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Part I
	In the 1970s, students at Pennsylvania State University conducted a study on the vocational aspirations of children. The study's central topic was to gather information on what children wanted to be when they grew up. The researchers Kirchner and Vondracek classified the children's responses into various categories (1973). When children are exposed to an event or action, or persona, they tend to emulate. The study elicited some interesting responses. Based on the assessment inventories collected, some children wanted to be bigger; some wanted to be animals, fantasy characters, and even cartoons. As the age of the child increased, the responses were based on adult professions. Girls were more inclined to want to be nurses and teachers, while boys selected jobs like firefighters and mechanics. The study concluded that a child's aspirations align with how they conceptualized adults and their roles in society. (Kirchner, et al., 1973) Interestingly, none of the children expressed that they wanted to be leaders when they became adults.
	How does a person become a leader? Is being a leader a calling or profession? In the Army, there are squad leaders and platoon leaders. However, are those individuals picked because they possess certain attributes, or is it because it is their turn to lead? If it is due to them exhibiting certain attributes, are they inherent to an individual or something learned and developed over time? The Kirchner and Vondracek study encouraged the start of a discussion around leaders' roles in society. As part of an inquiry on leadership, the author will examine the knowledge area of leadership science. Scholars have debated the subject matter and derived theory from their findings. Emmanuel Mango has identified more than 65 leadership theories, making it challenging to identify a single set of ideas for application to a social construct (2018). Since the underpinnings of leadership are in the nascent stages, identifying core leadership theory is problematic. One of the oldest questions is whether leadership traits are learned behaviors or attributed at birth that is then manifested when a situation arises.
	Applying leadership theory to a social construct is immensely important. Leaders are needed in every walk of life. Higher education institutions like Niagara University are responsible for developing leaders across a variety of disciplines. Niagara University is in the process of an internal analysis of the Doctoral Program in Leadership and Policy. Faculty, staff, and students are collaborating to understand what challenges and opportunities exist. The Council of Graduate Schools conducted a study on Ph.D. completion and attrition. In a 2013 study called the Ph.D. Completion Project determined only 50% of students completed the Ph.D. program they enrolled (Cassuto). The researchers identified several student shortcomings that contributed to the attrition rate. As Niagara University looks for ways to enhance their doctoral program and consider leadership as a pillar of the program, the researcher will seek to understand how leadership theory relates to University faculty, staff, and Ph.D. students. The study will examine transformational leadership components related to the student's environment preferences to narrow the focus. Theoretically, if leadership is a learned behavior, then faculty and students have an opportunity to modify behavior and potentially reduce attrition rates. 
Literature Review
	To the unbeknownst, the study of leadership is often supplanted by management and vice versa. Suppose a manager leads their team to overcome a challenge. We may attribute the manager's success to good leadership. Suppose a leader manages a team to effectively eliminate errors and become more efficient to meet a goal. Observers may assign the leader's involvement as good management. Within these paradigms, the two are interchangeable. However, the vast number of resources that discuss the practice of leadership is aligned with management. This literature review will focus solely on leadership and has omitted sources that cross-referenced management with leadership choosing to isolate leadership materials. 
	Author Robert Allio uses a metaphor describing how blind men see an elephant to describe how leadership is perceived (2013). The blind men learn and conceptualize what the elephant is like by touching it. The same premise can be applied as we learn about and experience leadership. When we look at the landscape of resources that discusses leadership, we see various genres that crossover disciplines and intersect philosophies. There are documented historical figures like Martin Luther King and Mother Teresa, who established their own ideologies, which developed countless leaders. Despite the existence of examples, questions about leadership continue to persist.
	Scottish philosopher Thomas Carlyle attempted to answer this question using what he described as the Great Man Theory in lectures and essays initially published in 1841 (1993). According to Carlyle's writing, "there is no sadder symptom of a generation than such general blindness to the spiritual lightning [of man], with faith only in the heap of barren, dead fuel. In all epochs of the world's history, we shall find the Great Man to have been the indispensable saviour of his epoch, the lightning" (1993, p 13-14). For centuries, Carlyle's words have been interpreted, analyzed, and revisited. Contemporaries see his reference to great men to leaders in the modern-day. Despite the contextual gender bias, Carlyle's Great Man Theory offers a significant contribution to the field of leadership. In contrast, Professor Bert Alan Spector notes that Carlyle's Great Man Theory lacks rigorous objectivity and regards Carlyle's premise as a statement on faith rather than on par with contemporary theory (2016). Despite Spector's criticism, he does not malign Carlyle's opinion but rather sides with Keith Grint, an Oxford Associate Fellow. Grint gives reverence to Carlyle as an original contributor to the leadership body of knowledge (2014).
