para. 7)

Woodward (2007) notes that commentatbave expressed reservations
about the use of exit prid® determine fair value However,she said there is
support for using exit price to value quoted financial assets held for trading and
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other highly liquid assets. She states further that the nppmjpriate measure
for assets acquired in a business combination is the entry price or value in use.

The requirements of I FRS 3 (2007) ABus.i

reviewed to ensure that the fair values of some assets are presented fairly.

INEr nst & Youngds February 2007 paper

the impact for financi al instrumentso,
SFAS 157 into IFRS without amendments to other IFRS standards could lead to
unintended consequences wheredégnition of fair value in current IFRS is not
the same as defined in SFAS 157. IFRS standards 7 (2006a) and 39 (2006b) in
addition to IFRS 3 previously mentioned would need reviewing to ensure
consistency in the definition of fair value. The currerftnigon of fair value in
IFRS 39 presumes that transaction price (entry price) is the best indicator of fair
value. Without further amendment of IFRS 39 Financial Instruments:
Recognition and Measurement to agree with SFAS 157, the initial recognition of
amortized cosbased assets at exit prices would often result in the recognition of
losses upfront.

In the notes of an IASB work group meeting (2007), it was observed that
IAS 39 Financial Instruments: Recognition and Measurenrequires nearly all
finandal assets and financial liabilities be recorded at fair value upon initial
recognition. In periods subsequent to initial recognition, many financial assets
and financial liabilities are recorded at fair value, with changes in fair value being
recorded im either profit and loss or into comprehensive income. IAS 39 defines
fair value as the amount for which an asset could be exchanged, or a liability

ness

on
h e

n
f

settl ed, bet ween knowl edgeabl e, willing part
A

the financial assetswiori ng gr oup praipdefmition is heithertaa t e s

explicit exit price nor an explicit entry

price bet ween (2007) Ehée Botre (ASR) stated B praliminary
view in the discussion paper suppogian exit price definition of fair value
similar to the definition in SFAS 157.
exit price definition of fair value is preferable to the current definition as it
articulates a single measurement attribute that atsflethe economic benefits
market participants would expect from an asset or the outflow of economic
benefits market participants would expect from a liability. However, an exit price
might not be consistent with the current measurement objective of sime fa
value measurements required in IAS 39. Therefore, as noted in paragraph 17 of
the Discussion Paper, if the Board proposes to revise the definition of fair value,
it will complete a standarfy-standard review of the fair value measurements
required by FRSs to assess whether the intended measurement objective is
consistent with the revised definition. If the Board concludes that a particular
measurement objective is inconsistent with the proposed definition of fair value,
that particular measurement midie relabeled using a term other than fair value
(such as O6current entry priced.)

Many are concerned that the IASB Discussion Paper is leaning towards
an acceptance of the SFAS 157 position which could significantly change some
of the key principles undging many IFRS standards (Deloitte 2007). The
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Accounting Standards Board submitted its comments to the IASB on the
Discussion Paper which are representative of the views of many parties in the
UK and Ireland.Some of the main concerns expressed in tHeitleepaper are:

1 AThe wuse of fair values is more widespread
and the ASB does not consider that SFAS 157 is suitable for consideration in
many of those cases where fair value is used under IFRS;
1 The ASB does not support th@position that market based exit values are
the most appropriate measure of fair value for all assets and liabilities to be
reported in financial statements;
1 The ASB believes that SFAS 157 is useful only as guidance on the
methodology to be used in armg at a markebased exit price and
therefore the IASB Discussion Paper should beitled to reflect on its
narrow focus;
1 The ASB is of the view that SFAS 157 is based on the presumption that
efficient markets are available for most transactions andcafigoach needs
a O6market parti ciTheaASB bBelietes thab marketsdagen t i f i e d.

