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Abstract

Ensuring high ethical standards for British Private Securidgn@anies (PSCs) and their
contractors is a major concern for government, civil society, andtmdstakeholders. This
concern is currently being addressed through regulatory efforts;vbowevidence suggests
that even if external monitoring and regulatory systems wepeoved, the ethical climates
within individual companies and the actions of immediate supervisorgl\vgtililhave more
influence over contractors’ behaviour than written regulations.

This thesis identifies and analyzes how PSC leaders at multiple leddsision-making
authority can influence the ethical behaviour of contractors ireplatiere governments and
NGOs have limited monitoring or disciplinary power. Some disounss included of how
other leaders from client and training organizations might alserdge leadership skills and
behaviours to exert an additional degree of influence. In accordatic€harmaz’s (2006)
constructivist grounded theory methodology, data was collected \sarias of semi-
structured interviews with PSC leaders throughout PSC hierarchi¢erview data was then
analysed using the ‘constant comparative method’ and ‘theorétiegjration.” Alternate
sources of data, including existing leadership theories and PS@tuies were used to
triangulate the data obtained during interviews. Sources of infemexiternal to the private
security industry were used to provide additional support for the iassedf this thesis after
the interview analyses were complete.

The end result of this thesis’ analyses is new informationhiglgs to explain how, why,
and to what extent leadership influences the ethical behaviour a$hBptivate security
contractors in hostile environments. As such, this thesis makesabrgntributions to the
fields of both leadership and PSC research. First, this thesigddes new information that
suggests specific leadership skills and behaviours that impatiteorthical behaviour of
personnel within a unique type of organization: Private Security Quega Secondly, this
thesis helps to inform contemporary debates about civil socigyfisy to ensure that PSC
personnel behave according to social and ethical norms; histarisatlf debates have not
been informed by leadership research. This thesis concludes digloussion of the wider

relevancy of this research’s findings.
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Personal Motivations for this Research

Since beginning my defence and security career in the US AriRgserve Officer
Training Corps in 1998, | have had a keen interest in understandipgoitesses by which
militaries train, develop, and harness leadership to achieve orgamatagoals. Upon
leaving military service in 2007 at the rank of captain, | compler@dVBA program at
Mannheim Business School where the importance of leadership wasaagaowledged in a
business context. Several subsequent years of consulting in the ehsector made it
clear that all organizations were not equally capable of leveraging thex pbleadership.

My first interest in the private security industry developedaite 12008 as | sought
positions where | could make use of both my military and busineggrience.
Unfortunately, learning about the private security industry wagdiff Mainstream media
appeared to do little besides sensationalize or demonize PSi@iesctiMany criticisms were
aimed at PSCs. Paramilitary imagery, inadequate accoutytaiiluctures, and violence
done to or by PSC personnel fuelled most mainstream media stdviee thinking about
these criticisms, my military experience led me to susfttmany of the challenges faced
by PSCs today are quite similar to challenges faced biargileaders. | noticed that, while
many military challenges are discussed in terms of leageostd@nted solutions, discussions
of leadership within PSCs were notably absent.

| first approached KCL's War Studies department in early 2009dcess my interest in
researching leadership and ethics within the private secuntustry. Almost
simultaneously, | received an offer to work for a prominenti€®ritPSC operating in
Baghdad. | believed that first-person experience in the indusitydwhelp me to better-
understand the industry. Additionally, | was personally excitedk® ¢a challenging and
important roles in interesting places. With future academic apptds in mind, | gladly
accepted the job offer and spent nearly two years working alorgsitiearning from a great
many experienced private security professionals. By the Itiiméshed my last contracting
role in Afghanistan in 2011, | believed there was a lot of potefuidPSCs to contribute to
the defence and security of the UK. | also believed, howevatr (as with militaries) there
are some serious risks associated with employing and redyingen with guns in foreign
countries. Careful examination of the industry is merited to erieatd®SCs contribute real
value — as opposed to undermining the very security that they acetbiprovide. It is my
sincere hope that this thesis contributes to the examination pfita¢ée security industry in a

fair and meaningful way.
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Chapter One: Introduction

The current trend of Western government reliance on Privateiyeg€Companies (PSCs)
during security operations and the expectation that armed privataaons will continue to
perform roles during future operations seems to increase thetanperof understanding
PSCs: The use of PSCs has generated a large amount of debate ¥dhesepotential to
greatly affect the outcome of contemporary security operatiohsned contractors generally
carry out their duties in the public sphere, they are genedralbjose contact with other
participants of security operations, and they are often exposed tdeligls of physical
danger and mental stress. Thus, the behaviour of armed contractdte hastential to
influence large populations and security agendas at national and internatiorsal level

Ensuring control over the behaviour of PSCs and their contractors appé&ars major
concern for civil society, evidenced by a large number of cnilgovernment, and industry
publications! This thesis defines civil society as “a sphere of sociatation between [the]
economy and state, composed above all of the intimate sphere (dgpbeidamily), the
sphere of associations (especially voluntary associations), soci@ments, and forms of
public communication® Particularly in liberal, Western democracies where goventsn
and free market economies are subordinate to the will of civil@as society’s concerns
can be seen as influential drivers underlying those concerns altltsgovernments and
industries>

To be specific, civil society appears to be most concerned kathehaviour of PSCs as

it relates to inflicting or supporting undesired violence and engagi corrupt or unfair

! (Foreign Commonwealth Office, 2002, para. 27-28)

2 (Kinsey, 2006, p. 152)

% Dunigan (2011, p. 71) and Whyte’s (2003, pp. 53&)®xamples of unethical PSC behaviours negatively
affecting national and international security agengduggest that both high- and low-profile incidenof PSC
misbehaviour influence local populations’ percepsiof PSCs.

* The US, UK, and other governments have publishedyndocuments regarding the behaviour of PSCs
(Australian Government, 2014; South African Minystor Safety and Security, 2001; UK Foreign Affairs
Committee, 2002a, 2002b, 2009; US Government: Gasjwnal Budget Office, 2008; US Government;
Government Accountability Office, 2005, 2006, 2018esearchers and members of civil society hase al
created a large body of literature regarding theal®ur of PSCs (D. Brooks & Streng, 2012; Cockaghal.,
2009; Kinsey & Patterson, 2012; Machairas, 2014ti$em, 2014; Ranito, 2014). And industry repreéatves
have self-published or participated in the publarabf many documents (ASIS International, 2012 21;
BAPSC, 2006; DFAE, 2008; ICRC, 2010; Sandline In&tional, 1998).

® (Cohen, 1994, p. ix)

® The term “civil society” was originally coined thstinguish civilians from “bourgeois” or “rulingass”
society. Cohen (1994, pp. xiii—ix) uses the teonfurther distinguish between civilians and therexmay
(“industry”). Although civil society, governmerdnd industry have wills of their own, these enditito not
work against each other by definition. Liberal @enacies and free market economies are “mediaihgres
through which civil society can gain influence opalitical-administrative and economic process€xiien,
1994, pp. Xx=xi).



business practices. This perception is supported by a review pfithary rules, standards,
codes, and principles that have been emplaced to provide guidelines fdly migta
behaviour and integrity in specific situations involving PSCs. Intemat Humanitarian
Laws (IHLs) outlined by the UN and the Geneva Convention seek tacpramia-combatants
and to limit unnecessary loss during conflictdhe ICRC, an organization that supports the
creation and implementation of IHLs, emphasizes that thesepemain equally to PSCs.
The Montreux Document seeks to remind States of their obligationphold “IHLs and
human rights laws whenever Private Military & Security Comga (PMSCs) are present in
armed conflicts® Monitoring and controlling PMSCs’ use of force is emphasized
throughout the document. The International Code of Conduct (ICoC) for é>Besturity
Companies provides PSCs with a “commonly-agreed set of princifflas™help to ensure
that PSCs’ operations are consistent with IHLs and it goes epefigther by recognizing
that PSCs are commercial organizations. The ICoC discusdes fiblm a commercial
perspective and addresses corporate standards of business conduct ardrabs of
clients!® The use of force, torture, degrading punishments, slavery, child Jabeural
exploitation, gender-based violence, and discrimination are spégifeddressed as key
points of concern. ISO 9001 industry standards codified in PSC.1 outlinienum
requirements for PSC management systems to ensure systeitsnaistent with respect for
human rights, legal obligations, and good practices related to ioperaf [PSCs].** Again,
respect for human rights (particularly those of injured people anthéesd and the use of
force are specifically addressed as key points of concern. Ardllyfirself-prescribed
standard operating procedures implemented by corporate-leveleR8€rd are designed to
limit the risk of PSC personnel inflicting unnecessary damagegagng in illegal business
practices in the course of their day-to-day activities. ofding to the definition of “ethical
behaviour” accepted by this thesis, violations of or non-compliance amighof the rules,

standards, codes, and principles mentioned above constitutes unethical béfiaviour.

" As summarized by the ICRC (2004), IHLs are priflgasét out in the four Geneva Conventions and Additl
Protocol | of the United Nations (1949).

8 PMSCs “working in situations of armed conflict aiso obliged to respect the provisions of IHL" RC,
2013b, p. 1)

° (DFAE, 2008, p. 31)

(ICRC, 2010, p. 3)

1 (ASIS International, 2012ébstrac) “The PSC.1 standard establishes an auditable anésrh for [PSCs] to
provide demonstrable commitment, conformance, @edwntability to the principles outlined in the ICand
best practices for the Montreux Document.” (ASI&inational, 2012b, p. 1)

12 This thesis defines ethical behaviour as: “adlietinrules, standards, codes, or principles thatige
guidelines for morally right behaviour and integiiih specific situations.” This definition is deed from

10



A review of the types of incidences that have been cited bgsces problematic further
supports this thesis’s assertion that civil society is mosteroad with the behaviour of
PSCs as it relates to inflicting or supporting undesired vieleand engaging in corrupt or
unfair business practices. PSCs and individual contractors hamechgcized for excessive
use of force including manslaughter and murder. Excessively vimleidences involving
PSCs include the Nisour Square Massacre where Blackwatsonpel killed 17 Iraqi
civilians on 16 November 2007. Blackwater is an example of a PSC that was notorious for
its use of force in Iraq and Afghanistan. The company wad @tekilling and wounding
civilians' and even the Iraqi Vice President's own bodyguard in 200BSCs have also
been criticized for sourcing weapons and employees in ways thatiptlyesupport criminal
violence, including black market procurement and under-veftingNGO and federal
government investigations into PSCs and black market arms salesinsmaeril society’s
concern that some PSCs procure weapons and supplies in waysitbatoarage undesired
violence. The testimony of Ronald Boline, a former Triple Canopy geanaluring a
criminal investigation explained how money paid for stolen cars auk lsharket weapons
and equipment supports organized crime and insurgents who violated humaf rigi®€s
have also been directly linked to human rights abuses that includedimglsex-slave
trafficking and torture. DynCorp personnel were, for example, imatstl for sex-slave
trafficking in the Balkans in 208Band detainees recounted abuses committed by Titan and
CACI personnel at the infamous Abu Ghraib prison in 2004. Abuses at AlaitbGieluded
beatings, forced nudity, being “repeatedly shot in the head witkea gan”, and withessing
the “rape [of] a female detaine®” Finally, PSCs and individual contractors have been

criticised for criminal acts of corporate ‘fraud, waste, and @btisat have included

Lewis’s (1985, p. 381) discussion of ethics in anowercial context and explained in greater detaClapter
Two: Review of Literaturén the section entitle®efining “Ethical Behaviour”.

13 (Woolf, 2015)

14 (DeWinter-Schmitt, 2011)

15“The House Committee on Oversight and Governmexfioifh reported...that Blackwater engaged in 195
shootings since 2005, firing the first shots 84%heftime”(Amnesty International, 2015). Furthecidences
include ‘trophy videos’ and complaints of PSC persal indiscriminately shooting civilians (Madse008)
and the G4S contractor, Danny Fitzsimons, who shotcolleagues in August 2009 (Topping, 2015).

16 (Beswick & Jackson, 2014, p. 145; Filkins, 201@wés, 2011; Miller, 2009)

7 (Boline, 2007) Other incidents were prevalenor €&ample, a US Senate (2010) report further tewbat
ArmourGroup and EODT funded anti-coalition (Talib&@dghan local warlords during its efforts to suppl
security guards to a major US military instillation

18 (Maffai, 2009, p. 110)

19 (Ackerman, 2014) Although many of the contragiedsonnel at Abu Ghraib were not armed with guhmesr t
positions of power, relative to the detainees, veegeiably, analogous to those positions inhabitedrimed
PSC personnel operating amongst unarmed civilidie relevance of this incident is discussed imitiat
Chapter TwoReview of Literaturén the section entitle@ontrolling the Behaviour of Private Security
Companies.

11



overbilling, under-servicing, and unfair lobbying. Incidences of corpdraud, waste, and
abuse involving PSCs include Custer Battles defrauding the US gametrrohup to $50
million,?® multiple PSCs accepting payment in exchange for absent or naiced,
underequipped personrféland DynCorp and other PSCs providing $2.2 million to political
campaigns to gain business favétrThe hiring of Aegis Defence Services, a PSC in Iraq
that controlled the operations of all other PSCs, has also beemogadsas an oversight
weakness that failed to mitigate fraud, waste, and @5u&ch of these cases were rapidly
followed by legal reviews to determine which rules, standardsscaghd/or principles (if
any) were violated and discussions of changes that might beeéntctprevent further
violations.

Civil society’s apparent concerns about the behaviour of PSCs amntturbeing
addressed through regulatory efforts but, because external cawgeolts have limited
abilities to monitor and/or discipline PSCs in hostile environmerg§;sPremain primarily
accountable to voluntary systems of self-regulation. This thefiieede hostile environment
as a “country, region or specified area subject to war, ingimmecivil unrest, terrorism or
extreme levels of crime, banditry, lawlessness, [or] public distfdeA defining feature of
hostile environments is that basic commodities, movement, communicatmfarmation
are restricted to the point that states and international aigkohave limited abilities to
monitor and/or enforce regulatiofts. Both political and practical factors can increase the
hostility of an environment which can, in turn, degrade the power of regulating authorities

Although a variety of rules, standards, codes, and prinéfiiese been established since
the global private security industry began experiencing rapid griovab01%’ effective self-
regulation is dependent on monitoring and enforcement by internaloc@gents (PSC
leaders), as opposed to externally-appointed control agents Swdvernment authorities,
NGOs, or media organizations). Many critics harbour serious om@bout relying on

internal control agents to monitor and influence the willingness d&@sP® adhere to

2 (Cray, 2006; Varin, 2014, p. 117)

2 (Hammes, 2011, p. 30)

22 (Minow, 2004, p. 1022)

% (Minow, 2004, pp. 1010-1011)

24 (BBC News, 2013)

% (Maogoto & Sheehy, 2009, p. 131)

% (DFAE, 2008; ICRC, 2010; United Nations, 1949)

2" Western military operations in Iraq and Afghanistgeatly accelerated the growth of the armed fEiva
security industry in hostile environments (Abraham& Williams, 2009, p. 1; Schreier & Caparini, Z20@. 4).
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emplaced rules, standards, codes, and principl@he tools and techniques that PSC leaders
can leverage to ensure the ethical behaviour of their subordinateifferent from those
available to external control agents. Lacking legal authoritg; R8ders must rely on their
individual leadership capabilities to leverage power and to influeresot The extent to
which the leadership skills and behaviours of PSC leaders can infltrenbehaviour of PSC
personnel is therefore a critical issue that needs to be undersfoog inéormed judgments
can be made about civil society’s ability to control PSCs through regulatoriseffor

This doctoral thesis seeks to contribute to the understanding ofdbgue impact on
ethical behaviour within the context of PSCs, equally and uniquely emigaived bodies of
knowledge: that of PSCs and that of leadership. To achieve thisthigathesis identifies
and analyzes how PSC leaders at multiple levels of decisatammauthority can influence
the ethical behaviour of PSCs and their contractors. The remaindarsahtroduction
explains a gap that appears to exist in research regarthigplebehaviour, PSCs, and
leadership and how this thesis can contribute to existing debates.th@sis’s central and
sub-questions are explained, the thesis’s significance is ethrdnd some limitations of the
research underlying this thesis are noted. This introduction ends with a sumahanytlihes

the content of the remaining chapters of the thesis.
Ensuring the Ethical Behaviour of Private Security Companies

Existing PSC research has generated over a decade of incemclaebate on a theme that
could be further informed by leadership theories: how to ensurethiealebehaviour of
PSCs. Literature suggests that ethical behaviour is aatritictor of success for PSCs but,
thus far, neither British nor American debates have included iamgodiscussions of
leadership, despite evidence indicating that leadership is to someat influential in
organizations with characteristics similar to PSCsAlthough extant British and American
leadership studies have not been conducted within the specific confeSCaf there is also
nothing in them that would preclude their results from applying ©s2% Further research,

% Many researchers have addressed the inadequésiel-tegulation and stakeholders’ failures tdfsiy
leverage market forces to ensure that PSC persbehalve according to social and ethical norms (Beeks,
2010; Hurst, 2010; Maffai, 2009).

% Longitudinal research by the Ethics Resource G&a&00, 2003, 2005, 2007, 2009, 2011) demonstrates
leadership’s influence on commercial and governmeg@nizations and is discussed in detaCiapter Two:
Review of Literature

%0 (Deshpande, Joseph, & Prasad, 2008; Trevifio, ettt & McCabe, 1998, p. 471; Trevifio, Weaver, &
Reynolds, 2006, p. 955)
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such as the research underlying this thesis, is necessarpntmsteate the extent to which
corporate-level leadership might impact upon ethical behaviour within PSCs.

Discussions of how to ensure the ethical behaviour of PSCs havechistdocused on
regulatory bodies and legal mechanisms of enforcefheffio date, major difficulties have
been encountered in establishing regulatory frameworks for thetgoreegurity industry
because (as discussed in the preceding section) PSCs opefabstiia environments.
Despite difficulties, notable international regulatory advances h&en achieved. The
Montreux Document drafted in 2008 represented an early attempt tonodltiee behaviour
of the modern international private security industry. WhileMuatreux Document does
not “establish new regulations,” it does “provide guidance” to StatdsPSCs “on a number
of thorny legal and practical points, on the basis of existing irttena law.”? The
International Code of Conduct for Private Security Providers (IGol@wed the Montreux
Document to “set forth a commonly-agreed set of principles f@@sP&d to establish a
foundation to translate those principles into related standards &sasvebvernance and
oversight mechanism$® And finally, ANSI/ASIS, a major international organization for
security professionals, published standards known as PSC.1 whichadfee Montreux
Document and the ICoC “to provide requirements and guidance for a masraggeystem
with measureable criteria...consistent with respect for humanrsyitggal obligations, and
good practices related to [PSC operations] in conditions where gaceriaad rule of law
have been undermined by conflict or disastér.”

At its own pace, the UK has also made regulatory advances. kuajldahe so-called
“Sandline Affair” in 1998% the UK Government outlined its options for regulating British
Private Military and Security Companies in a “Green Pgpetiich ultimately led to a
decision to allow the industry to regulate its8lf.To date, the UK government appears to

continue to prefer to allow the industry to create its own regylanechanisms and has

3L There are many articles from the last decade depahy and how to regulate the industry (BosclQ720
Cameron, 2007; Chesterman & Lehnardt, 2007a; DR28B8; Dumlupinar, 2010; Francioni, 2008; Holmguvist,
2005; ICRC, 2010; Kinsey, 2005a, 2006; Krahman®520 2012; Maogoto & Sheehy, 2006; McNaylor, 2010)
32 (DFAE, 2008, p. 5)

3 (ICRC, 2010, p. 3)

34 (ASIS International, 2012c, p. 1)

% The Sandline Affair occurred when “arms were dsiad by a British [PSC] to Sierra Leone for use by
President Kabbah's forces in contravention of addinkKingdom arms embargo.” (UK Foreign Affairs
Committee, 1999)

% (Foreign Commonwealth Office, 2002; UK Foreignaifs Committee, 2002a, 2002b)
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allowed the industry to adopt ANSI/ASIS’s PSC.1 standards as a&aptabte baseline for
ethical behaviout!

Regardless of regulatory advances, evidence (discussed in d€tahmer TwoReview
of Literature suggests that the mere act of regulating the private semdustry is unlikely
to bring about ethical behaviour. Even in permissive environments tdvarad by firmly
established regulations and monitoring mechanisms, the rule of law does natagiathical
behaviour. Enron, Arthur Andersen, WorldCom, Tyco, and Adelphia are examiples
commercial companies involved in unfair and unethical businessqasctiespite extensive
regulation and monitoring in their industrif€sRegulation may indeed have an important role
to play, but other influences beyond regulations must be acknowledgeéxarople, formal
and informal leaders can also directly influence the ethicalsideemaking and ethical
capacities of employeé&. When regulatory and monitoring efforts are wéhthe relative
importance of leadership seems to magnify. Taking the leaddmshiped research of
McCuddy, the Ethics Resource Center (ERC), Dukerich et al., amtbeleet al. into
consideration, this thesis argues that a better understanding d¢daithership skills and
behaviours of PSC personnel is necessary to understand and predittichebehaviour of
PSC personnel in hostile environmetts. This thesis seeks to present a new understanding
of the drivers of ethical behaviour within PSCs that goes beyond camamer externally
imposed motivations and accounts for other factors that may be equally or monetisflue

Leadership as an Important Influence Factor

Discussions of the extent to which leadership factors are infilemive historically

focused on either military or commercial organizatithd.o assume that principles from the

37 (ASIS International, 2012b)

3 (McCuddy, 2008, p. 10); these cases have led mesgarchers to look beyond legal influences on\ieba
and towards leadership as an influence factor ¢EtRiesource Center, 2007, p. 9).

% These research projects, spaced nearly 20 years apived to similar conclusions about leadey'shi
influence on the ethical behaviour of employeeth@USA (Dukerich, Nichols, Elm, & Vollrath, 1990a, 487;
Neubert, Carlson, Kacmar, Roberts, & Chonko, 2@09,65). Industry within the USA was heavily reapeld
during both of these periods of time and yet etthedaviour was still, in large part, shown to biuenced by
co-workers and supervisors.

“0 Cockayne (2008, pp. 427-428) illustrates the tfaixisting regulatory and monitoring measureses h
discusses the Montreux Document, the first conteayattempt to regulate the ethical behaviour ®€B at an
international level. Cockayne asserts that, aljhagignificant steps forward have been taken sh@&8, the
regulatory environment remains mostly voluntaryd(areak).

*L (Dukerich et al., 1990a; Ethics Resource Cent&®72McCuddy, 2008; Neubert et al., 2009)

2 Notable studies have already been conducted otargititnd commercial organizations to determine
leadership skills and behaviours that contributergianizational success (Bohn, 2002; Guzzo & Dink4®96;
R. House, Javidan, Hanges, & Dorfman, 2002). “@ldleadership and Organizational Behavior Effectass”
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military or commercial sectors automatically apply to PS@sild require ignoring the
importance of context, which affects and constrains leader behavinligziarities™ Since
the 1990s, leadership researchers have become increasingtyadwiae affect of context on
internal validity** PSCs are unique organizations containing characteristics of biétrymi
and commercial organizations. To date, no significant resaspetific to leadership within
the context of PSCs has been conducted to determine the extent lideeliership theories
derived from studies conducted on military and civilian organizatiomagplicable to PSCs.
Based on previous determinations of the importance of context, tkis Hrgues that a full
understanding of the impact of leadership within PSCs cannot be gamnextrbpolating
from research done on purely military or purely commercialrorgdéions. Research specific
to leadership within the context of PSCs is required.

While there is strong evidence to suggest that leadership factmis,as skills and
behaviours, directly influence ethical behaviour (presented in Chdpter Review of
Literature), the exact magnitude of leadership’s influence on PSCs is nio¢lgntlear.
Under some circumstances, environmental factors may have marenicél on the behaviour
of organizations and people than leadership factors. Aldrich, Meindl, ébaanick and
Pfeffer, and Salanick et al. call into question the exact magnitLiladership’s influenc®.
The real impact of leadership is further obscured by strondetetendencies to (often
unknowingly) assign blame for failure to environmental factors wtakeng credit for
success regardless of environmental factbrd.eadership theories must be tested under a
wider set of conditions to help clarify the link between leaderahigh ethical behaviour.
PSCs offer a unique set of conditions on which leadership theories can be further tested.

Exactly which leadership factors are most influential unéetat conditions is also not
entirely clear. Benest, for example, suggests eight skitisbehaviours that are important to

(GLOBE) is a research program that compares cdtangl attributes of effective leadership in a redea
project involving 61 nations (R. House et al., 2002

*3 The importance of context in leadership reseaashtieen questioned (Rousseau & Fried, 2001, ma2) a
examined from the perspective of individual leatgrsnodels and instruments (Antonakis, Avolio, &
Sivasubramaniam, 2003, p. 283), how researchecgipercontext (Blair & Hunt, 1986, p. 148), and walyat
researchers can better account for context (J&d,; Rousseau & Fried, 2001). There is a gemeraensus
that research results are often valid only withia tontext in which they were obtained.

“4 (Brutus & Duniewicz, 2012, p. 208)

*5 Aldrich (1999) notes that organizations (particlyi®usinesses) are created and/or disbanded duarig
influences unrelated to leadership. Meindl, Ehli& Dukerich (1985, p. 98) and Salanick & Pfeff@877, p.
492) determined that leadership’s influence isroftésunderstood and exaggerated. Salancik, Pf&ffgelly
(1978, p. 253) use contingency theory to showldwder influence can change according to changéein
environment.

“*(Salancik & Meindl, 1984, p. 251)
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influential, ethical military leadershif. Kolditz cites seven influential skills and
behaviour$® Yukl and Van Fleet note a different seven skills and behaviduidinistry
and Department of Defence publications by the US, UK, and Austrgtisarnments also
make claims about the key skills and behaviours that characeffertive, ethical military
leadership® Military leadership studies do not appear to question that ksgenfluences
success; however, no two studies seem to agree on exactly whadrsleip skills and
behaviours are most positively influential. While any of thests bf attributes, skills and
behaviours might help many military leaders to be influentialmafcthe time, conclusive
evidence that any particular leadership factors are universatgssary for successful
leadership has yet to be published.

Commercially-oriented researchers have also published lists of lgaaléres that can, in
many circumstances, be positively correlated to succes#iidakleadership. However, like
research conducted on military organizations, these lists valgiywi The results of many
commercial leadership studies also bear little resemblarit@se lists published for military
organizations. Kouzes and Posner, for example, stand firmly behincefiawiburs that they
believe are most important to ethical leadershipJudge et al. reviews 10 more lists of
necessary leadership skills and behaviours generated by 10 difeszdatship researchers.
Each list includes ethically-oriented behaviotfrs.Bass dedicates an entire chapter to
describing lists of skills and behaviours supported by dozens of leamlezsearchers. And
Burns argues that only “transforming” leadership can be ethBains’ list is open-ended to

allow for any skill or behaviour that helps a leader to recogtpodential motives in

" Benest (2007, p. 11, 2012) cites: decisivenessgiity, communication, professional knowledge, Hityna
capacity for innovation, vision or aspiration, ghd ability to develop teams.

8 K olditz (2005, p. 10) puts a strong emphasis oneiant learning and motivation, a willingness tarsfrisks,
and elements of a common lifestyle. Kolditz suggésat competence, trust, and loyalty are mostyiklso
important. Karrasch, Levine & Kolditz (2011) fuethsupport this list.

*9Yukl and Van Fleet (1982, p. 87) assert “behaédhat are important for group performance in lomtmbat
and non-combat situations include performance esiphmspiration, role-clarification, and criticism
discipline.” Planning and problem solving are impat in dynamic (combat situations) and “consitlerais
important for maintaining effective subordinatedearelations.”

** The US DoD (2006, p. 2-4) asserts that theretaeetmain key leader attributes (character, presenm
intellectual capacity) and three main leader behagi (leading, developing, achieving). The UK Mitny of
Defence (2004, p. 23, 2011b, pp. 4-10) relies ameBes seven skills and behaviours (discussed Jtmtealso
mentions other skills and behaviours including epkempersuasion, judgement, courage, etc.. Therdisn
DoD (2010) provides a detailed framework of leatgrskills that include five capability areas: rksu
relationships, strategic thinking, communicatiomd @ersonal drive & integrity.

*1 Kouzes and Posner (1989, 1995, 2008, 2010a, pf2312010b) have many publications citing five basi
behaviours: modelling the way, inspiring a sharisibwn, challenging processes, enabling others toaad
encouraging the heart.

*2The 10 lists cited by Judge, llies, Bono, & GethgR002, p. 766Table 3 each cite 4-10 varying skills and
behaviours. Some behaviours, such as integritysaletonfidence, appear in multiple lists; othets;h as
“surgency” and “dominance”, were suggested onlgingular studies.

%3 (Bass, 2008Chapter 5
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followers and satisfy [the follower’s] higher need$."Like research conducted on military
organizations, commercial leadership research has not establishedarty particular
leadership skills or behaviours are universally required.

Extant literature regarding leadership in the context of R$@scussed in greater detail
in Chapter Two:Review of Literaturehowever very little research focusing on PSCs was
found. The literature review discovered that, currently, most of whatan assume about
leadership in PSCs research is extrapolated from studidsatv@been conducted on military

or other commercial organizations. This thesis asserts thpbkeesesearch to determine

which leadership factors are most influential in PSCs is sacgdo strengthen existing

leadership theories and provide more evidence of PSCs’ capacities for lethiaaiour.

The following chart summarizes current approaches to debatgsding PSCs and

leadership and the new approach that this thesis contributes:

Summary of this Thesis’s Contributions to Existing Debates
Existin Prominent This Thesis’s
Debate?s Approach to | New Approach References for Existing Debates
the Debate to the Debate
(Bosch, 2007; Cameron, 2007; Chesterman &
= How to Analyse ways Lehnardt, 2007a; DFAE, 2008; Dumlupinarj,
O 5 | ensure the | toimplement, 2010; Foreign Commonwealth Office, 2002;
E @9 ethical monitor, and Francioni, 2008; Holmgvist, 2005; ICRC,
& behaviour enforce _ 2010; Kinsey, 2005a, 2006; Krahmann, 2003,
of PSCs? regulations Analyse the impact 2005b, 2012; Maogoto & Sheehy, 2006;
of leadership on | McNaylor, 2010; Nossal, 2001; Singer, 2001)
e Analvse the | €thical behaviour (Deshpande, Joseph, & Prasad, 2008;
2 c naty within PSCs” Dukerich, Nichols, Elm, & Vollrath, 1990a, p|.
= © | extentdoes| impact of S
= endler ealerslis fir 487; Ethics Resource Center, 2003, 2005
oo " P aership 2007, 2009, 2011; Petrick & Quinn, 2001;
S § | influence military or T 2000. b. 186: Trevifio. Butterfield.
(g ethical commercial ePper, , - ) | TEVINg, BUETIEIE, o
— haviour? . McCabe, 1998, p. 471; Trevifio, Weaver, &
behaviour? | organizations Reynolds, 2006, p. 955)

A final contribution of this thesis stems from the attentionvegito British PSCs. 1t is

defensible to argue that, despite Britain's early entrancetfietgrivate security industry,

literature appears to focus on US-based PSCs.

Informationispgecihe British private

security industry appears to be more limited than informationablaikegarding the US or

** Burns (2010, p. 4rologud attempts to avoid focusing on specific skillsbehaviours, preferring to say that
leaders must simply be “transformational.”
5 PSCs have characteristics of both military andmencial organizations making them a unique “hybrid”
(Berndtsson, 2012, p. 305; Carmola, 2010, p. ZHCs also have characteristics of NGOs but because
leadership research focuses on military and comalemganizations, this research will focus on thiéitary
and commercial characteristics of PSCs. This reb&areview of literature found no research exjplgithe
impact of leadership within PSCs.
¢ Watchguard International, established in 196€pissidered to be the first contemporary privatétanit and
security company (Dunigan, 2011, p. 2; Kinsey, 2@0616; Spicer, 2004, p. 40).
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the global industry, ostensibly because the British PSC indgssimaller than that of the US
and because the UK government has enacted fewer regulationdimggB6Cs. Given
different histories, regulatory environments, and social contextanmot be assumed that
what is true for US or other nations’ PSCs is necessarily true forlBRASCS.

Assumptions that the ethical challenges faced by British P&€ssimilar to those
challenges faced by US and other nations’ PSCs are not complgtaebut merit. The wide
range of operating environments, nationalities of PSCs, and émeé$ related to publicized
incidences of different types of PSC misconduct (discussed in timngpearagraphs of the
Introduction and the international context in which the ICoC and related docuraests
couched suggest that concerns about undesired violence and corrupt boisioeses are
fairly uniform throughout the global private security industry. &mse British PSCs operate
in the same global market and subscribe to the same rules, stacddets and principles as
other PSCs, it is reasonable to assume that British PSCshia@ame ethical challenges.
Additionally, analyses of interviews (discussed in the Chapter Featios entitled
Participant Demographigsshow that labour mobility within the sample population was high.
Research participants were able to discuss ethical problging British and international
PSCs almost equally.

However, the above observations above do not equate to indisputable prooftikat Bri
and other PSCs face the same ethical challenges to equakextesufficient research has
been conducted to know if British and other PSCs are inherently, differle to meet
ethical challenge¥. The research underlying this thesis did not gather ifiaiata to
make a comparison of British and other nations’ PSCs possible, nahatas goal of the
research. Importantly, the fact that this thesis’s smalpkapopulation is made up entirely
from British PSCs means that the thesis’s findings aredpgsdied only to the British private
security industry. Additional research would be necessary tondet whether any one
British PSCs was more or less ethical than other BritishsP8Owhether British PSCs as a
group are more or less ethical than PSCs from other countries.

The relatively reduced amount of literature available on BritSE$2combined with the
limited resources inherent to PhD research encouraged this tbeserow its focus to

British PSCS® The benefits of this narrowed focus and further significandhisfresearch

*" Higate (2012a) found that at least some Britist P8rsonnel view US PSC personnel as “less-compeéten
However, this research is insufficient to provet th@asurable competency gaps exist in realityhat British
PSC personnel face different ethical challenges@inherently more able to meet ethical challenges

8 The researcher’s personal experiences within titesB private security industry had a practicapant on the
feasibility and conduct of the research underlyting thesis. The impact of the researcher’s paison
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are that more information can be added to the body of knowledge rep&diish PSCs,
analyses can be confined to a more-manageable amount of informatiothisastudy may
serve as a good precursor to future comparative studies involvingrgiee @S or global

private security industry.
Purpose of this Thesis

The purpose of this thesis is to identify and analyse the impéeadérship on the ethical
behaviour of British PSCs. To achieve this purpose, this thesisire@mesearch that
employed a constructivist grounded theory (GT) methodoldg@riginal data was gathered
via semi-structured interviews and then analyzed using the constaparative method and
theoretical integration. The result of these analyses was shevery of new information
that helps to explain the drivers of ethical behaviour amongst BAf&€h personnel operating
in hostile environments. New information was also discovered thps helexplain how,
why, and to what extent leadership skills and behaviours can impact on those drivers.

After identifying and analysing the impact of leadership orethé&al behaviour of PSCs,
this thesis discusses the implications of its findings as pleetain to two of civil society’s
apparently prominent concerns. The findings of this thesis are aisefdtm debates about
whether financial motivations negatively affect the ethical ciéipa of PSCs and PSC
personnel; and the findings of this thesis are used to usefully infdemmational regulatory
efforts and government policy efforts.

It is important to note that it is not this thesis’s purpose tornte PSC leaders’
individual interpretations of ethics and/or the rules, standards, codegriacigles intended
to frame ethical behaviour. Such research could be valuable bguaogke’s individual
interpretations might influence their behavi6lirHowever, rules such as the RUF or ROE,
industry standards such as PSC.1, codes of conduct including the ICoC,remalgsrisuch
as those outlined in the Geneva Convention can all change depending peninonments,
contexts, and the combatant status of individuals. As suggested irctiba séove entitled
Ensuring the Ethical Behaviour of Private Security CompaniesBritish (and international)
private security industry is rapidly evolving. To help narrow teu$ this thesis and to help

experiences is discussed in detail in the sectititied Reflexivity in the Research Design, Procedures, and
Findingsin Chapter Thredvlethodology.

%9 (Charmaz, 2006)

% Given the number of national, religious, gendgg,aducation, employment, and personality-basgdhlas
that can influence a person’s understanding otetini various circumstances, such research wostul s
complex enough that it could merit a PhD in its avght. See the section entitl@fining Ethical Behaviour
in Chapter TwoReview of Literaturdor further details.
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ensure that the findings of this thesis remain relevant over, ainsingle, static definition of
“ethical behaviour” was selected and used as a corfstafhis thesis’s central and sub-
guestions were subsequently structured to deterimawve and to what extenieaders can
leverage their leadership skills and behaviour to influence others tplyovith whichever

rules, standards, codes, and principles leaders have prescribed from the top down.

Thesis Question

A broad central question guides the research underlying this thesis:

“To what extent do leadership skills and behaviours influence the ethical behaviaiirsbf B
PSC personnel in hostile environments?”

Throughout this thesis, two foci are kept. The first focus is odelship skills and
behaviours because these are the two principal aspects of leadeisigjpused to develop
new understandings of PSCs. Other aspects of leadership, suatisasite marginalized at
the outset to narrow the scope of this thesis such that it could p@etedwithin a four year
period. The second focus is on ethical behaviour to ensure that ths geasrates new
information to contribute to existing debates on how to ensure the ethical behavioursof PSC
Key terms comprising the central thesis question were defayethe literature and
functioned to narrow the scope of the thesis so that the projecchas/able within a four
year period. The following chart depicts ways in which the cetiitesis question delineated

and narrowed the scope of this thesis:

Delineations Inherent to the Central Thesis Question:

This thesis will focus on: This thesis will avoid addressing:
Leadership skills and behaviours Leadership traits
Perceptions of PSC leaders Positivist interpretations of data

Other debates such as those arguing which behaviour
is (or is not) ethical; or, how PSCs fit with thesron
States’ monopolies on violence or social contract

Debates about how leaders can influence thd
ethical behaviour of PSC personnel

[72)

British PSCs only PSCs founded in the United States or other countrie

Private Military Companies (PMCs) and unarmed

Private Security Companies (PSCs) only military and security service providers

Operations in hostile environments where secul Operations in locations where security personrel ar
personnel must be armed to fulfil their duties| unarmed without the possibility of using lethalder

®1 This thesis defines ethical behaviour as: “adhetinrules, standards, codes, or principles thatige
guidelines for morally right behaviour and integiiih specific situations” (Lewis, 1985, p. 381)eeSthe section
entitledDefining Ethical Behaviouin Chapter TwoReview of Literaturdor further details.
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Several sub-questions were developed to ensure that the cerdimlgihestion could be
answered in sufficient detail to achieve the purpose of thig .stli® ensure that data was
comprehensive, each sub-question was explored at four levels of deuneking authority
within PSCs: (1) corporate level, (2) regional & country level, &)do(oject level, and (4)
team leader & supervisor level. This quad-levelled division wasisaifor both PSCs
organized as “divisionalised PSCs” and PSCs organized as “looselyled organic

networks.®? The sub-questions guiding this study were:

1) What are the drivers of ethical behaviour for contractors in hostile envirortments
2) Which leadership skills and behaviours affect those drivers of ethical behaviour?
3) What is the magnitude of leadership’s impact on the drivers of ethical behaviour?

Significance of this Thesis to Research

The significance of this thesis to research is that, yraming our understanding of the
impact of leadership on ethical behaviour within PSCs, it becqmossible to advance
existing debates about the PSC industry beyond current approachesthdsis helps to
identify the key drivers of ethical behaviour for contractors in leosivironments and
exactly which leadership skills and behaviours affect thoserdrivié also contributes to an
understanding of the magnitude of the impact of leadership on those drivers.

Improving our understanding of the impact of leadership within PS@iadérstly with
identifying the key drivers of ethical behaviour for contractarsastile environments. An
understanding of the key drivers of ethical behaviour includes undergjahdw leaders
rank ethics amongst other priorities. Although researchers dlesady examined ethical
behaviour®® and other measures of organizational effectivéfiegithin PSCs, only minimal
attention has been given to how PSC leaders rank these themesnsnafeipriority®®

Profitability, for example, is an internal measure of orgational effectiveness that is a

%2 Kinsey (2005b, pp. 193, 196) identifies two distinrganizational structures for PSCs. Neitharctre
agpears to be inherently more effective or ethical.

%3 Studies addressing the ethical behaviours, vahrespeliefs of PSC personnel include: (CarmolaQ2Ch.
5; Franke & Schaub, 2009; Franke & Von Boemcken,120"Scholars have identified and researched ptessi
ethical dilemmas that can arise because of thegvhena of private security[;] less attention is lpgiaid to the
actual value orientations and ethical assumptinsisié the private security sector” (Van Buuren,2Q0 49).
% See Footnote 119 for a more a detailed list afistiexamining aspects of PSC organizational éffeness
% Franke and Von Boencken (2011, p. 732) rankedrsewgtractor values and attributes; however, tsainple
was made up of contractors from law enforcemenkdraeinds. Franke and Schaub (2009, p. 96) alsa lss
enforcement sample population to represent PS@mpees The majority of PSC personnel have military
backgrounds, thus limiting the representativenéslsese studies. This thesis addresses contreaiaes using
a more-representative sample population compri$edrdractors with military backgrounds.
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known priority (value) for commercial organizations like P&CsBut PSCs hire many
leaders whose values and personalities have been influenced bgrymititloctrination
programs. While it might be reasonable to assume that profiaisilia priority for PSC
leaders, it cannot be assumed that profitability is every P&d&idg’ highest priority. This
thesis is significant because it helps us to understand the drfwettsical behaviour and how
ethics, compared to other priorities, informs PSC leaders’ behavidte results of this
thesiscan be used to help inform debates about how to best ensure the ethécadlreof
PSCs in hostile environments. This thesdlsws existing debates about ensuring the ethical
behaviour of PSCs to move beyond regulation and financial or legal saefreeotivation
and to include other social and psychological drivers associated with leadership.

Understanding the impact of leadership within PSCs additionallydesl identifying
exactly which leadership skills and behaviours affect the drieérgthical behaviour.
Although studies have suggested lists of skills and behavioursréhaeeessary for effective
leadership most of the time, research has not yet establishe@l#tiee importance of
specific leadership skills and behaviours. Whether any partidedatership skills or
behaviours are universally necessary for effective leadershimynparticular type of
organization, including PSCs, is unconfirnfédThis thesis adds a list of effective leadership
skills and behaviours to the body of knowledge that is specific @sPJhis contribution is
significant in that this list may be used to further infornsemg skill, behavioural and multi-
dimensional leadership theories.

Developing a better understanding of the impact of leadershipnv®SCs also includes
identifying the magnitude of the impact of leadership on the drofegghical behaviour. It is
already known that leadership has some impact within organizationgitudinal studies
conducted by the Ethics Resource Center (ERC) have consistentlytf@inddividual and
collective leadership skills and behaviours influence the ethicasidies and behaviour of

subordinate&® It is also known that leader behaviours can directly influencanaational

Cyuki (2008, p. 709) defines organizational effeetiess as “the extent to which it is able to surydezform
its mission, and maintain favourable earnings,rfaial resources, and asset value.” This definiison
compatible with Martz’s (2008, p. 178able ) research which identifies measures (includinditadoility) for
evaluating organizational effectiveness.

®” Numerous lists have been published of effectiagléeship skills and behaviours specific to the exinof
commercial (Bass, 200&h. 5 Judge et al., 2002, p. 76Bable I Kouzes & Posner, 2010b) and military
environments (Benest, 2007, p. 11, 2012; UK Migistr Defence, 2004, p. 23; Yukl & Van Fleet, 1982,
100). However these lists do not match up to @dleér in large part due to the researchers’ unaiedatgs of
the definition of leadership.

% (Ethics Resource Center, 2000, 2003, 2005, 20079,22011)
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effectivenes$§? That leadership has some degree of influence within orgamisais not in
doubt; however, studies on the “flow” of ethical behaviours throughout orgamngdiave
discovered limits to how ethical behaviour can be disseminate@rdncced’”’ This thesis
contributes to understandings of the ‘flow’ of ethical behaviours in PSCs.

This thesis is additionally significant because it provides uskfsights into the
perceptions of PSC leaders. The questions posed by this thesi® ludfertmine if PSC
leaders perceive their own skills and behaviour to be of signifiogrdrtance such that they
feel empowered to leverage leadership during times of cifsgchological empowerment is
one end-result of ethical leadership behaviour. The discovery of “eenpdivmiddle and
lower-level leaders within a PSC could be an indicator of &théadership taking place at
higher levels! This thesis also helps determine if there is a correl&igween a leader’s
position in a PSC’s hierarchy and a leader’s perception of the tiamoer of leadership.
Virtual project environments (including those of PSCs) often giveelsaa greater sense of
empowerment because there is no other option but to delegaté*td3&kegating tasks leads
to a sense of empowerment and a climate of empowerment fasilgffective leadership.
This suggests that distant corporate-level leaders in PSCs fag suitably empowered to
leverage their leadership during times of crisis, however xtugkdifferences (including
leaders’ perceptions of what constitutes a “crisis”) preventras fknowing with more
certainty without further inquiry. Determining how PSC leaderditierent levels of
decision-making authority understand and perceive the impact of theideadership can
help inform the way that authorities should seek to influence etimchbperational decision
making within PSCs. This thesis’s findings could, for example, iteli@aneed for more or
less emphasis to be placed on empowering PSC leaders at specific levélshie@&hies.

While some existing leadership research may be applicable@s, Riidings based on
any one type of organization often do not account for variables unique totgplesr of

organizations® Research oin extremisleadership is exceptional in that it often spans the

%9 (Bohn, 2002; Ogbonna & Harris, 2000, p. 766; Riglanagement, 2010, pp. 9-11)

0 (Mayer, Kuenzi, Greenbaum, Bardes, & Salvador 920@thical behaviour” is discussed and defined in
Chapter TwoReview of Literature

" (Zhu, May, & Avolio, 2004, p. 20)

2(Nauman, Mansur Khan, & Ehsan, 2010, p. 644)

3 within the contexts of individual industries andlitaries, critical leader behaviours “are reasdpatimilar.”
But across contexts, major differences appeatrti¢atileader behaviours” within industries are tiw same as
those within militaries (Van Fleet, 1976, pp. 34:-35). With such variance between organizationatexts, it
is reasonable to hypothesize that the criticaldedghaviours for PSCs are also unique.
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gap between military and civilian organizatidfis. However there is still room for
contribution in that PSCs represent a third type of organization: @heavcombination of
military and civilian characteristics. As of the writing this thesis, no major leadership
studies from either the US or the UK have examined leadership in the context of PSCs

Limitations of the Research Underlying this Thesis

The limitations of the research underlying this thesis stemmgpily from a limited
availability of information specific to the British PSC indystrisolating data and statistics
specific to PSCs is often difficult or impossible because sdgteements over the definition
of a PSC? 1t is difficult to categorize private security serviceoyiders because many
Private Military and Security Companies (PMSCs) change #ezirice offerings or provide
multiple types of services. Isolating data specific to BritRSCs can be even more
challenging because the British PSC industry is smaller thanUS industry. The UK
government has also enacted fewer regulations regarding PSCdintiitirsy the amount of
information on PSCs written from a British perspective. Thissisheised literature
judiciously to avoid over-extrapolating or drawing weak inferencégerature regarding
PSCs in other countries including South Africa, Australia, andllgrage available but, like
US literature, it was grounded in a different cultural and/oripalitontext than that of the
UK. This thesis therefore relied heavily on data collectednterviews with British PSC
members to fill gaps in the literature.

Additionally, some methodological limitations inherent to social araurypied theory
(GT) research impact upon this thesis. The research undgerlyia thesis adhered to
Charmaz’s constructivist GT methodology, discussed in detail in GhEmptee, to maximize
the validity of its findings® Methodological limitations include language barriers,
preconceptions in coding, transcribing errors, and critical concernsh@vase of purposive,
non-probability sampling as the primary means of data collection.sdinele population for
the research was made up of volunteers and therefore an unknown percéntag total

population has been necessarily excluded. Finally, the conclusiomsdl&om the research

" Kolditz, a leading researcher and publisheimoextremideadership, has a military background but pointedly
includes civilian organizations in his sample papioins (Karrasch et al., 2011, p. 218; Kolditz, 200. 7).

" These disagreements are explained in detail ip@hdwo:Review of Literature

¢ (Charmaz, 2006)
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are, in many cases, applicable only to the research sample pmpliiaMost GT research
sampling, including the sampling done for this research, is condusted/érsity rather than
representativeness. Because of this, this thesis shows onbnte of effective leadership
skills and behaviours. The specific skills and behaviours on the fisiotde effectively
rank-ordered without conducting further research. Methodologicallyebasiitations are
discussed in greater detail in Chapter Thidethodology along with control measures that
were able to at least partially mitigate principal conser In the final analyses, most
limitations of the research serve only to narrow the applicalofithe findings thus enabling
this thesis to still provide valuable insight into the subject afideship and ethics in the

British private security industry.

