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 For completion of my Masters degree I must complete a portfolio comprised of specific 

works of which I think would show growth and development as a collegiate scholar. I have 

chosen for my portfolio a composition of a case study analysis, research proposal, a term paper, 

and an overall reflection to show the growth I have developed over the last two and a half years. 

The three papers which I have included I have written for several of the many graduate courses I 

have taken while achieving my Masters of Science in Interdisciplinary Studies. The three subject 

areas that I concentrated my studies are in business, communication, and engineering. The first 

paper was a case study written over the Ford Motor Company for my Information Technology 

for Managers class which I took in the spring of 2011. The second paper is a research proposal 

that I wrote for my communication studies course which I finished in the fall of 2011. The 

proposal is written about several communication theories that Walt Disney World uses within 

their theme parks. The third paper included in my portfolio is a term paper that I wrote for my 

engineering leadership course which I took in the fall of 2011. The paper was written about 

Texas Tech Mechanical Engineering graduate and U.S. Air Force Colonel Rick Husband and 

how he used his engineering degree and leadership skills in outer space. 

 The three included documents are in their original formatting when they were submitted 

to the professors for grading as well as the original commentary the professors gathered while 

grading my reports. Also, the final document included in this portfolio is a reflection analysis of 

my graduate career and how I have progressed and developed as a scholar over the past several 

years.  
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Intro 

 

During the late 1990s, many organizations faced difficult decisions about changes to their 

IT systems. Companies that moved first could capture market share, but also risked massive 

losses if their systems failed. On the other hand, companies that waited to develop new systems 

eliminated the chance of losing their investment but also risked falling behind their competitors. 

In light of growing competition, the Ford Motor Company (FMC) wanted to improve their IT 

systems by following the lead of Dell, a relatively new company known for its expertise in the 

field of IT that allowed it to capture a huge share of the personal computer market. 

 

Case Summary 

 

Henry Ford started the Ford Motor Company in 1903.  Within ten years Ford became 

known for innovation because of the assembly line, which started in 1913. The assembly line 

helped Ford transform the assembly process by allowing them to mass-produce. Mass production 

through the use of the assembly line was the first of its kind and allowed Ford to become a world 

market leader in the automobile industry. The Model T, the first automobile created by Ford was 

a success and the beginning platform for the Ford Motor Company. Within a few years the Ford 

Motor Company began to expand operations into the international arena, capturing huge market 

share and becoming the world’s largest automobile company. 

As the Ford Motor Company expanded into new markets and territories foreign 

competitors began to enter the marketplace. The biggest market threat for Ford started in the 

1970’s when foreign competitors, such as Toyota and Honda, began to expand into the US 

market and captured some of Ford’s market share. At that time Ford executives realized that they 
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would have to fundamentally change the supply chain process to maintain market leadership in 

the future. 

In the 1990’s, with further imposition from competitors, Ford took the initiative to look 

for new ways to improve the supply chain process. Teri Takai, Director of Supply Chain at Ford, 

began to search for new ways for Ford to reduce cost in the production process and adapt more to 

customers’ needs and preferences. That’s when Teri Takai took a look at the recently successful 

Dell Supply Chain Model and began to search for ways to implement a similar process for the 

Ford Motor Company. Alex Trotman had just replaced Jac Nasser as the CEO, and was very 

interested in learning how Ford could adapt a similar strategy to Dell in the supply chain process. 

Dell’s supply chain was based on mass customization, and referred to as the direct model, 

or virtual integration. Virtual integration connects the customers more directly to the suppliers. 

Once a customer orders a computer, that information gets relayed to Dell and forwarded to its 

suppliers.  The suppliers then send the required parts to Dell as needed, thereby minimizing 

inventory cost and customizing each product to the customers taste and preference. Unlike the 

traditional model, where suppliers work with manufacturers, who then supply the retailers, who 

would then sell the computers to the customers, Dell acts as the only medium between the 

suppliers and customers as shown in Figure 1. 
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Figure 1: Dell Traditional Model 
 

With this, Dell does not have a high inventory cost, suffer from outdated technology, or 

have to deal with third party retailers.  Virtual integration was a way for Dell to produce exactly 

what was needed as needed, and presented an opportunity for Dell to work directly with their 

customers, therefore allowing them to better understand their customers and adapt to their 

rapidly changing interests. 

 

Problems and Motivating Factors 
 

Ford wanted to gain advantages from the implementation of a new IT system based on Dell’s 

model. After adopting virtual integration, Dell was able to coordinate communication across its supply 

chain and guarantee availability of the necessary components needed to build custom computers for its 

customers. Dell also built a website allowing customers to design a custom computer from their home. 