not al ways efficient and hence measurement

view may be flawed, with most transactions occurring in an imperfect market
as a result of intlidual negotiations between two contracting parties;
9 The ASB would welcome further debate on t
6entity s pWhlda possiblyp opénsts difierent measurement, it
should be acknowledged that the value of an assetability should be

viewed from the perspective of the entity

economic opportunities and constraints; and

1 The general use of exit prices seems to move away from the assumption that
initial measurement is transaction based, potéenal | 'y | eading to o6éday
gains and losses being recognized which may not faithfully represent the

entitydéds position in its financial statemen

There are clearly different views on fair value measurement and, in
particular, the use of current exitigegs. Looking at the financial statements
different companies, one can notice that they had implemented FAS 157 and the
standard did not have a materi al ef fect on
managers and accountants understand the details for tuastahowever, we
do not know what approach was used to arrive at that conclusion.

Another item is the issue of restrictions in the use or sale of the
instrument. If an entity is restricted from selling the instrument, then it is not
allowed to adjusthte price to fair value even if other unrelated parties are not
restricted in the sale of similar assets. I
mar ket o as a forward market (after the rest
recorded may be unrealizable.

In a Special Edition paper, Ernst & Young (2007) voices a concern in
reference to block discounts being disallowed in both FAS 157 and IAS 39. As
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an entityspecific measure, EY concedes that allowing a block discount would
introduce management intent irttee valuation process.

However, while undoubtedly some blocks of securities can be

liquidated in smaller trades at the quoted prices, this will often

not be possible; repeated selling, by the normal laws of supply

and demand, will depress the price thah de achieved before

the whole block can be sold. We continue to believe that it is

appropriate to recognize block discounts, as it is intuitive that the

entity wil!/| not achieve Oprice times qua
matter how it disposes of the setigs. (p. 4)

As the U.S. progresses inevitably toward the acceptance of IFRS, many
of the issues of concern with U.S. GAAP will no longer be relevant. Of course,
those issues will be replaced with issues concerning IFRS.

CONCLUSION AND DISCUSSION

As the process of convergence has proceeded, both U.S. GAAP and
international accounting standards have necessarily evolved in order to facilitate
the transition. The IASB and the FASB have worked closely together to
(eventually) reach the goal of a single setsténdards. As mentioned above,
2001 saw the adoption of international accounting standards by many countries.
As of this writing, over 100 countries have adopted international standards with
the U.S. as the only major countrytngsing international staadds That is not
to say there wildl be universal agreement . Th
adopted by the EUO may well be a foreshadow
come. Different jurisdictions and different business practices have different needs
to be fulfilled by the reporting system.
Teaching in context provides the educator with the opportunity to expose
the students to the fact that accounting standards (whether domestic or
international) are not devel orpeesgsofor i mpl emen
standards development is often initiated because of economic transactions or
events. Also, the rate of adoption and/or implementation of accounting standards
can be facilitated or inhibited by market conditions. Finally, the application
methodolgies chosen should be interpreted within the framework of the
situation in which the relevant firms or industries find themselves. All these
factors can be used in the classroom to enhance not only the understanding of the
standards, but also to emphasize responsibility of those who would wish to
argue for or against change.
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ABSTRACT: This paper explores the philosophical foundation for the global
knowledge economy, the Ang®axon model of higher education. Theppa
highlights the primary characteristics of the model and explores how hation
states adopt or adapt these characteristics in an attempt to enhance their national
position within the global knowledge economy. As an exploratory analysis of the
topic, the aper provides a brief overview of the model, examines adaptations in
Europe and Asia, and explores implications of these adaptations for individual
students, higher education institutions, and nation states. The goal of the paper is
to proffer a prefatorgliscourse on the Angi8axon model and its connections to

the global knowledge economy.

INTRODUCTION

Economic globalization is the phenomenon of increased interaction
between nations and the progressive dismantling of borders and barriers to create
a sinde economic space (Von Bogdandy, 2004). Within this space nations
compete for economic advantage through the competitive use of human capital,
innovation, information technology, and esgreneurship; each of these is
knowledge intense, thus the drivingde behind economic globalization may be
seen as the pursuit and acquisition of knowledge (Chen & Dahlman, 2005;
Stromquist & Monkman, 2000 he result of this global dynamic is an emerging
economy that is often labeled the knowledge economy, at the céntdich is
higher education. Encompassing a broad swath of public and private institutions
ranging from trade and vocational colleges to doctorate granting research
universities, higher education is pivotal to the creation and transmission of
knowledge.

