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The purpose of this phenomenological research was to evaluate the self-reported,
lived congruence of specified values among MBA and EMBA students. Three hundred
students from the Graduate School of Business, University of Cape Town (South
Africa) and the Rotterdam School of Management (the Netherlands) were asked to
rank specified values and report whether they were able to live out their values at work
and outside of work, as well as identify the stumbling blocks and enablers in doing so.
The findings indicate that the most important values for the respondents were family,
enjoyment, achievement, independence and honesty/integrity. A number of enhancer
themes cut across many values: education, time, confidence and authenticity, helping
others, purpose and goals, and reflection and meditation. Work and study pressure
created a theme of stumbling blocks which were most prevalent in this research.

Introduction
Being able to live according to one’s set of personal
values is a critical ingredient of authenticity
(Hodgkinson, 1991 as cited in Duignan and Bhindi,
1997). In order to be an authentic leader, one
needs to know where he or she stands in terms
of moral and professional values, and act
accordingly (Duignan and Bhindi, 1997). The
consistency between leaders’ moral intentions
and their behaviors has an impact on their
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followers and organizations (Zhu et al., 2004).
Authentic leaders are committed to their
organizations and enhance their employees’ trust
and engagement, leading to greater influence
and impact (Diddams and Chang, 2012).

This research was based on a phenomenological
approach, aimed at gathering deep insights and
information from secondary qualitative data.
This phenomenological research project sought
to provide some understanding into behavior from
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the first-person’s perspective, was exploratory in
nature, and aimed to generate situated-experience
theory (Clifton, 1976). There were several questions
this research endeavored to answer:

• Are people able to live out their personal
values?

• What clusters of values are being lived out?
• Are they able to live them out in the

workplace and in their social/personal lives?
• If they are able to do so, what can/do they

do to enhance the experience and, if not,
what factors are reported as stumbling
blocks?

Values
According to Schroeder (2008), ‘value’ denotes
the degree of importance of something, with
the aim of determining what action is best in
life. Axiology, the branch of philosophy that studies
values, asserts that, for centuries, people have
been inquiring about how to promote the good
things in life. Hart (1971) examined how humans
choose things, and prefer one thing over another.
The research encompasses a portion of value
theory, which is a range of approaches to
understanding how, why and to what degree
people value things. The things valued might be
a person, an idea or an object (Hart, 1971).

Each individual has a set of values, but the
degree of congruence between professed or
possessed values and action can vary significantly
(Fu et al., 2010). Throughout history, people have
admired and have been influenced by people who
displayed great character. Many leadership theories
emphasize character, and elements of character,
as the critical foundation of good leadership
(de Braine and Verrier, 2007). Fu et al. (2010)
contended that leaders who live out their values
have greater impact on their organizations, as
people trust a leader whose action is consistent
with his/her values.

It is obvious that people who live out their
values display congruence and have stronger
character. A strong and good character is the
basis for good leadership. Thirty values were
identified and their essential elements outlined
from existing literature (Table 1). A working
definition of each of the 30 values was derived
and the keywords are listed in Appendix.

Method

Experimental Design and Procedure
This research was based on data collected from
300 MBA and Executive MBA students enrolled
for the leadership course at the Graduate School
of Business, University of Cape Town (South Africa)
and the Rotterdam School of Management,
Erasmus University (the Netherlands). Students
were provided with a list of 30 values (Appendix
1) and asked to report on lived congruence
regarding each of the values. The research places
emphasis on definitions of the values and
evaluation of feelings expressed by students around
their ability to live their personal values and
subsequent choices.

Data Analysis
The content was coded, themed and analyzed
to draw out patterns. The methods outlined by
Bryman and Bell (2007) and April (2004) were
followed. Words, phrases or sentences were
selected as units of analysis and coded into values
which were used as families. The content was
then quantified in terms of categories in a
systematic and replicable manner (Bryman and
Bell, 2007). At last, qualitative analysis software
was utilized for the analysis.

