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Abstract  

This study investigated the perception of Saudi faculty members regarding departmental 

leadership and management functions, and how these functions relate to the faculty members’ 

perception of departmental leadership and management effectiveness. This study used the 

competing value framework in order to investigate departmental leadership, management, and 

effectiveness. This framework proposes four leadership and management constructs: collaborate, 

create, control, and compete (independent variables) and leadership and management 

effectiveness construct (dependent variable). This study also examined the relations between a 

number of categorical variables (Source of PhD credentials of the faculty members, academic 

fields (STEM and non-STEM) of the faculty members, years of experience of faculty members, 

and years of experience of being department chairs) and faculty members’ perceptions of 

departmental leadership and management effectiveness.  

 Descriptive, correlational, and multiple regression analyses were employed in order to 

answer the research questions posed in this study. The descriptive analysis showed that 

department chairs were perceived by the faculty members to practice more control and compete 

functions compared to creative and collaborate functions. Correlational analysis showed that the 

four leadership and management functions (independent variables) are strongly correlated. These 

leadership and management functions also correlated highly with the leadership and management 

effectiveness construct (dependent variable). Thus, these independent variables were not used for 

predicting departmental leadership and management effectiveness (the dependent variable) due 

to their strong correlations. However, multiple regression analysis revealed that all the 

categorical variables except for one independent variable (years of experience of being 
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department chairs) predict the perception of faculty members regarding departmental leadership 

and management effectiveness.  

This study put forth some implications for academic and institutional leaders and policy 

makers. It also highlighted some implications for department chairs and aspiring faculty 

members. Most importantly, this study indicated some implications for future research.  
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Chapter 1 

Introduction 

In this chapter, I introduce the importance of departmental leadership and management in 

Saudi higher education institutions and the role of department chairs in this context. I begin this 

chapter offering a glimpse of the changing environment of higher education in recent years, and 

how that requires savvy and diligent leadership and management. I then provide a background of 

this study. Subsequently, I state the purpose of the study, followed by a brief overview of the 

theoretical framework and the research questions as well as an overview of higher education in 

the context of Saudi Arabia. I conclude this chapter by describing the significance of this study.  

Background 

Higher education institutions in Saudi Arabia, as elsewhere, are considered to be one of the 

backbone organizations in modern society. This is attributed to the fact that these institutions are 

the engine for producing capital, be it human, social, cultural, and economic, just to name a few 

(Al-Esa, 2010; Altbach, Gumport, & Berdahl, 2011; Goldin & Katz, 2009; Pascarella, & 

Terenzini, 2005; Smith & Abouammoh, 2013; Toutkoushian, & Paulsen, 2016; Winkle-Wagner, 

2010). Higher education institutions have complex organizational, structural, and procedural 

dynamics and espouse and serve diverse missions and values (Al-Esa, 2010; Al-Eisa, & Smith, 

2013; Austin & Jones, 2015; Bess & Dee, 2014; Birnbaum, 1983, 1988; Gayle, Tewarie, & 

White 2003; Kezar, 2014, 2001; Kezar & Eckel, 2004).  

The complexity of these organizations requires and calls for a distinctive and diverse set of 

leadership and management understandings and capacities (Al-Swailem & Elliott, 2013; Bolman 

& Gallos, 2010; Fullan & Scott, 2009; Kezar, 2014, 2001; Kezar, Carducci, & Contreras-

McGavin, 2006). The importance of leadership in higher education institutions is well noted. 
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This is attributed to the rapidly increasing pressure from social, economic, cultural, 

technological, and demographic changes, just to name a few, requiring and calling for more 

complex and highly effective and responsive organizational leadership and management that are 

presumed to cope with the ever-changing and turbulent higher education environment 

(Abouammoh, 2017; Alkhazim, 2003; Bolman & Gallos, 2010; Esen, Bellibas, & Gumus, 2018; 

Fullan & Scott, 2009; Kezar, 2014, 2001; Kezar et al., 2006; Smith & Abouammoh, 2013). 

In the context of Saudi Arabia, the need for effective leadership in higher education has been 

gaining momentum since the inception of this century. In fact, the Ministry of Higher Education 

established the Academic Leadership Center in 2009 (Abouammoh, 2017; Al-Swailem & Elliott, 

2013). This center is to develop and promote leadership programs for leaders in higher 

education, including but not limited to presidents and vice-presidents (Abouammoh, 2017; Al-

Eisa, & Smith, 2013; Al-Swailem & Elliott, 2013); although, some criticisms have been raised 

about the efficacy of this organization (Aba Al Khail, 2016). The emphasis on leadership 

programs and development is ubiquitously manifested in higher education institutions in Saudi 

Arabia. It is reported that many higher education institutions have been taking some measures to 

develop leadership and management competencies in their respective academic leaders and 

administrators (Abouammoh, 2017; Al-Eisa, & Smith, 2013; Al-Swailem & Elliott, 2013). This 

development is especially more compelling in recent years as these institutions are expected and 

strive to meet the goals and expectations put forth by the Saudi Vision 2030. This vision was 

initiated by the crown prince, Mohammed bin Salman, in an attempt to increase the productivity, 

effectiveness, and efficiency of the country’s institutions and organizations (e.g., postsecondary 

institutions) at all levels and the various spheres, socially and economically (Ministry of 

Education, 2019a; Saudi Vision 2030, 2019). Accordingly, higher education institutions have 
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been endeavoring to be among the world-class higher education institutions that represents high 

quality education as well as research productivity (Smith & Abouammoh, 2013; Tayeb & 

Damanhouri, 2011). 

Most importantly, in recent years there have been serious and ongoing discussions and 

debates about the bureaucracy of higher education institutions, and what can be done to grant 

Saudi universities more autonomy and latitude in how to conduct and carry out their operations 

and functions, administratively, managerially, academically, and financially and likewise to be 

held more accountable for their performance (Abouammoh, 2017; Alamri, 2011, Al-Esa, 2010, 

2009; Al-Eisa, & Smith, 2013). In fact, Saudi higher education institutions are in the process of 

organizational changes in various spheres and at different levels. It is reported that a number of 

“Saudi universities are striving to taper the regulations related to conditions of employment, 

curriculum reform and commercial functions in order to meet the intense regional competition 

for talents and expertise” (Al-Eisa, & Smith, 2013, p. 33). Higher education institutions in Saudi 

Arabia are pressured and expected to provide high quality education that efficiently and 

effectively cater and respond to these challenges as well as others (Abouammoh, 2017; Al-Esa, 

2010; Smith & Abouammoh, 2013). To do so, effective leadership and management are essential 

for the accomplishment of these educational missions and purposes. In fact, it has been found 

that effective governance and leadership in Saudi higher education institutions are associated 

with high level of quality assurance and meeting accreditation standards (Alharbi, 2017). 

One of the critical organizational units of organizational, managerial, and leadership 

positions in higher education institution is the academic department. The academic department is 

the cornerstone for undertaking and furthering such dramatic and dynamic changes, This is due 

to the fact that the academic department is globally deemed as the core unit in higher education 
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organizations (American Council on Education, 2014; Bennett, 1983; Kok & McDonald, 2017; 

Lucas, 2000; Meek, Goedegebuure, Santiago,  & Carvalho, 2010; Walvoord, Carey, Smith, 

Soled, Way, & Zorn, 2000). Cuban (1999) contended that the department is the most powerful 

unit in any given higher education institution. Accordingly, the academic department is the 

crucible of various and numerous management and leadership activities and ventures. 

In the Saudi higher education context, the department chair is expected to assume and 

execute the requirements and expectations of various roles and functions. These roles and 

functions fall into three main categories: academic, administrative, and financial (Al-Hadithi, 

2016; Council of Higher Education, 2007). Generally speaking, these roles and functions might 

fall into two overarching dualistic and, to some extent, paradoxical systems: the authority system 

and the scholarly and professional system. These administrative and academic systems have been 

extensively studed in Western contexts (Armstrong & Woloshyn, 2017; Bess & Dee, 2014; 

Birnbaum, 1988; Carroll & Wolverton, 2004; Meek et al., 2010; Kok & McDonald, 2017; Lucas, 

2000). The two systems observed in higher education institutions in Western countries are 

evident in the context of higher education in Saudi Arabia (Al-Hadithi, 2016; Council of Higher 

Education, 2007). Thus, the department chairpersons in Saudi higher education institutions are 

required to follow the imperatives of the administrative hierarchies, structures, procedures, and 

policies and fulfill the requests, needs, and interests of their superiors, such as the deans. 

Meanwhile, the department chairperson is expected and required to consider the traditions, 

norms, and expectations of his or her respective constituencies, particularly faculty members (Al-

Hadithi, 2016; Council of Higher Education, 2007).  

In recent years, some attention has been given to the study of departmental leadership and 

management in Saudi higher education institutions. That is, a number of studies have 
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investigated some aspects of departmental leadership and management (Alberti-Alhtaybat & 

Aazam, 2018; Gonaim, 2016, Gonaim & Peters, 2016). All of these studies contend, to varying 

degrees, that managerial and leadership roles of department chairpersons are cumbersome and 

complicated due to the ambiguity, incompatibility, and imbalance caused by the dualistic and 

paradoxical roles mentioned previously. Another observation is that the department chairpersons 

lack the preparation for undertaking and carrying out their leadership and management 

responsibilities and obligations (Alberti-Alhtaybat & Aazam, 2018; Gonaim, 2016, Gonaim & 

Peters, 2016). This lack of preparation might hinder chairpersons in effectively executing and 

fulfilling their leadership and management roles and might confine them, consciously or 

unconsciously, to certain leadership and management roles and behaviors.  

Therefore, it is important and beneficial for the chairpersons to have and display complex 

leadership and management behaviors in order to effectively address and cope with the 

competing and paradoxical internal and external leadership and management roles, functions, 

and demands (Cameron, DeGraff, & Thakor, 2006; Lawrence, Quinn, & Lenk, 2009). 

Accordingly, effective departmental leadership and management might be defined as “The 

ability to perform the multiple roles and behaviors that circumscribe the requisite variety implied 

by an organizational or environmental context” (Denison, Hooijberg, & Quinn, 1995, p. 526). It 

has been observed that there is a great need for more sufficient studies investigating the 

managerial and leadership rules and capabilities in higher education in Saudi Arabia 

(Abouammoh, 2017; Al-Esa, 2010; Gonaim, 2016, Gonaim & Peters, 2016). 

The above observations are strikingly more pronounced in the case of departmental 

leadership and management (Gonaim, 2016). The complexity of departmental leadership and 

management are not adequately studied, resulting in blurring and equivocal understanding of 
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such chair leadership. In fact, Gmelch (2004) argued that, “the academic leader is among the 

least studied and most misunderstood management positions” (69). Other scholars have 

corroborated this sentiment (Fullan & Scott, 2009; Gonaim, 2016; Gonaim, Peters, 2016; Kezar 

& Eckel, 2004; Kezar et al., 2006). Additionally, the bulk of the departmental management and 

leadership literature has been conducted in Western countries, particularly in the context of 

United State of America, United Kingdom, and Australia (Bryman, 2007; Gonaim, Peters, 2016) 

and a limited amount of research has been carried out in other contexts like Mediterranean 

region, in our case Saudi Arabia (Gonaim, 2016; Gonaim, Peters, 2016). 

Additionally, there is a lack of research investigating the managerial and leadership functions 

and roles of department chairs, and how such managerial and leadership functions and roles 

relate to the leadership effectiveness of department chairs. Not knowing precisely the 

effectiveness of managerial-leadership at the department level might hinder or at best slow the 

process of the desired transformations and changes taking place in Saudi higher education (Smith 

& Abouammoh, 2013).Furthermore, there is also a gap in the literature in terms of studies 

investigating the paradoxical and complex behaviors required of department chairpersons, and 

how that behaviorally complex leadership and managerial roles and functions relate to the 

effectiveness of department chairs. This, in fact, might be related to the tendency of Saudi studies 

in employing a single frame of reference (either-or thinking) in exploring, discerning, and 

explicating such a complex, intricate, and paradoxical phenomenon. This is, in fact, not in 

alignment with the general literature that calls for more complex and paradoxical understanding 

of management and leadership in academia and elsewhere (Bolman & Gallos, 2010; Fullan & 

Scott, 2009; Kezar, 2014, 2001; Kezar, 2014, 2001; Kezar et al., 2006; Wheatley, 2006). 
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Furthermore, beyond the few studies cited in this study, there is a need for further studies, 

particularly in the Saudi higher education context, examining the relations between demographic 

variables and the managerial and leadership roles and functions of department chairs, and how 

that relates to the perceived effectiveness of department chairs. For example, it has been 

documented that the college or university’s academic disciplines exert, to some varying degrees, 

various influences on departmental management and leadership (Lattuca & Stark, 2009; Lucas, 

2000; Whitsett, 2007).  

Purpose of the Study  

This study will explore the perceived complexity and effectiveness of departmental 

leadership and management in a Saudi higher education institution. It hypothesizes that 

chairpersons who are perceived to have and display behaviorally complex leadership and 

management roles and functions are comparably perceived by their faculty to be more effective 

than chairpersons who possess and exhibit fewer complex behaviors. The complexity of behavior 

relates to the idea that a leader has a repertoire of diverse leadership and management roles and 

functions that help her/him to be perceived as an effective leader and manager (Cameron et al., 

2006; Denison et al., 1995; Lawrence et al., 2009). 

The current study aims at investigating the managerial and leadership perceived roles, 

functions, and effectiveness of department chairs in the context of Saudi higher education 

institutions from the perspective of faculty members. This study endeavors for furthering our 

understandings of the complexity of the managerial and leadership roles and capacities of 

department chairs in Saudi universities, and how such roles and functions correlate with and 

predict the chairs’ managerial and leadership effectiveness. Specifically, it attempts to 

investigate the conceptions and perspectives of faculty members regarding the managerial and 
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leadership roles, functions, and effectiveness of their respective department chairs. It explores 

the academic fields (STEM and non-STEM) differences on the faculty members’ perceptions of 

departmental leadership and management effectiveness. It also examines the differences of origin 

of PhD credential as well as the years of experience on the faculty members’ perceptions of 

departmental leadership and management effectiveness. Finally, it explores the differences 

associated of the length of time of being department chairs based on faculty understanding and 

perceptions, and how that relates to the departmental leadership and management effectiveness. 

Thus, this study aims at controlling these demographic and background variables. 

Specifically, this study will investigate the academic fields’ differences in the perceptions of 

managerial and leadership roles and functions of department chairs, and how that relates to the 

effectiveness of department chairs from the perspective of faculty members. That is, the 

perceptions of faculty members from STEM fields (Science, Technology, Engineering and 

Mathematics) will be compared to the perceptions of faculty non-STEM fields. Moreover, 

knowing that a great number of faculty members in Saudi higher education receive their PhD 

credential from various foreign countries, such as United states, Britain, and Australia,  there is a 

need to investigate how such faculty members, being socialized and acculturated in various 

foreign countries, perceive the managerial and leadership roles of department chairs, and how 

that is related to the perceived effectiveness of the departmental leadership and management 

(Alamri, 2011; Al-Swailem & Elliott, 2013). 

Additionally, this study will explore potential differences associated with the perceived 

length of time of being an academic chair, and how that relates to faculty perceptions of the 

chair’s leadership and management effectiveness. This might relate to the findings that the length 

of time in being a leader, manager, or both might have influences on leadership and management 
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performance and effectiveness (Bennett, 1983; Birnbaum, 1992, 1988; Bolman & Deal, 2017; 

Bolman & Gallos, 2010; Juntrasook, 2014; Kezar, 2014; Yukl, 2010). This study will also 

investigate potential differences associated with years of experience of the faculty members, and 

how that relates to their perceptions of departmental leadership and management effectiveness. 

The inclusion of this variable is attributed to the fact that there is a lack of consistent findings 

regarding this variable (Abdel-Fattah & Anzi, 2012; Al-Sharif, 2014). 

All in all, our knowledge of the chairpersons’ leadership and management roles, and how 

effective they are, is very limited. As such, there is a great need to investigate the chairpersons’ 

leadership and management roles and competencies in dealing effectively with numerous 

competing and paradoxical roles they encounter in their internal and external academic 

departments. This situation begs a number of overarching concerns. In the context of Saudi 

higher education, there is empirically little knowledge of and about the departmental 

chairpersons’ competencies for responding to the wide range of expected and demanded 

competing managerial and leadership roles; there is also limited empirical understanding of the 

extent to which departmental chairpersons display leadership and management complex 

behaviors. We empirically have no knowledge base about the extent to which these leadership 

and management complex behaviors contribute to the effectiveness of departmental leadership 

and management.    

Theoretical Framework 

The aforementioned motives for undertaking this study necessitate two measures. The first 

relates to the necessity for having a theoretical framework that can capture the complex and 

intricate roles and behaviors of departmental leadership and management. Department chairs are 

presumed and expected to display a set of complex and paradoxical managerial and leadership 
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understandings, capacities, skills, and behaviors. This study embraces a theoretical framework 

that particularly underscores the idea of behavior complexity by employing the Competing 

Values Framework (Cameron et al., 2006; Lawrence et al., 2009; Quinn & Rohrbaugh, 1983). 

This theoretical framework provides an opportunity to investigate the amalgamation of the 

seemingly paradoxical managerial and leadership roles and functions at the department level. By 

using this theoretical orientation, I hope to advance the empirical knowledge about the complex 

roles of department chairs in a Saudi university. 

The Competing Values Framework CVF was pioneered in the 1980s (Cameron et al., 2006; 

Lawrence et al., 2009; Quinn & Rohrbaugh, 1983). This theoretical framework emerged out of 

studies investigating the performance of organizations and how effective they are and has been 

used to investigate a wide range of organizational and individual issues and phenomena. 

Essentially, the CVF consists of two dimensions. The first one represents a continuum: On one 

end are versatility and pliability and on the other are durability and steadiness. The second 

dimension signifies another continuum ranging from internally focused orientations, roles and 

functions to externally focused one. When juxtaposed, the two continua result in four quadrants 

labeled: collaborate, create, control, and compete (Cameron et al., 2006; Lawrence et al., 2009). 

These quadrants represent various set of behavioral complexity. The first two quadrants, 

collaborate and create, typify behaviors, roles, and functions situated within leadership 

orientation which values human ordination, creativity, and innovativeness. The last two 

quadrants, control and compete, represent behaviors, roles, and functions embedded in 

management orientation that underscores efficiency, effectiveness, productive, and competition 

(Cameron et al., 2006; Lawrence et al., 2009; Quinn & Rohrbaugh, 1983). 
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The CVF has been utilized to examine organizational and leadership behaviors and 

effectiveness. It also has been used to explore and discern organizational cultures (Cameron et 

al., 2006; Lawrence et al., 2009; Quinn & Rohrbaugh, 1983). The CVF has been subject to 

rigorous investigations and has shown a variety of implications at the organizational and 

individual levels. 