This paper explores the philosophical foundation for the global
knowledge economy, the AngBaxon model of higher education. With
educational characteristics that are adopted or adapted by individual &ations
including (1) the use of English as the lingtranca, (2) the integration of
research into teaching, (3) the authority of the teacher over the curriculum,
teaching methods, and assessment, (4) a focus on the personal development of
the individual student through critical reflection, (5) the bachetog st er 6 s ,
doctoral qualification structure, and (6) the autonomy of the higher education
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institution, particularly from central state contiadhe AnglaSaxon academic
model is playing a burgeoning role in the development of the global knowledge
economy. Alapting some or all of the characteristics of the model, nations
attempt to maximize their positions within the global economy by integrating
their higher education systems, or a limited number of their premier institutions,
into the global economic markeConsequently, the AnglSaxon model of
higher education is connected to national economic growth and development.

The goal of this paper is to provide a prefatory discourse on the Anglo
Saxon model and its connections to the global knowledge econoraypdafpier
begins with a brief historical overview of the Angbaxon model, comparing the
model to the other dominant western, pBsetightenment model of higher
education. A cursory analysis of adaptations in Europe and Asia follows. The
paper concludes witan examination of multiple implications of the model for
the growth and development of the knowledge economy.

HISTOROCIAL OVERVIEW OF THE ANGLO -SAXON MODEL

The modern western university traces its roots to two médaisvhat
may more appropriately berteme d fi p h 0 lofchighempetucation.dr he first
is associated with the reforms of Prussian universities by Wilhelm von Humboldt
in the early nineteen century. The ideals expressed in these reforms spread
beyond Prussia and impacted the developmentgbfenieducation in Germany,
France, and Eastern Europe. The second philosophy, the-8agtm model, is
associated with British notions of education and their evolutions and adaptations
in American, Australian, and to some extent, South African, higheragida.
These models may be compared across several perspectives, beginning with
governance.

Prior to the introduction of Enlightenment ideals and Humboldtian
reforms in Prussia, state commissioners governed university instruction and
academic life, evengssessing the right to expel either students or professors
who violated duties stipulated by the state (Richter, 1990). Humboldtian reforms
allowed greater academic freedom and even limited democracy within higher
education, however, they were primarily glemented to maintain higher
education institutions as tools of the natgiate. The central state maintained
significant influence over individual institutions.

Contrary to this concept, the AngBaxon model facilitated the
development of autonomous,r ovirtually autonomous, higher education
institutions. Although royal charters were granted by the nafiate, and
institutions were created within the context of nationally coordinated systems,
institutional autonomy was emphasized (Neave, 2001; Dy Zo@7). National
coordination was viewedas a means to insure that the needs of local
communities, rather than the demands of the nation state, were met through

hi gher education. According to Neave, Al T] he
that community andeflected, in its study program and its specialties, the
communityo6s educational a-Md). Inteemediatei c a | needso

bodies such as the British University Grant Commission played an important role
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in representing universities to the stated vice versa. Furthermore, national
facilitation of higher education did not negate institutional -seulation of
higher education finances (Neave, 2001). [Although such a discourse is beyond
the scope of this paper, national coordination of highducation did not
continue in the American colonies after the Revolutionary War and the
subsequent ratification of the Constitution.]

A second difference between the models may be seen in the areas of
credentialing and the curriculum. Whereas universitighinvthe Humboldtian
model awardedhational diplomas, institutions within the AngiSaxon model
were allowed to validate and award their own degrees. Similarly, because Anglo
Saxon institutions were expected to respond to the needs of their own
communities they were granted extensive freedom to design and implement their
own curricula. This autonomy from the state implied a certain amount of freedom
for teachers and faculty. In essence, universities were not obligated to run
national programs because natib programs did not exist. As Yorke (2004)
notes, in the United Kingdom a long standing connection exists between
academic programs and the economy in that programs are designed by individual
institutions to develop skills needed for the labor market.

