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Analysis 

The quantitative data collected in P1 were aggregated into two comparison groupings 

(male/female and sworn/civilian). Both instrument scores and participants’ demographic 

information were entered into SPSS for further analysis. Two independent sample t-tests and a 

one-way analysis of variance (ANOVA) test with education being the independent variable were 

completed. The qualitative data collected from the interviews were transcribed and analyzed using 

iterative thematic coding and compared against the research questions and the conceptual 

framework of the study, which included leadership theory, organizational change theory, social 

cognitive theory, mentorship, learning organizations, and culture. Coding frequencies were 

analyzed and placed into MS Excel spreadsheets to “quantitize” the qualitative data as a dimension 

of the legitimation approach advised by Onwuegbuzie et al. (2011, p. 1263). The coding was 

subsequently examined for patterns or anomalies. Inter-rater reliability, where comparisons were 

made between my coding regime and those of two doctoral peers, who had each coded one 

interview to assess alignment between my coding schema and theirs, was used to interrogate and 

validate the legitimacy of my codes. A final phase of data interpretation occurred when the 

quantitative findings were compared and integrated with the qualitative results. In this chapter, 

findings came primarily from the qualitative phase of research. 

Findings 

Analysis revealed six overarching themes about highly effective leadership in the PO: (a) 

learning to lead, (b) exemplary interpersonal skills, (c) values-centric leadership, (d) leader 

competency, (e) leader self-awareness, and (f) creating a positive work environment. There were 

also four potential barriers to effective leadership identified: (1) strong personal relationships, (2) 

promotional and transfer processes, (3) organizational structure, and (4) organizational culture. 

The six themes of highly effective leadership and four barriers, the conceptual framework, and 

academic literature were analyzed in relation to each other, which led to the identification of five 

key findings:  

1. Effective police leadership was learned. Leaders in the PO developed their effectiveness 

by combining various learning experiences garnered over a lifetime. Observational and 

experiential learning were central to all participants’ perception of efficacy and played a 

critical role in their leadership journey; 












































































































































































