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ABSTRACT 

Globalisation and rapid environmental change have created many challenges for public and 

private organisations across Iraq as a developing country, particularly in the higher education 

sector. This includes, for example, decreases in government funding; increased demand for 

higher education; a need for economic transformation, and related competitiveness of 

organizations. Such challenges require exceptional leaders and strategic planning in order to 

take action to improve. In Iraq, the higher education sector is still one of the main foundations 

in progressing the knowledge economy. Studies into leadership style, strategic planning 

processes, and the importance of leadership and organisational culture to an organisation’s 

success have been used to assist both public and private Iraqi colleges in responding to the 

challenges they face. Although, some studies have examined the interaction between leadership 

and strategic planning, and leadership and organisational success, there has been no empirical 

study that has investigated how these three variables interact together. Thus, this study aimed, 

firstly, to identify the current leadership styles and strategic planning processes in the colleges 

and the challenges they faced, and to gain an understanding from the perspective of the senior 

leaders themselves as to how they might best respond to the current situation. Secondly, based 

on the participants’ experiences, knowledge and perceptions, the study aimed to identify 

implications for both practice and policy to help improve the colleges’ outcomes. 

The study involved a mixed-methods approach and was conducted in two stages. 

During the first stage, the researcher gathered quantitative data by administering a survey 

package to 129 leaders (deans, associate deans, and heads of departments) across both public 

and private colleges in the capital city of Baghdad. During the second stage, the researcher 

gathered qualitative data to more deeply explore the survey results by conducting individual 

interviews with a sub-sample of 21 leaders from both college types (ten public and 11 private). 

In the data analyses stages, both descriptive statistics and inferential statistics were applied to 

compiling tables and charts, and to test hypotheses, by employing the Statistical Package for 

Social Sciences (SPSS), Microsoft Excel, and NVivo. 

The results of study showed that both transformational and transactional leadership 

styles played a varied and vital role in the colleges’ strategic planning processes, and in turn 

their success. The fact that private colleges were ‘for profit’ and public colleges were ‘not for 

profit’, as well as their contrasting funding models, highlighted key differences between the 
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two college types’ leadership and general modus operandi. While it was found that both 

transformative leadership and transactional leadership styles were necessary to address the 

challenges colleges faced in the Iraqi educational context, the impetus for change extended far 

beyond the need for professional development of leaders. The embracing of information 

communication technologies, and reliable Internet was seen as necessary in all aspects of the 

colleges’ work and provision for teaching and learning, and students’ success. This applied to 

both college types along with the need for closer adherence to government regulations and 

more focused government coordination of colleges’ administrative functions. Furthermore, 

implications for making successful improvements to practice also identified the need to manage 

the challenge of sociocultural influences on the appointments and promotions of leaders. It was 

concluded that a greater emphasis on teamwork and provision of incentives for staff, along 

with a ‘boost’ to pedagogy and practice, which could be provided through the adoption of 

information communication technologies and appropriate professional development strategies, 

would enhance the colleges’ ranks and the status of their qualifications. Also, theoretically, the 

study offers a value-add to leadership, strategic planning process, and organisational success 

literature in the form of a conceptual model that links these variables in the context of Iraqi 

higher education sector. 
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CHAPTER 1 INTRODUCTION 
1.1. Overview 

This chapter provides an introduction to the topic of the dissertation. Chapter 1 is divided into 

nine sections. The chapter starts with an overview in Section 1.1. Section 1.2 displays the 

operational definitions about the variables of the study. Section 1.3 illustrates the background 

of the problem. Section 1.4 includes the study’s aim, objectives, and questions. Section 1.5 

presents the hypotheses of the study. Section 1.6 explains the significance of the study. Section 

1.7 describes the study’s setting and audience. Section 1.8 presents an overview of Iraq’s 

context and cultural background. Finally, Section 1.9 displays the structure of the dissertation.  

 

 

Figure 1.1: Outline of Chapter 1  

 

1.2. The Operational Definitions of the Variables of the Study 

The operational definitions are a set of understandings that should clarify for the researcher 

and the reader of this thesis the underpinning theoretical concepts and variables under study 

1.8 Thesis Structure

1.7 The Research Context, Iraq and Cultural Background

1.6 Study Setting and Audience

1.5 Significance of the Study

1.4 Research Aim, Objectives, and Questions

1.3 Research Problem Background

1.2 The Operational Definitions of the Variables of the Study

1.1 Overview

CHAPTER 1 INTRODUCTION



 

 

 

2 

(Anderson & Sun, 2017). The operational definitions determine specifications, which 

researchers use to take account of the difference between the construct of interest and what was 

actually studied (Danley & Widmark, 2016). In addition, these definitions provide justification 

for the researcher’s evaluation and defence of the translation validity of their particular 

operationalisations (Slife, Wright, & Yanchar, 2016). Therefore, researchers should define the 

terms of their study to more fully understand and clarify the research and its knowledge base. 

For the present research they are as follows: 

Leadership is the ability or the influence to guide and achieve certain goals through others 

(Northouse, 2018; Shamir, Arthur, & House, 1994). This concept is further explained in chapter 

2, section 2.3. 

A leader is a person who has the ability to develop a clear vision based on the analysis and 

understanding of the reality as s/he sees it. Typically, contemporary leaders are viewed as able 

to  identify a set of goals and to motivate others to achieve them together, through their ability 

to understand and analyse the skills of each individual in their team and to enable them to 

contribute in the best possible way (Anderson & Sun, 2017; Wu et al., 2017). 

A Leadership Style (LS) can be defined as a set of actions or characteristics that the leader 

practises with their staff or team to achieve the objectives of the organization, which may have 

either a positive or negative effect on the organizational culture and achievement of goals 

(Bamiatzi, Jones, Mitchelmore, & Nikolopoulos, 2015; Kinsler, 2017).  

The Strategic Planning Process (SPP) is a systematic administrative process that organisations 

and their leaders use in the process of preparing for the future of the organization, according to 

its vision, mission, and values, in order to support the achievement of its goals in a timely 

manner. This involves analysing the internal and external environment and setting objectives 

and performance indicators (Al Shobaki, Amuna, & Naser, 2016; Elbanna, 2016). This concept 

is further explained in chapter 2, section 2.4. 

Organisational Success (OS) is the ability of an organization to achieve its commitment to 

meeting the needs and desires of its customers, and to continually improve and develop its 

products and/or services to be economically viable while considering cost, time, and effort 

(Pinho, Rodrigues, & Dibb, 2014; Simon, Kumar, Schoeman, Moffat, & Power, 2011). This 

concept is further explained in chapter 2, section 2.5. 

Organisational Culture (OC) can be defined as the visible and common criteria, values and 

behaviours among an organisation's individuals that distinguishes them from other 
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organizations (Lok & Crawford, 2004; Scott, Mannion, Davies, & Marshall, 2018). This 

concept is further explained in chapter 2, section 2.6. 

 

1.3. Research Problem Background 

It is important to understand the recent history of the higher education sector in Iraq to 

appreciate the research context and problem. Today’s higher education sector has emerged 

following almost a decade of war, 2003-2011 (which saw the overthrowing of Sadam Hussein’s 

government and continued conflict), and it offers study through both public and private 

institutions. This is in spite of the US’s occupation and continued activities of insurgents. 

However, there is evidence that the current higher education practices are problematic and can 

be influenced by local politics, and that they are not as effective as they could be in producing 

graduates who can contribute to and be future leaders in rebuilding the nation. In addition, 

public universities are normally funded by the government, whereas, private colleges depend 

on the students payment of fees. Thus, research into the effectiveness of current higher 

education institutions has the potential to have an impact on improving their offerings, and in 

turn the rebuilding and revival. As a developing country, an emphasis on the role of higher 

education is strategic because it is new graduates who will play a key role in allowing the sector 

to expand its services and in ways that can contribute best to workforce planning needs 

(Ahmad, Soon, Saiman, & Yusoff, 2016; Falqueto, Hoffmann, Gomes, & Mori, 2019; Hu, Liu, 

Chen, & Qin, 2018; Milton, 2013). Recently, international events have created many 

challenges for both public and private colleges in the world; correspondingly, in Iraq, they face 

similar external challenges, such as decreasing government funding; increasing demand for 

higher education; changes in demographics; need for economic transformation; and the actions 

of competing organizations, as well as the demand to teach western knowledges (Al-Qaisi & 

Khawam, 2015; Kramasha & ltaie, 2010; Mahmoud, 2017; Mohamed, 2009). Similarly, these 

colleges have faced internal challenges such as poor leadership styles and communication 

among members; unwillingness by leaders to listen to staff comments and suggestions; a lack 

of acknowledgment of staff’s work; lack of motivation to invest in ICT; and poor outcomes 

(Dooris, Kelley, & Trainer, 2004; Elbanna, Andrews, & Pollanen, 2015; Fathi & Wilson, 2009; 

Fullan, 2007; Lee & Bai, 2003; Lerner, 1999; Ofori & Atiogbe, 2012). Hence, the question 

arises as to how the colleges can best address and face these challenges.  
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According to recent research (Abdul Malik, Al Kahtani, & Naushad, 2013; Divjak, 2016; Fathi 

& Wilson, 2009; Kay & Carlin, 2017; Ofori & Atiogbe, 2012; Taylor & Machado, 2006; Wang, 

2019; Yudatama & Sarno, 2016), such colleges need to strategically plan if they are to 

ultimately grow and succeed. Other studies (Dooris, 2002; Dooris et al., 2004; Kahveci et al., 

2012) have noted that strategic planning is a major and vital tool that is essential to making 

improvements in turbulent environments like Iraq to ensure goals can be achieved. As Amin, 

Razmi, and Zhang (2011) have emphasised, it can create a visible diagnosis and can help 

predict future challenges through identifying Strengths, Weaknesses, Opportunities and 

Threats (SWOT) (i.e. conducting a SWOT analysis). They have noted that this process is one 

of the most well-known strategic planning techniques to inform planning for change. Similarly, 

its applicability to the Middle Eastern context is reinforced in the research of El Fadel, Rachid, 

El-Samra, Boutros, and Hashisho (2013) and Jaber, Elkarmi, Alasis, and Kostas (2015). 

Although their research is related to the science area, a different focus, it is still relevant to the 

present study, since improving higher education is necessary to build the capacity of Iraq’s 

population and youth in the current context of a developing country that continues to 

experience serious disruptions. Of note is that the Iraqi government sponsored this research 

rather than other proposed projects for other government departments, thus highlighting its 

importance. However, as argued by Haber-Curran and Tillapaugh (2013) the strategic planning 

process needs to have a transformative and adaptive leadership style to achieve an 

organisation’s goals and objectives, which requires a different approach to traditional practices 

in Iraq. It has been confirmed by various researchers (Chang & Chen, 2015; Duserick, Huang, 

& Dai, 2007; Khan & Khalique, 2014b; O'Regan & Ghobadian, 2005; Plant, 2009; Taylor & 

Machado, 2006) that organizational success depends on effective leadership, the type of 

leadership employed, and clear strategy. It has also been shown that strategic planning is 

critical to organizations’ success, such that when organisations are weak in this area it may 

negatively impact on their growth and ability to succeed (Elbanna et al., 2015; Kohzadi & 

Hafezi, 2016; McKay, Murray, & Hui, 2011; Rudd, Greenley, Beatson, & Lings, 2008; Song, 

Im, Bij, & Song, 2011). These previous studies have also made recommendations for future 

research to investigate the relationship between leadership style and the strategic planning 

process more deeply, and how this relates to organizational success. This is highly pertinent to 

this research problem, since the higher education sector’s practices are not clear, and their 

outcomes vary. In addition, this study was identified as a priority by the Iraqi Higher Education 
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Ministry in its recognition of the need for strategic advice to help improve the higher education 

sector outcomes, through the provision of a scholarship to the researcher to investigate this 

problem (see Appendix A). Also, anecdotally, through personal communications with deans 

and associate deans of the colleges where he works as a lecturer, the researcher was able to 

confirm local recognition of the need for the study to assist them to deal with the challenges 

they face in their leadership roles.  

 

 

1.4. Research Aim, Objectives, and Questions 

The study aimed to explore the current approach to and relationship between leadership and 

strategic planning in a sample of colleges in Baghdad, Iraq, to provide strategic advice to the 

government and the higher education sector and to ensure appropriate improvements for the 

future. It set out to identify leadership styles in relation to strategic planning processes that may 

lead to improved organizational outcomes (Organisational Success) in both private and public 

colleges. To achieve this aim, the following research questions were identified:  

RQ1. What current leadership styles are present in Iraqi public and private colleges? 

RQ2. What challenges do the colleges face in achieving organisational success?  

RQ3. How might these colleges adapt and change their practices to be more effective in 

achieving their goals? 

Drawing on these focus questions, the following research sub-questions were formulated:   

RQi. How do PPICs provide leadership and currently plan, in their particular context, to 

achieve success?   

RQii. What is the relationship between their leadership style/s and the strategic planning 

processes in relation to the PPICs performance? 

  

1.5. Significance of the Study  

The study is very important for two major reasons. Firstly, the colleges under study struggle 

because of the national and international challenges that continually face them in their war-

torn environment because their staff are not equipped in any special way to cope. Thus, the 

Ministry of Education in recognizing this has recommended this study and provided the 
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researcher with a scholarship to undertake it. As noted earlier, the researcher is also personally 

aware of the problem through his role as a lecturer and discussions with senior staff. Secondly, 

there is a dearth of research in this field in such contexts as Iraq where there may be both 

contextual and cultural challenges in applying contemporary leadership theories and strategic 

planning approaches to current practices. Thus, the research findings facilitate the 

identification of strategic recommendations to help ensure that the vital elements of leadership 

and strategic planning processes are considered in providing advice on how to improve the 

colleges’ organisational planning and ultimately their outcomes in trying to achieve 

organisational success.  

The significance of the study is summarized in the following points:      

1- This study contributes to solving the problem of the lack of empirical studies that seek 

to identify how educational outcomes of colleges in Iraq, a developing war-torn 

country, may be improved through gaining a deeper understanding of the link between 

the leadership style LS and strategic planning process SPP in relation to achieving 

success in terms of outcomes of its public and private colleges.  

2- It focuses on the vital educational service sector in Baghdad, Iraq, which plays a crucial 

role in improving the level of knowledge of the various disciplines and the colleges’ 

ability to develop good practice, adapt to the changing environment, and achieve 

success. 

3- The philosophical, theoretical, and experimental content of the study is empirical in its 

aim to examine the relationship between LS and SPP and their impact on the 

organizations’ success under study, which has not been studied previously according to 

the researcher’s knowledge, though has been recommended by (Abadi & Aliqabi, 

2019a; Al-Tai & Raouf, 2018; AlKhafaji, 2019b).  

4- The study outcomes, through the development of recommendations to inform 

government policy, are aimed at facilitating improvement to the way the colleges are 

led, and at improving strategic planning processes, which are related to achieving set 

goals, and have the potential to help guide the expansion of the educational sector and 

better equip the educational organizations to deal with the ongoing challenges and 

change.  
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1.6. Research Setting and Audience  

The research addresses several key variables in relation to leadership and strategic planning 

and is innovative in combining the study of leadership and organisational behaviour, strategic 

planning in the field of strategic management, and organisational success regarding public and 

business administration in the developing country of Iraq. It has the potential to provide policy 

and practical advice to higher education colleges that can help improve outcomes through both 

changes in leadership styles and strategic planning processes (Al-Qaisi & Khawam, 2015; 

Dooris et al., 2004; Elbanna et al., 2015; Fathi & Wilson, 2009; Mahmud, 2017; Ofori & 

Atiogbe, 2012; Salman & Al-Naciri, 2016; Taher, 2018; Taylor & Machado, 2006). Thus, this 

study’s outcomes are expected to assist in constructing a common vision of leadership styles 

and strategic planning processes that should positively influence organisational success in the 

long run in the higher education organisations in general, and particularly the higher education 

organisations in Iraq. In particular, this study provides benefits for the leaders in public, private, 

and civil society organisations, and also researchers and postgraduate and graduate students. 

 

1.7. The Research Context, Iraq and Cultural Background 

Before 2003, the higher education sector in Iraq was severely damaged by a sequence of wars 

and sanctions, as Iraq went through three wars from 1980 to 2003 (Hiro, 2003). The first war 

was between Iraq and Iran (1980-1988), and depleted most of the human and economic 

resources of both countries (Willett, 2003). The second war started in 1991 between United 

States and the Iraqi dictatorial regime; it is called the Gulf War (1990-1991), and was most 

destructive for Iraq  (Halliday, 1994). After that, Iraq went through a series of embargos and 

international sanctions lasting thirteen years (Simons, 2016). All these wars led to a drop in the 

number of students in both the public and private colleges (Matsuura, 2012) and even now 

there are continued disruptions (Amirali, 2019; El-Ghali, Ali, & Ghalayini, 2017). 

The higher education sector in Iraq has undergone massive changes since 2003, when the Iraqi 

dictatorial regime was changed by the United States to a parliamentary system (Harb, 2008). 

This change led to a social development process that increased family incomes, and rebuilt the 

economy (Romani, 2009). As a result, there was increasing demand for bachelor, master’s and 

PhD degrees. For this reason, Iraqi Higher Education has become one of most important sectors 
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and understandably seeks to achieve the highest performance for learning and scientific 

research outcomes. Thus, this has led to increasing the number of colleges in both the public 

and private sector (Al-Husseini & Elbeltagi, 2016), and in turn increased the need for recruiting 

and employing more graduate students and lecturers.  

In spite of these changes in the higher education, sector marketing, and recruitment of many 

new employees, as well as an increased focus on academia, little attention was given to 

leadership and the strategic planning process for the colleges (although this was evident in 

other fields), which are well recognized as essential elements for organisational success (Al-

Kubaisi & Al-Kaoud, 2016; Saeed & Kata, 2016; Salau, Falola, Ibidunni, & Igbinoba, 2016). 

Of relevance is the fact that among other recent research (Al-Jubouri, 2019; Al-Tai & Al-

Zubaidi, 2017), where Western approaches to leadership and strategic planning have been in 

use and studied in Iraq, Al-Husseini and Elbeltagi (2016), for example, have recommended a 

focus on both the leadership style and strategic planning  

It is also well accepted that the key factor in being able to achieve their goals is the effectiveness 

of the leadership and strategic planning employed by the deans, their assistants, and heads of 

departments, who are directly responsible for achieving successful outcomes. Thus, there is a 

need to understand the leadership behaviours and the strategic planning processes implemented 

by these top management teams, to be able to provide the strategic advice that is needed to 

strategize the way forward. Figure 1.2 shows the structure of the higher education sector and 

reflects the importance of the colleges as part of the system. For more data and information, 

see Appendix B, which includes the Iraqi governmental higher education system, the private 

higher education system, the history of private higher education, and the standards which 

determine the students’ choice of either a public or private college. 
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Figure 1.2: Overview of the structure of the higher education sector in the Iraq context 

Source: author 

 

1.8.  Chapter Summary  

This chapter has provided a brief summary of the research problem and background including 

the status of Iraqi higher education organisations; also, it has considered the challenges and 

problems they are currently facing. In addition, it has displayed the main aim and research 

questions, and has presented a justification for the study and overview of the relevance of Iraq’s 

context and cultural background. Finally, the chapter has provided further insights into the 

research problem in relation to the issues involved in considering the similarities and 

differences between the public and private colleges. It has clarified that the public colleges are 

established, managed, and supported through the ministry of Higher Education and Scientific 

Research. By contrast, the private colleges and universities are established, managed, and 

supported by the private sector after being approved by the Ministry of Higher Education and 

Scientific Research, according to the Law of Private Higher Education No. 25/2016. 

 

1.9. Thesis Structure 

This thesis has been structured into seven chapters, as shown in Figure 1.5. The structure and 

format of this thesis follows the referencing style manual of the American Psychological 
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Association’s APA (6th ed) “Guidelines for the Preparation of a Higher Degree by Research 

Thesis” (University of Southern Queensland, 2019).  

 

 
Figure 1.5: Structure of thesis 

 

Chapter 1 has provided an overview of the study and associated thesis. It included an 

introduction to the study; the operational definitions about variables of the study; background 

of the problem; study aims and questions, and significance of the study to be investigated; 

research setting and audience; an overview of the Iraqi context and cultural background; the 

chapter summary; and structure of the thesis.  

Chapter 2 contains the literature review from which the study is derived. The review is 

categorised into seven main parts of literature: Section 1, the organisational leadership; Section 

2, the strategic planning process; Section 3, organisational success; Section 4, previous studies 

in the Iraqi context; Section 5, conceptual framework of the study; Section 6, the relations and 

effects among variables of the study and discussing the gap; and Section 7, summary of the 

chapter. 

Chapter 3 outlines the mixed methodology used with a focus on the exploratory design of the 

study. This chapter is divided into twelve sections: Introduction; the study’s philosophy; the 

study’s design; the study’s population and sampling; the study’s approach; quantitative 
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methodology; qualitative methodology; sources of the data and information; issues of the 

validity and reliability; the study’s ethical considerations; administration of the study’s survey; 

summary of the chapter. 

Chapter 4 reports the results of the analyses of the battery of surveys administered in stage one 

of the study in two parts, which highlight the quantitative data collection. Part one is divided 

into eight sections, which include: introduction, justification of the quantitative approach, 

results of demographic data analyses, the multifactor leadership questionnaire, investigation of 

the strategic planning process, the balanced scorecard, and the colleges’ organisational culture. 

Part two reports on the results of t-test and F-test analyses that address the research hypotheses, 

which helped determine the statistical significance of the differences in views between the two 

college types’ staff. This is followed by a summary of the chapter.  

Chapter 5 reports the results of the follow-up interviews that explored senior college leadership 

staff’s views on the results of the survey. It has five main sections: the introduction; 

consideration of issues of validity and reliability of qualitative data; the piloting of the 

qualitative data analysis; and the actual analysis and results of the interviews. This 

encompassed the participants’ perceptions of the survey results in relation to relevant aspects 

of the demographic data, the colleges’ leadership styles, their strategic planning processes, and 

their organisational culture and performance. The chapter also reports on their insights into the 

colleges’ future needs and their recommendations for the future, followed by a chapter 

summary. 

Chapter 6 discusses the findings of the research in relation to answering the three research 

questions. This highlights how the triangulation of the data contributes to the strength of the 

research, which is also captured in the emergent model to guide future practice. It further acts 

as a vehicle to illuminating the research contribution to knowledge. Finally, in the light of an 

outline of the limitations of the research, the research conclusions are presented along with 

recommendations for the colleges’ and ministry’s future practice.
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CHAPTER 2 LITERATURE REVIEW 
2.1. Introduction 

This chapter presents the conceptual framework that determines the rationale for this study and 

guides the review of the literature and its analysis and synthesis across previous studies in the field. 

The literature search included journals, theses, dissertations, books, reports, and other relevant 

documents to identify the research that was most critical for the present study (Booth, Sutton, & 

Papaioannou, 2016; Tarhan, Turetken, & Reijers, 2016). The review of the literature sought to 

identify the current knowledge in the field regarding educational leadership, organisational culture 

and strategic planning as well as examine the various methodological approaches in use and their 

applicability to conducting this study (Machi & McEvoy, 2016; Marangunić & Granić, 2015). 

Therefore, the main aim of this chapter is to present the analysis and synthesis of the current 

literature in the field to develop the justification for the present study and its research design and 

methodology so that a contribution to the field can be made. On the basis of this literature review, 

a research conceptual framework is presented to guide the proposed research. 

The chapter (Chapter 2) is divided into nine sections. It starts with an introduction in Section 2.1. 

Section 2.2 provides the justification of the literature review. Section 2.3 discusses organisational 

leadership including leadership styles; dimensions and practices of the leadership; leadership and 

management; and the difference between the roles of leader and manager. Section 2.4 explains the 

concept and relevance of the strategic planning process (SPP) in the study, which includes the 

historical development of strategic planning; how it can be defined; its importance and objectives; 

success requirements; steps in the SPP; and the challenges involved. Section 2.5 provides an 

overview of the concept of organisational success, firstly defining it and then reporting on a 

systematic review of the literature, including the balanced scorecard. Section 2.6 provides a review 

of recent research conducted on leadership and strategic planning with a specific focus on the Iraqi 

context. Section 2.7 explains the study’s conceptual framework, which is an analytical tool for the 

variables under study, in order to understand conceptual distinctions and organise ideas. Section 

2.8 highlights the relations and effects among the variables of the study and discusses the research 



 

 

 

13 

gap. Finally, a summary of the chapter concludes in Section 2.9, reiterating the justification for the 

proposed research. This chapter therefore includes eight sections, which are shown in Figure 2.1.  

 

 

Figure 2.1: Outline of Chapter 2  

 

2.2 Review of Literature 

Numerous studies have focused on the importance of the review of the literature in providing a 

justification for research (Blaikie & Priest, 2019; Dumay, Bernardi, Guthrie, & Demartini, 2016; 
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Pickering, Grignon, Steven, Guitart, & Byrne, 2015; Rijcke, Wouters, Rushforth, Franssen, & 

Hammarfelt, 2016; Shea et al., 2017; Torraco, 2016). Firstly, from the analysis and synthesis of 

the relevant literature emerge the key areas related to the theoretical framework of the study, which 

can be considered as the backbone of the research. Also, this enables the researcher to set the aim 

and research questions, and the hypotheses of the study, logically, which ultimately leads to the 

integration of the vision about the relations and impacts among the subjects of the study, with an 

objective link to its variables. Secondly, it illuminates other empirical studies that have used valid 

and reliable approaches and provided recommendations for future research that may be helpful to 

the present research. In addition, the literature review enables the researcher to select relevant 

content analysis approaches in the preparation of this study’s theoretical framework. It facilitates 

the analysis of the ideas and facts that pertain to the research problem, besides providing a 

justification for the potential methodology, which in this case has adopted an analytical-descriptive 

approach in conducting its empirical research. Furthermore, in helping researchers to formulate an 

appropriate methodology, the literature review can also provide an important justification for the 

research design and sampling technique. For instance, the purposive sample was deemed most 

appropriate for the objectives of the current study. Thirdly, the review of the literature enables 

researchers to understand the appropriate statistical means to analyse the study’s data, as well as 

describing and interpreting the variables of the study and testing validity and reliability in 

accordance with the objectives of the study. Finally, the literature review enables the researcher to 

compare the results of previous studies to understand the current knowledge in the field in order 

to design new research that will build on that knowledge and make a new contribution. 

 

2.3 Organizational Leadership 

The phenomenon of leadership is still one of the most important variables in the field of 

management, especially in organisational and strategic studies (Bergh et al., 2016; Bush, Bell, & 

Middlewood, 2019; Pardey, 2016). According to Bratton (2020), this subject has received much 

attention from researchers and specialists over decades, who have sought to explain its theoretical 

bases and the scientific approaches to studying it as part of the field of business studies. Also, 

Clarke and O’Donoghue (2017) have argued that leadership is the most conducive means of 



 

 

 

15 

revealing the “lived experience of situationally embedded real world actors” (p. 172). 

Understanding organisational leadership is also vital to the agenda of developing countries, given 

their rapidly changing, and often turbulent times that they continue to face. This impacts 

educational institutions, whether in the public or private sectors (Antonakis & Day, 2017; 

Strömgren, Eriksson, Ahlstrom, Bergman, & Dellve, 2017). Leadership, therefore, is vital to 

achieving organisational success in developing countries, where organizations are especially 

challenged.  

One thing that has the capacity to facilitate growth in developing countries is the uptake of 

technology for business and learning, and this has been found to potentially increase developing 

countries’ Gross Domestic Product (GDP) (Lubis, Karim, Tha, & Rambeli, 2017). Thus, this 

concern for growth and making improvements has focused on searching for the best way to lead 

organizations in developing countries like Iraq. Research has examined whether this should be 

done individually, through a single strategic leader, or collectively through a top level management 

team (Higgs & Dulewicz, 2016; Maduka, Edwards, Greenwood, Osborne, & Babatunde, 2018). 

Consideration has also been given to leadership style, since research has shown how different 

styles impact differently on outcomes (Boamah & Tremblay, 2019; Xu, Wubbena, & Stewart, 

2016).  
As workplaces have become more challenging and dynamic, the need for a more strategic approach 

to leadership has been well recognized in order to improve business outcomes (Bratton, 2020; 

Sarros & Santora, 2001). In the consideration of organizational leadership, it is necessary to 

distinguish between leadership, leader, and leadership style, as shown in the following definitions:  

• Leadership is “a group function: it occurs only when two or more people interact” 

(Western, 2019, p. 36) 

• A leader “intentionally seeks to influence the behaviour of other people” (Liu, 2020, p. 3). 