Research Approach and Strategy
The research strategy employed was qualitative
in nature, and therefore, the focus was on words
rather than quantification in the collection and
analysis of the data. The approach was inductive
in that it stressed the generation of theory from
observations, and was conducted using a cross-
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Value Author/Source Contribution

Achievement Pellegrin and Coates (1957) Personal accomplishment

Spenner and Featherman (1978) Reward, performance

Oxford Dictionary (2012) Effort, skill, courage

Ambition Spenner and Featherman (1978) Perception of goals that can be
achieved, financial reward, status

Marden and Gorham (2006) Spur towards destiny

Pearsall (2001) Desire to do or achieve something

Challenge Liden et al. (2000) Use of knowledge for higher self-
efficacy, opportunities for recognition

O’Sullivan (2011) Healthy, positive, constructive result
of stressful events

Constructive Dissent Graham (1986) as cited in Effort to challenge status quo
Shahinpoor and Matt (2006)

Pearsall (2001) Expressing disagreement with prevail-
ing view to serve a useful purpose

Creativity Amabile (1998) as cited in Developing practical and new solutions
Hirst and Chen (2011) to challenges; Creating something

original and useful

Gino and Ariely (2012) Ability to produce novel and appropriate
ideas

de Braine and Verrier (2007) New and knowledge-productive ways
to perform tasks

Different Urdang (1991) Unique

Snyder and Fromkin (1997) as Need to be distinctive and special in
cited in Tiggemann and Golder varying degrees
 (2006)

ŞimŞek and Yalinçetin (2010) Private sense of experiencing the self

Enjoyment Fang et al. (2010) Positive reaction from an activity

Oxford Dictionary (2012) Taking pleasure in something

Equality Bygnes (2010) Not being discriminated against due to
differences

Modood (2007) as cited in Prohibiting recognition of specific
Garratt (2011) group identities over others

Family Allen and Kiburz (2012) Work-family balance an overall
assessment of one’s satisfaction

Lingard et al. (2012) Work-life activities include child-related
and eldercare assistance

Table 1: A Summary of Values and Their Essential Constituent Elements
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Value Author/Source Contribution

Table 1 (Cont.)

Friendship Burt (1992) as cited in Looking for others to transfer important
Lee et al. (2010) information to

Hay (1988) as cited in Mao (2006) Voluntary bond between two persons
and Parris et al. (2008)

Health Huber et al. (2011) Ability to adapt and to self-manage
physical, mental and social domains/
wellbeing

Honesty/Integrity Yukl and van Fleet (1992) as cited Integrity is behavior consistent with
in Becker (1998) values and that the person is honest

and trustworthy

Becker (1998) Honesty is not using consciousness to
distort reality; Integrity is not betraying
convictions of one’s consciousness in action

de Braine and Verrier (2007) Honesty is speaking the truth, being
genuine and sincere; No pretence,
taking responsibility for feelings and
actions

Independence Tamaru et al. (2007) Ability to function without help;
Competence, autonomy

Ball et al. (2004) cited in A dimension of autonomy with
Hofland (1990) physical, psychological and spiritual

dimensions

Inalhan and Finch (2004)  Self-determination and being
unrestricted

Inner Harmony  Gomez and Fisher (2003) Reflecting positive feelings, behaviors
and cognitions of relationships with
oneself, others, that provide the
individual with a sense of identity,
wholeness, satisfaction, joy, content-
ment, beauty, love, respect, positive
attitudes, inner peace and harmony,
and purpose and direction in life

Jafari et al. (2010) Feeling of communicating with
others, having meaning in life and
having belief and communion with a
higher power

Leadership Poulin et al.  (2007) Exercise of influence or power

Yukl (2002) as cited in Influencing others to understand and
de Vries (2008) agree on what needs to be done;

Facilitating  individual and collective
efforts to accomplish the shared
objectives
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Value Author/Source Contribution

Table 1 (Cont.)

