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Interviewee Summary

For this interview paper, this author interviewed the current DevOps Engineer of Component Control Inc., Mr. Chuan
He (Chuan). This researcher interviewed Chuan questions about the business model change recently implemented in
the Component Control and its sibling subsidiaries under the parent company, CAMP Systems.

Name of Person Interviewed: Chuan He

Organization/Company: Component Control

Address: 1731 Kettner Blvd, San Diego, CA 92101

Telephone Number: 619-696-5426

E-mail Address: chuan.he@componentcontrol.com

Dates of Interview: Friday, March 19, and Saturday, April 3, 2021; Saturday, March 26, and Sunday, March 27, 2022.

Introduction

Chuan He came to San Diego, California at age of 16 from China, and stayed in San Diego ever since, went to the
University of California, Irvine, and the University of California, San Diego for his Bachelor of Science in computer
science. After graduating with his bachelor’s degree, he worked for some technology companies, and later he went to
Thomas Jefferson School of Law for a Juris Doctor degree. Worked three technology jobs in San Diego, the latest one
being the software configuration manager at Component Control since 2019 as part of the company’s effort to migrate
products from the current self-hosting model to the cloud-hosting model, so his job is to provide customers with a
uniform user experience without suffering unforeseeable interference and interruption. Chuan became a California

licensed lawyer in 2021.

Job Responsibility

Chuan is in charge of the development and maintenance of the continuous delivery of various projects. To explain
what he does, Chuan used an analogy of the relationship between Amazon.com and UPS. In his analogy, the
developers are Amazon.com and Chuan is UPS. Imagine that Amazon.com can sell the best products to its customers,
but if UPS takes too long to deliver, the customer experience would still be terrible. Therefore, Chuan’s job is to
develop and maintain a system that delivers the latest features and fixes to customers within 15 minutes of developers

committing their changes.



Introduction: Organization of Interest

Component Control Inc. is a 32-year-old software company, located in San Diego, that designs, develops, and
implements software solutions for aviation aftermarket industries. Component Control provides applications for
inventory control, logistics planning, maintenance repair and overhaul, aircraft service center management, and other

aviation-specific applications in the aviation aftermarket space.

According to the CAMP Systems International, Inc. official website and LinkedIn information, in October 2005,
Component Control was acquired by New York-based CAMP Systems International Inc, which has 9 other
subsidiaries in aviation management software solutions. CAMP has grown to become the world’s leading Aircraft
Maintenance Tracking Solutions provider, serving more than 20,000 aircraft, 32,000 engines, and 1,500 maintenance
facilities globally. CAMP Systems itself was acquired by Hearst in October 2016.

According to the CAMP Systems International, Inc. official website, CAMP’s mission is to commit to providing the
highest quality products and services to the business aviation community across the globe. The company has a long-
standing history of excellence and is the factory-recommended maintenance tracking provider for Airbus ACJ,
Beechcraft, Bell, Boeing BBJ, Bombardier, Cessna, Daher, Dassault, Embraer, Gulfstream, HondaJet, Leonardo,
Piaggio, Pilatus, Viking, and numerous other aircraft. CAMP is the exclusive Engine Health Monitoring provider for
all Pratt & Whitney Canada engines and for Honeywell TFE, HTF, and TPE engines.

According to the Component Control official website, Todd Lewis is the President of Component Control, San Diego.
Mr. Lewis has worked with a wide variety of leading-edge technologies and has been committed to improving the
value proposition for the customer. Mr. Lewis’s experience is indeed global as it has included significant project
experience in the United Kingdom, Europe, and the Middle East. With his background, Mr. Lewis brings a balanced
perspective as it pertains to the practical and effective application of technology solutions for the Component Control
customer base.

As to why this practitioner chose Component Control, first and obviously, Chuan is willing to participate in this
process. Second and more importantly, Component Control and its sibling subsidiaries are currently working on an
integration project. This integration project has caused many clashes of old and new in many aspects, thus Component
Control may face many difficulties in introducing the new and phasing out the old. This is an opportunity for this

practitioner to observe this organization growing and breaking out of the cocoon.

For example, Chuan has told me that Component Control uses a programming language called Delphi. Delphi is not
very old, but it is a rather unpopular programming language. Delphi programmers are at least middle-aged, and no
new programmers learn Delphi as their first choice. In the long run, if Component Control sticks with Delphi, it will
have to spend more time and money training new programmers in a language that is almost useless on their resume or

keep finding older programmers who know Delphi. The situation is like the New Jersey state government seeking



COBOL programmers to fix their unemployment system amidst early COVID-19 quarantine (Leswing, 2020). In this
integration project, the majority of the projects being integrated are done in newer technologies such as dotnet, but

what to do with the existing Delphi programmer, and what about customers who have been using the software for
years, if not decades? There are many clashes under the surface of this integration, and each is an opportunity to watch
and learn. This practitioner suspects that the entire integration will take much longer than her DBA program, but

nonetheless, this makes Component Control a great target for this study.

Phase One: Start-up: Pre-entry, Entry, Contracting

Pre-Entry

Self- assessment

This practitioner conducted an internal scan of her interviewer Chuan He and asked him about what his need is. This
practitioner also conducted an external scan of Chuan’s perception of this practitioner’s knowledge and skills. If this
practitioner can make recommendations that help Chuan and his organization, it will be his gain for free. Chuan has

no expectation of any profound outcome from this process.

Research

According to the CAMP Systems International, Inc. official website and LinkedIn information, in October 2005,
Component Control was acquired by New York-based CAMP Systems International Inc, which has nine other
subsidiaries in aviation management software solutions. CAMP has grown to become the world’s leading Aircraft
Maintenance Tracking Solutions provider, serving more than 20,000 aircraft, 32,000 engines, and 1,500 maintenance

facilities globally.

Chuan is the software configuration manager of Component Control in San Diego, he is in charge of the continuous
delivery of various projects. To explain what Chuan does, an analogy is a relationship between Amazon.com and UPS.
Programmers are Amazon.com and Chuan is UPS in this analog. Imagine that Amazon.com can sell the best products
to its customers but if UPS takes too long to deliver, the customer experience would still be terrible. It is Chuan’s job

to develop and oversee a system that delivers the latest features and fixes to customers within 15 minutes on average.

Entry

Orientation

This practitioner managed the initial meeting with Chuan He, the meeting date was March 19" at 5 pm via FaceTime.
Due to the COVID-19 pandemic, it is better to communicate online instead of face-to-face for safety purposes. The
initial meeting took two hours long. The main outcome was that the meeting initiated this process with genuine interest
and curiosity. Chuan not only shared his company Component Control public information and working feelings but
also shared the aforementioned company CAMP System’s public information. That information is public, with no
trade secret or any confidential information involved. This practitioner observed the above information about culture,

morale, and relationships during the conversation.



Identify client

This practitioner identified the contracting client as Chuan He because he agreed with this practitioner’s consultation.
However, Chuan He does not have the authority to control any big business decision process and implement outcomes
because his position is very independent, but he has some close and well-managed relationships with many

departments.

Build relationships
This practitioner made meaningful contact with Chuan, so This practitioner learned about his educational background
and working experiences. This practitioner shared her personal resume and explored her values. Additional topics

were the diversity dynamics of Chuan’s workplace and explored the excitement and development of the workplace.

Establish the need for the work

This practitioner invited Chuan to tell the story of his job and inquired about what he wanted, what is his expectations,
what is his hopes, what is his company wanted to change, what is the need behind the request for help, and what is his
current and previous successes or failures. This practitioner deeply understands his concerns because he wants to keep

his job stable and smooth.

Recently, CAMP Systems is on the path of integrating the products from its many subsidiaries together to form a
platform with the help of cloud computing, so CAMP’s customers of each subsidiary will become one community.
This is a huge undertaking considering there are ten subsidiaries that need to work together to integrate five major
products in many phases. The first phase is three teams integrating three products. However, here is where many

problems occur.

Contracting
Frame desired outcomes
There are three things Chuan wants to get out of this consulting process: (1) the impact of the integration project (2)

recommendations for improvement, and (3) suggestions on sustaining the changes in the future.

Create shared expectations

Chuan’s objective is to understand the impact of the integration project and how to navigate the sudden changes
because the integration is a large-scale project that will last for years, and organizational incidents can potentially
reduce the efficiency of the CAMP Systems as a whole. Chuan will be corporate with this practitioner for this paper,

and this practitioner will observe, gain insight, and try to make useful recommendations to aid Chuan.

Clarify scope and roles



This practitioner’s initial consultation strategy is to understand Chuan’s needs and background. Chuan will take and
act on the recommendations at his own discretion, and he will update this practitioner on the development.

Negotiate a structure

There is no fee involved because Chuan provides assistance on this project, and the consultation for him is free. Even
though this is a free service for him, this practitioner will still do her best to research, learn about his problem, and

pay attention to his need.

Measurement, feedback, evaluation
The success of this project is difficult to define because this practitioner cannot go to his company due to the pandemic,

but this practitioner and Chuan agreed to measure the project by the development as Chuan updates weekly.

Assess fit, clarity, and commitment
This practitioner and Chuan both believed that this is a project of mutual benefit because there are adequate clarity

and commitment to proceed.

Summarize and document

This practitioner’s expectation is to finish this paper with excellent quality, so this practitioner’s service for Chuan is
free. Chuan’s expectation is to keep his stable job safer and enhance his communication skills with his co-workers.
Meetings are on every Friday night from 5 pm to 7 pm online via FaceTime or Zoom to solve his barriers in his

workplace from March to April.

Phase Two: Data Collection and Analysis
Organizational Culture, Employee Motivation
According to Ivancevich and Konopaske (2014), organizational culture is what the employees perceive and how this
perception creates a pattern of beliefs, values, and expectations. In chapter two, Edgar Schein defined organizational
culture as a model of fundamental assumptions, which created, discovered, or established by a given group as it learns
to cope with the problems of external adjustment and internal incorporation. Furthermore, if the organizational culture
functioned well enough, it should be considered effective and be taught to new associates as the right way to perceive
and think concerning figure out problems. Thus, the interview questions below were designed by dissecting this
definition.

1. You are a part of the software development department, so can you describe the development model and

daily practice of your company?

Component Control adopts the most popular software development model called Scrum; the detail will take too long
to explain. The short version is that every team is self-governing and self-sufficient; each team has developers, quality
assurance engineers, and product managers. Each team can function autonomically. Every morning, each team has a
Scrum meeting, where everyone reports the progress on yesterday’s tasks, and picks up new tasks for the day. Blocks

and delays are discovered and dealt with early, and we keep the wheel turning every day.



2. How long have you been in this company, has there be any change of business culture and business model
during your career here in Component Control?

| joined Component Control in the July of 2019. After | got his feet under me, | was concerned that the company’s
business model was very ancient. Every step of maintenance of aircraft has its accompanying paperwork for safety
and regulation reasons, Component Control’s software helps to digitize that paperwork, increase the transition speed
from one step to the next, and reduce the chance of human error. | thought it was a good business model, but there
was not much more to it. The software simply transferred the same work from paper to computer, so there was no
technology barrier to this product. By my estimation, anyone can replicate the software in a year or so. | suspected
Component Control has been doing so well because the company got into this niche market early and met with

relatively little competition.

| believed that Component Control’s products lacked innovation and were becoming stale. If any other company can
introduce any innovation to improve the business logic, the new product would leave Component Control in the dust.
Later, | learned that the management team had similar concerns, and they suggested various changes to improve
business logic. The reason for inaction was that the paperwork being digitized was heavily regulated. The reward of a
successful innovation would be that Component Control’s software would be adopted as the new standard, but the

risk of failure would be dire as well. Instead of betting all-in, the parent company, CAMP Systems, has another idea.

CAMP Systems has ten subsidiaries and many products. So far, those products are isolated and independent. There
are a limited number of customers who have purchased multiple products from CAMP, but customers of each product
are just small communities within the products. Now, CAMP has a grand project to integrate some of its major
products so they can communicate with each other, thus bringing the customers together to form a bigger community.
The new project will make the information chain flow longer and faster, thus creating more customer value. For
example, Component Control deals with maintenance tracking and paperwork, but customers must use another CAMP
product, Inventory Locator Service (ILS), to search, purchase, and track the shipping of parts. The information of parts

from ILS must be manually copied and pasted into the Component Control software.

After integration, all information is managed on one software platform, and the purchase order of parts will flow from
ILS to Component Control software natively, with no more manual data entries, no more human mistakes, and better
paper trails. Existing customers will get more value from what they already purchased and may purchase more
products according to their needs. Customers will be more dependent on this software ecosystem, thus more loyal to
the brand. | believe when the integration project is completed, the new software platform may have rallied enough
market share that making more profound business logic changes may not represent much risk. Thus, here is the big

change in the company, we are in a process of integration and becoming something new.

3. How does this change reflect in your work?



This new project has brought many changes: teams are reorganized, new people are introduced, we have to work with
people we never worked with before, and not all of the changes are good experiences. For example, the software
configuration team in Austin (people who hold the same position in Austin as Chuan does in San Diego) had been
refusing to comply with my request of opening a port so | could connect a server to the cloud. The reason for such
refusal was a concern for security, and | had proved to the Austin team that such concern was invalid. The Austin
team kept on refusing and even “played dead” on this issue. I had reported this issue to a higher level in both San
Diego and Austin many times since January, but for unknown reasons the higher-level managers could not “put the
foot down”, so to speak. To avoid holding up the work progress of three teams, for the past months I had been using
limited San Diego resources to handle the workload from this integration project. In my opinion, the limitation and

problem caused thereof were completely man-made and could have been avoided by five minutes of work in Austin.

Performance, Rewards, Employee Behavior, and Stress
1. Isyour work stressful at Component Control?

No, it is not. | have had a truly stressful job before this. My last job was at a software company that makes 911
dispatching software. If something goes wrong with that software, people can literally die. In comparison, Component
Control is not bad at all. Of course, it has the typical stress that comes with the job, such as tasks popping out of thin
air and people demanding the tasks to be done as soon as possible or even yesterday, customers on the line raving,
and so on. However, the frequency of those is low, and people will not die from it. | think another aspect is that | have
better expectation management here in Component Control. | have more negotiating power with people who come to
me with tasks, I can rank their demands and let them know they do not have the highest priority. In my previous job,
I did not have that power, everyone assumes he is the No.1 priority and complains when the task is not done within
one hour. Now that people have realistic expectations, when | can get low ranking demands fulfilled earlier, they are
grateful.

2. You and your team have jobs in front of a computer all day long, do you or your team slack off? There is a
word for it now, call “cyberslacking.”

It is inevitable. All technology workers have developed their own “rhythm” of doing things, we all listen to something
while we work, may it be Spotify, YouTube, audiobooks, etc. If we want to prevent that, we can easily track the
Internet traffic and be able to tell who has been doing what, but we do not. As long as he/she does not watch TV series,
movies, or something inappropriate, we do not care. Some companies tried to block access to certain websites in the
past, but those policies were short-lived. Here at Component Control, we trust each other to get the work done, which
is the most important.

3. Do you have a reward or punishment system?
Not really, our budget is limited as it is. Because of the location of our office (Little Italy, San Diego), the parking
space is very limited, most employees park on the street or find long-term parking deals with public parking.

Employees of the quarter get to park at the designated spot in the small parking lot below the office, that reward was
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rather coveted before the quarantine, but not so much now. As for the punishment, we do have guidelines for punishing
misbehavior, but the bar is set high, you must want to be fired to misbehave on that level. I have not seen or heard that
in action since | worked here.

4. Do you have a performance evaluation? How do you like it?
We have an annual goal set for each employee, which can be changed throughout the year. That means at the end of
the year, we will just summarize what we have accomplished and write that as the goal. | can see this is defeating the
purpose of setting a goal, but | do not think we can foresee our goal for a year. Maybe reducing the interval to semi-

annually or quarterly would be more suitable for us.

5. Do you have multicultural issues within your organization? Do those issues work toward the benefit of the
company or otherwise?

I think my answer will not be what you expect. Your definition is probably based on nationality and ethnicity, sure
we have that here, people from the same ethnicity tend to be closer than the others, but I do not observe that to be any
factor that may impact business. However, within Component Control, there is a clear cut of cultural differences
between what kind of technologies people are “raised” from. People with older technologies and those with new
technologies, each group has its own computer languages, jargon, procedures, work environments, etc. The cultural
difference is as pronounced as any difference generated by nationality or ethnicity. The old products are fragile and
prone to errors due to the limitation of the technologies, so it is often new-technology people introduce something that
breaks the old product. It cannot be helped, new-technology people just do not know the ins-and-outs, cuts-and-corners
of old technologies. When that happens, it is almost a miniature BLM movement from old-technology people, “they

did it again

120 <
L)

no more breaks!”. It would be at least a few hours gone in email fights. For months, we did not have
a person who could play the mediator between the two groups. Now, we do have such a person who enforces
communication and review of changes between two groups, and the frequency and scale of such conflicts have gone

down quite a bit compared to when | started two years ago.

From the interview, Component Control is a rather laid-back company with infrequent episodes of rushing deadlines.
There is no effective system for reward or punishment. There are not enough works or urgent issues for any employee
to stand out, and the reward is not high enough to motivate any employees. The work environment is very relaxed, if

one gets the job done, minor misbehaviors are overlooked.

The punishment system is never engaged. Relating back to the problems Chuan had with coworkers at the Austin
team. The Austin team completely ignored Chuan’s request to open a web port for his programs to reach out to cloud
resources, halting work progress for many teams, and even reporting to higher-level management could not move the
Austin team. Maybe the Austin team’s blatant misbehavior was due to a similarly inactive punishment system, the
Austin team knows they will not suffer from such misbehaviors. It is recommended to Chuan that he should do some

research on the punishment system of the Austin team, to see “whose tail you have to step on to make them jump.”
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Groups, Teams, Conflict, and Negotiation
1. Could you please allow me to show you my textbook definition of group and team? Do you think your
organization has more teams than groups or vice versa?
We certainly call ourselves teams, but does it fit your definition? According to this definition, to call any of the teams
a group would be accusing them of not being committed to the company goal, | do not think that is fair. I think | see
in your book one important factor is whether members within a team have synergy. | think if anything that stops most

of our teams from being teams, lack of synergy would be the culprit.

I think we are short on people right now. We have too few quality assurance engineers compared to the number of
developers. I believe we need to hire at least one more quality assurance engineer (QA) for each of the teams to make
this work. Right now, | think existing QAs are too busy handling everyday work to improve our existing procedures
and systems. Ideally, we should use automated testing to make sure we do not have to manually test anything twice.
However, QAs often have so many tickets waiting for them to check off just barely enough to make the deadline, they
have no time or energy left to learn and make automated tests. Thus, if developers inadvertently created a bug, it is
very likely it will slip through the crack. The bug will make into the release, disrupt customers’ workflow, report back
to us, and we spend time reproducing, fixing, and testing it, making more work for QAs yet again. QAs work

themselves to death, and we are not better for it. | do not think that fits your definition of a team.

2. How do your teams handle conflicts? Do you have any way to improve?
To be frank, our ways of handling conflicts are not pretty. If you remember last time, | told you that there is a cultural
difference between our old-technology team and the new technology team, those two groups have evolved their own
way of handling conflict when there is a bug. It is called “let’s dig out who is responsible, yell at him really loud over
email, and cc everybody.” It is embarrassing, bitter, but effective to an acceptable degree. To avoid being the targets
of such emails, developers tread carefully when they are in each other’s territories, even asking each other for help
sometimes to avoid being on the spot. Grudge is still there but at least they have channeled it toward a somewhat
positive outcome. There is a QA who has played a role in stopping two sides from pointing fingers and working out
the problem, I made a recommendation to promote her to team lead so she can keep being the mediator, and she was

promoted.

According to Chuan’s answers to the interview questions, Component Control has a human talent imbalance in team
structure, which leads to the teams being unable to be at their best performance. Chuan said they were diligently hiring
to fix the problem, but the pandemic has not made it easy. The more profound problem is how their teams handle
conflicts, the long-standing conflicts are in a subtle balance and fortunately, teams still have the company’s goal in

their crosshair, thanks to a few key people playing the mediator.
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The recommendations are (1) to keep a high standard in hiring qualified QA engineers, because if the newly hired
cannot get up to speed soon, existing QA will spend more time training new ones, which will make their problem even
worse; (2) to model a new way to resolve conflict that is less personal and more task-oriented, the current way is only

avoiding the problem, the grudge may pile up and explode one day in the future.

Power, Politics, Ethics, and Communication

1. Do you have a co-worker that influences your career? How about in Component Control?
I had a co-worker, James, who was an architect at my previous job. He was such a great professional, and | look up to
him so much. He was almost omnisciently knowledgeable about the product, and he was patient and nice. As long as
his door was open, you could walk in and ask questions, and he would give you a clear and complete answer. | try to
answer questions the way he does whenever a co-worker comes my way.

I have not met anyone like James at Component Control, a man of that caliber comes few and far between. I still have
met co-workers who | respect, and they have a positive influence on me, such as Erica, now a team lead. Erica has
been unafraid to step in between unproductive disputes to urge people to find a solution instead of finger-pointing. |
can tell my team not to get involved in such disputes, | do not feel comfortable getting involved when others are doing
it.

2. Have you experience a political move at Component Control? What is the result of that?
Only once, and it was not a political move within Component Control, but rather a political move between Component
Control and its sibling subsidiaries under CAMP Systems. In July 2020, there was a task group assembled to tackle
the early vision of the integration project. | was in this task group as a representative of DevOps to handle the
deployment. Everything was going well, and | assigned some of my team members to work on the deployment.
However, when | mentioned that to my superior the next day, my superior was surprised and upset that other teams
“poached” me and my team to do their work without his consent. In his opinion, the Austin team had their DevOps
and should not use my team. In a way, he was not wrong. | did not know what my superior did, but my team was

pulled off that task group. | did not hear about the integration project again until February 2021.

This February, out of nowhere, an Austin developer asked me where we were on the deployment. By that time, | had
completely forgotten about that project. Imagine my headache when | found out no one worked on deployment during
those seven months, and by February the teams needed it soon, otherwise, development progress would be delayed.
Then | gathered my team and had the most urgent part working in three days and the rest working in five weeks. My

team did all those things despite the Austin team refusing us access to the Austin servers.

I did not know if my superior pulled that political move to spite someone or to protect his asset. In hindsight, the same
project landed in my basket after seven months, with some urgency on top. | did not know if the Austin team refusing

me access to the server was a political move against me or if 1 was just caught in the crossfire of another political
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battle somewhere else. | think that office politics does more harm than good, it usually gets in the way of doing work

and achieving goals.

3. Do you think communication is easier with all the communication tools available at your disposal?
Yes, but not all of it. When communication is easy or routine, all the tools we have made communication easy, fast,
and trackable. However, when we need to have a conversation about a hard topic, tools give people room to hide. For
example, in those situations, an online meeting with real-time conversation would be much more productive, however,
people tend to use email and instant messaging, | guess it gives them time to contemplate what they want to say.
Sometimes to be more precise, sometimes to avoid responsibilities. If the topic is complicated, the threads of

conversation often get tangled up and discussion loses its momentum if it had any in the first place.

From this interview and some of the previous ones, Component Control/CAMP Systems now have a decentralized
power structure, the teams consist of members from different physical offices, and teams are self-governing. Mixing
and matching team members made sure that resources are being shared, the information flowed with people in every
team, and decision-making now must take other teams’ opinions into account. There are no secrets to hide, and no one

is too powerful in this structure.

The company does not have an obvious reward system, thus there is no reward power. From what Chuan said, he
believes in expert power and referent power, which frequently results in commitment. The unproductive politics is
present in the company, and Chuan believes it was caused by the integration project. Some people in the company do
not want to let go of the power they used to have, and they are resisting change. Now, the integration project has been
in progress for months, some players have yielded to the company goals, and some persist. Chuan believed that people
may use non-real-time communication to avoid discussing hard and complicated topics, which could be a result of a
decentralized power structure. No one is more in power than others, thus no one wants to take more responsibility

than others.

It is recommended that Component Control/CAMP gives team leaders training on leadership and has a reward system
in place. The mindset needs to change, right now the mindset is “I do not have more power than others, why should I
take more responsibilities”; however, it should be “because I take more responsibilities, I will have more power in

reward.”

Decision-Making and Leadership

1. If you have to use one word to describe your leadership, what would that be?
I may go with a “guardian”. The job nature of my team is supportive, everyone else takes us for granted, no one thinks
of us until it is too late, and they are late to thank us and quick to blame us. You can imagine how that does to a man’s
job satisfaction. What | do is to make sure | wedge myself, sometimes literally, into relevant meetings to make sure

other teams include my team in the conversation, so they include us when setting goals and deadlines. Otherwise, they
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will come to us at the last minute to demand something. When that happens, then it is my job to defend my team and
tell developers, “You did not tell me what you wanted ahead of time, you do not get priority from my team now.” If
they insist on the demand, I will ask them to get director’s approval, admit to the director it was their fault to leave
my team out of planning. They either bite the bullet or get in line. | have done these enough times now the developers

invite us to the meetings.

2. Did you do any team building?
My company has not had any team-building events so far. Honestly, | do not like those games and getting to know
each other. | am not against becoming friends with my team, but | do not believe those are useful in a working context.
When | was hired, every team member had been there for at least two years already. They were sizing me up and vice
versa. | thought the best way to get accepted was to show them | cared about their problems and would do something

for them. Also, | heard that complaining about a common topic is very effective in bringing people closer.

After my newly hired dust had settled, | took my team out on a Friday afternoon for coffee. | sat them at a table far
away from me, while I stationed myself near the barista to pick up everyone’s bill. | gave them the rules: they would
complain about the job freely in any aspect, they would anonymously come up with a list of problems without any
pressure from me, and | told them | would fire any snitch. After they gave me the list, | told them to rank the problems,
elaborate on certain ones to give me more details, and give me suggestions on how to resolve if they had any. Within
one hour, I got my team’s problems and concerns, in detail and with priority. I had a rough idea of what to do to

alleviate their pain. The problem I just mentioned in your last question was at the very top of the list.

3. Can you describe the decision-making process in your team?
Most of what we do is routine, there is a set of steps of procedures we follow on new projects. Thus, few of our
decisions are about what or how to do something, most decisions are about who, when, and resources needed.
According to Konopaske (2018), an employee-centered leader “focuses on having people complete the work and
believes in delegating decision making and aiding employees in satisfying their needs by creating a supportive work
environment.” Chuan is an employee-centered leader, he gathers information from his team members in an open, free,
and honest setting, and focuses on aiding team members in their needs. Chuan says he is not more capable than his
team members in terms of technology, his value to his team is to protect his team’s working environment from

unreasonable demands and requests, so his team can focus on doing their work.

The recommendation for Chuan is to push his team to improve and learn new things outside of their comfort zone.
From what he says, he focuses on his team’s job satisfaction too much and his team likes him for it. However, his
team is likely in the comfort zone too much, Chuan should have them learn new technologies and improve, so they

will be ready for future projects.



15

Phase Three: Intervention

There are three recommendations that this practitioner considers to be the most important for Component
Control/CAMP Systems. The first recommendation is for Chuan’s team. His team has been staying in their comfort
zone. Chuan should push his team to improve and learn new technologies. Chuan said only few of his team members
have been cloud certified to be on the next phase of the integration project, and he thought that was enough. My
recommendation is to get every team member cloud prepared, cloud technology is the core for the integration project

and future projects. If any of his team members do not learn cloud technology, he will get left behind.

The second recommendation is for Component Control. Component Control should establish a new procedure to
resolve conflicts between teams that is less personal and more task-oriented. Now, teams broadcasting others’ mistakes
in the email, developers are afraid to be made the target, so they are extra careful. In a long term, developers will be
so afraid of the consequence of mistakes, that they will not take any risk to introduce anything new, and the product

will become stale. There has to be a way to resolve conflict without humiliating people.

The third recommendation is for CAMP Systems. Component Control/CAMP should give their managers and team
leaders training on leadership and have a reward system in place. Currently, the company organization is very
decentralized, teams are basically self-managing, and managers and team leaders cannot hoard information or
manpower for themselves, which is a good thing for the company. However, managers’ and team leaders’ mindsets
are “I do not have more power than others, why should I take more responsibilities”, and there are no reward systems
to incite incentives. CAMP Systems must have leadership training to turn the mindset around and have a reward

system to give them the incentive to lead better.

Resistance to change

This practitioner does not think she will meet resistance to the first recommendation, because it is a very small-scale
change. Chuan is well within his power to ask his team member to learn something, it is easy to convince the member
that the company’s future is cloud technology. Not learning cloud technology means not having job security either in

Component Control or outside. This should not be a hard sell.

The second recommendation is likely to meet resistance. When the teams were in conflict, no one was holding back
in the email war. Only several were willing to get involved to get people back on track. It is hard to imagine anyone
who wants to jump at the opportunity to implement this change. Resistance may come in forms like “attack” and
“moralizing”. However, this practitioner must emphasize the current conflict resolving mechanism is very
unproductive and is potentially destructive. Managers must not hide behind this temporary facade of peace and wait

for the keg to blow.

The third recommendation is likely the hardest one to implement. CAMP Systems wants a decentralized organization

so managers cannot withhold power and information, and it was successful. It is hard to convince the company that
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its success has a flow in it. The executives can resist by saying, “it does not matter if managers are not incentivized, I
can just tell them what to do.” This practitioner should point out that unincentivized and uninspired employees give a
mediocre performance, such as the problem addressed by the second recommendation. If managers are incentivized,

they would not spend half a day fighting in the email.

Phase Four: Transition

During the interview with Chuan, this practitioner learned that Component Control has been a laid-back workplace,
but the recent integration project directed by the parent company has “stirred the pot.” The new project brought new
goals, a new organizational structure, new job requirements, and much more. Major issues of so many suddenly
introduced variables are (1) employees are reorganized into a new environment, (2) employees need to improve and
learn new technologies in order to survive the new environment, and (3) there have been conflicts and political moves

where there had been few or none.

Chuan has agreed to the first recommendation and found a learning course for his team members, so they can learn
the same materials and help each other. Members will periodically report their learning progress, and skills learned
can only help team members’ careers at or outside Component Control. In addition, Chuan can write this up as an

annual goal of the team.

However, Chuan is not optimistic about other the two recommendations. He worries that the process of finding a
conflict resolving mechanism can easily turn into a finger-pointing contest, even though everyone knows the current
conflict resolving mechanism, or lack thereof, is a problem. He will suggest the change to executives and observe any
changes. The third recommendation is the least likely one to get any action at all. The new decentralized team structure
is working as intended, teams have been running without major problems, and a lack of enthusiasm is hard to detect.

Executives may not acknowledge there is a problem at all.

Though CAMP Systems has customers in many foreign countries, it has no grand plan for global expansion yet.
CAMP Systems’ international customers are in English-speaking countries like Canada, Great Britain, and Australia
because their aero standards and regulations are similar to the U.S. one. Therefore, there are no multicultural and

international issues to be discussed.

Conclusion

This series of interviews has caught Chuan and his company at the early stage of a major and potentially impactful
change. They foresee the change will convert CAMP Systems from ten standalone subsidiaries to a unified and
stronger company and will be capable of providing more value to the customers. The integration project is overcoming
the boundary of physical locations and is making employees hopeful and excited for the future. This practitioner and
Chuan were able to discover some issues caused directly or indirectly by the integration projects, and this practitioner

was able to identify some of the major issues and give recommendations. Chuan is interested in one recommendation
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that concerns his own team but cannot make any promises on the other two. Chuan believes this process has been
helpful because he had a chance to take a look at the company from another angle. This practitioner gives thanks to

Chuan for participating in this long process and for his help in this project.
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Introduction

The purpose of this research study is not only to address the legal issue of inmate overcrowding in San Diego County,
but also to address the management and leadership issues of the San Diego County jail system. The causes could be
the high crime rate, the social issue, the inefficacy in sentencing, and the jail management. The results of this research
showed that California state prisons and San Diego County jails are overcrowded, so improvement in leading and
managing the jail system is needed. Sentencing alternatives are short-term solutions to the overcrowding issue before

policy changes in years to come.

In California, prison overcrowding has been a chronicle and severe issue. Overcrowding is dangerous to the inmates
and a huge drain on state finance. The issue has been with California since the 1990s. The state government issued
the Prison Overcrowding State of Emergency Proclamation when state prison was at over 200% capacity in 2006
(McPherson, 2016). A decade has passed, and California state prisons are still, overall, at 133% capacity (Stockm,
Bott, Villareal, 2016). The percentage drop seems to be an improvement and the state official actually declared victory
on the overcrowding issue. However, such a victory cry has met criticism that the government merely shifted the
population from state prison to county jails, which led to overcrowding in county jails and costs to the state are still
high (Weissmueller, 2014) (Respaut, 2016).