Summary

To explore the extent to which leadership skills and behaviours caenc# the ethical
behaviour of PSC personnel, this thesis seeks to identify key compaidésadership within
PSCs. Both leadership and ethical behaviour are phenomena rooted fieldeeof
psychology and sociology. The definitions of leadership and ethicavibehahave also
been determined to be arguable concepts, subject to interpretatiothusntest studied
through an interpretivist framework. Because no existing relseeas found on the subject
of ‘leadership’s impact on ethical behaviour within PSCs’ and becB&Cs have a unique
combination of characteristics inherent to both military and comalevcganizations, this
thesis chooses not to rely on existing leadership theories to rexiplaimpact of leadership
within PSCs. Grounded theory is a methodological framework that miatedepend on
existing theories. GT is therefore a suitable methodologgli$movering new information on
the subject. Constructivist GT was selected as the specdgt, suitable type of GT research
due to the researchers’ own experiences within the Britishtpraecurity industry. While
GT research is normally designed to create new theory rdtaertd apply or test existing
theories, resource limitations made it reasonable to limit da¢sgof this thesis to simply
providing new information that could be useful for the future development of a theory.

Having identified the topic to be explored, the canons of GT reseagclraehat a
review of literature be conducted to increase ‘theoretical thatysi Chapter Two consists
of a literature review that led to definitions for leadership,cathbehaviour, and PSCs that

" The findings of grounded theory research conduatetle substantive level cannot be generalizdihdipgs]
are applicable only to the substantive setting fmaimich they are derived” (Parry, 1998a, p. 92).
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are suitable for the purposes of this thesis. Leadership reedéfi this thesis as “the process
of influencing people by providing purpose, direction, and motivation to \&zldecommon
goal.” Ethical behaviour is defined as “adhering to rules, stdadaodes, or principles that
provide guidelines for morally right behaviour and integrity in gpmesituations.” PSCs are
defined as “companies that provide armed defensive services totpirmdecduals and
property.” The review of literature determined that regulatsoothé predominant means by
which stakeholders are attempting to influence the behaviour of PS@npet, but that there
is evidence to suggest that leadership skills and behaviours could, ibefawore influential.
A basic understanding of existing efforts to control PSCs andaafekrship within PSCs is
developed in Chapter Two, but not to the extent that preconceived notiotikesyreto
influence the outcome of the research.

Chapter Three explains the decision-making process that led tsetbetion of
constructivist GT as the methodological framework. Chapter Tdiseeoutlines the specific
steps that were taken to gather and analyse data. A daetioollinstrument called a ‘semi-
structured interview guide’ was created and used to collect @afacoding processes called
the ‘constant comparative method’ and ‘theoretical integration’ weeel to analyse data. A
discussion of the validity and reliability of the instrument and cogimogess includes steps
to help mitigate weaknesses and potential pitfalls inherent to eBoough detail is given
that this study could be replicated by future researchers, natavithisg difficulties inherent
to replicating social research.

Chapter Four presents the findings of this thesis’s research, siddréee results of each
of the coding phases in sequence. A conscious decision has been maegseid gata
gleaned from the coding process in Chapter Four before moving on tailadldtscussion of
the interview findings in Chapter Five. This decision stemoshfcritical concerns about the
validity and reliability of knowledge gleaned from subjective cogingcesses. Separating
the presentation of the data from the explanation of the anatesdmizes transparency: the
separation allows readers to follow each step of the coding proddes description of the
findings of this thesis’s research includes a discussion of ttieipants that were found.
The participant selection process led to 24 PSC leaders whaableréo describe first-hand
experiences within at least 15 separate British PSCs. An yimdedssumption that labour
mobility within the industry is sufficient to allow a smallngale size to yield a sufficient
amount of data is at least partially verified through multipgreéssion statistics. The initial
coding phase discovered four importamtvivo codes and numerous initial codes which are

further distilled in the focused coding phase. The focused coding plss®ered 131
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focused codes, which are listed along with frequency data regatigéng sources and
references. Finally, the theoretical coding phase resultedancéntral themes that can be
explained by way of a written narrative in Chapter Five.

Chapter Five consists of a detailed examination of the five atahiemes that resulted
from the coding conducted in Chapter Four. Chapter Five uses thesesthe address the
three sub-questions that were developed at the start of the themmsure that a robust
answer can be given to the central thesis question. The tiiveusstions and the findings

of this thesis can be summarized as:

1) What are the drivers of ethical behaviour for contractors in hostile enviroriments

a. Driver #1: PSC personnel’'s understandings of security in the conamerc
context

b. Driver #2: All leaders’ understandings of their personal rolestablishing an
organization-wide ethical climate

c. Driver #3: PSC personnel’s personal motivations to fulfil the respititiss
inherent to their roles.

2) Which leadership skills and behaviours affect the three drivers of ethical behaviour?

a. Leadership skills that facilitate:

i. Culturally-aware personnel management
ii. Policy writing
lii. Empathetic personnel management, with an emphasis on the selection
of fair and effective disciplinary systems
iv. Client management, with an emphasis on clear communication to help
manage client expectations
b. Leadership behaviours that demonstrate leaders’ willingness to:
i. Communicate openly and honestly
ii. Emphasize teamwork and collaboration
iii. Train personnel
iv. Exercise a duty of care over personnel
v. Vet personnel
vi. Establish top-down enforcement mechanisms
vii. Allocate adequate resources to allow subordinates to performitasks
ethical ways.
3) What is the magnitude of leadership’s impact on the drivers of ethical behaviour?

a. Leadership skills and behaviours have some impact on the ethical daehaivi
PSC personnel. The amount of impact cannot be determined by thss thes
however, it appears that leaders have been able to change andeinasas,
decrease the number of ethical challenges that they and their persoenel fa

b. Leadership behaviours appear to have more impact on the ethical belwdviour
PSC personnel than written rules, regulations, and policies. ifiSpec
behaviours that exemplify ethical standards to clients, PSC persamtel
other stakeholders include:

i. Modelling behavioural standards
ii. Treating other honestly and fairly
lii. Discussing ethical values as priorities
iv. Spending resources to supervise and enforce ethical norms.
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Chapter Six examines empirical evidence originating from outsdfidiee private security
industry in an attempt to corroborate the findings of the researdbrlyimg this thesis
through information triangulation. No sources of information were found dhrattly
pertained to influential leadership skills and behaviours within the tprsecurity industry.
However, several sources indirectly suggested that both client & teR&ers are capable of
influencing PSC personnel if they leverage certain skills akd tertain actions. The
empirical evidence reviewed in this chapter includes researchimrg the mental health
and welfare of private security contractors, academic repadsgavernment documents
examining the oversight of PSCs in Iraqg, and reports written @@$land humanitarian aid
organizations. The examination of these documents appears to supmoduhoé the four
leadership skills and all seven of the leadership behaviours iddntfithis thesis as being
important. The chapter concludes with a discussion of why bespoke atimnnon this
subject might be scarce and how future research might provide eliatge information to
support or challenge the assertions of this thesis.

Chapter Seven discusses the implications of this thesis’s findisgbey pertain to
prominent concerns about civil society’s ability to control thecathbehaviour of PSC
personnel. Several of the findings of this thesis directly dmrtgi new information to
debates over whether the commercial interests of PSCs hinderathiities to fulfil
contractual obligations and to adhere to the ethical norms underpinning WHilst
performing missions in hostile environments. This thesis alsoilootgs new information to
help inform debates about whether market pressures incentivize t8S&sform to the
lowest ethical standards that legal codes allow. Finally, Che&¢®en addresses the
implications of this research as they pertain to internatiofaftefand government policies
designed to control and use PSCs. This chapter critiques the usetfliaesauditable list of
ISO 9001 standards entitled “PSC.1” and it clarifies the linmotsvhich regulations can
influence the ethical behaviour of PSC personnel. This thesis’adimduggest that previous
discussions about civil society’s ability to control the ethicdlaveour of PSC personnel
have not been fully informed. Financial and legal factors malpein€e contractors’
behaviour; however, leaders can leverage certain leadershgpaskillbehaviours to mitigate
at least some of civil society’s concerns to some extent.

Finally, Chapter Eight summarizes the contributions of each chaptéhnis thesis.

Chapter Eight also makes several recommendations for additessarch that might further
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improve our understanding of the impact of leadership on the ethicalibehaf British

(and worldwide) private security personnel.
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Chapter Two: Review of Literature

This literature review first examines the descriptive worksanfy researchers in order to
establish the definitional parameters and scope of this th&safinitions for “leadership,”
“ethical behaviour,” and “Private Security Companies” are switkd. This review then
examines the principal debates regarding the private mibtiadysecurity industry, ultimately
narrowing its focus to “civil society’s ability to control PSCKey debates concerning the
control of PSCs are dissected into two principal questions; nacalyPSCs be effectively
controlled? And, to what extent is leadership an effective orgmial control mechanism?
Finally, this review examines the perspectives and theories wiagyriauthors who have
addressed the control of PSCs. It then determines wherengxistiories have stopped short
of forming a comprehensive arguméht.

This literature review is structured thematically. Sourceenas include peer-reviewed
journals, the publications of academics, practitioners, governmentsN@Qs, historical

documents, and the comprehensive reviews of other researchers.
Defining Key Terms

To assume that all terms have inherent meanings would be to conenitallacy of
essentialism”: the assumption that a “true” or essential mgaists for a particular term.
Terms must be individually identified and explicated for meanmdeé assure®®. The
meanings of the terms ‘leadership,’ ‘ethics,” and ‘private sgcaampanies’ are particularly
debated. Therefore, this section reviews disparate definitionthdse terms to establish
singular, clear definitions that are supported by the literandesuitable for the purposes of

this study.

"8 |n accordance with the canons of Grounded TheB) fesearch, this literature review contains arpugh
detail to develop ‘sensitizing concepts’ (Cutclif8900, p. 1480). Sensitizing concepts are “inttipe
devices” or “starting point[s] for a qualitativeudly... [they] draw attention to important featuresotial
interaction and provide guidelines for researchpacific settings” (Glen A. Bowen, 2008, p. 14WHereas
definitive concepts provide prescriptions of whatée, sensitizing concepts merely suggest directitong
which to look” (Blumer, 1954, p. 7). More infornia about GT can be found @hapter 3: Methodology

9 (Ritzer, 2005, p. 382)
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Defining “Leadership”

Stogdill famously quoted, “there are almost as many differdmtitiens of leadership as

there are people who have tried to definélt;Aiowever, most theorists seem to agree that the

number of key concepts integral to the phenomenon of leadershiptés (@i “leadership

involves influence, (b) leadership occurs in a group context, andg@giship involves goal

attainment.” Northouse additionally asserts that a central compoh#émé phenomenon of

leadership is that “leadership is a process.” Although thextams is debatable, one positive

aspect of defining leadership as a process is that “when leaderdiiined in this manner, it

becomes available to everyone.” Viewing leadership as an inlmtrdénies “the value of

teaching and leadership training.” This thesis accepts that leadership as a teachable skill in

an effort to ensure the utility of its findings. lllustratipgneral agreement, many researchers

have developed similar definitions of leadership:

Leadership is...

Involves
Influence

Group
Context

Goal
Attainment

Isa
process

“a process whereby an individual influences a group
individuals to achieve a common goal (Northousd®@@. 3,
2012, p. 6)

X

X

X

X

“an interaction between two or more members ofcaugrthat
often involves a structuring or restructuring of gituation and
of the perceptions and expectations of the memi{Bass,
2008, p. 25)

“showing the way and helping or inducing otherptiosue it”
(Gill, 2011a, p. 9

“the process of influencing the activities in agamized group
in its efforts towards goal setting and goal acéreent”
(Stogdill, 1974, p. 3)

“an influence relationship among leaders and fodswwho
intend real changes that reflect their mutual psesd (Rost,
19934, p. 99)

“leaders inducing followers to act for certain go#lat
represent the values and motivations —the wantsieeds, the
aspirations and expectationsf-both leaders and followers
(Burns, 2010, p. 19)

“the process of influencing people by providingpase,
direction, and motivation while operating to accdisipthe
mission and improve the organization” (US Governinen
2007b, p. 1)

“the projection of personality and purpose to iefice
subordinates to prevail in the most demanding oistances”
(UK Ministry of Defence, 2011b, para. 4-10)

8 Stogdill’'s quote (1974, p. 7) could be disputedRmst (1993a, p. 44) who cites 221 definitionseaidership
within 587 works published between 1900 and 198B8ss (2008, p. 25) emphasizes the importance of
understanding researchers’ different conceptiorisaafership stating, “Until an ‘academy of lead&rsh
establishes an accepted standard definition [afdieship], we must... [make] sure we understand lvhic

[definition] is being used in any particular anay’s
®1 (Northouse, 2010, pp. 3, 27)

82 Gill (20114, p. 9) distinguishes between “induaet “influence,” stating that the definition of tince”
encompasses several meanings including the acfloéncing.
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For the purpose of this thesis, leadership is defined as: “the pafdedisiencing people
by providing purpose, direction, and motivation to achieve a common goal.” détstion
is most similar to the definitions of leadership given by Northo&egdill, and the US
government. However, it also contains key elements of leadersHipe(ioé, group context,
goal attainment, process) identified by Bass, Gill, Rost, and Butns.also essential for the
purpose of this thesis to understand three major theoretical pérspethat explain
leadership as a set of attributes, styles, and multi-dimensionaégses. Attributional
theories perceive leadership as a setraits®® or skills®* that enable leaders to influence
others. The common characteristic of theories in the attributc@egory is that leadership
is intrinsic to the leader. Trait theory asserts that |sadex born with traits conducive to
effective leadership. Skills theory asserts that learned dajeabiknowledge, and skills
enable leaders to make use of whatever genetic advantages ¢ehanie®™> The value of
treating leadership as a learnable skill is that “leaders$tiien] becomes available to
everybody.®® Style theories perceive leadershiposservable behaviourshe “actions of
leaders towards subordinates in various conté%tsGill describes the style perspective as

the study of “what effective leadedn.”®®

The style perspective does not dismiss the
importance of attributes entirely, but it offers a new, more heyriflamework for
conceptualizing leadership. Finally, multi-dimensional theories perceive leadership as a
processthat occurs “when one group member modifies the motivation or concpetenf
others in the group®® By focusing on the process, rather than on protagonists, this
perspective permits the consideration of many variables beyond wheatter is and what
the leader does. As a result, the multi-dimensional perspectivanpasses the most
complex and the greatest number of leadership theUrietinderstanding these three
perspectives makes it possible to locate this thesis’s phadeeiexisting literature and to

pointedly discuss leadership skills and behaviours.

8 (Bass, 2008, p. 107, CH4 & CH5; Bryman, 1992,;fGill, 2011a, p. 63; Van Seters & Field, 19903p)
8 (Katz, 1955; Kirkpatrick & Locke, 1991; M. D. Mumfd, Zaccaro, Connelly, & Marks, 2000)

8 (M. D. Mumford, Zaccaro, Harding, Jacobs, & Fleisn, 2000, p. 12)

8 (Northouse, 2010, p. 54)

8 (Northouse, 2010, p. 69)

8 (Gill, 20114, p. 71)

8 (Northouse, 2010, p. 78)

% (Bass, 2008, p. 25)

1 Multi-dimensional leadership theories include sactional-transformational (Burns, 2010, p. 19);
Contingency (Fiedler, 1964, 1967); Path-Goal (Riduse, 1996, p. 324); and LMX (Graen & Uhl-Bief91,
p. 33; Northouse, 2010, p. 152) theories.
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Relying on this definition of leadership facilitates certamalgses and inhibits others.
Accepting leadership as a process enables this thesis tosdibmusnteractions between
leaders and followers, as opposed to limiting discussions to individadére skills and
behaviours. Accepting leadership as a process is also a key comnpbéraralyzingthe
extent to whichHeadership skills and behaviours influence the ethical behaviourit$hBr
PSC personnel in hostile environments. As interactions betweendeautkfollowers vary,
specific leadership skills and behaviours may have varying degfaafiluence on ethical
behaviour. By defining “purpose, direction, and motivation” as specific atmlie of
influence, this thesis sets up three criteria for observing mékie Other forms of influence
will not be discussed or measured in detail. Furthermore, tlistheefinition of leadership
implies a group context by pluralizing “people” but it does notictsanalyses to formally-
designated leaders or protagonists. Finally, ‘goal achievensei¢fined as the driving force
behind leadership. The achievement of (or failure to achieve) a cogmaban be used as

a basis of measure for effective leadership.

Defining “Ethical Behaviour”

Definitions of “ethical behaviour” are diverse because perceptioretiots’ are based
on a diverse array of individual and situational (contextual) vasabNariables related to
individuals include “nationality, religion, sex, age, education, employnaewt personality.”
Situation-specific variables include “referent groups, rewards amttisns, codes of
conduct, type of ethical conflict, organization effects, industry, and Hassine
competitiveness® In business ethics, “business size” is also a key varfableevifio and
Weaver further discuss variables related to normative and empirical dpgstiac

Further complicating matters, many evaluative publications asidige ethical behaviour
choose not to define ‘ethics’ at all, assuming instead that uah@rsiser-defined definitions
are sufficient for discussing ethical decision making processewis’s meta-analysis found
that only 31% of business textbooks that addressed ethics madengpt &btelefine business
ethics. Most authors did not distinguish between business ethics andrsahiethics’™
Prominent post-1985 ‘ethics’ authors, have generally evaluated busih&ssaecording to

“whether practices...can be considered morally acceptable”; howeveral acceptability’

%2 (Ford & Richardson, 1994, p. 205) Much of the kvaviewed by Ford & Richardson has been more ticen
verified by the ERC.

% (Vyakarnam, Bailey, Myers, & Burnett, 1997, p. 553

% (Trevifio & Weaver, 1994)

% (Lewis, 1985, p. 379)
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remains a fluid concepf. Amongst publications that do establish definitions, certain themes
reoccur such that a general definition for ethics, suitable fgpuhgoses of this thesis, could
be selected.

This thesis defines ethical behaviour as: “adhering to rules, ast#s)dcodes, or
principles that provide guidelines for morally right behaviour and irtedn specific
situations.” This definition is adapted from Lewis’s definition bfisiness ethics” A more
recent review of behavioural ethics in organizations by Treviiid. ethallenged several
assumptions about the cognitive nature of ethical decision makehghkmout leaders’ abilities
to impact on subordinates’ ethical decision-making proce&sétsdid not, however, reveal
any major new categories beyond the original four categooiegrising Lewis’s definition,
suggesting that Lewis’s historical definition remains valid todayTo avoid tangential
philosophical debates over the objective and subjective nature of “tthih thesis uses the
term “integrity” in place of Lewis’s term “truthfulness.” ntegrity” is defined in accordance
with the ERC’s definition of ethical leadership behaviour: integstikeeping promises and
keeping employees informed®® When defined as such, behaving with “integrity” becomes
similar to Lewis’s concept of behaving ‘truthfull{’*

By focusing onadherenceto rules, standards, codes, and principles, this thesis’s
definition of ethical behaviour furthermore avoids tangential debalesit aindividual
interpretations of ethics. While there may be a great deadloé in understanding people’s
individual interpretations of ethics, the purpose of this thesis idetatify and analyse the
impact of leadership on the behaviour of PSCs and PSC personnel.hdhsdamphasizes
individuals’ adherenceto ‘rules, standards, codes, and principles’ and assumes that these
guidelines successfully frame commonly accepted social andietloions. Specifically, this
thesis relies on International Humanitarian Laws (IHLs) outlimgdhe UN and the Geneva
Convention, the Montreux Document, industry standards outlined by the ICoG@r2bD1
PSC.1 standards, and self-prescribed standard operating procedyesndnted by
corporate-level PSC leaders to frame social and ethical nofims. thesis assumes that the

% (De Cremer, Mayer, & Schminke, 2010, p. 1)

9 Lewis (1985, p. 381) defines business ethics aieér standards, codes, or principles which provide
guidelines for morally right behaviour and truthfiess in specific situations.” Lewis further exptathat “rules,
standards, codes, or principles” are moral guiéslithat, if followed, will prevent unethical behawi. Morally
right behaviour is explained as “individual actighat conform to justice, law, or another standardividual
actions in accord with fact, reason, or truth.”

% (Trevifio et al., 2006)

% (Lewis, 1985, p. 381)

190 (Ethics Resource Center, 2003, p. 1)

191 ewis (1985, p. 382) defines “truthfulness” asatements and/or actions that conform with facthat have
the appearance of reality.”
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majority of civil society agrees with and generally tries tthexe to IHLs based on the
diverse array of stakeholders that have contributed to theibliskment®® A similar
assumption is made for the ICoC, which has been signed by a largermim®Cs> It
appears that these rules and standards outline acceptable behavousafor most Western
and Western-aligned stakehold&¥s. Accepting that these rules, standards, codes, and
principles encompass commonly-held social and ethical norms ernhiddabesis to forego
discussing the complex range of beliefs that may exist aboutagtiahs may (or may not)

be ‘ethical’ at any given time or in a given environment ocwirstance. Discussions can
instead focus orhow andto what extentieaders can leverage their leadership skills and
behaviour to influence others to comply with whichever rules, standaotks, and

principles apply.
Defining the Private Military and Security Industry

Literature regarding PMSCs began moving out of the field ofdatenal Relations and
into the evolving sub-field of International Security Studies in thiéy €000s. Initially,
academic literature was largely limited to attempts thndePMSCs and to describe the
context of their operations and activities. Publications by Maiiedjer, Avant, and Kinsey
used descriptive analyses to inform society about the basic s@sictservices, and
performance roles that characterize companies within the privditary and security
industry’®® Mandel's taxonomy provided the body of literature with one of ittsé tiroad
descriptions of the variables that can be used to differentidteede private security
organizations®® Singer, Avant, and Kinsey each advanced typologies for the industry
cataloguing the services that PMSCs provide and suggestingsimggk/-complex criteria for
categorizing companies. Each of these four researchers alyaddbet global shift towards
security privatization in the 1990s was driven by the increasigipbalized nature of
international security in the post-Cold War period. Summarilyredsed national military
spending and an increase in the total number of low-intensity cisniliorldwide created a

102195 States are parties to the 1949 Geneva CopwentiHundreds of other counties have signed to
subsequent additional protocols that (amongst dttiegs) address arms trafficking and the humasettnent

of others in hostile environments (ICRC, 2013&10)

103708 PSCs headquartered and operating worldwideigaed their support for the ICOC as of 01SEP2013
(The ICOC Association, 2013)

1% The great majority of the signatories to the IC&€ British and American PSCs; however, there @ a
many Middle Eastern and Asian PSCs which targett&vieslients that have also signed the document.

195 (Avant, 2005; Kinsey, 2006; Mandel, 2002; Sing803a)

198 (Mandel, 2002, p. 106)
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market for PMSC$%’ A second theory to explain the rise of the private security indisst

that neo-liberalist ideologies, which began gaining influence iA¥#7®s, gradually made the
industry more acceptable (and necessary) to civil society. iNe@list ideologies suggest
that security can be a public good but that the costs of sometgatuuld be borne by those
who are most directly and immediately benefitting from it; cemmercial companies and
private actors® Although the newer ‘neo-liberalist explanation is compatiblehwi
traditionally-espoused reasons for the industry’s rise, to accepnffwetance of this thesis,
one needs only to accept that the underlying reasons for the gobwitiustry are durable

and that this growth trend will continue for the foreseeable futlitee apparent decision of
the international community to regulate rather than ban PSCs awcdritivued support that
PSCs continue to receive in the form of government and commerciehasriurther support
claims that the private security industry will persist.

There are many indicators that the industry’s growth trend amititinue: British PSCs
have benefitted from worldwide industry growth and firmly entrenctimesnselves in the
global market® Some experts and government leaders agree that there meystbe
advantages to using PSCs in lieu of national military as¥etseaders within the EU and the
UN held discussions in 2008 in anticipation of PSCs expanding their glolesl. The
expectation was that international bodies would soon hire PSCs to sppaoekeeping and
other global security missions: In 2011, the NATO Director of Strategy noted that “a
number” of NATO’s 200 projects are already reliant on contradtom the private security
industry*'? Individual NATO states are permitted to employ PSCs during ®lAnissions.
As early as 2005, DCAF had already declared, “The trenddfging on PSCs] has arguably
reached the point of no returf®

While debates continue over the appropriateness of various methods ifeguis$iing
between private security providers, the works of early resaarelseablished a historical and
taxonomical baseline enabling contemporary researchers to move proréo complex

discussions. This thesis uses early descriptive works to ebtatisliscope and depth, to

197 (Avant, 2005, p. 8; Kinsey, 2006, p. 64; Mandel)20p. 55; Singer, 2003a, pp. 49-52, 5)e findings of
these four preeminent researchers have been setondapported by many other authors in peer-restiew
journals and publications including: (Fanara, 2q1113; Holmgqvist, 2005, p. 2; Shearer, 1998,%).Spicer,
2004, p. 44).

108 (Abrahamsen & Williams, 2011, pp. 59-62; Alexandsaker, & Caparini, 2008, p. 2; Ranito, 2014, $5)
199 (Foreign Commonwealth Office, 200Rgrward)

10 (Prince, 201409:45, 22:40 US Government: Congressional Budget Office, 2¢084)

11 (White & MacLeod, 2008, p. 966)

12 (Decamps, 2011)

113 (Schreier & Caparini, 2005, p. 1)
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distinguish between PMSCs and individual mercenaries, and to dishingeieeen PMCs
and PSCs. Furthermore, this thesis agrees with Mandel’'s bedefprivatized foreign
security assistance continues to require more integrated antigs privatized domestic
security substitution™* This thesis therefore focuses wholly on PSCs that provide securi
services to clients in foreign countries.

Singer differentiated PMSCs from individual mercenaries aiegrto six factors™®
Dunigan supports Singer’s six factors with the exception of tbesorporate holdings and
financial markets”, which she does not explicitly discuss. Dunigsiead discusses a new,
seventh factor, positing that individual mercenaries are not positton&dfect foreign and
military policy” to the degree that major PSCs can and thedditional notions of
mercenaries do not generally include such direct involvement in hhping of state
policy.”**® Dunigan evidences her argument by citing the political contieess of Erik
Prince (founder of Blackwater). Other authors seems to dgeaeder asserts also that PSC
influence public interests by “[pressuring] firms to lobby pulblycand legally” in the USA.
Minow cites specific instances of lobbying in the USA; and ahlamsen and Williams
provide additional examples of politically-connected PSCs lobbyinghiange national,
public policy in South Africa’

This thesis accepts Singer's and Dunigan’s distinctions in order &blbeto focus on
concerns specific to the contemporary industry and to avoid deb&t=drto ad-hoc military
organizations or private soldiers acting as individuals. The typaslagielved by Singer,
Avant, and Kinsey are also useful for understanding the scope ofesethiatt lie behind the
most popular distinction between PMCs and PSCs: PMCs are comfggatigsovide armed
“offensive services designed to have a military impact,” viISCs are companies that
provide armed “defensive services to protect individuals and progéftyAlthough other
authors have slightly different definitions of PMCs and P8&s, commonality amongst
them is that PMCs participate in generally “offensive” \atiis and PSCs participate in

generally “defensive” activities.

14 Mandel, 2002)

115 Singer (2003a, pp. 46—4Table 3.2) differentiates PMSCs from individual mercenaiteshat: 1) PMSCs
have permanent business structures as opposeel aolthoc structures of mercenary groups, 2) PM$Es a
driven by business profit as opposed to indivicarafit, 3) PMSCs compete as legal, public entiaghe open
global market, 4) PMSCs offer a wider range of m&wto varied clientele, 5) PMSCs publically récru
specialized labour, and 6) PMSCs have ties to catpdioldings and financial markets.

16 (Dunigan, 2011, pp. 17-18)

17 (Abrahamsen & Williams, 2011, pp. 97-99; Lean@606, p. 108; Minow, 2004, p. 1022)

18 (Makki, Meek, Musah, Crowley, & Lilly, 2001, p. 4)

119 (Beyani & Lilly, 2001, pp. 16, 18; D. Brooks, 2a92. 3; Schreier & Caparini, 2005, pp. 17, 26).

38



In reality, the distinction between PMCs and PSCs can be muddled. PSCs asd&MC
quickly change the types of services that they tifeand some services (for example,
equipment or intelligence provision) may serve both offensive and degepsiposes. In
practice, contracted defensive services can improve a stafesioe capabilities by simply
freeing up military force$' Because “the categories will often merge into one another,”
some researchers and organizations elect not to distinguish hé28&xs and PMCs at ff
This makes it exceedingly difficult to gather and analyze gas@ statistics on specific sub-
sects of the industry. The Swiss Département Fédéral degeaffatrangeres (DFAE)
acknowledges that “in ordinary parlance” PMCs provide offensive crwvhile PSCs
provide defensive services; but to avoid the problems of categorizingacies, DFAE
melds the titles, referring to all companies as Privatetdmli and Security Companies
(PMSCs)*?® Whyte also uses the terms PMC and PSC synonymdsly.

While PMCs might sometimes provide defensive, protective sernvice$ostile
environments, this thesis restricts the definition of PSCs to coesgpdhat only provide
defensive services and do not provide offensive services. Discussmamayses of many
researchers continue to encompass PMCs, however, according to thigodediccepted by
this thesis, PMCs ceased to exist in significant numbers ilathel990s. Today, the grand
majority of major private security service providers are pledgegdrovide only defensive
services® This thesis limits its discussions to only include PSCs iferoto avoid
theoretical debates about PMCs, which performed different missiam$®ygone era. PSCs
that limit their operations to non-hostile environments are alsa@edl! from the scope of
this thesis. These PSCs operate in places where they can Ibeedbaed controlled by
functional governments, they do not typically use lethal force, anddbeyt generate the
same types of debate that armed, hostile-environment PSCs geniératéllowing graphic
explains the focus of this thesis according to the typologiesh diyeSinger, Avant, and

Kinsey:

120 (Avant, 2005, pp. 16—17; Berndtsson, 2012, p. 305)

121 (Whyte, 2003, pp. 594-595)

122 (DFAE, 2008, p. 38; Foreign Commonwealth Offic@02, p. 9, para. 16)

123 (DFAE, 2008, p. 38)

124 (Whyte, 2003, pp. 594-595)

125 Approximately 700 PSCs have pledged to upholdstaedards of the Montreux Document and the ICOC.
Although the Montreux Document does not strictlghpbit PSCs from providing offensive services (DFEAE
2008, pp. 37, 39), nearly all PSCs have deliberatistanced themselves from PMCs (Krahmann, 201263).
Currently, PSCs are not equipped or structuredduige offensive services (Spearin, 2011, p. 202).
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After the private security industry was sufficigntlefined and delineated, researct
widened theilines of inquin. Discussions of the “legitimacy” of the industry wguopulai
in the early 2000s however they seem to have caliechin the late 2000s with the gene
conclusion that regulatioleges legitimacy. Concerns about ‘legitimacy’ have be
grounded primarilyin Weberian ideas about states’ monopolies on n@@. PMSCs have
the potential to infringe on that monop.*?® However, the employment of PMSCs does
necessarily undermine Weberian princi.*?’ Whyte noted thatPMCs do not operate in
political vacuum, but are dependent upon the consent of gmeets for their livelihoo.”*%®
A loss of control can occur only when states em@SCs and choose not to regul
them??° or when “control” is conceptualized according tobHesian rather than Republic
or Liberalist ideologie$®* Through regulation, civil societies can retain cohbver how
governments employ PMSCs and governments can redaimnol over the use of ‘legitimat
force. Amongst those authors who remained unconvincedeofetitimacy o the industry,
there seems to be agreement that the trend foatjmiivg security will continue into tr
foreseeable future, rendering further debate agititeacy’ largely moot. Debates about 1

extent to which PSCs can positively contribute atioral and international security agent

126 (Abrahamsen & Williams, 201pp. +7; Avant, 2005, pp. 4%6; Krahmann, 2010, p. 3; Shannon, 2!
127 (Abrahamsen & Williams, 2009, p.

128 (\Whyte, 2003, p. 584)

129 (Maogoto & Sheehy, 2006, p. 5)

130 (Krahmann, 2010, pp. 3, 276)
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continue to be prevalent in literatuf&;as do discussions of the relationships between PSCs,
States, and other industries (especially extractive industffes).

This thesis helps to inform an ongoing debate that is linked to begitirthacy’ and
‘contributions’: “Can civil society control the behaviour of PSCensure that PSCs adhere
to the social and ethical norms that underpin international human lagé8” To have a
fully-informed debate, the control mechanisms and influencer&etffecting PSC behaviour

must be better understood.

Controlling the Behaviour of Private Security Companies

Civil society seeks to control PSCs to ensure that they adheceial and ethical norms;
specifically, those norms that underpin International HumanitareamsL(IHLs). Although,
IHLs are subject to interpretation, they are based on norms dumesviaherent to Just War
Theory including: proportionality, military necessity (utilitygivilian (non-combatant)
immunity, and restraint> As allegations of PSCs violating social and ethical norms began
to increase during the military occupations of Iraq and Afghamjghe Montreux Document
was drafted to remind states of their obligations to uphold IHLl& wagards to PSCs
supporting military operation'$? The Montreux Document did not present new regulation,
however, it served as a precursor for the International Code of CdiedUetivate Security
Service Providers (ICoC¥? which now serves as a baseline document outlining standards
that PSCs should adhere to in order to ensure that they too uphold thleasaciethical
norms underpinning IHLs.

Without belittling the importance of the ICoC or IHLs, acadent@dture and outbursts
of public opinion suggest that civil society prioritizes adherencthe “spirit” of the law
(norms) above adherence to the “letter” of the law (regulatiortje aftermaths of several

high-profile investigations and court cases, which include a 2005h{trepeo’ of PSC

131 pSCs may have negative effects on military effectess and morale (Dunigan, 2011; Hellinger, 2004,
200; Leander, 2005, pp. 618-619) and retentionté@at al., 2010, p. 19; US Government: Government
Accountability Office, 2006, p. 43).

132 Early publications showed relationships betweerCBNIAshworth, 1996), between PMCs and other
governments (Hartung, 1996), and between PMCs dret oommercial industries (Chatterjee, 1997). rAva
(2004, 2005, 2006) discusses how power and thealanter the use of force within governments changhen
PSCs are available. Krahmann (2003, 2005a) andh@nsen and Williams (2011, pp. 215-216) examine
relationships between PSCs and States, notinglifiatent countries are differently able to leverdbe
positives and negatives of PSC employment.

133 (Runzo, 2009, p. 56; Walzer, 2006)

134 (DFAE, 2008)

135(ICRC, 2010)
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personnel shooting at Iraqi civiliai and Blackwater's 2007 ‘Nisour Square incident,’
exemplify society’s emphasis on norms over regulation. Followiaget violent incidences,
investigators’ initially concluded that PSC personnel had broken no sawek that a
prosecution could take plat¥. Despite courtroom victories, however, vehement calls were
made for increased regulation over the industry suggesting tka W&e not exonerated in
the eyes of the civil society. Kasher used events like thedisdoss how it is possible for
PSC members to behave in line with legal codes whilst simolshe failing to uphold
important ethical norm§?

The apparent focus on norms (as opposed to laws themselves) seamsedsei in
importance when viewed in the context of the self-regulating sBrisystem and the
challenges associated with enforcing laws within hostilerenments. In short, the UK'’s
self-regulated environment uses IHLs, the ICoC, PSC.1 standards Hsmieseribed
standard operating procedures implemented by corporate-level |&8€rs to provide
guidelines for morally right behaviour and integrity in spediications. The enforcement
of these laws, codes, and standards in hostile environments, howevainsresn key
concerm->? Structural limitations in hostile environments, including restdciovement,
communication, and information, impede the abilities of governments &tsNo monitor
and enforce laws, codes, and standards. @ Maogoto and Sheehy argwvdhaif, UK
regulations were strengthened, “the real risk of gross miskmirdlny PSCs is not in the UK
but “in the execution of contracts...in weak or failing Staté3.”International measures to
regulate PSCs are weak to the point that “criminal prosecutiffdfSiT] employees who have
committed abuses are rare and fraught with a number of obsthalego from blanket
immunity...to [failing to meet] the threshold of ‘violation of intetipaal law’.”*** Thus far,
the question of control has been primarily addressed by resesarekaemining political,
psychological, social, and regulatory factors that influence contractor bahavi

From a political theory perspective, Krahmann and Wolfendale abs¢rPSCs cannot

be trusted to behave ethically because they fall outside éfatiigional Huntingtonian civil-

136 (Madsen, 2005)

137 Although four Blackwater contractors were evertuebnvicted of charges related to the Nisour Seuar
shooting, these convictions were only realized gmil2015, nearly eight years later. In the imnaeedi
aftermath of the event, prior to these convictidiath Iraqi and Western stakeholders used the NiSquare
shooting to exemplify the need for increased ragria\Woolf, 2015).

138 (Kasher, 2008, p. 244); Kasher's final assessweastthat the financially-driven motives of PMSCslpu
PSC members to behave in line with legal codesnahéthical norms.

139 (Singer, 2001, p. 215)

140 (Maogoto & Sheehy, 2009, p. 131)

141 (Francioni, 2008, p. 963)
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military relations model*? Other authors agree with concerns that the employment of PSCs
undermines the democratic processes that ensure politiciangn rac@untable to their
constituencies® Additional concerns related to political theories and social ractst
include that availability of PSCs increases the likelihood ofatéonal violencé** Both
Krahmann and Wolfendale point to problems with democratic oversight tedhdn-
representative nature of PSC personnel; and both authors uphold thmeildi@rl contract as
a quasi-guarantor of civil society’s control over the ethicalafsierce’*> Once the civil-
military contract is side-stepped through the hire of PSCs, gmests no longer have to
“justify the use of the military to the public” and governmegdsn “complete control over
the public’s perception and reaction to a wW4P.” Mandel also noted that PSCs may
“unintentionally...sidestep democratic processes” mainly by allgwimvernment officials to
make decisions without public debaté. The implication of this argument is that
governments can free themselves of moral constraints by ®@s and those PSCs can
operate with ethical impunity on the behalf of their morally unrestrained .client

While governments may use PSCs in ways that erode or bypassrdémcontrols, this
does not preordain unethical behaviour on the part of PSCs. Stratedici&bates to
determine when governments should be allowed to employ PSCs ageeerdiffthan
operational-level debates about how civil society can control P& dlee decision has been
made to employ them. Regardless of governments’ motives forogimgpl PSCs, PSC
leaders invariably retain the option to behave ethically. Krahmainizhe that contractors
are (by the nature of their organizations) amoral and without humanitgatriotic, or
democratic value¥*® Although the values of contractors and national soldiers may differ
some ways, a full understanding of the ethos common to PSC personnedthgt been
established such that informed value judgments can be made. Teesled many PSCs
have been renowned for their patriotism and support for Western idesiftigi‘Contractor

ethos’ merits further investigation.

142 (Krahmann, 2008; Wolfendale, 2009)

143 (Avant, 2004, p. 155; Dunigan, 2011, pp. 27, 15alzman, 2008, pp. 866—871; Singer, 2005, p. 4)
144 (Avant, 2006, p. 520)

145 (Krahmann, 2008; Wolfendale, 2009)

146 Wolfendale (2009). Although Wolfendale referCs throughout her chapter, she makes no clear
distinction between offensive and defence serviogigers; her arguments could pertain equally t€8S
147 (Mandel, 2002, pp. 42—46)

148 (Krahmann, 2008, pp. 259—260)

149 Scahill (2008) describes the staunch patriotic\Afestern values of Eric Prince, the founder of ofine
most (in)famous PSCs in history (Blackwater), itaile It may be noteworthy that contractors for E8appear
to be equally capable of having strong nationaligéilues. Hoe (1994) describes the patriotism\@edtern
values of David Stirling, the founder of the fiBlMIC (Watchguard).
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Research has shown that when leaders “create an institutohate that prevents
misconduct and human rights violations,” organizations reap benefits faorth of improved
internal performance measures (such as lower employee turangenigher productivity)
and external performance measures (such as improved abilitisk alongside agencies in
peace support operations and improved relations with host nation paftheks)such, many
PSCs have identified that it is in their best interests tleadt appear to behave ethically
regardless of the standards imposed upon them by any partical#s cliPSCs are aware of
the need to be perceived as legitimate, ethical, security preyfdéSCs have attempted to
improve their images by partnering with humanitarian actérsnd PSCs are aware that
ethical behaviour gives them a tangible performance advantage roary national
militaries’®® Thus, while some literature suggests that PSCs are outsideil afociety’s
control (due to the nature of their relationship to civil society and rgowents), these
arguments fail to acknowledge the diverse population of stakeholdeR3fat must remain
sensitive to.

Debates about the control of PSCs have also been grounded in psychiaiegsgarch.
Some researchers have questioned whether the values and perstmations of PSC
personnel positively influence compliance with social and ethical :ior@everal authors
suggest that contractors lack the moral motivations that alledesfy to normalize the
behaviour of military personnél? Pattison summarizes these arguments saying, “in extreme
cases [financial motivations] suggest an amoral approach am@dyrticular, [indicate] few
limits on what one might do for personal galf"” Kasher hypothesizes situations where
profit-motivations could compel a PSC to behave unethically but hetéadscount for any
mitigating factors (including the concept of ‘repeated play,” cotied®bligations, and client
oversight). Kasher also does not acknowledge situations wherett{gaiipally) national
militaries might be equally or more compelled to behave ucedthifor resource-related

reasons>® All organizations are constrained by budgets and human resottréesinfair to

150 Quote from Schulz and Yeung (2008, pp. 3—4) whmarily address improvements in external operationa

effectiveness stemming from gender awareness aedsity; their assertions are complimented by Zthal.e
(2004) who found that institutionalized ethics irghce measure s of internal organizational effentgs.
51 (Perrin, 2006, pp. 628-633)

152 (Joachim & Schneiker, 2012)

133(D. Brooks, 2000b, 20023, p. 2; Sandline Inteowetl, 1998)

134 | ynch and Walsh (2000), Pattison (2010) and Sctaid Caparini (2005, p. 46) point to intrinsiclan
consequentialist objections to financially-drivearticipants of warfare.

15 (Pattison, 2008, p. 146)

1%6 (Kasher, 2008, p. 242)
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rank PSCs below militaries for resource-driven decisions withlsat addressing the extent
to which militaries might make similar decisions based on resource gotsstra

Arguments about the ethical capacities of contractors seem phetem there is
insufficient evidence to prove that nationalism, altruism, or “good fiotesi necessarily
result in ethical behaviour, that national soldiers are not equatiyvated by financial
incentives, or that contractors abandon the values that they leartfemilitary when they
leave national service. Pattison addresses these shortcomingsanguments against PSCs
and tries to compromise by suggesting, although financial motivestdguarantee limitless
unethical behaviour, in theory, we can assume that financially medivedr-participants are
less ethical®” This thesis rejects Pattison’s assumption and seeks to deetimei extent to
which leadership impacts on PSC personnel’s ethical behaviour.raSetuiedies show that
certain values and feelings of nationalism stay with people gatbee from the military or
law enforcement jobs into PSE$. Thus, while some literature suggests that PSCs cannot be
controlled by civil society because contractors are differentdtivated, these arguments fail
to account for values, skills, and behaviours that might carry ower ffnilitary service into
PSC employment. These arguments also fail to demonstrateca lthk between financial
motivation and an unwillingness to adhere to ethical and social norms.

From a social theory perspective, Zimbardo asserts that huntas viglations may be
inevitable when people: (a) identify themselves as having the tapadominate others and
(b) are challenged to institute their own brand of control in the dd@a unclear or failing
system of governance. The findings of Zimbardstanford Prison Experimeritave been
used to explain the abusive behaviour of military and contracted persanAbu Ghraib
prison in 2004>° Although the contractors at Abu Ghraib were armed with weapsss |
lethal than firearms, they were in positions of power thataageiably, analogous to those
positions inhabited by PSC personnel operating amongst unarmed civilReisher and
Haslam later conducted a similar experiment that, although ietechdifferently, yielded

similar results: those in power quickly established a tyrannicadeful, regime over those

157 (Pattison, 2008, 2010)

138 (Franke & Schaub, 2009; Franke & Von Boemcken 13@infortunately, both of these studies sample
contractors from a law enforcement background. graed majority of PSC personnel have military
backgrounds; thus more research is necessarydowlat the values of the grand majority of PSC r@mtors.
139 (Zimbardo, 2007a, 2007b, p. 1) T&&@nford Prison Experimenivided ordinary, similar males into two
groups, labelling one group as “guards” and them#s “prisoners.” The guards were given a higiret of
power over the prisoners and instructed to estakljstems of governance as they saw fit. Psycialbgpsts
conducted at the start of the research attempteettpersonalities, ethical codes, and cultureastants;
leaving reward, discipline, legitimate, referemdaxpert power as variables. The empowered quapdlation
soon resorted to abusing the disempowered prigmpilation despite the two groups’ similarities.
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they were meant to contrtfi° The implication of these studies is that societal controlstem
primarily from governance and external oversight. Although armed B8&bnnel may
possess both the means for violence and (arguably) socially-corstidess of masculinity
that encourage the domination of others, human rights violations by aongérahould not be
considered inevitable. Higate rejects claims that violent “oNerdkehaviours occur as
isolated incidences stemming from individuals’ upbringings or backgts'® Higate
instead asserts that outbursts of aggression in hostile environanentsore likely systemic
failures resulting from a chain of interactions where violenceoimes a mechanism for
tension release. Together, the findings of Zimbardo, Reicher asldid, and Higate suggest
that civil society can control the ethical behaviour of PSC persdnnencouraging PSC
leaders to establish systems of corporate governance to guidactanst in places that lack
strong national or international governance. PSC leaders mightimfsove ethical
behaviour by establishing constructive mechanisms for tensionseeleathin their
organizations. Some examples of constructive tension-releasing nssehamay include
fair leave rotations, access to gym and sports facilities, ocepses through which
complaints can be lodged without undue fear of retaliation.

Finally, historical and contemporary literature has extensiggmined the regulatory
options available to civil society for ensuring that PSC persontiara to social and ethical
norms*®? After the turn of the century, the amount of literature gieirig to the industry
increased exponentially as Western campaigns in Afghanistan (@001)aq (2003) brought
dramatic growth and public attention. To explain the increas8®IRerature, some authors
point to the Western military operations in Iraq and Afghanistareirel:®® while others
refer more specifically to the killings of four Blackwaten@oyees in 2004, which were seen
by many as the catalyst for US military forces to launch a costlgkatta Fallujah, Irad®*

Today, publications debating whether existing international lawsipgo PSCs appear
to make up a large share of the body of literatikany publications debate whether existing
international laws are adequate to limit and control PSC behayabtications catalogue

options for regulation§®® they discuss the applicability of existing international law t

180 (Reicher & Haslam, 2006)

181 (Higate, 2012a, p. 18)

82ugacurity Sector Reform” (SSR) is a popular tehattencompasses efforts to modify laws and reguiati
163 (Abrahamsen & Williams, 2009, p. 1; Schreier & @dpi, 2005, p. 4)

184 (Carr, 2008, pp. 22—24; Malkasian, 2006, pp. 438, West, 2006, p. 7)

185 (Beyani & Lilly, 2001; Foreign Commonwealth Offic2002; Holmqvist, 2005; Jennings, 2006)
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PSCs!®® they argue that strong states have more power to regulate tR&E third world
states:®” and finally, they level criticisms at states’ unsatisfac@ttempts to close gaps in
regulations:®® Additional publications debate the rights that existing internatiema afford
to PSC personnel. The status of PSC personnel captured or attact@dlict zones is
linked to whether or not PSC personnel are defined as “combatantsbmicombatants.”
The ‘combatant’ or ‘non-combatant’ status of PSC personnel in hesiieonments is still
debated by some researchtrs.Lastly, the Montreux Document, the International Code of
Conduct for Private Security Service Providers, and ANSI/ASG59801 Standards (PSC.1-
4) have become core documents exemplifying regulatory growth anatiendf® Although
British PSCs initially sought externally implemented regatsi " efforts at self-prescribed
regulation have now evolved to the point that most stakeholders withiBritieh PSC
industry are satisfied that accountability and legitimacy caachéeved without a great deal
of externally-imposed regulation. The majority of stakeholders m WK (including
politicians and companies within the industry) approve of the currgstera of self-
regulation which has succeeded in setting measureable standatusutwhindering
companies’ abilities to rapidly respond to cliehts’

Regulatory efforts, however, have not been enough to satisfyscati¢he industry.
Weaver, for example, cautions against concluding that evolved etoidas equate to more
ethical behaviout’® This thesis asserts that ethical codes may be adopted &oesy\of
reasons unrelated to ethics and that ethical codes are not @mwfaysed. More research is
necessary to understand the relationship between code usage andonsedguences.
Publicized scandals involving PSCs in Africa, former Yugoslaviag,land Afghanistan
continue to be cited as evidence that existing regulations ardidrentf to ensure that
contractors adhere to prescribed noffis.It will take years for new standards measuring

186 (Chesterman, 2008; Chesterman & Lehnardt, 2007isdy, 2005a; Krahmann, 2005a, 2005b, 2005c;
Maogoto & Sheehy, 2006, 2009)

167 (Dumlupinar, 2010; Krahmann, 2003)

188 (McNaylor, 2010)

189 (Bosch, 2007; Cameron, 2007).

10 The Montreux Document (DFAE, 2008), the InternagioCode of Conduct for Private Security Service
Providers (ICRC, 2010), and ANSI/ASIS 1SO 9001 8tds (PSC.1-4) (ASIS International, 2012c).

"1 sandline International (1998) cited governmentbiaternational institutions (UN, EU, and OAU) asving
a role in “[designing] and implement the appropripackage of measures.” Herbst (1999, p. 121) imesm
EO’s and Sandline’s desire for external regulaiiodetail. Brooks (2000b, p. 137) further validatéerbst’s
examination.

