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ABSTRACT 

Leadership in the postindustrial era is a complex and 
demanding occupation which requires exceptional character¬ 
istics. As the compelling call for leadership continues, 
it appears that existing leadership theory and development 
has not yielded the quantity and quality of leaders 
required for these metamorphic times. New strategies are 
warranted to address this evident need. Within this paper 
an innovative theoretical construct is presented and 
substantiated which may provoke further investigation. 

Based on an analysis of the current literature on 
postindustrial leadership, five key characteristics are 
identified: (1) creativity, (2) flexibility, (3) broad 
vision, (4) self-development, and (5) emphasis on the 
development of the followers. These characteristics are 
compared with the qualities exhibited by self-actualized 
persons and by persons regularly practicing a self¬ 
development technique known as Transcendental Meditation. 
It is theorized that the qualities required of a post¬ 
industrial leader are those qualities exhibited by 
"psychologically healthy," self-actualized, or highly 
developed persons. A review of the literature pertaining 
to transpersonal psychology and contemporary developmental 
psychology indicated that self-transcendence was a common 
vehicle for attaining higher stages of development. A 
technique for self-transcendence, such as Transcendental 
Meditation, which may act as a facilitator for this 
development may then serve also as a facilitator for 
leadership development. 

A possible research design is proposed which could 
empirically validate this relationship. It is hypothesized 
that the experimental groups who receive training in TM 
will demonstrate higher performance on the criterion meas¬ 
ures which are associated with postindustrial leadership. 

The intent of this paper is to respond to the need for 
alternative and creative perspectives to the prevailing 
exigent demand for leadership. The potential for the 
attainment of higher stages of human development must not 
be overlooked as a relevant adjunct to leadership 
development. The further investigation of the possibility 
of self-transcendence as a facilitator of postindustrial 
leadership is highly encouraged. 
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CHAPTER 1 

INTRODUCTION 

Every societal transition is facilitated by the 

auspicious presence and compelling guidance of those 

individuals who lead the rest of us through the tumultuous 

times. The current transition from a predominately 

industrially-based society to the emerging humanistically- 

oriented, yet technologically-infused cultural climate is 

in particular need of such efficacious facilitation. 

Despite the evident need for effective leadership, it 

is becoming increasingly apparent that the supply is not 

sufficient to meet the demand. This is not to say that 

attempted leadership is an absent phenomenon, however. As 

futurist Alvin Toffler commented, the Second Wave leaders 

are "grotesquely unprepared" to cope with the changing 

times. 1 While it is true that there have been other 

societal shifts which have required and generated effective 

leadership, there is a convincing consensus that "this new 

age" supersedes those in our memorable past and so places 

incommensurable demands on our abilities as individuals and 

nations to survive. In the words of Buckminster Fuller, 

"The world is now too dangerous for anything less than 

Utopia."2 
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Existing leadership theory, while substantial, is 

plagued by ambiguity and dissension. It has served to 

chronicle the evolutionary trend in the perception of 

leadership, but may not be adequate for the understanding 

or development of postindustrial leaders. It is clear that 

new approaches to the subject of leadership are not only 

warranted, but critical to meet the needs of our increas¬ 

ingly complex society. 

Producing leaders to meet the needs of our Third Wave 

society has become a vociferously proclaimed priority. 

Despite multifarious research efforts, the call for 

effective leaders has not attenuated. In two aptly 

entitled publications, Leadership: Where Else Can We Go?3 

and Leadership: The Cutting Edge,4 the contributors explore 

alternative approaches to the subject of leadership. They 

adamantly encourage the formulation of new theoretical 

constructs to approach a subject which is ill-suited to 

reductionistic modes of thinking and premature hypothesis 

testing. In response to this recommendation to explore 

alternative and innovative approaches to a subject which is 

concurrently fascinating and frustrating, the purpose of 

this paper shall be the initial formulation and theoretical 

verification of an innovative perspective on leadership in 

the new era. 

The new era has been alternately christened the New 

Age, the Third Wave, the Information Age and the 
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Postindustrial Age. The latter term is preferable at this 

point, as the exact nature of this shift of paradigm 

proportions is as yet uncertain, but it is clear that the 

present societal configuration has eclipsed our concept of 

an industrial age. Regardless of the nomenclature, the 

Postindustrial Age has arrived via several convincingly 

distinctive characteristics which have been elaborated on 

in books such as Megatrends,5 The Third Wave6 and The 

Aquarian Conspiracy.^ The most compelling evidence of 

change at the societal level is the rapid advancement of 

information technology and its implications for global 

communication systems. These advancements at the societal 

level cannot occur in isolation from advancements at the 

individual level, since society reflects the collective 

development of individuals. As Toffler comments, "A 

revolution in the media must mean a revolution in the 

psyche."8 

This revolution in the psyche was observed in the 

counterculture activities of the sixties and evolved into 

the self-preoccupation of the seventies which led historian 

Christopher Lasch to warn us of our possible lapse into a 

"culture of narcissism."9 m the eighties the human 

potential movement has not declined; on the contrary, it 

has spread into corporate circles under the pseudonym of 

human resource development. Social research psychologist 

Daniel Yankelovich cites a major shift over recent decades 
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away from the self-denying work ethic of the past to an 

ethic of self-fulfillment.^-® The pursuit of self¬ 

development, self-awareness and self-actualization has 

become a common endeavor. 

Leadership development has become intimately entwined 

with the human potential movement.^ Management psycholo¬ 

gist Michael Maccoby emphasized that "Leaders succeed only 

when they embody and express, for better or worse, values 

rooted in the social character of group, class, or 

nation." Leaders of the postindustrial era will be 

required to be at the forefront of a highly developed 

technological society and of highly developed, more self- 

aware individuals. The parallel emphasis on the develop¬ 

ment of technology and the development of the self which 

characterize the postindustrial era presents - a unique 

challenge to leadership. The demands placed on these 

leaders will require that they possess characteristics 

beyond those of the average person and aspire to what 

psychologist Abraham Maslow describes as "the Farther 

Reaches of Human Nature."-^ 

Management expert Warren Bennis states that a key 

factor in effective leadership is the creative deployment 

of self.^ In his Pulitzer Prize winning book. Leadership> 

James MacGregor Burns acknowledges the role of the develop¬ 

mental nature of human values and behavior as critical to 

our understanding of leadership, and encourages us to look 
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even beyond self-actualized man for our new leaders.In 

Excellence in Leadership# Frank Goble provides an apt 

summary of this theme: 

Personal development ... is the key to excel¬ 
lent leadership. It has been the most neglected 
aspect of leadership training, but now all that 
is changing. Leaders and those who aspire to 
leadership will find the development of potential 
one of the most promising ways to increase 
personal and organizational effectiveness. 

The human potential movement borrows from the fields 

of developmental, humanistic, and transpersonal psychology, 

which in turn borrow from the ancient teachings of the 

East. Although the Eastern disciplines may differ in 

philosophy and specific technique, they share the common 

goal of the individual's attainment of higher states of 

consciousness and ultimately what is referred to as 

enlightenment. The process by which the higher states of 

consciousness are attained is usually referred to as self¬ 

transcendence. Maslow identified peak experiences of self¬ 

transcendence as a key factor in self-actualization. 

William James, Carl Jung and Carl Rogers all made reference 

to the transcendent state as critical to self-development. 

The relevance of self-transcendence to postindustrial 

leadership, although perhaps initially thought to be an 

unrelated and even far-fetched speculation, is based on 

several sound theoretical and potentially empirically 

verifiable arguments. 
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First, according to Burns and Maccoby, the leader must 

reflect the belief systems and values of the followers. 

Since the development of full potential is such a major 

theme of the postindustrial era, it is of inescapable 

relevance to the leader. Highly developed individuals do 

not tend to follow lesser evolved individuals, so the 

leader must be at the level of or a step ahead of the 

followers. According to Maharishi Mahesh Yogi, the leader 

actually mirrors the level of consciousness of the 

followers.it would follow then that if s/he fails to 

attain this level, s/he will fall from power. The New Age 

leader will need to recognize the importance of self¬ 

development and ensure that s/he leads in a manner which 

promotes the development of the followers, as well as 

pursuing his or her own growth. 

Secondly, the qualities of leadership that are 

demanded by the characteristics of the postindustrial 

society are qualities that require the development of 

attributes beyond those which the average person possesses. 

Farsightedness of vision, global perspective, ability to 

keep pace with rapid change and increasing stressors, 

accompanied by the capacity for empathic, humanistic 

rapport with followers, are traits that self-transcendence 

purports to develop. Recent scientific studies of persons 

regularly practicing a technique for experiencing the 

transcendent state have substantiated this claim.18 
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Thirdly, the evolutionary nature of leadership 

parallels the developmental nature of human growth. In 

tracing the evolution of the perception of leadership, one 

can see that we have moved from the notion of the auto¬ 

cratic leader, to the heroic leader, to the bureaucratic 

leader, to the transactional leader, and most recently to 

the concept of the transformational leader.The 

transformational leader is concerned with goal achievement 

for the followers and the organization, with a resulting 

shift in emphasis from purely economic achievement to 

humanistic growth, which requires the mutual development of 

the leader and the follower. Maccoby traces the models of 

leadership based on five different work ethics: (1) puri¬ 

tan ethic, (2) craft ethic, (3) entrepreneurial ethic, 

(4) career ethic, and (5) a new ethic which embraces self¬ 

development and development of others.20 The developmental 

aspects of postindustrial leadership suggest the requisite 

inquiry into contemporary developmental theory and its 

proposed technologies. 