The importance of this framework speaks explicitly to the leadership and management 

behavioral complexity that is needed of the department chairs to be effective leader and manager 

(Cameron et al., 2006; Lavine, 2014; Lawrence et al., 2009). It is better to put it in the word of 

Lavine (2014) when he contended that: 

The CVF expands cognitive complexity and encourages behavioral complexity by 

identifying management skills and corresponding leadership roles and behaviors. 

Therefore, the CVF provides a developmental and perceptual roadmap that 

provides a reasonably concrete description of behavior and skill that a respondent 

could develop to improve their leadership skills (p.195).  

This study utilized a survey instrument of leadership effectiveness developed by Lawrence et 

al. (2009) and a modified version used by Akbulut, Nevra Seggie, & Börkan (2015) for 

measuring Saudi faculty members’ perceptions of departmental leadership roles (independent 

variables) and effectiveness (dependent variable). It is noteworthy to understand that this 

instrument emerges from the CVF. As such, it measures the four leadership constructs 

highlighted by the CVF: collaborate, create, compete, and control (Lawrence et al., 2009). Due to 

the fact that this study took place in a totally new context, Saudi higher education, it is necessary 

to take into consideration the validity and reliability of this instrument. The validity and 

reliability of the instrument are determined according to the standard procedures that have been 
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extensively discussed in the literature (Cronbach, 1993; Raykov & Marcoulides, 2011). The 

context of this study is a Saudi higher education institution. 

In order to measure the diverse managerial and leadership roles of department chairs, and 

how these various roles individually or in combination predict the effectiveness of departmental 

management and leadership, this study will use a multiple regression statistical technique 

(Cohen, Cohen, West & Aiken, 2003; Keith, 2015) to account for the independent variables’ 

ability to predict perceived effectiveness.   

Research Questions  

This study is guided by a number of research questions. The answers of these questions are 

primarily based on the data collected from the survey instrument which is embedded and closely 

commensurate to the theoretical framework utilized in this study, the CVF. The research 

questions of this study are as follows: 

1. From the faculty members’ perceptions, what are the most common departmental 

leadership and management functions and roles adopted by department chair? To what 

extent do the perceived leadership and management functions adopted by department 

chair statistically correlate with each other? 

2. Do the demographic and background variables (Source of PhD credentials of the faculty 

members, academic fields (STEM and non-STEM) of the faculty members, years of 

experience of faculty members, and years of experience of being department chairs) 

predict the perceived leadership and management effectiveness of department chair? 

3. Controlling for all these background and individual variables to what extent do the 

perceived leadership and management functions predict departmental leadership and 

management effectiveness?  
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Overview of Higher Education in Saudi Arabia      

It is necessary to highlight the fact that the history of higher education in Saudi Arabia is not 

very long. It has unfolded and evolved since the inception of the first Saudi higher education 

institution in the city of Makkah in 1949 (Abouammoh, 2017; Smith & Abouammoh, 2013b). 

This college was mainly concerned with Islamic law. After almost a decade, higher education 

underwent a rapid development with the inauguration of King Saud University, which is now the 

largest and major research university in Saudi Arabia. It was founded in 1957 in the Capital city, 

Riyadh. Within two decades an additional five universities were established, amounting to six 

universities in 1975. The number of universities increased to 11 universities and colleges in 2005 

(Abouammoh, 2017; Smith & Abouammoh, 2013). Since this time, the number of colleges and 

universities have grown roughly eightfold. It is reported that there are 85 colleges and 

universities in the Kingdom (Ministry of Education, 2019b). They are distributed geographically 

across the country. Specifically, there are currently 30 public universities that are totally funded 

and supported by the government. There are also 42 and 13 private colleges and universities, 

respectively. These institutions receive partial fund and support from the government (Ministry 

of Education, 2019b). Higher education in Saudi Arabia is segregated. That is there is exclusive 

campuses for males and females except for one graduate, research intensive university, King 

Abdullah University for Science and Technology founded in 2009 (King Abdullah University of 

Science and Technology, 2019). 

Furthermore, all higher education institutions in Saudi Arabia are linked to the Ministry of 

Education (Higher Education) which was founded in 1975 (Abouammoh, 2017; Ministry of 

Education, 2019b; Smith & Abouammoh, 2013). These higher education institutions are 

centrally supervised and overseen by the Ministry of Education. Accordingly, higher education 
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institutions are essentially characterized by their hierarchies and bureaucracies (Al-Eisa & Smith, 

2013; Al-Esa, 2010, 2009). However, in recent years higher education institutions have been 

gaining and enjoying more autonomy in many spheres, academically, financially, 

administratively, just not name a few. This, in fact, is anticipated to accelerate and intensify in 

the coming years due to the fact that the Saudi Government has been undertaken and pressing for 

a numerous number of reforms, governmentally, educationally, economically, and so forth, that 

were essentially endorsed and emphasized explicitly and implicitly in the Saudi Vision 2030 and 

its related measures (Abouammoh, 2017; Al-Eisa, & Smith, 2013; Saudi Vision 2030, 2019). 

The evolution and expansion of higher education in Saudi Arabia make it possible to increase 

and amplify students’ opportunity for further learning and education. As such, the number of 

students attending higher education institutions has been rapidly increasing since the inception of 

the first college in Makkah (Abouammoh, 2017; Smith & Abouammoh, 2013b). According to 

the most recent higher education statistics, there are approximately 1.7 million students attending 

all types of higher education institutions in the country in the 2016-2017 academic year (Ministry 

of Education, 2019c). Of this total, 52% male students while 48% are female students (Ministry 

of Education, 2019c). Around 95% of the total number of students are reported to be enrolling in 

the different types of public colleges and universities. It should be noted that an additional great 

number of students are studying abroad in various higher education systems around the world via 

the provision of King Abdullah Scholarship Program (KASP) and as well as other types of 

scholarship programs (Abouammoh, 2017; Smith & Abouammoh, 2013). 

Additionally, as the number of students attending higher education increases, so does the 

number of faculty members, staff, and other personnel. This, in fact, is an inevitable outcome 

(Abouammoh, 2017; Smith & Abouammoh, 2013). According to the most recent higher 
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education statistics for the 2016-2017 academic year, there are around 84,000 faculty members 

working in the various higher education institutions (Ministry of Education, 2019c). Out of the 

total number of faculty members, male faculty members represent around 59% while female 

faculty represent 41%. There are also roughly 79,000 staff. Approximately 94% of the total 

faculty members work at public higher education institutions. Furthermore, the number of staff 

and personnel is about 79,000. Males represents about 58% while females constitute 42%. 

Around 96% of the total staff and personnel work at the diverse types of public higher education 

institutions (Ministry of Education, 2019c). 

The context of this study is at the University of Tabuk (UT) located in the Northwest of 

Saudi Arabia. This university was a teaching college before it became a university on 2006 

(University of Tabuk, 2019). The population of this study are all male Saudi faculty members at 

the UT due to two reasons. The first one is attributed to the fact that male faculty members have 

their own department chairs (males) who have a direct contact, interaction, and supervision of 

such faculty members. The second one is associated with the fact that female faculty members 

have their own vice-chairs (females) who hold a direct, contact, interaction, and supervision of 

such faculty members, and who communicate and coordinate with the department chairs in the 

male section (Abouammoh, 2017; Al-Esa, 2010). According to the most recent statistics, there 

were 758 Saudi-male faculty members at UT in the 2016-2017 academic year (Ministry of 

Education, 2019).  

Importance of the Study  

Adopting the previously mentioned measures will contribute to the departmental managerial 

and leadership literature in higher education as well as to the management and leadership 

scholarship. As for the former, this study employed a complex theoretical framework designed to 



 

 

16 

 

capture the complexity of departmental leadership and management functions and roles in Saudi 

higher education institutions, and how such functions contribute to the managerial and leadership 

effectiveness of department chairs. This, in fact, will empirically inform Saudi higher education 

constituencies, policy makers, leaders including department chairs, and faculty members, about 

the behaviorally complex leadership and management roles and functions of department chairs, 

and how effective they are. This study fills the hole in the Saudi higher education literature and 

responds to the need in this domain called forth by other scholars (Abouammoh, 2017; Al-Esa, 

2010; Gonaim, 2016, Gonaim & Peters, 2016). 

This study sheds more light on how department chairpersons are perceived as effective, 

according to the perceptions of their respective faculty member, in dealing with changing, 

turbulent higher education environment in Saudi Arabia. This is due to the fact that the CVF 

framework has a wide range and variety of intellectual and practical implications (Cameron et 

al., 2006). This study employed correlational and regression statistical techniques in order to 

account for a number of demographic and background variables that are reported to have 

association with a such phenomenon. As such, this study sought to overcome the previously 

mentioned deficiencies and void in the departmental management and leadership literature in the 

context of Saudi higher education. 

Finally, this study contributes to the expansion of paradox thinking and scholarship by 

applying it to the Saudi higher education context. This is due to the observation that, it is until 

this moment in the research process, no single study utilizing and implementing paradoxical 

thinking and theoretical framework in the context of Saudi higher education institutions have 

been investigated and explored. This study has limited evidence to support the application and 
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implication of this theoretical framework on a collective culture which is, to varying extent 

different from the individualistic culture from which the CVF emerged.  
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Chapter 2 

Review of Literature 

In this chapter, I begin with a brief discussion of the debate regarding leadership and 

management, and how they both relate to and inform this study. I then discuss the departmental 

leadership and management literature in Western higher education followed by a similar 

discussion situated in Saudi higher education context. I then conclude this chapter by the 

discussion of the theoretical framework guiding this study.  

Intersection of the Leadership and Management    

Leadership and management have been discussed and debated for a long time. Both 

leadership and management are conceived to have various and considerable effects directly and 

indirectly on followers, subordinates, and those who are overseen by the leaders or managers. 

However, since the middle of the twentieth century, extensive debates and discourses regarding 

leadership and management have been brought forth by scholars in various fields, such as 

organizational studies, management, K12 and higher education (Bolman & Deal, 2017; Bush, 

2007; Green, 2015; Juntrasook, 2014; Kezar et al., 2006; Normore & Brooks, 2014; Toor & 

Ofori, 2008; Spoelstra, 2018; Yukl, 2010; Zaleznik, 1992). The conceptualizations of leadership 

and management in these fields, as well as in others, represent pluralistic perspectives. There is 

lack of agreement and consensus on the definition of leadership and management due to the 

competing perspectives put forth by scholars who have tried to define such concepts. It is better 

to put in the words of Stogdill (1974) who had long argued that “there are almost as many 

definitions of leadership as there are persons who have attempted to define the concept” (cited in 

Yukl, 2010, p. 2). The competing perspectives and conceptions of leadership and management 

have, to varying degrees, some credence but their competing nature is associated with the 
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overemphasis, underemphasis, or lack of attention to some aspects and facets associated with 

these constructs (see for example, Bolman & Deal, 2017; Bush, 2007; Green, 2015; Juntrasook, 

2014; Kezar et al., 2006; Normore & Brooks, 2014; Spoelstra, 2018; Yukl, 2010). 

It has been argued that researchers aiming for studying leadership and management 

phenomena need to espouse a more comprehensive and integrative conceptualization and point 

of view of such constructs (Bolman & Deal, 2017; Bolman & Gallos, 2010; Kezar et al., 2006; 

Normore & Brooks, 2014; Yukl, 2010). In doing so, these authors recommend that researcher 

will be better off in identifying the leadership and management variables and factors that 

contribute to the success of individuals in achieving particular tasks and/or goals. Hence, this 

study tries its best to embrace broad and integrative definitions of both leadership and 

management. 

Leadership is defined as “the process of influencing others to understand and agree about 

what needs to be done and how to do it, and the process of facilitating individual and collective 

efforts to accomplish shared objectives” (Yukl, 2010, p. 8). Management is defined as the 

process of overseeing and coordinating the operations, functions, and day-to-day activities of 

others, be it human or others, in attempt for producing stability, ensuring efficiency, 

effectiveness, and productivity, and accomplishing organizational prespecified and routinized 

tasks and goals (Bolman & Deal, 2017; Yukl, 2010). Anumber of scholars in the field of higher 

education have, to a great degree, come up and endorsed similar definitions (see, Bolman & 

Gallos, 2010; Kezar et al., 2006; Normore & Brooks, 2014). 

Distinctions between Leadership and Management 

There is an accumulated body of scholarly works showing the differences and similarities 

between leadership and management in educational contexts and fields as well as elsewhere 
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(Bolman & Deal, 2017; Bush, 2007; Juntrasook, 2014; Kezar et al., 2006; Normore & Brooks, 

2014; Toor & Ofori, 2008; Spoelstra, 2018; Yukl, 2010; Zaleznik, 1992). Some of them have 

investigated and elucidated their differences and similarities at the “etymological development, 

conceptual distinctions, definitional complexities, functional divergence, and behavioral 

differences” levels (Toor & Ofori, 2008, p. 61). 

In this vein, Toor and Ofori (2008) conducted a systematic literature review to identify the 

conceptual and definitional boundaries of both leadership and management.  The findings of this 

review pinpoint striking differences. For example, Toor and Ofori found that the terms leader 

and leadership date back more than two thousand and five hundred years while the terms 

manager and management have a short history dating back to the industrial revolution. Another 

example relates to the belief systems of leaders and managers, and how these differences 

manifest in their behaviors. On one hand, they found that leaders tend to hold visionary, 

innovative, developmental, and inspirational beliefs and approaches toward the conduct of 

leadership acts and processes. As such, the leaders are generally conceived as people-oriented. 

On the other hand, managers incline to endorse rational, systematic, predictable, and consistent 

approaches toward the conduct of their works. Thus, the managers are perceived as tasks and 

goals-oriented (Toor & Ofori, 2008). 

It should be highlighted that, withstanding these differences between leadership and 

management, leadership and management are, to varying degrees, interrelated and share a 

number of commonalities that complement and fill in the void of each other, such as attending to 

humane needs as well as responding to goal and structural processes and operations (Al-Swailem 

& Elliott, 2013; Bolman & Deal, 2017; Bolman & Gallos, 2010; Bush, 2007; Fullan & Scott, 

2009; Kezar, 2014, 2001; Kezar et al., 2006; Kotter, 1995; Normore & Brooks, 2014; Toor & 
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Ofori, 2008). What is important of the findings asserted by all these scholarly works is that the 

mentality of either-or in regard to leadership and management development should not be the 

norm and conviction in today’s organization. This is attributed to the overwhelming research 

findings underscoring the fact that the either-or-mentality does not contribute to the 

development, innovation, and performance of today’s organizations which are operating in 

turbulent, ever changing environments. On the contrary, the emphasis on the either-or-mentality 

might diminish and restrict the development, innovation, and performance of the organization, 

ultimately resulting in unwanted and unanticipated consequential outcomes (Al-Swailem & 

Elliott, 2013; Bolman & Deal, 2017; Bolman & Gallos, 2010; Fullan & Scott, 2009; Kezar, 

2014, 2001; Kezar et al., 2006; Kotter, 1995; Normore & Brooks, 2014; Toor & Ofori, 2008). 

Thus, this study recognizes the definitional and characteristics differences between 

leadership and management while, it argues for the importance and necessity for integrating the 

two concepts because they are interrelated and feed of and into each other. Department chairs 

should display leadership capacities (e.g., caring, collaboration, innovativeness, and creativity); 

at the same time, these department chairs have to cope with and work within and through the 

established administrative hierarchies, structures, policies and regulations (Bolman & Gallos, 

2010; Fullan & Scott, 2009; Birnbaum, 1988; Normore & Brooks, 2014). Scholars widely agree 

that administrators who incorporate and integrate the two interrelated constructs, leadership and 

management along with their components (skills, capacities, abilities), are more effective than 

those who only capitalizes on one dimension (American Council on Education, 2014; Bennett, 

1983; Bolman & Deal, 2017; Bolman & Gallos, 2010; Bush, 2007; Cameron et al., 2006; 

Denison et al., 1995; Kezar, 2014, 2001; Kezar et al., 2006; Kok & McDonald, 2017; Lucas, 

2000; Meek et al. 2010; Normore & Brooks, 2014; Toor and Ofori, 2008). 
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Accordingly, the role of department chairs in this study is viewed from both leadership and 

management lenses. It is through such integration that this study endeavors to capture a deep and 

subtle understanding of the leadership and management and effectiveness of department chairs. 

As a matter of fact, the integration of leadership and management is, to a great degree, in 

alignment with the Competing Values Framework guiding this study which emphasizes some 

dimesons or aspects of leadership functions and roles (collaboration and creativity) and some 

other dimension or facets of management functions and roles (controlling and competing). These 

leadership and management roles put forth by the CVF are going to be measured via an 

instrument developed by Lawrence et al. (2009) and its modified version Akbulut, Nevra Seggie, 

& Börkan (2015).  

Departmental Leadership Literature in the Context of Western Countries  

It should be highlighted in the beginning of this part that the bulk of the departmental 

management and leadership literature has been conducted in Western countries, particularly in 

the United State of America, United Kingdom, and Australia (Bryman, 2007; Gonaim, 

2016).  Thus, this part of the study relies heavily on research conducted in these three countries. 

This is in order to construct a kind of comprehensive picture and understanding of the 

departmental management and leadership. It is better to begin with a glimpse of leadership and 

management development in higher education. Doing so will help in showing the general view 

of leadership and management in higher education.  

Development of leadership and management in higher education. There is a growing 

number of studies investigating the development of leadership and management in higher 

education at all levels in general and at the middle levels in particular (Birnbaum, 1992, 1988; 

Esen et al., 2018; Meek et al., 2010; Hempsall, 2014; Kezar et al., 2006; Normore & Brooks, 
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2014).  For example, Hempsall (2014) investigated the development of higher education 

leadership thinking, practices, and programs across three countries: United State of America, 

United Kingdom, Australia. He interviewed 29 experienced individuals who have contributed 

practically and/or theoretically to the scholarship of leadership in higher education. The findings 

spoke to the evolution, unfolding, and shift of leadership thinking in higher education in these 

countries. That is,  the efficacy of the old-fashioned leadership perceptions and skills, which 

conceived of leadership as a top-down enterprise and symbolized leaders as heroic individuals, 

the only capable individuals of the conduct of leadership and management functions and roles 

within and outside the terrain of higher education institutions, has been questioned and given 

away to other types of leadership. According to the interviewees, relational and distributed 

leadership are highly and more effective and responsive than other types of leadership. This is 

related to the increased complexity of higher education institutions. That is, these organizations 

are disproportionately populated by people, catering and responding to the compelling various 

and sometimes paradoxical needs and interests of each other as well as other constituencies 

outside their terrains and boundaries (Hempsall, 2014). 

Moreover, higher education institutions have various number of roles and functions. 

Hempsall (2014) indicated that the interviewees tended to see the past and current leadership 

practices as ineffective and inadequate. Even though the interviewees acknowledged the 

advances and growth of leadership training and development programs across the three 

countries, they still called for more resources allocated for such program (Hempsall, 2014). 