Bass et al. (2003); Judge and Three dimensions, namely, transfor-
Piccolo (2004) mational leadership, transactional

leadership and passive leadership

Learning Brown et al. (1996) Encoding of information not previously
represented

Scott (1983) Construction of an organized
representation of experience

Hodgkinson (1991) as cited in  Pursuit of verities such as truth,
Duignan and Bhindi (1997) beauty, goodness, justice, happiness

and self-fulfillment

Barnett (2011) Reflective learning; Action learning.
Work-based learning

Cundill and Fabricius (2009) Meaning and identity constructed
through interaction of people and the
environment

Leaving a Legacy Hunter and Rowles (2005) Biological legacy, material legacy and
the legacy of values

Coyle (2006) Form of continued existence, leaving
wills and being remembered

Location Brereton et al. (2008) Immediate surroundings or location
influence wellbeing

Milligan (1998) Place attachment—emotional link
formed to a setting given meaning
through interaction

Inalhan and Finch (2004) Place congruence—psychological
state of believing that a location reflects
the person’s identity

Loving Hofmann et al. (2011) Mental state of unselfish and
unconditional kindness to all beings

de Braine and Verrier (2007) Valuing close relations with others,
especially those in which sharing and
caring are reciprocated

Loyalty Coughlan (2005) Commitment in which employees
have feelings of attachment to an
organization

de Braine and Verrier (2007) Doing one’s share and working well as
a member of a group or team.

Obedience Delany (1991) Complying with a command or
precept
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Value Author/Source Contribution

Table 1 (Cont.)

Davis (2000) Sincere compliance with, or
submission to a traditional, or
charismatic authority

Power Subašic et al. (2011) Capacity to influence

Weber (1947) as cited in Likelihood that one party will be in a
Perrons (2009) position to carry out his or her own

will, in spite of resistance

Fennel (1999) Capacity to bring about desired
consequences and avoid outcomes
which are not intended; Facilitative
power—enabling, negotiating and
empowering based on the sharing of
power

Gilligan (1982) as cited in Women equated power with
Fennell (1999) responsibility; Responsibility meant

not hurting others and being sensitive
to others’ needs

Recognition  Nelson (2004) Timely, sincere and specific praise
offered in a personal, written, electronic
and public manner by individuals held
in high esteem

Relevance Osterman (2000) Belongingness. Need to form and
maintain lasting, positive and
significant interpersonal relationships

Sánchez-Franco et al. (2012) Feelings of belonging, identity and
membership to a group

Risk Pearsall (2001) Situation involving exposure to danger;
Possibility that something unpleasant
will happen

Security Inalhan and Finch (2004) Perceived freedom from risk or danger
on a physical or a psychological level
within a place or time

Pearsall (2001) State of feeling secure; Free from fear
or anxiety; Certain to remain safe and
unthreatened

Service Pagano et al. (2010) Engaging in generous, altruistic
behavior toward others, without
expectation of external reward or
reciprocation
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section design as it entailed qualitative assessment
of self-reports taken at one point in time (Bryman
and Bell, 2007). No interviews, surveys or any
other instruments were used.

Results
Using an open coding process, 773 sub-codes
emerged as stumbling blocks and enhancers for

values. The sub-codes were placed into the 30
values as family codes. The values and their sub-
code frequencies are shown in Table 2. The topmost
values were ‘family’ with 102 sub-codes,
‘enjoyment’ with 91 sub-codes and ‘achievement’
with 49 sub-codes. The values with the lowest
scores were ‘health’, ‘power’ and ‘obedience’.

Value Author/Source Contribution

Table 1 (Cont.)

de Braine and Verrier (2007) Kindness, generosity, care, altruistic
love and doing favors, and good
deeds for others as well as helping

Time Schmidt and Little (2005) Time away from social expectations,
work, partners and conditions of
everyday life in order to experience
the spiritual, recharge the body and
soul

Rogers et al. (1998) The opportunity to freely engage in
intrinsically meaningful activities of
one’s own choosing

Lips-Wiersma (2006) A period to reflect on one’s personal
meaning of work, direction of one’s
career, quality of one’s life

Vision Masuda et al. (2010) Higher order goals aimed at instilling
purpose to move one towards a
meaningful destination

Karoly (1993) as cited in Imagined or envisaged state condition
Emmons (2005) toward which a person aspires, and

which drives voluntary activity

Searle and Hanrahan (2011) Organized perception or phenomenon
of imagined or perceived positive
future possibilities

Wealth Hobbes et al. (2011) What a household’s productive adults
have left after fulfilling the basic needs

