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Good day to you all Dr. Gwaltney, Dr. Scott, Dr. Buchanan. I would like to thank you for being here today for my presentation and dissertation proposal defense.

I am very excited to present this study to you and look forward to your feedback and our conversation.
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Presentation Notes
To start, the topic of my proposed dissertation is “The Relationship Between Supervisors’ Transformational Leadership Behaviors and Employees’ Psychological Safety Climate Among U.S. Department of the Navy Civilians.” As the title suggest, this proposed study will determine the relationship between transformational leadership behaviors and psychological safety climate among civilians within the United States Department of the Navy. The research addresses a critical gap in understanding leadership impacts in government settings which are often uncertain and complex in nature.
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For the discussion today, I intend to guide you through the background, methodology, and impact of the study by covering these key areas which will provide a comprehensive overview of the proposed research.


Introduction

N

Leaders’ behavior and actions within the organization determine the
level at which employees engage or remain silent when faced with a

critical decision to share negative information or any information.
(Dillon et al., 2023)

/

-

Where no counsel is, the people fall: but in the multitude of counsellors

there is safety.
(King James Bible, 1769/2021, Proverbs 11:14)

~

J
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An important aspect of any study is really the “why” behind it or the “so what.” That said, research suggests that leadership behavior (or behaviors) significantly influences how employees engage or remain silent in organizations. This is particularly crucial in government settings where decisions impact public service. One past example is evident in the challenges that the National Aeronautics and Space Administration (NASA) faced in the Challenger and Columbia disasters. In these two challenges for NASA, organizational silence was found to be rampant and thus contributed to a lack of engaged employees (Dillon et al., 2023). Findings suggest that this behavior of silence by employees was a result of distrust and lack of interpersonal relationships by leadership. Openness and silence hinged on the way that leaders behaved within the organization and how that behavior sparked fear. The result was a workforce that was afraid to speak up and speak out on engineering concerns and safety.

And finally, from a biblical perspective, Proverbs reminds us that safety comes through multiple counselors - a principle relevant to modern organizational leadership. Leaders must be willing to confer with their followers and workforce on various topics, especially when it comes to safety and impact to the customers they serve. They must be willing create and open space for communication.


Background: Problem

Leaders set the tone | Bainade etal., 2023

Leadership behavior is influential | pe simone & Franco, 2023

Jransformational leaders foster positivity | Ravet-Brown et al., 2023
Psychological safety impacts interpersonal risk | Edmondson & Bransby, 2022

Transformational leaders foster psychological safety| Al Marshoudi et al., 2023; Karimi et al., 2023

Government agencies are volatile, complex, and uncertain | Baran & woznyj, 2021

The problem is that it is not known if and to what extent there is a relationship between supervisors’
transformational leadership behaviors and employees’ psychological safety climate among U.S. Department of
the Navy civilians.

— —
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The core and background to the study problem is understanding how transformational leadership behaviors relate to psychological safety in government settings. While research exists on leadership impact in various ways throughout the corporate contexts, government agencies present unique challenges due to their volatile and complex nature. This gap in knowledge affects organizational effectiveness and employee voice and brings up unknowns and issues surrounding employees being able to respectfully voice their concerns openly.

-----------------------
Research shows that leadership behavior exerts a noticeable impact on culture and employee performance within the organization (Bainade et al., 2023; De Simone & Franco, 2023).
Transformational leadership motivates workers to exhibit above-average performance (Ravet-Brown et al., 2023).
Psychological safety, a term introduced by Amy Edmondson, refers to the collective perception that a team provides a secure environment for individuals to take interpersonal risks (Edmondson & Bransby, 2022). 
In the research of leadership theory, transformational leadership has been shown conducive to promoting trust and open communication, which thereby establishes the link in transformational behaviors and the establishment of psychological safety (Al Marshoudi et al., 2023; Karimi et al., 2023).
Visionary leadership plays a critical role in shaping the psychological climate of government agencies operating in VUCA contexts (Baran & Woznyj, 2021). 