A brief historical background of departmental and management. It should be also stressed 

that since the last half of the twenty first century the leadership roles and administrative 

functions of department chairpersons have gained momentum (Bennett, 1983; Dyer & 
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Miller,1999; Seagren, Creswell, & Wheeler, 1993; Walvoord et al., 2000). There have been an 

increasing number of studies addressing departmental leadership and management. Some studies 

were based on anecdotal accounts of those who held departmental leadership and administrative 

responsibilities while other attempted to approach departmental leadership and management via 

a systematic way. For example, many studies attempted to untangle the leadership and 

managerial characteristics and behaviors that are considered and assumed to contribute to the 

creation and sustenance of effective and productive working academic environments at the 

departmental level (Bennett, 1983; Dyer & Miller,1999; Seagren et al., 1993; Walvoord et al., 

2000). 

As a matter of fact, there are a number of journals that have been established in order to 

increase and bring to the front scholarly discussions, insights, and solutions to those assuming 

academic leadership positions in higher education, including department chairs. For example, 

The Department Chair Journal (2019) and the Academic Leader Journal (2019) were established 

for the purpose of providing scholarly insights and strategies, be it practical or theoretical, in 

order to boost and foster the effectiveness of department chairs as well as academic leaders in 

higher education. In the following paragraphs, I will try to report the most recent as well as most 

influential scholarly articles addressing and investigating the departmental leadership and 

management but before that is of paramount importance to highlight that the leadership and 

management of higher education in general and academic department in particular within the 

previously mentioned countries have evolved and undergone a great deal of modification. 

Paradoxes at the department level. There are a numerous number of studies showing the 

complication and complexity faced by department chairs, such as attending and responding to 

various collegial and administrative needs, demands, and contingencies (Aldersley, 2018; 
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Armstrong & Woloshyn, 2017; Hemmer, 2019; Bennett, 1983; Cuban, 1999; Dyer & 

Miller,1999;  Gonaim, 2016; Meek et al., 2010; Lucas, 2000; Seagren et al., 1993; Walvoord et 

al., 2000). All of these studies described the ever-growing, spontaneous, and consistent and 

inconsistent demands upon the shoulder of department chairs, and how that requires various and 

complex managerial and leadership capacities and skills.  

For instance, when discussing the leadership and managerial complexity of department 

chairs, Hemmer (2019) clearly and succinctly pinpointed the managerial and leadership 

circumstances of department chairs. He stated that:  

There already exists an overwhelming complexity of demands placed on 

department chairs. During times of normalcy, these demands include being able to 

effectively navigate the systems of the organization, develop and use 

interpersonal skills, manage power relationships, understand and enact the 

cultural norms of the organization, and mentor faculty. Chairs are also in pivotal 

leadership positions to provide insight into the thinking, planning, and execution 

of administrative and programmatic decisions. Faculty (especially those new to 

the profession) often rely on department chairs for support as they engage in 

research and produce scholarship while acclimating to and navigating in the 

higher education system (p.1).   

Fortunately, a growing body of studies has investigated the managerial and leadership roles 

and competencies of the department chairs, and how such academic professionals navigate the 

dualistic and complex systems mentioned previously (Armstrong & Woloshyn, 2017; Brown & 

Moshavi, 2002; Bryman, 2007; Gonaim, 2016; Knight, & Holen, 1985; Kok & McDonald, 2017; 

Meek et al., 2010; Mitchell, 1987; Seagren et al., 1993; Walvoord et al., 2000; Whitsett, 2007). 
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These studies examined diverse aspects of departmental management and leadership; they all 

coalesced in the crucible of one argument. These studies all demonstrated and contended that the 

department chairs need to have and demonstrate a diverse set of understandings and capacities of 

management and leadership in order to productively and effectively fulfill their various and 

paradoxical roles and responsibilities (Armstrong & Woloshyn, 2017; Brown & Moshavi, 2002; 

Bryman, 2007; Gonaim, 2016; Knight, & Holen, 1985; Kok & McDonald, 2017; Meek et al., 

2010; Mitchell, 1987; Seagren et al., 1993; Walvoord et al., 2000; Whitsett, 2007). 

Effective departmental leadership and management competencies. A great number of 

studies have been conducted to discern and ascertain the relationship between departmental 

leadership and management roles, capacities and perceived competencies by those affiliated with 

a given department. For instance, in a recent study, Pifer, Baker, and Lunsford, (2019) 

investigated the influence and effect of academic department as the primary context for faculty 

works and functions. They employed a qualitative method in their exploration and interviewed 

55 faculty members and chairs working at various liberal arts colleges. One critical finding of 

theirs is that departmental leadership is quintessential for an effective and good working 

environment within academic departments. Pifer et al. (2019) found that the departmental 

leadership of chairpersons were perceived to be effective because they boost and foster positive 

and inclusive departmental cultures a well as collegial interactions. The chairpersons were also 

perceived to be effective in terms of resource allocation as well as in terms of clarifying and 

handling faculty members’ promotion and tenure processes (Pifer et al., 2019). 

The above findings have long been corroborated by other studies (Knight and Holen, 1985; 

Mitchell, 1987; Whitsett, 2007). These studies found that department chairs are perceived to be 

effective when they initiate the appropriate structure, representing task-oriented processes, 
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activities, and behaviors, and when they are considerate and display people-oriented processes, 

activities, and behaviors (Knight and Holen, 1985; Mitchell, 1987; Whitsett, 2007).  

Interestingly, Knight and Holen (1985) conducted the most extensive study, so far, to 

investigate the relationship between chairpersons’ leadership and management capacities and the 

quality and effectiveness of chairpersons’ performance as perceived by their respective faculty 

members. They investigated departmental management as manifested in the notion of initiating 

structure, which represents task-oriented processes and behaviors, and departmental leadership as 

manifested in the idea of consideration, which typifies people-oriented processes and behaviors. 

There were 458 department chairpersons who were rated by 5,830 faculty members representing 

65 colleges and universities from various regions in the United State. The colleges and 

universities represented various kinds of institutions resulting from the Carnegie Classification at 

that time. Using multiple types of analysis of variance and covariance, Knight and Holen (1985) 

found that chairpersons’ leadership and management abilities and behaviors are statistically 

associated with leadership and management effectiveness as perceived by faculty members. As 

such, department chairpersons who exhibited high level of both initiating structure and 

consideration were more likely to be endorsed as highly effective leaders. On the contrary, 

department chairpersons who exhibited low level of both initiating structure and consideration 

were more likely to be rated as low effective leaders. What is interesting about the two 

dimensions (initiating structure and consideration) is that they are related. Knight and Holen 

(1985) concluded that:  

The most effective department chairpersons (that is, those given the 

highest performance ratings by their faculty) were those who rated high on both 

initiating structure and consideration. Such differences were evident for virtually 
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every responsibility studied… A high rating on either one of the traits was 

strongly associated with high performance rating… It is apparent that effective 

department chairpersons exhibit levels of consideration and initiating structure 

that are higher than those of ineffective chairpersons (p. 686-687).  

These findings speak to the necessity of departmental leadership and management not 

only catering and attending to the administrative and technical aspects and components in 

academia but also responding to and addressing the collegial facets (American Council 

on Education, 2014; Bennett, 1983; Birnbaum, 1988; Meek et al. 2010; Normore & 

Brooks, 2014). Responding and attending to the competing demands, requirements, and 

expectations entails a set of behaviorally complex leadership and management skills 

(Denison et al., 1995; Cameron et al., 2006; Hooijberg, 1996; Lawrence et al., 2009; 

Lavine, 2014; Spreitzer, 2017) that are reported to enable leaders to be more effective 

compared to those who lack such skills. In this vein, it has been extensively documented 

and reported that department chairs need to have, display, and carry out variously 

complex leadership and management roles, skills, and competencies (Armstrong & 

Woloshyn, 2017; Bryman, 2007; Bryman & Lilley, 2009; Kok & McDonald, 2017; Scott, 

Coates, & Anderson, 2008; Trocchia & Andrus, 2003). These scholars have identified the 

most highly recommended and needed leadership and management skills for the 

department chairs to be effective in their formal and informal leadership and management 

positions and roles.  

For example, in his article, which has been cited more than 620 times according to 

Google Scholar, Bryman (2007) conducted a systematic literature review in order to 

identify and conceptualize the leadership and management roles, skills, and competencies 
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of department chairs, and how they relate to departmental leadership and management 

effectiveness. Based on his analysis, he found that there are 13 main leadership and 

management roles and behaviors that are associated with departmental leadership and 

management effectiveness. These include: ”Clear sense of direction/strategic vision,” 

“preparing department arrangements to facilitate the direction set,” “being considerate,” 

“treating academic staff fairly and with integrity,” “being trustworthy and having 

personal integrity,” “allowing the opportunity to participate in key decisions/ encouraging 

open communication,” “communicating well about the direction the department is 

going,” “creating a positive/collegial work atmosphere in the department,” “acting as a 

role model/having credibility,” “advancing the department’s cause with respect to 

constituencies internal and external to the university and being proactive in doing so 

providing feedback on performance,” “providing resources for and adjusting workloads 

to stimulate scholarship and research,” and “making academic appointments that enhance 

department’s reputation” (Bryman, 2007, p. 697). Bryman indicated that department 

chairs who display and practice these leadership and management roles and skills are 

more effective than those who exhibit and demonstrate low level of these characteristics 

and attributes. His findings are, to varying degrees, supported by other studies 

(Armstrong & Woloshyn, 2017; Bryman & Lilley, 2009; Kok & McDonald, 2017; Scott 

et al., 2008; Stark, Briggs, & Rowland-Poplawski, 2002; Trocchia & Andrus, 2003). 

Evidently department chairs should assume and have an array of behaviorally 

complex leadership and management roles and skills. This is in order to enable such 

leaders to carry out their administrative and collegial roles, functions, and responsibilities 

effectively. In addition, assuming and having wide repertoire of leadership and 
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management roles and skills might contribute to bringing about desired outcomes, 

attaining progressive and sustained performance, and being able to cope with current and 

future contingencies, prospects, tensions, and challenges.  This leads to the discussion of 

the Competing Values Framework (CVF) which has the ability for articulating and 

shedding more light on the competing and paradoxical leadership and management roles, 

functions, behaviors, and capacities of department chairs. This theoretical framework has 

the power to address and measure not only leadership and management dimensions and 

aspects but also to attend to and pay attention to their associated paradoxes. The CVF 

also attend to leadership and management effectiveness.  

Departmental Leadership and Management in the Context of Saudi higher education 

It should be noted upfront that there is a great number of concerns, which are listed shortly, 

regarding the leadership and management literature in the context of Saudi higher education. 

This observation has been reported by a number of scholarly works (Abdulaziz, 2016; Al-Esa, 

2010; Gonaim, 2016). This is, in fact, more pronounced in regard to departmental leadership and 

management (Abdulaziz, 2016; Gonaim, 2016). That is, there is not sufficient research coverage 

of the various skills and domains of leadership and management within and beyond the 

boundaries of academic departments. There is another observation that is found across all the 

studies that will be reported shortly. This observation highlights fact that almost all the studies 

reported in this section employed descriptive analyses with just few studies going beyond this 

type of analyses (Abdulaziz, 2016; Al-Esa, 2010; Gonaim, 2016). As such, the understanding 

and conceptualization of the nuances, subtilis, and effectiveness of departmental leadership and 

management in the Saudi context are disproportionately limited.  
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Classification of the studies on departmental leadership and management in SA. This 

section reports on almost all available leadership and management studies of department chairs 

within the context of department chairs in Saudi higher education institutions. The studies, which 

will be reported and discussed in the upcoming paragraphs, can be classified according to the 

relevant leadership and management domains. First, I begin with a brief discussion of the 

challenges observed and reported at the departmental level. 

Challenges and complexity of departmental leadership and management in SA. Even 

though the importance of departmental leadership and management has already been established 

in the context of Saudi higher education, scholars have observed that the leadership and 

management of academic department are challenging for a great number of chairpersons. It has 

been widely observed that department chairs encounter a great deal of difficulties, obstacles, and 

paradoxes when it comes to leading and managing their respective departments (Abdulaziz, 

2016; Al-Mogbel, 2011; Gonaim, 2016). The research shows that academic leaders, including 

department chairs, lack formal training before and after assuming their administrative positions. 

They also have difficulties for navigating the administrative works, policies and regulations; and 

understanding and applying standards for measuring and evaluating administrative performance. 

Furthermore, there is a lack of resources for conducting research that will potentially enhance 

and promote more scientific understanding of departmental leadership and management which 

might ultimately increase the administrative and academic works’ efficiency, effectiveness, and 

productivity. It is also reported that department chairs have expressed their frustrations in their 

limited authority for undertake substantial changing for developmental purposes (Abdulaziz, 

2016; Al-Mogbel, 2011; Gonaim, 2016). 
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Some other studies investigated three major challenges directly and indirectly linked to the 

roles of academic department chairs (Al-Mutairi, 2017; Al-Sharif, 2014). The first and most 

important roles relate to the capabilities of the department heads to handle issues and challenges 

related to faculty members as well as other staff within the academic department. These studies 

indicated that more democratic and collegial leadership is preferred as an effective channel and 

means for bringing about desired outcomes. The second rated roles are associated with the 

capacities of the department chairs to tackle and benefit from the current and available 

technological tools and means for educational and non-educational purposes. They also consist 

of the abilities to incorporate technology into the academic works and functions of the 

department like teaching, research, curricula. The third roles are connected with the 

competencies of the department chairpersons in developing clear and consensual vision and 

mission that guide the current and future works and functions, administratively as well as others. 

These roles also include the capacities for taking initiatives for effecting change and continuous 

development through, for example, benchmarking against other outstanding internal and external 

academic departments (Al-Mutairi, 2017; Al-Sharif, Talal, 2014; Berag’an et al., 2013). 

Furthermore, Al-Mogbel (2011) interviewed 34 faculty members who held formal 

administrative positions. He asked them about their experiences of managing and finding a 

balance between their academic and administrative roles. The findings of this study boiled down 

to three overarching issues. The first issue relates to policy and legislative concerns like no clear 

and unequivocal demarcation of administrative duties. The second issues speak to administrative 

difficulties like ambiguity of administrative duties and responsibilities which result in diverse 

gaps in the administrative processes. The third issue relates to technical challenges like lack of 

technical supports to fulfill administrative works and processes and academic requirements as 
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well as limited authority (Al-Mogbel, 2011). In association with these findings, Al-Ajrafi (2017) 

investigated the relationship between administrative empowerment and job satisfaction. He 

found a strong positive relationship between administrative empowerment and job satisfaction 

among departmental chairs. When chairs have more of a sense of administrative empowerment; 

they feel more satisfied about their works (Al-Ajrafi, 2017). Interestingly, two aspects of 

administrative empowerment have disproportionately the highest correlation with job 

satisfaction. The first one relates to the dimensions of collaboration at work. The other dimension 

speaks to authority delegation. As these dimensions increase, so does job satisfaction (Al-Ajrafi, 

2017). 

Participatory leadership and organizational loyalty and commitment among SA 

department chairs. Some studies have investigated the level of shared or participatory leadership 

among academic leaders, and how this type of leadership influence organizational loyalty and 

commitment of faculty members in the Saudi context (Al Babtain, 2014; Manar, 2015). For 

example, Manar (2015) carried out a descriptive study in order to see to what extent department 

chairs display and practice participatory leadership, and the likelihood of this type of leadership 

in affecting the loyalty of faculty members. She found that these faculty members conceived of 

their respective department chairs as practicing, to a medium level, participatory leadership. Plus, 

these faculty members indicated that they have, to intermediate level, organizational loyalty. 

When Manar (2015) further investigated the relationship between departmental participatory 

leadership and faculty organizational loyalty. She found that there is a statistically strong positive 

correlation between these two constructs. This means when department chairs employ and 

exercise participatory leadership, the organizational loyalty of faculty members surges (Manar, 

2015). These findings were substantiated by other studies (Al Babtain, 2014). Al Babtain (2014) 
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added that faculty members perceived their department chairs positively in terms of 

organizational commitment along its three dimensions: ethical commitment, emotional 

commitment, and finally continuous commitment. 

Servant and ethical leadership and organizational commitment and productivity. Servant 

leadership and ethical leadership were studied at the academic department level and were 

correlated with organizational commitment, productivity, and satisfaction (Al-Qarni & Al-Zaidi, 

2016; Aly & Alqarni, 2017). For example, a study by Aly & Alqarni (2017) examined the extent 

to which servant leadership, which is the ability of leaders to combine their need to serve with 

their motivation to lead via, for example, developing, and empowering and showing humility and 

authenticity to followers (see for review, Van Dierendonck, 2011), was practiced by department 

chairs according to faculty perceptions. They also investigated the relationship between 

departmental servant leadership and faculty members’ organizational commitment. The study 

found that servant leadership is highly practiced by department chairs. It also found that 

organizational commitment of faculty is high. The study reported a statistically positive 

correlation between servant leadership and organizational commitment of faculty members (Aly 

& Alqarni, 2017). Similarly, another study was conducted to examine the extent to which ethical 

leadership is practiced by department chairs, and how this type of leadership relates to behavior 

of organizational silence (Al-Qarni & Al-Zaidi, 2016). The authors reported that faculty 

members perceived, to a medium level, their chairs practicing ethical leadership. This study 

indicated that ethical leadership is more likely to increase professionalism, productivity and 

satisfaction among faculty members (Al-Qarni & Al-Zaidi, 2016). 

Transformational leadership. A great number of studies were carried out to investigate the 

level of practicing and displaying transformational leadership by department chairs (Abdel-
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Fattah & Al-Anzi, 2012; Al-Gabri, 2018; Al-Shammari, 2011; Althwaini, 2014; Berag’an et al., 

2013; Wirbaa & Shmailan, 2015).  For example, Althwaini (2014) conducted a descriptive study 

in order to explore the extent of which the four dimensions of transformational leadership: 

Inspirational motivation, idealized influence, individualized consideration, and intellectual 

stimulation, was exercised by department chairpersons. The author collected data from 246 

responses of faculty members residing within various colleges at King Saud University. The 

findings speak to the fact that the four dimensions of transformational leadership were, to 

varying degrees, practiced by department chairs. However, inspirational motivation was reported 

to be the highest of all, followed by idealized influence, and individualized consideration and 

lastly intellectual stimulation (Althwaini, 2014). These findings are in alignment with the results 

reported by Abdel-Fattah & Al-Anzi, 2012; Al-Shammari, 2011; Althwaini, 2014; Berag’an et 

al., 2013; Wirbaa & Shmailan, 2015). However, they are not consistent with findings of Al-Gabri 

(2018). He found that department chairs were perceived to practice transformational leadership 

at a medium level along the four dimensions of transformational leadership which were ranked 

as follows: first Individualized consideration, second idealized influence, third inspirational 

motivation, forth intellectual stimulation (Al-Gabri, 2018). 

