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ABSTRACT 

This study explored the tenets of modern servant leadership originated by Greenleaf 

(1970), as applied to the self-perception of AmeriCorps volunteers who committed to 

one year of service.  The purpose of this mixed-method study was to determine 

whether volunteers who commit to one year of national service identify with 

characteristics and behaviors of modern servant leadership in order to operationalize 

the volunteer leadership experience for both the volunteer and the sponsoring agency, 

and to provide volunteers with personal awareness of their experiences.  A literature 

review described the histories of AmeriCorps and servant leadership as well as the 

significance for this study.  The quantitative survey employed the self/leader portion 

of Barbuto and Wheeler’s (2006) Servant Leadership Questionnaire (SLQ), and 

results showed no significance (p <. 05) between the two sections in the areas of 

altruistic calling and wisdom.  The results in the remaining three areas, emotional 

healing, persuasive mapping, and organizational stewardship, however, did show 

significance (p <. 05) at the 0.05 levels.  In all three areas, the means in this study 

were the same or higher than the means in the Barbuto and Wheeler study (2006).  

The qualitative portion involved gathering information from semi-structured, 

individual interviews.  Analysis revealed two major themes: personal awareness 

responses and direct action responses.  These themes supported favorable responses 

to the research questions.  Empirical and narrative responses allows directors and 

leaders of AmeriCorps and long-term service programs to consider alternatives by 

which to discern incoming applications, reinforce candidate self-awareness, and 

provide a foundation for future research. 
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DEDICATION 

One of our greatest servant leaders, Mahatma Gandhi, claimed that he was no different 

than the average person, and that with sweat equity and promotion, anyone could nurture 

the same accomplishments.  The operable feature is, of course, the encouragement of 

those who sweat alongside and promote our endeavors: inherently, our families and 

friends of choice and origin, and characteristically, our mentors and peer researchers. 

Each is able to provide something we need at a time when most needed.  I am, in thought 

and deed, filled with gratitude.  

 

To the one who has provided everything in faith and service, Dr. James Huber: six years 

is a long time to wait after you fall in love at first sight.  Let’s go live happily ever after.  

 

  

  



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP v 

 

 

ACKNOWLEDGEMENTS 

 
“We are like dwarfs on the shoulders of giants, so that we can see more than they, and 

things at a greater distance, not by virtue of any sharpness on sight on our part, or 

physical distinction, but because we are carried high and raised up by their giant size.” 

- Bernard of Chartres, circa 1130 

 

 

With gratitude to those before me who have exemplified the tenets of Servant Leadership, 

and by whose teaching inspired my passion to seek lifelong learning in the Jesuit 

tradition.  I have, indeed, stood upon your shoulders.  

 

 

  



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP vi 

 

 

TABLE OF CONTENTS 

TITLE PAGE ....................................................................................................................... i 

COPYRIGHT ...................................................................................................................... ii 

ABSTRACT ....................................................................................................................... iii 

DEDICATION ................................................................................................................... iv 

ACKNOWLEDGEMENTS .................................................................................................v 

TABLES OF CONTENTS ................................................................................................ vi 

LIST OF TABLES ............................................................................................................. xi 

LIST OF FIGURES ......................................................................................................... xiii 

CHAPTER ONE: INTRODUCTION ..................................................................................1 

 Background ..............................................................................................................1 

Statement of the Problem .....................................................................................................3 

 Purpose of the Study ................................................................................................4 

 Research Questions ..................................................................................................4 

 Significance..............................................................................................................5 

 Assumptions .............................................................................................................6 

 Delimitations ............................................................................................................6 

 Limitations ...............................................................................................................7 

 Definitions................................................................................................................7 

 Summary ..................................................................................................................9 

CHAPTER TWO: REVIEW OF THE LITERATURE .....................................................10 

 The History of AmeriCorps ...................................................................................10 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP vii 

 

 Edward M. Kennedy Serve America Act ..............................................................11 

 AmeriCorps Volunteers .........................................................................................12 

 AmeriCorps Sponsorship .......................................................................................15 

 AmeriCorps and Servant Leadership .....................................................................15 

 The History of Servant Leadership ........................................................................16 

 Servant Leadership Defined ...................................................................................18 

 Characteristics of a Servant Leader .......................................................................19 

 The Paradox of Servant Leadership and Power Sharing .......................................21 

 Servant Leadership versus Transformational Leadership ......................................22 

 Criticisms of Servant Leadership ...........................................................................24 

 Servant Leadership and Spirituality .......................................................................25 

  Research Studies ........................................................................................25 

  Ecumenical Considerations ........................................................................26 

  Ignatian Spirituality ...................................................................................27 

  Spirituality in a Secular World ..................................................................28 

 Summary ................................................................................................................29 

CHAPTER THREE: RESEARCH METHODS ................................................................30 

 Introduction ............................................................................................................30 

 Research Design .....................................................................................................30 

  Mixed Methods ..........................................................................................30 

  Quantitative Considerations .......................................................................33 

  Qualitative Considerations  ........................................................................33 

 Choice of Mixed Method .......................................................................................34 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP viii 

 

 Quantitative Collection ..........................................................................................34 

 Qualitative Collection ............................................................................................35 

 Inclusions and Exclusions ......................................................................................35 

 Sample Participants ................................................................................................37 

 Data Recording and Types of Data ........................................................................37 

 Validating the Findings ..........................................................................................37 

 Data Analysis .........................................................................................................39 

  Quantitative Analysis .................................................................................39 

  Qualitative Analysis ...................................................................................39 

 Ethical Considerations ...........................................................................................40 

 Researcher Bias ......................................................................................................42 

 Summary ................................................................................................................42 

CHAPTER FOUR: RESULTS ..........................................................................................43 

 Presentation and Analysis of Data .........................................................................43 

 Quantitative Results ...............................................................................................44 

  Demographics ............................................................................................44 

  Statistics .....................................................................................................51 

 Qualitative Results .................................................................................................58 

  Summary of Interview Questions ..............................................................58 

  Demographic Information for Qualitative Response .................................60 

 Research Question One: Do Long-term AmeriCorps Volunteers Self-identify 

  With Traits of Servant Leadership? ...........................................................62 

  Altruistic Calling ........................................................................................63 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP ix 

 

  Emotional Healing .....................................................................................63 

  Wisdom ......................................................................................................63 

  Persuasive Mapping ...................................................................................64 

  Organizational Stewardship .......................................................................64 

 Research Question Two: What Information Regarding Self-perceived 

  Leadership Traits in Year-of-service Volunteers Emerge from 

  Semi-structured Interview? ........................................................................65 

  Category One: Personal Awareness Responses .........................................66 

  Category Two: Direct Action Responses ...................................................70 

  Change Agency Number One: Calling ......................................................70 

  Change Agency Number Two: Commitment ............................................71 

  Change Agency Number Three: Communication ......................................72 

  Change Agency Number Four: Connections .............................................75 

 Research Question Three: Were the Traits of Servant Leadership Modeled 

 For the Volunteers Prior to Committing to Reside in an Intentional 

 Community? ...........................................................................................................77 

 Limitations .............................................................................................................79 

  Qualitative Limitations ..............................................................................79 

  Quantitative Limitations ............................................................................80 

 Summary ................................................................................................................82 

CHAPTER FIVE: DISCUSSION, CONCLUSIONS, AND 

 RECOMMENDATIONS .......................................................................................83 

 Summary of the Study ...........................................................................................83 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP x 

 

 Discussion of Findings and Implications ...............................................................85 

 Limitations of Findings ..........................................................................................85 

 Qualitative Limitations ..........................................................................................88 

 Strength of Findings ...............................................................................................89 

 Implications for Practice ........................................................................................99 

 Recommendations and Directions for Future Research .........................................99 

 Summary ..............................................................................................................100  

 Final Thoughts .....................................................................................................101 

References...... ..................................................................................................................102 

Appendix A: Letter of Invitation to Directors  ................................................................113 

Appendix B:  Participant Informed Consent Form ..........................................................114 

Appendix C: Participant Invitation for Quantitative Study .............................................115 

Appendix D: Participant Invitation for Qualitative Study ...............................................116 

Appendix E: Barbuto & Wheeler’s Servant Leadership Questionnaire ..........................117  

Appendix F: Servant Leader Questionnaire Score Sheet .................................................119 

Appendix G: Communication via E-mail or Telephone for Interview Participants ........120 

Appendix H: Interview Demographic Identification .......................................................121 

Appendix I: Interview Protocol .......................................................................................122 

Appendix J: Interviewer Notes ........................................................................................124 

Appendix K: Letter Requesting Permission to Use Servant Leadership Questionnaire ..125 

 

 

 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP xi 

 

 

LIST OF TABLES 

Table 1.  Volunteers by State of Permanent Residency, Percentage of Total, 62.7% .......49 

Table 2.  Volunteers by State of Permanent Residency, Percentage of Total, 37.3% .....  49 

Table 3.  Volunteers Responding from States of Service and Other .................................50 

Table 4.  Volunteer Current Residence by State ................................................................51 

Table 5.  Comparison of Leaders Taking Servant Leadership Questionnaire ...................52 

Table 6.  Group Statistics and Correlations .......................................................................52 

Table 7.  Group Statistics by Gender .................................................................................53 

Table 8.  T-test Equality of Means.....................................................................................53 

Table 9.  Reliability Statistics ............................................................................................55 

Table 10.  Indication of Participation in Semi-structured Phone Interview (N=51) ..........55 

Table 11.  Three Research Question Alignments to Eight Semi-structured Interview  

 Questions................................................................................................................56 

Table 12.  Summary of Salient Demographic Information for Qualitative Responses .....56 

Table 13.  Models of Servant Leadership ..........................................................................57 

Table 14.  Missing Responses in Proportion to the Number of Answered Responses ......57 

Table 15.  Missing Responses in Proportion to the Number of Answered Responses by 

 Subsection ..............................................................................................................58 

Table 16. Three Research Question Alignments to Nine Semi-Structured Interview  

 Questions................................................................................................................60 

Table 17. Summary of Salient Demographic Information for Qualitative Responses ......62 

Table 18. Models of Servant Leadership ...........................................................................79 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP xii 

 

Table 19. Missing Responses in Proportion to the Number of Answered Responses .......82 

Table 20. Missing Responses in Proportion to the Number of Answered Responses by 

 Subsection ..............................................................................................................82 

  



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP xiii 

 

LIST OF FIGURES 

Figure 1.  Number of volunteers (N=51) ...........................................................................46 

Figure 2.  Volunteers by age ..............................................................................................47 

Figure 3.  Ethnic identity of volunteers .............................................................................48 

Figure 4.  Response categories for AmeriCorps volunteers question one information .....63 

Figure 5.  Illustration of categorical responses ..................................................................67 

Figure 6.  Personal awareness responses ...........................................................................67 

Figure 7.  Illustration of direct action responses ................................................................71 

Figure 8.  Illustration of servant leadership categories and sectors of AmeriCorps 

 Volunteers ..............................................................................................................78 

 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP 1 

 

CHAPTER ONE 
INTRODUCTION 

Background 

 The legacy of American volunteerism has united leadership and service since 

President Franklin Delano Roosevelt’s inception of the Civilian Conservation Corps 

(CCC) in 1933.  Acclimatizing to society’s growth, CCC expanded to become the 

National Civilian Community Corps (NCCC) and Volunteers in Service to America 

(VISTA) under President Lyndon B. Johnson.  To varying degrees, subsequent 

presidential cabinets supported civic service and responsibility.  During George Bush’s 

administration in the 1980s, volunteerism became a national pastime, with a call to 

integrate “a thousand points of light” (Perry, 2004, p 171).  Bush’s program, though 

somewhat successful, experienced fiscal restraints.  An economic recession prompted 

democratic presidential nominee Bill Clinton to challenge Bush while highlighting his 

own presidential campaign on civic service and volunteerism.  After winning the 1992 

election, Bill Clinton used his presidential powers to support service programs aimed at 

bridging gaps among government agencies and solving fiscal shortfalls.  In 1993, Clinton 

signed the National and Community Service Trust Act (National and Community Service 

Trust Act, Pub. L. No. 103-82), founding AmeriCorps.  AmeriCorps became a network of 

national service programs designed to involve American citizens in rigorous service and 

help meet the country’s needs, including volunteer support in education, health, and 

public safety (AmeriCorps, 2013). 

On April 21, 2009, President Barack Obama signed the Edward M. Kennedy Serve 

America Act into law (Serve America, Act Pub.  L. No. 111-13), reinforcing and 

expanding diverse opportunities integrated by engagement and assignation of community 
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service and social justice.  AmeriCorps is described accurately as “a network of local, 

state, and national service programs that connects more than 75,000 Americans each year 

in intensive service to meet our country’s critical needs” (Corporation for National and 

Community Service Website, 2013) ).  Included in highly variable aspects of AmeriCorps 

programs are individual and team-based services, training and member development, 

contact with service beneficiaries, multiple project choices, diversity among program 

participants, and leadership opportunities (Epstein, 2009).  “Ethic of Service” appears in 

AmeriCorps literature to describe civic engagement and readiness to serve others.  

AmeriCorps’ Pledge expresses the essence of service and willingness of members to 

place the well-being of others before their own (Bruell, 1997).  The Georgia Commission 

for Service and Leadership (“Servant Leadership and AmeriCorps”, 2011) noted that 

AmeriCorps program directors merge multiple doctrines of servant leadership into their 

orientation and training of AmeriCorps members. 

The model of modern servant leadership was presented in 1970 by AT&T 

executive Robert K. Greenleaf (1970) in the publication of his short book, The Servant as 

Leader.  A popular essayist and manager, Greenleaf consulted with businesses and 

educational institutions on how to transform ineffective leadership models into prototypes 

whose programs foster a desire to serve first.   

The primary and foundational characteristic of servant leadership originated with 

the idea that one has, 

a natural feeling that one wants to serve, to serve first.  Then, a conscious choice 

brings one to aspire to lead.  That person is sharply different from one who is 

leader first, perhaps because of the need to assuage an unusual power drive or to 
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acquire material possessions.  The leader-first and the servant-first are two 

extreme types.  Between them there are shadings and blends that are part of the 

infinite variety of human nature.  (Greenleaf, 1970, p. 7) 

    A commitment to serving the needs of others and the surrounding community is 

the heart of servant leadership.  Rather than a leadership model focused simply on the 

needs of leaders, this service-first ethic became the focus of leadership scholars in 

AmeriCorps.  Despite a presumably natural fit between servant leadership and 

AmeriCorps, little research delved into identifying traits of servant leaders as depicted in 

Greenleaf’s original model in application to AmeriCorps volunteers.  

Statement of the Problem 

Servant leadership is not a topic researched broadly (Parris & Peachey, 2012).  

Much of the literature articulates user-specific, qualitative, and decidedly circumstantial 

research (Barbuto & Wheeler, 2006; Beck, 2009; Russell & Stone, 2002).  Greenleaf’s 

vision—that service be a core value of the philosophy (Keith, 2008)—directed 

organizations and institutions to execute the servant leadership model, yet literature that 

combines AmeriCorps and servant leadership is scarce.  According to AmeriCorps 

(2013), the organization’s role includes developing special services and generating a 

principle of civic responsibility.    

The pinnacle of an organization’s success depends on two variables: people and 

the organization itself.  Pairing the two is an area of inquiry organizational behaviorists 

question continually (Avolio et al., 2009; Irving & Longbotham, 2009).  Service and 

education sectors can no longer afford to mismatch leadership assets with organizational 

cultures and expectations.  Light (2008) forecasted increased need for civic leadership in 
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both public and non-profit sectors due to an influx of expected retirements in 

government.  An additional concern for role fulfillment is an expected increase in 

AmeriCorps volunteers from 75,000 in 2013 to 250,000 by 2020 (AmeriCorps, 2013).  

With intensified need for civic leadership service, how will AmeriCorps define 

transformative governance?  Before creating guidelines to fill projected needs, gathering 

information regarding present strengths of AmeriCorps leaders through the servant 

leadership model is essential. 

Purpose of the Study 

The purpose of this study was to determine whether year-of-service volunteers 

identified with traits of Greenleaf’s model of servant leadership (Greenleaf, 1970).  The 

intent of this mixed method concurrent explanatory study was to attain quantitative 

results with a web-based survey while interviewing a sample of the same participants 

using semi-structured interview in order to obtain relevant data.  Although several 

organizations under the AmeriCorps umbrella incorporate the servant leadership 

paradigm, efforts are sporadic and well intentioned, but not uniform.  By identifying 

servant leadership traits in national year-of-service volunteers, empirical and narrative 

data can generate organizational change and efficacy, and determine assignation of future 

volunteers.  Provided to participants, this same data offers information and insights to 

support participant understanding of behavioral leadership.  

Research Questions 

1. Do long-term and AmeriCorps volunteers self-identify with traits of servant 

leadership?  
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2. What information regarding self-perceived leadership traits in year-of-service 

volunteers emerge from semi-structured interviews? 

3. Were the traits of servant leadership modeled for the volunteers prior to 

committing to residing in an intentional (i.e., based on mutual principles) 

community? 

Significance 

Researchers emphasized a need for continued and methodical study of servant 

leadership since a literature review was published in 2008 (Laub, 1999; Light, 2008; 

Patterson, 2003; Winston, 2003).  A more recent, systemic literature review of servant 

leadership theory in organizational contexts (Parris & Peachey, 2012) identified servant 

leadership as sustainable in organizations, leading to investigation across multiple 

contexts.  Researchers espouse that servant leadership remains understudied yet is still 

practiced conspicuously in meeting rooms and as a business paradigm (Parris & Peachey, 

2012; Spears, 2010).  Criteria for inclusion in the literature review included only 

publications from peer-reviewed journals, articles published in English, “servant leader” 

as a search term, and collection of quantitative or qualitative data.  Thirty-nine studies 

met the criteria.  Parris and Peachey’s (2012) sample incorporated 11 qualitative studies, 

27 quantitative studies, and one mixed-method study.  Of the thirty-nine,  

none linked servant leadership to AmeriCorps, intentional communities, year-of-service, 

or service year.  

 Intransitive emphasis was applied commonly to servant leadership as an 

organizational model; Greenleaf’s highlight was a lifestyle choice rather than 

management design.  This study employed volunteers who obliged themselves to both a 
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year of intentional living and one year of service.  Determining the current state of 

servant leadership research, Parris and Peachey (2012) surmised that investigation was 

needed to determine personal characteristics and leader qualities.  Accordingly, Beck 

(2009) researched antecedents of servant leadership and called for further research.  In 

the limitations of findings, he noted a “lack of geographic and ethnic diversity in the 

sample,” and recommended “more diverse ethnic backgrounds” (Beck, 2009, p. 87).  

This study responded to Beck’s call by using volunteers who resided in several states and 

who are of varying ethnicities   This study represented the first mixed-method study that 

combined Greenleaf’s model of servant leadership lifestyle and self-perceived leadership 

traits in AmeriCorps national year-of-service volunteers.  

Assumptions 

1. AmeriCorps volunteers hold backgrounds in leadership roles, and thus identify 

with tenets of servant leadership. 

2. AmeriCorps volunteers identify with the description and explanation of 

Greenleaf’s model of a servant leader.   

Delimitations 

Delimitations address how a research study is restricted in range (Creswell, 1998).  

