
Leaders  Def ining the  Art  & Science  of  Nursing

The ANA and the AONE affirm that going forward, the 
creation and sustainability of healthy work environments is 
essential to providing quality healthcare (ANA & AONE, 
2012, p. 1). 

Longo (2011, p. 9) states, “… the nurse interacts with many 
health care professionals, but probably, the relationships 
that most impact the nurse are those that exist in the 
immediate work environment and include relationships 
with nurse managers and nurse peers”.

Relationships between leaders and the teams they lead are 
essential to cost effective, quality healthcare delivery as 
well as to the well-being of those involved.

Emergenetics is a brain-based approach to personality 
profiling that enhances personal power through self-
awareness, builds understanding, facilitates 
communication, and improves performance (Browning, 
2006). 

The Emergenetics Profile identifies and measures four ways 
of thinking (Analytical, Structural, Social and Conceptual) 
and three ways of behaving (Expressiveness, Assertiveness, 
and Flexibility) (Browning, 2006).  

A better understanding of ourselves and others’ preferred 
ways of thinking and behaving is extremely helpful in our 
successful navigation of the interactions of daily life, 
completing tasks, and achieving short and long-term goals.  
Additionally, building teams where there is cognitive 
diversity can enhance innovation and productivity.

Introduction

Research Questions

The Emergenetics Profile (Emergenetics Profile, n. d.) is a 100-item instrument that measures an individual’s preferred ways 
thinking and behaviors. 

The Authentic Leadership Self-Assessment Questionnaire is a 16-item questionnaire that measures the 4 factors of authentic 
leadership: self-awareness, internalized moral perspective, balancing processing and relational transparency. 

The Rahim Organization Conflict Inventory II is a 28-item questionnaire that measures 5 factors:  integrating – high concern 
for self and others; dominating – high concern for self and low concern for others; obliging – low concern for self, high for 
others; avoiding – low concern for self and others; compromising – moderate levels of concern for self and others.

The Emergenetics profile, Authentic Leadership Self-Assessment Questionnaire and the Rahim Organization Conflict Inventory 
II were administered to clinical leaders at 1 hospital to 2 groups at different times (June and November of 2018). The Authentic 
Leadership Self-Assessment Questionnaire and the Rahim Organization Conflict Inventory II were completed prior to attending 
the 4 hour  workshop (Meeting of the Minds) where they learned how to interpret and use their new understanding of their 
preferred ways of thinking and behaving as well as others they work with. Participants were then asked to complete the 2 
questionnaires within 2 weeks of the workshop, and again at 3 and 6 months. 

Materials and Methods

Results

Discussion

There was no significant change demonstrated between 
the pre and post  results of the Authentic Leadership Self-
Assessment Questionnaire and the Rahim Organization 
Conflict Inventory II.

The sample size was small (N=29, N=27) which would 
require a large difference in results to be significant.  
Additionally, the majority of the study participants had > 
10 years in nursing practice and leadership.  Greater than 
70% of participants scored high in the 4 authentic 
leadership factors pre and post. 

The post workshop evaluations were extremely positive. 
An additional workshop has been scheduled to address the 
remaining clinical leaders that haven’t been able to 
participant in the first 2 workshops.

An Emergenetics App is included with the profile and 
education to support day to day interactions of leaders and 
their teams.

This pilot study provides insights in how best to move 
forward with research to  evaluate leadership development 
and education interventions and programs. 

The Authentic Leadership Self-Assessment Questionnaire 
and the Rahim Organization Conflict Inventory II are 
excellent assessment tools for leaders to use in their 
understanding and development of themselves as a person 
and leader. 

However, they may not be ideal for assessing change in an 
assessment and education intervention in the short term 
and with experienced leaders who are effective in their 
positions. 

Monitoring long term metrics such as nurse sensitive 
patient outcomes and unit management metrics (i.e. nurse 
satisfaction, turnover, and overtime) over a year or more 
may provide insight into the long term effects of the 
Emergenetics intervention.

Future research using the Information-Motivation-
Behavioral (IMB) model and measuring effects of the 
Emergenetics intervention on confidence and self efficacy 
may assist with a better understanding of its effects on 
leadership and team building.
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Does having the clinical leadership team of a hospital 
complete the Emergenetics Profile and attend the 
workshop to understand the assessment of their preferred 
ways of thinking and behaving effect their

– four domains of authentic leadership: self-
awareness, internalized moral perspective, 
balancing processing and relational transparency.

– preferred ways of managing conflict: Integrating, 
Dominating, Obliging, Avoiding, and 
Compromising.
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Conclusions
This is the group 
profile where all the 
clinical leaders 
profiles are 
combined, providing  
a report of this team’s 
preferred  ways of 
thinking and 
behaving.  This profile 
demonstrates the 
cognitive diversity  of 
the team which is an 
attribute of highly 
effective teams.
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