Diwan (2000) Material wealth; Relational wealth

Gwartney and Lawson (2003) Economic freedom: personal choice,
voluntary exchange, freedom to
compete, and protection of persons
and property
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Table 2: List of Values and Corresponding
Code Count

Values No. of Codes

Family 102

Enjoyment 91

Achievement 49

Independence 48

Honesty/Integrity 45

Vision 43

Inner Harmony 38

Learning 30

Wealth 30

Creativity 27

Ambition 26

Challenge 24

Leadership 22

Friendship 21

Time 21

Different 19

Service 18

Recognition 17

Relevance 16

Loving 13

Leaving a Legacy 12

Constructive Dissent 10

Loyalty 10

Security 10

Equality 9

Location 8

Risk 5

Health 4

Power 3

Obedience 2

Total 773

The stumbling blocks and enhancers for each
value at work and outside of work were
determined, but only those for the value ‘family’
are described in detail here.

Family
There were 102 sub-codes for family and the
frequency breakdown is shown in Figure 1.
Seventeen stumbling blocks and 37 enhancers
were identified for family outside of work (Table
3 and Table 4, respectively) and 38 stumbling
blocks and 10 enhancers for family at work (Table
5 and Table 6 respectively).

Table 3: Stumbling Blocks
for Family Outside of Work

Sub-Code Frequency

Distance 4

Work Pressure 4

Career Focus 3

Studies 2

Competing Priorities 1

Dependance 1

Divorce 1

Selfishness 1

Figure 1: Family  Sub-Code Frequency
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‘Distance’ and ‘work pressure’ were the most
prevalent stumbling blocks outside of work, with
‘career focus’ coming in second. At work, ‘work
pressure’ was the most common stumbling block.
Most respondents complained about long working
hours and demanding workloads. ‘Being at home’
and ‘setting boundaries’ were prevalent enhancers
for family.

Discussion
The coding process of the 300 self-reports yielded
a total of 445 stumbling blocks and 456 enhancers
across the values. It appears that 44% of the
research respondents could not live their values,
while 56% could live out their values, both at
work and outside of work.

Top Values
The values ranked in the top were family,
enjoyment, achievement, independence and
honesty/integrity.

‘Family’, the highest ranked value, had 79%
of the respondents indicating that they could
not live it out at work. ‘Family’ mainly
encompassed spending time with parents, siblings,
life partners and children. Allen and Kiburz (2012)
defined family-work balance as an overall
assessment of one’s effectiveness and satisfaction
with work and family life balance. This is consistent
with responses in which respondents emphasized
that they could not have a family-work balance due
to travel, work pressure and thinking about work
even when at home. Respondents acknowledged
this stumbling block as necessary in order to climb
the corporate ladder, where they believed they could
have more power and independence to implement
family-work balance. Some cited pursuing the MBA
as a way of earning more, which would positively
impact family-work balance. However, some
respondents who held senior positions felt that they
still did not attain the balance, unless they specifically
planned it into their lives.

Table 4: Enhancers for Family
Outside of Work

Sub-Code Frequency

Time 15

Being Present 5

Shared Activities 4

Changing Career 2

Involvement 2

Patience 2

Appreciation 1

Being Accommodating 1

Boundaries 1

Forgiveness 1

House Help 1

Shared Goals 1

Starting Own Family 1

Table 5: Stumbling Blocks
for Family at Work

Sub-Code Frequency

Work Pressure 20

Distance 9

Work Travel 5

Restrictive Organization 2

Management 1

Studies 1

Table 6: Enhancers for Family at Work

Sub-Code Frequency

Being More Present at Home 3

Setting Boundaries 3

Include Family in Business 2

Use More Skills at Home 1

Delegating 1
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To enhance the value, many respondents
indicated that they would spend more time with
their family. Some indicated that they would be
assertive and not take work home. Some were
not specifically asked to work late, but felt that
the culture and nature of the organization
demanded it in order for them to fit in and
demonstrate the requisite commitment.