Administrative knowledge management. Some Saudi studies have investigated the 

administrative knowledge management (How information and data are handled and shared by 

administrators) within academic department (Alyahyawi, 2011; AL-Shehry, 2015; Al-Sulaimi, 

2016). For example, in her large-scale descriptive study, Alyahyawi (2011) tried to discern and 

reveal the availability of administrative knowledge management and its related processes and 

procedures. She recruited 420 academic leaders (deans, associate deans, and chairpersons) from 

three universities, King Saud University, King Fahad University, and King Khalid University, 
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located in different regions in the country. She found that administrative knowledge management 

is weakly applied in these universities. In addition, Alyahyawi (2011) observed that the internal 

and external environmental factors associated with administrative knowledge management is 

nonexistent or at best weak. There is also little orientation and movement toward employing 

knowledge management and its related components, and there is a lack of support and resources 

(e.g., financial and physical) of knowledge management at the individual, group, and 

organizational levels. Furthermore, Alyahyawi (2011) found that while the academic leaders are 

in favor of administrative knowledge management, they do not have the preparation it takes to go 

about and implement this orientation and its related strategies and elements. They also reported 

the lack of the necessary resources and infrastructures that support the administrative knowledge 

management and spread out and institutionalize and its implmentation (Alyahyawi, 2011). These 

findings were corroborated by other studies (Al-Sulaimi, 2016). However, some other studies 

which were conducted in different Saudi higher education institutions pointed to the 

effectiveness and widespread practice of administrative knowledge management and sharing 

(AL-Shehry, 2015). 

Management by walking around and faculty performance. Some studies have investigated 

management by walking around in different Saudi Universities, and how this type of 

management contributes to faculty members’ performance. For example, there is a recent study 

examining the extent to which management by wandering around (Atoum, 2017). In this study, 

325 faculty members were surveyed in order to measure the degree of practicing management by 

walking among department chairs in Dammam university, which is located in the Eastern region 

of Saudi Arabia. Atoum (2017) found that department chairs were perceived, to a medium 

degree, to practice management by wandering around. This type of management was assessed 
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against five dimensions ranked as follows: time management, communication, human relations, 

motivation, decision-making, creativity. Atoum (2017) further studied the perceptions of faculty 

members regarding the extent of which management by walking around affects the faculty 

members’ job performance. She indicated that faculty members tended to endorse, in 

intermediate level, the notion that management by wandering around does affect their job 

performance. As such, there is a statistically strong positive correlation between department 

chairs’ management by walking around, including its five measured dimensions, and faculty 

members job performance (Atoum, 2017). 

Strategic leadership and thinking. A number of studies have investigated the idea of 

strategic thinking and leadership, and how they relate to institutional and individual 

characteristics (Al-Shammari & Akhras, 2016; Alzahrani, 2018). For instance, Alzahrani (2018) 

inquire into the availability of strategic leadership and organizational learning at Umm Al Qura 

University. In doing this study, Alzahrani (2018) recruited 384 faculty members (283) and 

academic leaders: chairs (36), associated deans (31), and deans (14), in order to solicit their 

perceptions of the availability of strategic leadership and organizational learning at Umm Al 

Qura University. Strategic leadership consists of four dimensions: administrative, 

transformational, political, and ethical. All these dimensions are perceived to be highly practiced 

by academic leaders within the university. In addition, Alzahrani found that organizational 

learning capabilities are identified in the organization but to a lesser extent compared to strategic 

leadership. According to Alzahrani there are two types of organizational learning capabilities: 

The first one typifies adaptive learning capabilities (Exploration); the second one exemplifies 

generating Learning Capabilities (Exploitation). Alzahrani (2018) tested the relationships 

between the four dimensions of strategic leadership and with the two dimensions of 
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organizational learning capabilities. He found that there are strong positive correlations between 

the four dimensions of strategic leadership and the two dimensions of organizational learning 

capabilities. That is, when strategic leadership (administrative, transformational, political, and 

ethical) increases, so does the organizational learning capabilities (Exploration and exploitation). 

Alzahrani (2018) tested the predictive power of strategic of organizational learning capabilities 

by running separate regression analyses for the two dimensions of organizational learning 

capabilities (the dependent variables). He reported that the four dimensions of strategic 

leadership positively and statistically predict the two dimensions of organizational learning 

capabilities. It should be noted that the study reported varying degrees of the effect of the four 

dimensions of strategic leadership on the two aspects of organizational learning capabilities. Al-

Shammari & Akhras (2016) reported similar results in terms of statistically positive and strong 

correlations between strategic thinking and leadership dimensions and department chairs Big 

Five Personality characteristics. 

Common leadership and management skills and practices. Some studies in Saudi Arabia 

have investigated the prevalent leadership and management skills, practices, and competencies 

displayed and exercised by department chairs in a number of Saudi Universities (Alshatnawi & 

Algamdy, 2016; Al-Shammari, 2013; AL-Shehry, 2015; Al-Thubaiti, 2014; Gonaim, 2016). For 

example, AL-Shehry (2015) conducted a large-scale descriptive study in an attempt to identify 

the common leadership and management skills among department chairs at the University of 

Taif based on the perceptions of faculty members. He found that department heads at these 

institutions were perceived to display and practice four general types of leadership and 

management skills. These leadership and management skills relate to relation skills, 

administrative skills, academic skills, technical skills. According to the faculty members being 
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surveyed, all of these skill categories were highly demonstrated and practiced by department 

chairs. These findings were supported by some studies (Alshatnawi & Algamdy, 2016; Al-

Shammari, 2013) indicating that they are highly practiced and displayed by department chairs. 

On the contrary, some other studies reported otherwise (Al-Thubaiti, 2014; Gonaim, 2016) 

showing that department chairs fall short in the investigated leadership and management skills 

and competencies. 

Moreover, all the above studies emphasized what seems to be four general categories of 

leadership and management which were perceived to be essential for department chairs to be 

effective leaders and managers (Alshatnawi & Algamdy, 2016; Al-Shammari, 2013; AL-Shehry, 

2015; Al-Thubaiti, 2014; Gonaim, 2016). The first category might be called interpersonal 

competencies. This category relates to the notion of professional relationship and interaction 

between chairs and their respective faculty members. For example, this category endorses the 

idea of encouraging and stimulating collaboration between and among faculty members as well 

as partaking in decision making. It also stresses the idea of catering to and fulfilling the needs 

and interests of faculty members. The second category might be called management skills. This 

category is associated with idea of professionalism of the chairs in carrying out the 

administrative works and responsibilities. As such, this category emphasizes the importance of 

implementing the organizational policies and regulation properly and consistently. It also 

underscores the importance of fair and effective allocation of resources and assignment of tasks 

between and among faculty members (Alshatnawi & Algamdy, 2016; Al-Shammari, 2013; AL-

Shehry, 2015; Al-Thubaiti, 2014; Gonaim, 2016). The third category may be named intellectual 

skills. This category speaks to the idea of work efficiency, effectiveness, and productivity. For 

example, this category highlights the importance of clear and unequivocal goals, objectives, 
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procedures, and ongoing feedback. It also ascertains the importance of alternative solutions and 

resolutions in the case of work’s issues and conflicts. The final category might be called 

leadership and academic adaptability and creativity competencies. This category connects with 

the notion of undertaking and handling flexibly and creatively the department's works, functions, 

and activities. It also accentuates the importance of being cognizant and up-to-date in one’s work 

and field. Interestingly, all these studies indicated that the faculty members tended to give more 

importance and emphasis to some skills and competencies than other (Alshatnawi & Algamdy, 

2016; Al-Shammari, 2013; AL-Shehry, 2015; Al-Thubaiti, 2014; Gonaim, 2016). 

To sum up and relate all the previous analysis to the current study, I would like to stress the 

observation that across all the previously reported studies, it appears that effective chairpersons 

are those who employ a variety and wide array of leadership and management skills and 

capacities. The Saudi literature also highlight the notion that effective chairpersons are those who 

play and carry out various leadership and management roles. However, it needs to be stressed 

that these observations are generally distilled from the Saudi literature which represents a 

disarray of research findings that is also not addressing the paradoxical and competing demands 

and expectation placed and imposed on the chairpersons. This speaks directly to the potential of 

using the CVF (Cameron et al., 2006; Lawrence et al., 2009; Quinn & Rohrbaugh, 1983) in an 

attempt to capture the leadership and management complexity and paradoxes that department 

chairs encounter in their working environment, and how effective they are in fulfilling their 

leadership and management roles and functions. 

Demographic variables of interest.  It is necessary to pinpoint a number of observations of 

the departmental literature in the Saudi higher education context. The first one is that a great 

number of the studies reported previously have examined the effects of demographic variables 
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on the perceived managerial and leadership roles, behaviors, and skills of department chairs. 

However, there is a lack of consistency in the reported findings. It should be noted that only the 

variable of interest will be reported here. For example, some studies have documented that there 

are some statistical differences in faculty members’ perceptions of departmental leadership and 

management in terms of their home college (Al Babtain, 2014; Al-Qarni & Al-Zaidi, 2016; 

Alshatnawi & Algamdy, 2016; Al-Sharif, 2014). Other studies have found no statistical 

differences (Ahmed, 2015; Aly & Alqarni, 2017; Al-Sharif, 2014). It should be noted that all 

these studies combined a various number of disciplines residing within the boundary of their 

respective colleges. As such, the differential analyses were done at the college level. In this vein, 

studies, which found significance differences of faculty members’ perceptions regarding 

departmental leadership, reported that faculty members within social science and humanity 

colleges tended to perceive and endorse higher level of leadership and management behaviors 

and skills than faculty members residing in science and medical colleges. 

Another demographic variable that has been investigated is the effect of origin of PhD 

credential of faculty members on their perceptions of departmental leadership and management. 

There is only one study that accounted for this demographic variable; and the analysis of this 

study showed no statistically significant association of this variable on the faculty members’ 

perceptions of departmental leadership and management (Althwaini, 2014). Thus, there is a need 

to investigate the potential differences associated with origin of PhD credential on the faculty 

members’ perceptions of departmental leadership, management, and effectiveness. The inclusion 

of this background variable relates to the fact that a great number of faculty members had been 

socialized and studied at foreign countries which have different graduate education systems. This 
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might bear influences on the perceptions of faculty members of their respective departmental 

leadership, management, and effectiveness (Alamri, 2011; Al-Swailem & Elliott, 2013). 

The second observation relates to the fact that across all the reported Saudi studies, there is 

no investigation of differences associated with duration of time that a given academic department 

chair is in his position. This might relate to the findings that the length of time in being a leader, 

manager, or both might have influences on leadership and management performance and 

effectiveness (Bennett, 1983; Birnbaum, 1992, 1988; Bolman & Deal, 2017; Bolman & Gallos, 

2010; Juntrasook, 2014; Kezar, 2014; Yukl, 2010). Thus, this study will explore the difference 

associated with the length of time of being an academic chair, and how that relates to the chair’s 

leadership and management effectiveness. This study will also investigate the difference 

associated with years of experience of the faculty members, and how that relates to their 

perceptions of departmental leadership and management effectiveness. The inclusion of this 

variable is attributed to the fact that there is a lack of consistent findings regarding this variable 

(Abdel-Fattah & Anzi, 2012; Al-Sharif, 2014). 

The third observation is associated with the fact that the effectiveness of departmental 

leadership and management has not been explicitly investigated. That is, the effectiveness of 

departmental leadership and management has not been measured and examined as an outcome 

variable that can be predicted via departmental leadership and management roles, behaviors, and 

capacities. On the contrary, almost all the studies reported previously had implicit assumptions 

of departmental leadership and management effectiveness. For example, when the faculty 

members, being surveyed to show their perceptions of departmental leadership and management, 

endorse, to a medium or higher level, positive items measuring leadership and management role, 

behavior, or skill, such as the department chair has and disseminates a clear mission of the 
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department, this is assumed to be an indication of medium to higher level of leadership and 

management effectiveness. This is true in case of negative items which the faculty members need 

to rate at below average and lower to show the effectiveness of the departmental leadership and 

management.  

Theoretical Framework 

This study is primarily guided by the Competing Values Framework (CVF). This is because 

of the fact that such framework addresses the complexity and paradoxes of the leadership and 

management roles, behaviors, and skills of department chairs, and what effective skills and 

behaviors need to be embedded in their behaviors and practices. The CVF has been studied for 

more than forty years. It emerged from studies that have investigated the factors contributing to 

organizational effectiveness and performance (Quinn & Rohrbaugh, 1983). The development of 

this conceptual framework is attributed to the need for a “broadly applicable model that will 

foster successful leadership, improve organizational effectiveness, and promote value creation” 

(Cameron et al., 2006, p.6). The CVF is theoretically argued and practically observed to assist 

leader and manager to work and cope comprehensively and consistently with the competing, 

contradictory and paradoxical demands and roles they encounter in their organizations. 

Furthermore, it is through this conceptual model that the intricacies, inherent tensions and 

paradoxes within organization can be surfaced, dissected, discerned, and navigated. Cameron et 

al. (2006) argued that the “Competing Values Framework can be useful to almost all leaders. It 

can help them understand the simple structure that underlies all organizing activities. It can also 

help them create new and more effective patterns of organizing” (Cameron et al., 2006, p.8). 

The CVF consists of two dimensions (Cameron et al., 2006; Lawrence et al., 2009). These 

dimensions are the rudiments of the CVF. The first dimension is best represented in a continuum. 
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At one end resides versatility, pliability, and flexibility. At the other end dwells durability, 

steadiness, and control. The second dimension is also represented in a continuum. At one end 

lays internally focused orientations, roles, and functions. At the other end is externally focused 

orientations, roles, and functions. These dimensions point to the tensions and competing values 

existing in almost all institutions and organizations. These dimensions are shown in a graphical 

representation (Cameron et al., 2006; Lawrence et al., 2009). The first dimension is vertically 

drawn. The second dimension is horizontally drawn. It should be noted that the two dimensions, 

the vertical and the horizontal, represent a differentiation of emphases, signifying opposing 

values. These dimensions overlap and intersect in the middle, creating four quadrants. These 

include collaborate, create, control, and compete (Cameron et al., 2006; Lawrence et al., 2009). 

The collaborate quadrant stresses a number of values that boil down to the notion of human 

development, growth, empowerment, and commitment (Cameron et al., 2006; Lawrence et al., 

2009). It also emphasizes human relations, interactions, and interpersonal competencies. As 

such, leaders are assumed to be facilitators, mentors, and team builders. The create quadrant 

highlights a number of values which include creativity, innovations, adaptability, and envision of 

the future. This quadrant underscores of the notion of strategic thinking and planning, and 

leaders are presumed to be futurists and visionary and have the ability to take risks and handle 

and deal with uncertainty. The control quadrant capitalizes on the idea of efficiency, 

predictability, and stability. Leaders in this quadrant are expected to be eliminators of errors, 

attenders to details, and endorsers and enforcers of organizational regulations, policies, and 

procedures which result in high level of consistency and regularity. Thus, those leaders might be 

mostly seen as organizers and administrators. The compete quadrant underlines the notion of 

competitiveness and speediness. Leaders in this quadrant are assumed to be “Hard driving, 
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directive, and competitive” (Cameron et al., 2006, p. 35). Those leaders appreciate challenges 

and extend their goals; as such, they tend to be considered as high achievers. It needs to be stated 

that each quadrant represents and categorizes a set of values, perspectives, tactics, and 

competencies that might be used by leaders and managers in order to be more effective in their 

roles. Moreover, each quadrant helps leaders and managers to think about opportunities and 

challenges, and how to address, approach, and take advantage of them (Cameron et al., 2006; 

Lawrence et al., 2009).  

The four quadrants: Collaborate, create, control, and compete, represent and intersect, to 

varying degrees, with definition and conception of leadership and management highlighted 

previously in this paper. On the one hand, the two quadrants, collaborate and create, are closely 

associated with leadership. This is due to the fact that such dimensions entail leadership 

capacities that foster human relation and team-building, motivation, and adoption while as the 

same time tolerate uncertainty and ambiguity. On the other hand, the two quadrants, control and 

compete, require management competencies that oversee and ensure technical and administrative 

procedures and tasks meanwhile teasing out or at least limiting error, uncertainty, and ambiguity. 

Furthermore, in a recent article, Spreitzer (2017) reviewed the scholarly contributions of 

Robert Quinn, who is the pioneer of the CVF. Of particular interest is his work on the CVF. It is 

documented that constituencies in any given organization, most importantly leaders along the 

organizational hierarchy, who master the CVF are more likely to appreciate and value the 

“Paradoxical excellence in the social world and the importance of integrating differentiation” (p. 

1098). Interestingly, Spreitzer (2017) interviewed Robert Quinn and asked him about how the 

CVF works in any given organization. He elaborately indicated that:  
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Organizations and people become excellent when they operate across the 

categories in the model. Great leaders, for example, are high on task and high on 

people, they maintain stability while leading change. They integrate differentiated 

categories. While conventional thinkers are trapped into the use of mutually 

exclusive categories, generative leaders are bringing about the integration of 

differentiated categories. Generative people accept and use the conventional 

perspective. Yet, they also embrace the more complex and dynamic integrative 

perspective. They become bilingual. They become able to see and integrate 

paradoxical tensions (p. 1098). 

Most importantly, the CVF does not conceptualize the paradoxes the competing values 

embedded in organizations as negative features calling for prompt resolutions (Spreitzer, 2017). 

On the contrary, the CVF conceives of these paradoxes as a tension that can be capitalized on in 

order create more innovative and creative solutions that might be transformative. Accordingly, it 

has been documented that the CVF plays a critical role in aiding organizations and their 

constituencies, in this case leaders and managers, for studying and transforming their 

organizations for the sake of increasing their effectiveness, efficiency, and productivity. 

However, it is important to note that research shows that leaders, overtime, tend to gravitate to a 

particular quadrant or more. Thus, they, the leaders, develop a collection of behavioral skills, 

competencies, expertise, and mental models leaning toward a specific quadrant or more 

(Cameron et al., 2006; Spreitzer, 2017). 

The robustness and applicability of the CVF has been substantiated by a great number of 

studies in different organizational contexts. It has been confirmed that this conceptual model has 

been tested and applied to a wide array of human and organizational phenomena. These, for 
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example, include: Organizational culture, organizational virtues, organizational effectiveness, 

leadership capacities and competencies, performance appraisal (Denison et al., 1995; Cameron et 

al., 2006; Hartnell, Ou, & Kinicki, 2011; Hooijberg, 1996; Ikramullah, Van Prooijen, Iqbal, & 

Ul-Hassan, 2016; Lawrence et al., 2009; Lavine, 2014; Quinn & Rohrbaugh, 1983; Spreitzer, 

2017; Tong & Arvey, 2015; Yu & Wu, 2009). 

Additionally, the CVF has been applied to the context of higher education in general and to 

the middle leadership and administrative positions, in particular (De Boer, Goedegebuure, & 

Meek, 2010; Faerman & Quinn, 1985). This is in recognition of the fact that “[Organizations] 

have multiple goals, and so do universities and faculties. Based on the CVF, we argue that 

universities simultaneously want to be competitive (market), innovative (adhocracy) and 

efficient (hierarchy) and to pursue human development (clan)” (De Boer et al., 2010, p. 235). 