Delimitations of this study included current male and female AmeriCorps year-of-service 

volunteers who resided in the United States.  These volunteers lived within intentional 

communities, and each held a minimum of a bachelor’s degree.  Each committed to 1700 

hours of service and participated in the study between weeks 46 and 50 of the fifty-week 

obligation.  Each participant was between the ages of 23 and 61 and all were American 

citizens who had volunteer experience.  
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Limitations 

This study was limited in that literature searches for the review and research 

studies regarding designs were limited to search engines available at the researcher’s 

university and library network.  Only literature and research available in English was 

considered.  Participants self-reported servant leader behaviors, and responses might not 

have reflected the extent of real leader behaviors in and out of their present service 

commitment.  

Although the choice of a Mixed-Methods Concurrent Explanatory design 

appears clear-cut, the design is not easy to implement.  Some issues include equality 

weight assigned to quantitative and qualitative collection and analysis, the integration of 

the two designs, the length of time required to complete the research, and accessible 

resources for data collection and analysis in both domains (Ivankova, Creswell, & Stick, 

2006). 

Definitions 

AmeriCorps Pledge: The AmeriCorps pledge is a code of ethics that states: 

  I will get things done for America—to make our people safer, smarter, and 

 healthier.  I will bring Americans together to strengthen our communities.  Faced 

 with apathy, I will take action.  Faced with conflict, I will seek common ground.  

 Faced with adversity, I will persevere.  I will carry this commitment with me this 

 year and beyond (AmeriCorps Pledge, 2013). 

 Altruistic Calling: Altruistic Calling is a firmly held desire to make a positive 

difference in the life of someone (Barbuto & Wheeler, 2006). 
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 AmeriCorps State and National Volunteers:  AmeriCorps State and National 

Volunteers are volunteers who commit to either one and/or no more than two years to 

volunteer in local communities tackling issues such as homelessness, poverty, education, 

and healthcare.  In exchange, AmeriCorps volunteers reside in intentional communities 

with other AmeriCorps volunteers for a minimal stipend, remuneration in the form of 

tuition reimbursement or school loan reimbursement of $5,500 per year, and health 

insurance (AmeriCorps, 2013).  

Emotional Healing:  Emotional Healing is a dedication to nurture spiritual 

regaining from adversity or trauma (Barbuto & Wheeler, 2006). 

 Intentional Community: Intentional Community refers to housing communities 

“where people strive together with a common vision” (Intentional Communities, 2013).  

Members live together, respect each community member’s individual freedom, and agree 

on common goals.  For AmeriCorps volunteers, the goals include but are not limited to 

commitment to community, simple living, social and ecological justice and spirituality, 

and reflection (Jesuit Volunteer Corps Northwest, 2013). 

 A Leader: A leader selects, equips, trains, and influences one or more 

follower(s)who have diverse gifts, abilities, and skills and focuses the follower(s) to the 

organization’s mission and objectives causing the follower(s) to willingly and 

enthusiastically expend spiritual, emotional, and physical energy in a concerted 

coordinated effort to achieve the organizational mission and objectives.  (Patterson & 

Winston, 2006, p. 8) 

Organizational Stewardship: Organizational Stewardship is a code of 

accountability for the wellness of one’s community (Barbuto & Wheeler, 2006). 
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Persuasive Mapping: Persuasive Mapping is an ability to use sound reason and 

cognitive frameworks to influence others as these hypothesize about greater opportunities 

(Barbuto & Wheeler, 2006). 

Servant Leader: A Servant abides by the ten characteristics of Robert Greenleaf’s 

(1970) servant leadership theory: listening, empathy, healing, awareness, persuasion, 

conceptualization, foresight, stewardship, commitment to the growth of people, and 

building community (Spears, 2010).  

 Servant organization: Servant Organization is a group in which the features of 

servant leadership are present throughout the organization’s culture, mission, and values 

(Laub, 1999). 

 Service year and year-of-service volunteers: These terms are synonymous, 

describing a group of volunteers who commit to at least one year to provide support to 

larger volunteer organizations such as Habitat for Humanity, Teach for America, and 

Boys and Girls Clubs (AmeriCorps, 2013).  

Wisdom: Wisdom is a combination of cognizance of environment and expectancy 

of outcome (Barbuto & Wheeler, 2006). 

Summary 

Despite the presumable natural fit between servant leadership and AmeriCorps, 

little research delved into identifying traits of a servant leader as depicted by Greenleaf’s 

original model and volunteerism.  The research in this study represents the first known 

mixed-method research combining Greenleaf’s model of servant leadership lifestyle and 

self-perceived leadership traits of AmeriCorps yearlong service volunteers.  
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CHAPTER TWO 
REVIEW OF THE LITERATURE 

 
The History of AmeriCorps 

 President Bill Clinton signed the National and Community Service Trust Act 

(P.L. 103-82) in 1993, establishing a Corporation for National and Community Service 

(CNCS).  The initial and reasonable Federal financial allocation was $359 million (Perry, 

Thomson, Tschirhard, Mensch, & Lee, 1999), an amount that allowed replacing multiple 

national service programs with three organizations that operate under one AmeriCorps 

umbrella: AmeriCorps State and National, AmeriCorps-VISTA, and AmeriCorps-

National Civilian Community Corps (NCCC).  The program’s broad goals at the time 

were to meet human needs that were not met and expound associates’ charge of civic 

responsibility and ethic of national service (AmeriCorps, 2013).  Executed in conjunction 

with nonprofit organizations, AmeriCorps programs develop a network of national 

service programs to “engage Americans in intensive service to meet the nation’s critical 

needs in education, public safety, health and the environment” (Corporation for National 

and Community Service Website, 2013) AmeriCorps State and National, the largest of 

the three programs and the one that generates the greatest short-term, positive results, 

receives one-third of AmeriCorps grant funds.  These funds are distributed to governor-

appointed state service commissions based on population.  The state service commissions 

subsequently grant funds to local nonprofit and public agencies (Frumkin & Jastrzab, 

2009; Nesbit & Brudney, 2010).  
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Edward M. Kennedy Serve America Act 

 In 2009, President Barack Obama signed the Edward M. Kennedy Serve America 

Act into law, reinforcing and expanding a diverse set of opportunities integrated through 

engagement and assignation of community service and social justice.  Obama furthered 

Clinton’s foreshadowing of communitarian thinking by launching what became an 

intricate and complex national service program funded by the federal government that; by 

2020, recruitment will increase to 250,000 members.  The initiative instigates additional 

service-learning opportunities for all students, recruits more minorities to participate in 

the program, rewards high-performing higher education institutions with grants that fund 

the efforts, and enlists more senior citizens into a volunteer program called Senior Corps 

(Nesbit & Brudney, 2010).  The law also authorizes an increase of more than $6 billion in 

federal spending that promotes and fosters community service (Reingold & Lenkowsky, 

2010).  

 Recognized as the domestic Peace Corps ("Hispanic Times," 1996), 

 AmeriCorps is more accurately described as “a network of local, state, and national 

service programs that connects Americans each year in intensive service” (Corporation 

for National and Community Service Website, 2013).  Included in the highly variable 

aspects of AmeriCorps programs are team-based and individual service, training, and 

member development, quality of staff, direct contact with service beneficiaries, variety in 

projects, diversity among program participants, and leadership opportunities.   

A longitudinal study (Corporation for National and Community Service and ABT 

Associates, 2008) demonstrated that AmeriCorps service has long-term influences on 

participants, but the report was also clear that not all AmeriCorps programs are equal.  A 
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year of AmeriCorps service has disparate implications for volunteers; program location, 

service orientation, and participant exposure influence a volunteer’s experiences (Price, 

Williams, Simpson, Jastrzab, & Markovitz, 2011).  Responding to the intent of the 

original AmeriCorps plan to include varying models, each program acknowledges local 

cultures, needs, and efforts during distribution of grants and services.  Association of two 

or more entities is critical as a strategy to tackle evolving national problems such as the 

impact of social media on disaster relief.  AmeriCorps members use experience with 

previous college studies in digital humanitarianism and combine that specific knowledge, 

with inputs from FEMA and the American Red Cross, with local grassroots organizations 

in order to move the provision of community services to a larger audience (Hirji, 2013).  

Other members repositioned to the area damaged by Hurricane Sandy in 2012 combined 

efforts with the same groups to establish and cultivate programs for those communities, 

with special emphasis given to those with limited or negligible insurance relief (Basi & 

Spera, 2013).  By uniting efforts regarding such significant national problems, 

considerable numbers of volunteers leveraged and systemized critical needs beyond what 

the public sector alone could accommodate.  According to AmeriCorps directors William 

Basi and Christopher Spera, nearly 70,000 people offered their services to AmeriCorps in 

2012 (Basi & Spera, 2013). 

AmeriCorps Volunteers 

 For AmeriCorps volunteer consideration, applicants must be either United States 

citizens or permanent residents and must be at least 17 years old.  Local programs may 

submit their own requirements for candidacy (e.g., education, marital status, etc.).  

Entrants choose organizations in which they are interested in serving from a list of 
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thousands contained on a website sponsored by the Corporation for National and 

Community Service (Reingold & Lenkowsky, 2010).  AmeriCorps State and National 

offers remuneration in the form of a monthly stipend that is designated to finance cost of 

living, provide health insurance, and afford an education allowance at the conclusion of a 

one-year commitment.  Not intended to be at market value (McBride, Gonzales, Morrow- 

Howell, & McCrary, 2011), the stipend is offered in either education credits or student 

loan forgiveness.  Loan forgiveness is equal to the maximum amount of a Pell Grant.  

The award at the time of writing this study was $5,550, and the recipient must use the 

grant within seven years of service completion.  The mark of stipend service over 

volunteer service is that stipend service is “always performed within a policy or 

programmatic structure and requires a more intensive and long-term commitment from 

the volunteers” (McBride et al., 2011, p. 851). A number of colleges and universities 

match AmeriCorps awards after the service period for those volunteers interested in 

continuing their education at the respective institutions (AmeriCorps, 2013; Frumkin & 

Jastrzab, 2009).  Volunteers dedicate themselves because they are inspired to be agents of 

change and contribute to society (Denhardt & Denhardt, 2011; Reingold & Lenkowsky, 

2010). 

 AmeriCorps volunteers (known as members) are assigned to residential 

communities (Wofford, Waldman, & Bandow, 1996).  The residential communities 

employ a lifestyle reflective of deep personal relationships with every person in their 

residential community and with the entire of the group.  Residential or intentional 

communities adopt a common-value system (Whitmyer, 1993).    



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP 14 

 

Each learns to run the household with a very limited income, divide chores and 

responsibilities, communicate and resolve conflict, and attend regular community nights.   

 Many communities are sponsored by religious affiliations and because of 

religious associations, participate in weekly spirituality meetings (Jesuit Volunteer Corps 

Northwest, 2013).  Intentional communities house a combination of a large majority of 

AmeriCorps volunteers who receive stipends, and a relatively small (less than one 

percent) number of yearlong service volunteers who do not fall under the auspices of 

AmeriCorps, but who also receive similar stipends from other non-profit organizations 

such as Lutheran Family Services or Catholic Charities and reside in the same intentional 

communities (K. Kligus, personal communication, April 11, 2013).  All of these 

AmeriCorps workers sponsored by religious organizations in intentional communities 

join other non-profit organizations such as Big Brothers/Big Sisters, the YMCA, the 

American Red Cross, and Habitat for Humanity to address pressing societal demands 

more effectively while supplementing efforts of nonprofit groups.  AmeriCorps 

volunteers work alongside other civic servants, providing them with networking 

prospects for potential career placement and job training (Frumkin & Jastrzab, 2009).   

A recent study suggested AmeriCorps service has a long-term impact on participants; 

90% of volunteers surveyed reported they were somewhat or very satisfied 

 with their service involvement regarding job preparation, application, and future interests 

(Price et al., 2011).  However, the report also suggested that not all AmeriCorps programs 

are equal.  “A year of AmeriCorps service” means vastly different things “depending on 

program location, type of service, operating structure, other participants, etc. (p. 3)” 
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AmeriCorps Sponsorship 

 AmeriCorps provides full-time crewmembers to support non-profit organizations, 

resulting in significant production increases in both number and effectiveness of unpaid 

volunteers (Wofford et al., 1996).  Program sponsors must follow an application process 

that is published by the Corporation for National and Community Service (CNCS), which 

stipulates broad areas of program recipients (e.g., homeless veterans, immigrant health 

and dental care, aftercare education for low-income families).  Sponsor organizations 

must meet federal grant conditions that exhibit an ability to recruit suitable volunteers.  

Sponsor organizations differ in goals and, therefore, the manner in which service 

participants are utilized (Epstein, 2009).  Some volunteers engage directly with those in 

need while some oversee non-stipend community workers while others write grants or 

work in governmental advocacy offices.  Some target specific communities, including 

faith-based initiatives, while others organize multi-site efforts.  Some volunteers receive 

extensive training prior to service, and others begin assignments without preparation 

(Reingold & Lenkowsky, 2010). 

AmeriCorps and Servant Leadership 

 Volunteers recite the AmeriCorps pledge and sign a commitment promise in a 

convocation ceremony signifying commencement of service.   

Several points in the pledge align with providing service to others while delivering 

services as a personal ethic. The pledge incites aspirations of empathy, awareness, 

communication, and foresight.  Volunteers act on behalf of their beneficiaries and are 

held to the same role expectations as full-time, hired staff members because  
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they demonstrate traits of accountability, integrity, objectivity, and leadership to the 

public sector (AmeriCorps, 2013).   

Referencing emerging systems of leadership, Greenleaf (1970) commented on intentional 

communities: 

Among them is a genuine striving for community, and they represent a significant 

social movement that may foretell the future.  The opportunities are tremendous 

for rediscovering vital lost knowledge about how to live in community while 

retaining as much as we can of the value in our present urban, institution bound 

society.  (p. 22) 

The History of Servant Leadership 

 The intent of servant leadership is interdisciplinary, multicultural, and 

interdenominational, marked by strong emphasis on selflessness.  Documented as early as 

600 BC in the Chinese book on philosophy, Tao Te Ching, and discussed by Lao-Tzu 

(570-490 BC), leadership is viewed as a hierarchy.  The pinnacle is the leader whose 

people are nearly oblivious to leadership.  The next coveted component is the leader, who 

is adored and admired.  The least accepted leader is the one whose followers challenge 

and resist (Lao-Tzu, trans. 1991).   

A subsequent manuscript, Arthashastra, from the fourth century BC originated 

from Kautilya, an Indian philosopher.   

Kautilya advised leaders to ignore what pleases them and consider what pleases 

followers.  The Jewish Talmud, pronouncing all to be responsible for others, by the 

Islamic text from the Hadith of Bukari, pronouncing the best to be responsible for others, 

and by the Sufi Sheikh, sanctions moralities of servant leadership,  
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M.R. Bawa Muhaiyadden, by demonstrating offerings of support and ease in others’ 

suffering.  The New Testament according to Mark depicts Jesus washing the feet of his 

disciples to demonstrate how they were to serve each other.  Researchers suggested Jesus 

Christ taught servant leadership concretely (Sendjaya & Sarros, 2002).  The common 

Hindu scripture, the Bhagavad Gita, emphasizes devotion to selfless work and world 

wellbeing (Nandram & Vos, 2010).  Strong notions of selflessness have drawn inferences 

to religious dogma.  Although otherworldly principles are encouraged, servant leadership 

has no religious association, but is derived from universal truths.  

 Among numerous leadership models presented in the literature, one introduced 

over four decades ago by Greenleaf (1970) expresses ethical, emotional, and rational 

truths as concepts encompassed by modern servant leadership.  Greenleaf (1977) 

unveiled his primary design of servant leadership (SL) while lecturing at the 

Massachusetts Institute of Technology (MIT) and Harvard Business School, and later 

expounded servant leadership in organizational behavior and management research 

(Black, 2010).  Prompted by a reading of Hesse’s (1932) Journey to the East, Greenleaf 

began to formulate ideas and interpretations that generated servant leadership principles.  

Hesse’s mythical novel depicts the narrator and protagonist, Leo, as a beloved servant 

who travels with a group of people on a spiritual pilgrimage. Leo sustains the group 

through spirit and song and his charismatic presence allows the travelers to depend 

greatly on him. In all ways, Leo serves the group.  One day, the travelers awaken to Leo’s 

absence.  The group falls into disarray and the journey falters.  With loss of continuity, 

the group spends years searching for its beloved servant and friend.  During the search, 

the sponsoring order of the pilgrimage gives shelter to one of the men.   



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP 18 

 

Within these living quarters, the man discovers Leo, who has only ever been seen as a 

servant, as the now noble and humble head of the order.  While Leo acted as servant, he 

was also the leader of the Order.  Leo’s draw to those he encountered was his awareness 

of the whole person, his guidance of decisions of morality and ethics, and his desire to 

serve (Sendjaya, Sarros, & Santora, 2008).  Prompted by Hesse’s writings, Greenleaf 

(1977) considered the paradox of servant leader, and instructed integration of moral 

leadership so that communication and interactions among employees instills mutual trust.  

He expanded the domain, asserting that servant leaders are servants first, and leaders 

second.  The concept of servant exposes servant leaders’ intentions and reasons to 

address followers’ needs.  Expanding on these tenets, Vaill (1998) wrote, “As I 

understand him, he is not asking what service can you render as a leader? But rather, 

what leadership can you exercise as a servant?” (p. xii).  Service first is the predominant 

theme of servant leadership, and lies as a foundation and the most important 

characteristic of servant leaders. 

Servant Leadership Defined 

 Servant leadership is a philosophy and set of practices that enrich the lives of 

individuals, build better organizations, and ultimately create a more just and caring 

world.  Although servant leadership has no exact definition nor consensus pertaining to a 

definition (Parris & Peachey, 2012), essential concepts incorporate value and provision.  

Greenleaf’s (1970) primary foundation of servant leadership emphasizes that: a) 

leadership originates with the natural feeling of wanting to serve first. That is, a leader is 

first a servant; b) the servant’s utmost priority is ascertaining others’ needs and assuring 

those needs are addressed; c) success is achieved when those who are helped become 
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more independent, healthier, and more knowledgeable; those who are served are then free 

to become servants; and d) a leader must remain a leader for the servant to become a 

leader. 

 Continuous assertion of priorities represents the compelling influence of servant 

leadership. That is, the good of others supersedes one’s personal regard and self-interest.  

Servant leadership endorses the personal regard and growth of people, encourages 

community, and provides direction for the good of those in the community (Laub, 1999).  

According to Barbuto and Wheeler (2002), the context of the work of servant leadership 

encompasses eleven traits, with an additional fundamental attribute of calling, and further 

research suggested five features: altruistic calling, emotional healing, wisdom, persuasive 

mapping, and organizational stewardship (Barbuto & Wheeler, 2006). 

Characteristics of a Servant Leader 

 Knowing the values that typify servant leadership is a necessary component to 

understanding the leadership model.  Cited commonly in the literature, Spears (2010) 

gathered the tenets of Greenleaf’s model and explained the characteristics:  

Awareness: Servant leaders avail themselves to their own feelings and the feelings 

of others.  Awareness contributes to realizing ethical, powerful, value-filled 

consideration.  As Greenleaf  (Greenleaf, Spears, & Stephens, 2002)  observed:  

Awareness is not a giver of solace—it is just the opposite.  It is a disturber and an 

awakener.  Able leaders are usually sharply awake and reasonably disturbed.  

They are not seekers after solace.  They have their own inner serenity. (p. 41) 

Building Community: The servant leader seeks opportunities to build community 

from within the organization.  Greenleaf (Greenleaf et al., 2002)) suggested:  
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All that is needed to rebuild community for large numbers of people is for enough 

servant-leaders to show the way, not by mass movements, but by each 

demonstrating his or her unlimited liability for a quite specific community-related 

group. (p. 53) 

Commitment to the Growth of People: Servant leaders adopt the Jesuit model of 

cura personalis (care of the entire person).  Attention focuses on the needs of others, and 

distinct respect is paid to exceptional events and conditions.  The servant leader is 

committed to the growth of each person, and the organization is respectful of the 

responsibility (Russell & Stone, 2002). 