The main reason to conduct this research is to give preliminary exposure to the legal issue and management issue of
inmates overcrowding at San Diego County jails. This research can help more people to understand the
overcrowding issue in San Diego County jail and some management solutions by sentencing alternatives. San Diego
County is the third-most populous city in California and one of the top ten populous cities of the United States, a
study that addresses the legal issue and management issue of inmates overcrowding at San Diego County jails can

be a fair reflection of those issues of California, or even across the United States.

Legal Issue of the Study
Are San Diego County prisons overcrowded?

What are the management and leadership solutions to the overcrowded issue?
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Definitions of Terms
Sentencing — referred to a judge will decide on the appropriate punishment or sentence during the sentencing phase of
a criminal case after a defendant is convicted or pleads guilty. Sentencing for criminal offenses can range from

probation and community service to prison and even the death penalty.

Penology — referred to the study of punishment, which is a section of criminology that deals with the philosophy and
practice of various societies in their attempts to repress criminal activities and satisfy public opinion via an appropriate

treatment regime for persons convicted of criminal offenses.

Prison Overcrowding in the United States, State of California, and San Diego County

The United States overall has a disproportionally large prison population compared to other countries. According to
the U.S. and World Population Clock of the United State Census Bureau, the United States of America (U.S.) has
more than 323 million people, which makes the U.S. the third most populous country in the world, behind China and
India. According to the World Prison Brief, the United States of America has more than two million prisoners, which
makes the U.S. the country with the most prison population in the world, followed by China (1.69 million) and Russia
(0.81 million) (Walmsley, 2021).

According to the Institution for Crime & Justice Policy Research, World Prison Brief, the United States holds the top
seat on the list of countries with the highest prison population rate. In terms of the number of prisoners per 100,000
of the national population, countries with the highest number are the United States (629 per 100,000), Rwanda (580),
Turkmenistan (576), Turkmenistan (583), El Salvador (564), Cuba (510), Palau (478), Virgin Islands — United
Kingdom (477) (Fair, 2021). The incarceration ratio in the United State is alarmingly high, so management and
leadership are needed in this situation. More detailed data is in the following Figure 1: The U.S. prison population and

incarceration rate (Crime & Justice Policy Research, 2022).
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Figure 1: The U.S. prison population and incarceration rate (Crime & Justice Policy Research, 2022).

2,400,000
2,258,792 2,270,142 2,228,424 2,217,947

2,200,000 2,135,335 2,157,800

2,033,022

2,307,504 2,102,400
2,000,000 1/937,482

1,800,000

2000 2002 2004 2006 2008 2010 2012 2014 2016 2018

Prison population total

800

700

600

2000 2002 2004 2006 2008 2010 2012 2014 2016 2018

Prison population rate

According to the U.S. and World Population Clock, California has around 39 million population last year. According
to the United State Census Bureau, San Diego County has around 3.3 million population last year. If we consider
Federal prisons, state prisons, county prisons, private prisons, and sentencing alternative programs together, then the

total inmate population at San Diego County would be around ten thousand or even more than that.

California prison overcrowding issue was well-known but the drive for change was not strong until the issue was made
infamous in the Supreme Court case, Brown v. Plata, in 2011 (Justia, 2011). The Supreme Court ruled that the
California state prison’s condition violates the Eighth Amendment to the United States Constitution, where federal
and state governments could not inflict cruel and unusual punishment upon the inmates. The Court found living
conditions had been described as "toxic," and a lack of treatment space impeded efforts to identify needs and provide
even rudimentary care. Numerous experts testified crowding was the primary cause of the Eighth Amendment

violations. The court ordered the California government must reduce its prison occupation rate to 137%.

Though the state prison overcrowding percentage has dropped from 200% to 133% from 2006 to 2016, analysts have
claimed that the state government has merely shifted the state prison population toward county jails. This shifting of
prisoners is called “realignment” from California Public Safety Realignment Act implemented in October 2011
(Weissmueller, 2014). Realignment has led to county jail overcrowding and the state budget has remained high. Data
of alignment is hard to find because there are no overall statistics over which state prisons have transferred a number
of prisoners to county jail. However, holding inmates costs the state money regardless of whether inmates are held in

county or state facilities, therefore state budget spent on the prison system could reflect if the criticism holds water.
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Below Figure 2: State budget on correct and rehabilitation agencies is a chart of the state budget for Correction and
Rehabilitation agencies from 07-16. Data shows that from 2007 to 2016, despite the state prison occupation rate going
down from 200% to 133%, the state budget spent on Correction and Rehabilitation agencies keep on increasing since
2012 (the year after realignment was implemented), and spending per year in 2016 has grown 48.8% compared to that
of 2012. If the state prison population has truly been decreasing and not shifting to county jails, then the state budget

in these agencies should have seen a decrease instead of a substantial increase.

Figure 2: State budget on correct and rehabilitation agencies
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The state budget over the last ten years leads to a reasonable inference that the state has been shifting the state prison
population to county jails. Even though this research cannot find all the yearly data on the number in prison and
local jails from the Bureau of Justice Statistics, data still shows that from 2012 to 2014, the total number of people
incarcerated decreased from 211,600 to 207,100, it is merely a 2.1% decrease since realignment was implemented.
Therefore, the state government’s self-claimed victory on the issue was only a play on the number and only done for

the sake of fulfilling the court order, prison overcrowding remains an issue and a drain on state finance.

Detailed Prison Population in San Diego Facilities
There are ten prisons in San Diego County, which include (1) Federal jail: Metropolitan Correctional Center, (2) State

jail: Richard J. Donovan Correctional Facility, (3) private jail: San Diego Correctional Facility, and (4) San Diego
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County Sheriff's Department jails: San Diego Central Jail, George Bailey Detention Facility, East Mesa Reentry
Facility, Las Colinas Detention and Re-Entry Facility, South Bay Detention Facility, Facility 8 Detention Facility.

Metropolitan Correctional Center is the only federal prison in San Diego County. It holds both male and female
inmates within 23 stories in downtown San Diego. It can house 1,300 inmates, and the recent population is one
thousand, so it’s not overcrowded. Richard J. Donovan Correctional Facility is a state prison located in unincorporated
southern San Diego County. The capacity of this prison is 2,200, but it is currently over-populated at 3,559. San Diego
Correctional Facility is a medium-sized male prison, which can hold 1,040 inmates, but currently is one thousand
inmates. It is managed by a private company Corrections Corporation of America. Corrections Corporation of America
has contracts with the United States Marshals Service and U.S. Immigration and Customs Enforcement to provide

sentencing services for inmates.

County jails are facing overcrowding and understaffing. However, the data is a summary of all facility’s data, and it
is not detailed enough to indicate which jails are overcrowded or understaffed. San Diego County Sheriff’s
Department’s Daily Inmate Population Report shows that there was a total of 5332 inmates in seven prisons on the 1%
of July, 2016. This number is updated every day. The number of females in custody was 858, roughly 16% of the total
population; the number of males in custody is 4474, roughly 84% of the total population. However, this report does

not include inmates in federal prisons, state prisons, and private prisons.

Table 1: San Diego County Sheriff’s Department’s daily inmate population report

San Diego County Sheriff's Department

Daily Inmate Population Report
William D. Gore, Shenff

Date:Friday, 07/01/2016 | |
FACILITIES SDCJ GBDF EMRF LCDRF SBDF VDF FACS TOTAL

Males in Custody 971| 1573] 741 416| 633 140] 4474
[Females in Custody | | H | so0 | 58| | 858
[ToTAL IN cusTODY | 971 1573 741] soo| 416] 691 140] 5332

EE 2

*** Click here for State Realignment population.
SDCI= San Diego Central Jail
GBDF = Geomge Bailey Detention Facility
EMRF = East Mesa Re-Entry Facility
VDF= Vista Detention Facility
LCDRF = Las Colinas Detention and Re-Entry Facility
SBDF= South Bay Detention Facility
FACE8= Facility 8§ Detention Facility
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Why are prisons overcrowded?

Fundamentally, overcrowding has two possible management causes, which are (1) California did not build enough
prison facilities, and/or (2) California has been putting too many people in incarceration.

The first possibility seems reasonable in the face of numbers but may not suggest an optimal or sensible solution to
the problem. According to the Annual Estimates of the Resident Population for the United States, Regions, States, and
Puerto Rico from April 1, 2010, to July 1, 2015 census, California has the 12.2% of the U.S. total population.
According to the Bureau of Justice Statistics, by 12/31/2014, California has 207,100 people incarcerated, which is
9.5% of the U.S. total (2,188,000), and the second-highest among all states; the incarceration rate is 690 per 100,000
residents age 18 or older, actually much lower than the national rate at 890 (Kaeble, Glaze, Tsoutis, & Minton). One
can argue that in a logical way because California has a large population, it should expect a proportionally large
number of prisoners, and California could build more prisons for better management. Though the reasoning is logical,
it is not the desired direction to take. One should find a way to reduce the number of people incarcerated instead
prepare to receive more prisoners in the future. The second possibility is that California has been putting too many
people in incarceration. To explore this possibility, one must first look at how people become a prisoner, so the

research study related to law, management, and leadership is needed.

Inmates are sentenced convicts of misdemeanors and felonies. Misdemeanors include some mild crimes, such as petty
theft, prostitution, battery, assault, trespass, etc., convicts of misdemeanors are sentenced to only one year of
confinement in maximum. The procedure is police officers arrest the person and finished reports, complaints,
arraighment state court, readiness conference, motion, jury trial or trial without a jury, and sentencing. Felonies include
some of the more heinous crimes, such as murders, rapes, arson, etc. After police officers arrest a person for felony
arraignment, that person can use bail. Police officers will organize a felony readiness conference because they try to
settle the case. If the case is settled, then there is sentencing. If the case is not settled, a preliminary hearing (witness,
evidence) is required, then followed by new arraignment information, indictment, prosecutor and grand jury, pretrial

motion, readiness conference, jury trial or trial, probation interview, probation report, and sentencing (Landon, 2016).

For felony offenders, California has a very harsh rule against them called the “Three Strike Sentencing Law”, formally
known as Penal Code section 667. The essence of the Three Strikes law was to require a defendant convicted of any
new felony, having suffered one prior conviction of a serious felony to be sentenced to state prison for twice the term
otherwise provided for the crime. According to the California Court, the Judicial Branch of California, if the defendant
was convicted of any felony with two or more prior strikes, the law mandated a state prison term of at least 25 years
to life. Though the rule was intended for violent offenses such as rape and robbery, it was actually applied to some
non-violent charges such as drug offenses and grand theft. This rule has significantly prolonged some inmates’ prison

terms. This rule contributed to a large and stagnant prison population.

California’s Three Strikes Law was originally enacted in 1994, it was a product of a “tough-on-crime” campaign.

However, it was controversial to begin with. California Prison Guards Union has been the campaigning for Three
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Strike Law from the beginning and ever since, it had lobbied politicians to ensure the continuation of the rule and
push for expansion of the prison system (Knafo, 2013). Politics is out of the scope of this research, but many critics
believe that Three Strike Law has become a policy for special interest groups rather than an effective policy to keep
dangerous criminals off the street. In order to reduce the prison population instead of increasing it, Three Strike Law
must be modified or abolished.

Solutions to the Issues

Currently, the politicians have been pushing for the expansion of the prison system, which means more of the
Californian tax dollars will go to building cells to lock people up (Knafo, 2013). This solution is not favorable
financially, California is already spending 13 billion dollars in the 2016-2017 budget, and it is the 4™ most expensive
agency on the budget list. In order to resolve the prison overcrowding issue, California must reduce truly its number
of incarcerated, instead of playing the number game of realignment. The policy change, such as sentencing reform,
will take a long time. Meanwhile, sentencing alternatives are available to keep people out of incarceration and keep
some level of supervision. The cost savings are very attractive. For example, it costs an average of $79 a day to keep
an inmate in prison but about $3.50 a day to monitor the same person on probation or parole, some other alternatives

can even render some public services.

There are some sentencing alternatives in San Diego County because judges and law enforcement officers want to
offer inmates more opportunities to benefit society or keep them living a decent life. The traditional and still by far
the most common alternative to a jail sentence is probation.

Work release is one of the popular sentencing alternative options. Individuals meet with probation officers and do
community service to get credit for custody, such as picking up trash on the highway. They pay for the privilege to
participate in the program. Home detention is another normal sentencing alternative, a person is confined by the
authorities to a certain residence but is allowed to go to work. Travel is usually restricted if allowed at all. It requires
individuals to have a place to live and have a phone, but some people do not have places to live or do not have
phones to participate in this program (Landon, 2016).

Strict voluntary work is also a favored sentencing alternative. Those individuals must provide voluntary work for
some organizations to benefit the local community, such as voluntary work at the hospital gift shops, churches,
YMCA, boy-girl clubs, foster kids’ parties, or free concerts for communities. The public work service project is a
useful sentencing alternative program. Probation officers offer inmates work opportunities based on their skills, such
as laundry shops, food shops, and printing shops for the jails. Weekend custody is another sentencing alternative.

Individuals go to prisons on Friday nights and weekends, so they can keep their day jobs on weekdays (Landon, 2016).

To avoid custody in the jail, a work furlough center is the most popular option among the sentencing alternatives. The
most common offenses in the work furlough are drunk driving or public intoxication. Furthermore, the work furlough

center runs by private providers, individuals can sleep and eat at the work furlough center to get credit for custody, so
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it allows individuals to work and support family, but individuals have to pay for participating in the work furlough
program. Moreover, they can live pre-work furlough for free if they do not have jobs. They will move to work on
furlough when they find jobs (Landon, 2016).

Shortcomings of Sentencing Alternative

Sentencing alternatives are by no means a perfect solution to the overcrowding management problem, they have their
own limitations. In addition, probation officers and supervisors of other sentencing alternatives face overload just like
prison systems. General probation officers handle over 4000 cases, which means evenly spreading them evenly across
all standard working days of a month, an officer must handle 181 cases every day, barely 159 seconds for each case
on average (Landon, 2016). Outsourcing the probation work to the private sector has created its own problems, which

are outside the scope of this research study but worth mentioning (Cohen, 2014).

Furthermore, the monitoring technology cannot keep these “inmates” confined reliably. Inmates wearing an anklet or
a wristlet will trigger an alarm to the police when inmates are outside the range of their designated confinement area.
However, a simple Google search can teach anyone how to remove these devices, whether the effectiveness of such
devices is outside the scope of this research, there are inmates who manage to remove anklets and wristlets without

triggering an alarm (Romano, 1992).

Conclusions

The results of this research study showed that (1) the San Diego County jails are overcrowded, (2) sentencing
alternatives are a more cost-effective management solution only in a short-term way, and (3) the improvement on
leading and managing the San Diego County jail system is needed. More research studies related to the San Diego

County jails overcrowded issue and the San Diego County jail system management issue are needed in the future.
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ABSTRACT

Rationale

Recent forces of social, economic, and medical have forced senior leaders to reevaluate the approach to fostering, and
communicating a positive corporate culture in their organizations. This shifting trend is complicated by the expanded
adoption and utilization of “remote” workers as a key component of future organizations. A mobile and geographically
unencumbered workforce presents tremendous opportunities for organizations to recruit and staff based upon
capabilities and skills more than proximity. Leaders are recognizing the growing importance of a corporate culture
beyond the walls of their traditional focus. Drafting, adopting, and communicating the “culture” now requires leaders
to reimaging strategies and efforts to build and instill a culture. Organizations that understand and take proactive

actions will be better equipped to optimize future employee engagement and productivity.

Objectives

This research will provide a roadmap of core elements to be considered, debated, and implemented within
organization. Leaders will need a broader understanding for their future efforts to instill, refine, and solidify a positive
corporate culture. The objective is to elevate the awareness and knowledge of topic for leaders to then begin a
deliberate process of focus and evaluation of their evolving organizations. The research results indicate that leaders as

well as other members of the organization see this as an opportunity to clarify the organizations mission, and values.

Methodology

This research looks at this emerging trend by qualitative interviews of multiple CEO’s, Presidents, and C-Level leaders
of multi-million/billion dollar organizations. We have focused the research on assessing current ideas and efforts
occurring while many future organizational structure elements are being defined. Each leader was interviewed via
video conferencing for approximately one hour. All were asked a series of questions about the future of their
organization. To establish a foundation of these selected leader’s current thinking for the future we explored multiple
topics. It was discovered as a result of the global pandemic and “lock downs” leadership views had evolved. All the
qualitative data was collected and reviewed independently and collectively to identify similar issues or concerns
identified by the leaders. There were a total of eleven executives interviewed. Multiple industries were included in

this research (medical, tech, retail, distribution, HR, and recruiting).

Key Findings
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The results indicate a powerful and resounding concern for leaders to identify and address a “new normal” for their
organization. This research identified key issues and elements that will be directing future organizations to rethink
and refine the building of their “corporate culture”. Additionally, we also discovered an increased awareness of
empathy and concern for the members of the organization. A “people” focus emerged even stronger as a results of the
global crisis. Additionally the executive realized the importance and value of communication, transparency, and

channels.

Conclusion

All organization were thrust into an unpredicted business operation due to global pandemic. Subsequently, the crisis
resulted in leaders having a heightened awareness of the importance of “culture”. We believe the future will hold a
tremendous opportunity for organizations to rethink their vision, mission, and values. A new awareness of business
planning and contingency strategies will require a proactive approach to culture formation. Collaboration and
communication will become vital as workforces are more geographically distributed and less dependent on “face to
face” interactions. The mandate for future organizations is to reevaluate their culture, communication, and
collaborative efforts.

Keywords: Corporate Culture, Post-Pandemic Organizations, Leadership Trends

Introduction

Organizational design and structure has been fluid in most organizations for the last several decades. We have seen a
constant evolution and refinement to multiple elements of corporate culture. HR departments and senior leaders have
been strategically making adjustment and adaptation to reflect the organizations mission and vision. Unless an
organization was in dramatic shift due to acquisition, competition, or environmental variables it was for the most part
a patient process. The last two years have ushered in a dramatic force and awareness on “corporate culture”. Given
the crisis of a global pandemic senior leaders have been thrust into a need to reevaluate their corporate culture. The
impact to people will be impactful as a result of style, substance, but even physical structures organization will be
making in the future Mantesi, Chmutina, Goodier (2022). This corporate soul searching now requires leaders to
consider new modes and methods of work; work from home, transitory workforce, employee satisfaction, engagement,
compensation, as well as, customer/market demands. Recent research addressing the future of work and the new
normal, “leaders should begin to take steps to consider what the workplace will look like when it arrives” (Kane,
Nanda, Phillips, Copulsky 2021 p.12). It is further explored by Pederson. L, and Ritter. T in Harvard Business Review
article (April 2020) when they discuss they pose the questions to leaders “How will your culture and identity change?”
The pandemic can pull organizations and teams together or push them apart. This thinking is advanced by multiple
research projects and papers identify the future for organization. Compounding this new requirement for attention on
evolved corporate culture is the reliance on better communication. Research survey conducted by McKinsey (2021)

proscribe more frequent communication even if policies are not finalized.

Methodology
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To fully explore this developing shift in organizations we collected data and current research on organizations in a
post COVID world. We specifically sought to uncover trends in leadership direction and priorities as a result of actual
experiences and issues presented during the pandemic. Our design consisted of a series of research question to
introduce a concept and they let executives detail their insight and experience. We conducted 11 interview of
executives holding c-level positions (CEO, COOQ, CSO, President, EVP, and HR). We sampled a myriad of industries
including Health Care, Electronics, Gaming, Technology, Retail, Distribution, and Professional Services. All
interviews were held for 45 min — 1 hour via Zoom. Interviewees were asked the same series of questions and given
the opportunity to expand or redirect as they determine. All interviews were recorded and content transcribed for

accuracy.

Results and Analysis

The results of the research indicates a desire and need by all leaders to rethink and adopt new strategies about shaping,
communicating, and instilling “corporate culture”. It became evident in all of our discussions that leaders had
developed a new sense of “people” in the equation of corporate culture. A more intentional expression of the future
structure and focus of their organization was embedded in all future plans. Consistent themes emerged from the

interviewees and we have aligned our findings to capture the findings accordingly.

Show Compassion

As demonstrated in the literature review, showing compassion involves seeking to understand and empathize with
others. All leaders that participated in this study mentioned how the pandemic certainly called for greater compassion
across their organization but certainly from the top. As example, Jeremy Lenk, CEO of Resource Group, shared that
when the pandemic hit, he was first and foremost concerned about his employees’ well-being. He stated that the
pandemic brought about change to the business process that required him to adopt a position of “focusing on the
people much more.” He linked the focus on employees and leading with compassion as a key driver that allowed them
to emerge as the pandemic became more manageable and to record the largest revenue month in the history of the
company. He shared how showing his employees he cared came through in some of the little things he did, such as
giving every employee a planter and home depot gift certificate with a note that said go spend some time outside. This
is just a small gesture that goes a long way. The intention is to maintain this focus in the future to shape the culture

and the people.

Similarly, Neal Manowitz, President and COO for Sony North America, shared how showing compassion and concern
for his employees’ well-being during the pandemic was essential. He related his concern for people in a brief analogy
of getting people into a lifeboat, he stated his focus was “how to get everybody into the boat and how to make sure
people feel protected” was a primary objective when the pandemic forced the organization to shut down. The pandemic
accelerated the need and desire to get more feedback from people in the organization. Having been forced to adapt to
the challenges and requirements of a pandemic, employers seem to have elevated the focus on giving people more

control and power of workflow. This is advancing an initiative to consider redefining the traditional work week
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expectations. The focus and responsibility he sees for leaders is simple and direct, “to be a steward of the business, to
take care of people and, in these times of crisis, you are given an opportunity to really make a positive impact on the

business and on people as well.”

Juergen Stark, CEO of Turtle Beach Electronics, witnessed an interesting element of a global lock down. While the
world was staying at home, the need and market radically expanded for his product. Facing unprecedented constraints
to normal business operation and rapidly accelerating demand, he needed to consider the balance of people and the
profits more intensely than ever before. During this time of demand and crisis he witness the ability and desire for his
organization to deliver and feel like they were connected and in control. He also echoed the realization that the future
will require new processes and thinking when it comes to corporate culture. It became clear from talking with these
senior leaders that people are always the most valuable asset, but during a crisis, they can make the difference for

organizational survival and the potential path to unprecedented growth.

Be Adaptable

While research points to the fact that leading every day and leading through a crisis both require the leader to focus
only on the future and have someone else manage the work, the leaders in this study pointed to the fact that leading
during the pandemic required being adaptable and moving back and forth between oversight of daily operations and
foresight of what’s coming next. This trial by fire that leaders have been thrust into for the last two years will shape
their future vision and direction when it comes to culture.

The dynamics and rhythm of business during the pandemic promoted a reorientation of how to accomplish required
tasks and serve clients or customers. For example, Jeremy found that an effective concept was “more collaboration”
with team members on a daily basis. It awakened a new focus on coaching of employees. In the process, he found that
he became more engaged in dealing with employees and customers. Typically, as the leader, he would take on a high
level view or big picture perspective. During the pandemic, he found that he was more informed and meetings were
more about substance versus impressions.

Common concerns were expressed by Neal in his comments and observations at Sony. As a point of reference he
explained that the organization had to be “adaptable when required.” The contingency and emergency plans had not
been developed for a situation like the COVID-19 pandemic. Leaders had to move quickly and cautiously at the same
time and that required flexibility. He provided an example of a sinking ship, “get people on the lifeboat quickly and
then cautiously navigate the course.” Emphasizing the importance of adaptability, Neal referenced that his role

“jumped back and forth” between managing and leading.

Juergen explained how he is constantly anticipating what will come next and builds out best and worst case scenarios.
This foresight prompted him to stock up on necessary supplies that he predicted would be in short supply during the

pandemic. Having foresight is what allowed Turtle Beach to thrive during the pandemic.
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In addition to learning about the leadership skills these three leaders utilized during the pandemic, they all spent a
significant amount of time discussing the “new normal” and a realization that some things, specifically

communication, will not return to normal.

Communicating “Corporate Culture” post COVID

When it comes to the future these leaders had much to say about how communication is being impacted. Inevitably,
some leaders will ask their employees to return to the workplace and will go back to primarily in-person
communication; however, many organizations are not going to be so quick to abandon remote communication;
actually quite the opposite, they plan to leverage what they’ve learned about operating remotely to their advantage. It
appears the pandemic, while devastating to the world, forced a “disruptive innovation” in communication and provided
the opportunity to fast forward the technology of doing day-to-day business within the workplace in the form of remote
meetings. According to the leaders interviewed in this study, some of the benefits of remote meetings include:
efficiency with work, flattened structure, and convenience, while the challenges center on building relationships,

sharing company culture, and collaboration.

Work-life Balance

As people become more accustomed to working from home and doing business remotely, many have started to prefer
this to going into the office. Due to the somewhat concerning work-life balance results on an employee survey
completed several years ago at Sony, Neal proposed a plan to have employees work from home on Fridays. He said
he received much push back from many in the organization about the idea of working from home, as they wanted to
come into the office to work. Then, the pandemic hit and all employees were required to work remotely. Now,
according to a recent employee survey, only 4% of Sony’s employees want to return to 100% face to face work. He
said with confidence, “We will not go back to the way it was.” Additionally, Juergen finds that retaining employees
is going to be an issue in the future for all employers, so he is not forcing employees back into the office abruptly but
being flexible and making sure his managers “stay close” or keep a pulse on how their employees are doing. Juergen

while acknowledging the component of remote as a future element, he was cautious about how much and how soon.

Efficiency

All leaders agree that their employees are efficient and productive in a remote environment and many of those
capabilities will help inform the new work roles and responsibilities. For instance, Jeremy shared how pre-pandemic
he would go on quarterly trips to visit organizations and it was all “show.” Now, in a remote format, there is less focus
on him, and he can take a step back and allow others to take the lead. This new trust of employee performance was a
result of the forced trial of remote work. According to Juergen, “I have no concerns about productivity anymore,
because, clearly, everyone has proven that that works fine.” Overall, all three leaders agree that their employees are
more on track and efficient when working remotely, so one might wonder why organizations would ever go back to

the in-person way of doing business. Taking an objective view of the evolution of performance and efficiency, Neal
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equated it to improvement in technology, “email changed us forever and the fax machine changed forever and teams
and zoom has changed us forever.” While remote work may have some major advantages, these three tech giants

recognize that it doesn’t come without some relational and cultural cost.

Difficulty Establishing Relationships

Simply put...there is no “water cooler” talk. Neal points out while employees may joke around for a minute at the start
of a meeting, they get to business quickly. Juergen shares that his employees have proven that they can get the work
done remotely, but what is missing is the “relational” component. He states, “How do you have the watercooler
discussion, how do you get the interaction that organically happens. They can’t just say things like, ‘nice shoes’ to
someone.” There’s just no opportunity for employees to casually talk and build a rapport with others. Similarly,
Jeremy shares that his employees are getting more task-oriented in the remote environment and he wants to try and
get back to more collaboration and “small talk.” Not only is the relational aspect an issue with remote work, but

instilling a sense of company culture is a problem of even greater concern to these leaders.

Absence of Company Culture Exposure

Several interviewee expressed the challenge of not only supporting the desired company culture but given transition
in the workforce indoctrination and education of the corporate culture is difficult and will forever change given hybrid
work models. While companies have spent time creating a company culture, how can this culture be shared and
instilled in a remote format? Research has shown that collaboration is vital to building a company’s culture (Yang, et
al., 2021). Bartel, Wrzensniewski, & Wiesenfeld point out that despite the many advantages of working remotely, one
concern is how remote employees can develop a sense of organizational membership (2007). According to Neal
Manowitz, core aspects of an organization can be lost or present new challenges when work includes remote as a part
of'its core process, “How do you get culture through zoom?” This culture may include artifacts such as wall hangings,
sculptures, style of office furniture, office arrangement, colors of environment, lighting, visual displays of core values,
etc. Jeremy noted that for the 90% of employees at Turtle Beach that worked in the office prior to the pandemic, the
company culture was already ingrained in them, so when moving to a remote work environment, they still had that
common bond with each other. However, for the 10% who joined the organization during the pandemic, there has
been a great challenge of instilling company culture. Similarly, Juergen exclaims, “if you fast forward and everyone's
remote for a year or two and you’ve got 30% new employees, they've never met anybody!” With all leaders bringing
this issue up, the process of sharing, instilling, and supporting company culture appears to present a new requirement

of all leaders going forward.

Difficulty Collaborating

Collaboration or bringing others together is central to establishing a sense of community. What leaders have learned
during the pandemic is that collaboration does not come as naturally as it did in an in-person work environment, and
they must be more intentional to foster collaboration in a remote environment. McKinsey (2021) cites a term to

represent remote collaboration has surfaced called “digital inclusion” (Appelbaum & Emadi-Mahabadi, 2021).
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Complicating the process of remote collaboration even further is the additional consideration that needs to be given
to conflicting roles for all employees, including work space, childcare, and homeschooling. One thing we know for
certain is that the continued pursuit of new methods for expanding collaboration will continue as the pandemic eases
or expands with new variants. The degree of work-life balance and prioritization of culture and collaboration will be

an ongoing struggle as these leaders seek to define the new rules when forming corporate culture.

Discussion

Leaders are now faced with a new definition of work in the future. The recent forces impacting their operation from
the last two years has prompted a reevaluation of every aspect of their operations. Research, interviews, and survey
all indicate the potential risk to an eroding corporate culture if not proactively addressed. Leaders will be tasked to
more than ever before challenge the status quo or their operations forced by major shifts in global and local markets.
In the post pandemic economy leaders will need to account for “remote first and office first companies (Smite, D.,
Moe, N., Hildrum, J. Huerta, J. Mendez, D. 2021). Employee retention and recruitment can be enhanced with the
emphasis placed on the organizations culture. While the pandemic has caused damage to many industries and people
it also offers hope. Leaders and organization now can feel empowered to think and act differently. This will arm them
to be more competitive and more agile for future changes in their organizations or the world. It also has provide an
opportunity for all employees to rethink their role and their objectives. An opportunity presents itself to allow better
alignment between individuals and groups residing in the same company. We have found that research does show

consistency for the need and the direction, but extensive variance in formation, and execution exist.

Conclusion

Leaders are now faced with moving from a remote workforce as a matter of convenience or crisis to a matter of
strategy and effectiveness. New methods and processes will be formed for a better connected business environment
not dependent on physical proximity. The future promises to deliver more tips on how to hold hybrid meetings, for as
these tech giants revealed, we will likely never go back to 100% in-person meetings. Covid has changed us and the
way we do business now and forever. Leaders will be required to be better connected and more relational with their
organizations. Corporate culture will be on the forefront of future strategies and tactics to connect and create an
organizations community. Leaders will have to battle the risk of “always-on” culture (Chafi, Hultberg, Yams, 2022).
In the past, the luxury of location was, in a sense, defined by status quo and now, we will likely see more technological
improvements for thoughtful communication, coaching, and agility. We have witnessed and will continue to witness

a new model of leadership emerging as an opportunity in the new normal.

The researchers were keenly aware that while leadership for the future will be impacted by the pandemic, there are
also other critical factors in society and business today that will further mold the future of leadership. In particular,
organizations have witnessed an increased concern for issues of equality and diversity. The field of DEI (diversity,
equity, and inclusion) will no doubt influence leadership, and the critical issues of compassion, communication, and

community will be central to any DEI discussions. This is an area of need for comprehensive and integrated research.
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All leaders will would be well advised to think proactively about the corporate culture of the future and intentionally

discover their path forward.

While the pandemic influenced leadership on a global basis, we see a trend in moving away from “command and
control” leadership style to more of a “servant leadership” model. CEO’s have witnessed during the crisis many
employees rose to the challenge than pre-pandemic levels. We have discovered a sense and a confidence from leaders
to feel more secure in changing their culture to be more participative and less defined by location. The empowerment
and sense of control of their work is an area for further exploration and research. A heightened sense of mutual trust

was established as a result of a disparate, mobile, and remote organization.