This product would be built to order and shipped to the customer after a few days. Dell’s model worked 

because Dell’s computers are built from similar parts. Many of these parts work for multiple computers. 

For example, a hard drive that works for one type of desktop computer will most likely work for every 

desktop computer. This is where Ford and Dell’s businesses began to diverge. Auto manufacturers such 
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as Ford cannot switch parts between models as easily as Dell can. An engine from a Ford Focus could 

probably fit inside a Ford F-350, to be sure, but a customer who selects this configuration would not be 

pleased with this purchase because the truck would not be powerful enough to serve its intended purpose. 

If Ford wanted to copy Dell’s model, they would need to create a set of rules for their order system to 

prevent customers from creating illogical combinations of parts.  

Dell was the first computer manufacturer to create a custom ordering system, but this innovation 

did not provide Dell with a lasting sustainable advantage. Other manufacturers such as Sony, HP, Apple, 

etc. have since copied Dell’s model and started offering custom computers. Ford would face a similar 

problem. GM or a different competitor could copy any implementation of a virtual integration system; 

causing Ford to lose its advantage. Additionally, a failure by Ford would teach Ford’s competitors that 

virtual integration is not appropriate for the auto industry.  

A successful implementation of virtual integration, however, would give Ford a 

temporary advantage over its competitors, both through its technology and as a result of being 

the first mover. Customers would associate custom cars with the Ford brand since Ford was the 

first company to offer this feature. If Ford offered an impressive experience to customers, virtual 

integration might give Ford a lasting advantage even after this system was copied by a different 

auto manufacturer. 

 

Company and Market Analysis 
 

To better understand Ford’s predicament, one should look to the frameworks that were 

discussed in class. First is Porter’s Five Forces, as it pertains to Ford as shown in Figure 2.  
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Figure 2: Ford Motor Company Analysis using Porter's Five Forces 
 

The automobile industry is a mature market, so the threat of new entrants into the 

industry is very low. There are high start-ups costs and a very steep learning curve to developing 

new cars for mass production. The bargaining power of suppliers is also pretty low, even more so 

if Ford goes through with the virtual integration. Ford and its competitors will strive to find the 

cheapest prices for their materials, threatening to cut ties with suppliers who can’t comply with 

the company’s more stringent standards.  With the growth of the internet, and a market shift to 

mass customization, the bargaining power of buyers is very high.  Ford lost much market share 

to foreign competitors as it became more and more out of touch with its customers. Finally, there 

threat of substitutes is low mainly because there have been no mass breakthroughs in personal 

use for other modes of transportation, such as subways, trains, planes, bicycles, etc. The Five 

Forces Model demonstrates that Ford is competing heavily with other automakers and should do 

whatever they can to obtain a competitive advantage. 

Also, in Ford’s Strategic Grid for IT as shown in Figure 3, one can see that the Ford 2000 

plan was aimed to improve IT’s impact on both operations and strategy.  
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Figure 3: Ford's IT Impact 
 

The main focus of the Ford 2000 plan was to shift the company from the “Factory” 

quadrant of the grid to the “Strategic” quadrant.  In a world becoming increasingly reliant on 

technology, Ford felt that this shift on IT’s impact was crucial for the company to regain 

dominance in the automobile industry. 

 

Ford 2000 
 

Ford’s corporate wide restructuring can be attributed to the Ford 2000 initiative. Ford 

2000 called for dramatic cost reductions to be obtained by reengineering and globalizing 

corporate organizations and processes (Applegate, et. al 2009). This initiative consisted of five 

major reengineering projects, which only the key points will be discussed.  

The first of the reengineering projects was the Ford production system (FPS). This 

system involved a multiyear project that drew on internal and external expertise worldwide 

which aimed to make Ford’s manufacturing operations leaner, more responsive, and more 
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efficient (Applegate, et. al, 2009). The FPS was focused on making the company go from a push-

based system to a more pull-based level of production with synchronized production, continuous 

flow, and stability throughout the process. An important part of the FPS is the “Synchronous 

Material Flow” (SMF) which helped Ford to ensure that all of their vehicles were being 

assembled in the right order by using “in-line vehicle sequencing” (ILVS). By ensuring assembly 

in order sequence, Ford could tell suppliers exactly when and where certain components would 

be needed days in advance (Applegate, et. al, 2009). 

