
       (Blank Page) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  



r.\-8.-tq

DISSERTATION APPROVED BY

Debra Ford, Ph.D., Chair

Mary Ann

Moss Breen, Ph.D., Director

Gail M. Jensen, Ph.D., Dean

Ph.D., Committee Member

Date



 

 

 

 

 

EFFECTIVE LEADERSHIP: A QUALITATIVE STUDY OF LEADERSHIP SKILLS 

IN THE HEALTH INFORMATION MANAGEMENT INDUSTRY 

 

 

 

 

 

___________________________________ 

 

By 

SALLIE C. BISSETTE 

 

___________________________________ 

 

 

 

A DISSERTATION IN PRACTICE 

 

 

Submitted to the faculty of the Graduate School of Creighton University in Partial 

Fulfillment of the Requirements for the degree of Doctor of Education in 

Interdisciplinary Leadership 

_________________________________ 

 

Omaha, NE  

April 8, 2019 



  



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Copyright 2019, Sallie C. Bissette 
 

This document is copyrighted material. Under copyright law, no part of this document 
may be reproduced without the expressed permission of the author. 



                           iii	

Abstract 

Health Information Management (HIM) is vital to hospital operations.  Its team members 

are the custodians of the patient’s medical record, ensure patient privacy, and are closely 

involved in the hospital’s revenue cycle.  The purpose of this dissertation in practice was 

to investigate how HIM leaders describe leadership skills needed to be an effective leader 

in the HIM field.  The study aimed to understand the skills needed to be considered 

effective.  A qualitative case study analysis was conducted with 11 current HIM leaders 

in North Carolina.  From this research, six themes were identified explaining the skills 

needed to be considered an effective leader.  Four themes were directly related to the 

HIM leader in general.  Those themes are understanding HIM, being self-aware, being a 

leader not a manager, and developing others.  Two additional themes, being confident 

and exhibiting vulnerability, indicated skills needed by the female HIM leader.  Through 

use of the identified themes, recommendations were made to begin a liaison position in 

NCHIMA to support the relationship between HIM and HIT programs and NCHIMA.  

The liaison position will also continue NCHIMA’s outreach program with current HIM 

professionals to help develop their leadership skills.  With the help of its volunteers, 

NCHIMA will be able to assist future and current HIM professionals develop their 

leadership skills. 

Keywords: Health Information Management, leadership, mentorship, female leadership 
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CHAPTER ONE: INTRODUCTION 

Introduction and Background  

Leadership is vital in effective healthcare organizations to ensure positive patient 

outcomes, successful business operations, and employee retention (Cliff, 2012; Gabel, 

2013).  Healthcare is an industry in which many careers are typically identified as female 

roles due to the nature of the tasks performed, and skills require compassion, care, 

understanding, and nurturing.  Because of this, many of the healthcare fields are 

predominantly female (Berkley, Siobhan, & Morley, 2014).   The Health Information 

Management (HIM) field falls into this category.  Roles of those in a HIM position 

include individuals who act as a file clerk, medical billing expert, and documentation 

abstractor.  This study investigated the needed skills of an effective HIM leader to assist 

those currently in the HIM industry.   The skills identified in this study will arm current 

and future HIM leaders with an understanding of how to better develop themselves as 

leaders in the HIM industry. 

The characteristics exhibited by female leaders are those that help create a culture 

of caring and understanding (Ryan, Haslam, Hersby & Bongiorno, 2011).  These same 

characteristics can be applied in other avenues of leadership and team cohesiveness.  

Braun, Stegmann, Hernandez Bark, Junker, and van Dick (2017) also suggested that 

female leaders possess follower skills their male counterparts do not.  Thus, there is a 

need to develop strong female leaders to handle the day-to-day operations of the heavily 

regulated HIM field.   

Women are expected to exhibit leadership styles that are warm and selfless while 

still proving their ability to be assertive and competent (Eagly & Carli, 2007).  Women 
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often have trouble juggling the communal/female (e.g., mother-like, caring, 

understanding) expectations and the need to exhibit agentic/male (e.g., tough, assertion, 

control) characteristics (Eagly & Carli, 2007).  The ability of the female leader to be self-

aware is vital to her success.  She must also be aware of the needs of her organization.  If 

she is unable to adjust appropriately and produce positive outcomes, she could be viewed 

as ineffective and deemed unable to hold a leadership position.  Through the development 

of a network, the female leader can build relationships that will help her navigate through 

the leadership labyrinth.  The HIM industry is primarily female; thus, there is a need to 

ensure these female leaders have the skills needed to be effective.  

Eagly and Carli (2007) described social capital as the relationship between people 

and the feelings of mutual obligation and support.  Through social capital networks, 

female leaders can develop relationships with others that build not just knowledge but 

also trust and a shared understanding of what it is like to be a female leader (Eagly & 

Carli, 2007).  Female leaders need to identify ways in which they can increase their social 

capital as their male counterparts have done (Ryan, et al., 2011).  Through these 

relationships and positive feedback, confidence will likely increase in a woman’s 

perception in her ability to perform (Dahlvig & Longman, 2010).  

Additionally, social capital can help female leaders with advancement as it 

provides a channel in which mentoring can occur.  Development of relationships through 

an increase in social capital opens doors for the female leader to locate mentors.  Mentors 

can increase confidence in the mentee as the relationship provides the mentee with direct 

access to someone who has achieved similar goals (Eagly & Carli, 2007; Moores, Holley, 

Collen, 2018).  With an increase in her self-confidence, the female leader will feel she is 
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equipped with the skills she needs to be an effective leader.  Together, female leaders can 

support each other as they navigate the labyrinth.   

We must teach women to learn how to blend the perfect mixture of female and 

male traits needed in their organization to be successful leaders (Eagly & Carli, 2007).  

Eagly and Carli (2007) suggested that good leaders neither exhibit male nor female traits, 

but characteristics from both genders are what create good leaders.  This dissertation in 

practice (DIP) discovered the skills effective HIM leaders currently possess.   These skills 

can be utilized by current and future HIM leaders to prepare for leadership positions.  

Statement of the Problem  

 The HIM industry needs to develop a curriculum aimed at helping current and 

future HIM professionals hone leadership skills.  There is currently very little research 

about HIM leaders to assist in the development of the HIM leader.  Additionally, the 

HIM industry is ever-changing due to fluctuating federal and state regulations that guide 

its practices.  HIM leaders need to be able to adjust and keep up with these regulations.   

Without research about what creates effective leaders in the HIM industry, 

potential leaders may be left unprepared.  The HIM industry is 90% female (R. Morrison, 

personal communication, March 20, 2018).  Due to this, it adds to the importance of 

understanding the female leader.  The level of expectation for leadership skills and 

effectiveness is sometimes higher for women than for men, making it hard to obtain 

positions within successful organizations (Hunt-Earle, 2012).    Due to this, HIM leaders 

need to understand how to lead effectively in their respected departments and 

organizations as leaders who are female. 

Purpose of the Study 
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The purpose of this case study dissertation in practice was to investigate how 

HIM leaders describe leadership skills needed to be an effective leader in the HIM field.  

In addition, whether there are additional skills needed by female HIM leaders specifically 

to be considered effective leaders in the industry was investigated. 

Research Questions   

Research Question #1: How do HIM leaders describe their leadership skills? 

Research Question #2: In contrast to their male counterparts, what additional skills must 

effective female leaders possess?  

Aim of the Study 

  The aim of this study was to discover the needed skills of an effective HIM leader 

and based upon these findings, to provide an increase in knowledge of these skill sets.   

Methodology  

 The methodology for this research study was a qualitative case study.  A case 

study is an in-depth analysis of a specific population.  For this study, interviews were 

conducted with current HIM leaders in North Carolina.  Participants are members of the 

North Carolina Health Information Management Association (NCHIMA).  NCHIMA is a 

component state association of the national organization American Health Information 

Management Association (AHIMA).  Most members of AHIMA & NCHIMA hold a 

degree from a Commission on Accreditation for Health Informatics and Information 

Management (CAHIIM)- approved collegiate program and/or an AHIMA credential.  

Along with AHIMA, NCHIMA provides education and volunteer leadership 

opportunities to its membership.  Members of NCHIMA are currently working in or 

retired from the HIM field or a student in a HIM program.   
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 Participants were identified using the listing of those individuals who are elected 

or appointed to the NCHIMA Executive Board and other NCHIMA members. 

 

Definition of Relevant Terms 

 This section serves the purpose of defining terms used through the course of this 

study.  The following list of terms will be used during this study.   

 American Health Information Management Association (AHIMA)-national 

organization accrediting body for HIM/HIT and associated credentials; provides 

education, networking, and leadership opportunities at a national level  

 Component State Association (CSA): branch of AHIMA providing local access to 

professional education and networking 

 Effective Leader: one who develops positive outcomes for an organization; 

mentors others; successful, cohesive team player and team builder 

 Health Information Management (HIM): Traditional medical records department; 

hospital revenue cycle; privacy, data security, and information governance 

stewards 

Health Information Management (HIM) Academic Program:  Baccalaureate 

degree program teaching healthcare medical records administration and 

management of healthcare revenue cycle. 

Health Information Technology (HIT) Academic Program: Associates degree 

program teaching healthcare medical record duties, revenue cycle duties.  

 Leadership Confidence: self-confidence in one’s ability to lead 
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 Leadership Skills: skills needed to lead team based on an organization’s mission 

and goals; leadership characteristics, styles, critical thinking 

 Success in HIM: creating positive outcomes in the HIM industry, consistently 

growing through positions in the HIM industry, known throughout organizations 

(industry, AHIMA, and/or CSA) for positive outcomes, contributor to HIM 

industry 

 North Carolina Health Information Management Association (NCHIMA): 

component state association of AHIMA providing continuing education, 

networking opportunities, and leadership skills to its members  

Limitations, Delimitations, and Personal Biases 

 Delimitations are different from limitations in that they are controlled by the 

researcher (Roberts, 2010).  Leaders participating in this study were selected from the 

state of North Carolina.  Due to this population, the study findings cannot be generalized 

to other states on a one to one basis as it only looks at HIM leaders in the state of North 

Carolina.  Additionally, the study only reviewed needed characteristics in the HIM 

industry and may not necessarily be applied to leaders in other disciplines.   

 Like delimitations, limitations are weak areas within the research. Case studies 

are a narrow review of those being studied.  Due to the confined parameters of a case 

study, the findings cannot be applied globally.  Another limitation was the leaders 

studied.  These individuals are leaders within their respective organizations representing 

the HIM industry.  Their perceptions of needed skills may only portray those skills 

needed in a specific organization.  



EFFECTIVE LEADERSHIP  7

 The researcher is a member of NCHIMA, participating on their governance board, 

and a current non-traditional HIM leader.  The researcher followed procedures in the 

study design to reduce potential bias about findings and acted in an independent fashion 

to report only on the facts as they are discovered. 

 

 

The Role of Leadership in this Study 

 For many years, females in leadership positions felt that a glass ceiling was above 

them (Eagly & Carli, 2007; Ryan et al., 2011; Omran, Alizadeh, & Esmaeeli, 2015).  

Women knew they could perform in leadership positions; however, they often were not 

given the chance to prove their leadership skills (Eagly & Carli, 2007; Goethals & Hoyt, 

2017).  Recently, more women have stepped into leadership positions and have been 

appointed to boards within organizations (Fritz & van Knippenberg, 2017; Seo, Huang, & 

Han, 2017).  With the reduction of the glass ceiling in many fields, the appearance of the 

glass cliff occurred.  The glass cliff is defined as positions women enter in which they are 

expected to fail (Eagly and Carli, 2007).  Understanding how to maneuver through the 

labyrinth is vital for the female leader to be effective.   

The HIM industry is ever-changing with federal and state regulations governing 

medical documentation and revenue cycle.  Due to this, it is possible many of the 

organizations HIM leaders work in are in a state of crisis.  It is imperative HIM leaders 

understand how to lead during challenging times and comprehend the organization’s 

culture to know how to lead effectively.   

Significance of the Dissertation in Practice Study 
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The healthcare industry is one of the most regulated industries in the United 

States.  Healthcare organizations of all kinds frequently find themselves in the hot seat 

with governmental and clinical quality entities.  Health Information Management is vital 

to the operations of the healthcare organization.  They are stewards of the medical 

records and the experts on revenue cycle.  Women in HIM departments must determine 

how to become effective leaders with those working in their departments and their 

internal customers.  Due to this phenomenon, it is important that young women 

graduating from undergraduate programs are equipped with adequate entry level 

leadership skills.  These skills are fundamental to the healthcare organization to ensure 

regulations are followed and revenue continues to cycle through the health system.   

Health Information Management and Health Information Technology (HIT) 

programs need to focus on teaching women to learn how to blend a mixture of female and 

male traits to be successful leaders (Eagly & Carli, 2007).  Understanding when to utilize 

communal characteristics and when agentic characteristics are needed is important for 

their success.  Teaching these young women how to be self-aware and attentive to the 

organization is imperative. These skills are important to the woman’s ability to lead 

effectively.  The skills set identified by the HIM leaders will help these students 

understand how to become better leaders within the HIM industry.   