The second highest value was ‘Enjoyment’.
Eight-seven percent of the respondents indicated
that they could live this value outside of work,
and only 27% stated that they could live it out
at work. The stumbling blocks were in the nature
and culture of the organization. Respondents
complained about factors such as lack of
motivation, office politics, poor management,
the mundane nature of the job and a very
competitive culture. At first glance, competitive
culture looks like an enhancer for enjoyment,
as Hansemark (2003) posits that achievement
is concerned with the expectations of doing
something better than others. However, this
may not be true here. This could be explained
by the proposition of Waterman et al. (2008)
that enjoyment is connected to realizing personal
goals that facilitate self-realization. In a highly
competitive environment, there was no sense
of self-realization as the employees were pitted
against each other and not recognized for their
work. They competed and there was no winning.
We, therefore, surmise that enjoyment,
achievement and recognition are closely linked.

The fourth highest value was ‘Independence’.
Ball et al. (2004) defined independence as a form
of autonomy. Sixty-seven percent indicated that
they could not live this value at work due to
stumbling blocks such as superiors, organizations
which did not allow high levels of independence,
and being in a junior role. Eighty-one percent
indicated that they could live this value outside
of work, and many mentioned that to enhance

it they would set goals and build wealth. Inalhan
and Finch (2004) define autonomy as self-
determination and being unrestricted. Many see
this autonomy arising due to wealth, and in order
to build wealth, they needed to study and work
harder. Consequently, this creates pressure that
takes them away from their families. It can be
surmised that at different stages of life, different
values will take center-stage. Therefore, one’s
life could be seen to have seasons, where different
values will be prioritized to live out as life
progresses or as circumstances change.

‘Honesty/integrity’ emerged as the fifth
highest value. Analysis shows that 90% of the
respondents could live out this value outside of
work, and 63% were able to live it out at work.
Most people felt that this value was very
important. Many indicated that they could not
live this value out due to reasons such as not
having the courage to express their feelings, or
having a tendency to please.

Top Stumbling Blocks and Enhancers
A number of stumbling blocks and enhancers
affected the values, implying that practitioners
have ample scope to improve the values
congruence of employees significantly.

The general observation was that many
stumbling blocks were due to factors that
respondents felt they could not control, such
as organizational structure and culture, and poor
management. Many who could not live out their
values at work joined other organizations or
decided to study further.

Work and study pressure created a theme
of stumbling blocks which were most prevalent
in this research. Work pressure included long work
hours, traveling excessively, being drained and
constantly thinking about work, even when at
home. This theme affected the values: family,
friendship, inner harmony, learning, time, vision,
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enjoyment, family and creativity. This stumbling
block had a direct connection with ambition.
Despite the high number of values being affected
by it, the benefits of putting up with this stumbling
block seem to outweigh the downside, as many
respondents felt that the other values of wealth,
independence, achievement and recognition could
be enhanced by dealing with huge amounts of
work pressure.

Lack of confidence and courage combined
were also very dominant stumbling block themes.
The respondents stated that they did not have
the courage or confidence to speak up, defend
themselves, create boundaries or follow their
passions. These stumbling blocks impacted the
following values: vision, different, leadership,
honesty/integrity and constructive dissent. It
is not surprising that confidence and authenticity
were proposed as enhancers for the same values.
Many respondents commented that they would
endeavor to be more confident to lead and/or
be different and stand out. This state of being
different (diversity) can enhance the individual’s
sense of personal identity (Simsek and Yalincetin,
2010).

The nature of the organization and its culture
were stumbling block themes that encompassed
such factors as restrictive environment, poor
management and low trust environment. The
values impacted by this theme were: leadership,
recognition, ambition and inner harmony. The
respondents complained that in their
organizations, there was very little to no
recognition for hard work or work done well.
This is consistent with Nelson (2004), who
proposes that recognition can be enhanced by
superiors giving timely, sincere and specific praise,
publicly or privately.

Distance and travel, due to work or studies,
were also major stumbling block themes which
mainly impacted location, family and friendship.

Family and friendship are supposed to provide
socio-emotional benefits (Hay, 1988 as cited in
Mao, 2006; and Parris et al., 2008) and so distance
negatively impacts the exchange of these benefits.

There were a number of enhancer themes
that cut across many values. These enhancers
themes were: education, time, confidence and
authenticity, helping others, purpose and goals,
and reflection and meditation.