This is no exception in the case of department chairs who are required and expected to cope with 

competing and sometimes paradoxical demands and expectations, and whose effectiveness 

depends on the variety and rich repertoire of leadership and management roles and capacities. 

Fortunately, the CVF has been applied and investigated in the context of higher education. 

As such, there are number of studies that have employed this theoretical framework in order 

to study a wide array of organizational characteristics. These include studies that investigated the 

leadership and management effectiveness in higher education institutions, in respect to 

departmental leadership and management roles and capabilities (Akbulut, Nevra Seggie, & 

Börkan, 2015; Stark, 2002), in regard to universities’ registers leadership and management roles 

and capacities (Humphreys, 2013), in association with the leadership and management roles and 

skills of leaders of universities’ organizational development (Azzaro, 2005), and organizational 

culture and effectiveness of residence hall associations (Faerman, 2009). Furthermore, some 
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researchers have applied the CVF in order to study the effectiveness and capabilities of 

engineering students self-managed teams (Zafft, Adams, & Matkin, 2009). All these studies 

speak clearly and unequivocally to the explanatory and predictive power of the CVF in the 

context of higher education. Accordingly, almost all the above studies reported that having and 

displaying high level of the leadership and management roles and capacities endorsed and 

brought forth via the CVF are associated with leadership, management, and performance 

effectiveness at the individual and institutional levels. 

Of particular interest is the study conducted by Akbulut et al. (2015). They studied and 

examined the effectiveness of departmental leadership and management at a Turkish university. 

They utilized the CVF to measure the leadership roles and skills of department chairpersons, and 

how these roles and skills predict the effectiveness of such academic leaders. Recruiting 70 

faculty members and employing regression analysis, Akbulut et al. (2015) reported that the CVF 

statistically predicted the leadership effectiveness of department heads. Interestingly, all the four 

functions constituting the CVF statistically and meaningfully predicted departmental leadership 

effectiveness. The authors found that the competing leadership function accounted for more 

variance in chairpersons’ leadership effectiveness, subsequently followed by collaborating 

leadership function and creating leadership function, respectively. The controlling role was 

reported to be the least statistically leadership function accounting for variance in departmental 

leadership effectiveness. In this case, the departmental leadership and management were 

perceived to be responsiveness to the internal and external influences and pressures (Akbulut et 

al., 2015). 

The CVF offers a set of constructed variables (collaborate, create, control, and compete) that 

will be used in this study of Saudi department chairs as measures of departmental leadership and 
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management roles, functions, and capacities. As I discussed previously, these constructs align 

closely with both leadership (collaborate and create) and management (control and compete). 

These constructed variables will be related to the effectiveness of departmental leadership and 

management. What is interesting about these constructed variables is their inherent competing 

and sometimes paradoxical values. This might give this study the chance of capturing the 

nuances and subtleties of the departmental leadership, management, and effectiveness. In 

addition, the CVF might help in showing the leadership and management effectiveness of 

department chairs in their orientation for responding to the internal and external influences and 

pressures. 

Conclusion 

 This chapter addressed the leadership and management development in higher education. It 

then discussed the departmental leadership and management in the context of Western higher 

education institutions. Subsequently, it proceeded to the discussion of departmental leadership 

and management in the context of Saudi higher education institutions. The chapter also talked 

about a number of demographic variables that are of interest in this study. It concluded with the 

discussion of the theoretical framework guiding this study, and how it has been tested and 

applied in higher education context.  
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Chapter 3 

Research Methodology 

This chapter presents the research methodology that was employed in order to explore 

departmental leadership and management roles, functions, and skills of male department chairs at 

the University of Tabuk, and how they relate to faculty perceptions of leadership and 

management effectiveness. This section discusses thoroughly the CVF instrument which was 

utilized in order to gather data for answering the research questions. This section also discusses 

the study population and sample from which the data were collected. Plus, it discusses the 

analytical methods and the statistical procedures that were employed in order to analyze the 

collected data. It ends with a discussion of the limitations of this study. 

This study is guided by a number of research questions. The answers of these questions are 

primarily based on the data collected from the survey instrument which is embedded and closely 

commensurate to the theoretical framework utilized in this study, the CVF. The research 

questions of this study are as follows: 

1. From the faculty members’ perceptions, what are the most common departmental 

leadership and management functions and roles adopted by department chair? To what 

extent do the perceived leadership and management functions adopted by department 

chair statistically correlate with each other? 

2. Do the demographic and background variables (Source of PhD credentials of the faculty 

members, academic fields (STEM and non-STEM) of the faculty members, years of 

experience of faculty members, and years of experience of being department chairs) 

predict the perceived leadership and management effectiveness of department chair? 
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3. Controlling for all these demographic and background variables to what extent do the 

perceived leadership and management functions predict departmental leadership and 

management effectiveness?  

To answer these research questions, data were gathered from Saudi faculty members at one 

university, the University of Tabuk (UT), located in the Northwest of Saudi Arabia. This 

university was a teaching college before it became a university on 2006 (University of Tabuk, 

2019). The selection of this university is attributed to three reasons. The first one relates to the 

fact that the researcher has official and collegial relationships with the university, which helped 

in facilitating data collection. The second reason is associated with the general observation that 

newly and recently established higher education institutions in Saudi Arabia are under-

researched and under-studied in many respects, including leadership and management roles and 

effectiveness (Al-Esa, 2010), and this study aims at filling that void in the literature. The third 

motive is linked to the notion that the UT represents, to a great degree, similar characteristics and 

features as most of the newly founded higher education institutions in Saudi Arabia (Al-Esa, 

2010). Hence, this might help in generalizing the result that this study came up with to other 

higher education contexts.  

Data Sources and Sample 

The population of this study are all male Saudi faculty members at the UT due to two 

reasons. The first one is attributed to the fact that male faculty members have their own 

department chairs (males) who have a direct contact, interaction, and supervision of such faculty 

members. The second one is associated with the fact that female faculty members have their own 

vice-chairs (females) who hold a direct contact, interaction, and supervision of such faculty 

members, and who communicate and coordinate with the department chairs in the male section 
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(Abouammoh, 2017; Al-Esa, 2010). According to the most recent statistics, there were 758 

Saudi-male faculty members at UT in the 2016-2017 academic year (Ministry of Education, 

2019).  

This study intended to survey all the targeted population to secure 100 faculty members’ 

responses in order to establish the needed statistical power. This number of the prospective 

participants is higher and much above the recommended number. Mills and Gay (2016) 

recommend that for securing more stable estimate and for more generalizability purposes, the 

percentage of the participants in the sample needs to be 10% to 20% of the population (Mills & 

Gay; 2016). 

This study utilized survey research for gathering its data (Creswell, 2014; Mills & Gay, 

2016). It used an online survey. Online survey has been reported to have many attributes 

(Dillman, Smyth, & Christian, 2014). For example, online surveys are easy to deliver. They also 

typically are cost effective. Most importantly, online surveys often have high response rates 

(Dillman et al., 2014). To gather the data, this study used Qualtrics for electronically conducting 

the study’s survey. The survey was sent to the entire targeted population, the 758 Saudi-male 

faculty members at the UT. 

The survey was constructed to begin with a short introduction. It also included a consent 

form as well as information about privacy and confidentiality regarding the participation in this 

study. The time for data collection extended for approximately three months in order to at least 

secure the specified number of 100 participants. Accordingly, many reminders were sent to the 

targeted population on an almost weekly basis. An email was sent to all faculty members. The 

email included a brief description of the study as well as simple instructions for filling out the 

online survey. The email included an electronic link to the survey. Moreover, the email consisted 
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of participant consent information approved by the IRB regarding the participation of this study 

as a voluntary act, the anticipated duration for filling out this survey, and the researcher’s contact 

information in case of potential questions and inquiries. The study was approved by the 

Institutional Review Board (IRB) at the University of Kansas.  

Instrumentation   

This study utilized an instrument for measuring leadership and management roles, functions, 

and effectiveness based on the competing value framework (CVF) (Lawrence et al., 2009) and its 

modified version (Akbulut et al., 2015) and this part of the study discusses the instrument’s 

validity and reliability for both versions. Based on CVF a number of various instruments were 

developed in order to measure behavioral complexity in leadership and management (see for 

example, Denison et al., 1995; Hart & Quinn,1993; Hooijberg, 1996). However, there are some 

technical issues with these previous instruments like not having sufficient number of indicators 

for measuring and assessing leadership and management roles and functions. Consequently, 

Lawrence et al. (2009) built on previous works and came up with a survey of leadership and 

management effectiveness in accordance with the CVF assumptions and conceptualization. This 

survey overcame a number of the identified issues in previous works. For example, it has more 

indicators for measuring leadership and management roles and functions, at least 3 three 

indicators per role and three roles per function. As such, this survey is reported to be much more 

comprehensive than previous ones (Lawrence et al., 2009). 

The survey of leadership and management effectiveness developed by Lawrence et al. (2009) 

has two main parts. The first part consists of 36 items that measures 12 leadership and 

management roles that fall into four leadership and management functions. These items are rated 

on a five-point Likert scale. The responses in this scale is as follows: strongly disagree, disagree, 
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neither disagree nor agree, agree, and strongly agree. There is also an option stated as I do not 

know. The second part of the survey includes eight items for measuring perceived leadership and 

management effectiveness. Similarly, this part of the survey is rated on a five-point Likert scale 

(strongly disagree, disagree, neither disagree nor agree, agree, and strongly agree). Generally 

speaking, holistically this survey is being reported to have high reliability and to exhibit 

construct and assumptional validity (Lawrence et al., 2009). 

Based on the work by Lawrence et al. (2009), the first part of the survey had reasonable to 

high reliability coefficients (the Cronbach’s alpha coefficients) for the 12 leadership and 

management roles, ranging from .68 to .86. On average, the reliability (the Cronbach’s alpha 

coefficients) for the four leadership and management functions ranges from approximately .70 to 

.84. The second part of the survey has on average high reliability (the Cronbach’s alpha 

coefficients) roughly .82 Lawrence et al. (2009). These researchers conducted a predictive 

validity test. In that, it is reported that leadership and management roles and functions (the first 

part of the instrument) have statistically high positive relationship with leadership and 

management effectiveness (the second part of the instrument) (Lawrence et al., 2009). 

Reliability and validity of the Lawrence et al (2009) instrument were based on data collected 

in a Western country. Nevertheless, this instrument has been applied in other higher education 

settings (Akbulut et al., 2015). Akbulut et al. (2015) did some modification in order to account 

for cultural and contextual factors that are specific to higher education as well as country’s 

setting when they adapted the survey to administered in a Turkish higher education institution. 

Therefore, this study capitalizes on Akbulut et al. (2015) instrument due to a couple of reasons. 

Most importantly is the fact that the instrument was modified slightly in order to, as much as 

possible, fit and correspond to the higher education culture. Another reason is that higher 
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education in Turkey, which is a country considered part of the middle east region, share a 

number of characteristics with higher education in Saudi Arabia. For example, both countries 

have centralized education system in that, these countries have ministries that oversee, to a very 

similar degree, higher education institutions. In the following, I am going to give detailed 

information about the instrument used by Akbulut et al. (2015). 

Akbulut et al. (2015) used the same instrument developed by Lawrence et al. (2009), and as 

stated previously, they made some modifications in consideration of Turkish higher education 

contextual and cultural factors. They made some changes in the wording of the items that 

measure the leadership and management roles, functions, and effectiveness. Similar to the 

original questionnaire (Lawrence et al., 2009), the adopted instrument has two parts. The first 

part includes 36 items measuring leadership and management roles corresponding to the four 

functions or quadrants (collaborate, create, control, and compete); the second part consists of 

eight items measuring leadership and management effectiveness. The validity and reliability of 

the instrument has been established. The items for each role and function as well as for the 

overall leadership and management effectiveness are listed in Appendix I.  

Akbulut et al. (2015) reported construct and face validity of the instrument. They calculated 

an overall reliability coefficient (.98). They also calculated the Cronbach’s alpha coefficients for 

the four leadership functions, and they are as follows: “.935 for the collaborate function, .939 for 

the create function, .937 for the control function and .932” (Akbulut et al., 2015, p. 449). 

However, they did not provide the reliability coefficient for each leadership and management 

role as well as the eight items measuring leadership and management effectiveness. 

Based on the Akbulut et al. (2015) study, it appears that the CVF instrument modified 

version exhibits validity and reliability in the context of higher education. This study used the 44 
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items in order to measure leadership and management roles, functions, and effectiveness. In 

addition, a number of demographic and background variables were added to the instrument due 

to their importance. These are: the origin of the PhD credential of the Saudi faculty members, the 

academic discipline of the faculty members; the years of experience of the faculty members, and 

the years of experience of being a chair as perceived and reported by the faculty members.  

These variables have been reported to influence faculty members’ perceptions of departmental 

leadership roles, functions, and effectiveness (Alamri, 2011; Al-Swailem & Elliott, 2013; 

Lattuca & Stark, 2009; Lucas, 2000; Whitsett, 2007). These factors are considered in this paper 

as categorical variables, and they are treated accordingly.  

• The origin of PhD Credential (IV): 

o Saudi Arabia 

o United State of America 

o United Kingdom 

o Australia 

o Egypt 

o Jordan  

o Other Western countries 

o Other Arabian countries 

• The academic discipline of the faculty members (IV): 

o All science fields were included under this variable (Science, Technology, 

Engineering and Mathematics) as well medical majors which is considered to be 

amongst science fields in Saudi Arabia.  
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o All non-science fields were also added (e.g., educational fields and business 

fields). 

• The years of experience of the faculty members (IV): 

o 0 to 4 years. 

o 5 to 10 years. 

o 11 to 15 years.  

o 16 to 20 years. 

o Above 20.  

• The faculty members’ perceptions of years of experience of their respective 

department chairs (IV): 

o 2 years and less. 

o 4 years and less.  

o 6 years and less. 

o 8 years and less.  

Translation of the Instrument 

The targeted population of this study are Arabic-speaking faculty members. As a result, the 

CVF’s instrument was translated into the Arabic Language. In addition, the four categorical 

variables were translated to Arabic Language. 

The researcher began first with ensuring the validity of translating the CVF’s instrument. 

Thus, the instrument was first translated into Arabic language. Subsequently, a number of 

professors (two) and recently graduated professors (two) as well as doctoral students (four), 

studying at the University of Kansas, who as well displayed high proficiency in both English and 

Arabic languages, checked the accuracy of the instrument translation. Moreover, they also 
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conducted a back-translation. As such, the validators were divided into two groups. The first 

group translated the instrument from English to Arabic. The second group back-translated from 

Arabic to English. For establishing conceptual equivalence between the original and translated 

questionnaire, a comparison was carried out in order to identify convergence and divergence 

between the two versions.  

Data Analysis 

For analyzing the data, this study utilized Statistical Package for the Social Sciences (SPSS) 

software Version 25.00. As a first step, I conducted descriptive statistics in order to have a 

general sense of the data. Descriptive statistics include the central tendencies’ measures (mean, 

standard deviation (SD), median) (Gravetter & Wallnau, 2013). In addition, the CVF’s 

instrument was statistically analyzed in order to check its reliability. I calculated the Cronbach’s 

Alpha statistical technique (Cronbach, 1993; Raykov & Marcoulides, 2011). This statistical 

technique has been established for measuring internal consistency between items measuring a 

construct. The Cronbach’s Alpha statistic ranges from negative one to positive one. Coefficient 

values approaching one are indicative of high reliability, consistency, or dependability while 

coefficient values approaching zero indicate low reliability, consistency, or dependability. In 

such case the instrument might be questionable or an acceptable (Cronbach, 1993; Raykov & 

Marcoulides, 2011). 

A reliability coefficient is provided for each leadership and management role, and an average 

reliability coefficient of the three leadership and management roles is computed for the 

corresponding leadership and management function. Thus, there are 12 reliability coefficients for 

the leadership and management roles, and four overall reliability coefficients averaged separately 
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across all the roles within each leadership and management function. In addition, there is an 

overall coefficient for the eight items measuring leadership and management effectiveness. 

Subsequently, the analysis proceeded to investigate the relationship between the four 

independent variables: collaborate, create, control, and compete. Hence, this study used Pearson 

correlation coefficient to assess the association between these independent variables (Gravetter 

& Wallnau, 2013). The correlation coefficient ranges from negative to positive one. Negative 

values indicate that the univariate association is reverse. This means as one variable increases, 

the other variable decreases. Positive values speak to the fact that as one variable goes up; the 

other variable goes up as well (Cohen et al., 2003; Gravetter & Wallnau, 2013; Keith, 2015). 

In addition, the study checked the statistical association between the independent continuous 

variables (collaborate, create, control, compete) and the dependent variable (the overall measure 

of leadership and management effectiveness of department chair). Statistically speaking, high 

correlation coefficients are indicative of high association between the predictor variables and the 

outcome variable. Thus, the proportion of variance in the outcome variable might be accounted 

for by one or more of the specified predictor variables (Cohen et al., 2003; Keith, 2015). 

Due to the fact that there is more than one independent variable IV, and there is only one 

dependent variable, the appropriate statistical technique to further this study is multiple 

regression (Cohen et al., 2003; Keith, 2015). It needs to be mentioned that because four of the 

independent variables are categorical (the origin of PhD Credential, the academic discipline of 

the faculty member, the years of experience of faculty members, and the perceived years of 

experience of the department chairs for being chairs), I had to carry out dummy coding 

procedures in order to proceed in the statistical analyses. Thus, all of these nominal IVs were 

dummy coded. Subsequently, the analysis proceeded via conducting a multiple regression 
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analysis where all categorical variables were entered into the model simultaneously. To assess 

the statistical significance, I employed an alpha level of .05. This is a common probability matrix 

in social science and professional fields (Cohen at et., 2003; Keith, 2015).  

Limitations of the Study 

This study has a number of limitations. One limitation concerns the generalizability of this 

study. That is, this study solicited data from Saudi faculty members working at one public Saudi 

higher education institution. Thus, the result might not be generalizable to other Saudi faculty 

members in other higher education settings. This might be more pronounced for those working at 

private higher education institutions. This study cannot be generalized to the case of Saudi 

female faculty members due to two facts: those faculty members are not included in this study, 

and they have their own vice chairs who are directly responsible for leading and managing 

academic departments in their sections, and who are also obligated for coordinating with their 

corresponding department chairs in male academic department sections.  

Additionally, the sampling technique employed in this study might introduce sampling 

biases, such as the noncoverage bias, that affect the generalizability of the results (Creswell, 

2014; Lavrakas, 2008; Mills & Gay, 2016). Furthermore, this study utilizes, via survey, self-

reported data. Such data through such technique may induce some biases and suffer from 

technical and theoretical issues (Gonyea, 2005; Podsakoff & Organ, 1986).  