Some of these young women in the HIM & HIT programs, will step directly into 

entry-level leadership positions upon graduation (ECU, 2018).  They need to learn the 

skills necessary to be successful and focus on the task at hand.  The skills should help 

increase the confidence in the female HIM leader.  It is possible to build confidence in 
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these women by helping them be self-aware and teaching them to align themselves with 

strong mentors who can guide them through the rough patches. 

This study determined the needed skills to be effective HIM leaders as described 

by HIM leaders themselves.  Additionally, the study reviewed the skills needed by female 

HIM leaders to determine if these skills are different or in addition to the skills needed for 

the overall HIM leader.  After the skills have been identified, the researcher worked with 

HIM & HIT programs and NCHIMA to develop a committee focused on teaching 

students and current HIM industry members these skills.   

 

Summary 

Successful routes to high-level leadership positions are obtainable; however, 

women must learn how to navigate the leadership labyrinth to find success (Eagly & 

Carli, 2007).  Currently, there is a gap in research regarding the skills needed to be an 

effective HIM leader.  Once these skills are identified, recommendations are made on 

how to educate current and future HIM leaders.   

The purpose of this case study dissertation in practice was to investigate the 

leadership skills needed by HIM leaders to be effective.  In addition, the study 

investigated whether additional skills are needed by female HIM leaders to be considered 

effective leaders in the industry.  The intent of the study was to identify the needed 

leadership skills through a qualitative case study.  

Limitations did present themselves in the form of leadership experience, gender, 

location, and potential researcher bias.  However, given these limitations, the additional 

information on female leadership in a healthcare industry may help future female leaders 



EFFECTIVE LEADERSHIP  10

understand how to be better leaders.  The goal of this dissertation in practice was to 

understand, through the use of the research questions, what skills are needed to be an 

effective (female) HIM leader.   
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CHAPTER TWO: LITERATURE REVIEW 

Introduction 

Leadership is one of the most studied human behavioral phenomena (Sheridan, 

Watzlaf, & Fox, 2016).  Successful leadership development matters a great deal to 

organizations who are attempting to have a strategic advantage over their competitors 

(Johnstal, 2013).  Determining the skills needed to be effective is important.  

Additionally, understanding how the female leader must behave, act, respond differently 

from the norm, is also important.  

 This section will review the literature available and identify themes as they relate 

to definitions and styles of leadership, successful leadership characteristics, the role 

gender plays in leadership, and leadership in a healthcare setting.  These themes will help 

current and future Health Information Management (HIM) leaders understand 

background information on leadership skills and styles in the pursuance of additional 

information related specifically to the HIM industry.  Additionally, due to the fact the 

majority of the HIM industry is female, there is a need to understand aspects of female 

leadership.  

Understanding the importance of strong leadership is vital to the organization as 

well as the leader.  Organizations depend on strong leaders to help the organization be 

successful.  When making organizational changes, having the right leadership in place is 

crucial (Folta, Seguin, Ackerman, & Nelson, 2012).  Leaders looking up to other 

successful leaders not only show how the road has previously been paved but also 

demonstrate how to accomplish goals (Hoyt, Burnette, & Innella, 2012).  
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 It is widely known there is a difference in the female leadership experience 

(Shollen, 2015).  Female leaders define success by their ability to change lives (Folta et 

al., 2012).  Subsequently, the arduous work of female leaders is not always recognized 

(Costello, 2015).  

Female leadership styles are overlooked as leaders do not realize a special skill set 

is sometimes needed for female leaders.  There are several elements that can be put into 

place to assist the female leader in her position.  Increases in social capital, human 

capital, and development of mentor relationships put the female leader in a position of 

increased knowledge and understanding of her role as a leader. However, research shows 

that female leaders do not always look for mentors, but those having a mentor 

relationship benefit from them (Eagly & Carli, 2007; McDonagh, Bobrowski, Hoss, 

Paris, & Schulte, 2014).  This section reviews the many elements of leadership both 

through a general lens and also through the lens of leadership based on gender.  

What is Leadership? 

 Northouse (2016) defined leadership as a process where one individual influences 

a group to achieve change.  Howard (2005) stated there are many different definitions of 

leadership.  Leadership should not be considered coercing others but empowering them 

(Doh, 2003).  Folta et al. (2012) stated leadership is a much-needed element in designing 

change within an organization.  These definitions show the diverse ways in which 

leadership can be perceived.  They also show leadership may not be a one-size fits all 

style utilized by all leaders.  The collective understanding and varied perceptions of the 

definition is what makes each leadership approach unique. 

Leadership Practices  
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 For centuries, society has called for and focused its attention on the development 

of good leaders (Landis, Hill, & Harvey, 2014).  Leaders discover themselves, develop 

character and vision through experiences, and learn from others who influenced them 

(Kleihauer et al., 2013).  Olson and Simerson (2015) stated the Five Practices of 

Exemplary Leadership highlight the characteristics of effective leaders.  Those practices 

include: modeling the way, inspiring a shared vision, challenging the process, enabling 

others to act, and encouraging the heart.  Kouzes and Posner (2012) second this model 

when they explained the behavior exhibited by the leader makes a great positive 

difference in commitment and performance of those who follow.  

Leadership Styles 

 Each leader has their own style of leading their team (Kleihauer et al., 2013).  The 

style of leadership a leader may portray is dependent on the leader’s personality (Howard, 

2005).  Additionally, the leader’s style may also change to be aligned with the 

organization’s culture (Lowney, 2003).  Leaders may possess characteristics from several 

leadership styles and not demonstrate a specific leadership style routinely (Gellis, 2001).  

Additionally, followers will respond to the same leadership style differently based on 

gender (Thompson, 2000).  For example, a stern male leader may be more respected than 

a stern female leader.  Women are expected to possess communal characteristics and be 

more “motherly” than the male counterpart (Eagly & Carli, 2007).  These perceptions 

could affect how successful the leader is perceived.  

 Transformational leadership. Transformational leaders strive to develop a 

process in which change occurs by transforming people and the organization (Bass, 1990; 

Kleihauer et al., 2013; Banks, McCauley, Gardner & Guler, 2016; Sirkwoo, Seo, & 
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Shapiro, 2016).  These leaders develop goals, create plans executing the goal, and 

innovate even in unsuccessful organizations (McDonagh et al., 2014; Kleihauer et al., 

2013; Owens & Hekman, 2012).  Transformational leaders encourage followers to 

develop to their full potential through a change of the follower’s focus from a focus on 

themselves to focusing on the organization (Kleihauer et al., 2013; Gabel, 2013; Gong, 

Kim, Lee, & Zhu, 2013).   

 Leading their followers.  Northouse (2016) stated transformational leaders are 

concerned with improving and developing their followers.  To do so, these leaders are 

reliant on the ability to develop sound relationships with their followers.  

Transformational leadership is dependent on a personal relationship between the leader 

and the follower and not based on formal organizational roles or rewards (Wallis, 

Yammarino, & Feyerherm, 2011; Goethals & Hoyt, 2017).  Transformational leaders are 

successful because they empower their followers to believe in themselves which can lead 

to development of better processes which benefit the organization.  The behaviors of a 

transformational leader create positive organizational change while developing leaders 

who meet organizational requirements and improve organizational performance (Wallis 

et al., 2011; Ryan et al., 2011; Madrid, Totterdell, Niven, & Barros, 2016). 

Transformational leaders typically articulate a vision, provide a model, foster 

goals, set high performing expectations, provide support, and offer intellectual 

stimulation (Wallis et al., 2011).  Once this vision has been articulated, the 

transformational leader uses his/her skills to help their followers grow.  Northouse (2016) 

described four factors transformational leaders use to lead their followers: idealized 
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influence, inspirational motivation, intellectual stimulation, and individualized 

consideration.  These four factors are outlined below. 

Idealized influence.  Leaders exhibiting idealized influence act as strong role 

models for their followers.  Their followers want to emulate their leader (Northouse, 

2016; Zdaniuk & Babocel, 2015).  Idealized influence can be used to change the 

follower’s behavior.  The charisma of the transformational leader can inspire and 

influence the follower by tying the leader’s interest with the follower’s interest, thus 

creating a stronger bond between the leader and the follower (Zdaniuk & Babocel, 2015).  

These leaders lead by example by following their own values and the values of the 

organization (Martin, 2017; Boises, Fiset, & Gill, 2015).  The use of idealized influence 

empowers the follower to work autonomously and strengthens the dedication to the 

organization (Martin, 2017; Zdaniuk & Babocel, 2015).  

Inspirational motivation.  With inspirational motivation, the leader provides an 

inspiring vision to which the follower wants to belong (Boises et al., 2015; Dienert, 

Homan, Boer, Voelpel, & Gutermann, 2015).  Jiang, Gao, & Yang (2018) explained that 

a leader’s ability to use inspirational motivation behavior creates a sense of group identity 

with their followers, thus inspiring them to take pride and ownership of their work.  

Inspirational motivation also helps the follower find their voice in the workplace, 

providing them with the confidence to voice their opinions and ideas (Jiang, Gao, & 

Yang, 2018).  This unites the group creating a shared vision the team can collectively 

work toward (Boises et al., 2015; Dienert et al., 2015). 

Intellectual stimulation.  Intellectual stimulation is used to question the current 

and/or previous state of the organization (Martin, 2017; Boises et al., 2015).  Using 
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intellectual stimulation, leaders can make the organization more innovative, provide 

learning at all levels, and challenge employees to take on tasks related to their own 

interests while expanding their abilities (Martin, 2017; Dienert et al., 2015).  These 

leaders may also assign duties to followers that align with creative outcomes allowing the 

follower to utilize their own creativity when developing a solution (Boises et al., 2015).  

This factor of transformational leadership allows the follower to display behaviors such 

as intelligence, logic, rationality, and complex problem-solving skills (Smothers, Doleh, 

Celuch, Peluchette, & Valadares, 2016). 

Individualized consideration.  Individualized consideration allows the follower to 

open and express their emotions while providing the leader with the perception of being 

both developmental of the follower’s skills and supportive of the follower (Menges, 

Kilduff, Kern, & Bruch, 2015).  These leaders attend to the follower’s needs which are 

articulated through emotions (Menges et al., 2015; Deinert et al., 2015).  Followers can 

hold honest conversations about their feelings related to duties with their leader.  This 

factor of transformational leadership is dependent on open two-way communication 

between the leader and the follower.   This factor empowers the follower to feel 

comfortable bringing thoughts, ideas, opinions, and feedback to the leader (Menges et al., 

2015).  Through individualized consideration, the follower may exhibit an increase in 

self-awareness, be relationally transparent, and have an internalized moral perspective 

(Martin, 2017; Deinert et al., 2015).  Leaders utilizing individualized consideration may 

see an increased organizational commitment from their followers (Martin, 2017).   

 Transactional leadership.  This leadership style is the traditional leadership 

practice (Kleihauer et al., 2013).  These leaders are different from the transformational 
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leader in that they do not focus on the individual needs of the followers (Northouse, 

2016).  Transactional leaders focus on the exchanges between leader and follower 

(Martin, 2017).  Transactional leaders will reward followers for successes and identify 

follower errors.  Transactional leaders become successful in that the give-take 

relationship benefits the follower by accomplishing the needs of the leader.  

Transactional leaders may also lead by exception in that they wait until a problem arises 

before addressing it (Gellis, 2001).  Below are three behaviors exhibited by the 

transactional leader.  

 Contingent reward.  Contingent reward is the exchange process between leader 

and follower (Northouse, 2016; Johnson et al., 2017).  These rewards may positively 

reinforce follower behaviors by bringing attention to the positive outcomes and behaviors 

of the follower.  To get the outcomes desired by the leader, the leader and follower agree 

to terms that provide both the leader and follower with an acceptable product (Buengeler, 

Homan, & Voelpel, 2016; Johnson et al., 2017).  This type of leadership creates the 

foundation for a relationship between the leader and follower thus potentially increasing 

the performance of the follower (Robinson & Boies, 2016; Buengeler, et al., 2016). 

 Management by exception: active.  In active management by exception, the 

leader looks for errors requiring corrective action (Robinson & Boies, 2016; Breevaart et 

al., 2014).  Willis, Clarke, and O’Connor (2017) stated active management by exception 

is effective for enhancing followers’ extra effort for safety and contextual performance 

(duties that contribute to the core standards for the organization).  Due to the fact the 

leader is constantly looking for errors, followers feel as though the risk of error is low 

because the leader actively scans processes and job duties to determine where errors are 



EFFECTIVE LEADERSHIP  18

occurring.  Followers may also feel as though the leader may unnecessarily control some 

aspects while other aspects are beneficial for performance (Willis, Clarke, & O’Conner, 

2017; Sawhney & Cigularov, 2019).  Active management by exception may be viewed 

by followers as the leader’s ability to mitigate, manage, and identify risks within their 

area (Willis et al., 2017). 