It would be expected that organizations harnessing new technologies and more mobility in operations will need to
account for challenges to the existing views and practices related to organizational structure. While the future of work
is still being defined, we anticipate issues of structure and shared leadership will emerge. Clearly, this will require
introspection and research by every leader. An environment of co-determination and self-management with return
high commitment and engagement to the corporate culture (Child, 2021). These adaptations will serve as the
foundation for evolved corporate culture and will not be exclusive to their organization but will also include
stakeholders who are refining their corporate cultures. New paradigms and processes are expected to spread in ways
not unlike the pandemic itself. With this in mind, the skills of leaders will continue to be put to the test, and acting
quickly, communicating frequently, having foresight, showing compassion, and exercising adaptability will
undoubtedly be keys to survival. The leader we interviewed did not fear the future, but rather saw it as an opportunity
to grow as a leader and organization. So while challenges undoubtedly lie ahead, these leaders did not seem fearful,

but rather hopeful for the opportunity to navigate, embrace, and improve their organization culture.
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ABSTRACT

Given the constantly arising problems and changes in the internal and external environment, organizations adopt
change management to develop strategies to respond, evolve, and enforce outcomes. The completed change process
is a dynamic approach involving many internal elements and possibilities. Primary studies on change management
have found that changing one element in an origination often leads to other elements. Meanwhile, the internal
challenges caused by external conditions need to be caught up by constantly adjusting and improving. This study
applied dynamic concepts to explore change management theories. The study found that a common understanding
from the primary theories is that change is a constant process involving learning, review, and development. Many
theories classify change management differently according to the purpose and structure of the model. Still, the
consensus is that it is necessary to adopt a dynamic perspective to analyze the issues of organizations and formulate
corresponding responses. Based on Hayes' (2002) model, this study adjusted the linear structure to a cyclic structure.
The cycle structure reflects the sustainability of change management and aims to help organizations improve
transformation efficiency.

Keywords: change management, dynamic, cyclic structure

Introduction

Organizations constantly face challenges from all levels at different stages and need to identify the need for changes.
Although the leaders of organizations work hard to deliver plans and improvements, there is a broad recognition that
the changes are not easy to succeed. Changing involves many factors and resources, which is a costly management
action. Hayes’ (2022) study mentioned that change leaders tend to provide plans and expectations. However, they
always fail to achieve target outcomes as challenging to identify key dynamics that affect the change cycle, and they
do not have sufficient control over what happens accordingly. Consequently, changes always come with continuous,
complex, and diverse environmental factors as organizations grow. Business, management, and employees need to
adjust to change, and the capabilities to manage dynamic changes in an organization are usually complicated and
inevitable (Pettus, Kor & Mahoney, 2009)

The outcomes of changes can be evaluated by studying the management behavior and combining it with the status of
an organization. However, many changes occur in the process of continually renewing an organization’s direction,
structure, and capabilities to serve the ever-changing needs of external and internal needs (Moran & Brightman, 2001).

To cope with the constantly changing conditions, this study aims to develop a dynamic change management concept
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by analyzing the characteristics of major change models. Organizations also need to formulate corresponding change

management strategies in a dynamic way, which is a continuous progress of adjustment and learning.

The purpose of this study is to develop a dynamic change management concept by analyzing the characteristics of

major change models, so as to help organizations improve the effectiveness of their transformation.

Dynamic change management concepts
Van de Ven & Poole (1995) analyzed more than 20 different change management theories and classified them
according to their purpose and management process, leading to 4 main types: teleological, dialectical, life cycle, and

evolution theories.

Teleological theories represent specific goals from a series of management actions from an organizational orientation.
The management processes are structured and determined, and its actions are for a purpose. These goals are constantly

reformulated in the light of an awareness of organizational problems through an ongoing feedback cycle.

Dialectical theories focus on goals between different groups and aim to build a stable status or changes through the

balance of power between conflicting parties.

Life cycle theories assume change has a processed management order that works through necessary states or phases.

Each state or phase acts as a part of the final goal and follows an order to process one after one.

Evolutionary theories represent those changes go through a generic process, including variation, selection, and
retention. Variation refers to the first feedback that occurs in the face of challenges, but the right parts will be selected
for retention and change according to demands and requirements. Retention refers to the maintenance and consistency

of the change results.

Van de Ven & Sun (2011) believed that the above four theories had dynamic concepts and stated that change is an
ongoing process that will never end. Hayes (2002) agreed that the common of the four theories consider that the
change management process connects several events, decisions, and actions. The difference is that the four theories

lead to various structures and orders because of their purpose and process management.

The concept of dynamic change management is also explained in many research. Hayes (2002) conducted a systematic
study of significant organizational change management theories and believed that change is a continuous process.
Hayes (2002) believed that dynamic change strategy includes the transformation of various roles in change elements,
assessment of tasks, relations between elements, and internal and external relations of enterprises. Organizations often

need to make internal adjustments due to changes in the external environment to output new feedback for external
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changes. However, this change process is composed of multiple elements or stages, and the change of each part will

cause new outcomes.

Meade (2013) studied the commonness and characteristics of several change management models and found that some
theories were based on linear development, while some on keyword analysis. Kotter (2012) emerged the business
change model into eight steps to guide organizational transformation, including a specific order from establishing

change urgency to preparation and outcomes, as well as anchoring new approaches.

The McKinsey 7S model and The ADKAR model achieve the purpose of change by controlling elements inside
organizations. The control of critical elements requires the organization or the leader to manage the dynamic elements
and coordinate them to achieve the desired effect (Hayes, 2002). Each management element in the transformation
itself has dynamic characteristics, and they are scattered in various leading positions, such as employees' enthusiasm,
the change of plans, and the coordination of multiple departments (Shagrah, 2018 & Hiatt, 2006).

Cyclic change management structure

Hayes (2002) put forward a linear change management structure by combining various theories, including some
critical modules such as start, implement, and sustain. Under these modules, he set up different tasks and elements to
better prepare for the changing tasks. In this study, the dynamic concept will be added to Hayes’ model so that the
original linear structure will become a cyclic structure.

Hayes (2002) analyzed that change management procedures are operated in accordance with a particular order, which

includes five important stages: recognition, diagnosis, plan, implement and review, and sustain.

> Recognition>> Diagnosis >> Plan >> Implemgnt >> Sustain >
and review

Figure 1.1 Hayes change management model

Hayes' model was built based on Kotter's and Lewin's model, and more dynamic variables were proposed in each
stage. Hayes (2002) believed that his model included the most important stages and themes in change management,
and the whole process of transformation was connected by logical sequence. In practice, however, organizations
cannot clearly separate these stages, and diagnosis may require many iterations. Therefore, his research added dynamic
elements in each stage, such as leaders, employees, culture, environment, and other constantly changing objects.
Internal management in an organization or enterprise can be considered as dynamic capabilities, which is the
integration of organizational resources, including tangible, intangible, and human assets (Hayes, 2002). Helfat &
Peteraf (2009) believed that dynamic capabilities are essential parts to be considered in change management because

they focus more on firm performance and results, which is also an issue to be considered.
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However, simply plugging dynamic conditions into a linear system is not enough to cover the constantly updated
process. A cyclic macro system should be able to show the process of change more realistically. Romme & Van (1999)
stated that the whole reform process is a multi-loop evolution pattern. With the change of the new issues, the
management system will need to be adjusted and become more complex, resulting in multi-loop pattern because

problems often appear in a series.
Therefore, the new cyclic change system proposed by the author of this study is based on the system of Hayes (2002),

which still includes five primary change management contents. The difference is that the structure needs new

understanding and adjustment, and it is a cyclical structure.

Phase V
Sustain change
h
Ehe Phase II i
Recognizing the Disgnosis Engaging and
need for change 0 Review
&
Phase I1I
Planning

Figure 2 Cyclic change structure

Phase 1. Recognizing the need for change

Hayes (2002) analyzed the leading change management concepts, and the first stage is to build awareness and desire
for change. The combination of awareness and desire in the ADKAR model also emphasizes the importance of
recognizing the demand and passion for change for subsequent actions. He also stated that Kotter and Lewin's model
took self-awareness as the first step to change. Therefore, recognizing the need for change is the first step in triggering

the whole process, which will start the cycle of change management.

Phase Il. Diagnosis

Siggelkow (2001) stated that the change of any internal or external element in an organization would lead to the change
of other elements in the entire management system. Therefore, the performance evaluation of an organization needs
to view it as a system of interconnected factors. Performance evaluation is a dynamic and open organizational
management that integrates core elements, including social system, people, structure, technology, external
environment, and dominant coalition (Kotter,1980). Therefore, the evaluation of enterprises in this part cannot rely on
any fixed model but should choose a dynamic analysis method according to the actual business and operation situation,
such as Kotter's Integrative Model, the McKinney 7S Model, Balanced Scorecard, Weisbord's six-box Model, And
the Burke-Litwin causal Model (Hayes, 2002).

Phase I11. Planning
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Kotter & Schlesinger (1989) argued that selecting a change plan requires systematic consideration of potential possible
ways, rather than relying only on a single plan, which means that plan formulation is dynamic. The planning for
change needs to be adjusted based on the diagnosis of the enterprise and constantly updated with possible problems.
Specific planning needs include what needs to be done to achieve this goal, which will generate many issues.
Therefore, a systematic management path needs to be established, including shaping implementation strategies,

developing change plans, identifying related knowledge and skills, and designing interventions (Hayes, 2002).

Phase 1V. Engaging and Review

Phase IV It is an essential part of the whole plan. It brings the design work of the first three phases into actual practice,
thus generating many responses and feedback. Kaplan & Norton (1996) argued that change leaders should
continuously review the feedback from engaging actions and adjust intervention plans to manage the change process
more efficiently. Their study stated that through the feedback of the intervention, we could find out whether the
original diagnosis was valid and thus determine if readjusting and optimization were needed. The whole process of
implementation and review echoes the work in the previous phases, which needs to be checked and adjusted in the
results of each phase to achieve the dynamic effect. At the same time, new issues and adjustments may occur during
the implementation of the plan, which may cause more changes and require the change leader to develop more plans
and coordinate the ongoing changes while sticking to the original track.

Phase V. Sustain and learning

Assuming the result of a project can achieve the expected outcomes or achieve the desired effect, the result should be
considered sustained. Buchanan & Fitzgerald (2006) mentioned that organizations should develop sustained outcomes
when the results brought by changes can adapt to the broad environment acceptance and have significant improvement
and development. While Burnes & Cooke (2013) argued that the results brought by changes tend to exist in the short
term and will soon return to the original way due to not having effective maintain and sustain. As discussed in phase
I1, changes can cause issues in other elements of the organization, leading to new problems. Therefore, it is still
necessary to go back to the second stage to review and evaluate the results of changes and find new challenges and
problems. The cyclical structure will keep the changes ongoing and constantly evolve and adjust the original strategy
to fit internal and external development.

Conclusions

Change management requires analyzing problems and actively implementing processes or methods with a dynamic
vision to influence and manage ongoing change. Therefore, when dealing with change activities, it is necessary to
refer to multiple aspects, analyze the organization's actual situation, explore conflicts when problems arise, and adjust
change strategies. For organizations, many situations are constantly changing and evolving, and it is challenging to
choose a fixed model to apply to all projects. Therefore, a dynamic concept is an integral part of change management

to be considered.
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Weick & Quinn (1999) argued that the change faced by an organization is a process of continuous change, including
persistent understanding, learning, and adjustment of problems. Their research found that the distinctive change is that
organizations constantly adjust and innovations in the process of change management to accumulate new changes,

which have three critical characteristics: improving, transformation and learning.

Limitations

This study mainly adjusts the change management model proposed by Hayes (2002), making its original linear
structure a cyclic structure. Therefore, this model has not had the opportunity to practice and be applied. In addition,
the whole model is an innovation based on the macro concept of change management, and the internal details of many
modules have not been fully connected. However, the relationship and boundaries between each stage are also very

complex, so more time is needed to improve and integrate.
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Introduction

For firms, strategy is the ideas, decisions it makes, and actions it takes to be successful (Dess et al, 2019). Firms use
tangible and intangible resources to execute their strategies even to set it up. For firms to be successful they need both
tangible and intangible resources. Intangible resources could be routines, practices that developed and unique to the
company; one of the intangible resources of the company is its human capital (Dess et al, 2019), experience and
capabilities of employees, effectiveness of work teams, abilities and capabilities of its managers (Gaines-Ross, 2010).
Becker (1964) as cited in Allen et al (2020) defined human capital as any features that improves an individual's
effectiveness which could be education, experience, knowledge, skills or abilities. Emotions are one of the essential
elements and determinants of human interactions besides cognition and motivation (Frijda, 1986, as cited in Jordan
2008). As a result, a broad understanding of the effect of emotions on business came up (Ashkanasy et al., 2000, as
cited in Jordan 2008).

Resource based view - Emotional Intelligence

According to Dess et al. 2019 the resource-based view of the firm puts two perspectives together: (1) the internal
analysis of phenomena inside a company and (2) an external analysis of the industry and its competitive environment.
The resource-based view asserts that the strategy of an organization should be based on the assets it has (UKEssays,
2018). In other words, a firm's strategy dependent on its resources. The resource-based view is established on the idea
that a company’s resources determine its success (Picuncu, 2020). A resource could be anything which could be
considered as a strength or weakness of stated firm (Wernerfelt, 1984). Firm resources include all assets, capabilities,
organizational processes, company attributes, information, knowledge, etc., managed by a company that equips the

company to create and

execute strategies that improve its efficiency and effectiveness (Daft, 1983, as cited in Barney, 1991; Dess et al., 2019;
Mintzberg et al., 2009). In other words, firm resources are material and non-material things it has in its inventory
which will enable it to create and pursue strategies to improve its efficiency and effectiveness. Resources are strengths
that companies can use to create and execute their strategies (Learned, Christensen, Andrews, & Guth, 1969; Porter,
1981; as cited in Barney, 1991). Firm resources at a given time could be described as those (tangible and intangible)

assets which are tied a long time to the firm (Wernerfelt, 1984).
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Financial e  Firm’s cash account and cash equivalents.
e Firm’s ability to raise equity.
e Firm’s borrowing capacity.

Physical e Modern plant and facilities.

e Good manufacturing locations.

e  State-of-the-art machinery and equipment.

Technological

e  Trade secrets.
e Innovative production processes.

e Patents, copyright, trademarks.

Organizational

Human

e  Effective strategic planning processes.

e Excellent evaluation and control systems.

Experience and capabilities (EQ) of employees.
Trust
Managerial skills.

Firm-specific practices and procedures.

Innovation and Creativity

Technical and scientific skills

Innovation capacities

Reputation

Brand name.
Reputation with customers for quality and reliability.

Reputation  with  suppliers for fairness, non-zero

elationships.

e Firm competence or skills the firm uses to transfer inputs to outputs.

— sum

e Capacity to combine tangible and intangible resources, using organizational processes to attain desired

end.
(Dess et al., 2019, p. 82)

In the 1990s emational intelligence became visible in the corporate world then by time it became popular (Vodianoi,

2021). Emotional intelligence initially was known by few when people become familiar with the concept and it spread

very fast. Nowadays almost everyone knows what emotional intelligence is. “Emotional intelligence is one of the

recent theories that have appeared in the field of the most modern types of intelligence in the field of psychology”

(Lubbadeh, 2020, p. 39).
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Emotional Intelligence

So, what is emotional intelligence? Even though there are different definitions and models of it (Chamorro- Premuzic
and Yearsley, 2017; Lubbadeh, 2017; VVodianoi, 2021) there are more similarities and commonality in those definitions
than differences (Lubbadeh, 2017). There are multiple definitions of emotional intelligence though they carry more
common points than different ones. Salovey and Mayer defines emotional intelligence as “the subset of social
intelligence that involves the ability to monitor one's own and others' feelings and emotions, to discriminate among
them and to use this information to guide one's thinking and actions” (Salovey and Mayer, 1990). Emotional
intelligence is having the ability of being aware of emotions not only in self but others as well and ability to manage
it and its relationship with others (Allen et al., 2020; Goleman (n.d.); Bradberry and Greaves, 2009; Jordan, 2008;
Lubbadeh, 2017; Vodianoi, 2021). So emotional intelligence is to know what you are feeling and why and at the same

time notice what others are feeling and when in relation - interaction with others regulate your feelings to be successful.

Components of Emotional Intelligence

Goleman created five components for emotional intelligence for business leaders to follow: self awareness, self
regulation, internal motivation, social skills, and empathy (Allen et al, 2020). On the other hand, Bradberry and
Greaves (2019) has four components in emotional intelligence which are self awareness, self management, social
awareness, relationship management. Self awareness means to accurately assess what emotions one is going through
in the moment and accept them as they are (Bradberry and Greaves, 2019; Gransberry, 2021, Goleman, n.d.). Self
management or self regulation is by utilizing one’s emotions to stay flexible and act positively (Bradberry and
Greaves, 2019, Goleman, n.d.). Self management or regulation is one’s ability after being aware of his or her emotions
redirect his actions in a non-disruptive way by thinking first before taking actions (Avci, 2018 as cited in Gransberry,
2021). Social awareness or empathy is the ability to accurately recognize what emotions other people are going
through (Bradberry and Greaves, 2019, Goleman, n.d.). Empathy is the skill of understanding what emotions other
people have and treat them accordingly based on emotions they are going through (Gransberry, 2021). Social skill -
relationship management is a person’s ability to create and manage relationships in different cultural settings
(Gransberry, 2021). Relationship management is an ability to utilize one’s awareness of one's own emotions and those
of others to manage interactions (Bradberry and Greaves, 2019; Goleman, n.d.). Emotional intelligence is connected
to social skills such as understanding others’ needs, making good first impressions and affecting others in interpersonal
interactions (Mayer et al., 2004 as cited in Allen et al, 2020). Hultin (2011) claims social intelligence - relationship
skills determine how well people understand and communicate themselves and how well they understand and connect

to others while they manage daily life challenges.

Having awareness of our emotions improves our thinking (Mayer et al., 2001 as cited in Lubbadeh, 2020; Mayer,
Salovey and Caruso, 2004 as cited in Lubbadeh, 2020). Jordan (2008) suggests that emotional intelligence is a concept
which shows how humans feel and then think and then act. People before they act they go through the process of
feeling first after that thinking and in the last acting. However, Elder (1997) disagrees with that process. She argues
that thinking ultimately determines the quality of our emations. According to her (1997) critical thinking provides the

important link between intelligence and emotions in the emotionally intelligent person.
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Why Emotional Intelligence Matters

What is the importance of emotional intelligence in the business world? According to Bradberry and Greaves (2019)
emotional intelligence predicts work performance and leadership and personal excellence. Research has verified the
role of emotional intelligence in life and workplace success (Brackett, Rivers and Salovey, 2011 as cited in Allen at
al., 2020). Allen et al (2020) claims emational intelligence is more important in entrepreneurial contexts compared to
general mental ability. Higher emotional intelligence is beneficial both in work, health and relationships (Chamorro -
Premuzic and Yearsley, 2017). According to Weiss and Cropanzano (1996) emotional intelligence in business settings
can increase or decrease performance. Emotional intelligence influences employee performance. Douglas (2014)
found that employees with high emotional intelligence received higher performance scores compared to employees
with low emotional intelligence. Langhorn (2004) posits that managerial emotional intelligence is significantly
connected to employee satisfaction, customer satisfaction and profit performance. Vodianoi (2021) claims emotional
intelligence plays a critical role to create positive outcomes both for leaders and followers. Gransberry (2021) points
out a leader absent of emotional intelligence demonstrates bad leadership examples in turn which creates toxic
responses and tendencies from employees. Therefore, generates low work morale, bad work attitudes, increased
employee turnover, diminished organizational productivity. On the other hand, Joseph and Newman (2010) suggest
that emotional intelligence is not connected with better performance that depends on type of the jobs which require
attention to emotions or not; Salespeople, real estate agents, call center representatives and counselors need high
emotional intelligence to succeed on the other hand mechanics, scientist, and accountants do not need emotional

intelligence which could be a burden a liability.

Downsides of Emotional Intelligence

Avre there any downsides of emational intelligence? Chamorro - Premuzic and Yearsley (2017) argues there are some
downsides of higher emotional intelligence. Higher emotional intelligence lowers creativity and innovation; creativity
has been associated with moodiness, nonconformism, hostile impulsivity, which are attributes of being low on
emotional intelligence (Chamorro - Premuzic and Yearsley, 2017). People with high emotional intelligence are not
good at giving and receiving feedback, empathic concern makes it difficult to deliver feedback and they can be
apathetic to negative feedback they receive since they are calm and positive (Chamorro - Premuzic and Yearsley,
2017). New evidence demonstrates that when people develop their emotional skills really well, they become proficient
at taking advantage of others (Cote et al., 2011 as cited in Lubbadeh, 2017; Austin et al., 2014 as cited in Lubbadeh
2017, Grant, 2014). “A well-developed ability to manipulate others” (Chamorro - Premuzic and Yearsley, 2017, p. 4).

When one is skilled with being aware of one's own emotions and has the capability to control and hide them and know
what others are feeling, he or she can direct and encourage others to act against their own benefits. Grant (2014) gives
the example of one of the most influential leaders of the 20th century who dedicated lots of time and years to perfect
the influence of his body language on others’ emotions; that allowed him to hypnotize his listeners who stopped
thinking, that person was Adolf Hitler. People with high emotional intelligence prefer it to play safe and avoid risky

decisions (Chamorro - Premuzic and Yearsley, 2017).
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As it is seen through the literature review, there is a gap in effect of emotional intelligence and growth of a business.
Most of the existing studies done on performance of employees or leadership. There is a gap of study if a leader or

owner of an organization's high level of emational intelligence would contribute to the growth of the business.

Term of ‘Business growth’ can be used as an increase in the production capacity, increase in employment, an increase
in production volume, increase in the use of raw material and power or as an increase in the total sales volume per

year. For our study we will use an increase in the total sales volume per year.

Statement of the Problem

Rise of the emotional intelligence concept created fierce debate (Daus and Ashkanasy, 2005 as cited in Jordan 2008;
Landy, 2005 as cited in Jordan 2008; Locke, 2005, as cited in Jordan 2008). The concentration of this debate has been
centered on the effect of emotional intelligence on work performance (Jordan 2008). In other words, most of the
researchers have placed emphasis on work performance, performance improvement and how emotional intelligence
makes leadership and managerial practices better (Gransberry, 2021). What remains to be found out is how emotional
intelligence affects business growth and what perspective firms (business owners, managers) have on emotional
intelligence’s influence on business growth. And that gap can only be filled with qualitative research. Since there is
no existing theory to verify, and we are looking to fill the gap and answer the question from the perspective of business

owners and managers the most suited way to do that is ‘qualitative research’.

Purpose Statement and Research Questions
The purpose of the study is to find out what firms (companies, managers, business owners) have to say about the
influence of emotional intelligence on business growth. In other words, what is the perspective of firms on how

emotional intelligence impacts or aids business growth. The research question that directs this study is
1. What is the perceived impact of EQ on business growth?
Sample

My target population is the limo and bus companies located in the United States that have revenue over two million
dollars and over and have been in business over 5 years. According to IBIS World (2021) there are 154, 384 executive
chauffeured (limousine and town car service) companies in the United States of America. Some of those companies
after the entrance of ride sharing companies to the industry they lost market share and added additional services like

providing bus services (convention shuttling, large group movements) to capture the lost revenue.

| previously owned a Limo and Bus company. Before | sold my share during my active years | built connections and
relationships. | was very involved in networking events and mastermind groups formed within the industry. 1 will
reach out to existing connections via Facebook and inform them about the research | am doing. The companies must
have sales revenue of $2,000,000 or up and business must be located in the United States of America. The rationale
behind that revenue is that owners or managers of the company deal with multiple employees and suppliers. Managing
business and dealing with internal employees and external sources gets more complex and requires emotional

intelligence.
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Some of the companies | will interview are located in different cities in different states. Traveling to those states could

be very costly. Therefore, | will do my interviews online utilizing one of the video conference tools (zoom, google

meetings etc.,). The meeting will be recorded to be transcribed later on.

Code

Definition

Excerpt

EQ

emotional intelligence as
“the

intelligence that involves

subset of social
the ability to monitor one's
own and others' feelings
and emotions, to
discriminate among them
and to use this information
to guide one's thinking and
and

actions”  (Salovey

Mayer, 1990).

the ability to control your
emotions and empathize

with employees

Deductive

EQ is important to manage

Research has verified the

Salovey, 2011 as cited in
Allenatal., 2020). Allen et

al (2020) claims emotional

(R1) It is imperative to use

people and overcome work | role of emotional | EQ to empathize with
challenges. intelligence in life and | employees. At the times
workplace success | when they do not want to
(Brackett, Rivers and | work or feel down it does

help me to motivate them
and get them to work. Our

business is challenging.

intelligence  is  more | There are times we make
important in [ mistakes and
entrepreneurial  contexts | consequences can be hard.
compared to general | Having EQ aids to build

mental ability.

resilience and learn from
mistakes done instead of

being down.

(P4) From human

Inductive
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resources management we
use it. When employees
make mistakes they hide it.
They try to cover their
mistakes. Instead, we
encourage them to see it as
an accident, work on
fixing it and learn from it
and move forward. That is
instilled in our managers
we rarely write up. There
are some who punish
themselves for the mistake
they make. We would like
it to be positive experience
for them and learn from it.
Instead of beating
themselves up for the

errors they made.

Know nothing about EQ. | | have not heard of it. P2 “Nothing”. Inductive

P3 “I have never heard of

it. 1 know nothing about
EQ-”

Findings and Conclusion

My research shows that some business owners and managers are not aware of the concept. In other words, they do not
know what emotional intelligence is. Out of four respondents two of them knew nothing about emotional intelligence,
they both have said they have not heard about it before. Even though after | explained to them what emotional
intelligence meant they commented that they are unfamiliar with the concept. My first respondent knew about

emotional intelligence.

As | wrote above firm resources are all assets, capabilities, organizational processes, company attributes, information,
knowledge, etc., managed by a company that equips the company to create and execute strategies that improve its
efficiency and effectiveness (Daft, 1983, as cited in Barney, 1991; Dess et al., 2019; Mintzberg et al., 2009). In other
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words, firm resources are material and non-material things it has in its inventory which will enable it to create and

pursue strategies to improve its efficiency and effectiveness.

Both respondents one and four shared that when their team or themselves as leaders make a mistake they look for
ways to learn from those mistakes instead of getting buried in the mistake or beating themselves up for it or blaming
the employee or writing up the employee. How does learning from mistakes help business growth? Is it even related
to business growth? Indeed, it does help even though it might be indirect. When a mistake is made a business can go
back to the client and share where they made the mistake and why and they're ready to rectify it and not to repeat it.
That helps the business to keep the client. In the business world retaining a client is cheaper than gaining a new one.
In the end it will also help the company to revise and improve its processes which eventually prevent the same mistakes
from happening and increase both employee and customer satisfaction and increase revenue. That confirms Langhorn
(2004) finding that managerial emotional intelligence is significantly connected to employee satisfaction, customer
satisfaction and profit performance. Plus, that creates positive outcomes both for leaders and employees (Vodianoi,
2021).

Imagine the opposite of what our respondents 1 and 4 shared that would cause chaos, where the business leader is
down, angry, upset and not willing to learn, which is a clear demonstration of absence of emotional intelligence and
a bad leadership demonstration that creates toxic responses and tendencies from employee Gransberry (2021). As a
result, low work morale, bad work attitudes, increased employee turnover and diminished organizational productivity
and loss of revenue and profits.

Allen et al (2020) claims emotional intelligence is more important in entrepreneurial contexts compared to general
mental ability.
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APPENDIX

Interview Questions
1-Can you tell me how you started your business?

2-How long have you been in business?

3-What factors helped you to grow your business?

4-What do you know about emotional intelligence?

5-How do you define EQ?

6-Tell me in detail how emotional intelligence helps you to grow your business?

7-Tell me how you personally use EQ to grow your business?

8-Why do you think EQ is helpful in growing your business?

9-What other things do you do to impact the growth of the business / increase the sales?

10-What do you do to improve your and your employees’ EQ?

Interviews
1-Can you tell me how you started your business?

2-How long have you been in business?

15 years

3-What factors helped you to grow your business?
Started with price advantage over the competitors, then added buses to go vertically. Having buses helped us to

increase the revenue.

4-What do you know about emotional intelligence?
5-How do you define EQ?
Respondent shared questions number 4 and 5 sounded the same. The respondent answered briefly about the ability to

control your emotions and empathize with employees.

6-Tell me in detail how emotional intelligence helps you to grow your business?
EQ tremendously helps you to grow your business. EQ not only helps you to manage people effectively but also helps
you cope with daily life challenges. It is more important than 1Q. If one lacks EQ he or she would not have empathy

and would not be able to control himself and manage people.

7-Tell me how you personally use EQ to grow your business?
It is imperative to use EQ to empathize with employees. At the times when they do not want to work or feel down it

does help me to motivate them and get them to work. Our business is challenging. There are times we make mistakes
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and consequences can be hard. Having EQ aids to build resilience and learn from mistakes done instead of being

down.

8-Why do you think EQ is helpful in growing your business?
To be able to manage your people you need the EQ. (I should have probed the answer a bit deeper like what about

increasing the sales)?

9-What other things do you do to impact the growth of the business / increase the sales?

Nowadays things are still unpredictable. However, things are slowly and gradually returning to normal pre covid era.

10-What do you do to improve your and your employees’ EQ?

Constant communication with employees. Everyone gets motivated differently. Try to keep them close with constant
communication. What | do to discharge and relax is a routine workout for 1 hour everyday. Taking care of my body
helps me a lot. A healthy mind in a healthy body. In the mornings for 5 minutes I sit at the terrace with my coffee

watching the view. This is my meditation.

2nd Interview:
2-My second respondent has been in business for 10 years.

3- | think the people have the biggest factor in growing the business. The people around you. | was lucky enough to
meet someone who understood the finances to guide me to acquire more vehicles. Andrew (a finance guy who was
involved in a local limousine association). Networking also has an important factor in growing my business.
Networking helped a lot. However, not following up with technology and social media. Another factor in my growth

is people that worked with me did a good job, helped a lot growing the business.
4- Nothing.

Since the respondent answered he knows nothing about EQ, asking the rest of the questions is not needed. When the

definition was given to him, he confirmed that it is a new term for him.

9- To improve the business website development is done. Due to that online presence was getting better. Events for

Small Business Administration and emergency government contracts.
3rd Interview:
2- My third respondent has been in business for 11 years.

3- Hustling, guts, balls, engaging. | bought lots of cars. Making relationships and networking and attending trade

shows. | invested on the website to bring more clients. And visited local companies, hotels and Travel agencies.
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4- When the respondent answered, “I have never heard of it. I know nothing about EQ”, I skipped the rest of the
questions since it will not produce any answers. Even though the definition of EQ was given to the respondent he said
he is not familiar with it and never heard of it before.

4th Interview:
2- My 4th respondent has been in business for 6 years.

3- | came from film, TV transportation. | am both a celebrity driver and bodyguard of Morgan Freeman. We have
been loyal to him as he is to us. Morgan Freeman is my business partner. If you dissect the name of the company you
will see electric vehicles in it (I am not disclosing the full name of the company for the privacy of the respondent), the
mission of the company is to give back to the community. All of the vehicles of the company are environmentally

friendly, Tesla and Mercedes.

4- 1 do not know anything about (when the definition of emotional intelligence was given to the respondent, he

answered the rest of the questions as written below).

5- From human resources management we use it. When employees make mistakes they hide it. They try to cover their
mistakes. Instead we encourage them to see it as an accident, work on fixing it and learn from it and move forward.
That is instilled in our managers we rarely write up. There are some who punish themselves for the mistake they make.
We would like it to be positive experience for them and learn from it. Instead of beating themselves up for the errors

they made. From the selling point we try to sell on the importance of the future for children, earth and living.

7- There are times | get lazy when | need to make phone calls for sales. However, | do not have the desire to do it.
Being aware of that emotion and doing what | need to do is how | use intelligence to push me forward. Instead of

sitting in front of TV and watching something.

8- I think it like a magnet, as you know, magnet attracts the other magnet. | want positivity. Have a solution-based
mentality. Solutions to handle complaints, to sell. Keep the positive tone when the customer is complaining, fake it

inside even if you are down to represent a positive picture to the customer.