Conceptualization: The Servant leader thinks beyond the here and now, a skill 

requiring practice and self-control.  Servant leaders are realistic visionaries.  Although 

traditional leaders may be preoccupied with short-term goals, the servant leader enlarges 

ideas to include broader, deeper concepts.  

Empathy: Servant leaders listen empathically.  They separate an issue from the 

good intentions of others, especially in the context of disagreement.  They strive to be 

both self-empathic and other-empathic; they imagine what being in someone else’s shoes 

is like. 

Foresight: Although aligned closely with conceptualizations, foresight is the 

distinguishing element between past, present, and future, finding roots deeply in 

perception and intuition.  

Healing: Servant leaders recognize that authentic change occurs when people 

compromise and acclimate to new alterations.  Healing relationships is a means toward 
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this transformation.  A servant leader’s greatest forte is recognizing the prospect of 

healing and doing so in the service of others.   

Listening:  Servant leaders are strong communicators.  They are receptive 

listeners, both in the moment and in reflection.  They clarify, validate, and intuit what is 

and what is not being said.  They are committed to understanding an issue fully, and seek 

the well being of others and themselves in the pursuit of listening.  

Persuasion: Servant leaders rely on persuasion—not authority or power—during 

decision-making, the intent of which is induce satisfaction and assurance, in lieu of  

coercion and compliance.  One of the most definitive distinctions between the historic 

authoritarian model of leadership and servant leadership is in the impedance behind 

persuasion; the servant leader is a consensus-builder. 

Stewardship: Block (1993) called for a model of leadership based on community, 

ethics, service, and caring, and defines stewardship as “holding something in trust for 

another” (p. xx).  Servant leaders hold themselves and the organizations they represent in 

trust for the greater good.  

The Paradox of Servant Leadership and Power Sharing 

 The words servant and leader are traditionally antonyms.  In deliberate 

consideration of the two, Greenleaf realigned the leadership paradigm  

from the juxtaposition of former antonyms to the paradoxical term servant leadership 

(Walker, 2006).   

The concept of servant leadership as a paradox and the sharing of leadership 

power are common threads in research and organizational design literature (Block, 1993; 

Greenleaf, 1970; Greenleaf, 1977; Irving & Longbotham, 2009; Kouzes & Posner, 2003; 
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Russell & Stone, 2002; Sendjaya & Sarros, 2002; Vaill, 1998).  Speaking to power 

sharing, Blanchard and O’Connor (1997) suggested the typical organizational pyramid 

design—characterized by power, authority, and control at the top—injures workers nearer 

the bottom.  This model forces those below to fight with those above, who may be out of 

reach, for coveted resources.  Blanchard and O’Connor argued that by overturning the 

pyramid, resources flow up to workers who are most able to address the needs of the 

organization.  Kouzes and Posner (2003) supported the idea that power sharing is an 

example of effectual leadership; a leader’s power is strongest when given away.  They 

argued, “When leaders and constituents are willing to be mutually influenced by one 

another, everyone’s level of influence increases” (p. 288).  Greenleaf (1977) asserted that 

a leader’s true character is demonstrated in a willingness to be foremost a servant to 

others because desire alone is what makes one noble (Greenleaf, 1977).  Thus, a servant 

leader possesses an intrinsic need to lead by serving, serves to support with philosophical 

core values, and meets the priorities of others (Greenleaf, 1977; Russell & Stone, 2002; 

Sendjaya & Sarros, 2002). 

Servant Leadership versus Transformational Leadership 

 Researchers frequently draw parallels between servant and transformational 

leadership (Matteson & Irving, 2006; Patterson, Redmer, & Stone, 2003; Sendjaya et al., 

2008).  Although both models are analogous regarding the philosophical foundations of 

vision, trust, integrity, and people-centered leadership (Stone, Russell, & Patterson, 

2003), the concentration and intention of these leadership styles warrant clarification.   

Transformational leadership defines a constant practice by which leaders and followers 

choose to improve the others’ esteem and experiences (Burns, 2010).  Short-term goals 
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and immediate requests are surpassed to reflect higher-order, intrinsic demands.  The 

theory of transformational leadership requires leaders to model high-level values to draw 

others toward the leader, who in turn evaluates the theory and practice of leadership 

skills.  Leaders who convert followers through inspiration and service “induce followers 

to act for certain goals that represent the values and the motivations—the wants and 

needs, the aspirations and expectations—of both leaders and followers” (Burns, 2010, p. 

26).  Although similar in design and context, the dividing principle between 

transformational and servant leadership is the intention of service.  Transformational 

leaders serve the organization, which may not suit the individual follower, and provide 

great impetus for followers to engage in and support organizational strategic objectives.  

Servant leaders serve the individual (Patterson et al., 2003; Stone et al., 2003).  Growth of 

the leader and the organization usurps follower growth.  Contemporary researchers 

consider servant leadership as moving outside the transformational paradigm because the 

transformational model fails to address the moral or ethical responsibility of the leader 

(Avolio, Walumbwa, & Weber, 2009; Patterson et al., 2003; Walker, 2006).  Servant 

leaders consider the personal and professional growth of those they serve. They 

encourage autonomy and the likelihood that followers will become servant leaders.  

 Both transformational and servant leaders are a prominent and effective presence 

in the eyes of followers, but although they both provide influence, servant leaders gain 

influence uniquely consequential to service unto itself (Russell & Stone, 2002).  They 

provide great freedom for followers to implement their own ideas and plans.   

Servant leaders also place a conviction of trust and empowerment in their 

followers than is the case with other leadership styles, necessitating servant leaders to 
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exert more direction.  The degree to which a leader is capable of moving his or her 

leadership from the organization to followers is the overriding feature when determining 

whether a leader is a transformational or servant leader (Patterson et al., 2003).  Sendjaya 

and Sarros (2002) found that servant leaders consider themselves stewards who develop 

and empower others to reach their highest potential.  

Criticisms of Servant Leadership 

The concept of leadership in organizations is one of myriad theories, concepts, 

principles, and beliefs that support physical, mental, emotional, and spiritual domains.  

As with all strong models and designs, room remains for analysis, change, and growth, 

and the servant leadership paradigm is no exception.  Criticisms of Greenleaf’s original 

model center on a finite set of tenets that appears often in literature reviews (Beck, 2009; 

Bobbio, Van Dierendonck, & Manganelli, 2012; Laub, 1999; Melchar & Bosco, 2010; 

Parris & Peachey, 2012; Patterson, 2003), including:  

 1.  Researchers’  assertion that the servant leadership model lacks credibility 

primarily because of variations in agreed on definitions (Bobbio et al., 2012; Laub, 1999; 

Parris & Peachey, 2012; Patterson, 2003).  Van Dierendonk et al. (2012) stated, “one is 

inclined to include dozens of characteristics a leader needs to display to be 

 called a servant leader which are in turn hard to include in a methodological design, and 

maybe hard to handle in practice” (Van Dierendonck, Nuijten, & Heeran, 2009, p. 250). 

2.   The concern of credibility is due in part to lack of empirical data (Barbuto & 

Wheeler, 2002; Bobbio et al., 2012; Graham, 1995; Laub, 1999; Parris & Peachey, 2012; 

Sendjaya et al., 2008; Stone et al., 2003). 
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3.  Researching servant leadership in Italy, Bobbio et al. (2012) argued 

multicultural restrictions alter the concept of servant leadership; the model is effective 

with the foundational tenets indicated by Greenleaf (Greenleaf, 1970).  Parris and 

Peachey’s (2012) servant leader literature review reported that at the time, there were 

only four published cross-cultural servant leadership studies.   

These four research studies posited that disparate cultures perceive characteristics 

of servant leadership differently, and thus servant leader attributes are not considered 

collectively in a similar manner across nations (Parris & Peachey, 2012). 

4.  The same review noted that some organizational settings receive less attention 

from researchers, including medical institutions, public organizations, non-profit 

organizations, and community-level organizations, the result of which is a less inclusive 

and credible business leadership model (Parris & Peachey, 2012).  

Servant Leadership and Spirituality 

 Research Studies 

Considering a multiplicative range of servant leadership characteristics, spiritual 

leadership is a component cited often.  Other variables that align the two concepts and 

that have been researched include authenticity and covenantal relationships (Sendjaya et 

al., 2008), humility and forgiveness (Van Dierendonck et al., 2009), and  

healing and stewardship (Spears, 1995).  Thus, modern researchers in servant leadership 

led discussions toward the value of spirituality in self and others.   

As a virtuous leadership practice that finds expression through service, that 

service becomes inspiration for a servant leader’s desire to seek significance and 

intention in their work.  Agapao love, a foundation of Patterson’s (2003) model of servant 
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leadership, is what Winston (2003) considered the action of loving in an unconditional 

moral or ethical sense.  Sendjaya et al. posited two arguments, both of which supported 

the connection between servant leadership and spirituality: altruistic or Agapao 

(Patterson, 2003) love as applied to Greenleaf’s (1977) tenet of servant leadership 

parallels one’s primary desire to serve.   

Alternatively, Sendajaya et al. (2008) suggested that “it would be equally valid to 

argue the contrary, whereby spirituality is the motivational basis for servant leaders to 

engage others in authentic and profound ways that transform them to be what they are 

capable of becoming” (p. 404). 

Subsequent research into Greenleaf’s original archetype infuses concepts of a 

spiritually generative culture, one in which each person is mindful of facilitating both 

personal and organizationally systemic growth (Sendjaya et al., 2008).  A foundation of 

values entrenched in spirituality invites participants to contemplate a leadership purview 

in a state of tandem with a state of doing (Smith, Montagno, & Kuzmenko, 2004).   One 

tenet of servant leadership concerns offering stewardship to an organization (Greenleaf, 

1970; Russell & Stone, 2002; Sendjaya & Sarros, 2002).   

Reiser (1995) claimed that Greenleaf’s tenets incorporate a spiritual dimension 

into one’s place of employment as one experiences a natural and personal desire 

 to lead a life of service; authentic servant leadership is “the search for wholeness in a 

broken world” (Reiser, 1995, p. 60).  

Ecumenical Considerations 

The paradigm of servant leadership transcends religious theologies by 

encompassing many under one design.  The story of Leo’s (Hesse, 1932) altruistic efforts 
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as he endeavors to demonstrate humility in the face of the struggles of others parallels the 

Bhagavad Gita’s decree to “strive constantly to serve the welfare of the world; by 

devotion to the selfless work one attains the supreme goal of life” (Easwaran & Johnson, 

2007, p. 210).  Although not specifically intended for Judeo-Christian association 

(Nandram & Vos, 2010), natural connotations emerged on a larger scale (Keith, 2008; 

Sendjaya et al., 2008; Walker, 2006), citing Biblical scripture.   

Frequent New Testament gospel references (Flaniken, 2006) include Jesus washing the 

disciples’ feet (Sendjaya & Sarros, 2002), Mark 9:35 (Catholic New American Bible, 

Revised Edition) “If anyone wants to be first, he shall be last of all and servant of all”, 

and Matthew 19:16-22 (Catholic New American Bible, Revised Edition) “To reproduce 

God’s attitude of love by caring for our fellow human being.”  The precepts of servant 

leadership—listening, empathy, healing, community building, and commitment—suit the 

Catholic foundations readily, with unique emphasis highlighting Ignatian pedagogy and 

intent.  

Ignatian Spirituality 

 Researchers (Matteson & Irving, 2006; Patterson, 2003; Spears, 1996) have 

strengthened the servant leadership model by operationalizing Greenleaf’s (1970) tenets.   

Another model worthy of mention is the Jesuit educators’ Ignatian Pedagogical 

Paradigm ("IPP," 2013). The IPP is a learning process that includes five elements, and 

presented here in the environment of servant leadership:  a) context, or the factors that 

support or curtail a process, b) experience, or ensuring the servant leader can understand 

and synthesize with affect, the opportunities presented, c) reflection by thought-filled 

reconsideration of experiences that lead to compassion and consideration, d) action 
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through the priorities, deeds, and ideals which are generated following reflection, and e) 

evaluation of the leader’s growth consistent with living the philosophy of servant 

leadership. 

Spirituality in a Secular World 

Infusing spirituality into a secular environment is only one of the realistic 

challenges facing servant leaders.  Discernment is a decision-making, spiritual practice 

that aligns one’s choices while seeking or exercising the will of God (Paprocki, 2007) to 

meet such challenges.  Practiced in both eastern and western cultures, discernment is a 

universal, spiritual precept as evidenced by writings in contemporary references to 

ancient texts. “According to Ayurveda, we become what we surround ourselves with.  

And so it stands to reason that we have to be discerning about what we surround 

ourselves with” (Cope, 2012, p. 85).   

Cited from the Old Testament: “Give your servant, therefore, a listening heart to 

judge your people and to distinguish between good and evil.  For who is able to give 

judgment for this vast people of yours?” (1 Kings 3:9, Catholic New American Bible, 

Revised Edition). New Testament, scripture reads, “This is my prayer: that your love may 

increase ever more and more in knowledge and every kind of perception,  

to discern what is of value, so that you may be pure and blameless for the day of Christ” 

(Phil 3:9-10, Catholic New American Bible, Revised Edition). 

If one is to assume that servant leadership is a natural, implicit part of spirituality, 

it follows that servant leaders possess an awareness of self that can develop into 

motivation to lead by serving (Schwartz & Tumblin, 2002).  Absent transcendence or 

spirituality, servant leadership is not fully functional.  Reflection, contemplation, and 
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meditation are a few of the practices that help servant leaders bring intuitive insights to 

the foreground.  Intuitive insights require the ability to listen to one’s automatic response 

to any problem regardless of the source or response. 

Summary 

 Chapter Two exposed information from extant  servant leadership literature—

from the time of Confucius to the present day—to develop strong research questions. 

Further, knowledge regarding servant leadership was considered against the backdrop of 

AmeriCorps year-of service volunteers.   The researcher was cognizant of informing the 

reader of salient points, notable omissions, and gaps in the literature. In referencing the 

balance and need for this study in Chapter One and the researcher’s knowledge of the 

literature in Chapter Two, Chapter Three describes the sample and procedure of the 

mixed method used. 
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CHAPTER THREE 
RESEARCH METHODS 

Introduction 

 This chapter describes the methods used to study servant leadership traits in 

AmeriCorps volunteers. The research design was a mixed methods concurrent 

explanatory design consisting of two distinct phases: quantitative and qualitative. The 

researcher administered the instruments by means of a web-based survey and facilitated 

one-on-one audiotaped interviews. The sections in this chapter describe the foundation 

for choosing the mixed-methods design, and choice of the Servant Leadership 

Questionnaire (SLQ).  The chapter concludes with population, instrumentation, and 

ethical considerations.  

Research Design 

Mixed Methods 

 The purpose of this concurrent, explanatory mixed-method study was to 

determine whether self-perceived traits of servant leadership were present in AmeriCorps 

Volunteers to operationalize the servant leadership model. Two considerations emerged 

in choosing a research design. 

Quantitative Considerations 

 The first consideration was to obtain empirical data in a quantitative survey 

sufficient to verify servant leadership traits.  The researcher investigated several potential 

servant leadership questionnaires, and the decision was made to use Barbuto and 

Wheelers’ (Barbuto & Wheeler, 2006) Servant Leadership Questionnaire (SLQ), Self (or 

Leader) only.  The SLQ was the most appropriate quantitative survey for this study 

because it focuses on individual leaders, in comparison to those focusing on other  
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design variables such as moral and ethical servant leadership frameworks (Patterson, 

2003), an organizational servant leadership framework (Laub, 1999), a framework of 

servant leadership and change management (Kool & Dierondonck, 2012), and a 

framework that considers follower impressions of a leader (Dennis & Bocarnea, 2005).  

The SLQ was designed to have participants rank themselves on their thoughts and 

behaviors surrounding servant leadership using a 5-point Likert scale, identifying the 

degree to which the characteristics most accurately describe them. 

According to the authors (Barbuto & Wheeler, 2006), the SLQ sampled in 2002 

measured eleven tenets of servant leadership described by Greenleaf (Greenleaf, 1970) 

and identified by Spears (Spears, 2010).  Barbuto and Wheeler discussed these 

characteristics in an article prior to developing the research design. They are: calling, 

listening, empathy, healing, awareness, persuasion, conceptualization, foresight, 

stewardship, growth, and community building (Barbuto & Wheeler, 2002). Data from 

nearly 500 questionnaires examined consistency, factor structure, convergent and 

divergent properties, and predictive validity.  Leadership faculty from several universities 

and doctoral students of leadership conducted analyses. They performed a priori 

analyses, an approach that considers field questions prior to gathering data.  The a priori 

categorization demonstrated validity with an 80% accept criterion (Barbuto & Wheeler, 

2006, p. 309).  After collecting questionnaire data from 80 civic leaders, a factor analysis 

reduced the data to five independent subscales that were subsequently used to test 

reliability and convergent, divergent, and predictive validity.   
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These five servant leadership factors “appear to be conceptually and empirically 

distinct” (Barbuto & Wheeler, 2006, p. 318): altruistic calling, emotional healing, 

organizational stewardship, persuasive mapping, and wisdom.  

 Altruistic Calling is a firmly held desire to make a positive difference in the life of 

someone (Barbuto & Wheeler, 2006).  The desire is coupled with a generosity of spirit 

often associated with philanthropy.   Leaders scoring highly in the domain of altruistic 

calling naturally put the needs of others before their own.  Emotional healing depicts a 

leader’s commitment and desire to foster spiritual recovery from hardship or trauma. 

Leaders who employ emotional healing are highly empathic and skilled in active 

listening, adding to their proficiency in healing.  These leaders create environments that 

are safe to voice personal and professional issues.  Organizational stewardship is 

highlighted by the degree and depth to which leaders arrange for the stakeholders of an 

organization to make a positive contribution to the community through development and 

outreach.  A group’s mission, ethics, vision, and values are transparent and responsible 

for the overall strength of an organization.  An organization strong in stewardship reflects   

a desire to give back to a community.  Consistent effort to reinforce a community spirit in 

one’s place of work is a defining trait of organizational stewardship. 

 Persuasive mapping explains the extent to which leaders use sound cognitive 

analyses and mental mapping. Leaders who hypothesize possibilities for the greater good 

and who succinctly and effectively communicate these possibilities are successful in 

persuasive mapping.  They encourage others to visualize prospects and offer convincing 

reasoning to motivate those around them.  Wisdom is “a combination of awareness of 

surroundings and anticipation of consequences” (Barbuto & Wheeler, 2006, p. 318).   
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Leaders who are attentive, mindful, and preemptive in their personal and professional 

lives are high in the category of wisdom.  “Wisdom is the ideal of perfect and practical, 

combining the height of knowledge and utility” (Barbuto & Wheeler, 2006, p. 318). 

Since its verification, the SLQ has been used in a number of studies to measure 

variables such as antecedents of servant leadership behavior (Beck, 2009), organizational 

performance (Melchar & Bosco, 2010), and leader effectiveness (Shekari & Nikooparvar, 

2012). 