Management by exception: passive.   In passive management by exception, the 

leader waits for errors to occur before taking corrective action (Robinson & Boies, 2016; 

Arnold, Connelly, Gellatly, Walsh, & Withey, 2017).  Often linked to laissez-faire 

leadership, these leaders have a hands-off approach avoiding followers and decision 

making (Arnold et al., 2017).  These leaders fail to intervene until the problem becomes 

serious (Sawhney & Cigularov, 2019).  This factor of transactional leadership has 

negative effects on job performance and workplace safety outcomes (Willis et al., 2017). 

Leadership Characteristics 

 Leaders must be able to elicit needed behaviors from followers (Koning & Van 

Kleef, 2015).  These behaviors can occur organically, but the success of the leader is 

dependent on the follower’s ability to complete needed tasks and master skills.  Leaders 

should show moral courage, be ethical, and set an example for their employees.  These 

skills are important to the success of the leader’s ability to meet the mission and vision of 

the organization. 

Moral courage.  Leaders often find themselves faced with challenging problems 

in which there is no clear solution.  In their response, leaders must exercise the use of 

their own moral courage (Hutchinson, Daly, Usher, & Jackson, 2015). This moral 

courage allows the leader to take a stand when needed thus preventing the perception 
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they are ineffective and/or uninspiring (Mannix, Wilkes, & Daly, 2015).  Often, the 

deployment of moral courage from a leader speaks to the leader’s level of ethics (Comer 

& Schwartz, 2017). 

Ethical leader.  Ethical leaders are true to their beliefs, understand that not all 

policies apply all the time, and are open to other’s concerns (Mannix et al., 2015; Sosik, 

Chun, Ete, Arenas, & Scherer, 2018).  Clarke and Barch (2016) deemed there are four 

characteristics of ethical leaders.  Those characteristics are: their behavior is predictable, 

they allow others to grow and lead, they communicate clearly, and they are genuine and 

take interest in the people around them. These behaviors allow leaders to corroborate 

their high moral standing and helps the leader to mitigate unethical behaviors within the 

organization (Lin, Ma, & Johnson, 2016). 

Ethical leader outcomes. Ethical leadership is linked to transformational 

leadership and the contingent reward factor of transactional leadership (Bedi, Alpaslan, & 

Green, 2016).  Ethical leaders may increase job satisfaction, develop trust with their 

followers, and decrease counterproductive work behaviors (Bedi et al., 2016; Soisk et al., 

2018).  Ethical leaders also report lower turnover rates and an increase in psychological 

wellbeing in their followers (Soisk et al., 2018). 

Leader Development  

 Leadership development looks to improve the skills of the leader.  Odom, Ho, and 

Moore (2014) described six characteristics that define effective leadership skills.  They 

are: considerable time and effort toward tasks, interactions with peers and faculty, 

experiencing diversity, receiving feedback, applying leadership skills to real world 

examples, and being self-aware (Odom, Ho, & Moore, 2014).  Crosby (2012) indicated a 
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feeling of empowerment comes from being engaged in a learning activity.  Development 

of leaders includes an educational process designed to improve leadership capabilities 

(McAlearney, 2006).  The educational process is dependent on the leader how they learn 

best.  Some leaders may need to learn by hands on training, while others can learn 

through reflective observation. 

Hands on Training 

Of course, teaching leadership in the workplace is different than teaching 

leadership skills to students.  Within the workplace, organizations understand their 

culture and can train leaders to their liking.  Organizations can ensure their onsite training 

is successful using the following items: developmental relationships, 360-degree 

feedback, instruments or assessments, individual development plans, simulations and 

videos, classroom learning, development assignments, and action learning (Johnstal, 

2013). 

Reflective Observation 

 Reflective observation is another avenue in which the learner may use to refine 

their leadership skills.  Through reflective observation, one is reflecting on what they 

have observed leaders do.  Like reflective learning, one can reflect on what they have 

observed instead of focusing on the actual learning experience (Crosby, 2012).   

 Reflection allows one to increase their own self-discovery, solutions to problems, 

and critical thinking skills (Crosby, 2012).  However, students may make some 

leadership behavior changes during the learning program and again after they have 

completed the learning program (Buskey & Karvonen, 2012).  It is important for 
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leadership to go above cognitions to be more focused on actions, communications, 

inspiring others, and being a role model (Doh, 2003).    

What Defines Successful Leaders 

 Success is never achieved in isolation (Hoyt et al., 2012).  Folta et al. (2012) 

listed the following skills as those of successful leaders: “democratic decision-making 

style, make it possible for all members to participate, responsive and accessible, are well-

connected to other leaders” (p. 384).  Successful leaders also understand and can 

maneuver through organizational politics (Crampton & Mishra, 1999).  Successful 

leaders must know themselves, know what they are good at, and know how to best 

perform (Campbell, 2013).   

Incremental theorists (those with a malleable view of intelligence), believe that 

they can look to a leader, as a follower, for the opportunity to progress and reap the 

benefit of self-improvement through the functions of their mentors or other leaders (Park 

& Kim, 2015; Hoyt et al., 2012).  Mentorships give leaders the ability to have a 

hierarchical relationship where the expert teaches the apprentice (Costello, 2015).  

Mentors act as a sponsor, teacher, devil’s advocate, and coach to their mentees which in 

turn helps provide clarity and promotes positive behaviors in young leaders (Crampton & 

Mishra, 1999).  With the help of these mentors, leaders may feel more confident in their 

abilities and become effective leaders.  

Subsequently, entity theorists/followers (those with a fixed view of intelligence) 

are more focused on the static ability to emulate more successful leaders and may lose 

confidence because of their affiliation with mentors or knowledge of successful leaders 
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(Park & Kim, 2015; Hoyt et al., 2012).  Even with a mentor present, there is no guarantee 

that the mentee will be successful in the leadership arena (Doh, 2003).   

Leader-Member Exchange Theory 

 Leader-member exchange theory argues that follower/leader relationships help 

develop support and a feeling of self-worth for the follower while creating a sense that 

the superior is their leader (Wallis et al., 2011).  Creating this relationship with their 

followers aligns the leader with the potential at having positive outcomes.  With affective 

presence, leaders can elicit responses about certain feelings from team members 

regardless of the feelings of the leader (Madrid et al., 2016).  Affective presence is 

defined as a personality construct of an individual’s ability to make the interaction 

equally positive or negative for the other person(s).  The ability to have this type of 

exchange with team members allows the leader to get to the real feelings of the team and 

create a more cohesive team.  Through the development of these relationships, followers 

take on more initiative, career risks, and become better organizational citizens (Wallis et 

al., 2011).  

Successful Female Leadership Characteristics 

 “Effective leaders do not come from one mold” (Crampton & Mishra, p. 94).  

Folta et al. (2012) found through their study of female leaders, the number one 

characteristic of their participants was for the leader to create a strong vision for the 

organization, staying committed to the vision, and inspiring others to share the vision. 

The women in the Folta et al. (2012) study also felt that passion and persistence were also 

qualities a successful leader must possess.  Transformational leaders possess the ability to 

create a vision and instill it in their followers (Northouse, 2016).  



EFFECTIVE LEADERSHIP  23

 Most successful female leaders relate to using a transformational leadership style 

(Crampton & Mishra, 1999).  This allows her to create a vision and empower her 

subordinates to work toward the goal.  The female leader’s use of communal 

characteristics may align with an organization’s mission and vision and create a warm 

and welcoming culture for those working with her.   

 Female leaders often struggle with knowing the right mix of communal and 

agentic characteristics needed to be successful (Eagly & Carli, 2007).  With communal 

characteristics, female leaders have the tendency to be “mothering” and “caring” for their 

teams.  They may be more likely to be understanding and see positive characteristics in 

their subordinates.  However, female leaders often run into trouble when they allow these 

characteristics to get in the way of accomplishing goals and initiatives.  Campbell (2013) 

pointed out that people tend to judge others based on their behavior but judge ourselves 

based on our intent.  People do well in recognizing the “good” in others.  The ability to 

“not believe” the bad signs of their followers could be detrimental to the female leader.  

 Several elements tie into successful leaders.  The connection between a leader and 

a mentor is one way a leader can align themselves with other successful leaders that may 

be able to help them along their leadership path.  Women also must be attuned to the fact 

they may need to be aware of their leadership style and perceptions as they may be 

looked to differently than their male counterparts.  Self-awareness and organizational 

understanding is important for all leaders who want to be successful and effective leaders 

in their industry/organization. 

Gender in Leadership 
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 Women are receiving university education degrees at higher rates than their male 

counterparts (Kleihauer et al., 2013).  The perception is these women are preparing 

themselves to be ready, willing, and able to tackle leadership positions.  However, these 

future female leaders need to be prepared for roadblocks that may occur along the way.  

According to Rusch (2004), female administrators are still reporting experiences with the 

glass ceiling, exclusion from power networks, and gender-based role expectations.   

 Leadership efficacy is developed through practice.  To learn leadership, the 

individual must be motivated to be a leader (Doh, 2003).  With that said, traditional 

gender roles may prevent females from seeking out opportunities giving them the 

experience they need to establish efficacy that attributes to successful leadership skills 

(O’Dell, Smith, & Born, 2016).  The barriers exist; however, they can be moved, and 

success can be achieved.  Women should approach their careers with the understanding 

that some barriers will exist; however, they also need to understand how some women 

have broken through those barriers (Crampton & Mishra, 1999).   

Male Versus Female Leaders 

 Female leaders typically lead with communal characteristics.  These 

characteristics include affection, helpfulness, friendly, kind, sympathetic to follower 

needs, and compassion (Eagly & Carli, 2007).  These traits are not typically those of 

successful leaders (Kleinhauser et al., 2013).  The perceived traits of a successful leader 

include agentic characteristics (Eagly & Carli, 2007; Eagly, 2018; Brescoll, Okimoto, & 

Vial, 2018).  These characteristics are typically exhibited by males and include being 

assertive, ambitious, dominant and self-confident (Eagly & Carli, 2007).   
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Throughout the course of time, men have developed characteristics giving them 

the innate skills needed to seek leadership skills and dominating roles (Kleihauer et al., 

2013).  From a very young age, males are taught to be strong, confident, and assertive.  

Male leaders typically exhibit a more transactional leadership style.  They will typically 

correct or provide disciplinary actions for follower behavior through active or passive 

actions (Kleihauer et al., 2013).  Male leaders are also more likely to have a hands-off 

approach, thus being a laissez-faire leader (Kleihauer et al., 2013).  However, while often 

transformational leader characteristics are linked to stereotypical female characteristics, 

there are male transformational leaders (Ryan et al., 2011).  Ultimately, men may be 

transactional or transformational; however, it is more accepted for them to be leaders than 

their female counterparts. 

Women must learn how to balance being likeable (communal) and competent 

(agentic) to be perceived as successful (Shollen, 2015).  In trying to do so, women must 

be careful not to show too little emotion as it may make their followers feel alienated 

(Howard, 2005).  Successful female leaders understand when to act in feminine ways and 

when they need to be tougher based on the organization’s culture and needs.  These skills 

need to be taught to young leaders as they learn basic leadership skills.   

Gender Norms and Leadership 

 Gender tends to factor into whether an individual deems themselves capable of 

becoming a leader.  When a leader decides they are incapable of being an effective 

leader, the competitiveness and viability of an organization could be at risk due to the fact 

this person is not contributing (with their skills) as a leader (Kleihauer et al., 2013).  
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Women who are aspiring to be leaders have a smaller social support system for learning 

how to become leaders (Shollen, 2015).   

 Women have been conditioned to put their families first creating a role conflict; 

family first instead of career-minded.  A lack of role models is also present for those 

women interested in becoming leaders (Crampton & Mishra, 1999).  In doing so, women 

often think of themselves as unable to be successful in leadership roles (Berkery, 

Siobhan, & Morley, 2014).  Through role congruity theory, women are assigned many of 

the domestic duties within their family (Eagly & Carli, 2007).  These stereotypical roles 

may make women feel as though they are not capable or have the time to devote to 

leadership positions.  These perceived roles may also be the reason a woman is 

overlooked for a leadership position (Braun et al., 2017).  These roadblocks combined 

may be a leading cause as to why there are so few female leaders in board level or even 

chief executive officer positions.  

Challenges for Female Leaders 

 Several challenges exist for the female leader.  Women frequently lack human 

capital, may be discriminated against, and have typical domestic role duties (Eagly & 

Carli, 2007; Tate & Yang, 2015).  Characteristics of successful leaders often are 

characteristics depicted by the male population.  Communication differences between 

males and females also play a role in creating challenges.  Women are often perceived to 

be less empowering through their communication than their male counterpart (Crampton 

& Mishra, 1999). Due to this, women are tasked with the daunting duty of finding the 

middle ground in which they exhibit both communal (caring and understanding) 

characteristics while portraying a strong confident leader (agentic characteristics) 
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(Brescoll et al., 2018).  Additionally, it is significant for female leaders to understand it is 

not necessarily important to be liked as it is to be respected (Thompson, 2000).  These 

issues are discussed below. 