As mentioned, the Great Man Theory was one of the first attempts to define and explain leadership's significance. Even though Carlyle provided a rationalization, his writings were routinely challenged. Leo Tolstoy vehemently disagreed with Carlyle's point of view on leadership. Citing Carlyle's description of Great Men as merely characters in a story. Tolstoy promotes the idea these characters believe they are Great Men "due to an incorrigible combination of conceitedness and incognizance" (Mouton, 2019, p.81). Furthermore, it is the repetitive storytelling of events that enhance their persona. The more the stories are shared, the more likely the person will directly benefit from the celebrity, not their actions (Mouton, 2019)
	Even though Carlyle's theory is 200 years old, leadership theory developments are relatively young compared to other disciplines. The study of leadership became more profound over the last 50 years due to scholars' and researchers' theorization of leadership (Salehzadeh, 2016). Carlyle's lectures depict heroes and divine figures as leaders. Modern theorists often revisit history, examining historical leaders' successes as a model on how to lead. The Analects of Confucius have been linked to contemporary business ethics. Business leaders have adopted Sun Tzu's book, The Art of War, for insight and guidance while applying it to modern economics. There is evidence that Greek philosophy has also impacted our understanding of leadership with several leadership virtues traced to philosopher Aristotle's writings (Flynn, 2007).
	While some scholars focus on the origins of leadership, researchers have categorized and posited different leadership types. Of the 65 leadership theories, Mango identified, charismatic leadership is one of the more recognizable leadership theories. Leaders like Martin Luther King, Aung San Suu Kyi, Elon Musk, Winston Churchill, Barak Obama, Sir Richard Branson, and even Donald Trump all have irrefutable influence that promoted followership prompted action. Identifying charismatic leaders is easier than defining why supporters chose to follow. However, a study of groups and the effect of charismatic leaders uncovered that participants grouped with a charismatic leader showed a higher positive effect in completing a task than participants grouped with a non-charismatic leader (Erez, et al., 2008)( Shamir, et al., 1993). A charismatic's leader's presence is a factor, but also how their message is communicated. Can you imagine if Martin Luther King's famous speech, I Have a Dream, was titled, I Have a Five Point Strategic Plan? 
	Another theory that has been cultivated over the last 50 years is servant leadership. Servant Leadership is reflected by the prompt for leaders to take action in the service of others. Robert Greenleaf, architect and servant leadership practitioner, depicts the theory as the cognizant decision by leaders who influence people. The ideas of leader-first and servant-first are diametrically divergent. "The difference manifests itself in the care taken by the servant first to make sure that other people's highest priority needs are being served." (1977, p. 66) Empirical data exist on the efficacy of servant leadership. Studies have shown that servant leaders prepare their followers for the tasks that they will embark on. They exhibit characteristics like empathy, high emotional intelligence, vision, and can articulate purpose. (Howard, 2019). 
	Mango's study gives insight into newer leadership theories like ethical, strategic, and adaptive leadership; however, it is transformational leadership that the researcher has selected to understand better the relationship between Ph.D. students and university faculty and staff transformational leadership can have an impact on student attribution. Transformational leaders are often seen as trendsetters. The study of transformational leadership revolves around motivating followers to adapt and overcome, even in the toughest conditions. Transformational leaders cultivate the idea that when some impede progress because of uncertainty, they believe that not only is the action possible, but necessary. Therefore, they encourage others to excel and defy obstacles and challenges. It is transformational leaders that motivate those around them through optimism, enthusiasm, and commitment. Dr. Les Stein, a professor at Northeastern University, is quoted saying the following about transformative leaders, "these are the people that can rise to any challenge and bring everybody together collectively to make a difference" (DiFranza, 2019).
	The empirical literature on transformational leadership demonstrates that this type of leadership has a profound effect on followers. While the literature review highlights various leadership theory styles, it should be noted that none detail the effects on Ph.D. students' rate of success or failure. In this study, the researcher seeks to advance the body of knowledge of leadership theory by exploring the phenomenon of Ph.D. student's leadership style preference to their learning environment as it relates to transformational and its effect on program completion.
Research Question
	The study will examine leadership components related to the student's interaction preferences. Earlier, the researcher posed the premise that if leadership is a learned behavior, then faculty and students can modify behavior to potentially improve Ph.D. completion, which inversely reduces Doctoral program attrition rates. The researcher will seek to answer the following research question: What are previous student perceptions regarding the relationship between transformational leadership demonstrated by professors and their success/completion of the program.?


Independent variables: Four types of transformational leadership
· Intellectual Stimulation: Transformational leaders change the way others see the world. They inspire creativity among followers and encourage followers to explore new ways to accomplish tasks while fostering learning opportunities (Cherry, 2020).
· Individualized Consideration: Transformational leaders offer support and encouragement to individual followers. Transformational leaders build supportive relationships, focusing on communication to engage followers to share ideas. This allows leaders the opportunity to embolden followers through recognition of their contributions (Cherry, 2020). 
· Inspirational Motivation: Transformational leaders have a clear vision that they communicate to followers. Through transference, leaders infuse followers with passion and motivation to reach goals (Cherry, 2020).
· Idealized Influence: These transformational leaders are role models for followers. The reverence followers have for the leader motivates them to emulate the leader and embody their ideals (Cherry, 2020).