Education included studying for an MBA,
reading books, attending seminars, personal
development workshops and getting feedback
from mentors. Excelling at challenges and
achievement due to education create great
opportunities for recognition (Liden et al., 2000).
Apparently, by prioritizing education, the
following values would be enhanced: wealth,
ambition, challenge, independence, vision and
learning.

Many respondents mentioned prioritizing
time as an enhancer for many values. They
mentioned that they would like to spend more
time on important issues, pay more attention,
listen more and be more fully present (mindful)
in interactions, and participate in activities that
are important and meaningful, and has purpose.
The values that were affected by prioritizing time
were family and friendship. Employers can facilitate
work-life balance by adjusting working patterns
to enable everyone to find a rhythm to combine
work with other responsibilities or ambitions
(Maxwell, 2005). This could be done by allowing
employees to attend important family activities
and cultural rituals, encouraging flexitime and
discouraging taking work home (and setting the
example for such in executive and senior
management). With the proliferation of
technology access, the boundary between work
and out-of-work time is unfortunately obliterated.

Helping others was another theme that
showed up in many values. Respondents talked
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about volunteering, helping the community,
mentoring, coaching and inspiring others. This
theme appeared in these values: loving, leaving
a legacy, relevance and service. The help could
be emotional, material, educational or social.

Finding and following one’s purpose and setting
goals was an enhancer theme that appeared in
the time and relevance values. Masuda et al. (2010)
define personal vision as higher order goals aimed
at instilling purpose to help one move towards a
meaningful destination. Reflection and meditation
affected the values of time, vision and wealth.

Conclusion
The main findings from the research were the
following:

• The top, most important values to
the respondents were: family,
enjoyment, achievement, indepen-
dence and honesty/integrity.

• On a general level, 56% of the
respondents could live their values
at work and outside of work.

• The ability to live out values at work and
outside of work varied from value-to-
value, with some values being lived out
more at home and less at work, and vice
versa.

• The main stumbling blocks for living
out values at work were: poor
management, organizational
structure, and lack of confidence.

• The main enhancers for living out values
at work were: education, confidence
and authenticity, purpose and goals,
and reflection and meditation.

• The main stumbling blocks for living
out values outside of work were: work
pressure, distance and travel, and not
knowing one’s purpose in life.

• The main enhancers for living out
values outside of work were: time,

helping others, ref lection and
meditation, and purpose and goals.

• No clear clustering of values emerged
from the research. However, the
clusters (themes) appeared in the
enhancers and stumbling blocks.

The purpose of this phenomenological
approach was to describe the patterns relating
to values congruence, and the tension people
feel in not being able to live them out; or the
joy of identifying how to enhance what is already
working well. Further, research is required to
link these sorts of findings to research related
to authentic leadership and personal self-care.
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Appendix

Values Identification

Authenticity: The Essential Self
The idea of ‘being oneself’ or ‘being true to oneself’ is widespread in modern rhetoric and a
central notion of modern moral thought. Authenticity implies the possibility of being false
to oneself, the implication being that in order to be authentic and true to ourselves, we
must throw off the repressions imposed upon us by the constraints of conventional morality,
‘social fit’ and which we impose upon ourselves. One of the largest drivers of our ‘social fit’
is modern work which restrains individual choice, making choices more closely aligned to the
lives they wish to lead and the values that apparently govern/underpin their belief systems.
We believe that a good place to start regaining congruency between one’s ‘imagined social
life’ and ‘actual social life’ begins with the exploration of current, dominant individual values
and thereafter explore ways in which to achieve congruency between their ‘beliefs/values’
and their ‘daily action’.

Please review each value below: (a) tick the values that are currently important to you; and
(b) mark the applicable number (in the box) that best describes your current behaviors or actions.

Legend:

1 I consider the value important, but it is not yet reflected in my daily life.

2 I have started demonstrating this value in my life and I am making some progress.

3 I regularly demonstrate this value in my life and I am making good progress.

4 I regularly demonstrate this behavior and I am making significant progress in
mastering this value in my life.

5 I have mastered this value in my life and I am mentoring others in doing the same.



Achievement

Setting and accomplishing important goals I set myself.  1 2 3 4 5

Ambition

Aiming higher – aspiring – climbing ladders – getting  to the  1 2 3 4 5
 top. Being the best at something.