Under investment in human capital.  Due to their domestic duties, women may 

have a lapse in work history.  These lapses may create a lack of job experience or on-the-

job training.  These situations may decrease a woman’s ability to develop needed 

relationship and increasing her human capital (skills, knowledge, and experience) (Eagly 

& Carli, 2007). 

 Causes of loss in human capital.  While the decision to take time away from 

work is a hard one, Hewlett and Luce (2005) discovered that 37% of women voluntarily 

chose to take a leave of absence from their careers.  These factors may include having 

children (43%), caring for other family members (24%), and/or other personal health 

reasons (9%) (Hewlett & Luce, 2005).  In contrast, only 24% of men have reported taking 

time away from work (Hewlett & Luce, 2005).  Women also report, at 17%, taking time 

from work because they find lack of meaning in their current career/position (Hewlett & 

Luce, 2005).    

 Without an investment in themselves (human capital), women may not have the 

education needed to be effective leaders.  Due to their domestic duties, women may feel 

as though they do not have time to invest in themselves.  Women may receive less on-

the-job training than men based on their domestic duties, which then equates to lower 

salaries and more interruptions in work history due to their feelings of inadequacy related 

to their ability to perform (Kleihauer et al., 2013). These interruptions in work history 
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may cause women to be overlooked for leadership positions due to the lack of experience 

(Kleihauer et al., 2013).   

Discrimination against women based on gender norms.  Through their study, 

Kleihauer et al. (2013) discovered women were more likely to learn from challenges that 

would help shape them into better leaders. These skills will help female leaders prepare 

for other forms of biases.  Discrimination can also be seen through male-dominated 

organizational policies and structures that prevent women from advancing inside the 

organization (Crampton & Mishra, 1999).  There is a vast difference in the decision-

making power given to male leaders and the duties given to their female counterparts 

(Kleihauer et al., 2013).  The challenges women face throughout their careers will 

prepare them for the discriminations they may face. 

 Discrimination also occurs for women who make the decision to take off work to 

tend to their (perceived) domestic duties.  When women leave the workforce, they open 

themselves up to a barrier when they attempt to re-enter the workforce.  Re-entering the 

workforce opens other forms of discrimination.  Women who chose to take time off from 

work lose 18% of their earning income (Hewlett & Luce, 2005).  Reasons vary as to why 

women take a leave of absences; however, organizations need to be prepared to support 

these women interested in re-entering the workforce (Hewlett & Luce, 2005).    

Why women choose not to lead.  Women are also pressured into feeling as 

though they must be a part of many facets while doing their duties perfectly causing them 

to take career detours (Shollen, 2015).  This may also prevent women from applying for 

leadership positions.  Many domestic duties fall on females to complete.  When in 
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leadership classes, females need to be taught work life balance and maintain confidence 

needed to be successful.   

Glass Ceiling 

 The glass ceiling is a metaphor for barriers women face in the workforce.  

Women can often qualify for a leadership position within their organization, yet not be 

considered due to their gender.  This barrier consists of negative attitudes and prejudices 

that prevent women (and minorities) from moving up the corporate hierarchy (Crampton 

& Mishra, 1999).  According to Eagly and Carli (2007), there are seven reasons why this 

metaphor is erroneous: 

 implies that women have equal access to entry-level positions; 

 assumes the presence of an absolute barrier at a specific high-level in 

organizations; 

 suggests that all barriers to women are difficult to detect and therefore 

unforeseen; 

 assumes there exists a single, homogeneous barrier and thereby; ignores 

the complexity and variety of obstacles that women leaders can face; 

 recognize the diverse strategies women devise to become leaders; 

 precludes the possibility that women can overcome barriers and become 

leaders; and 

 suggest that thoughtful problem solving can facilitate women’s paths to 

leadership (pp.11-13). 

This metaphor is imperfect in that it does not allow for the instances in which 

women have been able to break through the glass ceiling.  It does; however, describe the 
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roadblocks some women encounter throughout their careers.  Women must find ways to 

break through the glass ceiling.  Through relationships and skills learned either in the 

classroom or on-the-job, female leaders can prepare themselves for the above listed 

perceptions and work to mitigate them.  Women must be flexible and willing to put in the 

work differently than their male counterparts.  

Female Leadership Development  

 Costello (2015) stated that as a female leader you should take responsibility for 

your development and you will be more likely to succeed.  Kleihauer et al. (2013) 

indicated the increase in research of the female leadership development is vital to the 

development of effective female leaders.  Organizations need to understand the needed 

qualities of leaders and develop men and women to meet their needs (Crampton & 

Mishra, 1999).  However, certain industries lack resources to identify the needed skills of 

their leaders.  The complexity of the healthcare industry creates challenges that prevents 

the healthcare industry from putting a leadership development plan in place for its leaders 

(McAlearney, 2006).  Understanding these challenges, is important for the female 

leader’s development.  While she may not be in a leader development driven industry, 

she will still need to find resources that will help her meet her goals and the goals of her 

organization. 

 Mentorship.  Successful leaders cannot lead what they do not understand, thus 

the need for coaching and mentoring is vital for them to learn leadership skills (Doh, 

2003).  Mentoring and coaching can be used in combination to assist with the leadership 

development of students (Johnstal, 2013).  Mentorship is about equity (building your 

network), therefore opening it up for females, minorities, and males alike is vital 
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(Costello, 2015).  For the mentor relationship to be effective, the mentee needs to be able 

to identify with the mentor and believe their level of success is obtainable (Hoyt et al., 

2012).  Mentoring could reach more people and develop better programs for females if 

done through workshops, institutes, and sponsored programs (Costello, 2015).  

Developing a positive relationship with mentors is vital for females in leadership 

positions because it gives them someone who can help them navigate the waters (Hoyt et 

al., 2012).  Mentoring also helps women who have taken time off from work.  These 

relationships help women expand and sustain professional aspirations (Hewlett & Luce, 

2005).  Through these relationships, individuals can help prevent the negative stereotypes 

of female leaders and become successful (Hoyt et al., 2012).  This supports the 

importance of having more female mentors because female students can identify with 

them and the leaders have proven that females can be successful leaders (Hoyt et al., 

2012).  Therefore, connecting women with mentors may help them develop their skills 

and become an effective leader.  

 Role models. When leaders need inspiration on how to be better leaders, they 

frequently look to other successful people as role models (Hoyt et al., 2012).  Successful 

members of a minority group are often expected to become role models for those who 

aspire to be successful (Lockwood, 2006).  Role models not only can provide an example 

of the type of success one can achieve, but they can also provide a template of behaviors 

needed for success (Lockwood, 2006).  Lockwood (2006) also explained that women are 

more likely to be influenced by female role models demonstrating success in their 

industry than their male counterparts.  With role models in place, the female leader can 
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build the skills necessary through observing the role model and watching their leadership 

behaviors. 

 As described in this section, several barriers may prevent a female from becoming 

a leader and possibly being deemed an effective leader.  Women must be aware of the 

organization’s culture and their own characteristics to assist with their leadership styles.  

They must be aware of the needs of their organization while understanding there may be 

gender-based roadblocks in place.  Through leadership development; however, women 

can break through those barriers by increasing their human capital and aligning 

themselves with other successful female (or male) leaders.  

Leaders in Health Information Management  

Leadership challenges in the healthcare industry has led to an immediate need to 

develop strong leaders (McAlearney, 2006).  Most healthcare entities focus on patient-

centered education and fail to concentrate on leadership abilities and skills.  Leadership 

has not been studied extensively in the HIM industry (Sheridan et al., 2016).  In the HIM 

world, much of the workforce is female, therefore attention needs to be turned to 

developing the female leader.  Organizations that are willing to bring on female leaders 

and support them will be vital to their success as leaders.  Most of the people working in 

the HIM field have very technical positions.  In most cases, they are not high-level 

managers.  Because of this phenomenon, there is not much research currently available 

about the HIM leader.  Also, HIM leaders learn most of their leadership skills on the job 

through the relationships they make with colleagues (Sheridan et al., 2016).  HIM 

departments, as well as the healthcare industry in general, should begin looking at 

education plans to increase the skill sets of their leaders.  While patients should be the 
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primary focus, it is important for the organization’s business model that strong leaders are 

in place.   

Healthcare Leader 

 Effective leaders must be self-aware of their own values (Mannix et al., 2015).  In 

HIM, studies are needed about how HIM leaders develop, how to conduct their work day, 

how to manage and lead, and their levels of self-awareness (Sheridan et al., 2016).  The 

HIM world is notorious for developing task-oriented managers who may lack leadership 

skills and behaviors (Sheridan et al., 2016).  Organizations are unlikely to hire HIM 

leaders who lack attention to detail, cannot think logically, are unable to plan, and 

execute plans (Sasnett & Ross, 2007).  Therefore, leaders in the HIM field must be able 

to not only develop leaders who can get the operational tasks done, but who can have a 

vision to take the department into new HIM arenas as the industry grows with the 

everchanging electronic health record.  

Summary 

Women feel as though the discussion about gender in leadership rarely occurs 

(Rusch, 2004).  More conversations need to be held regarding the difference between 

how female leaders develop skills and how male leaders develop.  Several barriers can 

occur preventing women from becoming leaders.  Understanding these barriers and 

developing a course to breakthrough or go around them, will be vital to the woman’s 

ability to gain leadership insight and skills.  Through mentorships, women can share 

experiences and gain advice and receive support through other women’s successes 

(Costello, 2015).  Additionally, organizations should be reviewing how they can reach 
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the female leader to assist her in developing her skill sets with the understanding that 

women leaders may develop differently than men.   

 More research is needed in how we can continue to develop effective female 

leaders; specifically, those in the HIM field.  Through this study, an understanding of 

what is needed to be a successful leader in the HIM industry will develop.  Additionally, 

a review of the female HIM leader will also be performed.  As demonstrated through this 

literature review, there is a gap between the HIM leader and other industries and the 

female leader characteristics needed in the HIM industry.  Very little literature was 

discovered related to the HIM leader.  Most specifically, less literature was found 

regarding how to best advise this female-driven industry how to be effective female 

leaders.  This research has shown female leaders enter the “leadership world” as bit of an 

underdog.  Females without mentors or role models, may not realize they are held to 

different standards simply due to their gender.  Understanding the organization’s cultures 

and surrounding themselves with a network of other leaders will help direct females 

down the path to success.  This study will aim to fill the gap related to HIM leadership 

and female HIM leadership by focusing on the characteristics and/or skills needed to be 

deemed effective.  
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 CHAPTER THREE: METHODOLOGY  

Introduction 

As described in Chapter Two, research can be found describing the many barriers 

for women obtaining leadership positions, as well as maintaining leadership roles.  

Examples of these barriers include but are not limited to: decreased social capital, 

decreased human capital, and the belief women may not be good leaders.  The purpose of 

this case study dissertation in practice was to investigate how HIM leaders describe the 

leadership skills needed to be an effective leader in the HIM field.  In addition, whether 

there are other skills needed by female HIM leaders to be considered effective leaders in 

the industry was investigated.  Recommendations are made later on how education can be 

tailored to ensure current and future HIM leaders understand the needed skills to be 

deemed effective leaders.  

Research Questions  

The intent of this dissertation in practice was to investigate the needed 

characteristics and skills effective HIM leaders should possess.  Additionally, discovery 

of characteristics needed by female leaders was also studied.    

Research Question #1: How do HIM leaders describe their leadership skills? 

Research Question #2: In contrast to their male counterparts, what additional skills must 

effective female HIM leaders possess?  

Research Design 

 The design for this research was a qualitative case study to determine the skills 

needed to be an effective HIM leader.  For this study, interviews were conducted with 

current HIM leaders in North Carolina.  First, the researcher inquired about the skills 
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and/or characteristics needed to be an effective HIM leader.  The researcher then asked 

about skills and/or characteristics needed by female leaders to be considered effective in 

the HIM industry that may be different than those needed by male leaders in the HIM 

industry. 

Participants/Data Sources and Recruitment 

 HIM leaders were interviewed to discover their perceived ideas of successful 

leadership characteristics and skills.  Current HIM leaders were interviewed.  These 

leaders were identified by use of the current NCHIMA Executive Board roster and 

NCHIMA member list.  

 NCHIMA is a volunteer-led organization.  Members hold various roles in the 

HIM industry.  Utilizing the member list, the researcher invited NCHIMA members who 

are currently in a leadership position within their organizations to participate in the study.  

These leadership positions may include but not limited to: manager, director, vice 

president, chief operating officer, or comparable role.  The researcher selected twenty 

members.  Members selected were male and female.  Participants were identified and 

interviewed until saturation was reached.  Saldana (2016) stated the researcher reaches 

saturation at the point in data gathering and analysis when no new information seems to 

be emerging.  Snowball sampling was utilized through a request to participants to identify 

others who were willing to participate.   

 Those identified as potential participants received an email invitation for a 60-

minute interview.  The invitation explained the purpose of the study and included the 

consent form for their review prior to the scheduling of the interview (Appendix A).  

Once the participant agreed to participate, the interview was scheduled at a convenient 
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time for both parties.  Participation in the interview with the researcher inferred the 

participant’s consent to join the study. 

