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Abstract

This study examined the vital approach to understanding leadership
decision making in organizational leadership and management activities. The
purpose of this paper is focused and centered on the best approach to
understanding the leadership decision making process (LDMP) among
leaders and managers in organizational activities. This phenomenological
qualitative paradigm which focused on essence or structure of an experience
was used in order to gain in-depth knowledge and understanding of the
issues and challenges affecting effectiveness, clarity, and success among
organizational leadership and managements in business practices. Two
hundred and sixteen organizational leaders from some cities and states in
North America (Canada, Mexico, and United States) participated in this
study and identified how they acquired their leadership role, knowledge, and
skills. The findings from this investigation suggest that organizational
leaders should allow their skilled subordinates - individuals and/or groups to
participate in the decision making process mostly when their involvement
will enhance the quality and/or acceptance of the decision by everybody at
the workplace.
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Introduction

In organizational leadership and management operations, decision
making has emerged as one of the most dynamic, ongoing, challenging, and
active areas of leadership investigations. Organizational leadership functions
(OLF) are critical, challenging, special, subtle, and complex in nature. Too
often we confuse things like personal style and a position of authority with
leadership. Leadership is not only about the individual or groups of
individual’s formal position, power, authority, behavior, personality trait, a
set of important objectives, inspiration, delegation, and charisma; instead it
must be all inclusive, ongoing, strategic, systemic, productive, positive, as



well as influential and goal oriented. It must be centered on goal
accomplishment, mission and vision fulfillment, team building, success, and
profit making. This study was centered on understanding the best approach
to leadership decision making among organizational executives, leaders,
mangers, and employees in organizations’ practices and effectiveness with
regard to goal attainment and success. Leaders need to understand that every
organization is a systemic network that is both complex and dynamic in
nature. People in leadership positions are faced everyday with decision
making challenges. Leadership decision making (LDM) is an essential skill
and tool for most business operations. The survival of every organization
depends on the way their leadership leaders make decisions that affect
everyone in the business. These decisions are the ones leading to significant
commitment of resources, with significant impact on the firm as a whole and
its long-term performance (Marsh, Barwise, Thomas, & Wensley, 1988).

Leadership decision making process (LDMP) is always crucial and at
the center of all businesses in our world today. Barret, Balloud and
Weinstein (2005) described leadership decision making in organizations as
the process of “using critical thinking skills to optimize a decision” (p.214).
Leaders must know what decisions to make and keep the interest of all
stakeholders involved. Followers will be less committed to the team if their
leaders doubt the decisions they make in the organization. Employees active
involvement should be considered in most decision making for they
(employees) are the ones to implement these decisions. Organizational
leaders and managers should create a participative climate by sharing the
information and involving the employees in decision making (Tesluck et al.,
1999; Wanous et al., 2000). Encouraging the employees to express their
ideas relating to work concerns is the practice of information sharing
(Cabrera et al., 2003).

LDM is a dynamic process of choosing from the best different
alternatives and associated with the systemic act of making a choice.
Therefore, to clearly understand the process of organizational decision
making, leadership must define what the future should look like, aligns with
that vision, and inspire them to make it happen despite the challenges and
obstacles involved. Leaders must know how to lead as well as manage,
otherwise, without leading as well as managing effectively, today’s
organizations will face the threat of extinction (Kotter, 1990). The best
approach to lead, and manage an organization effectively is to understand the
organization in all its entity, and its growth, success, while basing all goal
accomplishments solely on the mission and vision of the organization.

The LDMP in an organization is an essential construct for all
business leaders and managers to define their managerial behavior, skills, roles,
intelligence, competency, commitment, dedication, creativity, and their



expectations of each other in their goal attainment. The author was
determined to providing leadership decision making process that would be
based on data, research, and sharing of valid information; as well as on
leadership and learning styles; mission and vision; strategic objectives, and
goal accomplishment. A random study of two hundred and sixteen past and
present business leaders, and manager from some cities and states in North
America (Canada, Mexico, and United States) participated in this study