Owens & Valensky (2014) have illustrated leadership capacity within a four-quadrant matrix, 

identifying the ideal leader as demonstrating the following four qualities: (1) broad-based, 

skillful participation in the work of leadership, (2) enquiry-based use of information to inform 

decisions and practice, (3) roles and responsibilities that reflect broad involvement and 



 

 

 

16 

collaboration, (4) reflective practices and innovation as the norm, and outcomes that show high 

achievement.  

• Leadership style is “characterised by the leader adopting the role of mentor, adviser and 

strategic planner “P.24” (Nahum & Carmeli, 2020; Sarros & Santora, 2001).  

 

The leader is seen as being involved in motivating workers, providing them with an inspirational 

vision and purpose in their work, encouraging positive attitudes and promoting the values that are 

consistent with the culture of the organisation (Duckett & Macfarlane, 2003; Krishnan, 2004; 

Palmer, Walls, Burgess, & Stough, 2001; Robbins, Bergman, Stagg, & Coulter, 2009; Western, 

2019). Sarros and Santora (2001) explained leaders’ roles as the ability to assist people in the 

workplace to cope with unpredictable and dynamic change. In addition, leaders seek to gain 

commitment and dedication to the mission, vision and values of their organisations. 

Given this, emotional intelligence is also seen as an important part of effective leadership (Abadi 

& Aliqabi, 2019a; Liu, Venkatesh, Murphy, & Riggio, 2020; Palmer et al., 2001). Both Kerr, 

Garvin, Heaton, and Boyle (2006) and Palmer et al. (2001) have described emotional intelligence 

as the set of skills that determine the capability of an individual to manage their own and other 

people’s emotions. The current humanistic orientation of leadership requires leaders to display a 

level of emotional intelligence in order to be effective in inspiring workers to participate in any 

change processes. Leaders with emotional intelligence are argued to have improved levels of social 

interaction and can motivate their followers more effectively than leaders with lower levels of 

emotional intelligence (Duckett & Macfarlane, 2003; Kerr et al., 2006; Polychroniou, 2009; Rosete 

& Ciarrochi, 2005). Also of relevance is Rosch and Anthony (2012), leader-member exchange 

theory, which looks at the nature of the interaction between leaders and their followers as a 

theoretical position that promotes an ideal where the interactions between the leader and the 

follower seek to foster a partnership in order to achieve high quality organisational performance 

through support from followers (O’Neill, 2014). Clearly, leadership is founded around the 

development of a vision and values by the leader, and the motivation of followers, through 

communication and interaction, to plan and collaborate, and thus to achieve the vision of their 

organisation (Gandolfi & Stone, 2016).  
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2.3.1 Leadership styles 

There is a great deal of literature on leadership theory, which is often articulated as models or 

styles of leadership. These suggest there is no one particular model or style of leadership accepted 

universally, or not one that has been proven to be successfully applied in a broad range of different 

contemporary contexts. However, it is clear that whatever the model selected, as a number of 

researchers have noted (Avolio & Yammarino, 2013; Bass & Riggio, 2006; Blanchard, 2018; 

Grossman & Valiga, 2016; Milburn, 2010), it must reflect the organisation’s requirements, 

individual conditions and current needs according to the context and situation, if it is to be 

successful. Thus, this part of the literature review discusses leadership styles (LSs) and related 

leadership models.  

In the literature on leadership there is also a long list of typologies of leadership (Heuston & Wolf, 

2011; Judge & Piccolo, 2004; Lowe, Avolio, & Dumdum, 2013; Randeree & Ghaffar Chaudhry, 

2012; Vaismoradi, Griffiths, Turunen, & Jordan, 2016; Vesterinen, Isola, & Paasivaara, 2009; 

Walumbwa, Avolio, & Zhu, 2008; Wihler et al., 2016). This list continues to grow, and includes 

concepts of adaptive leadership (Pianesi, 2019), and servant leadership (Eva, Robin, Sendjaya, van 

Dierendonck, & Liden, 2019), which are beyond the scope of the educational leadership of the 

present research. Yilmaz (2016) has defined LS as “a relatively consistent pattern of behaviour 

that characterises a leader” (p. 74); whereas Chiu, Owens, and Tesluk (2016) have defined it is as 

the capacity to influence others to achieve a desired goal. Both these definitions are relevant for 

the leadership applicable in education institutions.  

Nevertheless, in the Iraqi context, there are previous empirical studies that have focused on 

leadership styles and have suggested that there are a range of styles evident. According to (Saeed 

& Muzaffar, 2016; Salman & Al-Naciri, 2016), the transformative style is identified as an 

important focus in the study of the Iraqi context; however, (Al-Qaisi & Khawam, 2015; Faisal, 

2017; Saeed & Muzaffar, 2016; Saeed & Ali, 2018) have also found evidence of transactional 

leadership styles. Other studies have highlighted the importance of studying adaptive leadership 

styles, particularly in relation to the Iraqi higher education sector (Al-Husseini & Elbeltagi, 2016; 

Al-Jader & Marjah, 2016; Al-Kubaisi & Al-Kaoud, 2016; Al-Tai & Naji, 2015; Faisal, 2017; 
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Saeed & Kata, 2016). This illustrates that leadership in Iraqi generally is very important, particular 

in the educational context, particularly after 2003, the Iraqi higher education sector witnessed a 

radical transformation in its methods, patterns, and fields. This development has come in response 

to several challenges and bets that faced this sector. For example, developing educational 

technologies, increasing demand for it, and massive knowledge explosion, in addition to the 

emergence and development of new services and industries that require new jobs. therefore, all of 

these challenges and developments have led to focusing on the most effective leadership styles so 

justifying the selection of these three leadership styles namely transformational, transactional, and 

adaptive as referred to in Table 2.1. 

In light of these discussions, the leadership styles considered above have identified the model by 

Avolio and Bass (transformational and transactional) the most applicable, comprehensive, and 

popular in studying leadership styles. In this model, the transformational style consists of five key 

dimensions: idealized influence attributed, idealized influence behaviour, inspirational motivation, 

intellectual stimulation, and individualized consideration. As a result, the transformational style 

can be defined as a pattern of leadership that should move followers in order to rise above their 

self-interest, by altering their morale, ideals, interests, and values, and motivating them to be better 

than initially expected through working together to achieve a common goal (Bass & Steidlmeier, 

1999; Buil, Martínez, & Matute, 2019; El Amouri & O’Neill, 2014). By contrast, the transactional 

style consists of four key dimensions: contingent reward, management-by-exception (active and 

passive), and laissez-faire. Thus, the transactional style can be defined as characterising a type of 

mutual-political leadership that focuses on the exchanges that occur between leaders and their 

followers, based on the principle of reward and punishment (Avolio & Bass, 2004a; Megheirkouni, 

Amaugo, & Jallo, 2018). Thus, there are important differences between transformational leaders 

and transactional leaders. For example, transformational leaders do not focus only on realising 

their associates' needs like transactional leaders; instead, they also seek to develop them as leaders 

as well in a distributed way (Yi, Uddin, Das, Mahmood, & Sohel, 2019). This contrasts with 

traditional top-down management as it enables input from the bottom-up where staff have 

opportunity to influence their leaders to reconsider the focus, mission, or vision (Avolio & Bass, 

2004b). 
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On this basis, the researcher has considered transactional leadership style and transformational 

leadership style together, with adaptive leadership style being most relevant to this investigation 

for several reasons. Firstly, the leadership styles of transactional and transformational have 

multifactor leadership questionnaire (MLQ) scores that have been shown to have validity and 

reliability since 1995 until now (Avolio & Bass, 2004b). Also, MLQ scores can help to account 

for the varying impact of different types of leaders through dealing with their associates, teams, 

and organizations, while identifying better leadership styles that affect associates' satisfaction and 

organizational success. In addition, MLQ scores can reflect changes in policy of the organization 

by examining both the overall and individual leadership profiles of the employees of an 

organization. Secondly, MLQ provides a variety of suggestions about transformational and 

transactional leadership styles in order to test experimental verification, which is available in the 

models that have been provided in previous years by Bass and Avolio (Avolio & Bass, 1995, 

2004a; Avolio & Bass, 2004b; Bass, Avolio, & Atwater, 1996), and many others. These models 

propose more areas for future research programs on transformational and transactional leadership 

at the individual, group, and organisational levels. Thirdly, MLQ has been the subject of study and 

method in numerous doctoral dissertations, theses, and research investigations, many of which in 

the US, Europe, Asia, Africa, and in different sectors such as banking, education, government, 

health, manufacturing, mining, and others. Finally, much research in the Iraqi context has 

recommended to adopt MLQ in investigating better leadership styles that can lead to leading 

strategic planning and achieving organisational success as mentioned above.  

The key behaviours associated with the former three contrasting styles are listed in Table 2.1 

below. It is noted that the adaptive leadership style relates well to transformational leadership as it 

involves the ability to mobilize people to tackle challenges, grow and change, thereby enabling the 

capacity to thrive in new and different environments, incorporate new dreams, new strategies and 

abilities (Adams, Bailey Jr, Anderson, & Galanos, 2013; Hlalele, Manicom, Preece, & Tsotetsi, 

2015; Nicolaides & McCallum, 2013). It focuses on innovation, entrepreneurship, adaptation, and 

resource procurement (Sharma, Amir, Veeriah, & Kannan, 2016). Adaptive leaders work with no 

known solution and must shift their current normative values and expectations about how to 

accomplish their goals (Hunt, Corazzini, & Anderson, 2014). Adaptive leadership occurs in the 

larger and complex context of the organizational administrative structure. Also, it is needed at all 
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levels to encourage and support the work of frontline workers (Randeree, 2012), and it includes 

rewarding new behaviours. It typically makes use of strategic planning tools that encourage 

transformative change. Also, it requires transformative learning and depends on mature 

developmental capacity (Haber-Curran & Tillapaugh, 2013). It is an important approach that 

contributes to stimulating shared ownership of learning (Hlalele et al., 2015) and has two core 

behaviours that may be described as being a ‘broker’ (e.g. exerting influence in and out of faculty, 

negotiating and bringing resources) as well as an ‘innovator’ (exploring new ideas, identifying and 

facilitating change) (Sharma et al., 2016). In addition, this study needs to consider the 

organizational culture of the colleges as they are a reflection of leadership styles since “an 

organisation’s culture is reflected by what is valued, the dominant leadership styles, the language 

and symbols, the procedures and routines, and the definitions of success that make an organization 

unique”(Schein,2010,p.17).Moreover, the strategic planning process should be examined, its 

strengths and weaknesses noted, and modifications suggested to improve the next round of 

strategic planning. Effectiveness in this step really depends on effective organisational learning, 

which means taking a hard look at what is really happening . . . and designing forums within which 

knowledge can be developed and shared. (Mooynihan & Landuyt, 2009; Renz, 2016, p. 262)  

 

Thus, this research is designed to capture the range of styles and to gain a clear understanding of 

the strategic planning process and evidence of organisational culture and indicators of the colleges’ 

success. 

 

Table 2.1: Leadership styles 

Transactional leadership style Transformative leadership style Adaptive leadership style 

Transactional leadership is task 

based, short-lived and episodic and 

used for a particular short term piece 

of work or directed project. 

Nahavandi (2006) has demonstrated 

that the two most important aspects 

Transformative leaders inspire and 

motivate their followers and 

stimulate them to be creative and 

innovative and involved in the 

process of solving problems 

(Abualrub & Alghamdi, 2012). 

This involves the ability to mobilize people 

to tackle … challenges, and to grow and 

change, enabling the capacity to thrive in 

new and different environments, and to 

incorporate new dreams, new strategies and 

abilities (Adams et al., 2013; Hlalele et al., 

2015; Nicolaides & McCallum, 2013) 
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Transactional leadership style Transformative leadership style Adaptive leadership style 

of transactional leadership are to be 

temporary and task-based. 

a. Management-by-exception 
leaders 

This style is divided into two types - 

active and passive. 

a. Idealized influence 
leaders 

This is defined by Bryman, 

Collinson, Grint, Jackson, and Uhl-

Bien (2015) as: “The ability to 

inspire enthusiasm, interest, or 

affection in others by means of 

personal charm or influence” (para 

6) 

This focuses on innovation, 

entrepreneurship, adaptation, and resource 

procurement (Sharma et al., 2016). 

Adaptive leaders work with no known 

solution and must shift their current 

normative values and expectations about 

how to accomplish their goals (Hunt et al., 

2014). 

b. Dependent reward leaders 
This type is characterized by 

arranging satisfactory agreements or 

promises for the support of the leader 

in performing what is required. 

b. Inspirational leaders 
This style allows the followers to 

engage with leaders and share the 

goals that need to be achieved. 

Leaders are characterized by their 

passionate encouragement, 

optimism in their speech and their 

vision for the future  (Bass, 1997; 

Bass & Steidlmeier, 1999)  

This occurs in the larger and complex 

context of the organizational administrative 

structure. Also, it is needed at all levels to 

encourage and support the work of frontline 

workers (Randeree & Ghaffar Chaudhry, 

2012), and includes rewarding new 

behaviours. 

c. Laissez-faire leaders  
This is also called non-directive and 

free-reign leadership. However, this 

type of leader may be frequently 

absent when they are needed, as they 

tend to avoid leading (Avolio & 

Yammarino, 2013; Bass & Riggio, 

2006). 

c. Intellectual stimulation 
leaders 

This style avoids blaming followers 

for their mistakes and seeks new 

solutions with creativity and with 

the incorporation of the followers’ 

participation (Bass & Riggio, 2006).  

this typically makes use of strategic 

planning tools that encourage 

transformative change. Also, it requires 

transformative learning and depends on 

mature developmental capacity (Haber-

Curran & Tillapaugh, 2013).  

 d. Individualized 
consideration leaders 

Individualized consideration leaders 

treat every employee individually 

and provide education, instruction 

and extension of opportunity. The 

This is an important approach that 

contributes to stimulating shared ownership 

of learning (Hlalele et al., 2015). It has two 

core behaviours that may be described as 

‘broker’ (e.g. exerting influence in and out 

of faculty, negotiating and bringing 
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Transactional leadership style Transformative leadership style Adaptive leadership style 

leader’s behaviour is based on 

individual needs and some 

employees receive encouragement 

while others are allowed  

independence. In this style, it is 

important to accept individual 

differences (Bass, 1997; Bass & 

Riggio, 2006; Bass & Steidlmeier, 

1999). 

resources) and ‘innovator’ (exploring new 

ideas, identifying and facilitating change) 

(Sharma et al., 2016). 

 

It is important to understand that for this investigation, the transactional leadership style involves 

solving the various tasks and problems through a focus on workplace transactions between, 

typically, management and workers. In addition, this style of leadership may be active or passive 

depending on how it is implemented. In contrast, transformative style is applied over the long term 

with a view to the future in order to solve both temporary and permanent tasks and problems 

through involving all stakeholders to work together collaboratively to improve and develop the 

organisation’s products or services in light of a shared vision, mission and values. However, 

adaptive leadership, although similar to transformative leadership in its collaborative approach, 

places more emphasis on the strategic planning process, which is a common practice in more 

developed countries’ higher education, as it is seen as a process that can best serve the changing 

needs of faculties, students, and stakeholders. In contrast, in the Iraqi context, Al-Qaisi and 

Khawam (2015) have found that higher education colleges’ leaders did not have the strategic 

planning tools required to encourage adaptation and transformative change, nor the support needed 

for a guiding philosophy of organizational development either. It has been suggested that the 

uptake of an adaptive leadership style would help them to better manage the particular nature of 
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change and disruption in the Iraqi context. Adaptive leaders would be expected to be sensitive to 

their different organisational challenges and adapt their practices to the context of the change. 

However, important to the present research, Saeed and Kata (2016) found many contemporary 

leaders in Iraqi colleges who were still working on the basis of assumptions drawn from a 

traditional command and control authoritarian notion of ‘leadership’, thus indicating a compliance 

management approach in trying to achieve their organizational goals. Therefore, this research 

implies that in the absence of the knowledge and tools to engage senior management in strategic 

planning, combined with the likelihood that the Iraqi college leaders are implementing compliance 

management rather than leadership, the present research is further justified in its aim to compare 

the approaches in both public and private colleges. 

 

2.3.2 Dimensions and practices of leadership 

In the twenty-first century, leadership has become a more significant subject and has received 

attention from leaders of the organisations who seek excellence in their performance (Boggs, 2003; 

Bush et al., 2019). High-performing organisations are identifiable through their outstanding 

leaders who can show initiative, creativity and integrity in performance (Kok & McDonald, 2017; 

Tu, Bono, Shum, & LaMontagne, 2018). Therefore, some researchers and specialists in the field 

of organisational leadership have started to add new dimensions for leaders because requirements 

have changed over the years. For example, the dominant pattern in leadership that was considered 

appropriate in the industrial age was authoritarian and compliant, while in the cognitive 

age/information age a more democratic style has emerged in keeping with social constructivism 

and recognition of the advantages of teamwork. As a result, leaders have needed to make changes 

to their own thinking and have needed to take a strategic look to the future in order to be prepared 

for partial and total changes in the third millennium, which has led to the emergence of new 

dimensions of leadership (Schneider & Jones, 2017). Therefore, in order to understand these 

various leadership dimensions, the researcher reviewed a number of additional studies, as shown 
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in Table 2.2, which provides a clear and comprehensive outline of the extant scholarly research of 

leadership dimensions studies pertinent to the present research from the period 2004-2019. 
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Table 2.2: Summary of the dimensions of the organisational leadership – systematic review 

No  Author name and year Dimensions of leadership / Systematic Review 

1 (Avolio & Bass, 

2004a) 

Idealized influence attributed, idealized influence behavior, inspirational 

motivation, intellectual stimulation, and individualized consideration, contingent 

reward, management-by-exception (active and passive), and laissez-faire 

leadership and their outcomes are (effectiveness, satisfaction, and extra effort). 

2 (Brown, Treviño, & 

Harrison, 2005) 

Ethics, honesty, idealized, interactional fairness, supervisor effectiveness, 

satisfaction, extra effort, and willingness to report problems. 

3 (Matteson & Irving, 

2006) 

Vision, credibility, trust, service, modeling, pioneering, appreciation of others, and 

empowerment. 

4 (Hale & Fields, 2007) Role-Modelling, sacrificing for others, meeting needs and development of others, 

service as the primary function of leadership, recognizing and rewarding 

employees, treating employees with respect, and involving others in decision-

making. 

5 (Hinkin & 

Schriesheim, 2008) 

Technical competence, interpersonal skills, procedural justice, organizational 

influence, communication, and goal clarification 

6 (Peterson, Walumbwa, 

Byron, & Myrowitz, 

2009) 

Trust, respect, and “buy-in,” confidence, creative, hopeful, commitment to goals, 

alternative strategies, goal attainment 

7 (Valdiserri & Wilson, 

2010) 

Empathy, assertiveness, flexibility, reality testing, stress management, problem 

solving, interpersonal relationships, and self-regard. 

8 (Nguyen & Mohamed, 

2011) 

Clarifying, inspiring, supporting, and team building. 

9 (Turan & Bektas, 

2013) 

Guidance, creating a vision, questioning the process, encouraging personnel and 

encouraging audience. 

10 (Keskes, 2014) Vision, inspirational, communication, supportive leadership, intellectual 

stimulation and personal recognition. 

11 (Liphadzi, Aigbavboa, 

& Thwala, 2015) 

Execution, deeds, tangible results, operational efficiency, project management 

within budget and on time, expertise to actually do the job. 

12 (Asrar-ul-Haq & 

Kuchinke, 2016) 

Vision, inspirational communication, intellectual stimulation, influence, 

empowerment, high performance expectations. 

13 (Schneider & Jones, 

2017) 

Purpose, vision, competency, integrity, passion, intimacy and courage. 
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14 (Megheirkouni et al., 
2018)  

Trust, justice, pride, camaraderie, work infrastructure, autonomy, training & 

development, reward & acknowledgement, remuneration & benefits (R&B). 

15 (Boamah & Tremblay, 

2019) 

Idealized influence attributed, idealized influence behaviour, inspirational 

motivation, intellectual stimulation, and individualized consideration, contingent 

reward, management-by-exception (active and passive), and laissez-faire 

leadership.  

 

As shown in Table 2.2, it is obvious that many scholars have provided and focused through their 

empirical studies on different dimensions of organisational leadership. Therefore, according to all 

of dimensions of the leadership that has been mentioned by scholars in their articles, the researcher 

can define them as set of characteristics and attributes that distinguish and shape the leadership 

style for leaders either in positive or negative ways, according to the surrounding circumstances. 

As a result, all of 17articles  were systematically reviewed presented similar and different 

dimensions. However, all of the dimensions, whether similar or different, have been mentioned in 

the articles that are included in the dimensions that Avolio and Bass (2004) provided: idealized 

influence attributed (pride, respect, justice, supportiveness, trust, and confidence); idealized 

influence behaviour (ethics, consequences, honesty, collective engagement, and interactional 

fairness); inspirational motivation (purpose, vision and mission, enthusiastic, empowerment, 

guidance, creating, and positive goals); intellectual stimulation (solve problems, suggestions, re-

examination), and individualized consideration (different deeds, training, improvement, and 

development); contingent reward (reward, assistance, satisfaction, and responsibility); 

management-by-exception active (attention, focusing, care, flexibility, reality testing, and 

acknowledgement); management-by-exception passive; and laissez-faire leadership and their 

outcomes (effectiveness, satisfaction, and extra effort). Thus, the researcher adopted these the 

dimensions provided by Avolio & Bass (2004) in the current study because they are 

comprehensive and include all of the dimensions that were provided in 17 articles since 2004 to 

2019, based on the the systematic review.  
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2.3.3 Leadership and management 

Not surprisingly, both efficient management and effective leadership are well accepted as critical 

factors in the success of any organisations (Hallinger & Hammad, 2019; Hersey, Blanchard, & 

Johnson, 2007; Smircich & Morgan, 1982). According to (Abed, 2014) and Hallinger (2020), 

organizational leadership and management are closely linked, and each complements the other, 

although both make unique contributions to an organisation’s operations (McCaffery, 2018; Renz 

& Herman, 2016). To explore these differences, the researcher provides a summary     

of the findings of recent research in the leadership and management field. 

According to Cherie and Gebrekidan (2005), leadership strongly focuses on and is concerned with 

human resources through developing skills and capabilities in order to motivate staff to achieve 

organisational success. Frankel (2008) and Frankel (2019) have illustrated that management is 

highly focused on the outputs (performance results and material components) in an organization, 

independently of human resources. Yet, Muhr, Sørensen, and Vallentin (2010) found that 

leadership is concerned with influencing individuals through activating their personal abilities and 

skills, where leaders may be transformational in inspiring their followers, and dealing with them 

wisely and rationally in order to involve them in the administrative processes (planning, 

organising, orientation, and evaluation), such that they gain a sense of ownership of the decision-

making. By contrast, Abualrub and Alghamdi (2012) have pointed out that mere management 

works to compel the subordinates to perform the functions and achieve organisational success 

based on a set of procedures and laws that are drawn up by top level management. This means that 

the relationship between the administration and its subordinates is very formal, as well as being 

without emotion and feelings due to the neglect of the human resources in the organization and a 

focus on compliance. Moreover, El Amouri and O’Neill (2014, p. 136) have confirmed that 

leadership is “about taking action and communicating values in the context of a relationship … 

not about reinforcing the status quo and the reliance on hierarchy”. This illustrates that leadership 

is required for the strategic planning process to be effective as opposed to management alone, 

which is typically characterized by short-term planning; so, it does not focus on improvement and 

change; rather, it focuses all its thinking on the present and neglects the future. According to 

Amanchukwu, Stanley, and Ololube (2015) and Nie and Lämsä (2015), leadership is the ability to 
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present a vision for the future through words and examples, inspiring the whole workforce by 

effectively setting expectations and influencing their behaviours, thoughts, and feelings in order 

to ensure a unified strategic vision and mission in relation to organisational success. This shows 

that leadership monitors and stimulates ongoing changes to the status quo, and always strives for 

continuous change in search for the best ways to achieve success. Also, Bosworth (2016) and 

Anderson and Sun (2017) have discussed that leadership expresses confidence that goals will be 

achieved through articulating and talking enthusiastically about what needs to be accomplished 

through ethical considerations, not just formal laws. This demonstrates that transformational 

leaders sometimes avoid using the official authority entrusted to them in order not to dictate the 

form of the relationship between the leaders and their subordinates. Furthermore, McCaffery 

(2018) and Lehmann-Willenbrock, Rogelberg, Allen, and Kello (2018) illustrate that leadership is 

more about recognising the issues and risks associated with the internal and external environment 

of an organisation, which can make it more responsible and accountable about the way it leads its 

affairs. This also means that management alone is less responsive and flexible in being able to face 

any rapid change because laws and procedures control it and thereby hinder innovation and 

creativity. 

Thus, this research differentiates between leadership and management, showing that management 

involves many operational functions and controls, while leadership is responsible for the strategic 

planning necessary to carry out the organisation’s mission in terms of its vision to achieve 

organisational success. Effective leadership ideally can raise staff awareness of the organisation’s 

mission and vision and engage them in maximizing their contribution to achieve success. Thus, 

the literature emphasises that to improve an organisation’s outcomes, leadership style is a key 

factor as opposed to efficient management alone. 

Effective leadership is vital in leading strategic planning to ensure organisational success. 

Nevertheless, to achieve real changes, both efficient management and effective leadership are 

essential to the continuing success of an organisation. 

 

Thus, according to this review, this study has adopted leadership styles that have been put forward 

by (Avolio & Bass, 2004a) in order to achieve the objectives of this study that relate to evaluating 

the current situation of the Iraqi higher education sector (public and private) across studying the 
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role of the leadership styles in practicing strategic planning processes and achieving the 

organisational success. Thus, based on this review of the literature and its highlighted range of 

leadership styles and their ability to differentiate their different impacts on an organisation’s 

practice and outcomes, for the purposes of this research (Avolio & Bass, 2004a) both leadership 

theory and styles are adopted. These are well established, internationally, and are thus applicable 

to the study’s context and, through their availability in the Multifactor Leadership Questionnaire, 

can be applied to the Iraqi higher education colleges. 

 

2.4 The Strategic Planning Process (SPP) 

This section discusses the historical development of the strategic planning process, and in 

providing a definition, considers the importance of higher education organisations developing 

clear strategic objectives, success requirements in performance indicators, as well as senior 

management awareness of the steps of SPP. It also considers the challenges of applying the SPP 

in the higher education context in Iraq. 

 

2.4.1 Strategic planning (SP) 

The process of strategic planning began as art and practice in ancient times, particularly in the 

Greek empire era, with the word “strategos” meaning “the art of the leader or general” (Bracker, 

1980; Khan & Khalique, 2014a; Mintzberg, 2000; Njeri, 2016; Paris, 2003). This illustrated how 

the leader in battle, through his role or plan, could defeat the enemy in an efficient manner, taking 

into account effort and cost. In this ancient context, the leader was seen as the person who led and 

commanded the troops into battle, which is more in keeping with compliance management and 

transactional style. However, in contemporary times, SP has become more of a science with 

principles, roles, and theories, through its application in business and now education, using such 

terms as "administrative strategy" (Ackoff, 1974; Bracker, 1980; Ghemawat, 2002; Von Neumann, 

Morgenstern, & Kuhn, 2007). Moreover, in the period from 1961-1969, the SP system was used 

in the Defence Ministry of the United States and is known to have achieved great success, such 

that President Lyndon B. Johnson applied it in all US federal government agencies under the name 



 

 

 

30 

of the Planning-Programming-Budgeting System. In the same period, most of the business schools 

entered SP as educational material under the name of "administrative policies". Following this, the 

concept of SP moved to both Europe and developing countries (Chin, Bennis, & Benne, 1969; 

Kay, McKiernan, & Faulkner, 2003; Waitzkin, 1994) and its use was accelerated after the 

publication of Ohmae’s (1985) book, The mind of the strategist.   

In conclusion, SP can be summarized in three stages. Firstly, in ancient history, it was synonymous 

with military plans. Secondly, in the middle of the twentieth century, it became a comprehensive 

concept for all of life’s aspects, and not limited to the military, political and administrative aspects. 

Finally, by the new millennium, SP has become a concept that is well accepted in the developed 

world and used to prepare for the future. However, from the perspective of the present research it 

is a relatively new approach for senior staff in higher education in Iraq’s colleges, whether public 

or private (Immordino, Gigliotti, Ruben, & Tromp, 2016; Kenno, Lau, Sainty, & Boles, 2020). 