Another component of Ford’s restructuring initiative is the order to delivery (OTD). The 

ultimate goal for the OTD is to reduce the amount of time a customer must wait to receive their 

finished product. This reduction of time would be from 45 – 65 days down to 15 days from the 

time the order was placed. The approach to implementing an improved OTD process relied on 

(1) ongoing forecasting of customer demand from dealers; (2) a minimum of 15 days of vehicles 

in each assembly plant’s order bank to increase manufacturing stability; (3) regional “mixing 

centers” to optimize schedules and deliveries; and (4) a robust order amendment process to allow 

vehicles to be amended for minor color and trim variations without having to submit new orders 

(Applegate, et. al, 2009). This part of the initiative was to create a process that Ford could use 

throughout the company and their components for them to be able to provide consumers with the 

right products in the right place at the right time. 

In addition, Ford launched the first of its Ford retail network (FRN) on July 1, 1998. The 

FRN created a new firm called the Ford Investment Enterprises Company (FIECo) which was 

formed to take advantage of the change in vehicle distribution systems across the United States. 

FIECo’s two primary goals where: (1) to be a test bed for best practices in retail distribution and 

drive those practices throughout the dealer network; and (2) to create an alternate distribution 
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channel to compete with new, publicly owned retail chains such as AutoNation (Applegate, et. 

al, 2009). The FRN was to consolidate certain Ford dealers in local markets so that there were 

less dealers and more competition against the bigger competitors such as GM, Toyota, and 

Honda. The overriding goal of the FRN was for the consumer to receive the highest level of 

treatment and to create an experience they would want to come back to again and again 

(Applegate, et. al, 2009). In the consolidation of dealers, showrooms were consistent on the 

outside, but matched the specific brand on the inside such as Ford, Mercury, or Lincoln. This 

consolidation of showrooms helped Ford to refocus its energy on making the customer happy 

and satisfied while still increasing the number of products being produced. Ford believed that the 

FRN would provide an opportunity to increase business, not just in new and used vehicles, but 

also in parts and service, body shop operations, and Ford Credit (Applegate, et. al, 2009). 

 

Recommendations 
 

With all things under consideration, I have come up with some recommendations for the 

FMC, with regards to its restructuring project.  The first is to improve relationships with their 

suppliers and develop a joint IT system to coordinate inventory levels, part descriptions, and 

pricing information.  To better coordinate with suppliers, it would also be beneficial for Ford to 

reduce their supplier based from several thousand to at least a few hundred, who are more 

specialized and more willing to work with Ford on a partnership scale. The second 

recommendation is to develop internal IT systems that will allow customers to design, view, and 

purchase custom vehicles online.  This will link Ford more directly to its customers, just like in 

the Dell model. The last suggestion is that Ford seeks input from dealers to guarantee that only 

those who offer unique knowledge and abilities remain part of Ford’s dealer network.  This 

basically calls for Ford to get reduce, or consolidate, its dealership network.  This reduction will 
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minimize internal competition, thereby shifting the focus to external competition with other 

automakers, and will allow Ford to relate more directly to the customer. The overall premises of 

my recommendations are that Ford adopts a partial virtual integration model.  People do not 

know cars like they do computers, so being able to customize a whole car online will prove 

difficult for the customers.  When it comes to cars, people like to directly see and feel the 

features they desire: leather seats, sound system, climate control, monitors, etc., so there is still a 

need for some dealerships.  Also, because cars aren’t delivered directly to houses, like Dell with 

computers, dealerships act as a drop off point for customers to pick up their new cars.   

 

A Look to the Future 

 

In 2008, Ford came out with the One Ford plan.  This plan called for the company to 

reduce its supplier and dealership bases, among many other things.  This plan revealed that the 

company had reduced its number of suppliers from 3,300 to 1,600 up through 2007, and called 

for the company to further reduce the suppliers to 750.  Also, up through 2007 the company had 

reduced its number of dealers from 4,396 to 3,790.  The One Ford plan called for a further 

reduction in dealers, with no target number explicitly stated.  This One Ford plan shows that 

Ford followed through with at least some of our recommendations and is still in the process of 

efficiently implementing a partial virtual integration model. 
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Introduction 

One value that I highly regard in my life is furthering my education. By furthering my 

studies, I am able to achieve meeting all of my career goals. To achieve these goals, receiving 

my master’s degree is an important step to where I am heading in my future. After receiving my 

undergraduate degree in Civil Engineering from Texas Tech University, I found that through the 

development of key points in my life that a Master’s of Science in Interdisciplinary Studies 

would help me to further my education. The interdisciplinary studies degree consisted of taking 

at least twelve hours in three different subject areas as well as concluding the degree with a 

reflection of the work done throughout the graduate program. The three subject areas I felt that 

would be the best fit for my future career were in engineering, communication, and business. 