The relationship of self-transcendence to leadership 

is an innovative concept which certainly warrants further 

investigation. It is the purpose of this paper to substan¬ 

tiate the role of self-transcendence as facilitator of 

postindustrial leadership and to outline a plausible 

research design to test this hypothesis. It is hoped that 

the paper will inspire the further investigation of this 
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area in order to add not only to our understanding of 

leadership, but also to the actualization of capable 

leaders in an era in which we cannot afford to settle for 

less. 

The paper will begin with a review of the relevant 

leadership literature including the identification of those 

characteristics associated with postindustrial leadership. 

This will be followed by an overview of psychological 

approaches to higher stages of human development and the 

role of self-transcendence in their facilitation. The 

relationship of the characteristics required of the 

postindustrial leader and the characteristics evidenced in 

persons who regularly experience the transcendent state 

will be compared from a theoretical perspective. The paper 

will conclude with a proposed research design that could 

empirically demonstrate this relationship. 
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CHAPTER 2 

UNDERSTANDING LEADERSHIP 

Understanding leadership is a formidable and ambitious 

undertaking, to say the least. For the purposes of this 

paper, understanding will consist of: (1) stating a rele¬ 

vant definition, (2) summarizing past approaches, (3) sum¬ 

marizing current approaches, and (4) constructing a profile 

of postindustrial leadership. 

Defining Leadership 

Like love, leadership continued to be something 
everyone knew existed but nobody could define. 1 

It appears that there are nearly as many definitions 

of leadership as there are persons doing the defining. It 

is clear that to some extent defining leadership is a 

matter of perspective. The following are representative of 

the most common interpretations: 

Leadership is the reciprocal process of mobiliz¬ 
ing, by persons with certain motives and values, 
various economic, political, and other resources, 
in a context of competition and conflict, in 
order to realize goals independently or mutually 
held by both leaders and followers.2 

Leadership is the art of getting someone else to 
do something that you want done because he wants 
to do it.3 
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Leadership is the ability to gain consensus and 
commitment to common objectives, beyond organiza¬ 
tional requirements, which are attained with the 
experience of contribution and satisfaction on 
the part of the work group.4 

That we all agree on one definition of leadership is 

not the goal, but that the researcher clearly specify what 

s/he means by leadership prior to conducting the research 

is essential. In an article entitled "The Ambiguities of 

Leadership," Jeffrey Pfeffer identifies the ambiguity in 

definition and measurement as one of the main problems in 

the study of leadership.5 He warns us that leadership has 

been associated with a set of myths which may in fact be 

misleading and emphasizes that the analysis of leadership 

must be contingent on the researcher's intent. 

Barbara Karmel reiterates Pfeffer's perspective and 

outlines two factors which are the primary contributors to 

"the uncertain state of the art in leadership research" — 

definitional confusion and unrecognized and unacknowledged 

assumptions in empirical designs. She proposes that 

leadership is not a single concept but is a function of the 

purpose of the investigation.6 The critical factor, then, 

is the careful delineation of the purposes of the investi¬ 

gation. 

Within the framework of this investigation, the field 

of overly abundant definitions can be narrowed to those 

concerning transformational leadership. The transforma¬ 

tional aspect is critical to the postindustrial era due to 
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the emphasis on individual self-development and beneficial 

societal change. The following definitions reflect this 

emphasis: 

Transforming leadership occurs "when one or more 

persons engage with others in such a way that leaders and 

followers raise one another to higher levels of motivation 

and morality. 

Burns defined transformational leadership as helping 

followers "move toward fuller self-realization and self- 

actualization along with the leaders themselves."8 He 

expounded further to propose a definition of transcending 

leadership: 

Transcending leadership is dynamic leadership in 
the sense that the leaders throw themselves into 
a relationship with followers who will feel 
•elevated* by it and often become more active 
themselves, thereby creating new cadres of 
leaders.9 

It is this notion of transforming and transcending 

leadership that is relevant to postindustrial leadership. 

It is going beyond what was adequate in the previous 

industrial age and responding to the humanistic, self¬ 

development orientation of the current age. For the 

purposes of this paper, postindustrial leadership will be 

defined as behavior which results in the uplifting of the 

organization, the leader, and the followers towards a goal 

that results in the bettering of humanity. 
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Although important, the initial definition is insuf¬ 

ficient to accurately portray the genre of postindustrial 

leadership. In order to produce a profile of postindust¬ 

rial leadership, current approaches that attempt to 

characterize it will be reviewed. However, prior to this 

review, previous approaches to this complex construct will 

be briefly outlined to provide both the foundation and 

flavor of its past. 

Past Approaches to Leadership 

Leadership may well be one of the most studied, yet 

least understood, social phenomena. The following comments 

from respected researchers in the field emphasize the 

inherent complexity of the topic: 

Leadership is like the Abominable Snowman, whose 
footprints are everywhere but who is nowhere to 
be seen.10 

Of all the hazy and confounding areas in social 
psychology, leadership theory undoubtedly 
contends for top nomination. Always, it seems, 
the concept of leadership eludes us or turns up 
in another form to taunt us again with its 
slipperiness and complexity.il 

Leadership remains more of a performing art than 
a science.12 

The history of leadership research is a fitful 
one.13 

Never have so many labored so long to say so 
little.14 

These exemplary comments reflect the degree of 

frustration and consternation that the field of leadership 
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engenders. Despite these admonitions, past approaches to 

leadership have contributed to our understanding thus far 

and offer some relevance regarding the current approaches. 

A thorough review of the leadership literature would 

be far beyond the scope of this paper and is in fact beyond 

the scope of many books. Stogdill's classic Handbook of 

Leadership is over 700 pages in length and admits its 

limitations in adequately addressing the topic.15 However, 

in order to provide the needed perspective, a brief history 

of approaches will be presented. This will be followed by 

a review of the recent literature which specifically 

addresses leadership in the postindustrial era. 

Historically, the past approaches to leadership can 

be classified into the following categories: (1) trait, 

(2) behavioral, (3) situational, and (4) multiple linkage. 

The trait approach to leadership dominated the field 

for several decades as researchers attempted to identify 

the characteristics of successful leaders. The traits 

identified were both physical and psychological in nature, 

but did not prove to be accurate predictors of successful 

leadership. Some researchers have abandoned the trait 

approach as an antiquated and severely limited approach to 

understanding so complex a phenomenon. Yet, others argue 

that the trait approach is worthy of resurrection, if 

traits are viewed from a more integrative context. 



16 

In 1948, Stogdill reviewed the results of 124 trait 

studies conducted from 1904 to 1948. He concluded that a 

person does not become a leader based simply on the 

possession of some combination of traits. These personal 

characteristics must bear some relevance to the character¬ 

istics, goals and activities of the followers.16 in 1974, 

Stodgill made a subsequent review of studies conducted 

between 1949 and 1970. Differences in perspective (primar¬ 

ily a focus on leaders as managers) and methodology led to 

more support for trait theory, although situational aspects 

were emphasized. He concluded that there are characteris¬ 

tics which "generate personality dynamics advantageous to 

the person seeking the responsibilities of leadership."1^ 

The behavioral approach was initiated in the late 

1940*3 by researchers at Ohio State University as an 

alternative to the trait approach. A multitude of studies 

was conducted based on two primary dimensions — considera¬ 

tion (human-relations oriented supervision) and structure 

(task-oriented supervision). Two major questionnaires for 

measuring these dimensions were developed: The Leadership 

Opinion Questionnaire and The Leader Behavior Description 

Questionnaire. The studies conducted based on this 

approach have yielded divergent results. It is clear that 

the two variables are relevant to leader behavior, but 

their correlation and the degree of effect are as yet 

unsubstantiated.18 
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In the 1960's, Fiedler introduced what is referred to 

as the contingency or situational model. It is based on 

the premise that leadership effectiveness is a joint 

function of leader characteristics and situational charac¬ 

teristics. He demonstrated that leaders use different 

styles with different workers based on preferences for 

particular workers and emphasize interpersonal relation¬ 

ships and task relationships to differing degrees. 

Attempts to replicate Fiedler's findings have been 

equivocal, but this has not proved detrimental to continued 

efforts in this direction. 

House and Mitchell's "Path-Goal Theory" focuses on 

employee motivation and satisfaction. It emphasizes the 

perceptions of the subordinate, which is a shift from 

previous approaches. The attainment of the personal goals 

of the employee or group member are considered to be a 

factor in production. The leader's role focuses on 

increasing personal rewards to subordinates for perform¬ 

ance, so that organizational and personal goals may be 

achieved. 

Hollander pursues this line of thinking with his 

"Social Exchange Theory." He emphasizes the interaction 

between situational variables, the leader's characteristics 

and expectations, and the follower's characteristics and 

expectations. He proposes that leaders vary their behavior 

to conform to expectations of the subordinates because the 



18 

leader needs certain things from them (performance, 

loyalty, etc.). His theory suggests that an equitable 

exchange occurs between leaders and followers. 

Horsey and Blanchard's theory of situational leader- 

ship views task-oriented and relationship-oriented leader 

behavior in light of the maturity of the subordinates' 

ability and willingness to perform tasks. They utilized a 

four cell grid to demonstrate the change in the leader's 

behavior based on the maturity of the followers. This 

concept has been useful from a theoretical perspective, but 

also lacks empirical substantiation. 