The AngloSaxon model also placed a strong emphasis on the personal
development of students through independent learning and critical enquiry
(France, 2008). With the absence of staiatrolled curricula, teachers were
allowed to develop curriculum that wessponsive to the learning styles and need
of students. Closely aligned with this reality was an emphasis on character
formation (Pritchard, 2004).

In addition, associated with the freedom to develop dynamic and
responsive curricula is the connectionvietn teaching and research. As the
disciplines evolved, professors were increasingly expected to design courses
based not only on findings within their disciplines but also on their own research
(France, 2008). Research and teaching thus became prodsesgiewined in
the AngleSaxon model

These basic distinctions highlight the historical roots of the ASgiwon
model. They facilitated the development of the model over the last two centuries
in Englishspeaking nations, and over the last featftury the growing adoption
and adaptation of the model throughout much of the world. The following section
will briefly explore a small portion of these adaptations in Europe and Asia.

ADAPTATIONS IN EUROP E AND ASIA

Numerous national higher education syst across the globe are
currently undergoing reform. These reforms may be seen in areas such as the
nature and type of educational programs, the methods and language of
instruction, an emphasis on research and development, burgeoning innovative
partnershps, evolving funding mechanisms, and governance. Many of these
reforms are influenced explicitly (some implicitly) by the global growth of the
Anglo-Saxon model. Consequently, citing cases from every nation or every
higher education system that is expetiag reform is beyond the scope of this
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paper. However, the following observations are grouped into two broad regions,
Europe and Asia, to illustraterough referenceo a limited number of examples

the connection between the Angdaxon model and globa&ducational reform
initiatives.

Europe: Evidence regarding adaptation of the An§axon model
throughout Europe is growing. This is apparent in developments such as the
Bologna process, the evolution of English as lingua franca inEngtish
countries,and changing stateontrolled mechanisms of governance. Each of
these is briefly addressed in the following paragraphs.

Arthur (2006) contends that the Bologna process, as seen in Norway, is
the equivalent of adopting the AngBaxon model of higher edu@at. Other
scholars concur, suggesting that across Europe the Bologna process implies
compatibility with the characteristics of the model (Ash, 2006; Zgaga, 2003). For
example, traditional diplomas in some nations are being replaced with
educational qualifations similar to the degrees associated with the A8gkon
model, while specialization programs are being restructured into bachelors and
masterds degrees to ensure the separation
education (Alesi, Rosznyai, & Szan&)07). By 2003, 60 percent of the nations
engaged in the Bologna process had either passed legislation to offeertwo
degree structures or had begun introducing them (Trends Report, 2003). In
addition, curriculum development and program design areasangly based on
transnational descriptors of generic competencies, knowledge, and skills.
Countries such as Albania, BostHarzegovina, Croatia, Kosovo, Macedonia,
Montenegro, and Serbia note that the Bologna objectives provide a valuable
framework forthe reform of curriculum, programs, and teaching methodologies
within their national higher education systems (Ash, 2006; Pechar & Pellert,
2004; Reichert & Tauch, 2004; Miclea, 2003).

The use of English in academia is growing (Coleman, 2006). Nearly two
decades ago Ferguson (1992) noted that English often @®thain of academic
conferenceslespite the fact that a small number of attendees may actually speak
the language. The trend is more pronounced today and is evidenced beyond
conferences and jourrgl In recent decades the Netherlands launched 500
academic programs that are taught in English, while Finland launched 300 such
programs, Germany began 150, and France initiated approximatalyaiémic
programs taught in English (Altbach, 2007; Micle®02). These trends are
buttressed by the findings of Schroder & Macht, now more than a decade old,
that university students in 1,916 German, Belgian, and Finnish institutions
support English as a single European language (Coleman, 2006).