For example, social desirability bias has been reported in the literature (Gonyea, 2005; 

Podsakoff & Organ, 1986). This bias may take place in this study. It might be the case that the 

faculty members might provide inaccurate view regarding their perceptions of departmental 

leadership, management, and effectiveness. They might tend to favor their chairs as displaying 

and practicing the surveyed leadership and management functions as well as leadership and 



 

 

61 

 

management effectiveness. This might be observed from their responses as they tended to hold 

on average positive perceptions of departmental leadership, management, and effectiveness.   

Still another example relates to the idea of meaning equivalencey (Gonyea, 2005; Podsakoff 

& Organ, 1986). Knowing that the theoretical framework as well as the instrument used in this 

study have been established in Western countries, they might not hold similarly equivalent 

meaning in the context of Saudi higher education and might be interpreted differently. This, in 

fact, might be related to the observation in this study. This study found that the leadership and 

management functions as well as leadership and management effectiveness are not distinct from 

each other. Based on the correlational analysis, they, the leadership and management functions as 

well as leadership and management effectiveness, appeared to represent one construct. Thus, the 

results of this study need to be interpreted with caution. Plus, researcher who would like to 

replicate this study should be cautious.  

Finally, even though this study uses online survey, which has a great number of positive 

attributes, technological features and abilities in Saudi higher education institutions are still 

lagging behind (Al-Esa, 2010; Smith & Abouammoh, 2013). Associated with this is the 

observation that faculty members’ themselves might lack the experiences for coping with and 

responding to online survey as this technological feature is not well established in the academic 

community in Saudi Arabia. This might, in fact, affect and hinder the responses of the potential 

Saudi faculty members. 

Conclusion  

This chapter addressed the way that this study is conducted. It talked about data type and data 

collection methodology. It also discussed the statistical technique for carrying out the analysis of 
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this study. it talked about how the variables of interest in this study are treated. It finally 

concluded with a number of limitations.  
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Chapter 4 

Results 

This chapter presents the findings of the study’s analyses. Descriptive analyses and statistics 

are presented for each demographic variable. I report relevant descriptive statistics for all 

predictors as well as the outcome variable. Subsequently, I report the correlation between and 

among the four leadership and management functions (collaborate, create, control, and compete) 

and leadership and management effectiveness. I report the findings of the first regression 

analysis concerning the predictability of the demographic and background variables (Source of 

PhD credentials of the faculty members, academic fields (STEM and non-STEM) of the faculty 

members, years of experience of faculty members, and years of experience of being department 

chairs) of leadership and management effectiveness. Finally, I report the results of the regression 

analysis of the predictability of the four leadership management and functions of departmental 

leadership and management effectiveness, after controlling for the background variables (Source 

of PhD credentials of the faculty members, academic fields (STEM and non-STEM) of the 

faculty members, years of experience of faculty members, and the years of experience of being 

department chairs).  

Descriptive Analyses 

Participants 

According to the most recent statistics, there were 758 Saudi-male faculty members at UT in 

the 2016-2017 academic year (Ministry of Education, 2019). It needs be underscored that this 

number includes all Saudi-male faculty members who hold managerial and leadership positions 

(e.g., department chairs, deans, associate deans, and so forth) as well as Saudi-male faculty 

members who do not hold managerial and leadership roles. This point needs to be taken into 
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account when considering the response rate in this study. Thus, after distributing to the survey 

instrument via Qualtrics, there were 139 recorded responses. This represents a response rate of 

approximately 18.34%. 

While a total of 139 faculty participants partially or fully responded to the survey, 22 

recorded responses were eliminated from the analysis due to two reasons. The first and most 

important reason is the fact that some respondents took disproportionately less time than 

expected (less than 2.50 minutes) to fill out the survey. This pattern of response is not acceptable 

knowing that the mean for completely finishing the survey is approximately (M = 7 minutes). 

There are 14 responses that fit in this category. The second reason relates to the observation that 

some respondents who took the survey did not fully fill out the survey. That is, they left more 

than half or two-third of the items in the survey unanswered. There are 8 participants showing 

such a response pattern. They were deleted from the analysis. As a result, there are 117 responses 

that are included in the study’s analyses. This represents a valid response rate of approximately 

15.44%. 

Additionally, there is another observation that needs to be stated on the outset. This is related 

to the fact that the response patterns vary across background and demographic variables (all 

independent variables) as well as across all the five leadership constructs (the four independent 

variables and the dependent variable). That is, the descriptive analysis across all variables 

revealed that the response pattern goes as low as 96 valid responses in one independent variable 

and as high as 117 valid responses in a number of independent variables and the dependent 

variable. This is fully discussed below.  
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Background and Demographic Variables  

This section reports the descriptive statistics for all the demographic and background 

variables. These demographic and background variables were considered as independent 

variables in this study. Relevant and brief information of the IVs is presented in Table 1. 

The study asked the participants to report the field of study with which they are affiliated. 

Due to small sample size in many science and non-science fields, this study grouped the 

responses into binary categories: science fields and non-science fields. There is a total of 117 

valid responses to this variable. Approximately, 70.9% of the participants fall into the non-

science fields’ category while 29.1% represent the science fields’ category. 

The study also asked the participants to report the country from which they got their PhD 

credential. Originally there were eight categories representing various countries. However, 

because of the small sample size in a number of categories, this study grouped the eight 

categories into three groups: Saudi Arabia, Western countries, and Arabian countries. There is a 

total of 111 valid responses in this variable, and there are six missing responses. Furthermore, 

around 21.6% of the participants reported obtaining their PhD credential from Saudi Arabia. 

Another 36.0% participants indicated that they received their PhD credential from Western 

Countries. Lastly, 42.3% of the participants expressed getting their PhD credential from Arabian 

countries. 

Additionally, this study also elicited data from the participants regarding their years of 

experience as faculty members. Originally there were five categories characterizing years of 

experience of the faculty respondents. However, because of the small sample size in a number of 

groups, this study condensed the five groups into three groups: Novice professorial experience (4 

years and less), Intermediate professorial experience (5 to 10 years), senior professorial 
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experience (above 10 years). There is a total of 117 valid responses in this variable. Around 

40.2% of the participants are categorized as having novice professorial experience. Roughly 

30.8% of the participants are classified as displaying intermediate professorial experience. 

Lastly, 29.1% of the participants are arrayed for exhibiting senior professorial experience. 

Lastly, this study asked faculty participants about their perceptions regarding the amount of 

time department chairs have been in positions as department chairs. Originally there were four 

categories representing the perceived years of experience of department chairs as the academic 

chairs. Nevertheless, due to the small sample size in a number of categories, this study made the 

four classes into three groups: Beginner departmental chairing experience (2 years and less), 

intermediate departmental chairing experience (4 years and less), and senior departmental 

chairing experience (above 4 years). There is a total of 96 valid responses in this variable, and 

there are 21 missing responses. Approximately, 46.9% of the faculty participants perceived their 

department chairs as having beginner departmental chairing experience. Another 34.4% of the 

faculty participants perceived their department chairs as possessing intermediate departmental 

chairing experience. Still another 18.8% of the faculty participants saw their department chairs as 

showing senior departmental chairing experience.  
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Table 1 

Descriptive Statistics for the Background Variables 

Demographic and Background Variables  Groups  Frequency  Valid Percent 

Science and Non-Science Fields Non-Science Fields 83 70.9% 

Science Fields  34 29.1% 

Origin of PhD Credential 

 

 

Saudi Arabia 24 21.6% 

Western Countries 40 36.0% 

Arabian Countries 47 42.3% 

Reported Years of Experience of Faculty 

Members 

 

Novice 47 40.2% 

Intermediate 36 30.8% 

Senior 34 29.1% 

Reported Years of Experience of 

Department Chairs Based on The 

Perception of Faculty Members  

Beginner  45 46.9% 

Intermediate  33 34.4% 

Senior 18 18.8% 

Reliability 

Before delving into the discussion of the leadership, management, and effectiveness 

variables, I report the reliability coefficient for the measured constructs as well as the sub-

constructs in this study. There are four leadership and management functions (collaborate, create, 

control, compete, and effectiveness), and there are three roles in each function, culminating in 12 

leadership and management roles (facilitator, mentor, emphasizer, visionary, innovator, 

motivator, regulator, monitor, coordinator, competitor, producer, and driver). There is also the 

effectiveness construct. The Cronbach alphas are reported in this part.  
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The four constructs of the leadership and management functions (collaborate, create, control, 

and compete) represent the predictor variables. Their alpha coefficients are as follows. For the 

collaborate construct, the reliability coefficient is .91. For the create construct, the reliability 

coefficient is .94. For the control construct, the reliability coefficient is .93. For the compete 

construct, the reliability coefficient is .90). Plus, there is one construct corresponding to overall 

leadership and management effectiveness. This represents the outcome variable. The reliability 

coefficient for this construct is .94. 

In addition, I also analyzed the reliability coefficient for the 12 leadership and management 

roles. I report here the two highest reliability coefficients and the two lowest reliability 

coefficients. The other leadership and management roles reliability coefficients are represented 

in Table 2. In the following paragraph I report the reliability indices only.  

The highest reliability coefficient is for the motivator role. The reliability coefficient is .87. 

The second highest reliability coefficient is identified for the regulator role. The reliability 

coefficient is .86. It should be noted that the former leadership and management role is a 

component of the create function while the latter leadership and management role is an element 

of the control function. 

The lowest reliability coefficient is found in the competitor role. The reliability coefficient is 

.69. The second lowest reliability coefficient is identified for the emphasizer role. The reliability 

coefficient is .76. It should be noted that the former leadership and management role is an 

element of the compete function while the latter leadership and management role is a component 

of the collaborate function.  
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Table 2 

Reliability Coefficients for the Leadership and Management Roles 

Leadership and management Rules Reliability Coefficients  

Facilitator .79 

Mentor .81 

Emphasizer  .76 

Visionary  .82 

Innovator .82 

Motivator  .87 

Regulator  .87 

Monitor  .81 

Coordinator  .80 

Competitor  .69 

Producer  .84 

Driver  .77 

Leadership, Management, and Effectiveness Variables 

This part reports the descriptive statistics for the faculty perception of the leadership and 

management constructs (collaborate, create, control, and compete) as well as the leadership and 

management effectiveness construct. The former constitutes four variables that are treated as 

independent variables in this study. The latter represents one variable that is considered as the 

dependent variable in this study. 

Two points need to be clarified. First, it is essential to highlight the notion that all the 

leadership and management functions IVs as well as the leadership and management 
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effectiveness DV are considered continuous in this study. Relevant and brief information of the 

IVs and the DV is presented in Table 3. Second, it is important to note that the faculty 

participants were asked to indicate their perceptions of departmental leadership, management, 

and effectiveness on a five-point Likert-Scale (strongly disagree1, disagree 2, neither agree or 

disagree 3, agree 4, and strongly agree 5). The descriptive statistics across all the leadership and 

management IVs (collaborate, create, control, and compete) as well as the DV (effectiveness) 

showed a consistent response pattern. That is, there is a total of 117 valid responses in each of 

the IVs and DV with no missing value. In the following paragraphs, I address the first part of the 

first research question: 

1. From the faculty members’ perceptions, what are the most common departmental 

leadership and management functions and roles adopted by department chair?  

In regard to the first part of the above question: From the faculty members’ perceptions, what 

are the most common departmental leadership and management functions (collaborate, create, 

control, and compete) and roles (facilitator, mentor, emphasizer, visionary, innovator, motivator, 

regulator, monitor, coordinator, competitor, producer, and driver) adopted by department chairs? 

It is noteworthy that the perceived leadership and management functions and roles displayed by 

department chairs are similar to each other. 

To calculate the mean and standard deviation for each independent variable, I averaged the 

faculty responses across the three leadership and management roles within each variable: 

collaborate (facilitator, mentor, and emphasizer),  create (visionary, innovator, and motivator),  

control (regulator, monitor, and coordinator), and compete (competitor, producer, and driver). 

Plus, for the dependent variables, leadership and management effectiveness, I also averaged 
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across the eight items measuring this variable. The relevant statistics for all these variables are 

reported next.  

In regard to the leadership and management functions, generally speaking the faculty 

respondents tended to view their chairs positively in all the leadership and management 

functions. Thus, all the independent variables showed approximately high means and low 

variances.  

The overall mean for the collaborate variable is approximately 3.81 (SD =.76). This indicates 

that department chairs were highly perceived by the faculty members to emphasize human 

relations, interactions, and interpersonal competencies. The overall mean for the create variable 

is roughly 3.73 (SD =.79). This shows that department chairs were highly perceived by the 

faculty members to highlight creativity, innovations, adaptability, and strategic and visionary 

thinking and planning.  

Furthermore, the overall mean for the control function is approximately 3.86 (SD =.76). This 

means that department chairs were highly perceived by the faculty members as focusing on 

efficiency, predictability, consistency and stability by enforcing organizational regulations, 

policies, and procedures. The overall mean for the compete function is approximately 3.88 (SD 

=.72). This indicates that department chairs were highly perceived by the faculty members as 

“Hard driving, directive, and competitive” (Cameron et al., 2006, p. 35), where they appreciate 

challenges and extend their goals. Finally, the overall mean for the effectiveness measure is 

around 3.74 (SD =.84). Thus, department chairs were generally perceived by the faculty 

members as effective in their departmental leadership and management. 

Based on the above analyses and according to descriptive statistics, the compete function was 

perceived by the faculty members as the highest management function practiced by department 
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chairs. In addition, the create leadership variable was reported by the faculty members as the 

lowest leadership function exercised by department chairs. 

Table 3 

Descriptive Statistics for the Four Leadership and Management Functions and Effectiveness 

Leadership and management Functions Mean  SD Median Frequency  

Collaborate Function 3.81 .76 4 117 

Create Function  3.73 .79 3.89 117 

Control Function  3.86 .76 4 117 

Compete Function 3.88 .72 4 117 

Leadership and Management Effectiveness 3.74 .84 3.88 117 

Regarding the leadership and management roles, the faculty respondents tended to rate 

positively all the leadership and management roles. For example, the most two common 

leadership and management roles are reported, and the two least common employed leadership 

and management roles are also described. For other leadership and management roles consults 

Table 4. 

According to the descriptive statistics of the leadership and management roles, the common 

two leadership and management roles are producer (M = 4.02, SD = .84) and monitor (M = 4.01, 

SD = .75). The former represents one management role in the compete function while the latter 

exemplifies one management role in the control function. Furthermore, the least common two 

leadership and management roles are mentor (M = 3.71, SD = .80) and innovator (M = 3.73, SD 

= .80). The former signifies one leadership role in the collaborate function; whereas the latter 

typifies one leadership role in the create function.  
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Table 4 

Descriptive Statistics for the Leadership and Management Roles 

Leadership and 

Management Functions  

Leadership and 

Management Rules 

Mean  SD Median Frequency  

Collaborate Function Facilitator 3.96 .91 4 117 

 Mentor 3.71 .80 4 117 

 Emphasizer  3.83 .82 4 117 

Create Function Visionary  3.73 .84 4 117 

 Innovator 3.73 .80 4 117 

 Motivator  3.74 .90 4 117 

Control Function Regulator  3.79 .81 4 117 

 Monitor  4.01 .75 4 117 

 Coordinator  3.79 .72 4 117 

Compete Function Competitor  3.73 .77 3.67 117 

 Producer  4.02 .84 4 117 

 Driver  3.93 .77 4 117 

Correlation Analysis 

In this section I discuss the results of the correlation analysis. I computed the correlation 

between the four leadership and management functions. I also computed the correlations 

between the four leadership and management functions and the effectiveness variable. The 

correlation analyses are related to one of the research questions raised in this study. Thus, I 

address the second part of the first research question: 

Yahya Alshehri
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1. To what extent do the perceived leadership and management functions adopted by 

department chair statistically correlate with each other and with the effectiveness 

measure? 

The Person Product-Moment correlation analyses revealed interesting results. That is, the 

correlation analyses show statistically significant association between the four leadership and 

management functions as well as between the four leadership and management functions and the 

leadership and management effectiveness measure (see Table 5). I first present the results of the 

analyses regarding the four leadership and management functions. 

The analysis revealed that all the leadership and management functions correlate 

significantly with each other. The direction of the correlation is all positive, and the magnitude of 

the association is strong. The collaborate function is significantly correlated with the create 

function, r(117) = .90 (p < .000). The collaborate function is significantly correlated with the 

control function, r(117) = .89 (p < .000). The collaborate function is significantly correlated with 

the compete function, r(117) = .86 (p < .000). The create function is significantly correlated with 

the control function, r(117) = .90 (p < .000). The create function is significantly correlated with 

the compete function, r(117) = .88 (p < .000). The compete function is significantly correlated 

with the control function, r(117) = .91 (p < .000). It is important to note that the correlations 

between these variables are very high. This might indicate that they are measuring the same 

construct.  

Additionally, all the leadership and management functions correlate significantly with the 

leadership and management measure. The direction of the correlation is all positive, and the 

magnitude of the association is strong. The collaborate function is significantly correlated with 

the effectiveness measure, r(117) = .89 (p < .000). The create function is significantly correlated 
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with the effectiveness measure, r(117) = .86 (p < .000). The control function is significantly 

correlated with the effectiveness measure, r(117) = .89 (p < .000). The compete function is 

significantly correlated with the effectiveness measure, r(117) = .88 (p < .000). It is important to 

note that the correlations between these independent variables and the dependent variable are 

very large. This may indicate that they are measuring one construct. 

Table 5 

Correlation Coefficients for the Independent and Dependent Variables 

Construct  Collaborate  Create  Control  Compete  Effectiveness  

Collaborate  1     

Create  .90*** 1    

Control  .89 *** .90 *** 1   

Compete  .86 *** .88 *** .91 *** 1  

Effectiveness  .89 *** .86 *** .89 *** .88 *** 1 

Note. *** p ≤ .001, ** p ≤ .01, * p ≤ .05 

It is important to note that due to the high correlation between the independent variables as 

well as the dependent variable answering the third research question of this study was 

problematic. This is attributed to a number of factors. The first one relates to the finding that the 

four leadership and management functions showed very strong correlation with each other. As 

such, it is essential to note that according to standards and professional practices and 

recommendations highlighted in many scholarly works (Cohen at et., 2003; Keith, 2015), high 

correlations between variables, be they independent, dependent, or both, might indicate that the 

variables of interest represent or typify the same construct(s). In fact, this is what is happening in 

this study. That is, the four leadership and management functions correlate highly above and 
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beyond the threshold put forth by (Cohen at et., 2003; Keith, 2015). The leadership and 

management functions IVs and the leadership also correlate highly with the leadership 

management effectiveness DV.  

Furthermore, the high correlation between the leadership and management IVs indicate the 

presence of multicollinearity, which might is defined as the magnitude and strength of the linear 

relationship between and among two or more variables, be they IVs or DVs (Alin, 2010; Cohen 

at et., 2003; Keith, 2015). That is, there is severe and intolerable lack of orthogonality between 

and among the variables of interests. The presence of multicollinearity has been reported to 

affect the regressions estimates. For example, it magnifies the estimate standard error of 

measurement. It also introduces the notion of estimate shrinkage in terms of the regression 

coefficients. As a result of the previously mentioned reasons, the third research question cannot 

be answered with the current data.  