Yukl proposes the "Multiple Linkage Model" of leader 

effectiveness in an attempt to include situational and 

intervening variables to promote a more comprehensive model 

of leadership. Group characteristics and individual 

subordinate characteristics which influence group perform¬ 

ance are referred to as intervening variables; for example, 

subordinate task skills, group cohesion and leader- 

subordinate relations. Yukl believes that the leader's 

short term effectiveness depends on his ability to skill¬ 

fully correct any deficiencies in the intervening variables 

for his work unit. Research on this theory is now in 

progress and, thus far, it has served as a useful represen¬ 

tation of a multifactor approach to leadership. For an 

elaboration of the aforementioned situational and multiple 
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linkage modelsr see Yukl's book entitled Leadership in 

Organizations.^ 

The previously mentioned theories are but representa¬ 

tive of a myriad of approaches to leadership. Although the 

results from studies based on these approaches are far from 

conclusive, each has its place in expanding our understand¬ 

ing of this important yet elusive topic. If leadership is 

indeed a function of the times, then it is likely that the 

aforementioned approaches were appropriate for the times in 

which they were proposed. They may in fact reflect the 

evolutionary nature of the topic, as they move from the 

more simple, one dimensional perspective to the complex 

multifactor analysis. Yet, it is possible that evolution 

to greater and greater levels of complexity may fail to 

provide researchers with the answers that are needed in 

this era. 

What comprises "effective" postindustrial leadership? 

How can society produce more of these leaders in a time of 

great need? Referring to postindustrial times. Burns made 

the following evaluation: "We fail to grasp the essence of 

leadership that is relevant to the modern age and hence we 

cannot agree even on the standards by which to measure, 

recruit, and reject it."20 in the next section this 

essence will be explored by reviewing the profiles of 

postindustrial leadership developed by the current major 

researchers. 
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Current Approaches to Leadership 

Interestingly enough, the recent leadership literature 

illustrates a revival of emphasis on the characteristics of 

leadership. The complex vertical dyad, multiple linkage 

models have been set aside for an approach reminiscent of 

trait theory in which the characteristics of postindustrial 

leadership are identified. As was noted in the previous 

section, Stogdill recognized the relevance of leader traits 

and implied that many researchers had overreacted in 

dismissing this approach completely.21 

Replicating Stogdill's approach in regard to trait 

theory, this section will analyze the current major works 

on leadership, and identify the most frequently mentioned 

characteristics of postindustrial leadership. Although 

several of the works are theoretical in nature, most are 

based on interviews of successful leaders. They will be 

reviewed in chronological order and a summary profile of 

the characteristics identified by each are presented in 

table form in the Appendix. 

No review of the literature which addresses the 

humanistic orientation of the postindustrial era can begin 

without due homage to the late industrial psychologist, 

Douglas McGregor. His work was published in 1960, and is 

therefore not technically a current approach and is not in 

actuality a study of leadership, but of management. It is 
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included here as a preface to this section because it 

represents a transition in thinking regarding the employee 

within the organization. 

In his classic text entitled The Human Side of 

Enterprise, he discusses leadership in light of what he 

refers to as "Theory Y." Theory Y promotes the principle 

of integration which recognizes the needs of both the 

organization and the individual. Therefore, the organiza¬ 

tion's performance and goal attainment will suffer if the 

individual's needs and goals are overlooked.^ 

McGregor was one of the original advocates of the 

importance of self-development to the work setting. He 

noted that few individuals realize their full potential. 

Each individual is unique, and it is this 
uniqueness we will constantly encourage and 
nourish if we are truly concerned to develop 
leaders for the industry of tomorrow.23 

He felt that thus far, management had been underestimating 

the potential represented by human resources. He predicted 

that a Theory Y approach to management could result in 

developments in the human side of enterprise comparable to 

those that have occurred in technology during the past half 

century, 

. . . and, if we can learn how to realize the 
potential for collaboration inherent in the human 
resources of industry, we will provide a model 
for governments and nations which mankind sorely 
needs.24 
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McGregor cited four major variables involved in 

organizational leadership: (1) the characteristics of the 

leader, (2) the attitudes, needs, and other personal 

characteristics of the followers, (3) the characteristics 

of the organization, and (4) the social, economic, and 

political milieu. He emphasized that the characteristics 

of the times in many ways determined the type of leaders 

who proved to be effective. Although McGregor was not 

hopeful at the time that leadership would be understood by 

a universal pattern of characteristics possessed by certain 

people, he acknowledged development of human potential as a 

critical component of future leadership. Theory Y may 

represent an earlier evolutionary phase, a transitory 

phase, which paved the way for the current emphasis on 

development of the followers, the leader and the organiza¬ 

tion as exemplified by the following works. 

The following seven books reviewed represent the major 

publications in the area of postindustrial leadership which 

were published between 1976 and 1986. This investigation 

has refrained from utilizing journal articles for this 

review because of the necessity for in-depth analysis. 

Michael Maccoby's 1976 publication, entitled The 

Gamesman: The New Corporate Leader, is a review of his 

interviews with 250 managers throughout the country.25 

Through these interviews he attempts to create a portrait 

of leadership. Maccoby's research results in a typology of 
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managers/leaders which he classifies as: (1) craftsman, 

(2) jungle fighter, (3) company man, and (4) the gamesman. 

He focuses on the gamesman as the dynamic, competitive 

risk-taker and emphasizes that the future of corporations 

depends on the gamesman^ capacity for mature development 

in combining his head and his heart. 

Maccoby spends a major portion of his book discussing 

the psychology of development as applied to management/ 

leadership. He makes particular reference to McGregor and 

Maslow as forerunners in this field. Although heaping 

accolades upon McGregor, he expresses concern about the 

limitations of Maslow*s model for the needed new leader¬ 

ship. 

In his subsequent work, entitled The Leader: A New 

Face in American Management# Maccoby reiterates many of 

the points he made in The Gamesman. He is emphatic that 

"the old models of leadership no longer work."26 

He traces the old models through four different work 

ethics, (1) puritan ethic, (2) craft ethic, (3) entrepre¬ 

neurial ethic, and (4) career ethic, and concludes that a 

new model that embodies the ethic of self-development is 

needed. In order to suggest a new model, he studies six 

"new" leaders and identifies several qualities which they 

all shared (see Table 1 in the Appendix). 

In his Pulitzer Prize winning study of leadership, 

James MacGregor Burns addresses the crisis of leadership 
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today. He proposes that the understanding of the essence 

of leadership relevant to modern society is the first step. 

He argues that it is time that 

. . . the study of leadership be lifted out of 
the anecdotal and the eulogistic and placed 
squarely in the structure and processes of human 
development and political action.27 

In tracing the origins of leadership. Burns cites Max 

Weber's perspective that societies had progressed through a 

sequence of three types of authority: (1) the charismatic, 

(2) the rational-legal, and (3) the traditional. He 

proposes that society is again in need of charismatic 

leaders, whom he prefers to call heroic leaders, who 

usually arise during periods of profound crisis and 

transformation. 

Burns places great emphasis on the role of modern 

developmental theory in understanding leadership. He 

describes the essential task of the leader as 

"consciousness-raising on a wide plane."28 ue is perhaps 

the first to popularize the term "transformational leader¬ 

ship" and becomes its ardent proponent. He emphasizes that 

the transforming leader has developed to higher levels of 

actualization and values than the potential follower. 

He acknowledges Maslow's contribution to our under¬ 

standing of leadership and strongly suggests going beyond 

it, as reflected in the following statement: 

Just as self-actualizers are potential leaders at 
all levels—because of their capacity to grow. 
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their flexibility, their creativity, their 
competence—the concept of self-actualization is 
a powerful one for understanding the processes of 
leadership. Its applicability to leadership has 
been stultified, however, by an overemphasis on 
self-actualization rather than mutual actualiza¬ 
tion with others.29 

Burns draws on the work of Lawrence Kohlberg on moral 

development to support the concept of the elevating power 

of leadership. The characteristics of the highest stage of 

moral development in which persons are guided by universal 

ethical principles and respect for human rights are 

essential for transformational leadership. Leaders of this 

type can actually shape, alter and elevate the motives, 

values and goals of the followers. This supports the 

concept of transformational leadership as developmental in 

nature. The leader operates at higher developmental levels 

and helps raise followers to higher levels, so that 

transformation takes place both individually and collec¬ 

tively. (See Table 2 in the Appendix for a summary of 

Burns" characterization of postindustrial leadership.) 

The concluding line in his eloquent and thorough 

coverage of leadership divulges the secret of transforming 

leadership, ". . . that people can be lifted into their 

better selves."30 

The following two reviews are part of the pursuit to 

understand and achieve excellence. The forerunners, 

entitled In Search of Excellence31 and The Passion for 

Excellence,32 were primarily concerned with economic 
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strategies for excellence. It is interesting to note that 

the excellence books which followed placed more emphasis on 

the humanistic side of management and leadership. The 

books tend to use the terms "manager" and "leader" 

interchangeably, so the assumption will be made that the 

emphasis is on those who take on the leading role rather 

than just those who are assigned to it. 

In Managing for Excellence^ Bradford and Cohen propose 

that an entirely new definition of leadership is needed for 

times of organizational and societal change. They entitle 

their new model of leadership "Manager as Developer."*^ 

They emphasize the shared responsibility aspect of 

management along with the leaders role in helping the 

subordinates to develop the abilities needed to share in 

the role. They note that the managers who achieve 

excellence are less likely to exhibit the characteristics 

of the overcontrolling, domineering and centralized hero. 

The "manager as developer" approach contributes to 

excellence in the following ways. First, there is a higher 

likelihood of tasks being completed at a high quality level 

because workers are developing. Problems and difficulties 

may be uncovered earlier before they reach the crisis stage 

because of the shared responsibility and openness. 

Knowledge and expertise are shared. There is a commitment 

to carrying out decisions^4 
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The manager as developer is contrasted with the 

manager as technician and the manager as conductor who 

operate at the extremes of the nonparticipative and 

autocratic spectrum. The manager as developer is seen as a 

style beyond participative management. Not only are the 

subordinates encouraged to participate, but also to develop 

themselves so that they will be leaders in their own right. 