Challenge

Working on tasks which stretch me and grow me. Winning.  1 2 3 4 5

Constructive Dissent

Being able to challenge the status quo. Not content with the  1 2 3 4 5
superficial. Allowed to take a stand for what I believe or think.

Authenticity – Living Your Personal Values
(Tick       )
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Creativity

Having space to create new ideas and concepts. The ability to  1 2 3 4 5
think outside the box. The opportunity to conceptualize
and innovate.

Different

To be able to be me, to be unconventional, to experience and  1 2 3 4 5
explore my uniqueness. To have dignity. Not to be required
always to conform.

Enjoyment

Having fun in my job and outside it. Liking my workplace.  1 2 3 4 5
Laughter. Life.

Equality

To enjoy equal rights and have equal opportunities.  1 2 3 4 5
Not to be discriminated against.

Family

Quality time with my family. Sharing, caring. Being there  1 2 3 4 5
when they need me.

Friendship

Relationship with friends. To share interests and activities.  1 2 3 4 5
 Enjoyment. Support. Reliability.

Health

Physically healthy. Regularly exercise, and keep fit—in order  1 2 3 4 5
to have the energy for the things I
want to do and achieve.

Honesty/Integrity

Being truthful, open, frank. Living by sound principles.  1 2 3 4 5
Able to accept the truth.

Independence

Having control over my life. Being self-sufficient.  1 2 3 4 5
Responsible for myself to myself. Space.

Inner Harmony

Freedom from inner conflict. Spiritual needs met. Being at  1 2 3 4 5
peace with myself. Centered.

Leadership

Influencing others, earning followership.  1 2 3 4 5
Creating vision. Inspiring.
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Learning

Growing intellectually. Turning information into  1 2 3 4 5
knowledge and then into wisdom. Becoming an expert.

Leaving a Legacy

Leaving a footprint that will never  1 2 3 4 5
be forgotten. Being remembered.

Location

Living where I am, happy. Living how I am, comfortable.  1 2 3 4 5

Loving

Affectionate, tender, warm, accepting of others unconditionally.  1 2 3 4 5
Wanting to give more than get.

Loyalty

Feeling committed, belonging, part of an organization or  1 2 3 4 5
country, helping. The whole is greater than I am.

Obedience

Being dutiful and respectful. Accepting authority.  1 2 3 4 5
Doing what I am expected to do.

Power

Having control over resources and decisions. Directing.  1 2 3 4 5
Getting things done.

Recognition

Being acknowledged by others as successful.  1 2 3 4 5
Having my achievements valued.
Being listened to. Having dignity; Being respected.

Relevance

Feeling that I belong, that I can make a difference, that  1 2 3 4 5
I am part of a group and that I matter to it.

Risk

Tackling things I am not sure I can handle. Comfortable with,  1 2 3 4 5
and in, uncertainty.

Security

Having stability and certainty. Financially sound.  1 2 3 4 5
Predictable environment. Not too
many surprises or risks. Being included not excluded.
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Reference # 03M-2014-06-03-01

Corrigendum

In Effective Executive, Vol. XVII, No. 1, March 2014, in the paper titled, “Using Metrics to Achieve
‘Steering Control’ of Your Marketing Actions” by Donald E Sexton, the following changes may be
taken note of:

p. 7, the first subheading may be read as

What Is It Worth to Know the Future?

p. 11, second column, last sentence of first full paragraph should be:

then revenue for the next time period can be expected to decrease 36%.

p. 14, first column, Sexton’s Contribution Law should be:

Relative change in contribution = (Relative change in CVA®)²

p. 14, the third line of the second column should be:

then contribution for the next time period can be expected to increase 44%.

Appendix  (Cont.)

Service

Contributing to the satisfactory wellbeing  1 2 3 4 5
and achievement of others. Making a
difference to customers, staff, colleagues,
friends and the community.

Time

To have time for myself to reflect, renew, recharge,  1 2 3 4 5
rethink, resolve.

Vision

Need to be inspired, well led, excited by the future.  1 2 3 4 5
Having a personal purpose.

Wealth

Being able to afford to live as well as I want.  1 2 3 4 5
To do what I seek to do. Travel, invest, own.