Thus, in exploring how Iraqi colleges might better address ways of dealing with their ongoing 

disruption and find better ways of responding to people’s educational needs, it would seem that 

their ability to plan strategically must be a consideration central to the research. 

 

2.4.2 The importance of the strategic planning process  

The term strategic planning process has been defined in several different ways in the literature, 

depending on different researchers’ views and in spite of its origins as described earlier. Firstly, 

there have been several studies that have defined SPP as involving a variety of essential roles that 

together may impact on and improve an organisation’s performance to make it more positive and 

significant (Abdallah & Langley, 2014; Al-Kubaisi & Hamad, 2018; Al Shobaki, Amuna, & Naser, 

2017; Babafemi, 2015; Dampson & Edwards, 2019; Kenno et al., 2020; Klatt, Schlaefke, & 

Moeller, 2011; Kohzadi & Hafezi, 2016; Ridwan & Marti, 2012). 

For instance, Kohzadi and Hafezi (2016) have stated that “strategic planning is a bridge that leads 

the company from the status quo to the desired state”. In addition, other studies have explored how 

the SPP relates to organization success (OS) (Attar & Kang, 2018; Suarez, Calvo-Mora, & Roldán, 

2016; Suferi & Rahman, 2018). Secondly, there are many researchers who have considered 

strategic planning as an approach that enables organisations to determine their long-term 
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objectives and goals, and how they should allocate or distribute the resources necessary to achieve 

them (Al-Turki, 2011; Desai, 2000; Mintzberg, 1978; O'Regan & Ghobadian, 2004; Stonehouse 

& Pemberton, 2002; Wang, Walker, & Redmond, 2007). This means that SP in this case, is seen 

as a systematic process to guide thinking and planning and to help predict outcomes that can create 

a better future for an organization. By identifying long-term goals for organizations and 

performance indicators in accordance with their vision and mission, it is expected that they would 

be better positioned to achieve them.  

Thirdly, some researchers (Babafemi, 2015; Majaha, 2015; Mintzberg, 1994; Ofori & Atiogbe, 

2012) have taken the view that SP should enable organisations’ ability to adapt and grow in order 

to be responsive to their ongoing challenging environments. This is seen as allowing them to work 

more effectively in a competitive environment where resources might be scarce, as they are in the 

Iraqi situation. However, those researchers have also recommend further research that examines 

the relationship between strategic planning and leadership styles, since the style of leadership has 

the potential to impact outcomes regardless of the quality of the strategic planning (Sudrajat & 

Agustin, 2020).Thus, this indicates that the present research needs to be designed to take account 

of this. 

Finally, other recent researchers have noted that strategic planning is a systematic administrative 

process, which works on integrating the workers’ efforts with their knowledge and capabilities to 

identify strategic choices and choose the best way forward to foster the organisation’s success 

(Bryson, Crosby, & Bryson, 2009; Butuner, 2016; Elbanna et al., 2015; Elbanna, Thanos, & Colak, 

2014; Fathi & Wilson, 2009). This implies a more collaborative approach where the leader 

involves staff in the planning and delivery processes, distributing the responsibility in keeping 

with a more transformative style. Implementation of this style may require organizational cultural 

change, particularly in organisations where culturally a more compliance management approach 

has been the norm. Thus, when applied to leadership in the Iraqi higher education context, this is 

an issue that needs to be considered, since as a developing country and historically, there is more 

evidence of an authoritarian model in place and an organizational culture of compliance (Al-Mulla 

& Ahmed, 2016; AlKhafaji, 2019a). These researchers’ findings also reinforce the need for a more 

in-depth study of the relationships between, and effects of, SPP and LS on OS. Although the 

current literature in the field identifies the importance of the link between LS and SPP, as noted 
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above, there is limited empirical research into the nature of this relationship and how it might link 

to OS, and in particular in contexts such as Iraq, which has suffered long-term disruption and 

continues to do so.  

Saeed and Abbas (2017) have confirmed in their empirical research in the Ministry of Iraqi 

Housing and Construction that strategic planning processes need a more exceptional and strategic 

leadership style, and they have recommended practicing SP through leaders who adopt a 

transformational leadership style in order to improve organizations’ reputations. Also, according 

to Al-Nuaimi and Mohammed (2018), research leadership style plays a major role in fostering 

effective strategic planning processes. Their investigation into the hospitals of the Iraqi Health 

Ministry recommended more research into the importance of the link between LS and SP. In 

addition, Al-Kubaisi and Hamad (2018) and Al-Kubaisi and Mahdi (2019) have agreed that 

strategic planning processes (formulation, implementation, and evaluation) need to be 

implemented by organizations that have adopted a transformational leadership style, since it is 

expected to influence perceptual change amongst employees because SP would involve 

participatory and collaborative work. This in turn is expected to enhance the quality of the goods 

and/or services. Furthermore, Hassan (2019) research has also reinforced that different leadership 

styles have different  impacts on strategic planning processes’ effectiveness, and recommends 

giving staff more responsibility at all levels in creating a strategic vision, mission, and objectives 

in Iraqi public organizations. As AlKhafaji (2019a) has argued, the characteristics of 

transformative leadership have a vital effect in organizations, formulating the strategic partnership 

between organizations’ management and their stakeholders. This involves formulating strategy 

and ensuring professional development of staff to understand how different leadership styles (e.g. 

transformational and transactional) may impact and how organizations achieve success to enhance 

the quality of their services in the Iraqi Higher Education sector. Furthermore, Abadi and Aliqabi 

(2019b) have shown that certain personality characteristics of leaders can have a high positive 

impact on implementing strategies of an organization through ensuring strategic flexibility. They 

have confirmed there is a great need for leaders who have characteristics of transformational 

leadership style in order to achieve organizational entrepreneurship. In contrast, although limited, 

their research also confirmed the importance of the connection between ST and LS and the need 

to consider this in the Iraqi context. According to Jeste and Childers (2017) empirical research, 
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one of most important techniques of strategic planning is the consideration of an organization’s 

Strengths, Opportunities, Aspirations, and Results (SOAR). Understanding this helps to recruit 

and retain the most talented people into leadership positions and especially those who have 

characteristics of transformational leadership style. Also, Allen (2017) and Uzarski and Broome 

(2019) explorations of the strategic planning process for leaders in higher education in a school of 

nursing  in the United States	used the framework of transformational leadership where the results 

suggested that transformational behaviors applied  throughout the progress and application of their 

organization’s strategic plan. In addition, Abraham (2019) research has reinforced how 

organizational leadership needs to establish clear, meaningful strategic planning processes where 

employees are participants in order to ensure the organization’s success. Furthermore, Broome and 

Marshall (2020) emphasize the importance of the need for transformational leadership style in 

leading stategic planning since it is most effective for encouraging and motivating employees to 

create new ideas and methods that can lead to achieving better organizational outcomes and 

excellence.  

 

In summary, the way these researchers define strategic planning is highly relevant to understanding 

the present study’s research problem and researching the objectives, where the SPP is defined for 

the purposes of this research as a cooperative operation, which results from ‘real’/ ‘authentic’ 

participation amongst officials, administrators and staff members to achieve their organization’s 

goals. In addition, strategic planning in the context of the present research is seen as being able to 

promote strategic thinking and acting, as well as learning amongst an organization’s members. In 

other words, the researcher can define the SPP based on the above as a continuous and systematic 

process that enables the leaders of organizations to take better decisions about the future of their 

organization and its development, through the implementation of policies and strategies (strategic 

documents) to achieve the desired future objectives and goals. Moreover, it reinforces the 

importance of leadership style and raises the issue of the potential influence of organizational 

culture in implementing the SPP in achieving organizational success. 
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2.4.2.1 Importance and objectives of the strategic planning process 

Strategic planning is important as an essential process to enable organisations to achieve their 

desired objectives (Kerzner, 2019; Suarez et al., 2016). According to Bryson (2018), strategic 

planning contributes to preparing better plans that can lead to developing and improving 

organisational performance, particularly in the higher education sector, and ultimately enabling 

organisational success. Also,  Johnson (2016) and Khudair, Abd, and Fahmi (2019) have pointed 

out that the SPP can assist organisations to make appropriate decisions by providing the support 

tools that can help them even when they may have limited resources. Since the process includes 

the achievement of specific objectives, it is able to keep organisations focused on their goals. In 

addition, Steiss (2019) notes that the SPP should increase communication and interaction between 

the organization and the community, which includes: developing the organisational culture, 

adapting to the changing environment, and creating an accurate database that provides information 

to enable management to taking better decisions. Also, Kamariotou and Kitsios (2019) state that 

the SPP aims to identify each participant's role and responsibilities in the organisation’s decision-

making to maximise the ability to support achieving its goals. Furthermore, Ansoff, Kipley, Lewis, 

Helm-Stevens, and Ansoff (2018) have shown other advantages of the SPP, which include 

provision of accurate characterisation and evaluation of the organisation's workplace environment, 

use of forecasting and estimating tools, identification of crucial requirements for improving 

performance and achieving growth and progress, and assurance that the ambitions and objectives 

of the owners and shareholders will be managed in a reliable and legal way. Finally, Abdel-Basset, 

Mohamed, and Smarandache (2018) have pointed out that the SPP should lead to reinforcing the 

institution's ability to deal with emergency problems from both the internal and external 

environment by including the ability to analyse the strengths, weaknesses, opportunities, and 

threats (SWOT analysis) (Phadermrod, Crowder, & Wills, 2019). Overall, through the SPP, 

organisations should be better positioned to deal with undesirable changes and make better 

decisions to develop alternative strategies. This means that the SPP is a vital and essential function 

for most public and private organisations which can make them more successful, adaptive, and 

able to grow in uncertain environments through accumulating data to help them recognize the 

needs of the marketplace and the community as a whole.  
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2.4.2.2 Success requirements of the strategic planning process 

In order for the SPP to be successful, it is important for an organisation to be committed to using 

it to help achieve their desired improvements (Bell & Harrison, 2018). Various studies have 

reinforced this, noting that top management should believe in the SPP and should develop a 

supportive workplace/organisational culture (Albrechts & Balducci, 2013; Bell & Harrison, 2018; 

Bryson, Edwards, & Van Slyke, 2018; Bryson & Shively Slotterback, 2016; Gates, 2010; Holstein, 

Starkey, & Wright, 2018; McCaffery, 2018; Steiss, 2019). These researchers have noted the 

importance of paying attention to the decision-making context when designing a strategic planning 

approach, including the organisation’s management and data needs to support strategic decision-

making, staff  professional development, and careful thinking about their objectives and goals in 

relation to the political, economic, and socio-cultural, and ethical, environment (Bryson & Shively 

Slotterback, 2016). It is also pointed out that the views of stakeholders and elected and appointed 

officials need to be taken into account to identify strengths, weaknesses, opportunities and threats 

and any competitive and collaborative advantages (Holstein et al., 2018). 

Dampson and Edwards (2019), in their research that addressed the SPP in universities, have 

emphasised that it should be built on a realistic, integrated system that is free from estimation and 

exaggeration. They note that all employees should be involved in developing a plan to ensure they 

have an understanding and sense of ownership and commitment upon implementation. Abadi and 

Aliqabi (2019a) and (Haq, Hameed, & Raheem, 2020) have also found that plans should be flexible 

and responsive to being changed if circumstances change, and should focus on the organisation’s 

priorities. It is also highly pertinent to achieving organisational success that the plan should include 

performance indicators so that its success at meeting its goals can be monitored and evaluated 

(Kyambalesa, 2019; Muhlbacher & Böbel, 2019; Stretton, 2019). Besides the SSP taking account 

of the organisational structure (Yabarow & Muathe, 2020), it should also take account of budgetary 

needs (Wright, Hillon, Garrido-Lopez, & Fowler, 2019) and both short and long term as well as 

contingency plans (Globocnik, Faullant, & Parastuty, 2020), depending on the stability of the 

business environment.  
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In short, the SPP is a process that enables organisations to prepare most effectively for their future 

success and for all contexts, which is particularly important in contexts that experience the 

uncertainties of Iraq, in order to respond to change. The point is also made that for organisational 

success, the organisational culture should ideally be seen as the responsibility of not only the 

leaders but that of all staff of the organisation. Moreover, all stakeholders should be participating 

in all stages of the strategic planning (formulation, implementation, and evaluation). According to 

Alharthi, Khalifa, and Bhaumick (2019), Coetzee and Nkosi (2019), and Tawse, Patrick, and Vera 

(2019), this must be clear, flexible, real, recognised and supported by all employers and employees 

in order to achieve the desired organisational success. 

 

2.4.2.3 Steps of the strategic planning process  

 

Grünig, Rudolf, Kühn, and Richard (2015) have pointed out that the SPP steps are critically 

significant for promoting and organising thinking and communicating and conceptualising ideas 

within an organisation. Bryson and John (2018) have also noted that the SPP steps include factors 

that help characterise an organisation’s current situation, aspirations, and intentions for the future, 

and methods/strategies for going forward. Nevertheless, most researchers, such as Adi and Ni’am 

(2012), Alharthi et al. (2019), Al Shobaki et al. (2016), Bekele (2015), Bryson (2018), Hassan 

(2010), Pickup et al. (2013), and Sudrajat and Agustin (2020) have agreed that the SPP involves 

the following three major steps: (1) strategic formulation, (2) strategic implementation, and (3) 

strategic evaluation, as shown in Figure 2.2. The process and each step are described below. 

 

 

3. Strategic evaluation step 
Evaluate and control strategic performance according to previous planning.

2. Strategic implementation step 
Translate strategic documents to tangible practical reality. 

1. Strategic formulation step 
Vision, mission, oubjects and goals, (SWOT) analysis, and strategic choice.
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Figure 2.2: The strategic planning process steps 

Source: Author   

 

The first step of strategic formulation requires the organization to develop its vision and mission, 

which identifies its philosophy, purpose, and values, and thereby clarifies its goals. During this 

process, it is recommended that an analysis of the organisation’s Strengths, Weaknesses, 

Opportunities and Threats (SWOT) is conducted. Such a SWOT analysis is deemed vital to 

ensuring sufficient data are collected to position the organisation to make strategic decisions and 

choices. For example, John, Daun-Barnett, and Moronski-Chapman (2018) have emphasised that 

the initial design phase is dependent on knowing the organisation’s vision and mission. In 

conjunction with data from the SWOT analysis, gaps and issues can be identified and addressed 

in both short-term and long-term goals. This involves choosing the best macro strategies, 

businesses strategies, and unit strategies to ensure goals can be addressed and evaluated. Thus, this 

stage requires gathering and analysing information and making decisions to test the best 

alternatives at each step and should be practised with the highest degree of efficiency and 

effectiveness. The process should determine the type of services or goods, markets, and 

technology, as shown in Figure 2.3, which identifies the practical stage of the strategic planning 

process. These are then taken to the next step of strategic implementation, where plans are made 

to ensure the objectives and goals can be achieved. They are translated into strategic documents 

and tangible practical processes that should involve all employees of the organisation working 

collaboratively to achieve an agreed upon understanding, to ensure that the chosen strategies can 

be implemented and achieved in an appropriate manner. For instance, according to Hu et al. (2018), 

this phase aims to implement strategies that include: short-term objectives, practical policies, the 

determination of human and material resources, and distribution among alternatives of 

expenditure/contingency plans, and any adjustments to the organisational structure, should it be 

decided that redistribution of authorities and responsibilities is necessary to achieve the planned 

outcomes. Therefore, the most important aspect of success at this stage is to plan integration and 

cooperation between the activities and the various administrative units in the organisation and to 

implement the strategies in way that is efficient and effective, where new ideas and creativity or 

innovation might be required, as shown in Figure 2.3. Lastly, in the third and final step of strategic 
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evaluation, the organisation's management is required to commit to evaluating its strategic 

performance and progress in achieving it goals. This is crucial in providing the organisation with 

some control over its destiny by ensuring relevant strategic data are systematically collected over 

time to allow adjustments to be made as necessary in order to ensure the organisation’s effective 

performance. This strategy informs current performance and future planning and addresses factors 

associated with the internal and external environment that may be detrimental to performance or 

can help enhance it. As McDavid, Huse, and Hawthorn (2018) have pointed out, all strategies that 

are developed for the implementation stage should be subject to a process of evaluation in order 

for the organisation to know how appropriate they are in practice, as the internal and external 

environments may change and re-evaluation may be necessary. This allows for the organisation to 

assess the accuracy of its forecasts contained in the plans. Thus, this step requires comparison 

between the actual results with those expected according to the objectives of the implementation 

of the strategy and performance indicators such as, for example, expected enrolment numbers per 

degree, completion of community and industry educational needs, and proportion of students who 

are retained. By establishing and maintaining strategic databases, deviations from the planned and 

predicted achievements can be addressed at critical intervals to ensure the organisation’s agility. 

While data collection can be designed for applicability at all three stages at this stage, it can provide 

feedback to the organisation's management as to whether there are any emerging problems or risks 

to the business’s viability. As the strategic planning cycle proceeds and data are provided, the 

organisation is better positioned to understand its situation internally, and if external comparative 

data are available then it might also benchmark its performance to learn from competitors (Harris 

et al., 2019). Thus, it can be appreciated that in the context of the private and public colleges in 

Iraq, if they are to be able to respond to the disruptive, challenging context of their developing 

country, the present study needs to investigate the extent to which they implement strategic 

planning.   
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Figure 2.3: The practical stage of the strategic planning process  
Source: author 
 
2.4.3 Challenges in applying the strategic planning process  

According to Mahmud (2013), there are many challenges that face most organisations in the 

education sector in Iraq. In this study, the researcher has focused on the challenges that are the 

most critical, based on the review of the literature. Thus, the SPP is considered according to the 
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challenges facing the organisations’ internal and external environments, in accordance with the 

work of Aleixo, Leal, and Azeiteiro (2018); the internal challenges for the SPP may typically relate 

to institutional leadership. For instance, a poor work culture among staff members may prevent 

work being completed effectively (Bryson, 2011). Similarly, an unwillingness by leaders to listen 

to feedback and suggestions or their failure to show an appreciation of work done well can also 

impact negatively on achieving organisational goals through issues within the internal environment 

(Elbanna, 2016; Fathi & Wilson, 2009; Howes, 2014b). In addition, as Leskaj (2017) and Ruano 

(2019) and (Ofori & Atiogbe, 2012) have found, a lack of well-defined appraisal systems  can 

deprive staff of feedback on their performance, as can a lack of strategies to motivate staff. Not 

surprisingly, Bramanti and Paolo (2018) and Lewis (2019) and Dooris et al. (2004) have found 

that a lack of investment in information and communication technology (ICT) to support the 

planning  process can be detrimental to an organisation’s performance (Kay & Carlin, 2017; 

Shapiro, 2004)  

This is highly pertinent to this research and to developing countries like Iraq, since the uptake of 

ICT has been found to impact positively on improving a developing country’s GDP (FarajAllah, 

El Talla, Abu-Naser, & Al Shobaki, 2018).  

Other factors related to the internal environment that have been shown to negatively impact the 

SPP relate to lack of time (Dlamini, Mazenda, Masiya, & Nhede, 2019), a lack of specialised 

expertise (Hock, Yaser Alraei, Asif, & Mohammad Imtiaz, 2019), and a lack of workers’ 

knowledge of the SPP and professional development opportunities to educate them in its relevance 

and application (Hellmich & Feeney, 2018; Wiesenberg et al., 2020). In other research it has also 

been found that there can be a reluctance of management and leaders to share their strategic plans 

with employees and/or external consultants (Kenno et al., 2020; Kowsuvon & Burgess, 2016), 

such that workers are kept in the dark and disempowered. In turn, this does not facilitate a 

collaborative culture and reflects a leadership style more in keeping with compliance management 

rather than transformational. 

On the other hand, external challenges for the SPP are likely because of fluctuations or decreases 

in state government funding, which affects the public sector (Hu et al., 2018), and at the same time 

increases the demand for higher education (Ozoǧlu, Gür, & Gümüs, 2016). External challenges 

may also involve changing demographics, as Payne, Hodges, and Hernandez (2017) have found 
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that fast changing demographics create new challenges for higher education. For example, 

students’ enrolment trends in post-secondary education in the United States vary across states and 

regions, where some have increased student populations, and others suffer a decline. That 

reinforces the idea that colleges and universities need to strategically plan in order to accommodate 

such changes in the students’ demographics, through monitoring and evaluation of public needs. 

Access to data and agility in this respect is vital to ongoing success. In addition, the introduction 

of new models of higher education can also influence the SPP, as shown by Stokes (2017) who 

has pointed out that new models of higher education play a large role in students being able to 

complete their study and work in a timely manner in relevant ways. For example, Aleixo et al. 

(2017) have argued that successful higher education institutes always seek to use SPP in order to 

diagnose and identify the society’s educational needs and to ensure the gap between the theoretical 

and practical aspects is filled. This recognises the importance of organisations investing in human 

capital in order to ensure agility of responses to change and to move beyond the concepts of an 

industrial economy to those of a learning organisation (Senge, 1992). As Stokes (2017) has pointed 

out, one of most important new models of higher education is the recognition of the importance of 

connecting higher education institutes to learning in workplaces or work-integrated learning 

(Matsoso & Benedict, 2020). In addition, this relationship has fostered collaboration between 

universities and stakeholders in sharing in the creation of new knowledge through linking jobs and 

academic teaching. This also illustrates that universities can achieve organisational success with 

their stakeholders and through the SPP, and by using new models of higher education. This in turn 

can help address individual competition, business innovation, and global competitiveness. 

However, in the Iraqi context, the continued adherence to certain elements of “traditional” models 

of operation has meant that higher education colleges have had little incentive to respond to making 

changes to their practice (King (2017). Moreover, even as the demand for economic transformation 

has come to the fore in the difficult circumstances of Iraq, there appears to be a competitive 

situation in higher education through the option of public and private institutions (El-Ghali, 

Berjaoui, & McKnight, 2017; Milton, 2017). Thus, the actions of competing organisations can also 

negatively impact on the achievement of the planned outcomes. Even more challenging is the 

potential for the ever-changing social and cultural forces, because of the ongoing political unrest, 

which can very quickly cause higher education plans to be thwarted (Al-Shamsi, 2017). Although 
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this portrays a fluctuating environment, it also shows that to maximise success, higher education 

needs to be able to adapt to these circumstances. This means having access to data that can readily 

help    identify the developing educational needs of the employment market. It also means there is 

a need to be aware of the differences between the way public and private higher education sectors 

operate and the impact of their leadership styles and SSP, as the present research has sought to 

investigate.  

Current research conducted in Iraq in relation to these challenges (Al-Qaisi & Khawam, 2015; 

Kramasha & ltaie, 2010; Mahmoud, 2017; Mohamed, 2009) has also found that both public and 

private colleges are suffering from most of the internal challenges discussed above. In addition, 

the external challenges outlined are also relevant to the colleges in Iraq, which includes decreased 

government funding; increasing student demand for higher education; and changing demographics 

with regard to gender, age, position, area, and so on; new models of higher education; emerging 

economic transformation; and the actions of competing organisations, which prevent them from 

achieving  the organisational success OS.  

In summary, based on above discussions, the internal and external challenges of the strategic 

planning process are a key source for achieving organisational success in various organisations, 

particularly in the higher education sector because this sector has more professional staff and 

experts in the SPP than other sectors. SPP is a function of sharing and analysing data and 

information among faculty members and stakeholders in order to make the best decisions in facing 

these challenges. Therefore, SPP has a crucial role to play in the survival of organisations, 

especially in the context of Iraqi higher education, which still suffers from environmental 

challenges (internal and external), and hence SPP should enable leaders of public and private Iraqi 

colleges to improve their current performance and expectations for the future. However, these 

challenges need transformational leaders who have the characteristics of strategic planners work 

work with their followers as a team. Thus, this study diagnoses real problems and challenges of 

the strategic planning process that face Iraqi higher education institutes, and at same time current 

study identifies the best leadership styles that will successfully manage SPP. 
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2.5 Organisational Success  

This section defines organisational success, as it is applied in the study as the key goal of the 

colleges’ SPP. Besides reviewing the research literature, it considers how modern practices apply 

the balanced scorecard as part of their strategic planning process in order to ensure appropriate 

data are available to inform the process and plan to achieve the desired outcomes.  

 

2.5.1 Organisational success and related influences  

In this study, it is necessary to address what is meant by organisational success, since it focuses on 

the colleges’ SSP and the extent to which they are able to plan and achieve their outcomes. In 

addition, this is a necessary consideration since any study of leadership style needs to also examine 

how it potentially influences the organization’s achievement of success. Thus, this section includes 

a review of how organisational success might be defined, the resources and factors involved and 

its measurement. According to Kremer, Villamor, and Aguinis (2019) organisational success 

involves both "effectiveness and efficiency”. However, it is argued here that it comprises more 

than what these two concepts may suggest. For instance, studies have shown that organisational 

success not only involves operational performance and delivery of education programs in this 

research but financial performance as well (Venkatraman & Ramanujam, 1986). It needs to 

consider profitability or revenue, as well as the accomplishment of improvements in programs, as 

applicable to community needs and, as some researchers have argued, a total quality management 

framework (Denscombe, 2014; Hayes & Pisano, 1994; Heerwagen, 2000). However, the study of 

long-term success indicators is also applicable in today’s competitive markets, because these 

indicators can deliver data to benchmark and compare an organisation’s outcomes with its 

competitors in the same field. Thus, in turn, there is a need to ensure the monitoring and evaluation 

processes provide appropriate data to inform the ongoing planning for adapting to change to ensure 

organisational success. 

According to Maltz, Shenhar, Dvir, and Gao (2015) and Hadrawi (2018), the ability to benchmark 

through considering an organisation's management and use of knowledge, experiences, ideas, and 

analysis of successful experiences of corresponding organizations is argued to be the core to 
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understanding organisational success. This is based on the assumption that organisational success 

depends on effective administration and the employment of knowledge to evaluate performance, 

in order to be able to improve performance, respond to change and look for new markets or new 

opportunities, to ensure viability. Other researchers such as Chimtengo, Mkandawire, and Hanif 

(2017), Yudatama and Sarno (2016), and Beard (2009), have indicated that the application of the 

‘Balanced Scorecard’ (BSC) in strategic planning is a significant strategy for modern organisations 

to ensure they maximise their ability to achieve their goals and grow. It is seen as having a critical 

impact in strategy formulation and implementation, which makes it a crucial aspect of the present 

research in investigating Iraqi colleges’ challenges and how they address them. This is because the 

BSC has four main elements to consider in evaluating organisational success: (1) learning and 

growth, (2) customer satisfaction, (3) financial, and (4) internal operations. By contrast, 

Salamzadeh, Bidaki, and Vahidi (2018) have identified five main factors in order to achieve 

organisational success: “creating value for customers, creating competitive advantage for 

organization distinction from competitors,  understanding the market orientation, selecting right 

employees, and development of facilities”P.”. While this research offered most of the key elements 

of organisational success, it has ignored the financial aspect, which is very important in 

considering organisational success, and is therefore particularly relevant to the present research in 

the context of Iraq. 

Thus, for the purposes of this research, the researcher defines organisational success as the 

organisation's ability to manage its human capital, knowledge, and strategies to meet its planned 

outcomes in a way that competitors cannot easily imitate and learn from its experiences to sustain 

its growth and improve into the future. In other words, it means the organisation's commitment to 

the beneficiaries of its goods or services and its ability to evaluate their satisfaction, besides that 

of its human capital, to ensure its positive growth and development. Therefore, in the context of 

Iraq’s higher education, the present research needs to consider how this relates to the colleges’ 

current practices in addressing their need to succeed. 
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2.5.1.1 Factors impacting on organisational success  

Research has shown that a variety of factors can influence the success of organisations and their 

ability to achieve their planned outcomes (Funk, 2003; Lobas, 2006) (Salahuddin, 2010) (Ng & 

Kee, 2015) (Hadrawi, 2018) For instance, according to Avioli and Bass’ (2004) research, an 

organisation’s leadership style has a serious impact on its success. In their differentiation between 

the six styles that they have identified, as noted earlier, transformative leadership can place an 

organisation in a more agile position to achieve its goals. This is because transformational leaders 

typically have a number of significant personality characteristics and ways of working that enable 

them to work with their staff in an inspiring and collaborative ways (Kremer et al., 2019). This 

style is singled out compared with others as having the potential to have the greatest impact on an 

organisation compared with the others, although it may include aspects of other more 

management-related styles such as transactional styles. However, their research shows that 

management-by-exception (passive) and laissez faire style, for instance, will be much less 

effective because those in charge fail to plan and address problems as they arise. They are likely 

to ignore what is happening until things go wrong and also avoid getting involved when important 

issues arise (Thoroughgood, Sawyer, Padilla, & Lunsford, 2018). Lyons, Timmons, Cohen-Hall, 

and LeBlois (2018), Hadrawi (2018), and Englert and Helmig (2018) have all pointed out that 

organisational success requires an effective leadership style that can ensure a company has a clear 

mission and vision, and can set and meet goals in accordance with the business environment. This 

involves using data to help anticipate events and plan for the long-term, in order to accomplish 

sustainable success. It depends on a leadership style that involves strategic thinking in order to 

engage in transformative practices to achieve the organisation’s goals. In addition, Al Shobaki et 

al. (2017) and Friedman and Gerstein (2017), have found that both customer satisfaction and  

satisfaction of employees may be considered as essential to measuring an organisation’s success. 