The traits emphasized in the manager as developer role 

are especially important during times of rapid change such 

as this postindustrial era. Employees must grow and evolve 

in order to keep pace with the growing demands for innova¬ 

tion and excellence. Continuous development is a critical 

aspect of the postheroic model. (See Table 3 in the 

Appendix for a summary of these traits.) 

Hickman and Silva, authors of Creating Excellence: 

Managing Corporate Culture# Strategy# and Change in the New 

Age, state the intent of their book as "to teach people the 

practical skills they must acquire before they can become 

the sort of leaders we call New Age Executives."35 

They stress the importance of the individual leaders, 

not the organizations, in creating excellence. It is their 

belief that 

Individual executives who have developed specific 
skills create superior organizational perform¬ 
ance. Excellence doesn*t happen miraculously but 
springs from pacesetting levels of personal 
effectiveness and efficiency.36 
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Hickman and Silva studied the leadership of successful 

corporations in the New Age and from this identified six 

New Age skills. They suggest that the fundamental mana¬ 

gerial skills generally thought to ensure success will no 

longer suffice in today's corporate climate. They propose 

that in order to achieve excellence in the dynamic future, 

managers/leaders must learn "to transcend the past" by 

using these six New Age skills.(For a summary of these 

skills and additional ones, see Table 4 in the Appendix.) 

The book elaborates on each of the skills and provides 

questionnaires for self-examination in each area. 

One of the most recent works on leadership by 

respected management specialists Warren Bennis and Burt 

Nanus presents a new theory of leadership based on their 

study of 90 leaders who display effective direction in the 

current era. ° 

Their observational and interview techniques yielded 

four major areas of competencies which the leaders had in 

common: (1) attention through vision, (2) meaning 

through communication, (3) trust through positioning, and 

(4) deployment of self.^ The book elaborates on each of 

these areas of competence, citing supporting evidence based 

on the leaders they studied. 

Bennis and Nanus place emphasis on what is referred to 

as "transformative leadership," which is defined as 

"leaders who can shape and elevate the motives and goals of 
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the followers."40 They elaborate on this notion of 

transformative leadership as a collective, symbiotic 

relationship between leaders and followers in pursuit of a 

common goal. This type of leadership can ". . . move 

followers to higher degrees of consciousness, such as 

liberty, freedom, justice, and self-actualization."^■L 

The concluding chapter of the book expresses the 

authors' concern about the limitations of current manage¬ 

ment education which they argue fails to produce leaders. 

They attribute part of this failure to the perpetuation of 

certain myths, including the following: (1) leadership is 

a rare skill, (2) leaders are born, not made, (3) leaders 

are charismatic, (4) leadership exists only at the top of 

an organization, and (5) the leader controls, directs, 

prods and manipulates.4^ They encourage the refocus of 

management education with regard to the areas of competency 

which they have identified. (See Table 5 in the Appendix 

for an elaboration of the competencies and characteristics 

which they have identified.) 

In their recent publication, entitled The Transforma¬ 

tional Leader, Tichy and DeVanna expand on the concept of 

transformational leadership introduced by Burns. J Acknow¬ 

ledging the desperate need for a new type of leadership, 

they cite the purpose of their book as spreading a new way 

of thinking about organizational transformation and as 
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proposing a style of leadership which they assure can be 

learned. 

The book outlines the behavioral steps of transforma¬ 

tional leadership in the context of a three-act play. Act I 

is "Recognition of the Need for Revitalization." Act II is 

"Creating a New Vision," and Act III is "Institutionalizing 

Change." The authors focus on the self-renewal of organi¬ 

zations which old leadership styles have often failed to 

engender because of the inherent inability to adapt to 

change. 

Tichy and DeVanna conducted in-depth interviews with 

13 senior-level managers whom they considered to be 

transformational leaders. From this they identified 

characteristics which differentiated these leaders from 

transactional managers (see Table 6 in the Appendix). They 

felt that this brand of leadership is a behavioral process 

and therefore can be learned. They concluded that the real 

hallmark of transformational leadership is "self¬ 

renewal .n44 

In light of these current approaches to leadership, it 

becomes evident that a new profile of an old phenomenon is 

indeed emerging. 

A Profile of the Postindustrial Leader 

The hero of the future will be that individual 
with the great mission to overcome the mass 
feelings of alienation and self-inadequacy. He 
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will recognize that his struggle starts not with 
his community, nor even with his organization, 
but rather it starts with himself. He puts his 
own house in order. He disciplines himself to 
wholeness and from this newly acquired inner 
strength he dominates the pressures of his organ¬ 
ization and leads the people about him. . . . The 
emergence of this hero, who is admittedly a rare 
gift to any organization or society, will, by the 
changes he helps bring about, prepare the way for 
other executives to become better leaders.45 

The above prediction by Eugene Jennings in An Anatomy 

of Leadership presents a fairly accurate profile of the 

much needed post industrial leader. A profile of the 

postindustrial leader is constructed within this study 

based on a compilation of the tables that emerged from a 

review of the current approaches to leadership in the last 

section. To attain a more definitive picture of the 

postindustrial leader, those characteristics which were 

mentioned most emphatically by all the authors constitute 

the key characteristics of postindustrial leadership. (See 

Table 7 in the Appendix.) 

The term "postindustrial" was first coined by Daniel 

Bell in the seventies to differentiate the characteristics 

of the current era from the preceding ones.46 As discussed 

in Chapter 1, the postindustrial era possesses several 

distinguishing characteristics; most notably the parallel 

emphasis on technology and humanism. 

Additional distinctions have been elaborated by 

Maruyama4^ and Naisbett48 (see Tables 8 and 9 in the 

Appendix). Toffler commented that the new civilization is 
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so profoundly distinctive that it challenges our existing 

modes of thinking.James Crupi, President of the Inter¬ 

national Leadership Center/ affirmed that the new leaders 

must chart a new course because they will be leading in a 

postindustrial society where "information is the new wealth 

and people are the new products."50 it is clear that the 

changing times require a changing leadership profile. 

In reviewing Table 7f it is evident that there are 

certain key characteristics which commonly are considered 

to be essential to the new leadership. These characteris¬ 

tics include: (1) creativity, (2) flexibility (the ability 

to adapt to change), (3) broad vision, (4) emphasis on 

self-development, and (5) emphasis on the development of 

the followers. (Note that the latter three qualities are 

the key components of transformational leadership.) It may 

seem that a person who embodies these qualities is, as 

Jennings speculated, "admittedly a rare gift." Thus a 

critical question for society in an age in which leadership 

has become a rare commodity is: How can leadership become 

a more common phenomenon? That is, how can we develop 

persons who display the characteristics that profile the 

postindustrial leader? A further analysis of this profile 

may provide some direction. 

In reviewing Tables 1-6 (see Appendix), it is apparent 

that the postindustrial leader must possess many qualities 

that may only be found at the upper ends of normal 



33 

development. The profiles present a picture of the higher 

functioning, or the psychologically healthy individual? a 

state which by all reasoning should not be limited to an 

isolated few. How, then, does society go about developing 

individuals of this caliber who can fill the role require¬ 

ments of postindustrial leadership? 

In the past we may have considered normal human 

development as the norm and higher development or 

development towards full potential as the exception. 

However, there is now support for higher development as a 

possibility for more than just the exceptional few individ¬ 

uals. The individual can move beyond what are considered 

to be the norms of development or beyond the "self" as it 

currently manifests. Recent developments in the field of 

psychology offer some promise in filling the pressing need 

for exceptional leaders. In the next section, an overview 

of the higher stages of human development will be 

discussed, along with its relationship to leadership 

development. 
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CHAPTER 3 

BEYOND THE SELF 

We live in a world that has come to accept a 
limited view of the infinite resource of human 
intelligence. The genius is regarded as the 
exception; man is considered a victim of his 
environmental conditions, and suffering is viewed 
as a natural part of life. We have, in spite of 
all out enthusiasm to explore nature*s wonders, 
circumvented the very greatest of these—our own 
inner Self. Yet if we look to the personal 
experiences of some of the greatest leaders, 
poets and scientists in history, we find very 
vivid and real accounts of this state.1 

The concept of going beyond what is conventionally 

considered to constitute the self is not new. In fact, it 

is described in the oldest continuous tradition of know¬ 

ledge, known as the Veda — a Sanskrit word which means 

pure knowledge. The nature of going beyond the self, or 

self-transcendence, has been reflected upon by theologians, 

scholars, poets, psychologists, novelists, philosophers and 

laymen alike. In the Vedic tradition, Maharishi Mahesh 

Yogi explains the concept of self in the following manners 

Self has two connotations: lower self and higher 
Self. The lower self is that aspect of the 
personality which deals only with the relative 
aspect of existence . . . the mind that thinks, 
the intellect that decides, the ego that experi¬ 
ences. This lower self functions only in the 
relative states of existence—waking, dreaming 
and deep sleep. . . . The higher Self is that 
aspect of the personality which never changes. 



38 

absolute Being . . . the basis of the entire 
field of relativity, including the lower self.2 

Historically, in many Eastern philosophies, and 

currently within some of the newer approaches to Western 

psychology, self-transcendence is seen as the mediator not 

only for "higher states of consciousness," but also for 

higher stages of development. 

As was the case with the topic of leadership, and 

perhaps even to a greater extent, it is far beyond the 

scope of this paper to review the literature relevant to 

this area. Within the context of this paper, the 

discussion will focus on proposed higher stages of human 

development; self-actualization as a pivotal shift to the 

consideration of fully functioning beings; self¬ 

transcendence as the vehicle for achieving higher levels of 

functioning; and Transcendental Meditation as a technology 

for experiencing the transcendent state. 