Qualitative Considerations 

The second consideration was to understand how people in everyday settings—

AmeriCorps volunteers in this case—create meaning from experience.  This 

consideration was accomplished optimally by gathering rich qualitative data obtained 

through personal interviews.  Maxwell (1996) suggested five attributes when designing 

qualitative analysis: (a) to bring consideration and understanding to events, experiences, 

and insights of those interviewed, (b) to work toward an understanding of specific 

contexts and practices described by an interviewee, (c) to be cognizant of unexpected 

influences and portents, (d) to recognize the process by which experiences and events 

take place, and (e) to develop causative relationships.  A qualitative design represents the 

second part of this study.  When a researcher refers to social, emotional, and behavioral 

research that is experienced in an unremarkable setting and such research can be analyzed 

interpretatively, the researcher is conducting qualitative research (Kerling & Lee, 1999).  

Boeije (2009) argued that the purpose of qualitative research is “to describe and 

understand social phenomena in terms of the meaning people bring to them” (p. 11).  
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Qualitative design employs a model using such tools as semi-structured interviewing, 

case studies, and focus groups in real-world settings. 

Choice of Mixed Method 

A fundamental argument that supports a mixed-method design is that not all 

studies can or should be solely quantified or qualified (Creswell, 2006).  With these goals 

in mind, a mixed-method research design was chosen that addressed the quantitative 

intents of this research with a rich qualitative discussion that accounted for measuring the 

density and intricacies of servant leadership.  The blend of quantitative and qualitative 

data offered a thorough and detailed image of servant leadership ethic in AmeriCorps 

volunteers.  

Quantitative Collection 

The twenty-three item, Likert-formulated design provided volunteers with ratings 

from zero (not at all) to four (frequently, if not always).  An online survey method was 

chosen for the benefits of efficacy in turnaround, cost, and administration.  Additionally, 

the benefit of presumed reduction in errors due to the mechanized informational database 

was a factor in the decision.  The SLQ was favorable for completion in one short sitting, 

further reducing concerns of reliability and validity in the data collection.  Research 

benefits included instantaneous tracking of the number of surveys submitted, thus 

delivering an efficient method of tracking the number of quantitative responses and 

gleaning demographics from those participants wishing to continue with the semi-

structured interview.  The paper survey, supplied to the researcher from the authors, was 

replicated to the online survey tool Survey Monkey, with minimal changes.  For items 11, 

15, 19, and 23, the word “organization” appears as written by the authors.   
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The sentence “Please consider your service site and/or intentional community as 

the organization in this question” was added for clarification because respondents had 

two organizational resources to which to refer.  The change was made without altering 

the meaning of the original items. Instructions for completion of the survey were 

reproduced and provided with the survey. A letter of introduction was sent to the program 

directors of four sponsoring organizations in order to explain the study (Appendix A). A 

follow-up phone call was made several days afterward.  

Qualitative Collection 

 Data were collected through individual, semi-structured, telephone interviews.  

This format considers the ease and comfort of real-life settings for those being 

interviewed and the individual experiences of the volunteers.  Eight semi-structured 

interview questions were asked via telephone to ten volunteers.  The volunteers were self-

nominated by answering an interest question at the end of the quantitative survey.  All 

qualitative volunteers were contacted via phone or e-mail for an interview within 24 

hours of their self-nomination.  Queries that regarded the AmeriCorps year-of-service 

experience and aligned with the three research questions were used (XXXXXXXX). To 

acquire complete data, pre-designated, semi-structured, open-ended questions regarding 

experiences, behaviors, opinions, knowledge, and background were used to support or 

refute the results of the SLQ.  

Inclusions and Exclusions 

Barbuto and Wheeler’s (2006) SLQ (Leader version only) was distributed to four 

program managers who oversaw AmeriCorps volunteers at 155 service sites.  The 

managers then distributed the survey via direct group e-mail to 174 volunteers residing in 
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30 intentional communities under the auspices of four non-profit organizations: Border 

Servant Corps, Urban Servant Corps, Catholic Vincentian Volunteers, and Jesuit 

Volunteer Corps Northwest.  Two of the non-profit organizations were supported by 

Roman Catholic administrations, and the Lutheran Synod supported two of the non-profit 

organizations (Border Servant Corps., 2013; Colorado Vincentian Volunteers, 2013; 

Jesuit Volunteer Corps Northwest, 2013; Urban Servant Corps, 2013). 

 Consideration was given to the volunteers’ perceived roles and identifications of 

the program directors.  Invitations were sent via mass e-mail from the program directors 

to the volunteers.  The program director had no knowledge of who participated. 

Participants were directed to the SLQ on SurveyMonkey® after acknowledging ethical 

guidelines and considerations.  A goal of 100 responses was anticipated from the 174 

volunteers.  Exclusions included surveys returned twice by the same participant and 

second-year AmeriCorps volunteers.   

 For the qualitative portion, volunteers who responded affirmatively to an 

interview request  were contacted to discuss their leadership experiences.  Invitations to 

complete the questionnaire were sent via e-mail to all participants who indicated interest 

at the end of the quantitative survey, and a reminder was sent one week later.  The 

qualitative interviews  continued until saturation with each interview lasting no longer 

than 60 minutes, with no more than 15 interviews. Exclusions included the researcher’s 

biological relatives and second-year AmeriCorps volunteers.  Consent and verification 

forms were articulated, shown in Appendices B and C. 
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Sample Participants 

 Participants were volunteers providing one year of service.  All were AmeriCorps 

volunteers who received a tuition reimbursement of approximately $5,500 in exchange 

for fifty weeks of service, forty hours per week (AmeriCorps, 2013), and were paid in full 

at the end of their tenure.  All volunteers received room and board, $75.00 per month, and 

health insurance.  Each resided in one of four communities—Urban Servant Corps, 

Border Servant Corps, Jesuit Volunteer Corps Northwest, or Catholic Vincentian 

Volunteers—and served with partner agencies in Alaska, Idaho, Montana, Oregon, 

Washington, Colorado, and New Mexico.  Participants were both males and females, and 

were aged 23 to 59 at the time of the interview.  All held at least a four-year 

undergraduate degree, and some held master’s or doctoral degrees.  

Data Recording and Types of Data 

Quantitative data were collected via SurveyMonkey® on a MacBook Air, scored 

and coded by hand and by IBM SPSS (Statistical Package for the Social Sciences) 

statistics program.  Data collected during telephone interviews were recorded with a 

Zoom H2 recorder, downloaded onto a MacBook Air, and transcribed by Rev 

transcription company. Written results were analyzed by hand and coded using NVivo10 

computer software.  NVivo10 was adapted for MacBook Air with Parallels computer 

software installed by the Department of Information Technology at Creighton University.   

Validating the Findings 

Denzin and Lincoln (2003) suggested credibility, transferability, dependability, 

and conformability establish trustworthiness in qualitative research.  Member checking, 

an approach “in which the investigator takes summaries of the findings back to 
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 key participants in the study and asks them whether the findings are an accurate 

reflection of their experiences” (Creswell & Plano Clark, 2006, p. 134), was applied.  

Triangulation, a common exercise in which the researcher “builds evidence for a code or 

a theme from several sources or from several individuals” (Creswell & Plano Clark, 

2006, p. 135), was also applied.  Both exercises established credibility and plausibility of 

the findings.  Transferability, the ability of other researchers to apply findings in future 

research, was established by acquiring interviews rich in description.  Dependability, the 

strength of the findings, and conformability, the lucidity of the data to outcomes, were 

achieved using an audit trail.  A graduate student at another university and with 

experience in the dissertation process and coding method of analysis, read the 

transcriptions, data, and coding to achieve overall agreement regarding analysis.  

Reexamining all qualitative information to determine whether coding of emergent themes 

was applicable in all instances was also applied.  This negative case analysis was 

completed first by the graduate student and later by the researcher to support verification.  

Creswell (1998) noted Husserl’s (1970) approach when describing an interviewer’s 

experiences: bracketing, intuiting, analyzing, and describing.  This phenomenological 

approach requires a researcher to conduct interviews without predetermined ideas.  To do 

so, the researcher must disregard or bracket preconceptions to focus on responses.  

Consideration of participants’ interactions, experiences, and attitudes should be 

foremost in the researcher’s mind (Creswell, 1998).  This approach was chosen to 

understand fully and appreciate the reality and depth of the volunteer experience.  

Although the researcher  may have had preconceptions regarding the content of the 

transcripts, all expectations were suspended,  allowing the survey and interview 
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responses to determine results. The researcher’s ability to bracket perspectives of practice 

was supported by prior education and experience in this phenomenon  Each interviewee 

was allowed access to his/her transcript via e-mail.  

Data Analysis 

Quantitative Analysis 

 Barbuto and Wheeler (2006) reported that from a sample of 80 leaders, 

reliabilities of the five subscales ranged from 0.68 for emotional healing to 0.87 for 

wisdom.  Subscale inter-correlations ranged from r=0. 28 for both altruistic calling and 

persuasive mapping to r=0.53 for emotional healing and persuasive mapping.  The means 

of the each of the self-rated subscales ranged from 2.48 to 2.98, with standard deviations 

ranging from 0.49 to 0.58.  Emotional healing and persuasive mapping provided the 

highest inter-correlation for the self-version.  The lowest inter-correlation, r=0.28, for the 

self-version was between altruistic calling and persuasive mapping.  The researchers 

reported “strong factor structures and good performance in all validity criteria indicate 

that the instrument offers value for future research” (Barbuto & Wheeler, 2006, p. 300). 

Qualitative Analysis 

 Explaining the rigors of qualitative analysis, Kvale argued that “precision in 

description and stringency in meaning interpretation correspond in qualitative interviews 

to exactness in quantitative measurements” (Kvale, 1996, p. 26).  Volunteers were 

reminded verbally of the study’s restrictions and permissions obtained by the researcher.  

When completed, the digital recordings were destroyed.  All written and recorded 

information was downloaded and erased from the researcher’s computer.   
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Downloaded information was secured in a safe located in the researcher’s home, with the 

combination known to only the researcher.  Participant names were removed from data, 

and the researcher used numerical coding to identify respondents in both the data 

collection and final report.  NVivo 10 coding software was used to identify themes and 

patterns that fit the semi-structured interview questions.  Any additional information 

pertaining to the identity of participants, such as documents and personal conversations, 

were coded by hand.  Thematic inferences drawn from a succinct review of the literature 

provided both reinforcement of results from the SLQ and a basis of question formation.  

Creswell’s  (2006) recommended benchmarks for gathering qualitative data were 

followed to maximize objectivity, credibility, and dependability for the use of use of 

audio-visual materials, inclusion of  documents, and the facilitation of  interviews.   

Finalized data were interpreted using a blended phenomenological and case study 

approach that identified both servant leadership traits and the narrative discovery of 

information from the interviews (Plano-Clark, 2006).  

Ethical Considerations 

This mixed-method study was comprised of a quantitative survey followed by 

qualitative, personal, semi-structured interviews on the topic of servant leadership. After 

securing an agreement of support from the four program managers, participants were 

invited to take part in the study via e-mail generated by program managers from the 

participants’ intentional communities.  The researcher was the sole principal investigator 

and the contact for survey distribution and data collection.  The researcher was also the 

only person with access to identifying information regarding volunteer participants and 

their contributions.  
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The participants received the survey and were asked to type their initials 

indicating consent to  participate in the interviews.  Results of the individual quantitative 

battery were made available to volunteers who participated.  To ensure confidentiality, 

participants were identified by numerical codes.  All participants were over the age of 19 

and did not receive financial or other beneficial remuneration.   All communication and 

correspondence with participants reinforced the importance and security of the 

researcher’s discretion and confidentiality.  The interviews were coded with first and last 

initials, and a separate key file contained the names and e-mail addresses of those 

interviewed to allow respondent validation and clarification.  The interviews took place at 

an agreed on time and date, with all participants comfortable with those times and dates.  

There was no cost to the volunteers associated with the interviews other than the time 

warranted for completion of the survey and, if indicated and willing, the interview itself.  

Participants benefitted from outcomes gleaned from this study, potential gratification 

from contributing to the study, and knowledge gained on the subjects of servant 

leadership and volunteerism.  Electronic results of the survey and the audio recordings 

will be stored on an external hard drive and housed in a safe for one year before being 

destroyed.  A Licensed Professional Counselor, the researcher teaches Legal and Ethical 

Issues in Counseling at the Graduate level and is practiced in interviewing protocols.  

Ensuring a solid research design and non-disclosure are tantamount to all other 

considerations. (Cone & Foster, 2004). 

 

 

 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP 42 

 

Researcher Bias 

 Patton (2001) suggested “qualitative inquiry, because the human being is the 

instrument of data collection, requires that the investigator carefully reflect on, deal with, 

and report potential sources of bias and error” (p. 51).  Researcher involvement included 

interviews which required direct verbal contact with participants. During an interview, a 

researcher influences participant responses in several ways.  Many of these factors, such 

as the respondent’s perceptions of the interviewer’s characteristics (e.g., sex, race, 

perceived social status, etc.) are difficult to overcome (Creswell, 1998).  As a licensed 

clinician, the researcher was mindful that interviewers project personal attitudes and 

anticipate responses, both of which corrupt data.  The researcher used a separate 

worksheet to record reflexive summaries of volunteer responses during interviews to 

bracket information received (Appendix I).  

Summary 

 The purpose of this study was to determine whether AmeriCorps year-of-service 

volunteers identified with traits of Greenleaf’s model of servant leadership.  In this 

chapter, quantitative and qualitative methods employed to conduct this study were 

identified.  The researcher addressed selection for specific inquiries and the decision to 

use a mixed-method approach.  Descriptions of volunteer selection, data collection, and 

data analysis were discussed.  Ethical considerations and research biases were addressed.  

Findings and implications of the study are presented in the remaining chapters. 
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CHAPTER FOUR 
RESULTS 

Presentation and Analysis of Data 

 The previous chapters specified the background and need for this study, reviewed 

literature, and detailed methodology. This chapter outlines the results of this study on 

self-perceived traits of servant leadership in AmeriCorps volunteers in a mixed-methods 

study. To obtain an in-depth grasp of volunteers’ credence, understanding of servant 

leadership behaviors, and provide richness to the study, triangulation was employed. 

Barbuto and Wheeler’s (2006) Servant Leadership Questionnaire  (Leader version only) 

was used to measure volunteers’ self-perceptions of servant leader traits. Simultaneously, 

semi-structured telephone interviews were conducted with ten of the same volunteers to 

support or refute the quantitative data.  

  This chapter outlines the results of this study on self-perceived traits of servant 

leadership in AmeriCorps volunteers in a mixed-methods study. Triangulation was 

employed to obtain an in-depth grasp of volunteers’ credence and understanding of 

servant leadership behaviors and provide richness to the study.  Barbuto and Wheeler’s 

(2006) SLQ (Leader version only) was used to measure volunteers’ self-perceptions of 

servant leader traits.  Simultaneously, semi-structured telephone interviews were 

conducted with ten of the same volunteers to support or refute the quantitative data.  Data 

studied were considered in response to three research questions: 

1. Do long-term and AmeriCorps volunteers self-identify with traits of servant 

leadership?  

2. What information regarding self-perceived leadership traits in year-of-service 

volunteers emerge from semi-structured interviews? 
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3. Were the traits of servant leadership modeled for the volunteers prior to 

committing to residing in an intentional (i.e., based on mutual principles) 

community?      

Quantitative Results 

 The respondents first supplied information regarding their age, gender, ethnicity, 

and residence. Next, they answered 23 items aligned to five characteristics based on 

Barbuto and Wheeler’s (2006) Servant Leadership Questionnaire.  These characteristics 

were altruism, emotional healing, wisdom, persuasive mapping, and organizational 

stewardship. Respondents then ranked themselves on their thoughts and behaviors using a 

5-point Likert scale, identifying the degree to which the characteristics most accurately 

described them. An electronic version of Barbuto and Wheeler’s SLQ generated 51 

responses from 174 invited AmeriCorps volunteers, representing a 29.3% response rate 

over a period of 21 days.  All respondents’ self-reported demographic variables. 

Demographics 

 Number of volunteers.  After agreeing to the study, participants identified their 

gender, age group, ethnicity, and residence.  Fifty-one AmeriCorps volunteers, 39 female 

(76.5%) and 12 male (23.5%), participated in the quantitative portion of the study.  

Results of those demographics are shown in Figure 1. 
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Figure 1. Number of volunteers (N=51). 

 

 Age of volunteers. The volunteers identified themselves as belonging to one of 

four age groups: 18 to 24 (86.3%), 25 to 34 (9.8%), 35 to 44 (2.0%), or 55 to 64 (2.0%). 

No one from the age group 45 to 54 responded, though information received during prior 

conversations with managers of several sponsoring organizations affirmed that there were 

volunteers from that age bracket in AmeriCorps at the time. Results of those 

demographics are shown in Figure 2.  

Male       12     
23.50% 

Female     39     
76.50%

0% 0%

Number of  Volunteers  

Male         12     23.50%

Female     39     76.50%
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Figure 2. Volunteers by age. 

 

 Ethnic identity of volunteers.  The ethnic identity of the majority of respondents 

was White/Caucasian (82.4%).  People from four ethnicities—American Indian/Alaskan 

Native, Asian/Pacific Islander, Hispanic American, and White/Caucasian—responded.  

No Black or African Americans participated in this study.  Figure 3 illustrates assignment 

of all ethic identifications. 

86%

10%

2%
0% 2%

Volunteers By Age

18-24     44   86.30%

25-34      5      9.84%

35-44      1      2.00%

45-54      0      0.00%

55-64      1      2.00%
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Figure 3. Ethnic identity of volunteers. 

 

 State of Permanent Residence. Volunteers noted the address of their states of 

permanent residency.  Clusters of states fell into natural separation, with the top 39.1% of 

participants originating from Washington (13.7%), California (9.8%), Iowa (7.8%), and 

New Jersey (7.8%).  The succeeding states of Maryland, Massachusetts, Minnesota, and 

Nebraska (each equally represented with 5.9% permanent residencies) comprised the next 

23.6%, resulting in a combination of nearly two-thirds of volunteers (62.7%) (Table 1).  

Of the remaining states, sixteen represented the northeast, northwest, and central parts of 

the United States, with nineteen volunteers comprising approximately 33% of the total 

(Table 2).  Of particular note was a cluster of southern states having no volunteers 

represented:  Alabama, Arkansas, Florida, Georgia, Louisiana, Mississippi, North 

Carolina, South Carolina, and Tennessee.  

82%

8%

6% 4%

0%

Ethnic Identity of  Volunteers

White or Caucasion
42      82.40%

Asian or Pacific Islander
4        7.80%

Hispanic
3       5.90%

American Indian or Alaskan
Native       2       3.90%

Black or African American
0         0.00%
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Table 1 

Volunteers by State of Permanent Residency, Percentage of Total, 62.7% 

States 
N=8 

Number of volunteers 
N=32 

Percentage of total 
N= 62.7% 

California 
Iowa 

5 
4 

9.8% 
7.8% 

Maryland 3 5.9% 
Massachusetts 3 5.9% 
Minnesota 3 5.9% 
Nebraska 3 5.9% 
New Jersey 4 7.8% 
Washington 7 13.7% 
 

Table 2 

Volunteers by State of Permanent Residency, Percentage of Total, 37.3% 

Number of states 
N= 14 

Number of volunteers 
N= 19 

Percentage of total 
N= 37.3% 

Connecticut 
Colorado 
Delaware 
District of Columbia 
Illinois 
Indiana 
Kentucky 
Missouri 
New Mexico 
New York 
Ohio 
Oregon 
Texas 
Wyoming 

2 
1 
1 
1 
2 
2 
1 
1 
1 
2 
2 
1 
1 
1 

 

 

3.9 
2.0 
2.0 
2.0 
3.9 
3.9 
2.0 
2.0 
2.0 
3.9 
3.9 
2.0 
2.0 
2.0 
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 State of Present Residence. Next, the volunteers indicated the state in which 

they currently resided. Fifty-one participants specified 14 states, with the highest 

percentage of volunteers serving in Washington.   