Organizational Leadership and Decision making

While leadership is defined as the act of an individual influencing
others to attain their goals, followers maybe less be committed to the team if
the leader doubts their decisions. Leaders are not like other people... they do
not need to have the ‘right stuff’ and this stuff is not equally present in all
people. Leadership is a demanding, unrelenting job... and it would be a
profound disservice to leaders to suggest that they are ordinary people... in
the realm of leadership... the individual does matter (Kirkpatrick, & Locke,
1991). As with decision making and all other organizational issues and
challenges, overcoming any kind of small deficiency can help leaders
become more dynamic and successful in their organizations as well as in the
society. Both leaders and managers must be aware and knowledgeable of the
best ways associated with making good leadership decisions in their
organizations. They need to know that whatever decision they make have
consequences. These decisions affect their subordinates either positively or
negatively as well as the entire organization. The success of any organization
depends on the decisions their leaders make. Therefore correct decisions help
in the successful operations of business in general. For Welch (2002), a
decision has three components: a goal, options for attaining the goals, and
the selection of the preferred option. Basically, the process of making
decisions that would help leaders and managers in organizations to solve
problem involves the following six steps: (1) Defining the Problem, (2)
Develop Alternatives, (3) Evaluate the Alternatives, (4) Make the Decision,
(5) Implement the Solution, (6) Monitor your Solution. Making good
decisions is one of the main leadership functions and activities. The above
mentioned steps are essential decision making techniques designed to aid
leaders and managers in organizations in making proper decisions in their
organizations, personal, and professional life. These steps help leaders and
managers map out the likely consequences of decisions, balance different
factors, and choose the best courses of action to take in their business
operations. Effective leaders and outstanding employees in every business
should be influenced by their policy and decisions while working together to
attain strategic goals and objectives. The dynamic nature of any business
indicates that leadership and sound decision making in every organization



must be for leaders and managers the direct result of knowing their criteria
for success, the scope of their choices, and the inherent risk of each
alternative (Nelson & Quick, 2003).

Decision making in businesses are difficult and very challenging
among organizational leadership and managements. Also challenging is
discovering the best approach to, how decisions are made by different leaders and
how it works in an organization setting. People make decisions about many things
different and under different circumstance or situation. Some choices are
simple and seem straight forward, while others are complex and require a
multi-step approach to making the decisions (Dietrich, 2010). Good LDM in
many businesses is all about getting people to work together and to make
things happen that might not otherwise occur or prevent that which
ordinarily would take place in a particular organization. It involves influence,
thoughts, empowerment, attitudes, and behaviors of others in any particular
setting; as well as leadership creativity, common sense, assessment, analysis,
and evaluation of the issue. In other words, it is a thought process of
selecting a logical choice from the available options with the sole aim of
making a better judgment with reference to success and goal attainment in
the organization. Below in figure 1 are some of the objective processes to
consider in LDM in any organization.
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Figure 1. Other things to consider in LDM

Figure 1 above clearly showed some of the items a leader must
consider in organizational decision making. LDM is always associated with
the ability of the leader, to weigh the positives and negatives of each option,
and consider all the alternatives prior to making a choice or arriving at a
conclusion. In other for leaders to be able to make good and reasonable
decisions in their organization, they must possess the following qualities:

e Possess good moral and ethical standards
Having a vision about what can be accomplished
Self-directed, takes responsibility, and be goal oriented
Must be committed to the mission and to the people
Able to assume risk of loss and failure.
Able to express their vision clearly
Able to understand people and treat them with respect



e Able to cope with the ever changing priorities in our organization.

The above qualities clearly showed that decision making in
organization is among the leader’s role and ability to get other people in the
organization to do something significant that they might not be able to do
otherwise. In order to help our current leaders, educate, and train future
leaders, the need has been recognized for integrative research which
explicitly considers the impact of context on strategic processes (Bateman &
Zeithami, 1989). This work is designed to enable leaders and managers to
make good decisions for their businesses as well as in accomplishing their
organizational goals. Studies of complex social systems suggest that the
major reason for (organizational) failure lies in the way decision makers
think about and execute the change process (Smith, 1999). These activities
include healthy working environment and trust that helps in developing
effective communication and openness in the relationship between
employees and management; between superiors and subordinates; between
trade union and management; and among workers in the workplace (Thomas,
Zolin, & Hartman, 2009).

Support of Literature

The review of related literatures in this study reveals that LDM in
organization has emerged as one of the most challenging and complex areas
of leadership and management future research. Making decisions is what
leaders and managers do every day in their individual workplace. Thus, apart
from individual or group outcomes, leadership decision making is at the
heart of virtually all management work and a key driver of organizational
outcomes (Barnard, 1968; Donaldson, 1983; Finkelstein & Hambrick, 1996).
Studies designed to examine the positive challenges of good leadership
decision making as an ongoing leadership process (Northouse, 2004) may
have application to any organizational success and goal attainment in the
future. According to Lunenburg (2010) “Decision making is one of the most
important activities in which school administrators engage daily. The success
of a school is critically linked to effective decisions. Decision making is a
process involving choices. The process generally consists of several steps:
identifying problems, generating alternatives, evaluating alternatives,
choosing an alternative, implementing the decision, and evaluating decision
effectiveness” (Lunenburg, 2010, p. 10). The literature review of LDM P in
this study consists of five main sections, namely: (1) Purpose of leadership
decision making, (2) The Role of leaders and managers in Decision making,
(3) The Importance of Research and Data in Leadership Decision Making,
and (4) Kinds of leadership Decision Making Style