Through the interdisciplinary studies degree, I was able to choose courses that I felt I 

would be able to excel in as well as fit to what I wanted to do in my career. I wanted to take 

courses that would help to open the most doors and give me the most flexibility in achieving my 

career goals. The courses that I have had the opportunity to take in the Engineering field have 

been in cognitive engineering, engineering leadership, transportation planning, and an advanced 

knowledge of how structures are built and analyzed. In the Communication Studies subject field, 

I have been able to take courses on the mass communication side in effective advertising and 

cases and problems in public relations. On the human communication side of the discipline, I 

focused on how to effectively communicate in organizations and the theories aimed at explaining 

and understanding human communication in action. Finally, I have had the opportunity to take 

courses in Business such as how to manage organizational behavior and the design of an 

organization, effective marketing concepts and strategies, effective decision making, marketing 

from business to business, and effective use of information technology for managers. 
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Through looking at all of the courses that I have taken over the past two and a half years, 

I can begin to draw some similarities between all of these courses and help tie them together to 

guide me in effectively achieving my career goals. One of the similarities that can be drawn from 

all of the courses that I have taken is that the frameworks that I learned in my engineering 

leadership course can be tied into how to effectively create and manage an organization. It is 

through the behavior of individuals within an organization that creates its effectiveness and 

without some form of effective leadership from specific individuals the organization can be 

rendered useless. The course description of my organizational behavior class “covers 

management of individual, interpersonal, group, and intergroup relations and through service 

learning, a reciprocal learning dynamic takes knowledge from the course material, synthesizes it 

with you can gain from your experience in the community and applies it in work and life 

settings” (Cogliser, 2010). More specifically, after completing the course I gained insight into 

my own management/leadership style, its effect on others, and its overall effectiveness (Cogliser, 

2010). 

Similarly, my engineering leadership course was about the theory and practice of 

leadership in engineering and technology-based organizations and the development of essentials 

of effective leadership through principles presented in The 7-Habits of Highly Effective People 

and The 8
th

 Habit by Stephen R. Covey (Kiesling & Wyrick, 2011). After completing this course 

I understood the role engineers play in leading multidisciplinary teams, organizations, and 

technology development, communicate the leadership issues required to effectively manage, and 

understand how values and principles impact how one leads his or her private, professional, and 

public lives (Kiesling & Wyrick, 2011). 
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After completing both of these courses, I can see how being an effective leader will go a 

long way in helping to effectively organize and manage a team or a larger organization. In both 

of these courses, I analyzed my own leadership style and I realized that from my organizational 

behavior course I was more of a follower than a leader. Also from my engineering leadership 

course, I realized that I was still a follower; however, my leadership skills had been improved 

and still needed some work so that I could be the most effective leader possible. Through the 

frameworks that I learned in my organizational behavior course I was able to have a more rooted 

understanding of the frameworks of leadership theory that I learned in my engineering course. 

Another similarity that I can take away from my graduate courses is the connection 

between my managerial decision theory course and my cognitive engineering course. The 

managerial decision theory course examined the normative and behavioral theories of decision 

making in business (Jones, 2010). Throughout this course, I learned how to use appropriate 

concepts to determine the correct decision to diagnose an issue within an organization or 

business. My cognitive engineering course dealt with learning and understanding how everyday 

cognitive decisions affect the use and design of engineering systems. More specifically, the 

course was a study on the decision that the brain uses to help develop modes of human 

performance in the aid of designs of human-machine systems (Millet, 2010). After completion of 

this course, I would have a better understanding of the cognitive decisions an individual makes to 

design a building to the highest possible safety standard. The similarity between these two 

courses is through the framework of effective decision making. In engineering, there is no 

leeway for a right or wrong answer. A building is either constructed the correct way or it is not 

constructed at all because a frame or beam is too short. The room for error is non-existent 

because if a beam is too short you either have to make the beam fit or you have to start over from 
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scratch. However, business is different with decision making because there is some room for 

error. In a business, you can make a small error and be able to cover for it in another area. The 

main take-away point from both of these courses is that I have learned how to effectively make 

decisions in every aspect of my life not in just one specific subject area. I can take what I have 

learned in the decision making course and apply it to what I have learned in engineering to 

construct the safest building possible. I also can take what I have learned in my cognitive 

engineering course and tie it back into what I have learned in my organizational behavior course 

because I have a deeper understanding of how individuals behave in certain situations and the 

actions that arise in those dilemmas. 