Higher Stages of Human Development 

The concept of the endpoint of human development had 

been cognized as concluding with what developmental 

psychologist Jean Piaget defined as the formal operational 

stage. Although some psychologists have postulated the 

extension of the developmental stages, it is not until 

recently that more concrete evidence of adult growth beyond 

formal operations has been substantiated.3 in the attempt 
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to provide some perspective on a concept of equal complex¬ 

ity and scope to leadership, a brief summary of the views 

of the major psychologists investigating this concept is 

offered. 

In 1929, psychologist William James published his now 

classic work. The Varieties of Religious Experience.4 He 

recognized the potential for higher states of functioning 

and proclaimed (which at the time was quite revolutionary) 

that rational consciousness was only a special type of 

consciousness and beyond it lay the potential for forms 

entirely different from it. 

Psychologist Carl Jung was among the first to identify 

what he referred to as the "transcendent function" — an 

actualizing tendency which moves one towards the goal of 

perfect wholeness. He believed that the transcendent 

function at first operated unconsciously and manifested 

symbolically. He traced this growth process, labeled 

"individuation," through distinct stages which lead to a 

final phase in which the "Self" emerges in balanced 

wholeness. This would constitute the fully functioning 

being. Jung emphasized the use of symbols, dreams and 

myths to explore the expansion or transcendence of self.5 

Victor Frankl spoke of "the will to meaning" which 

must be actualized for authentic human existence. Frankl 

believed that there is an actualizing tendency that 

operates in the development of human personality to higher 
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planes of activity which he considered to be less 

instinctive and more conscious. He insisted that self- 

actualization was not sought as an end in itself, but was a 

byproduct of meaning fulfillment. In fact, he went so far 

as to say that self-transcendence was a necessary prerequi¬ 

site for self-actualization and that "self-actualization, 

if made an end in itself, contradicts the self-transcending 

quality of human existence."^ 

Carl Rogers spoke of the fully functioning human as 

having congruence of self-concept and experience. He 

believed that change in the direction of more satisfying 

and constructive personal and social behavior is due to an 

inherent tendency in the organism itself which had been 

previously stifled. The following summarizes his view of 

transcendences 

In humankind, this tendency exhibits itself as 
the individual moves from a single-cell origin to 
complex organic functioning, to knowing and 
sensing below the level of consciousness, to a 
conscious awareness of the organism and the 
external world, to a transcendent awareness of 
the harmony and unity of the cosmic system, 
including humankind.7 

Roger Walsh and Frances Vaughan have made a major 

contribution to transpersonal psychology with their recent 

publication. Beyond Ego.** They describe the aim of 

transpersonal psychology as 

. . . expanding the field of psychology to 
include the areas of human experience and 
behavior associated with extreme health and well¬ 
being. The healthy person's sense of identity 
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would be expected to extend beyond the usual ego 
self-sense.9 

The possibilities for health are very different and far- 

reaching in the pure awareness state of the transcendent 

realm. They advance the belief that the capacity for 

experiencing the transcendent states lies latent within us 

all. 

The following psychologists have demonstrated by case 

study and/or empirical investigation that adult development 

can indeed move beyond what is now considered to be 

"normal" functioning to higher stages of development. 

Abraham Maslow was among the first psychologists to 

study psychologically healthy individuals, rather than 

those beset with various pathologies. His focus on those 

individuals, whom he deemed to be self-actualized, marked a 

pivotal shift in the field of psychology and paved the way 

for what came to be known as humanistic psychology, or the 

Third Force in psychology (psychoanalysis and behaviorism 

accounting for the first and second forces). 

The term "self-actualization" was first coined by 

psychologist Kurt Goldstein, but is usually attributed to 

Maslow for his thorough investigation of it in the 1960*s. 

Self-actualization refers not only to the complex class of 

higher needs, but also to the internal motivation to become 

those positive qualities that represent the higher develop¬ 

mental possibilities. Maslow considered self-actualization 
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to be a characteristic of all psychologically healthy and 

optimally functioning individuals. He defined the self- 

actualized person as one who has frequent and intense 

episodes of peak experiences in which the person becomes 

"more truly himself, more perfectly actualizing his 

potentialities, closer to the core of his Being, more fully 

human."11 

The most popularized portion of his work is the 

pyramidal needs hierarchy which pictorially ranks human 

needs. Self-actualization is placed at the apex of the 

pyramid followed by, in descending order, needs for 

recognition and esteem, belongingness, safety needs and 

physiological needs. According to Maslow, the lower 

drives, which are termed deficiency-motivated needs, have 

to be satisfied before the personal-growth needs can even 

emerge. 

Maslow studied persons whom he considered to be 

exceptional specimens of humankind. (His methodology for 

subject pool selection is perhaps the weakest part of his 

theory.) He described these individuals in the following 

ways 

Such people become far more self-sufficient and 
self-contained. The determinants which govern 
them are now primarily inner ones, rather than 
social or environmental. . . . They are the laws 
of their own inner nature, their potentialities 
and capacities, their talents, their latent 
resources, their creative impulses, their needs 
to know themselves and to become more and more 
integrated and unified, more and more aware of 
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what they really are, of what they really want, 
of what their call or vocation or fate is to 
be. 12 

One of the key aspects of Maslow^ theory is his 

identification and elaboration of what he refers to as 

"peak experiences." He found that persons in peak 

experiences display, at least temporarily, many of the 

characteristics of self-actualized persons and, recipro¬ 

cally, self-actualized persons have more frequent and 

intense periods of peak experience. Peak experiences are 

clearly synonymous with experiences of self-transcendence. 

Maslow provides 35 different aspects of the term "trans¬ 

cendence" in his book. The Farther Reaches of Human Nature. 

His condensed definition is as follows: 

Transcendence refers to the very highest and most 
inclusive or holistic levels of human conscious¬ 
ness, behaving and relating, as ends rather than 
as means, to oneself, to significant others, to 
human beings in general, to other species, to 
nature, and to the cosmos.13 

The characteristics which Maslow refers to as the B- 

values, such as wholeness, unity, effortlessness, goodness, 

integration and tranquility, are also associated with 

persons who have experienced self-transcendence (see Table 

10 in the Appendix). 

While Maslow's theory has not been unanimously 

applauded and accepted, primarily due to concern with his 

methodology, as a construct it has survived and is 

undoubtedly useful to the understanding of optimal human 
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functioning. Despite some of the limitationsr his focus 

marks a pivotal shift from the perception of persons based 

on a pathological perspective to the acknowledgement of the 

possibility of psychological health and higher levels of 

functioning. His identification of the role of peak 

experiences in developing the fully functioning being is a 

major reacknowledgement of the relevance of some of the 

Eastern teachings. Although Maslow made significant 

contributions to humanistic psychology, which is referred 

to as the Third Force, he affirmed the need to go beyond 

it, and himself encouraged the beginnings of what is 

referred to in psychology as the Fourth Force, or the 

psychology of transcendence. 

There are several other psychologists who have renewed 

the interest in higher stages of development and experi¬ 

ences of the transcendent. 

Lawrence Kohlberg had originally proposed a six stage 

hierarchy of moral development, but since 1973 he began 

speculating about a seventh stage of moral development. 

The six stages are as follows: (1) the Stage of Punishment 

and Obedience, (2) the Stage of Individual Instrumental 

Purpose and Exchange, (3) the Stage of Mutual Interpersonal 

Expectations, Relationships, and Conformity, (4) the Stage 

of Social System and Conscience Maintenance, (5) the Stage 

of Prior Rights and Social Contact or Utility, and (6) the 

Stage of Universal Ethical Principles.^-4 
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In his last publication prior to his death, Kohlberg 

stated that justice reasoning, while highly principled, is 

incomplete because it does not answer the basic question, 

"Why be moral?" In stage seven lies the possibility for 

adequately embracing this question as the individual 

realizes the finitude of the individual self and adopts a 

more cosmic perspective. The individual usually arrives at 

this perspective via numerous mystical or transcendental 

experiences in which he or she gains a sense of unity with 

the Cosmos, Nature or God. In a sense this represents a 

shift from figure to ground. It is suggested that even 

infrequent transcendental experiences create a disequilib¬ 

rium which promotes the adoption of a world view, as 

opposed to an individual view. Kohlberg suggests that this 

is an optimal endpoint of development rather than an 

inherent one. He employed the case study method to verify 

the existence of his proposed seventh stage of moral 

development. -1-5 

Ken Wilber, a prolific author in the field of trans¬ 

personal psychology and founder of spectrum psychology, 

posits a developmental model of consciousness which draws 

from Eastern and Western disciplines. The three main 

components of the model ares (1) the basic structures, 

which tend to remain in existence once they emerge, (2) the 

transition stages, which are phase specific, and (3) the 

self-system, which is the locus of identification.16 
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Wilber identifies nine stages of development with a 

tenth nonstage experience of unity, or "one mind." He 

compares his taxonomy of developmental stages with those of 

Maslow, Loevinger and Kohlberg (see Table 11 in the 

Appendix). The comparability of taxonomies suggests some 

universality to the stage sequences. 

Wilber's spectrum of consciousness ranges from the 

persona or shadow level to the presence of no boundaries— 

a state referred to as "Unity Consciousness." Wilber 

asserts that there is a particular mode of resistance 

present at each major level of the spectrum. He goes on to 

suggest that we actually resist unity consciousness, but 

when we come to understand or witness that resistance, we 

become free of it. The sensation of resistance and the 

sensation of a separate self are actually the same thing. 