172 (Beese, 2012)

73 (Weaver, 1993, p. 56)

1ra Many scandals involving PMSCs have triggered dalisncreased regulation, including: the 1998 “Artas
Africa” or “Sandline Affair” (Beyani & Lilly, 2001,p. 4; Spicer, 2004; UK Foreign Affairs Committd©99);
the scope of MPRI's involvement in Yugoslavia (G006, p. 288); and deaths at the hands of contsait
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security companies’ adherence to human-rights-driven codes of condhet ttmroughly
tested:”® and thorough testing will require a variety of contexts (coisflicompanies, and
clients) and operating environments that may not exist agaitimangoon-'° Even after
testing is complete, Britain's self-regulating systemharacterized by voluntary adherence
to organizational charters and other non-legally-binding standardormfuct. Finally,
regulations require interpretation. Presently, discussions ofategguicommonly stop short
of addressing the human aspect of translating written ideals into normalimeddue.

In the absence of reliable, independent officials to interpretjtor, and enforce ethical
behaviour in many hostile environments, PSC leaders are prinaipsfignsible for ensuring
the ethical behaviour of the industry on a day-to-day basis. Thdityiaf the UK’s self-
regulated system is therefore heavily dependent on the abditieSC leaders, not auditors,
to leverage power and influence subordinates in accordance withisgtstdbbkocial and
ethical norms. Although both stakeholders and critics seem to #waeaeveak or non-
existent regulations undermine the legitimacy of the industrye tisea gap in the literature:
the leaders responsible for helping to draft, implement, and enfodied standards on a

day-to-day basis have not yet been examined in detail.
Leadership in the Context of PSCs

The lack of consensus amongst experts on the extent of leadersipp« is, in large
part, due to contextual differences between research testingoremeints. To date,
leadership research has been conducted primarily within the comtestnmercial, military,
and political organizations. While existing research is uskfulinforming this study,
contextual differences between commercial, military, an@ BiSvzironments prevent theories
created from one organization from being directly applied to otfgamazations. To “make
possible research and theory that form part of a larger whole,fvatiess must be analysed

within context. Observations must be linked “to a set of relevaitd,favents, or points of

Irag (Cameron, 2006, p. 574; D. H. Chen, 200904 Iennings, 2006, p. 17; Schweers, 2009, p. 8; US
Government, 2007a) and in Afghanistan (Thornto®&®. 18). “Where a [PSC] employee engages in
misconduct...there are concerns that the mechanisimddahe private contractor accountable for hiscdrat

are inadequate” (Ralby, Tonkin, & Wilmshurst, 20p16).

75 published industry standards developed by ANSIBA®hable PSCs to demonstrate and certify compgianc
with the Montreux Document and ICoC's principlesewloperating in conditions where the rule of law baen
undermined by conflict or disaster” (ASIS Interoatl, 2012a).

178 The US and UK may not be ready for new contingesymsrations on the scale of Iraq and Afghanistarmafo
least a decade.
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view. nl77

Context influences explanations for constraints or opportunitieseéatership
behaviours and attitudé® Context influences peoples’ perceptions of which skills and
behaviours are important factors of effective leaderSfipAnd context can help to explain
why leader behaviours perceived to be important in commerci@n@aions are not
necessarily the same as the leader behaviours perceived to poetamh in military
organizations (or PSCSJ° This literature review analyses commercial and militogtexts
to determine what previous research findings might be applicable in the casesof PSC

Leadership in a military context takes place within “a largeemde...traditionally
hierarchical institution that finds itself in an uncertain, vatatviorld executing missions with
very high consequences;” militaries have “an all-consuming natatedemands nearly all
the attention, time, and commitment from its memb&ts.The potential for loss of life and
the destruction of high value property is intrinsic to militaryrafiens. The military context
furthermore includes the need to manage outsourced services, tordhee family situations
of military members, and to transition rapidly between trainingyrigon, and combat
environments. Wong, Bliese, and McGurk review military leadershipterms of
organizational structures, environment, critical tasks, capabilitiyreyland effectiveness;
thus, the findings of their review appear equally applicable to atévn militaries with
similar characteristics. Their research is assumed toligefeaunderstanding the context of
leadership within the British military.

Leadership in a commercial context takes place within institutiwats‘concentrate their
attention on their financial or physical resourcEé.”Commercial environments are diverse
to the point that context is best described in terms of commega#é Commercial goals
tend to be profit-oriented and more universal regardless of industinyle capitalist societies
accept financially-motivated commercial aspirations, the gepeiaic does expect a certain
degree of fairness and rule-adherence in the pursuit of profit. Qaganis that violate
ethical norms can be legally and socially punisfédThe social legitimacy of 2century
corporations and business leaders has declined over the past deeadepublic scandals
involving business leaders and unfair wealth distribution. Thus, althougHeR8€&rs have

Y7 (Rousseau & Fried, 2001, p. 1)

178 (Johns, 2001, p. 32)

179 (Antonakis et al., 2003, p. 261; Blair & Hunt, 59%. 147; Bryman, Stephens, & Campo, 1996, p. 365)
180 (van Fleet, 1976, p. 31)

181 (Wong, Bliese, & McGurk, 2003, p. 660)

182 (Bass, 2008, p. 727)

183 (Bass, 2008, p. 728; Gill, 2011a, pp. 38—39); Nb& organizations that violate ethical normsrae
without values; their values may simply be ‘dedtinge or negative (McCuddy, 2008, p. 10).
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attracted scrutiny for a variety of reasons, negative publilcigs not make PSCs unique in
the commercial sector. Organizational effectiveness, orgamahtefficiency, and ethical
behaviour are dominating concerns with regards to leadership in ivearaial context®
This literature review finds that the majority of leadershipoties are either specifically
designed or well-suited for application in commercial contexts.

Neither the commercial or military contexts fully encompagsdontext of PSCs. PSCs
are generally characterized by a paramilitary culture, hvsiems from the services and roles
they perform, hiring practices, and organizational structiire®SCs in hostile environments
often perform roles that would cause them to be defined as “gaetipants in hostilities”
under international la#?® As a result, many of the roles outsourced to PSCs arebdygua
best performed by people with military or police experiefite.lt follows that PSCs,
including British PSCs, are often organizationally structured ipswhat allow pre-existing
military ranks, personal powers, and professional bonds to continue toirtftaence!®
This choice of structure is unsurprising given the importance of demgpe personal power,
and trustworthiness that people placaroaxtremideaders.

According to Kinsey, PSCs normally adhere to either loosely couplganic structures
—characterized by flat hierarchies and cliquish core manageeans— or divisionalised and
hierarchical structures —characterized by responsibility regtttcommon to large commercial
enterprises®® Either type of structure allows for PSCs to have some Ileguforming
operations in hostile environments while other leaders performngtrative tasks in non-

hostile environments. Both types of structures include multiplerdayk decision-making

184 Many leadership researchers have managed tohedetthree themes together, researching how ethits
values impacts upon effectiveness and efficiendipiph, 2008; Burns, 2010; Gill, 2011b, p. 164; Jauk &
Parry, 2011, pp. 112-133; Minkes, Small, & Cha¢tej1999; Russell, 2001).

185 psCs are “profitable corporate business[es] warkisma military force-multiplier with a mission atrued in
humanitarian terms” (Carmola, 2010, p. 37).

186 pSC personnel are direct participants in hogtiithased on the roles and tasks that PSC persomfesttake
in hostile environments (Krahmann, 2012, p. 352 Montreux Document (DFAE, 2008, p. 37) expressly
states that PSC activities often make PSCs dimaticppants. Melzer’s (2008, p. 1030) assessni@itRSCs
engaged in defensive roles are not, by strict d&fim direct participants in hostilities (becaukey fail to meet
the criteria obelligerent nexusappears to be a rare dissenting voice; most relsexd agree that PSCs are
direct participants in hostilities.

187 Most companies in the private military and seguritlustry are founded and led by people with wmiljt
special operations, or police backgrounds. Deww¢ens (2009, pp. 9-10) estimate that 38% of PMF
founders have prior military experience; 7% havecsgl operations experience; 7% have police expeeieand
a further 38% have intelligence services experierdéhough the specific percentages are debatdidsge
findings support the general conclusion that mésE® are founded and led by people with militaryedpl
operations, or police backgrounds.

188 (Kinsey, 2005b, pp. 197-198)

189 (Kinsey, 2005b, pp. 189, 197, 199); HistoricaByitish PSCs have tended to favour the loosely texlip
organic structure; however, neither type of strietuas proven to affect ethical or financial perfance or
PSCs’ abilities to procure contracts.
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authority from which the research underlying this thesis casteci@ well-defined sampling
frame.

The following diagram depicts generalized (and arguable)réifées and similarities
in the organizational contexts of Western militaries, commercial compame$SCs:

References:

(1) PSCs are often structured in ways reminisoéntilitary structures (Kinsey, 2005b, pp. 197-198)

(2) PSC personnel are normally responsible forndttey training courses in their own time; normal
contracts require approximately nine weeks of wark hostile environment followed by a three week
leave period.

(3) PSCs are armed and use lethal means to geabilie and private goods (Kinsey, 2006, p. 10)

(4) Commercial companies, including PSCs, argdfinition, profit motivated (Bass, 2008, p. 727)

(5) PSC scandals include human rights violatiort @legations over cost effectiveness (US Governmme
2007a)

Using Bowers and Seashore’s taxonomy of leadership styles, lfandetermined that
“one-third to one-half of critical leader behaviours may be gémreral nature while one-half
to two thirds may be specific to particular situatioh."This can be interpreted to mean that
there is a “reasonable stability” of critical leadership awéburs within organizational
contexts but not between organizational cont&Xts.Perceptual differences in various
organizational contexts of militaries exemplify how context ctHacht research findings.
Perceptual differences have been found between military sef¥cestween combat and

combat-support units> between combat veterans and non-combat softiitesd between

19 (Bowers & Seashore, 1966; Van Fleet, 1976, p. 35)

%1 (Van Fleet, 1976, pp. 31-32)

192(Wong et al., 2003, p. 659; Yardley & Neal, 20p726)
193 (Yukl & Van Fleet, 1982)

194 (McGurk, Castro, Thomas, Messer, & Sinclair, 2005)
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operational and training unit®> Variations have also been discovered in the distributions of
critical leader behaviours between drill and non-drill uhitsThese differences inform this
thesis by suggesting that PSCs (like militaries) may hawvapie organizational contexts and
that this thesis will need to examine PSCs at multiple $eokbecision-making authority to
accurately understand leadership within the context of P¥Cs.

Van Fleet's “reasonable stability” theory is not sufficieatunderstand the extent to
which leadership skills and behaviours influence the ethical behaviouritehBPSCs in
hostile environments. British PSCs share characteristics of lmmtimercial and military
organizations but do not mirror either. Directly extrapolating figdifrom commercial and
military organizations is therefore impossible. Also, whilen\Reet's “reasonable stability”
theory suggests that one-third to one-half of critical leader batawvill be applicable at all
levels of a PSC'’s hierarchy, without further research, we cannot pinpoitityexhich leader

behaviours are critical.

Leadership as a Mechanism for Controlling PSCs

Although literature has examined many factors relevant to mfing the ethical
behaviour of PSC personnel, thus far ‘leadership’ as an influeot tgppears to have been
overlooked. PSC literature’s lack of discussion of leadership is o ghat longitudinal
studies conducted by the ERC have consistently supported the needlitadual and
collective leadership to be at the centre of explanations foraéttimduct. The ERC is a
major independent research consultancy that defines ethical leaddrshaviour as:
“discussing ethics openly, keeping employees informed, keepmmiges, and modelling
ethical behaviour®® ERC studies have determined, for example, that nearly 66% of
pressure to behave unethically comes from supervisors, top managemaivorkers who
are perceived to behave unethicafly. Also, employee misconduct within organizations can

be reduced by up to 50% when individual leaders exhibit ethical beh&floand, two of

19 (Kolditz, 2006, p. 657; Van Fleet, Chamberlain(ass, 1975)

1% (van Fleet, 1976, p. 28, Table 1; Van Fleet etl£175)

197 What passes for leadership at [one] level wilt necessarily pass muster at street-level” (Bryetaa.,
1996, p. 365)

198 (Ethics Resource Center, 2003); Longitudinal stsdeferenced for this research include: (EthicoRece
Center, 2000, 2003, 2005, 2007, 2009, 2011).

199 (Ethics Resource Center, 2000); ERC (2007, pli4¢®)further reasons.

209 (Ethics Resource Center, 2003)
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the four components of constructing an ethical organizational cultimealeleadership and
supervisor reinforcement) are directly related to individual leadership toeina%;

Furthermore, research done throughout the 1990s has established thatadrclatiate
cultivated by supervisory attention and a leadership-driven emptrasialues does more to
encourage ethical behaviour than even the best-worded rules and regdfatiom®re
recently, the ERC found that this remains true today: eshkadj an “enterprise-wide ethical
culture” within a company rather than placing “a single-minded egiplom compliance with
laws, regulations, and company standards” is the most effectiyetav@romote ethical
behaviour®®  Within military and commercial organizations, researchers Hauad
individual leadership to be very influentf Leadership behaviours are not only “dominant
variables” in the immediate moral reasoning abilities of subomlingtoups and
individuals®®® but prolonged exposure to consistent leadership behaviours can influence the
total “integrity capacity” of subordinates over tiff8. As one might expect, positive
leadership behaviours affect subordinates’ behaviour positively. Corweraalisive
leadership behaviours exacerbate factors that increase the risk of urthaaour’®’

Leadership may be such a strong influencing factor that one aogle that individual
PSC leaders must see themselves as behavioural role-modietsy ifire to elicit ethical
behaviour from their subordinates. “Most adults’ thinking about right amagvrs highly
susceptible to external influenc®® Deshpande notes that individual leadership is such a
strong influence factor on employees’ ethical choices that leat@mnot expect their
subordinates to act ethically unless they themselves exhibiaketebaviour.?*® Because
ethical climates can vary between levels within organizatfhseparate analyses are
necessary for PSC leaders at different levels of decision-making authority

Collective leadership behaviours have been shown to be equally infllesntradividual
leadership behaviours when they help to establish an “enterpdseathical culture®*

“Collective leadership behaviours” describe the influence factoes the sum of an

201 (Ethics Resource Center, 2007, p. 9)

292(A. Chen, Sawyers, & Williams, 1997; Minkes et 4099, p. 334; Sims, 1992, p. 516; Weaver & Treyifi
1999; Wimbush & Shepard, 1994, pp. 640, 645)

203 (Ethics Resource Center, 2007, p. 9)

204 (Avey, Palanski, & Walumbwa, 2011)

205 (Dukerich, Nichols, EIm, & Vollrath, 1990b, p. 487

208 (Petrick & Quinn, 2001)

207 (Tepper, 2000, p. 186)

2%8 (Trevifio et al., 2006, p. 955)

29 (Deshpande et al., 2008, p. 539)

210 (vjctor & Cullen, 1988; Wimbush, Shepard, & Markhal997, p. 1713)

211Quotes from the ERC (2007, p. 9); earlier reseascb@me to similar conclusions but discussed their
findings via less-pointed terminology (Trevifio &t 4998, p. 471).
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organization’s leaders have built (or permitted) into their org#niza culture. In this
thesis, the term “collective leadership behaviour” is adapted from #ren t“collective
leadership.” Collective leadership describes a power-sharemago amongst a network of
diversely skilled, uniquely positioned, formal and informal leaders.leCiole leadership at
the strategic level is likely a more powerful influencer thadividual leadership
collective leadership is normally distributed according to ctigspertise?** and all persons
who make up a collective leadership network are not equal contritftot3nderstanding
these facts is essential to analyzing the impact of collective |égal&ehaviours.

Collective leadership behaviours are observable through norms su@taadard
Operating Procedures, vetting and hiring practices, and disciplpadterns. They can also
be observed in leaders’ general attitudes about equality and fair@sar links have been
established between *“collective leadership behaviours” and the lethétwviour of
subordinates, particularly when collective leadership behaviours impaah organization’s
ethical climaté®® When vetting and hiring practices rigorously screen the backgroudds a
motivations of prospective employees or when companies reinforoeastis of good
discipline, then collective leadership behaviours contribute to makingirag@nal cultures
conducive to ethical behavioti®

Literature suggests that commercial organizations can be dedtty civil society and
that individual and collective leadership behaviours are important dititefing social
control?*’” PSCs are commercial organizations and may therefore bectstibjthe same
mechanisms of social control. Previous researchers have studiedpte of individual
leadership on ethical behaviour within militaf®sand commercial organizatiofs’ but they
have stopped short of making specific mention of PSCs. Otheragleseahave analysed the
capacity of PSCs to behave according to ethical norms saelyfanction of limits imposed

by regulatory, political, psychological, and social factfs.Although a small amount of

%12 (Denis, Lamothe, & Langley, 2001, p. 810)

213 (Friedrich, Vessey, Schuelke, Ruark, & Mumfordp20p. 933)

24 (Leithwood & Mascall, 2008, p. 530)

Z5(A. Chen et al., 1997)

2% (Franke & Von Boemcken, 2011; Schulz & Yeung, 2008)

217 (Ethics Resource Center, 2000, 2003, 2005, 20009,2011)

%18 (Benest, 2007, p. 11, 2012; Karrasch et al., 20K Ministry of Defence, 2004, p. 23; US Government
2006, p2-4; Yukl & Van Fleet, 1982, p. 100)

%19 (Bass, 2008, Chapter 5; Judge et al., 2002, p. 8ifle 1; Kouzes & Posner, 1989, 1995, 2008, 204pa
14-23, 2010b)

220 Government and self-imposed regulatory factorsaffact PSC behaviours have been examined andetkba
in detail (D. Brooks & Streng, 2012; Cockayne, 2008ckayne et al., 2009; Kinsey, 2005a, 2005c, 2008
Kinsey & Patterson, 2012). Abrahamsen and Willigg@09, 2011) and Ranito (2014) assess the irtgrpl
between regulation, international politics, and-tieeralist political theory as it pertains to PSCGérdoljak
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research has addressed collective leadership behaviour withintR&€esfindings have been
limited to only those collective leadership behaviours that aféesployee diversity*
Diversity factors including gender, race, identity, and the motimatof contractors have all
been linked to PSC members’ capacities for violent or unethitevimur. Some research
suggests that collective leadership behaviours that emphasize r'gamaleness education,
and recruiting and retention of female employees” can minimizeho aggressive
behaviours common to some military and police subcultures that ¢eddirhan rights
violations in hostile environmenté?> However, these suggestions have yet to be rigorously
explored. By stopping short of comprehensively analyzing the impla&tadership on
ethical issues, researchers have failed to construct a erexkplanation of how leadership
might help civil society to better control the behaviour of PSChis fhesis takes a new,
leadership-centric approach to understanding the mechanisms avadativil society for

controlling the behaviour of PSCs.
Conclusion of the Review

Many texts in the PSC literature attempt to assess swdiety’s ability to control the
behaviour of PSCs. However, those texts fail to comprehensanallyse all of the factors
that influence ethical behaviour. This thesis helps to comple&irexiarguments by
exploring the impact of leadership on the ethical behaviour of prieateisy personnel; thus
enabling leadership theories to further inform wider debates aausociety’s ability to
ensure that PSC personnel adhere to the social and ethical normsdégiin national and
international laws. This thesis assesses the capacity@§ RSbehave according to ethical
norms using criteria derived from leadership theories. And,lfindlis thesis reaches a
conclusion about society’s ability to control PSCs based on an an@ysigferent levels of
decision-making authority within PSCs) of the impact of leadershifhe ethical behaviour

of contractors.

(2010) and Higate (2012b) examine the impact of RRf0latory regimes from a gendered perspectivieeOt
authors have noted that psychological factors sisaine underlying motivations of contractors areamo
important than regulation (Dunigan, 2011; Machaig&x 4; Pattison, 2008, 2010, 2014).

22! (Franke & Von Boemcken, 2011; Higate, 2012a, 2012b

222 (Schulz & Yeung, 2008, p. 10; Vrdoljak, 2010, p72
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Chapter Three: Methodology

This chapter explains the theoretical and methodological framewloaksinderpin this
thesis. It then details the research design by explainirgaitgling procedures, participant
selection criteria, interview procedures, instrumentation, and datgsas procedures. The
data analysis procedures are divided into three phases of coditi@, focused, and
theoretical. Each coding phase is explained in detail with soxaenges given to
demonstrate how key coding processes were executed. The valdlitgl@ability of both the
instrumentation and coding procedures are also discussed in this sddtiersection closes
by acknowledging limitations of the research that stem from ne¢hodology, design,

instrumentation, sampling procedures, and data analysis techniques thamptrged.

Theoretical and Methodological Frameworks

The aim of this thesis is to identify and analyse leadershipjsact on the ethical
behaviour of PSC personnel. Leadership and ethics are two themaethaghly contextual
and can be difficult to quantify in numerical terms. Conceptionsaifdrship, for example,
are subjective according to whether one views leadership as doutatival, stylistic, or
processual phenomenon. Conceptions of ethics are subjective accorddgittual and
situation-specific variableS$® This thesis therefore adopts an interpretivist theoretical
framework as the most suitable framework for exploring leadersimd ethics. An
interpretivist theoretical framework accounts for different cptioas by emphasizing the
impact of social context on meaning during qualitative data andf/ses.

It is noteworthy that both positivist and critical theoretif@meworks were also
considered as guides for the research underlying this #iebist they were not selected due
their poor fit with the thesis’s objectives. Positivist redeaseeks “precise empirical
observations” that can be difficult to validate when discussing sugeatatters with
research participanté® This thesis explores two subjective subjects: leadership hius.et

% peoples’ biases and perceptions of themselvest dffeir perceptions of others (Atwater & Yammatrino
1992); bias and perception must be considered &hatysing data.

224\Weber (1978, p. 9, para. 6) outlines the definitid “meaning” and culminates his thoughts by gt
“understanding involves the interpretive grasphaf ineaning present in...context.”

25 «The main qualitative paradigmatic choices areitpast (driven by theory), interpretivist (drivemy the
views of those in the study setting), and critisdlaped by the belief that individual behaviouesthe result of
structural inequities)” (Schensul, 2012, p. 69)

226 (Neuman, 2003, p. 70)
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Furthermore, positivist research is validated by way of “ti@utd...scientific standards of
rigor” and is considered valid or invalid in large part according toréhability of the
instruments uset’ This thesis analyses qualitative data gleaned through thesisnaf
textual information. It can be difficult to precisely state teliability of qualitative data
collection instruments. Critical research acknowledges socialextorand attributed
meanings; however critical research seeks to frame cupteghomena with respect to
historical events and precedents. The end-state of a criéisa@anch project is that some
significant change should be suggested or instittffedhis thesis does not seek to establish
or defend a normative position on PSCs but rather to contribute irifforthat helps to
explain leadership’s impact on the ethical behaviour of PSC personinékrpretivism
provides a theoretical framework that assists in achieving this thesis’ goal

Interpretivism  encompasses many methodologies including hermeneutics,
ethnomethodology, phenomenology, and grounded theory¥&Tf these methodologies, a
GT approach appeared to offer the best chance of yielding new ladulerenformation
because (as explained the following paragraph) GT is a flerieklhodology designed to
explore social phenomena in areas where little research .exidesrmeneutic research
explores social phenomena and it accounts for the intentions thahilnel geoples’ actions,
but it does not emphasize the discovery of why people ‘intend’ hay ©do®*°
Ethnomethodologies have the potential to generate very detailedtslidtaisgpically require
researchers to spend significant amounts of time embedded in tilme ¢hey are studying:
Phenomenology seeks to relate perceived ‘realities’ to “thetyaoif thoughts and ideas [a
person] may have about reali§*? however this methodology also calls for extended time
and interaction with a select few individu&t8. Conducting the research underlying this
thesis using no methodology at all seemed inappropriate due to thasedrlikelihood that
data would be interpreted illogically or that others would not be able to higtetirepeat, or
adapt” the findings of this thesi&’

Unlike the previously mentioned interpretivist methodologies, GT relsesudesigned to
create new theory rather than to apply or test existing theorldége review of literature

227 (Andrew & Halcomb, 2009, p. 123)
228 (Neuman, 2003, p. 81)

229 (Neuman, 2003, p. 76)

230 (Moustakas, 1994, pp. 8-11)

1 (Creswell, 2009, p. 58)

232 (gpinelli, 1989, p. 28)

233 (Giorgi, 1985, pp. 8-22)

234 (Schensul, 2012, p. 71)

57



determined that research has not yet been conducted on the sulbgacteoship skills and
behaviours within PSCs. Although a great deal of research hasdrercted on leadership
and ethics within organizations similar to PSCs, existing reldeas thus far failed to yield
conclusive results: no theories regarding leadership and/or efipesir to encompass every
context or appear to have the universal acceptance of reseaaddefgactitioners. It is
therefore not unreasonable to research leadership and ethics witGs fRfn a fresh
perspective. Because GT has no “particular commitment to spkicils of data, lines of
research, or theoretical interests,” GT research designdedailored to fit a variety of
purposes and research questiohsGT’s emphasis on new discoveries “in areas where little
is already known” makes GT a good fit for this thédis.Additionally, in comparison to
other interpretivist methodologies, “one of the strengths of [GThas it explains what is
actually happening in practical life at a particular tinaher than describing what should be
going on.”®" This improved the chances that this thesis would be able tdbtgatnew
information to contemporary PSC debates.

Grounded theories are specific to phenomena and can be derived by ceagtructivist
(Interpretivistic) or objectivist (Positivistic) research gesi?*® Charmaz’s constructivist GT
is an interpretivist methodology selected as this thesis’&adetogical framework for the
following reasong®® Constructivist GT adheres to the philosophical underpinnings of social
constructivism, a philosophy that is closely linked to interpretivasid to Vygotsky's Social
Development Theory (SDT). SDT asserts that cultural and somiéxts are important to
cognition and generating new ideas. Vygotsky outlines how sateactions, including
speech and “more knowledgeable others,” are required to progressspeuplgal and
problem-solving abilitied’® Similarly, this thesis asserts that cultural and somatexts
must be considered when analysing leadership and ethical data. Dis¢apsech) and the
comparative advantages in knowledge between the researcher eadcheparticipants
(“more knowledgeable others”) are used to create defensible etipten@f phenomena
(meaning). ConstructivistGT is, therefore, specifically a good fit because it acknovesdg
that data and theories represent subjective interpretationditf tleat are influenced by both
the researcher and research participants. The researcherxp&rences within the private

security industry posed challenges to bracketing and could be seesoasce of bias: the

235 (Strauss, 1987, p. 5)

238 (Goulding, 1999, p. 6)

%7 (McCallin, 2003, p. 203)

238 (Charmaz, 2006, pp. 129-131)
239 (Charmaz, 2006)

240 (ygotski, 1978, p. 57)
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researcher spent two years working within an armed privatarise company before
conducting the research underlying this thesis. However, in congisu@il research, social
context and meaning are jointly ‘constructed’ by researchersraesebrch participants.
Constructivist GT calls for only a modicum of bracketing insafaresearchers are expected
to evolve interpretations and meanings as interviews progress.prébtical impact of the
researcher’s experience in the private security industririsirésearch’s design, procedures,
and findings is discussed in further detail in the section beloweeh&eflexivity in the
Research Design, Procedures, and Findings

Finally, the theoretical and methodological frameworks selectedttie research
underlying this thesis have demonstrated their suitability in prevetudies addressing
similar thesis questions. GT has been used to researclptpmnseof leadership within
geographically-dispersed, high-performing, consulting teédfmgerceptions of high-quality
leadership programmé¥ the use of leadership to overcome resistance to ciahaged the
influence of organizational design on leadership and decision-m&KingHistorically,
leadership studies have focused on the actions and behaviours of fapminted leaders
while generally neglecting leadership processes. Parry sifisattoecause GT is focused on
generating new theory rather than testing existing theotiesuid be ideal for revealing the
nature of leadership processes —something existing leadershigsheave thus far failed to
reveal®”® By employing a GT methodology, the research underlyingtibisis could help to
determine what processes lie behind the observable leadership behalemtified by many
mainstream qualitative studié¥.

It is noteworthy that, while GT research is designed to createtheory rather than to
apply or test existing theories, this thesis seeks only to providenfi@mation that could be
useful to the future development of a new, substantive theory. @arckers define a
“substantive theory” as one that “explains phenomena within spedfitexts.®*’ A
substantive theory is differentiable from a “formal theory,” whielxplains phenomena
across a range of context® While a strict interpretation of the definitions accepted By G
might make it possible for this thesis to develop a substantive thberyesource and time

241 (Cash-Baskett, 2011)

242 (Ejch, 2008)

243(Kan & Parry, 2004)

244 (Rowland & Parry, 2009)

245 (Parry, 1998b)

2464GT] aims at identifying processes of forces thafe rise to activity” (Hunt & Ropo, 1995, p. 381)
247 (Glaser, 2007, pp. 97-98)

248 (Glaser, 2007, pp. 98-99)
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limitations inherent to the scope of a PhD thesis would cause tiggyaind reliability of
such a theory to be limited to the research sample populatibe. value of a substantive
theory generated by this thesis would be limited to the point thembre practical for this
thesis to seek to simply ‘provide new information.’

Thesis Questions

This thesis identifies and analyses leadership’s impact onthiealebehaviour of PSC
personnel in order to use leadership theories to inform debates abbsbciety’'s ability to
control PSCs. Its central thesis question is: “to what extenteddership skills and
behaviours influence the ethical behaviour of British PSC personnelhostile
environments?” Dunican states that, in a GT study, a reseaebks to explore how and
why phenomena occéf® Accordingly, three sub-questions have been posited to ensure that
this thesis goes beyond simple description and culminates in new information thlcassist
in the creation of a theory explaining how and why leadershipenfies the ethical
behaviour of PSC personnél’

1) What are the drivers of ethical behaviour for contractors in hostile envirortments
2) Which leadership skills and behaviours affect those drivers of ethical behaviour?
3) What is the magnitude of leadership’s impact on the drivers of ethical behaviour?

The thesis sub-questions allow this thesis to determine threa thiegral to answering
the central thesis question. Sub-question (1) seeks to determine rteévexk relative
importance of ethics within the private security industry. Thisrmétion is pertinent to
addressing critical concerns about the ethical dispositions ofpe&0nnef>* Sub-question
(2) seeks to determine the extent to which leadership theorggd be useful for informing
debates. This information is pertinent to understanding exactly valsigbcts of leadership
are important within PSCs. This is important because resbascimot yet established that
any particular leadership traits, skills, or behaviours are umilnsecessary for effective

leadership. At best, some research has established that patiiait$, skills, and behaviours

249«The net outcome of GT research is a theory thatains a central phenomenon, its causal condjtiths
intervening conditions and its consequences” (Dami@005, p. 256).

% Theories generated via GT research are “moredrsat of findings; [they offer] an explanation abou
phenomena.” (Strauss & Corbin, 1998, p. 22)

%1 (Krahmann, 2008, pp. 259-260).
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are factors of effective leadership and the perceived success of mffifaapd commercial
organization$>®  Finally, sub-question (3) seeks to determine the degree of empt&Gis
personnel should place on leadership to elicit ethical behaviour.infdrimation is pertinent
to addressing critical concerns about the limitations of regwylatfforts and other control

mechanismé$>*
Research Design

This thesis explores perceptions of leadership and ethics. kbgiland ethics are both
subjects that are qualitative in nature. This thesis also eggadership’s impact on ethics
within PSCs. A significant body of literature on the subjedeatlership within PSCs does
not exist making it impossible to collect contextualized daienfsources other than people
with personal experience of the phenomenon. It was therefore els$entie research
underlying this thesis to collect new, qualitative data in ordempeadorm qualitative
analyse$>>

The following sections describe how first-person, qualitative dathegad through
purposive and theoretical sampling was used to inform the reseanehterins purposive and
theoretical sampling are often used synonymoti§lyhowever, this thesis distinguishes
between the two types of sampling according to Coyne and Gfas@urposive sampling
requires researchers to select research participants acctwdine likelihood that they will
reveal a great deal of information about the subject being examihlegloretical sampling
requires researchers to select research participants acctwdine likelihood that they will
reveal new information, different from the information that hasadlyebeen collected.
Exploratory interviewing was used to collect data becauseit effective way of collecting
gualitative information on inherently personal subjects such asppemte of leadership and

ethics®*® Interviews were coded according to the coding techniques and ppresssbed

%2 (Benest, 2007, p. 11, 2012; UK Ministry of Defen2604, p. 23; Yukl & Van Fleet, 1982, p. 100)

253 (Bass, 200&h. 5 Judge et al., 2002, p. 76Bable 1 Kouzes & Posner, 2010a)

%4 (Ralby et al., 2011, p. 6)

25 (Glaser, 1992, p. 12); “Qualitative research amalysis give the intricate, most relevant and peotatic
details of the phenomenon. It is a basic reseappinoach in a new area to do the qualitative rebesmd
analysis first...”

2% (Coyne, 1997; Tuckett, 2004, p. 53)

%7 (Coyne, 1997, p. 624; Glaser, 1978, p. 37)

28 (Oppenheim, 1992, pp. 66-67)
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by CharmaZ>® New information resulting from analyses was used to andveethesis’s

central question.

Reflexivity in the Research Design, Procedures, and Findings

Before discussing the sampling procedures, participant selectiteryiew procedures,
instrumentation, and data analysis procedures of the researchyungd#rls thesis in detail,
it is important to note that the two years that the reseasg®st as a project-level leader in
the private security industry may have had a practical, positiygact on conduct of this
research. Higate and Cameron discuss the benefits of théhawge@phic methodology,
reflexivity, and researchers “writing themselves in” to tteim research®® Surrendering
one’s self to the assumption that “the values of researcherseganbe eradicated from their
work and no amount of methodological technique or declarations of biasrigathetn of
their theoretical presuppositiof&® has the benefit of acknowledging, and perhaps even
constructively leveraging, one’s personal motivations and biasesislthésis, however, the
researcher chose to bracket himself out of the research pr@ce®e maximum extent
possible) in an attempt to minimize the risk of personal biasearoomting conclusion<?
The following paragraphs in this section describe ways in whicheearcher’s background
may have had a positive, negative or neutral impact on the outcome i&stiarch, despite
the modicum of bracketing techniques that were used.

First, as briefly noted in Chapter Onetroduction this research’s focus on British PSCs
stemmed, in part, from ‘the limited resources inherent to Ph&arels’. Limited time and
funding made it difficult to access foreign PSCs headquarterether parts of the world.
However, the researcher’s geographic location and industry knowddldge=d for relatively
immediate access to British PSCs; especially those heaeispthin the vicinity of London.
Given the relative shortage of research focused on British P®@8ndi the scope of this
research to the British industry seemed to be a good way tlcagpion the researcher’s
background whilst still contributing new information to the body of knowledge.

The researcher’s previous employment in the industry had no dideegfiect on the

sampling procedures. 16 separate British PSCs were senk&@pés Approach LetterS?

29 (Charmaz, 2006)

20 (Higate & Cameron, 2006)

21 (Hardy, Phillips, & Clegg, 2001, p. 534)

%2 (Charmaz, 2006)

23 5ee: Appendix A: Gatekeeper Approach Letters
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and these letters gave no indication of the researcher’s previglgyement in the industry.
Any researcher without previous industry employment experience vieuitjually capable
of reaching out to the same British PSCs. However, therobsgas industry experience
might have influenced the four PSCs that responded to the Gateldggpeach Letters to
subsequently decide to participate in the research. Upon recedgpgnses from the four
interested PSCs, the researcher met with their represestatnd stated up-front that he had
worked in the British private security industry bef6te. The researcher's previous
employment experience enabled him to demonstrate a professwelabfid&knowledge about
the industry which may have encouraged the PSCs to participétteough, the four PSCs
had already exhibited an initial interest in the research, dbearcher might have had an
advantage over other researchers without previous industry empibgx@erience in terms
of rapport and credibility.

The researcher’s previous employment in the industry did have sdfect on the
participant selection process. Approximately three yeaw poi conducting the research
underlying this thesis, the researcher had some professional tcositadhree out of 24
(12.5%) of the research participants. Previous professional capgpetred to motivate
these three participants to deliver more-prompt responses to imtenxigations and to be
more flexible in scheduling interview discussions. These partitspalso seemed to ask
fewer questions about confidentiality and anonymity than other parttsipauggesting a
heightened level of trust and understanding based on the previous professiotamit.
Additionally, two qualified participants declined to participate hie tesearch due to their
previous professional contact with the researcher.

It is reasonable to believe that the researcher’'s previous indespgrience had a
negligible impact on the data that was elicited during intervieRarticipants were able to
use many acronyms and industry jargon without disrupting the flowoafersation to
provide lengthy explanations. The following excerpt contains skeeefiquial industry

terms:

But for the mainstream, the same people who work in secugtyharsame people
who work in [military] PSDs protecting civilians.laughl You get a group of guys
together; everyone is wearing combats, vests, and wearing cag®u¥ith
Blackhawk gear and running around with your M4 rifle and bits and pieaeging

off your belt*®°

%4 The researcher's employment history was also alvigilas public knowledge via a CV and personalilerof
posted on www.LinkedIn.com
25 (Interview #1)
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It was unnecessary for the participant to stop to define thaiaegemnal structure, size, and
capabilities of PSDs (“Personal Security Details”) and/ordédine “combats”, “vests”,
“Blackhawk gear” and “M4 rifles” (military style clothing aretjuipment) to the researcher;
thus potentially increasing the amount of data that was coll@stetiort periods of time.
However, with good rapport-building skills, flexible interview scheduland adequate
preparation, other researchers without previous experience in the yndusiid be equally
capable of eliciting similar information. It could be argued tih&tre is always a risk of
interviewers misunderstanding participant responses. Prior erperin the industry might
cause researchers to assume common usage of terms whepgragibave actually ascribed
different meanings to terms. As described in the section befditled Limits of the
Instrumentation,the researcher sought to mitigate this risk by using “reflgXito help
ensure that participants’ use of terms was accurately undef&food.

Additionally, the university’s ethical approval for the research uyider this thesis was
granted on the condition that participants would limit discussions of patgiitegal ethical
infractions. In the explanation of the interview process (deschi@bolv in the section
entitled Interview Procedures all candidates, including those previously known to the
researcher, were equally dissuaded from discussing illegaltestithat might obligate the
researcher to report information to authorities. Furthermoreoalipany names, personal
names, locations, and dates were anonymized and all participdmesresearch were equally
allowed to decline answering questions. The three participants who had previousquralfess
contact with the researcher did not appear to answer questioneertlffethan those
participants who had no previous contact with the researcher. lyfFiagaldiscussed in the
following section entitledSampling Proceduresthis research’s sample population was
selected for diversity rather than representativeness. If sbitiee data from 12.5% of the
sample populatici’ was unduly influenced by prior contact, then the impact on the thesis
would be limited to reducing the ‘scope’ rather than the ‘reprateabhess’ of the research’s
findings.

Finally, in constructivist GT research, social context and meararg jointly
‘constructed’ by researchers and research participants dinenopterview (data collection)

process. The constructivist GT methodology requires researchevslt® énterpretations

%% Here, the term “reflexivity” is used accordingHall & Callery (2001, p. 264) to mean “examiningvhfthe
interviewer] and the participants [monitor] eachests talk and [respond] to each other in inteacti
%73 of 24 participants = 12.5%)
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and meanings as interviews progress; however, this does not na¢alfferent researchers
(with or without previous industry experience) should produce substartiti#rent findings

if they are using similar sample populations, instruments, and procedure®nstructivist
GT research, researchers determine justifiable interpretations amihge using three phases
of coding and the constant comparative method (discussed in detail sedtien entitled
Data Analysis Procedurgs Researchers ‘jointly construct’ social contexts and meaning
with participants by using reflexivity during interviews to @resa correct understanding of
data and by gradually creating and evolving codes, categorieshemes as an increasing
number of participants contribute new data. The ‘joint construction’ edining during
constructivist GT research is limited, however. Although, data sisalyrocedures are
influenced by researchers’ goals, rapport-building skills, interviewintg s&ihd coding skills,
constructivist GT research does not allow researchers to presuppearings or
independently interject their own perspectives into the data. #dharehers, with or without
previous industry experience, should, therefore, ‘jointly construct’ mgamwith participants
using similar techniques that result in substantively similadifigs. To help ensure that
researcher bias borne of previous industry experience did not unfdidgnce the findings
of this thesis, researcher triangulation was used to check tltityand reliability of the
coding process (discussed in the section appropriately entitled befowgcond researcher,
trained in coding but with no experience or knowledge of the privaterige industry,
produced very similar codes and themes.

In summary, it appears that the researcher’s previous indegierience was useful for
quickly gathering data and more-readily understanding the nasatdf the research
participants. But it is also reasonable to believe that otBearehers attempting to duplicate
this research would produce similar findings if they used simktruments and sampling,

participant selection, interview and data analysis procedures.

Sampling Procedures

The research underlying this thesis began with a purposive “sangifetegy aimed at
phenomenal variation and then [proceeded] to theoretical sampifhgrhis accepted GT
participant selection strategy is very similar to non-proportignata sampling. Patton and
Cutcliffe suggest that it is normal to begin GT sampling wititegon or some form of

28 (Sandelowski, 1995, p. 182); Sandelowski addre&si#srion” sampling, which is a form of purposive

sampling.
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purposeful sampling “which is then superseded by theoretical sanmgdirige data/theory
highlight the direction which further sampling needs to foll6%.” To obtain sampling
frames, corporate offices from British PSCs were provided witiGatekeeper Approach
Letter” (Appendix A The letter detailed the objectives and parameters of thsssthad

encouraged PSCs to provide the researcher with access to adragoealified research
participants.

Requests were sent to British PSCs asking for their assstangroviding sampling
frames in the form of contact information for leaders who mets#tection criteria. Non-
probability, purposive sampling was done from within the provided samplamges to
facilitate theoretical saturatidh’ Due to labour mobility in the private security industry,
sampling frames were assumed to be demographically simithetPSC leader population.
It is important to note that demographicaymilar samples do not yield data that is
necessarily representative of the total population unless theesaimplis sufficiently large.
The sample population for the research underlying this thesis nebaglanned to be
sufficiently large enough on its own to generate a robust, substantive theaas, liowever,
expected that the ‘emergent’ sampling frames used in tharobseould require updating
because some variables would be unknown during the initial and focused pbedseg’*
Patton notes that, as categories within GT research begitutatea sample frames can be
changed to ensure that subsequent interviews are prodt/étiiring theoretical sampling,
information gained from initial research participants can bd ts@djust the data collection
strategy?’® Participants from within the sampling frames were sefReséarch Information
Sheet & Informed Consent FormAgpendix B. In accordance with the ethical research
guidelines required by King's College London, recipients of this pdtkeétthe freedom to
volunteer or decline participation.

An exact sample size could not be pre-determined for the resgaitellying this thesis
because the GT methodology depends upon theoretical sampling to bivesffeThe
adequacy of a theoretical sample is not judged on size but instead “on the basis oddlgw wi
and diversely the analyst chose his groups for saturating categaeeording to the type of

259 (Cutcliffe, 2000, p. 1477; Patton, 2002, p. 238)

#0«Theoretical Saturation” is reached when themeshmadefined in terms of their “properties, dimensi, and
variations” and further data collection continuesdveal the existence of the theme without rexagadinything
new about it (Corbin & Strauss, 2008, p. 263).

2’1 This research used sampling frames and so itslsawas not “fully emergent.”

272 (Patton, 2002, p. 240)

273 (Glaser & Strauss, 1967)
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theory he wished to develop’® Theoretical sampling continues to seek participants as long
as there is a reasonable chance that new information mighticgigtly contribute to the
development of theory. GT studies similar to the research unugitiyis thesis suggested
that theoretical saturation of a considerable number of categooiddd be reached within
approximately 15 interviewS> To avoid Sandelowski’s concerns that, even in GT research,
it is possible to have sample sizes too small to support conclusmrducting fewer than 15
interviews was not consideréf. However, the nature of theoretical sampling meant that
there was a clear possibility that more than 15 interviews couteetessary. In the case of
this thesis’s research, 24 interviews were conducted to achievedcessary degree of
breadth and diversity. This decision is discussed in greaterl detaChapter Four:

Presentation of Findings
Sample Pool and Participant Selection

The sample pool for this thesis’s research was made up of peoplaavadoth held
leadership positions in British PSCs and participated in BritisG Bferations in hostile
environments. Geographical circumstances limited this thesis&arch to recruiting PSC
employees from London-based PSCs; however, many of the people sartime pool
worked worldwide and had little personal contact with the geograpbec of London. Most
people in the sample pool had also worked for multiple PSCs throudieuicareers and
thus the labour-mobility inherent to the industry was assumed to beientfto mitigate the
threat of a ‘London bias. The sample pool appears to adequately incitisle BSCs from
the whole of Great Britain. Two criteria were establishethéinitial stage of interviewing
to “maximize the possibilities of obtaining data and leads for more data on thensi&<f]

The first selection criterion was to have held a formal leageosition within a British
PSC for at least one year. One year was assumed to benlmnghefor a participant to have
settled into their leadership role such that they could speak abodasta and status quos
While some researchers might consider one year a short amdimepChurchill and Peter
support erring on the side of more-inclusive participant selectitaria, asserting that

sampling characteristics have less impact on the reliabiftystudies than measure

214 (Glaser & Strauss, 1967, p. 63). GT does nottaigeneralize research findings to a broader ptipala
minimizing the importance of size. It is the “repentativeness of concepts, not of persons, [ghatpcial”
(Corbin & Strauss, 1990, p. 9).

27> (Cash-Baskett, 2011) n = 10; (Eich, 2008) n >(K&n & Parry, 2004) n = 22 (semi-structured intews)
278 (sandelowski, 1995, p. 179)

277 (Glaser, 1978, p. 45)
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characteristic§’® The inclusiveness of this study’s sample selection crifgndaided an
opportunity for data analyses to partially determine if or hodependent variables (branch
of military service, time spent in hostile environments, etc.) affectedipantis’ responses.

Formal leadership positions were categorized according touhks lef decision-making
authority that Kinsey identified as being integral to the mijoes of PSC hierarchié&’ In
descending order, those were: [corporate-level] senior leacegmnal- or project-level
leaders, and supervisor or team leaders. Selecting pantiffom a range of levels in the
hierarchy [and] a range of functional areas” constitutesifsétht heterogeneity sampling
which encourages diversity in collected data and expedites tl@breimpling®® The
research underlying this thesis sought a similar number otipartiis from each decision-
making level.

This thesis’s research used the BAPSC and the SCEG (ADI®ite® to verify that
PSCs were British and it used PSCs’ websites or direct ¢onilt PSCs’ operations
departments to verify that the PSCs conduct operations in hostil@mments. Although
gender was not a criterion, the overwhelming majority of PSCopret in hostile
environments are mafé® It was not reasonable to expect that female participants vbeuld
accessible at the project level or below.

The second selection criterion was that participants had to Heesealility and
willingness to speak about their leadership experiences “reascendisiylately.”** Useful
gualitative data gathered from personal interviews depends on pamtigiving “detailed,
focused, and full” account§® A potential participant’s ability and willingness to articalat
his experiences was determined during initial contact. Respondéitould not offer

complete or detailed responses were considered unsuitable and not pursued.
Interview Procedures

This section describes the procedures that were developed anddadheoeensure that

interviews collected data in a controlled, uniform, and ethical manfieis section explains

278 (Churchill & Peter, 1984, p. 369) The GT researtash-Baskett (2011, p. 66) also uses ‘one yesael
selection criterion.

219 (Kinsey, 2005b, pp. 193, 196)

280 (parry, 1998b, p. 93); Parry’s sampling methoekis/ similar to and compatible with SandelowskI995,
p. 182) sampling method described in the previeatian.

481 (Schulz & Yeung, 2008, p. 4)

22\illig (2007, p. 211) discusses “reasonably attitel’ as a selection criterion important duringeiniews for
phenomenological research but the criterion coldd pertain to other methodologies.

83 (Charmaz, 2006, p. 14)
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its usage of pilot interviews, the Interview Guide approach, afplamtegrating interviews
and analyses, and a checklist of steps that were followed for each interview.

Before contacting and interviewing actual participants, p#stst of interviews were
conducted on three people with characteristics similar to mamifethe sample podf?
Pilot testing ensured that the interview questions comprising tleeview guide were
understandable and that the transcription plan was workable. Followingilthetests,
guestions in the interview guide were adjusted as necessamptove their clarity. The
‘adjusted’ questions of the interview guide are discussed in det#ile following section
entitledInstrumentatioras well as being shown Appendix C.

Participants were interviewed using the “Interview Guide” apgroaThe “Interview
Guide approach” prescribes a set of core questions to paradlige interviewer effects and
bias by “[ensuring] that the same basic lines of inquiry][@esued with each person

interviewed. 28

This approach allows researchers the flexibility to adajgrviews to
“particular individuals and circumstances” and to explore new direstio achieve the goal
of theoretical saturation. The Interview Guide approach faeitahly semi-structured (non-
standardized) interviews. Core questions written into interviedeguénsure some degree of
comparability between participant responses and they reduceiaemter effects and bias;
however, the interviewer is allowed to deviate from the presctibedf questions to pursue
developing areas of interef.

Interviews were integrated into analyses via constant comparatalysis. ‘Constant
comparative analyses’ began upon the third interview and subsequenmviéinge and
observations [were] informed by analytic questions and hypothesescabegories and their
relationships.2®”  Allowing past interviews to inform and shape subsequent intenigwas
key mechanism for ensuring that GT research has breadth and untwvdud range of
information inherent to a new subject. Participants were inteedem-person whenever
circumstances permitted, however PSC leaders at regionalctprajel team levels, were
often located in foreign countries (hostile environments) around the w@éshgraphically
distant leaders were interviewed “face-to-face” via Skypgewmdconferencing software.

Telephone interviewing was directly compared with face-to-fiaterviewing: telephone

284 (Champ & Boyle, 2003, p. 88)

285 (patton, 2002, pp. 343-344). Cash-Baskett (20441, & Parry (2004), and Eich (2008) are exemplary
leadership researchers who used adaptations @fifPathterview Guide approach to collect data dyi@Gir
studies.