Another similarity that I can take away from my graduate career is how communication 

shapes organizational cultures and vice versa. The organizational communication course I took 

exposed me to the theoretical and methodological issues related to organizational communication 

such as ethics, relationships and networking, culture, leadership, teamwork and groups, 

technology, and organizational change (Scholl, 2011). Throughout this course I learned issues 

that surrounded organizational communication and specific ways to combat these issues through 

effective communication. This course can be tied back into my managerial organizational design 

course as well as my engineering leadership course. I learned the theory behind what makes a 

manager and a leader different as well as frameworks for effective leadership communication. 

By taking these frameworks I can use them to frame the design of an effective organization. I 

also know what makes for effective communication between leaders through the theory of 

leadership and followership which was taught in the organizational communication course. This 

framework can be tied back into what makes an effective leader and the frameworks that I 

learned in my engineering leadership course. 
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After looking back at all of the courses I have taken and the lessons I’ve learned over the 

past two and a half years, I can come up with a general direction of how I can apply everything 

to guide my career. The knowledge I have obtained will help me to achieve the goals I have set 

throughout the course of my future. The ultimate goal in my career is to design, build, and 

operate my own theme park in the same manner as the Six Flags or Disney theme parks. For me 

to be successful in my future career, I have to be competitive in the theme park industry. There 

are many smaller successful amusement parks in the United States, such as Frontier City in 

Oklahoma City, Santa Cruz Beach Boardwalk in Santa Cruz, California, and Kemah Boardwalk 

in Kemah, Texas; however, I want to play with the big boys. The theme park industry is a tough 

market within the entertainment realm and there are not many theme park chains that are as 

successful as Six Flags, Disney, and Cedar Point. I want to be as successful as these major theme 

park corporations and the courses I have taken in my graduate career have most certainly opened 

the door for me to achieve this lofty goal. 

Each one of these theme park chains have found what it takes to be successful in the 

industry and compete on a yearly basis to draw in the most attendance. Each chain has their own 

special and unique culture that separates them from one another which helps make each park 

successful in their own right. Specifically, Six Flags and Cedar Point are termed amusement 

parks while Disney is termed as a theme park; however, all of the parks are within the same 

category of the theme park industry. Six Flags and Cedar Point have rides and attractions named 

and themed within their park; however, there is no story or elaborate theming like the rides and 

attractions at Disney. Because Disney takes the time and effort to theme their rides and 

attractions it consistently makes them the world’s most visited theme park company (Frost, 

2011). Six Flags over Texas markets themselves as being a leader in “thrills and chills” (Six 

75



Flags, 2011). Similarly, Cedar Point is constantly competing with Six Flags to see which park 

can boast the most thrilling rides and attractions to gain the most attendance. Six Flags, Cedar 

Point, and Disney have found a unique niche within the theme park industry to bring in high 

attendance levels on a yearly basis. Finding my own unique niche within the industry is 

something I am striving to achieve through the knowledge that I have gained through my 

graduate career. The direction that I am striving towards with my career is finding what type of 

leader can I be to create an effective organizational setting that develops a unique culture that 

stands out from competitors within the theme park industry. 

Organizational Setting 

 For me to be successful in the theme park industry, I am going to need to understand 

what it takes to have an effective organizational plan or setting. To be successful I have to ask 

myself what is the key to an effective organization. This question can be answered through the 

frameworks that I have learned through each of the three subject areas in my interdisciplinary 

studies degree. However, before I can create what I foresee as an effective organizational setting 

that would help me to be successful I want to understand how an effective organization is 

composed. After gathering the all of the lessons I’ve learned throughout my graduate career as 

well as doing some further research, I found that there is a general method of how an effective 

organization is framed to be the most successful. The method consists of 1) the mission 

statement of the organization; 2) the vision of the organization; 3) the strategic plan for the 

organization; 4) the organization goals; 5) functional/departmental goals; and 6) the individual 

objectives for all employees (Reichard, 1999). The model follows a top-down approach where 

the mission statement leads down all the way to the individual objectives; however, this is not 
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always the case. In some instances, the specific objectives of each individual may actually create 

the steps before it ultimately creating the overall organizational mission statement. 