European adaptatis of the AngléSaxon model are seen in evolving
mechanisms of higher education governance. Increasing numbers of governments
are loosening their financial control over higher education institutions by
reducing university dependence on state funding. éfeities are forced to rely
on tuition and fees and other external funds, such as those from partnerships with
the business community (Osborne, 2006). Perhaps the best illustration though
appears in Germany. By amending tRederal Framework Act for Higher
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Education the German government established a new legal status for
universities, Lower Saxony, and granted them financial autonomy (Palandt,
2003).

These examples of recent developments in Europe reveal that some, if
not all, of the characteristics diieé AngleSaxon model may be seen in higher
education reforms undertaken by European countries. Adaptations of the model
are not limited to Europe, however. As the following section attests, they may be
evidenced in Asia as well.

Asia: In the process of mket-driven economic globalization, Asian
nations are transforming and internationalizing their higher education systems
along the lines of the Angi8axon model (Mok, 2006; Lee, 2006). Although
Asian nations differ significantly in geographic size, ecoitowealth, political
ideology, and educational tradition, they increasingly are employing aspects of
the model to facilitate the development of their knowledge economies.

The influence of the Angk&axon model of higher education in Asia is
rooted both irthe historical colonization of some Asian nations and the western
impact on norcolonized nations wrought through the work of missionaries and
other international exchange activities. In the contemporary context, adaptations
of the model are especiallyesein the implementation of English as the language
of instruction, or, as in the case of Singapore, as the sole language of higher
education and research (Altbach, 1998). Beyond the use of English, universities
are given flexibility and autonomy both taegign broaebased curricula for
addressing student needs and to adopt credit systems for recognizing individual
differences (Mok, 2006). In addition, governments such as those in Japan and
China are taking steps to conduct regularly scheduled qualityaasgum an
attempt to deregulate government authorization of public higher education and to
promote the growth of private higher education (Altbach, 2006; Yonezawa,
2005). Even in Southeast Asia governments are working to diversify the funding
of higher edcation (Lee, 2006).

Within growing Asian economiésespecially in China, Singapore and
Vietnand higher education institutions are playing significant roles in
innovation and economic development, reflecting the emphasis of the-Anglo
Saxon model on researeind development. Japan, for example, is implementing
performancébased funding systems within its National University Corporations
(national level institutions) to focus on innovative research for economic
development (Oba, 2004). Furthermore, the Entreqargéal University model in
Singapore emphasizes research innovation and knowledge commercialization,

calling for t hegamirdation dfa three madiohal nfianpewer
devel opment role of the university system ir
2007,p. 944).

Although the development of higher education systems varies in Asian
countries, educational reforms typically emphasize marketization, privatization,
and decentralization. The Ang®axon model thus provides an incentive
structure for higher edation systems in the midst of reform to create a more
effective, efficient, and equitable higher education sector that better serves the
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needs of developing knowledge economies. By introducing educational reforms
and adapting some or all of the charactessof the model, Asian nations are
establishing clear objectives to align their higher education systems to the
demands of the knowledge economy

IMPLICATIONS FOR KNO WLEDGE -BASED ECONOMIES

The world economy clearly has moved from an industt@l a
knowledgebased era. Scholars from various fields such as economics, business,
and education contend that knowledge and its relevance to productivity become
the basis for national competition within the global market (Drucker, 1993).
UNESCO proffershat the growth of the global knowledge economy is a central
characteristic of the globalization process (2005). National as well as
international policy makers and economic players stress that the primary
production factors now are an educated work fomgrmation, intellectual
property, education, and R&D. Within this context knowledge is increasingly
valued for its strict utility rather than as an end in itself (Peters, 2007).