288 (Patton, 2002, p. 349)

287 (Strauss, 1987, pp. 26-27)
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interviews increase accessibility and perceptions of anonymitytelagthone interviews also
decrease researchers’ abilities to establish rapport,veeo&ual cues, and interpret non-
verbal communicatio®®  Skype video-conferencing software was assumed to offer
accessibility while maintaining some of the rapport-building and rewhal communication
advantages that stem from visual contact.

Finally, the following checklist outlines the steps that weredu® ensure that ethical

guidelines were followed and that data was accurately recorded:

1) Invitations to participate in the research were distributed tpleaframes through
British PSCs supporting this research. When advised by a suppB&@Gg the
researcher sent a personal invitation to qualified membetiseofample frame to
encourage greater participation. As specific leaders agoepdrticipate, meeting
times were established via email. In the same email, infbrepasent forms and
research information shee#ppendix B were distributed.

2) One day before the meeting, participants were sent remindersstoe that the
meeting could still take place. Webcam and audio recording equipment wede test

3) At the start of each interview, participants were greetedstablish rappoft® and
then briefed on the interview process. During the greetingetearcher introduced
himself and informed participants of his prior employment in theafe security
industry. The purpose and goals of the study, the definitions of etiddsadership
being used by the study, confidentiality procedures, and the part&ipghts were
reiterated. Participants were reminded that the conversatiobeias recorded and
they were asked if there are any specific time limits that need to bevetbse

4) Each interview was designed to last between 45 and 60 minutes! ihtédigiews
were conducted in accordance with the Interview Guiggéndix §; however, this
research avoided being “locked into...original concepts,” by acknowigdbiat it
could deviate from the Interview Guide if it was producing “ivalet” data®® The
researcher summarized participant responses during interviewsmpoove
accuracy’™

5) At the close of each interview, participants were asked if thex® anything that

they would like to add that might facilitate a better understanafimgy of the topics

288 (Sturges & Hanrahan, 2004, p. 116)

289 (Charmaz, 2006, p. 19; Patton, 2002, p. 365)
29 (Charmaz, 2006, p. 17)

21 (Giske & Artinian, 2007, p. 71)
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under investigation. Participants were encouraged to send a foll@waj if any
new thoughts about interview questions came to mind and they were dhiamke
their time.

6) Audio recordings of interviews were transcribed as soon as possibénscripts
were anonymized through the deletion of all personnel names, ognmzanes,
times, dates, and locations. Anonymized transcripts were rdttorgarticipants for
final verification. Upon verification, transcripts were analysed.

7) After all analysis was complete and a final draft ofttiesis was writtera 27-page
summary of this thesis’s research and its findings (consistiagtly of Chapter
Five, edited for relevancy) was distributed to participants. Othets pé the thesis
including the methodology, calculations, and discussion of the impact fofidinegs
on critical arguments were offered to participants upon their requéZarticipants
were encouraged to comment on the final draft before publication. fadilisated
participant validation and allowed participants a final opportunitypfarave their

participation in the research project.
Instrumentation

The “Interview Guide” consisted of open-ended and critical incident questions.
(Appendix ¢ Open-ended questions allowed respondents to communicate their own
perceptions of phenomena with less danger of the researcheetpretining categories and
perceptions®® Critical incident questions allowed respondents to use major et@nts
exemplify or illustrate important points. A critical incidasta “self-contained descriptive
unit of analysis” from which data can be extrad&dCritical incident questions allowed data
to be exemplified and contextualized in story form. ‘Hidden’ datatpaian often be mined
from critical incident questions because, during the processoof-t&tling, respondents
reveal information that they might not have consciously thought to reveal.

To mitigate misunderstandings that might have occurred due to variationpondests’
personal interpretations of the term “leadership,” questions did noessldeadership
directly. Instead, interview questions were designed to callet@ according to the sub-
components of the definition of leadership supported by the review matlite. Parry notes
that respondents should be “interview[ed] in depth about concepts whichbarelisate to

292 (Patton, 2002, p. 21)
293 (Patton, 2002, pp. 236-238, 439); asking criticeident questions is also known as ‘critical csampling’
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the overarching concept of leadership... [and]... have been confirmed irtéme Eterature

as being closely associated witha* Addressing leadership indirectly allowed this thesis to
go beyond identifying what leaders ‘do’ and to understand the processkslying
leadership. It also helped to prevent the researcher’s precahcaiirens of leadership from

influencing respondents’ answers.
Validity and Reliability of Instrumentation

This section describes the process that was used to constrpcintiagy data collection
instrument used during the research project: the semi-structuredianteguide. After
providing a brief explanation of the purpose of each of the core gugst the interview
guide, this section closes with a discussion of the measures e¢mattaken to improve the
validity and reliability of the instrument.

The interview guide was constructed according to the suggestionsyofaBret al.,
Flanagan, Parry, and Brod et’dl. These authors suggested techniques for constructing data
collection instruments for qualitative and GT research on leadershipeir suggestions
helped to maximize measures of the interview guide’s validitguracy, precision, and
reliability. To be clear, this thesis accepts the followdgginitions for validity, accuracy,
precision, and reliability: “Validity” is the degree to which iastrument measures what it is
designed to measure: if an instrument is designed to measuredughthwen does it measure
behaviour and not something else, like skills? “Accuracy” deschibesrepresentative an
instrument’s score is of the actual score of what is being ureghisif a behaviour is
“extreme,” then does the instrument record “extreme?” iB@T is the “delicacy of the
measurement scale employed:” does the instrument, for examgdsure according to a 3-,
5-, or 10-point scale? “Reliability” is “the ability of an ingtnent [to consistently] produce
valid scores:” does the instrument attribute the same score sarnhe phenomenon measure
after measuré?®

The following chart shows how each of the interview guide’s corstioums contributed
to answering the thesis’s three sub-questions. The core questonstahown in order so

that they can be grouped in a meaningful way. The chartlesved by an explanation of

29 (Parry, 1998b, p. 93)

29 (Brod, Tesler, & Christensen, 2009, p. 1267; BrynBresnen, Beardsworth, & Keil, 1988, p. 19; Farg
1954, pp. 22, 25, 29; Parry, 1998b, p. 95)

29 (Hammersley, 1987, pp. 77-78; Malhotra & Birksp&0pp. 313-315)
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how the interview guide questions were phrased to ensure that theniastrwas valid and

reliable.
Q C | iew Guid . c ibuti Thesis Ref
M ore Interview Guide Questions ontribution Sub-Question | R€ferences
1 [OE] Please describe your role and primary| - Identifies (IDs) how
responsibilities? leaders perceive thei -+ Q1,2 5,6:
5 [OE] What are the critical tasks or concerns| and others’ personal (Parry,
that seem to require the most attention? responsibilities 1998, p.95)
[OE] How much importance do your leaderg )
° seem to assign to ethical behaviour? - Ibs h(.)W Ieader§ © Q5,6
. . — .. perceive others (Brod et al,
[OE] Which practices or policies (if any) most . 2009
> understandings of '
6 | clearly reveal the priority that a company (o responsibilities (1) Whatare| p1267)
leader) places on ethical behaviour? P the drivers of
[OE] In your experience, what are the most ethical
3 | common ethical challenges inherent to D i behaviour for
operating in a hostile environment? ' rgsgi?:sl\:)i ethical| CONtraCtors in
[OE] Are there any people or pressures thaf gehaviour hostile - Q3,10, 7
10 | detract from your ability to make ethical environments? (z%rgg etal,
decisions / act ethically? b 1267)
[OE] Is there anything that you (or others) c{ - IDs positive '
7 | do to create or prevent ethical dilemmas for| pressures on ethical
subordinate employees? behaviour
4 | [OE] Have ethical challenges changed as | - IDs past vs. current ' Qt4| (E(;(())g
you've moved to new positions or companigs? pressures (time) S 1a2'é7) ’
[OE] What people, codes, rules, or training
9 | you find most helpful when you are faced wi :
: . o (2) Which
solving an ethical problem? - |Ds specific leadershi
[CI] What training or knowledge did you leadership skills and : Pl Q911,12
! , skills and (Parry
11 | possess that helped you to influence other behaviours that affed ; ‘
; ! R : . behaviours 1998, p.95)
people involved in the situation? the drivers of ethical
’ . . affect those
[CI] What actions did you take (or could youy behaviour :
L drivers?
12 | have taken) to prevent the situation or to
influence other people involved?
[OE] Whose actions (yours or others’) - IDs the magnitude of (?rzzawr:?ljclisétgf . Qs:
ultimately have the most impact when it leadership’s impact g o (Brod et al.
8 . . ) ) leadership’s '
comes to ensuring the ethical behaviour of on the drivers of : 2009,
contractors in hostile environments? ethical behaviour Impact on p.1267)
) those drivers?

Most of the interview questions (Q1-10) were Open-Ended (OE) questisigmele to
“maximize the chance of learning [leaders’] points of viéW.” A smaller number of the
interview questions (Q11-12) were Critical Incident (Cl) questiombjch are more
demanding of respondents in that they require respondents to recaflcspp@mplary,

personal experiencé® This thesis's questions were phrased “to investigate thecimpl

297 (Bryman et al., 1988, p. 19); Bryman et al.’s =gjipns were found to be particularly applicabléhis

research because the research example that théyrward is oriented specifically towards leadepstwer
contractors and sub-contractors.

2% Critical Incident (CI) questions are particuladgeful for studying combat leadership (p. 29),fi@paring
“[statements] of typical requirements...for evalugtthe typical performance of people engaged in [an]
activity” (p. 22), and for establishing traininggrerements (p. 25) (Flanagan, 1954).
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[leadership] theories of participants” in order to “help give ancetibn of the values that
they hold dear?®® All of the interview questions included in this interview guiderav
formulated according to the suggestions of the interview expedseneed in the chart
above. This helped to ensure that the sum of the questions (and tlé thamnterviews)
would lead to information that could be considered valid, accurate, precise, and.reliable

Questions #1, 2, 5, 6, 9, 11, and 12 meet Parry’s requirement for achievinge@ee
research” by exploring how leaders view their own leaderskipssand behaviours and how
leaders perceive others’ understandings of leadet&hiQuestions #5, 6, and 8 meet Brod et
al.’s requirement to understand the importance of a given impaaegestiQns #3, 7, and 10
follow Brod et al.’s suggestions for identifying “factors (mods#ijethat may either facilitate
or hinder relationships” between participants and the phenomenon beinmecarkinally,
question #4 meets Brod et al’s requirement to “include queries thdp h
identify...appropriate recall period[sf*

After creating the data collection instrument, several measuere taken to improve its
validity and reliability. To partially substantiate the valydif the data collection instrument
itself (the Interview Guide), the research underlying this thesmslucted a ‘content validity
check.” This check consists of an independent reviewer conductirsgia ¢heck to ensure
that the interview guide “adequately [covers] the entire domé&ith® construct being
measured*? Validity was further substantiated by adhering to the suggestf Brod et al.
who assert that the validity of a data collection instrumen¢lated to how the instrument is
used®®® Brod et al. cite some principles of GT and suggest thattgtiiadi research should
entail “direct communication” with people who have first-hand expee with the
phenomenon under examination. This thesis’s research used individnaeimgewith PSC
leaders “to adequately capture their perspective on issuegpoftance relative to the focus
of" leadership and ethics within PS&4. The validity of the interview guide was further
supported by several authors who assert that the criterion ofs‘titte most important factor
for evaluating validity’®™ In GT research, “fit" is defined as the degree to which the
research’s resultant theory is grounded in the data. The constaaigson method

facilitated “fit” by ensuring that theories borne from the v instrument were supported

29 (Parry, 1998a, p. 94)

390 (parry, 1998a, p. 95)

301 (Brod et al., 2009, p. 1267)

392 (Malhotra & Birks, 2006, p. 314).

303 (Brod et al., 2009)

304 (Brod et al., 2009, pp. 1263, 1265)

305 (Giske & Avrtinian, 2007, p. 69; Lomborg & Kirkeua 2003, p. 199)
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by data. This interview instrument could thus be considered validamsdf it yielded
“fitting” results.

Finally, the reliability of the interview instrument was imprduarough pilot testing the
interview questions. Pilot testing an instrument allows resear¢bdadentify and mitigate
sources of measurement error that could affect reliaBffity. Common sources of
measurement error in survey or interview instruments includeretiffenterpretations that
participants may have of the questions being asked; or differenbemental factors such as
the amount of time that participants require to answer questions. inf@iview instrument
was applied to conversations with two former PSC leaders whthemempling criteria but
did not want the content of their answers recorded or analysed fputhese of research.
Pilot tests gave the researcher an opportunity to revise quediainsould be interpreted
differently by different people and to get a better estimatbosdé much time interview
participants needed to answer questions. The validity and ligjiaddi the coding process
used on the data collected by this instrument is discussed sbpamat€hapter Four:

Presentation of Findings.

Data Analysis Procedures (Initial, Focused, and Theoretical Coding Phases)

In GT research, data collection and data analysis occurtaimeolusly’®’ This thesis’s
research used Charmaz’s multi-levelled coding technique totdéeillata analysis: memo-
writing, coding, and the constant comparative method. Charmaz’sripegsd¢echnique
sequentially categorizes and condenses data until the most gadietd can be used to
formulate a substantive theory. Charmaz’s technique fits wiil thhe constant comparative
method in that its multiple levels of coding reveal patterns armddbaevithin interviews that
can later be compared to patterns and themes from previousemntervDuring interviews,
memos were written to highlight key information that merieger attention. Memo-writing
records abstract ideas and physical observations that will napgeeent in the transcribed
data. All GT theorists have prescribed this technique to hel@rodses interpret and
categorize abstract ide¥8. Between and after interviews, three levels of cotihgvere

conducted: initial coding, focused coding, and theoretical coding. Asslpsthe research

3% (Winterstein & Kimberlin, 2008, p. 2277)

397 (Charmaz, 2006, p. 20)

308 (Charmaz, 2006, pp. 72—95; Glaser, 1978, p. 88s&l& Strauss, 1967, p. 108)

39w Coding’ means categorizing segments of data wighort name that simultaneously summarizes and
accounts for each piece of data” (Charmaz, 20063).
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underlying this thesis were designed to develop a rich descriptitime entire data set as

opposed to a detailed account of one particular aspect of th&Yata.

Initial Coding Phase

Initial coding was done by a “line-by-line” review of interviekanscripts, supported by
memos, to identify fundamental “analytic ideas to pursue in furtlaa collection and
analysis.?*'  During initial coding, each line of the interview transiptas labelled
according to the meaning inherent to the line. Special ‘in vivo’ cages also noted during
the initial coding phas&? ‘In vivo’ codes are codes for participants’ “special ternisitt
have no meaning out of context. It is the highly-detailed natuirgt@ coding that enables
GT research to pass tests of “fit” and “relevant®.” The end result of the initial coding
phase was a list of thousands of initial codes that representtdtbtigits and concerns of the
interview participants. The following chart depicts the processeotifying the fundamental
ideas inherent to each line of the interview transcripts. Bectus chart is designed to
depict the initial coding process, the interview texts and ‘in viedles are too small to read;

however, these codes are presented in detail in the following chapter:

310 (sandelowski, 1995, p. 190)

311 (Charmaz, 2006, pp. 46-50; Glaser, 1992, p. 40)
312 (Charmaz, 2006, p. 55; Corbin & Strauss, 20085).
313 (Charmaz, 20086, p. 54)
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Focused Coding Phase

Focused coding “pinpoints and develops the most salient categortestaed during
the initial coding phase. This section describes the focused coding phadetail,
demonstrating how the analytic ideas inherent to the list ofliotides were used to develop
focused codes that were grounded in the data. It also dedwoMef®cused codes coalesced
to form greater themes that could be defined in terms of propedienensions, and
variations.

The following diagram (below) shows how initial codes from multipterviews were
combined to form focused codes. The diagram depicts interview texissathe top with
small boxes throughout the texts that represent related ingdésc Initial codes were
compiled from multiple interviews (depicted by the arrows flagvdownwards) and grouped
together according to their similarities. This resulted listaf focused codes supported by a

guantifiable number of references and sources.

Some initial codes were not supported by subsequent data collectiodiseadded.
Repeatedly-present initial codes were either turned into stand-d&mused codes or
amalgamated into more-encompassing focused codes. Having ildigabtye) the general
process by which focused codes were created, the next chart (petswades a more detailed
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example of how this thesis’s research’s line-by-line coding peotaxl to the formulation of
the focused code¥? A focused code entitled “All leaders must empower subordinates by
listening and allowing them to influence outcomes” is used to exigntipé process. All of
this thesis’s focused codes were created in this way.

Throughout the interview texts, many initial codes pertaining top@verment” were
found. The chart below shows 10 of 31 interview text excerpts pertamiiegnpowerment”
that were grouped and analysed together.

Interview # | Ref

Lines extracted from the interview texts pertaining to “empaverment (Source) 4

“So in the end, what happens is, those guys weat very good, suddenly aren’t that go
anymore. And thewre if they were to move on and do something differgou know, then
they’d be good at what they did. But, what theyislthey start keeping things to themsel
because as far as they're concerned, they havenpact on the company. So, that is qu
difficult as a manager to try and re-remind thend ag-educate them to “don’t stop tryin
because it may change. So, that's a challenge.”

#2 1

“So, you know, you're making people understand aanad!...that should go back up the chdin
as well because they should feel that they've gotnaut with the company as well. Their #2 2
good ideas [at the bottom] and their abilities $tidne taken into account as well.”

“You must empower the people that you have workargyou. Otherwise, you will get a vel

limited workforce that will work within a very nasw bandwidth.” 2 3

“I believe | am [empowered]. Yes. And ‘yes’ | Believe we...can certainly make a difference

. : # 4
[in terms of ethical standards]; for sure we can.” 3

“But that's the sort of difficult thing you need teal with. But as long as you carefully outli
—and sensitively as well- to the right people dm&right management chain, | felt that | h  #4 5
the backing of people to make those decisions.”

“Absolutely. And if that weren’t the case thenertainly wouldn’t be here. And that is one |of
the things that | do enjoy with [this company]: tthiere is the ability to have that type [of #5 6
candid discussion.”

“Well, it's [a large project] but everything in-cotry falls under [this office]. The proje
manager we have down there is absolutely self-suistpand they have their own set-up. § #6 7
to a certain degree, he does have his own flewibili

“Yes; in short: yes. We've got a really good teaBoth myself and [a country-level colleague]
have been here a while now and | think [corporhgs] accepted that [a country-level colleagu
and 1] make decisions based on the need of the aoynand the individual. And | don’t think
we have any problems or negative feedback fromdthporate-level offices] at all.”

6 8

“...I think at the minute (I don’t know how it's gy to go in the future, but at the minutg
we've got a really good personality as [the corpstavel manager]. He’s commanding,
he’s also down-to-earth. He doesn’t mind delegptesponsibility. So, | think for that reasd #6 9
we've just about got it right. | don’t think we wld ask for any more support from the guys
[corporate headquarters].”

“I've got a very good team in place; so what I'vené since | took over in Operations is to jput
in people that | trust and sort of let them getath it. ‘Mission command;’ the army versign
of “mission command,” is empowering the subordisatBut that doesn’t mean... as someb de#7
in the army once said to me, doesn’t mean abragaticsupervision. So, it's about ensuripg
that you empower people but that you are also dhgdio see that they are doing what you
want them to do.”

10

...Remaining 21 excerpts not shown...

314 |ndividual categories (focused codes) were createdrding to the coding process suggested by Glrarm
(2006, p. 44). Charmaz “[named] segments of dataavabel that simultaneously categoriz[ed],
summariz[ed], and account[ed] for each piece ad.dat
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There were an additional 21 excerpts similar to the firsti@ys above, from an additional
eight interview participants that are not shown here for tke sibrevity>*> Each of the 31
excerpts suggested that particular leaders have a responstoilitempower’ their
subordinates. These excerpts were ‘given by’ and ‘in refetehcgany levels of leadership;
thus, the responsibility to ‘empower’ subordinates could be attributedaltoleaders.”
Furthermore, 10 of the excerpts (32%) suggested in some wayiskatihig to subordinates”
was integral to empowerment; and a different 10 of the exceBa®)(suggested that
“allowing subordinates to influence outcomes” was integral to empowerment.

Each excerpt on its own suggested the importance of “empowerimgnvffered only
a limited explanation of how or why empowerment might be importaotveder, the sum of
all 31 of the excerpts enabled a rich explanation of exactlyleaders can empower their
subordinates anehich actionscan lead subordinates to feel empowered. Together, these 31

excerpts resulted in the generation of a single, detailed focused code entitle

# of # of
Focused Code Sources | Refs
“All leaders must empower subordinates by listening and allowing them torioéue 15 | 31
outcomes”

The final step in the focused coding phase involved grouping focused codteetan
generate “themes.” Themes are fully-saturated centrasitteat are supported by groups of
focused codes, which are, in turn, comprised of a quantifiable numbefeoénces and
sources. This study relied on theoretical sampling, which callsdhta collection
(interviewing) and analyses to continue as long as there igsanable chance that further
collection will lead to new information. There are debates alimaitextent to which
theoretical saturation can be reliably determined (paraphraséwwasresearchers can know
when there is ‘nothing new left to discover”). For the purposesnafyais, themes were
considered saturated when: (a) they could be defined in terms f “breperties,
dimensions, and variations” and (b) further data collection continues to revezisteaee of
the theme without revealing anything new abodtit. Themes that appeared relevant but
were not recorded with a high enough frequency to be ‘saturated’ neged as potential
subjects for follow-on researél’. Following the recommendations of Wilson-Scott and

Howell, a Conditional Relationship Guide and the Reflective Codingidatre referenced

315 (15 of 24 participants = 62.5%) Nearly 63% oftjggpants addressed “empowerment,”

318 (Corbin & Strauss, 2008, p. 263)
317 (sandelowski, 1995, p. 189)
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to help with data management and data organizatfoithese two tools use spreadsheets and
categories to help define the properties, dimensions, and variationenoéd. Conceptual
mapping was also used to help gauge when theoretical saturatomeaehed™ No
categories were considered saturated before the first three intef¢lews

Although a single focused code might offer some insight into &cpkar inquiry,
themes offer more balanced and reliable explanations becaysentteampass a wider range
of information. A single focused code, for example, might ndateeethe merits or demerits
of a topic; however, a single theme can encompass multiple suppantv@nsupportive
focused codes. Examining themes made up of related focused @ties than examining
each focused code in isolation, provided more reliable informatiorariewering thesis
guestions.

The chart below depicts how focused codes were grouped todetlierm themes.
Because this chart is designed to show the general coding prbecks;used codes may not
be readable; however, each of the focused codes and themes @dcovehnis thesis’'s

research is discussed in detail at the end of the next chapter:

318 (Wilson-Scott & Howell, 2008, pp. 5, 9-10)
319 (Giske & Artinian, 2007, p. 75)
320 As recommended by Glaser (1978, p. 20) to pretenhasty dismissal of relevant information.
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Theoretical Coding Phase

Theoretical codes specify relationships between themes thatlemeloped during
focused coding”* The end result of the theoretical coding phase was aetktsifrative that
explained new information in sufficient detail to answer this thesis’ centratiqos.

To help identify relationships between themes, the research undethimghesis
referenced two tools. The first tool was Glaser's 18 codingiliiesi®?? Glaser’s list of
‘coding families’ suggested relationships that are commonly found betWeemes. The
second tool, NVivo10 softwarg’was a qualitative data analysis tool, which assists coding
by generating initial categories, patterns, themes, andorghips. NVivol0 helps by
suggesting links between words and concepts to facilitate thegcofiiaxt-based data; and it
features visualization tools to help researchers discover and conateuretationships via
graphical techniques. Other programs were considered, however mostn noodéng
programs including QDA Miner, ATLAS, and others were all found to hawaparable
functionality. NVivol0 was the most accessible program and iedeitve purposes of this
study.

Throughout all three phases of the coding process, the “constant coweparathod”
was applied to ensure that analyses resulted in a clearly seghypgrounded theord?* The
use of this method meant that past interviews were re-codedvls amgjuired information
caused previous participants’ statements to be understood in ngw. w&onstant
comparative analysis’ began after the third interview and continmedighout all three
levels of coding?®®

The following chart depicts the end of the theoretical coding phase: nslaipps between
the themes were identified such that a detailed narrative could be formed.

321 (Charmaz, 2006, p. 63)

322 (Glaser, 1978, p. 74)

323 NVivo10 software is designed to assist researdnegsalitative data analysis.

324 The constant comparative method, used by all G&ahers, is divided into four stages: 1) comparin
incidences applicable to each category, 2) integyatategories and their properties, 3) delimiting theory,
and 4) writing the theory (Glaser & Strauss, 1967105).

325 Despite Glaser’s (1994, p. 28) encouragement ginteomparing from the second interview, a sigaific
amount of time and thesis revision between thélnitterviews made it necessary to wait until thied.
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Following the theoretical coding phase, the research underlyinghiixsss referenced
existing leadership theories and PSC literature to help sulagéartie new information
suggested by the coding process. External research and docurhenthar interview texts
were referenced to help gauge the accuracy of information thrdaga triangulation.
External research included Petersohn’s comparisons of “escatdtifamce” incidences in
militaries and PSC¥° Petersohn’s findings helped substantiate how ethics, compared to
other priorities, informed the decisions of armed PSC leadefsostile environments.
Documents and policies included those created by the corporagededd®SCs participating
in this thesis’s research. These documents assisted in infotimsnipesis about the ethical
priorities of corporate-level leaders and they were useful inaufising statements made by
interview participants about the official policies of their BSCThe hiring, evaluating, and
dismissal policies and norms of PSC Human Resources departhmdped to further
corroborate information gained during interviews about which skiid leehaviours PSC
leaders employ to influence the ethical conduct of subordinates sitilehenvironments.
Hiring and vetting policies at the corporate-level also helped atelithe extent to which
corporate-level leaders perceive leadership to be important uarenghat their priorities are
met. Finally, performance reviews, reports, and investigatimm the US Congressional
Budget Office, the US Government Accountability Office, and th& WBoreign
Commonwealth Office, helped this thesis to contextualize setfted perceptions of
leadership and ethics. Although these documents were not coded aystadnalthe same
way as interview texts, they provided valuable points of comparigorthé information
revealed by the coding process. A detailed discussion of how éxésmal studies and

documents were used is presented in the following chapter.

326 petersohn (2013) reviews shooting incidences tlee Iragi and US militaries and PSCs relyindaige
part, on US government reports made publically ssibée by WikiLeaks.
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Validity and Reliability of the Coding Process

Coding has been criticised as an unreliable and inaccurate datsisartachnique
because many coders are prone to using intuitive heuristics aned btasegorization

techniques; especially when faced with very little or very comgha®?’

While it may be
difficult to evaluate the reliability of qualitative instrumemisd data analysis techniqué$,
reliability can be partially substantiated through researchi@ngtilation®° “Inter-coder
reliability” describes the degree to which two coders interpagd in the same way, relevant
to a body of research. High inter-coder reliability is oftegarded as an indication of a
coding process’s validity and reliabilit§° In the case of this study, researcher triangulation
entailed using a second researcher with coding knowledge and expeiereview and code
sanitized transcripts. This tested whether others would code mlaasimilar way=>*
Reliability was further substantiated through ‘respondent validatéoprocess of comparing
a researcher's analyses with the conclusions of one or moraraesparticipant3>
Together, these validity and reliability testing techniquesewedged to be sufficient to
establish the strengths and weaknesses of conclusions. The rethétsedksts are discussed

in detail in the following chapter.

Research Design Summary

Data Collection Data Analysis

Instrumentation Data Analysis Tools

Technique Techniques
Semi-Structured 1) NVivol0
Interviews Interview Guide containing: Constant Comparative 2) Conditional
delivered via “The | 1) Open-Ended Questions Method Relationship Guide
Interview Guide” | 2) Critical Incident Questions 3) Reflexive Coding
Approach Matrix

Existing literature regarding:
1) Leadership Theories
PSC Literature and 2) PSC Literature
Government a) PSC Policy Documents
Documentation b) PSC Guidelines and Norn
¢) US & UK Government
Reports on British PSCs

Research findings wer
compared to and
triangulated with

contemporary debates

regarding leadership
and PSCs

N/A

Interviews (n = until theoretical saturation; [~ 15])

327 (Tversky & Kahneman, 2000, p. 35) Other reseaschere more critical of qualitative data coding
techniques, going so far as to question whetheareh relying on the judgment of a single codereaer be
replicated by other coders (Lombard, Snyder-DucBré&cken, 2002, p. 599; Weinberger et al., 199892)
328 (patton, 2002, p. 192)

329 (Dootson, 1995, p. 185; Jick, 1979, p. 604; Pat2@d2, p. 247); “Analysis of data (particularlyadjtative)
by multiple analysts serves not only to amplify fimelings and increase validity but also add tdatslity”
(Banik, 1993, p. 49).

330 (Hruschka et al., 2004, p. 320)Inter-coder religbinust still be calculated according to apprageiindices,
with appropriate minimum acceptable levels. Risting can also help to test reliability (Lombatdal., 2002,
p. 600).

31 (Thurmond, 2001, p. 254)

332 (Mays & Pope, 2000, p. 51)
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Limitations of the Research

The principal limitations of the research underlying this thesism from the
methodology, design, instrumentation, sampling procedures, and dataesntdghniques
that were employed. Despite efforts to mitigate weaknes#ssrent to these areas,
limitations that affect the research’s applicability and g&iEability need to be

acknowledged.

Limits of the Methodology and Design

Some methodological and design limitations inherent to social and Guburigsory
(GT) research also apply to the research underlying this th€kis thesis’s research adhered
to the methodological framework described by Kathy Charmaz astrGamsst Grounded
Theory. However, even vigilant adherence to Charmaz’s frankeeaarld not mitigate all
concerns; several arguable choices had to be made concerniitgrtttare review and the
coding process.

The canons of GT normally dictate that an extensive literatview is conducted only
after data is collected and analyzed to help ensure that the em#rgernyt is grounded in the
data rather than the result of preconceived id®as‘Extensive” reading is discouraged;
however, the definition of “extensive” is debatable. The depth of eargser’'s initial
literature review depends on the nature of the inquiry: reseandemed with factor-relating
theory (as opposed to factor-isolating theory) often requires a detailed literature review
to ensure that researchers have enough knowledge to identify links between factor

This thesis seeks to contribute to the generation of a new, fatating theory and so it
followed Cutcliffe’s suggestion to conduct a more detailed leeareview prior to gathering
and analyzing dat®’ This thesis’s initial literature review was detailed erotaydefine key
terms including leadership, ethical behaviour, and PSCs. The lieensview was also
sufficiently detailed to develop a sense of the key concerstakéholders regarding PSCs
and ethical behaviour. Additional literature was reviewed #fiterdata had been collected
and analyzed in order to better interpret and explain thissthdmdings and position the

thesis in the body of knowledge. Reviewing literature and incolpgréterature into the

333 (Hickey, 1997; Lincoln & Guba, 1985; Stern, 198@auss & Corbin, 1994)
334 A more detailed literature review may help theeeesher “clarify concepts, before going on to irelac
theory that explicates and explains how they rdtatmne another.” (Cutcliffe, 2000, p. 1481)
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data collection and analyses processes in two separate phaseacordance with the
canons of constructivist GT; however, decidimigenandhow mucHiterature to include is a
subjective decision that must be made by the researcher. ediss|GT research open to
critique: was enough literature read before the study to sendite researcher to relevant
concepts and lines of inquiry? Was too much literature readebtfe study such that the
researcher’s questions and findings were affected by preconc®tieds borne of previous
research? In either event, “no potential researcher is an amaps$gl, a person with no
history or background... many researchers [pursue] particular telefimefvhich] they may
already possess some background knowledge of the substantive griedette to study>3°

While this thesis sought an appropriate balance during itstliteraeview, the researcher’s
background included approximately two years of employment withimitsslBB PSC at the
project level. Some degree of bias is unavoidable in social rasedrch places limits on

the reliability of research outcomes. Researcher biasesecavdm more harmful in GT
research because themes and theories are meant to evolveractmmierpretations of data.
Constructivist GT research is not rendered immune from rds&ao@s by allowing realities

to be co-constructed by both the researcher and research participaetslegree to which
researchers can bracket themselves during data collectionnahges directly limits the
reliability of the research outcomes.

The canons of GT also dictate that coding be conducted via the constapdrative
method. There are several different types of GT, including thbaenpioned by Glaser,
Strauss and Corbin, and Charni&Zz Each type prescribes notably different coding processes
and philosophie®®’ Regardless of which type is chosen, however, coding processes for
social science research are all subject to concerns aboddilitgliand accuracy. Critics
assert that many coders are prone to using intuitive heuristtsbiased categorization
techniques; especially when faced with very little or very comgha®*® Some critics also
assert that, despite measures to improve inter-coder reliathkt work of a single coder can
never be fully replicated by other coders. As such, the retialwfi knowledge gleaned

through qualitative data coding techniques is inherently linfited.

335 (Cutcliffe, 2000, p. 1480)

336 (Charmaz, 2006; Corbin & Strauss, 1990; Glaser8)19

%37 Kendall (1999, p. 746) summarizes some of thifferences and states that “Whereas these diffeeace
neither right nor wrong, it is important to notatlhere is a clear difference between approacimes,
researchers have a choice of which method to use.”

338 (Tversky & Kahneman, 2000, p. 35)

339 Lombard et al., 2002, p. 599; Weinberger et 898l p. 392)
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This thesis sought to produce new information that could assisbrinufating a
substantive theory that explains the impact of leadership on eli@halviour within PSCs;
thus, it employed the coding technique prescribed by Glaser wdtommends (but does not
require) referencing 18 coding families to help researchesstématically...connect
categories of data to each oth&” The decision to see the theoretical coding phase through
to its end and the decision to conduct researcher triangulationetesulthe generation of
more reliable information. However, the agreement measuedded by the researcher
triangulation process demonstrate that there are limits teeliadility of the findings of the
research underlying this thesis. As many as 10% (+/- 3.75%¥ahitial codes feeding the
focused codes and 10% (+/- 3.75%) of the focused codes feeding thindirztical codes
were debated by the second researcher assisting with trinagulaThrough researcher
training, iterative between-coder comparisons, and repeated definitigtalssions, it is
possible for multiple coders to improve their inter-coder religbibcores*  This
improvement process does not detract from the validity or rifjabf the research because
interpretive convergence can be a result of multiple coders modgtaemselves towards
more-generalized understandings of definitions and category boundaFeghermore,
researcher triangulation was conducted using only a 20% santpke folcused codes. While
this is a statistically representative sample size, qualitatiearas is subjective and there is a
much greater possibility for varied interpretations. For exantpie researchers who agree
quite closely on codes pertaining to ethical behaviour might disagdBeally on codes
pertaining to perceptions of local nationals. The reliabilityhif thesis’s research could be
improved by having multiple qualified social researchers re-t¢bdedata; and by having

researchers re-code the entire dataset rather than a 20% sample.
Limits of the Instrumentation
Several instruments were used to gather and analyse data dhisirigesis’s research.

The primary instrument used to gather data was a semi-stidichiegview guide that was

constructed specifically for the purpose of this thesis. Rdsmartave addressed concerns

340 Quote is from Kendall (1999, p. 748). Kendall snamnizes Glaser's (1978) technique, which does eigt r
on “a predetermined organizing schema” like thadwéuss and Corbin. Glaser’s technique helpgtegte
theory while Strauss and Corbin’s technique apptealnge more useful for generating description (kahd
1999, p. 755). Glaser's use of coding ‘familiestbompatible with Charmaz's (2006, p. 63) consivistt
version of GT.

341 (Hruschka et al., 2004, p. 321)
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about the validity, accuracy, precision, and reliability of semiestired interview guide¥?

however, possibilities remain that data can be lost or mishandletbdaaguage barriers,
transcribing errors, and misunderstandings during human interactiBeflexivity” was

incorporated interview guide approach to increase the validity ofdtta that was
gathered*® Examples of examining interviewer-participant interactiongng interviews
include calling attention to the understandings that have been commdnracatechecking
that understandings are being shared. The following interview mgcexemplify this

control measure:

[Interviewer]: “So, the military has a certain culturecextain structure that suits some
people well, as you said. So, I'm trying to think of the words yloat said. It's the
“kind of person that goes into the military and the military $tmecthat already exists”
that gives them that ethos. Much more than the fact that theyshadewn and read the
Queens Regulations and Standards and said “I'll sign off on that.”

[Participant]: “Precisely3**

[Interviewer]: “So, [corporate leaders] seem to be supportiyeufbadger them hard
enough; and they seem to be supportive as long as nothing you do costs them
money?”

[Participant]: “It's not badgering them. It's forcing themia taking a corner. |
wouldn’t say “badgering” helped. Because you badger for mamdsf and they
always say “no.” In certain circumstances, you have to make iiake decisions.

You say “I don’t want to do this; | don’t think it's right for all diese reasons. Are

you going to say “yes” or “no”? What's it to be...I am waiting for an ord&r.”

Despite control measures being implemented, the findings of tearchksunderlying this
thesis are still subject to an unknown number of errors or inaccsirttae stem from
weaknesses in the data collection instrument. Errors and inaesugace limits on the
validity and reliability of this research’s findings.

Two additional important instruments were referenced during tlee atetlysis process:
the Conditional Relationship Guide and the Reflective Coding Matfikese instruments
assisted with defining the properties, dimensions, and variations oésfi&mAlthough the
use of these tools helped to confirm theoretical saturation, tbelsecould not completely

mitigate critical concerns related to knowing when theoretiatiration has truly been

342(Brod et al., 2009; Bryman et al., 1988; Flanad®%4; Parry, 1998a)

383 n this section, adding “reflexivity” means “exariig how [the interviewer] and the participants fritor]
each other’s talk and [respond] to each otherteraction.” Monitoring interactions acknowledghattthe act
of measuring something also changes that thindgs dwareness and acknowledgement increases tluéty alf
gathered data (Hall & Callery, 2001, p. 264).

344 (Interview #4)

33 (Interview #8)

34® These tools assisted with data management andipagian, as well as helping to determine when ttégcal
saturation was reached (Wilson-Scott & Howell, 208& 5, 9-10).
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reached. Debates are on-going with regards to how reseamaredsnow when there is
‘nothing new left to discove*’ The Conditional Relationship Guide and the Reflective
Coding Matrix represent logical attempts to address concerns aemature declarations of
theoretical saturation; however, there are limits to thenéxteat research can ‘know that
nothing is unknown.” This thesis’s research determined that thetEldeadership skills and
behaviours that impact upon the ethical behaviour of British privateityegersonnel: errors
that might have been made in declaring theoretical saturatiomadyp could mean that
additional influential leadership skills and behaviours exist but wetadentified by this

research.

Limits of the Sampling Procedures

The research underlying this thesis relied on purposive, non-probahitiyliag during
data collection. This type of sampling procedure facilitateapding for diversity, which
enables researchers to examine the breadth of issues inheresultfee. This sampling
procedure is most useful for examining issues that have not yetdeéaed or demarcated.
Findings reached through purposive, non-probability sampling, howevenoaneormally
generalizable to the larger populations from which samples were taken.

This thesis’s findings are therefore limited in two wayststFithis thesis suggests three
drivers of ethical behaviour within British PSCs and 11 leadershils skitl behaviours that
affect those drivers. But the research underlying this tloesiaot be used to rank those
drivers or leadership skills and behaviours in order of importance. Sgcdmdl thesis’s
research cannot be used to quantify the magnitude of the impact ofg¢adseship skills and
behaviours. Sampling for diversity rather than representativenegsss rttest conclusions

about the priorities or impact of leadership are only generalizable to theesaoppilation.

Summary

This chapter detailed the theoretical and methodological framewlaksinderpin this
thesis, key components of the research design, and limitationsrihbh@tbose components.
Because an interpretivist approach is useful for exploring newciudjeas and the topic of
leadership, this thesis follows the tenets of constructivist Giiitiall conclusions were

347 (Glenn A. Bowen, 2008, p. 149; Dey, 2007, p. 188ndelowski, 1995)
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generated by analyzing primary data obtained through intervieM®se conclusions were
then compared to alternate data sources, improving the acoofrdabis thesis’s findings
through triangulation. The data-gathering and analysis phase dh#sis’s research was
designed to produce new information that could contribute to the futueragen of a
substantive theory explaining the extent to which leadership skitlsbehaviours influence
the ethical behaviour of British PSC personnel in hostile environments. “Extelafinged in
terms of the general magnitude of leadership’s influence aradlgxéhich leadership skills
and behaviours are more (or less) influential. This chapter cleghsa discussion of
limitations of this thesis’s research that stem from ithmdology, design, instrumentation,
and sampling procedures. Measures taken to mitigate the resdamnitations appear to be
sufficient to enable this thesis to make useful contributions tobtdukes of PSC and
leadership knowledge. Having described the research plan in temmetluddology, design,
and procedures, Chapter FoBresentation of Findingwiill present the data gathered during

the execution of this plan.
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Chapter Four: Presentation of Findings

This thesis used Charmaz’s constructivist GT methodology to helpiexpk extent to
which leadership impacts on the ethical behaviour of PSC persomnatcdrdance with GT
methods, data was gathered and analyzed simultaneously. For thed sklt@y, however,
Chapters Four and Five (respectively) present findings and anagpesately. Chapter
Four’'s separate presentation of the findings enables readeeseathe path of data through
the levels of coding. Presenting the findings in this way imprdvedransparency of the
process by which data was distilled into analyzable informatiaralsb demonstrates the
rigour behind this thesis’ findings and it helps to facilitate faryre attempts to replicate this
study. The logic underlying the suggestions generated by this ihélsiss presented in one
unbroken chain. Throughout Chapter Four, brief explanations of key findiagdsa given
to help elucidate the relevancy of the data. These explanatien®oted in the analyses
discussed in greater detail in Chapter Five.

Chapter Four begins by describing the results of the appliedhodwbgy: the
participants’ demographics are discussed followed by a summaing oésults of the three-
levelled coding process. Using the techniques discussed at the dbdapfer Three:
Methodology the coding process is assessed for validity and reliabildy researcher
triangulation. Links between codes and themes are assesseckiforetbvance through
respondent validation.

Chapter Four subsequently presents a detailed discussion of the fintlihgsresearch
underlying this thesis. The literature review defined “leadptslas “the process of
influencing people by providing purpose, direction, and motivation to achies@maon

goalu;348

thus, this section limits discussions of its findings to leadkwvfer interactions and
observable cases of leaders affecting the purpose, directionotvation of others. The
literature review defined “ethical behaviour” as “adhering to sjulktandards, codes, or
principles that provide guidelines for morally right behaviour and irttegn specific
situations™*° thus, this section also limits discussions of its findings to whbkr cases of
people adhering to guidelines or impacting on behavioural integritg. ntiteworthy that the
initial codes generated during constant comparative analyseg@meeated independently of

the interview questions: data was coded according to its meanirrglandncy regardless of

348 This definition drew primarily from (NorthouseQ®2, p. 6; Stogdill, 1974, p. 3; US Government, Z)(p.
1) and secondarily from (Bass, 2008, p. 25; Buz4,0, p. 19; Gill, 2011a, p. 9; Rost, 1993a, p. 99)
39 This definition drew primarily from (Lewis, 198p, 381)
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which interview question prompted participants to give the data. nGodisuch a manner
helped to ensure that data was not forced into pre-determined flimesiioy.>*° For the sake
of order and clarity, however, the findings are organized andrgessaccording to the 12
core questions on the interview guide. Two sets of focused codes that did nbt ddectss
any of the 12 interview guide questions have been included as “QX” aritdiQhe end of
the discussion.

Finally, Chapter Four introduces 17 themes that show links betweernrsleipdand
ethical behaviour. The links appear to be strong enough to achievénehis’ tgoal of
contributing new information to leadership and PSC literature.h Bathese 17 themes are

analyzed and discussed in greater detail in Chapter Five.

Methodological Findings

This section describes the results of the applied methodology parhieipant selection
process and participant demographics are discussed to enable a tabed descussion of
the strengths and weaknesses of this thesis’s research andré¢ase other researchers’

abilities to replicate this research.

Participant Selection

To obtain sampling frames, a “Gatekeeper Approach Letegpéndix A was e-mailed
to the corporate offices of 16 separate British PSCs. Four respomse initially received
and phone calls were made to those PSCs that did not respond to leatsali@rtvitations to
participate were received. Four BritiBtsCs fully accepted the opportunity to participate in
this thesis’s research. These four PSCs provided sampling fiantke form of contact
information for leaders who met the selection criteria. Thr8€sdeclined to provide
sampling frames but offered access to select individuals whe wiling to participate
independently of their companies. Finally, during the research umdgthys thesis, several
qualified participants from outside the original sample framesewencountered while
attending conferences and professional expositions. These peopleweladed due to their

abilities to contribute useful information.

#0Barbour (2001, p. 1116) explains: “...coding catées reflect the content of data collected rathan the
guestions on the interview schedule or focus gtopfe guide.” Themes generated from the data moisbe
forced into predetermined categories (Glaser, 1p922).
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Data collected from the research participants during theaketampling allowed the
data collection strategy to develop over time. Theoreticabkagnis a process of data
collection that allows researchers to simultaneously colledg,cand analyse data in order to
develop new ideas and insights. Examples of developments included: the incorporation of
leaders from previously unknown levels of decision-making authorityiofraly leaders),
incorporating leaders from new PSC sectors (maritime), anddimg data provided by
experts ‘affiliated with’ but noturrently conducting PSC operations.

In total, 24 interviews (approximately 27 hours of targeted dismuspivere used to
provide data for the project. This amount of data exceeded the amodnh wgber similar

GT leadership researcff
Participant Demographics

The following chart shows the demographics of the interview participants:

Participant Demographics

# Levels of Age Military Years of exp | Years of exp | Total # of PSCs

Authority Rank in Military in PSCs worked for
1 T,P 41 -50 X X 11-20 5 or more
2 T, P 41 - 50 NCO 21 -30 2-5 3-4
3 R 31-40 NCO 11-20 2-5 1-2
4 R 31-40 Officer 6—10 2-5 1-2
5 P 31-40 Officer 6-10 6—10 1-2
6 @ 41 - 50 NCO 21-30 2-5 1-2
7 C 31 -40 X 1-5 6-10 3-4
8 P, R 31-40 Officer 6-10 2-5 1-2
9 P,R,C 41 - 50 Officer 21 -30 2-5 1-2
10| T,P,R,C| 61-70 Officer 21 -30 21 -30 5 or more
11 P, C 31-40 NCO 6—10 6—10 1-2
12 P,R,C 61 —70 Officer 21 - 30 11-20 5 or more
13 T, P 41 -50 NCO 21 -30 6-—10 1-2
14| T,P,C 41 - 50 NCO 11 - 20 6-10 3-4
15 T 31-40 NCO 11 -20 2-5 1-2
16 T 41 - 50 Enlisted 6—10 2-5 3-4
17 P,R,C 41 -50 Officer 6-10 6-10 1-2
18 P,R,C 61-70 Officer 31-40 21 -30 X
19 R, C 41 -50 Officer 11 -20 6—10 1-2
20 T, P 61—-70 NCO 11 - 20 21 -30 1-2
21 T,P,R 31-40 NCO 6—-10 6—10 1-2

%1 (Glaser & Strauss, 1967, p. 45) Theoretical samypb tied to the purpose of generating and devedpp
theoretical ideas, rather than being aimed eithpraducing findings that are representative obpyation or
at testing hypotheses (Hammersley, 2006). Thealetampling seeks pertinent data to develop dimtere
emerging categories and it continues until no neaperties of a category emerge (Charmaz, 2006)p. 9
%2 (Cash-Baskett, 2011) n = 10; (Eich, 2008) n >(K&n & Parry, 2004) n = 22 (semi-structured intews)
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22 P 51-60 NCO 31-40 2-5 1-2
23 C 51 -60 Officer 31-40 2-5 1-2
24 T,C 41 — 50 NCO 21-30 2-5 3-4

Levels of decision-making authority within most BSi@clude: T = Team; P = Project; R = Regional or
country; and C = Corporate. The codes (T, P, Rafljotated in this chart show the levels at which
participants had experienaedwere willing to discuss experiences at that levigh the researcher

(T=10; P=15; R =10; C = 12)

Data is given in ranges to help protect the anotyaofiinterview participants

Ages over 70 were outliers and thus categorize@6@sr0) to help protect the anonymity of interview

participants

One participant had a national police service bemkgd; the “rank” is given here as its military aglent
Some fields show an “x” where participants declibedive information

The following charts summarize the demographics of the interview partisipant

Participant Demographics (Summary)

Average Levels of Age: Age: Military Rank: Military Rank: Years of exp in
Authority Experienced | Average | Range Average Range Military: Average
Approx | Mid-level NCO/ | Private — Genera _
1.96 4132 30-70 Officer Officer 18.05

Participant Demographics (Summary)

Years of exp in
Military: Range

Years of exp in
PSCs: Average

Years of exp in
PSCs: Range

Total # of PSCs
worked for: Average

Total # of PSCs
worked for: Range

~2-35

9.14

2-30

~2.55

~1-6

The ranges shown in the Participant Demographics charts include iapgiexk figures

to help protect the anonymity of the interview participants; howelkercharts illustrate the

strengths and diversity of the sample population.

All of the intenparticipants had

military experience except for one who was a police-traingded@rclose protection officer
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with significant experience in hostile environments. The expesledémographics of the
research’s sample population (with regards to military trainiagpear to resemble those of
the overall private security industry: 95.8% of the sample populatiore ¢eom a military
background while roughly 4% had a police backgrotiidAdditionally, at least 70.8% of the
interview participants served in a combat arms (teeth arme}itoraf the military®>* This
fits with the industry trend that the majority of armed PSC eatdrs are combat trained
with hostile environment experiente.