 The mission statement is described as a statement of the purpose of a company or 

organization that should guide the actions of the organization, spell out its overall goal, provide a 

path, and guide decision making (Hill & Jones, p.11, 2008). A mission statement also provides 

the “framework or context within which the company’s strategies are formulated” (Hill & Jones, 

p. 11, 2008). The mission statement clarifies how the organization is created and designed and it 

helps define how the organization is to be run. Setting the mission statement is the first thing an 

organization must do for it to be successful because it helps to guide them through the rest of the 

organizational design process. In my engineering leadership course, we learned how to create an 

effective mission statement. The mission statement has to be perfect otherwise there is no 

guidance for the organization. I can draw from one of my experiences in my graduate career to 

help define what an effective mission statement is. In my Business-to-business marketing course, 

we had to create a computer sales business from the ground up and it was not until we discovered 

our mission statement that we were able to formulate the rest of our organization. Once our 

mission statement was created we were able to frame how we wanted to operate our business to 

be the most successful. What makes Walt Disney World so successful is their mission statement 

because everything they do stem from these words. Walt Disney Parks and Resorts’ mission 

statement is: 

“…to give our guests opportunities to create memories with their friends, families 

and loved ones that will last forever. With five resort destinations around the 

world and a sixth under construction, three cruise ships and another on the way, a 

magical vacation ownership program and our guided family adventures on six 
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continents, we combine classic Disney storytelling, our legendary guest service 

and the latest technology to bring our stories and characters to life in unexpected 

and unforgettable ways” (Disney, 2012). 

Framework/Theories to Help Define My Organization 

 Speech Codes Theory. 

 One framework that I can help to tie all of my disciplines together is the use of speech 

codes theory within those specific subject areas. Speech Codes Theory is a mechanism that can 

be used to help identify a culture’s values, patterns of behavior, norms, and rules. I transfer 

Speech Codes Theory to assist me in identifying an organization’s culture within their specific 

industry. Speech codes theory can be defined as a historically enacted socially constructed 

system of terms, meaning, premises, and rules, pertaining to communicative conduct (Griffin, 

2009). Another definition of speech codes theory is a distinctive set of understandings within a 

culture about what counts as communications, the significance of communication forms within 

the culture, how those forms are to be understood, and how they are to be performed (Littlejohn 

& Foss, 2011). The SPEAKING model which is shown in figure 1 which uses the first letters of 

terms for speech components of which these categories are so productive and powerful in 

analysis that one can use this model to analyze many different kinds of discourse (Hymes, 1974). 
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Figure 1: The SPEAKING Model by Del Hymes (Hymes, 1974) 

Gerry Philipsen who is one of the most influential scholars in speech code theory developed 

several propositions through his “Teamsterville” and “Nacirema” studies that seeks to answer 

questions about the existence of speech codes, their substance, the way they can be discovered, 

and their force upon people within a culture (Griffin, 2009). Each theme park mogul has their 

own specific and unique way of communication that is expressed that defines their culture. 

Disney uses terms such as “cast members,” “attractions,” “guests,” “theater,” “on-stage,” 

“backstage,” “costumes,” and “the Disney image” to define their expression of communication 

(Smith & Eisenberg, 1987). The other theme park moguls do not use any special words or 

phrases to create a unique experience such as Disney’s. 

 Not only can I categorize Speech Code Theory in the use of creating a unique 

organization within the theme park industry, but I can help to tie the three disciplines of my 

interdisciplinary degree together through their own set of speech codes. For instance, in 

Communications Studies the speech codes obviously stem from the Gerry Philipsen’s speech 

code theory, but we can describe communication through the seven traditions in the field. These 

seven traditions are the socio-psychological, cybernetic, rhetorical, semiotic, socio-culture, 

critical, and phenomenological traditions (Griffin, 2009). Also, these seven traditions move from 
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objective philosophical territory to a more interpretive philosophical territory to critical 

philosophical territory, which frame the ways we view inquiry of our communicative worlds 

(Griffin, 2009). These traditions and philosophies about how we study communication reveal 

commitments, ways of talking, or a set of speech codes about how Communication Studies is 

organized as a cultural community. The speech codes that emerge in Communication Studies 

illuminate the different ways we might engage our social worlds and our understandings of the 

roles that human communication plays within these worlds. We might say that a major speech 

code in Communications Studies is to “talk about how we talk” and how human communication 

is a central lens for understanding our social worlds. In contrast to Communication Studies, 

Engineering has its own special speech codes that differ from any other disciplines. Engineering 

is a technical and analytical process with no room for interpretation. The answer is either right or 

the answer is wrong; there is no in-between. Engineering is not an interpretive field. An engineer 

would not want to build a building based on an interpreted analysis because that analysis could 

be completely wrong and the engineer would then be liable for the collapse of the building. 