Interviews occurred through a phone call.  Participants were asked for their 

consent to have the interview recorded by the researcher.  The researcher again informed 

the participant of the steps taken to keep their information confidential and secure 

throughout the research study.  

Data Collection Tools 

 Data was collected through interviews with participants.  Demographic 

information collected included: number of years of experience in HIM industry, gender, 

and current role.  A semi-structured interview guide (Appendix B) was used to generate 

data (Creswell, 2014). Open-ended questions gave the participant the ability to speak 

openly about their experience as a leader (Creswell, 2014).  Information discovered 

through the interview process remained anonymous.  Participants were assigned a 

pseudonym to provide anonymous tracking of the transcriptions and themes identified 

through their interview.  Transcriptions of the interviews were kept in a password 

protected folder on the researcher’s computer.  Each individual transcribed interview was 

also password protected to provide an additional layer of protection to the data.  

 In instances where clarification was needed, the researcher performed member 

checking with the participants to review the collected data to ensure the researcher fully 

understood the participant’s intent.  

Data Collection Procedures 

 At the time of the interview, the researcher reviewed the purpose with the 

participant again and answered any preliminary questions the participant had regarding 
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the study in general.  Interviewees were asked to alert the researcher if they needed a 

break, did not want to answer a question, or wished to discontinue to the interview 

process.  With previously confirmed permission, the researcher also reminded the 

participant the interview was being recorded and the recording and any field notes would 

be held securely through password protection on the researcher’s laptop.  The field notes, 

transcripts, and any other data collected through the course of the interviews was held in 

a password protected folder on the researcher’s laptop as well as each document was 

password protected itself.   

Ethical Considerations 

 It is important to identify ethical issues that may occur before the research begins 

(Creswell, 2018).  Many times, in qualitative studies, it is easy for the researcher to 

introduce their own bias into the collected data.  Researchers performing interviews must 

be mindful of their own facial expressions and the comments they make as the 

interviewees respond to the questions.  To control bias, the researcher was mindful to not 

insert her own thoughts into the data analysis and remained open-minded.   

Using memoing, the researcher ensured the ideas collected and analyzed from the 

data were those from the participates (Creswell, 2018).  While working through the 

coding process, the researcher made notes of questions, ideas, or other items to consider 

staying focused on the transcription and not her personal interpretation of the data.  This 

process assisted in decreasing the likelihood the researcher inadvertently inserted her 

opinion(s) into the data. 

 Those selected to participate in this study received an official invitation.  The 

invitation described the study, the purpose of the study, and requested an appointment to 
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meet with the participant.  The invitation stressed the researcher’s desire to keep all 

participant responses confidential and anonymous through password protection of 

individual data elements on a password protected computer.  Attached to the email 

invitation was the consent form (Appendix A) for their review prior to scheduling the 

interview.   

The researcher is a leader in the HIM industry.  Due to this, the researcher has 

pre-established relationships with most of those participating in the study.  It was 

important that the researcher limit her own bias during the research process.  The 

researcher managed her bias by remaining focused on the interview questions and not 

offering her own opinion to participant responses.  As previously stated, the practice of 

memoing assisted the researcher in preventing her personal beliefs from entering the data.  

 As previously mentioned, the data collected from the interviews was kept in a 

password protected folder on the researcher’s laptop.  Each file was also password 

protected to provide an additional layer of protection to the participant’s data.  The 

information collected did not refer to participants by name.  Instead, participants were 

referred to by their participant ID (Appendix C) throughout the data analysis.  The list of 

participant names and codes were kept separate from the interview transcripts.  

Participants were referred to by their pseudonym to maintain anonymity.   

Data Analysis Plan 

   The researcher used the Temi transcription application (app) to record and 

transcribe all interviews.  This data was coded, as outlined below, to identify related 

themes and sub-themes. 
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The researcher reviewed the transcriptions, memos, and field notes to ensure they 

adequately represented the information provided during the participant(s) interviews.  

Field notes were taken during the interview to identify any noticed changes in behavior 

and voice inflection, and to keep notes for further understanding.  The researcher used the 

Temi app to record and transcribe interviews.  Transcriptions provided through the Temi 

app were checked for accuracy against the audio recordings.  If confusion or additional 

questions were presented, the researcher conducted member checking to clarify questions 

and intentions.   

The analysis plan outlined by Creswell (2018) was followed as described below.  

Once the transcription process occurred, the data collected was then analyzed to identify 

initial themes through open coding.  Saldana (2016) defined open coding as initial coding 

or first cycle coding in which the beginning stages of coding begins.  Through the initial 

open coding exercise, the researcher began to break down the data in individual 

segments.  Basic, initial themes helped the researcher understand the needed 

characteristics and skill sets of successful leaders through the identification of specific 

situations found in the interview process (Creswell, 2018).     

As the researcher coded the transcription, memoing occurred to document ideas as 

the patterns of characteristics and skills needed to be an effective leader emerged.  As 

Saldana (2016) mentioned, coding is not a one step process.  Following the initial review, 

the researcher performed a second review of the data using the themes identified through 

open coding as preliminary information.  The researcher used the axial coding technique 

to perform the second review.  Axial coding aims to find the “bigger picture” through 

metaphors and concepts (Saldana, 2016, p. 206).   After several axial coding exercises 
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identified potential themes, in vivo coding (codes/terms used by the participants 

themselves) helped the researcher at a macro level understand the actual meanings of the 

themes through the review of the interview data.  

Themes identified through saturation were deemed the most prevalent 

characteristics/skills needed for the HIM leader.  While every identified theme served a 

purpose in the data, themes were listed in a hierarchical order to identify the most 

common thoughts and ideas of the participants.   

Summary 

The purpose of this qualitative dissertation in practice was to investigate how 

HIM leaders describe leadership skills needed to be an effective leader in the HIM field.  

In addition, whether there are additional skills needed by female HIM leaders to be 

considered effective leaders in the industry was investigated.  Interviews were utilized to 

reveal the leadership characteristics and skills needed to be effective leaders in the HIM 

world as described by HIM leaders.   

 Interviews were recorded, transcribed, and coded to determine themes and ideas.  

With IRB approval, the interviews began in December of 2018.  The study identified 

potential skills needed by HIM leaders to be effective.  Subsequently, it also identified 

how the female HIM leader may need to lead differently to be considered effective. 

Themes identified provide current and future HIM leaders with valuable information on 

characteristics and skills that can be added and/or expanded upon in the HIM leadership 

education.  Also, HIM departments and HIM associations will be able to use the study 

findings to make appropriate changes while working with new/upcoming/potential 
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leaders in the industry to ensure they receive the education and experience needed to be 

effective. 
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CHAPTER FOUR: FINDINGS 

Introduction 

 Chapter Two outlined the challenges leaders of all genders face.  Leadership 

styles, skills, and characteristics were reviewed to determine what was needed by leaders 

in order to be effective.  Basic leadership classes provide an overview of the same 

characteristics but very rarely focus on the individual, much less a specific industry.  This 

dissertation in practice focused its attention on the development of leaders in the Health 

Information Management industry.  Subsequently, due to the fact the industry is primarily 

female, this study also investigated what characteristics the female HIM leaders needed 

to possess differently than their male counterparts, if anything.  The findings and analysis 

are outlined in the upcoming sections.   

Presentation of the Findings 

 The intent of this dissertation in practice was to investigate the needed 

characteristics and skills effective HIM leaders should possess.  Furthermore, discovery 

of any additional characteristics needed of the female HIM leader was also studied.  This 

qualitative case study and the findings revealed through interviews with HIM leaders are 

outlined below to answer the following research questions.   

Research Question #1: How do HIM leaders describe their leadership skills? 

Research Question #2: In contrast to their male counterparts, what additional skills must 

effective female HIM leaders possess?  

Research Design  

 A qualitative case study was conducted to determine the skills needed for 

effective HIM leaders.  Leadership skills were discussed with participants through a 
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phone interview with participants.  Participants answered pre-determined open-ended 

questions (see Appendix A) to help the researcher gain a clearer understanding of the 

skills and/or characteristics needed to be an effective HIM leader.  Participants also 

answered a series of questions geared toward understanding the female HIM leader and 

any additional skills she needs to be effective in her role as a HIM leader.   

Study Participants 

 Participants were identified using the listing of those individuals who are elected 

or appointed to the NCHIMA Executive Board and those who volunteer for the Health 

Information Management Program Advisory Board for a university in eastern North 

Carolina.  Only individuals who were currently in leadership positions within their home 

organizations (i.e., those with titles of manager, director, or vice president), qualified for 

recruitment.  Individuals selected for participation were either graduates of an HIM 

program or affiliated with AHIMA through volunteer work or hold AHIMA credentials.  

Participant demographics are outlined below.  

 Recruitment of participants.  Twenty participants were identified for 

recruitment based on their volunteer roles as a member of the NCHIMA Executive Board 

or as an Advisory Board member for the Health Information Management program at a 

university in eastern North Carolina.  One participant was identified through snowball 

sampling from another participant.  Not all members of these boards were contacted to 

participate in this study because participants must have a current job title of manager, 

director, vice president, etc. and be in a leadership role within their organization.  All 

participants have been in multiple leadership roles prior to their current role.   
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 To initiate recruitment, the researcher sent email invitations to potential 

participants outlining the purpose of the study and included the Participant Bill of Rights 

(Appendix A).  Invitations defined consent to participate as scheduling the interview.  Of 

the 20 email invitations sent, 11 interviews were scheduled over a four-week time period 

for a 55% overall response rate.  Interviews were scheduled at the convenience of the 

participant and the researcher.   

 Participant demographics.  Eleven participants participated in the study.  Of 

those participating, two (18%) identified as male, leaving nine (82%) of participants 

identifying as female.  Seven directors and four managers participated in this study.  The 

average tenure for the participants was five years in their current positions.  The longest 

tenured participant had been in their role for thirteen years and the shortest tenured 

person has been in their current role for one year.  The average years in director-level 

positions was five and the average years in manager-level positions was six. 

All participants had been in different (but related) leadership roles prior to 

beginning their current role.  Thus, this is not their first leadership position within a 

healthcare organization.  Seven participants hold system-wide roles, meaning their 

responsibilities cover a broader organizational role and not limited to just one department 

or one hospital.  Of those seven, five participants oversee duties for multiple hospitals.  

The remaining four participants focus on one hospital health systems or one physician 

practice. 

Data Collection  

 Data was collected through the use of scheduled interviews with participants.  As 

mentioned previously, participants received an email invitation to participate in this 



EFFECTIVE LEADERSHIP  46

study.  Their scheduling of the interview was their inferred consent to participate as all 

data has remained anonymous.  After interviews were conducted, the researcher 

transcribed and coded interviews to determine themes.  Outlined below are the 

procedures the researcher took to conduct the fieldwork for the study. 

 Data collection tools: Interviews.  In the invitation, participants were asked to 

contact the researcher if they were interested in participating in the research study.  Those 

scheduling an interview were reminded, through the email correspondence, that their 

scheduling confirmed their consent to participate.  Calendar invites from the researcher’s 

outlook calendar were sent to the participant’s preferred email account and marked as 

private on both calendars.  Attached to all invites were the nine research questions, the 

bill of rights, and a statement reminding them their consent was provided through the 

scheduling of the interview. 

 At the beginning of each interview, the researcher thanked the participant for 

agreeing to assist with the study’s investigation into HIM leadership.  The researcher also 

indicated notes would be taken while the participant was speaking to assist with the 

coding process to follow.  Before the interview began, the researcher once again 

confirmed with the participant their consent to participate in the study and to record the 

interview was provided when the interview was scheduled.  The researcher asked each 

participant if they were willing to continue to which all indicated yes.   Once all questions 

were answered, the researcher reviewed notes taken throughout the course of the 

interview to confirm understanding of the participant’s answers.  

The eleven interviews were scheduled over a period of four weeks.  The average 

interview lasted approximately 40 minutes.  All interviews were recorded using the 
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researcher’s iPhone through the use of the Temi app.  No recordings needed to be 

removed as they were housed and linked to the individual transcriptions through Temi.  

All information kept on the Temi website is password protected.  

 Participant identities have remained anonymous with only the researcher knowing 

each participant’s given name.  In a table filed separately are the names of the 

participants and their correlating pseudonym.  Each participant was offered the 

opportunity to either select their pseudonym or have the researcher select one for them.  

Once the interview was completed, the researcher sent a calendar cancellation to the 

participant to ensure there was no identifying information recognizing the participants.  

Data collection tools: Transcriptions.  Immediately following the conclusion of 

the interview, the researcher submitted recordings of the discussion to Temi for 

transcription.  The researcher utilized the Temi app through the use of the researcher’s 

iPhone.  The app recorded the interview, thus removing the need for a separate recording 

and recording device.  Once Temi completed transcribing the interview, the app notified 

the researcher the transcription was ready for review. 

Once transcription was ready, the researcher logged into the Temi website to 

compare the recording alongside the transcription.  One instance of member checking did 

occur as the researcher needed clarity on a participant’s definition of a word used in the 

interview.  The researcher completed this stage of the data review with a total of 146 

pages of single-spaced transcription to review for coding. 