Transcending through the boundaries leads to the experience 

of the single Self, a feeling of oneness with Nature and 

God and subsequently more universal compassion. Thus, the 

major aim of all transpersonal type therapies is the 

discovery of the transcendent self. Wilber cites medita¬ 

tion as a primary means for going through boundaries to 

contact the transcendent self. 

In Transformations of Consciousness. Wilber's 

coauthors, psychologists Jack Engler and Daniel Brown, note 

that the contemplative and meditative disciplines of the 

East exemplify this developmental stage approach and there 
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may be a commonality of stage sequences despite cultural 

and linguistic differences.18 They emphasize the role of 

meditation as a vehicle for acquisition to higher stages, 

but preclude its use in individuals with certain pathol¬ 

ogies (such as psychoses). 

Meditation, because it aims at developing or 
moving consciousness into higher levels or 
dimensions of structural organization, must break 
or disrupt the exclusive identification with the 
present level of development (usually mental- 
egoic).19 

Brown and Engler conducted studies of Buddhist 

meditation practitioners, specifically practitioners of 

Vispassana, mindfulness meditation. They were evaluated 

based on interviews, a research questionnaire and the 

Rorschach personality measure. They concluded that there 

are perceptual and affective changes which are associated 

with various stage sequences which imply higher levels of 

hierarchical development. 

Developmental psychologist, Charles Alexander, and his 

colleagues at Maharishi International University proposed a 

developmental model of higher stages of growth based on the 

ancient Vedic theory of consciousness as brought forth by 

Maharishi Mahesh Yogi. They suggest that it is shifts in 

the level of awareness to more and more subtle levels which 

underlies cognitive development beyond Piaget's postformal 

stages. These postrepresentational stages of con¬ 

sciousness are referred to as: (1) cosmic consciousness, 
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(2) refined cosmic consciousness, and (3) unity conscious¬ 

ness. Each deeper level of mind provides a broader 

perspective in which the content of each prior level is 

differentiated and integrated. This leads to increased 

capacities for synthesis, which several theorists consider 

to be the highest stage of development (synthetic opera¬ 

tions) • The primary mechanism of development is thought to 

be the process of transcending to deeper inherent levels of 

mind. The higher stages are seen as "inevitable" rather 

than unique, given appropriate environmental support 

systems such as a technique for transcending.2^ 

In Vedic psychology the first three states of con¬ 

sciousness are waking, dreaming and sleeping. The fourth 

state is defined as "transcendental consciousness," a state 

of clear inner wakefulness or restful alertness. Regular 

experience in the fourth state of consciousness fosters the 

development of the higher states. 

Cosmic consciousness is a state which includes the 

range of experiences of the previous states in which inner 

awareness is maintained in activity and sleep. There is a 

permanent shift of the boundaries of the individual self to 

the unboundness of the essential nature of the Self. 

Further refinement of this state leads to refined cosmic 

consciousness which is characterized by the juncture point 

of the experience and appreciation of the mechanics of 

creation and manifest creation. 



49 

Unity consciousness is proposed to be the end state of 

human development in which the unbounded Self becomes the 

identity which is permanently maintained. This state 

represents the optimal functioning of the nervous system. 

Thusf in a sense, development is seen as the increasing 

functional integration of the nervous system.Z“L 

According to Vedic psychology, the accumulation of 

stress may hinder what would ordinarily be natural develop¬ 

ment. Stress creates incoherent excited states of psycho- 

physiological functioning and thus restricts awareness. 

The process of transcending to the least excited states of 

pure consciousness has been shown to decrease psychophysio- 

logical correlates of stress. This decrease in accumulated 

stress may serve to unfreeze plateaus of development and 

allow the continuation of natural progression to higher 

stages of development.22 

Alexander et al. draw on extensive empirical research 

studies comparing persons practicing Transcendental 

Meditation with nonmeditators. The results indicate that 

TM, as it is called, appears to be an effective facilitator 

of personality and cognitive development which represents 

progression towards the development of full potential2^ 

(see Table 12 in the Appendix). 

In summary, psychologists have not only postulated the 

existence of higher stages of adult development, but recent 

research indicates that its attainment is more than 
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conceivable. In all cases, self-transcendence was cited as 

a mediator or facilitator to the higher stages. Having 

acknowledged that postindustrial leadership requires 

characteristics most often found in higher stages of adult 

development, then self-transcendence must be concurrently 

acknowledged as a possible facilitator of postindustrial 

leadership. 

Self-transcendence and Post¬ 
industrial Leadership 

The leader^ consciousness is the primary tool of 
this work.24 

Even given these overly succinct overviews of the 

psychological approach to the transcendent, it is obvious 

that higher stages of human development have been recog¬ 

nized. Two key concepts in the progression to higher 

stages are self-actualization and self-transcendence. 

The qualities describing a postindustrial leader are 

remarkably similar to Maslow^ profile of a self-actualized 

individual (refer again to Table 10 in the Appendix). This 

is not particularly surprising in that one would expect 

those who lead others to have achieved high levels of self¬ 

development. Maslow felt that the closer a person 

approaches toward self-actualizing, the better leader or 

boss he is apt to be and that the good leader would have 

the ability to take pleasure in the growth and self- 

actualization of other people. 
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Enhancing the qualities of the individual to promote 

the achievement of their full potential would seem to 

enhance their potential for becoming post industrial 

leaders. As James MacGregor Burns remarks: 

Because leaders themselves are continually going 
through self-actualization processes, they are 
able to rise with their followers, usually one 
step ahead of them, to respond to their trans¬ 
formed needs and thus to help followers move into 
self-actualization processes.26 

In looking beyond self-actualization to what Maslow 

described as the Fourth Force, or psychology of transcen¬ 

dence, there is promise for the attainment of the 

developmental growth necessary to fulfill the requirements 

of postindustrial leadership. In comparing the primary 

characteristics of the postindustrial leader in Table 7 

(Appendix) to the qualities enhanced by regular practice of 

Transcendental Meditation as shown in Table 12, there is an 

obvious relationship. It would appear that regular 

experiences of the transcendent state facilitate the 

development of those very characteristics required of 

postindustrial leaders. 

In most cases access to the transcendent state was 

attained in conjunction with meditative experiences. (A 

correlational rather than causal relationship is more 

verifiably proposed at this point.) In the consideration 

of postindustrial leaders as individuals functioning beyond 
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the average stages of development, the mechanism by which 

these stages can be attained is of central importance. 

In Zen and Creative Management# the relationship of 

management effectiveness and the practice of Zen meditation 

is presented: 

Many would say that if only they could become 
better managers, their lives would be more 
meaningful. It would be more true to say that if 
we could find our true meaning, we would stand a 
chance of becoming better managers. Becoming a 
better manager would be a byproduct of a practice 
aimed at reaching the source of our most pressing 
need: the need to be whole and significant.27 

Hickman and Silva's book. Creating Excellence# 

recommends meditation to executives as a means of enhancing 

leadership traits such as creative insight. They recognize 

that the link between leadership and meditation may 

initially invoke feelings of skepticism and resistance, 

". . . but if you give it a chance you'll probably discover 

knowledge you didn't know you possessed."^8 

The acceptance and adoption of meditation by the 

Western world has been hampered for various reasons. 

Westerners tend to have a "prove it to me first" attitude 

when it comes to trying new things that may require 

significant investments of time, commitment or money. The 

Western mind, with its tendency towards fast-paced, time¬ 

conscious living, is reluctant to consider something that 

requires periods of quiet sitting. It is true that while 

there are numerous forms of meditation, few lend themselves 
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to scientific inquiry due to small subject pools, lack of 

uniformity in instruction, and lack of short term results. 

With an emphasis on disciplines, ascetism and solitude, few 

types of meditation are appealing or even practical from a 

Western standpoint. Wilber laments. 

But, alas, such as this [self-transcendence] 
engenders little more than bewilderment in most 
modern, well-educated Westerners, for with the 
general anemia of present-day religion, we have 
largely lost any direct and socially accessible 
means to transcendence.29 

Prior to 1960, this was most certainly the case, but 

at that time a form of meditation was brought to the West 

which promises to meet the proclivity for scientific 

inquiry and the particularities of the Western mind. 

A Technology for Experiencing 
the Transcendent 

Maharishi Mahesh Yogi of India is perhaps the most 

knowledgeable and prolific commentator on the subject of 

self-transcendence. He arrived in the United States in the 

early sixties to teach a technique designed especially for 

Westerners known as Transcendental Meditation. The 

following definition of TM, as it is known, has been 

provided: 

Transcendental Meditation is a simple, natural, 
effortless technique that allows the mind to 
experience subtler and subtler levels of the 
thinking process until thinking is transcended 
and the mind comes into direct contact with the 
source of thought.30 
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In his commentary on the Bhagavad-Gita, Maharishi 

describes the process of transcendence: 

When, during meditation, the mind enters into the 
experience of subtle levels of thought, it 
becomes more collected, more steady, with every 
step and therefore feels itself entering a field 
of increasing charm. This process ends in the 
absolute happiness of the Transcendent.31 

Because instruction in TM is simple, straightforward 

and consistent, it is amenable to scientific inquiry. In 

fact, TM has to date been the subject of over 300 published 

scientific studies. The evidence accumulating from these 

studies suggests that the effects produced by the TM and 

TM-*Sidhis (advanced technique) programs are characteristic 

of higher stages of development.^ (Compare Tables 10 and 

12 in the Appendix.) 