Transformational leadership enables leaders to foster a positive organizational culture and climate by modeling ethical behavior, inspiring a shared vision, encouraging innovative thinking, and offering personalized support to employees (Bass, 1985).
Through transformational leadership, individuals can focus on inspiring followers and meeting their developmental needs (Bainade et al., 2023; Bass, 1985).
Studies consistently show that transformational leadership plays an important part in inspiring workers to be involved, or engaged, in their work (Lai et al., 2020; Tims et al., 2011)


Background: Purpose (Objective)

4

The purpose of this quantitative non-experimental
correlational study is to determine if and to what
extent there is a relationship between supervisors’
transformational leadership behaviors and
employees’ psychological safety climate among U.S.
Department of the Navy civilians.

U.S. Government ]

L

[Department of the Navy]

L | U.S. Navy Civilians |

Leadership Behaviors in Government Vernon Brown
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To understanding the problem more and be able to add knowledge to the field of organizational leadership, the study aims to determine the relationship between leader behaviors and psychological safety climate specifically within the Department of Navy civilian context. This focus allows for targeted insight into the public sector leadership dynamics and explores the relationship within a context where uncertainty is contingent upon the geo-political domain and evolving activities around the world.


Research Questions & Hypotheses

’TRQl: To what extent is there a relationship between supervisors’

UENS G EWELHEINEED T RS EVICIE and employees’ psychological

safety climate among United States Department of the Navy civilians?

RQ2: To what extent is there a relationship between supervisors’

L CEIPLEG RTINS and employees’ psychological safety climate
among United States Department of the Navy civilians?

on o |

RQ3: To what extent is there a relationship between supervisors’

HIIELLEING Gy and employees’ psychological safety climate
among United States Department of the Navy civilians?

RQ4: To what extent is there a relationship between supervisors’

(VT DEUPZL R H G I ET o]y and employees’ psychological safety

climate among United States Department of the Navy civilians?

RQ5: To what extent is there a relationship between supervisors’

MEIEETEIRS T[T ELEYy and employees’ psychological safety climate
among United States Department of the Navy civilians?

Leadership Behaviors in Government Vernon Brown

Ho#: There is not a statistically significant
relationship between supervisors’ [...] and
employees’ psychological safety climate among
United States Department of the Navy civilians.

H,#: There is a statistically significant
relationship between supervisors’ [...] and
employees’ psychological safety climate among
United States Department of the Navy civilians.

> CIU
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To aid in the exploration of the relationship, five research questions have been developed to examine both overall transformational leadership and its four dimensions - idealized influence, inspirational motivation, individualized consideration, and intellectual stimulation – all in relation to psychological safety climate. Each research question has a corresponding null and alternative hypothesis which is depicted to the right on the slide. The hypotheses assert that either “there is” or “there is not” a signification relationship between supervisors’ behaviors in the context of transformational leadership and employees’ psychological safety climate within the U.S. Department of the Navy. 

The assumption based on existing research in other organizational contexts, is that the null hypothesis will be rejected or not accepted. This would indicate that there is a relationship between leadership behaviors and psychological safety climate within the Department of the Navy. �
Looking at it a little more in-depth, this may also indicate which behaviors within transformational leadership are more instrumental in fostering a climate of psychological safety based on the relationship and strength of each dimension of transformational leadership.


Theoretical Framework

Transformational Leadership (TL)

1

Idealized Influence
(Dimension of TL) H2

i[_Influence Others _ 4

| Inspirational Motivation » Ps];ychollc?glcal
i (Dimension of TL) H3 y Satety Climate

Trust, Open
Communication, Risk-
Taking, Innovation,
FeedAback

| (PSC)
Individualized Consideration ' <v7 —
) . | Learning, Inclusivity,
(Dimension of TL) H4 ! Empowerment,
ﬁ Develop Individuals Adeprabilty
i esilience

Intellectual Stimulation !
(Dimension of TL) H5 i

Note. lllustration of the study theoretical
foundation created by author: Vernon S.
Brown.

Leadership Behaviors in Government Vernon Brown
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To guide the study, the theoretical framework was constructed. The framework consists of the foundational theory of transformational leadership and the four dimensions of transformational leader. Depicted here is a visual representation of the theoretical foundation and connections between the dependent and independent variables. This framework combines transformational leadership theory with psychological safety concepts and identifies the links where it is hypothesized that a relationship might exist. 

Illustrated within the framework is how the totality of transformational leadership as well as the four dimensions of transformational leadership may potentially influence psychological safety climate within the organization.