9- We do company outings, employee growth meetings, open conversations to get our chest off. It does bring people
together, get them to interact with each other and people work at different shifts. And this creates a family Emotional

Intelligence.
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ABSTRACT

Several Asian nations with rare land per capita - but high birth rates - have flourished by transferring individuals out
of agriculture and towards non-agricultural productivity. However, advances in science and technology generate new
methods and prospects to add to the development of agriculture. The rapid expansion and development of internet and
personal, mobile terminal technology can help tea brands to meet the challenges driven by the upgrading markets and
other participants through obtaining a more competitive stratagem. This study aims to recognize the branding
strategies that expand values of the agricultural products especially tea in East Asia. How those teas perform in
American market online are inspected by collecting public data related to consumers such as tea price, rating etc. For
international branding in agriculture to enhance the brand performance in the era of digitalization, this research looks
at ways to strategize partnership, patent, place, product, professionalism and people (7P) of tea brands. The Linear
Model applying R language among brand performance (price) and strategies of product, patent, professionalism,
people, place and partnership are analyzed proving the significant roles of place, patent and partnership.

Keywords: 7P, place branding, strategic brand management, sustainability, tea quality

Introduction

Several Asian nations with rare land per capita - but high birth rates - have flourished by transferring individuals out
of agriculture and towards non-agricultural productivity. Since 1970, China, Indonesia, Malaysia, and South Korea
have prioritized urbanization by supporting structural renovation but have not yet transformed agriculture; however,
advances in science and technology generate new methods and prospects to add to the development of agriculture
(Laborde et al., 2019). Tea is one of the most significant “money plants” in East Asia (Chen, 2020). Record-keeping
a CAGR of 6.6% from 2020 to 2027, whose green tea section was the chief contributor to the market, with $16,362
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million in 2019, and is projected to reach $26,110 million by 2027, at a CAGR of 9.8% during the prediction period
(Kumar and Deshmukh, 2020).

Branding Strategies of 7Ps (see Chart 1)
7Ps strategies were developed for the tea industry which emphasized the importance of product, professionalism,
partnership, place, performance, patent and people while directing international branding activities as well as brand

performance management (Chen et al., 2022).

Chart 1: TPs International Agricultural Branding Ecosystem«
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To promote product sales, a healthy image of tea can be established by associating the major health concerns in East
Asia with the functions and benefits of the tea. In addition, enterprises could promote value added teas through
innovation and differentiation by upgrading its technology in the stages of planting, processing, preservation, and
packaging which are primary to guarantee quality consistence, quality reliability, quality stability (Xue et al., 2017).
In order to build resilience to climate change and to gain food security, enterprises could aim at adapting climate-
smart agriculture technology to ensure tea quality as well as the cost reduction of tea production (FAO, 2017). Since
consumer tastes are not identical around the world (Terpstra,1983), the innovation of diverse tea products shall support
the preferences of major customers in East Asia. The establishment of standard procedures in cultivation, growth,
harvesting and processing is needed not merely to maintain product quality (Huang and Hsieh, 2011) that helps the

brand products meet regional standard, national standard and international export standards, but also to strengthen
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brand identities(Mano Raj, 2021). Therefore, it is assumed that the strategy of product branding is central to the brand

performance of tea industry.

Employees, who’s professional skills, and knowledge provide a sustainable competitive advantage for organizations
(Punjaisri and Wilson, 2011), are also considered brand ambassadors and internal stakeholders, as they are pivotal for
the execution of brand strategies(Pramod et al., 2018 )and creating corporate brand equity (Balmer and
Wilkinson,1991) The human capital (i.e., internal branding) represents the organization’ s commitment to living the
brand values and delivering on its brand promise(Mitchell, 2002) It is therefore crucial for tea enterprises to make
every worker an export of tea and the brand to better satisfy their customers internationally through the training and
workshops on quality requirements of tea, health benefits, technologies adopted, history and culture of the tea origin,
story of brand, and the tea culture of major international consumer groups. Furthermore, to bring consistency in tea
quality, it is necessary to achieve standardization by providing training on the cultivation practices, pest management,
nutritional management, and standard procedures in production (Mano Raj, 2021). Thus, the level of professionalism

affects the brand performance of tea industry.

The mutual support of corporate partners is essential to sustain effective communication of the value chains and joint
efforts of the chain members, so that partners can upgrade together over time to secure long-term collaboration
(MacCormack et al., 2007). Traditional tea orchards, normally faced with the problem of unstable quality and quantity
due to lack of capital, market information, technical knowledge, and standard production (Huang and Liang, 2018),
might hinder the long-term partnership with the tea enterprises. There is a strong relationship between corporate
branding strategy and international operations (Rodrigues et al., 2017) as branding stands out for firms operating in
international markets (Chbosky et al., 2013). The strategy of partnership noteworthy to the brand performance of tea

industry is significant for building the international branding ecosystem for agricultural products in East Asia.

As the work of branding place such as a country is different from that of branding a region or city (Caldwell and
Freire, 2004), tea industry may benefit from adopting both national branding strategy and region/city strategy. Product-
place co-branding, which is closely related to country of origin (COO) branding, was applied to market the “Swiss
watches” by associating the products with the country Switzerland, where people are seen as professional, reliable,
and demanding (Ranasinghe et al., 2017) .The country image enables consumers to associate information with the
people, products, and culture of a country (Rojas-Méndez, 2013), and represents quality that guides consumers
behavior (Verlegh and Steenkamp, 1999). Moreover, it is evident that regional images make consumers gladly pay a
price premium for regionally named products (Skuras and Vakrou, 2002) with the characteristics of a specification of
production methods, raw materials, and possession for anti-imitation and to create public awareness (Dimara and
Skuras, 2005). Therefore, it is predicted that the strategy of place branding is noteworthy to the brand performance of

tea industry.
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Patent protection is to promote inventions as it safeguards the legitimate rights and interests of creators and could
become the core strategy for enterprises to seize the market(Liu and Lian, 2018) The issue for tea enterprises in East
Asia, such as China, is that they only register trademarks and do not have patents on the formula, process, technology
used in production, which make it harder to compete in the fierce market competition due to the ineffective
management of the quality of patents(Liu and Lian, 2018) . Tea industries may apply a trademark, called Geographical
Indicator (GI), which is used for intellectual property protection on products that have a specific geographical origin
to differentiate the corporate brand from another by its distinctive identity and image(Roderick et al., 2016) and
possess high qualities to lower consumers’ search costs, therefore, firms may charge premium price(Loureiro and
McCluskey, 2000), leading to higher profit, which is one of the indicators for effective brand performance. Beyond
all the doubts, it is implicit that the strategy of patent protection is imperative to the brand performance of tea industry.
A healthy ecosystem that integrates people such as all stakeholders and handles human resources properly helps
sustain development of the industry. Similarly, promoting quality of life and welfare of vulnerable groups (e.g.,
workers, farmers, and consumers (Tselempis et al., 2020)) raises attention of the government authorities and human
rights organizations whose objective is to eliminate hunger and poverty in the rural community (Pedro, 2019). The
number of farmers has reduced due to low income, which poses serious challenges for the sustainable development of
agriculture in China(Huang and Liang, 2018) Government policies and enterprises help improve the cultivation and
processing of tea products(Huang and Liang, 2018) and workers through land circulation to earn fixed wages and rent,
to gain professional training and qualification improvement that build internal branding which facilitates brand
performance. Another way to increase farmers” auxiliary income is to have them participate in the tourism related
services(Fleischer et al., 2018) so that farmers can obtain greater returns from tea production and diversified operations
through the integration of the first, second, and third industries with the governmental provision of the proper training
that helps farmers successfully switch career paths (such as become bakers, waiters of the restaurants). Enterprises’
social activities signal product quality that spurs consumers purchasing behavior (Pankiw et al., 2021,) which
generates profits and non-profit gains such as consumer satisfaction (Richard, 1987) reputation and brand image
(Srivastava, 2019). Tea enterprises that commit to more eco-friendly production and biodegradable packaging, gain
trust of consumers who care about environmental sustainability (Tom, 2019), which increases corporate reputation
(Dowling, 2004) and profits (Srivastava, 2019).

Materials and Methods

This research recognizes the branding strategies that expand values of the agricultural products in East Asia, with
focus on the branding strategies that are affecting the brand performance in the tea industry. It discusses the
relationships among 7Ps in order to develop an international branding ecosystem for agricultural products in East Asia

based on an analysis of tea industry.

The quantitative approach for this research includes the assumption whether the response variable, such as scores,
product types, rating no. and ranking. The independent variable is price. This research will analysis the relationship

between response variable and independent variables which are linear or not. the optimal linear regression to minimize
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the error terms which can be calculated by response variables minor calculation of independent variables combination
as below (see Figure 1). The reason to analyze the relationship between price and independent variables is to get

insights which factors are significantly driving the price and tea business.
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Fig. 1: Linear Regression Mathematical Expression

Variables
Price: price of the product, which is used to analyze the brand Performance;

Product Sort type: three types of sorting available through E-partnership, which is used to demonstrate how
specifically e-partnership arrange the Product. Typel: Best Review; Type 2: highest price to lowest; Type3: means

lowest price to highest.

rating No.: the website shows the number of people who have rated the product after purchase, which is used to

analyze the dimension of People;
Scores: rating all products and services in the store, which is used to analyze the dimension of Professionalism;

Ranking: the ranking achieving in the department of grocery at Amazon, which is used to analyze the dimension of

product;

The origin of tea: whether the website shows the origins of the tea product, which is used to analyze the dimension of

Place;

Data Collection & Processing
Stage 1: types of tea available in East Asian country

Public data on types of tea available in diverse areas of each East Asian country such as China, Japan and South Korea
are collected from the website RateTea.com. International tea brands working with local tea industries are explored in

each province where produces tea. The partnership with international tea brands will be compared among East Asian

regions.
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Stage 2: Teas at Amazon

Through tracking the brand strategies of patent and place, this research examines the performance of tea available at
Amazon ( the strategy of E-partnership) sort by three product categories (highest to lowest price, lowest to highest
price and customer review) by doing regression analysis on the relationship between the brand performance and the
strategies of product, professionalism, people, place, patent and partnership after collecting public data related to
consumers from Amazon USA such as tea price, rating etc. For international branding in agriculture to enhance the
brand performance in the era of digitalization, this research looks at ways to strategize partnership, patent, place,

product, professionalism and people (7Ps) of tea.

This research collects data of 94 products available at Amazon in USA for regression analysis on brand performance
(price) and dimensions of rating no., scores, product type, origin, amazon price. The assumption of this model is
whether the response variable and the independent variables are linear relationship. And the main idea of optimal
linear regression is to minimize the error terms. The error terms can be calculated by response variables minor

calculation of dependent variables combination.

Results

Types of Tea available in East Asian country

Internationally in the 19th and 20th centuries, tea production and alcohol drinking became more commercialized,
especially with the introduction of abstinence (Tamizselvan et al., 2020). The changing aspects of tea manufacturing,
importing, and exporting are recognized in terms of the chief players and producers of the national tea market,
deviations in consumer favorites and the variety of this product group (Esmcees et al., 2020). The research find out in
East Asia, both China and Japan imported more than $160 million tea, which are over 6.5 times more than South
Korea did, however, China exported $1.75 billion tea which was 1000 times more than Japan did in 2020 (see table
1). South Korea exported 6 times more than Japan, showing that Japan is an import-oriented tea consumption country
even though Japan has more places producing tea than South Korea (see table 2). Moreover, the research result from
the first stage on types of tea available in East Asian country shows that most of the teas do not develop their E-

partnership (see table 2).
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Table 1: Tea Trading in East Asia (2020)

Country Import (2020) Export (2020)
China $176M $1.75B
South Korea $24.8M $7.35M
Japan $160M $1.59M

Source: The Observatory of Economic Complexity (OEC)

Table 2: Tea Industry in East Asia

Tea- Brand No. |Brand No. Not
. ] Tea Siyle Tea , )
Country Region producing No. Brand No Available | Awailable at
Place No. o "' | at Amazon | Amazon USA
Socuth Forea Hadong 1 3 & 1 ]
Socuth Forea Jeju 1 4 & 2 4
South Forea |South Jeclla 1 3 2 0 2
Japan Aichi 1 4 ] 1 4
Japan Gifu 1 1 1 1 0
Japan Eanagawa 1 1 0 1
Japan Eroto 1 10 11 3 8
Japan Mivazaki 1 4 3 1 2
Japan Saga 1 4 3 2 2
Japan Tokushima 1 1 1 O 1
Japan Fukucka 1 & 4 2 2
Japan Eagoshima 1 11 15 7 8
Japan Fumamoto 1 G 2 1 1
Japan Nara 1 1 1 O
Japan Shizucka 1 14 13 4 3
Japan Tovama 1 1 1 0 1
China Guangdon 1 (=) 15 = 13
China Guizhou 1 2 4 0 4
Chins Heilongiian 1 1 1 0 1
China Henen 1 17 28 5 1
China Jizngsu 1 3 13 2 T
China Hebei 1 8 11 (=} =)
China Jiangxi 1 T 14 3 9
China Hunen 1 i7 27 9 18
China Guangzi 2 T 14 3 11
China Shandon 2 (=) 3 0 2
China Anhui 4 18 47 11 36
China ichuan 4 8 15 1 14
China Zhejian 3 18 47 12 33
China Taiwan T 14 11 2
Ching Fuijian g 18 86 29 37
China Yunnan 16 18 a7 15 43

Source: Data summarized from RateTea. com

Moreover, the influence of national tea supply-demand is dependent upon the annual increase in price with additional
revenue needed to encourage product competitiveness and spawn new ideas around manufacturing and commercial
efforts via internet (Dou et al., 2021). These efforts are imperative for the future expansion of tea industry. Futures
tea markets depend on an evolution in tea assessment from socially entrenched price stories to standardized price

circumstance (Besky, 2016). It is proved in this research by tracking both patents /brands working with East Asia to
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check these tea brand performances in USA and place-oriented tea branding strategies though E-partnership at
Amazon in USA.

Teas Brand Analysis at Amazon

After collecting the data from Amazon, variables such as product type, rating no., scores, origins, and ranking are
considered as the independent variables. Below (Figure 2) is the dataset on products tracking the tea patents/brands at
Amazon. Before applying these data to the linear regression model, the steps such as omitting the outliers,
supplementing blank cells with mean of that columns need to be completed, considering the correlation of each
variables in order to prevent the highly correlated variables influencing the final linear regression. From the Figure 3,

the result shows that the variables are not vary related which is useful to apply them to the linear regression model.

Fig.2: Products at Amazon Tracking Patents (USA)

Product Type Price |Ranking in [The Origin of the
Product Name (1 BéSt‘ Rating Scores at Grocery& Tea (0: Not
Rlev1ew, Z: NO. Amazon | Gourmet mentioned; 1:
Highest; 3: U.S. ($) Food mentioned)
Lowest)
Ito En 0i Ocha Green Tea, Unsweetened, 285. 0 48 2.3 0.0
16.9 Ounce Bottle 1.0 109534. 0
Stash Tea Peppermint Herbal Tea, 20 ct
3.0 2478.0 4.7 3.0 83,119 1.0
Plum Dragon Herbs, Immortali-Tea,
Herbal Loose Leaf Green Tea Blend
(Camellia sinensis), Anti-aging
properties, antioxidents and nutrients
to help the mind, body and soul (1 oz)
3.0 0.0 5.5 3.8 408386. 0 0.0
Bamboo Tea House Herbal Inspiration
Mint Tea (2 Ounce Bag) 3.0 1.0 5.0 4.0 735899. 0 0.0
The Tao of Tea, Pearl Green Tea, Loose
Leaf, 4.0 Ounce Tin 3.0 1115.0 4.6 5.0 12557. 0 1.0
Numi Organic Tea Rooibos Chai, 18
Count Box of Tea Bags, Herbal Teasan,
Caffeine—Free (Packaging May Vary)
3.0 6214.0 4.6 5.2 983. 0 1.0
Twinings of London “Fujian Chinese
Pure White Tea” : Box of 20 Tea Bags 3.0 963. 0 4.5 6.2 19838. 0 0.0
Goji Herbal Tea by Health King -
Nourishes Liver & Kidney - (1 Pack, 20
Count Teabags, with Non-GMO, Vegan, 158501, 2
Goji Berry & Leaf, Polygonatum Root,
Eleuthero Leaf, Perilla Leaf, Prunella
Vulgaris) 3.0 105. 0 4.6 7.0 0.0
Uncle Lee’ s Tea Organic Tea, Bamboo 62.0 46 76 158501, 2 0.0
Lemon Ginger, 18 Count 1.0
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Fig.3: Variables Correlation Check Tracking Patents (USA)
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When using the r standard function, there are some outliers in this dataset (Figure 4). After deleting these data, the
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new dataset can be used to build the linear regression model.

Fig.4: Graph Identifying the Outliers Tracking Patents (USA)
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After the clean and useful dataset has already been accomplished, the R language are used to do research analysis.

From the summary of linear regression, the scale function needs to be used to minimize the error terms by
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standardizing the data. The summary shows that product type and scores independent variables are significant which

means that they are important to influence the price. When the product types are sorted from the highest to the lowest,

the price level will increase, which is positive relationship. Regarding the scores, it will negatively influence the price

(see Figure 5).

Fig.5: Tea Brand Performance Linear Regression Model by Tracking Patents (USA)

Call:

glm(formula = scale(dataset4$ Price at Amazon U.S.($)°) ~ factor(dataset4$ Product Type (1: Best Review; 2: Highest; 3: Lowest) ) +
scale(dataset4$ Rating NO. ) + scale(dataset43Scores) + scale(dataset4$ Ranking in Grocery& Gourmet Food™) +
factor(dataset4$ The Origin of the Tea (@: Not mentioned; 1: mentioned)™),

data = datasetd4)

Deviance Residuals:
Min 1Q  Median 3Q Max
-2.4312 -0.2492 -0.0813 ©0.0990 3.9889

Coefficients:

(Intercept)

factor(dataset4$ Product Type (1: Best Review; 2: Highest; 3: Lowest) )2
factor(dataset4$ Product Type (1: Best Review; 2: Highest; 3: Lowest) )3
scale(dataset4$ Rating NO. ")

scale(dataset4$Scores)

scale(dataset4$ Ranking in Grocery& Gourmet Food )

factor(dataset4$ The Origin of the Tea (@: Not mentioned; 1: mentioned) )1

Signif. codes: @ “***’ 0.921 ‘**’ .01 ‘*’ @.05 ‘.’ ©.1 * > 1
(Dispersion parameter for gaussian family taken to be @.7379846)
Null deviance: 91.196 on 86 degrees of freedom
Residual deviance: 59.939 on 8@ degrees of freedom
(6 observations deleted due to missingness)

AIC: 229.16

Number of Fisher Scoring iterations: 2

Estimate Std.

-0.
0.
-0.
Q.
-3.
0.
-0.

51174
89440
16293
96153
41761
06754
25828

SO reo9ees

Error t value

19419
24677
24065
09659
01198
10430
20997

-2.
3.
-0.
Q.
-3.
0.
-1.

635
624
677
637
377
648
230

Pri=1tl)

0.010094 *
0.000507 ***
9.500326

Q.
]
]
)

525915

.001133 **
.519155
.222267

Below (Figure 6) is the dataset on products tracking the tea places at Amazon. Before applying these data to the linear

regression model, the steps such as omitting the outliers, supplementing blank cells with mean of that columns need

to be completed, considering the correlation of each variables in order to prevent the highly correlated variables

influencing the final linear regression. From the Figure 7 the result shows that the variables are not vary related which

is useful to apply them to the linear regression model.
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Fig. 6: Products at Amazon Tracking Places (USA)

Product Type(1l:| Product Unit Rating Scores Price at | Ranking in | The Origin of
Best Review; 2 | Price(Count/$) NO. Amazon | Grocery& | the Tea (0:
Highest price; US.($) Gourmet not
3:Lowest price) Food mentioned; 1:
Product mentioned)
Country  Place
China Taiwan 2.0 27.8 0.0 4.5 332.0 0.0 0.0
China = Yunnan 1.0 0.5 63473.0 4.8 22.0 33.0 1.0
China {eilongjian 1.0 0.5 63473.0 4.8 220 33.0 1.0
Japan  Tokushimg 3.0 27.8 3754.0 4.5 16.0 652.0 1.0
China Anhui 1.0 3.5 11689.0 4.8 209 741.0 1.0
China  Jiangsu 1.0 35 11689.0 4.8 209 741.0 1.0
China Fujian 1.0 35 11689.0 4.8 20.9 741.0 1.0
China Henan 1.0 0.3 8853.0 4.8 27.5 1019.0 1.0
China  Guangdong 1.0 0.2 9831.0 4.8 19.7 1122.0 1.0
China Guangxi 1.0 0.2 9831.0 4.8 19.7 1122.0 1.0
China  Guizhou 1.0 0.2 9831.0 4.8 19.7 1122.0 1.0
China  Sichuan 1.0 0.2 9831.0 4.8 19.7 1122.0 1.0
China Jiangxi 1.0 0.2 9831.0 4.8 19.7 1122.0 1.0
China Hunan 1.0 0.2 9831.0 4.8 19.7 1122.0 1.0
China Hunan 2.0 0.2 9831.0 4.8 19.7 1122.0 1.0
China Hunan 3.0 0.2 9831.0 4.8 19.7 1122.0 1.0

When using the r standard function, there are some outliers in this dataset (Figure 8). After deleting these data, the

new dataset can be used to build the linear regression model.

The summary shows that product type and scores as the independent variables are significant which means that they
are important to influence the price while tracking places. When the product types are sorted from the highest to the
lowest, the price level will increase, which is positive relationship. Regarding the scores, it will negatively influence
the price (see Figure 9). While tracking the place, teas from Japan are positively significant for influencing price.
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Fig. 7: Variables Correlation Check Tracking Places (USA)
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Fig. 9: Tea Brand Performance Linear Regression Model by Tracking Places (USA)

Call:

glm(formula = scale(dataset5$ Price at Amazon U.S5.($)°) ~ factor(dataset5$ Product Type(l: Best Review; 2 Highest price; 3:Lowest price)’) +
scale(dataset5$ Rating NO. ) + scale(dataset5$Scores) + scale(dataset5$ Ranking in Grocery& Gourmet Food™) +
factor(dataset5% The Origin of the Tea (@: not mentioned; 1: mentioned)™) +
factor(datasetS5$Country), data = dataset55)

Deviance Residuals:
Min 1Q Median 3Q Max
-1.38466 -0.37670 0.00884 0.21549 2.20548

Coefficients:
Estimate Std. Error t value Pr(>ltl)
(Intercept) -0.31064 0.23411 -1.327 ©.18957
factor(dataset5$ Product Type(l: Best Review; 2 Highest price; 3:Lowest price) )2 1.83354 0.25884 3.993 0.00018 ***
factor(dataset5$ Product Type(l: Best Review; 2 Highest price; 3:Lowest price) )3 -0.16979 0.22988 -0.739 0.46303
scale(dataset5% Rating NO. ) 0.06562 0.10169 ©.645 ©.52124
scale(dataset5$Scores) -0.25979 0.09902 -2.624 0.01102 *
scale(dataset5$ Ranking in Grocery& Gourmet Food ) 0.11243 0.09701 1.159 ©.25109
factor(dataset5% The Origin of the Tea (@: not mentioned; 1: mentioned) )1 -0.16749 0.21021 -0.797 0.42873
factor(dataset5%Country)Japan 0.57449 0.26752 2.147 ©.03581 *
factor(dataset53Country)South Korea 0.21621 0.25881 @.835 0.40681
;{;nif. codes: @ “¥**’ 9.001 ‘**’ 0.01 ‘*’ @.85 ‘.’ 0.1 <’ 1
(Dispersion parameter for gaussian family taken to be @.5055194)
Null deviance: 68.00@ on 68 degrees of freedom
Residual deviance: 30.331 on 6@ degrees of freedom
AIC: 159.1
Number of Fisher Scoring iterations: 2
Fig. 10: Tea Harvested Area and International Tourism (East Asia)
Year Region Tea Harvested Area (m) [International Tourism (
number of arrivals)
2000 China 0. 898012 31229000
2000 Japan 0.050400 4757000
2000 | South Korea 0.001179 5322000
2001 China 0. 905662 33167000
2001 Japan 0.050100 4772000
2001 South Korea 0. 001825 5147000
2002 China 0.913100 36803000
2002 Japan 0. 044800 5239000
2002 | South Korea 0.001391 5347000
2003 China 0. 943400 32970000
2003 Japan 0. 049500 5212000
2003 | South Korea 0.001400 4753000
2004 China 1. 000162 41761000
2004 Japan 0.049100 6138000
2004 | South Korea 0.001400 5818000

Above (Figure 10) is the dataset on tea harvested area and the number of arrivals of international tourism. Before
applying these data to the linear regression model, the steps such as omitting the outliers, supplementing blank cells
with mean of that columns are completed, considering the correlation of each variable in order to prevent the highly
correlated variables influencing the final linear regression. For this linear regression analysis (Figure 11), the

independent variables are year, region/place and international tourist number of arrivals, and the response variable is
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tea harvested area. The result shows that the number of arrivals and regions/ places in the East Asia are positively

significant variables that will influence the tea harvest area.

Fig. 11: Tea Harvested Area Linear Regression (East Asia)

Call:

glm(formula = scale(dataset3$ Tea Harvested Area (m)') ~ scale(Year) +
factor(Region) + scale(dataset3$’International Tourism ( number of arrivals)’),
data = dataset3)

Deviance Residuals:
Min 1Q Median 3Q Max
-0.61774 -0.17850 0.04124 0.14712 ©0.69761

Coefficients:

Estimate Std. Error t value Pr(>1tl)
(Intercept) 0.48166 0.27461 1.754 0.08568 .
scale(Year) 0.02601 0.07169 0.363 0.71833
factor(Region)Japan -0.71148 0.40416 -1.760 0.08458 .
factor(Region)South Korea -0.73350 0.41679 -1.760 0.08467

scale(dataset3$ International Tourism ( number of arrivals)’) 0.62502 0.20291 3.080 0.00339 **

Signif. codes: @ ‘***’ 9,001 ‘**’ .01 “*’ 90.05 ‘. 0.1 ¢ > 1
(Dispersion parameter for gaussian family taken to be ©.08513285)

Null deviance: 53.0000 on 53 degrees of freedom
Residual deviance: 4.1715 on 49 degrees of freedom
(2 observations deleted due to missingness)
AIC: 26.967

Number of Fisher Scoring iterations: 2

The tea industry plays a substantial role in improving remote regions by reducing poverty and securing food in many
developing countries. Innovation in these regions can be encouraged by approving local polices that support
manufacturers and dealers through financial venture, technology establishment, capacity construction, improvements
to highway infrastructure and linking smaller farmers to other players along the tea supply chains (Chen, 2020). The
above result (Figure 11) shows tea harvested areas in China play significant roles in affecting international tourism
(number of arrivals) based on the data from 2007 to 2017 in a positive way. However, the tea harvested area plays a

negative role in both Japan and South Korea in East Asia for international tourism.

Limitation and Conclusion

The weakness of this research is the limited sample size for the regression analysis due to the traditional manual way
of data collections. The future research needs to focus on enlarging the data size and improving the analysis of the
research by using Big Data method to maximumly avoid the mistakes in the process of data collection in a traditional
manual way. Furthermore, Big Data method is better in providing a large picture of comparation among different teas,

other agricultural products in different regions.

Exploring a new market, the new tea industry (such as cold brew tea, usage of tea bag) that is well-received by the

youth born after year 1995, brings higher profits, as the higher market returns is expected with the adaption to the
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future trends(Urde, 2016). According to the 2020 new tea white paper released by CBN data, the compound annual
growth rate of the new tea market from 2017 to 2019 reached 48.75% (CBN Data, 2021). Developing new products
such as product extensions ( Liu, 2017) is a growth strategy for effective brand management for firms that seek high
profitability(Balachander and Ghose, 2003), as it increases the consumption of existing customers and attracts new

customers.

This is linked to increasing worldwide business since the growth of vigorous international branding and marketing
proficiencies can empower the experts to exploit their inadequate capitals for ideal profits by concentrating on the
core elements of their brand (Pyper et al., 2020). The more differentiating the agricultural product from competition,
endorsing their qualities, and attracting long-standing loyal customers, the more increasing consumption of
agricultural products is linked with a more sophisticated degree of brand appreciation and solider perceptions of its

advantage to competitors (Baziana, 2019).
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ABSTRACT

Organizations that could not pivot quickly throughout the initial waves of COVID-19 found themselves in Bankruptcy
courts. Businesses that proactively pivoted based on their disrupted shifting marketplace environments were able to
succeed. Organizations that utilize a data-driven approach through competitive and generic benchmarking may yet
uncover new innovative ways to stay ahead of the puck through behavioral influencers insights and predictive
modeling. A targeted evaluation of Amazon consumers’ behavioral factor of “frustration” both before and during the
global pandemic may provide critical insights in helping organizations navigate through the ongoing pandemic related

business challenges and all its forthcoming variant mutations which continue to disrupt organizations.

Ice hockey legend, Wayne Gretzky, was once asked what his secret was to being so successful in the sport. His
response was simple and poignant, “a good hockey player plays where the puck is. A great hockey player plays where
the puck is going to be.” (Lang, 2022). Having the foresight to be where the next play will occur based on the trajectory
of that moving object enabled this mighty athlete to be a formidable force against his opponents. He found valuable
pockets of space to occupy in close enough proximity to where the puck was going. The bottom line, he got to the
mark and in position proactively while others scrambled reactively to catch up. Not an easy feat to say the least given
the trajectory was not a simple straight path. Instead, multiple course corrections were required to pivot accordingly
to be in just the right place at just the right time. For Gretzky this approach led to an astonishing career accomplishment
of being the leading goal scorer, assist producer and point scorer in National Hockey League (NHL) history (Stubbs,
2017). To date, Gretzky has a total of over 200 points for a single season, which he accomplished on four separate

occasions!

Across industries, businesses can accomplish a similar feat from a Return-on-Investment perspective. More
particularly, organizations may shift their paradigm to a data-first approach through a utilization of data-driven
modeling including behavioral influencers evaluations and predictive probability modeling to pivot directionally as
needed. One area of disruption that has affected almost all businesses trans-nationally has been COVID-19, a global
pandemic that is still ongoing at the time of this study. Organizations have had to navigate through the unpredictable
spread of an aggressive deadly virus that has disrupted supply chains, offline and online sales completions, worldwide

distributions, and inventory availability among other essential factors leading to sustainable sales revenues. Some
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companies have perished and gone the route of Chapter 11 Bankruptcy due in part to an inability to weather the
disruptive storm and stay ahead of the puck. Companies such as Hertz, Neiman Marcus, Dean & Deluca, J.C. Penney,
J. Crew, GNC, Cirque du Soleil, Pier 1 Imports, Brooks Brothers, Century 21, Stein Mart, California Pizza Kitchen,
Gold’s Gym, ALDO, Helios and Matheson (remember “MoviePass”?), Cosi, and Sizzler just to name a few (Goldfine,
2020).

One organization that has found a valuable space to occupy through the pandemic while staying ahead of the puck is
Amazon. COVID-19 shifted sales from offline to online. In 2021, Amazon reported $8.1 billion in profit, an increase
of 220 percent over the same period the previous year (Weise, 2021). While the organization performed exceptionally
well during this critical period in human history, humans being humans, tended to have strongly correlated emotions
tied to their purchases. Most companies struggled through the pandemic. They were not able to anticipate consumer
needs or wants as clearly as they hoped. For instance, anybody with the foresight to stock up on toilet paper at the

early onset of the pandemic would have seen their sales of this product type spike exponentially.

One method to gain competitive advantage during a period of chaotic disruption is through sentiment analysis. More
particularly, Amazon data associated with the consumer purchase sentiment type of “frustration” is a valuable dataset
commaodity that can provide significant context on consumer behavior. If tensions run high during a global pandemic,
then consumer frustrations may increase which disrupt the shopping experience leading to higher churn volume, higher
product returns, diminished brand loyalty, and ultimately fewer sales. Through behavioral statistical analysis of
Amazon reviews before and during the pandemic comparatively, disrupted companies may better find an open space
to occupy. Companies can then benefit from where the puck is heading, thus improving their sales and customer

relationships.

Three key shopping categories on Amazon.com were selected for this inferential study within the targeted geographic
region of the United States. The categories selected included Children’s Category (e.g. Toys & Games Department),
Home Category (e.g. Home & Kitchen Department), and Clothes Category (e.g. Clothing, Shoes, & Jewelry

Department). Our hypothesis was as follows:

Ho: Consumers did not experience a statistically significant increase in the level of frustration in their shopping
experience during COVID-19 global pandemic when compared to previous years.
Ha: Consumers experienced a statistically significant increase in the level of frustration in their

shopping experience during COVID-19 global pandemic when compared to previous years.