Of the interview participants, 65.2% had worked for multiple PS€CsThus, although
only seven PSCs agreed (to varying degrees) to support thechesaterview participants
were able to describe first-hand experiences within at [Easteparate British PSCs. This
thesis focused on British PSCs; thus only data attributable tsBRSCs was included.
Comments pertaining to three non-British PSCs were omittedtiierdata set. When asked
“How many PSCs have you worked for?” most participants gaveothertumber and the
names of the PSCs. 19 PSCs were left unnamed. It is unknawy dff these 19 PSCs were
British or were additional to the list of 15 named British PSCs.

Of the interview participants, 62.5% of the participants had signifiteadership
experience at multiple levels of decision-making authdrityA regression analysis revealed
that after 1.66 years in the industry, a contractor was 11% mokhg hki¢h each additional
year, to change companies. Also, after 1.4 years in the industoptiactor was about 6%
more likely, with each additional year, to move to a higher levedexdision-making
authority. These statistics were determined by conductingrasson analysis using the
participants’ demographic data. While the predictive power of itintlee industry was rather
low (11% and 6% respectively), the association between trtieeiindustry and the chances
of changing companies or levels was high (correlation coeffsiergre greater than 0.5
[0.512 and 0.531 respectively]). These statistics suggest (but do we) phnat there is a

35323 of 24 = 95.8%); additionally, one particip&uaid a Royal Military Police background. Accordiog
interview participants with expert knowledge of PB@man Resource practices, approximately 95% oédrm
contractors working for PSCs have national militagyning; on case-by-case bases, some PSCs accept
personnel with paramilitary or police training @ntiews #6, 11, 19, and 21).

4 At least (17 of 24 = 70.8%); some participantsided to give their branch of service making it insgible

to know the exact percentage of the sample populatith military combat arms experience.

355 According to interview participants with expertdwledge of PSC Human Resource practices, approgiynat
95% of armed contractors working for PSCs haveonatimilitary training; on case-by-case bases, sB8€s
accept personnel with paramilitary or police tragn{Interviews #6, 11, 19, and 21).

35 (15 of 23 = 65.2%) One interview participant deeti to comment on the number of PSCs he’d worked fo
35715 of 24 = 62.5%) Some participants were in fdriadership positions for very short periods ofdiand
did not feel comfortable discussing their experemnat these levels. In a manner compatible witlstroctivist
research principles, the researcher and the ieterparticipants made joint-decisions about pardictp’

abilities to inform this research at different lisvef authority.
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high degree of mobility amongst contractors within the industry. iBhigelevant because
these statistics support this thesis’s assumption that labour mobility Withprivate security
industry was high enough that a small sample size of experi@orechctors could yield
sufficient information to describe all levels of decisionking authority within the British
private security industry>® Exploring information at corporate, regional & country, project,
and team & supervisor levels of authority helped to increase thprebensiveness of the
findings of this thesis.

The following charts show the regression analyses conducted tondetgrarticipants’

mobility within the industry and within PSC hierarchies:

38 p_values below 0.01 are considered ‘significaiftiese statistics show that a null hypothesisraidthere is
no relationship in the data” is denied. In shimt, P-values disprove that there is no relationbbipveen ‘years
of experience’ and ‘multiple PSCs’ or ‘authoritwéds’ (0.00196 and 0.00001 respectively); indiogtinat a
relationship between ‘years of experience’ and tipld PSCs’ or ‘authority levels’ does exist.
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Finally, it is noteworthy that all of the interview participantsre male. While there are
females working at the corporate levels of PSCs, this tledisded only corporate-level
interview participants who had (at some time) been co-locatéwstile environments with
the armed contractors that they were leading. Participat®@sPmade an array of
contractors available, however none were female. This is dstemkie to the very low
number of female PSC leaders operating in an armed capabibgtife environments® As
a result, the sample population, even at corporate level, was skewadds a male
demographic. The findings of this thesis are therefore unlileelgirectly inform gender

issues in the private security industry.

39 (Schulz & Yeung, 2008, p. 4)
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Summary of Coding Findings

Having described the coding process in detail in Chapter Theghodology,this
section summarizes the findings of the three levels of codiit@li focused, and theoretical)
that were used to distil themes from data gathered primaripughr semi-structured
interviews. Each level of the coding process is discussed aselyarto maximize
transparency. A more detailed discussion of the individual intergiestions follows in the
next section. The impact that ‘constant comparison analysis’ had on coding)¢natioa of
themes, and the evolution of the semi-structured interview guidg@ssresummarized in this

section.

Coding Phase I: Initial Coding

Initial coding was the first level of coding conducted during #s=arch underlying this
thesis. Initial coding identifies fundamental “analytic ideaspursue in further data
collection and analysis’® More specifically, in constructivist GT research, initial cagi
categorizes actions and consequences shown in the data set toirdetevhat research
participants view” as importaft’ Charmaz (2006) cautions researchers about jumping to
preconceived conclusions during coding, stating that researcherstbagtencies to make
conceptual leaps” or “to adopt extant theories before [doing] thessary analytic work”
during initial coding®®? To mitigate this risk, this thesis’s research examined fuata the
perspective of research participants (rather than theaaistse outset. Because the purpose
of GT research is not to test, replicate, or verify existirgpties, using existing theories to
interpret new data hinders GT research by introducing thealrdtias into the analytical
process® Initial codes were established using a ‘line-by-line’ téghe to “reveal visibly
telling and consequential scenes and actidffs.” Alternative initial coding techniques
included word-by-word, segment-by-segment, and incident-by-incideting>*> Word-by-
word coding was determined to be too time consuming while segmeggment and

incident-by-incident coding was determined to be less accurate.lifdwy-line’ technique

30 (Charmaz, 2006, pp. 46-50; Glaser, 1992, p. 40)
31 (Charmaz, 2006, p. 47)

32 (Charmaz, 2006, p. 48)

363 (Charmaz, 20086, p. 5)

34 (Charmaz, 20086, p. 50)

3% (Charmaz, 20086, p. 51)
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helped this thesis’s research to achieve the highest levelcafazy (reasonably) possible
during coding. NVivol0 software assisted in cataloguing theairdbdes and the software
was used to determine the frequency and prevalence of initial waithéés the 24 interview
texts.

In the first phase of coding, initial codes were generated adregslt array of interview
transcripts. It is noteworthy that initial codes were not geneeateording toeach individual
interview question. Such a technique would force data into preadat= lines of inquiry.
Also, due to time constraints and other factors, all of the intesvédd/ not include the same
questions®® GT calls for coding to be done without regard for existingriks or
categorizations. Some GT fundamentalists might also critibzeecision to organize codes
according to a template; even a template based on a purposeveanitiew Guide. The first
phase of coding led to the creation of 2,538 relevant initial codes thati@dovnexpected
information insofar as some of these codes enlightened this bieygiad what was originally
intended. Coding twice (once with and once without consideration fontéeview Guide),
ensured that all Interview Guide questions were fully answeredhah@uy ‘extra’ data that
did not address specific Interview Guide questions was also camackanalyzed. Some
initial codes were discarded due to lack of relevancy, which stemmeddwofrequencies of
occurrence or failures to provide information useful to answeringhtrests questionsThe
list of relevant initial codes is too long to publish in this thelssvever, the absence of the
list does not detract from the findings. The most salienairgbdes can be identified from
the focused codes discussed in the following section.

In vivo codes are codes generated from “special terms” used byaegeaticipants that
have no meaning out of contélf. Identifying in vivo codes requires researchers to
understand the special meanings that participants ascribe toténese Understanding
vivo codes enables researchers to better identify and understand themerated in
subsequent coding phases. The following chart showsrfaivo codes identified during the

initial coding phase that have special meaning and significance withiésis.

366 (Barbour, 2001, p. 1116; Glaser, 1992, p. 12)

37 (Charmaz, 2006, p. 56; Corbin & Strauss, 20085))
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Relevantin Vivo Codes
# Code: Definition: Thematic Significance:
“Walter P(_ars_on falsely Suggests a person has “reinvented” _himself uporin_gaser_vice
1 Mitty” cIaw_nmg to have_ and becoming a PSC contractor. .Th|s term was pesgxtatively
y experiences or skills 100% of the tim&®®
“mercenary” A violent and selfish| Many contractors self-iderltify as skiII?d professits wh(_) adhereg
2 | (with a small contractor who does to ches of conduct. “Mercenary” refers to a mturly .
o not willingly adhere | aggressive “out-group.” The term was understoduoetpejorative
m to rules or norms at least 40% of the time and as much as 100% dfrties’®°
“ . The total range of | Factors included the commercial goals of PSCsnisjeand LNs
The Big . ) . P
3 Picture” factors that impact partner_s, also the local, regional, and_ globalsqalitical
upon PSC operations environments that affect PSCs, clients, and £8s.
“LN” appeared to be used as more than just anesfidiion. The
B Y . term was pointedly used to describe a ‘statusabegory of
E LN(s) Local National(s) person cflaracte%zed by lesser education and pg]gféﬂ
competencies at least 49% of the tithe.

Coding Phase II: Focused Coding

Focused coding was the second level of coding conducted for this'shesisarch.
Following the initial coding phase, focused coding occurred over the colids® cycles of
‘constant comparative analysis.” Focused coding condensed the Rife&8codes into 131
focused codes. To keep emerging themes organized, the initial codegovgred according
to the 12 core questions of the Interview Guide (as shown in subseqoions below) only
after all initial and focused coding was complete. These éacusdes aggregated into 17
saturated categories that were useful for identifying uneggertformation that further
informed the thesis’s central question. Giske and Artinian’s comgeptapping technique
was referenced to assist in alerting the researcher toetiml saturation’> During this
phase of coding, some initial codes were eventually consideredvamnélelue to low
frequencies of occurrence or their failures to provide informati@iul$o answering the
thesis questions; these codes were discarded at the end of thedfemuing phas¥:

368 (3 of 3 times = 100%) (Interviews #7, 10, 22) Stérm was used also used once by the researbber; t
interview participant’s response demonstrated leainderstood this term as pejorative (Intervieyv #9

39 The term “mercenary” appeared 23 times (Intervig@is7, 9, 12). In interview #12, the participant
voluntarily uses the term nine times in a pejoeatone (9 of 22 mentions = 40%). The participaahtia step
further to distinguish between “Mercenary” withaade “M” as a normal civilian’s description of avate
security contractor and “mercenary” with a small’*as the vilified, aggressive, money-driven, adwveet
(Interview #12). In Interview #3, after the resgar suggested the term “mercenary” in a pejordtne, the
participant accepted and used the term as a pepiabel eight times (8 of 22 mentions = 36%).interviews
#7 and 9, the researcher again used the termejoaative tone and the participants’ responsesestgd that
they also understood the term to have a negatianimg.

370«The Big Picture” (or variations of the term) ferred to in interviews # 2, 6, 9, 11, 12, 13,19, 21.
371(115 of 237 mentions = 48.5%)

372 (Giske & Avrtinian, 2007, p. 75)

37 Focused coding “developls] the [research’s] makient categories” by discarding codes that lagkificant
support and amalgamating codes that suggest gteatees (Charmaz, 2006, p. 46).
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Categories were not considered to be ‘saturated’ (or nearingasan) until they were
referenced in at least three souréésGlaser recommends waiting until at least three sources
to guard against ignoring relevant informatin. Themes were considered ‘saturated’ only
when (a) they could be defined in terms of “properties, dimensions, aadiorss” and (b)
further data gathering continued to reveal the existence ofhdmaet without revealing
anything new about '° Other categories appeared relevant but were not recorded with
high enough frequency to be ‘saturated.” Sandelowski cautions tgaksg claims that
cannot be supported by small sample siZzesThese unsaturated categories (discussed in the
Chapter Eight:Conclusionin the section entitledRecommendations for Future Research
were not used to support the conclusions. A larger sample populatiomavnayallowed
these categories to saturate.

As categories began to saturate, interviews were modified aie-quickly confirm
results from previous interviews; thus allowing more time to egph@w subject areas. The
interview guide evolved a total of seven times, expanding to includgiooe about legal
issues, maritime security, regulations, human resource pracggpesgational risks, training,
and corporate-level management concerns.

Some interviews had to be scheduled in rapid succession, thus it wpessiile to
conduct a constant comparative analysis after each interviewfollhweing diagram depicts
how and when constant comparative analysis and Interview Guide mbdifcavere used in

this thesis’s research:

3743 of 24 > 13%)

37 (Glaser, 1978, p. 20)

376 (Corbin & Strauss, 2008, p. 263)
377 (sandelowski, 1995, p. 189)
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Interviews (Sources): Numbers 1-24 through thedteidf the diagram depict each of the 24 interviews
conducted during this study.

Iterations of Constant Comparative Analysis: Nurskietl3 across the top of the diagram show the kbloc
of) interviews that were included in each of the rminds of constant comparative analysis. GT
methodologies normally call for analyses to takacel following each interview; however, during this
study, some interviews occurred in rapid successidmere was not always time to compare new data wi
preceding data before having to conduct the né&tview.

Evolutions of the Semi-Structured Interview Guitaimbers 1-7 across the bottom of the diagram show
the points during the interview process where theerView Guide evolved. For example, the first
evolution took place at Interview #7: this intemwiguickly confirmed results from previous interviewn
allow time to explore new areas related to priwaeurity contractors in maritime environments.

Coding Phase Ill: Theoretical Coding

Theoretical coding was the third and final level of coding conduftedhis thesis’s
research. Relationships between the 17 categories developed dunsgdfamding were
identified with help from Glaser's “18 coding familie¥® These relationships are expressed
as narratives organized according to the three thesis subemsesfiogether, the narratives

substantiate the concluding theoretical statent&hts.
Validity and Reliability Check of the Coding Process

The three-phase coding process was assessed for validitgl@atdity according to two
measures: (1) Researcher triangulation with inter-codiabiigy determined at a 95%
confidence level and (2) Respondent validation with accessible pantgigiaing qualitative
measures of agreement.

Researcher triangulation occurred with a second, experieneaiative research&f
independently reviewing a 20% sample of the initial codes and a 10@ptesaf the focused
and theoretical cod€&' To determine the number of initial codes that had to be reviewed to
obtain a statistically representative sample size, two fasnwiere used. One formula was
used to first calculate the necessary sample size fopamylation. An additional formula

378 Charmaz (2006, p. 63) explains theoretical coding how Glaser's (1978) 18 coding families can ibute
to researchers’ efforts.

39 (Glaser, 1978, p. 74)

%0 Researcher triangulation was assisted by Brittdevlia research fellow conducting statistical gaas at the
Competence Center for Corporate Governance and g¢ament (Hochschule firkonomie und Management).
3126 focused codes comprised of 540 initial codewelependently reviewed. 26 focused codes oat of
total of 131 focused codes = 19.8%. 540 initiale®out of 2,538 total initial codes = 21.3%.
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was then used to refine the calculation according to the known populiagaspecific (2,538

initial codes)®®? The formulas are as follows:

Formula for any population: Formula to refine calculations for known population size:

= sample population size for a total populatiomoknown size
= known population size
= sample population size for a total populatiokmdwn size
=1.96 for a 95% confidence level
= percent chance of giving an answer (.5 is thetiiloeral figure representing “all-odds-as-equal”)
= confidence interval (a range of accuracy exgp@ss +/- X %)

The calculations to determine the sample size for the population of initial codes we

%&
#$ — 4

! (T (Rounded to 540)

Researcher triangulation concerning the reliability ofithigal codes yielded an agreement
measure of 90%°° With a confidence interval of 3.75%, this result could be intemprase
‘given a randomly selected sample of 540 initial codes, there W&8achance (confidence
level) that the second researcher agreed with between 86.25 — 93.73% pfirhary
researcher’s initial codes.” Researcher triangulation comgethie reliability of the focused
and theoretical codes yielded agreement measures of 90% and 10086velyp&* Because
the sample population was 100% of the total population, the confidence lintersa%.
Therefore, there was a 100% chance (confidence level) thagdbedsresearcher agreed with
90% and 100% of the primary researcher’'s focused and theoretical cespsctively.
According to Lombard et al., agreement “coefficients of 90% eatgr are nearly always
acceptable” and “80% or greater is acceptable in mostisitsaf®®> This thesis’s research
had agreement measures of 86-94%, 90% and 100%, which suggest that cosling wa

conducted in a reasonably bracketed manner according to reasonabbedrdiendards. It

382 (Israel, 1992, p. 3)

33 The second researcher agreed with the usage a§f4B8) reviewed initial codes. (486 / 540 = 90%)

34 The second researcher agreed with the usage aff1I®l reviewed focused codes. (118/ 131 = 90%)
The second researcher agreed with the usatje @ff 17 reviewed theoretical codes. (17 / 1706%)

3% (Lombard et al., 2002, p. 600)
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is defensible to assume that coding errors which might iexikis thesis’s research have not
added to those weaknesses inherent to subjective social researchprodasses, discussed
at the end of Chapter Three.

Respondent validation occurred with as many participants as possibiéipg feedback
on Chapter FiveAnalyses of FindingsMays and Pope caution that “account[s] produced by
researchers are designed for a wide audience and will, ingyitae different from the
account of an individual informant simply because of their differerdsrah the research
process.®*® Respondent validation does however serve to reduce error and, acdording
Lincoln and Guba, respondent validation (“member checking”) is a “mastatitechnique
for establishing credibility®®’ Two attempts were made to contact each of the original 24
researchparticipants: nine participants responded and five were availablevéinty to
participate in a validation review after the data was coded anlysada Qualitative
responses from the five participants indicated that they agretbdtme findings of this
thesis’s research on a general level. Due to their unique Bepeseveral participants
commented on the research’s findings concerning HR, training, and derfeweal concerns.
When asked about these specific aspects of the research’s $ingergicipant responses
continued to be favourable. Qualitative responses included unanimous fgegreement’
with some participants expanding on their previous comments to em&irepoints were
communicated clearly. These responses suggest that the dgtasaprecedures produced
results that have some degree of validity and reliability.

Focused Coding Results: Organized by Interview Guide Question

This section is presented to illustrate the rigor underlyingfitbeiteration of focused
coding, whereby 2,538 initial codes were condensed into 131 focused*¥bdé focused
codes presented here are arranged according to the 12 core questiensemi-structured
interview guide (as discussed in Chapter ThiMethodologyand Appendix Cinterview
Guide in order to keep emerging themes organized and to pointedly sdtieeplanned
guestions inherent to this thesis. All 12 questions were not answgredl interview

participants due to variations in the time allowed for each irgervalso, the interview guide

386 (Mays & Pope, 2000, p. 51)

37 (Lincoln & Guba, 1985, pp. 314-315)

38 Focused coding “pinpoint[s] and develop[s] the nsadient categories” determined during the iniciadling
phase. Some initial codes that are not suppostestibsequent data collection are discarded whieatedly-
present initial codes are either turned into staloie categories or amalgamated into more-enconmgass
categories (Charmaz, 2006, p. 46).
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evolved to expand the breadth of the research as categories sstana¢ed. Throughout
this section, brief explanations of important findings are given surenthat the links

between findings and analyses (discussed in Chapter Five) are readily apparent
Interview Guide Question 1
“Please describe your role and primary responsibilities.”

The quantifiable responses to this open-ended question can be seen intithzaRfta
Demographics chart (discussed in the previous section). The columtedabelels of
Authority depicts the hierarchical levels (roles) experienced by eaticipant. In addition
to quoting their company-appointed job titles and descriptions, matgipants chose to
expand upon their understanding of leadership by explaining various roles and respessibili
in their own words. The qualitative responses to this question providechatfon about the
drivers of ethical behaviour for contractors who are operatinigostile environments by
revealing the range of responsibilities that contractors belideaders (themselves and
others) were obliged to uphottf

Question one was addressed by all 24 participants; 22 focused caodegewerated and
these codes were referenced 412 times (see charts belowerageaof 17.2 responses per
participant, which was the highest response rate (per paririplall of the Interview Guide
guestions. This question’s response rate was nearly 50% higherhttaof tthe second
highest response rate suggesting that interview participantsvéelithe responsibilities
inherent to leadership roles were of very high importafft&uestion one was also unique in
that it elicited the highest number of responses pertaining tofispkesiels of decision-
making authority; while some responsibilities were inherent teeatlers, many participants
believed that other responsibilities were more pronounced atispevils. Because of the
range of responses generated by this question, the focused codesolésr and
responsibilities’ are presented here in two sections: those inheréspecific leadership

levels’ and those inherent to ‘all leadership levels.’

%39 Symbolic interactionism, discussed in the subsecleapter, suggests that leaders’ ideologicaltcoctions
of leadership roles and responsibilities affectitza’ motivations (Blumer, 1969, p. 2).

399 The second highest response rate was for questidrich averaged 11.8 responses per participané T
response rate for question #1 was more than ddliblaverage response rate for all questions (wihkiach8.6).
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Roles and Responsibilities Inherent to ‘Specific Leadership Levels’

In total, 96% of respondents emphasized responsibilities inherepetifis levels of
decision-making authorit}?* This reported percentage came from a combination of
participants who believed it was important to specify the respititiss inherent to their own
level of decision-making authoriyf and participants who also specified responsibilities
inherent to other peoples’ levels of decision-making authdtityThe following table shows

the distribution of participant responses:

Q1 - Roles & Responsibilities

I_nti PLEI/S;—:‘CI)[;?I Parti_cip_a_nts Described I_nti Izglsec:r;a;l Parti_cip_a_nts Described
view # Exp Responsibilities at these Levels: view # Exp Responsibilities at these Levels:

1 T, P Cl R P PT| T HR 13 T, P Cl R P P/IT T

2 T, P R P|PT| T 14 T,P,C R| P | PIT T HR

3 R C PIT| T 15 T P T

4 R P T HR 16 T P/IT

5 P C P/T 17 P,R,C d PIT T

6 © C 18 P,R,C | C

7 C C P T 19 R, C R P P/T T

8 P, R P T 20 T, P P/IT T

9 P,R,C g R P PIT 21 T,P,R g R P P/IT T

10 T,P,R,C | C| R PI|PT|T 22 P T

11 P,C Cl P/T HR 23 C

12 P,R,C R P/T 24 T,C P T

Levels of decision-making authority within most BESi@clude: T = Team; P = Project; R = Regional or
country; and C = Corporate. The codes (T, P, Rar@ptated in the column “Personal Level of Expdwh
the levels at which participants had personal égpee (T = 10; P = 15; R = 10; C = 12).

Participants described responsibilities at theimspeal levels of experien@nd at other levels of decision-
making authority (T, P, R, C). Human Resource rgara(who could be at project, regional, or corfora
level) were singled out four times as having sgeoias and responsibilities (HR = Human Resources)

From this table and the following table that summarizes the dédcudes for
responsibilities at specific leadership levels, it is posdiblsee that project and team level
responsibilities were reported most frequentfy.Although the majority of the respondents

(53%) had experience working at project and team levels, theyanaggority by only a very

39123 of 24 participants = 95.8%)

392 Question one’s pointed phrasing directed all padints to describe their own roles and respoiitiisij
nearly all participants (20 of 24 = 83%) went ord&scribe the general responsibilities inheremtltteaders at
their level of decision-making authority.

39320 of 24 participants (83%) described the resilitas inherent to levels of decision-making aarity
other than their own.

394 0f the commentary that pertained to specific Iewdlresponsibility, 6 of 10 focused codes (60%jgired
to project and team levels; 56 of 82 sources (688tlained to project and team levels; and 145 @f 20
references (70%) pertained to project and teanideve
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slight margin®®® thus, a skewing of data towards the project and team levslshgarvable:

a disproportionate amount of attention was given to project and team level respmssibili

Interview Guide - Question 1 (n = 23)
# of # of
Focused Codes: Sources| refs
Code | Q1 — Please describe your role and responsibilities | 23 | 207
...inherent to specific leadership levels
1 | Corporate leader activities must support projeatiéss 10 27
2 | Corporate leaders must vet their clients 3 4
3 | Regional & country leaders must support projecspenel 9 23
4 | Regional & project leaders must evaluate policied supervise adherence to polié?és 9 17
5 | Project leaders must ensure they have supportliigher levels to defend their decisions 4 9
6 | Project and team leaders must train and mentorotherder to build successful teams| 17 | 46
7 | Team leaders must motivate and control men witly g&ong personalities 13 35
8 | Team leaders must delegate tasks and personaky\ssg adherence to standards 8 19
9 fT_team leaders must embody and enforce high standaegsdf-discipline and physical 19
itness
10 | Leaders in human resource management positionsreursit quality contractors 4 8

A second trend in the level-specific data was that respondesusssed many of the
project and team level responsibilities in terms of ‘what lesadbould do,” while corporate
and regional responsibilities were more often discussed in terms of ‘whats|éaitler do.’

Combined, these two trends suggest that there may be an emphaisisheiindustry on
the roles and responsibilities of project and team leaders; howeeeample population for
this research was selected for its diversity rather tharefieesentativeness of the overall
population of PSC leadet®. Thus, while it is interesting that a diverse sample populatio
agreed on several specific leadership responsibilities, the samelén = 24) is too small to
determine the extent of any agreement. Subsequently, the dath fnoimequestion one is
insufficient to determine the true strengths or weaknessesrpbrate or regional leaders.
The focused codes generated during this thesis’ analyses a@nteadaly in that they reveal
the range of responsibilities perceived by PSC leaders. Tige raf responsibilities is

discussed in detail in Chapter Five.

395539 of participants had experience working atgmbpr team levels. This was determined by calinga
(T10 + P15) dived by (T10 + P15 + R10 + C12) = 53%

%% Regional and project leaders might evaluate pasieiccording to different criteria; for examplegiomal
leaders might assess the political or legal impégblicies while project leaders might assesdithgact that
policies may have on clients, operations, or LNolab

397 The adequacy of a theoretical sample stems fredliversity (Glaser & Strauss, 1967, p. 63). Gfisaio
generalize research findings to concepts, not pe@rbin & Strauss, 1990, p. 9).
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Roles and Responsibilities Inherent to ‘All Leadership Levels’

All respondents discussed responsibilities inherent to all or mulépkds of decision-
making authority’®® The following table shows the distribution of participant responses:

Interview Guide - Question 1 (n = 24)
# of # of
Focused Codes sources| refs
Code | Q1 — Please describe your role and responsibés... 24 205
...iInherent to all leadership levels
11 All leaders must empower subordinates by listeming allowing them to influence 15 | 31
outcomes
12 | All leaders must understand how their roles anddles of others relate to 'the big picturg 12 | 36
13 | All leaders must select the correct people for fpmss 12 | 15
14 | All leaders must proactively supervise the ethimtiaviour of subordinates 9 | 20
15 | All leaders must be 'team players,’ facilitatingntecohesion and team efforts 9 17
16 | All leaders must consistently set positive examfde®thers to follow 8 | 18
17 | All leaders must support contractors' morale 8 18
18 | All leaders must educate clients 8 | 13
19 | All leaders must ensure the successful deliverseofices 6 13
20 | All leaders must coordinate operations, in suppblbwer echelons 6 9
21 | All leaders must ensure the health and safety ofraotors 5 8
22 | All leaders must keep the company profitable 5 7

Several of the focused codes pertaining to ‘all leadershipslewelre similar to those
pertaining to ‘specific leadership levels;’ the primary ddfece was simply that some
respondents were more specific than others in attributing respdgsiblh the thematic
coding phase, focused codes #1-22 were relevant in that they helpedinketdrivers of

ethical behaviour.

Interview Guide Question 2

“What are the critical tasks or concerns that seem to require the mosbae

The qualitative responses that pertained to this open-ended questiordegrovi
information about how leaders perceived their and others’ responsgiliihis information
was relevant in that it helped to identify the drivers of ethiedaviour for contractors in
hostile environments. Because this thesis conducted theoreticalrga(speking a range of
information rather than statistically representative informatittng data was not relevant for
determining the priorities of PSC leaders; critical tasksooicerns that were mentioned more

398 (24 of 24 participants = 100%)
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often were not necessarily more important. Question two was addrbg 21 participants; 8
focused codes were generated and these codes were referenciede$86art average of 8.9

responses per participant.

Interview Guide - Question 2 (n = 21)
# of # of
Focused Codes sources| refs
Q2 — What are the critical tasks or concerns that sm to require the most
Code attention? 21 | 186
23 | Liaising daily with clients, LNs, contractors, aather leaders is a critical task 14 | 27
Managing cultural and professional differences leetwExpats, TCNs, and LNs is a
24 o 13 37
critical task
Ensuring that team-level training is current igitical task for some leaders and a criticg
25 11 | 35
concern for others
26 | Ensuring client safety is a critical concern 11 21
27 | Costs, profits, and loses are critical concernd@ih PSCs and client companies 11 19
28 | Ensuring contractor welfare, within the confinegaffitability, is a critical concern 10 20
29 | Ensuring client satisfaction is a critical concern 10 | 16
30 | Winning and retaining business is a critical concer 6 11

The table for Q2 shows that PSC leaders tend to dedicate itheirtd addressing
categories of concern as opposed to repetitively executingfispetirected tasks. The
terminology and phrasing of many of the interviews suggestedP®@tleaders at all levels
had freedom of action and that their supervisors expected them kit edgrees of initiative
during day-to-day operations. The following paragraphs describe the focusedncousser
detail. These details were relevant to identifying and uratedstg the relationships between
focused codes that were found during the third coding phase: theoretical coding.

Managing human relationships, including relationships between INatsbnals (LNS),
contractors, and clients of all nationalities was an expreaskddr the majority of interview
participants. “Liaising” between these groups generally edtaiteordinating efforts and
actions, while “managing differences” generally entailed mamgagexpectations and
conducting counseling to resolve disputes. PSC leaders’ understanflinggh “liaising”
and “managing differences” informed PSC leaders’ perceptiorieenf roles in PSCs and
enabled PSC leaders to fulfil those roles.

Team and project-level leaders were expressly tasked wghriag that team-level
training was current and verifiable. Many leaders above t&aunproject-level considered
training to be a principal concern that merited their time andrgspmn. The importance of
team-level training was referenced 15 times; the importan&@eofirity Industry Authority
(SIA) and project level supervision was referenced seven timdés. r&gard to specific types

of training, weapons and tactical training was referenced @ariemt 15 times; interpersonal,
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professional, and regulations-based training was referencenngig; tmission planning and
computer training was referenced three times; and medical amesdi training were
referenced two times each. Despite many references mngano interview participants
mentioned training requirements outside of the team level; thigel@asant during analyses
in that it seemed to corroborate some participants’ concernghiva should be greater
training requirements for regional and corporate-level leadership.

The next five focused codes, discussed below, are relevant becayserohae
information that is useful for analyzing the organizational ohjestof PSCs. Understanding
the organizational objectives of PSCs, as they are perceive8®yeRaders, is fundamentally
important to analyzing the drivers of ethical behaviour. Cliengtgabusiness concerns,
contractor welfare, and client satisfaction all merited leader mttent

Client safety was referenced as a critical concern by lficipants; four participants
expanded upon their answers to describe the importance of safetgilri‘deAlthough four
participants noted that safety was a main decision-driver, twiziparits stated that, to some
degree, the priority of a mission could affect the risk toleraht®th clients and PSCs. One
participant noted that PSCs that do not prioritize the safety af ¢hents will almost
assuredly run into legal problems. Safety concerns also had art iompexterpretations of
Rules of the Use of Force (RUF) (two references); and safegsures could be positively or
negatively influenced by what clients were willing to pay (three rete®n

Eleven PSC corporate leaders stated that monitoring costs, pesfitslosses (P&L)
required a significant amount of their attention. Three PSC coepleratlers suggested that
their clients (and corporate leaders in all industries) weatarally, equally concerned about
business finances. Two project-level leaders also identifiedpgkeep of P&L as a critical
concern.

Ensuring contractor welfare was reported as a critical conbgrproject and team
leaders. It is noteworthy that no regional or corporate levelhgexs identified “contractor
welfare” as a major time or attention-consuming concern. Four projectdesmttbethree team
leaders defined “welfare” in terms of “safety” while eighttoject leaders and five team
leaders defined “welfare” in terms of “morale.”

Ensuring client satisfaction was noted as an important concern bygef@rate
participants. While most participants did not specify exactlgtwood” comes from client
satisfaction, five participants stated that legal and firsrtooubles stem from dissatisfied

39 Interviews #13, 15, 16, and 17 expanded on thrsiwars, giving double or more detail on this suibjlean
the other seven participants who reported cliefetgas being a critical concern.
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clients. Three participants noted that communication was impoantitigating client
disappointment suggesting that disappointment was a major diver of dissatisfaction.

Finally, six participants specifically stated that winning aethining business was an
attention-consuming concern. Several participants noted that “alnolvéeyond” service
delivery was a key component of winning and retaining business. Hbiches to statements
made by respondents who identified client satisfaction and daaht ¢dlaison as critical tasks
and concerns.

Much of the information discovered from Q2 was relevant to analgséhapter Five in
that it helped to identify PSC personnel’s understandings of PSGsiimagional objectives.
This understanding was important in light of the potential and consezpi@hcconfusing
PSCs’ missions with those of militaries. The informatidavant to Q2 helped to inform the
first driver of ethical behaviour (‘PSC personnel’'s understandihgecurity in a commercial

context’), discussed in detail in the next chapter.

Interview Guide Question 3

“In your experience, what are the most common ethical challengesent to operating

in a hostile environment?”

The qualitative responses that pertained to this open-ended questiordegrovi
information about the negative pressures that contractors in has@l@nments might face;
pressures that impede ethical decision-making. This informatiorhalpful in identifying
factors that negatively influence the drivers of ethical behaviou contractors in hostile
environments. Question three was addressed by 23 participants; lldfeodss were
generated and these codes were referenced 169 times; aneaw€ra@ responses per

participant.
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Interview Guide - Question 3 (n = 23)

# of # of
Focused Codes sources| refs
Q3 - In your experience, what are the most commorttgcal challenges inherent to
Code . . . 23 | 169
operating in a hostile environment?

31 | Keeping military and private security behaviouratms separate is an ethical challengg 13 | 38

32 | Maintaining control over aggressive contractoransethical challenge 11 29

33 | Managing LN cultural and professional differencea ethical challenge 9 20

34 | Teaching Western ethical standards to TCNs andi&lda ethical challenge 9 11

35 Hk?vlilng no alternative but to manage contractorh witb-standard skills is an ethical 8 19
challenge

Submitting honest training and expense reportsy &reen it may upset leaders, is an

36 ethical challenge 7 12
37 | Fairly disciplining contractors is an ethical clealtje 6 7
38 | Keeping military and private security images sefisian ethical challenge 5 12
39 | Sourcing equipment legally, under time pressurenisthical challenge 5 8
40 Del_ivering agreed-upon service standards, despést@nd company pressures, is an 4
ethical challenge
a1 Mhotlilvating and empowering others with very littward power to rely on is an ethical 4 5
challenge

The table for Q3 shows that PSC leaders reported that mamgtaguntrol over
contractor behaviour was the most commonly occurring ethical oballe The most
prominent codes (#31 and #32) specifically addressed behaviours while#83d88, and 41
related to professional and disciplinary standards that influencevibeha A detailed
understanding of the focused codes related to Q3 helped to explairottimeecauses and
consequences of ethical challenges; this information was rel@ratis€ussing the drivers of
ethical behaviour and how leadership can affect those drivers. Thwifm paragraphs
describe each focused code in greater detail.

Two codes (#31 and #38) identified the separation of military andhtprisecurity
behavioural norms and images as an ethical challenge. Both ef ¢hdes pertained to
ensuring that people (both contractors and outsiders) understand thetiesibind PSCs are
different organizations with different mandates and purposes. Twedpendents noted that
when PSCs adopt para-military uniforms and markings, or when thewntegtand-in-
glove” with militaries, then PSCs undermine their own neutrality present themselves as
legitimate military targets in hostile environments. This b&ha, in turn, creates additional
risk for clients as PSCs draw additional hostile attention. Bspandents noted that popular
media has exacerbated problems by exaggerating and inaccurateltizingSC activities.
Focused codes #31 and #38 provided details and specific examples of howanddeyst
(and misunderstandings) can be shaped and controlled by leaders; twleessodes
contributed to identifying the first driver of ethical behaviour, désed in detail in the next

chapter.
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Maintaining control over contractors’ behaviour was reported by 1liciparts as an
important challenge; despite that much of the supporting evidencehiforchallenge
addressed situations from the 2005 — 2006 timeframe. While mitigattas have been put
into place since that ef&’ participants suggested that the “slope” was still “slippeng that
that era could return. Words and phrases used to describe unwanteattoontand

behaviours included: “psychopaths,” “lunatics,” “blatantly out-of-platgshes at the first
thing,” “mercenary types,” “aggressive,” “rogue individuals,” dtyer-happy,” “volatile,”
“avenging 9-11,” “bloody cowboys,” “fucking feral,” “outright murdes¢ and “Walter
Mittys.” Six participants noted that unwante&C personnel must be identified and quickly
terminated from employment; also there was a requirementdiiractors to be “very
strongly controlled” (eight references). Leadership must bey“swong” (five references);
well-informed (four references); ethical (three referencasil experienced (two references).
Focused code #32 provided specific examples of some PSC lead#étgleatttowards
unwanted personnel and the dangers of failing to control (or oust) sucheptuogde
examples helped to explain how certain negative influences cactdedm PSC personnel’s
motivations to uphold their responsibilities.

The remaining focused codes pertaining to Q3 (discussed below) pranidedation
relevant to understanding how certain people and environmental factorsanaa or
exacerbate ethical challenges within PSCs. Understandingrte & ethical challenges
inherent to PSC operations was prerequisite to understanding howslepdskills and
behaviours might help leaders to impact on ethical behaviour. Lodahilist (LNS), poorly-
trained contractors, and demanding supervisors all contributed to creatinfathileanges.

Nine participants mentioned that managing Local National (LINy@l and professional
differences was a commonly occurring challenge; the crux othdenge was to manage
quality and expectations without lowering performance standards. y N&otors were
reported to add to the challenge, including that: LN accountabiiityerms of both
supervision and documentation was low (five references); LN diseiptas low (four

references); LN training was lacking (four referenckd);business customs and norms were

0 Some examples of mitigating factors put in plac&aq since 2006 include: the dissolution of CPAI& 17,
which gave contractors immunity from Iragi lawsregulations; the establishment of the Armed Cotrac
Oversight Division, which monitored, reviewed, aegorted PSC incident; and increasing reporting
requirements to CONtractor Operations Cells (CONGenberg, 2010). These steps arguably increased
coalition control over PSCs in Iraq. At the intational level (despite the code’s limited authgritye
publishing of the ICoC arguably established behandbnorms for the private security industry woridev
(ICRC, 2010). The impact of these control measarethe private security industry in Iraq is dissecsin
greater detail in Chapter SiRiscussion of Other Empirical Evidence
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corrupt (two references); and that LN conflict resolution techniguere sometimes unfair
and violent (one reference).

Teaching LNs (and TCNs) about Western ethical standards wexk as$ a challenge
related to managing cultural and professional differences. ®brtiee challenge stemmed
from expats having a difficult time understanding the ethical £atel standards being
handed down to them from higher (two references). Teaching LNs ®hesiern standards
was also challenging because most LNs did not care to unukrtte material (four
references) and because LN culture seemed to dominate and blocknitheistanding of
foreign ethical frameworks (three references).

Managing contractors with sub-standard technical and tactidéd was cited as an
ethical challenge that resulted from many contractors not lasiisgilled as they say or think
they are (10 references). Often having few resources bleadad little or no reward power,
some leaders felt challenged to motivate contractors to impitwie performances (four
references); PSCs that placed contractors into positions feoneather than professional
merit compounded the ethical challenges of leaders (four refsjentbere were important
similarities between challenges stemming from incentive tstres and challenges related to
motivating and empowering contractors.

Some leaders noted that it was, at times, a challenge to dutimeist reports to clients,
inspectors, and higher level leaders within their PSCs (two denefexrences). Six
references cited pressures to submit dishonest training reportshraedreferences cited
pressures to submit dishonest expense reports.

Finally, four participants cited challenges related to dehgeragreed-upon service
standards. Obligations to clients, as outlined in service agreeprectsitracts, sometimes
conflicted with leaders’ obligations to maximize the profit gias of their PSCs (three
references), with leaders’ obligations to consider the largealsoonsequences of their
behaviour (two references), and with clients’ changing or immedietiges (one reference).
Additional challenges could arise when leaders had to balansenteontracts (delivering
current profits) with opportunities to garner the future good will lents (which could
deliver future profit).

Much of the information relevant to Q3 contributed to a more-detakpthnation of the
detractors from PSC personnel’s personal motivations to behave lgthitdéntifying and
understanding detractors was important because these detrackersipntne obstacles that
leadership must overcome if leadership is to have a positive inflenmethical behaviour.

Q3 helped to inform the third driver of ethical behaviour (‘PSC per¢snpersonal
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motivations to fulfil responsibilities inherent to their roles’),atdissed in detail in the next

chapter.

Interview Guide Question 4

“Have ethical challenges changed over time or as you've moved into néienms?’

The qualitative responses that pertained to this open-ended question toelegérate
historical pressures from current pressures within the induisyablishing a sense of time
allowed this thesis to better establish causes and effectedretieadership skills and
behaviours and ethical behaviour; this was, in turn, helpful in iderdifsame of the drivers
of ethical behaviour for contractors in hostile environments. Qurekiur was addressed by
20 patrticipants; 9 focused codes were generated and these codesfarereced 150 times;

an average of 7.5 responses per participant.

Interview Guide - Question 4 (n = 20)

# of # of

Focused Codes sources| refs

Code Q4 _—_Have ethical challenges changed over time os gou've moved into new 20 | 150
positions?

42 | Ethical challenges have diminished as regulatosyesys have matured 13 | 40

Ethical challenges have changed as partnershipsaiN-LN companies have affected
43 . 13 27
behaviours and standards

44 Ethical challenges have diminished as contractave lyained training, experience, and 10 18
social awareness

45 Ethical challenges have changed as expat laboutdmsased in favour of cheaper, les$

skilled LN labour 8 12

46 | Ethical challenges have diminished as contracteveldped long-term career intentions| 7 23

47 | Ethical challenges have diminished as threat lemefsajor markets have decreased 7 8
Ethical challenges have diminished as PSCs havedaway from military behaviours,

48 AT ] S 10
towards civilian behaviours

49 Ethical challenges have changed as commercialtslteave begun to outnumber 5 7
government clients

50 Ethical challenges have changed as many PSCs baseldated decision-making at 3 5

corporate level

The table for Q4 shows that most PSC leaders believed thatl etadienges have not
remained static over time: they have changed in some walysoa balance, have possibly
diminished. The following paragraphs describe each focused codeeatergrdetail.
Understanding the details of each focused code for Q4 made it pdesdnlalyse changes to
ethical challenges and to determine which changes might have dmeirred due to
leadership-related factors.
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The greatest change to the ethical challenges inhereghetprivate security industry
appears to have come from the introduction and evolution of regulatione thtmm 50% of
the interview participants noted that regulations had, to someiteidéssened the total
number of ethical challenges faced by PSC leaders at allslevBkeventeen references
indicated that the industry has become increasingly regulatedtiowerand 15 references
indicated that regulations were being enforced. Compliance ®gthlations is incentivized
insofar as ‘compliance wins business’ (three references) amdat®n begets stability;
winning business and fostering stability also attracts quabitytractors (four references).
These findings suggest that regulatory efforts have had a rmécemsitive impact on the
ethical behaviour of PSCs. The benefits of regulatory efforts linhiéations of those
benefits, and the relationships between regulation and leadershipseussed in detail in
Chapter Five.

Ethical challenges have also changed as partnerships have chR8@=dhave become
multi-national companies with regards to their employees, subawboits and clients. This
has exposed PSCs to a variety of new legal structureslthiadpact upon PSC operations
(eight references). Different cultures accept differentaipe standards (11 references) and
respond differently to codes of conduct (five references).

Regulation, legal structures, and standard operating procedures (noténa itwo
paragraphs above) are all authoritative constructs; changes td etiatlanges that stem
from these constructs are thus, arguably, leadership-driven chamd@sgnthese focused
codes important to informing this thesis. These focused codes smzeialy relevant to
understanding how and why regulations impact on ethical behaviour; aag itelevant to
understanding differences between ‘the existence of regulatindstltee processes inherent
to creating and enforcing regulations.’

Some ethical challenges have become less difficult to resslw&estern contractors
have gained training (two references), experience (severemeés), and social awareness
(nine references). Simultaneously, contractors and PSCs have aveagdrom problematic
military behaviours, towards more socially-acceptable nonanylibehaviours which allow
them to operate more effectively in civilian environments. Howeherrise of LN labour
within the market has created new challenges (eight references) tlahamays, off-set the
gains made by developing Western contractors. Cheaper, ldeg-4¢kils may or may not
rigorously adhere to or enforce standards (two references) andaxrpats may or may not
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have the relationship-management skills required to mentor and ledabbhir forces (one
referencef®*

Finally, seven participants put a relatively strong focus onahg-term career intentions
of contractors. Over time, the private security industry hasepratgelf to be an enduring
industry and contractors have begun to value career opportunities thabdmvemade
available to those who are willing to evolve with the needs ofintestry. These seven
participants asserted that career-intentions have positivectedf ethical behaviour;
improved ethical behaviour has, in turn, diminished the ethical challenges leagels fa

Much of the information relevant to Q4 contributed to a more-ddtaitelerstanding of
how and why ethical challenges have changed over time. ldentifyingnaledstanding these
changes was an important part of determining the magnitude ahpet of leadership on
the ethical behaviour of PSC personnel.

Interview Guide Question 5

“How much importance do others (clients, colleagues, other PSGd¢agem to assign

to ethical behaviour?”

The qualitative responses that pertained to this open-ended quesped teelidentify
how leaders appear to rank the importance of “ethical behavioutiveeta other priorities
such as profit and operational effectiveness. The question addressedtors’ perceptions
of others’ understandings of leadership responsibilities. By askingydinates to comment
on their leaders’ behaviour, it became possible to compare seHfgtens with external
perceptions. It also allowed some insight into how ethical behaviogintbe measured
within the PSC industry. This was helpful in identifying the dsvef ethical behaviour for
contractors in hostile environments. It is important to note thadbwdh the question asked
participants to measure the importance that others seem to &ssethical behaviour, the
data from this question is not sufficient to determine actual, industle ethical priorities.
Due to the non-representative nature of theoretical samplinfintiiegs of this thesis cannot
be extrapolated beyond the sample population.

Question five was addressed by 19 participants; 5 focused codegevermted and
these codes were referenced 108 times; an average of 5.7 responses per participant

401 (Interview #5)
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Interview Guide - Question 5 (n = 19)
# of # of
Focused Codes sources| refs
5 — How much importance do others (clients, collemes, other PSC leaders) seenm
Code S) assign to ethical Ft))ehaviour? ( & : 19| 108
PSCs value, protect, and market their reputatiehg;h are influenced by 'ethical’
o behaviour 15 36
52 | Contractors value their reputations amongst whaorsnally a close-knit peer group 11 20
53 | Ethical business models are the only sustainabidit@ble business models 11 | 17
54 | Profit is an important priority for PSC leaderst brofit is dependent on reputation 9 14
55 | Clients value their reputations and will readilgaivn PSCs for unacceptable behavioury 8 21

The table for Q5 shows that participants perceived their legdexs$ their clients’
leaders) to be most concerned with their personal reputations amdptitations of their
companies. ‘Reputation’ was directly linked to adhering to etmocams and standards;
‘reputation’ was also directly linked to marketability and profit. As such, \aahaethically’
can be considered (to some unknown degree) important to both PSC |eadB&Gs’ client
leaders. From the interview data, it was not possible to detenwhe¢her PSC leaders
believed “reputation” or “profit” was most important. Most litenr& defining “commercial
business” suggests that “profit” should be a PSC leader's topitgfir however nine
participants suggested that “reputation” is much more difftcufbaintain and the pursuit of
profit is futile if reputation is not a company’s first consideration.

The information relevant to Q5 helped to identify some of the comtethanisms
leveraged by decision-makers; and the means by which decisionsnsaledrto achieve their
goals. Q5 helped to inform the second driver of ethical behavio@&C(‘Personnel’s
understandings of their personal roles in establishing an ethicaitel), discussed in further
detail in the next chapter.

Interview Guide Question 6

“Which practices or policies (if any) most clearly revesd priority that a company (or
client) places on ethical behaviour?”

The qualitative responses that pertained to this open-ended quesped teelidentify
which actions, behaviours, policies, and practices were influencitigipants’ beliefs about
the priority that companies or leaders were placing on etbeladviour. These responses

were helpful in identifying the drivers of ethical behaviour famtcactors in hostile

492 Commercial businesses are institutions that “cotmage their attention on their financial or physic
resources” (Bass, 2008, p. 727). Commercial geald to be profit-oriented regardless of industry.
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environments. Question six was addressed by 22 participants; 12 fooodesl were
generated and these codes were referenced 142 times: aneawér@d responses per
participant.