The survey was administered in July 2013. The 2012/2013 AmeriCorps 

volunteers started service in the summer of 2012.  They completed service from June 28, 

2013 through August 5, 2013, as confirmed by program managers.  The response for 

volunteer current residence by state should have included only Alaska, Colorado, Idaho, 

Montana, New Mexico, Oregon, Texas, and Washington, the locations of AmeriCorps 

service sites.  Because some of the volunteers (9, 17%) returned to their permanent 

residences, only 42 of the 51 (83%) taking the survey completed it from a state of service 

and identified the state of service as their current residence (Table 3). 

Table 3 

Volunteers Responding from States of Service and Other 

Total of 
volunteers and 

percentages 

Volunteers 
responding from 
states of service 

Volunteers responding 
from states other  

than states of service 
N = 51= 100% 42 = 83% 9 = 17% 

 

Table 4 illustrates volunteers’ current residencies by state during completion of 

the SLQ.  Information in bold depicts states of service, and number and percentage of 

volunteer identification.  The limitations section addresses errant information provided by 

volunteers which are presented not in bold.  
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Table 4 

 Volunteer Current Residence by State 

State Percentage Number of 
Respondents 

Alaska 11.8% 6 
California 3.9% 2 
Colorado 
Delaware 
Idaho 
Illinois 
Massachusetts 
Minnesota  
Montana 
New Mexico 
Ohio 
Oregon 
Texas 
Washington 

13.9% 
2% 
4% 
2% 
2% 

3.9% 
11.8% 
9.8% 
2.0% 
13.9% 
2.0% 
15.7% 

7 
1 
2 
1 
1 
2 
6 
5 
1 
7 
1 
8 

 

 Demographic Comparison of this Study to Barbuto and Wheeler (2006).  To 

answer research question number one, the self-identity of AmeriCorps volunteers as 

servant leaders, analyzed data sets were compared between this research and Barbuto and 

Wheeler’s (2006) original  analysis. When developing the leader version of the SLQ, 

Barbuto and Wheeler’s subjects were members of a professional organization attending a 

statewide convention.  These leaders were elected to their positions and all were permanent 

residents in the Midwestern United States.  All held at least a bachelor’s degree.  65% were 

women, and their average age was 51 years (Barbuto & Wheeler, 2006).  This comparison 

of  the information from this study to Barbuto and Wheeler (2006)  is illustrated in Table 5.  
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Table 5 

Comparison of Leaders Taking Servant Leadership Questionnaire 

 Number 
participating 

Location of 
residency 

Location of 
test site 

Average 
age 

Gender in 
percentage

Barbuto & 
Wheeler 
Volunteers 
 
AmeriCorps   
Volunteers 

80 
 
 
 

51 
 

One 
Midwestern 

State 
 

24 States 
 

One 
Midwestern 

State 
 

Nine States 
 

51 
 
 
 

18-24 

M= 35% 
F=  65% 

 
 

M= 23.5% 
F=  76.5% 

 

Statistics and Correlations 

  In both studies, the leaders used Likert scale response choices 0= Not at all, 1= 

Rarely, 2= Sometimes, 3=Fairly Often, 4= Frequently, if not always, and significance of 

0.05 (p < 0.05).    

Statistics From this Study  

 Statistics and correlations were evaluated for all data collected from volunteers in 

this study (N= 51) who took the SLQ. Standard deviations across all five subscales 

ranged from 0.46 (altruistic calling) to 0.47 (organizational stewardship).  The means 

across all five subscales of servant leadership ranged from 2.69 (Emotional Healing) to 

3.2 (organizational stewardship) as shown in Table 6. 

 Table 6 

 Group Statistics and Standard Deviations of this study (N=51)                             

Group statistics Means Standard 
deviations

Altruistic Calling 2.916 0.4681 
Emotional Healing 2.699 0.4671 
Wisdom 3.014 0.4650 
Persuasive Mapping 2.835 0.4778 
Organizational Stewardship 3.282 0.4786 
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Statistics from Barbuto and Wheeler (2006) 

 In this study of 80 participants, the standard deviation remained fairly consistent 

across all five subscales and ranged from .49 (emotional healing and organizational 

stewardship) to .58 (wisdom).  The leaders’ mean across all five subscales of servant 

leadership ranged from 2.28 (persuasive mapping) to 2.98 (organizational stewardship). 

The means across all five subscales of servant leadership ranged from 2.28 (persuasive 

mapping) to  2.98 (organizational stewardship). Wheeler’s original scores from the study 

are located in Table 7 (Barbuto & Wheeler, 2006, p. 313).   

Table 7 

 Group Statistics and Standard Deviations for Barbuto and Wheeler’s Original Sample 

(N=80)                              

Group statistics Means Standard 
deviations 

Altruistic Calling 2.94 0.53 
Emotional Healing 2.48 0.49 
Wisdom 2.97 0.58 
Persuasive Mapping 2.28 0.57 
Organizational Stewardship 2.98 0.49 

 

Comparison of Statistics from this Study to Barbuto and Wheeler (2006) 

In comparison, three categories with the highest mean scores for organizational 

stewardship (3.28) and wisdom (3.01) and altruistic calling (2.91) in this study were 

analogous to Barbuto and Wheeler’s (2006) findings, which demonstrated organizational 

stewardship (2.98) and wisdom (2.97) and altruistic calling (2.94) as the highest reported 

attributes for the self-rater version of the SLQ.  

The mean scores of the subtest persuasive mapping and emotional healing were the 

lowest scores on both studies.  However, the mean scores from this study in persuasive 
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mapping (2.83) and emotional healing (2.69) ranked fourth and fifth, while the scores 

from Barbuto and Wheeler’s (2006) study placed emotional healing (2.48) fourth, and 

persuasive mapping (2.28) fifth.  Table 8 presents the illustration.  

Table 8 

Means Rank, high to low, of both Studies 

Group statistics Means 
Rank 
of this 
study 

Means Rank of 
Barbuto and 

Wheeler (2006) 

Altruistic Calling 3 3 
Emotional Healing 5 4 
Wisdom 2 2 
Persuasive Mapping 4 5 
Organizational Stewardship 1 1 

 

Cronbach’s Coefficient 

 Cronbach’s alpha coefficient, a value between zero and 1, provides a measure of 

internal consistency or reliability of a test or scale.  Internal consistency describes the 

extent to which items on a questionnaire measure the same idea or are identical (Tavakol 

& Dennick, 2011).  An acceptable score is 0.70 or greater (Nunnally & Bernstein, 1994).  

The reliability—the result of Cronbach’s alpha for the SLQ—was = 0.90 (Table 9).  In 

Barbuto and Wheeler’s (2006) study, coefficient alpha reliabilities for the SLQ were 

measured at both the item level the scale level (using the five SLQ subscale scores; = 

.91) 

Table 9 

Reliability Statistics 

Cronbach’s alpha Number of items 
.901 5 
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t-TEST   

  In order to determine that the group in this study and the group in the Barbuto 

and Wheeler study were statistically different or similar to each other, the independent t-  

test was chosen. The choice was supported by the numbers of participants being 

approximately similar with the sample from this study as 51 (N= 51), and the sample 

from the Barbuto and Wheeler study as 80 (N=80) and each sample being independent 

from the other. The results are located in Tables 10 through 14. The results show no 

significance between the two studies in the areas of altruistic calling and wisdom.  The 

results in the remaining three areas, emotional healing, persuasive mapping and 

organizational stewardship, however, did show significance at the 0.05 level (p < 0.05).  

In all three areas, the means in this study were higher than the means in the Barbuto and 

Wheeler study (2006). 
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Table 10   

One Sample Test: Altruistic Calling 

 

 

Table 11  

One Sample Test: Emotional Healing 

 

 

 

 

 

 

Test Value = 

2.94 

t df 

Sig. 
(2-
tailed) 

Mean 
Difference 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Altruistic 
Calling 

-.356 50 .723 -.02333 -.1550 .1083 

 

Test Value = 

2.48 

t df 

Sig. 
(2-
tailed) 

Mean 
Difference 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Emotional 
Healing 

3.355 50 .002 .021951 .0881 .3509 
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Table 12  

One Sample Test:  Wisdom 

 

Table13 

One Sample Test:  Persuasive Mapping 

 

 

 

 

 

 

 

 

Test Value = 

2.97 

t df 

Sig. 
(2-
tailed) 

Mean 
Difference 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Wisdom .686 50 .496 .04467 .04467 .1755 

 

Test Value = 

2.28 

t df 

Sig. 
(2-
tailed) 

Mean 
Difference 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Persuasive 
Mapping  

8.299 50 .000 .55529 .4209 .6897 
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Table 14   

 

One Sample Test: Organizational Stewardship 

 

Semi-Structured Interview 

Respondents were asked to consider participating in an audio-recorded, semi-

structured phone interview.  If they were interested or desired additional information 

regarding the phone interview, respondents indicated by typing their initials at the end of 

the survey in a space provided. Table 15 represents the respondents’ indication by 

percentage and number.   

  

 

Test Value = 

2.98 

t df 

Sig. 
(2-
tailed) 

Mean 
Difference 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Organizational 
Stewardship 

4.511 50 .000 .30235 .1677 .4370 
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Table 15  

Indication of Participation in Semi-structured Phone Interview (N=51) 

 Response 
Percent 

Response 
count 

Interested in more information 
or in participation by typing 
initials in the space provided 
 
Prefer to complete study and 
indicates by typing initials in 
the space provided 

41.2% 
 
 
 

68.6% 
 
 

18 
 
 
 

33 
 

 

 Over a period of three weeks, eighteen volunteers responded favorably by 

showing interest in or agreement to participation in a semi-structured phone interview.  

Of the eighteen, eleven responded within one week to an e-mail (Appendix D) sent by the 

researcher offering either to establish an appointment for an interview or receive 

additional information.  Of the eleven initial contacts, ten responded timely, and ten 

interviews were conducted over a three-week period during July and August 2013.  The 

remaining seven initial contacts received a subsequent e-mail or phone message one week 

following the last contact, but failed to respond to either communication. The ten 

interviewed provided ample information needed to reach saturation.  

Qualitative Results 

Summary of Interview Questions 

 The eight open-ended questions or prompts in the semi-structured interviews 

sought answers to the three research questions: 

1. Explain how you came to the decision to volunteer for a year of service.  

2. Describe events or experiences that had a significant impact on your life prior to 

making the commitment to a year of service.  
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3. Recall your first few weeks at your service site.  What impressions of leadership, 

either from other volunteers, staff or guests, do you remember?  

4. Describe how you see yourself as a leader at your service site.  

5. Describe your intentional community.  How do you see leadership in your 

residence? 

6. How do you see yourself as a leader now as compared to this time last year?  

7. What ideas do you have regarding your abilities to be a leader in the future?   

8. Is there any one person who by example, modeled, or inspired you to do service?  

9. Regarding leadership, what ideas do you have that you may not have gotten to 

talk about thus far? 

 The goal was to prompt rich, descriptive thoughts, opinions, and ideas.  The 

questions established rapport and history of prior leadership, capturing volunteer 

experiences of observing others eliciting servant leadership behaviors, and defining 

volunteer self-identity.  The rubric-aligning, semi-structured interview questions asked 

 a) do AmeriCorps volunteers self-identify with traits of servant leadership?, b) what 

information regarding self-perceived leadership traits in year-of-service volunteers 

emerge from semi-structured interviews?, c) were the traits of servant leadership modeled 

for the volunteers prior to committing to and residing in intentional communities? Table 

16 illustrates how the nine interview questions aligned with the three research questions.  
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Table 16 

Three Research Question Alignments to Nine Semi-Structured Interview Questions 

3 Research Question Alignments to 8 Semi-Structured Interview Questions 

 

Semi-
Structured 
Interview 
Question:  

1 2 3 4 5 6 7 8 9 

          
Research 
Question 
Number 

         

1 X X  X X X   X 
2 X X X X X X X X X 
3 X X X  X X X X X 
 
 

Demographic Information for Qualitative Response 

 Three of ten interviewees were male and seven were female.  Their ethnicities 

identified were White (8) and Pacific Islander (2)..Names, religious affiliations, 

affiliations with service sites, and names of intentional communities were omitted to 

retain anonymity.  AB worked for a new non-profit organization in strategic planning and 

program development in New Mexico.  CD worked for a nationally recognized runaway 

home in Alaska.  EF wrote grants and provided homeless prevention support in Colorado.  

GH  provided academic support to impoverished youths in Colorado.  IJ interviewed and 

counseled incarcerated teens and young adults in Oregon.  KL worked at a homeless day 

shelter in Oregon.  MN worked at an afterschool educational program for homeless 

families in Washington.  OP presented disaster preparedness training in Alaska.  QR 

managed a homeless shelter in Idaho.  ST provided childhood education support in an 
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after-care program in Colorado.  Table 17 represents this and additional demographic 

information received through the interviews. 

Table 17  

Summary of Salient Demographic Information for Qualitative Responses 

 

 The transcribed interviews gave the researcher a variety of experiences, feelings, 

and thoughts from the volunteers to provide answers to the research questions.  When 

possible, the researcher interweaved quantitative and qualitative responses to offer a 

thorough and well-rounded discussion.  The purpose was to interpret and appreciate the 
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power of the volunteers’ conversations.  The reader will be led naturally to a more vibrant 

and actualized understanding of modern servant leadership.  Expressive quotations were 

used to demonstrate the involvedness of the rich, dense data, and broaden the discussion 

of findings.  

Research Question One: Do Long-term AmeriCorps Volunteers Self-identify with 

Traits of Servant Leadership? 

 Yes, AmeriCorps volunteers self-identified with traits of servant leadership.  The 

volunteers’ responses lend easily to the five subsections: organizational stewardship, 

altruistic calling, persuasive mapping, wisdom, and emotional healing.  Responses often 

overlapped when addressing one subsection, but touched on one or more of the remaining 

four, and in turn, referred to research question number one (Figure 4). 

 
 

Figure 4. Response categories for AmeriCorps volunteers question one information. 

Responses to 
Research Question 

One

Altruistic Calling

Emotional 
Healing

Organizational 
Stewardship

Wisdom

Persuasive 
Mapping
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 The respondents’ leadership paradigm was challenged by new experiences 

through a powerful backdrop of social injustice.  Acknowledging the servant leadership 

traits they held provided insights into the profundity of personal values and intensity of 

work required to integrate servant leadership as a lifestyle.  The following are verbal 

illustrations provided by the volunteers:   

Altruistic Calling 

 The volunteers’ passion for and need to render a difference in their communities 

was evidenced by their generosity of time and sprit, marking altruistic calling.  

OP: That every day, no matter if you're doing a menial task or in charge of an 

exciting task, you're still working under one mission, and one goal of helping 

other people ultimately and unconditionally.  

Emotional Healing 

 Volunteers facilitated healing with their expressions of spirituality, culture, 

sensitive communication skills, and realization of empathy.  

EF: I have learned how to speak in a more compassionate community style.  Non-

verbal communication is so important.  Just being able to express our feelings in a 

less verbal way to make sure that people aren’t feeling called out specifically.  I 

saw the expression on their faces.  Maybe I needed to learn not to presume how 

someone was feeling. That helped the community heal.  

Wisdom 

 Volunteers were aware of their surroundings and anticipated consequences, 

syndicating personal and practical information as a tool for developing skills necessary to 

become a servant leader. 
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EF: It's hard to separate the two, but I think I learned the most acutely within my 

community and then was able to apply that at service or with my family or in 

other situations.  In my community, things were up close and personal.  The 

communication you could see right away.  You could say something two different 

ways.  You'd try it one way, you'd see it wouldn't work, you'd bring it back and 

you'd rephrase it, and you'd see it go differently.  I learned a lot from that. 

Persuasive Mapping 

 Volunteers envisioned possibilities, analyzed environments, and strived to 

motivate others. 

OP: I'm the preparedness specialist for all of Alaska.  I've helped build the 

preparedness education program by basically going out in the community and 

giving presentations for all different ages.  I wanted to develop a program for the 

future helping them understand how to be more prepared for a natural disaster.   

Organizational Stewardship 

 Volunteers’ desires to serve, support, and join others in giving back to the 

community was evidenced in organizational stewardship.  

AB: I want to get actively involved in community partnerships, because I'm really 

passionate right now in recognizing resources in the community and bringing 

those together. Like bringing the stakeholders in the community together  

to dialog about what the needs are and how to best meet them.  I don’t claim to 

know what the answer is.  I just feel really called to that kind of networking.  I'm 

probably not the person that’s going to say, “Okay, we need to do X, Y and Z.”  I 

will be the person to say, “I’ve gotten to know X.  I’ve gotten to know Y.  I’ve 
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gotten to know Z.  Why don’t we all get together and hash something out and see 

where it goes?”  I’m just really interested in collaboration.   

Research Question Two: What Information Regarding Self-perceived Leadership 

Traits in Year-of-service Volunteers Emerge from Semi-structured Interviews? 

 Greenleaf (1991) recognized the struggles of contemporary servant leadership:  

I am hopeful for these times, despite the tension and conflict, because more 

natural servants are trying to see clearly the world as it is and are listening 

carefully to prophetic voices that are speaking now. (p.3) 

 AmeriCorps volunteers fulfilled Greenleaf’s hope and prophecy as they 

responded to research question two.  They realized that by integrating their self-

perception of servant leadership, they invoked a desire to become agents of change, both 

in their personal identities and as stakeholders in their intentional and work communities.  

Responses to research question two fell into two categories.  In category one, responses 

led to disclosure of a more personal nature based on experiences prior to joining 

AmeriCorps.  In category two, responses led to direct action that occurred during their 

tenures with AmeriCorps (Figure 5).  

 

Figure 5. Illustration of categorical responses. 

 

  

Personal 
Awareness 
Responses

Direct 
Action 
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Responses to 
Research 
Question 

Two
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Category One: Personal Awareness Responses 

 These Personal Awareness Responses of experiences prior to joining AmeriCorps 

parted easily into three central themes that provided an undercurrent of awareness or 

tenor of the conversations.  They are mysticism, trauma in personal history, and dignity 

of risk (Figure 6).

 

Figure 6. Personal awareness responses. 

Mysticism.  The first theme was mysticism or spiritual identification and 

relationship with God.  All but two of the interviewees led by personal religious 

affiliation.  Several noted they were not Catholic; one had strong influences of Buddhism 

in his/her spiritual practice.  All four of the intentional community organizations (two 

Lutheran and two Catholic supported) were represented in the qualitative portion of the 

research.  All ten attended Catholic universities in the United States. The researcher 

attributes the rich, descriptive information surrounding topics such as discernment and 

the process of reflection, and phrases such as “ruined for life” and “seeking the charisma 

of St. Vincent” to the Catholic university experience.  

Personal
Awareness
Responses

Mysticism

Trauma in 
Personal History

Dignity of  Risk
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As one volunteer explained:  

The service components, the commitments to communities that are underserved, 

the identification with people who experience material poverty always just 

resonated with me.  I’ve always been drawn to that aspect of the Roman Catholic 

tradition. That’s where I really discovered the need for not just the spiritual 

practice but also a religious grounding.  It was like a perfect storm of getting 

involved in social work and service work, specifically with people who are 

experiencing extreme poverty.  Then, kind of discovering my own faith in seeking 

that out. 