The literature review enabled the author to identify a resemblance,
with regard to, what has been done and what needs to be investigated on



LDM. In these regard, new data, and information units are acquired,
constructed, analyzed, and synthesized. Simon (1987) argues that decision
making can be conceived of as a continuum of styles with the rational and
non-rational components being used in a complementary fashion in effective
decision making. Decision-making is about facing a particular given issue,
problem, concepts, context, matter, question, challenge, or situation in your
organization that requires you to decide or make decision on: what to do or
not to do, with regard to, people to involve in the decision making or avoid,
the nature of the situation, the urgent need to make decision, and the
importance of the matter in question. For clarity, in organizational
operations, effective leaders and managers often provide an encouraging
atmosphere to perk up the performance and efficiency of their followers
(Leiter & Maslach, 2002). All Leaders and other decision makers in
companies should understand that a leader is one who can lead a group of
people to accomplish common goals in the right direction, with cost
efficiency, within the time frame, and achieving the desired outcomes
(Nahavandi, 2004). In his opinion, Yukl, (2006), identified good decision
making as one of the key components of leadership strategies in
organizational management.

Purpose of leadership decision making

LDM is an act of being accountable and responsible in the
organizational matters and challenges by their leaders. It requires maturity,
common sense, knowledge, skill, ability, energy, self-discipline, sense of
direction, and motivation on the side of the leader. In organizational decision
making, good leaders provide an encouraging atmosphere to perk up the
performance and efficiency of the followers (Leiter & Maslach, 2002). The
purpose of LDM is always to make matters, issues, or challenges in the
organization right, efficient, goal oriented, justifiable, clear, transparent,
trustworthy, credible, and accommodating for all that are involved in the
organization to accept and be comfortable with in their place of work. In
reality, workers performances and tasks accomplishment always hinge upon
to which extent they are recognized and involved in the organizational
decision making. And because the fate of all employees in every
organization depends on the decisions and policies that their leader makes
for them, it is important then for leaders to develop effective decision
making skills and strategies. AIll leaders should always consider the
participation and involvement of their workers in some decision making in
the organization because research has shown that organizations are as good
as they people that work for them. Employee involvement results in superior
quality decisions which produce encouraging organizational and personal
outcomes (Parnell et al., 1992). It is of vital importance to understand that



employee involvement in decision making focuses on fairness of authority in
the workplace (Locke & Schweiger, 1979) and the perceptions of employees
regarding fairness are enhanced by involvement in decision making
(Korsgaard & Roberson, 1995), especially when the employees prefer to
participate in decision making process (Tjosvold, 1985) when the decisions
mainly have an impact on their respective positions (Gardell, 1977). For
Employee involvement depicts the belief of an employee considering his
individuality or value in the work assembly (Bandura, 1982, 1986; Stryker,
1986).

In their opinion, Abbasi, Ageel, & Awan (2012) maintained that
effective leadership requires five major characteristics described by Oakland
(2000), mission statement, effective strategies, critical success factors, an
opposite management structure and employee involvement. Therefore it is
imperative for organizations to maintain effective and visionary leadership to
motivate its whole task force, promote and protect the organizational
standards and reinforce the followers to attain the collective vision and goals.
Thus, decision making and problem solving strategies include, but are not
limited to brain storming, cost benefit analysis, written remediation plans,
and an examination of possible choices (Wester, Christianson, Fouad, &
Santiago-Rivera, 2008). According to Mumford, Zaccaro, & Harding (2000),
problem-solving skills refer to a leader’s creative ability to solve new and
unusual, ill-defined organizational problems. Nahavandi (2000) claims that a
leader is anyone who influences individuals or groups within an
organization, helps them in the establishment of goals, and guides them
toward achievement of those goals, thereby enabling them to be effective.
For solid growth and development in organization, leaders must possess the
ability to be creative; self-confident; organize; a desire to succeed; to bring
forth a shared vision; drive and determination; problem-solving ability; goal
oriented; and the all-important decision-making ability. Leaders are always
the drive and captain in the organization. Constant, clear, and quality
leadership is necessary for success (Everett, 2002; Buch & River, 2002).
Many leadership scholars believe that the most important way of recognizing
the real meaning of effective leadership is learning from the experience of
successful organizations (Zairi, 1999a).