Their focus on community needs and staff satisfaction relate to one of the most important aspects 

in the balanced scorecard (BSC), which is loyalty, customer satisfaction, the number of new 

customers. Moreover, other research by Haneda and Ito (2018), Storey, Cankurtaran, 

Papastathopoulou, and Hultink (2016), and Noruzy, Dalfard, Azhdari, Nazari-Shirkouhi, and 

Rezazadeh (2013) has highlighted how organisational innovation and learning, in conjunction with 
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leadership style, are crucial to achieving organisational success. This reinforces the need to apply 

the balanced scorecard, because of its value in being able to diagnose performance and strategically 

inform on organisational success, in the context of the present research in the Iraqi higher education 

sector. Moreover, other research, such as Haneda and Ito’s (2018), Storey, Cankurtaran, 

Papastathopoulou, and Hultink’s (2016), and Noruzy, Dalfard, Azhdari, Nazari-Shirkouhi, and 

Rezazadeh’s (2013) has highlighted how innovation and learning, in addition to leadership style, 

are vital components in enabling organisations to be successful. While they cover some of the main 

factors in achieving organisational success, these elements are not as comprehensive as the BSC, 

as a tool for diagnosing performance. In addition, other studies, such as those of Razmjooei, 

Bozorginezhad, Jahromi, Managheb, and Zarei (2018) and Nikpour (2017), have pointed out that 

organisational culture also plays an important role in progressing an organisation’s success. This 

is crucial because it depends on the way the staff work together and their commitment to getting 

the job done, which is also influenced by leadership style. For instance, transformative leaders are 

better able to motivate and inspire staff to work cooperatively to achieve a common goal, compared 

with those who practice compliance and authoritarianism and are punitive. This means the 

organisational culture can be likened to an umbrella in determining workplace values, behaviours 

and work rules of the organisation. Organisational culture is recognized by Avolio and Bass (2004) 

as providing an insight into leadership style as the leadership style influences how people work 

together or not. Thus, the nature of the organisational culture has the capacity to have a very 

powerful influence on the facilitation of quality work and constructive, innovative responsiveness, 

just as it can have the opposite effect (Lee, Shiue, & Chen, 2016).  

Even though it is well accepted that organisational culture is significantly influenced by leadership 

style, a leader’s capacity for success can be impacted by a lack of human and financial resources 

and for example result in poor quality goods and services (Al-Ali, Singh, Al-Nahyan, & Sohal, 

2017). Thus, this highlights the need to consider the factors that may impact on organisational 

culture in the present research, particularly since Iraq is a developing country that faces much 

social instability. Buchanan and Huczynski (2019) and Salau et al. (2016) have added to this 

argument on the need to consider human capital in the present research, since they have pointed 

out how an organisation’s performance also depends on its employees having the requisite skills 

to successfully accomplish the work. Thus, it is also necessary to investigate the extent to which 
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organisations have employees who possess the knowledge, skills and experience that are necessary 

at all organisational levels to not only do the work but to contribute strategically to address the 

challenges along the way, and offer creative ideas and methods that could improve and develop 

ultimate organisational success. While these studies have focused only on human resources, this 

is a major aspect of the BSC, thus adding further support for the present research to apply the BSC 

in the present study.  

In addition, Ali, Said, Abdullah, and Daud (2017) and Damle (2018) have raised the issue of 

financial performance in being an indicator that is vital to success. As already noted, the adequacy 

of an organisation’s financial resources cannot be ignored as without adequate funds the quality of 

goods and services can suffer dramatically or even cease. In the case of higher education 

provisions, failure to deal adequately with financial management can negatively influence 

organisational success in many ways, including both students’ achievement and the organisation’s 

reputation and sustainability. Thus, an additional advantage of the application of the BSC in 

researching organisational success is its consideration of the financial elements, hence this is 

deemed to be essential for the current study. Moreover, it is particularly important when comparing 

the colleges, which are either privately funded or government funded organisations, yet both need 

to be successful in addressing higher education needs in their contrasting educational contexts. 

This examination of recent research in the field has revealed the complexity involved in leading 

and managing organisations such as the Iraqi colleges in the present study. It has illuminated the 

importance of being able to strategically plan and effectively implement their programs to achieve 

their organisational goals. It has further highlighted the important connection between leadership 

style and the culture that develops in organisations, and the way the SPP and the tool of the BSC 

can ensure data are available to inform the extent of success and ongoing planning. Figure 2.4 

draws together these key features of practice related to leadership style, strategic planning, 

customer and employee satisfaction, innovation and learning, organisational culture, employees’ 

skills and financial resources. It shows how they link to each other as well as how, as a whole, the 

organisation depends upon them being implemented effectively to achieve the major goal of 

“organisational success”, displayed at the centre. These features clearly reflect the elements 

addressed by the Balanced Scorecard model and therefore provide support for its adoption to help 

investigate organizational success of the Iraqi colleges in the present study. Thus, this examination 
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of recent research in the field has revealed the complexity involved in organisations, such as the 

Iraqi colleges in the present study, and the challenge of being able to strategically plan and 

implement their programs to achieve their organisational goals.  

 

 

Figure 2.4: Key features of practice organisations need to address to plan for organisational success 

 

2.5.2 Approaches to measuring organisational success  

Since it is well established that there is a need to measure the success of organisations, this section 

examines different approaches and techniques that have been applied. As early as the work of 

Venkatraman and Ramanujam (1986), the importance of measuring clients’ and employees’ 

satisfaction with services and internal operations perspectives was recognised. However, as more 

performance-based approaches emerged, including considerations of quality assurance and 

ongoing improvement, the success of an organisation’s financial performance and learning also 

came to the fore. This is evident in the recommendations of Hayes and Pisano (1994), and 

Heerwagen (2000) and Denscombe (2014) who have advocated for measuring both financial 

performance and internal operations. Nevertheless, these researchers placed less focus on client 

satisfaction and learning and the need for innovation. Other recent research by Rahmatian and 

PourKiani (2017) and Maltz et al. (2015) has also agreed that learning and innovation, and the 
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effectiveness of internal operations are key areas for measuring organisational success. By 

contrast, Karam, Ab Yazid, Khatibi, and Azam (2017) and Hamel and Valikangas (2003) have 

argued for the need to measure the three main factors of learning, and innovation, and financial 

success. As Daft (2004) recognised, measuring the effectiveness of financial management and 

outcomes needs involves evaluating profitability, market share, stock prices, and the organisation’s 

reputation. This is reinforced in Heizer (2011) work, which focuses on learning and growth, 

internal operations, and financial performance. In addition, and highly relevant to the Iraqi context, 

Rana and Chopra (2015) also viewed outcomes of learning and innovation as paramount in 

measuring whether an organisation was able to respond to change, learn and grow, and has the 

strength to face highly competitive challenges.  

Of additional note in terms of measuring organisational success, Das and Shah (2019) have 

described the importance of organisations being able to adopt the technique of benchmarking, 

which allows them to compare their performance with a comparable institutions. This is a powerful 

approach if data are easily made available to share between the two oganisations for mutual benefit. 

In addition, this approach can also be beneficial even when the organisations for comparison may 

differ in some way, since the process may reveal gaps in practice and ways of improving. 

Moreover, according to AL-Dweikat and Nour (2018), Beard (2009), Naranjo-Gil (2009), and Wu, 

Lin, and Tsai (2009), organisational success must be measured with respect to four aspects: (1) 

learning and innovation, (2) operations, (3) clients’ and employees’ satisfaction, and (4) financial 

performance. These researchers’ approaches are thus quite comprehensive in being able to evaluate 

organisational success and diagnose issues that need to be addressed for improvement. This 

approach is also well established in its use in excellent organisations, as it provides a systematic 

model that relates to systems theory, which considers inputs, operations, and outcomes. Thus, 

based on this review of approaches to measuring organisational success, it is clear that the present 

study needs to ensure a systems approach is adopted in order to be sufficiently comprehensive.  
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Table 2.3: A summary of approaches and techniques used to measure organisational success 

N Researchers Organisational success approaches and techniques Commonalities 
1 (Venkatraman & Ramanujam, 

1986) 

1-Effectiveness (degree of achievement of objectives and adaption). 

2- Efficiency (the employees’ satisfaction, the public satisfaction about the organisation’s 

message, and cost).  

Satisfaction and internal 

operations perspectives  

2 (Denscombe, 2014; Hayes & 

Pisano, 1994; Heerwagen, 2000) 

Financial performance, operational efficiency, profitability or revenue, or accomplish 

some improvement programs in total quality management framework. 

Financial and internal 

operations perspectives  

3 (Maltz et al., 2015; Maltz, 

Shenhar, & Reilly, 2003; Pfeffer 

& Veiga, 1999) 

Employing knowledge, experiences, ideas, and analysis of successful experiences. 

 

Learning and innovation and 

internal operations perspectives 

4 (Hamel & Valikangas, 2003) Customer satisfaction, brand, industry knowledge, excellence in access to distribution 

channels, the organisation's assets, patent portfolio. 

Learning and innovation 

satisfaction, and financial 

perspectives 

5 (Daft, 2004) Profitability, market share, stock prices, reputation.  Financial perspective 

6 (Beard, 2009; Naranjo-Gil, 

2009; Wu et al., 2009) 

The Balanced Scorecard (learning & growth, internal operational, customer satisfaction, 

and financial). 

learning, internal operations, 

satisfaction, and financial 

perspectives 

7 (Heizer, 2011) The organisation's mission, the board of directors’ leadership, financial stability, quality, 

responsiveness to change, creativity, organisational learning.  

Learning, internal operations, 

and financial perspectives 

8 (Azarian, Yunus, & Dahlan, 

2013) 

1-The internal perspective (operational excellences using tools and technologies). 

2-The citizen perspective (review users’ demand, problems, awareness of knowledge 

management, satisfaction and trust). 

Internal operations and 

satisfaction perspectives 

9 (Rana & Chopra, 2015) Organisational learning (learning, growth, and strength to face highly competitive 

challenges). 

Learning and innovation 

perspective 

10 (Rahmatian & PourKiani, 2017) Organisational culture, organisational strategy, organisational structure, employees’ 

characteristics and organisations capabilities. 

Learning and innovation and 

internal operations perspectives 

11 (Karam et al., 2017) Perfection, growth, harmonisation, improvement, competitive advantage, value for the 

customer along with economic value creation 

Learning, satisfaction, and 

financial perspectives 

12 (Das & Shah, 2019) Benchmarking is a key for organisational success Some perspectives 
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Obviously, these approaches and the ability to measure organisational success and evaluate 

performance enable organisations to better understand their practices on multiple fronts. They 

allow them to focus on their achievement of more than one objective, for example, the extent to 

which they have achieved customer, employees’, and shareholders’ satisfaction, if they are private 

rather than public. Also, this research illustrates the importance of depending on more than one 

standard in the consideration of success. Therefore, it is vital to ensure that different variables that 

might impact on success can be taken into account to provide a more comprehensive picture by 

using the most accurate indicators. Relying on a single standard can lead to neglecting data that 

are critical to an organisation’s need to use outcome measures that can indicate how to improve. 

In addition, the ability to adapt is also a significant strategy to maintain and improve an 

organisation's success, as well as the strategic planning processes and leadership style employed. 

Hence, identifying the challenges that organisations face, and examining how they have adapted 

to deal with them is also an important aspect of the present study, along with the extent to which 

these typical measures of success are being applied. Thus, on the basis of this review of evaluative 

measures and the effectiveness of the Balanced Scorecard (BSC) approach, it was adopted in the 

present research as a theoretical base to consider the concept, importance, and objectives in 

measuring organisational success of the Iraqi public and private colleges under study. 

 

2.5.3 The balanced scorecard  

The BSC is a tool for measuring organisational success that is attributed to Robert Kaplan and 

David Norton who were working at Harvard University in 1992 (Ahn, 2001; Akkermans & Van 

Oorschot, 2018; Olve, Roy, & Wetter, 1999). As noted earlier, the BSC depends on the vision and 

strategic goals of the organisation, which are translated into a system of performance measures, 

that is reflected in the form of performance. As Bananakova and Georgiev (2018, p. 85) state: 

“[the] BSC is a practical tool to help organizations implement their business strategy. Strategic 

objectives, criteria and action plans are formulated for each perspective”. It is expected that 

everyone in the organisation seeks to work together to achieve their common goal of organisational 

success, but they need to be sufficiently educated and involved to be clear about how that is 

represented in practice.  
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According to Keyes (2016), the concept of the BSC provides a tool that is most important in 

measuring the implementation of an organisation’s strategies through following the application of 

its activities, and monitoring and following up on the consequences resulting from these 

procedures. Speckbacher, Bischof, and Pfeiffer (2003) explained how the BSC acts as an 

administrative system that aims to help organisations to translate their vision and strategy into a 

set of connected goals and measures to evaluate their organisational success, and provide strategic 

information for continuous improvement in all aspects. The major aim of it, therefore, is to 

determine the objectives and goals of an institution (Bhagwat & Sharma, 2007; Quesado, Guzmán, 

& Rodrigues, 2018), such as an organisation that wishes to increase profits and  gain a return on 

investment. However, organisations must maintain their distinctiveness in their market as well as 

customer satisfaction. They need to develop their internal operations and ensure accumulation of 

performance data to enable them to learn from their operations, including mistakes, and be 

responsive to challenges. The BSC consists of four main elements: (1) the financial perspective 

(return on investment, product cost, profitability, and cash flow), (2) the customer perspective 

(increasing the quality of service, measuring customer satisfaction, fulfilling customers' desires, 

quick responding to needs or complaints, and improving the methods of marketing), (3) the internal 

processes perspective (developing of administrative work systems, use of ICT, cooperation 

between different departments and units), and (4) innovation and learning (developing skills and 

abilities, improving information, creating new products, learning advanced technology, and 

motivating employees to innovate) (Kaplan and Norton (1998). This means that the BSC 

encompasses a series of cause-and-effect relationships among its four elements (Gomes & Romão, 

2019; Muda, Roosmawati, Siregar, Manurung, & Banuas, 2018; Shen, Chen, & Wang, 2016). 

Therefore, it provides a complete administrative approach or technique that contributes to 

controlling and measuring the performance of institutions in an accurate and balanced way. Also, 

it provides a systematic strategic model that balances across its four elements to support 

institutions to improve and develop their performance, to maximise their success, whether they are 

profitable or non-profitable, service or industrial, governmental or non-governmental, small or 

large. Figure 2.5 provides an overview of these relationships and asks the ultimate question: “What 

are the emerging opportunities and challenges?”, which is highly pertinent to the present research 

context of Iraq. Therefore, this adds additional justification for selecting the BSC as the 
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underpinning theory for measuring organisational success and growth in performance of the public 

and private colleges under study. The BSC can be a vital and modern approach in the study of 

organisational success and the role of strategic planning and the impact of different leadership 

styles. 

 

 
Figure 2.5: The relationships in the balanced scorecard (Adapted from Martinsons, Davison, & Tse, Fig 1, 

p. 74) 

 

2.6 Research studies in the Iraqi context  

Although there is a paucity of research in relation to the research problem of the proposed study, 

there a small number of empirical studies have recently been conducted in the Iraqi context, and 

although they include different sectors, all are relevant (see Appendix C). For instance, Al-Qaisi 

and Khawam (2015) researched the relationship between leadership skills and their impact on SP 

through applied research, which was conducted through the Ministry of Planning in Baghdad. The 

aim of this study was to identify the leadership styles that were most important in the practice of 

SP, and also the impact and relationship between these skills and the strategic planning process. 
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However, since this research involved only leadership skills and strategic planning, it neglected 

the importance of  organisational success as a key related variable for Iraqi’s government 

organisations. Hence, the current study is focussed on researching the relationship between LS and 

SPP and their impact on organisational success. Also, Saeed and Muzaffar (2016) have conducted 

empirical research in the headquarters Ministry of Electricity in Baghdad. The research problem 

addressed in their study was to discover the impact and relationship between leadership styles (LS) 

and strategic planning practices (SPP) because there is weakness in selecting approperiate LS, with 

a paucity in numbers of professionals and experts in SPP. Even though this study focussed just on 

leadership styles and strategic planning, it did not study the success of Iraqi organisations. Hence, 

the main aim of the current study was to explore the impact and relationship of LS and SPP on 

organisational success. In addition, Al-Tai and Naji (2015) have studied the role of organisational 

change in achieving organisational success in the Ministry of Iraqi Oil. The main purpose of their 

study was to ascertain the organisational change role across its dimensions (organisational culture, 

organisational structure, human resources, and technology) in the success of Iraqi organisations 

across  the following dimensions: strategy, customer satisfaction, innovation, and actions 

implements. While this research focussed on the importance of the organisational success in Iraqi 

organisations, it did not study the importance of leadership styles in achieving the success of the 

organisations. Furthermore, Al-Jader and Marjah (2016) conducted research into the role of 

leadership skills in organisational trust through analytical research in the Ministry of Higher 

Education and Scientific Research in Iraq. Their study aimed to exam the impact and relation 

between dimensions of leadership skills and dimensions of organisational trust. However, even 

though their study illustrated the importance of the role of leadership skills, it did not search for 

success factors in Iraqi higher education organisations. Still, their study concluded that future 

research was needed to study the positive effects between leadership styles and organisational 

confidence in the strategic planning process, to illuminate how organisational performance might 

be improved. Al-Kubaisi and Al-Kaoud (2016) examined the role of academic leadership practices 

in activating human capital. Their study was applied in three Iraqi universities. Their study raised 

the issue of the need to invest in academic leaders in Iraqi universities to develop a model of 

performance management and to build human capital to raise the competitive ability of those 

universities at both the local and international levels; however, their study ignored the important 
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role of strategic planning in achieving organisational success. Therefore, there is an urgent need 

to employ SPP in Iraqi higher education organisations. Also, Al-Husseini and lbeltagi (2016) 

examed the relation and impact between the transformational leadership (TL) and innovation in 

their comparative study between Iraq's public and private higher education. Their research showed 

that TL has a vital role in creating process innovation and that the model would be useful in the 

Iraqi education section. Although their study agreed with the current study about the importance 

of looking into transformative leadership styles in Iraqi colleges, it did not focus on the strategic 

planning process. Thus, their study showed that transformative leadership style plays a main role 

in practising a strategic planning process in order to improve the performance of organisations. In 

addition, Hussein and Jassem (2017)  studied the relationship between effective administrative 

leadership and the implementation of public policies through an analytical look at the Baghdad 

Provincial Council. Their study aimed to discover the relation and impact between leadership 

styles and formulating an organisation's strategy. Although their study agreed with the current 

study in relation to LS and SPP, it did not study organisational success (OS) in Iraqi organisations. 

Furthermore, Saeed and Ali (2018) studied the role of personality characteristics of the leaders in 

terms of entrepreneurship in business organisations: theirs was an empirical study in some of the 

private colleges in Iraq. They focused on finding the vital role of personality characteristics of 

leaders in business organisations’ entrepreneurship. Their study was applied in thirteen Iraqi 

private colleges. Even though they agreed with the current study in relating LS and OS, they 

ignored the importance of strategic planning as applied in the private education sector. Nader and 

Jassim (2019) did confirm the importance of the role of strategic leadership in achieving 

organisational excellence in one of the organisations of the Iraqi industry ministry: the public Al-

Faris Company. Their study aimed to show the main role of strategic leaders in the success of Iraqi 

organisations. Although their study agreed with the current study about the importance of focusing 

on LS and OS, it ignored the importance of joining strategic planning with achieving organisational 

success. In addition, Hussein and Abdel Hassan (2020) have pointed to the role of the strategic 

mind of human resources managers in preventing strategic drift, by testing the relation between 

practices of strategic leaders and the implementation of organisations’ strategic plans. Their study 

was applied in one of the organisations of the Ministry of Industrial and Metals (Public Company 

of Concrete). Even though their study focussed on strategic leadership practices, it neglected the 
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importace of studying organisational success and hence suggested the need for research into 

strategic leadership practices and the entrepreneural dimensions in order to achieve organisational 

success.  

These studies are summarized in Table 2.4. 
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Table 2.4: Overview of literature review on leadership, strategic planning, and organisational success in Iraq context  
Author, title, and journal’s name   Place of study and  its 

type  
Focus/aim Findings Recommendations 

Al-Qaisi, F and Khawam, Z. (2015), The 
leadership skills and its impact in the strategic 
planning. Journal of Economic and Administrative 
Sciences, vol 21, no. 86, pp. 196-126 

Empirical research in 
the Planning Ministry, 
Iraq – Baghdad. 

To explore the leadership skills in 
the ministry and what the best 
styles for it are. Also, explore the 
relation and effect between the 
leadership skills and strategic 
planning. 

The study’s findings show that 
leadership skills and strategic planning 
process have a positive effect on 
improving the organisation’s 
performance. 
 

Must enhance the leadership styles that lead to 
create effective administrative leaders that 
encourage to using strategic planning, hence 
developing the performance. 
 

Saeed and Muzaffar (2016) The impact of 
leadership styles in the crisis management center 
the strategic planning, Journal of Economic and 
Administrative Sciences (JEAS)/ Baghdad vol 22, 
no. 92, pp. 159-196 

Empirical research in 
the Ministry of 
Electricity Iraq – 
Baghdad.  

To examine the relation and effect 
of leadership styles and strategic 
planning.   

There is significant correlation between 
strategic leadership and strategic 
planning 

Should invest the leadership role in formulation 
of strategic plans for public organisations. 
 

Al-Tai, A and Naji, M. (2015), The organisational 
change role in achieving the organisational 
success, Journal of Economic and Administrative 
Sciences 
vol. 21, no. 86, pp. 46-70 

Empirical research in 
the Ministry of Oil, 
Iraq – Baghdad. 

To explore the organisational 
change role in achieving the 
organisational success. 

The study’s findings show that 
leadership role has a positive effect on 
organisational success. 
 

Confirm the importance of studying LS and SP 
together 

Al-Jader, S. and Marjah, Z. (2016), the leadership 
skills in the organisational confidence, Journal of 
Economic and Administrative Sciences 
Vol. 22, No. 87, pp. 242-252 

Empirical research in 
the Ministry of Higher 
Education and 
Scientific Research. 
Iraq – Baghdad. 

To examine the relation and effect 
of the strategic leadership skills in 
organisational trust.  

There is significant correlation between 
leadership skills and organisational trust. 

Must invest in positive effects between the 
leadership styles and the organisational 
confidence in the strategic planning process to 
improving the organisational performance. 
 

Al-Kubaisi, S. and Al-Kaoud, A, (2016), The role 
of academic leadership practices in activating 
human capital, Journal of Economic and 
Administrative Sciences, vol 22, no. 87, pp. 1-26. 

Empirical research in 
some universities, Iraq 
– Baghdad. 

To examine the relation and effect 
of the role of academic leadership 
practices in activating human 
capital. 

The study’s findings show that the role of 
academic leadership practices has a 
positive effect on improving the 
organisation’s performance. 
 

The need to invest in academic leaders in Iraqi 
universities who develop a model of   the 
performance management and human capital to 
raise the competitive ability of universities at 
the local and international levels. 

Al-Husseini,S and Elbeltagi, I. (2016), 
Transformative leadership and innovation, Studies 
in Higher Education, vol. 41, no. 1, pp. 159-181 

A comparison study 
between Iraq's public 
and private higher 
education. 

To examine the relation and effect 
of transformative leadership and 
innovation. 

Plays a pivotal role in enhancing product 
and process innovation and that the style 
would be ideal in an Iraqi educational 
context. It would promote strategies for 
developing innovation in both sectors. 

This study recommends both transformative 
leadership and a strategic planning process to 
improve the performance 

Jassem, Humam Falah and Hussain, Farah (2017) 
Effective administrative leadership in the 
implementation of public policies, Journal of 
Economic and Administrative Sciences (JEAS)/ 
Baghdad,vol. 23, no. 98,pp. 128-148 

Analytical look at the 
Baghdad Province 
Council. 

To explore effective 
administrative leadership and 
implementation of public policies. 

The Baghdad provincial council has no 
clear vision to build plans and long-term 
policies, which is identified through the 
obvious weakness in the performance 
and motivation of the employees. 

To conduct several similar studies in this field 
because of administration leadership in the 
implementation of strategic policies being vital. 
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Saeed, Sana and Ali, Farah (2018), the Role of 
Personality characteristics of the leader in business 
organizations entrepreneurship, Journal of 
Economic and Administrative Sciences (JEAS)/ 
Baghdad,vol. 24, no. 109, pp. 92-117 
 

Empirical research in 
13 private colleges in 
Baghdad city. 

To find the effective role of the 
personality characteristics of the 
leader in achieving 
entrepreneurship, by studying the 
effect of the special dimensions of 
personality characteristics.  

Organizations use entrepreneurship to 
achieve customer satisfaction through 
improving the levels of current services, 
and through the personality 
characteristics of leaders.  

This research recommends conducting more 
research in features of leadership and 
organisational success. 

Nader, AM and Jassim, AH (2019), role of 
strategic leadership in achieving organizational 
excellence, Journal of Economic and 
Administrative Sciences (JEAS)/ Baghdad, vol. 25, 
no. 114, pp. 225-241 
 

Field research was 
done with one of 
organisations of the 
Iraqi industry Ministry: 
Al-Faris General 
Company.  
 
 

To determine the role of strategic 
leadership in achieving 
organisational excellence 

The strategic leadership is positively 
related with organisational excellence. 

A set of recommendations was formulated for 
those who are interested in this subject. 

Hussein and Abdel Hassan (2020), the role of the 
strategic mind of human resources managers in 
strategic drift, Journal of Economic and 
Administrative Sciences (JEAS)/ Baghdad, vol. 26, 
no. 117, pp. 200-211 
 

Empirical study in one 
of organisations of 
Ministry of Industrial 
and Metals (Public 
Company of Concrete). 

Testing the relation between 
practices of the strategic leaders 
and implementation of 
organisation’s strategic plan. 

Strategic leadership is positively related 
with the strategy of an organization. 

Suggests the need for research into the strategic 
leadership practices and entrepreneural 
dimensions in order to achieve success of 
organisations. 
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2.7 Research conceptual framework 

The study’s conceptual framework draws upon a critical review of the literature, which shows that 

according to current research findings LS and SPP are correlated and act as independent variables, 

with OS being the dependent variable. In other words, the success of an organisation depends on 

the effectiveness of its strategic planning processes and the style of leadership in operation; 

however, since the relationship of the leadership style and strategic planning processes to 

organisational success is not clear, this research seeks to illuminate this aspect of the colleges’ 

operations in relation to their achievement of organisational success, thus addressing the current 

gap in knowledge. This is illustrated in Figure 2.6.  

 

 

 

 

 

 

 

Figure 2.6: Overview of the relationship between leadership style and strategic planning in relation to 

organisational success central to the research conceptual framework. 

 

Although the current literature in the field identifies the importance of the link between LS and 

SPP, as noted above there is limited empirical research into the nature of this relationship and how 

it might link to OS, and in particular in contexts such as Iraq, which has suffered long-term 

disruption and continues to do so. Figure 2.7 outlines the research conceptual framework, showing 

the three variables of LS, SPP and OS, and depicts related aspects that contribute to the way they 

may impact on organisational success, including the nature of the colleges’ organisational culture 

and whether they are a learning organisation (Bass, 1997; Renz & Herman, 2016), as well as the 

use of the Balanced Scorecard (BSC) to support the SPP. The research adopted four basic stages 

to study how organisational success might best be achieved, taking into account leadership style 

and the way strategic planning is conducted. It employed the Balanced Scorecard approach, which 
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focused on learning and growth by investigating the perceptions of staff. An investigation also 

collected data on the colleges’ internal processes in terms of the effectiveness and efficiency of 

their work. The third aspect identified the customer perspective, which focused on the level of 

satisfaction of the students, employees, and shareholders. Finally, the financial perspective was 

considered, which included measures to identify how prosperous and viable the colleges were and 

the development of resources, along with collection of evidence of the colleges’ feedback and 

learning. Therefore, the study’s conceptual framework works as systems theory where inputs, 

processes, and outputs can be considered along with feedback and learning. The BSC provides a 

strategic planning framework for investigating each college’s organisational success based on the 

data gathered for the four areas shown in Figure 2.7.  