Literature Review

Organizational Leadership }

)
)

Psychological Safety } [ Volatile, Uncertain, Complex, & Ambiguous }

» Transactional » History » Geopolitical landscape
» Transformational » Concept & Belief » Uncertainty in the adversarial context
» Transformational 4 - I's > Aspects » Interdependencies & Complexity
_ _ » Climate .
» Leadership Behaviors » Priorities of Government
_ » Antecedents _ o
» Public Sector » Public Opinion of Government
» Outcomes
» Antecedents » Government & VUCA
» Importance
» Outcomes 5 Leadership Impact » Leadership Behavior in Government
» Trust > Employee Silence
» Organizational Citizenship > Organizational Silence

Vernon Brown 9 C IU
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To get to the point of developing a proposal, there was an extensive review of literature to help inform the study. 

The literature review for the study covers three main areas which are organizational leadership with focus on transformational approaches, psychological safety and its outcomes, and the VUCA environment inherent within government organizations. 

The literature review reveals not only the gap to be addressed by the research but also foundationally builds the proposed study whose purpose is to gain an understanding in leadership behavior and the impacts this behavior has in government settings which are often uncertain and complex in nature.��Fundamentally, the review of literature contributed to an understanding of the current state of transformational leadership, psychological safety, and VUCA type organizations often found within government and public sector settings. The information from the literature review informed the research questions, methodology, hypotheses and direction of the study to effectively explore the identified gap.


Research Method & Design

[ Methodology } [ Design } [ Instrument } [ Participants }

» Quantitative » Non-experimental > FEVS » U.S. Navy Civilians
» Correlational Validity + Reliability » n =384 (min.)

Multi-scale » Anonymous

5-point Likert » Confidential

91 individual items > Voluntary

5 indices

19 demographic Qs
OPM Administered

vV V V VY V V VYV V

Permission Granted

Vernon Brown 10 CI ' '
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To execute the study, a quantitative, non-experimental correlational design using the Federal Employee Viewpoint Survey will be employed. The validated FEVS instrument provides access to Department of Navy civilian perspectives and consist of multiple validated and reliable scales of measure and indices that make up the 91 individual items and 19 demographic questions within the FEVS. The instrument itself is administered by the United States Office of Personnel Management and is the only federally mandated and authorized survey allowed to be administered internally within the United States Government. This fact alone, makes the FEVS a crucial instrument to accurately explore this topic within government organizations. Permissions to utilize the FEVS instrument have been granted directly from the U.S. OPM and the FEVS research team and will be provided in the Institutional Review Board submission. It is included as Appendix A within the proposal.


Finally, the minimum sample size that will be utilized for the study is 384 participants. This was determined through a power analysis conducted with Raosoft.��Parameters established for selecting the minimum sample size are a desirable margin of error set at 5%, a response distribution set at 50%, and a confidence interval set at 95%. The resulting outcome is a recommendation of (n = 384).�
Raosoft states:�“The minimum recommended size of your survey. If you create a sample of this many people and get responses from everyone, you’re more likely to get a correct answer than you would from a large sample where only a small percentage of the sample responds to your survey (Raosoft, 2004).”

Extra:
In 2023, 625,568 United States Federal Government civilian employees was obtained according to the U.S. OPM public website.
FY22 indicated that the total end strength of civilian personnel within the United States Department of the Navy was estimated at 200,248 personnel.
Applying the representative definition of a sample size, as outlined by Cochran (2007) and Creswell and Creswell (2023), would require approximately 10% of the total population, an estimated 20,025 participants. 




Research Method & Design (Model)

Input Output
Literature Review / TL Data Analysis / SPSS Results
O O O O O O >
Methodology

Quantitative / RQs / Hypotheses Contribution

e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e Interpretation of the
Results

Transformational Leadership (TL)

Trust, Open
T Communication, Risk-
Idealized Influence Taking, Innovation,
(Dimension of TL) H2 Feedback

7N

Psychological
Safety Climate

]:I Influence Others

Inspirational Motivation
(Dimension of TL) H3 :

* Add To the Body of Knowledge
(Organizational Leadership)

¥

Individualized Consideration , —
Learning, Inclusivity,

(Dimension of TL) H4 Empowerment,
" Adaptabilit

]:I Develop Individuals Rap..a "y,
esilience

Intellectual Stimulation

(Dimension of TL) H5 Note. lllustration of the study research

model created by author: Vernon S.
Brown.

n - CIU
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Continuing with the research methods.