Medical doctor, Deepak Chopra, promotes the advantages 

of TM in his recent publication. Creating Health: 

I am convinced that Transcendental Meditation 
provides an effortless technique for reaching the 
level of the self. From that level, the mind 
channels its own infinite intelligence to achieve 
so many benefits in all aspects of life. In 
essence the body clears itself of accumulated 
stress spontaneously, and as more channels are 
opened for the flow of intelligence, more of our 
true human potential emerges. We have already 
seen that a few people in every society are 
gifted with a physiology that can maintain 
health, happiness, positive emotions, and a sense 
of creating life as it is meant to be lived. But 
every physiology wants to do the same thing.... 
Through transcending, the rest of us can live up 
to the best of us.33 

Transcendental Meditation, as a scientifically 

oriented technology for experiencing the transcendent. 



offers researchers new avenues for exploring higher stages 

of human development. Having demonstrated, from a theoret¬ 

ical perspective, that there is a relationship between 

self-transcendence and postindustrial leadership, the next 

step is to outline a plausible means of empirically 

validating this relationship. 
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CHAPTER 4 

RESEARCH PROPOSAL AND 

CONCLUDING REMARKS 

In order to investigate the hypothesis that self- 

transcendence acts as a facilitator for postindustrial 

leadership, it is necessary to return to the profile of the 

postindustrial leader to identify the qualities which will 

serve as dependent variables. Referring again to Table 7 

in the Appendix, these qualities are as follows: (1) flex¬ 

ibility, (2) creativity, (3) broad vision, (4) self- 

development, and (5) development of followers. 

Subjects 

The initial subject pool shall consist of 180 randomly 

selected federal administrators at the GS-9 or above level. 

(Any subjects having prior meditation training will be 

excluded from this study.) The pool will be divided into 

three groups based on self identification as follows: 

(1) Control Group — Receives no meditation 

training. 

(2) Experimental Group 1 — Receives meditation 

training six months after the commencement 

of the study. 
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(3) Experimental Group 2 — Receives meditation 

training at the commencement of the study. 

Methodology 

All subjects will attend an introductory lecture on 

Transcendental Meditation (TM). Those persons interested 

in receiving training in the TM technique will be placed 

into two groups by self selection: (1) those who wish to 

start meditation training immediately, and (2) those who 

wish to start later (in six months). Those not interested 

in meditation training will constitute the control group. 

The delay-start group when compared to the control group 

will test for interest in meditation as a possible 

confounding variable. Meditation training will serve as 

the independent variable. Subjects will receive the 

standard training in Transcendental Meditation and will 

have their meditation checked monthly by a TM instructor. 

In order to measure performance on the five key 

characteristics of postindustrial leadership, paper and 

pencil tests which have shown to be valid measures of the 

identified characteristics will be employed. Tests will be 

administered and scored by trained personnel. The follow¬ 

ing is a description of each test: 
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Torrance Test of Creativity1 

The Torrance tests include a figural test and a verbal 

test that assess individual thinking along four dimensions 

which are associated with creativity: fluency, flexibility, 

originality and elaboration. The tests are paper and 

pencil and can be administered to individuals or to groups 

and take approximately 40 minutes. Norms are available 

for all age levels and are presented by standard "T" 

scores. The validity data is extensive. Reliability is 

good when trained test scorers are used. 

Test of Behavioral Rigidity2 

This test assesses the individual's ability to adapt 

to the stress arising from constant environmental change 

and will be used to assess flexibility. It is also a paper 

and pencil test and can be administered to individuals or 

in a group. It usually takes 30 minutes to complete. It 

includes three subtests which yield scores on motor- 

cognitive rigidity, personality-perceptual rigidity and 

psychomotor speed. The composite score is interpreted to 

represent a general estimate of the individual's flexi¬ 

bility. Studies have indicated good construct validity. 

*3 

Embedded Figures Test 

This test has been used to assess a person's percep¬ 

tual orientation in regard to figure/ground and in regard 



62 

to field dependence versus independence. These orienta¬ 

tions are associated with breadth of vision in perception 

which has been shown to correlate with certain personality 

characteristics. It takes approximately one hour to 

complete and utilizes 24 figures. Norms and reliability 

data are available. 

Self-Actualization Quiz4 

The Self-Actualization Quiz is based on Maslow's 

description of an actualized person. It contains 50 items 

and takes approximately 25 minutes to complete. The quiz 

has been widely utilized by the International Foundation 

for Advanced Studies. It was chosen over the Personality 

Orientation Inventory, which includes a self-actualization 

subscale along with numerous other measures, for its 

simplicity and one factor approach. 

Multi-Factor Leadership Questionnaire Form-45 

This questionnaire was developed by Bernard Bass based 

on traits which frequently were used to describe persons 

identified as being transactional and transformational 

leaders. It contains 50 items and takes approximately 30 

minutes to complete. It was validated using a subject 

pool of military personnel and was used to identify leaders 

who possessed those qualities associated with transforma¬ 

tional leadership. 
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Leadership Style Questionnaire^ 

This questionnaire was developed by Bradford and 

Cohen, authors of Managing for Excellence, to assess 

transformational qualities of leaders. It contains 35 

items and takes approximately 20 minutes to complete. It 

has been used extensively to identify those leaders who 

demonstrate the qualities of a manager as developer and 

will be used to assess emphasis on development of 

followers. 

Summary of Test Administration 

All tests will be administered over a one week period 

to all subjects at three different times — prior to 

meditation training (pretesting), after six months, and at 

the end of one year. To reduce the likelihood of fatigue 

factors, tests will not all be administered in one day, but 

all tests will be administered within a one week time 

frame. In addition, a postexperiment questionnaire will be 

administered to inquire about any additional significant 

learning experiences, on-the-job training, or other 

training received during the one year period. 

Data Analysis 

Performance on each measure will be scored yielding 

six scores for each subject at three different time 

periods. A double-nested ANOVA will be used to test for 
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significant differences between groups across three periods 

in times (1) pretest, (2) post six months, and (3) post 

one year. 

Hypotheses 

The hypotheses shall be as follows: 

(1) The experimental group shall demonstrate better 

performance on all measures than the control group at 

the end of one year. 

(2) The experimental group shall demonstrate improved 

performance on all measures at the end of one year 

based on pre and post test measures. 

(3) The delayed start group shall demonstrate better 

performance on all measures at the end of one year 

(after six months of meditation) than the control 

group. 

(4) The delayed start group and the control group will 

show no significant improvement in performance based 

on criterion measures between pretest and post six 

month test measurements. 

Alternative Hypotheses 

In attempting to demonstrate a relationship between 

two constructs which in and of themselves are difficult to 

quantify, it is implicit that questions will arise about 

the strength of the experimental design. In actuality, the 

two constructs are not "leadership" and "self 
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transcendence" in general, but "postindustrial leadership" 

as defined by the cross-referenced characteristics examined 

within the scope of this paper and "self-transcendence" as 

the practice of a technique which has been shown to 

facilitate certain psychological changes which are associ¬ 

ated with actualized or highly developed persons. By 
•7 

reducing definitional confusion as recommended by Karmel' 

p 
and Pfeffer, the likelihood of measuring something other 

than what one intends to measure is reduced. 

Even given clear definitions, there still exist some 

possible confounding and/or intervening variables which 

could affect the results. The use of paper and pencil 

tests to measure psychological traits has obvious advan¬ 

tages and disadvantages. Phillip and Lord discuss the use 

of questionnaires to measure leadership and conclude that 

"the practical advantage of questionnaire measures of 

leader behavior may ultimately outweigh their liabil¬ 

ities. 

Another possible intervening variable in this study is 

what may be referred to as on-the-job training. It is 

possible that the federal employees participating in the 

proposed study may acquire certain leadership character¬ 

istics on the basis of experiences. In order to account 

for this, a post test questionnaire will be administered to 

inquire about significant learning experiences. 
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The question of self selection of participants as a 

possible confounding variable has not been overlooked. The 

use of a delay start group is an attempt to account for 

this possibility. Both those persons not interested in 

beginning meditation and those interested will be pre and 

post tested at a six month interval. If the delay start 

group scores significantly higher than the control group on 

pretest measures, then this may indicate that persons who 

self select for meditation training may already possess 

leadership characteristics to a greater degree than persons 

not interested in meditation. If there is no initial 

significant difference between groups, but the delay start 

group scores significantly higher on all measures than the 

control group at the end of six months, it might lead one 

to speculate that the delay start group was comprised of 

individuals who were self-developers. They may have 

attained further development in the identified character¬ 

istics by methods other than meditation. 

If the results yield scores which show no significant 

difference in performance between the control group and the 

experimental group at the end of six months, it may be that 

six months was not a sufficient enough time for the 

practice of meditation to have facilitated psychological 

growth. If there is no significant difference in perform¬ 

ance between groups at the end of one year, then there are 

several possible explanations. Again, one year may not 
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have been a sufficient time for significant psychological 

growth to occur; however, research indicates that change is 

evidenced during this time period.^ jf there is no growth 

according to the criterion measures, then it is possible 

that the individuals were incorrectly or irregularly 

practicing the technique. To attempt to reduce the impact 

of this variable, subjects will have their meditation 

checked monthly by a TM instructor who will also record 

regularity of practice. 

If there is a significant difference in performance 

between the control group and experimental groups, does 

this irrevocably substantiate the theoretical premise that 

self-transcendence is a facilitator of postindustrial 

leadership? As with most social science research, a 

theoretical construct is not accepted on the basis of a 

single experiment? however, initial positive findings would 

encourage further research in this direction. 

Concluding Remarks 

It was the intent of this professional paper to 

respond to the plea set forth in Leadership; Where Else Can 

We Go? to engage in creative conceptualizing to address a 

topic which has not been satisfactorily addressed through 

more traditional modes of analysis. This paper represents 

the initial presentation of a new theoretical construct 

which proposes self-transcendence as a facilitator of 
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postindustrial leadership. If we wish to increase the 

ranks of leaders in prevailing postindustrial times, it may 

follow that we need to facilitate the acquisition of higher 

stages of adult development. Self-transcendence is 

proposed to be a vehicle or catalyst for higher levels of 

this development and thus a facilitator for postindustrial 

leadership. 