 

 

 
Figure 2.7: The research conceptual framework 

Source: Author 
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2.8 Relations and effects among variables of the study and the research gap 

The study selected multi-level variables. Leadership styles are group level variables and strategic 

planning and organizational success are organizational level variables. Thus, this section presents 

a philosophical view of the literature regarding the relations and impacts among the study’s key 

variables/concepts of leadership styles, strategic planning, and organisational success, and 

identifies references that indicate the possibility of studying them together in order to investigate 

if there are relations and impacts among these variables or not. 

. 

 

2.8.1 The relation and effect between leadership styles and strategic planning 

The importance of the relation between leadership style and strategic planning, and its impact on 

an organisation’s outcomes, is well recognised as part of business management (Abraham, 2019). 

In their focus on an organisation’s future vision as one of the most important elements of SPP, 

Alharthi et al. (2019), point out that senior management must derive its vision and mission from 

reality, ensuring they take account of environmental changes. This ensures that information on 

which decisions are based is objective as opposed to subjective, as well as being taken at an 

appropriate time to achieve the organisation’s strategic goals. Also, Abadi and Aliqabi (2019b) 

have highlighted the importance of organisations' leaders being able to make decisions flexibly 

and integratively, so they will lead to a better understanding of the SPP. Hence, this approach 

should lead to strategic decisions that more directly affect an organisation’s success, including its 

profitability, and inform its future strategies. This illustrates that SPP is a crucial source in the 

success of an organisation. In addition, Dampson and Edwards (2019) believe that leaders of 

organisations that develop strategic intelligence have unique opportunities to change things 

because they can use it in the process of adapting to the business environment and its challenges. 

Furthermore,  Ofori and Atiogbe (2012) have presented a model for the strategic planning process 

to leaders of public universities in order to enable them in achieving organisational success through 

wisdom, foresight, intuition, and experience (knowledge and skill) as a result of their practices. As 

Howes (2018) has stated, SPP is tool that gives universities a clear picture of their goals and 
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objectives, before subjecting their long-term priorities to permanent review in light of the 

information gathered, and adopting that information as planning inputs to help face environmental 

changes before they occur (Fathi & Wilson, 2009). Moreover, Globocnik et al. (2020) emphasise 

a need of many organisations for strategic planning in order to provide accurate and reliable 

information to decision makers (leaders of organisations) in order to make essential decisions. 

Finally, Broome and Marshall (2020) have noted that leadership styles and strategic planning have 

a significant relation and impact. 

Therefore, the role of strategic planning is very important for leaders of organisations for several 

reasons. First of all, SPP meets the needs of top management (leaders of organisations) for 

necessary information in decision-making because information is the basic root of their decisions. 

Also, SPP enable leaders of organisations to determine different technological developments and 

environmental changes. In addition, SPP allows leaders of organisations to employ their future 

visions in order to gain early insights into environmental changes, solve their implications, and 

include them in their decision-making processes. Furthermore, SPP encourages systematic 

learning, drawing future lines, and adopting well-established paths for continuous development to 

enable decision makers to develop forward-looking and cognitive perceptions of current and future 

trends, and to reconsider the approved methods. 

 

2.8.2 Relation and/or impact between leadership style (LS) and organisational success (OS) 

The relation and/or the effect between leadership styles and success of organisations has received 

the attention of many scholars and researchers. According to Ojokuku, Odetayo, and Sajuyigbe 

(2012), leadership style is one of the most important factors that drive organisations towards 

success. As Choudhary, Akhtar, and Zaheer (2013) have shown, leadership styles enhance the 

ability of organisations to survive and grow (strategic success), for example in terms of 

establishing  dialogue with their customers (beneficiaries), and responding quickly to their needs 

in line with their expectations, which is important in building relationships with their clients and 

increasing their loyalty. Also, Flynn, Smither, and Walker (2016) have dealt with the impact of 

leadership styles on enhancing organisational success by determining the current status of 

organisations among their competitors, and strengthening their capabilities in achieving returns, 
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by preparing an integrated portfolio of creative services that provide them with an innovative 

service product. In addition, Sfantou et al. (2017) have demonstrated the role of leadership styles 

in the success of health care organisations, and superiority of their service lines. This means that 

organisations build successful and long-term relationships with their doctors, and their concern for 

satisfaction of their patients is one of the most outstanding indicators of their strategic success 

(Stouten, Rousseau, & De Cremer, 2018). Liphadzi et al. (2015) have pointed to the key role of 

leaders in the success of organisations in the short and long term, because leaders are the main 

engine and strategic minds in managing human and capital assets, and they contribute to achieving 

the distinctive competencies of the organisation, as well as plan an increasing role in success 

strategically. Raziq, Borini, Malik, Ahmad, and Shabaz (2018) and Arif and Akram (2018) have 

indicated that leaders ’decisions determine the critical success factors within the operations 

function because those decisions and factors can appear in an organisation’s ability to stand out, 

create new services, and improve quality service, and therefore the leaders of organisations should 

link these decisions in the best way, and adopt them as a competitive weapon in achieving success. 

Meng and Berger (2020) and Ngibe and Lekhanya (2019) have confirmed that roles and decisions 

of leaders are critical factors for success in organisations. 

The researcher has therefore concluded that leadership styles have a significant impact on the 

success of organisations because the organisational success is related to the ability and skills of 

leaders through providing the desired services and/or goods. Also, the strategic and tactical 

decisions that are issued by the leaders of organisations and their abilities in effective 

implementation will push organisations towards success and enhance their competitive 

capabilities. In addition, organisations that seek to grow and succeed are mirrored by the styles of 

their leaders. Finally, leadership styles of organisations' leaders vary in their impact on 

organisations' success. 

 

2.8.3 Relation and/or impact between strategic planning (SP) and organisational success (OS) 

Some authors have put up their arguments regarding the relationship and/or impact between 

strategic planning and organisational success. According to Al-Qaisi and Khawam (2015), 

strategic vision and intuition are essential elements for success of organisations. This confirms that 
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vision is the basic stage in formulating the SPP of organisations. As Al-Mulla and Ahmed (2016) 

have noted, organisations’ success requires leaders who have a long-term future vision and at the 

same time employ abilities, experiences, and knowledges across SPP in order to achieve that. This 

means that SPP is a crucial operation that leaders employ to achieve success for their organisation. 

Also, Jeste and Childers (2017) have considered the compatibility between a leader’s vision as one 

of the most important criteria in achieving organisational success, which can then lead to the 

excellence of organisations. This illustrates that cohesion among visions of leaders’ organisations 

can be seen as the necessary element in the success of organisations. In addition, Ershova (2017) 

has shown that strategic abilities and skills of executives in Japanese companies were the basis for 

the long-term success these companies had achieved and are still achieving because they employ 

SPP in their organisations. This reinforces the strong relation between the strategic planning 

process and organisational success. Abdollahzadegan, Hussin, Razak, Moshfegh Gohary, and 

Amini (2013), Coetzee and Nkosi (2019), and Lehmann-Willenbrock et al. (2018) agree that 

strategic planning is a feature of successful organisations because SP allows for organisations to 

set their goals and focus on specific metrics to assess their long-term success, and at different 

levels of the organisation. Furthermore, Kim and Yoon (2015) believe that the creativity of leaders 

in employing strategic planning is the key to achieving organisational success continuously. This 

confirms that personal characteristics of leaders, such as being innovative, can have a positive 

impact when SPP is implemented in an appropriate way, which should in turn lead to 

organisational success. Moreover, Broome and Marshall (2020) emphasise that strategic planning 

enables leaders to better understand the variables of their organisations’ internal and external 

environments, as well as adapt to them, since organisations are greatly affected by strategically 

planned changes. At the same time, Hadrawi (2018) has cautioned that many organisations fail to 

achieve their objectives and goals owing to poor strategic planning and having to deal with 

inappropriate organisational structures. In addition, research has shown that SPP enhances 

organisations’ competitiveness, which is relevant to all business, including tertiary colleges in Iraq. 

This is helped by the way SPP has the ability to help organisations to adapt to environmental 

changes, enabling them to draw up a list of their priorities in the context of the challenges they 

face. Leaders, therefore, are better able to plan to fulfil their organisations’ vision and mission in 

shaping their future success. Moreover, future vision is one of key elements of strategic planning, 
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which represents the essence of SPP and can encourage all employees to see themselves as partners 

in working towards organisational success, contingent on the appropriate leadership being in place. 

Still, many organisations do not depend on SPP to assess their success, do not employ SPP to 

create new businesses, nor to identify new opportunities within their current tasks, or invest in SPP 

to establish partnerships with other organisations. 

Therefore, the research above shows evidence for a positive relation and impact between the 

strategic planning process and organisational success. It also suggests that practices involved in 

the strategic planning process and organisational success depend on organisations having leaders 

who embrace a leadership style that can engage staff and drive success. 

 

2.8.4 Summary of relationships and impact among the study’s variables 

In light of the above discussion, the relationship and effect amongst the variables of the study can 

be explained in terms of organisational success requiring leaders, who are the corporate  decision-

makers, and needing to think carefully about their strategic planning process, and employing their 

strategic intelligence to obtain the best to ensure organisational success (Abdul Malik et al., 2013; 

Ofori & Atiogbe, 2012; Plant, 2009; Taylor & Machado, 2006).  Howes (2014a) has emphasised 

that if leaders do not gather and employ such intelligence in their strategic planning processes, 

including the study of competitors’ strategies, their ability to compete and grow will be hindered. 

Moreover, if strategic decisions build on inaccurate realities, organisational success will not be 

facilitated. Table 2.5 illustrates this comparison, such that the top left-hand cell reflects the ideal 

of how “Leadership with accurate strategy leads to organisational success currently and into the 

future”, contrasting with the bottom right-hand cell where there is neither effective strategic 

planning nor effective leadership. 

 

Table 2.5: Relationship and effect amongst the leadership, strategic planning and organisational success 

 

Leadership 

St
ra

te
gi

c 
Pl

an
ni

ng
  

What – How Efficient and effective Inefficient and ineffective 

Accurate Leadership with accurate strategy leads to 

organisational success currently and into the future. 

Leadership with accurate strategy leads to 

organisational success currently but is not 

guaranteed in the future. 
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Inaccurate   

Leadership with inaccurate strategy can lead to 

positive results but for a short time, and future 

success is uncertain. 

Leadership with inaccurate strategy leads to failure 

in the performance of current and future 

achievements.  

Source: the author  

Based on above, the best leadership style should lead to an accurate strategy that ensures the 

organisation’s success both currently and into future, and the absence of an effective leadership 

style can lead to weak strategy and ultimate failure of an organisation to achieve success. Thus, 

this section’s discussion of the study of the relationship and effect amongst these variables supports 

the need to take this into consideration when investigating the present research problem. In 

addition, as noted earlier and closely related, is the gathering of data to support strategic 

intelligence and decision-making, which is provided through the application of the BSC. As Renz 

and Herman (2006, p. 265) emphasised: “the system may be supported by a set of performance 

indicators and strategies embodied in a Balanced Scorecard (BSC)”. Therefore, the gathering of 

such data from the private and public colleges involved in this research was expected to reveal the 

way their current strategic planning occurs in relation to their outcomes and leadership styles. 

 

2.10 Chapter summary  

Given the many reasons for developing countries that find themselves struggling to improve their 

economies, and the knowledge that education leadership can be expected to have, an investigation 

of how Iraqi colleges’ corporate leaders operate and engage in strategic planning processes is well 

overdue. In this research, these challenges include: increasing demand for higher education that is 

concurrent with a decline in governmental funding, changing student demographics, and a need 

for public colleges to be able to compete with the emerging private colleges in higher education. 

Consequently, the need to study the relationship and effect between strategic planning processes 

and leadership styles is equally applicable to both groups, as this is paramount in enabling them to 

provide effective services that respond to changing needs in relation to the particular challenging 

context of Iraq as a developing country. This review of the literature has supported the view that 

the proposed research can provide data that can help the colleges in current challenging times to 

better accomplish their organisational success for the following reasons: 
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1. It has been identified that the ability of higher education colleges to survive as educational 

institutes in Iraq is challenged because of the ongoing disruptive context (Al-Jubouri, 

2019). 

2. Recent studies are outlined that confirm that the SPP is a focal point for the successful 

management of higher education institutions. 

3. Research findings have shown that strategic planning in higher education has failed 

because of weak leadership, which has led to a drop in the colleges’ success (Alharthi et 

al., 2019). Therefore, this proposed study aims to illuminate this situation with regards to 

the colleges’ achievement of success and its relationship to strategic planning and 

leadership style in the context of colleges in the capital Baghdad. 

4. The relevant literature and initial consultations (anecdotal evidence) with college deans 

reinforced the need for an empirical study about diagnosing the relationship and effect 

between the SPP and leadership and their influence on organisational success, such that it 

will make a contribution to knowledge in the field. 

5. Identification of recommendations for improvements have been advocated by the 

government in support of this research by the researcher in the form of a scholarship to 

conduct the research.   

6. The findings of the proposed study may help colleges to improve and continue to improve 

by identifying their strengths, and how to reduce their weaknesses, and be better equipped 

to adapt and take advantage of opportunities, by gathering data that can help them take a 

proactive approach to addressing their particular challenging context.  

 

Thus, this literature review has provided a strong argument for the conduct of the research and 

justification for its design through the analysis and synthesis of recent research and the presentation 

of the underpinning theories as per the research conceptual framework (as presented in Figure 2.7). 

This figure made explicit the study’s three variables of LS, SPP and OS, and clarified the way they 

may impact on organisational success. In addition, it shows how leadership style can influence the 

nature of the colleges’ organisational cultures, drawing attention to the importance of the 

availability of strategic intelligence/data to enable the organisations to learn and improve (Bass, 

1997; Renz & Herman, 2016), at the same time further justifying the importance of paying 



 

68 

 

attention to the application of the BSC. Thus, the Balanced Scorecard approach (Beard, 2009; 

Naranjo-Gil, 2009; Wu et al., 2009) presents a comprehensive strategy in terms of its four 

dimensions: (1) learning and growth, (2) financial performance, (3) internal processes, and (4) 

customer satisfaction (Kaplan & Norton, 1998). It is also highly appropriate for this study as it is 

well recognised in performance evaluation by the Iraqi Higher Education (Ministry of Iraqi 

Hirgher Education, 2019) as an instrument that is concerned with consumer satisfaction, 

productivity, profitability, market share (reputation), public liability, and creativity as essential 

indicators to measure each college’s performance and success. 
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CHAPTER 3 RESEARCH DESIGN and METHODOLOGY 

3.1 Overview  

The choice of methodology for a study is of great importance, since the ability for research to be 

able to make a contribution to knowledge depends on the employment of appropriate research 

decision making and the design of data collection instruments and procedures. Thus, the major aim 

of the research methodology is to be able to respond to the research problem, taking into account 

the research context and potential data sources, and collect and analyse data that will best inform 

the research questions (Schuurman, De Marez, & Ballon, 2016). For the present research problem, 

this means choosing a research methodology that will enable an exploration of the Iraqi college 

leaders’ leadership styles and knowledge about, and involvement in, strategic planning with 

respect to their strategic decision-making. Thus, this chapter explains the approach to the research, 

including clarification of the researcher’s world view and how the research methodology and data 

collection is applied in the study. 

The chapter is divided into 12 sections. Following the introduction in Section 3.1, Section 3.2 

provides a general overview of the research philosophy. Section 3.3 discusses the study’s research 

design and Section 3.4 explains the population applicable to the research and participant sampling. 

Section 3.5 then describes the study’s approach, Section 3.6 explains the quantitative data 

collection methods, and Section 3.7 the qualitative data collection methods. Additional sources of 

data and information are discussed in Section 3.8. The data collection instruments employed in the 

study are explained in Section 3.9. Section 3.10 discusses issues of the validity, reliability, and 

ethics as applied to the study. Section 3.11 explains the administration of the Survey Package. 

Finally, a summary of the chapter is presented in Section 3.12. Figure 3.1 presents an overview of 

this chapter structure. 
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Figure 3.1: Overview of the structure of Chapter 3 

 

3.2 Research underpinning philosophy   

The study philosophy is critical for researchers at the start of their studies (Ahmed, Opoku, & Aziz, 

2016). Researchers must be careful when they select the methodology because this relates to their 

attitudes, beliefs, and interests (Mohammed, 2018; Quinlan, 2019). Also, selection of a research 
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philosophy depends on other important factors, such as the objectives of the study, the research 

questions, and hypotheses (McNabb, 2015). In addition, the choice of the study’s underpinning 

philosophy is a vital research decision because it enables researchers to justify their choices based 

on the critical review of the approaches and methodologies of previous studies (Holden & Lynch, 

2004; Mohammed, 2018). The researcher’s choice of philosophy, therefore, depends on their view 

adopted with regards to the following three main questions as proposed by Moon and Blackman 

(2014, p. 1179): “How can understanding philosophy improve our research? How can an 

understanding of what frames our research influence our choices? Do researchers’ personal 

thoughts and beliefs shape research design, outcomes and interpretation?” In response to these 

questions (Quinlan, 2019) has noted the need to take several philosophical categories into account, 

including positivism, critical realism, interpretivism, postmodernism and pragmatism. Thus, in the 

next sub-sections the researcher discusses these categories in relation to the philosophy that is 

adopted for the present study. 

 3.2.1 The positivism philosophy 

The main approach of positivism, as a research philosophy, is to study phenomena in an objective 

and scientific way by identifying and exploring the causal and associative relations between the 

different variables involved, whether independent or dependent (Maslow, 2013). Attributed to 

Auguste Conte, a French philosopher (Varouxakis, 2017), it reflects his interests in the fields of 

mathematics, science, and physics, as applicable to scientific thinking. His world view related to 

the possibility of using scientific methods to discover new knowledge by using observation and 

experimentation (Fisette, 2018). Thus, a positivist approach to research would typically involve 

the collection of quantitative data and would depend on scientific measurement through making 

connections between observation and experiment, and expressing the results in mathematical and 

statistical ways (Antwi & Hamza, 2015; Tuli, 2010).  

 

3.2.2 The critical realism philosophy 

The critical realism philosophy is attributed to the work of Roy Bhaskar in 1975 (Archer, Bhaskar, 

Collier, Lawson, & Norrie, 2013). This philosophy can be defined as a methodological approach 
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that depends on studying existential knowledge in the real world (as it is), rather than through 

observation that relies upon the thoughts and beliefs of human beings (Mingers, 2015; Mingers, 

Mutch, & Willcocks, 2013). Thus, researchers who adopt critical realism believe that reality can 

emerge indirectly (Næss, 2015) as opposed to relying on theories and human perceptions. Also, 

this philosophy takes an objective view in studying the problem or phenomenon rather than 

subjective (Fletcher, 2017). According to Mohammed (2018, p. 120), “the critical realist 

philosophy is suitable for studies that have to fit either qualitative or quantitative subject matter." 

This illustrates that a critical realist philosophy focuses on a single approach in each study; 

however, the present study uses a mixed-methods design and requires both qualitative and 

quantitative data collection. Therefore, the critical realism philosophy is deemed not to be 

appropriate for the present research. 

 

3.2.3 The interpretivist philosophy 

The interpretivist philosophy is an approach that presents the characteristics of the phenomenon 

qualitatively (Chowdhury, 2014). Using this paradigm, the researcher seeks to gain an 

understanding of the world based on the research participants’ subjective experiences as opposed 

to the objectivity of positivism. They set out to interpret that data by making meaning rather than 

formally measuring. This approach often uses data collection techniques such as participant 

interviews and/or observations, where the relationship between the researcher and participants may 

also be subjective.  

The purpose of interpretive research is to make sense of the phenomenon under study, and answer 

questions such as “how” and “why” (Thanh & Thanh, 2015). Historically, this philosophy harks 

back to the ancient Greek philosopher Epictetus, who stated that, “it is not actions that alarms or 

disturbs man, but it is their opinions and fancies about actions” (cited in Chowdhury, 2014, p. 432). 

This means that interpretivist philosophy focuses on making meaning about the nature of a 

phenomenon, typically by gathering qualitative data. Thus, this philosophy may appear to have 

some relevance to the current study as it explores participants’ perceptions of their workplace 

practices through focused interviews; however, it uses mixed methods in seeking to explore the 

causal relationships between variables in line with the positivist paradigm.  
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3.2.4 The pragmatism philosophy 

Pragmatism dates back to ancient times; however, it appeared as a science with rules and principles 

through the 19th Century American philosophers: Charles Sanders Peirce, William James, and John 

Dewey (Bishop, 2015; Johnson, Waal, Stefurak, & Hildebrand, 2017). As a philosophical 

approach to the conduct of research, it recognises the use of mixed methods, thus avoiding the 

contrasting approaches of positivism versus interpretivism or critical realism. It considers what 

works in investigating the research questions and it considers the application of theory and 

practice, where the theory is extracted across the application (Blay, 2006; McDermid, 2008). Based 

on this, researchers have confirmed that the pragmatist philosophy is appropriate for mixed 

methods research (Creswell & Clark, 2017; Halcomb & Hickman, 2015; Johnson et al., 2017; 

Morgan, 2013; Shannon-Baker, 2016; Teddlie & Tashakkori, 2009). Thus, pragmatism is 

appropriate for a wide range of research methods, including the collection of a combination of 

qualitative and quantitative data in practical research (Halcomb & Hickman, 2015; Taguchi, 2018). 

This means that both qualitative and quantitative data collection methods may be applied in a 

single research project to enable researchers to better understand how the research questions can 

be answered (Brannen, 2017a; McCusker & Gunaydin, 2015). In short, therefore, this researcher 

has adopted the pragmatist philosophy for several reasons. Firstly, it is applicable to, and fit for, 

addressing the research questions of the current study, and fulfilling the aims and objectives, as 

well as for an investigation of the research hypotheses. Secondly, it places equal emphasis on 

quantitative and qualitative research. Thirdly, it is a well-established and valuable approach for 

addressing the philosophical challenge, as it avoids the argument of truth versus reality. Finally, it 

offers different research design options with a range of frameworks that focus on practical 

problems, allowing for multiple perspectives and integration of stakeholder participation. 

 

3.3 Research design considerations 

In general, in the social sciences field, particularly in the field of business administration and 

economics, the study design is a crucial stage in determining methods, processes, and procedures, 
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data collection and analyses (Aarons et al., 2016; Bell & Harrison, 2018; Creswell & Clark, 2017). 

This indicates that the study design must choose the best techniques for collecting and analysing 

data in a way that seeks to achieve the aims and objectives of the study, while also considering the 

cost, efforts, and time involved.  

Since the aim of this study was to explore the current approach to, and relationship between, 

leadership and the SPP in the selected colleges, and to identify the LSs senior executives may 

adopt to best enable them to achieve their organisation’s goals, the study would gather data on 

what was current happening. This would be in terms of the LS, SPP, and the achievement of 

organisational success. Therefore, as noted above, a mixed method approach was selected as it was 

deemed the most appropriate way of gaining an in-depth understanding of the current situation of 

educational organisations in Iraq (Bazeley, 2015; Saeed & Muzaffar, 2016). This design enabled 

the researcher to explore the current approach to, and relationship between, leadership and strategic 

planning in the selected colleges and consider the variables involved (Bryson et al., 2018; Franco 

& Matos, 2015). A mixed method approach is defined as a research approach for collecting, 

analysing and mixing both quantitative and qualitative data in a study to illuminate the research 

problem (Creswell & Plano Clark, 2006; Leech & Onwuegbuzie, 2009). This method involved the 

collection, analysis and interpretation of quantitative and qualitative data in a single study that 

investigates the same phenomena (McKim, 2017). Mixed method research uses quantitative and 

qualitative data collection techniques and analysis procedures either at the same time (parallel) or 

one after the other (sequential) but does not combine them (Borbasi & Jackson, 2015). Padgett 

(2016) has argued that multiple methods are useful if they provide better opportunities to answer 

the research questions and where they allow the researcher to better evaluate the extent to which 

the research findings can be trusted, and inferences made from them.  

Mixed methods research enables the researcher to seek clarification and elaboration of the findings 

from both quantitative and qualitative data (Molina-Azorin, Bergh, Corley, & Ketchen Jr, 2017). 

In this way, they complement each other while minimising weaknesses and give the study more 

breadth and scope than either method could achieve if used in isolation. Also, mixed methods are 

used for triangulating the data, which adds to the validity and reliability of the findings (Doyle, 
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Brady, & Byrne, 2016). In addition, one of the strengths associated with the use of mixed method 

design in research relates to the capacity to benefit from the advantages of both types of data 

collection (Jogulu & Pansiri, 2011), thus enabling the researcher to gain a deeper perspective on 

the problem from the two sets of different data types (Hasson-Ohayon, Roe, Yanos, & Lysaker, 

2016). Furthermore, Koutiva, Gerakopoulou, Makropoulos, and Vernardakis (2017) have 

suggested that its use provides a more in-depth understanding of the research issues. Finally, using 

both qualitative and quantitative methods in a single study increases accuracy, reliability, and 

validity of the results and findings through using the advantages of both methods, which allows 

for triangulation of these data (Mohammed, 2018; Venkatesh, Brown, & Bala, 2013). Thus, a 

mixed methods approach guided this empirical study in its aim to describe and diagnose the 

relational nature and examine the effects between LS and SPP, and their impact in achieving OS 

in both the public and private colleges in the Iraqi context.  

When applied to the present research, application of the sequential exploratory strategy as a 

particular mixed-methods approach was adopted to best fulfil the aim and objectives and questions 

of the current study (Creswell, 2017; Leavy, 2017; Mohammed, Hafeez-Baig, & Gururajan, 2018). 

The first stage encompassed the quantitative data and information collection and analysis, with the 

second stage involving the qualitative data and information collection and analysis stage. In the 

first phase (quantitative), the researcher collected and analysed the data and information, the results 

of which were then available to better understand the study problem and inform the second stage. 

Thus, these results were used to select the sub-sample of college leaders for interviews. The 

conduct of interviews allowed the researcher to more deeply investigate the issues arising out of 

the Survey Package results. This supported the need to find the best options, suggestions, and 

recommendations as reliable and valid solutions. Figure 3.2 shows the sequential mixed-methods 

design that was adopted in the current study. 
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Figure 3.2: The application of sequential mixed-methods to the current study 
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Not surprisingly, given the long-term occupation of the country by the USA, the education system 

in Iraqi colleges have adopted a globally recognised approach to higher education,  even though 

policy is set centrally in Baghdad, and then distributed to colleges across the country. Hence, 

postgraduate studies in Iraq, in the main, in the fields of administration and economics focus on 

current western knowledges. Thus, this study is very important in its aim to investigate the current 

context and how western approaches to education delivery, leadership and strategic planning is 

experienced in practice and how the higher education sector can grow and develop further in a 

context of ongoing disruption and change. 

 

3.3.1 The stages of the study’s data collection and sampling   

The research plan involved three stages of data collection beginning with a survey package to 

senior staff and analyses of documents, a series of follow-up interviews, and lastly consultation on 

the research findings with an advisory group drawn from the Ministry of Iraqi Higher Education. 

Table 3.1 shows the stages of the study and the data collection techniques and how the data aligns 

with answering the study questions. 
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Table 3.1: Overview of the stages of data collection and alignment of data to study questions 

Stages Stage 1 Stage 2 

Data 
collection 
instruments 

Senior staff/survey package, 
including applying the BSC 
measures 
N = 163 
 

Individual/interviews N=21 
30x45 minutes=22.5 hrs 

Unit of 
analysis College leaders 

Study questions¯ 

RQ1. What current leadership styles are present in Iraqi public and private colleges? 

 X X 

RQ2. What challenges do the colleges face in achieving organisational success? 

 X X 

RQ3. How might these colleges adapt and change their practices to become more effective in 

achieving their goals? 

 X X 

RQi. How do PPICs provide leadership and currently plan in their particular context to 

achieve success?   

RQii. What is the relationship between their leadership style/s and the strategic planning 

processes in relation to the PPICs performance? 