Dependent Variable: Student disposition to the Ph.D. program at Niagara University
Hypotheses
· H1: Faculty and staff who exhibit transformational leadership attributes associated with intellectual stimulation will have the highest positive impact on Ph.D. student's completion rates.
· H2: Faculty and staff who exhibit transformational leadership attributes associated with individualized consideration will more than likely positively impact Ph.D. student's completion rates. 
· H3: Faculty and staff who exhibit transformational leadership attributes associated with inspirational motivation will be less than likely to impact Ph.D. student's completion rates positively.
· H4: Faculty and staff who exhibit transformational leadership attributes associated with idealized influence will have the lowest positive impact on Ph.D. student's completion rates. 
Null Hypothesis: There is no statistical significance between transformational leadership attributes exhibited by faculty or staff and Ph.D. Student completion rates at Niagara University
Research Methodology
	The study's primary purpose is to empirically evaluate the relationship between transformational leadership attributes and their impact on the completion rate of Ph.D. Students at Niagara University. The researcher will conduct a cross-sectional study that will focus on participant responses of Ph.D. students since the inception of Niagara University's Leadership and Policy Doctoral Program. The researcher intends to gather data via an online survey. Online surveys are an effective method for data collection so that the initial contact method will be emailed. The email will allow those that elect to participate to access a survey via a link. In-person interviews would be difficult to conduct given the current state of public health due to the coronavirus pandemic. 
	The researcher intends to survey students from 8 cohorts of Niagara University's Leadership and Policy program. The researcher anticipates utilizing a power analysis to determine what sample size is required for statistically significant. The study will utilize a single-stage sampling design, and given the department allows access to the names and email addresses of Ph.D. students, no inclusion criteria will be necessary, allowing convenience sampling to be used (Creswell & Creswell, 2018). Defining the anticipated sample size is difficult; however, determining the sample size's statistical significance will be determined using a power analysis tool.
	The researcher will use a Multifactor Leadership Questionnaire as an instrument to collect participant data. The MLQ will test the hypotheses the researcher will use adapted from and answer the research question. The researcher adapted the MLQ from a study authored by Ronald Fischer and Lai Yin Carmen, A Meta-Analytical Investigation of Multifactor Leadership Questionnaire Means Across Cultures. In the study, the authors used the means from MLQs that were cross-examined across several culturally related variables (2011). 
The study will examine the effect transformational leadership has on Ph.D. completion rates at Niagara University. Transformational leadership is divided into seven subcategories. The seven subcategories represent the independent variables in the study. Ph.D. student completion rate is the dependent variable. 
	The researcher will analyze the data once all the participant MLQs are compiled. The first step will be to determine the response rate. For this study, a fully completed MLQ or a partially completed MLQ, 15 or more questions completed, will be recorded as a completed MLQ. The total respondents divided by the sample population will detail the response rate; this number will inform the researcher on the survey's quality or if a sampling bias exists. Once the data is compiled, the researchers will use IBM SPSS Statistics, Version 26, to analyze. Ideally, the researchers will use descriptive statistics to summarize data sets and isolate less meaningful data for the study (Hinkin & Schriesheim, 2008). Once the process is complete, the researcher will enter all pertinent data into a table.
	The validity of the data is a concern. However, the researcher has identified the following limitation that may affect the study and a potential remedy. Diffusion between the participants may harm response integrity. However, the population the researcher intends to engage is former Ph.D. students. Therefore, the sample population has a higher comprehension of research integrity than participants without the same research level.
Methods
	The method of data collection the researcher intends to use is a questionnaire. The researcher will use a modified version of the Multifactor Leaders Questionnaire adapted from a study on leadership and culture. The original MLQ was pioneered by Bruce Avolio and Bernard Bass and used to assess an individual's leadership style (Avolio, et al., 1999). For this study, the researcher will modify the MLQ to assess the leadership style Ph.D. students prefers. The MLQ is a closed question survey tool. The multiple-choice answers are categorized or nominal: Never, Rarely, Sometimes, Often, and Always. According to the text Research Methods in Education, the uses of a Likert Scale will "build in a degree of sensitivity and differentiation of responses whilst still generating numbers" (Cohen, et al., 2018). Each answer was assigned a corresponding number based on a five-point scale. In addition to answering the survey, participants will be asked to provide demographic information detailing the following: gender, age, marital status, domestic or international, and highest education level completed (Antonakis, et al., 2003). 
	The MLQs will be delivered via the internet. Administered using Survey Monkey, an internet-based survey tool. The researcher anticipates that participants can complete the MLQ's in approximately 15 minutes. Each MLQ will consist of 20 questions measuring student leadership preference across seven factors related to transformational leadership: idealize influence, inspirational motivation, intellectual stimulation, and individual consideration. The score for each factor is determined by totaling five corresponding questions on the MLQ. For example, to determine a participant's score for factor one, idealized influence, the responses for questions 1, 4, 11, 13, and 20 will be totaled. This process will be repeated for each of the other three leadership factors. The averages of each factor will be entered into the table for analysis.
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