Data Analysis 

Once the transcriptions were verified, the researcher began the coding process.  

The researcher used open, axial, and in vivo coding, in that order, to arrive at themes 
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identified through the interviews.  As previously mentioned, the researcher took notes 

during the interview.  During the interview, the researcher was able to identify terms and 

phrases used frequently by each participant.  Through review of the transcripts along with 

the field notes, the researcher identified 861 open codes and 77 axial codes.  Those codes 

then led to six themes.  Outlined below is the process the researcher used to develop the 

identified themes.  

Open coding.  The researcher began the coding process by creating an Excel 

spreadsheet.  The first tab in this spreadsheet had open codes discovered from the 

transcriptions and the field notes.  The researcher coded each interview individually.  

Initially, to again be familiar with the content, the researcher read over the transcriptions 

and field notes.  The researcher then paused for a few minutes to think about the 

participant’s own words to limit any bias being entered into the coding process.  The 

researcher took into consideration the emphasis on specific words, the questions that had 

clear emotional responses, and any other trends found in the notes, heard in the reviewing 

of the transcription, or through discussions with the participants after the interview. 

With the Excel spreadsheet ready for data input, the researcher began reading the 

transcripts again.  Words and phrases were selected from the transcripts without regard to 

the specific question or topic being addressed.  The same process occurred with the field 

notes to ensure no data was missed.  The researcher then re-read the transcripts and 

interviews based on the questions asked to ensure no other codes could be identified.  

 Each open code identified in the transcription was highlighted in the instance the 

researcher needed to return to it for other purposes.  As the researcher discovered open 

codes, the code and the corresponding participant pseudonym were added to the Excel 
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document.  At the end of the open coding exercise, the researcher identified 861 open 

codes from the 11 interviews conducted.  

 Axial coding.  Once open coding concluded, the researcher was presented with 

one column of 861 open codes in the first tab of an Excel spreadsheet.  The researcher 

then made a copy of the first tab and renamed it as axial codes.  The researcher removed 

the participants’ pseudonyms and focused solely on the open codes.  The researcher 

began by grouping together the same terms in the same column.  For example, every 

open code with the exact wording, “be a mentor” were put together in one column.   

 Once all identical open codes were put together in respective columns, the 

researcher moved on to the remaining open codes.  Codes were then organized by 

similarity.  In using the same mentor example above, open codes stating, “keep helping 

others” or “mentor to provide feedback” were added to the column with the “be a 

mentor” open codes.  These codes were put together for their similarities dealing with 

mentorship and being a mentor.  The researcher used this same logic to align the 

remaining open codes. 

 When all open codes had been categorized, the researcher then reviewed each 

column to determine the main theme.  At this point, the researcher gave each column its 

own title.  These titles became the axial codes.  At the end of this coding process, there 

were 77 individual axial codes identified. 

 In-Vivo coding.  In-vivo coding was conducted after the open and axial coding 

procedures were completed.  Transcriptions were reviewed again, and phrases used by 

participants were collected in the third tab of the Excel spreadsheet in one column.  Once 
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all transcripts had been reviewed and all participant phrasing had been extracted from the 

data, the researcher turned to data collected in the Excel spreadsheet.   

 The researcher then began a similar process as identified in the axial coding 

procedure mentioned above.  As these statements were captured from eleven different 

individuals, there were no two exact phrases.  The researcher was, however, able to 

immediately identify statements with similar words and start categorizing them.  From 

there, the researcher put like meaning statements together.  Once all statements had been 

categorized, the researcher was left with thirteen in-vivo codes. 

Identified Themes 

 With the coding process complete, the researcher began identifying themes found 

in the data.  Again, with the help of the Excel spreadsheet, the researcher made a copy of 

the axial codes tab.  The researcher then took the 77 identified axial codes and started 

identifying similar codes by pairing them together in columns.  Initially, the researcher 

focused on like codes.  For instance, a theme regarding development of others included 

the aforementioned “mentor” open and axial codes.  Other open and axial codes with 

similar definitions and intentions were collected together.  Outlined in the following 

sections are all six themes as they relate to the HIM leader and gender leadership. 

HIM leader.  Participants were asked to describe the characteristics they felt 

were needed by a HIM leader in order to be effective.  Through the data collection and 

analysis process, the researcher discovered four characteristics needed to be deemed an 

effective HIM leader.  Those characteristics are outlined below. 

Understand HIM.  HIM leaders need to understand what HIM is, from where it 

has come, and how to educate others on HIM functions.  Additionally, HIM leaders must 
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understand the guiding principles of the HIM industry.  HIM is an everchanging industry 

with day-to-day duties having significant impact on both patient care and hospital 

operations.  Paul, a director with three years of experience, indicated HIM leaders must 

“understand HIM process” in order to be effective.  Myra, a director with two years of 

experience, stated a HIM leader must “understand how principles transitioned from paper 

to electronic records.”   

It is vital to the success of the HIM department and its leader to maintain 

knowledge of the federal and state regulations governing the HIM industry.  One must be 

flexible and able to pull together the appropriate people when needing to make process 

changes to meet a new regulation or standard.  Rose, a director with five years of 

experience explained you “have to be able to change and grow with the field.”  The 

leader must focus on HIM tasks as well as ensuring the employees are meeting goals and 

necessary productivity to meet the needs of the HIM customers. 

Be self-aware.  It is vital to the effectiveness of any leader to understand 

themselves and how they are perceived by others.  Peggy, a director with four years of 

experience, explained the HIM leader has to “understand how who you are plays into 

your leadership style.”  It is important to understand more about yourself as it provides 

you with an avenue to develop yourself as a leader and to understand how your actions 

could be perceived by others (co-workers, employees, etc.).  Liz, a manager with ten 

years of experience, warns to be “watchful of perceptions.”  Paul recommended to 

“partner with someone to help balance you” as a means to ensure the right perception is 

received.  Understanding how you are perceived is a very important part of effective 

leadership. 
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Be a leader, not a manager.  Leaders are portrayed as those who work with a 

team, develops a team, and works toward the common good.  These leaders are more 

focused on what “we” can accomplish than what “I” will accomplish.  Participants in this 

study felt it was important for the leader to focus on the HIM tasks needed to run an 

effective HIM department, but also there is a need to focus on the employee, the future, 

and building relationships.  Communication (both inside and outside the department) is 

vital to the success of the HIM leader.  It is vital to the success of the HIM industry in 

general, that others within the organization understand what HIM does and why they 

need to be at the table. 

While it is important to understand the difference between a leader and a 

manager, both are vital to the success of the HIM industry, it is important that others 

understand a leader is not a boss.  Liz stated, “a leader compares to a parent” and “lets 

their employees do what they need to do to get the job done.”  Susan, a director with one 

year of experience, explained leaders also need to hold others accountable when she said, 

“as a leader, you should acknowledge someone has issues and work with them to correct 

it.”  HIM leaders must also be open-minded and “understand what followers need in a 

good leader,” stated Hugh, a director with eight years of experience, while “being 

flexible” Elizabeth, a manager with five years of experience, recommended. 

Develop others.  As with any industry, development of those within the industry 

is vital to the industry’s existence.  Those with experience in the HIM field, should be 

looking back and helping those coming behind them to learn about HIM and to ensure 

they develop skills needed to be successful.  Throughout the course of a career, most 

leaders are presented with opportunities to develop relationships and fine-tune skill sets.  
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Leaders must find ways in which they can assist others with their development to ensure 

the great work being conducted by HIM professionals carry on. 

Elizabeth stated you should “help followers find their path.”  Ensuring these 

future leaders and HIM professionals have the skills they need, Minnie, a manager with 

three years of experience, felt you should “always be looking for future leaders.”  

Empowering and mentoring others is one way you can support their development as 

stated by Susan, Peggy, Myra, Betty, and Elizabeth.  Liz felt “leaders encourage” and 

“mentor to provide feedback for development” as stated by Minnie.  The HIM industry 

benefits from strong leaders assisting future leaders and HIM professionals with their 

development.  These leaders continue to forge a path through the HIM jungle thus 

creating a passageway for these future leaders to follow.   

 

Figure 1. Characteristics of effective HIM leaders  

HIM Leader

Understand HIM

Be self-aware

Be a leader, not a manager

Develop others
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Response to research question one.  Research question one aimed to discover 

how HIM leaders describe their leadership skills.  The eleven HIM leaders interviewed 

felt there were four distinct characteristics needed to be deemed an effective leader.  

These participants first indicated HIM leaders needed to have a strong understanding of 

the HIM industry and its history.  They also felt it was important to know and understand 

yourself by being self-aware.  All participants explained the difference between being a 

leader and a manager and felt it was important to be transformational and inspiring to the 

team as a leader and not a manager.  Finally, the participants felt it important to develop 

others to ensure the success of the HIM industry continued.   

 

 

Table 1 

Characteristics of an effective HIM leader 

 

 Female HIM leaders.  In addition to understanding the characteristics needed to 

be an effective HIM leader, the researcher also developed questions aimed at inquiring 

about skills needed, specifically, by the female HIM leader.  Some of the participants felt 

there was no difference between the male and female leaders.  However, through review 

of the data, two themes emerged.  These themes are in addition to the above-mentioned 

themes/characteristics HIM leaders in general must possess.  

Theme
Understand 

HIM
Be self-aware

Be a leader, 
not a 

manager
Develop others

Research Question 1: How do HIM leaders describe their leadership skills?
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 Exhibit confidence.  Often times, women feel they are inadequate and unable to 

compete or complete.  As a complement to the above listed characteristics, confidence is 

key to how you are perceived, and the message being sent to others within an 

organization.  Participants felt strong female leaders add value to the organization and 

need to be supportive of each other.  Women should approach the workplace with a 

confidence similar to their male counterparts.  They need not worry about proving 

themselves, but focus should be turned to the task at hand. 

“Women need to have more confidence in themselves and their capabilities,” 

stated Susan.  “Men go after big opportunities where women don’t have the confidence to 

do such a thing” she also stated.  Karen, a manager with six years of experience, felt a 

female leader “will do more for the institution as a strong leader.”  Betty, a director with 

thirteen years of experience, defended you need to “be confident in your value.”  Women 

need to be supportive of each other.  “Women are our own worst enemies” and “women 

have higher expectations of other women,” Liz described.  Myra explained, “Women 

need to be prepared to listen to others without having to worry with proving themselves.”  

Embrace vulnerability.  Brown (2018) explained that we often see vulnerability 

as weakness.  Women are worried about many different things that happen in the 

workplace.  Women worry they will show too much emotion.  Women do not understand 

the importance of how they show emotion and it is perceived.  Women worry about 

creating a balance of work and home life to ensure they are showing commitment in both 

arenas.  Women also worry about the challenges ahead; the glass ceiling, the glass cliff, 

and other bottleneck-like events that may present in their careers.   
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“Women feel like they have to prove themselves,” stated Peggy.  Minnie stated as 

a female, “you have to make the decision what is important, work or home” and that “you 

and your partner need to agree on the woman’s work goals.”  Hugh felt women “don’t 

need to worry about being criticized,” while Myra found it important to “not put your 

energy in proving why you should be at the table when you’re already there.”  In 

summarizing the participant’s interviews, vulnerability is the birthplace of love, joy, 

belonging, creativity, courage, empathy, hope, accountability, and authenticity and 

female leaders should embrace it and the joy it brings (Brown, 2018).   

 

Figure 2.  Additional characteristics for female HIM leaders. 

 Response to research question two.  Research question two looked to 

understand what additional characteristics were needed by the female HIM leader in 

order to be deemed effective.  As previously mentioned, many of the participants did not 

feel there were any additional characteristics needed by female leaders.  However, with 

Female HIM 
Leaders

Exhibit Confidence

Embrace vulnerability
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further discussion, two characteristics surfaced.  Participants felt female leaders needed to 

show more confidence.  Participants stated men seemingly have more confidence than 

their female counterparts and that female leaders needed to tap into a higher level of 

confidence as a means to be more effective.  Subsequently, participants also felt female 

leaders needed to embrace vulnerability.  They need not worry about judgment, knowing 

all the answers but rather to focus on the task and ensuring they were meeting the duties 

set forth for them.  In addition to the characteristics listed for HIM leaders, these two 

characteristics will strengthen the female leader’s ability to be effective. 

 

Table 2 

Additional characteristics needed by female HIM leaders to be effective 

 

Analysis and Synthesis of Findings 

 This qualitative case study research initiative initially looked to understand what 

skills and/or characteristics are needed to be an effective HIM leader regardless of 

gender.  Due to the fact the HIM industry is primarily female, the researcher felt it 

necessary to seek clarification about the skills and/or characteristics needed to be 

effective for the female HIM leader.  The interviews focused on the primary question 

first.  All responses were fairly typical in nature: have an understanding of HIM in 

general, be self-aware, and understand the difference between leading and managing.  