Interview Guide - Question 6 (n = 22)

# of # of
Focused Codes sources| refs
Code Q6 — Which prgctices or policies (_if any) mo_st cledy reveal the priority that a 29 | 142
company (or client) places on ethical behaviour?
56 | Treating subordinates, clients, and LNs fairly &odestly reveals ethical priorities 10 | 27
57 C(_)di_f)_/ing policies and agreements to ethical codemdards, and SOPs reveals ethica 10 18
priorities
58 | Deploying and recalling leaders to personally ogersompliance reveals ethical prioriti 8 19
59 | Fostering a climate of accountability reveals ethgriorities 8 14
60 | Consideration for the welfare of contractors reseshical priorities 7 11
61 Stri_ving to vyc_)rk within ethical frameworks despfitgey” legal frameworks reveals 7 10
ethical priorities
62 | Encouraging regular discussion of ethical standezdsals ethical priorities I 8
63 | Rejecting corruption, even when it benefits youmpany, reveals ethical priorities 7 7
64 | Committing resources to promote ethical behavieueals ethical priorities 6 9
65 | Self-policing to attract an ethical pool of contas reveals ethical priorities 6 7
66 | Scrutinizing financial transactions reveals ethjpabrities 4 6
67 | Protecting whistleblowers who expose ethical irtfcats reveals ethical priorities 4 6

The table for Q6 indicates that the priority that leaders mlacethical behaviour can be
seen primarily through observable leadership behaviours. This findisdeisant because
this thesis seeks to identify and analyze the impact of fgpdendership skills and
behaviours on the ethical behaviour of PSC personnel. While severaklapdkills were
identified by other interview questions, responses to Q6 suggestabdeavable behaviours
should be considered influential forms of communication. The followinggpaphs describe
focused codes #56-67 in detail showing the ‘action’ or behavioural-orientation ofcebeh ¢

Ten participants believed that treating subordinates, cliemd, LaNs fairly (nine
references) and honestly (16 references) was the single bigdesttor of the priorities a
leader placed on ethical behaviour. Fairness was noted as an mhpactar primarily in
promotions and disciplinary actions. Honesty was noted as an impatamt primarily in
regards to safety and security information, and salary deseadhese findings were
especially relevant in the subsequent coding phase (discussed fartie next chapter)
which found that fairness and honesty were each linked to institupoesdures that detract
from contractor’s long-term career intentions; and PSC personngliisgness to behave
ethically.

Project, regional, and corporate-level leaders reported (incrgasiith respect to

authority level) that the act of codifying policies and agredemdo ethical codes was
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important to demonstrating the priority of ethical behaviour to subordingdeven
references). Codified behavioural norms and standards give contradtaraework within
which they can operate (one reference). Requiring ‘buy-in’ fromrslifstes in the form of
personal signatures demonstrates leaders’ seriousness onuthétlisee references). Two
participants noted disagreement with requiring signed buy-in in kiegt ¢onsidered the
signatures meaningless: leaders could not verify that tlhdbiordinates (especially LNs)
understood what they had read and “[LNs] wouldn’t understand the ethos anyraorthey
did under the conditions they lived if*®  Furthermore, to be credible, policies needed to
address specific hierarchical levels within PSCs and outlirearhent mechanisms at each
level (six references). Focused code #57 appeared to be relatedig® #62 and 70
(discussed below). Code #57 suggested that the real relevdmncd imeitten rules is not in
the rules themselves: instead, relevance stems from the puabdlitransparent manner in
which rules are decided, written, communicated, and enforced. Thrsnation helped to
inform analyses regarding the magnitude of leadership’s impact ldoaletoehaviour,
discussed in the following chapter.

Committing resources to ensure ethical behaviour (#64) was a cadmtid have also
encompassed codes #58, 60, 61, and 63. Participants associated high buoglypeemi
worthwhile costs with deploying leaders to personally oversegbtance, with attending to
welfare issues including job performance rating systems andtygaglife measures, and
with participating in the development of regulatory processes.nyM# the industry’s
significant regulatory developments were facilitated by esesd PSCs contributing their
time, employees, and resources. While many legal ‘greysamaain (three references),
PSCs can demonstrate the priority that they place on ethical behdy adhering to the
‘spirit of the law’ even when the letter of the law is permsgthree references); PSCs can
also publically create their own ethical frameworks when lanes not applicable (two
references). Finally, avoiding corruption, even when it is piee the short-term to comply
with corrupt business norms, was seen as a more-expensive but wiathehaviour.
Understanding the variety of ways that ethical behaviour can iesource costs helped to
inform discussions about things that detract from ethical behaviour.

Likewise, fostering a climate of accountability (#59) was eelab ‘self-policing’ (#65),
scrutinizing financial records and transactions (#66), and protectimgtleblowers (#67).
Each of these focused codes described actions that leaders migtentdpperform (turning

“%Interview #21)
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them into behaviours) to positively impact on ethical behaviour. All fefeeces to the
importance of ‘fostering a climate of accountability’ suggested leaders must personally
inspect and supervise their subordinates’ behaviour in order to ensueghtbal norms and
standards were being followed. Two respondents noted that clients stealty be
inspecting and supervising their PSCs. To be ‘self-policing,” R&@Gers must fairly hold
subordinates to account when norms or standards are violated (tlenemces$); companies
that are self-policing encourage compliant contractors to reraad discourage deviant
contractors from joining or remaining (six references). Thedéerénces suggested that the
protection of whistleblowers enabled employees at all lewelsatl attention to ethical
infractions, allowing supervision to be both top-down (from the leag®rsimd bottom-up
(from employees).

Finally, encouraging regular discussion of ethical behaviour ween sas being
demonstrative of the priority that a leader (or company) plaoesthical behaviour. The
primary mechanism for encouraging regular discussion was raetugkesher training on
company policies and standards (five references); this includegadeng and re-
familiarizing contractors with policies and standards and tmsureng that documents are
signed to affirm understanding. Emailed reminders of policies neted as useful by one
participant and one participant noted the importance of permanent dessm@nd groups
that should convene on a predictable basis to review and discuss oidisgandards. This
finding (focused code #62) related to findings about the relevanceitténmrules (focused
code #57, discussed above). PSC personnel understand rules, codes, andtpdbeies
important when leaders make an effort to keep such things in the foreground of operations.

Much of the information discovered by Q6 suggested that leaders’ behdad more
impact on ethical norms than written rules. This information \eésvant to analyses that
sought to identify and understand influential, observable behaviour. infarmation was
also an important prerequisite for determining the magnitude aftpact of leadership on

the ethical behaviour of PSC personnel.

Interview Guide Question 7

“Is there anything that you (or others) can do to create or pretkical dilemmas for

subordinates?”
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The qualitative responses that pertained to this open-ended questiordegrovi
information about the positive pressures that contractors in hestileonments might face;
pressures that assist PSC personnel with ethical decision-maKihg. information was
helpful in identifying factors that positively influence the dravaf ethical behaviour for
contractors in hostile environments. Question seven was addres@&] dayticipants; 14
focused codes were generated and these codes were referendete6art average of 11.8

responses per participant.

Interview Guide - Question 7 (n = 22)
# of # of
Focused Codes sources| refs
7 — Is there anything that you (or others) can deo create or prevent ethical
Code 3Iemmas for sugordigates?y ( : i 22 | 261
68 | Using military service as a baseline can help tigaiie ethical dilemmas 20 68
69 Adopting a fair, collaborative approach to LN redaships helps to mitigate ethical 12 32
dilemmas
70 | Creating an ethical climate through actions andalieturs helps mitigate ethical dilemmi{ 11 | 20
71 | Vetting contractors helps to mitigate ethical diteas 9 20
72 | Facilitating the welfare and morale of contractoefps mitigate ethical dilemmas 9 16
73 | Preventing fraternization and nepotism helps togaié ethical dilemmas 8 21
74 Hiring new contractors with fresh perspectives mlehs can help to mitigate ethical 6 3
dilemmas
75 E_nsuring mutual loyalty between companies and eetdrs helps to mitigate ethical 6 3
dilemmas
76 | Ensuring that contractors are socially aware hilpsitigate ethical dilemmas 5 28
77 Pro_moting and disciplining contractors accordindgtio appraisals helps to mitigate 5 19
ethical dilemmas
78 | Ensuring that contractors are well-trained helpsiitigate ethical dilemmas 5 7
79 Centralizing authority within multiple high-levekpple can help to mitigate ethical 4 12
dilemmas
80 | Fostering a sense of “belonging to something bighelps mitigate ethical dilemmas 4 4
81 Having one global company culture that fits thehleist standards in all categories helps to,
mitigate ethical dilemmas

The table for Q7 suggests a wide variety of leadership behavibat can create or
prevent ethical dilemmas (depending on whether the behaviours aentpmsabsent,
respectively). “Fairness,” “social awareness,” and caforgthe “welfare” of contractors
were recurring themes. To demonstrate the relevancy of daittese focused codes, the
following paragraphs describe each focused code in greater detail.

Nearly every participant believed that using military senasea baseline for ethics,
training, and leadership had an impact on the creation or preventiomiczl etilemmas for
subordinated®* 19 participants cited instances of military service helpingrevent ethical

dilemmas (55 references); Nine participants noted that aangiltackground had an impact

40420 of 24 participants = 83.3%)
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of some sort (11 references); and two participants noted instahogbtary service creating
ethical dilemmas (two references). Discipline and technical leupe was seen as the
primary benefit of using military service as a baseline (I&eaces); leadership skills and
experience was also seen as a benefit (14 referencesgnaiulity to understand and adhere
to ethical codes was noted as a benefit (four references) fildirgy (focused code #68) was
especially relevant during analyses of PSC personnel’'s undergjandf security in a
commercial context. For better or for worse, military trairapgeared to provide a baseline
for PSCs. The vast majority of initial codes comprising focusmte #68 suggested that
military experience helped to prevent ethical dilenifffashile focused codes #31, 32, and
38 suggested that military experience can create ethicalespga. These findings are
discussed in further detail in the next chapter.

Findings regarding “fairness” (focused codes #69, 73, and 77) were nielava
understanding PSC personnel’'s personal motivations to fulfil respatnssbil Twelve
participants believed that adopting a fair, collaborative approach to Linslaips helped to
mitigate ethical dilemmas. This code suggested that a numb#ricdleilemmas stemmed
from expat-LN relationships. Many participants stated tin@esting in LNs prevents
problems (19 references) and encourages LNs to contribute infomneesential to ethical
decision-making (five references). Contractors who did not aboait fair, collaborative
relationships with LNs were noted to cause ethical dilemmas (eightmeées).

Comments about fairness extended beyond LNs and included fair treatmengst
contractors. Preventing fraternization and nepotism was discusdeeingsan important
element of fairness; as was promoting and disciplining contraatorsding to fair appraisal
systems. Participants stated that leaders had a respondibiliseak up “cliques” (five
references); cliques were seen to damage morale whilevteanvas viewed as essential to
performance (two references). Also, leaders could not faisigipline (eight references) or
promote (seven references) subordinates or protect clients (fer@mees) if they were
overly-emotionally close.

Data underpinning focused code #70 seemed to help corroborate the findoapesf
#57 and 62: leaders’ actions and behaviours were reported to do moretéoocrpeevent
ethical dilemmas than documents and written rules. Participatésl that there are fewer
rules in hostile environments and commercial industries to suppatéertgaespecially
compared to the military (four references) and thus, the ethochdscingrained into PSC

405 (55 of 68 references = 81%)
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personnel have a strong impact (nine references). When ethitzd are lacking or unclear,
PSC personnel tend to use their own judgment to (attempt to) chegtnevent ethical
dilemmas (six references). This finding was particulantgresting in light of focused code
#32 (which addressed aggressive, militant behaviour) and #31, 38, and 68 (ddvessad
the impact of military experience). Together, these findingsedegant because they suggest
that, in the absence of clear guidance from superiors, PSC |leadsve attempts to solve
ethical dilemmas will (for better or for worse) be heavilyuahced by military experiences.
A detailed analysis of these findings is discussed in the next chapter.

Ensuring that contractors are socially aware, either befoirgghor through training, is
another leadership action that can help to prevent ethical dilemn@xially aware
contractors can incorporate ethical codes into decision-makingegges more easily,
particularly when dealing with LN populations (nine referencesyome participants
suggested that police-trained contractors were more likely tesdoglly aware (five
references). Leaders that emphasized training of any soet were likely (in general) to
prevent unethical behaviour because training promoted calm and cosfigénch, in turn,
led to better, more ethical decision-making (four references).

Finally, leaders could help to prevent ethical dilemmas for suboeditgt consolidating
financial (six references) and recruitment (four referencaghority at higher levels.
Corporate and regional-level leaders were reported to be expoddtetent pressures than
lower-level leaders and supervision over a few higher-level leaders wasteaschieve.

Q7 asked for information about actions and behaviours that help P&tslgaevent (or
create) ethical dilemmas for subordinates. The responsesdrada®7 contributed to a more-
detailed understanding of how and why specific behaviours can helerdeastablish and
maintain a company-wide ethical culture. The detailed respto$@s are relevant because
they make it possible to discuss (in the following chapter) whictifspkeadership skills and

behaviours affect the drivers of ethical behaviour.

Interview Guide Question 8

“Whose actions (yours or others) have the most impact when itscamensuring the

ethical behaviour of contractors in hostile environments?”

The qualitative responses that pertained to this open-ended questiordegrovi

information about which leaders were best-positioned to have the gjréagact on the
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ethical behaviour of contractors. Question eight prompted participardall attention to
specific levels of decision-making authority. 19 participants, kewebelieved that there
were some actions that all leaders could employ (regardlgsssdfon) to help ensure the
ethical behaviour of contractors. In total, question eight was addidxy 22 participants; 10
focused codes were generated and these codes were referencede®4Sde charts below):
an average of 11.1 responses per participant.

Because of the range of responses generated by this questionudexfoodes relating
to Q8 are presented in two sections: those pertaining to ‘spkecifiership levels’ and those
pertaining to ‘all leadership levels.” The paragraphs comprisautp section describe the
elements (derived from initial codes) of the focused codes giveadh of the two tables.
The focused codes for Q8 informed discussions about the self-ideotitessders occupying
influential positions; understanding these focused codes also maalssible to identify and
analyze control mechanisms within PSCs.

Influential Actions Available to ‘Specific Leaders’

In total, 83% of respondents emphasized actions that specific |ezmlddstake to help
ensure the ethical behaviour of contracf8fsWhile most participants avoided selecting one
specific leader as having the “most” impact, most participaree willing to articulate
actions that could occur at specific levels. The following tabtevs the distribution of
participant responses:

Interview Guide - Question 8 (n = 22)

# of # of
Focused Codes sources| refs
Code Q8 - Whose act?ons (yours or others) have the mo_snp')act_when it comes to 20 | 189
ensuring the ethical behaviour of contractors in hetile environments?
...actions available to specific leadership levels
82 | Clients have observabimpact by setting, supervising, and auditing highial standards| 16 | 111
Corporate leaders impact positively by ensuringcies lead to good personnel selectio
83 . 14 | 24
and behaviour
Project and Team leaders impact positively by stigieig the activities of LNs and sub-
84 10 14
contracted partners
85 Media personnel impact positively by compelling BS€ publically demonstrate 8 17
commitments to ethical behaviour
86 Team leaders are best positioned to identify afidance most unethical behaviour as it 8 12
occurs
87 Project leaders are best positioned to translatgocate doctrine into enforceable ethical 4 6
behavioural standards
88 TEI\lining providers and licensing bodies impact sy by teaching contractors soft 1 5
skills

408 (20 of 24 participants = 83.3%)
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The table (above) for Q8 shows that most participants believed abtiéiohs, not PSC
leaders, had the most significant impact on ensuring the etiebalviour of contractors in
hostile environments. An overwhelming majority of the comments rstegh from Q8
pertained to the standards and ethical priorities of clie@tmnmercial clients were noted as
often being willing and able to hold PSCs to high degrees of accoiytébi references)
while government clients were noted as often being very tdlefa(or even encouraging)
unethical behaviour; including human rights violations and conflicts of esi®r (27
references). Focused code #82 was relevant to analyses thatexkaow different types of
clients might affect PSCs in different ways (discussed in the next chapter)

A second finding that referenced leaders outside of the nd?®@l hierarchy was that
eight participants believed media personnel had a significant fropatie ethical behaviour
of contractors. Media reports that influence public perceptions vt as being very
influential (five references) due to contractors’ reputationalceors (found in Q5).
Additionally, media was seen as being very unbalanced and unfair: supportive o¢[RSBC
activities was perceived to be rare and so, believing there would beunterbalance, PSC
leaders felt obliged not to give media personnel more negative informéseven
references).

Thirdly, training providers and licensing authorities (specifically,3i%) outside of the
normal PSC hierarchy were cited as having significant influentraining providers can
choose to emphasize hard or soft skills in the performance ofteegurity duties (one
reference) and training providers assess aspiring contractwslang to standards set out by
licensing authorities (one reference).

Within the normal PSC hierarchy, corporate leaders were notdthvasg the most
impact on contractor behaviour; this suggested that the enforcemethicdl rules and
norms is a top-down phenomenon. Establishing policies (13 referemmbgnhcouraging the
selection and retention of ethical personnel (seven references) aited as the most
important powers of corporate-level leaders.

In very general terms, team-level leaders were cited as t@rgst leaders able to spot
and take action against ethical infractions on a day-to-day dasreferences). Project-level
leaders were cited as being responsible for translating cteppodicies into operational
norms (6 references). Participants seemed to rank each ofl¢hdses as having more or

less impact according to their own roles and experiences wig@sP Nearly all participants
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commenting on these levels of leadership, however, agreed that bottt prmjdeam leaders
had to fulfil their responsibilities for ethical compliance to be achieved.

Much of the information relevant to Q8 (regarding specific leveleadership) showed
that ethical standards are determined and enforced by top-dowrsgeeceQ8 also showed
that the “top” of the “top-down process” is not necessarilp8Cs but could originate at the
client, media (societal), or training provider levels. Understantiagtop-down’ nature of
ethics within PSCs was relevant because it enabled to a niomevad understanding of the
second driver of ethical behaviour (‘PSC personnel’s understanditigsiiopersonal roles in

establishing an ethical climate’), discussed in detail in the next chapter.
Influential Actions Available to ‘All Leaders’
In total, 79% of respondents stated that all leaders had somg &bilihpact on the

ethical behaviour of contractors in hostile environméHtsThe following table shows the

distribution of participant responses:

Interview Guide - Question 8 (n = 22)
# of # of
Focused Codes sources| refs
Code Q8 - Whose act?ons (yours or others) have the mo;;npact_vvhen it comes to 19 58
ensuring the ethical behaviour of contractors in hetile environments?
...actions available to all leadership levels
89 | All leaders impact positively by creating netwodésmutual support 11 20
90 | All leaders impact positively by fostering free asken communication 11 | 19
91 | All leaders impact positively by establishing atarg of ethical behaviour 11 19

This table for Q8 shows that all leaders can, to some extentichetpate environments
that are conducive (or detrimental) to ethical behaviour. Somtieipants used the category
“all leaders” as a default answer that meant “all leaderge some ability to impact on
contractor behaviour.” Probing questions were often necessary torageqarticipants to
state exactly ‘which leaders had which abilities’ or ‘whichliaés were inherent to all
leaders’ by virtue of their status as leaders. Nearlgfdhe responses related to Q8 appeared
to be limited to formal leaders; including Code #89, which refemefbtimal networks of
mutual support (15 references) much more often than informal networks (threacefr

The information discovered by Q8 (regarding all levels of lead®rshias relevant

because it helped identify leaders’ perceptions of their own rel@hin PSCs.

07 (19 of 24 participants = 79.1%)
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Understanding these perceptions led to a more-informed understandhng sdcond driver
of ethical behaviour: ‘PSC personnel’s understandings of their pensgeaslin establishing

an ethical climate’, which is discussed in detail in the following chapter.

Interview Guide Question 9

“What people, codes, rules, or training do you find most helpful when yoiaeed with
solving an ethical problem?”

The qualitative responses that pertained to this open-ended questiordegrovi
information about the specific leadership skills and behaviours thedt ahe drivers of
ethical behaviour. Question nine was addressed by all 24 pantgigafocused codes were

generated and these codes were referenced 251 times; ageawérl0.5responses per
participant.

Interview Guide - Question 9 (n = 24)
# of # of
Focused Codes sources| refs
Code ]99 - What peqple, codes_, rules, or training do yourfd most helpful when you are 24 | 251
aced with solving an ethical problem?
92 Agi_and experience impact on leadership abilitidsch in turn affect ethical decision- 22 81
making
Empathy helps leaders select effective disciplinachniques, which in turn helps leaders
93 . 17 71
solve ethical problems
94 Open and honest communication throughout the orgdoh helps leaders solve ethical 17 37
problems
95 | Seeking correct information is essential to ethitedision-making 11 37
96 | Leaders must be and feel empowered to affect changeler to solve ethical problems | 8 12
97 Ethical codes provide helpful frameworks for leadier reference when faced with solving , 13
ethical problems

The table for Q9 shows that most participants believed that perpoalities were more
helpful than formalized, written codes when faced with solving etlpoatblems. These
findings corroborated the findings of Q6 which also indicated thatenriules were of lesser
importance than other influence factors. Only seven participardd ethical codes as
‘helpful frameworks’ and none of the participants stated that thescdae were enough to
solve ethical problems. The following paragraphs describe the foaeskxs in greater
detail. Understanding the details of each focused code for Q9 indbrtng thesis’s

understanding of how and why specific leadership skills and behaciauraffect the drivers
of ethical behaviour.
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Age and experience were seen as the most helpful personal quafitredping leaders
to solve ethical problems. Some participants correlatedvitheleadership experience but
not to a 1:1 ratio (five references). Military experience ggecifically cited as having an
impact on leaders’ abilities to solve ethical problems insofanasy ethical problems were
reportedly related to team dynamics (11 references) and ahiljiy)to cooperate with LNs
(10 references). Positive experiences in the military hekssdels to solve ethical problems;
conversely, negative experiences (including norms that permiggeessive treatment of
LNs) hindered leaders’ abilities to solve ethical problems. BEgferiences appeared to be
more helpful than military experience with regards to LN intéwas (32 references); this
was in large part because PSCs lack the logistical andufi@ogt of militaries. As well as
being dependent on LNs for labour, contractors had to rely on the glbddNs/to survive in
hostile locations where military support was unavailable. Focusel #92 was relevant in
that it appeared to further explain how and why military expedgecan impact on ethical
behaviour of PSC personnel (focused codes #31, 32, 38, and 68).

Empathy was cited as being very important to helping leaddve gthical problems
insofar as empathy enabled leaders to select correct diseipliechniques. Contracts and
SOPs were cited as baseline tools which could be leveragedsohvemg ethical problems
(19 references) and “sacking” was cited as an extremely pawdstciplinary measure (39
references). However, the employment of these techniques veas sgfén as a complex
decision due to the importance of maintaining functional teams eattedship credibility.
Empathy was seen to help leaders to choose disciplinary meadisarevere proportionate to
ethical infractions. This information helped to inform analysesrdaya leadership skills
that can help leaders to establish and maintain an ethical climate.

Open and honest communication also helped leaders to solve etbldahps; primarily
because open communication was seen to enable leaders to cotisuther experienced
leaders during problem-solving (19 references). Openly communiocatihgsubordinates
was also seen as necessary to preventing most problems ftamirgg in the first place; and
as a mechanism for gathering the information necessary to ethk@l decisions (12
references). Four leaders believed that honest communication pragequisite for being a
credible leader (seven references). “Credible” leadersdd anoke-easily gain agreement or
‘buy-in’ from subordinates, thus limiting disputes and enabling thel rapplementation of
solutions.

Finally, having correct information, which often required leadersetek out facts and

conduct deliberate research, was referenced 37 times as being helpful dableghmolving.
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“Having correct information” included having a correct understandinigjow the ‘letter of
the law’ compared to the ‘spirit of the law’ (5 references) ematectly understanding that
ethical behaviour must be internally (not externally) enforced (12 refesgnc

Much of the information discovered by Q9 was relevant because iarialyses of the
impact of leadership behaviour and how some PSC leaders perceivelggwithin PSCs.
Identifying and understanding PSC leaders’ perceptions helped tanedtpasecond driver
of ethical behaviour (PSC leaders’ understandings of their persolesl in establishing
company-wide ethical climates); which is discussed in further detail imetktechapter.

Interview Guide Question 10

“Are there any people or pressures that detract from youityabd make ethical
decisions (or to act ethically)?”

The qualitative responses that pertained to this open-ended questiordegrovi
information about the negative pressures that contractors in hasal@nments might face;
pressures that impede ethical decision-making. This informatiorh@lpful in identifying
some of the drivers of ethical behaviour for contractors in hastl@onments. Question ten
was addressed by all 24 participants; 7 focused codes were gdnandt these codes were
referenced 263 times; an average of 11.0 responses per participant.

Interview Guide - Question 10 (n = 24)

# of # of
Focused Codes sources| refs
Q10 — Are there any people or pressures that detraérom your ability to make
Code ethical decisions (or to act ethically)? 24 | 263

Militant behaviour and leadership detracts fromtcactors' morale and abilities to beha

98 . 20 99
ethically
High salaries and job availability lowers leadetslities to pressure contractors into

99 : : 17 53
behaving ethically

100 Pressures from LN governments and cultures caaadtom contractors' abilities to 13 35

behave ethically

Policies and leadership failures that cause lowateadtetract from contractors' willingness

101 to behave ethically 12 36

102 | Clients can pressure contractors into making uoetldecisions 10 | 14

103 | Financial objectives can pressure PSCs and clientsgke less (or un-)ethical decisions 7 14
Disjoints between organizational levels detractfrmontractors' abilities to behave

e ethically € L

The table for Q10 shows that several of the negative pressuresnipede ethical

decision-making are the antitheses of the positive pressuresrj@ve ethical decision-
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making: for example, militant behaviour appeared to stem fromkaofasocial awareness;
disjoints between organizational levels detracted from teamwadkcammunication; and
clients’ standards could impede ethical decision-making as wselmarove it. Morale
appeared twice as a factor of ethical behaviour and decision-makKirge following
paragraphs describe each focused code in greater detail.

Nearly every participant stated that militant behaviour and agges military-style
leadership detracted from contractor morale and made it mireuldifor contractors to
make ethical decisions. Militant and autocratic leadershipssiyége referenced 31 times as
causing feelings of disloyalty, resentment, and low motivation astatmntractors; these
feelings led contractors to provide lower levels of service ientd and to move more
frequently between PSCs. Militant and aggressive behavioursactéiized by racist
remarks, penchants for violence, angry outbursts, and being unsympgdithelismissive,
were referenced 29 times as provoking similarly negative feelihine participants believed
that many of these negative militant behaviours stemmed frimeth* arms culture”.
Although military service had been previously noted in Q7 (code #68) amtributor to
ethical behaviour, in terms of standards and understanding the ingeod ethical codes,
military service also had a potential downside: teeth arms eultas branded as aggressive,
violent, and often anti-social (17 references). Ex-military asmegiment employees were
reported to often lack commercial skills, with special emphasia @tk of ‘best practice’
human resource management skills (22 references). The findingsusetl code #98 in Q10
coincide with the findings of focused codes #32 (aggressive contraatws§35 (unskilled
contractors).

More generically, Q10 found that all policies and leadership failtiras caused low
moral detracted from contractors’ willingness to behave &tiiien hostile environments.
Feeling disempowered lowered contractors’ willingness to perfortiigh standards (seven
references). Nepotism was reported to disempower formalrteadd lower teams’ abilities
to perform to high standards (15 references). Feeling expendabléwalered contractors’
loyalties and willingness to be team players (14 referencelsgse findings were especially
relevant to analyses of contractor motivations, discussed in detail in the subsbquéet.

Nearly every participant also agreed that very high salaek high job availability
detracted from their abilities to pressure subordinates into adhering td ethntg and rules.
High salaries were seen to decrease contractors’ long-taeercintentions, which, in turn,
decreased contractors’ performance and desire to develop tliempebfessionally (eight

references). High job availability decreased contractor queityiring requirements lowered
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(16 references); and it decreased contractors’ loyalty tbocpkr PSCs (14 references)
because contractors could move to other companies if they didn’t want to adhere tacéhe ethi
standards of their current PSC (14 references).

Finally, pressures from LN governments and cultures could impede donstaethical
decision-making in that it was often in PSCs’ short-term @steto participate in corruption
and bribery. LN governments were cited as often treating WeB8Cs unfairly through
uneven standards, which had the follow-on effect of damaging contracicale (13
references). When combined with the financial objectives of P&dlsd in focused codes
#27 and 30), some contractors felt pressured to compromise their cosnparlyeir own
ethical codes (53 references). The pressure became mopeltioghas culture immersion
could, over time, allow some contractors to view business from aufdrcN perspective
(22 references).

Much of the information discovered by Q10 was relevant becaesaliied analyses of
the detractors from PSC personnel’s personal motivations to behaeallgt Identifying
and understanding detractors was important because these detracteraprthe obstacles
that leadership must overcome if leadership is to have a posifence on ethical
behaviour. Q10 helped to inform the second driver of ethical behaviour PB&Gnnel’s
understandings of their personal roles in establishing ethidairesil), discussed in detail in

the next chapter.

Interview Guide Question 11

“Think of a time when you stopped (or could have stopped) something unédtbital
occurring. You do not have to describe the situation if you do not wanthat training or
knowledge did you possess that helped you to influence other people involved in the

situation?”
The qualitative responses that pertained to this critical incideestion provided

information about the specific leadership skills that affectditigers of ethical behaviour.

Question nine was addressed by 18 participants; 4 focused codegemerated and these
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codes were referenced 60 times; an average of 3.3 respongestpgpant, which was the

lowest response rate of the 12 core quesfi&hs.

Interview Guide - Question 11 (n = 18)

# of # of

Focused Codes sources| refs

Code Q11 — What training or knowledge did you possess th&elped you to influence 18 60
other people involved in the situation?

105 | Influence stems from military and PSC training thiaes leaders skills and 'expert' powd 11 | 26

106 | Influence is enabled by an ingrained military ettt projects responsibility onto leaders10 15

107 | Influence stems from the use of soft, social, $kéls 6 12

108 Influence stems from military leadership experientet enable leaders to write and 6 7
implement policies

The table for Q11 shows that 11 participants relied on militanyitigaand experience to
help them influence other PSC contractors. Nearly half of the refeneedasied to intrinsic
motivations (an “ethos of responsibility”) and “soft” skiffS. Military leadership experience
was also important in terms of policy writing; which can be amred an indirect or
‘environmental’ mechanism for influencing subordinates.

The data gathered by Q11 appeared to be compatible with that ofhi@®, fieund that
PSC leaders relied more on ingrained, personal qualities thamadxteritten rules when
solving ethical problems. The findings of Q11 did not conflict withfitndings of previous
guestions because they provided information only about degrees of inflileegejid not
provide information about whether the influence detracted from or emmulrathical
decision-making. For example, one participant noted that expegentiebe bad or good in
that, a person who has been doing things incorrectly for 20 yearbenagwed (or view
himself) as a subject matter expert and thus influence otbeatso do things incorrectly.
Likewise, the most damaging toxic leaders are skilled atdguey soft, social skills to the
detriment of their organizations.

The information discovered by Q11 was relevant because it contribmitedmore-
detailed explanation of the drivers of ethical behaviour within 2SThe information also
assisted in analyses identifying specific leadership skiis could help leaders to establish

and maintain ethical climates.

“%8 The second lowest response rate of the 12 caeviatv questions came from question #12, which thas
second and only other critical incident questidine low response rates for these two questionshadyecause
critical incident questions require participantseoall and reflect on specific personal experienderitical
incident questions are thus more demanding than-epded questions, which may have discouragediektali
responses.

409 ([15 + 12] references out of 60) = 45%)
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Interview Guide Questions 12

“Think of a time when you stopped (or could have stopped) something unétbroal
occurring. You do not have to describe the situation if you do not wahWkat actions did
you take (or could you have taken) to prevent the situation or toemde other people

involved?”

The qualitative responses that pertained to this critical incideestion provided
information about the specific leadership behaviours that affectdthvers of ethical
behaviour. Question twelve was addressed by 19 participants; 6 focused codgsnseated

and these codes were referenced 80 times; an average of 4.2 responses penfarticipa

Interview Guide - Question 12 (n = 19)
# of # of
Focused Codes sources| refs
Q12 — What actions did you take (or could you haveaken) to prevent the situation
Code . . 19 80
or to influence other people involved?
Influence stems from leaders treating LNs and eatdrs fairly, with mutual respect and
109 trust 15 37
110 | Influence stems from establishing a climate of act¢ability and supervision 8 19
Influence stems from gaining 'buy in' from suboedés, thus ensuring that directives ar
111 ) 10
followed
112 Influence stems from feeling empowered and supddajehigher, enabling leaders to 4 6
make disciplinary decisions
113 Influence stems from ensuring that clients shagell& financial risks, thus curbing som 3 4
client pressure
114 | Influence stems from communicating with clientsrtanage conflict and expectations B 4

The table for Q12 suggests that unethical situations could benpedver minimized by
leader actions that establish climates of fairness, respecacaountability. The information
gathered by Q12 appeared to corroborate and expand upon the findings dficp7sivowed
that ethical dilemmas could be prevented by leaders who exhibitedds, social awareness,
and care for the welfare of contractors. The following paragrdph®nstrate the relevancy
of each of Q12’s focused codes by describing them in greater detail.

A majority of participants (63%) agreed that treating LNs aadtractors fairly was
important to preventing unethical situations from occurring; andftoeincing people in the
midst of situations. Fairness was described as showing aitern for the needs of both
expat and LN contractors, as well as LNs who might be ablefeotdhe climate within a
PSC’s area of operations (16 references). Mutual respect lveaacterized as earnestly

considering subordinates’ perspectives on issues and trusting in sules'dawemhpetencies
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once they had proven themselves competent (14 references). Hamabstyopen
communications was strongly associated with treating LNs camdractors fairly (seven
references). In many ways, code #109 was similar to focused #68eand 111. The
process of “gaining buy-in” appeared to be one specific wayd¢hders could demonstrate a
collaborative leadership approach and respect for other contractoessiniilarities between
these focused codes were found to be relevant during analysesidéee supported each
other, increasing the reliability of this thesis’s results.

Establishing a climate of accountability and supervision was adsmiomed as important
to preventing unethical situations from occurring. Responses indidaea t'climate” of
accountability was characterized by an expectation amongst ctonsrand subordinates that
inspections would take place at frequent intervals; and that tioinacwould be readily
identifiable and traceable (seven references). “Round counts” {gondee ammunition
expenditures) were the most frequently-reported example ofeadiypnspection used by
leaders to maintain accountability (four references). Thersevef accountability was also
discussed: unethical behaviours were more likely to occur when dongrand subordinates
had no expectations of being held accountable for their actiongd€ter@nces). CPA Order
17 issued in December 2006, which gave contractors immunity frompstetecution in Iraq,
was cited as causing major problems because it caused margctmstto believe that they
could not be held accountable for their behaviour.

Q12 asked for information about actions and behaviours that PSC |éamlddy use to
prevent ethical dilemmas and/or influence subordinates. The respelaed to Q12 were
relevant because they contributed to a more-detailed understandiogy @nd why specific
behaviours can help leaders establish and maintain a company+ida eulture. The
detailed responses to Q12 also made it possible to discuss (iolltvarfg chapter) which

specific leadership skills and behaviours affect the drivers of ethical behaviour.

Additional Information Determined from Interviews

The initial codes generated during constant comparison analyses geesgated
independently of the interview questions; raw data was coded accooditsgntieaning and
relevancy regardless of which interview question prompted partisiga give the data. For
reasons of logic and presentation, as initial codes combined to fohmarigyel focused

codes, it was useful to organize information according to the intergiestions. Thus,
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focused codes #1-114 are discussed above according to the interview qubatitingy are
most relevant to.

Some initial codes combined to form focused codes that did not dieztdhess any of
the 12 core interview guide questions. These codes were giiiinate findings, however,
and they were relevant to analyses regarding the impaaddrhip on the ethical behaviour

of PSC personnel. Focused codes #115-131 are discussed below.

Codes Pertaining to Contractor Motivations and Influences

Many qualitative responses provided information about specific moits/aand
influences that affect the behaviour of PSC personnel. Many ¢ thetivators appeared to
be levers that leaders could manipulate to affect the ethibaltweir of subordinates. Many
of these influencers appeared to help explain the causes undgehg ethical behaviour of
some PSC personnel. The responses of 23 participants pertainedréctoomhotivations
and influences; 14 focused codes were generated from these respmh$lesse codes were

referenced 191 times; an average of 8.3 responses per participant.

Codes Pertaining to Contractor Motivations & Influences (n = 23

# of # of
Focused Codes sources| refs
Code | QX — Contractor Motivations & Influences 23 | 191
115 | Contractors are highly motivated by financial resvar 14 30
116 | Contractors have important employment consideratimyond financial reward 11 24
117 | Long-term career intentions noticeably improve cactbr quality 10 21
118 | Time spent in the military or even PSCs is not gsvan indicator of quality 9 21
119 ConFractors vig\_/v_ themselves as ggnerally olderemuaiture, and more disciplined than 8 17
soldiers and civilians in hostile environments
120 Contractors feel that they are seen as expendabétsa despite that excellent contractofs 7 16
are very rare
121 | Leadership quality affects contractor performanue laehaviour 6 9
122 Some _contractors 'reinven_t‘ themselves upon leabhi@gnilitary and joining a PSC 6 6
(described as a “Walter Mitty”)
123 | Stable contracts and progressive careers are ddsitalifficult to achieve 5 7

124 | Ex-military NCOs generally have more leadershipezignce than officers 5 7

125 | Ex-military officers are generally better trainedsee the 'big picture’

ol
(o2}

Many contractors believe that PSCs often providgda quality security services at lower 4

126 i 10
cost than military forces

127 | Contractors, especially those fresh from militaxgn be slightly rebellious 4 6

128 | Contractors in teams often have an underlying uistof management's truthfulness 3 D

The table for QX shows that contractors are motivated and infdemg a wide range of
factors including remuneration, personal career goals, miléapgrience and training, and

the behaviour of their leaders. The following paragraphs destiréodirst four of QX'’s
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focused codes in detail; these codes are relevant because ittebpoie and expand upon
the findings of the Interview Guide’s planned questions. The final 1&éoccodes for QX

are summarized for the sake of brevity and because theirdrtekargely self explanatory.
These codes are equally relevant, however, to analyses regeotitngctor motivations and
influences discussed in Chapter Five.

Financial reward was found to be an important motivator to contractdrsree
participants explained that an unspecified majority of contractere wmitially attracted to
the private security industry because of financial rewards hat dther considerations
became increasingly important only as time progressed (atheiderations are discussed in
the following paragraph). Short-term profit was stated as bamgimportant, initial
motivator for contractors in eight references. Although differebs jand contracts offered
different amounts of money, the cash-in-hand-per-day that one couldasaa Western
contractor was easily more than what one was earning adianaiasoldier’’® After
contractors began to see private security as a career,gébagbe more motivated to perform
well in order to remain employed and paid (11 references). ofeirig well encompassed
taking risks: one participant explained, “We are paid good moneyéaitks and sometimes
we've got to do that®' The “good money” that the participant referred to was the $12,000
and $33,000 per month that most contractors were able té*8aRisk-taking was seen as
inherently undesirable and only necessary because contractaagriead to provide security
services in exchange for fair remuneration. The sentiment eggdragsthis quote is distinctly
different from the “adventure-seeking” characteristics oftelmaated with “mercenaries.”
According to this participant risk-taking was related to dutytaedulfiiment of agreements,
rather than enjoyment. Two participants indicated that a reductipayi would be grounds
for quitting and working in the UK in better living conditions. Samito the perspective on
risk-taking, these participants indicated that living conditions wésan inherent undesirable
and only necessary because contractors had agreed to provide sawrdgs in exchange
for fair remuneration. Because this sample was not representati the contractor
population, it is not possible to know how important pay is to the ave@geactor; the
findings of these interviews do, however, suggest that financialrdeisato some extent,
important. The importance that PSC personnel placed on financiatddwlped to inform

analyses of the mechanisms available to leaders for influencing subordioedtaigour.

“19 (Dunigan, 2011, p. 63)
1 (Interview #13)
12 (US Government: Government Accountability Offi2€05, p. 36)
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Employment considerations beyond financial reward were also coedid@portant.
Being part of a PSC with a good business and professionasplrere (eight references) was
noted as sometimes being more important than getting a few doltaes elsewhere (three
references). Feeling a sense of purpose (including being ablechiieve more for
reconstruction efforts than what one could achieve in the militagg also noted as an
important driver for contractors to remain loyal to a particl8C or contract (six
references). Avoiding unnecessary danger and feeling a sepsdeoin one’s work was to
some extent important (two references each); and earniogd rgputation for one’s self,
taking on professional challenges, and achieving a work-life good baksreealso listed as
important considerations (one response each). Similarly to fihaeward, the importance
that PSC personnel placed on these motivators helped develop an undeystdnttia
mechanisms available to leaders for influencing subordinate’s behaviour.

Career-intentions appeared to have a significant influence on congfalbehaviour.
Nearly every reference comprising focused code #117 indicatedothtaactors who desired
quick cash cared less about their personal performance, how tisr g&sformed, or the
impact they might have on local communities (three referencesjractors who planned to
work with PSCs for a significant length of time were found to beencaring (16 references).
Newer contractors often tried to uphold gung-ho, militaristic imdgee reference); however
efforts to uphold these images were said to usually fade as ¢ordrdeveloped long-term
perspectives, adjusting to their civilian roles. The findingsabatprised focused code #117
suggest that leaders can influence the ethical behaviour of sultesdibyascreening for and
encouraging long-term career intentions.

Nine participants indicated that contractors do not necessarilgagerin quality by
spending more time in the military or a PSC. One contractodridte not automatic that
just because an individual has three or four years of Iraq PSDiengeerhe is better than
someone who has six months of Iraq PSD experieliéeThe environments where PSCs
primarily operate (Iraq and Afghanistan) were described asgotgrenvironments where
contractors must be open to new ideas (two references); age iétaadymmank could
sometimes impede contractors’ abilities to adapt to changeréf@eences). Military skills
were also noted as not being applicable in PSCs on a one-to-one basis. Thus,nuevietini
in the military did not guarantee good performance in a PSC (1&mnefs). Finally, one
participant suggested that PSCs often lacked credible apprgssains, making it difficult to

“13 (Interview #11)
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judge the quality of a contractor based on his time in a phaticole (one reference). This
information suggested that time is not a reliable indicator & p&sonnel’'s development or
quality. This finding does not contradict focused code #105, which explameaddg; or
focused codes #92 or 108, which explained event-based experiences. drmsitioh does,
however, provide further support for analyses regarding the importaihdairness in
appraisal systems. These details also help to explain #tedfiver of ethical behaviour
(‘PSC personnel’s understandings of security in a commerciabatntehich is discussed in
further detail in the next chapter.

The remaining focused codes in table QX were relevant insfathey provided
information useful for analyzing factors that detract from PSfSgmmel’s motivations to
behave ethically (#120, 122, 123, 127, and 128); they also offered some explanation of
contractors’ self-perceptions., which helped in analyses that exgdane PSC personnel’s
understandings of security in a commercial context (#119 and 126l)y,fitteey offered
further details for two previously discussed themes regattii@galue of military training
and experience and the impact of leader behaviours (#121, 124, and 125). Thatiofor
discovered in QX was relevant to analyses that of the driverthichkebehaviour in PSCs,

discussed in detail in the next chapter.

Codes Pertaining to LN Contractors and Partners

Several qualitative responses described the unique contributionaif National (LN)
contractors and partners. These responses were considered impecguge many of the
drivers of and challenges related to ethical behaviour pertaindée fadreasing cooperation
that British PSCs must have with LN legal structures, busisessid communiti€d? The
responses of 7 participants pertained to LN contractors and pa@niersjsed codes were
generated from these responses and these codes were refefetioses2an average of 2.9

responses per participant.

Codes Pertaining to Local National Contractors & Partners (n = 7)

# of # of

Focused Codes sources| refs

Code | QY — LN Contractors & Partners 7 20
129 LN contractors and partners contribute by knowwegl terrain, people, and 5 11

infrastructure; thus incentivizing cooperation

[dul
(@)}

130 | LN contractors facilitate essential business opputies, thus incentivizing cooperation

131 | LN contractors contribute by being cheaper, thgsiivizing cooperation 3 3

414 Focused codes #24, 33, 34, 43, 56, 69, 84, and 100
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The table for QY suggests that local national contractors and psantmeke unique
contributions to PSCs operating in hostile environments; these lmdgris provide
incentives for expat contractors to overcome the challenges fidénin aforementioned
codes. Partnerships with LNs were described in the form of ogmpeint, community
support, and business ownership. The largest contribution of LNs appedeetformation
provision (six references). Information could be security edlair it could relate to local
(formal and informal) authorities who could facilitate agreemeard allow safe travel
through their living spaces (five references). The cheapeufacosts associated with LNs
appeared to be an important, but secondary, consideration (three references).

The information discovered by QWas relevant to analyses of how and why specific
leadership skills and behaviours can help leaders to establishanthin an ethical climate.

An explanation of these skills and behaviours is discussed in greater detail in theapést. c
Focused Coding Results: Themes

The focused coding phase first led to the generation of 131 focaded. As evidenced
in the discussions of the focused codes above, each focused codeeprdbe salient
elements of the initial codes comprising it. The focused coplvage culminated with the
distillation of the 131 focused codes into 17 themes. These themesitnausible to
identify relationships between codes and to substantiate theosgtainents generated by
coding phase Ill: theoretical codifif. To begin the process of theoretical integration,
themes were sequenced (or “sorted”) according to their relevanihe three sub-questions
poised at the start of this the$&. Sequencing the themes helped to reveal explanations of
how and why leadership might impact on the ethical behaviour of PSGnpel. The chart
below shows the themes, as they were sequenced, and the focusethabdesiprise each
theme.

13 (Glaser, 1978, p. 74)
“1® Sequencing can also be referred to as “theoretrting” (Ng & Hase, 2008, p. 161)

139



List of Themes Comprised of Codes
1 The p(ganlzatlonal objectives of PSCs are limiteddmmercial service 22. 26 — 30
provision
5 gglcl;gns, soldiers, and contractors can misundecthe missions of 12, 31, 38"
3 | Military training and experience provides a basefior PSCs 68, 106, 124,125
4 | Contractors view themselves as effective and efficsecurity providers 119, 126
5 | PSCs cannot function by following military models 47, 49, 105, 118
6 | Ethical standards are determined and enforcedgzgdovn processes 4,8,14,82,84 -88, 91
7 | Militaries and PSCs have very different systemaamfountability 37,115, 116
8 | Reputational concerns and profitability as a mdtiwv&o protect reputation 51-55
9 | Factors that help leaders to understand and tbHil personal roles 1, 3,5,11, 23, 96, 97, 11P
10 :ZOET;:'[Sors that inhibit leaders from understanding failfdling their personal 35 41, 99, 104
. . . 7, 32,36, 39, 40, 98, 100
11 sti?czg:lve (detracting) influences on personal mditives to behave 101 - 103, 120, 122, 123,
y 127, 128
12 Po§|t|ve (mitigating) influences on personal mdtivas to behave 17,73, 77, 92, 117
ethically
: : S . 24, 33, 34, 83, 93, 107,
13 | Skills that help leaders to establish and mairgairthical climate 108, 114 129 — 130
2,6,10,13,15,18 -21,
. . - . . 25,69, 71,72, 74 - 76,
14 | Behaviours that help leaders to establish and @iaigin ethical climate 78— 80, 89, 90, 94, 95,
109 — 111, 113, 131
15 | Leadership behaviours that have changed ethicdeclgaes 43, 45, 50
16 | Leadership behaviours that have diminished etluicallenges 42, 44, 46, 48, 81
17 | Leaders' behaviours have more impact on ethicahadhan written rules| 9, 16, 56 — 67, 70, 121

Many of the focused codes were comprised of similar initial €cdel many of the
focused codes were relevant to multiple themes. When analjzéendotused codes to
determine what common themes were amongst them, a consciaisra@s made to place
each focused code into only one theme. There were two reasons for this decision.

First, interchanging and multi-allocating the focused codes did not affetcttéh@umber
of themes generated from the data. For example, focused codégl#80¢d 114 address the
importance of “communication”. Many researchers have histtyricabnsidered
communication to be a trainable sKitf others have asserted that it is more useful to regard

communication as an observable behavfdlr.While the exact allocation of these three

“17 Arguably, code #85 could have been allocated &nieh#2, as opposed to Theme #6. According to some
participants, part of the reason media stronglymeisr“PSCs to publically demonstrate commitmentstiical
behaviour” is that media often deliberately exagtgs or misrepresents PSCs’ behaviours. Exaggesadind
misrepresentations can cause people to misunddrgtammissions of PSCs.

18 Many popular communications skills models are Hasehe parent, teacher and leader “effectiveness
training” research of Gordon (Gordon, 2001, 20iI8.0). Many fields of medicine also emphasize
communication skills training for practitioners gpatients (Brown & Bylund, 2008; Evans, Stanley sifevic,
& Rose, 1991; Rollnick, Kinnersley, & Butler, 2002)

*19Plum (1981) asserts that communication is notairtable skill” but a manner of “educated behavidhat
enables one to understand others and make himihansierstood. Some medical practitioners sugtiest
while communication may be a skill, it is only meeable through observable behaviours and, thus,
communication is best regarded as a behaviour D&en et al., 2001). Non-verbal communication, for
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focused codes between themes #13 and 14 might be debatable, rearthegindid not

materially change the sum of the properties, dimensions, origagaif either theme. The
findings of this thesis remained equally valid regardless ofthveiné‘communication” was
regarded as a skill, behaviour, or both.