In this illustration you can see in simple terms the research method and study design with the input and output overlayed on the research model.

Starting from left to right, this model visually walks through the steps of how the proposal was established starting with a literature review, which led to a determination of the methodology required to explore the gap in research. 

Finally, the Data Analysis using statistical measures helps to determine if there “is” or “is not” a relationship between the identified variables of the study to resultantly add to the body of knowledge in both transformational leadership studies and psychological safety.


Data Collection

ﬁ DATA PROTECTION*

Informed Consent
Obtained by U.S.
Office of Personnel IBM SPSS

Management

Data Collection
U.S. Office of
Personnel
Management

Permissions Raw Data Provided Raw Data Raw Data
Obtained to utilize Cleaned & Downloaded Filtered/Cleaned of
U.S. OPM FEVS & Anonymized w/o & Exported to Incomplete Sets &

2023 Dataset Identifiers Microsoft Excel Stored / Protected*

Microsoft Excel File
Imported into IBM
SPSS

Leadership Behaviors in Government Vernon Brown
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As previously discussed, the data collection utilizes the United States OPM FEVS instrument and subsequent dataset. 

What you see before you is a visual representation of the process starting from your top left working down and then progressing to the right.

Before starting this process, IRB approval must be obtained:
 Upon approval by the IRB, the data collection process will commence
 Informed consent is obtained by U.S. OPM during inter-agency collection – and not an issue
 Data collection is conducted by the U.S. Office of Personnel Management (only authorized internal collection process within GOV) – also not an issue
 Permissions are required to utilize the OPM FEVS & 2023 dataset – As previously stated, permissions have been granted (09.24.24) 
 Raw data (.cvs) is provided clean and anonymized without identifiers directly from the U.S. OPM – additional cleaning will be conducted and discussed here shortly
 The downloaded raw (.cvs) data file is exported to a Microsoft Excel file
 Once exported to Microsoft Excel, the data is filtered (for Navy Civilians) and further cleaned of any incomplete datasets. It is also stored on a password protected laptop (3yrs)
 The cleaned and filtered Microsoft Excel file is then imported into IBM SPSS for assumptions testing and statistical analysis, which will be touched on in the next slide

Analysis includes descriptive statistics, correlation analysis for relationships between variables, and regression analysis to understand predictive relationships. I want to stress that all ethical considerations and data protection measures are put into place from the point that data is obtained until completion and 3 years after the study.




Data Analysis

» Descriptive analysis conducted on participant demographics

» Cronbach’s alpha (o) analysis for reliability conducted

» Test of assumptions conducted for correlation & regression (8 total test)

» Determination of appropriate statistical measures following assumptions

» RQ1: TL = Independent Variable (IV) / PSC = Dependent Variable (DV)

> RQ2—-RQ5: TLIF2 TLIM®®, TLICF¥ TLIS** = IV / PSC =DV  s===m-mmommammmmmcaaae .

Glossary

I' I

. Correlation I TL: Transformational Leadership ;

Regression Models o) Qg’b@ \ PSC: Psychological Safety Climate :

» PSC= bﬂ' ™ bj L = 6‘)%30 o@@q 0.5 WEAK 0 WEAK 0-5 OQ% Qe'@ 1 ,I TLI: TL (Idealize Influence) |
— e — : F—<"—"— | | TLIM: TL (Inspirational Motivation) :

¥ PSC=b,+ b; TLIL + b; TLIM + b; TLIC =+ by TLIS Perfect negative No correlation Perfect positive : TLIC: TL (Individualized Consideration) :
linear correlation linear correlation 'l TLIS: TL (Intellectual Stimulation) :

Vernon Brown 13 CI ' '
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To gain a better understanding of the sample, descriptive statistical analysis will be performed. Descriptive statistics include dispersion, central tendency, and frequency which are measures used in quantitative analyses to summarize the data (Creswell & Creswell, 2023; Salkind & Frey, 2020; Siedlecki, 2020).��Cronbach’s alpha (α): Used to provide reasonable confidence in the reliability and consistency of the FEVS scales of measure and their foundational questions in the context of the field and discipline they explore.