Ratings data was scraped from Amazon.com department-specific products pages by targeting 100 Best Seller products
per each department within the selected categories. A Date range for the data extraction was set to Jan 2018 through
March 2021, including 1 year prior to COVID-19 and 1 year during Covid-19. The data was scraped using ParseHub,
through the Amazon Web API via Amazon Affiliates access, and JungleScout. Variables included “StarRating”,
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“TimeStamp”, “Location”, “TypeProduct”, “TypeCustomer”, and “HowManyFoundUseful”. Best Seller product data
for 116 products across the three categories of Children’s Category (e.g. Toys & Games Department), Home Category
(e.g. Home & Kitchen Department), and Clothes Category (e.g. Clothing, Shoes, & Jewelry Department) provided
n=500 reviews spanning a period of 2018 through 2021.

The methodology we selected to determine relevant statistical significance in our results was to conduct a non-
parametric Z-Test: Two Sample for Means test for several targeted product samples. Additionally, a Spearman
Correlation Coefficients evaluation was applied to determine any relationships between the two groups of
Ratings2018_2019 (e.g. prior to Covid-19) and Ratings2020_2021 (During Covid-19 Global Pandemic). Further, all
R”?rho values needed to be normalized to subvert the mean average from being used in a correlation coefficient, so

Z Fisher Transformations were added to increase validity and reliability in measurements.

For the category of Children’s (e.g. Toys & Games Department), across targeted products evaluated, the null
hypothesis failed to be rejected in 18 product evaluations (representing 45.0% of total for this category). Likewise, for
23 products, the null hypothesis was rejected, and the alternative hypothesis was accepted (representing 57.50% of
total for this category). There was a statistically significant effect identified between a rise in consumer frustrations
and the COVID-19 global pandemic.

For the category of Clothes (e.g. Clothing, Shoes, & Jewelry Department), across targeted products evaluated, the null
hypothesis failed to be rejected in 19 product evaluations (representing 47.50% of total for this category). Likewise,
for 22 products, the null hypothesis was rejected, and the alternate hypothesis was accepted (representing 55.0% of
total for this category). There was a statistically significant effect identified between a rise in consumer frustrations
and the COVID-19 global pandemic.

For the category of Home (e.g. Home & Kitchen Department), across targeted products evaluated, the null hypothesis
failed to be rejected in 24 product evaluations (representing 72.73% of total for this category). Likewise, for 10
products, the null hypothesis was rejected, and the alternate hypothesis was accepted (representing 30.3% of total for
this category). There was no statistically significant association detected between consumer frustrations and the
COVID-19 global pandemic.

While there was no relationship detected between consumer frustrations and the COVID-19 global pandemic,
statistically significant associations were identified in consumer perceptions between the categories of Children’s (e.g.
Toys & Games Department) and the COVID-19 global pandemic, and between Clothes (e.g. Clothing, Shoes, &
Jewelry Department) and the COVID-19 global pandemic. The null hypothesis was rejected and the alternative
hypothesis was accepted.

Ha: Consumers experienced a statistically significant increase in the level of frustration in their

shopping experience during COVID-19 global pandemic when compared to previous years.
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Organizations may benefit from the knowledge that consumers now, more so than ever before, have a hyper awareness
and sensitivity to product related frustrations tied to both product purchase quality and overall experience. Frustrated
consumers may connect these strong emotionally driven associations to the B2C brand where they purchased their
item from such as Amazon, leading to substantially diminished trust and sales revenue post pandemic. Hadero (2022)
confirmed this downward sales trend, reporting Amazon experienced first quarter 2022 losses, the first since 2015,
with a drop of its shares by 9%. “March is the first month to show decline in online sales since the pandemic began”

(Hadero, 2022).

Other factors may influence these trends, including consumers receiving COVID-19 vaccinations and boosters leading
consumers to feel more confident and comfortable with going outside to visit brick-and-mortars for their shopping
needs rather than shopping through Amazon digitally. Additional research would be needed to identify the influence
these consumer frustrations have on their decisions to shop elsewhere. B2C brands such as Amazon should consider
creating an algorithm that greps, scores, and orders by index values, those products across categories that have the
highest associations between consumer frustrations and COVID-19 global pandemic time range to identify the
products most likely to lead to diminished trust. This data could then be joined to individual sales with a long look-
back window in order to better gauge the consequential impact to future potential sales. Then heightened optimizations
may result that enhance and elevate the shopping and purchasing experience, enabling Amazon and other B2C
providers to stay ahead of the puck.
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ABSTRACT

This paper examines the price synchronicity of U.S.-listed Chinese firms compared to other firms listed in the U.S.
market. Our results show that the stock prices of U.S.-listed Chinese firms contain more firm-specific information
rather than U.S. market or industry information compared to other firms. Other foreign firms listed in the U.S. also
co-move with the market less than domestic firms. However, Chinese firms listed in the U.S. have even lower price
synchronicity with the U.S. market than other foreign firms. This effect is stronger especially after the Public Company
Accounting Oversight Board (PCAOB) signed a Memorandum of Understanding (MOU) on audit oversight with the
China Securities Regulatory Commission and the Ministry of Finance in 2013, which makes PCAOB unable to inspect
working papers of auditors based in PRC and Hong Kong. The above findings provide implications that information
asymmetry and low level of market integration reduce price synchronicity.

Keywords: Price Synchronicity, U.S. listed Chinese Firms, Foreign Listing, Information Asymmetry, Market
Integration

1 Introduction

Price synchronicity, which shows stock price informativeness, is an important measure for market efficiency.
According to Roll (1988), the stock price synchronicity can be calculated from the R-square derived from the Fama-
French asset pricing model and it measures how stock returns co-move with market or industry returns. A relatively
low synchronicity indicates that stock prices incorporate more firm-specific information compared to market or
industry information (Morck, Yeung, and Yu (2000); Durnev, Morck, Yeung, and Zarowin (2003); Jin and Myers
(2006)). Many papers have been exploring various factors that can affect price synchronicity. For example, Gul, Kim,
and Qiu (2010) document that synchronicity is a concave function of ownership by the largest shareholder with its
maximum at an approximate 50% level and that foreign ownership and auditor quality are inversely associated with
synchronicity. Yu (2011) shows that stock price informativeness increases with the quality of a firm’s corporate
governance. Lei and Lu (2016) find that foreign ownership improves price synchronicity. Francis, Hasan, and Kostova
(2022) show that stock price informativeness does not change significantly after cross-listing. However, little is known
about how foreign listing affects the price synchronicity of the listed stocks, which are oftentimes associated with high

information asymmetry for host countries’ investors.
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Our paper fills this gap in the literature by examining the price synchronicity of foreign stocks listed in the U.S. market,
particularly Chinese stocks listed on the U.S. stock exchanges. These U.S.-listed Chinese stocks are headquartered in
China, where information disclosure regulations and policies for public firms are very different from the United States.
The required information publicity and transparency for these firms can be lower than the requirements for U.S. firms,
or firms located in other developed countries. Furthermore, U.S. investors can be less capable of accessing or
processing information of U.S.-listed Chinese firms due to language or cultural barriers, leading to a lower level of
familiarity with their stocks compared to other U.S.-listed foreign or domestic stocks. Chinese stocks listed in the U.S.
can have a hard time being integrated into the market as well as other stocks. Thus, we come up with the following

hypothesis:

H1: Due to high information asymmetry and low investor recognition, we expect to see lower price synchronicity for

U.S.-listed Chinese stocks compared to other stocks listed in the U.S. market.

For a similar reason, we propose the following hypotheses:
H2: We should see lower price synchronicity for U.S.-listed foreign stocks compared to U.S.-listed domestic stocks.
H3: We should see lower price synchronicity for U.S.-listed Chinese stocks compared to U.S.-listed foreign

stocks.

To further examine how foreign listing can affect price synchronicity through the channel of information asymmetry,
we bring in an exogenous shock that reduced the information disclosure level of U.S.-listed Chinese stocks to an even
lower degree. In 2013, the Public Company Accounting Oversight Board (PCAOB) signed a Memorandum of
Understanding (MOU) on audit oversight with the China Securities Regulatory Commission and the Ministry of
Finance. This policy change makes PCAOB unable to inspect the working papers of auditors based in the People’s
Republic of China (PRC) and Hong Kong. Over the next following years, the Chinese government has prevented
Chinese-based auditing firms from complying with U.S. law on audit inspections. This change made U.S. investors
cast more doubts on the transparency and credibility of the information disclosed by the Chinese firms that listed their

stocks on the U.S. stock exchanges. Thus, we formulate the following hypothesis:

H4: After the policy change in 2013, the effects stated in H1 and H3 should be stronger due to an even higher level of
information asymmetry for U.S.-listed Chinese firms.

2 Materials and Methods

In this section, we describe the data we use in this paper. Our original sample consists of 13986 firms listed in the U.S.
market from Compustat-CRSP merged database. Our sample period is from 2000 to 2020, which consists of 125541
firm-year observations. We do not include observations after 2020 to avoid the effects of COVID-19 special conditions

on the market. We further exclude firms within finance and utility industries following the major literature, which



78

makes our final sample 10265 firms and 73705 firm-year observations. In unreported robustness tests, we find our

results remain even if we include finance and utility firms.

We identify firms as foreign/U.S. firms based on the "FIC" flag provided by Compustat, which indicates the country
of origin where the firm is incorporated. A firm is defined as foreign if this flag is not labeled as "USA". We can
identify 2207 foreign firms while 1953 not in finance or utility industries, which makes 13137 firm-year observations.
For the list of U.S.-listed Chinese stocks, we start with a list provided by USCC (U.S.-China Economic and Security
Review Commission) on its official website. Then, we further manually check firms registered in the Cayman Islands
or the Virgin Islands one by one to see if they are Chinese firms because many Chinese firms choose to be incorporated
there for tax considerations. We consider a firm to be "Chinese" if its major operations are in China, or its headquarter
is located in China. In the end, we can identify 303 Chinese firms, while 272 of those are not in finance or utility
industries, which leads to 1474 firm-year observations. In unreported robustness tests, we also include firms

incorporated from Hong Kong area as Chinese firms, and find our results remain.

The main dependent variable used in this paper is firms’ stock price synchronicity. We calculate this variable following
Gul, Kim, and Qiu (2010). We first estimate the following market return model for each fiscal year:
Retit= a + f1* MktRet; + f1* MktRet—1++f3+ IndRet; + 4+ IndReti—1+ &y, 1)

where for firm i and day t, Ret is the daily return for firms traded in the U.S. stock market; MktRet is the daily value
weighted market return; IndRet is the daily value weighted return for the industry that firm i is in. We classify
industries based on Fama-French 12 and 48 industry classifications. In unreported robustness tests, we conduct tests
using 1-digit to 3-digit sic code and find our results remain. We measure industry return by value weighting all firms
returns in the industry while firm i is omitted. Equation (1) also includes lagged market and industry returns to avoid
potential concerns from non-synchronous trading biases (French, Schwert, and Stambaugh (1987)). This estimation
allows us to isolate total return variations tied to market and industry factors affecting all firms from firm specific
factors. We then construct our synchronicity measure Syn; by taking a log transformation of the R? obtained from

Equation (1) for each firm in each year:
R?
Syn; = log(—=)

=R

Our main empirical methodology is to run statistical regressions to see how the stock price synchronicity of U.S.-
listed Chinese stocks differs from that of other stocks in the U.S. stock market.

We conduct the following regression as our baseline model:

Synit= o + S1China; + B2Sizei + f30utstanding Cashi:+ SsROA;: +85ROAI -1+ p6Leveragei,t +

S7CashFlowi,t + f8mtbi,t + pr + di + &it 3)
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where for firm i and year t, Syn is the stock price synchronicity; China is our main test variable, which is a dummy
variable that equals one if the firm is defined as a Chinese firm; Size is firm size, measured by the natural log of total
asset of the firm in each fiscal year; Outstanding Cash is the ratio of outstanding cash on hand over total asset; ROA
is the return on asset, measured by net income divided by total asset; Leverage is firm leverage, measured by the ratio
of total long-term and short-term debt over total asset; CashFlow is the ratio of cash flow value over total asset; mtb
is the market-to-book ratio, which is the ratio of firm’s market value over book value and measures firm’s growth
opportunity. We also include year and industry-fixed effects in our baseline model to avoid unobserved heterogeneity
(Gormley and Matsa (2014)).

We use our baseline model (3) above to test Hypothesis 1. We change the main test variable

in the model (3) from China to Foreign to test Hypothesis 2. Foreign is a dummy variable that equals one if the firm
is defined as a foreign firm listed in the United States. Regression tests for both H1 and H2 are conducted using the
whole sample of all firms listed in the U.S. market. To test H3, we still use China as the main test variable as in model
(3) but run it using the sub-sample that only includes non-U.S. firms.

To examine how the policy change in 2013 affects the stock price synchronicity of U.S. listed Chinese firms, we revise
our baseline model as follows:

Synit= a + f1China; + fsChina; * Aft2013;+ FirmControli:+ di + &iy, 4)

where we include additional test variable Aft2013, which equals one for years after 2013, when the policy change was
activated. We also test the cross effect of the China dummy with the Aft2013 dummy to examine how this policy
change affects the relative price synchronicity of U.S.-listed Chinese firms compared to other firms listed on the US
stock exchanges. We include the same set of control variables as our baseline model. We do not include the year-fixed

effect here to avoid the multi-collinearity problem.

3 Results and Analysis

3.1 Summary Statistics

We report summary statistics of our sample in Table 1. Panel A shows statistics for all firms listed in the U.S. stock
market; Panel B shows statistics for Chinese firms listed in the U.S. stock market; Panel C shows statistics for non-
Chinese firms listed in the U.S. stock market; Panel D shows statistics for all foreign firms listed in the U.S. stock
market; Panel E shows statistics for U.S. domestic firms. We find that stock price synchronicity calculated based on
Fama-French 12 industry has a mean (median) value of -1.83(-1.64) for all US listed firms. This value is higher than
the mean (median) value for price synchronicity of US-listed Chinese firms, which is at -2.49(-2.46). This finding is
consistent with our hypothesis that Chinese firms contain more firm-specific information rather than U.S. market or
industry information compared to other firms listed in the U.S. market. Moreover, we also find that stock price
synchronicity for foreign firms (in the U.S. perspective, with a mean of -1.88 and median of -1.62) is also higher than
for Chinese firms. Although synchronicity for foreign firms is in general lower than for domestic U.S. firms, the

difference is small according to the summary statistics. We also report other firm characteristics for a different set of
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firms in each panel. Overall, Chinese firms have similar firm characteristics as the other U.S. listed firms, except for
higher outstanding cash and lower leverage. We also observe foreign firms share similar firm characteristics as
domestic U.S. firms.

[Insert Table 1]

3.2 Baseline result

We analyze our baseline results in this section. Table 2 reports estimation results. Our main test variable in this baseline
model is the China dummy, measuring how the stock price synchronicity of U.S.-listed Chinese firms differs from
that of other U.S.-listed firms. We use Fama-French 12 industry classification (FF12 thereafter) to calculate
synchronicity and report regression results in columns 1 and 3. We classify industries based on Fama-French 48
industries (FF48 thereafter) in columns 2 and 4. We use robust standard errors in columns 1 and 2 while we cluster
errors at the industry level in columns 3 and 4. We report standard errors in parentheses. As shown in Table 2, our
baseline results are the same across all columns. We find that the coefficient for the China dummy is negative at -
0.828, with a significance level of 1% (-0.849 for Fama-French 48 industry). This indicates that the stock price
synchronicity of U.S.-listed Chinese firms is at a 0.828 level lower than that of the other U.S.-listed firms. This
difference is mainly driven by the specific information set and operating environment that Chinese firms possess. U.S.
investors tend to obtain less accurate information from Chinese firms compared to firms from other countries, leading
to a higher level of information asymmetry and a lower level of market integration. Overall, our baseline finding is

consistent with our Hypothesis 1.

[Insert Table 2]

In addition to this baseline result, we also examine how foreign listing affects firms’ stock price synchronicity in

general. Our test model is a revised baseline model as follows:

Synit= o + prForeigni + oFirmControlis + yi + di + &y , 5)

where Foreign is the foreign incorporation dummy, which equals one if the firm is identified as a foreign firm from
the U.S. perspective. Other control variables are the same as in our baseline model.

Table 3 reports the empirical results. Like our baseline model, we use FF12 industry in columns 1 and 3, and use FF48
industry in columns 2 and 4. Columns 1 and 2 report robust standard errors, while columns 3 and 4 report standard
errors clustered at the industry level. We find the coefficient for Foreign dummy negative at -0.519, with a 1% level
significance (-0.575 for FF48). This suggests that foreign incorporated firms have stock price synchronicity at 0.519
(0.575 for FF48) lower than domestic U.S. listed firms. This finding is consistent with our hypothesis 2.

[Insert Table 3]
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Another important finding to notice in Table 3 is that we observe the absolute value of the negative coefficient for the
foreign dummy is smaller than what we have for the China dummy from our baseline results. This finding suggests
that although both Chinese and foreign firms have lower price synchronicity than other U.S. listed firms, Chinese
firms are at an even lower level. This is consistent with our third hypothesis. We further test this hypothesis by re-
running our baseline regression in the non-U.S. sub-sample where U.S. domestic firms are omitted. Table 4 reports
estimation results. Like our baseline results, we report FF12 results in columns 1 and 3, and FF48 results in columns
2 and 4. Columns 1 and 2 report robust standard errors, and columns 3 and 4 report industry clustered standard errors.
We find that the China dummy has a negative coefficient at -0.507 (-0.473 for FF48), significant at the 1% level. This
result suggests that even within foreign firms, Chinese firms have lower stock price synchronicity, which is consistent
with our hypothesis 3. Overall, our results suggest that compared to other foreign firms, Chinese firms operate in a
very different environment, and are less informative to U.S. investors, which in turn leads to a lower stock price

synchronicity.

[Insert Table 4]

3.3 Policy Change 2013

In 2013, PCAOB signed a Memorandum of Understanding on audit oversights with the China Securities Regulatory
Commission and the Ministry of Finance, which makes PCAOB unable to inspect working papers of auditors based
in China. This policy leads to a higher barrier for U.S. investors to track business activities of Chinese firms, which
in turn leads to a higher level of information asymmetry between investors and the firm. We use this policy shock as
a natural experiment to test how information disclosure environment affects stock price synchronicity. Our empirical
model is as stated in Equation (4). We use Aft2013 as a dummy variable to capture the change of policy and report

our estimation results in Table 5.

[Insert Table 5]

Our main variables of interest here in this model are the China dummy and the cross effect of the China dummy and
Aft2013 dummy. Columns 1 and 3 in Table 5 report FF12 results, and columns 2 and 4 report FF48 results. We do not
include year-fixed effects in this model to avoid the multicollinearity problem. We find that the coefficient for the
China dummy remains negative and significant at -0.517 (-0.544 for FF48). The absolute value here is much smaller
than the absolute value of the coefficient from our baseline model. This indicates that the magnitude at which the stock
price synchronicity of U.S. listed Chinese firms is below that of other U.S. listed firms is smaller before the policy
change, compared to the whole period or after the change. This conjecture is confirmed by the negative coefficient on
ChinaxAft2013 at -0.362 (0.359 for FF48, significant at 1% level), which captures the negative change in price
synchronicity for Chinese firms after 2013. Overall, our results suggest that the policy change has worsened the
information disclosure environment and increased the level of information asymmetry, which leads to a lower level

of stock price synchronicity for U.S.-listed Chinese firms.
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We further conduct tests that compare stock price synchronicity between Chinese firms and other foreign U.S. listed
firms by taking the advantage of the natural experiment of the policy change. We re-run the regression model in
Equation (4) in the sub-sample of firms excluding U.S. domestic firms and report results in Table 6. Similarly, we
find the absolute value for the coefficient of the China dummy is smaller and less significant than what we have in
table 4, but a significantly negative coefficient for the interaction term, due to a lower level of price synchronicity
after 2013 compared to before. We lose significance in columns 3 and 4 when we cluster standard errors at the industry
level. This can be caused by reasons that a) Chinese firms are like the other U.S. listed foreign firms before 2013; b)
we lose significance because we did not control for the year fixed effect here. Even in the latter condition, the small
absolute value for the coefficient of the China dummy indicates that the gap in stock price synchronicity between
Chinese firms and other U.S.-listed foreign firms is smaller before the policy change compared to afterward. The
coefficient of the cross term of China dummy and Aft2013 dummy is negative and significant (-0.329 for FF12, -0.376
for FF48, both significant at 1% level). This suggests that after the policy change, the stock price synchronicity of
U.S.-listed Chinese firms further decreases relative to other U.S.-listed foreign firms. Overall, our results above in
Tables 5 and 6 support our Hypothesis 4. Effects in H1 and H3 are stronger after the policy change in 2013 due to a
higher level of information asymmetry for U.S. listed Chinese firms.

[Insert Table 6]

4 Discussion

It has been discussed in the literature that price synchronicity is an important measure of market efficiency and can be
affected by many different factors. Better corporate governance and auditor quality have both been documented to
effectively improve stock price informativeness. Foreign ownership has been proven to increase price synchronicity.
However, none of the existing papers have investigated the question of how foreign listing can affect price
synchronicity via the mechanism of information asymmetry. Our paper uses the U.S. market as the host market and
compares the price synchronicity of Chinese firms, other foreign firms, or other Non-Chinese firms listed in the
market. We find that firms with high information asymmetry tend to have a low level of price synchronicity.

5 Conclusion

Using a sample of 10265 firms listed in the U.S. stock market and 272 Chinese firms among them, we calculate their
price synchronicity and compare Chinese and non-Chinese firms. Our summary statistics and statistical regression
results have all shown that Chinese firms listed in the U.S. market have much lower price synchronicity compared to
non-Chinese firms, or even compared to other foreign firms listed on the U.S. stock exchanges. We also see lower
price synchronicity of foreign firms compared to that of domestic firms in the United States. We believe the above
findings are driven by the fact that U.S. listed Chinese firms have high information asymmetry and low investor
recognition in the U.S. market compared to other firms, leading to a low level of market integration and a low degree
of price synchronicity. Our additional tests using a policy change in 2013 that further decreased information disclosure

quality of U.S. listed Chinese firms indicate that our findings are more robust after the policy change. Our research
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fills the gap in the literature about how information asymmetry and market integration level can affect price

synchronicity.
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Table 1: Summary Statistics
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This table summarizes statistics for key variables.

Panel A: All Firms

Obs mean standard deviation 1% median 99%
Syn_famal2 73705 -1.8345 1.444054 -5.42524  -1.64032 0.900971
Syn_fama48 73705 -1.7676 1.486742 -5.42225 -1.57429 1.066209
Firm Size 73705 6.229762 2.202014 1.70147 6.159081 11.60078
Outstanding Cash 73705 0.164148 0.185938 0.000291 0.099069 0.889685
ROA 73705 -0.07757 0.31335 -1.6924  0.022932 0.284162
Lagged ROA 73705 -0.06749 0.298215 -1.625 0.024901 0.292016
Leverage 73705 0.224746 0.224566 0 0.179594 0.990833
Cash Flow 73705 -0.03001 0.300165 -1.53263 0.063131 0.316554
mtb 73705 2.094517 1.678142 0.558916 1.541198 10.20252

Panel B: China Firms

Obs mean standard deviation 1% median 99%
Syn_famal2 1474  -2.49519 1.298972 -5.48938 -2.46048 0.218537
Syn_fama48 1474 -2.4817 1.310013 -5.50667 -2.40713 0.218434
Firm Size 1474  6.377633 2.103889 1.686028 6.03646 12.3538
Outstanding Cash 1474  0.212615 0.194751 0.001318 0.154303 0.774075
ROA 1474  -0.04244 0.27076 -1.56665 0.022829 0.310269
Lagged ROA 1474  -0.02773 0.261494 -1.56343 0.032143 0.310269
Leverage 1474  0.180148 0.191014 0 0.124399  0.72025
Cash Flow 1474  -0.01165 0.25652 -1.49239 0.051675 0.31849
mtb 1474  1.858546 1.839497 0.558916 1.180063 11.13969

Panel C: non-China Firms

Obs mean standard deviation 1% median 99%
Syn_famal2 72231 -1.82101 1.443727 -5.42307  -1.6223  0.906777
Syn_fama48 72231 -1.75303 1.486571 -5.41566  -1.55557 1.074052
Firm Size 72231 6.226744 2.203882 1.70147 6.161783 11.58038
Outstanding Cash 72231 0.163159 0.185623 0.000281 0.098074 0.891254
ROA 72231 -0.07828 0.31412 -1.6924  0.022935 0.283363
Lagged ROA 72231  -0.0683 0.298864 -1.62602 0.024746 0.290304
Leverage 72231 0.225656 0.225108 0 0.180651 0.990833
Cash Flow 72231 -0.03038 0.300979 -1.53263  0.06332 0.316554
mtb 72231 2.099333 1.674355 0.56545  1.546877 10.18021

Panel D: Foreign Firms

Obs mean standard deviation 1% median 99%

Syn_famal2 13137 -1.88226 1.402425 -5.37032  -1.7863  0.937746
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Syn_fama48 13137 -1.73452 1.480505 -5.33249  -1.64289 1.177562
Firm Size 13137 7.063438 2.420792 191604 7.097114 12.26821
Outstanding Cash 13137 0.161746 0.183754 0.000206 0.095341 0.890685
ROA 13137 -0.04996 0.271851 -1.53522  0.023747 0.288171

Lagged ROA 13137 -0.03955 0.25537 -1.32163 0.026106  0.2927
Leverage 13137 0.228282 0.210187 0 0.197832 0.871721
Cash Flow 13137 -0.00308 0.262522 -1.41915 0.065967 0.320295
mtb 13137 1.906329 1.585585 0.558916 1.402942 9.912017

Panel E: U.S. Firms
Obs mean standard deviation 1% median 99%

Syn_famal2 60568 -1.82414 1.45273 -5.43721 -1.60744 0.891148
Syn_fama48 60568 -1.77477 1.488007 -5.44259  -1.55856 1.000932
Firm Size 60568 6.04894 2.10859 1.686028 6.011081 11.10196
Outstanding Cash 60568 0.164669 0.186405 0.000322 0.099819 0.889571
ROA 60568 -0.08355 0.321335 -1.6924  0.022793 0.283451
Lagged ROA 60568 -0.07355 0.306385 -1.6924  0.024513 0.292016
Leverage 60568 0.223979 0.227559 0 0.17496  0.990833
Cash Flow 60568 -0.03585 0.307413 -1.53263 0.062546  0.31501
mtb 60568 2.135334 1.694809 0.581029 1.572095 10.30033
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Table 2: Baseline Results: Chinese Firm Synchronicity

This table reports effect of Chinese firm on the stock price synchronicity in the sample of U.S. firms. The model is
as follows:

Syn = a + p1China + gFirmControl + y; + i + &iy,

where for firm i and year t, Syn is the stock price synchronicity; China is a dummy variable that equals one if the
firm is defined as a Chinese firm; FirmControl is a set of controls for firm-specific characteristics, including {Size,
OutstandingCash, ROA, ROA1, CashFlow, mth}. Year and industry fixed effects are included. Columns 1 and 3 use
Fama-French 12 industry classification, columns 2 and 4 use Fama-French 48 industry classification. Columns 1 and
2 report robust standard errors, columns 3 and 4 report standard errors clustered at industry level. *, **, *** refers to
significance level at 10%, 5% and 1%, respectively.

Dep. Variable: Synchronicity
(1) (2) (3) (4)
Industry Base FF12 FF48 FF12 FF48
China -0.8277***  -0.8486*** | -0.8277*** -0.8486***

(0.0234) (0.0241) (0.0882) (0.0834)

Firm Size 0.4585%**  0.4780*** | 0.4585***  0.4780***
(0.0021) (0.0021) (0.0169) (0.0173)

Outstanding Cash 0.2217***  0.2382*** | 0.2217***  (0.2382***
(0.0241) (0.0246) (0.0306) (0.0462)

ROA -0.0486  -0.1208** -0.0486 -0.1208
(0.0549) (0.0590) (0.2090) (0.2111)

Lagged ROA 0.2779%**  0.2859%** | 0.2779***  (0.2859%**
(0.0174) (0.0176) (0.0346) (0.0399)

Leverage -0.5511%**  -0.5649*** | -0.5511%*** -0.5649%**
(0.0178) (0.0183) (0.0942) (0.0950)

Cash Flow 0.0293 0.1181* 0.0293 0.1181
(0.0579) (0.0622) (0.2478) (0.2513)

mtb 0.1432***  0.1506*** | 0.1432***  0.1506***
(0.0023) (0.0024) (0.0134) (0.0133)

Constant -5.0841***  -5,1454*** | .5,0841*** -5 1454%**
(0.0200) (0.0207) (0.1550) (0.1274)

Year & Industry FE Yes Yes Yes Yes
Standard Error Robust Robust FF12 FF48
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Observations 73,705 72,756 73,705 72,756
R-squared 0.5846 0.6099 0.5846 0.6099




Table 3: Foreign Firm Synchronicity

This table reports effect of foreign firm on the stock price synchronicity in the sample of U.S. firms. The model is as

follows:

Syn = a + piForeign + gFirmControl + y:+ i + &iy,

where for firm i and year t, Syn is the stock price synchronicity; Foreign is a dummy variable that equals one if the
firm is defined as a foreign firm; FirmControl is a set of controls for firm-specific characteristics, including {Size,
OutstandingCash, ROA, ROA4, CashFlow, mth}. Year and industry fixed effects are included. Columns 1 and 3 use
Fama-French 12 industry classification, and columns 2 and 4 use Fama-French 48 industry classification. Columns 1
and 2 report robust standard errors, and columns 3 and 4 report standard errors clustered at industry level. *, **, **x
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refers to significance level at 10%, 5% and 1%, respectively.

Dep. Variable:

Synchronicity

(1)

()

(3)

(4)

Industry Base FF12 FF48 FF12 FF48
Foreign -0.5187***  -0.5750*** | -0.5187*** -0.5750***
(0.0092) (0.0096) (0.0677) (0.0420)
Firm Size 0.4772***  0.4973*** | 0.4772***  (0.4973***
(0.0021) (0.0021) (0.0153) (0.0157)
Outstanding Cash 0.2536***  0.2857*** | 0.2536***  (0.2857***
(0.0240) (0.0244) (0.0359) (0.0470)
ROA -0.0988* -0.1908*** -0.0988 -0.1908
(0.0545) (0.0586) (0.1983) (0.1879)
Lagged ROA 0.2633***  (0.2808*** | 0.2633***  (0.2808***
(0.0173) (0.0175) (0.0318) (0.0376)
Leverage -0.5923***  .0.5906*** | -0.5923*** -0.5906***
(0.0177) (0.0181) (0.0923) (0.0840)
Cash Flow 0.0602 0.1786*** 0.0602 0.1786
(0.0575) (0.0616) (0.2377) (0.2308)
mtb 0.1398***  (0.1458*** | (0.1398***  (0.1458***
(0.0023) (0.0023) (0.0131) (0.0127)
Constant -5.1082***  -51621*** | -5,1082*** -51621***
(0.0199) (0.0206) (0.1610) (0.1247)
Year & Industry FE Yes Yes Yes Yes
Standard Error Robust Robust FF12 FF48
Observations 73,705 72,756 73,705 72,756
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R-squared 0.5959 0.6228 0.5959 0.6228
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Table 4: Chinese Firm Synchronicity among U.S.-listed Foreign Firms

This table reports results for effect of Chinese firm on the stock price synchronicity in the sub-sample of U.S. listed
foreign firms. The model is as follows:

Syn = a +$;1China + goFirmControl + .+ di + &y,

where for firm i and year t, Syn is the stock price synchronicity; China is a dummy variable that equals one if the
firm is defined as a Chinese firm; FirmControl is a set of controls for firm specific characteristics, including {Size,
OutstandingCash, ROA, ROA 4, CashFlow, mtbh}. Year and industry fixed effects are included. Columns 1 and 3 use
Fama-French 12 industry classification, columns 2 and 4 use Fama-French 48 industry classification. Columns 1 and
2 report robust standard errors, columns 3 and 4 report standard errors clustered at industry level. *, **, *** refers to

significance level at 10%, 5% and 1%, respectively.