The Role of leaders and mangers in Decision making

According to Kotter (1990), leaders must know how to lead as well
as manage. Otherwise, without leading as well as managing effectively,
today’s organizations face the threat of extinction. The more skilled leaders
are, the more likely they will feel confident in their abilities and competent to
make good decisions. For it is only the leader that understands the nature and
principles of decision making will be able cope with complex and



challenging situations more effectively than the leader who does not possess
any of the ideas. In LDM, all Leaders need followers and in like manner, all
followers need leaders in order to accomplish desired goals and outcomes in
the firm. It requires humility and sharing oneself with others. A Leader is the
one who embeds leadership rather than just supervising in making over the
business values (Deming, 1986), assume and drive in leadership in gaining
quality and quality control (Ishikawa, 1985), personal grip, commitment and
involvement in managing the quality (Juran, 1993; kano,1993), who implants
principles and ideas rather than controlling by swine forces (James, 1978),
leadership can be learnt through experience and is learnable with a bulging
outcome on quality (Crosby, 1997). They make decisions that involve
everyone in the organization. These decisions may be major or minor, but in
any case they generate varied outcomes in different ways that can affect the
organization either, positively or negatively. Leaders and managers work
hand - in- hand in organization to accomplish a strategic goal and objectives.
Both leaders and managers make decisions in their organizations daily for
the success, growth, development, and goals of the organization. In this
regard, Drucker (1999) believes that management and leadership are almost
one in the same. For him, management is a multi-purpose organ that
manages business and manages managers and manages workers and work. In
the views of Glanz (2002), the crux of good leadership is the ability to make
thoughtful, reasoned decisions. In order to be the best judge, a leader should
have critical thinking skills. They must respond quickly to situations. They
must also reflect and be able to point out areas that need improvement.

The Importance of Research and Data in LDM

LDM is a major tool in the workplace, and is particularly important if
you want to be an effective leader. The ability of any leader to conduct
research with the sole aim of making decision is very important because
using a data base approach is more culturally responsive and equitable with
reference to giving specific information on a particular situation. A good
research study will always enable any organizational leader to identify a
resemblance, what has been done and what needs to be investigated with
regard to a particular situation. Effective leaders and managers often provide
an encouraging atmosphere to perk up the performance and efficiency of
their followers (Leiter & Maslach, 2002). For clarity, while leadership
decision making is the process of choosing among many alternatives, data
based decision making involves using quantitative or qualitative information
sources to inform choices (Picciano, 2006).

Data-based decision making (DBDM) refers to decisions that are
based upon research, application, reflection, and adaptation. Decision-
making is about facing a particular given issue, problem, concepts, context,



matter, question, challenge, or situation in your organization that requires
you to decide or make decision on: what to do or not to do, with regard to,
people to involve in the decision making or avoid, the nature of the situation,
the urgent need to make decision, and the importance of the matter in
question. It is the process of making a choice from possible different options
based on the information gathered to help guide a leader through an issue or
problem. DBDM involves a needs assessment which is “... a systemic
process of collecting and analyzing data in order to identify needs and
problems to be addressed in program planning, development, and
modification” (Nagle & Gagnon, 2008, p.2207).

In the ideas of Krantz and Kunreuther (2007), they posited that a goal
and plan based decision making model is an effective and sound approach to
take in decision making; in this model, the individual is encouraged to focus
on goals, not happiness or usefulness. In leadership decision making, it is
useful for decision makers to seek information from research which may
include: past record of events, archive-documents, recent publications on the
subject matter, and team consultations as well as interviews which is the
most efficient means of gathering information. This process enables a leader
to weigh his information, check and balance his options before making the
final decision on the situation. DBDM is the process of accessing and
looking at the data that is available for a certain situation in an organizational
setting and using that information to improve a situation. It begins with
creating valid tests and measures to address a specific problem. This means
that the tests and measures used must be reliable and verifiable. Without
good data, leaders cannot make good decisions. In the views of Hixson,
Christ, & Bradley-Johnson, 2008), they maintained that: “ student whose
teachers use data based decision rules learn more than students whose
teachers base decisions on their own judgment of student performance”
(p.2142).