Multiple Regression Analysis 

Results for the Second Research Question 

2. Do the demographic and background variables (Source of PhD credentials of the faculty 

members, academic fields (STEM and non-STEM) of the faculty members, years of 

experience of faculty members, and years of experience of being department chairs) 

predict the perceived leadership and management effectiveness of department chair? 

In this section I report the findings related to the second question posed in this study. A 

simultaneous Multiple Regression technique was employed in order to answer the above research 

question.  

As indicated above that the outcome variable in this study is the leadership and management 

effectiveness, and all the demographic and background variables are the predictors. The analysis 
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was conducted via SPSS regression. All the demographic and background variables were entered 

simultaneously into the model. The regression analysis showed that the overall model 

statistically predicts leadership and management effectiveness, F(7, 109) = 2.666, p < .002. The 

R2 for this model is approximately 18.1%. This means that approximately 18% of the variance in 

the criterion variable, the leadership and management effectiveness, is statistically accounted for 

by the specified demographic and background variable (Science and non-science fields, origin of 

PhD credential, reported years of experience of faculty members, reported years of experience of 

department chairs based on the perception of faculty members). Table 5 shows the statistics for 

each variable which include the following: The intercept, the unstandardized regression 

coefficients (B), the standard error (SD), the standardized regression coefficients (β), and the t 

observed values.  

Table 6 

Regression Results for the Simultaneous Analysis of the Background Variables  

Model B SD β t 

Constant  2.917 .259  11.283*** 

Science Fields  .448 .167 .244 2.674** 

Western Countries .171 .194 .089 .880 

Arabian Countries .473 .184 .279 2.570** 

Intermediate (Professor Years of Experience) -.326 .176 -.181 -1.853 

Senior (Professor Years of Experience) .058 .177 .031 .325 

Intermediate (Chairs perceived Chairing Experiences) .358 .167 .194 2.136* 

Senior (Chairs perceived Chairing Experiences) -.125 .209 -.054 -.598 

 Note. *** p ≤ .001, ** p ≤ .01, * p ≤ .05 
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Interestingly, it appears that not all the demographic and background variables are 

statistically significant predictors of the leadership and management effectiveness. In the 

following paragraphs I discuss the statistically significant predictors. 

It is evident that faculty members representing science fields tended to have more positive 

perceptions of the effectiveness of departmental leadership and management compared to faculty 

members from non-science fields. That is, being faculty members in science fields, which is 

coded 2 in this analysis, results in .244 standardized unit increase in the perceived effectiveness 

in departmental leadership, holding other demographic and background variables constant. 

Additionally, it appears that the origin of PhD credential also statistically predicts faculty 

perception of effectiveness of departmental leadership and management. Specifically, faculty 

members who obtained their PhD credential from Arabian countries other than Saudi Arabia 

were more likely to perceive that their chairs were effective in terms of leadership and 

management compared to faculty members who received their PhD credential from other 

countries. That is, earning a PhD credential from other Arabian countries, which is coded 3 in 

this analysis, results in .279 standardized unit increase in the faculty members’ perceived 

effectiveness of departmental leadership and management, accounting for other intuitional and 

background variables. As such, department chairs are perceived to show departmental leadership 

and management effectiveness by those who obtained their PhD credential from other Arabian 

countries compared to faculty members who received their PhD credential from Saudi Arabia. 

Department chairs’ years of experience as perceived and reported by faculty members also 

statistically predict the faculty members’ perception of effectiveness of departmental leadership 

and management. Specifically, department chairs’ years of experience as perceived and reported 

by faculty members for chairs having intermediate chairing experience statistically and 
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positively predict the faculty members’ perception of effectiveness of departmental leadership 

and management compared to the perception of the faculty members of department chairs as 

possessing novice chairing experience. That is, having intermediate chairing experience, which is 

coded 2 in this analysis, results in .194 standardized unit increase in the faculty members’ 

perceived effectiveness of departmental leadership and management, holding other intuitional 

and background variables constant. Thus, department chairs who possess intermediate chairing 

experience were perceived to show departmental leadership and management effectiveness 

compared to those having novice chairing experience as perceived by the faculty members.  

Conclusion 

 This chapter addressed the analytical procedures that this study took. It also discussed 

thorough the results of this study. it began with descriptive analysis. It proceeded to the 

discussion of correlation analysis. The study finally concluded with the discussion of the 

multiple regression analysis. It needs to be clarified that the third research question was not 

answered due to the strong correlation between the variables.  
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Chapter 5 

Discussion and Conclusion  

Research Findings  

This chapter includes the discussion of the findings in terms of the research questions posed 

in this study. I interpret the results regarding the investigation of the managerial and leadership 

perceived roles, functions, and effectiveness of department chairs in the context of a Saudi higher 

education institution, and how departmental leadership and management effectiveness are related 

a number of demographic and background variables.  

The current study explored the following research questions: 

1. From the faculty members’ perceptions, what are the most common departmental 

leadership functions and roles adopted by department chair? To what extent do the 

perceived leadership and management functions adopted by department chair statistically 

correlate with each other? 

2. Do the demographic and background variables (Source of PhD credentials of the faculty 

members, academic fields (STEM and non-STEM) of the faculty members, years of 

experience of faculty members, and years of experience of being department chairs) 

predict the perceived leadership and management effectiveness of department chair? 

3. Controlling for all these demographic and background variables to what extent do the 

perceived leadership and management functions predict departmental leadership and 

management effectiveness?  

Descriptive findings. In this part, I interpret the findings relating to the following research 

question: 
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1. From the faculty members’ perceptions, what are the most common departmental 

leadership functions and roles adopted by department chair? To what extent do the 

perceived leadership and management functions adopted by department chair statistically 

correlate with each other? 

Before discussing descriptive analyses, it needs to be restated that the faculty responses are 

on a scale of 1-5 (strongly disagree to strongly agree). Thus, the calculated means were above the 

neutral option and barely bellow the agree choice. The median for almost all the leadership and 

management functions are 4. Descriptive analyses revealed that department chairs at the 

University of Tabuk were perceived positively by their respective faculty members. That is, 

faculty members tended to perceive their department chairs as showing and practicing the four 

leadership and management functions as well as the 12 leadership and management roles. These 

leadership and management functions include the following: Collaborate function, which 

consists of the three roles: Facilitator, mentor, and emphasize; create function, which include the 

three roles: Visionary, innovator, and motivator; control function, which constitutes three roles: 

Regulator, monitor, and coordinator; and compete function, which includes the three roles: 

Competitor, producer, and driver.  

Interestingly, even though there are no substantial differences in the most and least common 

leadership and management roles, on average, faculty members perceive that department chairs 

display the most common leadership and management roles in the control and compete 

leadership and management functions, respectively. In addition, on average, department chairs 

were perceived to show the least leadership and management roles in the collaborate and create 

leadership and management functions, respectively. 
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These general observations might speak to the notion of the current culture and environment 

in Saudi higher education context. This is especially interesting knowing that the higher 

education context and environment in Saudi Arabia is characterized by a number of defining 

factors. For example, although the notion of organizational bureaucracy and hierarchy have been 

widely investigated and discussed in the literature (Bess & Dee, 2008; Birnbaum, 1988; Bolman 

& Deal, 2017), these conceptualizations of organization apply equally well to the Saudi higher 

education context (Abouammoh, 2017; Al-Esa, 2010; Al-Eisa & Smith, 2013). De facto, Al-Esa 

(2010), the previous minster of education in Saudi Arabia, has discussed the idea of bureaucracy 

and hierarchy in higher education, and how they impact the working and learning environment 

within this sector. He even went further to suggest that such organizational structures and value 

systems might be the reason for holding higher education institutions back and detract them from 

being world class universities that have the capacity to foster creative, innovative, and 

entrepreneurial working environment (Al-Esa, 2010; Clark, 1998). Therefore, the perceptions of 

faculty members of their chairs as displaying relatively high proportion of compete and control 

management functions compared to collaborate and create leadership functions might hold back 

the development and success of academic department as a cornerstone for collaboration, 

innovativeness, creativity.  

Additionally, the department chairs were perceived, on average, to engage most commonly in 

managerial roles, activities and practices; whereas, they were conceived, on average, less likely 

to display leadership roles, activities, and practices. This might pinpoint the notion that 

department chairs in this Saudi higher education context are more of managers than leaders. This 

also might speak to the need for initiating discussions around the development of the notion of 

leadership, and how it might be boosted and improved in the Saudi higher education context. 
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The above finding might be related to the theoretical and practical conceptualizations of 

leadership and management (Bolman & Deal, 2017; Bush, 2007; Green, 2015; Juntrasook, 2014; 

Kezar et al., 2006; Normore & Brooks, 2014; Toor & Ofori, 2008; Spoelstra, 2018; Yukl, 2010; 

Zaleznik, 1992). On the one hand, it might be said that the compete and control functions 

represent the management way of conceiving and doing, and this might represent the dominant 

organizational structure and culture (bureaucratic and managerial culture). Thus, faculty 

members tended to conceive of their chairs as more likely to engage in such managerial roles and 

functions. On the other hand, it may be stated that the create and collaborate functions exemplify 

the leadership way of perceiving and undertaking, and this might show the less dominant 

organizational structure and culture (collegial culture) (see Denison et al., 1995; Cameron et al., 

2006; Hartnell, Ou, & Kinicki, 2011; Hooijberg, 1996; Ikramullah, Van Prooijen, Iqbal, & Ul-

Hassan, 2016; Lawrence et al., 2009; Lavine, 2014; Quinn & Rohrbaugh, 1983; Spreitzer, 2017; 

Tong & Arvey, 2015; Yu & Wu, 2009).  

Furthermore, the data analyzed in this study speak to a surprising finding. This is related to 

the fact that the four leadership and management functions correlate with each other. The 

direction of the correlation is positive. Plus, the magnitude of the association is very large. These 

very large correlations surpass the threshold for high correlation proposed in the psychometric 

and statistics literature for high association between variables (Cohen at et., 2003; Cronbach, 

1993; Keith, 2015; Raykov & Marcoulides, 2011). This positive and very high correlations 

between the four leadership and management functions corroborate previous results identified in 

the literature. As a matter of fact, the calculated correlation indices for the four leadership and 

management functions correspond closely to the correlation indices reported in Akbulut et al. 

(2015) recent study at a Middle Eastern higher education institution. 
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The high correlations between the constructs might have a number of interpretations. For 

example, it might be the case that the respondents did not understand the items measuring the 

leadership and management constructs. Another possibility is that the faculty did not take the 

task of filling out the survey seriously. Still another possibility might be related to the notion that 

the respondent did not differentiate between the four leadership and management constructs and 

tended to see them as one. Therefore, it might be the case that the competing value framework 

might not capture the notion of leadership and management functions in the context of this Saudi 

higher education. Further analysis will be presented in the discussion of the third question of this 

study. 

Additionally, the high correlations between the four leadership and management functions 

present some difficulties. It introduces multicollinearity (Alin, 2010; Cohen at et., 2003; Keith, 

2015). There will be further interpretations and implications about this issue and others when 

addressing the third research question posed in this study.  

Regression findings. In this part, I interpret the results of the following research questions:  

2. Do the demographic and background variables (Source of PhD credentials of the faculty 

members, academic fields (STEM and non-STEM) of the faculty members, years of 

experience of faculty members, and years of experience of being department chairs) 

predict the perceived leadership and management effectiveness of department chair? 

Regarding the second research question, the simultaneous regression analysis revealed that 

almost all the demographic and background variables statistically predict the perceptions of 

leadership and management effectiveness of department chairs at the investigated Saudi higher 

education, the University of Tabuk. The variance accounted for by all the demographic and 

background variables is approximately 18%. This is not trivial and small variance. Thus, it 
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should be considered seriously as it points to the fact that the demographic and background 

variables investigated in this study relate to faculty perceptions of departmental leadership and 

effectiveness. In the following paragraphs, I interpret the findings for each significant 

demographic and background IV.  

It appears that the discipline of the faculty members explicitly or implicitly relates to faculty 

perceptions of leadership and management effectiveness of their respective department chairs. 

This finding corroborates what has been documented in the higher education literature in that, 

the college or university’s academic disciplines exert, to some varying degrees, various effects 

on departmental management and leadership (Kekäle, 1999; Lattuca & Stark, 2009; Lucas, 2000; 

Whitsett, 2007). More specifically, faculty members representing science fields (science, 

technology, engineering, mathematics, and medical fields) reported statistically positive 

perceptions of their department chairs as compared to their peers in non-science fields (e.g., 

educational fields and business fields). 

The finding that department chairs in the science fields were perceived to be more effective 

than department chairs in the non-science fields might give rise to an important observation. 

Science fields are disproportionately favored and advantaged over non-science fields, 

theoretically and practically (Al-Esa, 2010). On the one hand, it might be stated that the science 

fields have been receiving a great deal of resources and supports, financially, structurally, 

developmentally, socially, just to name a few. On the other hand, it may be contended that the 

non-science fields have been experiencing a tremendous amount of criticisms and encountering 

shortages of resources and supports, financially, structurally, developmentally, socially, just to 

name a few. 
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As a matter of fact, recently some departments, especially in the educational fields 

experienced a great deal of difficulty. For example, most departments offering undergraduate 

programs in the Schools of Education in all Saudi public higher education institutions were 

closed (Al-watan Saudi News, 2018); thus, these departments now encounter a great deal of 

uncertainty as they are required to restructure themselves and figure out their identity. This, in 

fact, present some difficulty for members, faculty and chairs, affiliated with such departments. 

This unstable and uncertain working environment might have influenced the faculty perceptions 

of the performance and leadership and management effectiveness of department chairs in these 

departments. This is especially true knowing that the non-science fields are substantially 

overrepresented by faculty members residing within school of education. 

As a result, those working in science fields, including both chairs and their respective faculty 

members, experience stable and supportive working environments that eventually shape and 

influence the conduct of their roles and responsibility compared to those working in non-science 

fields especially those representing educational fields (Al-Esa, 2010; Kekäle, 1999). Such 

working environments in higher education, and how they affect the departmental leadership and 

management effectiveness, have been extensively discussed in the literature (Kekäle, 1999; 

Lucas, 2000; Knight and Holen, 1985; Mitchell, 1987; Pifer et al., 2019; Whitsett, 2007). It 

might be argued that the supportive working environments might have influenced the faculty 

perceptions of the performance and leadership and management effectiveness of department 

chairs and cause the faculty members to perceive their department chairs as effective in carrying 

out their leadership and management responsibilities and obligations.  

As the discipline of the faculty members predicts faculty perception of leadership and 

management effectiveness of department chairs, so does the origin of the PhD credential of the 
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faculty members. That is, the regression analysis revealed the fact that the country from which 

the faculty members earned their degrees predicted their perceptions of department chair 

leadership and management effectiveness. Specifically, faculty members who obtained their PhD 

credentials from other Arabian countries were observed to statistically perceive their 

departmental leadership and management more positively and effectively compared to faculty 

members who received their PhD credentials from Saudi Arabia. 

Interestingly, this finding supports the speculation reported in previous scholarly works 

regarding the socialization of PhD students. That is, it is argued that faculty members who had 

been socialized and studied in various foreign countries, and who had experienced different 

graduate education systems, might have different perceptions in respect to their departmental 

leadership and management effectiveness (Alamri, 2011; Al-Swailem & Elliott, 2013). As I 

stated, the finding of this study supports this speculation. However, the finding of this study does 

not support previous findings in the Saudi higher education literature (Althwaini, 2014). This 

study showed no statistically significant association of the origin of PhD credentials (the 

countries from which the faculty members got their PhD credentials) and the faculty members’ 

perceptions of departmental leadership and management effectiveness. 

What is more intriguing about the above finding is that there is no difference between faculty 

members who obtained their PhD degrees from western countries and those who got their PhD 

degrees from either Saudi Arabia or Arabian countries. This runs contrary to what was expected. 

This is due to the notion that faculty members who received their PhD credentials from western 

countries were perceived to be socialized differently compared to faculty members who studied 

and obtained their credentials from either Saudi Arabia or Arabian countries (Alamri, 2011). 

This observation is strongly supported in the literature in the sense that graduate education 
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systems around the word, especially the western side of the world, represents various ways, 

theoretically and practically, in the socialization of PhD students (Altbach, 2007; Clark & Clark, 

1993; Gardner & Mendoza, 2010; Walker, Golde, Jones, Bueschel, & Hutchings, 2009; 

Weidman, Twale, & Stein, 2001). 

One explanation for the above observation might relate to the notion that Saudi higher 

education institutions for approximately the last two decades have been trying hard to imitate 

foreign higher education systems, mainly western higher education systems (e.g., higher 

education in United State and higher education in United Kingdom) (Abouammoh, 2017; Al-Esa, 

2010; Al-Eisa & Smith, 2013). As such, these higher education institutions have, to varying 

degrees, applied, internalized, and institutionalized many organizational, structural, and 

educational ideas and concepts that were developed in western countries. One means, for 

example, that might have helped in this process is the longstanding policy for sending PhD 

students for studying in these western countries. In return, those students who obtained their PhD 

degrees go back and work in those Saudi higher education institutions as faculty members. 

Therefore, PhD programs, which are still in their infancy, offered in a couple of Saudi higher 

education institutions might have a lot of resemblance to their PhD programs in western higher 

education systems from which the faculty members graduated. 

Thus, on the one hand, this study observed no difference between those who obtained their 

PhD credentials from Saudi Arabia and those who got their credentials from Western countries in 

terms of their perceptions of departmental leadership and management effectiveness. On the 

other hand, this study observed a statistical difference between those who obtained their PhD 

credentials from Saudi Arabia and those who received their credentials from other Arabian 

countries in terms of their perceptions of departmental leadership and management effectiveness, 
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as for the latter group tending to endorse more positive and effective perceptions. This might 

speak to the notion that the academic department might be more welcoming and effective for 

faculty members who previously socialized in other Arabian higher education systems which 

might represent more of bureaucratic higher education systems (e.g., Jordanian higher education 

and Egyptian higher education system). 

The last background variable that I would like to discuss is the department chairs’ years of 

experience as perceived and reported by faculty members. The department chairs’ years of 

experience as perceived by faculty members was found to statistically predict the perceived 

effectiveness of departmental leadership and management. Specifically, department chairs who 

were perceived by faculty members as having intermediate chairing experience were statistically 

and positively endorsed for departmental leadership and management effectiveness compared to 

department chairs who were perceived by faculty members as possessing beginner chairing 

experience.  

The above finding corroborates what has been discussed and documented in the literature. 