 A stark contrast of speech codes between Engineering and Communication Studies can 

be seen; however, the speech codes in business are somewhere in-between the two. The speech 

codes in business deal with numbers, finance, decision making, information technology, and so 

on that these codes develop a sense of some interpretation but there is not as much “wiggle 

room” as there is in communication. For instance, in my Business-to-business marketing course 

after establishing our business we had to run the entire business from the ground up covering all 

aspects of the organization. During the semester, we competed in a simulation against five other 

teams to see who could establish the best business and lead the market against the other 

competitors. During this simulation, my team was at the bottom of the competition because we 
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were not making the correct decision; however, after a little bit of interpretation and 

manipulation to our business figures we were able to end up first at the end and were second 

overall. 

 Effective Leadership Theory. 

 After establishing my organization, I must determine what type of leader I am going to be 

to delegate and achieve these goals that have been set forth. The more effective of a leader I can 

be; the more effective the organization will run. Throughout the progression of my graduate 

career, I have developed a deeper understanding of what it means to be a truly effective leader. 

The beginning of my development came from the organizational behavior course in my first 

semester of my graduate work. I realized that if I am comfortable in a situation I am more 

outgoing and more willing to take the lead on a task; however, the opposite is true if it is a new 

environment or surroundings. I learned that through the framework of the behavior of other 

individuals that I feed off of other individuals’ behavior; therefore, making me either a better or 

worse team player based upon their behaviors. The majority of this course was comprised in a 

team and from the beginning of the course I was in a very uncomfortable environment. One of 

the major purposes of the course was to be able to develop a rooted understanding of my 

teamwork skills to grow and become a better team player at the end of the course. Through team 

exercises and team projects, I have gained a better understanding of my role in a team and how I 

can use my skills in the team to be more effective in such an environment. 

 In comparison, I also learned from this course as well as in conjunction with my 

engineering leadership and organizational communication course what type of leader I am within 

an organizational setting. In the organizational behavior course, I realized that I was more of a 

follower than a leader because I am more of a team player and I want to see the team succeed. At 
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the end of the course, my role as a leader was increased and I felt more comfortable taking on 

more roles within the team. In my organizational communication course, I learned the theory 

behind what the difference is between a manager, leader, and a follower.  In this course, 

managers do things right, plan and budget, organize and staff, control and solve problems, and 

follow the organizations policies and procedures (Cheney, Christensen, Zorn & Ganesh, 2011). I 

also learned that leaders do the right thing, establish direction, align people, motivate and inspire, 

and inspire change within individuals (Cheney, Christensen, Zorn & Ganesh, 2011).  

Through these definitions, we can see that managers follow the rules while the leaders 

follow the rules as well as helping others to follow along. Leaders can further be defined through 

the framework of transformational leadership which answers the call to inspire people at higher 

levels within an organization. This framework helps to define how a leader functions within the 

organization based upon Maslow’s Hierarchy of Needs (Cheney, Christensen, Zorn & Ganesh, 

2011). This framework starts at the bottom with physiological needs, up to safety and security, 

then to love and belongingness, afterwards up to self-esteem, and finally all the way at the top 

with self-actualization. The hierarchy is based on contingent rewards, management by exception, 

continually maintaining the “status quo,” and hitting the higher-level organizational needs 

(Cheney, Christensen, Zorn & Ganesh, 2011). After studying this framework, I am able to grasp 

where my leadership skills lie among this hierarchy and see what skills need improvement so 

that I can be a more effective leader.  

 In the engineering leadership course, we studied Stephen Covey’s eight habits as well as 

leadership theory and how we can be more effective leaders in the field of engineering. The 

frameworks of leadership theory not only can be applied in engineering but in every aspect of the 

organization I wish to create. The study of Covey’s eight habits in this course was designed for 
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use in our own personal lives; however, I can certainly see using the eight habits in my 

organization to help it run more effectively. The framework of leadership theory which can be 

applied to my organization is the model of situational leadership. Robbins and Hunsaker describe 

the model as a characterization of leadership styles in terms of the amount of task behavior and 

relationship behavior that the leader provides to their followers (2012). The model shows that 

there is no one leadership style that is universally effective and that the most appropriate 

leadership style depends on the situation which is shown below in figure 2 (Robbins & 

Hunsaker, 2012). 