Kinds of Leadership Decision Making Styles

LDM involves the way any leader or manager organizes and runs
their businesses. These decisions, no matter how big or small, impact
organization in a major way. It’s important for leaders to evaluate the
situation before making a decision. Understanding your organizational
leader’s behavioral style is one way of knowing your workplace. Leadership
style is the combination of traits, skills, and behaviors leaders use as they
interact with employees (Lussier & Achua, 2004). There are three major
leadership behavioral styles that can influence decision making in any
organization namely: autocratic, participative, and delegative leadership
style. The autocratic also known as authoritative decision making style is
associated with a leader having a total control and ownership in making



decisions in the organization. Here the leader makes decisions with no
consultation or suggestion of ideas from his subordinates. This style works
well when decisions have to be made quickly and in emergency situations.
One might use this style of leadership when the group is in danger of not
accomplishing a task in a timely manner or in a crisis situation (Murphy,
2005).

The participative or democratic style is more inclusive of the group.
This is a leadership style that allows, empowers, motivates, and encourages
members of the group to express their ideas, and be involved in the decision-
making process of the organization. Research suggests that perceptions of
employees regarding a participative environment effect the job satisfaction
and performance of the employee (Miller & Monge, 1986). When employees
are involved in decision making process they recognize the underlying
principle for them which results in high motivation and efforts (Wagner et
al., 1997). This means that a participative leader must have a pioneering,
imaginative and adventuresome mindset in order to empower employees to
make decisions involving the organization (Smith, 2008).

The Laissez-faire otherwise known as delegative style allows the
leader to delegate the decision-making responsibility to an individual or
group. Some scholars and business educators have argued that the Laissez-
Faire leadership style frequently has a negative connotation. This style works
well if the leader is surrounded by motivated, skilled and talented group of
employees. This style of leadership depicts an inert leader who is averse to
stimulating subordinates or giving focus (Deluga, 1990). Leaders who use
this style fail their employees because they offer no positive or negative
direction nor do they interfere at any time (Webb, 2007), because in the
views of Deluga (1990) laissez-Faire leaders renounce their leadership thus
giving employees a wide spectrum of decision-making which could lead to
amplifying their power and influence; and according to research leaders
under these style shun goal-setting, opportunities to succeed, fail to
coordinate organizational objectives, ignore responsibilities, and routinely
avoid making decisions on important matters (van Eeden, Cilliers, & van
Deventer, 2008). Based on these three leadership style, leaders and
managers of businesses must be trained and educated to learn to shift their
decision-making styles to match changing business environments.

Research Questions: Based upon the review of theories and empirical
literatures on organizations and leadership decision making processes, the
following research questions were designed:
1. What are the factors that make leadership decision making
challenging?
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2. How is leadership decision making different from the art of problem
solving in your company?

3. What factors facilitate the implementation of a successful decision
making process among leaders?

The investigator strongly believed that some of the answers generated
from the above and other related questions that have emerged in the course
of this study may provide meaningful and useful insights to organizational
leaders and managers in understanding the best approach towards decision
making processes.

Methodology

In this study, the author used the phenomenological qualitative
paradigm which focused on essence or structure of an experience (Merriam,
2002) in order to gain in-depth knowledge and understanding of the issues
and challenges affecting effectiveness, clarity, and success among
organizational leaders in business practices. This methodology was based on
the experiences of the selected participants and effort of the researcher to
describe as accurately as possible the phenomenon, refraining from any pre-
given, but true to the facts with the aim of identifying what makes for
efficient leadership decision making in organizations. Researchers have
maintained that in phenomenological study, people can be certain about how
things appear in, or present themselves to, their consciousness (Eagleton,
1983; Fouche, 1993). According to Groenewald, (2004) to arrive at certainty,
anything outside immediate experience must be ignored, and in this way the
external world is reduced to the contents of personal consciousness. Realities
are thus treated as pure ‘phenomena’ and the only absolute data from where
to begin (p.4). In their discussion of phenomenology, Welman and Kruger
(1999) maintained that: “the phenomenologists are concerned with
understanding social and psychological phenomenon from the perspectives
of people involved” (p.189).

Margerison and Glube (1979) reasoned that in addition to the leaders’
choice of decision making methods; there are a great number of other
variables that affect worker’s job satisfaction and firm productivity. The
investigator identified the phenomenological qualitative methodology as the
best and effective means for this type of study. He used his epistemological
strength and position on data that are contained within the perspectives of
people that are involved with organizational activities, leadership decision
making, business leaders, and policy makers in organizational management.
The principal concern in all aspects of this study at the outset was to collect
data regarding the perspectives of the research participants about the
phenomenon of the best and meaningful approach towards understanding
sound decision making process among leaders in organizational activities as
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well as to discover an avenue of better solutions to the challenges and
complexities associated with decision making in organizations. Based on the
researcher’s judgment and the purpose of the research (Babbie, 1995; Greig
& Taylor, 1999; Schwandt, 1997) and in looking for those who “have had
experiences relating to the phenomenon to be researched” (Kruger, 1988, p.
150), the key participants were limited to the perceptions, experiences and
views of 216 past and current business executive leaders and managers from
some cities and states in North America (Canada, Mexico, and United States)
who were asked to participate in this study of organizational leadership
decision making process.