 Trauma of personal history.  The second theme was trauma within their 

personal history.  Six of ten volunteers (60%) mentioned trauma in their histories, 

stemming from their families and defining variables such as physical and mental 

disabilities, domestic and sexual abuse, alcoholism, financial stress, and single-parent 

households.  Shriberg, Lloyd, Shriberg, and Williamson (1997) explained that those who 

become servant leaders consider that one’s own personal healing can often become an 

initiating resource and impetus for leadership. These servant leaders maintained unique 

awareness and motivation while seeking restoration in the community.  They were also 

strongly aware that to be fully immersed in the servant leader philosophy, they needed to 

initiate self-transformation and inner healing.  They sought to not abandon their 

experiences as they knew them, but to find sense—some in spiritual identification—

alongside their experiences.  The transformation to servant leader allowed them to 

address homelessness, addiction, and loss.  

 



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP 68 

 

One volunteer offered:   

I loved my dad, but he’s still an active alcoholic, and us kids, I mean we were the 

playthings of his existence.  I'm also involved in the recovery community, 

Alcoholics Anonymous.  I mean, I could tell you so many men and women I’ve 

met in that group who are role models.  What I find there is, in Jungian terms, like 

keeping the shadow out in front of us.  

 The dignity of risk.  For transformation to occur, risk is inevitable.  Servant 

leaders care for the whole person first.  For those with compromised abilities—

intellectual, developmental, social, or emotional—taking risks bears considerable concern 

for both the person compromised and the person’s caregiver.  Dignity of risk allows one 

to maintain self-respect and esteem regardless of compromise or challenge.  Ellison 

(2011) argued: 

In working with young people and/or people with a disability there is a need, 

through planning, to minimize possible harm.  It is not possible to eliminate risk, 

only to formulate strategies to minimize it.  Allowing someone to undertake or 

engage in a risky activity does not make you negligent.  Failing to take any steps 

to minimize foreseeable harm could be.  This is called “dignity of risk.”(p. 5) 

 Servant leaders in this study had a need to acknowledge the right to take risks— 

both for themselves and for the people with whom they worked—because denying  

the right would have led to further compromise of esteem and well-being.   

Acknowledging dignity of risk emerged as the third reoccurring theme, and was 

one verbalized well by several volunteers:  

GH: It’s a lot harder for me to allow people to struggle through things, especially 
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with a situation that I’ve gone through and could be better or faster at.  To see 

people struggle through; sometimes I just want to be the savior.  I really try to 

recognize that someone allowed me to struggle through that also.  Looking at 

what I learned through doing and allowing someone else to do the same… I have 

a more empathic understanding. That is what gets me through those times. 

QR: I would have really loved to do that this year, but I didn’t feel like…I have 

this love/hate with photography because I feel like you can definitely encroach on 

someone’s personal space and their experience and then totally exploit who they 

are with it, and so I didn’t want to do that.  I didn’t want to enter into the shelter 

and have this position of authority and then exploit this community by taking their 

picture, and so now that I feel like I’ve really created these amazing relationships 

with many of the guests, I feel like I can come back as not someone that works 

there and do that. I did not take any pictures.  I don’t know what I would have 

taken pictures of this year if it wasn’t the homeless community because that’s 

where my passion was here. 

CD:  One of the things that I learned at my service site that I see also needing to 

play a role in any realm of leadership is that the clients know themselves best.  At 

work, we would try and to put into place, "Maybe I'm thinking I know what they 

should do in this situation.  Maybe I'm trying to give them advice, but really what 

I should be doing is giving them the decision and letting them do their best with it 

and supporting them no matter what." I could see the JVC [Jesuit Volunteer 

Corps] folks doing that with me.  They could offer a guiding hand or listen as 

much as I needed.  Ultimately, they weren't going to say, "This is what you should 
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do."  That's leadership right there. 

Category Two: Direct Action Responses 

 In Category Two, direct action responses, the information sorted easily into four 

sectors.  Servant leadership is a state of being.  If one is a servant leader, then one uses 

his or her gifts and talents as a call for action in service.  Gifts and talents are defined as 

charisms.  The four sectors or charisms in the volunteers’ direct action responses were:  

calling, connection, communication, and commitment. Beyond just becoming sectors, 

the four charisms are direct segues to the tenets of servant leadership (Figure 7).   The 

four charisms became agents of change. 

 

Figure 7. Illustration of direct action responses. 

Change Agency Number One: Calling 

 AmeriCorps servant leaders on calling.  AmeriCorps volunteers personified 

Brown’s (2012) application of calling, which “describes a participant’s discovery, often 

ritually marked, by an inner truth and mission in the service of others” (p. 153). 

AB: I think Jesuit Volunteer Corps International (JVI) and Jesuit Volunteer Corps 

(JVC) have that phrase, “Ruined for life.”  I think it’s entirely accurate, more than 
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any other volunteer program I’ve been around.  I sort of intuitively just knew 

going into it, that I was being called.  There’s no way of really avoiding 

surrendering yourself to be in solidarity with the community in which you’re 

living.  

ST: There was an intensity of purpose.  People really speaking to figure out what 

might… what is my calling?   

KL: We just wanted to talk.  It was people on both sides of the fence, but border 

patrol were really upset that we were trying to just be in community with people 

who lived across an invisible line from us.  It just really was very … it was very 

important to hear their stories about how their families had been massacred and 

houses burned down.  I started wondering why do they deserve that?  I was there 

with four or five of my really good friends, and we had some different beliefs 

going in, but after having those reflective conversations with them every single 

night that week, it was just hard to feel the same way as I felt before I went there.  

I had so much trust and so much vulnerability and I really wanted to accompany 

people a different way. 

Change Agency Number Two: Commitment  

 AmeriCorps servant leaders on commitment.  AmeriCorps volunteers learned 

that commitment is both a process and an outcome.  Greenleaf (1991) wrote, “Able 

leaders are usually sharply awake and reasonably disturbed” (p.29).  Discernment, or 

decision-making that aligns with both Greenleaf’s reference to being reasonably 

disturbed and the desire to do the will of God, was pronounced strongly for the volunteers 

when faced with committing to service.  Discernment suggests a mindfulness of intention 
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and ideas joined with feelings more profound than the volunteers may have experienced 

before.  

GH: Then for the next few months of my life it was really for me, praying about 

what I wanted to do.  I went through a whole discernment process of: Am I just 

doing service because it’s what I’m expected to do?  Am I doing this because I 

don’t know what else to do because getting a job is scary to me?  Ultimately I 

realized that it was a combination of those things, but it really was what God was 

calling me to do.  For me things just fell into place and I was accepted into the 

program that I wanted to do and just really had a lot of peace surrounding my 

decision.  That’s how I based my decision the whole time was on peace in my 

heart.  When I didn’t feel peace I knew it was because there were questions that I 

needed to be asking myself and I needed to pray about and discern.  

IJ: I know that I needed to continue doing this.  I loved working with these people 

and I know what they’re talking about: they need people that look at them as 

people and don’t judge them because they are afraid of working with people 

 that could be felons, or prostitutes, or drug dealers.  That’s what we’ve been 

trying to avoid and not feel empathy for them.  Now I feel as though I could be a 

part of them healing emotionally. 

Change Agency Number Three: Communication  

  AmeriCorps servant leaders on communication.  AmeriCorps volunteers 

learned to communicate in a different way.  Communication implies an exchange that 

bears information or creates meaning for both the one giving and one receiving.  

Greenleaf’s (1991) original tenets present the servant leader with the archetype of 
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communication and the exemplars for listening, healing, persuasion, stewardship, and 

awareness.  AmeriCorps volunteers found this archetype in their desire to live 

communally, embrace their passion for social justice, and seek peaceful meaning. They 

created a need that involved working outside their traditional framework of leading 

others.  Their prior communication styles, like a well-worn shield, formerly had protected 

them through other transformative stages.  Although well intended, their manner in 

processing communal living and poverty became wholly insufficient in their new 

endeavors. 

GH: I think a lot of what our leadership in my community ends up working with 

is humility and stepping back.  Then, realizing that we have a lot to learn about 

leadership and allowing others to find their own way to lead.  Through that 

humility you’re realizing that everyone contributes in a really different way.  I 

think there’s a lot of leadership in that humility.  I think a lot of us consider 

leadership in ways we hadn’t before.  

CD:  What we were was a day space where people came in to the drop-in center 

with a variety of needs.  One of the biggest things we did was build relationships. 

That's something that you can't read a manual on and then go out and do it.  You 

have to pull from your own sense of humor and your own conversational style and 

try to figure out the best way to make it work.  

ST: We weren’t being honest all the time.  I think after that conversation, we were 

like, okay, we obviously need to be more clear about when we’re having these 

group decisions or these group conversations.  Not everyone is saying what they 

want, and so we kind of came up with the idea of when we are trying to make a 
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group consensus about something or trying to make a big decision that everyone 

gets a chance to say what they want, and making sure that happens.  Not 

sometimes, but always. 

 AmeriCorps volunteers discovered how to use methods of conflict resolution 

modeled for them by other servant leaders. 

CD: I definitely learned a lot about communication, direct communication and 

being about what it is that you want and what you're trying to say without backing 

off of your own opinion.  The difference between assertive communication and 

aggressive communication was made totally clear to me throughout all those 

countless discussions I mentioned with my community.    

KL:  One of my housemates, she’s a very, very strong leader.  She’s very quiet 

about it.  I think that that leadership style is interesting… She did a lot of active 

listening and making sure that everyone was heard.  Not necessarily taking the 

reins in the way that I did a lot of the time, but she actually would go  

to people individually afterward and make sure that they felt that their needs were 

being heard and understood.  She was very good at that.  She was very strong 

relationally, I guess.  Just being able to notice that a person doesn’t feel good 

about themselves right now, she sees that and sees the need to try and find a way 

to help with them.  She wasn’t nearly as director related, but more of a laid-back 

person.  Still, she got a lot done as a leader because she thought to check in with 

everyone quietly and make sure we were all in agreement before we really took 

any action. I had never thought of working that way before.  
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Change Agency Number Four: Connections  

 AmeriCorps servant leaders on connections.  Coming to understand how 

connections were woven into the servant leadership paradigm, AmeriCorps volunteers 

sought autonomy.  As servant leaders they practiced appropriate departure in times of 

stress as a catalyst for making optimum use of personal resources.   The need for 

autonomy, the drive toward personal agency in the context of community, separation and 

financial independence, endowed the volunteers with the value of inner authority while 

working among others (Brown, 2012).  

QR: What’s different inside of me?  I think I am more aware about how to take 

care of myself as a human being and when I need my personal space and knowing 

that, I’m able to serve better.  I know at the beginning of the year, I was probably 

running myself more into the ground; and as the year progressed, I knew that I 

needed to take more walks, and play my guitar more, and do more things for 

myself, and have that time. 

AB: I think a year later I'm much more comfortable being accountable for my 

actions with others.  I can make mistakes and they don’t kill me.  I don’t have to 

be perfect.  I don’t even really…it’s not even a principle I really value much, 

perfection, any more than I used to.  There’s a certain level of like flexibility 

that’s come into my life that hasn’t always been there.  I think I would have called 

it flexibility in the past, but honestly it was indecision and fear.  A kind of 

unhealthy placid openness towards things, just like passivity. 

 AmeriCorps volunteers grew to identify ethically appropriate connections 

and value the challenge of living as a servant leader.  



SELF-PERCEIVED TRAITS OF SERVANT LEADERSHIP 76 

 

QR:  A lot of times, you know, I work to make the connection. I work so that 

when I see these people again, from the beginning and to the end, these people 

know my name.  They have a name and a face and they know that I was kind and 

I believed in them.  So when they come up, I’m not going to build a friendship 

because it’s so important to have boundaries to stay professional but be available 

to them at the same time.  

MN: We’re an all volunteer staff, and it’s just an amazing group of people who 

really just care about the people there, and so learning the names and checking on 

people like, how did that job interview go?  Not just handing out sandwiches.  

That’s not what it was about.  It was very much about making those connections, 

and then if you were doing that and making everyone there realize that they are 

human beings, too and deserve to be given the dignity of being recognized, then 

you are doing the right thing. 

GH: I think that a huge, huge thing I learned was St. Vincent was known for his 

ability to basically network and to be a bridge.  I think that is one of the hugest 

things that I have gotten out of my year of service.  I need to treat with respect; 

the same amount of respect my clients at work and the donors who are paying for 

my job to exist, which can be really hard for people I think.  I think it’s a fun and 

interesting challenge to be able to talk to them to get them to understand the same 

things.  To talk to donors about what I do and then to talk to clients and help them 

understand certain things.  That challenge of being a bridge and really being able 

to talk to anyone, I think is a huge process to my leadership that I have gotten. 
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 Exploring data provided from the interviews, responses fell into two categories, 

and each held several sectors of personal and action-related responses, illustrated in 

Figure 8.  

 
Figure 8. Illustration of servant leadership categories and sectors of AmeriCorps 

volunteers. 

 

Research Question Three: Were the Traits of Servant Leadership Modeled for the 

Volunteers Prior to Committing to Reside in an Intentional Community? 

 In response to the third research question, nine of ten volunteers affirmed that the 

traits of servant leadership were modeled for them prior to committing to a year of 

service.  They also provided identification and reasoning regarding selection.  One 

volunteer “could not identify” a person who emulated servant leadership in this instance.  

For the positive responses, parents, professors, church leaders, and program directors 

modeled the behaviors for them (Table 18). 

  

Responses To Research 
Question Two

Personal  
Awareness 
Responses

Mysticism Trauma Dignity of 
Risk

Responses of 
Change Agency

Calling Commitment Communi-
cation

Connection
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Table 18 

Models of Servant Leadership 

Mother Father Parents Youth 
church 
leader 

Program 
director 

Professor Undecided 

1 1 3 1 2 1 1 
 

AB: I referenced him already, but my father’s ability to be honest with people, not 

in a way that’s harmful or hurtful.  I have always just deeply admired that.  He’s a 

fearless man when it comes to communicating with others with issues like hard 

truth because sometimes, especially in justice work, there are things that need to 

be spoken.  My dad has a fearlessness about that.  He’s always been a strong 

advocate for people who experience marginal invasion.  

QR: I’m the younger sister, but I had to be big sister, and so learning how to be 

present to another person who maybe isn’t always as present to you as you’d like 

them to be, and seeing my mother be really, really good with him, and trying to 

reflect how well she works with him; so definitely, my mom was a huge, huge 

part. 

 EF: He reminded me a lot of my dad who is a really spiritual stronghold.  I get a 

sense of peace from my dad and a sense of adventure.  I knew that this was going 

to be a good experience.  

MN: He was a really dedicated to helping to develop our congregation, and give 

them opportunities to interact with the world around them instead of just teaching 

them, "Oh, this is what the Bible says." or teaching from the catechism.  

But really being like, this is how you show that in the real world.  He was a really 
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great leader in the sense of he has a lot of those qualities that I think I started to 

develop and realize that's what leaders need.  He also is a very dedicated person to 

his job and his position, and to service.  I think that was something that was really 

inspiring to me at a younger age. 

Limitations 

 Several limitations were identified in this study.  This section addresses the 

immediate limitations and the steps taken to mitigate them. Further discussion will appear 

in Chapter Five.  

Qualitative Limitations 

 The researcher was the sole interviewer. Questions were asked in the same order 

(but allowed latitude in discussion) for each interviewee to ensure continuity from the 

first interview to the last, and to strengthen reliability and reduce bias.  The researcher 

applied bracketing or separating preconceived ideas or opinions.  The recording of the 

interviews took place from only two locations with no distractions or interruptions.  The 

means by which the interviews were conducted varied from Skype to telephone.  Some 

volunteers had limited Internet access that affected availability and privacy of 

communication. Because of limited Internet access, it was decided to restrict the 

interviews to telephone.  The researcher believes this change enhanced bracketing of 

responses and eliminated presumptions and/or biases because the researcher had no 

visual identity available for the volunteers and they had none for the researcher.  

However, the loss of nonverbal communication is acknowledged.  
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Quantitative Limitations 

 Of 51 respondents answering 1173 questions in total on the SLQ, two items were 

overlooked or skipped.  One person overlooked/skipped questions 6, 7, and  8 (I am good 

at helping others with emotional issues, I am talented at helping others heal emotionally 

and I am one that can help mend others’ hard feelings) and another person did the same 

for question 22 (I encourage others to have a community spirit in the workplace).  These 

four items belonged to emotional healing (question 8), wisdom (questions 7 and 22) and  

persuasive mapping (question 6).  The percentage of missing data was 0.35%, and the 

completion rate was 99.65%.  Table 19 illustrates missing responses in proportion to the 

number of answered responses overall, and Table 20 illustrates missing responses in 

proportion to each affected subsection.   

 

Table 19  

Missing Responses in Proportion to the Number of Answered Responses 

Total number of responses  
Total number of missing responses 
Total number of subsections affected 
Total percentage affected 
Total percentage completed 

1173 
4 
3 

0.35% 
99.65% 
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Table 20 

Missing Responses in Proportion to the Number of Answered Responses by Subsection 

 Number of 
questions in 

section 

Number of total 
of volunteers 

(51) by answer 
choices per 
subsection 

Total percent 
missing from 
responses per 

subsection 

Question 6:  I am good 
at helping others with 
their emotional issues. 
 
Question 7:  I am 
talented at helping 
others heal 
emotionally. 
 
Question 8: I am one 
that can help mend 
other’ hard feelings 
 
Question 22: I 
encourage others to 
have a community 
spirit in the workplace. 
 
 

Emotional 
Healing 

4 
 

Wisdom 
5 
 
 
 

Emotional 
Healing  

4 
 

Persuasive 
Mapping  

5 

204 
 
 
 

255 
 
 
 
 

204 
 
 
 

255 

.2% 
 
 
 

.39% 
 
 
 
 

.2% 
 
 
 

.39% 

 

Group means were calculated and substituted for the missing answers.  Although 

the numbers changed slightly, no changes were evident to the results or conclusions.  

Thus, results reported in Table 19 are based on 51 responses with complete data across all 

survey items.  

Two demographic questions referred to residency: one about permanent 

residencies and one about current residencies.  Four of 51 respondents indicated they 

were current residents of Massachusetts, Ohio, Illinois, and Delaware.  Because none of 

the four agencies had placements in those states, the researcher believes the errant 
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indications were either due to respondents having returned to their home states following 

their volunteer tenure or question misinterpretation.   

Summary 

 This chapter outlined the results of this study of self-perceived traits of servant 

leadership in AmeriCorps volunteers.  Following a mixed-method design in a concurrent 

explanatory study, quantitative and qualitative data were collected and analyzed using 

Barbuto and Wheeler’s (Barbuto and Wheeler, 2006) SLQ (Leader version only) with 51 

AmeriCorps volunteers.  Ten semi-structured telephone interviews were conducted with 

the same volunteers to support or refute quantitative data.  Data were checked for 

reliability and variance, and compared with Barbuto and Wheeler’s (2006) original data.   

Results were then triangulated in response to the three proposed research questions: 

1. Do long-term and AmeriCorps volunteers self-identify with traits of servant 

leadership?  

2. What information regarding self-perceived leadership traits in year-of-service 

volunteers emerge from semi-structured interviews? 

3. Were the traits of servant leadership modeled for the volunteers prior to 

committing to residing in an intentional (i.e., based on mutual principles) 

community? 