When discussing women, participants felt there were no distinguishing differences; 

Theme Exhibit confidence Embrace vulnerability

Research Question 2: In contrast to their male counterparts, what 
additional skills must effective female HIM leaders possess?
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however, they went on to describe some characteristics women need to be effective.  The 

men interviewed felt women led equal to their male counterparts; however, they 

described the fact the female leaders were a bit more emotional.  Female participants 

were defensive in their initial responses to women versus men.  After careful thought, 

they then began to walk through scenarios in which they felt as a leader themselves, they 

could have handled a situation more like their male counterparts and been more 

successful. 

 The men in the study came to the realization of “letting go of drama” quite easily.  

“Women are more emotional,” stated Paul.  His statement was said in almost a manner in 

which he was afraid to admit such a characteristic.  Several of the female leaders 

eventually got to the same exclamation, however, they stated it an almost embarrassed 

voice inflection.  Commonly, women stated, “men and women don’t lead differently,” as 

described by Karen, but then went on to state several things women and men did 

differently such as “men care more about the work than the person,” as stated by Susan, 

or “males don’t have to work as hard on making hard decisions,” as indicated by Minnie.  

One thing was evident, of the men interviewed, their expectation is that women stand up 

as leaders with confidence and speak up, yet the women feel as though that becomes 

harder for them as it is less expected by the female leader.  

 The data suggested a commonality in the development of leaders and the HIM 

industry as a whole.  All leaders interviewed were interested in growing the HIM field 

through the development of future and current HIM professionals.  Most leaders 

discussed with the researcher the importance of a development plan specific to the desires 

of each individual.  All leaders realized the importance of strong leadership, be it male or 
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female, to drive the industry forward.  Peggy was most passionate about the need to be 

“forward thinking” and focusing on what HIM is and should be to the healthcare 

industry.  To do this, collaboration with CSAs, AHIMA, and HIM/HIT programs will be 

vital. 

Summary 

The purpose of this qualitative dissertation in practice is to investigate how HIM 

leaders describe leadership skills needed to be an effective leader in the HIM field.  In 

addition, an investigation into whether additional skills are needed by female HIM 

leaders to be considered effective leaders.  Interviews were utilized to reveal the 

leadership characteristics and skills needed to be effective leaders in the HIM world as 

described by HIM leaders.   

 Interviews were recorded, transcribed, and coded using open, axial, and in-vivo 

coding to determine themes and sub-themes.  Those themes shed light onto how HIM 

leaders, male and female, can be effective.  Recommendations on how to effectively 

utilize the data discovered are discussed in the following chapter.   
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FIVE: CONCLUSIONS AND RECOMMENDATIONS 

Introduction 

 As mentioned in Chapter One, effective leadership is vital to ensure positive 

patient outcomes, successful business operations, and employee retention (Cliff, 2012; 

Gabel, 2013).  Leadership is also a highly studied human behavior phenomena as 

Sheridan, Watzlaf, and Fox (2016) stated.  Traditional roles also play a part in 

perceptions of those in leadership positions.  Role congruity theory comes into play when 

looking at healthcare leadership roles.  Role congruity implies women are “assigned” 

domestic type duties within their families and in work roles (Eagly & Carli, 2007).  Many 

positions in healthcare are deemed as “female” or “male” roles.  Health Information 

Management (HIM) is typically a role assigned to women as it is thought of as a filing 

and bookkeeping type of position, suited for females.  

 The HIM industry is primarily female.  As such, many of its leaders are also 

female.  Challenges exist for the female leader.  Many feel she is not able to handle 

challenges well, is unable to communicate, and are less empowering (Tate & Yang, 2015; 

Crampton & Mishra, 1999).  Understanding these challenges is vital to the success of the 

female HIM leader.  This study investigated what HIM leaders felt were needed to be 

effective leaders.  It looked to understand what was needed from all HIM leaders in order 

to be successful.  It also studied what characteristics or skills the female leader needed in 

order to be successful.  Based upon the findings in this study, recommendations are made 

to how the HIM industry can help HIM leaders be more impactful. 

Purpose of the Study 
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 The purpose of this case study dissertation in practice was to investigate how 

HIM leaders describe leadership skills needed to be an effective leader in the HIM field.  

In addition, it examined whether there are additional skills needed by female HIM 

leaders, for women to be considered effective leaders in the industry. 

Aim of the Study 

 The aim of this study was to discover the skills to be effective HIM leader.  

Proposed Solution 

 Organizations understand the importance of developing and educating their 

leaders.  When speaking with participants in this study, it was clear their organizations 

worked with them as leaders to strengthen their skills.  Some organizations may be more 

advanced in their teaching, but across the board, all the leaders participating in this study 

received leadership training through the organization in which they are employed.  

 It was equally as evident during the interviews with the participants, many of 

them did not understand what leadership was when they first started in the HIM field.  

The themes indicate there is a need to ensure students entering into the HIM field as new 

graduates are aware of the differences between leadership and management and that they 

understand the importance of experience and connection with current or previous leaders 

through mentoring.  

 Curriculum for teaching these identified skills will be vital to the leader’s ability 

to implement them in their own leadership practice.  This curriculum could be used in a 

classroom setting or through continuing education courses offered by NCHIMA and/or 

AHIMA.  Basic HIM principles and duties are taught through HIM/HIT programs and are 

updated as rules and regulations change.  Teaching leaders to be more self-aware can be 
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taught several different ways.  Armed with information on their own personal tendencies 

(collected through 360-degree feedback, personality tests, or some similar assessment), 

the leader can be taught to use it to adjust to their organizational and team culture.  Once 

a leader understands themselves, they may have a better understanding of what it means 

to lead and not manage.  Understanding the difference between transactional and 

transformational leadership styles would be a great starting point for the leader to 

understand the differences.  

 Developing others is a self-less act.  Leaders will need to get involved in mentor 

programs and find creative ways to assist with development of others.  Learning to meet 

your team members where they are and knowing where they would like to be will be vital 

to the team member’s development.  When leaders assist in the development of others, 

we create an opportunity to increase confidence in others.  Increasing confidence comes 

from increasing social and human capital.  Teaching this to leaders will be a matter of 

explaining the importance that bettering yourself and building your village will help you 

increase your confidence.  Finally, focusing on accepting vulnerability could be 

addressed in curriculum by accepting yourself and the fact that it is okay to be vulnerable 

but ensuring you have the confidence to make an impact.  

 The proposed solution is to create a partnership between NCHIMA and these 

HIM and HIT programs to create hands-on training and align new leaders with mentors to 

help them in the various stages of their careers.  Eagly & Carli (2007) stated that women 

typically do not have the same amount of social capital as their male counterparts.  Social 

capital is needed to help women develop relationships with those who can support her 

career.  This partnership between NCHIMA and the HIM and HIT programs could help 
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young graduates and new leaders build a social network of current and past leaders to 

increase their confidence and help develop their leadership skills. 

 In order to develop this partnership, NCHIMA should begin with an appointed 

Program Liaison position on the Executive Board.  The person holding this position will 

be responsible for putting together a liaison committee to ensure this partnership is 

maintained.  The committee should be made up of educators and at least one student from 

an HIM program and one student from a HIT program.  The committee will work with 

HIM and HIT program directors to assist with making the connection to current leaders 

for potential internship sites, develop and assist with the NCHIMA mentor program, and 

other duties assigned by the CSA President.  The Program Liaison will also sit on the 

Program Committee, responsible for the planning of the NCHIMA annual meeting, to 

ensure education needs for new leaders, new graduates, and students are met.  

Support for the Solution 

 From the research, four initial themes presented.  These themes identify the skills 

HIM leaders need to be effective.  HIM leaders must understand HIM, be self-aware, 

understand the difference between being a leader and being a manager, and work to 

develop others.  Working with the HIM and HIT programs, the liaison will be able to 

ensure what current HIM leaders feel are important skills for future HIM leaders.  The 

liaison will also be able to assist new leaders with these skills through the mentor 

program. 

Women know they can perform in leadership positions; however, they are often 

presented with challenges preventing them from achieving leadership roles (Eagly & 

Carli, 2007; Seo, Huang, Han, 2017).  Research did produce two additional themes for 
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women in HIM leadership positions.  These themes encourage female HIM leaders to 

exhibit confidence and to embrace vulnerability.  Due to the fact the majority of the 

workforce is female, understanding of these themes and their application will assist future 

and current female HIM leaders with the skills they need to be effective.   

The need to help these new HIM members develop relationships and gain 

leadership skills is vital to their ability to become effective leaders.  Each participant 

interviewed in this study spoke of a leader who helped guide them.  Each leader they 

encountered either taught them something they could imitate or learn from mistakes 

made.  This solution will open up new doors for this population of HIM individuals and 

help them advance their skills.  

Factors and Stakeholders Related to the Solution 

 There are many stakeholders in this proposed solution.  Program Directors need 

assistance from NCHIMA as they are preparing future HIM leaders and members through 

their education programs.  NCHIMA needs to ensure it does not lose focus of the future.  

Policies will need be created and plans approved to continue to connect NCHIMA and 

the HIM and HIT programs together for a successful venture.  This relationship will 

allow NCHIMA and academic programs to work together to develop future HIM 

professionals.  NCHIMA may also be able to use this as an opportunity to provide 

outreach support to current HIM leaders who are looking for mentors. 

Policies influencing the proposed solution.  Many CSAs have an appointed 

position on their Executive Board that is the liaison between the CSA and the Program 

Directors of HIM and HIT programs.  These liaisons are appointed positions by the CSA 
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President.  The CSA President and President-Elect will need to work with the NCHIMA 

Executive Board to put the solution to life through implementation of a liaison policy.   

The duties of all elected and appointed positions in NCHIMA are documented in 

the CSA bylaws and/or the policy and procedure manual.  The state’s bylaws are 

reviewed and voted on by the members of the state association.  The members elect a 

governing board, and through the bylaws, give them the ability to draft and implement 

policies and procedures that benefit the organization, industry, and members.  In order to 

move forward with this solution, NCHIMA will need to draft and approve a policy 

outlining the duties of the liaison and the committee.  A policy outlining the position will 

be needed first and be followed by a policy outlining the initiatives assigned to the 

committee. 

 The liaison will be appointed by the CSA President and hold the position for one 

year.  The liaison will be tasked with creating a committee to assist with their respective 

duties.  The liaison and the committee will be responsible for assisting with the discovery 

of internship sites, developing a mentorship program, and other duties as deemed 

necessary by the CSA President and/or Executive Board.  The CSA President will need to 

draft a policy outlining all the duties of the liaison and his/her committee.  Once drafted, 

the CSA President will need to present the policy(s) to the Governance Team for 

approval.  This will need to be completed before the Annual Meeting in May of 2019, as 

to make the announcement of the new position at the NCHIMA business meeting.    

Potential barriers and obstacles to proposed solution.  As previously mentioned, 

NCHIMA is a volunteer-led organization.  As with many volunteer organizations, they 

tend to struggle with the ability to find volunteers to run the organization.  It will be 
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important to find a volunteer who can create buy-in and excitement as to have an impactful 

committee.   

Locating intern sites is a difficult process for most HIM and HIT programs.  

Program Directors are frequently HIM-degree holding individuals who have not or have 

not recently worked in the HIM field.  Their focus teaching has prevented them from 

having many connections across the state for potential intern sites.  This liaison will need 

to work with the committee to help make connections for these programs. 

The liaison and the committee likely will also struggle with finding mentors.  

NCHIMA has routinely had more mentees than mentors.  This committee will have to be 

creative in ensuring the mentor angle is met and adds value to the experience of the 

mentor as well as the new leader, new graduate, and/or student.  Some examples from 

other CSAs include, roundtable discussions on specific topics at the state meeting, speed 

networking, and webinars to connect to leaders. 

Implementation of the Proposed Solution 

 To implement the proposed solution, NCHIMA and the HIM and HIT Program 

Directors will need to find a path beneficial for all parties.  NCHIMA needs to build a 

bridge to the HIM and HIT programs as these programs support the incoming members 

of the HIM industry.  Together, these two groups can work together to brainstorm options 

that are valuable to both the student and new leaders in the HIM industry.  The pooling of 

the resources available to both groups will assist in getting this venture started. 

Factors and Stakeholders Related to the Implementation of the Solution 

 As with any implementation, there are many moving parts.  As previously 

mentioned, NCHIMA is a volunteer-led organization.  Its resources and people are 
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already stretched as most are already working a full-time job.  NCHIMA will need to 

decide if a strike team, project teams put together to complete a task with a shorter time 

commitment, will be a solution to the already limited resources to ensure this program is 

successful.  Program Directors in HIM and HIT degree programs will have to work with 

NCHIMA to cultivate a relationship and ensure it is maintained.  Finally, new leaders, 

new graduates, and students will be impacted.  This type of program will assist them in 

developing a network of people they can call on during their careers to help them 

navigate the leadership labyrinth.   

Leader’s role in implementing proposed solution.  NCHIMA’s President and 

President-Elect have the authority, as provided in the NCHIMA by-laws, to create new 

policies and committees to meet the needs of the organization and/or its members.  These 

leaders will need to hold discussions with the governance team and the Program 

Directors to better understand what is needed and how it can be addressed.  The President 

will then need to determine who will be assigned the task of drafting needed policies and 

any additional next steps.  The Governance Team will also need to develop a monitoring 

plan that outlines how it will determine the effectiveness of this new liaison position and 

its committee. 