 X X 

 
During stage one, the researcher distributed the survey package to the participants (deans, their 

assistants, and heads of departments as the unit of analysis), which comprised a total number of 

163 academics across the sample of 6 public and 7 private colleges. These colleges were randomly 

selected from all of the colleges in the capital Baghdad (44), where the total number of colleges 

across the 15 provinces of Iraq numbers 300. An overview of the sample of colleges and 

distribution of senior staff and departments is shown in Table 3.2. This table shows that the sample 

of private colleges each offered both business and science studies, while the public colleges offered 

one or the other. The survey package included questions to identify leadership styles in use as per 
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the well-established and internationally validated Multifactor Leadership Questionnaire. After 

that, the researcher used qualitative analyses with regards to the open-ended questions, using 

Nvivo software to code and identify emerging themes. These were explored in more depth along 

with other results in later focused interviews in stage two. In addition, the stage one survey package 

data collection also included ‘document analysis’. This document analysis procedure applied the 

Balanced Scorecard survey – measures (see Appendix D), which enabled the identification of 

evidence of the colleges’ business success. In addition, this enabled the identification of other 

available documents and records relevant to the colleges’ SPP and performance. Figure 3.3 

provides an overview of the sequence of data collected that applies to stage one. 

 

 

 

Figure 3.3: Overview of the sequence of collect of data applicable to stage one 

 

 

 

Survey package Balanced Scorecard 
analysis  

Quantitative data  
SPSS 
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Table 3.2: Overview of the sample of colleges and sample of senior staff 

 

 

Private colleges in Baghdad City Public colleges in Baghdad City 

N College name 
No. 
of 
Depts 

No. of 
council 

Teaching  
Areas College name 

No. of 
Depts
. 

No. of 
councils 

Teaching 
areas 

 
P1 

Al-Mansour University 
College (MUC) 9 13 

 Leaders 

Sciences 
& 
Business 

College of Law (CL) 
4 9 

Leaders Business 

P2 Al-Turath University 
College (AUC) 6 10  

Leaders 

Sciences 
& 
Business 

College of Administration and 
Economics (CAE) 7 12 

Leaders Business 

P3 Almamon University 
College (AUC) 11 

15 
Leaders 

Sciences 
& 
Business 

College of Science (CS) 
   12 17  

Leaders Science 

P4 Baghdad College for 
Economic Sciences 
(BCES) 

5 9  
Leaders 

Sciences 
& 
Business 

College of Political Sciences 
(CPS) 5 

10 
 
Leaders 

Sciences  

P5 Dijlah University College 
(DUC) 12 16 

Leaders 

Sciences 
& 
Business 

College of Languages (CL) 
8 13 

Leaders Sciences 

P6 Imam Ja’afar Al-Sadiq 
University (IJASU) 10 14 

 Leaders 

Sciences 
& 
Business 

Technical College of 
Management (TCM) 

4 9 
Leaders Business P7 Al - Esraa University 

College (AEUC) 11 16 
 Leaders 

Sciences 
& 
Business 

Total 
64 
Depts
. 

93  
Leaders 

Total sample for both the public and private 
colleges was (70 + 93 =163 participants) 

40 
Depts
. 

70 Leaders 
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Stage two of the study involved conducting interviews with a purposively selected subsample of 

30 participants, drawn from the main sample who had completed the MLQ. The purpose of this 

was to explore the results of the questionnaire to provide a more in-depth view of the practices, 

issues and challenges that arose in the survey findings. These focused semi-structured individual 

interviews were conducted by telephone and Zoom according to the interviewees’ choices, since 

it was not possible for the researcher to travel to Iraq. The duration of the interviews was 

approximately 45 minutes. They were transcribed and analysed in NVivo to discover common 

themes. Figure 3.4 provides an overview of the sequence of data collection applicable to stage two. 

 

 

Figure 3.4: Overview of the sequence of data collection applicable to stage two. 

 

During stage three the researcher considered the findings that emerged from stage one and stage 

two to develop policy advice and recommendations for improvements to the colleges’ approaches 

to strategic planning and leadership. When these were in draft form, they were shared with a group 

of five of the interviewees to gain feedback through focused discussions to be able to further refine 

them. Figure 3.5 provides an overview of the sequence of data collection applicable to the final 

stage, stage three. 

 

 

Figure 3.5: Overview of the sequence of data collection applicable to the final stage - stage three  

 

3.4 Research hypotheses 

 The study hypotheses are presented in Table 3.3, 3.4, and 3.5, reflecting three groups that comprise 

correlation hypotheses, effect hypotheses, and difference hypotheses between leadership styles, 

strategic planning, organisational success, and organisational culture. The researcher adopted null 

 Interviews / Nvivo Qualitative results 
 

Quantitative results Qualitative results Policy advice and 
recommendations 
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hypotheses because this guarantees neutrality and objectivity (Reiter, 2017). Alpha levels were set 

at 0.05 because the smaller the alpha level, the smaller the area of rejection (Nathoo & Masson, 

2016). This helps to reduce the chance of not rejecting the null hypothesis when in fact it should 

be rejected (Munasinghe, Attapattu, & Padmasiri, 2018) (making a Type II error), bearing in mind 

that the more the researcher tries to avoid a Type I error, the more likely a Type II error may occur. 

Setting the alpha level at 5% is commonly adopted, as it provides a good balance between these 

two issues (Harms & Lakens, 2018). 

Table 3.3: List of study null hypotheses of correlation  

Null hypotheses of correlation  

Hypothesis 10: There is no significant correlation between the leadership style and strategic planning 

process of the colleges under study, as measured by Spearman Correlation Coefficient. 

Hypothesis 20: There is no significant correlation between the leadership type and the organisational 

success of the colleges under study, as measured by Spearman Correlation Coefficient. 
Hypothesis 30: There is no significant correlation between the strategic planning process and the 

organisational success of the colleges under study, as measured by Spearman Correlation Coefficient. 

 

Table 3.4: List of study null hypotheses of effect 

Null hypotheses of effect 

Hypothesis 10: There is no significant effect from the leadership style on the strategic planning process 

in the colleges under study, as measured by Simple Regression Coefficient. 

Hypothesis 20: There is no significant effect from the leadership type on the organisational success of 

the colleges under study, as measured by Simple Regression Coefficient. 

Hypothesis 30: There is no significant effect from the strategic planning process on the organisational 

success of the colleges under study, as measured by Simple Regression Coefficient Path Analysis.   
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Table 3.5: List of study null hypotheses of difference in regarding to leadership styles 

Null hypotheses of difference in regarding to leadership styles 

Key Hypothesis A0: There are no significant differences in the transformational leadership style between 

leaders of the public and private colleges under study, as measured by Mann Whitney. 

Sub-Hypothesis 10: There are no significant differences in the leadership style of inspirational 

motivation between leaders of the public and private colleges. 

Sub-Hypothesis 20: There are no significant differences in the leadership style of individualised 

consideration between leaders of the public and private colleges. 

Sub-Hypothesis 30: There are no significant differences in the leadership style of idealized influence 

behaviour between leaders of the public and private colleges. 

Sub-Hypothesis 40: There are no significant differences in the leadership style of idealized influence 

attribute between leaders of the public and private colleges. 

Sub-Hypothesis 50: There are no significant differences in the leadership style of intellectual stimulation 

between leaders of the public and private colleges. 
Key Hypothesis B0: There are no significant differences in the transactional leadership style between 

leaders of the public and private colleges under study, as measured by Mann Whitney. 

Sub-Hypothesis 10: There are no significant differences in the leadership style of contingent reward 

between leaders of the public and private colleges. 
Sub-Hypothesis 20: There are no significant differences in the leadership style of active management-

by-exception between leaders of the public and private colleges. 

Sub-Hypothesis 30: There are no significant differences in the leadership style of passive management-

by-exception between leaders of the public and private colleges. 

Sub-Hypothesis 40: There are no significant differences in the leadership style of laissez-faire between 

leaders of the public and private colleges. 

Null hypotheses of difference regarding the strategic planning process 

There are no significant differences in practicing of the strategic planning process between the public 

and private colleges under study as measured by Mann Whitney. 
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Null hypotheses of difference in regarding to the organisational success 

Key Hypothesis 0: There are no significant differences in the level of organisational success according 

to the Balance Scorecard between the public and private colleges under study, as measured by Mann 

Whitney. 
Sub-Hypothesis 10: There are no significant differences in the learning-growth perspective between the 

public and private colleges, as measured by Mann Whitney. 

Sub-Hypothesis 20: There are no significant differences in the internal processes perspective between 

the public and private colleges. 
Sub-Hypothesis 30: There are no significant differences in the customer-society perspective between the 

public and private colleges. 
Sub-Hypothesis 40: There are no significant differences in the financial perspective between the public 

and private colleges. 

Null hypotheses of difference in regarding the organisational culture 

Key Hypothesis 0: There are no significant differences in the organisational culture between the public 

and private colleges under study, as measured by Mann Whitney. 

Sub-Hypothesis 10: There are no significant differences in response to the managerial effectiveness self-

rating form between the public and private colleges. 

Sub-Hypothesis 20: There are no significant differences in response to the managerial effectiveness 

between the public and private colleges. 

 

3.5 Study population and sampling  

This section describes the study’s population and explains the approach to selection of the sample 

of colleges and the participants.  
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3.5.1 The study population 

The first step in any study, where sampling is involved, is to define the study population because 

it comprises the actual part of the reality researchers seek to study (Verschuren, Doorewaard, & 

Mellion, 2010). Thus, after identifying the problem of the study and its objectives, questions, and 

hypotheses, based on the literature review, and prior to determining the instruments of 

measurement or data collection, the researcher needs to clarify the data source and, as in this case, 

the sampling approach that will support the collection of valid and reliable data. In addition, in 

keeping with the formulation of the research questions and hypotheses that relate to the variables 

involved in the study, the characteristics of individuals or objects that constitute the statistical 

society are identified (Fowler Jr, 2013; Hawe & Potvin, 2009; Long-Sutehall, Sque, & Addington-

Hall, 2011). Therefore, in the present study the population comprised all higher education colleges 

in Iraq (both public and private - 300), under the control of the Ministry of the Iraqi Higher 

Education, distributed over 15 provinces (Aithal, 2016), and all individuals in senior management 

in the selected sample of colleges. However, since higher education policy is implemented 

centrally in the capital city of Baghdad, and it would be difficult to conduct research across the 

provinces in the current uncertain and dangerous times, the major decision was made to conduct 

the research in Baghdad colleges only, therefore selecting an initial purposive sample of Baghdad’s 

population of 44 (22 public and 22 private) colleges. This meant that the approach would: 

1. provide a safer and more accessible data collection strategy for the researcher; 

2. be most suitable because data collection relied on participants’ access to technology e.g. phone 

and Zoom, as the researcher was unable to travel in person, owing to the country’s unrest; 

3. be more manageable with regard to the financial costs, effort, and time involved; 

4. provide more accurate data and information about the study’s population; and 

5. provide representation of public and private colleges in Baghdad, where the findings could be 

used to inform policy across the regions, since advice to all public and private colleges across the 

country emanates from the government in the capital city of Baghdad (Biesheuvel et al., 2008; 

Denscombe, 2014; Kumar, 2019; Rahi, 2017; Riley, Ru, & Quercia, 2009). 

 



 

86 

 

3.5.2 The study sampling 

As mentioned previously, the study’s population comprises all the people or items that the 

researcher is seeking to understand, and sampling is the strategy of selecting part of the population 

for investigation that is representative (Glaser & Strauss, 2017b; Rahi, 2017). This demonstrates 

that sampling is considered the second stage that comes after determining the study’s population. 

According to MacCallum, Browne, and Sugawara (1996), a sample can be defined as a subset of 

a population that has the common characteristics of that population (Etikan, Musa, & Alkassim, 

2016; Sekaran & Bougie, 2016). Thus, the sample selection is a very crucial step as there is a need 

to determine the minimum proportion of the study population to achieve a certain level to fit with 

the study size and representation of the population characteristics (Kim & Wang, 2018). Hence, 

the researcher needs to think about this from the start in terms of how to define the study's problem 

and its objectives, and then select a sample or samples, as the case may be, that are representative, 

according to relevant demographical data, and social and scientific characteristics in the interest 

of objectivity. As shown in Figure 3.6 the total population for the present study consisted of 300 

colleges, including both public and private, across the country. However, because the focus was 

on colleges in Baghdad, the first stage involved selecting two samples from the total 44 colleges 

in that capital city, which meant that for a 15% sample there was an odd number, requiring six 

colleges from one group and seven colleges for the other. The extra college was selected from the 

private colleges rather than the public colleges because the researcher wanted to gain a deep 

understanding of the private colleges in Iraq. To do this, the researcher adopted simple random 

sampling (Corlay & Pagès, 2015; Marshall, 1996). For example, the researcher adopted the classic 

method in selecting a random sample where, for each group of 22 colleges, the name of each was 

written on a separate piece of paper and placed in an independent container and stirred around by 

a colleague. After that, the researcher pulled out 7 papers (names) from the group of private 

colleges and 6 papers (names) from the public group without looking at the papers or reversing 

any of the selected papers. This random selection process resulted in 6 colleges from 22 public 

colleges, and 7 colleges from 22 private colleges in keeping with the work of (Boddy, 2016; 

Orcher, 2016; Schilling & Neubauer, 2009). Thus, Figure 3.6 shows the samples and how the 

colleges are representative of total study population. This comprised 30% of the spatial population, 
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which is the accepted ratio when researchers are interested in studying such big samples, according 

to specialists and experts in the fields of study of measurement and evaluation (Nunnally, 1994; 

Rahi, 2017). However, focusing on the purposive sample of Baghdad Capital City colleges meant 

that the research did not include the variables of more rural and isolated areas, as it was deemed 

an advantage for the research that colleges in Baghdad were the oldest and had the typical number 

of human resources, departments, and students. They also provided evening classes and 

postgraduate programs besides having a minimum of five departments. Thus, this selection had 

the potential to provide the most useful data for informing policy and practice changes.  

 

Figure 3.6: The study population and selection of samples 

 
3.5.2.1 Unit of analysis - participants 

The data collection stage requires the identification of appropriate methods according to the 

required accuracy, type of statistical units, context and the allocated time for collection (Hoeber, 

Hoeber, Snelgrove, & Wood, 2017). In light of this, the researcher adopted two major methods in 

selecting the participants in the study sample (Rao & Fuller, 2017; Sarstedt, Bengart, Shaltoni, & 

Lehmann, 2018; Trivedi, 2017). The first was the complete census method, which aimed to obtain 

comprehensive data and information for each unit of the population, be it a person, a family or an 

organisation (Ellis & Thompson, 2015). Thus, the researcher selected all leaders in both types of 

The total population 300 colleges across 
15 Iraqi provinces

Purposive sample of 44 college in 
Baghdad Capital City

Random selection of a 15% sample -
13 colleges selected from Baghdad

6 public and 7 private  
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institutions (the public and private colleges). The second kind was the purposive sample method 

(Ames. H, Glenton, & Lewin, 2019). For this, the researcher adopted the purposive sample method 

because it allowed the identification of those participants who were best placed to respond to the 

qualitative and quantitative data collection techniques (survey package, interviews and focused 

discussions). (Palinkas, Horwitz, Green, Wisdom, & Hoagwood, 2015) have noted that the 

rationale for research can be inferred on the basis of the description of the reason for the 

recruitment and selection of participants.  

 

3.5.2.2 The sampling criteria 

As discussed earlier in Chapter One, this study selected the Iraqi higher education sector as the 

scope. Thus, the researcher selected all leaders of the public and private colleges under study (as 

outlined in Figure 3.6), whose roles were deans, assistant deans, and heads of department. Details 

of these samples are depicted in Figure 3.7. These leaders were also members of the colleges’ 

councils, so they held strategic and key operational roles in leading and managing the colleges. 

Also, the researcher took this approach in accordance with the advice of Durmaz and Düsün (2016) 

and Huber and Power (1985) for the following three reasons: 

1. The higher-level management of the colleges has the authority to make strategic decisions 

and craft the SP. Also, they have the authority to develop their college’s vision, methods, 

and tactics related to strategy, actions to be taken, as well as development of performance 

measures.  

2. They are well experienced in the Iraqi higher education sector and have a high level of 

knowledge, skills and experience with respect to the work therein and performance of the 

faculties.  

3. They are the main actors that make strategic decisions related to their colleges and perform 

the governance to take and implement these decisions, and so have the capacity to 

influence. Therefore, the study sample comprised the employees at the senior management 

and leadership levels who could be deemed to be the decision makers and business 
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managers in the target organisations, which also included all members of the deans’ 

councils.   
 

 

Figure 3.7: Summary of how the sample of college leaders represents the colleges’ councils 

 

 

3.6 Research approach  

The research literature into how researchers select an approach to conducting their study identifies 

two contrasting kinds. These are the inductive and deductive approaches that enable researchers 

to access knowledge and use their research results and conclusions to make a new and original 

contribution to knowledge that is defensible (Collins, 2018; Gale, Heath, Cameron, Rashid, & 

Redwood, 2013). The inductive approach may begin with the gathering of observational and 

experiential data, which, following analyses and conclusions, may help solve real problems and 

work to facilitate the construction of new knowledge. Thus, the inductive approach is directly 

based on being able to use the results to generate new theory, e.g. ethnographic research 

(McCleskey, 2014; Woo, O'Boyle, & Spector, 2017). Also, with regards to research into leadership 

and organisational culture and organisational theory, human resources management, and strategic 

planning, an inductive approach would focus on qualitative research methods, such as case studies 

and interviews, which allows for the answering of ‘how’ and ‘why’ questions to gather participants 

opinions (Eriksson & Kovalainen, 2015; Woiceshyn & Daellenbach, 2018). This illustrates that an 

inductive approach is more suitable to a qualitative data collection because it provides descriptive 

Participants (163) from the combined groups of college councils

Assistant     
(32)

Dean
(13)

Heads of 
Department 

(118)
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information from which new theoretical explanations can lead to advancements in knowledge 

(Anandarajan, Hill, & Nolan, 2019; Eisenhardt, Graebner, & Sonenshein, 2016).  

The second approach, the deductive approach, differs in that it is typically an analytic-intellectual 

process where data are gathered to test existing theory. It may draw conclusions on the basis of the 

results of quantitative data collection that may test hypotheses under study (Hammersley, 2017; 

Mohammed, 2018; Zhang, Tian, Cheng, & Jin, 2014). This means that the deductive method starts 

from the theory, with hypotheses either experimental or alternative, compared with the null. Data 

collection techniques are designed to answer the research questions of the study and to be able to 

test the hypotheses in keeping with positivism. The purpose of deductive approaches is to allow 

the researcher to understand which part of a conceptualisation or theory does not provide a good 

explanation of the phenomenon or problem of a study (Bergdahl, Ternestedt, Berterö, & 

Andershed, 2019). Also, this approach enables researchers to find other explanations that are 

supported by the empirical data (Ormston, Spencer, Barnard, & Snape, 2014; Rothe et al., 2018). 

In addition, this approach helps to avoid bias, which may be more difficult when using inductive 

qualitative approaches (Hasibah, Rohaeti, & Aryan, 2018; Hjørland, 2013). However, Woiceshyn 

and Daellenbach (2018) have advised that the best way to guard against bias and ensure validity 

and reliability or trustworthiness of data is to achieve a balance between inductive and deductive 

research, where the researcher needs to review and evaluate possible approaches (Frempong, 

Davenport, Sutton, Nonvignon, & Barton, 2018; Jebb, Parrigon, & Woo, 2017). Based on the 

above, the inductive approach can be seen as contrary to the deductive approach in that it starts 

from the specific to the general, where the deductive approach starts from the general and moves 

to the specific. 

Therefore, in keeping with this, the present researcher chose to conduct mixed methods research 

that involved the collection of both quantitative and qualitative data. He adopted the deductive 

approach to investigate and compare leadership theory, organisational culture and strategic 

planning between the two groups of target colleges, and formulated hypotheses for statistical 

testing (refer to Chapter 4: Quantitative data analysis of the thesis). After that, the researcher 

employed the qualitative approach to confirm, develop, and generate the results and findings of 

the study (refer to Chapters 5: Qualitative data analysis of the thesis). Hence, both approaches 
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served the aim and research questions, as well as the hypotheses, of the current study through 

providing realistic and logical policy advice and recommendations. 

 

3.7 Quantitative methodology 

According to Creswell (2017, p. 212), quantitative research is a systematic process that examines 

theoretical aspects of a study through testing the relationship and impacts among its variables. In 

this study the quantitative methodology collected and analysed data in order to test the 

relationships and impacts amongst the following variables of the study: leadership styles, strategic 

planning process, and organisational success.  

 

3.6.1 The quantitative data collection 

Quantitative data collection is a process of collecting data and information, which can be 

characterised by numbers, including data in the form of measurements (Bryman, 2017; Johnston, 

2017). The MLQ data collection instrument was administered in the current study in order to 

explore the relationships and impacts amongst the study’s variables. Also, the MLQ was purchased 

from the Mindgarden Leadership Questionnaire, third edition (manual and sample) for this study 

because it would be able to identify how participants perceived the different leadership styles in 

their organisations, ranging from transformational, through transactional to laissez-faire. Thus, this 

includes the most effective style through to the most ineffective (Avolio & Bass, 2004a; Avolio & 

Bass, 2004b; Baek, Byers, & Vito, 2018; Boamah & Tremblay, 2019; Xu et al., 2016). The MLQ 

has been shown to be appropriate for administration at all levels of organisations and across 

different types of manufacture, service, and civil and military organisations, and was thus suitable 

for the present study and used a Likert scale type format. 
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3.6.2 The quantitative data analysis 

High quality research depends on valid and reliable data collection, which the researcher is able to 

analyse and interpret to discover new knowledge (Mertens, Pugliese, & Recker, 2017). Data 

analysis is one of the most important stages of every study through the use of accurate and suitable 

analyses (Conesa et al., 2016; Hazen, Skipper, Boone, & Hill, 2018). Thus, data analysis can be 

defined as an organised process that can explore a variety of data in order to detect hidden patterns, 

unknown relations and impacts, market attitudes, customer preferences, and any other information 

that helps top management to make and take accurate and strategic decisions (Cox, 2018; Heeringa, 

West, & Berglund, 2017; Ott & Longnecker, 2015  ). This means that the researcher must choose 

the statistical methods that achieve more valid and reliable results. Based on that, the present 

researcher adopted two kinds of statistical methods. The first kind was the descriptive statistical 

method (Chan, Ismail, & Sumintono, 2016; Ferguson & Takane, 1989), which was used to compile 

tables and charts presenting percentages, mean, standard deviation, and coefficient of variation. 

The second kind was inferential statistical methods, which were used to identify the relationships 

and effects amongst the study variables. These were: variation coefficient, Spearman and Pearson 

correlation coefficient, simple and multiple regression coefficient, Mann Whitney U test, and t-

test (Alzu’bi, 2015; Brannen, 2017b). They were applied to the data through the employment of 

the Statistical Package for Social Sciences (SPSS) and Microsoft Excel software. Figure 3.8 

provides an overview of how the data were analysed in terms of where descriptive and inferential 

statistics were applied in the study. 



 

93 

 

 

Figure 3.8: Data collection and analyses 

 

3.7 Qualitative methodology 

The qualitative approach is a popular method in the social sciences, which is used to investigate 

issues in the humanities fields (Antwi & Hamza, 2015). The qualitative approach can be defined 

as: “research that involves analysing and interpreting texts and interviews in order to discover 

meaningful patterns descriptive of a particular phenomenon” (Auerbach & Silverstein, 2003, p. 3). 

Its process or framework is designed to help researchers to discover and define their topics and put 

them into groups or categories to answer the questions of the study, as opposed to quantitative data 

related to hypotheses (Cohen, Manion, & Morrison, 2018), and it is thus appropriate for inductive 

methods (Thomas, 2006). According to (Ritchie, Spencer, Bryman, & Burgess, 1994; Silverman, 

2016), there is a set of the essential steps that must be followed by qualitative researchers: data 

recognition; identification of a framework for information; indexing or identifying specific 

categories; preparing and filing the schedule; map drawing; and interpretation of what is found. 

Before applying the qualitative methods and collecting and analysing the data, the researcher 

assessed the reliability and validity of the qualitative instruments through a reference group 

discussion and practice individual interview (Eriksson & Kovalainen, 2015; Fletcher, 2017; 

Leppäaho, Plakoyiannaki, & Dimitratos, 2016). In addition, the researcher conducted peer review 
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methods

Inferential statistics

Relationships 

Effects

Descriptive statistics Tables and charts
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with two leaders from each of two sample’s public and private colleges (purposive sub-sample), 

to ensure relevance and feasibility of the data collection, and to determine possible technical issues, 

before conducting a pilot study. Figure 3.9 shows and summarises the qualitative methods that 

were used in the current study, and hence explains how the qualitative methodology for the current 

study has two main parts.  

Figure 3.9: Qualitative methodology 

 

3.7.1 The qualitative data collection 

Qualitative data collection is a systematic process that seeks to collect information from 

representative samples of people about real-world events and processes, or about their experiences, 

Qualitative methodology

Data collection

A focus group session: To define the scope of individual 
interviews by exploring extensive themes of each of the 

leadership styles, strategic planning process, and organisational 
success

Semi-structured individual interviews: To obtain in-depth 
understanding of the themes and category items contributing to 

the study

Conduct individual interviews: 21 leaders from both the public 
and private colleges

Audio recording and note making 

Transcription

Data analysis: manual methods and content analysis software 
(NVivo 11)

Refine results of the qualitative approach
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which cannot be characterised via numbers (Noble & Smith, 2015; Zikmund, Babin, Carr, & 

Griffin, 2013). In other words, it typically uses data collection methods that extract people’s 

reported ideas about things that are outside themselves (Johnston, 2017; Percy, Kostere, & Kostere, 

2015). Therefore, the current study adopted two qualitative data collection procedures. The first 

one was the conduct of individual interviews, for which the design of data collection was supported 

by a preliminary focus group session to help define the scope. The individual interviews were 

selected as a follow-up to the implementation of the survey package to obtain a deep understanding 

of the survey package findings (Gentles, Charles, Ploeg, & McKibbon, 2015; Mohammed, 2018). 

This section of the qualitative data collection and analysis method is fully discussed in Chapter 

five of this thesis. 

 

3.7.2 The qualitative data analysis 

To reiterate, the qualitative data analysis applied a rationale that could help the researcher to better 

and more deeply understand the data that were gathered and analysed through the Survey Package 

(Harding, 2018; Mohammed, 2018). The researcher provided all participating interviewees with a 

copy of the results of survey package quantitative analyses to read within a mutually agreed upon 

time frame and to review before the interview was arranged. Interviews were audio (mobile phone) 

or audio-video recorded (Zoom). After that, written transcripts were documented by the researcher 

and, together with any field notes, there were analysed through preliminary manual methods and 

through the use of NVivo 11 software, which allowed for the coding, recoding and generation of 

themes (Maher, Hadfield, Hutchings, & de Eyto, 2018; Zamawe, 2015). This assisted with the 

management of the data analysis and synthesis (Houghton et al., 2017). Hence, this phase was 

significant for modifications based on the analyses. Thus, following this qualitative data analysis 

of individual interviews, the researcher had the opportunity to refine or identify new findings to 

feed into the study’s recommendations, depending on the outcomes of the quantitative stage of the 

current study. 
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3.8 Sources of the data 

Identifying and obtaining relevant sources of data and information are essential to enabling 

researchers to construct new knowledge (Chen, chiang, & Storey, 2012). There are two key kinds 

that encompass primary sources and secondary sources (Lohr. S, 2012). While some studies 

depend on just primary sources, those that depend on secondary sources typically use such data as 

historical studies or existing data sets, e.g. systematic literature reviews, and they do not collect 

new data (Lenormand et al., 2014). In this study, to ensure the availability of comprehensive data 

and information and triangulation of data, the research design utilised both types as key sources, 

as shown in Figure 3.10. 

 

3.8.1 The primary data 

The primary data and information were collected to respond to the specific study objectives of the 

researcher using the Survey Package, individual interviews, and focus group discussions (Evans 

& Murshudov, 2013; Walliman, 2017). Thus, the primary data for the current study were collected 

from leaders of the public and private colleges within the Ministry of Higher Education and 

Scientific Research in Iraq, as in Figure 3.11. 