Data Collection

Data was randomly collected from all the selected participants that
consist of the following: 70 leaders and executive managers from Canada;
106 leaders from U.S.A; and 40 leaders and managers from Mexico. The
data collection include: (1) Qualitative - individual and semi-structured
interview with the selected participants forming twelve groups of different
individual leaders, (2) survey data which was collected as a response to the
questionnaire and used only to support the qualitative data, (3) selected
leaders and managers useful responses to the research questions, (4)
examining the leadership literatures over the past 12 vyears, (5)
supplementary information from archives with reference to internal
documents and reports. Both structured and unstructured in-depth
phenomenological interview was used to obtain data from the organizational
leaders and executive managers. In their views, Bentz and Shapiro (1998)
and Kensit (2000) caution that the researcher must allow the data to emerge:
“Doing phenomenology” means capturing “rich descriptions of phenomena
and their settings” (p. 104). All selected individuals and each group
participated in three separate interviews to avoid responses being filtered
only in the single ideas of a particular interviewee.

Data Analysis

Narrative analysis was conducted using an inductive approach
recommended and described by Strauss and Corbin (1994). According to
Creswell (2003), data analysis employed a concurrent nested model. The
study followed a sequence of distinct steps in order to secure the reliability
of the data based on participant’s recall. The qualitative data analysis, which
is primarily inductive and recursive process, were analyzed and organized
into categories in order to identify themes or patterns as these facilitated a
deeper knowledge and understanding of the major factors that influence
LDM in businesses. The questionnaire and final survey revisions were made
to support and improve the content and process of the data collections, both
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incorporated qualitative and survey (quantitative) items. The survey
(quantitative) data was systematically organized, analyzed and given a basic
descriptive statistical treatment in the study. The author allowed the selected
participants to serve as a check to the study to ensure immediate validation
as to the accuracy and credibility of the narratives in the data. The constant
communication between the researcher and the selected participants added to
the confidence and validity of the interview transcripts (Ejimabo, 2013). The
author ( for validity and truthfulness) used variety or approaches in this
phenomenological research design that contributed to the truth. Among the
approaches used was the member check (Merriam, 2002). This approach was
conducted with several participants to avoid misunderstanding, accuracy in
the interpretations, or transcription of the interview information given by the
participants. For clarity, the subjects received a copy of the text to validate
that it reflected their perspectives regarding the phenomenon that was
studied. This process definitely contributed to the truth of the study. In this
regard Schurink, Schurink and Poggenpoel (1998) emphasized that the truth
-value of qualitative research and list a number of means to achieve truth. In
compliance, the researcher used another approach called the “Thick
Description” (Merriam. 2002, P.31) to provide readers with some valuable
and meaningful information about the context of the study by giving distinct
and comprehensive evidence that emerged from the data analysis in order to
achieve a good understanding of the findings in the study.

Findings

The findings are based upon the purpose, objectives, and research
questions of this study as well as examined in multiple levels (Creswell,
2003) that include three major sources: (a) open-ended questions posed
through interviews, (b) demographics and observation, (c) the survey
questionnaire. Thus, the three major themes that were derived from the
perceptions, experiences and views of the 216 participants were as follows:
(1) Consequences of bad decision making in organization, (2) The Need to
Include Subordinates in Decision Making Process, and (3) Ethics and Good
Morals in Decision Making.

Theme 1: Consequences of bad decision making in organization.

A sound decision making is very important to the growth and
development of any organization. It is the ability of making good and
reasonable choices by selecting from the many alternative available options.
The ability of leaders and managers to make good decisions depend on the
choice they make. The good decision will always lead to the success and
attainment of goal while a bad decision which is the leaders or managers’
ability to override or neglect their senses in making some choices or
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choosing an option that at some level you know is wrong and unproductive
to the welfare of the organization would always destroy the business. As
three participants (Participant C 36, U45, and M 12) from the group stated:

... bad decisions are worst in any organization, as they only destroys,

dismantles, and often leads to the closure of the firm. Both leaders

and managers in businesses should avoid making bad decision
because it affects the employees and organization negatively.

Most participants from all the participating countries are in
agreement that bad LDM is a great barrier to the economy, jobs, growth,
development, improvement, and the success of every organization.
Participant U45 strongly opined that leaders must be trained in their role
before allowing them to make decisions that would affect the entire
organization. Leaders must know and understand that there will be
consequences to every decision made in the firm.