 
Figure 2: Situational Leadership Model (Robbins & Hunsaker, 2012) 

Through the development of the research paper about Colonel Rick Husband, I found out that 

Husband used a leadership style of high task and high relationship. The style of high task and 

high relationship is defined as the selling style of being directive, but it is given in a more 

persuasive, supportive, and guiding manner (Robbins & Hunsaker, 2012). Robbins and Hunsaker 

also state that the critical skill for effectively choosing a leadership style is being able to 

successfully diagnose the situation to determine what behaviors are needed and the actions that 

are the most appropriate (2012). Using this framework in conjunction with the other frameworks 

in my other subject areas, I have developed from a follower to a more effective leader. I feel 
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more confident in being a leader in my organization no matter the situation. After more in-depth 

research and using the situational leadership model, I have found myself to be a leader with a 

high relationship and low task leader; however, I believe I can be more effective through being a 

high task and high relationship leader. 

 Not only can I use the situational leadership model to model my leadership within my 

own organization, I plan on using Stephen Covey’s eight habits to define the leadership for 

myself as well as the other leaders under my watch. The reason as to why I would use the eight 

habits within my organization is because it is an approach to being effective in attaining goals by 

aligning oneself to “true north” principles of a character ethic that is presented as universal and 

timeless (Gordon, 2011). In the 7 Habits of Highly Effective People, Covey describes these seven 

habits as a change of paradigm and habits of effectiveness from a change of dependency to 

interdependency (1989). The shift of this movement is shown below in figure 3 which shows a 

higher-level of thinking and believing. 

 
Figure 3: The Seven Habits Paradigm (Covey, 1989) 

The seven habits help individuals “find themselves” to move from a state of relying on 

themselves to starting to rely on others to become more effective. Once individuals have grasped 
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the seven habits in their own lives, the eight habits helps to add a third dimension to the previous 

seven that meets the central challenge of the new Knowledge Worker Age (Covey, 2004). More 

specifically, the eighth habit is more about finding one’s voice and helping or inspiring others to 

find theirs (Covey, 2004). We can then tie the eighth habit back to the transformational 

leadership theory that states that leaders should help to inspire others to get the job done. 

Inspiring others to discover their voice as well as expressing our own voice through our 

leadership style. 

 Covey states that an effective leader is someone who catalyzes the commitment to and 

vigorous pursuit of a clear and compelling vision, and stimulating the group to high performance 

standards (2004). For my future organization, or any organization for that matter, having 

effective leadership stemming through all aspects is crucial to being successful. 

Summary 

In conclusion, my graduate career in obtaining a Master’s of Science in Interdisciplinary 

Studies is preparing me for the future. I am better prepared to achieve my goals than I was after 

graduating with my undergraduate degree. In every course I have taken, I have been able to take 

away key points which can be applied to my career. I now have a better understanding of what it 

means to be an effective leader and to use the effective leadership in creating an effective 

organization. Throughout all of my classes I have learned that persistence pays off. I will 

continue to work hard and pursue my goals and they will eventually be achieved. 

I also know what it takes to work effectively in teams. Effective teamwork is the first step 

in being an effective leader. Working well with others and in a team stems from being able to 

effectively communicate. Through the communication frameworks I have learned that I know 

what it means to be a more effective communicator rather than an effective speaker. Also, 
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through these frameworks I know what it takes to create a unique and individualistic culture that 

stands out from my competitors. Knowing what it takes to get an edge against my competitors is 

a crucial key in the analysis of a business. Through a sufficient knowledge of how businesses are 

organized and marketed, I am able to create my own business structure that will benefit me in the 

best possible way. 

 I look forward to applying everything I have learned over the past two and a half years in 

my future endeavors. Pursuing my goal of designing and owning my own theme park has been a 

goal of mine ever since I first started as a civil engineering and nothing will get in the way of 

achieving those goals. Persistence is the key to achieving the things that you set your mind out to 

acquire and I will not stop pursuing my career until I am completely satisfied. I look forward to 

the day that I can look back on my education at Texas Tech University as a foundation and 

stepping stone for my career. 
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 In summary, my portfolio is comprised of three papers for which I have written in the 

three subject areas of my Masters of Science in Interdisciplinary Studies degree. These three 

papers help to show my development as a scholar and to show my comprehension in the specific 

subject material. Also, my portfolio includes a critical reflection of these three papers as well as a 

reflection over my entire graduate career. The reflection helps to show how I have developed as 

a scholar over the past two and a half years as well as a critical analysis of the work that I have 

accomplished while attending Texas Tech University as a graduate student. 
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