That is, it has been widely reported that length of time in being a leader, manager, or both might 

be related to leadership and management performance and effectiveness (Bennett, 1983; 

Birnbaum, 1992, 1988; Bolman & Deal, 2017; Bolman & Gallos, 2010; Fullan & Scott, 2009; 

Juntrasook, 2014; Kezar et al., 2006; Yukl, 2010). This is equally applicable to the case of 

department chairs. Department chairs who possess intermediate chairing experience were 

perceived to show departmental leadership and management effectiveness compared to those 

having beginner chairing experience as perceived by the faculty members. This makes sense 

because of the fact that as time passes, department chairs are more likely to gain more 

experiences in carrying out their leadership and management functions and responsibilities. This 
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is reported to be the case for the academic leaders within higher education institutions (Bennett, 

1983; Birnbaum, 1992, 1988; Bolman & Gallos, 2010; Fullan & Scott, 2009; Juntrasook, 2014; 

Kezar et al., 2006). However, it is worth noting that the faculty perceptions of length of time of 

their chairs in their roles might be inaccurate, and this should be kept in mind when interpreting 

the finding.  

Interpretation of the third research question. In this part, I interpret the third research 

question.  

3. Controlling for all the demographic and background variables to what extent do the 

perceived leadership and management functions predict departmental leadership and 

management effectiveness? 

As indicated in the results chapter, answering this question was problematic. There are two 

major factors contributing to this issue. The first factor relates to the finding that the four 

leadership and management functions showed very strong correlation with each other. For 

further information see the correlation results previously discussed in the results chapter. The 

second factor relates to the finding that the four leadership and management functions IVs 

showed strong association with the leadership and management effectiveness DV. In another 

words, the four leadership and management functions IVs statistically and strongly correlated 

with the leadership and management effectiveness DV.  

Very high correlation between two or more variables might point to the fact that these 

variables represent one construct (Brown, 2015; Cronbach, 1993; Raykov & Marcoulides, 2011). 

In this case it might mean that the four functions of leadership and management constituting the 

competing value framework CVF might be, based on the collected and analyzed data, displaying 

one construct not four constructs. Additionally, the four leadership and management functions 
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IVs and the leadership and management effectiveness DV strongly correlated. This may indicate 

that the four leadership and management functions IVs and the leadership and management 

effectiveness DV are representing one overall construct. This is due to the strong correlations 

between the variables of interests (Brown, 2015; Cronbach, 1993; Raykov & Marcoulides, 

2011). There are some reasons that might contribute to this observation: one theoretical and the 

other methodological.  

From a theoretical point of view, there are a number of possible interrelated factors that 

might have contributed to the observation in this study in which the five constructs are, as 

observed, not distinct from each. The first overarching factor might be related to the notion of 

cultural differences (Hoftede, Hofstede, & Minkov, 2010). There are a number of studies that 

have highlighted the importance of cross-cultural differences in leadership (Den Hartog & 

Dickson, 2018; Fairhurst, 2010; Hoftede et al., 2010; Kezar et al., 2006; Yukl, 2010). 

Collectively, these studies speak to the wide observation that conceptualization, definition, 

understanding, and interpretation of leader and leadership are subject to contextual and 

situational factors. Stated differently, there are cultural differences when it comes to the practical 

and theoretical view of leader and leadership. Thus, it might be the case that the faculty 

perception of departmental leadership, management, and effectiveness might be influenced by 

the macro, societal culture (Bess & Dee, 2008; Den Hartog & Dickson, 2018; Hoftede et al., 

2010; Yukl, 2010) and meso (higher education context) and micro (institutional, college, and 

departmental contexts) (Bess & Dee, 2008; Clark, 1972; Kezar et al., 2006; Tierney & Lanford, 

2018). According to this body of scholarly works, the subculture as well as the dominant culture 

explicitly and implicitly affect, to varying degrees, the value, belief, and behaviors of people 
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living in such culture or subculture. This leads to the discussion of another interrelated factor. It 

is associated with the notion of framing. 

Framing might be defined as a mental model or a mental undertaking in which any individual 

engages in order to construct and make sense of situations, circumstances, and events (Fairhurst, 

2010). Framing is strictly embedded within the culture contexts (be they, macro, meso, micro, or 

all). Therefore, frame and framing are greatly influenced and shaped by the dominant culture as 

well as the sub-culture (Bess & Dee, 2008; Fairhurst, 2010; Kezar et al., 2006; Tierney & 

Lanford, 2018). It might be the case that the surveyed faculty members have different framing of 

the leadership and management functions and effectiveness. This is due to the fact that such 

faculty members live in a different culture (Hoftede et al., 2010). This culture features belief and 

value systems different than the culture values embedded in the investigated leadership and 

management framework, the CVF.  

For example, power distance culture (the acceptance of unequal distribution of power in 

institutions and inorganizations), collectivist culture (valuing interdependence and focusing on 

the common interests), and restraint culture (highlighting the fulfillment of one’s duty and 

obligations) (Hoftede et al., 2010) are all highly present in the Saudi higher education context. 

These culture values are more likely to have impacted the framing of leadership and management 

functions and effectiveness. Therefore, the surveyed faculty members might have bias in terms 

of their perception of departmental leadership, management and effectiveness due the 

confounding influences of the mentioned culture dimensions. As a result, those faculty members 

tended to endorse positively and highly the departmental leadership, management, and 

effectiveness; thus, this type of rating might not reflect the true nature of departmental 

leadership, management, and effectiveness. This type of bias might relate to a bias called social 
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desirability (see for review, Gonyea, 2005; Podsakoff, MacKenzie, Lee, & Podsakoff, 2003; 

Podsakoff & Organ, 1986). 

As a matter of fact, the review of studies of academic leadership and management in the 

context of Saudi higher education institutions demonstrated two interesting observations. Almost 

all showed high and positive endorsement of academic and departmental leadership and 

management. In addition, they showed no distinction between the concept of effectiveness as a 

separate variable when it comes to the studying of leadership and/or management. Rather 

instead, almost all studies conceptualized effectiveness as an embedded characteristic in the 

measured leadership and management constructs (be they, skills, competencies, concepts, or so 

forth). Thus, the surveyed faculty in this study might hold such view of no distinction between 

departmental leadership and management functions, and departmental leadership and 

management effectiveness. 

From a methodological point of view, there is an overarching factor that might contribute to 

the observation in this study. This factor relates to the idea of meaning equivalency (Gonyea, 

2005; Podsakoff, MacKenzie, Lee, & Podsakoff, 2003; Podsakoff & Organ, 1986). It might be 

the case that the meaning of the items measuring the leadership and management functions and 

the leadership and management effectiveness are not equivalent across the two higher education 

contexts: US higher education setting and SA higher education setting (Den Hartog & Dickson, 

2018; Kezar et al., 2006). Stated differently, faculty members who participated in this study 

might have conjured up different meaning than the intended ones. As a result, those faculty 

tended to see no difference between the four functions of leadership and management as well as 

the leadership and management effectiveness.  
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Implications  

Implications for institutional leaders and policy makers. One of the important findings of 

this study relates to the notion of chairing experiences. This study found that the faculty 

members’ perception of years of experience of their chairs predict their perceived departmental 

leadership and management effectiveness. Department chairs perceived and reported by the 

faculty members as having middle to senior years of experience were perceived, by the faculty, 

to be more effective than chairs perceived to have very few years of experience. It is incumbent 

upon those in upper leadership and managerial positions to provide the necessary support system 

in order to help those who are assuming or will assume departmental leadership and management 

responsibilities. There are number of measures that upper academic leaders and administrators 

can take to in an attempt to make that leadership and management adequacies are more 

frequently practiced and institutionalized at the departmental level. 

For example, there should be provision of ongoing developmental programs for those 

assuming departmental leadership and management. The higher education literature has painted 

the picture that there is a great lack of developmental programs to assist and train academic 

department chairs for carrying out their leadership and management functions and 

responsibilities (Aba Al Khail, 2016; Carroll & Wolverton, 2004; Gonaim & Peters, 2016). In 

fact, if there are such programs, they are not sustained and ongoing (Gonaim & Peters, 2016). 

Therefore, the upper academic leaders and administrators in the Saudi higher education 

institutions should take the necessary measures to establish developmental programs for 

academic leaders at the departmental level. They should also make sure that the offered 

developmental programs are meeting the current and future needs of departmental leadership and 

management.  



 

 

95 

 

Upper academic leaders and administrators should strive for making those programs 

sustainable with the provision of the necessary resources like financial and human resources. 

Accordingly, those developmental programs should be offered more than once. This is in order 

to make such developmental programs accrue their benefits have more likelihood of being 

internalized and institutionalized. For instance, those developmental programs might be offered 

twice during the academic year. For instance, they might be offered before or at the beginning of 

the fall academic semester, and they might be offered at the beginning or end of the spring 

academic semester. 

Additionally, this study concluded as has been found in others that departmental leadership, 

management, and effectiveness are practiced and perceived differently across academic 

disciplines (Fullan & Scott, 2009; Kekäle, 1999; Kezar et al., 2006; Lattuca & Stark, 2009). 

Hence, upper academic leaders and administrators should take this finding into consideration 

when they assign and go about the development of leadership and management professional 

training programs for academic leaders. These programs should be differentiated in order to 

reflect and mirror the various disciplinaries’ practices and paradigms. Doing so will make the 

developed programs more effective than the notion of one size fits all. 

Furthermore, mentoring programs are reported to be effective means for developing 

leadership and management competencies and skills (Kezar et al., 2006; Yukl, 2010). However, 

the research speaks to the paucity of mentoring programs for faculty members who are either 

aspiring to the departmental leadership and management position (being the chair or associated 

chair) or who are nominated to be the chair or the associate chair (Carroll & Wolverton, 2004; 

Gonaim & Peters, 2016). These prospective department chairs and associate chairs might lack 

any mentoring experience that paves the way for such individuals to learn what it takes to be in 



 

 

96 

 

these positions, what is needed? And how to go about it? Therefore, upper academic leaders and 

administrators should strive to provide mentoring programs at the departmental level. Thus, 

those who are nominated or who are aspiring to these positions have firsthand experiences about 

leading and managing academic department. Such experiences will ameliorate some of the 

difficulties reported in the literature. 

For example, upper academic leaders and administrators need take this into consideration 

when addressing departmental leadership and management. In fact, they might increase the 

provision of developmental and mentoring programs of current department chairs as well as for 

nominated and aspiring faculty members. Doing so might add and offer educative experiences 

for those who are assuming and will assume departmental leadership and management positions. 

In fact, this is what have been reported in the literature (Carroll & Wolverton, 2004; Gmelch, 

2004; Gonaim & Peters, 2016). These studies speak about the importance and benefits of 

developmental and mentoring programs for increasing departmental leadership and management 

adequacies and competencies which eventually lead to more leadership and management 

effectiveness. 

Implications for academic departments and aspiring leader. Based on the descriptive 

findings in this study, it appears that department chairs were perceived to disproportionately 

cling to the traditional view of leadership. That is, they were perceived to be as autocratic and 

authoritative. Those academic leaders and others should strive to learn and develop various ways 

of leadership and management competencies and skills (Bolman & Gallos, 2010; Fullan & Scott, 

2009; Kezar et al., 2006). These suggestions are in direct alignment with view of many 

leadership paradigms like the social constructivist school of thoughts and the critical theory 

school of thoughts (Kezar et al., 2006). These schools highlight the importance of constructing 
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and developing various leadership and management skills and competencies. They also pinpoint 

to the importance of seeing leadership as both individual and group processes. The primary takes 

of the leaders are to cast the balance among all these various components (Kezar et al., 2006). 

Doing so might pave the way for the academic leaders to develop a sophisticated view of 

leadership and management, leading eventually to a lifetime impact. 

Another suggestion for department chairs and academic leaders relates to the idea of 

contextual factors. As it appeared that there are differences associated with academic settings. In 

that, leadership and management functions as well as leadership and management effectiveness 

are directly or indirectly associated with academic disciplines (Fullan & Scott, 2009; Kekäle, 

1999; Kezar et al., 2006; Lattuca & Stark, 2009). That is, the constructing of leadership, 

management, and effectiveness are not the same across the academic disciplines. Leadership and 

management behaviors that are perceived as effective in one setting or context might be 

perceived differently in another setting or context. Therefore, the academic leaders need to be 

aware of the contextual factors that bear influence in their respective settings and contexts. 

For example, current or aspiring department chairs are more likely to be better off if they 

understand the dominant culture in their academic department, school, as well as their institution 

(Bolman & Gallos, 2010; Fullan & Scott, 2009; Kezar et al., 2006). They are encouraged to do 

contextual analysis and investigation. They need to search to secure clear and deep 

understanding of their departmental culture as well as school and institutional cultures. They 

should be vigilant observers. For instance, they might observe the way individuals communicate 

with each other in their approximate and remote environments. Still another example, department 

chairs are out to listen closely to their supervised colleagues. This is in order to understand the 

faculty members’ backgrounds and experiences, and how these variables factor in the 
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constructions and interpretations of departmental leadership, management, and effectiveness. 

Feedback and input seeking are essential mechanisms that increase learning, development, and 

growth (Bolman & Gallos, 2010; Fullan & Scott, 2009; Kezar et al., 2006). 

When department chairs as well as other academic leader followed the suggestions above, 

they are more likely to be effective and productive in their departmental leadership and 

management.  It is better to put in the words of Kezar et al. (2006) when they contended that 

academic leaders in higher education institutions are more likely to be effective when: 

They can see organizations as cultures, can use symbols and stories effectively, 

can relate to people from different cultural backgrounds, are politically savvy, can 

carefully identify power dynamics, can understand techniques to create 

empowerment, are careful listeners, and are able to use a variety of accountability 

mechanisms (p. 160).  

Implications for Future Research 

This study attempted to investigate the leadership and management behavioral complexity of 

department chairs, and how effective they were in carrying out their leadership and managerial 

functions. It employed the competing value framework in order to examine and explore the 

behavioral complexity of departmental leadership and management and their effectiveness as 

perceived by faculty members at a single Saudi higher education institution. There are a number 

of implications ensuing from the results of this study. 

First, although this study employed traditional, positivist paradigm in order to answer its 

research questions, constructivist and critical paradigms will be more useful and fruitful for the 

investigation of departmental leadership and management (Kezar et al., 2006). Therefore, future 

research is strongly encouraged to combine assumptions from these paradigms as well as others. 
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This is due to the fact that the theoretical framework of leadership and management used in this 

study has been developed in the United States, and this theoretical framework might have been 

interpreted and perceived differently in the context of Saudi Higher education. Therefore, the call 

for the combination of assumptions from various paradigms, especially the constructivist and 

critical paradigms, is of paramount importance. Doing so is more likely to help the researcher for 

developing deep and contextual understandings and comprehensions of the subtilties, nuances, 

and intricacies embedded in the investigation of academic leadership and management in the 

context of Saudi higher education institutions. 

Furthermore, this study employed quantitative methodology. Other study might use 

qualitative methodologies for investigating departmental leadership, management, effectiveness. 

There are various types of qualitative methods. For example, future research might try to conduct 

individual as well as group interviews in order to solicit data from faculty members regarding the 

various departmental leadership and management functions as well as departmental and 

leadership effectiveness. Another example might be the employment of ethnographic research 

design (Creswell, 2014). Such study might untangle the contextual complexity inherent in the 

study of leadership and management at the department level, and how this level affect and get 

affected by other lower levels (e.g., faculty members and students) as well as higher levels (e.g., 

deans and associate deans). 

Second, this study was conducted at single point in time. Therefore, there is a need to 

conduct additional studies that take into consideration a number of research questions: Do the 

leadership and managemental functions show stability over time? Or do they fluctuate based on 

contextual circumstances? Do leadership and management effectiveness vary across time? Does 
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it differ across situations? Do the perceptions of departmental leadership, management, and 

effectiveness change due to the change of departmental and college constituencies? 

Third, this study solicited cross-sectional data from one departmental consistency, Saudi 

faculty members. Future research might try to elicit data from various constituencies. For 

example, future study may be better off if they can combine data from faculty members, 

department chairs, deans, and associated deans. This might paint a clear and comprehensive 

picture regarding departmental leadership, management, and effectiveness.  

At last but not least, this study investigated departmental leadership and management 

functions and effectiveness across academic fields. Unfortunately, due to the small sample size, 

the study collapsed the variously reported academic disciplines into two categories: science 

fields and non-science fields. Future study might try to increase sample size across the various 

academic disciplines. Doing so might show the nuances and subtilties embedded within the 

diverse academic disciplines. This will eventually materialize in practical and theoretical 

knowledge that will further understanding of departmental leadership, management, and 

effectiveness. This type of research if quantitatively conducted may entail more advanced 

statistical methods like multilevel molding statistic (Gelman & Hill, 2007). 

Conclusion 

 This attempted at investigating the behavioral complexity of departmental leadership and 

management, and how they relate to departmental leadership and management effectiveness. 

Hence, this study utilized the competing value framework CVF due to its complexity for 

exploring departmental leadership, management, and effectiveness. The study also investigated 

the association of a number of demographic and background variables and departmental 

leadership and management effectiveness. This study solicited data from faculty members 
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working at a Saudi public higher education institution. The correlation and regression analyses 

revealed a number of intriguing findings. This study concluded with a number of Implications 

and some suggestions for future research.  
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Appendix I 

The Competing Values’ instrument. Table A.  

Leadership and 

Management 

Functions (IVs)  

Leadership and 

Management 

Roles 

Operationalized items 

Collaborate  Facilitator Being open to suggestions 

Employing participative decision-making 

Maintaining an open climate for discussion 

Mentor Encouraging career development 

Seeing that everybody has a development 

plan  

Supporting faculty members on career issues 

Emphasizer Being aware of when department members 

are burning out 

Encouraging department members to have 

work/life balance  

Recognizing feelings  

Create  Visionary  Meeting with department members to discuss 

their needs  

Identifying the changing needs of the 

department members  

Anticipating what the department members 

will need in the future 

Innovator   Initiating projects that will contribute to the 

field  

Improving existing programs/departments  

Taking entrepreneurial steps 

Motivator Encouraging department members to be 

creative  

Encouraging department members to try new 

things  

Getting department members to exceed their 

individual performance patterns 
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Control  Regulator  Seeing that written or unwritten department 

policies are understood 

Insuring that written or unwritten department 

policies are known 

Making sure university regulations are 

known 

Monitor  Emphasizing the need for accuracy in work 

efforts 

Expecting people to get the details of their 

work right 

Emphasizing accuracy in work efforts 

Coordinator  Providing directive and supportive project 

management 

Supporting projects  

Closely managing projects 

Compete Competitor  Emphasizing the need for competition 

between on campus and out of campus (other 

state universities and private universities)  

Developing a competitive focus against other 

state universities and private universities 

Outclassing the other state universities and 

private universities 

Producer  Showing an appetite for hard work 

Modelling an intense work effort 

Demonstrating full exertion on the job 

Driver  Getting administrative work done quicker in 

the department 

Producing faster outcomes in the department  

Providing fast responses to emerging issues 
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The Competing Values’ instrument. Table B.  

The effectiveness measure (DV):  

 

Operationalized items 

Meeting performance standards 

Comparison of the head of the department to 

professional peers 

Performance as a role model 

Overall professional success 

Overall effectiveness as a leader 

Conceiving change efforts 

Leading change 

Having impact 
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