 
3.8.2 The secondary data 

The secondary data and information were collected from a range of different sources (Johnston, 

2017). This type of data related to the gathering of evidence of organisational practices and 

success, which included a focus on scientific articles, studies, research, theses, reports, books, 

magazines, governmental websites and official statistics (Cole, Friedlander, & Trinh, 2018; Ellram 

& Tate, 2016). The essential objective of using these technique was to help understand the mutual 

and influential relationships amongst the study variables (Swart et al., 2015). Published data and 

information relating to research can be useful because of their relevance to practice and 

availability. This can also save cost, effort, and time as it does not need to be collect as primary 

data (Bell & Harrison, 2018; Mamonov & Triantoro, 2018). In addition, secondary data can assist 

in confirming vital information or fill in gaps, thereby adding to the reliability, validity, and 
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avoidance of bias (Mohammed, 2018; Worrell, McKay, & Andretta, 2015). Therefore, in the 

current study, the researcher used all of the sources mentioned above in regard to the leadership, 

the strategic planning process, and the organisational success, as in Figure 3.10.   
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Figure 3.12: Sources of the data and information 
 
 
 

 
 
Figure 3.10: Sources of the data and information 
 
 
 

3.9 Issues of validity and reliability 

In relation to surveys, clarity of scale item meanings are very important, in terms of validation of 

the research instrument and its reliability in any empirical study (Krosnick & Presser, 2010). For 

instance, the participants must have a clear understanding of the meanings of the items in the 

scale (Chu, Ng, Koh, & Müller-Riemenschneider, 2015). If the meaning of scale items is ‘fuzzy’ 

for the participant then both reliability and validity of measurement can be flawed (Biasutti & 

Frate, 2017). The MLQ was selected because it is a well-established instrument in its long-term 

capacity as an internationally recognised questionnaire, which has been validated for use across 

cultures, and was thus deemed appropriate for the Iraqi context. In the second part of the package 

on the strategic planning process, this consisted of 20 items taken from the School/Unit Diversity 

Strategic Planning Resource Guide. This choice is supported in terms of validity and reliability 

because of it being a well-established instrument in its long term capacity as a questionnaire that 

has been validated for a long time and is always up-date, thus deemed appropriate for the Iraqi 
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context. In terms of the third part, the use of the BSC, the 42 items were well established in terms 

of validity and reliability for this data collection (Elola, Tejedor, & Tejedor, 2016b). In the final 

part of the survey package, the 27 items were designed to measure participants’ perceptions of 

their colleges’ organisational culture, which could be considered appropriate in terms of validity 

and reliability issues because it was a well-established instrument in its long-term capacity as an 

internationally recognised questionnaire that has been validated for use across cultures, thus 

making it appropriate for the Iraqi context. Figure 3.11 shows these study survey package 

instruments in terms of their four distinct parts, the MLQ, the SPP, the BSC, and OC. 

 
Figure 3.11: The four key parts of the study’s Survey Package 
 
 
3.9.1 Validity testing of study instrument   

The Multifactor Leadership Questionnaire aimed to determine the current leadership styles in the 

PPICs under study by gathering participants’ perceptions of their workplace practices. This 

questionnaire had already been validated for use across different cultures by its developers Avolio 

and Bass (1995). There is also extensive existing research in support of its use for the purposes of 

the present research (Avolio & Bass, 1995; Baek et al., 2018; Bagheri & Sohrabi, 2015; Jelača, 

Bjekić, & Leković, 2016; Rose, Zask, & Burton, 2017; Rose, 2019). An additional advantage for 
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the present study was the fact that the MLQ was available for use in both English and Arabic. The 

strategic planning survey aimed to explore the reality of that process in the sample PPICs. This 

instrument also had the advantage of having been validated in previous studies (Elbanna, Andrews, 

& Pollanen, 2016; Howes, 2018; Klatt et al., 2011; Ofori & Atiogbe, 2012; Paris, 2003). (Note: It 

is unable to be displayed because of copyright).  

The third survey component of the package comprised the Balanced Scorecard, which was selected 

as a method for obtaining data to inform on the colleges’ organisational success. The strength of 

this instrument lays in the research of Elola et al. (2016b). They applied it in a study of 56 Spanish 

universities, including both public and private ones. The fourth and final instrument was selected 

to investigate the participants’ views about the nature of the organisational culture in their colleges, 

since this could have a powerful impact on staff ways of working and performance and could 

reflect leadership styles involved. Thus, Schein (1990) survey was administered, which required 

the participants to rate a range of  items that were seen as critically important to identifying human 

resources behaviours in their organisations. It has had prolific use across the world by many 

researchers, thus adding to its validity and reliability for use in the present study (Block, 2003; El 

Amouri & O’Neill, 2014; Pradhan, Panda, & Jena, 2017; Rivai, Gani, & Murfat, 2019; Sattler & 

Sonntag, 2018; Taormina, 2008; Tidor, Gelmereanu, Baru, & Morar, 2012).  

Although each data collection instrument in the total survey package is argued to have been 

validated through use in other studies, the researcher also piloted their use with twelve college 

deans who were not in the selected sample but could be considered representative of the PPICs. 

The pilot study enabled a check on the appropriateness of items, the effectiveness of the 

instruments to provide relevant data, and to ensure that the potential participants would be able to 

complete the package relatively easily and without misunderstandings. While the MLQ was 

available in Arabic, for the remaining surveys the researcher employed a professional/legal 

translator in order to translate them from English into Arabic. 
 
3.9.2 Reliability testing of study instrument 

Although instruments of the study were tested in many previous studies and were found to be 

reliable, to guarantee the survey package instruments’ reliability and stability, this was further 
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considered in a pilot test, as noted above (Allegrante, Hyden, & Kristjansson, 2018; Mohammed, 

2018). To achieve the internal consistency of the instrument, Cronbach’s Alpha was applied 

(coefficient alpha) (Field, 2013; Polit-O'Hara & Beck, 2006). As a measure of internal consistency 

of the items within an instrument, this statistical test provides a measure of the reliability of the 

scale to the extent of values between 0 to 1. Importantly, 0.70 is considered an acceptable minimum 

in exploratory studies (Briz-Ponce, Pereira, Carvalho, Juanes-Méndez, & García-Peñalvo, 2017). 

Moreover, Polit (2010) has maintained that this is one of the most sophisticated and accurate ways 

of computing internal consistency. Also, since some additional questions were developed to ensure 

adequate scope of the current study, these were also included in the trial and the reliability tests. 

Thus, each instrument in the Survey Package underwent a thorough process to ensure reliability. 

While Table 3.6 provides the result of the Cronbach alpha for the total set of items across the 

various instruments in the Survey Package, Table 3.4 shows the results for each individual 

instrument. 

 

Table 3.6: Summary of the reliability test for all Likert scale items (N=129 Participants) 
Non-demographic variables  No. of items  Cronbach's alpha  

Leadership styles, strategic planning, balanced scorecard, and 

organisational culture. 
133 0.918 

 
According to Table 3.6, the value of Cronbach Alpha, when all Likert scale items of the aggregated 

instruments were considered, was 0.918. This shows that the instrument of the study had a strong 

internal constancy because the value of the Cronbach Alpha was greater than 0.70. 

 
Table 3.7: Summary of the reliability test for the non-demographic variables (N=129 Participants) 

No.  Variables  Items  No. of items  Cronbach's 
alpha  

1 Leadership styles, Q1 to Q 45 45 0.935 
2 Strategic planning Q1to Q19 19 0.924 
3 Balanced Scorecard Q1to Q42 42 0.924 
4 Organisational culture Q1to Q27 27 0.891 

 
As shown in Table 3.7, the results of the Cronbach's alpha ranged between 0.891-0.935 (> 0.70). 

This indicated that all these values were statistically satisfactory because their values were greater 
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than 0.70. Therefore, these results help justify the reliability of the survey package instruments. 

For more details on the Cronbach’s Alpha statistical test, see Appendix E. This supports the rigour 

of the research, helping ensure that the findings were credible and the appropriate processes and 

issues were dealt with in an ethical way (Orcher, 2016).  

Since the current study involved human participation in the survey package, individual 

interviews and focus group discussion, ethics approval for the conduct of the research was gained 

from the University of Southern Queensland’s Office of Research/Human Research Ethics 

Committee (HREC) in accordance with the National Statement on Ethical Conduct in Human 

Research (2007). The aim of obtaining ethics approval, before conducting any research, is to guide 

and ensure researchers carrying out ethical, valid and reliable research that does not harm or have 

adverse consequences for the participants (Zikmund et al., 2013). It encompasses the three major 

ethical considerations of benefit and risk, respondents’ informed consent, and respondents’ rights 

and protections (Mohammed, 2018; Walliman, 2017). Based on this, there was a need to provide 

information to the participants, including the colleges, about the aims and objectives of the study, 

how they would be asked to contribute, and how the data would be used (Blaikie & Priest, 2019; 

Creswell, 2017; Dahl, 2018; Das, Ester, & Kaczmirek, 2018; Denecke et al., 2015; Rudolph, Bazzi, 

& Fish, 2016). 

This research study’s ethical approval number was H17REA244 and covered the period of the 

research for three years from 2 January 2018 until 2 January 2021. The letter of approval is 

presented in Appendix F, along with separate letters of approval from each of the participating 

colleges in Iraq. These approvals provided the researcher with the ability to approach the senior 

staff in the selected colleges. Participation was voluntarily, and confidentiality was assured. 

Participants were also assured they had the right of to withdraw at any time without any sanction 

and their data would then be removed from the study. In addition, to help ensure independence 

and objectivity, the researcher engaged a ‘critical friend’ whose role it was to verify a random 

selection of the BSC data analyses and decisions on data coding and themes for the qualitative data 

analysis using NVivo. 
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3.11 Administration of the study survey package 

Administration of the data collection instruments is a crucial step for every research project (Bell 

& Harrison, 2018; Fosnacht, Sarraf, Howe, & Peck, 2017). This step should enable the researcher 

to distribute and collect data in an appropriate way (Ruel, Wagner III, & Gillespie, 2015). Also, 

refining this procedure can enable the researcher to organise data collection in an efficient, timely, 

and cost-effective way (Miech, Patrick, O'malley, & Johnston, 2017). Therefore, the survey 

package was administered sequentially according to the individual instruments, as shown in Table 

3.8.  
 
Table 3.8: Stage one of data collection - steps in administering the Survey Package 

No  Steps in administering the Survey Package Period   
1 Receiving ethics approval from USQ. 2/1/2018 
2 Translating the data collection instruments and ethics approval forms from the 

English into Arabic. 
8/1 - 4/2/2018 

3 Getting approval from all 13 colleges under study.  5/2 - 20/2/2018 
4 Providing participants with the invitation and information about the research 

aim and objectives of the study and consent form. 
22/2 – 28/2/2018 

5 Distribution of the survey package to the participants. 4/3/2018 
6 Collection of the completed survey package from the participants. 3/5/2018 
7 Return of the survey package to the University of Southern Queensland.  7/5/2018 
8 Receipt of the survey packages at the University of Southern Queensland. 21/5/2018 

 
Thus, the participants first completed the questionnaire (quantitative). Then the individual 

interviews were conducted (qualitative). The implementation of the data collection process is 

explained further below.  
 
3.11.1 Administration of the study survey package (quantitative) 

This section is divided into two key parts. The first part explains the procedures of distributing and 

collecting the survey package, which addressed: (1) leadership styles -  MLQ, (2) organisational 

culture, (3) application of the Balanced Scorecard, and (4) the Strategic Planning Process in the 

colleges. The second part reports on the response rate of the participants.  
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3.11.1.1 Procedures for distributing and collecting the survey 

Owing to the researcher being in Australia and unable to travel to Iraq, the study survey package 

was administered by a convenience sample of six postgraduate students who were studying at the 

Iraqi colleges and all of them were male. They worked as volunteers and were happy to assist as 

they valued the opportunity to be involved. After that, the researcher sent the study survey package 

with the ethics approval information and instructions through email to the postgraduate students, 

who also acted as the researcher’s agents to gain the various approvals from the colleges in the 

study. Once approval was gained from all 13 colleges (6 public colleges and 7 private colleges), 

the researcher allowed the postgraduate students to distribute the study survey package to the target 

participants in face-to-face mode. The volunteer distributers were able to draw attention to the 

invitation to participate and the research aim and objectives. At the beginning of March 2018, the 

distribution of the survey package to the participants began. At the beginning of May 2018, the 

volunteer distributers collected the completed survey packages. On 7/5/2018, the survey packages 

were delivered to the University of Southern Queensland by Aramex, for which the documentation 

is shown in Appendix G. This took two weeks as previously shown in Table 3.8. 

 

3.11.1.2 Response rate of the participants 

The response rate of surveys is a vital consideration in ensuring the validity of the research. A 

response rate is the percentage of the sample that returns a questionnaire (Patel, Doku, & 

Tennakoon, 2003). If the sample, as a proportion of the population, is very low then this weakens 

the requirements to apply inferential statistical analyses. Thus, an empirical study such as this, 

which surveyed the full population of the senior leadership teams in the sample colleges, should 

address and report the response rate as well as the sampling process to clarify the statistical rigour 

of the research (Fan & Yan, 2010). Fosnacht et al. (2017) have advised that the best way to obtain 

unbiased results is to achieve as higher response rate as possible. However, other researchers have 

argued that a low response rate does not necessarily lead to biased outcomes, depending on the 

sampling approach (Hayden, van der Windt, Cartwright, Côté, & Bombardier, 2013; Keeter, 

Hatley, Kennedy, & Lau, 2017; Kirkham et al., 2010). Nevertheless, response rates of 40 - 65% 
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have been shown to be adequate (Anseel, Lievens, Schollaert, & Choragwicka, 2010; Crone & 

Williams, 2017; Keeter et al., 2017). 

Based on above, the researcher distributed 163 survey packages, through the engagement of the 

postgraduate students, to the total sample of leaders, who were deans, associate deans, and heads 

of departments for both the public and private colleges (Pu70 + Pr 93 =163). A total of 140 were 

returned. However, only 129 were appropriately completed and used for analysis. Table 3.9 shows 

a summary of the response rate from the public colleges as 80%, since there were 56 returns from 

70 leaders. Table 3.10 shows a summary of the response rate from the private colleges as 81% 

with 70 returns from 90 participants. Thus, the overall response rate of this study was 80.5%, which 

is relatively high and therefore acceptable for the validity of the study (Converse, 2017; Fowler Jr, 

2013), despite the possibility of self-selection given that the total population was targeted. 
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Table 3.9: Survey response rates and extend of staff representation in the public colleges 
 

 
 
 
 
 
 
 

N  College name No. of 
Depts. 

No. of 
councils 
 

Members of College Council  Distributed 
Questionnaires 

Received 

Questionnaires 

Response 

rate % Dean Associate H D CEO 

1 PU1  
4 9 

 1 3 4 1 
 
9 

 

8 

 

88% 

2 PU2  
7 12 

 1 3 7 1 
 

12 
 

10 

 

83% 

3 P3  
12 17  1 3 12 1 

 
17 

 

12 

 

70% 

4 P4  
5 10  1 3 5 1 

 
10 

 

9 

 

90% 

5 P5  
8 13 

 1 3 8 1 
 

13 
 

9 

 

69% 

6 P6  
4 9 

 1 3 4 1 
 
9 

 

8 

 

88% 

Total 7 40 70 6 18 40 6 70 56 80% 
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Table 3.10: Survey response rates and extend of staff representation in the private colleges 

N 
Cod

e 

No. of 

Depts. 

No. of 

councils 

 

Members of College Council  Distributed 

Questionnaires 

Returned 

Questionnair

es 

Response 

rate % 
Dean 

Associat

e 

H of 

D 
CEO 

 

1 

 

PR1 
9 13  1 2 9 1 

 

13 

 

10 

 

77% 

2 PR2 
6 10  1 2 6 1 

 

10 

 

10 

 

100% 

3 PR3 
11 

15 

 
1 2 11 1 

 

15 

 

10 

 

67% 

4 PR4 
5 9  1 2 5 1 

 

9 

 

9 

 

100% 

5 P5 
12 

16 

 
1 2 12 1 

 

16 

 

10 

 

62% 

6 P6 
10 14  1 2 10 1 

 

14 

 

12 

 

86% 

7 P7 
11 16  1 3 11 1 

 

16 

 

12 

 

75% 

 64 
 

93 
7 15 64 7 

 

93 

 

73 

 

81% 
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3.11.2 Administration of the study survey interview (qualitative) 

The individual interview as a data collection instrument can be defined as a meeting between the 

researcher and each member of the sample of respondent interviewees, independent of a mediator, 

in order to collect scientific data and information (Denzin, 2017; Wiens, 2017). The purpose of 

interviews is to obtain high qualitative data and information around the phenomenon under study, 

which cannot be obtained through other methods such as surveys/questionnaires, observation, and 

check-lists (Behroozi, Lui, Moore, Ford, & Parnin, 2018). Researchers have typically justified the 

conduct of interviews in empirical studies because they can provide a more in-depth understanding 

about the problem of their study (Behroozi et al., 2018; Quinlan, 2019).   

Interviews may also be structured, semi-structured or unstructured (Bryman, 2017; Carduff, 

Murray, & Kendall, 2015; Rahman, 2017). Structured interviews involve a set of questions that 

are prepared in advance by the researcher and tightly guide and control the conversation (Bell & 

Harrison, 2018). In contrast, semi-structured interviews typically include questions that introduce 

or prompt a focus but leave more scope for the interviewee to freely respond, whereas unstructured 

interviews remain quite open-ended and facilitate open discussion (Abro, Khurshid, & Aamir, 

2015; Dikko, 2016). In other words, the researcher can extract or deduce other questions from 

interviewees’ answers to facilitate further exploration of an emergent issue in order to acquire 

additional critical information. Thus, in the unstructured interview the researcher intervenes less 

but in an encouraging way (Koskinen, 2017; Sekaran & Bougie, 2016). In light of this, the 

researcher adopted the semi-structure interview because it was used to explore issues arising from 

the findings of the survey package in greater depth. 

In addition, the semi-structured interview is multilateral and provides some flexibility to follow 

through and follow leads, depending on an interviewee’s responses; it can thus be varied depending 

on the study purpose and its questions (Newcomer, Hatry, & Wholey, 2015). It can also enable the 

interviewer to improvise follow-up questions based on participants’ responses (Bryman, 2016). 

Thus, in the present research, the design of the semi-structured interview questions depended on 

the survey results to determine and formulate the questions. As noted by (Kiel, Müller, Arnold, & 

Voigt, 2017; Nehler & Rasmussen, 2016), providing a focused structure to facilitate discussion 
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during interviews needs to consider a range of questions (such as what, when, where, who, how 

and why) in order to maximise the depth of information to be collected. 

Although a semi-structured interview can provide richer data that facilitates a deeper 

understanding of the phenomena under study, possible disadvantages need to be taken into account 

in the conduct of the research. For instance, conducting interviews increases the financial costs of 

the research because of the added time, and potential selection of suitable tools, e.g. phone calls or 

travel, and appointing a venue (Kallio, Pietilä, Johnson, & Kangasniemi, 2016). This also adds 

time to a project, because the researcher has to meet the sample requirements of the study 

separately, and must listen to interviewees’ responses and record them, and even consider follow-

up interviews depending on how much time is necessary in building rapport with the interviewee 

to enable a context of trust (Thurman, 2018). Thus, this data collection strategy may fail if the 

researcher does not carefully prepare for the interview and ensure questioning techniques are 

facilitatory, besides making sure sufficient time is provided for the interviewees to answer the 

questions to the best of their ability. Moreover, there needs to be an opportunity for the 

conversation to reach the depth required. In addition, some circumstances may change between 

the researcher and the number of people chosen in the sample to study, such that the target number 

of interviews is not initially met (Opoku, Ahmed, & Akotia, 2016). Thus, the researcher may need 

to select additional interviewees to meet the sampling criteria. It is therefore important for the 

researcher to have developed and practiced interview skills in, for instance, being calm, tactful and 

supportive in their approach, while speaking with the interviewee (Lochrie, Curran, & O’Gorman, 

2015; Tingley, Cooper, & Cullen, 2017).  

Thus, this section has outlined the issues and advice in relation to the three key stages of this 

research. It has explained the importance and purpose of conducting interviews as a data collection 

strategy and how best to prepare. It has also considered the issues vital to ensuring the interview 

is conducted to best facilitate the interviewees’ participation and the collection of rich data that 

can illuminate the research phenomena in more depth than, in this case, surveys/questionnaires. 

Thus, the interviews, as noted earlier, were designed to follow up and follow through on the issues 

emerging from the analysis of the various instruments’ data in the survey package. More 

information about the first stage of the interviews is explained below and in Chapter five, which 

reports on the results of the interview analyses. 
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3.11.2.1 The first stage before the interview 

The researcher conducted the interviews in Arabic since it was the first language of the 

interviewees. The questions for the semi-structured interviews, as mentioned earlier, were 

designed after the survey package data had been analysed in order to follow up and follow through 

on the emergent issues and trends (McCracken, 1988). The researcher called the selected 

participants in order to obtain their approval (Mero-Jaffe, 2011) after sending the semi-structered 

interview questions and ethics approval documents to them by email and social media (Facebook 

and WhatsApp) (Madden, 2012). Twenty-one participants of the thirty targeted, whose roles 

included all those in senior leadership involved in the study (e.g. dean, associate dean, and head of 

department), gave approval for the researcher to interview them. Thus, after their return of the 

acceptance to be interviewed, the researcher called each participant by mobile phone to determine 

a suitable time (Goldberg & Allen, 2015). Therefore, of the total number of participants 

interviewed, ten were from public colleges and 11 from private colleges, as shown in Table 3.11-

12. Some participants took more time than the allocated 45 minutes, up to 65 minutes in some 

cases. There was a need to take account of differences in time between Iraq and Australia, so the 

total time spent on interviewing was around 19 hours, which reflected the participants’ interest in 

discussing the results of the survey package. 
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Table 3.11: Overview of the scope of the implementation of the public colleges’ semi-structured 
interviews 

No  Participants Participants  Position  Time Date 
1 PU1  Ass prof H of Department 45 Minutes 12/11/2018 
2 PU2  Ass prof H of Department 45 Minutes 12/11/2018 
3 PU3  Ass prof Dean 40 Minutes 15/11/2018 
4 PU4  Ass prof H of Department 1:30 Hour 19/11/2018 
5 PU5  Ass prof H of Department 1 Hour 22/11/2018 
6 PU6  Lecturer H of Department 45 Minutes 3/12/2018 
7 PU7  Ass prof H of Department 45 Minutes 29/11/2018 
8 PU8  Professor Ass Dean 45 Minutes 11/12/2018 
9 PU9  Professor Ass Dean 45 Minutes 11/12/2018 
10 PU10  Professor H of Department 1 Hour 19/12/2018 

 

 

Table 3.12: Overview of the scope of the implementation of the private colleges’ semi-structured 
interviews 

No  Participants  Title  Position  Time Date 
1 PR1  Ass. Prof.  Ass Dean  45 Minutes 1/10/2018 
2 PR2  Ass. Prof.  H of Department 1 Hour 4/10/2018 
3 PR3  Ass. Prof.  H of Department 50 Minutes 8/10/2018 
4 PR4  Ass. Prof. Ass Dean 1:15 Hour 11/10/2018 
5 PR5  Ass. Prof. H of Department 45 Minutes 16/10/2018 
6 PR6  Lecturer H of Department 50 Minutes 18/10/2018 
7 PR7  Lecturer H of Department 45 Minutes 22/10/2018 
8 PR8  Ass. Prof.  H of Department 1:15 Hour 25/10/2018 
9 PR9  Professor  Ass of Dean  45 Minutes 31/10/2018 
10 PR10  Professor  H of Department 45 Minutes 5/11/2018 
11 PR11  Ass. Prof.  H of Department 45 Minutes 8/11/2018 
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3.11.2.2 The second stage during the interview 

Prior to starting the interview, the researcher undertook preparation on the art and administration 

of interviewing in order to ensure he understood how to encourage and facilitate the interviewees 

to feel safe with regards discussing the issues and problems that emerged from the survey package 

results of the study. At the same time, he supported them in order for them to feel willing to share 

their views, knowing that this process was completely confidential and they would remain 

anonymous (Shenoy & Aithal, 2017). Also, the researcher prepared the sessions to ensure the 

clarity of voice and recording of the interviews and the absence of any interruptions or other noises 

(Castillo-Montoya, 2016). At the beginning of the interview, the researcher introduced himself, 

and reminded the interviewees of the study topic and objectives, and the purpose of the interviews 

(Ritchie, Lewis, Nicholls, & Ormston, 2013). Thus, the researcher started with the individual 

questions in a way that encouraged the interviewees to provide detailed qualitative responses and 

feel comfortable with the time available in order to obtain in-depth and rich answers that would 

expand on the results of the survey questionnaires (DiCicco‐Bloom & Crabtree, 2006). This 

allowed the interviewer to formulate supportive comments and follow up questions to encourage 

the interviewees to expand further upon their initial responses, which enriched the collection of 

qualitative data regarding the phenomena under study ensuring saturation (Guest, Namey, & Chen, 

2020). 

. 

 

3.11.2.3 The final stage after ending the interview 

At the completion of each interview the researcher acknowledged interviewees’ participation, 

thanking them for giving up their valuable time and information to the study (Fontana & Prokos, 

2016). At the same time, the researcher advised that if they should think of anything later that they 

would like to contribute they should feel free to contact the researcher either by e-mail or phone 

(Wiens, 2017). As result, all of the interviewees provided some follow-up suggestions and 

recommendations that were taken into account in the analyses. In support of the interview data 

collection process, the researcher compiled a document that included interview notes to 
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accompany the audio recordings of the interviews on MP3 files. The purpose of this process was 

to save the data and information, as well as time, in order to evaluate the details and formulate a 

summary of events before undertaking the procedures for transcription (Doody & Noonan, 2013; 

Mohammed, 2018). All of the translation was completed by professional legal translator. Finally, 

the researcher used both the content analysis method and NVivo 12 techniques to analyse the 

interview data, the results of which are reported in Chapter 5.  

 

3.12 Chapter summary 

This chapter has focused on design and the methodology of the study. Firstly, the introduction 

explained the structure of the chapter and the contribution of each section. A justification for the 

approach to the present research was provided in the context of the research philosophy 

underpinning the study. This was followed by an explanation of the research design in terms of 

the appropriateness of the adoption of the sequential exploratory strategy using mixed methods. 

Following this, the study population and sampling approach was discussed and justified, and an 

overview of the research design, research hypotheses and the relationship of the stages of data 

collection, as they aligned to the research questions, was presented and explained. Details were 

then provided with regards to the various data collection instruments (document analyses, survey 

package, semi-structured interviews, and focus group discussions) and approach to data analyses. 

In relation to this, issues of validity and reliability were addressed including the results of 

Cronbach’s Alpha in measuring the internal consistency of each survey in the package. The chapter 

also outlined the study’s ethical considerations and identified the university ethical approval 

number. Finally, details were presented on the way the research was able to be conducted in Iraq 

during difficult times.
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CHAPTER 4 RESULTS SURVEY PACKAGE 

4.1 Overview 

This chapter reports on the analysis of the results of the first stage of the research, which was the 

administration of the survey package to the senior staff in the selected public and private colleges 

to investigate their views on leadership style, their strategic planning processes, application of the 

balanced scorecard measures, and organisational culture. It reports on the quantitative analyses of 

the survey results, including statistical tests, in relation to the research hypotheses and comparisons 

between the two types of colleges, public versus private. Quantitative research applies to research 

that seeks out causes and facts examining relationships and effects among the variables of a study 

(Bernard, 2017; Flick, 2018; Quinlan, Babin, Carr, & Griffin, 2019). It is relevant to the testing of 

theories through deductive statistics. By determining the theory in the literature, and identifying 

the concepts and definitions, the relations among the variables can be hypothesised and tested 

through relevant data collection and statistical analysis (Brannen, 2017b; Glaser & Strauss, 2017a; 

King, Horrrocks, & Brooks, 2019). After that, in light of the results obtained, the null or 

experimental hypotheses are rejected or not rejected (Ary, Jacobs, Irvine, & Walker, 2018; 

Bryman, 2016). A response rate is the percentage of the sample that returns a questionnaire (Patel 

et al., 2003). Thus, quantitative research can help explain relationships of cause and effect among 

variables, and in turn arrive at accurate forecasts about the phenomenon or problem under study 

((Ary et al., 2018; Bryman, 2016). Included in this reporting of the results of the survey package 

is the document analysis required for the application of the Balanced Scorecard survey – measures, 

the purpose of which was in this case to identify how the colleges performed regarding their 

business growth in terms of learning and growth, business processes, customer focus and financial 

concerns, which could lead to improved organisational outcomes (organisational success). Thus, 

this chapter, Chapter 4, is divided into nine sections. The chapter starts with an overview in Section 

4.1. Section 4.2 provides an explanation and justification of the quantitative approach. Section 4.3 

describes the research participants through the results of the analysis of demographic data. Section 

4.4 reports the results of the Multifactor Leadership Questionnaire (MLQ) regarding senior staff’s 
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views on leadership styles perceived as being present in their colleges. Section 4.5 presents the 

results of the strategic planning process and Section 4.6 the results of the balanced scorecard. 