 Results suggested that 51 AmeriCorps volunteers living in a community and 

providing one year of service across nine states self-identified with traits of servant 

leadership.  Servant leadership traits were evident as participants shared examples of 

personal awareness and direct action, perhaps due to having been exposed to parents, 

church leaders, or teachers who modeled the lifestyle.  
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CHAPTER FIVE 

DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS 

 

Summary of the Study 

 Research led by Patterson (2003) and Barbuto &Wheeler (2006) began to 

consider how servant leadership was identified, rather than what servant leadership was; 

thus operationalizing servant leadership by descriptions of behaviors rather than by 

organizational performance metrics (Melchar & Bosco, 2010).  This concurrent 

explanatory mixed-methods research study provided research to support the identification 

of servant leadership behaviors and  to determine an alliance between self-perceptions of 

AmeriCorps year of study volunteers with the traits of Greenleaf’s model (1970) of 

servant leadership.  The overarching research questions answered in this study were (a) 

“Do AmeriCorps volunteers self identify with traits of servant leadership?, (b) “What 

information regarding self-perceived leadership traits in year of service volunteers 

emerge from semi-structured interviews?” and (c) “Were the traits of servant leadership 

modeled for the volunteers prior to committing to residing in an intentional community?”   

 The context for this research study was AmeriCorps year of service volunteers, 

who were based in eight western states within the United States.  Groups of three to ten 

volunteers resided in intentional community homes sponsored by one of four 

organizations: Jesuit Volunteer Corps NorthWest, Urban Servant Corps, Border Servant 

Corps, and Colorado Vincentian Volunteers.  Each sponsor was represented in both 

research methods.  The volunteers provided support services to disaster relief preparation, 

legal advocacy, strategic planning and development, immigration rights, and transitions 
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of the homeless.  The AmeriCorps volunteers participated in this research study during 

the final weeks of their year of service.   

  Fifty-one AmeriCorps volunteers responded to the distributed Servant Leadership 

Questionnaire (Barbuto &Wheeler, 2006) during July/ August of 2013.  The data were 

formatted with IBM SPSS analysis software. Demographic variables of this study were 

presented.  The data results of the responses from these 51 volunteer leaders in this study 

were compared to the data results of the responses from the 80 mid-western leaders in 

Barbuto and Wheeler’s (2006) original study.  Linking the means of five subscales of the 

SLQ (emotional healing, wisdom, organizational stewardship, persuasive mapping and 

altruistic calling), with both studies showed a pattern of similarity. All the measures in 

this study endorsed positive validity and reliability.  In the qualitative design of the 

mixed-methods study, ten concurrent semi-structured interviews were conducted with the 

AmeriCorps volunteers, all of who attended Catholic Universities the year prior to their 

service commitment, and who agreed to participate both quantitative and qualitative 

research.  in subsequent section.  The interviews were recorded and professionally 

transcribed.  The researcher managed the transcriptions with multiple readings followed 

by coding to determine themes and to ensure anonymity.  The data were then organized 

into one of seven subsections under two categories that were identified as “Personal 

Awareness Responses” and “Direct Action Responses.”  

 Their experiences prior to the decision to commit to a year of service became the 

catalysts for responsive change and consideration of those who have served as role 

models before them.  Specifically, they came to value not only the impressions of those 

they encountered in their formative years, but other servant leaders within their 
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intentional and service communities.   

 The findings of this study provide opportunities to synthesize the progression of 

servant leadership against the backdrop of the AmeriCorps experience. This study 

underwrites previous empirical and narrative research on servant leadership, serves as a 

response to a requested and needed study of the subject using a mixed-method design, 

and is precedent as the only known research aligning the servant leadership paradigm 

with AmeriCorps volunteers. 

 Several comparisons were found between the original study and this study in both 

quantitative and qualitative inquires.  The researcher’s hope was that if there were such 

an alliance, results could be applied to operationalize AmeriCorps programs in these 

communities, provide the volunteers and their sponsoring communities information 

regarding their perception of themselves as servant leaders, and gain understanding of the 

role of people who have influenced the volunteers prior to giving a year of service.  This 

chapter provides a discussion of findings, and the strengths and limitations associated 

with those findings, and a conclusion of this study. 

Discussion of Findings  

Limitations of Findings 

 While this study provides contributions to servant leadership research as applied 

to long-term national volunteerism, like all research studies, this study is not without 

limitations. This study is first limited to the demographic representation. Moreover, this 

study is limited with respect to representation of non-Catholic and non-Lutheran 

sponsored intentional communities and representation of non-religious organizations in 

general.  
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Given that variations surrounding current doctrine and practices among Christian 

denominations, caution is exercised in regards to the connection between demographics 

and servant leadership among Christians in general and any conclusions made from that 

connection.  Further, this study is limited to those with Christian religious to 

representation and organization.  

 Quantitative limitations. This section addresses the quantitative limitations as 

well as the efforts employed to mitigate them.  In this study, the limitation of findings 

begins with the mixed-methods and triangulation design.  Creswell (2006) noted in 

exercising a mixed-methods study, the researcher’s strong capability and knowledge are 

necessary, principally due to the concurrent data collection and the need that equal 

consideration must be given to each data type.  He recommends using a team of 

researchers, or at the very least, preparing single researchers in the areas of qualitative 

and quantitative design (Creswell, 2006).  In this study, there was one solo researcher. A 

single graduate student was employed for purposes of data review. Although under the 

tutelage of  research advisors, the availability of additional researchers, as per Creswell, 

would have been more optimal for efficacy and expertise.  

 Single phase, single test limitations. The empirical data were collected using 

single-source self-reported questionnaires.  The researcher is aware that both self-report 

questionnaires and Likert scale design may not indicate true or actual responses.  Self-

report responses may either be over or understated, may reveal a responder bias, or may 

actually be wholly incorrect responses.  

 The researcher cannot confirm that the volunteer who responded to the 

questionnaire was, indeed, that volunteer.  The results may be biased based upon number 
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of respondents and their reported responses (McBurney, 1994).  Opening the design to 

subsequent phases, some of which could include an alternatives a to web based survey,  

may have decreased some of these concerns.  

  Sample size.  The rate of response for the quantitative portion of the research 

rustled in 29.3% response rate.  The researcher had two thoughts regarding this rate of 

return: first, as the survey was distributed near the end of the volunteers’ one-year tenure, 

lack of time and/or transition may have interfered with the volunteers’ intentions to 

submit. Second, intermittent cell phone service may have affected a number of 

volunteers.  

 One limitation in the collected data refers to size and skew of demographical 

information, thereby raising consideration of generalizability. Although the participants’ 

assignations were separate, the ideal approach would have used a stratified random 

sampling. This sample was comprised homogeneously in gender, ethnicity, age and 

strong religious affiliation as a result of the limitation of the overall number of 

responding participants. Although adequate for the purposes of this design, an increased 

sample and wider demographic would have allowed for a larger potential pool and more 

variation.   

 Additional concerns, such as volunteer within- community exchange and 

influence, may also have diminished with additional participants.  Another factor of a 

larger sample size would have been the inclusion of a Delphi study, the process of 

gaining structured communication, and thus allowing the research access to the strongest 

participants presumably extending the best data (Okoli & Pawlowski, 2004).  Numerous 

respondents per factor or item would have had the potential of supporting research 
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conclusions by virtue of inter-rater reliability.  This research did not consider cultural 

differences among responding volunteers. Hale and Fields (2007) found that national 

differences exist in servant leadership; thus, future research may benefit from the 

inclusion of varied demographics in order to acknowledge culture variability.  

 Skew in community.  Due to both the number and location of responding 

participants, community sponsor scattering produced disproportionate results.  Although 

Jesuit Volunteer Corps North West recruits 150 volunteers per year and services five 

states, and Border Servant Corps, Urban Servant Corps, and Colorado Vincentian 

Volunteers collectively recruit 60 volunteers per year and services three states, the ratio 

of numbers of represented participants in both the quantitative and qualitative methods 

were disproportionately weighted with JVC North West volunteers.  

JVC North West encourages members to participate in research, as the 

organization believes that the research outcome would be beneficial to the organization. 

One way participants are encouraged is by posting research opportunities in the 

organization’s monthly newsletter.  This support may have attributed to the large 

representation of responses. Future research would benefit from seeking AmeriCorps 

volunteers who represent specific demographical information in order to equalize the 

distribution.   

Qualitative Limitations  

 Specific qualitative restrictions were minimal.  The researcher was made aware 

after first read of transcripts and upon reflection, that the depth of some of the narrative 

responses required several readings to synthesize.  This may or may not have affected the 

unstructured questions. Further, a series of follow-up questions could have been 
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generated and administered as part of the original protocol.  

 Rater feedback.  After understanding AmeriCorps volunteers’ self-perception of 

servant leaders, a natural progression is AmeriCorps leader behaviors as perceived by the 

followers of AmeriCorps leaders.  Recipients at the AmeriCorps service sites would have 

potentially provided reflection and feedback from those being served.  Or, the words of 

Greenleaf researcher Frick, “And, what is the effect on the least privileged in society; will 

he (she) benefit, or, not be further deprived?” (Frick, 2004, p. 339). As such, Barbuto and 

Wheeler (2006) provided a second rating scale for followers to rate leaders.  This 

response to servant rating scale, as others that could have been used in this study, was not 

appropriate due to environmental and ability constraints  and the scope of the study. 

Subsequent research may consider the use of an appropriate measure to gather data, 

followed by analysis from beneficiaries of the AmeriCorps servant leader.  

Strength of Findings 

Strength of Quantitative Findings 

Question One: Perceived self-perception of servant leadership traits. 

 Empirical subtests. Information from both quantitative and qualitative analysis 

provided information leading to conclusions regarding the results of this study.  In 

addressing subsection statistical significance between the two studies, the five servant 

leadership characteristics (altruistic calling, emotional healing, wisdom, persuasive 

mapping, and organizational behavior) were first examined, then similarities and 

differences noted. 

 In order to determine the quantitative response to question one, the self-

identification of servant leadership traits, the researcher chose a simple and effective 
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means in which to determine the strength of the comparative subtest evaluations, the t- 

test. The results of the t-test indicated that statistical significance, the magnitude of 

differentiation between groups in relation to the size of each group, and not realistically 

credited to random causes or chance, was not found at the 0.05 (p< 0.05) in two areas: 

altruistic calling and wisdom. The three remaining areas, emotional healing, persuasive 

mapping and organizational stewardship,  the statistical means in this study were higher 

than the statistical means in Barbuto and Wheeler (2006), indicating a higher positive 

indication of the respondents from this study in the these subsections than the indication 

from the respondents in the same subsections from the Barbuto and Wheeler (2006) 

study.  In other words, attention is warranted to three subsections, respecting that the 

statistical significance may not necessarily be credited solely to chance.  

 The researcher considered possible attribution of the strong AmeriCorps volunteer 

response to one or more of several points:  First, collective practice and participation.  In 

other words, the AmeriCorps volunteers’ context of ongoing discussion in community 

meetings and intentional living may have increased the likelihood of significance in 

emotional healing, persuasive mapping, and organizational stewardship when compared 

to the sample from Barbuto and Wheeler (2006), elected civic leaders residing separately. 

Second, the Jesuit concept of reflection and inclusion of spirituality in AmeriCorps 

volunteers presumably vested a richer collective experience by integrating the personal 

value of both the practice and theories of emotional healing, persuasive mapping and 

organizational stewardship.  Personal reflection and spirituality were not presented in the 

Barbuto and Wheeler (2006) study. Differing demographics from age, gender, ethnicity, 

domicile, and educational attainment may have affected the outcome of significance in 
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three areas, as explained below.  These variables, along with religious preference and 

leader organization, are compared.  

 Religious affiliation. In the qualitative research, volunteers in this study 

graduated from Catholic religious institutions and received support by four religious 

sponsoring organizations.  Barbuto and Wheeler (2006) did not report the religious 

affiliation of elected community leaders.  The average age of the Barbuto and Wheeler 

participants was nearly thirty years older than the volunteers from this study (ages 23 

versus 51).  The level of education separated the two groups: this study provided a large 

majority of volunteers who had recently earned a bachelor’s degrees while Barbuto and 

Wheeler (2006) produced 50% with an earned a bachelor’s degree and 20% with an 

earned master’s degree or higher.  

 Race.  Additional demographic considerations are worthy to note.  This study’s 

51 volunteer leaders were 18% non-Caucasian (Figure 3).  Wheeler’s 80 volunteers were 

all residents of one Midwestern state who were attending a convention.  Although 

additional demographic information from that study is limited, information sought on the 

2010 US Census (2010 US Census, 2011, figure 4), provided additional data.  The 2010 

US Census asked citizens a question of race and citizens self-reported their responses.  

For the nine Midwestern census identified states (Illinois, Indiana, Iowa, Kansas, 

Michigan, Minnesota, Missouri, Nebraska, North Dakota, Ohio, South Dakota, and 

Wyoming), 16% were non-Caucasian.  Future research may investigate whether these 

percentages are indeed comparable, and if so, what the data would suggest.  

 Demographic influence and residence.  Prior academic research addressed 

demographic influence on servant leadership (McCuddy & Cavin, 2009).  McCuddy and 
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Cavin’s (2009) data, generated by members of a Christian religious institution, were 

presumed to increase sensitivity to the tenets of servant leadership.  Their findings 

signified  that socioeconomic status, level of educational attainment, age, and domicile, 

but not gender, are connected to the proclivity toward the philosophy and behaviors of 

servant leadership.  Their study also reported that people who demonstrate servant 

leadership are more likely to reside in rural areas (like JVC volunteers in Alaska, 

Montana and Idaho) or in urban centers (like CVV and USC volunteers in Denver, 

Colorado and Los Cruses, New Mexico), rather than those who reside in suburban areas 

(McCuddy and Cavin, 2009).  McCuddy and Cavin (2009) posited that there may be less 

need and therefore, fewer opportunities for leaders to serve in their hometowns.  

Although McCuddy and Cavin’s (2009) significant findings may support this position, 

this researcher is mindful of the power-filled interviews taken with the volunteers in this 

study that could question that position. 

 Next, a numerical comparison in rank was made between the means and standard 

deviations of the subtests from this study and the same from Barbuto and Wheeler’s 

(2006) original research study (Figure 8).  With the exception of the two lowest sections 

of both, emotional healing and persuasive mapping, the rank order of categories was the 

same.  
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Quantitative and Qualitative Findings  

Question Two: What information regarding self-perceived leadership traits in year 

of service volunteers emerge from semi-structured interviews? 

 The richness of the semi-structured interviews, coupled with the data from the 

quantitative questionnaire, provided the researcher with dimension and insight into 

volunteers’ self-perception of their leadership abilities.  

 Altruistic calling.  Previous research has shown that serving others, or altruism, 

is an important and vital component of leadership effectiveness (Moss, 2006).  The 

findings of this study indicate that an altruistic mindset (i.e. an others orientation, a desire 

to make a positive difference in the lives of others, and leading to help others) is an 

essential element in the identification of servant leaders (Beck, 2009).  A person becomes 

healthier because they have changed. In giving back, they have found a sense of purpose 

and a calling not in the mission of their organizations, but an altruistic calling as change 

agents for social justice.  They show spiritual maturity as they are able to contribute to 

the community with an adaptable nature. A few have found it in their intellectual work.  

Although influential and leading, AmeriCorps volunteers may or may not be more likely 

to make their efforts and experiences the means toward the calling of a spiritual and 

intellectual design. There are no definitive answers, but we do know that from these 

interviews, the ten were moving forth as graduate students of law and religion, as 

undergraduate professors, as employees of religious based NPOs, as pilgrimage makers, 

as those making second year of service commitments.  

 Emotional healing.    The data analysis from this study found that finite 
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communication skills, such as active listening, facilitation of conflicts, and understanding 

of non-verbal messages are necessary skills for servant leaders and underwrite the 

essence of emotional healing.  Barbuto and Wheeler (2006) found that leaders employing 

emotional healing have strong listening skills and are extremely empathic.  Greenleaf 

(1977) described the characterization of servant leaders as listening, empathy, healing, 

and awareness. 

 The volunteers recognized the impact of unconditional acceptance with the guests 

at their worksites by stepping out of their comfort zones, anticipating needs and 

welcoming positive interactions. Their level of social tolerance was exceptionally high. 

At home in their intentional communities, and much like their families of origin, their 

willingness and ability to offer the same was not as easily translated, resulting in a more 

arduous undertaking.  Here, they began to understand that emotional healing demanded 

mindful and specific effort, providing a deeper understanding of the process of 

forgiveness, ultimately leading to a life long pursuit   

 Wisdom. Data analysis in the t-Test provided no significance in the subsection of 

Wisdom as this study was compared to Barbuto and Wheeler’s (2006) study. Despite 

Barbuto and Wheeler’s (2006) sample being significantly older, more educated and 

identified (by election) as community leaders, the national service volunteers provided 

similar data.  Wisdom, operationalized within servant leadership, includes volunteers 

who learned to be less wary of change and more accepting of relinquishing old paradigms 

of leadership.  Several interviewed reported that they had been accustomed to “being in 

charge,” “giving the directions,” and “making decisions for the group.”  They described 

becoming more aware, savvier about balancing, and less defensive regarding change.  
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They supported what other researchers (Wong and Page, 2003) mentioned regarding 

making an adjustment in service with no expectation of reward.  Several others spoke 

about their initial days at the service site and becoming aware of, and grateful for, the 

autonomy provided by their administrative supervisors. Autonomy led to process over 

product problem solving and continuous growth in national service volunteers.   

 The researcher was also initially impressed in the interviews with the volunteers’ 

capacity to recognize timeless values, intuit the emotions of others, and hold those they 

served in the highest esteem, all indicators of servant leaders behavior.  

Persuasive mapping.  Persuasive mapping, according to Barbuto and Wheeler 

(2006), uses mental models to encourage lateral thinking in others. By sharing their trains 

of thought in community, they gained the necessary information needed to articulate 

issues and assist in supporting others. The attributes of persuasive mapping, according to 

Barbuto and Wheeler (2006), include the capability and capacity to apply sound 

reasoning for the betterment of the organization.  Senge (Senge, 1996) applies these 

attributes to the categorization of a learning organization.  He separates organizational 

models as those with customary authoritarian bureaucracies with slow change and 

adaptive and multiplicative models that first exercise creative tension.  The latter style of 

leadership observes exactly what the volunteers described:  social architecture, stewards 

of resources and unified vision.  As noted in the qualitative narratives, the volunteers 

identified four charisms or change agents, communication, commitment, calling and 

connection that provided a means toward organizational systems alignment.  The research 

asserts that these charisms may be more closely aligned to persuasive mapping than 

Barbuto and Wheeler (2006) subsections.  
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 Organizational stewardship.  The servant leader considers himself or herself as 

a steward of the institution that employs him or her.  As described by Block (1993) 

“Stewardship means to hold something in trust for another” (p.xx).  Servant leaders in 

this study extended themselves as willing and able to be accountable for the well being of 

the larger organization by operating in service, rather than in control.  Servant leaders 

observed the members of their organizational community and balanced the distribution of 

strength and resolution.  They encouraged debate, while valuing diversity and difference.  

They learned to accept constructive feedback.  They honored another’s personal 

obligations outside the community.  They were aware of boundaries in their service sites.  

Finally, they created a culture with purpose and vision that unified them as parts of the 

whole, rather than ones with separate biases. 

 Spirituality.  Greenleaf (1970) quantified that the drive for servant leaders must 

begin with the conscious choice of service.  The participants in this research discerned 

spiritual calling as a means toward spiritual maturity. This topic is a separate 

consideration, no less important than the five domains of the SLQ. 

The inclusion of a spiritual dimension is present in literature (Greenleaf, 1970) and 

explained by Greenleaf expert, Frick (2004):  

In my view of the world there are people whom I would call “spirit carriers.”  