Dep. Variable: Synchronicity
(1) (2) (3) (4)
Industry Base FF12 FF48 FF12 FF48
China -0.5065***  -0.4727*** | -0.5065***  -0.4727***
(0.0249) (0.0261) (0.0811) (0.0681)
Firm Size 0.3838***  (0.3953*** | (0.3838***  (.3953***
(0.0041) (0.0043) (0.0130) (0.0154)
Outstanding Cash 0.2066***  0.2626*** | 0.2066***  0.2626***
(0.0558) (0.0566) (0.0560) (0.0583)
ROA 0.0464 -0.0013 0.0464 -0.0013
(0.1405) (0.1494) (0.1561) (0.2519)
Lagged ROA 0.2524***  (0.2629*** | 0.2524***  (0.2629***
(0.0453) (0.0467) (0.0742) (0.0821)
Leverage -0.2061*%**  -0.2725*%** | -0.2061** -0.2725**
(0.0435) (0.0473) (0.0830) (0.1064)
Cash Flow -0.0149 0.0794 -0.0149 0.0794
(0.1486) (0.1571) (0.1664) (0.2609)
mtb 0.1409***  0.1404*** | 0.1409***  0.1404***
(0.0056) (0.0058) (0.0179) (0.0160)
Constant -4,9885*** .4 8735*%** | _49885%** 4 8735%**
(0.0510) (0.0517) (0.2141) (0.1511)
Year & Industry FE Yes Yes Yes Yes
Standard Error Robust Robust FF12 FF48
Observations 13,137 12,979 13,137 12,979
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R-squared 0.6119 0.6575 0.6119 0.6575
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Table 5: Chinese Firm Synchronicity, with Policy Change

This table reports effect of Chinese firm on the stock price synchronicity in the sample of U.S. firms, including the
effect of policy change. The model is as follows:

Syn = a + p1China + $>China x Aft2013+ f3Aft2013+ foFirmControl + di + &iy,

where for firm i and year t, Syn is the stock price synchronicity; China is a dummy variable that equals one if the
firm is defined as a Chinese firm; Aft2013 is a dummy variable that equals one if the time is after the policy change;
FirmControl is a set of controls for firm specific characteristics, including {Size, OutstandingCash, ROA, ROA: 1,
CashFlow, mtb}. Industry fixed effects is included. Columns 1 and 3 use Fama-French 12 industry classification,
columns 2 and 4 use Fama-French 48 industry classification. Columns 1 and 2 report robust standard errors,
columns 3 and 4 report standard errors clustered at industry level. *, ** *** refers to significance level at 10%, 5%

and 1%, respectively.

Dep. Variable: Synchronicity
(1) (2) (3) (4)
Industry Base FF12 FF48 FF12 FF48
China -0.5166***  -0.5440*** | -0.5166*** -0.5440***
(0.0418) (0.0425) (0.1165) (0.1129)
China * After 2013 -0.3618***  -0.3594*** | -0.3618*** -0.3594***
(0.0515) (0.0527) (0.0877) (0.0803)
After 2013 -0.2096***  -0.1871*** | -0.2096***  -0.1871***
(0.0078) (0.0078) (0.0430) (0.0341)
Firm Size 0.4763***  0.4955*** | 0.4763***  (0.4955***
(0.0022) (0.0022) (0.0166) (0.0178)
Outstanding Cash 0.4465***  0.4635*** | 0.4465***  0.4635***
(0.0254) (0.0258) (0.0692) (0.0620)
ROA 0.0314 -0.0502 0.0314 -0.0502
(0.0551) (0.0590) (0.1995) (0.2017)
Lagged ROA 0.3048%***  (0.3117*** | 0.3048***  (0.3117***
(0.0175) (0.0177) (0.0405) (0.0384)
Leverage -0.5244***  .0.5312%** | -0.5244*** -(05312%**
(0.0193) (0.0196) (0.0959) (0.0898)
Cash Flow -0.0951 -0.0006 -0.0951 -0.0006
(0.0587) (0.0627) (0.2237) (0.2291)
mtb 0.1255%**  (0,1327*** | 0.1255***  (.1327***
(0.0024) (0.0024) (0.0118) (0.0115)




93

Constant -4.9093***  -4,9816*** | -4,9093*** -4,9816***
(0.0161) (0.0165) (0.0959) (0.1113)
Year FE No No No No
Industry FE Yes Yes Yes Yes
Standard Error Robust Robust FF12 FF48
Observations 73,705 72,756 73,705 72,756
R-squared 0.5121 0.5454 0.5121 0.5454
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Table 6: Chinese Firm Synchronicity among U.S.-listed Foreign Firms, with Policy Change

This table reports effect of Chinese firm on the stock price synchronicity in the sub-sample of U.S. listed foreign
firms, including the effect of policy change. The model is as follows:

Syn = a + p1China + #>China x Aft2013+ $;Aft2013+ SsFirmControl + di + &iy,

where for firm i and year t, Syn is the stock price synchronicity; China is a dummy variable that equals one if the
firm is defined as a Chinese firm; Aft2013 is a dummy variable that equals one if the time is after the policy change;
FirmControl is a set of controls for firm specific characteristics, including {Size, OutstandingCash, ROA, ROA; 1,
CashFlow, mtb}. Industry fixed effects is included. Columns 1 and 3 use Fama-French 12 industry classification,
columns 2 and 4 use Fama-French 48 industry classification. Columns 1 and 2 report robust standard errors,
columns 3 and 4 report standard errors clustered at industry level. *, **, *** refers to significance level at 10%, 5%
and 1%, respectively.

Dep. Variable: Synchronicity
(1) (2) (3) (4)
Industry Base FF12 FF48 FF12 FF48
China -0.1960***  -0.1446*** -0.1960 -0.1446

(0.0433) (0.0439) (0.1226) (0.0887)

China * After 2013 -0.3288***  -0.3763*** | -0.3288**  -0.3763***
(0.0540) (0.0544) (0.1044) (0.0825)

After 2013 -0.2242%**  -0.1517*** | -0.2242**  -0.1517***
(0.0190) (0.0187) (0.0861) (0.0538)

Firm Size 0.3964***  0.4064*** | 0.3964***  0.4064***
(0.0044) (0.0046) (0.0120) (0.0140)

Outstanding Cash 0.3910%**  0.4159*** | 0.3910**  0.4159***
(0.0602) (0.0599) (0.1215) (0.0879)

ROA 0.2593* 0.1873 0.2593* 0.1873
(0.1430) (0.1382) (0.1323) (0.2254)

Lagged ROA 0.3184***  0.3107*** | 0.3184***  0.3107***
(0.0448) (0.0459) (0.0591) (0.0690)

Leverage -0.1896***  -0.2276*** | -0.1896**  -0.2276**
(0.0481) (0.0511) (0.0802) (0.1000)

Cash Flow -0.2963* -0.1785 -0.2963* -0.1785
(0.1526) (0.1458) (0.1478) (0.2416)

mtb 0.1248***  0.1247*** | 0.1248***  0.1247***
(0.0058) (0.0059) (0.0184) (0.0151)
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Constant SATTTIT*** -4.7227*** | -ATTTT7**R* -4.7227***
(0.0392) (0.0403) (0.0987) (0.1017)
Year FE No No No No
Industry FE Yes Yes Yes Yes
Standard Error Robust Robust FF12 FF48
Observations 13,137 12,979 13,137 12,979
R-squared 0.5091 0.5790 0.5091 0.5790
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(13-09) Celebrity Scandals and Stock Market Performance

Will celebrities” bad news events influence the stock returns of the endorsed firms? Using manually collected data
samples and event-study methodology, this paper is aiming at analyzing the effect of celebrities’ scandals on the stock
market performance of the respective firms. We find a decline in stock prices and negative average cumulative
abnormal returns (ACAR) of the firms within three to four days after the initial announcement date of the celebrity
scandals. However, the mean cumulative abnormal returns (ACAR) of the firms increase back to a positive level four
days after the event’s first publicity. This reversal effect we document indicates that it is the investor sentiment in the
market that reduces the firm value immediately after the event, not an actual change in the expected cash flows of the
firm. The fact that stock price climbs up again a few days after the event can lead to a trading strategy. Short-term

traders can consider buying the stocks of the firms right after their stock prices declined due to the announcement of
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1. Introduction

Celebrity endorsement has been widely used by firms to promote their products for decades. Up to 25% of American
companies use celebrities as part of their advertising strategy (Shimp 2000). Previous literature had discussed the
advantages and disadvantages of celebrity endorsements. Some documented positive impact of celebrity endorsement
announcements on firms’ stock returns, such as Agrawal and Kamakura (1995), indicating that investors expect the
endorsement to be a worthwhile investment. On the other hand, some found an insignificant relationship between
endorsement announcements and firms’ market returns, such as Ding, Molchanov, and Stork (2011), but a positive
correlation still exists in the technology industry.

In the long run, publicized events about celebrities have impacts on the company as well. Mathur et al. (1997) showed
that Michael Jordan’s return to the NBA increased the market value of his client firms. Farrell et al. (2000) examined
Tiger Woods' tournament performance on endorsing firms' value. The authors did not find any significant results for
Fortune Brands and American Express, but there was a significant relationship when it comes to Nike. Christopher
R. and Stango (2010) found that the Tiger Woods scandal hurt the market value of his sponsors and had a positive
effect on sponsors’ competitors. However, good or bad news about celebrities was only tested by using one specific
example in the above papers and there were few empirical papers examining the general effect of celebrity good news
or scandals on companies’ stock market reactions.

Naturally, the following questions are raised: Will the celebrity spokesman’s bad performance lead to a significant
and negative change in the market return of the firm? Would the competitors of the endorsed firms have a reverse
reaction after the events? Will there be an abnormal return for investors to make use of to trade? In this paper, it is
hypothesized that there should be a strong impact of celebrity scandals on the stock returns of their endorsed
companies. Besides, the change in the stock prices should be partially driven by investor sentiment so that we should
see a reverse effect after the initial price drop. Finally, there should be arbitraging opportunities for investors from
these events. This empirical event study could also possibly provide some evidence for short-term trading strategies
in the following days after the event.

2. Materials and Methods

For the celebrity news events and the associated endorsed companies, we use various search methods on the internet
such as Google and Yahoo search engines and the companies’ official websites. Our sample focus on well-known
stars, companies, and endorsement relationships. The endorsement contracts could be verified through the Factiva
database, which includes 46 major news and business publications in the US. Stock return data for the endorsed firms
is downloaded from the CRSP database. We hand-collected 69 unique cases where a firm has scandal news reported
on a specific day associated with the firm’s celebrity endorser. Firms in our sample include famous firms such as
Nike, Dell, Coca-Cola, Pepsi, and others. Their celebrity spokesmen who had scandals reported include Lance
Armstrong, Ben Curtis, Bill Cosby, Tiger Woods, Donald Trump, and others. We use one-on-one pairs of firm and
event days when the firm’s spokesman has scandals announced and we conduct event study analysis.

Following Brown and Warner (1985), MacKinlay (1997), and Eisdorfer and Kohl (2015), A common event study
technique could be used to calculate abnormal returns on the trading days after the event.

The basic CAPM model is a one-factor model for stock returns:
Rit = a; + fiRm; + €y

where R; . is the rate of return of the stock of the ith firm on day t, R, . is the rate of return of the equally-weighted or
value-weighted market index on day t, €;, is an error term that is assumed to follow a GARCH(1,1) process, and f5;
measures the sensitivity of R; ; to the market index (Cowan 2008).

The gap between a firm’s stock raw return and expected return in the post-event window is considered to be its
abnormal return:

Air = Rir — (@ + BiRmy)
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where the parameters &; and f; are maximum likelihood estimates of a; and f; and we could use past 250-day data
before the news event. Scholes-Williams beta estimator adjustments could be used to mitigate estimation biases
arising from illiquid trading (Clark 2009).

Different models can be used to estimate the expected return as in Eisdorfer and Kohl (2015) and Barber and
Lyon(1997). Besides the market model above, we also use the other three methods: the mean-adjusted model, the
Fama-French three-factor model, and Fama-French plus momentum model.

Average abnormal returns for 1-day returns are calculated across N securities.

1 N
AARt = NZ ARi,t

i=1

Cumulative abnormal return and average cumulative abnormal return can also be calculated and used in the test for
multiple-day returns through time from ¢, to ¢,.

t2

CARi,tl:tZ = z ARi,t

t=t1

N
1
ACARu 2 =5 ) CARprcs

i=1

The effect of celebrities’ special news coverage on firms’ stock returns could be due to the changes in the expected
sales revenue according to rational theory or due to investor sentiment. To test out the existence of investor sentiment,
post-event trading behavior should be observed. Subsequent return reversal after the event could show that the market
has overreacted to the events and the initial negative return is caused by investor sentiment, not the actual decline of
expected cash flows of the firm.

Finally, post-event stock returns could provide us with some trading opportunities. The following days after the event
should be examined to see whether there exist abnormal profits.

3. Results and Analysis

Figure 1 plots the price change of one dollar 10 days before and after the celebrity scandal is announced. The first
graph in Panel A pictures the price change of one dollar 10 days before and after the celebrity scandal is announced
using the mean abnormal returns calculated by using the market model. The second graph in Panel B shows the price
change of one dollar 10 days before and after the event using the mean abnormal returns calculated by using the
market-adjusted model. The third graph in Panel C pictures the price change of one dollar 10 days before and after
the event is announced using the mean abnormal returns calculated by using the Fama-French-Three-Factor model.
The fourth graph in Panel D shows the price change of one dollar 10 days before and after the event using the mean
abnormal returns calculated by using the Fama-French-Momentum model. In all graphs, we can see that the price of
one dollar decreases and then increases as a general trend over the period 10 days before and after the event.

Figure 2 plots the Average Cumulative Abnormal Return (ACAR) 10 days before and after the celebrity scandal is
announced. The first graph in Panel A pictures the Average Cumulative Abnormal Return 10 days before and after
the celebrity scandal is announced using the mean abnormal returns calculated by using the market model. The second
graph in Panel B shows the Average Cumulative Abnormal Return 10 days before and after the event using the mean
abnormal returns calculated by using the market adjusted model. The third graph in Panel C pictures the Average
Cumulative Abnormal Return 10 days before and after the event is announced using the mean abnormal returns
calculated by using the Fama-French-Three-Factor model. The fourth graph in Panel D shows the Average
Cumulative Abnormal Return 10 days before and after the event using the mean abnormal returns calculated by using
the Fama-French-Momentum model. In all graphs, we can see that the Average Cumulative Abnormal Return
decreases and then increases as a general trend over the period of 10 days before and after the event. ACAR drops to
a negative number right after the event is announced but jumps back up to a positive number a few days after the
event.
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Table 1 reports the event study results of the average cumulative abnormal return (ACAR) of the firms with celebrity
scandals. Panel A shows results using market model results. Panel B shows results using the market-adjusted model.
Panel C shows results using the Fama-French-Three Factor model. Panel D shows results using the Fama-French-
Momentum model. We observe a decrease in stock prices and negative mean cumulative abnormal returns of the
firms within three to four days immediately after the initial announcement date of the celebrity scandals. However,
the mean cumulative abnormal returns of the firms increase to a positive level four days after the initial publicity of
the events. This reversal effect shows that it is the investor sentiment in the market that reduces buying orders of the
firms immediately after the event occurrence, but this reduction disappears four days after the event. The reduction
in prices, in the beginning, is not caused by the actual change in the expected cash flows of the firm so that the stock
price can climb up to a high level again. Short-term traders can consider the strategy of buying the stocks of the firms
that just experienced a celebrity scandal event when the stock price declined to a low point and wait for the price to
come back to an even higher level to sell.

4. Discussion

It has been controversial in the literature whether bad news about the endorsers of the firms leads to a bad stock market
performance. It has been found before that a single scandal event of a very popular celebrity can lead to a negative
and long-lasting effect on the endorsed firm. For example, the Tiger Woods scandal hurt the firm value of Nike badly.
Our study, however, collects more cases in general rather than examines just one or two cases. Our findings
surprisingly show that such negative impacts are caused by investor sentiment rather than a change in the expected
cash flows of the firm. Our paper adds value to the literature that there is a reversal effect after the initial drop in
prices for the firms that experience a negative shock on the reputation of their spokesmen.

5. Conclusions

This paper looks at the effect of celebrity scandals on changes in firm values. We use event study methodology to
analyze 69 hand-collected celebrity scandal cases. We calculate the average cumulative abnormal returns (ACAR) of
the firms ten days before and after the initial announcement of the celebrity scandal and find their average cumulative
abnormal returns negative first few days right after the event but change to a positive level four days after the event.
We believe that the initial negative calculated average cumulative abnormal returns (ACAR) are caused by investor
sentiment and the reversal effect afterward provides a short-term trading strategy for investors.
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Figure 1: Price Change of One Dollar 10 days before and after the Scandal

Figure 1 plots the price change of one dollar 10 days before and after the celebrity scandal is announced. The first
graph in Panel A pictures the price change of one dollar 10 days before and after the celebrity scandal is announced
using the mean abnormal returns calculated by using the market model. The second graph in Panel B shows the price
change of one dollar 10 days before and after the event using the mean abnormal returns calculated by using the
market-adjusted model. The third graph in Panel C pictures the price change of one dollar 10 days before and after
the event is announced using the mean abnormal returns calculated by using the Fama-French-Three-Factor model.
The fourth graph in Panel D shows the price change of one dollar 10 days before and after the event using the mean
abnormal returns calculated by using the Fama-French-Momentum model. In all graphs, we can see that the price of
one dollar decreases and then increases as a general trend over the period 10 days before and after the event.

Panel A: Market Model

1.008
1.006
1.004
1.002

1
0.998
0.996
0.994
0.992
0.99
0.988

109 8 7 6 5 -4 -3 -2-10 1 2 3 45 6 7 8 9 10
Panel B: Market Adjusted Model

1.01
1.005

1
0.995
0.99 | |
0.985

109 8 7 6 5 -4 -3 -2-10 1 2 3 45 6 7 8 9 10



1.006
1.004
1.002

0.998
0.996
0.994
0.992

0.99
0.988
0.986

1.008
1.006
1.004
1.002

0.998
0.996
0.994
0.992

0.99
0.988
0.986

-10

-10

9 -8

9 -8

101

Panel C: Fama-French-Three-Factor Model
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Figure 2: Average Cumulative Abnormal Return (ACAR)
10 days before and after the Scandal

Figure 2 plots the Average Cumulative Abnormal Return (ACAR) 10 days before and after the celebrity scandal is
announced. The first graph in Panel A pictures the Average Cumulative Abnormal Return 10 days before and after
the celebrity scandal is announced using the mean abnormal returns calculated by using the market model. The second
graph in Panel B shows the Average Cumulative Abnormal Return 10 days before and after the event using the mean
abnormal returns calculated by using the market adjusted model. The third graph in Panel C pictures the Average
Cumulative Abnormal Return 10 days before and after the event is announced using the mean abnormal returns
calculated by using the Fama-French-Three-Factor model. The fourth graph in Panel D shows the Average
Cumulative Abnormal Return 10 days before and after the event using the mean abnormal returns calculated by using
the Fama-French-Momentum model. In all graphs, we can see that the Average Cumulative Abnormal Return
decreases and then increases as a general trend over the period of 10 days before and after the event. ACAR drops to
a negative number right after the event is announced but jumps back up to a positive number a few days after the
event.
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Table 1: Event Study on Firm Value

This table reports the event study results of the average cumulative abnormal return (ACAR) of the firms with celebrity
scandals. Panel A shows results using market model results. Panel B shows results using the market-adjusted model.
Panel C shows results using the Fama-French-Three Factor model. Panel D shows results using the Fama-French-
Momentum model.

Panel A: Market Model
Days to Event Observations ACAR

-10 69 0.31%
-9 69 0.34%
-8 69 0.50%
-7 69 0.30%
-6 69 0.49%
-5 69 0.16%
-4 69 0.16%
-3 69 0.32%
2 69 0.24%
-1 69 -0.08%
0 69 -0.02%
1 69 -0.23%
2 69 -0.12%
3 69 -0.11%
4 69 0.02%
5 69 0.21%
6 69 0.26%
7 69 0.55%
8 69 0.60%
9 69 0.67%
10 69 1.00%
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Panel B: Market Adjusted Model

Days to Event Observations ACAR

-10 69 0.21%
-9 69 0.35%
-8 69 0.44%
-7 69 0.25%
-6 69 0.33%
-5 69 -0.01%
-4 69 0.04%
-3 69 0.12%
-2 69 0.09%
-1 69 -0.18%
0 69 -0.10%
1 69 -0.29%
2 69 -0.19%
3 69 -0.26%
4 69 -0.16%
5 69 0.07%
6 69 0.10%
7 69 0.43%
8 69 0.63%
9 69 0.72%
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Panel C: Fama-French-Three Factor Model

Days to Event Observations ACAR

-10 69 0.29%
-9 69 0.34%
-8 69 0.55%
-7 69 0.17%
-6 69 0.31%
-5 69 0.02%
-4 69 -0.04%
-3 69 0.10%
-2 69 -0.03%
-1 69 -0.40%
0 69 -0.17%
1 69 -0.36%
2 69 -0.24%
3 69 -0.23%
4 69 -0.13%
5 69 0.12%
6 69 0.13%
7 69 0.34%
8 69 0.35%
9 69 0.42%
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Panel D: Fama-French-Momentum Model

Days to Event Observations ACAR

-10 69 0.33%
-9 69 0.46%
-8 69 0.66%
-7 69 0.33%
-6 69 0.46%
-5 69 0.16%
-4 69 0.12%
-3 69 0.22%
-2 69 0.08%
-1 69 -0.33%
0 69 -0.06%
1 69 -0.27%
2 69 -0.12%
3 69 -0.11%
4 69 0.00%
5 69 0.27%
6 69 0.31%
7 69 0.54%
8 69 0.57%
9 69 0.59%
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ABSTRACT

Organizations desire to grow and meet their challenges. One of these challenges is leadership development. As the
world becomes more complex in all ramifications, leaders face new and varied challenges, hence the need for
leadership development to meet these needs and challenges. Leadership coaching as a process of bringing about the
desired change in the individual can help develop leaders. This paper explored ways coaching can help as a
developmental tool, the experiences leaders gain from coaching, and its impact on their organizations.

Keywords: leadership coaching, Leadership, leadership development, productivity, and performance

Introduction

According to Bell (2006), Leadership is about service. He claims leaders serve by leading because Leadership is an
act of service. Leadership is not just a theoretical field to study but also a practical skill that an individual can possess
either inherently or acquired through practice or learning. From time immemorial, Leadership has been the ability of
an individual to lead or guide other individuals, teams, or organizations.

While Leadership is a top-down phenomenon to some, others believe that Leadership is not necessarily about the
position one holds. According to Northouse (2018), Leadership is a process whereby an individual influences a group
of individuals to achieve a common goal.

Leaders' decisions in organizations, businesses, and countries impact their followers in no small ways, exacerbated by

globalization and development.

Problem Statement
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Leaders face challenges in leading and managing their organizations. Although these challenges have always been
there, in modern times, they have become more critical and complex in our VUCA world (The acronym for Volatile,

Uncertain, Complex, and Ambiguous).

The rate of development is faster than ever. For leaders to keep their heads above the water in managing their
organizations, they need to have adequate understanding of the 6 Challenges identified by William et al. (2013) that
leaders face around the world no matter where they come from, what language they speak; the challenges are similar.
The challenges identified to be confronting leaders around the world are.
1. Developing managerial effectiveness
Inspiring others
Developing employees

2
3
4. Leading teams
5. Guiding change
6

Managing internal stakeholders and politics

In coming up with these six identifiable challenges, William et al. (2013) researched leaders in middle and executive
levels organizations from 763 participants from 7 different places in the world- (China/Bing Kong, Egypt, India,
Singapore, Spain, United Kingdom, and the United States). They concluded that the challenges leaders face is similar
across continents and nations of the world. They posited that Understanding the challenges will help develop initiatives
aimed at helping leaders. Today leaders face more complex challenges in running their organizations because they
must work across boundaries and nations and with different cultures, coupled with the fast rate of change and the
competitions they face. These challenges form the problem statement of this research.

Good Leadership begins by appreciating the challenges and understanding ways to meet them. Leaders must be
charismatic, focused, versatile, and eclectic to handle their challenges. In areas lacking, they can delegate to competent

subordinates to handle.

As more complexities emerge in leadership practice, leaders need to understand these challenges to deal with them
appropriately. Coaching is a veritable developmental tool to make leaders better at leading. According to Rogers
(2016), leadership coaching is the art of facilitating another person's learning, development, well-being, and
performance. Stowell, S.J. Newton, C.S. & Mead, E.D. (2019) simplify what coaching means by explaining that the
intent of coaching is about bringing a person from where they are to the point where they want to be.

Corporations and nations recognize that leaders are instrumental in innovation and managing change. If this is the
case, leaders must be influential, inspirational, motivational, and eclectic and can connect immediate tasks to a larger
vision. A leadership coach can help leaders realize their potential and meet these demanding attributes (Goleman,
2015). Goleman (2015) emphasized that being emotionally intelligent is paramount to being a good leader. Goleman
(2015) defined emotional intelligence as comprising.

1. self-awareness (i.e., understanding oneself),
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2. empathy (i.e., understanding others),
3. self-management (i.e., being able to reflect and apply principles to oneself), and
4. relationship management (i.e., being able to collaborate with others).

The benefits of coaching as a development tool can range from helping leaders prioritize their actions and decisions
to what matters, assisting organizational leaders in managing their skills and decisions, transformational process, and
clarifying goals and vision.

This research seeks to explore the long-term impact of coaching and enhance the understanding of coaching as an

effective tool that leaders can use to help them develop and meet the daunting challenges they constantly face.

Research questions
Question 1. What are the benefits of coaching to leaders' development and performance?

Question 2. What are the impacts of leadership coaching on organizational growth?

Purpose statement
This research examines leadership coaching and its impacts on the leader's performance and how this can ultimately

lead to leadership development and positively affect the organization.

I) Literature Review

Evolution of the Study of Leadership:

Leadership is as important and old as human history, from the nuclear family to people in communities, towns, states,
and nations. In recognition of the importance of Leadership, Maxwell (2007) declares that "everything rises and falls

on leadership.”

The study of Leadership has evolved, and so are its definitions. Stogdill (1974) pointed out that the definitions of
Leadership are varied, but it is essential to understand the basic meaning of Leadership. Following the fact that there
are varied definitions of Leadership, Northouse (2016) gave a historical description of the leading trend from 1900 to

the 21st Century. Table 1 below shows the evolution of Leadership and its various definitions over time.

Table 1. Leadership development trend from 1900 to the 21st Century (source; Northouse 2016)

Period

Leadership Definition trend

1900-1929 Leadership emphasized control and centralization of power with a common theme of domination. The
ability to impress one's will on followers induces loyalty, respect, management, and cooperation.
The 1930s Traits were the focus of defining Leadership. The perspective about Leadership was that of trait and

influence rather than control and domination.
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The 1940s Leadership is seen as an individual's behavior while directing group activities. In other words,
Leadership by persuasion.
The 1950s Three themes dominated leadership definitions in the 1950s.
* group theory, which framed Leadership as what leaders do in groups.
« relationship that develops shared goals
« ability to influence overall group effectiveness.
1960s In the 1960s, Leadership was "acts by persons which influence other persons in a shared direction."”
1970s leadership became viewed as "initiating and maintaining groups or organizations to
accomplish group or organizational goals
1980s In this era, predominantly, Leadership was getting followers to do the leader's bidding. Although

Leadership ensures followers do the leader's bidding, it was nonetheless a noncoercive influence.
* Traits. Spurred by the national bestseller In Search of Excellence (Peters & Waterman, 1982),
e Leadership is a transformational process whereby one or more persons engage with others so that

leaders and followers raise one another to higher levels of motivation, morality, and achievement.

Into the 21st
Century

The debate as to whether Leadership and management are separate processes.

- Leadership is seen as a process whereby an individual influences a group of individuals to achieve a
common goal.

- Emerging leadership approaches- authentic Leadership, Spiritual Leadership, servant Leadership,
Adaptive Leadership,

- After decades of dissonance, leadership scholars agree on one thing: They cannot develop a standard
definition for Leadership.

- Because of growing global influences and generational differences, Leadership will continue to have
different meanings for different people.

- The bottom line is that Leadership is a complex concept for which a determined definition may long
be in flux.

From the above, Northouse concluded that although it can mean different things to different people, Leadership has

to do with the "process whereby an individual influences a group of individuals to achieve a common goal." This

definition is consistent with Hanson's (2003), Maxwell's (2007), and Rosenbach et al. (2015) assertion that Leadership

is influencing and instilling a culture for the followers to follow. However, Crossan and Mazutis (2014) look at

Leadership as starting with self and after mastering self-leadership. Leaders can consider leading others and the

organization. Golemann (2015) corroborates the above position in his work on "What makes a Leader. In the literature,

Golemann posited that a person must first and foremost be self-aware and able to manage self before thinking of

leading others.

Leadership Coaching




114

Leadership Coaching is the art of facilitating another person's learning, development, and performance. According to
Rogers (2016), Leadership coaching helps to raise self and identify choices, thereby allowing the individual receiving
the coaching to discover their solutions and develop skills that will enable them to become better leaders. Coaching
differs from consulting and counseling because, according to Rogers (2016), coaching improves the person; coaching
is about actions and change for the better. This definition is consistent with (Ely et al. 2010; Grant, 2012; ICF, 2017,
Stowell et al. 2019). The coach is a relationship between five parties, with the objective of one party, in this case, the
coach helping the person receiving the coaching to change in specific ways to bring about positive and sustained

change.

Leadership coaching relationship has the long-term desired outcome that is transformational sustained behavioral
change, ultimately leading to improved performance, long-term career success, and, by extension, positively leading
to organizational growth and development (Wasylyshyn, 2003; Rogers, 2016).

It is noteworthy that most written literature on leadership coaches is practitioner-based. This research attempts to add

to academic research and literature on leadership coaching and fill a gap, hence the importance of this research.

Intentional Change Theory

Intentional Change Theory (ICT), according to Boyatzis (2008, 2019), can help people "engage in personal
transformation successfully and with excitement and enthusiasm.” The importance of this model explores the
consequences of the outcome leaders experience when they deliberately pursue self-development through learning,
among which is coaching. Boyatzis (2006) developed five discovery stages to explain how adults sustainably change

or grow their understanding.

Taylor et al. (2019) integrated the five stages of intentional growth with leadership coaching to understand the
intentional growth process. For example, Taylor et al. (2019) argue that coaches work with leaders who are intentional
about their growth and their organizations. For this research, ICT is a good instrument for understanding leadership
development. According to McDermont et al. (2011), Leadership can be developed, and based on this research will

examine to what extent leadership coaching can serve as a tool for leadership development.

Leader-Member Exchange Theory

Leading and influencing others is something to care about because leaders' influence on those they decide can be long-
lasting. Considering these effects and the need to understand the concept of Leadership, scholars have tried to
differentiate management from Leadership. Both Marion and Gonzales (2014) and Northouse (2016) Affirm that
Leadership is people-oriented, why management is about processes, ensuring the execution of plans, and ensuring the
process is controlled and efficiently directed to achieve desired goals. To further emphasize that Leadership is about
people-focus against management- process and activity-based, Marion and Gonzales (2014), propounded the leader-
member exchange theory - (LMX Theory), which defines Leadership as developing and creating a five-way

relationship. These relationships exist between the leader and the follower.
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The theory defines Leadership as the process of developing and creating a five-way relationship. These relationships
exist between the leader and the follower. The LMX theory emphasizes that organizations have three interactive
elements: leaders, followers, and connections. The interactions of the leaders and followers bring the functions of the
leaders to bear; thereby, developing a coherent functional process becomes necessary for the leader and organization
(Marion and Gonzales, 2014).

As varied as the attempt to define Leadership, so are the impacts of leadership decisions on followership,
organizations, and society. The effect of leadership decisions can be felt in private and public settings and in the
government. While some leaders would make decisions to move their organization forward, others would harm their
organizations. Based on this, it becomes paramount that we care about leadership development. Leadership
development is the process that helps expand individuals' capacity to perform in leadership roles within organizations.
Despite the different classifications and definitions given to Leadership, the consensus is that because of the enormous
impact of leadership decisions on their followers and their organizations; Leadership needs to explore ways to engage
in continuous development. Continuous development will ensure that leaders become better at Leadership and that

their decisions positively impact their followers and organizations.

111) Research Methods

Two hypotheses were developed by following the research questions.

Research Question 1. What are the benefits of leadership coaching to leaders' Leadership and performance?
Hypothesis 1. Leadership coaching and leadership performance are positively correlated.