Secondly, the results of this thesis could be communicated moréy deadr concisely
when focused codes were allocated to only one theme each. Dewistagn diagram or
similar model to illustrate how some focused codes could belomgutbple themes was
determined to be unnecessary: such a model would lack explanateey pecause of the

lack of impact that multi-allocation had on the theoretical coding process.
Theoretical Coding Results

During the theoretical coding phase, relationships between the mésheere examined
and the significance of each theme was considered in relatitimetthesis’s three sub-
guestions (poised at the start of the thesis). The researcHyimgi¢his thesis referenced
Glaser’'s (1978) 18 coding “families” during theoretical codiadhelp identify relationships
between themes and to substantiate theoretical statetffentehe following paragraphs
briefly explain how each theme contributes to this thesis. Thesees are discussed in
further detail and summarized in tablet-form in the subsequent chapter.

Five themes appeared to explain some of the factors that inflhencdSC personnel
understand security provision in a commercial context. Themes #1, 8,smnded to define
the properties and boundaries of PSCs; these themes accomplishelrgbig by
distinguishing PSCs from national militaries. This distincticmsvmerited because of the
propensity and consequences of contractors confusing the two typgsoizations. Theme
#2 helped to identify and explain factors that cause some stakehdersunderstand the
properties and boundaries of PSCs. Theme #4 helped to explain theaaciptationship
between PSC personnel’s self-identities and their understandingswitg in a commercial
context.

Four themes appeared to explain some of the factors that influencB3Gvpersonnel
understand their personal roles in establishing ethical climiltén PSCs. Themes #6, 9,

and 10 helped to identify a range of factors that influence thedeglfiies of PSC personnel;

example, is studied amongst humans and in the &kingdom as observable behaviours (Barker, 20031p
Smith, 1980).
420 (Glaser, 1978, p. 74)
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and the consequences of those self-identities. Themes #6, 7, and @ toetpelain the
behavioural control mechanisms available to PSC leaders; understahdse control
mechanisms was found to be important because PSC leaders intemreroles and
responsibilities, in part, based on the powers that are grantedridyhguperiors. Theme #8
additionally appeared to offer an explanation of how and why certaitors (namely,
reputation and profit) acted as control mechanisms. In total, thes¢hemes explained the
roles and responsibilities of seven different types of leadasthese four themes offered an
additional explanation of responsibilities inherent to all leadersirgy in (or alongside)
PSCs.

Two themes appeared to explain some of the factors that influéeceersonal
motivations of PSC personnel to uphold the responsibilities inherent to gbsitions.
Themes #11 and 12 offered explanations of negative and positive influeesgsctively.
Both themes also contained information that made it possible tozbedyout how and why
certain influences impacted upon PSC personnel’s motivations. W4gkive influences
were found to detract from PSC personnel’'s motivations, positive ingewere found to
mitigate negative influences. In total, four negative influences were thabdetracted from
PSC personnel’s motivations at the cultural and institutional letvetsnegative influences
detracted from PSC personnel’'s motivations at the environmental le@le positive
influence appeared to have some ability to mitigate negative mufseat the cultural and
institutional levels; two positive influences appeared to have sbility £0 mitigate negative
influences at environmental level.

Themes #13 and 14 offered some explanation of the range of lepdskdls and
behaviours that impact on the drivers of ethical behaviour explain meth&1-12. These
two themes suggested that leadership behaviours have more influenttee @thical
behaviour of PSC personnel than written rules or regulations. In fotal influential
leadership skills and seven influential leadership behaviours were identified.

Finally, three themes appeared to offer a partial explanatidgheoimagnitude of the
impact of leadership on the ethical behaviour of PSC personnel. Thdabed6, and 17
provided some insight into the degree to which leadership affectedalebehaviour.
Additionally, theme #17 appeared to explain how and why leadership mightheadegree
of impact that it has.

The following chart summarizes the primary relationships founddeivwhe 17 themes

and five central themes pertinent to this thesis’s central questions:
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Summary of 17 Themes and Relationships

Themes

Relationship to

Central Theme

Central Theme'*!
1 The organizational objectives of PSCs are limited t Defines properties &
commercial service provision boundaries
2 Civilians, soldiers, and contractors can misun@acthe | IDs & explains some
missions of PSCs misunderstandings .
— — - . . - Understandings of
Military training and experience provides a basefor Defines properties & L
3 . security in a
PSCs boundaries commercial context
4 Contractors view themselves as effective and effici Depicts and explaing
security providers self-identities
5 | PSCs cannot function by following military models Defines properties &
boundaries
6 Ethical standards are determined and enforcedpsy to | IDs a self-identity &
down processes a control mechanism
- Militaries and PSCs have very different systems of IDs a control
accountability mechanism .
Understandings of
i — . IDs a control :
Reputational concerns and profitability as a mdtivéo . their personal roles
8 : mechanism; Means-| . o
protect reputation in establishing an
Sl ethical climate
9 Factors that help leaders to understand and th#ir IDs self-identities &
personal roles consequences
10 Factors that inhibit leaders from understanding and IDs self-identities &
fulfilling their personal roles consequences
11 Negative (detracting) influences on personal maitives IDs causes & Personal motivations
to behave ethically consequences to uphold
12 Positive (mitigating) influences on personal mativas IDs causes & responsibilities
to behave ethically consequences inherent to roles
13 Skills that help leaders to establish and mairéain IDs causes & Leadership skills &
ethical climate consequences behaviours that
14 Behaviours that help leaders to establish and iuaiiain IDs causes & affect the drivers of
ethical climate consequences ethical behaviour
15 Leadership behaviours that have changed ethical IDs degree of affect
challenges
Leadership behaviours that have diminished ethical The magnitude of
16 IDs degree of affect o
challenges leadership’s impact
. . ) n ethical behavi
Leaders' behaviours have more impact on ethicahsor IDs causes, on ethical behavious
17 consequences, &

than written rules

degree of affect

Summary

This chapter summarized the findings of the research undetlyimghesis in order to

show how the coding process led to the information analyzed in Chapéer Summarizing

the findings of this thesis’s research also helped to demonsteatealidity and academic

rigor underlying the codes and themes generated from thectedllelata. Presenting the

findings before engaging in a detailed discussion of the findiragfenthe research process

more transparent: this thesis’s research was made moreatdpliand the impact of the

applied GT methodology was easier to discern. Although findings éa@ch question were

421 (Glaser, 1978, p. 74)
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highlighted to immediately inform readers of the relevancyhef data, detailed analytical
discussions of the codes and themes were deliberately postponed until the next chapter
The GT methodology used in the research underlying this thesisealffihe type of data
that was collected and the processes used to analyze data. ril¢tipgoer selection process
yielded a larger sample size than other GT studies sirildnig one. The sample was large
enough to suggest (but not prove) that labour mobility in the private semdiistry was
high enough that a small sample size could yield information wviagt demographically
representative of the PSC leader population. This improved thetyali accuracy of the
data. However, because GT methods rely on theoretical samihlengample population
could not be considered experientially representative of the toi@l gtfpulation. The
findings of this thesis, therefore, are only useful for deteirngi ranges of issues, for
example: the range of leadership skills and behaviours that beghfluential; and the range
of ethical challenges that PSC personnel might face. The @ggdio not make it possible to
prioritize or rank any of these skills, behaviours, or ethiballenges in any meaningful way.
Finally, the non-representativeness of the sample population meatftsetfiadings can only
inform a substantive theory that would be limited to the sample pamufati Because a
theory so limited in scope would have little value in practice, ttiésis limits its goal to
simply providing new information that could be useful to the future geaeraf a robust

substantive theory.

422«The generality of the claim [of any GT researnkkds to be proportionate to the thoroughnesseodaita
collection...Any qualitative study without extensigtata can make only limited claims; small intewsudies
that make general claims stand on shaky groundai@az, 2008, p. 410).
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Chapter Five: Analyses of Findings

Having explained how codes and themes were discovered in the previousr,chapt
Chapter Five analyses those codes and themes to make sensedafath The analytical
process used in this research is known as ‘theoretical integritiorDuring theoretical
integration, codes and themes are combined, compared, and contrastech tefailed
narratives according to the relationships that the themes sithreach other. Codes and
themes are presented in a logical order according to the iatfiormthat is relevant to the
thesis’s question¥* The resulting narratives directly address the sub-questions abtesl
start of the thesis. Footnotes throughout the narratives serve tm irdaders of how the
information in Chapter Five draws from the data presented in Chapter Four.

The narrative presented in this chapter is organized accordingtthésis's three sub-
guestions. This chapter first explains important drivers of eth@ahviour for contractors in
hostile environments. Based on an analysis of the codes and tfeemésn Chapter Four,
these drivers appear to include: PSC personnel’'s understandings of sadhetgommercial
context; leaders’ understandings of their personal roles in isstalgl an organization-wide
ethical climate; and, finally, PSC personnel's personal motivatitms fulfil the
responsibilities inherent to their roles. Secondly, analysesnuetr that several key
leadership skills and behaviours appear to affect the drivers ofleti@baviour. Thirdly,
this chapter discusses the apparent magnitude of leadership’s onphe drivers of ethical
behaviour. This chapter concludes with a summary of this thesishdisdivhich offer a
defensible explanation of the extent to which leadership influeheesthical behaviour of

British private security contractors operating in hostile environments.
Three Drivers of Ethical Behaviour for Contractors in Hostile Environments
Twelve of the 17 themes generated from the data presented in Chapter Faiedhthiat

the ethical behaviour of contractors is driven by three factofs) PSC personnel’s

understandings of security in the commercial context; (2péesa understandings of their

“%|n research using a GT methodology, this analyficacess can be considered synonymous with “thieate
sorting” (Charmaz, 2014, p. 216)

424 Eor example, codes that define the propertiesoaitegory may be ordered to precede codes thatssishe
importance of a category; codes that appear taustscauses or catalysts may be ordered to preoeés that
appear to discuss effects (Charmaz, 2006, pp.516,15).
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personal roles in establishing an organization-wide ethical dinaautd (3) PSC personnel’s
personal motivations to fulfil the responsibilities inherent in their roles.

When viewed together, the general concepts underlying these fdutees seem to
compliment this thesis’s definition of leadership: “the processnfbuencing people by
providing purpose, direction, and motivation to achieve a common goal.” Thewaych
PSC personnel understand ‘security’ in the commercial context iaftreir understanding
of the “purpose” of PSCs. Leaders’ understandings of their persaeah establishing an
organization-wide ethical climate inform personnel of the tasasthey've been directed to
perform. And, finally, PSC personnel’s personal motivations areteffdry leader decisions

and actions.

(1) Understanding Security in a Commercial Context

The first factor driving the ethical behaviour of contractors involvew leaders and
contractors understand security in a commercial context. Thepdzgented in Chapter Four
revealed that the overwhelming majority of PSC personnel come froititary
organization$?® however militaries and PSCs have distinctly different purpeses their
members are accountable to different stakehoffersThe following paragraphs in this
section explain how PSC personnel’s cognizance of these differafieets leaders’ and
contractors’ understandings of the social and ethical norms that &pplyem. PSC
personnel must realize that they are no longer in the militadytlaat the private security
industry is characterized by a unique set of organizational olgectethical norms, and
ethical standards. Security provision in a commercial contextresgoontractors to move
away from firepower-oriented solutions and to rely more heavilyhensupport of local
populations when devising security solutions. The extent to which P&fers perceive
themselves as commercial security professionals as opposedféssprnal soldiers can
noticeably influence contractors’ willingness to adhere to ptest ethical norms and
standards.

PSCs can be discerned from militaries by examining the purpogbstakeholders of

each organization. Militaries are organizations with mandatgsotect their host nations.

25 Approximately 95% of armed contractors working RBCs have national military training (Intervievs #
11, 19, and 21). Additionally, military trainingné experience provides an important baseline f@<$@heme
#3: comprised of focused codes #68, 106, 124, abjl 1

2% Unlike militaries, which are public service, norofit organizations, PSCs must be concerned about
profitability and commercial viability (Theme #lomprised of focused codes #22 and 26 — 30)
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Due to the importance of their mandates and their accedateoresources, militaries are
arguably given more latitude than PSCs regarding human and fihaosta. Human and
financial costs are defined here in terms of both receiving aftidting casualties and
material losses. One benefit of using PSCs over nationahnastis that politicians usually
needn’t report contractor casualties with the same fidefitpational soldier casualtiés’
and, in recent conflicts, casualty rates amongst contracews heen comparable to or
possibly higher than those of national militarf&s. However, militaries are organizations
capable of offensive action. Militaries are therefore kigafly, organizationally, and
culturally structured to take very high numbers of casualfiesecessary; militaries can
request additional funding from governments at will; and militacies backfill personnel
through draftd?®

Militaries are also solely accountable to States. Statas their populations) generally

consider militaries to be indispensible components of their natiochitecture’*

Because
of their mandate, non-profitability and even the gross misconduocidiéss does not pose an
existential threat to military organizations. In the wakesesferal scandals, some militaries
have successfully attributed bad behaviour to a few individuals in mmiftaving the
organization’s reputation effectively intd¢t.

Conversely, PSCs must remain profitable in order to continueist e&s a result, all
leaders within PSCs are required to behave in ways that nzaxiong-term profits for the
organizatior>> The commercial context in which PSCs operate has an effechost
priorities. Ensuring contractor welfare, for example, is an itapbpriority that must occur
within the confines of profitability>®> While most militaries offer a range of benefits and
extend care to soldiers’ families, commercial imperativespcavent PSCs from offering the

same benefits. PSCs also lack the redundant mechanisms, niedidats, and insurance

27 (Avant, 2006, p. 512; Dunigan, 2011, p. 157; Singeos, p. 4)

%8 (Dunigan, Farmer, Burns, Hawks, & Setodji, 201336 Table 3.$

429 (Spearin, 2011, p. 202)

“3%\Weberian arguments on states’ monopolies on vielame founded in the belief that nationalizedqeotind
military forces are essential for providing legiéita protection and defence services (Weber, 19vighy
authors question whether PSCs impede on statesdpadies on violence (Abrahamsen & Williams, 2014, p
4-7; Krahmann, 2010, p. 3; Maogoto & Sheehy, 2@06). Salzman (2008, p. 862) plainly distingusR&SCs
from military forces in his critique of the legaliof PSCs under Additional Protocol | to Article df7the
Geneva Convention (United Nations, 1949).

31 (Liu, 2013)

“qICRC, 2010, pp. 29-32)

433 (Theme #1: focused code #28: 10 sources; 20 refes}
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packages that would be needed to continue functioning in the face diighrgasualty rates
and material lossé$?

Another distinguishing factor between PSCs and militaries a¢ BSC leaders are
accountable to perishable client ba¥8sLeaders must first win and retain busin€8ghey
must then prioritize their clients’ safety and satisfactibova all or most other concerfié.
Excessively violent behaviour has the potential to irreparably kamiBSC’s reputation to
the point that profitability is impossibf@ Non-profitability, for any reason, poses an
existential threat to PSCs. One patrticipant’s statemerdrelifiated PSCs from militaries

and described how non-profitability can cause a PSC to cease to exist as antavganiza

“Who is the army’s client? The government. It's not the same becausernttdives

or die as a commercial entity. If the army fucks up, thenreefaéwill get sacked
but the army rolls along. But the consequences of a company tthaingvill cause
clients to] ditch you in droves because you turned out to be a horrocothpany is
screwed. People within it will not find work...As [an employeeaoffrivate security
company, my income, my house, my mortgage, my nursery care, ifetnfirely

dependent on my job. And, if a client won't pay me, I'm screwed. égmnust get

paid to go and do stuff. A standing army is a standing army. llitbeithere

regardless°

Narrowing the organizational objective of PSCs to commercialfithrand the list of
stakeholders to “clients” presents an overly-simplistic view hef industry. However,
contractors who understand that PSCs must remain profitablestoaegimore able to leave
behind the social and ethical norms accepted by the militaryoaadhiere to those required
by the private security industry. PSCs exist according to Himlities to provide safe
environments for their clients. Lacking the firepower and supportenhé& militaries, PSCs
are compelled to seek more holistic, cooperative security solutioregder to remain
profitable in the long-ru*® Subsequent paragraphs in this section discuss the diverse array

of factors that affect profitability and client welfare irregter detail. Contractors’

434 (Spearin, 2011, p. 202)

3% Although it is more related to understanding theans (reputation) by which leaders can achieve tueils
(profit), focused code #55 also helps to explafaralamental difference between the missions ansiyaunt
conduct of PSC and military personnel.

3¢ (Theme #1: focused code #30: 6 sources; 11 rafesdn

37 (Theme #1: focused codes #26 and 29)

38 (Liu, 2013); Although it is more related to undarsling the means (reputation) by which leadersachieve
their goals (profit), focused code #53 also hetpsxplain a fundamental difference between theionssand
pursuant conduct of PSC and military personnel.

4?’g(lnterview #17)

440 (Theme #5 comprised of focused codes #47, 49,d5118)
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understandings of this array of factors, however, are dependent oactorst understanding
the first link in the logical chain: PSCs must remain profitable to exist.

Chapter Four revealed that there are several pressures thatcoalisns, soldiers, and
even contractors to misunderstand the importance of the commerdektconwhich PSCs
operate’* The majority of armed contractors have spent their formgtaes in militaries
and most have had very little or no previous commercial experief¢ghout first-hand
commercial experience to draw from, understanding the differeneggedn PSCs and
militaries begins as an abstract exercise. Converselyivibames without first-hand military
experience to draw from, understanding the differences betwees &®iOmilitaries begins
as an abstract exercise. Two participants explained theequogrsces of PSC personnel
failing to recognize differences between PSC and militargsr@nd objectives. The first

example highlights a negative impact on morale and retention:

One of the...guys that | worked with was very forthright in his opisi very loud,

and he used to have a hell of a time with the teams; or, rdtkeefem Leaders. |
know of two guys who quit the company because of him and how he used totconduc
himself. It was almost as if he thought he was still inaimy...the first issue we

had was a ‘believability’ factor. While he had lots of experefic the army] (he

left the army as a WO1 or as an RSM), within the commercial industry he dide’'t hav
a great deal of experience. And you could almost tell from the hgaspoke to
people like he was an RSM. He would speak at people as opposed to apld. pe
You know, he would talk at them. He would make poor decisions; operational
decisions. That, whilst they weren’'t dangerous in the currantatd, they'd
probably have been questionable if the situation had chdffged.

A second example highlights a negative impact on safety and service provision:

A guy just leaving the army may have been a fantastic sokdibra great career,
[but he] doesn’'t understand close protection in a hostile environmentdoéa’t
understand the protocol and etiquette...They were fantastic if yootget fight but
absolutely shit at avoiding a fight in the first place. Theyigtu trouble because
they didn’'t have the skill set, the mindset, the discipline, or therihato do what
they were hired to do: which was to ‘protect’ or avoid trouble. Thags wanted to
fight and they were very capable when they got into a fightHaitis not what the
job is about. Deter-Detect-Delay. That is what the job isu Deter” the enemy:
you deter the enemy by presenting a professional image and ladkéngour client
in a respectful manner around the local populace without infringing arlifastyle;
which was possible to do. And if there was a threat or a perceived thrediftiieve

41 (Theme #2 comprised of focused codes #12, 3138hdAlthough it is more relevant to determiningaho

leaders understand their personal roles in creatimigal climates, focused code #85 also helpgptaen how
civilians, soldiers, and contractors can misuna@sthe missions of PSCs
42 (Interview #2)
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did “detect” one) then you just got on with it. You got your clieat of there
hopefully without firing any rounds or ramming anybody off the roadetoogt of
there...There were rogue...individual team leaders and rogue indivemat twho
would always let the side down, now and again. They were readpmbsmting and
they pissed me offt

To complicate matters, misleading imagery and information furth&torts peoples’
perceptions of PSCs. An immediate stumbling block is that P8@€snditaries are often
visually similar; each having a distinctly ‘militarized’ appaace®** Keeping PSCs and
militaries visually disparate is important. Visual imagshould make it clear to hostile
actors and contractors alike that PSCs are not performing offendlitery tasks!*> Before
leaders can help others distinguish between the two organizationgrslemust first
understand the distinctions themselves. One participant emphtezesks inherent to the

militarized appearances and operating styles of some PSCs:

There is a major problem with NGOs being perceived as nuigdrivhich makes
them a legitimate target to terrorist organizations; whicke®sain turn, the job of a
security company even more difficult... Many [NGOs] have theim gantracts with
DynCorps and other [private security] forces who are veryariéd and [who], at
the beginning of the Iraq war, [behaved awfuffif.

This point was exemplified by discussing the dangers pos&5Rg that simultaneously

take on clients from both the government and commercial sectors:

If you are [a PSC] working for ISAF guarding a military base for part of your
contract, you've got convoys running from Kandahar or Kabul escorongoys

with proper military equipment, then you are doing a military centrdf | were an
NGO worker or if | worked for the UN; then | wouldn’t hire thense contractor
contracted to provide my protection... If the UN [or an NGO] was to contract with the
[PSC] who was providing security to the Italian military inghénistan, then you'd
have the military [and the UN or the NGO] guarded by the same p&éple.

When the same PSCs are seen providing support to NGOs, conmncéerits, and
militaries, then it is possible for PSCs to become a commoadtitat runs through all

43 (Interview #13)

44 (Theme #2: focused code #38: 5 sources; 12 refesgn

“45 Debates about what constitutes an “offensive”iohérently military” task are on-going. Some sees,
including equipment or intelligence provision, mzy/used for both offensive and defensive activifighyte,
2003, pp. 594-595). Furthermore, from a hostilmlzatant’s perspective, even PSCs “who supply loakityu
guards provide a means to free up the highly tchprefessionals for high-intensity operations” (Gadzne,
2011, p. 10).

48 (Interview #1)

47 (Interview #1)
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three organizations. Hostile actors and local communities care ¢eadistinguish
between the organizations. The following quote concludes the point log wiifficulties

that stem from militarized appearances and operating styles:

The future is that NGOs are moving away from the militangl private security
companies are moving away from the military. We shouldn’'t beepead as

military companies. We are private security organizations..cB8ampanies that do
work for military organizations bring problems on themselves. Unforyyathe

problems they bring on themselves leak to the rest of the industiy.onto some of
the non-profit aid organizations like the International Red Cross ami@des Sans
Frontiers [making] people like them [be] perceived as legigentatgets; which is
wrong: they shouldn’t be. Looking after the security of a complaatyis perceived
as a legitimate target makes your job (or my job) even hatder.

Mainstream media was also cited for misrepresenting P8€Csheir activities*® US
media, in particular, has been accused of hampering peoples’eahiditiclearly understand
the industry by mixing terminology and lumping both offensive (PM@s)l defensive
(PSCs) service providers in the same category (PM8Es)Confusing imagery and
information encourages contractors to perceive their civilian ralé3SICs as extensions of

their military service. One participant explained the perceptions of manyactung:

Those who didn’t know what to do [when they finished their military exajevould
go into private security thinking, “Ok. One day you're wearingndifary] uniform;
the next day you're sort of doing the same job but in civilian cldtHes.

Another participant’'s quote explains a negative consequence iofigfad understand the

fundamental difference between military service and the private seicuhitstry:

One of the big problems for me from guys coming out of the miliéag trying to

break into the corporate private security world... is that they thfinksimply as an

extension of their military service for a bit more money. Tlaeg completely
incapable of thinking about the corporate spectrum, which effeciivelyooting the

goose that lays the golden egg because it is the corporateuspéiotit creates the
marketplacé®

8 (Interview #1)

49 Two respondents contributing information to Thetegfocused codes #31 and 38) noted that populdiame
exaggerated and inaccurately represented PSCtadivi

40 Nearly all private security service providers éRrig today are pledged to provide only defensiveise.

PSCs make deliberate efforts to distance themsélopsPMCs (Krahmann, 2012, p. 363). However |dels
“PMSC” and “Mercenaries"derogatory persist in mainstream media.

51 (Interview #12)

2(Interview #8)
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Without a clear understanding of the commercial context in whichs Rp€Erate, contractors
are less likely to leave behind the social and ethical normptaccéy the military and to
adhere to those required by the private security industry.

Despite exacerbating identity challenges, military trainamgl experience was almost
unanimously considered essenffdl. Military service was said to provide foundational
training and an important cultural baseline for PSC personnel. One statpesgses doubt

that non-military personnel could perform well in a militarized hostile enviertim

| would have tipped my hat to anyone without a military backgrounameifg in a
world full of military-style teams in high-threat areas anvery military-type of
organizatiori>*

The next statement demonstrates the full range of participaniesfsbiey suggesting that a

military background is absolutely essential:

[He had] no military experience whatsoever. And then thereawiscussion to put
him onto a rig as a site security manager. And that wasdtigdice catalyst for me
resigning from the company because | disagreed completelythittiecision..And
the reason | disagree is [in addition to not having prior experievarking with
LNs]...if something does happen, then a [Close Protection] course irKtluoésn't
teach him anything... [You need] operational military experiencehaf rig site
would have [received indirect fire] or if he would have had some &fincbmplex
attack, | have no doubt whatsoever that he wouldn’t have had a clue ofondmt
Because whilst there is a written policy, it doesn’t count for thelbdeeding out next
to you while you are trying to deal with a client, while you anean industrial site.
You need that military experience; you need that operational erperfer incident
management, realf{y®

In addition to practical, technical skills, the value of militérgining and experience
appears to be that it ingrains an ethos into PSC personnel thatsezeptthe importance of
leaders’ individual responsibiliti€s® PSC leaders who had served as Non-Commissioned
Officers (NCOs) in militaries were considered to have acduivaluable leadership
experience that could not be easily obtained in a civiliarijobCompared to NCOs, PSC

leaders who had served as officers were considered to hawepesved ability to couch

%53 (23 of 24 interviews = 95.8%); (Theme #3 comprisétbcused codes #68, 106, 12, and 125)
54 (Interview #19)

43 (Interview #2)

5% (Theme #3: focused code #106: 10 sources; 15emedes)

%7 (Theme #3: focused code #124: 5 sources; 7 refesd

152



problems and decisions within their proper contéXtsA common ethos (even one derived
from the military) and a common understanding of how to make decisitima hierarchical
organizations appear essential to controlling the conduct of contractorgostile
environmentd>°

A more quantifiable contribution of several years of militaryniregy and experience may
be that the average age and maturity levels of PSC personnetsafgpba higher than those
of military personnel. On average, PSC personnel appear to lmeenmonths (or years) of
deployment experience than the average soldier and PSC personnddenmaore self-
disciplined. Suggestions about self-discipline are arguable but seg@doytthe fact that
many armed contractors operate with much less administrativesigiverthan national
soldiers. Contractors are self-employed consultants who @&ne i@tjuired to purchase their
own equipment, manage their own transportation, and perform othentdbkst the same
administrative support available to military soldiers. The tdottail ratio (the ratio of
armed, operational personnel compared to administrative support pergonnelitaries can
be as high as 1:12. The tooth-to-tail ratio for PSCs can be asdo20:1*®° If some
officials’ assertions about price differentials are cofféand contractors are, on average,
highly experienced and disciplined, then PSCs have the potential toybeffident security
providers?®?

An analysis of the data presented in Chapter Four, spelsifiddlemes #1 — 5 and their
associated focused codes, indicated that PSC leaders’ andctmstranderstandings of
security in a commercial contextttse first factor driving the ethical behaviour of contractors.
Although military training, experience, and ethos offer some adgestto PSC personnel,
ethical behaviour cannot be guaranteed by strict adherence ft@mrynmimodels:®®
Commercial clients favouring commercial models can often beemeliable sources of

income than government or military cliefif§;PSC training can give leaders influence and

58 (Theme #3: focused code #125: 5 sources; 6 refesd

459 (Theme #3: focused code #106: 10 sources; 15amefes); Although it is more relevant to determining
specific influential skills, focused code #108 assports this thesis finding that military expades are, to a
limited extent, important to controlling the contio€ contractors in hostile environments.

60 (US Government, 2007a, p. 95)

“51 Debates about whether PSCs can provide securitices at lower costs than militaries are ongoifimst
savings analyses limited to the specific rolesamutsed to PSCs, such as close protection, fixedssiturity,
and convoy protection, have not been conclusivewéVer there is evidence to suggest that, undéginer
circumstances, PSCs can offer value for money (0%@ment, 2007a, pp. 87, 96; US Government:
Congressional Budget Office, 2008, pp. 2, 14).

%2 (Theme #4: comprised of focused codes #119 anyl 126

%3 (Theme #5: comprised of focused codes #47, 49, dit118)

%4 (Theme #5: focused code #49: 5 sources; 7 refesdnc
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expert power that military training canrfit;and a person’s military experience or service
record is not a guaranteed indicator of how well a person wvalbtath PSC norm®® The
commercial context in which PSCs operate, the nature of thesheeaid by PSCs, and the
stakeholders that PSCs are accountable to require contractodopb reew identities as
commercial security professionals. Negative pressures on behathat stem from
institutional carry-over and inaccurate depictions of PSCs obliggders to make a
conscious effort to differentiate PSCs from militaries. @edifferentiating between PSCs
and militaries helps contractors to understand security in a conaneontext and,
subsequently, to accept the new set of social and ethical normapigtto them. One

participant succinctly summarized the point:

The great myth of PSCs is that they are similar to the .afNy, they aren’t. They
are fundamentally differerit’

(2) Leaders’ Understandings of their Personal Roles

A second factor driving the ethical behaviour of contractors involves leaders
understand their personal roles in establishing an organization-widalatlinate. Leaders
must ascribe ethical facilitation and enforcement responsibiliighemselves (as a function
of their roles as leaders) to ensure that PSC personnel undexsthfallow the correct set of
ethical norms. Ethical climates are created through the ggesestandards, and norms that
are ‘proactively’ supervised by decision-makers at all levélswever, ethical standards are
determined and enforced by top-down proce&¥esAlthough many corporate leaders are
geographically distant from regional, project, and team-levebpaes positioned throughout
the world, it is necessary for corporate leaders to activeupunformation, enforce diligent
reporting, and investigate inconsistené®sProactive supervision by corporate leaders helps
to ensure that ethical infractions are detected and corrected.

To cultivate a healthy ethical climate, leaders at alllfereust be fully-conscious of the
influence they have. Leaders must be aware of both their gan#éitence as authority

470
S

figures™” and the specific influence they are likely to have based on thatropeswithin

%5 (Theme #5: focused code #105: 11 sources; 26emedes)

%% (Theme #5: focused code #118: 9 sources; 21 refes}

7 (Interview #17)

“%8 (Theme #6: comprised of focused codes #4, 8, 2488 — 88, and 91)

469 (Theme #6: focused code #14: 9 sources; 20 refesg¢nc

4% Focused codes #14 and 91 address types of inéiudat all leaders have by virtue of their stasiteaders
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their organization’s hierarcHif> The extent to which PSC leaders feel themselves to be
responsible for facilitating and enforcing ethical standards waticeably influence a
company’s ethical climate; which, in turn, can noticeably influecam®ractors’ willingness
to adhere to prescribed ethical norms and standards. One particgtateisent summarized
how all leaders at multiple levels of decision-making authorityehavresponsibility to
proactively keep themselves informed so that they can identifcidns and enforce ethical

standards:

All Leaders The Team Leader...the Project Director or the Operationsala or
the Program Director... any of these guys should be [involved] and umdingtao
that they can spot changes. If you don’t equally have a method loh wbii can

spot change; meaningf you don’t ask the right questionNemphasis added], then

you'll never know.*"?

Other participants’ statements indicated that some responegbiite inherent to specific
levels of decision-making authority. For example, client leadessbast-positioned to
specify minimum behavioural and performance standards in coritfac@orporate leaders
are positioned to create policies that prescribe levels of ndifi Regional leaders are
positioned to evaluate corporate policies according to the ciranoes in specific regiof>

Project leaders must interpret and operationalize corporate stafiarTeam leaders are
generally best positioned to identify and interrupt unethical behavasuthey occut.” The

following five quotes exemplify how leaders at specific hidrmal positions can influence

ethical climates in specific ways:

Client Leaders Many big companies like Exxon and smaller companies as well
write very tightly drawn contracts, with a lot of monitoring, a lot of indfmets of
armouries, fingerprinting the weapons and ballistic testing andtraipn of all the
weapons; also, restrictions of the weapon types, obviously. Reallyult always
advise a client working with a private military or securiogmpany to have a liaison
officer with them; or a security manager to be co-located thie unit that you hired

4’1 Focused codes # 4, 8, 82, and 84 — 88 address ¢fpefluence that specific leaders have due éirth
positions within their organizations’ hierarchies.

472 (Interview #17)

*73(Theme #6: focused code #82: 16 sources; 11lerefes)

474 Although it is more relevant to determining spexififluential skills, focused code #83 also sugpor
assertions that corporate leaders have a unigpensibility for creating policies that help estahli
organization-wide ethical climates.

47> (Theme #6: focused code #4: 9 sources; 17 refesdnc

7% (Theme #6: focused codes #4, 84, and 87)

477 (Theme #6: focused codes #8, 84, and 86)
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to do whatever it is that they are doing. Regular monitoring,pewgent, and
vetted?’®

Corporate Leaders[Corporate policies require] various induction packages. Senior
leaders come through [headquarters] and get an induction package daxetoag
period...they'll get a brief in the case of corruption training; 'thely down with one

of our lawyers and go through all of the implications of corruptionsitg and
understand what constitutes bribery and corruption in terms of UK Tdwse who

are middle or below...will be part of an induction package in-country. Sgll tpet
[training] through the country management of the country concernetie.lcase of
countries that don’t have a country management office, they’'thgéon the project.

So, they'll be inducted and told what is and what constitutes ethical behaviour. There
is also continuation training which we are mandated to carrynbeitnally; which
means, on a monthly basis, we are taking our people back througlkecsara that
they all understand and they are all compliant...So, the packagmalesd to be
relevant to the level you are going in'‘at.

Regional Leaders: Corporate management is easy... You [create] the
procedures...and pass them down the line, expecting them to be put tineprac
Where the disjoint is in any management system...is that th@egoéxist, they are
there on paper, but...when it comes to the evaluation of the polidy, correct
anything that is remiss, there is no management done. [Regianalgers] are guys
that have either been around the industry or who are straight owg ofilitary and
they've got no management experience outside of that. So thewnfide@nagement
is to pass policies down through email and to forget about them...You @brahyg
evaluation of policy documents, you don’t get guys coming out on thendrto look

at health and safety issues, and if the guys have got a problenusit recently that,
more often than not, our [regional] managements’ answer to anyeprobh the
ground is that “if the guys don't like it, they can [leave]...fin&rid that is the level
of [regional] management across the security industry...Evaluatimgpplicies and
constantly updating your procedures is a constant part of a managawdsit It
isn’t just to “fire and forget.”...Nobody ever checks on [anythithglt the operations
manager says unless something goes wrong. This is managemindsight.
Whenever there is a problem, everyone runs around to find out what dene
wrong and then puts procedures in place to fix it and forgets aboutpraxsiures
until the next crisi§®°

Project LeadersSo...not necessarily to dilute the standard but we have a series of
working groups to try and offer up other ideas and mechanisms whichepzoptry
to get the best [out] of people...the working groups are directed toweeds the
Team Leaders and the 2ICs where we can sit down...and discuss.\&iesed to
make some compromises that don’t affect the [company] standardldwtus to
work with a ‘raw product’ or ‘raw material’...Rather than [polgji&eing very much
“off-the-shelf’...as happened on [another big project] where everythasygiven to

*78 (Interview #18); this quote was modified to inadubig and small companies based on a subsequentiaw

with the same participant.
47 (Interview #9)
80 (Interview #1)
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them and everything was there; there was very little efiodived because [policies
were already] sort of tailor-made for them. So there diseussion groups and
working groups to bounce ideas off and shape the future of the p¥dject.

Team Leaders:He has to be harsh with him, to be honest. He has to sit him down
and give him a reality check, saying ‘Right. I'm not happy withur standards.
You're mediocre at best. This is what | want to see with \@uand equipment: it
should be set out like this; like mine. If you've got to invest in skity¢ghen go and

get it because you look like a bag of shit. Ok? Your weaponduissy. I've seen

that it's dusty and we haven’t even gone out on task yet. Yeah; inethe desert

and it does get dusty and that but | bet you if | look inside that wedpeaii| be

dusty inside as well.” You just have to keep on top of them &t éspecially if you

are a new team lead®?

One of this thesis’ major findings is that ethical standard$?3Cs are primarily
determined and enforced by top-down proce&§esThe following statement explains the
power that chief executives have and some of the tools availabbleetotiwes to foster

positive ethical climates:

It is the board and often the Chief Executive [Officer]; he teidone. [CEOS] turns
around a company by making sure their ethos are cascaded athyhgown from
their positions...that is a very pragmatic business decision. ntitia section leader
saying ‘We’re going to be the most ‘green’ section in thegamy.” He’s got to take

his lead from higher. It is definitely a top-down effort; absdyuteGood training;
good orientation; people understanding what the ethos stands for; good wofk8hops.

Another participant further emphasized the top-down influence of leaders:

The decisions that | do or do not take at the top of an organizatioheamdy that |
take those decisions do have a bearing on the actions of people atythett@n of
the organization. If people look up and they see that [leaders] doe't acat
[leaders] are prepared to take shortcuts in order to gain commaidgantage, then
that creates a climate where people believe that thia¢ igsght thing to do. It creates
a culture of disobedience to the regulatifis.

Analyses of the data presented in Chapter Four, specifically@hgthand its associated
focused codes, revealed that senior leaders have two priolasyrelative to subordinate

leaders. The first is to ensure that subordinate leadersvare af their roles as ethical role-

8 (Interview #5)

82 (Interview #14)

(Theme #6; 22 sources; 240 references)
84 (Interview #18)
83 (Interview #23)
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models. PSC leaders ascribe meanings to themselves, othersleanolased on their social
interactions with others throughout their companies’ hieraréfifesSecond, senior leaders
must ensure that processes are in-place that empower subordiadeées léo enforce
prescribed ethical norms and behavidlifs. There is no consensus on which level of
decision-making authority is most important to the establishmean ethical climate within

a PSC. While leaders at certain levels are better posittbaedthers to influence aspects of
a PSC’s ethical climate, no single leader can unilatergllgrantee ethical behaviour:
communication and empowerment are essefffial.

Given the commercial context in which PSCs exist, clientatsthe ‘top’ of the top-
down process. Client leaders are arguably the first people rhtie-of-responsibility with
the power to set, supervise, and audit ethical stan&&rd8y demanding that ethical
standards are written into contracts, clients can pair payrfteatifeblood of all commercial
organizations including PSCs) with ethical behavi8tirwhen a client is willing and able to
penalize a PSC for non-compliance with ethical standards, then the very existdrate?SC
is, to some extent, threatened. The scope of penalties #atisatian leverage is broad, but
most are financial in nature. For example, clients can penadzdors for misbehaviour
through restitution demands, contract cancellations, and the deniapedit rbusiness?
NGOs and public watchdog organizations may work independently or ontihl bkclients

to discover ethical infractions; media organizations can then expose infractions to the

8¢ (Theme #9: focused codes #1, 3, and 5); theseséoccodes describe the importance of senior leaders

supporting their subordinate leaders. Focused #88alescribes the importance of all leaders intarg with
others in their organizational hierarchies. Fodusade #97 explains how ethical codes written bpamte
leaders provide helpful frameworks for junior leedt® reference when faced with solving ethicabpems.
“87 (Theme #9: focused codes #11, 96, and 112); foessed codes address the importance of senioeigad
empowering junior leaders.

“88 There is no contradiction between the ‘top-dowforrement’ perspective and the ‘all levels are intgat’
perspective. The first finding, encompassed byné6, indicates the direction that power flowshimtPSCs.
The second finding, encompassed by focused codes #4, 82, 84-88, and 91 is a dissection of Th#fe
which indicates there are important responsibdiie every level of decision-making authority.

89 (Theme #6: focused code #82: 16 sources; 11lemefes); Brooks & Streng (2012, p. 316) also supihist
finding: “We should not lose sight of the fact tichients are most responsible for determining éwell of
professionalism and quality that they desire oirtbentractors. Their willingness to ignore andwiplay
standards has been the bane of the industry.”

9 This research acknowledges that there may beslimitlients’ abilities to supervise and audit vensd For
example, client resources may limit some inspesttormonthly or quarterly intervals. However, cteehave a
great deal of influence over the terms and condlitithat they are willing to accept. To encourapéeal
behaviour, such terms and conditions should beis@mg with International Human Rights Laws outtirzy
the UN and Geneva Conventions and industry stasdartdined by the ICoC. Supervisory processesnbes,
certifications, accreditations and membership dusiry regulatory bodies are examples of otherrobnt
mechanisms that clients can leverage when dratmgracts.

91 Organizations that violate ethical norms in thespit of profit can be financially, legally, andcally
punished (Bass, 2008, p. 728; Gill, 2011a, pp. 98-3
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public®> While most client-PSC relationships are managed in privatepémdent media
organizations arguably help to determine and enforce ‘acceptabiealettandards by
deciding what gets communicated to the general public.

Another group of leaders, extrinsic to PSCs who can influence lestacalards, includes
commercial security training providers, licensing authoritiesd accrediting bodies.
Although training providers are subject to a variety of commercidgures, trainers can
indirectly contribute to the ethical climates within PSCsrfluencing contractors at critical
junctures in a contractor’s career. Most PSC personnel are egdoircertify themselves
against industry or national standards; contractors must also mainédr skill sets with
occasional refresher training. During these contact hours, gapmoviders are positioned
between PSCs and contractors. Based on guidance from licensingtasg and accrediting
bodies, training providers can benchmark performance and conduct stamolartse
industry*®3

Within PSCs, corporate leaders sit at the top of the ‘top-downepsocWith regards to
establishing ethical climates, corporate leaders’ primagsrate to ensure that the processes
within their companies are compatible with ethical standards andhbse processes are
communicated throughout their organizations’ hierarctfiesThe minimum standards that
corporate leaders are able to set are largely determinedhly clients and relevant
stakeholders (influenced by media) are willing to accept. Thesis does not mean to
suggest that the corporate leaders of PSCs endeavour to set &%t éhical standards
possible; rather, it suggests that clients and other relevanhstd&es have some influence
on the lower limits that the corporate leaders of PSCsldeeta set. In addition to setting
standards, corporate leaders must also ensure that systems pla&ce that empower
subordinate leaders to enforce standatftisAn array of techniques is available to leaders for
communicating with and empowering subordinates. Many of these deesnare negotiable,
but the seminal role of corporate leadership remains the sagtteigsstandards and

empowering others to enforce those standards.

92 (Theme #6: focused code #85: 8 sources; 17 rafesdn

93 (Theme #6: focused code #88: 1 source; 5 refesgnce

9 All organizations have ethical standards, whethese standards are low or high. Focused codeard 83
suggest that corporate leaders are responsibkefting standards. McCuddy (2008, p. 10) seeragiee by
asserting that all people have "values;” regardéésghether those values are constructive or detse)
McCuddy'’s logic can be expanded to encompass ‘@zgdans’ as well. A complimentary assertion mage
A. Chen et al.’s (1997, p. 855) is that ethicainates exist in all organizations, regardless ofthreleaders
intentionally or unintentionally foster them.

9% (Theme #9: focused codes #11, 96, and 112); foessed codes address the importance of senicedgad
empowering junior leaders.
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Regional and sometimes project leaders are the first lesdB&C hierarchies to receive
standards from corporate level. As such, regional (and sometimjestpiteaders are best-
positioned to evaluate corporate policies and provide feedback on thiegofigpact based
on specific geographic locatiofi¥. Corporate policies and procedures, which may include
(for example) whistle-blowing policies and serious incident repoiitgria, direct regional
and project leaders to perform to certain stand&fd&valuating corporate policies provides
an essential feedback-loop that ensures leaders at projexnoriévels are not directed to
uphold impossible standards; or, to follow instructions that have unegpectethical
consequences.

Project leaders are generally the first leaders in BRfe@rchies with the authority to
administratively discipline contractors for misconduct. As such,eptojeaders must
interpret corporate standards and translate them into enfordesitéeioural standard&®
Although many project leaders have a great deal of autonomy withinpitegects, this
autonomy is tempered by the policies that are supervised aotehfoy corporate leaders.
For project leaders to fulfil their personal roles in estabiglan ethical climate, corporate
policies must empower project leaders to take action against unethical conduct

Finally, team level leaders play unique roles in establishing ganaration-wide ethical
climate within PSCs. Operating at the lowest echelon ofsaecimaking authority, team
leaders are generally positioned to identify and immediateleciounethical behaviours as
they occut® Team leaders commonly work more closely with armed contsaarmt LNs
than any other leaders in PSCs and team leaders have the tabiélegate and personally
supervise specific tasks on a daily basis. Although it would beuliffior a team leader to
unilaterally enforce standards anywhere outside of his te@mm keaders have a great deal of
influence within their teams through example setting and sheer force of gitysona

Analyses of the data presented in Chapter Four suggests thattamdies one’s
personal role in creating an ethical climate is largely actfon of ‘awareness’ and
‘empowerment®®  ‘Awareness’ stems from the directions one has been given and

‘empowerment’ stems from the information and enforcement mechanigrlable to leaders

% (Theme #6: focused code #4: 9 sources; 17 refesgnc

9" Harned (2014), President of the Ethics ResourceeEestates: “Internal vigilance by motivated eoygles is
one of the best safeguards against wrongdoingc&thrograms that encourage workers to step forevaad
common in the private sector but not in the governin If we want government workers to speak upneed
to create a culture in which blowing the whistleigpected and rewarded.” The premise of her cigiplies
equally to PCS.

98 (Theme #6: focused codes #4, 84, and 87)

99 (Theme #6: focused codes #8, 84, and 86)

% (Focused code #44: 10 sources; 18 referencesFandsed code #11: 15 sources; 31 references)
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as they direct others. To promote awareness, higher-levetdeadist continuously inform
subordinate leaders of their roles within the organizational higrartnforming leaders can
be done formally (i.e. through job descriptions or disseminated tasksfoomally (i.e.
through holding people accountable for the extent to which they live up faokers
expectations). To facilitate empowerment, policies that enasadkers to take action against
unethical conduct must be in-place and enforédLeaders who are not empowered to
remove or retrain sub-standard contracfBrsr to reward high-performing contractdtsmay
have difficulties understanding how they should contribute towards iskiagl an ethical
climate. Even when corporate policies are present, those patitist be coherent to ensure
that junior leaders do not receive conflicting messages from séraders at different
organizational level2®* Job availability on the open market must also not be so hight that i
undermines leaders’ abilities to pressure contractors into behaving lgtffizal

The internal mechanisms for holding private security personnel aetderfor their
actions are significantly different from the internal mechasismherent to militaries.
Despite similarities between PSCs and militaries, PSC leadedsfimrently empowered than
their military counterparts and from their former selves ditamj leaders®® Adapting to
commercial systems of accountability is a critical task RSC leaders; a critical task
predicated on PSC leaders fully understanding security in a eaciahcontext. Because of
the commercial context in which PSCs exist, nearly all acebility mechanisms available
to PSC leaders are grounded in financial interests. Reputatgooiwerful motivator insofar
as reputation affects peoples’ and companies’ profitabflity.

Contractor behaviour is highly (although nsolely or necessarily evemrimarily)
influenced by financial rewar® At each level of decision-making authority, the loss of a
client base, a contract, or one’s personal job is a looming, omnipresesequence for

failing to adhere to prescribed social or ethical norms. Withilitaries, it is possible to

%01 Although focused code #17 is most useful for usideding the magnitude of leadership’s impact bicat
behaviour, it also helps to explain factors thdp headers to understand and fulfil their persooéds. 11
participants saw written policies, in-and-of-thetass, as relatively inconsequential. While theeaitze of a
policy might signal negligence, the mere preserigepolicy guaranteed nothing. Participants plagpezht
importance, however, on the amount of attentioh¢bgporate leaders gave to their policies andldwee to
which policy adherence was enforced.

92 (Theme #10: focused code #35: 8 sources; 19 refes}

%3 (Theme #10: focused code #41: 4 sources; 8 rafesgn

%4 (Theme #10: focused code #104: 3 sources; 12erefes)

% (Theme #10: focused code #99: 17 sources; 53erefes); data from Chapter Four pertaining to cotura’
motivations suggests that paying very high salagsears to actually worsen contractor performdwyce
eroding contractor loyalty to the private secuiitgustry as a whole.

°%% (Theme #7: comprised of focused codes #37, 115146)

07 (Theme #8: focused code #52: 11 sources; 20 refes}

°% (Theme #7: focused codes #115 and 116)
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enforce behaviour through an array of coercive technitfde®SCs, however, lack martial
legal codes and must therefore rely on alternate accountabilityamems. Unlike members
of many militaries, PSC leaders can ‘sack’ contractors inl@amtvironments with little or
no warning. Under many circumstances, controlling the behaviour ofactors appears to
be easier than controlling the behaviour of military personnel etgclsecause of the
coercive effect of ‘sacking.” At the (macro) client-leveljs possible that controlling the
behaviour of PSCs could be easier than controlling the behaviour aérredi precisely
because of the coercive effect of revoking or withholding contratefit is an important
priority for client and PSC leaders alike and profit is dependanteputatiorr’® Clients
value their reputations and will readily disown PSCs for unaccepbaiaviour* When
accountability systems incorporate historical performances intoyrand contract awarding
processes, reputation becomes a powerful motivator. Adherendee tethical norms
expected by clients becomes the only long-term, viable busiredsi}f Ethos ceases to be
a PR line and becomes a business imperative.

With greater power (including the power to eliminate people fronorganization or
even, in some cases, an entire industry) seems to come grespengibility. Fairly
disciplining contractors is an ethical challenge for PSC leddérsLeaders who are
empowered to hold others accountable for their behaviour must be cageostethe
relationship between fairness, morale, and ethical behaviour. A laalwareness of this
relationship can cause accountability systems to backfire. pgsnly actions can encourage
rather than discourage unethical behaviour (in the long-run) if thegctidtom a PSC’s

ethical climate.