From the review of current major works on leadership, 

it is clear that the authors recognize that the post¬ 

industrial era requires leadership characteristics which 

are beyond those which were adequate for their predeces¬ 

sors. Unless one ascribes to the notion that leadership is 

a genetically instilled trait, then leadership development 

is a necessary task. Many of the previously tried 

approaches to leadership development "have not resulted in 

significant, lasting improvement of leadership skills."11 

Clearly, new methodologies for developing effective 

postindustrial leaders are not only welcomed, but encour¬ 

aged. The exploration of innovative theoretical constructs 

for understanding and enhancing postindustrial leadership 

may provoke a needed paradigm shift in our thinking 

regarding a topic which is both ineffable and immortal. 

Hopefully, this paper will have fulfilled its intent 

to present and substantiate such a new theoretical 

construct and to inspire its further investigation. The 
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essence of this construct is most succinctly stated in the 

following limerick: 

The call for leaders is a long-standing lament. 
By the followers who are discontent. 

But as we each evolve, the cry will cease. 
For we each become — that which we seek. 
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Preface to Appendix Tables 

Tables 1-6: These tables were constructed by noting 

characteristics of postindustrial leadership clearly 

mentioned by each author and are listed in the words of the 

author. 

Table 7s This table was compiled from a grid of all 

characteristics mentioned (axis Y) by author (axis X). 

Those characteristics mentioned by all authors were 

considered to be the key characteristics. 

Tables 8-9; These tables exemplify the characteristics 

which differentiate the post industrial age from the 

industrial age. 

Table 10; This table lists the characteristics of self- 

actualized persons as defined by Maslow. 

Table 11: This table presents Wilber's comparison of 

several developmental taxonomies which include higher 

stages of development. 

Table 12: This table lists the characteristics of persons 

regularly practicing Transcendental Meditation. 
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Table 1. Characteristics of postindustrial leadership by 
author: Maccoby. 

Characteristics 

(1) Combines heart and head qualities 

(2) Dynamic 

(3) Risk taker 

(4) Mature development 

(5) Awareness of forces influencing social change 

(6) Having some power to affect change 

(7) Develops the followers to become leaders themselves 

(8) Uses power for social betterment 

(9) Caring, respectful and responsible attitude 

(10) Flexibility about people and organizational structure 

(11) Participative approach to management 

(12) Fast-moving flexibility 

(13) Innovative and creative 

(14) Broader context of goals 

(15) Vision to make a social contribution 

(16) Idealistic and inspirational 

(17) Can deal with pressure and change 
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Table 2. Characteristics of postindustrial leadership by 
authors Burns. 

Characteristics 

(1) Ability to learn from others 

(2) Capacity to be taught 

(3) Ability to listen and be guided by others without 
being threatened by them 

(4) Ability to help transform followers' needs into 
positive hopes and aspirations 

(5) Capacity to grow 

(6) Flexibility 

(7) Creativity 

(8) Ability to understand and cope with change 

(9) Ability to help followers move toward fuller self- 
realization and self-actualization 

(10) High degree of moral development 

(11) Ability to perceive the needs of followers 

(12) Ability to have goals clearly and firmly in mind 
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Table 3. Characteristics of postindustrial leadership by 
authors Bradford and Cohen. 

Characteristics 

(1) Tap the energies & potential of talented subordinates 

(2) Build a shared responsibility team 

(3) Keep growth of individuals central 

(4) Have impact without exerting control 

(5) Be helpful without having all the answers 

(6) Get involved without demanding centrality 

(7) Be powerful without needing to dominate 

(8) Act responsible without squeezing others out 

(9) See problems as opportunities 

(10) Take risks 

(11) Ready for dramatic change (flexibility) 

(12) Willingness to own responsibility & not blame others 

(13) Establish goals which have overall benefit 

(14) Willing to learn and develop self 

(15) Active 

(16) Strong 

(17) Innovative and creative 

(18) Vision of commitment to excellence 
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Table 4. Characteristics of postindustrial leadership by 
author: Hickman and Silva. 

Characteristics 

(1) Creative insight 

(2) Sensitivity 

(3) Vision 

(4) Versatility 

(5) Focus 

(6) Patience 

(7) Capacity for concentration 

(8) Understanding and acting upon people's expectations 
and needs 

(9) Universal perspective 

(10) Empathy 

(11) Good communication skills 

(12) Focus on employee development 

(13) Translates vision into reality 

(14) Focuses on strengths 

(15) Sees crisis as opportunity 

(16) Clarity 

(17) Builds unity of purpose 

(18) Develops own intellectual and moral faculties 

(19) Sense of timing 

(20) Handles diverse action and change 

(21) Flexibility 
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Table 5. Characteristics of postindustrial leadership by 
author: Bennis and Nanus. 

Characteristics 

(1) Attention through vision 

(2) Meaning through communication 

(3) Trust through positioning 

(4) Deployment of self 

(5) Positive self-regard 

(6) Empowerment of followers 

(7) Sense of unity/common purpose 

(8) Integrative interpretation of information 

(9) Development of followers 

(10) High degree of self-knowledge 

(11) Life-long learners 

(12) Use mistakes as learning experiences 

(13) Open to new experiences, seeks new challenges 

(14) Clarity 

(15) Consistence 

(16) Foresight 

(17) World view, broad perspective 

(18) Creative 

(19) Fusion between work and play 

(20) Ability to handle change 
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Table 6. Characteristics of postindustrial leadership by 
authors Tichy and DeVanna 

Characteristics 

(1) Emphasis on self-renewal 

(2) Ability to embrace paradox 

(3) Able to manage uncertainty 

(4) Able to cope with stress 

(5) Use of intuition 

(6) Use of creativity 

(7) Create high level of trust 

(8) Use less constraint 

(9) Empower followers 

(10) Flexible 

(11) Broadminded 

(12) Identify self as change agent 

(13) Courageous 

(14) Believe in people 

(15) Value-driven 

(16) Life-long learners 

(17) Ability to deal with complexity and ambiguity 

(18) Ability to deal with uncertainty 

(19) Visionary 
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Table 7. Compilation of the key characteristics of the 
postindustrial leader. 

Characteristic 

Emphasis bv Author 

1 2 3 4 5 6 

Creativity X X X X X X 

Flexibility (ability to 
handle change) X X X X X X 

Broad vision X X X X X X 

Development of self X X X X X X 

Development of followers X X X X X X 

Author Codes: 

1 — James MacGregor Burns 
2 — Michael Maccoby 
3 — Bradford and Cohen 
4 — Hickman and Silva 
5 — Bennis and Nanus 
6 — Tichy and DeVanna 
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Table 8. Logic of the industrial era versus the post¬ 
industrial era. 

Industrial Postindustrial 

Standardization Destandardization 

Homogeneity Heterogeneity 

Competition Symbiosis 

Hierarchy Interaction 

Conquer nature Harmony with nature 

Material satisfaction Cultural satisfaction 

Efficiency Aesthetics and ethics 

Thinking in categories Thinking in social contexts 

Sources Magoroh Maruyama, in The Mutable Self: A Self- 
Concept for Social Change, Louis A. Zurcher, Jr.f 
ed. (Beverly Hills, CAs Sage Publications, 1977), 
162. 
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Table 9. Differences in trends in the industrial versus 
the postindustrial society. 

Industrial Postindustrial 

Industrial emphasis Information emphasis 

Forced technology High technology 

National economy World economy 

Short term orientation Long term orientation 

Centralization Decentralization 

Institutional help Self-help 

Representative democracy Participatory democracy 

Hierarchies Networking 

North South 

Either/or Multiple option 

Source: John Naisbett, Megatrends: Ten New Directions 
Transformina Our Lives (New York: Warner Books. 
1982)f 1-2. 
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Table 10. Characteristics of self-actualized persons. 

Characteristics 

(1) Superior perception of reality 

(2) Increased acceptance of self, of other, of nature 

(3) Increased spontaneity 

(4) Increase in problem-centering 

(5) Increased detachment and desire for privacy 

(6) Increased autonomy, and resistance to enculturation 

(7) Greater freshness of appreciation, and richness of 
emotional reaction 

(8) Higher frequency of peak experience 

(9) Increased identification with the human species 

(10) Changed (the clinician would say, improved) inter¬ 
personal relations 

(11) More democratic character structure 

(12) Greatly increased creativeness 

(13) Certain changes in the value system 

Sources Abraham H. Maslow, Towards a Psychology of Being 
(New York: D. Van Nostrand Co., 1968), 26. 
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Table 12. Psychological characteristics of individuals 
regularly practicing Transcendental Meditation. 

Psychological Characteristics 

(1) Increased emotional stability 

(2) Decreased anxiety 

(3) Increased inner locus of control 

(4) Increased flexibility (adaptation to change) 

(5) Increased self-confidence 

(6) Increased self-actualization 

(7) Increased field independence 

(8) Higher levels of moral reasoning 

(9) Increased Tolerance 

(10) Increased self-esteem 

(11) Increased empathy for others 

(12) Increased job satisfaction 

(13) Improved relations with supervisors 

(14) Improved relations with co-workers 

(15) Broader comprehension 

(16) Increased creativity 

Sources Denise Denniston and Peter McWilliams, The TM 
Books Hov to Eniov the Rest of Your Life (Allen 
Park, Mis Versemonger Press, 1975), 97-99. 