Servants who nurture the human spirit are spirit carriers.  They serve to connect 

those who do the work of the world, or who are being prepared for that role, with 

vision from both past and contemporary prophets.  Those servants find the 

resources and make the intensive effort to be an effective influence.  They don’t 

just make speeches or write books as the prophet does.  They are spirit carriers; 
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they connect the prophecy with the  people so that it changes their lives. The 

spirit is power, but only when the spirit carrier, the servant as nurturer of the 

human spirit, is a powerful and not a casual force. (p. l1)  

 Learning to genuinely serve others first is not an attraction to all.  As volunteer 

AC explained, “There aren’t a whole lot of people who would be willing to do this.”  In 

seeking a response to what “this” is, the researcher again referred to the transcripts:  

“Falling in love with children,” “working with humility and stepping back,” “learning 

that patience is a forbearance, letting things unfold.”  One might consider AmeriCorps 

volunteers to be contemporary spirit carriers.  Entering into the commitment, this group 

brought strong and powerful spiritual practice.   

 According to Malony (1985), leaders who seek to enrich their spiritual journey 

pave several clear paths as a means of maturity: a) they self-identify as being connected 

with others in the eyes of God or, as per the IPP (2013), they keep faith in context with 

their surroundings, b) they chose integrity in living their life, or as per the IPP (2013); 

they center their experiences with mind, heart, and hand, or c) they are inspired by their 

relationship with God and seek spiritual growth in their daily lives, or as per IPP (2013), 

seek magis, giving more in the name of faith.  

Qualitative Findings 

 Question Three: The role of mentor as servant leader. Greenleaf stipulated a 

simple, observable test: Do those we serve grow?  Do they, while being served, become 

healthier, wiser, more self-sufficient, and more likely to do the same for others 

(Greenleaf, 1970)?  These attributes are not ephemeral or easily acquired.  Recalling 

efforts of their mentors, in conjunction with the finality of the AmeriCorps experience, 
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gave strong footing for nine of the ten volunteers interviewed to observe themselves as 

having grown spiritually and emotionally.  As hindsight, they became more cognizant of 

the value of meaningful understanding of their role models and mentors as servant 

leaders. Measuring the value of a mentor influence is difficult, at best, to determine.  

 There may be question even regarding the appropriate measurements for such a 

test, and the test in itself may not be all that simple.  This literature review introduced the 

Ignatian Pedagogical Paradigm (“IPP,” 2013) of Context, Experience, Reflection, Action, 

and Evaluation.   The third research question of mentor influence supported the IPP as 

each Ignatian domain was approached by AmeriCorps servant leaders, as evidenced by 

the strong, meaningful dialogue that emerged from the rich and descriptive interviews. 

Much like Herman Hesse’s (1932) Leo, the influence of mentors of may not become a 

treasure until they are missing for a time.  The influence of a mentor as servant leader, 

through the lens of an AmeriCorps volunteer’s perception of self, requires time to 

process.  In order to heal emotionally, acquire wisdom, define themselves as 

organizational stewards, the volunteers practiced discernment and reflection.  

 Timing.  The richness of the semi-structured interviews provided the researcher 

with dimension and insight into volunteers’ self-awareness of their skills as a servant 

leader and solidified the culmination of their AmeriCorps experiences. The researcher 

noted felt a poignancy in conversation as the volunteers also reflected upon their personal 

trauma and emotional healing.  The overriding sentiment was not that they had come to 

closure regarding these experiences, but the spirit and process by which the work was 

done.  Of note were conversations between the researcher and volunteers that occurred 

after the formality of the interview and when the recorder was off.  In those moments, the 
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researcher became aware of the volunteers’ vulnerabilities and sense of loss surrounding 

closure of the AmeriCorps experience.  These conversations revealed participants’ 

collective, lifelong dedication to eleemosynary endeavors that reach far beyond the 

requirements of a year of service, the events surrounding the service, and against the 

backdrop of mentor efforts.  The volunteers recalled prior servant leaders through a 

different lens, one laced with the volunteers’ newly found perspectives.  They grieved as 

their once intact community spread across the United States.  

Implications for Practice 

Recommendations and Directions for Future Research 

Recommendations.  Because this study represented the first known mixed 

methods research to study self-perceived traits of servant leadership in year of service 

AmeriCorps volunteers, these discoveries invite prospective discussion surrounding the 

ideas of servant leadership and nation service.  The small sample size, homogeneous 

profile, and religious affiliation limit the scope of findings.  However, the research does 

supply  literature on servant leadership and national service volunteers.  The researcher 

will provide the managers and the servant leaders themselves of the sponsoring church 

affiliated communities and the servant leaders themselves, the findings of this study with 

suggestions for future practice.   

 The suggestions include processing of applicants through a servant leadership 

framework, further education to incorporate servant leader nomenclature and traits within 

community, and thematic (altruistic calling, emotional healing, wisdom, persuasive 

mapping and organizational stewardship) offerings for reflection and discussion.  These 

findings lend themselves as a model for an enlarged study, laying the foundation for an 
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extension to this research to a larger, varied network of year of service volunteers.  

Modification of both quantitative design to account for method bias, and qualitative 

design with observational information, would enhance the general framework of this 

design while adding the small pool of mixed-methods data on servant leadership.  This 

research also infers attention to organizational and ethical leadership, inviting future 

research in organizational culture and moral climate.  This research also invites query 

toward the presence of demographic characteristic influence on servant leadership 

behaviors.  Finally, two other AmeriCorps branches, AmeriCorps VISTA and Elder 

Corps, maintain similar requirements as AmeriCorps, without the intentional community 

requirement.  Incorporating these branches in variation or totality would provide 

additional means in which to operationalize servant leadership data. 

Summary 

Researchers (Dennis & Bocarnea, 2005; Frick, 2004, Greenleaf, 1977, Patterson, 2003) 

emphasized that the system of servant leadership is not a model but a philosophy.  

Boyum (2006) asserted that clarifying significant conventions of the existence of a 

philosophy, or the ontology, are part of the implications of leadership.  AmeriCorps 

volunteers in this study dedicated themselves to the philosophy of servant leadership, 

including reflection of their experiences and demonstrating spiritual practice as evidenced 

by the quantitative data analysis and the rich and meaningful information provided during 

the interviews.  Further, the results of this study indicate that the philosophy of servant 

leadership includes both the ontology and spirituality of the servant leader.  Separate 

from the face value of the SLQ results, the rhetorical query of determining what is or 

what is not servant leadership and how one becomes a servant leader remains. Greenleaf 
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(1977) substantiated the premise of AmeriCorps as he differentiated the roles of leader 

and follower as, “Care taken by the servant-first to make sure that other people’s highest 

priority needs are being served” (p.13).  He prioritized servant before leader, a concept 

benign to many, but a profound distinction to an AmeriCorps volunteer, who foregoes all 

but basic measureable needs in the name of service to others. Volunteers in this study 

described servant leader behaviors supporting Spears (2010) explanation of Greenleaf’s 

(1970) theory, most noted in the areas of awareness, commitment to the growth of 

people, and building community.  They also adapted to the lifestyle of a national service 

volunteer. By dedicating their energy and willingness to meet the challenge as a 

collective servant organization (Laub, 1999), they strengthened their organization’s 

culture, mission and values.  

 Learning to clearly articulate issues in intentional communities, practicing newly 

learned facilitation and peacemaking skills and intellectualizing train of thought 

communication evidenced this strength. Their own prior leadership styles, by their own 

admissions, once gravitated toward power exchanges of Type A personalities. Now, their 

collective move forward is partial to cross-functioning teams who thrive on open 

dialogue. 

Final Thoughts 

This study provides the beginning of the evaluation of servant leadership philosophy and 

behaviors in national service volunteers. These findings call for further investigation 

relative to national service organizations, secular charitable organizations, additional 

governmental agencies, or other non-profit businesses. A large number of 

recommendations for future research that have the potential to improve and expand upon 
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the specific findings of this current study have been offered.  The researcher endorses 

mixed methods inquiry in servant leadership with a variable of moral accountability in 

social justice efforts.  
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APPENDIX A 

Letter of Invitation to Directors 

Dear XXXX,  

I am a Doctoral Candidate in Interdisciplinary Leadership at Creighton 

University, researching Self-Perceptions of Servant Leaders in Year of Service 

Volunteers.  I am in the process of seeking current AmeriCorps and year of service 

volunteers living in intentional communities to complete a five to ten minute online 

survey on the topic of Servant Leadership. 

If possible, and with your approval and permission, I would like to make the 

Survey Monkey link available to (Border Servant Corps, Catholic Vincentian Volunteers, 

Jesuit Volunteer Corps Northwest, Urban Servant Corps) within the next two weeks.  The 

members would then complete the survey and return to me within a specific time frame 

provided on the survey.   

I would be more than happy to provide you with the study when I am finished 

with the hope that the information may be beneficial to you. By determining which (if 

any) of the servant leader characteristics the volunteers most identify (Altruistic Calling, 

Emotional Healing, Wisdom, Persuasive Mapping and Organizational Stewardship) and 

the explanations behind each. Should you have any questions or concerns, please feel free 

to contact me at this email address or by phone at (XXX) XXX-XXXX. I live in 

Princeton, NJ, on Eastern Standard Time.  

In advance, thank you for your time and expertise. 

 

Gratefully,  

 

Karen Cook, M.Ed., LPC, Ed.Dc
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APPENDIX B 

Participant Informed Consent Form 

You have been asked to participate in a research study identifying Servant 

Leadership qualities in long-term national service volunteers.  You have been asked to 

participate because you are a member of an intentional community and thus can provide 

insight into how you perceive yourself and others as leaders.  This study is being 

conducted for a qualitative doctoral study at Creighton University in Omaha, Nebraska.   

Your participation in this study is voluntary. You will first be asked to respond to 

a short, twenty three-question survey. At the end of this survey, you will be invited to 

participate in a semi-structured interview with the interviewer regarding your personal 

leadership experiences.  You are not obligated to respond to the invitation for the 

interview. If you are interested, during the interview you are under no obligation to 

continue with the interview, and you may withdraw at any time.  With your consent, the 

interview will be transcribed.  There will be no financial benefit for your participation in 

this research.  You will be given a copy of this consent form to keep.   

Throughout this study, no real names of participants will be used.  All records and 

transcripts of the interview will remain confidential, as you will be identified in the final 

dissertation copy by a code only known to me.  

Karen Cook, a student in the Interdisciplinary Leadership Doctoral program at 

Creighton University, is conducting this study.  She can be contacted at XXX-XXX-

XXXX or karencook@creighton.edu. This study is being conducted under the 

supervision of Dr. Peggy Hawkins, Ph.D., and dissertation chair.  Dr. Hawkins can be 

reached at: xxx-xxx-xxxx or peggy hawkins1@creighton.edu. 

 

I have read the above information. I have asked questions and received answers.  

I consent to participate in this study.  

Signature_________________________________   Date_________________ 

Interviewer/Researcher:  Karen Cook                        Date_________________ 

Adapted from (Walker, 2006) 
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APPENDIX C 

Participant Invitation for Quantitative Study 

Dear Volunteer,  

I am a doctoral student at Creighton University in Omaha, Nebraska, and my 

dissertation research topic is Servant Leadership Traits in Year of Service volunteers. 

This study is really an opportunity to determine if you identify with any specific traits of 

Servant Leadership.  The results will provide the chance for you to understand more 

about how you perceive yourself as a leader.   

I hope that you will consider participating in this study by completing the online 

survey that is posted at the following website:  (LINK).  The survey will require 

approximately 10 to 15 minutes of your time.  

When accessing the website, you will be directed to review an informed consent 

form prior to beginning the survey.  Any information obtained during this study that 

could identify you will be kept strictly confidential. 

Please complete the survey by August 1, 2013.  Thank you in advance for your 

participation.  Please do not hesitate to contact me if you have any questions or comments 

by email at karencook@creighton.edu or by phone at XXX XXX XXXX.   

 

Sincerely,   

 

Karen Cook, M.ED, NCC, LPC 

Ed.D Candidate 

Creighton University 

Adapted from (Beck, 2009) 
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APPENDIX D 

Participant Invitation for Qualitative Study 

Dear Volunteer,  

 I am a doctoral student at Creighton University in Omaha, Nebraska, and my 

dissertation research topic is Servant Leadership Traits in AmeriCorps volunteers. This 

study is really an opportunity to determine if you identify with any specific traits of 

Servant Leadership.  The results will provide the chance for you to understand more 

about how you perceive yourself as a leader.   

 Recently, you indicated that you would be interested in either participating in the 

semi- structured phone interview or interested in receiving more information about the 

interview itself.  

The interview will take no more than 60 minutes of your time and include several 

questions regarding your experiences as a year of service volunteer and your intentional 

community.  

You are not obligated to respond to the invitation for the interview. If you are 

interested, during the interview you are under no obligation to continue with the 

interview, and you may withdraw at any time.  With your consent, the interview will be 

transcribed.  There will be no financial benefit for your participation in this research.  

You will be given a copy of this consent form to keep.   

Please feel free to contact me via phone at : XXX XXX XXXX EST or via email 

to karencook@creighton.edu. Thank you in advance for your time and participation. 

 

Sincerely,  

 

Karen Cook, NCC, LPC, Ed.Dc 
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APPENDIX E 

Barbuto & Wheeler’s Servant Leadership Questionnaire (2006) 

SLQ (Servant Leadership Questionnaire) 

Leader Form 
My Name: _________________________ 
 
This questionnaire is to describe your leadership behaviors and attitudes as you perceive 
them. Please answer all of the questions. Please indicate how well each of the following 
statements describes you.  
 
Use the following rating scale: 
 
Not at all     Once in a While     Sometimes     Fairly Often     Frequently, if not, Always 
 0 1                       2                 3                              4__________ 
 
 

_____1. I put others' best interests ahead of my own. 

_____2. I do everything I can to serve others. 

_____3. I sacrifice my own interests to meet others’ needs. 

_____4. I go above and beyond the call of duty to meet others' needs. 

_____5. I am someone that others turn to if they have a personal trauma. 

_____6. I am good at helping others with their emotional issues. 

____  7. I am talented at helping others heal emotionally. 

____  8. I am one that can help mend others’ hard feelings. 

____  9. I am alert to what's happening around me 

____  10. I am good at anticipating the consequences of decisions 

_____11. I have good awareness of what is going on around me. 

_____12. I am in touch with what is happening around me.  

_____13. I know what is going on in the organization.  
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_____14. I offer compelling reasons to get others to do things. 

_____15. I encourage others to dream "big dreams" about the organization. 

_____16. I am very persuasive. 

_____17. I am good at convincing others to do things. 

____  18. I am gifted when it comes to persuading others. 

____  19. I believe that the organization needs to play a moral role in society. 

_____20. I believe that our organization needs to function as a community. 

_____21. I see the organization for its potential to contribute to society.  

_____22. I encourage others to have a community spirit in the workplace. 

_____23. I am preparing the organization to make a positive difference in the future 
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APPENDIX F 
 
Servant leader Questionnaire Score Sheet (2006) 

 
SLQ Individual Scoring Sheet 

 
 
 
Altruistic Calling:   1 2 16 21   =  (Sum) 

Emotional Healing:  3 8 12 17               =   (Sum) 

Wisdom:    4 7  9 13 22 =     (Sum) 

Persuasive Mapping:   5 6 10 14 18 =   (Sum) 

Organizational Stewardship:  11 15 19 20 23 =   (Sum) 
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APPENDIX G 

Communication via E-mail or Telephone for Interview Participants 

 

Date________________ 

Time_______________ 

 

Dear__________________,  

 

Recently, you completed an on-line survey on leadership for my dissertation 

research. You noted at the end of the survey that you would be willing to consider 

participating in an interview to further discuss your ideas and experiences about 

leadership.   

Telephone: If contacted and wishes to set up an appointment:  Is this a good time 

to set up an appointment or would you prefer for me to call back at a different time?  

With either choice, researcher sets up subsequent appointment for conversation.   

E-Mail or Text:  Is this a good time to set up an appointment or would you prefer 

for me to contact you at a more convenient time?   

With either choice, researcher sets up subsequent appointment with volunteer.   

 Closure: The information you provide is indispensible to the success of the 

study. Thank you for your time and consideration.  
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APPENDIX H 

Interview Demographic Identification 

 

1.  Name____________________________________________  ID________ 

2.  Age____ 

3. Gender M F  

 4. Ethnic Origin: A B H W Pacific Islander Other  

5.  State  _________________________________ 

6.  Date__________________________________ Time: _____________EST CST PST 

7.   Have you ever considered returning for a second year of service?______________ 
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APPENDIX I 

Interview Protocol 

Interview Protocol: Self Perceived Traits of Servant Leadership 

 As you know, I am a doctoral candidate doing research on leadership; 

specifically leadership in year of service volunteers. I appreciate you giving me your time 

and ideas. As I wrote in the invitation, everything you say will remain anonymous and 

your identification will be known to only me. You are free to stop at any time you wish, 

and to ask questions at any point.  Do you have any questions now?  If not I am ready to 

begin if you are.  

      1.  Explain how you came to the decision to volunteer for a year of service.  

(Purpose: to establish rapport and history of prior leadership experience) 

      2.  Describe events or experiences that had a significant impact on your life prior 

to making the commitment to a year of service.  

(Purpose: observation of modeling servant leadership, aligns to research question 

number three) 

      3. Recall your first few weeks at your service site. What impressions of 

leadership, either from other volunteers, staff or guests, do you remember?  

(Purpose:  modeling servant leadership, aligns to research question number 

three) 

      4. Describe how you see yourself as a leader at your service site.  

 ( Purpose: self-identity, aligns to research questions one and two)  

      5.  Describe your intentional community.  How do you see leadership in your 

residence? (Purpose: self-identity, servant leadership traits and modeling, research 
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questions one through three) 

       6.  How do you see yourself as a leader now as compared to this time last year ? 

What ideas do you have regarding your abilities to be a leader in the future?  

(Purpose: self identity, servant leadership traits, modeling, aligns to research questions 

one through three) 

      7.  Is there any one person who, by example, emulate—modeled---  

      8.  Regarding leadership: What ideas do you have that you may not have gotten 

to talk about thus far?  

 

* Y/N refers to participant understanding question without the need for clarification or 

repetition.  
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 APPENDIX J  

Interviewer Notes 

Description Reflective Notes 

1.Decision to volunteer 

Y     N 

 

2. Prior volunteer experiences 

Y     N 

 

3. Recall first introduction to service site. 

Y     N 

 

4.  Leadership in action at service site 

Y     N 

 

5. Leadership in intentional community 

Y     N 

 

6.  Leadership past and present  

Y     N 

 

7.  Further discussion 

Y     N 

 

 

Adapted from Creswell (1998). 
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APPENDIX K 

Letter Requesting Permission to Use Servant Leadership Questionnaire 

Saturday, July 20, 2013 2:48 PM 

Dear Dr. Wheeler, 

 I am currently an Ed.D. student in Interdisciplinary Leadership at Creighton 

University. My dissertation proposal, "Self-Perceived Leadership Traits in Year of 

Service and AmeriCorps Volunteers, a Mixed-Methods Study", has been approved by 

both my committee and Creighton's IRB.   

 I am reaching out to you in the hopes that you would grant me permission to use 

the Self portion of the Servant Leadership Questionnaire.  I will be distributing the 

questionnaire to year of service volunteers residing in Intentional Communities in Alaska, 

New Mexico, Texas, Oregon, Colorado, Washington State, Idaho and Wyoming. I am 

enclosing Chapter Three, as it presently reads, for your perusal.   

 Please do not hesitate to contact me for any additional information.  I am more 

than happy to provide you with a copy of my dissertation, hopefully to be completed by 

December 2013.   

 

Gratefully,  

Karen Cook, M.Ed., NCC, LPC. 

 