Knowledge economies are those not only based on the generation of knowledge

but those that exploit knowledge for economic gain (Great Britain, 1998). The
World Bank further defines a successful knowledge economy as one that is

characterized by fAclose |inks between

placed on innovation forconomic growth and competitiveness, increased
significance of education, and lifelong learning and greater investment in

intangi bles such as R&D, softwar e, and

The importance of human capital is crucial to knowlegicenomies. Not
surprisingly, the OECD and the World Bank stress the significance of education
for the development of human capital, including the enhancement of worker
competencies through the production of reseaaded scientific knowledge
(Peters, 200; World Bank, 2001; World Bank, 2005; World Bank, 2008). The
role of higher education is therefore critical for the production of a highly
educated, widely skilled workforce that will positively affect knowledge
accumulation and its application to produity growth (Knight & Yorke, 2003).
Along this line, the Lisbon Strategy emphasizes the strategic role of universities
in the knowledge economy as (1) the providers of education, (2) the primary
location where research is conducted, and (3) the driversnradvation
(Michalski & Cheyne, 2008). Within EU policies the emphasis is on enhancing
employability through education and training. This implies that the production of
a skilled workforce to meet the needs and demands of global corpodatmns
say nothig of the ideology of lifdong learning are key strategies that ensure
national economic growth.

Higher education stands as the driving force for the development of
knowledgebased economies. The major elements that higher education
contributes to this pess include lifelong learning skills, studeentered
education, transferable educational qualifications for global graduates, English as
a lingua franca, research and technology transfer, scientific discovery,
innovation, and economic growth, all of whiare intertwined in the successful
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development of a knowleddmsed economy. These elements are highly
correlated with the previously discussed characteristics of the Aglon
model, so it is not surprising to see adaptations of the model acroskltee g
Implications stemming from these adaptations are addressed in the following
paragraphs and are grouped along three considerations: the individual student
level, the institutional level, and the national level.

Student Leveb A Global Set of Skilled Graduates One implication
of the adaptation of the Angi®axon model is the production of a global set of
graduates. According to the World Bank, the new knowldziged economy no
longer favors narrowly specialized graduates, but ones with-dissglinary
knowledge, broad and transferable skills, and functional flexibility (World Bank,
2005; Brennan, 2004; Knight & Yorke, 2003). As the Dearing Report suggests,
higher education institutions should be at the forefront in offering opportunities
for lifelong learning in order to increase the stock of human capital for national
economic weHlbeing within the global context (Knight & Yorke, 2003).

The knowledge economy seeks workers with the ability to adapt to the
rapidly changing nature of work, hence liifieg learning becomes a critical
component of global educational reforms (Spring, 2008). Indeed, the primary
rationale behind the Bologna process for establishing a -tiemeel higher
education system is to separate research and professional educatistutitent
centered teaching. At t he bacdemdredr 6s | evel ,
teaching that develops the skills and competencies necessary for lifelong
learning. Key descriptors of the Bologna reformation of academic programs
include drmadagemeérci c competenciesd and Aknowl
skills,o0 with the | atter focusing on critica
solving (Arthur, 2006; Christensen, 2004; Koutsopoulos, 2008). With the
demands of the global labor market and tieed for sustainable economic
growth, many Asian nations are restructuring university curricula by shifting
from the conventional "teacheriented" approach to a more "studeniented"
approach; to produce global graduates, the concepts of independeselfin
motivated learning are increasingly promoted (Mok, 2006; Meek, 2006). Within
these reforms creativity and innovation become important components for the
assessment of student abilities.

The themes of competency development and lifelong learningaapp
throughout global higher education. Along with these themes are calls for
consistent and transnational academic program structures. The adaptation of
credit systems in many Asian countries reflects not only the reform of university
curricula to becomenore responsive to individual student differences but also
the need to ensure the transferability of credentials (Mason, Arnove, & Sutton,
2001). In Japan, program evaluation and assessment have shifted from being the
sole responsibility of the governmetad a shared stakeholder responsibility in
order to enhance internationalized curricula and address student and employer
needs (Huang, 2006). According to ministries, rectors, and higher education
leaders in Europe, restructuring and implementing creditesys consistent
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