Correlation coefficient (r) measures relationship strength and direction, ranging from -1 to +1 (Laerd Statistics 2018; Salkind & Frey, 2020; Shantal et al., 2023). 

Linear regression and multiple linear regression examine predictive relationships between variables (Cohen et al., 2018; Ghanad, 2023; Laerd Statistics, 2015).

Assumptions testing:

Correlational analysis�(1) continuous variables paired together (verified through study design requirements)
(2) a linear relationship between variables (verified using IBM SPSS)
(3) absence of significant outliers (verified using IBM SPSS)
(4) bivariate normality (verified using IBM SPSS)

Simple linear regression
(5) independence of residuals (verified using IBM SPSS)
(6) homoscedasticity (verified using IBM SPSS)
(7) normal distribution of residuals (verified using IBM SPSS)

Multiple linear regression
(8) absence of multicollinearity (verified using IBM SPSS)
��Regression Models: Self-made using study variables
�Correlation diagram: https://mathspace.co/textbooks/syllabuses/Syllabus-1023/topics/Topic-20208/subtopics/Subtopic-279438/?activeTab=theory&activeLessonTab=content


Organizational & Kingdom Impact

Organizational

~

Provides insight into leadership behaviors that enhance employee voice and
innovation while reducing organizational silence. Understanding this could lead to
more effective public service delivery and improved organizational performance

throughout government and various context (Miao et al., 2020; Dillon et al., 2023).

The Kingdom
Promotes environments where individuals feel valued and safe to voice concerns,

aligning with biblical principles of servant leadership and treating others with dignity
(King James Bible, 1769/2021, Philippians 2:3-4). Through this knowledge, leaders can
foster more ethical, transparent, and people-centered leadership practices that reflect

\_ God'’s love through how organizations treat and develop their people. Y,

Leadership Behaviors in Government Vernon Brown
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Kingdom: 3 Let nothing be done through strife or vainglory; but in lowliness of mind let each esteem other better than themselves.
4 Look not every man on his own things, but every man also on the things of others.  (King James Bible, 1769/2021, Philippians 2:3-4)

The impact of the proposed study is significant in that it has important dual impact.

Organizationally, the research informs leadership practices in government settings. This allows for leadership and organizations to understand what leadership behaviors are most effective in fostering a climate where employee voice and innovation are at the highest levels of benefit. It also, provides insight into what leadership behaviors have the most impact or detriment to the overall organizational silence or unwillingness to speak up. Resultantly, this is important in government because it provides effectiveness for the organization to service the public of which the government is responsible for. 

From a Kingdom perspective, the research promotes an environment that reflects on the biblical principles of dignity and ethical leadership. When organizations and organizational leaders apply this research through the Kingdom lens, they promote safety in voice, advice through counsel, and align with the biblical principles of servant leadership and treating others with dignity.


Timeline to Accomplish & Cost

| 2024 |

(J December: Submit IRB package
(J December: CIU holiday break

__________________________________

E $ Cost Breakdown

' Participant compensation = SO i
\ Survey administration = SO i
.: IBM SPSS Software License = $123.90 |
' Laerd Statistics = $18.99 (one year) ,:
' FEVS Instrument License = $0 :

—— T ———— T

Leadership Behaviors in Government

| 2025 |

(J January: Receive IRB approval

J January: Data collection (OPM dataset)
J January — February: Data analysis

J February — April: Chapter 4

 April —June: Chapter 5

J July — August: Dissertation Defense

J August — November: Graduation

Vernon Brown
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Next, we have the proposed timeline to accomplish the study and the estimated cost breakdown. 

The estimated timeline to accomplish the research extends from December 2024 (following proposal defense and IRB submission) through November 2025 (estimated graduation). In regard to cost, there is minimal costs due to the use of the existing FEVS instrument and collected dataset, which is made available for use by the United States Office of Personnel Management. 

In fact, the only significant cost other than time, is the license required for the IBM SPSS software license and the access to Laerd Statistics, which is beneficial in understanding the quantitative statistical measures and the use of IBM SPSS.


Comments & Discussion

!

Thank you for your time and support!
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And finally, we have come to the end. I want to thank you all for your time, attention, and support. Of note, references used throughout the presentation slides are available on the last two slides of the presentation.

And at this time, I will conclude and turn this over to you Dr. Gwaltney and committee for your questions and feedback on this proposal.

Thank you again!
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