Research Question 2. What are the impacts of leadership coaching on leaders and their organizations?

Hypothesis 2. Leadership Coaching has a positive impact on organizational growth

Coaching is the independent variable in this research, while leadership development, performance, and organizational
growth are the dependent variables. This research studies leadership coaching, performance, and intentional and
organizational growth. The research would explore the Leader-member exchange and the deliberate change theories

as theoretical frameworks for this study.

Methodology

This research employs qualitative Analysis to examine the value of coaching to Leadership and organizational
development. The qualitative method was selected because it ensures that the result is comprehensive and objective
and provides a more granular, detailed analysis of the effect of coaching as a tool for leadership development.

We interviewed five executives in leadership roles, each overseeing a minimum of six subordinates. These leaders
have received leadership coaching in the past in their roles. The interview was based on a pre-constructed
questionnaire to determine the effect of coaching on their work performance and organization. The result gathered
from the survey was coded and analyzed. The qualitative method is adopted to evaluate the relationship between

leadership coaching, leaders' performance, and leadership development.
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Sample size and Analysis

In this research, we interviewed five executives, each supervising a minimum of 6 subordinates. To be eligible to
participate, the respondents must be leaders with a minimum of 6 subordinates' direct reports because the topic is
about eliciting the benefits of coaching to leaders in the organization and, by extension, the impacts coaching has on
leadership development in organizations. We chose the participant from among professional colleagues that are in

leadership positions.

For objective results, this research chose respondents in leadership positions who understand the purpose of the study.
In addition to being in leadership positions, they also have been coached before. The survey gathered feedback on

their experiences before and after the coaching engagements.

Ethical Considerations

This research put into consideration ethical issues when crafting the interview questions. In this research, questions
for the study are limited to performance, productivity, and Organizational Development. Personal and harmful
information is not collected. The respondents have voluntarily agreed to participate in the research, and whenever they
feel hesitant about any question, that question is left out and replaced with another one. There is no form of

discrimination against anyone in writing this paper. The respondents are fully aware of the purpose of the research.

Interview Findings
As stated in the research method, feedback from the five executives' interviews was coded and analyzed. The interview
was to elicit experiences before and after being coached. The interview questions on their coaching experience were
whether; the coaching was effective, very effective, or not. The respondents saw coaching as effective in helping them
become better leaders in intuition, emotional intelligence, confidence, and increased personal productivity. According
to the five interviewees, the effectiveness of coaching is as follows.

1. Coaching helps them to build up confidence on the job

2. Coaching helps them to be more focused and productive

3. Coaching enables them to be emotionally intelligent

4. Coaching motivates and instills transformational behavior in them

5

The effect of coaching the respondents translates to the growth of the organization



117

Figure 2. Coaching outcomes for leaders
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Findings and Hypotheses
The research findings in the context of the research purpose and the hypotheses are as follows.

1. Leadership coaching and leadership performance are positively correlated.
The interview finding supports the first question that examines the benefits of coaching and the positive correlation
between them. The five executives interviewed believed leadership coaching contributes to leadership development

which ultimately leads to better performance on the part of the leaders.

The result of the interviews showed that leaders who spend time seeing a leadership coach consider the time spent
with the coach to be worth it because, at the end of their sessions with the coaches, they were able to take better control
of themselves behaviorally, and they perform better. This finding confirms that coaching leaders bring about better
leadership performance. De Haro (2011) refers to the positive impact on leaders as self-awareness and the practice of

new behaviors that ultimately and positively impact their organizations.

2. The impact of leadership coaching on the organization The interview revealed that organizations would
be the ones to benefit in the long run because when the leaders become better at leading, then the organization would
become better. The executives interviewed claimed that coaching is not limited to the people who received the
coaching but that their organizations were better off in the long run because of the ripple effect of better management,

better people leadership, and overall organizational growth.

Implications for Research
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This research posed five research questions and, from the questions, derived five hypotheses on the role of leadership
coaching on leadership development. These questions and ideas serve as a plan for future research, particularly
exploring how leadership coaching can positively contribute to leadership development, performance, productivity,
and efficiency. In the same vein, coaching contribution to organizational growth is something that researchers should

endeavor to explore.

Recommendations

1. There is a need to improve coaching as a leadership development tool.

2. Leadership development should be deliberate and systematized to ensure that leaders are well-prepared for
their leadership roles. The process should be consistent implementation and not an exercise or event whose
effect fades off just after it occurs.

3. Organizations should develop an organizational coaching approach for strategic planning.

4. Leaders should be encouraged to practice what they learned in their coaching sessions and not just see the

exercises as organizational requirements that they must mark as done.

Conclusion

Many methods used to develop leaders are essential, but coaching is qualitatively different because coaching aims to
improve the leaders' performance and productivity and performance positively.

This research examined coaching as a leadership tool, and from the results and Analysis of findings, coaching helps
develop leaders and organizations sustainably. The coaches' work is developing and assisting leaders to improve

efficiency and productivity.

This paper has examined how coaching helps leaders make better decisions and prepare them for future leadership
development and organizational growth challenges.

In conclusion, the research supported all the hypotheses based on the statistically significant Analysis.
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APPENDIX A

INTERVIEW QUESTIONS ON COACHING AS
A LEADERSHIP DEVELOPMENT TOOL

Respondent
Name:

Interviewed By:

Date:
(Low?clo;eB 45 Coaching and Performance
(High)

If | were to rate my performance after receiving leadership coaching

What is your opinion of how effective leadership coaching has helped you to improve (1
not good, 5 very good and effective)

Leadership coaching has helped me in improved decision making

What impact did leadership coaching have on people leadership in your organization?

Rate the impact leadership coaching has had on you

On a scale of 1 to 5, 1 being not good and 5 very effective, what impact has
leadership coaching had on your organization?
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ABSTRACT

Women have been leaders within the households, especially when deciding to disburse household incomes, household
education, healthcare, and day-to-day activities and living (Women deliver.org, 2018). However, in proper
organizations, women lead differently from their male counterparts, and with development, women become more
successful like men. Leadership can occur either in a formal or informal setting, informal settings within families,
friends, colleagues, and communities, and formally in an organization with managerial or non-managerial
responsibilities. However, leadership can emerge in an emergency or be active for a more extended period; thus,
leading is a state of awareness and constantly adapting to changes (Keohane, 2016). A leader's style of leading is

known for their personality, authority, guiding principle, acumen, and panache of leading (Barbara, 2008).

Studies have proven that women manage uniquely from men by helping transform individual self-interest to align
with organizational goals. They accomplish this by embracing different styles of their employees to achieve their
potential within the organizational context (Helgesen, 1990, Grant. 1988; Cafferella, Clark, and Ingram, 1997).

Introduction

All the various theories about gender diversity and representations led to different opinions and evaluations of the
male and female roles in leadership: fuzzy and deceptive thinking of gender roles (Fine, C. 2010). All these various
viewpoints and underlying beliefs are beneficial to men and detrimental to women in the corporate world.
Accordingly, an assumption that men possess leadership qualities over women is overrated, manipulating the sex
advantage to benefit the male class. Tomas Chamorro- Premuzic, in his book, stated that gender bias is the inability
to distinguish between confidence and competence. At the same time, a display of faith in the male gender
misconstrues competence and potential leadership attributes. Men are perceived as better leaders based on their

charismatic, charming, and very confident nature, which is deemed fit for leadership compared to women.

This study analyzes the unique female leadership qualities and styles and their effectiveness in the current global

climate. For example, the McKinsey Global Institute (2015) scenario study estimated an increase in global output if
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women were more involved in economic life. In addition, evidence from past research on the impact of female
leadership has produced a diverse outcome. For example, Research by Erhardt, Werbel, and Shrader (2003) and Carter
etal. (2007) on big organizations reveals more significant stock gains and increased profitability in organizations with
a gender balance at the top level. Similarly, (McKinsey, 2012b) research on US firms shows organizations with a
diverse gender on the boards outperform all-male boards. Also, Fortune 500 firms with more women on the board
performed better. Similarly, research shows that women's hedge fund organizations outperform men-only leadership
in Latin America and Spain (Catalyst, 2011; McKinsey, 2013; Campbell & Minguez-Vera, 2008; Rothstein Kass,
2012).

Purpose of the study
The purpose of the study is to understand,

. How do women lead

. What are the Leadership styles of Leading women
. How do women Lead differently from Men

. How can women lead more successfully

Methodology

A qualitative methodology theoretical framework is appropriate over the quantitative methodology, because
qualitative research gives an in-depth perspective. Also, offer diverse viewpoints and complements what has been
previously researched (Horton, 1992). On the other hand, the qualitative methods seek to identify and understand the
attributes, characteristics, and traits of objects of analysis, hence choosing the methodology for this research.
Qualitative phenomenology with consent was obtained from12 Leading women interviewed for the research. The
Women interviewed work in various organizations ranging from education, manufacturing, engineering, health, and
IT, and their Age bracket ranges between 30-65 years and roles from a manager and above. The interview using Zoom;

the interview session was recorded using zoom and a live transcript, which was further analyzed.

Key Findings

The women participants in the study were asked what leadership competencies they use at the workplace and the traits
that have helped them succeed and get to their leadership position. The women in the study's responses included
emotional intelligence, communication skills, tenacity, self-confidence, continuous self-development, and growth.
They also had grace under pressure and cultural intelligence because the work and leadership are global. Additionally,
being authentic, technology savvy, flexible, empathetic, and caring about personal mental health. The need for aspiring
women leaders to understand that leadership comes with various challenges and responsibilities and workplace
conflict due to gender bias or stereotypes. Hence, women need to justify their leadership role through competency and
results. Also, maintain a high commitment to work that is more remarkable than their male equals (Ely et al., 2011).,

Finally, a woman leader should communicate effectively and make tough decisions or judgments.
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Various women leaders’ express leadership differently, but the findings from the study show how all use their maternal
agentic style in the workplace. The twelve women interviewed shared how they encourage their subordinates to
succeed by engaging and forming a deep relationship with their subordinates that transcends beyond work. The women
in the study are also concerned about helping their followers balance work and family by motivating and nurturing
them to shine and providing growth opportunities. These findings align with Chin et al. | 2007 study on women and
leadership, which surveyed a hundred feminist women leaders and found that women sought leadership roles to
achieve social justice. Also, women leaders empower others and are ethical and transformational in their vision. They
accomplish this by following institutional norms outlined by the male gender and negotiating their feminist principle
and leadership style. However, when considering diversity, ethnicity, and the racial element in leadership, leading
becomes complicated. Although, social stereotypes and beliefs mar the effectiveness and competence of female
leaders. Works on gender and leadership show how diverse racial/ethnic minorities experience leadership.

Compelling evidence shows the inclination of women towards a democratic, collaborative, and transformational
leadership style. In contrast, men are more autocratic, direct, and competitive in their management style. (Bass &
Avolio, 1994; McGregor, 1985; Eagly & Johnson, 1990)). Although leadership is prejudiced toward women due to

gender differences, the women's style of leading is purposefully effective (Eagly & Johnson, 1990).

The women's responses to their leadership style varied on how they perceived how they led their teams. However,
there were similar themes regarding women using their natural agentic womankind skills to lead in a diverse
workplace. The women in the study described their leadership style as collaborative, inclusive, supportive,
participative, transformational, authentic, and empathetic. Also, four women participants mentioned communicating
effectively and ensuring clarity as part of their leadership style. Some of the women interviewed verbally described
their leadership styles. For example, P110 says I think | am more Feminine in my leadership style. When | say more
feminine, not by gender, but as a mother with two children who drives you mad, | expect the same immaturity
sometimes from the start, the fact that they will bring their personal issues and conflicts to work. So, when | consider
all those natural mothering skills and the workplace together, it is easy for me to care more for my chain. I always say

their personal life comes before work.

Moreover, caring about their personal life makes it easier for them to commit themselves to work. P101 stated that
her Leadership style is very cut and dry. I like to get personal with people. So, my leadership style is less directive
and more engaging; | am very clear about expectations and when things need to be done. Nevertheless, | am not super
directive about how they need to be done. | had never liked to be micromanaged.

P106, my leadership style is very inclusive. So, | would say | am hard on efficiency and being effective. So | do not
waste much time. However, | am also very supportive of helping others grow. So, | give many opportunities to staff
to take the leadership role and a chance to lead in meetings and on projects. P107 &109 stated that their leadership

style is personal, respectful, and caring. P107 says | care about my subordinates' professional development outside the
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company, so her leadership style is participative and transformational. However, their view of the male leadership
style compared to the female leadership style is that men are transactional, autocratic, and mostly have no care or
empathy for subordinate personal or individual lives. However, references were made to individual men who led

differently, mentors, and made an impact or contribution to the progression of their careers.

The leadership styles described by the participating women in the study are transformational, participative, and
collaborative similar to other studies (Alston, Dastoor, & Sosa-Fey, 2010; Lindebaum & Cartwright, 2010).

« Collaborative leadership - Emotional intelligence A female leader’s success is measured by
style - Communication skills recognizable tangible results or output in
- Participative  Leadership - Tenacity comparison to the male leader
style - Self-confidence VS
- Servant leadership style Continuous self- | Male leader’s efforts and the intent can get them

- Transformational
Leadership style

- Situational Leadership

- Personal and inclusive

- Supportive, caring and

helping others grow

Note: The respondents all Led

using their agentic woman

development and growth,
- Grace under pressure,
« Cultural intelligence
because  work  and
leadership is now global,
- Technology
sensitivity/understanding
Flexibility and empathy

Authenticity

a performance pass

Women give better results on their leadership
scale because they are more focused on
achieving set goals with a high expectation from

self and the team they lead.

VS

Men good results or success measure comes

nurturing style of leadership as - Work life balance to take | from their focus on strategic planning and

confirmed in the literature care of our mental health | overall vision of the organization

review (Alston, Dastoor, & - Situational awareness.
Sosa-Fey, 2010; Lindenbaum

& Cartwright, 2010).

Summary: Women are held to a higher level of

performance

Summary of Findings

The findings gathered from the conversations with women participants in the study, who occupies leadership roles in
various organizations, provide an insight into the objective of this study. The women interviewed had risen to
leadership roles through sheer determination, hard work, tenacity, and the resolve to succeed despite all the barriers
and challenges encountered on their way to leadership. While evaluating their credentials and accomplishments, a
critical common factor shared among the successful women interviewed, except for one, they all hold a post-graduate

degree. They have all developed themselves through programs like the toasters, project management, and six sigma
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and belong to various networks related to their professions. The stereotypes or biases encountered on their way to

leadership only help them be more resolute in developing, sharpening their skills, and improving.

Responses from the participants suggest a selection of ideas to develop and increase the number of women in
leadership roles. There has not been a tremendous shift in the number of women occupying senior management or C-
suite positions in organizations. Women still need a higher educational qualification to be considered for leadership
roles and are constantly under scrutiny because of gender bias. However, research has shown little difference in the
capability of both genders to lead; the difference is only in the leadership style employed. As seen in the study, the
experiences and responses of the women interviewed show that women are held to higher performance standards than
men. Hence, the constant need to prove their legitimacy as leaders and command the respect they can significantly
lead impacts their organizations. The demand to outperform with visible results will advance continuously. The
methods or tools implemented to develop leaders in organizations have not changed much. However, women were
encouraged to focus on their progression through continuous training, mentoring, and professional development to
remain relevant and ahead. Research has also shown the need for women to invest and develop their leadership
competencies by themselves and expose themselves to mentors that will guide, sponsor, and connect them (Bennett,
2009; Evans, 2011; Lopez-Zafra et al., 2012).

Limitation of the study

The sample size was limited to women in leadership roles who worked in the United States. So also is the number of
women interviewed, Lack of anonymity, and researcher's interest and bias as a woman; however, the research
objective was maintained. Finally, the inability to transfer the result is based on how the women experience the

phenomenon.

Recommendation for future study

Although there are studies to establish the effectiveness and success of women's leadership styles, it would be
interesting to know the percentage of menfolk employing the same leadership style as the women, how they are
perceived and how successful. Furthermore lastly, how do diverse women experience the leadership journey?
Research has shown that women from diverse cultural, racial, and ethnic backgrounds have variable experiences in
leadership development and opportunities (O'Neill et al., 2013; Sanchez-Hucles, 2010); Catalyst, 1998, 2004a, 2004b)

Conclusion

Women are team-orientated, inclusive, and collaborative. They bring different skills, qualities, and perspectives to
leadership and, as studies show, lead differently from men. Increasingly, rather than expecting women to think and
act like men, our gender difference should be recognized as a source of strength. The benefits of diversity and gender
parity in leadership and decision-making should not be underestimated. In addition, women are ethical and civic-

minded and champion diversity and equality issues.
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ABSTRACT

The auditor’s competencies and skills play a major role in the implementation of audit tasks with a high degree of
quality, and the importance of focusing on the competencies of the scientific auditor increases with the need to keep
pace with modern scientific and technical developments that require acquiring and learning the necessary skills that
keep pace with audit requirements in a rapidly developing environment and change. This paper aims to determine the
impact of the auditor’s competencies on the quality of the audit by studying and summarizing previous studies on this

topic during the last five years through ProQuest database.

Introduction

As a consequence of the importance of financial statement information transparency for decision-making purposes
and auditors' responsibility in ensuring the fairness of financial statements, assessing the influence of associated factors
on audit quality appears to be critical. Investigating elements impacting audit quality may also supply investors with
some tactics that will result in logical decision making. As a result, using the findings of this study may aid in decision-
making. Despite a large and thorough literature on the subject, there is disagreement among experts about their
findings, making it difficult to reach a consensus. On the other hand, a single accurate conclusion on the role of linked
variables in increasing audit quality may yield superior results. Academics, practitioners, and regulators continue to
be interested in issues of auditor independence and competency (Lia, et al., 2018). The greater the quality of audits
provided by qualified auditors. This demonstrates a positive association between auditor competency and audit quality
(Kertarajasa, et al, 2019). Investigating elements impacting audit quality supply investors with some strategies that
will result in logical decision making. Consequently, using the findings of this study may aid in decision-making
(Salehi et al, 2019).

Materials and Methods

This qualitative systematic review of the research examines the relationship between external auditor competence and
auditing quality. A systematic review aims to collect all empirical data that meets pre-specified inclusion criteria
sequent answer a specific research issue (Higgins et al., 2019). It uses specific, systematic approaches that are chosen

with the goal of eliminating bias, resulting in more trustworthy data from which inferences may be (Deeks, et al.,2006).

Planning the Review



128

After identifying ProQuest, a database for collecting scientific articles and articles as a comprehensive database and
consisting of several sub-databases, the scientific articles were collected after several stages of exclusion. The
exclusion of articles was according to several bases, the most important of which is that they are scientific articles
related to the research question, in addition to specifying five years as a period for research and several other bases,
for example, the availability of full articles and the type of articles where the focus has been on scholarly journals,
dissertations and university theses. These types of article sources were selected to ensure that the papers followed

scientific methodologies and that they are meaningful, and their results can be trusted.

Conducting the review

Method

The review of literature was conducted using ProQuest because it is most inclusive database of academic and scholarly
articles, including two source types scholarly in addition to dissertations and theses, the total number of articles after
eliminating abstract and title was 67 at first stage then apply some criteria inclusion and exclusion factors to include
associated articles to refine and eliminate unrelated articles to the research. Moreover, some studies were excluded
after reviewing the introduction and abstract. The relevant research reached 11 articles at the conclusion of the sorting

step, two of which were eliminated since they were unrelated to the subject of the study.

Data collection process

The following terms were used in the systematic literature search and entered database using Advanced Search
function through last 5 years: For example, the first combination of search terms comprised of “competences” AND
“Auditor “AND “Quality” and the result retuned to 19 articles. Second search terms “Auditor Competence” AND
“Auditing Quality” the result retuned to 32 articles. Third search terms “Competence” AND “Auditor” AND
“Auditing Quality” the result turned to 5 articles. Forth search terms “Auditor Competence” AND “Auditing” AND

“Quality” the result retuned to 14 articles (see appendix 2).

Data analysis

To record and evaluate relevant information from chosen articles, a data analysis file was produced in Microsoft®
Excel® for Mac (2017). The following categories were used to evaluate publications: study title, methods, sample,
year, locations, results, and limitations. By collecting, analyzing, and comparing these results, the main procedures

and results reached by these studies (see appendix 3).

Discussion

Despite the attempts of numerous research and studies to verify and identify the factors contributing to raising the
quality of the audit, we found through studies of the literature under study closely that there is a dispute and
controversy over determining the most significant and influential factors. For instance, whenever the sample size was
increased in big firms, the findings of one of the studies revealed that the adoption of current and cognitive technology

had a substantial beneficial influence on increasing audit quality (Dobrini¢, 2019). Similar findings may be produced
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by employing more complete and accurate current strategies and procedures to analyze the financial and accounting
performance of corporations and firms, such as expanding sample size and analyzing big data with current knowledge
and techniques. Big data analytic strategies, digital transformation, and artificial intelligence have considerably
accelerated and facilitated the assessment and evaluation of business outcomes, which auditors may also use to
evaluate financial and accounting performance procedures. Some authors claim that competence, independence, and
reputation enhance the quality of the joint audit (Abdelmoula et el.,2019). In addition, Kertarajasa et al. suggested that
the variables of competence, due professional care, and integrity have a significant positive effect on audit quality.
However, the factors of experience and independence have no effect on audit quality. Auditor ethical variables do not
influence competence, experience, independence, due professional care, or audit quality considerably (Kertarajasa et
al. 2019). Garcia-Blandon et al. (2020) concluded that when the client is audited by a partner with high industry-
specific audit experience, results reveal much greater audit quality. Furthermore, neither client-specific nor generic
audit expertise of audit partners is a significant predictor of the quality of audit services delivered by external auditors.
Furthermore, a considerable negative association exists between inadequacies in particular abilities, specifically
(decision-making, information technology, critical thinking, legal knowledge, problem-solving skills, ethical conduct,
ambiguity tolerance, presentation skills, written communication, and management accounting abilities) with audit
quality (Anis, 2017).

Limitations

The researchers in the study relied on ProQuest as a main database and data collection, and no other databases were
used, so researchers recommend expanding in the future using other databases. On the other hand, the last five-year
period was determined only, and the research focused on the efficiency of the auditor as a key factor to study its impact

on the quality of the audit, with an attempt to identify some other factors from the research on which the study relied.

Conclusion

The researchers in the study relied on ProQuest as a main database and data collection, and no other databases were
used, so researchers recommend expanding in the future using other databases. On the other hand, the last five-year
period was determined only, and the research focused on the competence of the auditor as a key factor to study its
impact on the quality of the audit, with an attempt to identify some other factors from the research on which the study

relied.

While other studies found positive relationships between audit quality, the size of the audit firm, and the period of
work of the auditor, and here it should be noted that the impact of the audit period was in developing countries. One
of the studies indicates that the auditor’s preoccupation and the increase in the number of clients causes auditors to
violate the rules and ethics related to efficiency and professional care in auditing processes and procedures, which
leads to a decrease in audit quality. Based on the outcomes of the research, the researchers suggest conducting future
studies to identify and classify the factors leading to improving audit quality as a foundation for research efforts that

assist practitioners and standard-setters in tracking to identifying factors that have the greatest impact on audit quality
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to control practices on the one hand, as well as adapt and develop standards according to the results of these studies
and according to what can be communicate. Meanwhile the researcher found through studying the literature and the
results of previous studies that these factors change negatively and positively with the difference in the environment,

the location, and the extent of economic, cognitive, accounting education skills and specialized progress.
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Table 1: Combination of Search Terms and Number of Articles

ProQuest Database
Combination of Search Terms Type of Articles
Scholarly Journal. Dissertation and theses
May 2017-2022 May 2017-2022
First search terms “Competence” AND “Auditor” 16 0
AND “Quality”
Second search terms “Auditor Competence” AND 32 0
“Auditing Quality”
Third search terms “Competence” AND “Auditor” 5 0
AND “Auditing Quality”
Forth search terms “Auditor Competence” AND 14 0
“Auditing” AND “Quality”
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Table 2: Studies characteristics and key findings
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al. Studies | studies/Iran incidence of going positively related to audit
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The internal
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Introduction

Women's economic empowerment is the foundation of the 2030 Sustainable Development Agenda. The United
Nations-General's High-Level Panel on Women's Economic Empowerment Report in 2016 shows there are fewer
female business owners globally, than male business owners. The report also shows that women-owned businesses,
compared to male-owned businesses, are smaller and have less access to funding, assets, and resources. Several other
studies have shown the importance of women entrepreneurs on local, national and global economic growth and
development (Cuberes & Teignier 2014; Fetsch, Jackson, and Wiens 2015; Lewis et al., 2014; Woetzel et al., 2015;
Global Entrepreneurship Research Association 2017, p. 29). An increase in the number of women entrepreneurs would
help reduce economic and financial crunch. For example, businesses owned by women helped stabilize the economy
following the 2008 recession, by creating 1.8 million jobs from 2008 to 2012. Meanwhile, firms owned by white males
lost 800,000 jobs over this period (Bush & Pease, 2020).

Despite the significant positive impact, it would have on economic development; women's entrepreneurial potential;
has not been achieved in most countries worldwide. The scarcity of female entrepreneurs creates a gender gap loss
across various economies and geographical locations. Cuberes and Teignier (2015, p. 21) show that economies in the
Middle East and North Africa has a 35 percent income loss in the short run and a 38 percent income loss in the long
run due to low economic opportunities and entrepreneurship by women. According to a model developed by Woetzel
et al., (2015), when women's participation in business equates to that of men, it will yield at least $28 trillion or 26
percent to the annual global GDP by 2025.

The goal of this study is to explore the main motivational drivers for women entrepreneurs and identify factors that
would help them succeed in the male-dominant business environment. We explore whether women choose
entrepreneurship to escape the glass ceiling of the corporate world and whether starting one’s own business provides
the satisfaction and professional growth opportunities these women were hoping to achieve. Finally, the study explores
the impact of women business owners’ activities on supporting and empowering other women. Specifically, we raised
four research questions to elicit an-in-depth understanding to the process of becoming an entrepreneur and succeeding
as a woman entrepreneur:

RQ1: Why do women choose entrepreneurship and start their own businesses?
RQ2: What types of challenges do women entrepreneurs face starting and running their business?

RQ3: How do women business owners cope with and overcome the challenges they face?
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RQ4: How do entrepreneur women support, mentor and empower one another to help advance their

professional goals and careers?

We used a qualitative research method to gather data and to answer the research questions we raised in this study.
Semi-structured interviews with 18 women business owners in the U.S. responded to questions on women
entrepreneurs’ motivations, the challenges they experience in the process, the various coping-strategies they utilize to
overcome the challenges, and the resources that are available in their environment to help them succeed. The women
entrepreneurs who participated in this study cut across various spheres of businesses such as media, consulting,
construction, and manufacturing. The study results provide additional insight to why women chose entrepreneur
careers, the challenges they experience in securing funds and the different ways women employ to source funds to

establish their businesses and their experiences and suggestions on empowering women entrepreneurs.

Literature Review
Women entrepreneurs are females who operate and run a business enterprise; they innovate and venture into business

activities like manufacturing, education, services, and other businesses.

The emergence of women entrepreneurs in society depended on the social, religious, economic, and psychological
issues occurring in the world. There is a phenomenal increase in women's participation in businesses after World War
Il in developed countries, with women owning 25 percent of all businesses. For example, one-third of small business
ownership is by women in Canada, one-fifth in France, and 19.9 percent in the U.S. according to the Census

Bureau's Annual Business Survey (ABS) of 2018, and there is a concentration of women's business ownership in the

healthcare, education, retail, and social assistance services. Women-owned organizations earn an average of $1.6
million in sales, in contrast to a $3.2 million in revenues by male-owned businesses. However, like the male
ownerships of firms, white women primarily own most women-owned businesses. The U.S. National Association of
Women Business Owners 2021 report recorded 12.3 million businesses owned by women, an astounding figure
compared to 1972, with only 402,000 women-owned businesses. The women-owned businesses generate 1.8 trillion

a year, which is 4.3 percent of total private sector yearly revenues.

Why do Women go into Business?

Women face challenges in the workplace. Balancing personal life and work can be challenging for many women. In
addition, the gender gap in pay, the stereotypes and biases against women in organizations can be demoralizing for
women at the workplace. Data shows women are less likely to advance to C-suite positions, meaning they usually lack
good role models or a support structure to help them advance in their careers. Given all the disadvantages women face
at the workplace, one possible strategy to shatter the glass ceiling is for women to start and grow their own businesses.
Additionally, the search for economic empowerment and financial independence makes women consider the path to
entrepreneurship. The 2021 U.S. Census Bureau Annual Business Survey shows a 114 percent increase in women
owned businesses over the past twenty years. As of 2020, 20.9 percent of businesses were women-owned in the U.S.
(Lebowitz, 2018).


https://www.census.gov/programs-surveys/abs.html
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The lack of managerial experience and the conventional way of socialization caused a delay in the entry of women
into entrepreneurial businesses. However, the impact of the corporate glass ceiling, motherhood, work-family conflict,
the need to care for a family member, redundancy, and economic downturn are some of the reasons that informed
women's venture into entrepreneurial careers. Nevertheless, a new pool of talented, educated women decided to leave
the corporate world to chart their fortune (Hessels et al., 2008; Johnson, 1990; Shane et al., 2003). These other sets of
women entrepreneurs' inspiration arose from the motivation to be financially independent, establish their creativity
and identity, build self-confidence, generate employment, be socially responsible, and have equal status in society
(Shane et al., 2003; Carsrud et al., 2017).

Success Factors for Women Entrepreneurs

Most women entrepreneurs have a strong desire to positively influence the community and contribute immensely to
their family and society. They confront challenges courageously, capitalize on available opportunities, and have a will
to succeed. Women entrepreneurs are visionary thinkers, passionate, tenacious, with expertise in their chosen field,
and hardworking with a desire to succeed while creating a balance between work and home life (Rodriguez & Santos,
2009; Ryan et al., 2011).

For a woman entrepreneur to be more successful in today's world, education and skills are required. Professional
education to be a better entrepreneur, innovations, ability to take a risk, utilize the various aids and programs provided
by the government to make women excel, and the ability to face competitors, especially the male gender. A woman
entrepreneur must possess some moral principles, take a risk and make independent investments, and have a bit of
arrogance or egotism to succeed (Sanchez & Hernandez-Sanchez, 2014; Carter & Cannon, 1992). Researchers also
suggested that other related issues, such as the need for achievement (Collins et al., 2000), locus of control (Shapero,
1975), tolerance for ambiguity (Begley & Boyd, 1987), desire for independence (Kolvereid et al.,1993), passion
(Baum et al., 2001), drive (Locke, 2000), and willingness to take risks (McClelland, 1961) are also related to a
venture’s success. Another rich source of input comes from debate related to locus of control — the belief that
the individual can influence outcomes in the outside world (Rotter, 1966). Being able to “make a mark on the world”
is an important motivator for entrepreneurial behavior. Closely linked to the concept of self-belief is Bandura’s
research in self-efficacy (2013), i.e., the motivational implication is that individuals with high levels of self-efficacy
are more self-confident. Other components include the desire for independence (i.e., the desire to take responsibility
for one’s own actions rather than following instructions or rules created by others) and entrepreneurial drive. This
concept considers motivation arising from a combination of four “drivers” — ambition, goals, energy, stamina, and
persistence (Collins et al., 2004). This research suggests that female entrepreneurs often start firms because they
identify business opportunities in unsatisfied social needs, like a lack of necessary childcare services, or an insufficient
range of medical services. The natural choice of opportunities they recognize is embedded in their motherhood view
on business (Brush et al., 2010). Females are often unconsciously more socially responsible than males (Owen et al.,

2013) in their enterprises, and the internal climate and satisfaction of employees and customers are at least equally
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important for them as achieving profitability goals. This means that they are less inclined to make bold choices in
relation to the employees and have normally a higher degree of involvement into employer — employee personal

relationship.

Limitations Faced by Women Entrepreneurs

The glass ceiling women face in the organizations and the assumption that entrepreneurs are of the male gender creates
unfavorable business opportunities for women entrepreneurs (Ahl, 2006; Jennings & Brush, 2013). This gender
stereotyping in business leads to discrimination and difficulties in accessing resources such as bank loans, which can

be detrimental to the size and growth of the business (Solesvik, 2018; Gupta et al., 2014). Several women

entrepreneurs have limited access to funding and use other available means like loans from family and friends or
personal savings (lakovleva, 2016). Another recent study by the Harvard School of Business shows men easily access
and secure funds from venture capitalist or investors more than women when they present pitches, even when a woman
makes a comparable pitch. However, research has shown that women entrepreneurs with equal access to funding
perform efficiently and male entrepreneurs have outperformed in some areas (Watson, 2002; Robb & Watson, 2012).