Building support for the proposed solution.  It will be important the NCHIMA 

leadership team gets buy-in from the entire board and the Program Directors.  The 

President and President-Elect will need to discuss the desired outcomes, development of 

new leaders and students essentially, with the remaining board members.  Data 

discovered from this dissertation in practice may be shared with the Governance Team to 

explain the need to provide this service to the members and students. 
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Additional considerations for implementation and assessment.  NCHIMA will 

need to gather as much information as possible from the Program Directors and perhaps 

previous mentees to understand the impact this enhancement may have.  Currently, 

NCHIMA has a volunteer tasked with running the mentorship program.  NCHIMA will 

need to work with this individual on the goals of this new program to come up with ideas 

and committee members best suited for a successful implementation.   

As with any new initiative start-up, there will be a need to devote time to this 

project.  NCHIMA will need to keep this in mind as it selects individuals to help with 

implementation.  This may be the opportunity NCHIMA has to identify new volunteers 

who may have more time to devote to this project.  As new board members take office, 

discussions about their network connections can occur to reach out to possible volunteers.  

Additionally, the consideration to have extra volunteers on hand may also be something 

to consider.  Splitting the duties amongst more volunteers may be helpful to the process.  

Evaluation and Timeline for Implementation and Assessment 

Implementation of this solution began in November of 2018.  In anticipation of 

outcomes of this research, the President-Elect began discussions with the Governance 

Team on the overhaul of the mentorship program as it stands in present policy.  In 

conjunction with the Executive Director of NCHIMA, the President-Elect has begun the 

discovery phase of the new policy.  In February of 2019, the President-Elect began 

meeting with HIM and HIT Program Directors to get feedback from them on how 

NCHIMA could better support them and how NCHIMA could assist with development of 

new leaders and students.   
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At the completion of those meetings, the President-Elect drafted a policy and 

presented it at the February 2019 Governance Team meeting for approval.  The policy 

will go into effect at the beginning of the next fiscal year, July 1, 2019.  Approval at the 

February Governance Team meeting is vital as NCHIMA is currently in its election 

period.  The President-Elect will need to work with the nominating committee and the 

Executive Director to start identifying individuals for the Liaison position.  The Liaison 

and committee must be in place and ready to begin July 1, 2019.  A timeline is outlined 

below. 

 November 2018: Initial discussions occur with NCHIMA Governance Team 

 February 2019: Initial discussions occur to gain insight from HIM and HIT 

Program Directors 

 February 2019: Governance Team vote on new policy creating position and 

committee 

 March-April 2019: Appointment of Liaison to Executive Board by President 

 July 2019: Duties begin for Liaison and Committee  

The President-Elect and the Executive Director will work together to monitor 

metrics such as mentee to mentor ratios, number of members in attendance, number of 

student interactions and increase in membership.  The President-Elect and Executive 

Director will conduct touch point calls with the Liaison and Program Directors to gain 

insight on the viability of the committee.  

Implications 

Practical Implications 
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 In the HIM industry, most of the day-to-day duties are carried out by female 

employees.  High-level leadership positions are typically held by male leaders.  Front-line 

leaders typically do not encounter male leaders.  This study focused on the characteristics 

HIM leaders need to be effective.  It also studied what female leaders needed to be 

deemed effective.  This research study and its subsequent proposed solution should begin 

a process for which a path can be paved to help these female leaders reach these C-Suite 

level positions.  

 Focus on how to teach these skills is initially considered with the student.  They 

are currently in an educational setting with trusted educators who are able to bring 

textbook leadership material to their attention.  These educators work with industry 

members, but as industry members, care needs to be taken in ensuring real-life 

experiences are shared with the students.  Students need to understand what happens in 

the real-world and know others are there for support. 

 New leaders or individuals who want to get into leadership positions but need 

assistance, also benefit from this study.  Currently, they do not have a venue in which to 

create a network or receive any additional training outside of what their respective 

organizations provide.  The committee proposed by this dissertation, will help provide a 

new avenue for these members to use to refine their skills and develop a network.  

Implications for Future Research 

 This study was conducted with the help of male and female HIM leaders residing 

in the state of North Carolina.  These leaders have been in leadership positions for an 

average of five years, in their current roles.  Many of these leaders have been in 
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leadership for quite some time.  With the findings from this study, HIM researchers now 

have a foundation upon which to build.  The possibilities are endless.   

 Researchers may decide to interview only women to gain a better understanding 

of their career paths and how they got to their current position.  Questions focusing on the 

specific skills they have learned and utilized over their careers would be useful 

information to share with students and/or new leaders.  Researchers could also branch out 

into different states to determine if culture plays a role in the development of HIM 

leaders. 

 A partnership with AHIMA and a deeper dive into its leadership structure and 

how it can better assistance members may also be a possible study.  Interviewing 

AHIMA leaders and their words of advice could help strengthen future and current 

leaders.  Research into how to build a connection between AHIMA and members on 

leadership development could be a possible element to achieve.  

 

 

Implications for Leadership Theory and Practice 

 As stated in chapter one, females in leadership positions often felt that a glass 

ceiling was above them (Eagly & Carli, 2007; Ryan et al., 2011; Omran, Alizadeh, & 

Esmaeeli, 2015).  With the evolution of the female leader, industries are seeing more 

women break through the glass ceiling, opening up more opportunities for those female 

leaders coming behind them.  However, a new phenomenon has developed called the 

glass cliff.  Eagly and Carli (2007) defined the glass cliff as positions women are 

assigned in which they are expected to fail.  This study looked to understand how to 
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better equip female HIM leaders to be prepared for these roadblocks if and when they 

occur.  

 The themes identified in this study are ones in which students and new leaders can 

use to hone their leadership skills.  The leaders interviewed were consistent in the skills 

they felt were needed to be successful.  Those skills are not uncommon skills nor were 

they surprising.  The importance of them, however, is how does one ensure students and 

new leaders hear the message from these leaders.  Healthcare is a heavily regulated 

industry.  Leadership is a heavily studied skill set.  How can leaders in HIM take this 

knowledge and ensure due diligence of leadership education occurs?   

 Jesuit leadership principles reminds us “we’re all leaders and that our whole lives 

are filled with leadership opportunities” (Lowney, 2003, p. 5).  Lowney (2003) also 

explains “we perform our best in supportive, encouraging, and positively charged 

environments” (p. 5).  HIM leaders must understand this concept and work with others to 

help incoming HIM industry members and future leaders.   

 

 

Summary of the Study 

Successful routes to high-level leadership positions are obtainable; however, 

women must learn how to navigate the leadership labyrinth to find success (Eagly & 

Carli, 2007).  The purpose of this case study dissertation in practice was to investigate 

whether additional skills are needed by female HIM leaders to be considered effective 

leaders in the industry.  These findings emerged through an analysis of interviews 

conducted with eleven current HIM leaders.  From the interviews, six themes were 
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identified relating to skills and/or characteristics needed to be an effective HIM leader.  

The question then became, how do HIM industry members gain access to this 

information to ensure they are able to develop their (HIM) leadership skills. 

The proposed solution from this dissertation in practice was to create a 

partnership between NCHIMA and HIM and HIT Program Directors.  NCHIMA will do 

this through the appointment of a liaison.  This liaison, with assistance from a committee, 

will work with Program Directors to develop a mentorship program and create a network 

for internship sites.  NCHIMA will create and approve a policy outlining the duties of 

this committee and will begin implementation on July 1, 2019.  

At some point, all HIM leaders were once a new leader.  Not sure of what was 

required of them as leaders, they were in need of someone who could provide insight and 

knowledge of issues, problems, and situations that arise as a leader and a leader in the 

HIM industry.  HIM leaders must not lose sight of their own path and those who helped 

them.  They must be willing to reach back and help those coming behind them.  HIM 

leaders must be open to new ideas and opportunities to help others.  While for some they 

will provide time, others may find more creative ways to assist these young HIM 

members.  HIM leaders must be ready and willing to provide assistance to new members 

as they are the future of HIM.  HIM leaders must continue with the ideal that we are 

leaders “living with one foot raised-always ready to respond to emerging opportunities” 

(Lowney, 2003, p.29). 
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Appendix A 

Consent Form 

Date: 
 
 
Dear Participant, 
 
You are invited to participate in a study to investigate how HIM leaders describe 
leadership skills needed to be an effective leader in the HIM field.  Additionally, the 
study will review whether there are additional skills needed by female HIM leaders to be 
considered effective in the industry.  Through a 60-minute interview, I hope to gain your 
insight on the characteristics, skills, etc. needed to be successful HIM leaders.  Your 
participation with this study is completely voluntary.  You are free to withdraw from this 
study at any time.  
 
There are no risks to participating in this study.  You do not have to answer any questions 
that cause discomfort or distress and you may stop the interview at any time without any 
negative consequences.  
 
An interview at your convenience, conducted via telephone, will occur.  With your 
permission, this interview will be recorded.  The interview will then be transcribed and 
coded for themes.  All participants will be assigned a pseudonym and will not be referred 
to by name throughout the analysis and subsequent reporting.  Any additional 
information that may identify you will be removed.  Data collected will be kept secure to 
maintain confidentiality.  Interview recordings, transcriptions, and other data will be kept 
in a password protected folder on my personal laptop.  Each document will also be 
password protected to provide an additional layer of confidentiality to the material.   
 
Participation in this study is on a volunteer-only basis.  
 
For questions regarding this study, please contact Sallie Bissette at (919) 830-9643. 
Questions about research participants’ rights, please contact the Creighton Institutional 
Review Board at 402-280-2126. 
 
Sincerely, 
 
 
 
 
Sallie Bissette 
EdD Student at Creighton University 
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Bill of Rights for Research Participants 

	
As a participant in a research study, you have the right: 

1. To have enough time to decide whether or not to be in the research study, and to 
make that decision without any pressure from the people who are conducting the 
research.  

2. To refuse to be in the study at all, or to stop participating at any time after you 
begin the study. 

3. To be told what the study is trying to find out, what will happen to you, and what 
you will be asked to do if you are in the study. 

4. To be told about the reasonably foreseeable risks of being in the study. 

5. To be told about the possible benefits of being in the study. 

6. To be told whether there are any costs associated with being in the study and 
whether you will be compensated for participating in the study. 

7. To be told who will have access to information collected about you and how your 
confidentiality will be protected. 

8. To be told whom to contact with questions about the research, about research-
related injury, and about your rights as a research participant. 

9. If the study involves treatment or therapy: 

a. To be told about the other non-research treatment choices you have. 

To be told where treatment is available should you have a research-related injury, and 
who will pay for research-related treatment.	
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Appendix B 

Participant Interview:  HIM Leader 

Date:   

Interviewer: Sallie Bissette 

Directions:  We will review the questions listed below.  These questions look to 

understand your perception of the skills/characteristics needed to be an effective HIM 

leader.  Conversations held within the interview process will remain confidential.  

Participation in the interview confirms your consent to participate in this study.  Please 

alert the interviewer if you need a break or are uncomfortable with answering a question.  

Questions: 

1. Describe your current role.  Please include your job title.  

2. How long have you been in this position? 

3. Thinking back to when you entered the HIM field, describe your understanding of 

leadership and the skills needed to be an effective leader?   

4. What does successful HIM leadership look like to you? 

5. What skills do you feel are needed to be an effective HIM leader in your work 

role?  

6.  In your opinion, what are the best methods to develop leadership skills in others? 

7.  Looking specifically at the female leader, what characteristics does she need to 

possess differently than her male counterparts? 

8.  How do females lead in the HIM industry? Is this different from how males lead? 

If so, how? Describe the benefit of strong female leaders to the HIM industry. 
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9. Do you have any additional comments about leadership skills, characteristics, 

and/or increasing leadership effectiveness in female HIM leaders? 

 

Post- Interview Script:  

 I would now like to provide a verbal summary of the interview to ensure I 

understand the information shared.  If you would like to change any of your 

responses or clarify, please let me know.   

 Thank you for your time in helping us better understand how to improve the 

leadership skills of HIM (male and female) leaders.   

 As previously mentioned, your responses will be kept confidential in a password 

protected folder on my laptop.  All documents will also be password protected to 

add an additional layer of protection.  Your interview will be kept anonymous 

throughout the course of the study by assigning you a pseudonym throughout the 

data analysis and presentation processes.  
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NOTES (interview observations): 

Length of activity: ___________ 

Description	 Reflective	Notes	
	
	
	
	
	
	

	

	
	
	
	
	
	

	

	
	
	
	
	
	

	

	
	
	
	
	

	

	
	
	
	
	
	

	

	
	
	
	
	
	
	
	
	
	

Map	of	Room	
	
	
	
	
	
	
	
	
	

	



EFFECTIVE LEADERSHIP  90

 

 
Appendix C 

Table of Participants 

Participant Name Participant ID Participant Pseudonym 
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