Theme 2: The Need to Include Subordinates in Decision Making Process
LDM strictly involves a vision and inspiring others to believe in that
same vision and goal attainment. While leaders and managers inspire
followers to act on the conviction of believing the vision to perform the tasks
needed to fulfill that vision; they should also involve them in some aspect of
LDM, since each decision made affects their subordinates in one way or the
other (Participants U13, M15, C33, & C49, July 14, 2013). This process will
help to empower and push leadership decision making close to where the
work is done by either motivating, encouraging, or enhancing distinct
creativity and subtle innovation as employees feel a sense of ownership in
the organizational management. In this regard, one of the participants from
Mexico who is a business owner here in States for over thirty three years
stated:
Leaders make decisions based on data, experience and influence. In
my 33 years leadership experience, | do sincerely think that creative
leaders must be willing to listen to their subordinates... in order to
make the best decision.... When employees are involved in decision
making process they recognize the underlying principle for them
which results in high motivation and efforts. ... (Participant M17,
October 17, 2013).

Theme 3: Ethics and Good Morals in Decision Making

Ethics is very important in business and each leader has an important
role to play in ethical decision making. Since ethics is defined as the
philosophical study of moral behavior, of moral decision making or of how
to live the good life. The participants want all organizational leader and
manager to play in ethical decision making process with regard to dedication,
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trust, fairness, acting in good faith, and transparency. For them ethics and
leadership moral conduct in decision making is an essential configuration of
organizational leadership and management. In their views, Participants C91,
C14, U33, U87, U70, & M02 believed that:

...there are some ethical values that leaders can use to help them

better make their decision and serve the value that is most important

to them in any given situation. These ethical standards should
include; integrity, respect, compassion, justice, prudence,
temperance, and common good among other things (Group Interview,

September 12, 2013).

In order to make a decision in leadership, a thorough explanation
requires appealing to a rule, using a theory, and applying a value. In simple
terms, values are not a high-minded code based on personal or company
ethics, they are a proposal for creating a work environment that drives
accomplishment. Values offer people a framework for their decision, broad
limitations for their ideas, and more independence to make a change
(Participant U 201). Organizational leaders must possess the basic qualities
that involve: honesty, promise keeping, loyalty, dependability and
consistency both in leading and making decisions in their business. The
findings in this study are in line with ideas of Green (2013) who believes that
individuals and/or groups should be involved in the decision making process
when their involvement will enhance the quality and/or acceptance of the
decision.

Demographics

Data was randomly collected from all the selected participants that
consist of the following: 70 leaders and executive managers from Canada;
106 leaders from U.S.A; and 40 leaders and managers from Mexico. The
Table 1 below distinctly reflects the participants‘country of origin, gender,
age, education, and years of experience.
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Table 1. The Demographics of the Participants in the Study

Country Number Percentage
Canada 70 32%
Mexico 40 19%%
United States 106 49%
Gender

Male 113 52%
Female 103 48%
Age

32-41 74 34%
42 -51 56 26%
52-61 44 20%
62-71 36 17%
82-84 16 7%
Years of Experience

1-10 80 37%
11- 20 56 26%
21- 30 49 23%
31-40 31 14%
Level of education

Technical Skill 78 36%
Bachelor degree 60 28%
Master’s degree 58 27%
Above masters’ degree 40 19%

Table 1 above showed the demographics of the participants with
reference to their age, country of origin, gender, years of experience, and
level of education in their jobs and leadership activities. Below in Table 2 are
the results of the survey questions and individual leadership attribute items
that was sent to the participants.
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Table 2. The survey questionnaire results on individual leadership attributes

Individual Leadership Attribute Items Minimum Maximum Mean SD
I am able to control my frustration and stress 10 5 433 1.03
I am able to cope with the ever changing

priorities in our organization 19 5 477 1.26
I do not appear rigid and unable to change 11 5 432 0.67
I can influence others to achieve their goal 17 5 462 1.08
Able to understand people and treat them with 14 5 446 061
respect

Maintain an appropriate knowledge base 16 5 454  1.09
Help the group understand the need to work asa 19 5 477  1.26
group

| help the group understand the need to come

together as a group 11 5 432 0.67
| am organized and | can organize others 17 5 462 1.08
Able to appropriately assign tasks and work- 10 5 446  0.79
loads