% The US military’s Uniform Code of Military Justi¢@/ CMJ), for example, empowers leaders to take tjuni
action to enforce orders and discipline. Coergigerer stems from actions such as revoking pay, midtaring
extra duty, or temporarily revoking privileges (@®vernment, 201 hapter 4. British military law codified
in the Armed Forces Act grants coercive powergdetders by allowing for very similar punitive iacs (UK
Ministry of Defence, 2006, 2011a).

1% (Theme #8: comprised of focused codes #51 — 55)

11 (Theme #8: focused code #55: 8 sources; 21 rafesdn

*12(Theme #8: focused code #53: 11 sources; 17 refes}

13 (Theme #7: focused code #37: 6 sources; 7 refesdnc
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Summary of Typical Positions, Roles, and Powe¥

Position Unique Role(s) Reward / Coercive Power

Receive directions regarding acceptable ethical
behaviour; communicate ethical and behaviourpl

All Leaders standards to subordinate leaders; maintain systems Variable
that empower subordinates to enforce standards
Client Ensure ethical standards are specified in contry Select vendors and authorize

and enforceable through agreed-upon mechan| payments

NGOs, Generally, NGOs and watchdog organizations
‘Watchdogs’ | work to identify unethical behaviour; media
& Media | organizations subsequently work to publicize it

Affect stakeholder perceptions
through public communication

Award operating licenses and
recommend contractors to PSCs
according to their abilities to
adhere to standards

Training & | Create formal and informal operational standar
Accrediting | provide many contractors with their first
Authorities | impressions of the private security industry

Create formal and informal policies that frame al Ire and fire PSC leaders

Corporate behaviour within PSCs according to their abilities to
adhere to standards
. Evaluate corporate policies according to the Report misconduct to higher
Regional . . o . X
circumstances in specific regions levels of authority
. S Hire and fire contractors
. Interpret policies and translates policies into . . -
Project . according to their abilities to
enforceable behavioural standards
adhere to standards
Identify and interrupt unethical behaviours as tf
T occur; TLs are often the most immediate, Report misconduct to higher
eam . . : : :
physically-present supervisors in hostile levels of authority

environments

(3) Personal Motivations to Fulfil Responsibilities Inherent to Roles

The third factor driving the ethical behaviour of PSC personnel invahegxtent to
which PSC leaders and contractors are personally motivatedlfiotlie responsibilities
inherent to their roles. Leaders who understand security in a camhwmntext and the role
that leaders are meant to play in establishing an ethicahtdican be classified as “able” to
impact on the ethical behaviour of PSC personné\blé” however, was found to be a
separate metric fromwilling.”**®> Many cultural, environmental, and institutional pressures
can degrade a leader’s willingness to fulfil the responsilsilitaerent to his role. The data

presented in Chapter Four, comprising Themes #11 and 12, indicatestbatesglers must

> All PSCs do not have the same table of organimatichierarchical structures. This research uggpieal
PSC hierarchy to illustrate that some roles areriait to all leaders and that some roles are inhéve
particular leaders at specific levels of decisioaking authority. This research defines power astpacity to
influence or affect changes in the psychologicatesof others (French & Raven, 1959, 1968, p. Réfthouse,
2012, p. 238). “Reward” and “coercive power” ar@tspecific types of positional power that give ledthe
capacity to influence others through positive agatere reinforcement, respectively (French, 19%6,183—
184; French & Raven, 1959, 1968, p. 262).

1> The terms “able” and “willing” are borrowed froneksey et al.’s (1979) Situational Leadership theory
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take actions and leverage their skills to mitigate pressure®iicaurage junior leaders and
contractors to conform to competing, unethical, sets of norms.

The social and ethical norms that pertain to PSC personnel ihehastironments are
based on International Humanitarian Laws (IHLs) outlined by the duN the Geneva
Convention. Principles outlined in the ICoC encompass the social andl etioions
incorporated into IHLs and it appears that many of the self-pbesicstandards and codes
implemented by corporate-level PSC leaders are designedptermsure that PSC members
behave in accordance with the ICoC. As discussed in ChapterRleveew of Literaturethis
thesis defines ethical behaviour as “adhering to rules, standards, oode®)ciples that
provide guidelines for morally right behaviour and integrity in dfesituations.®*® In
short, this thesis assumes that PSC members are behavingllgthiben their behaviour
conforms to both the letter and the spirit of the principles suppostettheb ICoC. Data
presented in Chapter Four indicated that, in hostile environments, an crrcultural,
environmental, and institutional pressures can negatively affectdtieaions of contractors
to adhere to the social and ethical norms prescribed to the indtist8uch pressures are
problematic and they make many of the principles of the ICoC more difficuthtevee. This
section presents a detailed description of those pressures.

Cultural pressures that can negatively influence leaders’ andactms’ ethical
behaviour stem primarily from cultural carry-over related to former raolesilitaries. Nearly
all private security contractors have military training amgegience. A large majority of
Western contractors were in teeth-arms (combat arms) unitsatigaably encourage
aggressive postures and offensive (as opposed to defensive) beh#¥ioOre participant

describes the aggressive nature of teeth-arms soldiers:

I've worked very closely with the Para regiments and the Msrare the [Special
Forces] world. They were the guys that would take the ground. Awrducse, they
are thinking soldiers but by their nature they are aggressiveesgldhey are
attacking soldiers... And the nature of the beast that joined pseateity tended to
be slightly on the more aggressive side of the busii&ss.

Regardless of their background, some ex-soldiers ‘reinvent’ #leessas more-aggressive

people upon leaving the military because they believe that apygrelsshaviour is an

1 (Lewis, 1985)

17 (Theme #11: comprised of focused codes #7, 338640, 98, 100, 101 — 103, 120, 122, 123, 127,128)
*18 (Theme #11: focused code #32: 11 sources; 29redes)

19 (Interview #12)
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acceptable (or even desirable) norm within the private secimdtystry®*® People who

‘reinvented’ themselves were discussed by participants in nedaties, exemplified in the

following quote:

You might have a few rotten apples in your team...People in the aromg..dl
nationalities...they reinvent themselves. People reinvent themselydsnal of get
above their stations a G+

The quote above notes that ‘reinvention’ normally includes effortseteept one’s self above
their actual training, experience, or abilities. A second quotdeiurttemonstrates the

motivations underlying some contractors’ efforts to reinvent themselves:

[Q]uite a lot of the guys would also falsely reinvent themselyasn arrival to a
contract... guys [without SF training] would...say that they had beenberes of the
SF community...especially if they wanted to get into our te¥ms.

‘Reinvention’ was seen as unnecessary and counterproductive; and oftacteried by
new personnel wanting to be seen as ‘battle-hardened’ or ‘condubt-reHowever, abrasive
leadership styles or communication techniques that might elsufitsein the military can
negatively affect morale and performance within PE€sThe following quote suggests that

military-style leadership can contribute to a higher employee turnover:

The level of [middle] management is awful within [PSCs] bec#usgre recruited
from the military...Without any management experience when it esono
motivating or any human resources experience in motivating the lewels of
staff outside of what they learned in the military...You cdréinsform military
measurements directly into civilian industry and expect it to Wdrk.

Some of the social and ethical norms inherent to the militargtlireompete with the norms
prescribed by PSCs. While militaries can afford to reseatetelop, and deploy highly
functional equipment designed for long-term use, the commercial goRSCs limit them to

purchasing low cost, legally-obtainatffe equipment that will depreciate within the time

520 (Theme #11: focused code #122: 6 sources; 6 rafesgn

2! (Interview #13)

2 (Interview #21)

523 (Theme #11: focused code #98: 20 sources; 99 refesg
24 (Interview #1)

2 (Theme #11: focused code #39: 5 sources; 8 rafesdn
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frame of the contract. One participant’'s quote demonstrates thewobjectives of

commercial companies could lead to different decisions and behaviours:

Which is why, again, sometimes the military, to win a waachieve an objective
can spend more money. [Militaries] can waste. If you have to &aW¥e16 on the
apron with its engines on ready to go, a commercial operation'Stayd Stop
burning that fuel” A government may wish to or may have t@daeve that kind
of objective. But that doesn’t translate very well over to theusty operation.
Which necessarily is more economic; it has to be. And the whelghanism:
command, logistics...; they don’t compare. You know, a military vehjbks a]
high cost of development, maintenance, even [though it is just forc basi
transportation...This truck is from Oshkosh; it's got to be able toan't tell you...
it’s got to be able to fly to the moon, [and] to last for 30 ye&hereas this Toyota
Landcruiser B6 employed by a security company is writterooffr the lifetime of
the project?

Lacking the legal authority and resources of militaries, B&Sonnel must rely more heavily
on collaboration (especially with LNs) and referent power. Thenoential context in which

PSCs operate prohibits PSCs from over-resourcing. One participant edplaine

An army is geared to cope with anything that is thrown abd.it is over-resourced.
It has to be...Private security companies are given a contrataieansnt of work,
and a series of deliverables. It will put in the minimum numberesburces
necessary to deliver that to the letter of the contract and no. n@tieerwise [it]

won't get the work?’

As commercial entities, PSC personnel are subject to civilmhcammercial laws rather
than military codes of justice. PSC leaders therefore mavéegal authority and their
coercive and reward powers are generally restricted to mgnleteers. Referent power
seems to be the preferred alternatife. Referent power is exhibited when “the target of
influence [complies] because of a sense of identification withirttheencing agent, or a
desire for such identification. The influencing agent then semgea model by which the
target evaluates his or her behaviour and belféfs.”
Institutional pressures within the PSC industry itself can mnedgat influence

contractors’ ethical behaviour by generating dissatisfaction.m&oor informal company

% (Interview #10)

27 (Interview #17)

% Although focused codes #48, 69, and 80 are mestlfor identifying influential leadership behauis and
the magnitude of their influence, these codes sigmest that leadership behaviours that buildicglships
illicit the highest levels of compliance from sublorates.

2 (Raven, 1993, p. 233)
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policies that allow nepotism or unfair hiring and promotion practiceaatefrom contractor
morale>*® While nepotism was not reported to be a major problem within makegfrivate

security industry, nepotism appears to be very destructive to morale in thosenplaces is

observed. Nepotism allows informal flows of communication to be séhatpbypass key
leaders. It is not necessarily bad when people with problems ymamal flows of
communication if they are concerned that they will not get goadtsesom their immediate
supervisors. However, this incident-specific behaviour is diffefesrth the permanent
background channels created by nepotism. Problems from nepotisnofteoshegatively
impact the middle management level but they can cause damageratexel by eroding
feelings of teamwork.

Furthermore, many contractors feel themselves to be expendaelsdsand many
contractors feel their PSCs ask them for more loyalty than they airgwidl give in returri>?
High job availability and very high pay exacerbates disloyalty aystorontractors by making
it easy for contractors to move between companies; or to feorld very short amount of
time and then qui®® This thesis suggests that exorbitant levels of remuneration dhave
negative impact on ethical behaviour; however, not for the costesfly reasons put
forward by some political theorist&® Very high pay (especially when coupled with high job
availability) decreases loyalty and diminishes long-termeeraintentions; two institutional
pressures that affect PSC personnel’'s personal motivations tb théfiresponsibilities
inherent to their role¥® This thesis’s findings appear to support Bryson et al., who btatte t
worker performances improve when workers are motivated by kEmg-tareer ambitions.
Workers appear to exert additional effort and take advantage of off-theijubgrahen they

view their job as a professional, full-time occupatidh. While very high pay appears to

30 (Theme #12: focused codes #73 and 77)

3L (Theme #11: focused code #120: 7 sources; 16erafes)

%32 Although focused code #75 is most useful for idginig the leadership behaviours that affect theets of
ethical behaviour, it also helps to explain factbe affect contractors’ personal motivations phaid
responsibilities inherent to their roles.

%33 (Theme #12: focused code #117: 10 sources; 2ferefes); contractors who intend to quit in a shertod
of time do not have the same incentives to imptbed skill sets or perform as well as contracteith long-
term career intentions

3 patterson (2014, pp. 84-87) outlines several majguments for and against the cost-efficiency SE®.
Krahmann (2010, p. 216) asserts that cost-saviriggrént to PSC hire may represent a “false economy”
because state governments have already paid foraihéeng of ex-military PSC personnel. Brooks &ideng
(2012, p. 308) assert that PSCs provide a read#jlable pool of skilled security professionalsttitates only
have to pay when contingency operations arise.

3% See Table: “Summary of Influences on the Motivagiof PSC Personnel”

%3¢ (Bryson, Buraimo, & Simmons, 2011, p. 424); thigling potentially increases the importance of &l
code #123: “Stable contracts and progressive cagerdesired but difficult to achieve” (5 sources;
references)
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diminish contractors’ incentives to behave ethically, it does not folleat commercial
security providers armherentlyunethical. Additional research is necessary to determine the
extent to which (lower) remuneration might affect costs totdieresource ‘trade-offs,” and
‘quality’ as a measure of military effectiveness.

Low morale and low levels of loyalty detract from contractevdlingness to identify
themselves as security professionals with long-term intenmestse future of the private
security industry>’ The behaviour of large numbers of contractors with low morale and
loyalty can coalesce to create normative systems that ¢emwil those norms conducive to
ethical behaviour within PSCs.

Finally, there are environmental pressures that can negatinfilyenice contractors’
ethical behaviour. Environmental pressures stem primarily fronumolocal customs and
cultures in the hostile environments where PSCs opefatéiese pressures are further
exacerbated by the commercial context in which PSCs opétalany LN governments in
hostile environments have blatantly unfair commercial practicgsetmcourage bribery and
fraud. Often, behavioural control mechanisms such as inventory procurenspections,
licensing procedures, and even visa processes can be circumvented thmougtal
payments. LN government officials can often gain leverage o8@shy demanding such
payments and disallowing PSC operations until informal paymentsmade. Competing
PSCs can often gain short-term commercial advantages over eaclbypibaying their way
around regulations and controls. The following quote illustrate sorfis’R@llingness to

use corruption to their advantage:

People are doing it to get ahead of you to such a point where ca®ssaait going:
“Hey, they're getting all of this sorted. This Western companseally good and
high but what we really need is to get our business done and this [other] corapany ¢
get visas and it can get vehicles and it's not as expenitiag.eWe just need to see
this one nice man every day who sorts all our problems out.” It twnhghat nice
man is related to everyone in government and it's all what aaldvsee as very
corrupt: a “fixer;” a “Facilitator” who is getting kick-backs and fine figys]>*°

Another participant explained how easy paying government inspectaid be and the
effects that corruption could have on the morale of people who werg ttgi behave
according to international (as opposed to local) norms and rules:

37 (Theme #11: focused code #101: 12 sources; 36erafes)
>3 (Theme #11: focused code #100: 13 sources; 3kerafes)
%39 (Theme #11: focused code #103: 7 sources; 14erefes)

540(Interview #4)
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[Some LN inspectors] said... ‘We need to go to another company on yhe.waé'd
be just two minutes.” The guy walked out of the [other] offiteyok their hand,
gave them an envelope and there was $5,000 in there. And thateirakcémse
granted. It was frustrating and you think about what a length ofitito®k us to
prepare for [our inspection]. Weeks and weeks of work and it wasn¢@aged by
the [LN governmentf**

Leaders that are immersed in this environment for months or evenareaat greater risk for
behaving unethically, especially when those pressures becontatioistlized to the point
that they become a competing set of ‘norms.” The following quqgikaies how participating

in corruption can be seen as a rational decision when it is encouraged in the environment.

When you are on the field of play, it is [ok to do certain things wwaild not be
permissible in other environments]; and it's encouraged; it's normal and it's standa
and if you don’t do it to him, he’s going to do that to you...there ideanemt of that
when you are in [the host nation] or other countries around the worlae whesrso
commonplace that everyone is doing/t.

The commercial imperative of PSCs can, to some degreemegitdecisions to conduct
businesses in accordance with corrupt or unethical LN business @sacGtient pressures to
meet deadlines and certain service standards can leave RI®G l@@h few options beyond
either behaving unethically or forfeiting commercial opportusif2 When clients value
speed and cost savings over adherence to ethical business praéoinet)e commercial
context becomes a source of negative pressure.

The remainder of this section discusses factors that weeendeéd to mitigate the
aforementioned cultural, institutional, and environmental pressureshtdeainethically.
Overcoming pressures that negatively affect contractors’ pdrsoptivations requires
deliberate effort. Using the findings presented in Chapter Boaifpllowing paragraphs will
first discuss solutions for mitigating negative cultural and unsbibal pressures; followed by
solutions for mitigating negative environmental pressures.

Mitigating negative cultural and institutional pressures is foréngodunction of

corporate leaders implementing policies that encourage thetneentiof people who are

>4 (Interview #14)
542 (Interview #4); Prince (2014.4:35) further notes that PSCs operate in environmdmasacterized by “not

just organized crime, bindustrializedcrime.”
>3 (Theme #11: focused code #102: 10 sources; 1ferefes)
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willing and able to adhere to prescribed social and ethical stfm Two participant
statements point to corporate leaders’ policy decisions that ingpacecruiting. The first

guote suggests that leaders are unequivocally responsible for sound policies:

It is the responsibility of the executive officers: the calibf the guys coming into
the place. You cannot delegate responsibility. The boss is ultimately respgfusibl
the people who are recruitetf.

A second quote suggests that policy changes do affect the typespté péo are allowed

into the industry:

| think now, and certainly in my latter time of doing it (I wasne with PSDs in
2009), you are recruiting a different sort of person than what you we2803 or
2006. | think there’s a different sort of person [now available]. tad siith, [the
industry] was very mercenary: you get in, great money, nobody caveas military
but a bit freelance; it was doing what you couldn’t do in the arecalbse there were
[fewer] controls on the whole thing. And you have to blame some déddership
in there as well; they went along with the fact. But now, theremuch greater
control involved®*®

Another participant used the infamous case of Danny Fitzsimorkistrate the negative

effects of poor corporate recruiting policies and a lack of a robust vetstensy

...The guy who went crazy at [a PSC]; he’d been sacked from [another company]...He
was volatile. He shouldn’t have been employed by [the other company]turns

out but he got through the system. But, after that...every othgratgnwas sent an
email by [the company that sacked him] warning them of glg saying ‘do not
employ him; he’s got serious issues.’ ...[the PSC] chose to ignensdrnings, hired

him, and look what happenéd.

Participants suggested that people who have not been over-indoctrimtatedlitary culture
(having ‘fewer years of service’), lack pensions, have famihasge personally invested in

their own training, and have strong sense of teamwork are mdisgvwd adhere to industry

%44 (Theme #12: focused code #117: 10 sources; 2ferefes) This focused code revealed that contisetith
long-term career goals are incentivised to adheprdscribed social and ethical norms. Additionallheme
#12: focused code #73 and 77 suggest that contsagtould be hired and/or promoted based on thdities
and willingness to adhere to social and ethicansofrather than fraternity or nepotism). Althodgbused
codes #10, 71, 74, and 83 are more useful for isgrieadership skills and behaviours that affiroters of
ethical behaviour, they also suggest that recigigind retention policies are to some degree impbrta

545 (Interview #1)

%8 (Interview #12)

7 (Interview #13)
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norms>*® Under most circumstances, motivations and loyalties stemmong dontractors’
personal, financial, and family situations appear to be strong eriougvercome negative
pressures stemming from military experiences or medigr@gpiesentations. Once a strong
core of contractors is achieved, PSC leaders at all leugdsimplement and enforce policies
that lead to the retention of ethical personnel. Policies that supmairtactor morale by
facilitating fairness (meritocracy) and loyalty (car@eogression) encourage contractors to
identify themselves with their PSCs’ missions and adhere to prescribed #1drms

Mitigating environmental pressures is foremost a function of catpoteaders
implementing policies that require multiple leaders to scruticash flows>° Financial
responsibilities must be shared in such a way that financiaioes are transparent and
diffused amongst multiple observers. Diffusing responsibilitkesacollusion difficult and
leverages teamwork and communication as effective countermeaRresorruption.
Evidence further suggests that money should be held at the highestdédecision-making
authority that operational requirements alfbv. Although there may be times when PSC
leaders must sacrifice short-term gains to remain in congdiavith ethical norms, these
sacrifices can result in long-term advantage. As describebeirfollowing quote, some

business opportunities have hidden risks that can make short-term gains unadvisable:

You'll often find lucrative contracts but the first question you msst ia, ‘Why is
this so lucrative?’ It's the old ‘too good to be true’ argumeritest people are often
not able to get the services they want; there’s a reason f@alyau need to be very
careful. Sometimes there’re conflicts where we refuse dodo work due to
reputational risk ...on what might otherwise be a good piece of busiéssvould
do it also on the perception of a conflict [of interest] where no conflict €fsts.

Stakeholders’ perceptions of a PSC’s willingness to adhere twaktiorms are important;

commitment must be demonstrated and communicated. Expending redouatteere to

%8 (Theme #12: focused code #117: 10 sources; 2ferefes)

9 (Theme #12: focused codes #17 and 77)

0 Although focused code #66 is more useful for asegshe magnitude of leadership’s impact on ethica
behaviours, it also suggests the importance oftimgdas a mitigating leader behaviour.

%5 Although focused code #50 is more useful for asagshe magnitude of leadership’s impact on ethica
behaviours, it also indicates that many negatiwérenmental pressures can be mitigated by limitimg
decision-making power of people who are in hogtilgironments.

552 (Interview #17)
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ethical norms sends a strong message to a stable (and luccitne)base, as well as to

subordinate leaders who look to their superiors for example®ne participant explained:

...all of this costs [money]. So if you are to take a purelymroercial view, then it
would be great to get away with not doing it because [theorgliead’d make more
profit. But actually, when you look at the industry maturing, thenwualerstand the
reason for it and it absolutely makes sense. And we as a business havgtildttieo
comply, because if we didn’'t, we wouldn’t win business. Clients windll at us
and say ‘...You're not playing by the rules. You haven'’t signed up tp.ofathese
other policies that are regulating the industry; so why hayewn'? Is it because you
are afraid of it or you don’t meet the standartf§?’

Environmental pressures stemming from commercial and clientupesssan be further
mitigated by ensuring that PSCs and clients share legandial, and reputational risks
associated with ethical decision-making processes. Clienexdonple, may form a part of a
PSC'’s logistics chain; or clients might be contractually reguto give written consent for
certain policies and actions. It is arguable that commeraoi@dl gpvernment clients have
different ethical standards. Thus, different PSCs can exhiliéreiit behaviour and still be
considered to be behaving “ethically;” or “unethically,” depending aakestolders’
interpretations of International Human Rights laws or the ICodentS (commercial and
government) and media organizations all play a role in interpretighvibehaviour is within
normative boundaries. Prince (2014) suggests that the US StatehBepto ethical qualms
when it issued his PSC (Blackwater International) heavy weapdnie simultaneously
preventing his PSC from video recording activities to ensure aatulityt>>> Additionally,
many assets owned by Prince’s PSC to facilitate governowiitacts were uninsurable.
Prince suggests that failing to share financial and reputatisha with his primary client,
the US government, contributed heavily to Blackwater’'s defifs€SC leaders must not “let
[themselves] get whipped by a clueless customer who pulls [th@anHoing things [they]

shouldn’t.’®>’

%53 Although focused code #64 is more useful for assgshe magnitude of leadership’s impact on ethical
behaviours, it also helps describe the importafigeaperly resourcing activities, such that they ba
performed in an ethical manner.

54 (Interview #9)

%% (Prince, 201429:00)

% This statement supports focused code #113, whitibated that sharing legal and financial riskswiients
can curb clients’ abilities to pressure PSC persbttbehave unethically.

7 (Prince, 201427:45); Prince states that, rather than allowing himeeliis company to be “whipped,” he
should have ceased providing services to the digiésuing a “labour stop order” until a system fo
transparency and accountability could be achieved.
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Summary of Influences on the Motivations of PSC Personnel

Type of Negative (Detracting) Positive (Mitigating)
Influence Influences Influences
Militant behaviour carried over from military
Cultural Misinterpretations of PSC norms derived from -
: : . o Policies that lead to the
media representations of private security mdusnyecruitment and retention of
Nepotism and unfair personnel management internally motivated and loyal
Institutional practices personnel

Policies and systems that detract from morale,
loyalty, and long-term career intentions

Environmental

Corrupt business practices encouraged by LN
governments in hostile environments

Diffusing financial authority
amongst multiple people at th
most supervisable (highest)

levels of decision-making
authority.

Commercial pressures from clients and market

competition

Sharing ethically-based legal,

financial, and reputational
risks with clients

Thus far, this chapter has discussed 12 of the 17 themes presentegbiaer&our which

indicate that the ethical behaviour of contractors is driven by three majorstac

1) PSC personnel’s understandings of security in the commercial context
2) Leaders’ understandings of their personal roles in establishiogganization-wide

ethical climate
3) PSC personnel’'s personal motivations to fulfil the responsibilitiberent to their

roles.

Understanding security in a commercial context prepares P&lerieto leave behind the

social and ethical norms accepted by the military and to adopt pineseribed to the private

security industry. Understanding one’s personal role in establishingganization-wide

ethical climate informs a PSC leader of the unique contributltatshie is expected to make

to his organization’s collective leadership efforts. And, findieling personally motivated

to fulfil the responsibilities inherent to one’s role ensures ahBSC leader will be able to

overcome an array of cultural, environmental, and institutional presdorelsehave

unethically.

The next sections will discuss the remaining five themes ptaiexhow leadership can

affect the aforementioned drivers of ethical behaviour and thaitondg of the leadership’s

affects on those drivers.
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Leadership Skills and Behaviours that Affect the Drivers of Ethical Behaviour

Two of the themes generated from the data presented in CRapiteindicated that there
are specific skills and behaviours that affect the drivershi¢atbehaviour® As noted in

the literature review, this thesis defines a leadershipl“skd a leadership “attribute or
capability learned or acquired after birfi™ This thesis defines leadership “behaviour” as
the “repetitious actions of leaders towards subordinates in various coritéxts.”

Four specific leadership skills were found to be particularlyenrftial on the drivers of
ethical behaviour. The first skill was ‘culturally awarergmnel management. Soft social
skills related to cultural awareness and technical skillateel to managing cultural
differences were found to directly impact on the first drieérethical behaviour: PSC
personnel’s understandings of security provision in a commercial ¢oftexCultural
awareness and management skills enable contractors to developosiee ftinctional
relationships that PSCs must have with LN populations. Culturakaess and management
skills also enable contractors to solve security problems witkelihg compelled to rely on
(often non-existent) firepower and material support. When leadeal levels of decision-
making authority demonstrate and emphasize ‘culturally awarsbpeel management skills,
subordinates can better-distinguish differences between commandamilitary security
provision.

The second skill was ‘policy writing and implementation.” Paréidylat higher levels
of decision-making authority, policy writing and implementation skillectly impact on the
second driver of ethical behaviour: leaders’ understandings of thesornaé roles in
establishing an ethical climat® Policy writing and implementation skills enable leaders to
establish ethical frames of reference for subordinates, whiphrigularly important when

national or international regulations are unclear or when environméattdrs create

% (Themes #13 and 14)

9 Evolved from trait theory is skills theory, whieldvocates that the attributes leaders must habe to
successful are not innate but are instead leartlatdagh training and experience (Katz, 1955; Katkjk &
Locke, 1991; M. D. Mumford, Marks, Connelly, Zacza& Reiter-Palmon, 2000; M. D. Mumford, Zaccaro,
Connelly, et al., 2000; M. D. Mumford, Zaccaro, Hiag, et al., 2000; T. V. Mumford, Campion, & Moggms,
2007; Zaccaro, Mumford, Connelly, Marks, & Gilbe2@00) Mumford and his colleagues led multiple studies
concluding that certain critical skills are deveddmat certain phases in a leader’s growth pathveldpments
normally transpire according to a leader’s posiaon responsibilities within organizational strueti Skills
theory asserts that leadership is “the capabiliieewledge, and skills that make effective leakigrpossible”
(M. D. Mumford, Zaccaro, Harding, et al., 2000,1g2). That leadership can be learned and develapedskill
set is a central pillar of all leadership trainprg@grams, including those of the British military.

%0 This definition is from Northouse (2010, p. 69hawiscusses leadership from a ‘style’ perspective.

! (Theme #13: focused codes #24, 33, 34, 129, ady 13

%92 (Theme #13: focused codes #83 and 108)
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competing sets of ethical norms. When leaders at all levetke@$ion-making authority
skilfully write and implement policies, PSC personnel can bettderstand the ethical
boundaries that they are expected to operate within.

The third skill was ‘empathetic’ personnel management. Usingatm to help select
fair and effective disciplinary techniques was found to direatlyact on the third driver of
ethical behaviour: PSC personnel’s personal motivations to fulfilehgonsibilities inherent
to their roles®® Personnel management skills that facilitate the faitrtreat and welfare of
contractors (including LN contractors) are particularly inflisdriiecause of the strong effect
that morale has on contractors’ motivations. When leaders lgvals of decision-making
authority make disciplinary decisions with a modicum of empatigiyding those related to
leave rotations and retention policies), then subordinates are tesetb develop feelings
of loyalty and obligations to behave according to prescribed norms.

The fourth and final skill was ‘client management’ with an emphasisclearly
communicating with clients to manage their expectations. Claameinication helped to
manage clients’ expectations, which appeared to mitigate saam- chtnd commercially-
driven top-down pressures to behave unethiciflyWhen leaders at all levels of decision-
making authority maintain open and clear communication with th&nts| then PSC
personnel can better-adhere to prescribed ethical norms. Commmaqickgarly can, for
example, include writing tightly-drawn contracts that makentdieand contractors equally
accountable for unethical behaviour; it also includes daily discussiuats réinforce
performance standards.

The following chart summarizes specific skills that affelse tdrivers of ethical
behaviour. The primary effect of these skills is that they hefoldrs to establish and
maintain an organization-wide ethical climate. Other skills ralp have a significant
impact; however, the dataset used for this thesis limitsupgort to only the skills shown

below.

%53 (Theme #13: focused codes #93 and 107)
%4 (Theme #13: focused code #114) Clear communicatidls were also found to directly impact on thid
driver of ethical behaviour: PSC personnel’s peasomotivations to fulfil their roles.
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Summary of Influential Leadership Skills

# of # of | Focused

Skills Effects Drivers Affected | o\ cas| refs | codes

(S1) Personnel

Management: Using Facilitates cooperatior]

with LNs who can (1) Understanding

cultural awareness to help inform on local terrain| security in a #24, 33,

manage cultural differences : yIr 16 85 | 34,129,
. . people, infrastructure | commercial

and communicate with the 130

and business context

predominant cultures of .,
opportunities

hostile environments

(S2) Policy Writing and
Implementation: Using
military leadership
experience to help create
and enforce organization-
wide behaviour
management systems

Provides contractors
with a frame of (2) Understanding
reference that they cal| personal roles in
use when national anq establishing
international laws are | ethical climates
unclear

16 31 | #83, 108

(S3) Personnel Facilitates fair system

Management: for personnel ’ (3) Personal

Empathetically selecting evaluation and motivations to 6 12 | #93, 107
fair and effective retention fulfil role

disciplinary techniques

(S4) Client Management: Mitigates the

Using clear communicatio
skills to manage client
expectations and mitigate
conflicting interests

(3) Personal
motivations to 3 4 #114
fulfil role

possibility of clients
pressuring PSCs to
behave unethically

Seven specific leadership behaviours were found to also affect itrersdof ethical
behaviour; particularly regarding contractors’ understandings of theisonal roles in
establishing ethical climates. These finding suggests thatractors develop an
understanding of what is expected of them more through the behaviobitexiiy leaders
than through other forms of conveyance. This section on influentdérgaip behaviour is
complimentary to the following section, which discusses how fehge behaviours have
more impact on ethical climates than written rules or regulations.

The first leadership behaviour was ‘communicating openly and honestly.
Communicating openly and honestly was found to impact on the second driedici
behaviour: leaders’ understandings of their personal roles iblisetag ethical climates.
Open communication ensured that subordinates were aware of tesirmasunderstandings
and concerns could be addressed more-readily and without b3ftiersHonest
communication helped to overcome any distrust that subordinates mighhaavef their

senior leadership’s willingness to care for their health aeifiave®®® Finally, a prerequisite

%% (Theme #14: focused code #90: 11 sources; 19edes)
%%¢ (Theme #14: focused code #94: 17 sources; 37eredes)
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for honest communication is that leaders must prioritize the ancofanformation during
decision-making process&¥. By rigorously assessing information for accuracy, leaders at
all levels of decision-making authority can help to ensure thaetthieal consequences of
decisions are clear and they can exemplify the importance of honesingpodubordinates.

The second leadership behaviour was ‘emphasizing teamwork when sptolrigms.’
Leadership behaviours that emphasize cooperation, collaboration, and teadireotky
impact on the second driver of ethical behaviour: PSC personnel’s tamtiings of their
personal roles in establishing ethical climaf&sinclusive behaviours, particularly those that
include LNs, facilitate cohesion and create a shared senseepfityd amongst team
members® As a result, PSC personnel remain cognizant of larger smmiééxts and they
can consider a wider range of stakeholders as they carry @otrésponsibilities’® PSC
personnel might also feel more valued knowing that they are agrahtpart of an
organization, which leads to increased loyalty and a desire to oonéoprescribed social
and ethical norm3’*

The third leadership behaviour involved ‘training personnel.” Training coedweithin
PSCs again directly impacts on the second driver of ethical emd{ In particular,
ethical training conducted for regional and project-level leaaePRSC corporate offices and
Code of Conduct training at project and team level helped to comneieitacal standards
to contractors. Although most contractors (especially LNs)eweportedly unable to
understand Codes of Conduct in their entirety, the effort put forth hiyorséeaders
demonstrated to subordinates that ethical conduct is a serious @the.forms of training,
including physical fitness training and tactical training, fediéd teamwork and reinforced
top-down hierarchies.

The fourth leadership behaviour was ‘exercising a duty of care owetractors.’
Particularly lower down in company hierarchies, PSC personmsiaty-levels and degrees
of respect for their companies’ norms appear to be heavdgtatl by the loyalty and respect
that they perceive coming from their leaderstiip By exhibiting concern for others, leaders
at all levels of decision-making authority can cultivate intemativations amongst their

subordinates, which encourages them to adhere to prescribed sets of soclatahdatns.

57 (Theme #14: focused code #95: 11 sources; 37erefes)
%8 (Theme #14: focused codes #15, 20, and 89)

9 (Theme #14: focused codes #69 and 131)

>0 (Theme #14: focused codes #80: 4 sources; 4 refesy
"1 (Theme #14: focused code #111: 5 sources; 10eredes)
%72 (Theme #14: focused codes #6, 18, 25, and 78)

73 (Theme #14: focused codes #75 and 109)
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The fifth leadership behaviour involved ‘vetting affiliated personneRigorously
assessing clients, contractors, and affiliates appeared tdydirepaict on the first and third
drivers of ethical behaviodf® When corporate leaders vet clients and establish vetting
policies for hiring new contractors, minimum standards of acceptadi@viour become
visible>” Stakeholders can observe the factors that cause PSCs to chnosevtok with
certain clients or contractors. Declinations of contract opportandre refusing to hire
contractors with unsuitable backgrounds create observable examghesethical boundaries
that frame PSC activities. Vetting behaviours need not beelintd initial decisions to take
on clients or contractor¥® project-level leaders can also vet PSC personnel by regularly
observing and assessing their subordinates. Periodic vetting oé@dgady affiliated with
PSCs helps to ensure that project members remain willing aadalbldhere to prescribed
sets of social and ethical norms. Vetting behaviours can credgms of reciprocal benefits
whereby ethical contractors create ethical climates wlB8Ks; and ethical climates attract
and retain ethical contractors.

The sixth influential leadership behaviour was ‘enforcing ethicsutiir top-down
mechanisms.” Leadership behaviours that support top-down ethical enéotce@chanisms
can directly impact on the second driver of ethical behaviour: PSGorpel's
understandings of their personal roles in establishing ethicaatel§lf’ Such behaviours
include empowering subordinate leaders and holding subordinate leadetmtable for
failing to use their powers appropriately in the support of etlstadards. Subordinate
leaders are informed of which standards must be enforced by ltimgrméss and abilities of
senior leaders (including client leaders) to enforce spesiandards. Top-down ethical
enforcement mechanisms enable leaders to foster a single, otiganiziae ethical climate.
Disjointed ethical enforcement mechanisms, or those that allow dinaty leaders to
sporadically create and enforce their own standards, can @adornfusion within
organizations’® Whenever leaders fail to clearly understand their roles tabléshing
ethical climates, instances of non-compliance are more likely to occur atsutgrdinates.

Finally, the seventh influential leadership behaviour involved ‘allocaadgquate

resources to missions.” Leaders can affect the second drivéricdlehaviour by setting

" (Theme #14: focused codes #71, 74, and 76)
>’5(Theme #14: focused codes #2 and 10)

3’® (Theme #14: focused code #13)

"7 (Theme #14: focused codes #110 and 113)

5’8 (Theme #14: focused code #79: 4 sources; 12 refes}
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examples through resource allocattéh.Resource allocation demonstrates priorities. When
sufficient resources are allocated to tasks such that taskbecannducted in an ethical
manner, it becomes clear to subordinate leaders that adhevegitecal norms is expected.
Conversely, a failure to allocate resources to mandatory taskswticates to subordinate
leaders that either the task is optional or adherence to ethaadasds is optional.
Inadequate resource allocation was cited as an issue with regardartoditeainings, vehicle
and equipment procurement, and human resource management. AdditionalllgaB&G
who are properly resourced are more likely to receive and submisthaf@mation from/to
clients and senior leaders.

The following chart summarizes the specific behaviours thattfhie drivers of ethical
behaviour. The primary affect of these behaviours is that theyléaders to establish and
maintain an organization-wide ethical climate. Other behavioursatsayhave a significant
impact; however, the dataset used for this thesis limitsupgport to only the behaviours

shown below.

Summary of Influential Leadership Behaviours
. : #of | #of | Focused
Behaviours Effects Drivers Affected sources| refs | Codes
... | Facilitates trust and
(B1) Communicating cohesion; Ensures (2) Understanding
openly and honestly . :
. ethical consequencespersonal roles in #90, 94,
using only . L . 21 91
: of decisions are establishing ethical 95
rigorously assessed _ .
. . clear; promotes climates
information )
honest reporting
(B2) Emphasizing | Facilitates teamwork| (2) Understand_mg
X e personal roles in #15, 20,
cooperation/ & cohesion; o :
. . establishing ethical 69, 80,
collaboration/ improves loyalty by . 20 95
. climates 89, 111,
teamwork when fostering a sense of L
. . . (3) Personal motivations 131
solving problems identity :
to fulfil roles
(B3) Training .
affiliated personnel | Facilitates teamwork| (2) Understand_mg
. . . personal roles in #6, 18,
(including both communicates L . 19 101
. establishing ethical 25,78
clients and standards :
climates
contractors)
B4) Exercisin
((jut) of sa(;esoge? Promotes adherence
y .| to norms by (3) Personal motivations #21, 72,
contractors (ensurinq . . . 19 69
) improving morale & | to fulfil roles 75, 109
health & safety; lovalt
morale & welfare) yatty

"% (Theme #14: focused code #19: 6 sources; 13 refesd; Although focused code #64 is more useful for

assessing the magnitude of leadership’s impacthioat behaviours, it also suggests that the wayhith
tasks are resourced communicates to others how taiskntended to be executed.
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(B5) Vetting Ensures that PSCs’ | (1) Understanding
affiliated personnel | affiliates are willing | security in a commercial #2, 10,
(including both and able to adhere tp context 18 78 | 13,71,
clients and prescribed ethical (3) Personal motivations 74,76
contractors) norms to fulfil roles
(B6) Enforcing Ensures a single, (2) Understand_mg
; o . personal roles in #79, 110,
ethics through top- | organization-wide L . 12 85
: : : establishing ethical 113
down mechanisms | ethical climate X
climates
(2) Understanding
(B7) Allocating , personal roles in
Communicates S .
adequate resources ) | establishing ethical
L | standards ; promotes . 6 13 #19
to missions (meeting honest reportin climates
service standards) b 9 (3) Personal motivations
to fulfil roles

The Magnitude of Leadership’s Impact on the Drivers of Ethical Behaviour

The last three of the 17 themes generated from the data peksanChapter Four
indicated that leadership skills and behaviours have some magnitudpaat iom the drivers
of ethical behaviour. Because the research underlying this thasisdesigned using an
interpretivist theoretical framework, it was impossible for thigsis to determine the
magnitude of leadership’s impact in absolute (positivist) tefdmyever, some magnitude of
impact was verifiable. Several findings, measured in subjetgives, helped to inform the
central thesis question. Leaders’ actions were seen to bothetHamud, to some extent,
diministP®* the ethical challenges facing contractors in hostile environmdhtglence also
suggested that leaders’ behaviours had more impact on thel &iheaviour of contractors
than words or written rule$?

Ethical challenges facing contractors in hostile environmente ltisanged as PSC
leaders have evolved policies and practices to keep up with chenges industry. The
single greatest change that PSC leaders have had to adathtetmationalization of labour in
two of the largest PSC markets: Iraqg and Afghanistan. Theddra of coalition forces in
these regions has also caused PSC leaders to more-stronghcerabcurity solutions that
rely on LN labour and support. Working more-closely with LNs se@ntsave improved
Western contractors’ abilities to cooperate and empathize MNthpopulations; market
demands have incentivized behaviour that is in-line with industry sdsmdad norms such

as the Geneva Conventions and the ICoC. However, nationalization caadt wlorking

%80 (Theme #15)
%81 (Theme #16)
%82 (Theme #17)
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relationships have also challenged PSC leaders to maintain highrdefitlaSupervision,
accountability, and reporting often require more attention due toetffes in some LN and
Western skill level$®*

A decrease in government contracts in two of the world’s m&y@ RFarkets has also
caused many PSCs to streamline their business processes. tl&nbeginning of the
coalition drawdown of troops in Iragq, many PSCs have consolidated astaf decision-
making processes at corporate level. Consolidation has caused@openies to emphasize
top-down decision-making in ways that better-facilitate unified, rorg@éion-wide ethical
climates. However, consolidation has also caused disjoints in &®@&s chains-of-
command. Decision-makers located in London head offices may tsk aif ttempting to
implement policies in far-away regions that they are notlfamiith. Consolidating staff
and decision-making processes at corporate level can also mpgrbfgms for PSCs that do
not have strong top-down-managed ethical frameworks. LN interaciindsdecision-
consolidation thus diminish some ethical challenges while exacerbating $thers

Ethical challenges facing contractors in hostile environments diswmished as PSC
leaders have evolved policies and practices to keep up with chantpesindustry. Leaders
from many types of organizations, including PSCs, have evolved reguiatsiems during
the past decad® Improved regulation has enhanced transparency, supervision, and
accountability; as a result, contractors have been encouraged toclosety adhere to
prescribed ethical norms. One participant explains how evolving tegulsystems have

created changes that affect corporate and regional level leaders:

...as a sector matures, it becomes more regulated. The m@&aitety industry 10
years ago was the Wild West because it was a new industrmew sector. Now,
costs of sales have gone up in Iraq because, surprisingly, now hedldafety is
more important; regulation training is more important; the lefgjualifications that
our individuals hold is now more important. And, as the industry matiresnore
we expect our people to hold more qualifications and that costs rAackdifferent

companies have different metrics for how they do that, whethgrekpect their
contractors to come with those qualifications or they run coursesato up

contractors... There would be no question if there was an incident |[ttdyit

would not be fully investigated; and, if an individual transgressed osatitething

83 (Theme #15: focused codes #43 and 45)

*84|n an interview conducted by CIMSEC, Prince (201230 notes that accountability of equipment, people,
fuel, and other assets is especially important wdealing with LNs.

%85 (Theme #15: focused code #50: 3 sources; 5 rafesdn

%8¢ (Theme #16: focused code #42: 13 sources; 40eredes)
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that was against company policy or against the rule of laheicountry, they would
be dealt wit?®’

Another participant’s quote explains how evolving regulatory systeansaffect PSCs at

project and team levels:

[After] the Nisour Square incident in 2007, they started to tighteromphis.

CONOC was established and there were parameters and velsdtengs put in

place. Once the transponders we put in everyone’s vehicles, you cadtiaivay
with it. There was licensing and you had to have your numbers onvgbigdies.

Mission planning had to take place in one form or another, using misgjaaste
forms submitted 72 hours prior to movement; it had to be authorized, @tcSet

that kind of helped tighten things up and put some rules in place wieéoeg there
were no rules®

Complimentarily, PSC leaders have begun favouring contractors wm ran-military
training and experiencén(addition tomilitary training and experience), demonstrated social
competencies, and long-term career perspectiVe$he net effect has been the development
of a contractor population that has moved away from sets of nooeptad by militaries and
towards those norms prescribed by the private security indiiStry.

Finally, the findings of this thesis support claims that leads#haviours have more
impact on the ethical behaviour of contractors than words or wntikss. While an
empirical order of magnitude cannot be calculated, the list of mifaleleadership
behaviours was notably longer than the list of influential leader&hig. " Interview Guide
Question #6, presented in Chapter Four, was instrumental in deternfigimgays in which
outsiders or subordinate leaders might discern the importance alkardeassign to ethical
behaviour. Several participants stated plainly that ‘actions itmpace heavily on ethical
climates than policies or written rule€? The logic behind these statements was that written
policies are irrelevant if they are not enforced through actiohilethe presence of a policy
is a good first step, it is the actions taken on account of potitasiltimately create ethical

norms. The majority of the focused codes pertaining to Q6 wenreedefriom actions and

%87 (Interview #9)

588(Interview #13)

89 (Theme #16: focused codes #44 and 46)

9 (Theme #16: focused codes #48 and 81)

91 The data gathered for this research led to thatifitmtion of 28 influential leadership behavioutisis is
compared to only 10 influential leadership skills.

%92 (Interview #70: 11 sources; 20 references)
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behaviours. The following chart shows four specific leader behaviloatsvere determined

to have a greater impact on contractor behaviour than written rules and regulations

Summary of Specific Behaviours that Supersede Written Rules &egulations
Behaviours Effects e o e
sources| refs Codes
Modelling behavioural standards 18 66 #9, 16,
(physical fitness; self-discipline) Exemplifies ethical standards 70,121
Treating others honestly and fairly to clients, PSC personnel, an 13 a4 #56, 60,
(contractor welfare) other stakeholders 67
Discussing ethical values as priorities 19 50 #57, 59,
when laws or guidelines are unclear | Contributes to an organization- 61, 62
Spending resources to supervise and| wide ethical climate #58,
. 15 48
enforce ethical norms 63 — 66
Summary

The sum of this thesis’ findings helps to explain the extent tohatkadership skills and
behaviours influence the ethical behaviour of British PSC personnel tilehers/ironments.
The data presented in Chapter Four suggests that the ethical behalviBtitish PSC
personnel in hostile environments is influenced by three drivers; thivses can be, in turn,
influenced by leadership skills and behaviours; and, while the magnituteaddrship’s
impact cannot be quantified, leadership appears to have more impaittical leehaviour
than written rules.

The first driver of ethical behaviour is contractors’ understarsdiofy security in a
commercial context. Contractors’ understandings of security c@ammercial context are
negatively affected by norms and visual imagery carried oeen the military into PSCs;
and by misrepresentations of the private security industry pragghggt mainstream media.
Contractors’ understandings of security in a commercial contexpasitively affected by
PSC leaders who clearly communicate their organizations’ cormaheparpose and
objectives.

The second driver of ethical behaviour is contractors’ understandindyiofpersonal
roles in establishing an organization-wide ethical climate. déesa have both general
influences as authority figures and varied types and degrees dicspeluence based on
their personal positions within their organizations’ hierarchies. r@ctors’ understandings
of their personal roles are positively affected by ‘awarénasd ‘empowerment.” To
promote awareness, higher-level leaders must continuously inform swdterdieaders of

their roles within the organizational hierarchy. To promote ‘empawat,” higher-level
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leaders must ensure that functional processes are in placewo salbordinate leaders to
make consequent decisions in support of company policies.

The third driver of ethical behaviour is contractors’ personal mativatto fulfil the
responsibilities inherent to their roles. Many cultural, environnhematad institutional
pressures negatively impact on contractors’ personal motivations. tiegaltural and
institutional pressures can be mitigated by policies (includegruiting and retention
policies) that promote fairness and loyalty amongst contractdtegative environmental
pressures can be mitigated by policies that ensure skilled ¢ebhdee emplaced functional
systems of accountability. Ensuring that financial transactioascallaborative efforts
amongst both client and PSC stakeholders appeared to be a p#ytietflestive control
measure.

All three drivers of ethical behaviour can be directly influencedebgership skills and
behaviours. This thesis’s findings suggest that leadership skitbdving: culturally aware
personnel management, policy writing, fair and effective plis@ systems, and client
management are important for fostering a positive, organizatide-ethical climate. This
thesis’s findings further suggest that, to foster a positive, omg@omzwide ethical climate,
leaders must: communicate honestly, emphasize teamwork and cdl@hdrain personnel,
exercise a duty of care over personnel, vet personnel, establish tapetdarcement
mechanisms, and allocate adequate resources to allow subordingsenm tasks in ethical
ways.

Finally, although an exact magnitude of leadership’s impact ordtiivers of ethical
behaviour cannot be determined, this thesis does demonstrate that tadeénspact on
ethical behaviour to some degree. Actions and behaviours attributabbdeyd both inside
and outside of the private security industry have changed and, to stam¢ @iminished
ethical challenges facing PSC personnel in hostile environmentsle Written rules and
regulations are important, PSC personnel are more likely to samatel be influenced by
behaviour exemplified by leaders at all levels of decision-making awythorit

The following graphic summarizes the new information discoveredhbyresearch

underlying this thesis:
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