Another limitation faced by women entrepreneurs, Artz (2016) stated, is the fear of growth due to the inability to move
around because of family or lack of belief in themselves and fear of success. Also, the lack of prior business skills and

managerial experience by women entrepreneurs who have no organizational experience (Welsh et al., 2014).

Research Methodology

This study employed a qualitative research methodology to gather evidence and to answer the research questions
raised in this paper. Qualitative research aims to understand how people interpret their experiences, how they construct
their worlds, and what meaning they attribute to their experiences (Merriam & Tisdell, 2015). Semi-structured
interviews with 18 women entrepreneurs gave them the opportunity to describe their individual experiences in detail.
The women who participated in the study cut across various spheres of businesses such as media, consulting,
construction, and manufacturing. A semi-structured interview method was suitable and preferred over structured
interviews as the former is more adaptable (Adams, 2015), and allows participants to tell their stories using their own

words and to highlight the most unique and important aspects of their experiences (Tenny, et al., 2021).

Qualitative research is emic, or insider’s perspective focused, meaning our goal was to understand the reality of our
participants as authentically as possible. As Patton (1985) suggests:

“[Qualitative research] is an effort to understand situations in their uniqueness as part of a particular context
and the interactions there. This understanding is an end in itself, so that it is not attempting to predict what
may happen in the future necessarily, but to understand the nature of that setting — what it means for
participants to be in that setting, what their lives are like, what’s going on for them, what their meanings are,
what the world looks like in that particular setting — and in the analysis, to be able to communicate that
faithfully to others who are interested in that setting. . . . The analysis strives for depth of understanding (p.
1).”

With this goal in mind, we asked them broad questions about their business, how they started it, the challenges they

faced and the support they received, as well as all resources they had available. Upon initiating the interview with


https://www.emerald.com/insight/content/doi/10.1108/JSBED-10-2018-0306/full/html#ref090
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these broad questions, we allowed the participants to steer the interview as they see as a best fit. This allowed us to
gather a rich set of qualitative data that truly captured the inner workings of their business and the emotional, social,

and economic processes that went into it. In the next section, we provide a synopsis of our findings.

Data Analysis and Findings:

The qualitative data gathered from the interviews is organized into five main themes to answer each research question
raised in the study: 1) Why do women choose entrepreneurship as a career? 2) What challenges they face while
starting and running their business? 3) Which coping strategies they utilize to overcome these challenges? 4) How

they support/mentor and empower other women entrepreneurs to help advance their careers and professional goals?

Why do women choose entrepreneurship and start their own businesses:

One common theme that came out from the interviews regarding why women choose to start their own business and
leave the jobs working for others was necessity. Women face challenges finding jobs that pay well, that provide a
good life-work balance and that support their ideals and career goals. Women feel trapped in their jobs, not making
enough income or not having enough time for family:

“I'll tell you a little bit about the why because I think it's very relevant to having a woman own business, so
I had been working for another consulting firm. | had a family. | also had just given birth to my last to my
youngest child. The company | was working for was very pushy, there is a lot of pushbacks about me working
part time about my taking maternity leave. They claim to be family-friendly, but | found a lot of hostility. At
same time, the recession happened, and when our son was three months old, my husband lost his job. So this
business was born out of that, and it was initially kind of okay. We need to do something to generate income
because | can't stay at my job because I'm getting a lot of pressure about working part time. And so, | was
very determined that | wanted to create a truly family-friendly business.”

Another interviewee shared a similar story about the necessity to make a change in her life:

“....my husband and I, we have five kids, I was pregnant with my fifth kid, my husband was unemployed at
the time, so I called my friend, | need a job, we have no money. | was going in overdrive, | was working,
homeschooling my four children and studying for a real estate license so I could have a business. | was doing
all these things, and within three months, | had a baby, and | got my real estate license.”

Another common theme that we found in the stories of women entrepreneurs was these women felt they had a calling
to help others. Women utilize their existing knowledge and passion to not only start a new career for themselves; but
also to put their abilities to good use for others in their community, and to support others who are going through similar
hardship that they once had:

“l wanted to start this company based on the [knowledge and experience | acquired in the] last 11 years as a
consultant. | was experiencing my own diversity and inclusion issues as a woman in a very male dominated
country, male dominated role, male dominated company all together. And so as | was experiencing my own
hardships, | realized that what I really wanted to do with my life is try to not let other people hate their job,
the way I was at mine.”

“There's so much abundance in the universe and at work, and so much money out there to be made that we
do not need to focus on that we need to focus on doing a great job in helping our colleagues be successful, to
make us be successful and when | see some of the toxic environments that are backstabbing or condescending
or mean to people, I want to help that organization change their toxic culture. ”
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Sometimes women choose entrepreneurship because it is hard to get promotion or find a job commensurate with one’s
age, experience, and salary expectations. Aging women feel this dilemma frequently:

“In 2009, things were changing rapidly, and my financial service company was offering very generous
transition packages. | assumed that because of my skill set and track record as a successful executive that |
could transition. I had already worked in multiple industries, so my assumption was that | was going to be
able to make a shift, and so | took that package, knowing that | would have to pivot my career. What ended
up happening was two things, one is there was obviously a big shift in the market for white collar senior level
executives. | will tell you frankly, I am a woman, and | was not 20 years old, so my salary was a little more
advanced, but in addition to that, | was a woman, and | was getting older. Being a woman getting older and
having a higher salary history, worked against me so it was clear to me that it was going to be very hard to
go back into a corporate position without making huge concessions to title, salary and very often | was caught
in a middle place where | was either considered too qualified or I'm not qualified enough because I did not
have the specialized skills. It was just a different time and, | was not done career wise, and so | used teaching
as a transition to think about my next steps, and to continue my research, and | also took many consulting
jobs during that time period, so | started to really think about myself as an entrepreneur, so what | did for five
years, was I learned a new ecosystem.”

What types of challenges do women entrepreneurs face starting and running their business:

There is a plethora of challenges women entrepreneurs face, some of which are common to any new start-up business,
others are specific to (and biased towards) women businesses. Women expressed having challenges with starting their
own business as they do not know the process, the policies, or the resources that are available to make this happen.
There is almost no support or mentoring available for women to overcome these challenges except to put themselves
out there and do the best they can, learning along the way:

“I had the technical subject matter expertise from my previous job. But I had zero in the way of any kind of
business savvy. | had zero business know-how or experience”

Financial security, especially securing loans is the biggest challenge women cited while starting their own business:

“My biggest challenge was finding a bank. My regular bank wouldn't touch me with a 10 foot pole because
I did not have a loan, a business loan with them, which infuriated me, frankly, because they were sitting on
a lot of money. I mean, paper sitting on six figures, worth of money, and they are like “well you don't have
a loan so we're not taking applications.”

Other women recounted similar stories about securing funds and having to finance everything out of pocket in the
beginning:

“So that's one of the biggest things I think for small businesses, is that you just don't have access to capital,
even when you don't have a ton of overhead, I still had to travel for work to get in front of clients I had to
speak at conferences in order to get my name out there. | mean, you know, the fortune 100 companies knew
who | was. | wanted to reach more people, and the fastest way to do that was to get booked to conferences
and get in front of people and have them see what | can do, in 30 minutes, an hour and be like hey | want to
hire her, fastest way to do that but, again, travel costs money. | ended up using my own funds to cover these
expenses.”

One interviewee stated how counter-intuitive for banks not to fund women owned small businesses in the initial phase
of their start up, even when research and data clearly show women owned business are more viable and better for their

communities than male-owned or led businesses:
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“And so, the interesting thing about seeking out organizations that specifically fund, either as an investor or

grant to women is, it's such a weird statistic because on the flip side, women owned businesses are shown to

impact the economy better. So, why are all these investment companies investing in male-lead organizations

that don't give back? In my company we donate 5% of revenue to nonprofits, to education based not-for-

profits... or people with mental and physical health issues that are impeding them from active employment,

S0 we want it to be purpose-based donations that enable people to fish, rather than giving them the fish.”
Women are also not good at delegating work as they are used to being fully self-dependent and not used to asking for
help. However, once you start your own business, women quickly realize they need to attend to new things that take
up too much time, which requires them to hire competent employees and delegate the work:

“My biggest challenge has been delegation and learning about delegation..... I was really good at getting the
work done, really good at maintaining great client relationships. My biggest challenge from the start, has
been the delegation side and really moving into an executive role instead of just trying to do everything.”

How do women business owners cope with and overcome the challenges they face:

Our analysis of the qualitative data we collected from 18 women entrepreneurs was indicative of the resilience and
resourcefulness of these incredible women in the face of uncertainty and discrimination, which ranged from a lack of
clear instructions or guidance to overt roadblocks that were present along their path due to their gender. Women cope
with uncertainty, lack of information and lack of expertise to start a business by mobilizing and engaging their existing
network.

“I talked to a lot of agencies. I know a lot of agencies, a lot of vendors from my time again and fortune 100
companies, and I asked them, you know, how did you start? How did you do this? How to do that?”

“I educated myself on the world of entrepreneurism, creating product lines, launching a business, thinking
about things from a support perspective, | retooled my network, | started to position my thinking a little
differently and | eased into it through independent consulting. Then by the time | launched the company in
2015, I had a track record. I had affiliations and network and initial projects.”

In addition to relying on one’s network, these women also had to find creative solutions to deal with lack of financial
support, inability to get loans or receive funding from big banks or organizations. Their stories also highlight the shift
these women had to go through in how they communicated their needs and goals to get the support and tools they
needed from their environment:

“My perception is because fortune 500 companies are used to dealing with men and specifically white men.
They are more comfortable bringing in vendors that look like that, and that's just their own bias. Women tend
to wait their turn, be more polite and | learned that you got to cut that stuff quickly. You just have to get to
where you're going and say what you need to say and ask questions you need to ask, and you can apologize
later.”

Another interviewee suggested,

“My local banker handled the process for a government loan because I've already had my accounts there for
10 years and if you know the mortgage broker, it was very easy. But if | didn't have that relationship already,
I know it would have been very, very difficult.”

Women who were not able to secure loans from larger banks, relied on smaller banks who were willing to give them

loans at a higher rate of interest:
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“I got loan from a smaller bank but with a higher percentage. Somebody said something which resonates
with me, and that is, you need multiple streams of income. So, I've kind of kept that as a mantra, multiple
streams of income. So, you're not putting all your eggs in one basket as they say. The business does not
require an office it requires a lot of travelling and | get reimbursed for travelling to train hence didn’t require
aloan.”

Finally, women reported having to shift their thinking about their role and place in the business as the owner and CEO.
Learning to lead and delegate is a lesson these women had to quickly learn to survive in a competitive business
environment:

“I've completely changed my role, and how | operated the company. | don't get into the details at all anymore.
But it took hitting my head to learn that lesson.”

“There is a lot of time and effort that goes into creating relationships with my employees, for each of them
to function effectively without me needing to be in the middle. Time is my most valuable asset, and it is not
something you can get back.”

(How) do entrepreneur women support, mentor, and empower one another to help advance their careers and
professional goals:

The topic of women entrepreneurs creating meaningful networking opportunities and mentoring programs to support
each other resulted in a vivid discussion of personal experiences and future suggestions from the interviewees. Almost
all women we talked to expressed interest in and underscored the importance of building strong networks between
women entrepreneurs, particularly for women of small business owners. One major goal women identified for
successful networking is to help new entrepreneurs learn the start-up process and get critical information on how to
navigate the system:

“There are so many business owners that come out of corporate America that know how to read a balance
sheet and look at financials and understand what's happening and their costs, versus, you know, gross profits
and revenues and all these things. A lot of us don't come out that way. That was a skill that | needed coaching
on and, and you need support, because you can't do that by yourself. You have to find people with a like
vision. So, if you're familiar with other women business owners or people who advocate for women, they're
able to say, “don't go there, don't go there, here's who you want to talk to.”

Despite recognizing the significance of building strong relationships and networks with other women in similar
positions, multiple interviewees also expressed disappointment with the women’s networking meetups:

“I joined several networking groups of women in construction, and that has been the biggest disappointment
of this part of my professional career. When you join these groups, you're expecting some camaraderie and
feedback and fellowship and, you know, those kinds of things. They're supposed to be that way. They're just
not, or it hasn't been my experience that they have been, there's not a whole lot out there..... hundreds of
locally owned businesses here in my area, but none of them want to get together and share their experiences
because they're so worried about what they might give up, you know we're not trying to steal your trade
secrets but let's get together and talk about how we can pull our resources and leverage the numbers, because
that's going to help us all. That's my perspective.”

The following interviewee articulated a similar perspective of the challenges to build strong professional networks

among women entrepreneurs:
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“I’ve met lots of different personalities, but I think that women get uncomfortable with the notion of
reciprocity, like, you help me and I'll help you. | think men are better at understanding the world of business,
in terms of that reciprocity where it's like where I’m going to do a deal with you and now, I’'m going to come
back and I’m going to ask you to do a deal with me sort of thing. I think women sometimes struggle with
that. Not all women, but | would say, generally, women also are reluctant to ask for help or to provide help.
And you know there's also that reluctance, where women are like, oh geez, I'm not sure I’'m qualified for
that.”

Mentoring is widely considered a critical part of a successful career. The lack of mentoring and support among women
entrepreneurs negatively affects women’s experiences of starting and running a business. Many women feel alone and
uninformed and must struggle through trial and error to learn the processes and find available resources, which would
be a more positive experience if they have a network of allies to reach out to. The question of how to socialize women
into sharing knowledge and supporting other women entrepreneurs is an area that needs more research.

Conclusion:

Women throughout history have endured some form of bias both at the workplace and in business and had to fight for
their rights to do certain things, unlike the men who are privileged to take up these roles. The male children inherited
business empires and inheritance by right. Although things are changing, women still have years to catch up. Hence,
the need to acknowledge the competence, capabilities, attributes, and accomplishments of successful women
entrepreneurs. For the growth and encouragement of women entrepreneurs, critical institutions set up by federal and
state governments must look beyond inducements and exceptions to come up with training, and other supportive

programs to progressively encourage women towards entrepreneurship.

Training on entrepreneurship is vital to high school students to encourage and inspire confidence in young girls.
Practical knowledge of accounting, bookkeeping, financial management, the legal aspect of business, and business
reports are some ways to initiate women into business. Another form of empowerment for women in business is to
extend the same financial and emotional support given to male children in families to the female members. In addition,
women venturing into entrepreneurship should be guided and motivated to set up businesses in other areas such as

engineering, construction, and electronics, instead of the traditional business areas that women operate.

The need for women mentors and networks for guidance, influence, and connection cannot be over-emphasized
because the success of one instills confidence and encouragement of | can do it in another woman and the upcoming

younger generations.
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ABSTRACT
The US federal government program Paycheck Protection Program (PPP) is a $953 billion business loan program
established in 2020 through the Coronavirus Aid, Relief, and Economic Security Act (CARES Act) to help specified
businesses struggling to stay afloat. There have been several investigative reports in popular press indicating misuse

of these funds by recipients. However, the use of these funds has involved various segments: some intentional
wrongdoers and fraudsters, some unintentional violators of the requirements of the PPP, and some productive users
who deployed the funds for much needed relief during the pandemic. Our research reports on early results from one
such segment which in an overall analysis utilized funds for much needed resources to grow and sustain their business
and their employees during the challenges in the Covid related pandemic years. We interviewed women small business
owners to understand how they weathered the challenges they faced during Covid times. Early results from our
qualitative interviews and quantitative survey questionnaire with women small business owners indicated that PPP
funds provided critical support and resources and were deployed productively for the intended purposes. This segment
has the potential to bolster the economy at multiple levels — sustain the small and micro business economy, their
employees, and their own households which typically have growing children.

Keywords: PPP Funds, misuse PPP funds, Business Loans, COVID-19, SBA, Women Small Business Owners,

entrepreneurs
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1. Introduction

The Paycheck Protection Program (PPP) was designed for business entities to apply for low interest private loans to
stay afloat during the Covid crisis. The amount of a PPP loan a business could get was about 2.5 times the business’s
average monthly payroll costs. An applicant may also receive a second loan typically equal to the first PPP loan. The
loan was intended to cover payroll costs and business expenses in rent, and utilities. PPP loans could be partially or
fully forgiven if the business maintained the number of employees and their wages at the pre-Covid level. The scale
of funds available for these loan amounts, the vast infrastructure needed to monitor and disburse the loans, the large
tracking procedures required to ensure proper and honest use of the funds was immense to say the least. The Small
Business Administration and some banks were authorized for the disbursements. It did not help that Covid protocols
challenged in-person loan applications, vetting and approval personnel while there was intense pressure to expedite

approvals so that funds reached those businesses who most needed them.

In the wake of these ongoing challenges, the PPP funds became a haven for fraudsters. The federal government
estimates that fraud totals related to the Paycheck Protection Program are as high as $80 billion, due to the fallout
from a fast-tracked applicant vetting process that resulted in a relaxation of internal fraud controls. (Adams, Frost,
Hillie, April 2022). We reviewed the reports of fraud and misuse in popular press and the negative sentiments
which arose from them. However, we wanted to research segments who overall gained much needed business
resources from the PPP and deployed the loan funds for the intended purposes in payroll paychecks for their
employees and business rents and utilities. For these segments, PPP proved to make the ultimate difference leading
to business continuation and avoiding a closure. In some cases, their businesses even experienced growth which
helped the economy post Covid. We chose to understand the women small business owner segment and their

challenges with respect to funds during covid and the pandemic.

In this paper we report on our preliminary findings from qualitative, in-depth interviews with a cross section of
women small business owners aimed at understanding their access to loans in general, of PPP loans in particular,

and how their business faced challenges during the pandemic.

2. PPP loans

According to (IMF, 2021d), during the COVID-19 crisis, the tourist, hotel, travel, and retail industries have seen
significant reductions in employment. It has disproportionately impacted vulnerable populations, such as youth,
women, and migrant workers, as well as those with lower educational attainment and abilities, and as the gender wage
gap becomes more comprehensive, it's clear that women are suffering more than males from the contraction of
employment and participation in the labor market. Currently, as Fabrizio et al. (2021) mentioned, many women,
particularly those with young children, face significant obstacles when trying to return to the workforce. (World
Economic Situation and Prospects, 2022, p. 9). On the other hand, Autor et al. (2020) claimed that between April and
June 2020, the (PPP) Paycheck Protection Program helped create 2 million new jobs, or a 3% increase in total

employment; however, Bishop and Day (2020) indicated that the Job Keeper program decreased overall job losses
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between April and July 2020 by at least 700,000 employees. (World Economic Situation and Prospects, 2022, p.10).
During the COVID-19 crisis, the U.S. government implemented PPP credit programs to save businesses and the
economy. Established in 1953, the SBA-Small Business Administration, which offers financial assistance to small
business owners, demonstrated remarkable performance by assisting entrepreneurs during the COVID-19 crisis. Some
small businesses were unable to be saved through the PPP loan program due to their decisions to close their businesses,
either temporarily or permanently, or to switch industries. Due to the nature of their businesses, such as nail salons,
child/elderly/dog care, small restaurants, and small fitness & yoga centers, etc., women owners of small businesses
were severely impacted by the crisis. It is because the owners lost customers due to the pandemic and were unable to
provide services home to home, especially during the social isolation or social distancing guidelines mandated by the
CDC department. Numerous analyses have calculated the PPP program's worth to the economy as Granja et al. (2020)
claimed that a more significant share of the initial round of PPP money went to places not significantly harmed by
COVID and that the program's effects on employment were minimal; Autor et al. (2020) observed that PPP-eligible
enterprises lost fewer jobs than comparable businesses; Chetty et al. (2020) discovered that PPP funding promoted
employment, although the advantages were minor compared to the cost of the PPP program; Barraza et al. (2020)
analyzed that in 2019, after the initiation of the PPP program, locations with more SBA-supported bank branches had
less unemployment; furthermore, Faulkender et al. (2020) also noted that PPP funding had reduced unemployment
(Li & Strahan, 2020, p. 6). Some authors asserted racial discrepancies in PPP loans through their research
investigations, as black-owned firms disproportionately received PPP loans from fintech lenders, particularly in areas
with considerable racial animus where private lenders had no credit risk but selected who received PPP loans.
According to (Crutsinger, 2021; Abrams, 2021; Crowell, 2021), scholars and policymakers in the United States and
abroad have raised serious questions about racial disparities in access to financial resources; As per (Blattner et al.,
2021; Bartlett et al., 2021; Fuster et al., 2022), the recent development of fintech lenders has highlighted new and
crucial issues regarding how their technologies, particularly algorithmic underwriting and process automation, could
impact racial inequities in lending as a large portion of subsequent research literature has concentrated on the

implications of algorithmic underwriting procedures on racial inequities in loan availability.

Similarly, (Morel et al., 2021; Zhou, 2020; Flitter and Cowley, 2020) observed that when lenders faced 100 or 1,000
times the average application volume, they experienced significant capacity limitations, compelling them to prioritize
among applicants. It might be conceivable since the Small Business Administration (SBA) did not provide explicit
loan distribution instructions, allowing private lenders to choose which enterprises to service based on fee structure
and other metrics such as processing capacity or lender cost structure (Howell et al., 2021, p.1). According to a study
conducted by Atkins et al. (2021), the PPP loan program yielded different results for black and white business owners.
In particular, black-owned enterprises were granted smaller loans than their white counterparts because observed
attributes were controlled for related to PPP loans. The authors stated that the U.S. government issued approximately
$525 billion under the PPP loan program, which provided around 5.2 million loans. However, a survey conducted by
Global Strategy Group, (2020), reported that 41% of black owners did not receive loans, of which nearly 21% never

heard a word from lenders. In addition, (Trevizo, 2020) contributed to the allegations of discrimination in the PPP
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loan funding by mentioning a New York Times report that was based on data from the Small Business Administration
(SBA) and interviews with small businesses. This report argued that a lack of connections with banks combined with
some of the PPP's rules contributed to this low level of access. This report was able to draw its conclusions from
interviews with small business owners and data from the SBA (Atkins et al., 2021, p. 844). Li and Strahan (2020)
highlighted inefficiencies in the allocation of PPP funding in their findings. This was because entrepreneurs with

banking ties were granted access to PPP loans regardless of whether or not they merited them.

The deployment of human capital by the banking industry was the one factor that enabled the distribution of 525
billion dollars in cash in a single month possible. In the middle of the Global Financial Crisis of 2008 and the PPP
program loan distribution in response to the COVID-19 calamity, the Federal Reserve intervened through banks as
opposed to supporting severely damaged people. This may be because the Federal Reserve believes that aiding people
might be futile (Li & Strahan, 2020, p. 27-28). Even though the PPP program was successful in preserving jobs and
protecting the U.S. economy during the COVID-19 crisis, enormous frauds and scams were discovered, and criminals
stole billions of dollars that could have been utilized to save many more jobs and protect even more small businesses.
Dilanian et al. (2022) estimated that PPP loan fraud amounted to roughly $80 billion, or nearly 10 percent of the $
800 billion intended to protect jobs through the paycheck protection program. In addition, the NBC news channel
reported that between $90 and $400 billion were stolen from the unemployment relief program out of a total of $900
billion. According to the authors, many fraudsters used the stolen funds to purchase Lamborghinis, Bentleys, Ferraris,
mansions, jet flights, and opulent vacations. As per Matthew Schneider, a former U.S. attorney from Michigan and
colleague at Honigman LLP, this was one of the largest frauds in a generation, and nothing comparable had occurred
before (Dilanian etal., 2022, p. 1). Similarly, in an exclusive interview with Lester Holt, an NBC evening news anchor,
Michael Horowitz, Justice Department Inspector General, explained that the general purpose of SBA was to request
small business owners to apply, sign, and mention their entitlement to PPP funds, which criminal minded scammers
viewed as an opportunity or invitation to steal identities and claim unemployment benefits, where each identity could
have been worth $30,000 in benefits (Dilanian et al., 2022, p. 1). On March 10, 2022, the U.S. Justice Department
announced the appointment of Deputy Attorney General Kevin Chambers as the director for COVID-19 fraud
enforcement, who will lead the Justice Department's activities that have resulted in criminal indictments against over
1,000 individuals and claimed damages surpassing $1.1 billion and the confiscation of more than $1 billion in
Economic Injury Disaster Loan proceeds. Over the course of more than 240 civil investigations, Mr. Chambers will
be in charge of supervising the filing of charges against more than 1,800 persons and businesses for suspected illegal
conduct related to pandemic relief loans worth over $6 billion (“Justice Department Announces Director for COVID-
19 Fraud Enforcement,” 2022).

3. Women Small Business Owners
Women, whether as employees, employers, or homeowners, had a disproportionate share of economic and social
misery during the COVID-19 pandemic, as they were saddled with the obligation of operating a business and caring

for family members, especially young children and the elderly. Additionally, the pandemic trapped millions of small
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company owners in an economic danger zone, where their prospects of survival were slim. Based on a survey between
April 20th and April 28th, 2020, using the Facebook platform, Alekseev et al. (2020) asked 136 questions from
business owners, managers, and employees. About a sample size of 66,000 respondents participated- 46,669 business
owners or managers, 4,163 entrepreneurs, and 15,435 employees were impacted by the COVID-19 pandemic in the
United States. (Alekseev et al., 2020, p.1). In their finding, the authors observed that 60.9% of business operations
were reduced due to workload fall; 61.7% of businesses increased online operations; 31.3% struggled to pay bills;
24.9% had trouble with paying rent; 24.1% had wages problem, and 23.0% businesses worried with debt issues
(Alekseev et al., 2020). .In 2021, the Accommodation & Food Services Industry Subsector employed a large number
of female employees relative to other businesses, in which waiters and waitresses were the most common employment.
As of May 2021, 11.8 million people were employed in the Accommodation and Food Services industry, a 35.6%
increase from May 2020. In 2020, composition by sex, 5.91 million females were employed compared to a 5.23 million
workforce. However, in 2021, male workers tended to earn more than female workers, with average male salaries of
$28,513 and average female salaries of $27,667 in this industry (Accommodation & Food Services, 2021, p.1).
Women were more likely to quit their employment willingly in reaction to their children's school closures and to
indicate that domestic duties interfered with their ability to focus at work. The most challenging aspects of working
from home were juggling work and household responsibilities (28.9%), the nature of the work (16.1%), and an
inability to collaborate effectively with colleagues remotely (11.5%) (Alekseev et al., 2020, p.3). In the survey, 56.6%
of managers and owners disclosed that household responsibilities had disrupted their business work; 55.0% reported
that business responsibilities had impacted their household duties; 57.1% of managers and owners expanded their time
to spend on business operations, and 48.6% elevated their housework; however, women and parents affected by school
closures found it difficult the most (Alekseev et al., 2020, p.4). The US Small Business Administration's (SBA)
paycheck protection program was formed in March 2020 under the CARES act with the objective of aiding small

businesses in combating the economic calamity caused by the pandemic (govinfo.gov, 2020, p.1).

The National Association of Women Business Owners reported that there were 12.3 million women-owned businesses
in the United States as of 2018 (Women's Business Enterprise National Council, 2018), which represents more than
40% of all enterprises in the country; in addition, Galli-Debicella (2020) revealed in a recent study that small
businesses with SBA loans had a higher four-year survival rate than the total population of small businesses (Kickul
etal., 2021, p.3). There was a discrepancy in loan amounts between males and females in 2020, with 128,415 female
company owners receiving an average of $124,242, compared to 454,650 male business owners receiving an average
of $185,142 USD (Vanderbeek, 2021, p.1). Because the magnitude of economic loss was so high and the relief demand
was enormous, the $349 billion was quickly depleted; even J.P. Morgan Chase stated that the bank received 60, 000
applications on the first day, but its capacity to accept the applications was only 27,000 (Bartik et al., 2020, p. 8-9). A
research study by Kickul et al. (2021) found evidence that there was a significant difference in the PPP loan distribution
between men and women-owned businesses during the COVID-19 crisis. The authors conducted an empirical research
study with a sample size of 661,218 loans in all five loan categories in July 2020 across all the U.S. states. Upon

findings, the authors observed that men-owned businesses received 80% of PPP loans; however, women business
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firms saved jobs on a larger scale but in the largest loan category, and minority-owned businesses also saved more
jobs than white-owned businesses (Kickul et al., 2021p.1). Numerous studies, including Bartik, Bertrand, Cullen,
Glaeser, Luca, and Stanton (2020); Fairlie (2020); Humphries, Neilson, and Ulyssea (2020); Bartlett, 2020; Campello,
Kankanhalli, and Muthukrishnan (2020); revealed business shutdown and employee reductions in the initial phase of
the pandemic; and women reported being more impacted than men in numerous ways; the implementation of work-
from-home policies might have a significant influence on the family's distribution of work; School closures
exacerbated household stress; Alon, Doepke, Olmstead, Rumsey, and Tertilt, 2020a,b; Carlson, Petts, and Pepin, 2020)
(Alekseev et al., 2020, P. 3). According to the findings of Manilova et al. (2020), women-owned and minority-owned
enterprises were particularly vulnerable to the consequences of the pandemic due to their increased frequency in the
industries severely damaged by the pandemic. Moreover, according to Dua et al. (2020b), women-owned and
minority-owned enterprises had a higher tendency to be less financially resourceful due to limited access to finance.
A research study (Fairlie, 2020) claimed that in February and March, 41% of African Americans and 25% of female
business owners closed their businesses; another study by Misera (2020) found that the percentage of black-owned
companies that went out of business was more than twice as high as that of white-owned companies; some of these
businesses saw a decrease in cash flows that was nine times greater than that of non-minority organizations (Kickul
etal., 2021, p. 2)

4. Indications from Survey Responses and Interviews with Women Small Business Owners

116 women small business owners (WSBO) participated in the survey we conducted in 2021. Most of them are
members of the Small Business Association (SBA). Based on the survey responses, 50% applied and received
government funds due to the COVID pandemic. Figure 1 shows the distribution of the survey participants regarding

loan application.

Figure 1. Loan Applications (116 Survey Participants)

Loan Applications during Covid?

No Response
27(23%)

Appplied and
Received
58(50%)

Didn't Apply
25(22%)

Applied but Got Declined 6(5%)
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Among those who received PPP funds and shared their uses of PPP funds, about 86% of the WSBOs said that they
spent the PPP funds for payroll to keep their employees, about 7% used it for buying equipment and reducing the
higher material costs while fewer employees were working after the pandemic started, and the remaining haven’t

finalized their plan on how to use the funds they just received.

Additionally, 39 out of the 116 WSBOs opted in for interviews, we have interviewed 18 of them. Among the 18
WSBOs interviewed, 14 applied PPP. 11 received the full funds they asked for and 3 received partial. They applied
for forgiveness for the loan, most of them got the approval so did not have to pay it back. One interviewee mentioned
that she has paid back the portion of PPP funds that related to the subcontractors, which was not approved for

forgiveness.

From the survey and interview data, most participants who applied PPP funds found the application process was not
too hard and the funds they received were very helpful for them to maintain or grow their businesses during the
pandemic. However, most WSBOs with international backgrounds didn’t apply for PPP funds because they are afraid

of taking loans and the possible complications of processing in accounting.

5. Conclusions

Since women-owned firms are growing number of firms that employ people in the United States in 2018 but their
numbers are growing, the government and its financial growth infrastructure have prioritized women entrepreneurship
as one of its multiple priorities. However, they are still underrepresented in majority ownership of employer
businesses, in total sales and in total employment. The U.S. Census Bureau’s Annual Survey of Entrepreneurs reports
that health care, social assistance, accommodation, and food service enjoy the most employment from women
entrepreneurs. There are special programs which support and nurture women entrepreneurs, have special grants and
assistance for them, and network them with mentors for success. We found that internal and external challenges
during the pandemic years seriously impeded their growth. Internal challenges emanated from familial responsibilities
and constraints. External challenges arose from the requirements for loan requests, forms, and documents. And yet,
we found this segment made good use of the PPP loans to grow their businesses, to sustain their payrolls, and to
service their clientele for continuity and stability. Data reviewed from our interviews and surveys of women
entrepreneurs leads us to strongly recommend increased support in the form of loans, grants, and assistance to the

segment so as to foster growth and continued contributions to the economy.
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