I do show tolerance for diverse opinion 9 5 431 061
Demonstrate patience when the group cannot

reach mutually acceptable decisions 5 5 4,00 1.02
I am respectful of the group’s need to deliberate 16 5 454 118
I like new ideas and approaches to problems. 19 5 477  1.26
| act and appear appropriately as a leader 21 5 485 091
I make appropriate decisions about the length of

time it will take to accomplish goals 14 5 446 061
I make sure that | understand what we are doing

and why we are doing 9 5 431 110
Able to cope with the ever changing priorities in 9 5 431 1.10

our organization
Appreciates the groups confidence in me and

take my leadership position seriously 16 5 454  1.07
| am able to demonstrate an understanding of
what is important and what is not 21 5 485 091
Demonstrate appropriate interpersonal relations
with team decision making decision making. 11 5 438 1.10

The Table 3 shows the minimum score, maximum score, and means
for survey questionnaire results on individual leadership attributes. Among
the participants - only 21 (10%) of them believed that (from individual
perspective) “l act and appear appropriately as a leader” which had a mean
score of 4.85 (SD = 0.91) and another 21 (10%) of them that believed on the
item: “l am able to demonstrate an understanding of what is important and
what is not” which had a mean scores of 4.85 (SD = 0.91) were the highest
in rank. “I am able to cope with the ever changing priorities in our
organization” which had a mean score of 4.77 (SD = 1.26) earned the interest
of 19 (9%) of the participants. “I can influence others to achieve their goal”
item had a mean score of 4.62 (SD = 108) related to about 17 (8%) of the
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participants. The five lowest scored items according the above survey results
seem to relate to each other thematically. They include the following items:
“Demonstrate patience when the group cannot reach mutually acceptable
decisions” (M = 4.00, SD = 1.02); “Able to cope with the ever changing
priorities in our organization” (M = 4.31, SD = 1.10); “I make sure that |
understand what we are doing and why we are doing” (M = 4.31, SD = 1.10);
“I do show tolerance for diverse opinion” (M = 4.31, SD = 1.10); and “I help
the group understand the need to come together as a group” (M = 4.32, SD =
0.67). These items together showed that there are several of the outcomes
that may result from a decision — which are either regret or satisfaction; both
of which may affect best approach in organizational leadership decision
making process in one way (positive) or the other (negative) in any business
structure. In like manner, below are the results of leadership effective items
that practically suggested that the leaders take their roles in organizational
decision making seriously in order to achieve their organizational goals
These items are: “I am able to demonstrate an understanding of what is
important and what is not” (M = 4.85, SD = 0.96); “I like new ideas and
approaches to problems” (M = 4.77, SD = 0.94); “Influence others to achieve
their goals” (M = 4.62, SD = 1.08); and “I am respectful of the group’s need
to deliberate” (M = 4.54, SD = 1.18). Most participants maintained that the
ability to demonstrate an understanding of what is important and what is not
in the organization is always a roadmap to success and accomplishment of
goals

Discussions and Conclusion

This study examined the best approach to understanding LDM in
organizational leadership and management activities that impact creativity,
growth and effectiveness, success, and goal accomplishments in current
organizations. The knowledge, stories, history, and long leadership
experience of the participants were the tools and elements used in order to
discover a pattern of meaning and achieve result in this study. Thus in the
views of the participants, there is a great need and urgency to consider the
complexities and unpredictability that are associated with decision making in
organizations while reflecting on the areas of updates, upgrades, and
improvements. For instance, the roles of the participants could be seen in
most of what some of them shared with the researcher:

For me, valid communication is always the key to success. Having a
two way communication will enhance the team’s effectiveness in positive
leadership decision making in any business (Participant M41, February 11,
2013).

Most of the participants agreed that the leaders in the organizations
should be active in data based or research driven process in their decision
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making as information is power to solid and useful decisions. Thus, in
LDMP, a leader must be willing to take responsibility and tasks, pursue
goals, self-confident, exercises initiative in social situations, and willing to
accept consequences in all organizational decisions. The findings from this
investigation suggest that organizational leaders should allow their skilled
subordinates - individuals and/or groups to participate in the decision making
process mostly when their involvement will enhance the quality and/or
acceptance of the decision by everybody at the workplace. Finally, the study
indicated that there is a great need for change and improvement in decision
making among organizational executives, leaders, and managers while
accommodating technology, diversity, globalization; and encouraging good
policy, teamwork, leadership effectiveness, and accomplishment of success.
In that regard, the researcher is of the opinion that - there is need for future
research on leadership decision making. He thus, concludes this study with
the views of Glanz (2002), who maintained that the crux of good leadership
is the ability to make thoughtful, reasoned decisions. In order to be the best
judge, a leader should have critical thinking skills.
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