Section 4.7 reports on the results of participants’ perceptions of their colleges’ organisational 

culture, while Section 4.8 presents the results of the inferential statistical tests and informs on the 

hypotheses rejected and not rejected. Finally, the chapter concludes with a summary in Section 

4.9. The chapter therefore includes 9 sections, which are shown below in Figure 4.1. 

 

 

Figure 4.1: Outline of Chapter 4 

4.2 Justification of quantitative approach 

In recent times, scientific research approaches have improved and developed rapidly. Also, these 

approaches have varied greatly, giving researchers a range of methods and tools that enable them 
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to choose the best methods according to their research goals (Lambert, 2015; Nardi, 2018). In this 

mixed methods study, qualitative research was also deemed important (Antwi & Hamza, 2015; 

Eriksson & Kovalainen, 2015), as it contributed to the triangulation of the data thus adding to the 

validity and reliability of the findings (McNabb, 2015) as noted in the methodology in Chapter 3. 

The quantitative approach depends on the accurate determination of the purpose of the research, 

and the research questions, as well as hypotheses to solve the research problem. After identifying 

the methods for collecting the data through administration of the survey package, the resultant data 

can be analysed and interpreted (Hox, Moerbeek, & Van de Schoot, 2017; Posavac, 2015; Sekaran 

& Bougie, 2016). So, this quantitative stage of the study sought to analyse the data to find real 

solutions to the problem under study and report the results as outlined in Figure 4.2. This means 

that the quantitative approach depended on a vital sequence of steps in cleaning then analysing 

data from the surveys and investigating the results and in this research for which the Statistical 

Package for the Social Sciences (SPSS) and AMOS were used (Anderson, Sweeney, Williams, 

Camm, & Cochran, 2018; Ledford & Gast, 2018).  

 

 
Figure 4.2: Steps of the quantitative approach in scientific research 

Source: Author. 
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4.3 The research participants – Demographic data analyses 

In this section of results, the analysis of demographic data is summarised to provide an overview 

of the population’s diversity and characteristics related to gender, age, the academic level, the 

current position, service years in the current position, and training course of the leadership. 

 

4.3.1 Sample size  

A representative sample is a selected part of the population that it represents and therefore should 

contains its basic characteristics (Hox et al., 2017; Malterud, Siersma, & Guassora, 2016). Part A 

of the survey package gathered descriptive statistics, calculating frequency counts (f) and 

percentages (%) on a range of demographic data. These data included information about personal 

and professional characteristics of gender, age, title, current position, years of service years in this 

position, and indication of leadership training, as shown in Table 4.1 and Figure 4.3. To reiterate, 

the total number of participants were 129, with 56 participants from the public colleges and 73 

from the private colleges. 
 
4.3.2 Gender 

Table 4.1: Gender of senior staff in the public and private colleges 

No Variable Public colleges Private colleges 

 

Summation 

F % f % f % 
1 Gender Male 40 71.40% 53 72.60% 93 72.10% 

Female 16 28.60% 20 27.40% 36 27.90% 

Total 56 100% 73 100% 129 100% 
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Figure 4.3: Gender of senior leaders in the public and private colleges 

Table 4.1 and Figure 4.3 show characteristics of the study sample in relation to the gender. This 

graph shows that the percentage of males was similar and higher for both college types (public, 

71.40%; private, 72.60%). Thus, the percentage of females was similarly lower in both college 

types (public, 28.60%; private, 27.40%). Overall, the percentage of males was substantially higher 

by approximately 40%. This reflects that male senior staff are more dominating in leadership 

positions than females in both college types. Basically, this reflects the traditional cultural values 

associated with gender roles in Iraq, where typically males undertake the formal work role and 

females are seen as best suited to nurturing and home duties (Al-Ali, 2008). 
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4.3.3 Age 

Table 4.2: Age categories of senior staff in the public and private colleges 

No Variable Public colleges Private colleges 

 

Summation 

f % f % f % 

2 Age  Less than 36 years 17 30.4% 28 38.40% 45 34.89% 
36-45 years 18 32.10% 9 12.30% 27 20.93% 

 46-55 years 18 32.10% 9 12.30% 27 20.93% 

 56-65 years 3 5.40% 13 17.80% 16 12.40% 
More than 65 years 5 8.90% 10% 13.70% 15 11.62% 

Total 56 100% 73 100% 129 100% 

 

Figure 4.4: Age categories of senior leaders in the public and private colleges 

 

Table 4.2 and Figure 4.4 display the percentage of college senior leaders per category of age. The 

graph shows that the private colleges have the highest percentage of participating senior staff who 

are younger than 36 years at 38.40% compared with the public college leaders (30.40%). But when 

age is considered under 45 years, the two colleges’ age distribution is similar in being over half of 

senior staff e.g. public 53.6% versus private 56.2%. Yet, the contrast between the two college types 
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also shows a higher percentage of older staff in the private colleges, approximately 18% compared 

with 5.4% in the public colleges aged over 65. However, when the 56 years and over group is 

considered, there are over 30% of senior staff in private colleges compared with only 14% in the 

public colleges. However, with the age group 46-55 years, the public colleges have a much higher 

proportion of staff in this category, e. g. 32% compared with 12% respectively, so a difference of 

20%. Thus, there may be less experienced leaders in the public colleges compared with the private 

college leaders who have older leaders.  

 

4.3.4 Academic level 

 Table 4.3: Senior staff academic levels in the public and private colleges 

No Variable Public colleges Private colleges 

 

Summation 

f % f % f % 

3 

A
ca

de
m

ic
 L

ev
el

 

Senior Lecturer 13 23.20% 30 41.10% 43 34% 
Lecturer 17 30.40

% 

16 21.90% 33 26% 

Associate Professor 18 32.10

% 

10 13.70% 28 22% 

Professor 8 14.30% 17 23.30% 22 18% 

Total 56 100% 73 100% 129 100% 
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Figure 4.5: Senior staff academic level in the public and private colleges 

Table 4.3 and Figure 4.5 report percentages of the study sample in relation to their academic level. 

In general, the public colleges tended to have senior leaders who were at the two higher academic 

levels of professor and associate professor with public colleges having 10% more professors 

(public, 46.4%; private, 37%). However, when broken down, the private colleges employed 

approximately 10% more professors, which reflects the private colleges’ employment of older, 

more experienced academics who may have retired from the public system. At the same time, the 

private colleges employed 10% more academics at the two lower levels of lecturer and senior 

lecturer (public, 53.6%; private 63%) but the break down suggests the private colleges had twice 

as many senior lectures as lecturers. In addition, the fact that public colleges employed only 30% 

lecturers (10% more than the private colleges), when compared with the fact that they had 10% 

less professors than the private colleges suggests that they would be saving salary costs compared 

with the private colleges. However, as noted, more than half of the senior leaders in each group of 

colleges had the least experience (lecturer plus senior lecturer positions; public, 54%; private, 

63%).  
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4.3.5 Current position 

 Table 4.4: Senior staffs’ current positions in the public and private colleges 

No Variable Public colleges Private 

colleges 

Summation 

F % f % f % 

4 Current 

position 
Head of Department 36 64.30% 63 86.30% 99 76.70% 

Associate Dean 17 30.30% 8 11% 25 19.30% 

Dean 3 5.40% 2 2.70% 5 4% 

Total 56 100% 73 100% 129 100% 

 

 
Figure 4.6: Senior staffs’ current positions in the public and private colleges 

 

Table 4.4. and Figure 4.6 show percentages of the study sample in relation to their current 

positions. The graph shows fewer deans, as would be expected according to the typical college 

structure, as well as more associate deans and a predominance of heads of departments. However, 

in terms of the structuring of work, these data show that the public colleges included a larger 

proportion of associate deans by 19% (public colleges, 30.30%; private colleges, 11%), whereas 

the private colleges showed a substantially larger proportion (22%) of heads of departments. Thus, 

it appears that there was a contrast in the structuring of the work giving heads of department 

possibly more responsibility in the private colleges. 
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4.3.6 The service years in the current position 

Table 4.5: Senior staff’s years of service in their current position 

No Variable Public colleges Private colleges Summation 
f % f % f % 

5 Years of 

service in 

this 

position 

2-3 years 12 21.40% 26 35.60% 38 29.50% 

More than 5 years 14 25% 17 23.30% 31 24% 

3-4 years 13 23.20% 12 16.40% 25 19.40% 

4-5 Years 8 14.30% 11 15.10% 19 14.70% 

1 year 9 16.10% 7 9.60% 16 12.40% 

Total 56 100% 73 100% 129 100% 

 

 
Figure 4.7: Service years in this position in the public and private colleges 

 

Table 4.5 and Figure 4.7 report percentages of the study sample in relation to the service years in 

their current position. The graph shows that while there were generally equivalent proportions of 

senior staff who had been employed in the two categories of 5 years or more and 4 years or more 

(totalling almost 40% in each college type), the greater difference was in the private colleges, 

having almost 10% more staff being employed for the shorter times (public colleges, 37.5; private 

colleges, 46.2). Thus, this suggests these private college senior staff may have relatively less 

leadership experience. 
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4.3.7 Uptake of leadership training courses  

Table 4.6: Staff’s up take of leadership training courses in the public and private colleges 

No Variable Public colleges Private colleges Summation 
F % f % f % 

1 Leadership 

training courses 
Yes 27 48.20% 40 54.80% 67 52% 

No 29 51.80% 33 45.20% 62 48% 

Total 56 100% 73 100% 129 100% 

 

 
Figure 4.8: Staff’s up take of leadership training courses in the public and private colleges 

Table 4.6 and Figure 4.8 show the percentage of the study sample’s uptake of leadership training 

courses. The graph shows similar results for both college types as only 4.6% of private college 

senior leaders had taken up leadership training. However, this also indicates that approximately 

52% of public college leaders and 45% of private college leaders had not had any access to 

leadership training, therefore indicating a potential concern for the approaches to leadership in 

both college types. 
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4.4 Results of the Multifactor Leadership Questionnaire MLQ– Senior 

staff’s views on leadership styles present in their colleges 

This section uses descriptive statistics to calculate the frequencies, percentages, mean, standard 

deviation (SD), and Coefficient of Variance (CV), as shown in Appendix H. The MLQ was used 

for participants to rate their performance as a leader at work (as presented in Part B of the survey). 

In measuring the leadership styles underpinning transformational and transactional leaders, each 

major leadership style involves a rating of items that pertain to five subscales and four subscales 

respectively, totalling 36 items. Each subscale is represented by an acronym as follows: 

Transformational leadership styles: IIA, IIB, IC, IM, and IS; and Transactional leadership styles: 

MBEA, MBEP, CR, and LF. 

 

Table 4.7: Overview of the MLQ subscales  
Transformational leadership styles Transactional leadership styles 
Idealized Influence Attributed (IIA-4Q) Management-by-Exception Active (MBEA-4Q) 
Idealized Influence Behaviour (IIB-4Q)  Management-by-Exception Passive (MBEP-4Q) 
Individualized Consideration (IC-4Q) Contingent Rewards (CR-4Q)  
Inspirational Motivation (IM-4Q)  Laissez-faire (LF-4Q)  
Intellectual Stimulation (IS-4Q)  

 

The range of scores for the MLQ are 1 for Not at all, 2 for Occasionally, 3 for Sometimes, 4 for 

Fairly often, and 5 for Frequently. 

 

4.4.1 Transformation leadership style  

Transformational leadership is a positive leadership style that is practised by inspirational leaders 

who deal with their followers as leaders through improving their abilities and skills across 

professional training, continuous support, orientation and guidance, and raising their morale 

(Antonakis & Day, 2017; Dumdum, Lowe, & Avolio, 2013; Noruzy, Dalfard, Azhdari, Nazari-

Shirkouhi, & Rezazadeh, 2013). Therefore, in part B of the survey, the participants in the public 
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and private colleges were asked to rate the items that best represented their leadership style. This 

part of the survey included nine subscales of leadership style. Each subscale had four statements 

that represented the leadership style involved. In this section the findings of participants’ ratings 

on the MFLQ are reported. 

Descriptive statistics were calculated, and mean scores were compared. The results of analyses of 

the five subscales of Individualized Consideration (IC-4Q), Inspirational Motivation (IM-3Q), 

Idealised Influence Attributed (IIA-4Q), Idealised Influence Behaviour (IIB-4Q), and Intellectual 

Stimulation (IS-4) are reported below.   

 

4.4.1.1 Inspirational Motivation IM 

The leaders in this subscale can behave by using methods that motivate their followers through 

providing meanings and challenges around their work, either individually or  as a team (Allen, 

Grigsby, & Peters, 2015; Yahaya & Ebrahim, 2016). Also, the leader encourages followers to 

imagine a shiny future by talking enthusiastic and optimistically about the future and what needs 

to be accomplished (Qu, Janssen, & Shi, 2015). In addition, the leaders can express confidence 

that the goals will be achieved in the end (Kim & Yoon, 2015). 

 

 
Figure 4.9: Inspirational Motivation (IM) in the public and private colleges 

 

Figure 4.9 reports on the college leaders’ views in relation to the Inspirational Motivation (IM) 
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subscale. This graph shows participants’ responses were highest in relation to expressing 

confidence that goals would be achieved in their workplaces for both college types (public, 

73.20%; private, 54.80%). However, leaders’ ratings in the public colleges were substantially 

higher, by approximately 20%. Similarly, public college leaders were more positive in relation to 

letting people know they were positive about the future (public, 69.70%; private, 50.70% a). With 

regards to the two groups’ responses to their articulation of a compelling vision of the future and 

talk enthusiastically about what needs to be accomplished, their responses were consistent with 

the public college leaders being substantially more positive (public, 69.70%; private, 50.70% and 

67.80%; private, 49.30%, respectively).  

 

4.4.1.2 Individual Consideration IC 

The leaders in this subscale can be trainers or mentors who push attention to everyone’s need for 

achievement and growth through teaching and training (Li, Mitchell, & Boyle, 2016). Also, the 

leaders consider everyone individually as having different needs, abilities and aspirations from 

others, and they can then help the followers to develop their abilities and skills to achieve work in 

appropriate ways (Sosik & Jung, 2018). 
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Figure 4.10: Individual Consideration (IC) in the public and private colleges 

 

Figure 4.10 shows the leaders from both colleges’ percentage positive ratings for the MFLQ 

Individual Consideration (IC) subscale. Again, the public college leaders overall were substantially 

more positive and more consistently so than the private college leaders. Almost three quarters of 

public college leaders were rated positively that they made time to coach the people they worked 

with (73.20%) compared with just over half of private college leaders (54.80%). While 

approximately 70% of public college leaders rated positively that they treat their staff as 

individuals with different needs, skills and goals and they develop their staffs’ strengths (69.7%; 

69.6%), the private college leaders were much less positive, particularly in relation to treating their 

staff as individuals with different needs, skills and goals (50.7%; 15%). In relation to treating their 

staff as individuals not just members of a group, public college leaders showed a reasonably higher 

positivity at 62.50%, compared with private college leaders being only 37% positive.   

 

4.4.1.3 Idealised Influence Behaviour IIB 

The leaders in this subscale are admired, respected, and trusted (Schaufeli, 2015). So, according 

to these characteristics, the followers try to imitate their leaders. While the leaders talk about the 

most important values and beliefs, they also share risks with followers according to the ethics, 

principles, and values common between the leaders and their followers (Bedi, Alpaslan, & Green, 

2016). 
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Figure 4.11: Idealised Influence Behaviour (IIB) in the public and private colleges 

 

Figure 4.11 reports the college leaders’ views in relation to the Idealised Influence Behaviour (IIB) 

subscale. Again, the public college leaders overall were much more positive and more consistently 

so than the private college leaders. Almost three quarters of public college leaders were rated 

positively in that they stress the need to get the job done well (73.20%) compared with just half of 

private college leaders (50.70%). Approximately 66% of public college leaders rated positively 

that they consider the moral and ethical consequences of their decisions, and they emphasize the 

importance of having a collective sense of mission (69.70%; 62.50%), whereas the private college 

leaders were much less positive (39.70%; 12.70%). In relation to, they talk about my most 

important values and beliefs, the public and private college leaders were shown to be less positive 

(at 46.40%; 42%). 

 

4.4.1.4 Idealised Influence Attribute IIA 

The leaders in this subscale try to instil respect and trust with their followers (Ng, 2017).  Also, 

the leaders show to their followers how to abandon self-interest for the good of the group (Alvesson 

& Kärreman, 2016). In addition, the leaders display a sense of power and confidence to their 
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followers to build respectable relationships between them (Carasco-Saul, Kim, & Kim, 2015). 

 

  
Figure 4.12: Idealised Influence Attribute (IIA) in the public and private colleges 

 

Figure 4.12 shows the college leaders’ views in relation to the Idealised Influence Attribute (IIA) 

subscale. Again, the public college leaders overall were strongly more positive and more 

consistently so than the private college leaders. Almost three quarters of public college leaders 

were rated positively in that they expect people to be proud of the work they do with them (73.20%) 

compared with just over half of private college leaders (56.10%). Approximately 68% of public 

college leaders rated positively that they promote their authority and confidence, and they act in 

ways that build others’ respect for their (69.70%; 62.50%), whereas the private college leaders 

were less positive (43.80%; 41.10%). In relation to they put the group goal before their personal 

goal, public college leaders showed a reasonably higher positivity at 58.90% compared with 

private college leaders who were only 48% positive. 

 

4.4.1.5 Intellectual Stimulation IS 

Leaders stimulate their followers' effort to be innovative and creative through providing new 

methods to solve the problems and situations that face them (Holten & Brenner, 2015). Leaders 

also lead their followers to re-examine critical assumptions by urging them to question whether 
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they were appropriate or not. Furthermore, they look at problems from many different angles to 

find the best solution for them (Bass, Avolio, Jung, & Berson, 2003). 

 

 
Figure 4.13: Intellectual Stimulation (IS) in the public and private colleges 

 

Figure 4.13 reports on the college leaders’ views in relation to the Intellectual Stimulation (IS) 

subscale. Again, the public college leaders overall were substantially more positive and more 

consistently so than the private college leaders. Almost 70% of public college leaders were rated 

positively that they get staff to look at problems in different ways, and they seek different opinions 

when they need to solve problems (71.50%; 67.90%) compared with just half of private college 

leaders (50.70%; 53.40%). While 60.80% of public college leaders rated positively that they re-

examine critical assumptions to question whether they are appropriate, the private college leaders 

were much less positive (37%). In relation to they suggest new ways of looking at how to complete 

assignments, the public college leaders showed a reasonably higher positivity at 51.80% compared 

with private college leaders being only 45.20% positive. 
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4.4.1.6 Total mean of the transformational leadership style subscales 

 
Figure 4.14: Total means for individual scores of the transformational leadership style factors  

 

Figure 4.14 compares the percentiles for individual scores-based total of all rating mean in relation 

to the Transformational Leadership Style Factors (IS, IM, IC, IIB, and IIA) subscales. This graph 

reports that the highest total mean was in relation to IS in the public colleges (3.72%) compared 

with the private colleges (3.16%). Similarly, the public college leaders were more positive in 

relation to IM and IC (public, 3.67%; private, 3.12-3.29 %). Again, the public college leaders 

overall were substantially more positive and more consistently so than the private college leaders 

in relation to IIB (3.58%). With regards to the two groups’ responses in relation to IIA, they were 

consistent in showing the public college leaders being substantially more positive (public, 3.53%; 

private, 3.18%). 

 

4.4.2 Transactional leadership style  

Transactional leadership is a reciprocal process that happens between the leaders and their 

followers on the basis of common interests and benefits between them, through either reward or 

punishment in case the mission is not successfully achieved (Judge & Piccolo, 2004; Pieterse, Van 
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Knippenberg, Schippers, & Stam, 2010). Thus, the study sample’s pointed percentage positive 

ratings of using the behaviours within each of the four subscales associated with transactional 

leadership styles are reported and compared between the public and private colleges. The four 

subscales are: Contingent Rewards (CR-4Q), Management-by-Exception Active (MBEA-4Q), 

Management-by-Exception Passive (MBEP-4Q), and Laisses-faire (LF-4Q).  

 

4.4.2.1 Contingent Rewards (CR) 

Leaders, according to this subscale, clarify expectations and display assessments where the 

objectives and goals are achieved through providing others with assistance in exchange for their 

efforts, and they discuss in specific terms who is responsible for achieving performance targets 

and then express satisfaction when others meet expectations (Groves & LaRocca, 2011; Harms & 

Credé, 2010; Voon, Lo, Ngui, & Ayob, 2011) . 

 

 
Figure 4.15: Contingent Rewards (CR) in the public and private colleges  

 

Figure 4.15 shows the leaders from both colleges percentage had positive ratings for the MFLQ 

Contingent Rewards (CR) subscale. Again, the public college leaders overall were substantially 

more positive and more consistently so than the private college leaders. Almost 70% of public 

college leaders were rated and showed higher positivity in that they provide others with assistance 

in exchange for their efforts, discuss in specific terms who is responsible for achieving 
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performance targets, make sure my staff understand the reward for getting the job done well, and 

express satisfaction when others meet expectations (69.70%; 67.80%).  By contrast, only 

approximately less than half of private college leaders were positive (41.10%; 45.20%; 48%).  

 

4.4.2.2 Management-by-Exception Active MBEA 

Leaders determine the standards that distinguish effective and ineffective performance, which then 

may lead to punishing followers for not meeting those standards (Anderson & Sun, 2017; Jogulu 

& Wood, 2008). This model of leadership shows a close monitoring for deviations and errors and 

then taking corrective action to meet the standards. 

 
Figure 4.16: Management-by-Exception Active (MBEA) in the public and private colleges 

 

Figure 4.16 reports college leaders’ views in relation to the Management-by-Exception Active 

(MBEA) subscale. This graph shows that there were large differences between participants’ 

responses in relation to they keep track of staff members’ mistakes and give time to solving 

problems which was the highest in the public colleges (67.90%; 62.50%) compared with just less 

than half amongst private college leaders (42.50%; 41.10%). On the other hand, the public college 

leaders were much less negative, particularly in relation to they focus attention on irregularities, 

mistakes, exceptions, and deviations from standards and direct their attention toward failures to 

meet standards (30%; 25%). The private college leaders were more negative than the public 
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college leaders (43.80%; 30.10%). Overall, the public college leaders were more than positive and 

less negative than the private colleges’ leaders. 

 

4.4.2.3 Management-by-Exception Passive MBEP 

Leaders according to this style are more passive and reactive (Asghar & Oino, 2018). They do 

not respond to situations and problems systematically. Also, passive leaders avoid agreements 

and provide goals and standards to be achieved for their followers without previous 

understanding (Breevaart et al., 2014). This style has a negative effect on desired outcomes 

(McCleskey, 2014). It is similar to a laissez-faire style. Hence, both types of behaviour have 

negative impacts on followers and associates (Avolio & Bass, 1995). Accordingly, both styles 

can be grouped together as passive-avoidant leadership. 

 

 
Figure 4.17: Management-by-Exception Passive (MBEP) in the public and private colleges 

 

Figure 4.17 shows the college leaders’ views in relation to the Management-by-Exception Passive 

(MBEP) subscale. This graph reports few differences between participants’ responses in relation 

to they don’t take any action until things go wrong and make it clear that they believe "If it isn't 

broke, don't fix it", which was rated more negatively in the private colleges (19.20%; 20.50%) 

compared with the public college leaders (17.80%; 17.50 %). Similarly, the public and private 

college leaders were more positive in relation to they have a clear vision of the future for their 
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work, which means that approximately 80% of the public and private college leaders had a positive 

vision about the future (public, 14.30%; private, 13.70% a), and their responses were consistent. 

In regards to the two groups’ responses to they fail to interfere until problems become serious, the 

private college leaders were more positive (private, 5.50 %; public, 10.70%, respectively). This 

demonstrates that almost 90-95% of the public and private college leaders interfered before 

problems became serious. 

4.4.2.4 Laissez Faire LF 

 
Figure 4.18: Laissez Faire (LF) in the public and private colleges 

 

Figure 4.18 reports on the leaders from both colleges’ percentage of positive ratings for the MFLQ 

Laissez Faire (LF) subscale. This figure shows that there were little differences between 

participants’ responses in relation to they avoid getting involved when important issues arise, 

which was seen as more negative in the private colleges (31.50%) compared with the public college 

leaders (28.60%). However, leaders’ ratings in the public colleges were higher in relation to they 

delay responding to urgent questions (25%) compared with the private college leaders (12.30%). 

With regard to they avoid making decisions, members of the public college leaders showed 

reasonably high positivity at 21.40% but private college leaders were only 15% positive. Similarly, 

the public and private college leaders were more positive in relation to they are absent when 
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needed, which means that approximately 90% of the public and private college leaders have 

attended when needed (public, 10.70%; private, 10.90%), and their responses were consistent. 

 

4.4.2.5 Total mean of the transactional leadership style subscales  

 
Figure 4.19: Total means for individual scores of the transactional leadership style subscales 

 

Figure 4.19 compares the percentiles for the individual scores-based total of all rating means in 

relation to the transactional leadership style subscales (CR, MBEA, MBEP, and LF). This graph 

shows the highest total mean was in relation to CR in the public colleges (3.69%) compared with 

the private colleges (3.16%). Again, the public college leaders overall were substantially more 

positive and more consistently so than the private college leaders in relation to MBEA (3.58%).  

Yet, the public and private college leaders were more similar in relation to MBEP (public, 2.19%; 

private, 2.17 %). The two groups’ responses in relation to LF were higher in the private colleges 

than in the public colleges (private, 2.35%; public, 2.24%). 

 

4.4.3 Outcomes of leadership 

Transformational and transactional leadership can lead to companies achieving organisational 

success (Dierendonck, Stam, Boersma, Windt, & Alkema, 2014). The organisational success is 
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standard with the multifactor leadership questionnaire MLQ, by measuring how the raters can 

recognise their leaders to be motivating, how effective raters understand their leaders to be at 

interacting at different levels of the organisation, and how satisfied raters can deal with their 

leaders’ methods of working (Bass et al., 2003; Schyns. B, 2013). The study sample demonstrated 

percentage positive ratings of the use of behaviours within each of the three subscales associated 

with the outcomes of leadership, which are reported and compared between the public and private 

colleges. The three subscales are Effectiveness (E-4Q), Extra Efforts (EE-3Q), and Satisfaction 

(S-2Q). 

 

4.4.3.1 Effectiveness E 

Effectiveness is an organisation's ability to achieve its objectives and goals according to troubled 

environmental changes; therefore, the effectiveness of an organisation is measured as a standard 

for its success in producing goods and services or both (Colbert, Barrick, & Bradleb, 2014; Mason, 

Teodora, & Kathleen, 2013). 

 
Figure 4.20: The Effectiveness (E) in the public and private colleges 

 

Figure 4.20 shows the leaders from both colleges’ percentage positive ratings for the MLQ, in 

particular the Effectiveness (E) subscale. Again, the public college leaders overall were 

substantially more positive and more consistently so than the private college leaders. Almost 80% 
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of the public college leaders were rated positively that they are effective in meeting organizational 

requirements (78.60%) compared with the private college leaders (67.10%). Similarly, the public 

college leaders were more similar in relation to they lead a group that is effective, and they are 

effective in meeting others’ job-related needs (73.20%, 71.40%) compared with the private college 

leaders (62%, 50.60%). In relation to they are effective in representing others at the college's 

council, the public college leaders showed reasonably higher positivity at 55.40% compared with 

private college leaders being only 46.50% positive. 

 

4.4.3.2 Extra Effort EE 

Extra efforts show an unexpected result that measured followers’ achievement through their 

leaders who always encourage and motivate them to increasing their performance according to 

their abilities, skills, and desired behaviours (Appelbaum, Degbe, MacDonald, & Quang, 2015). 

 
Figure 4.21: The Extra Effort (EE) in the public and private colleges 

 

Figure 4.21 demonstrates the college leaders’ views in relation to the Extra Effort (EE) subscale. 

This graph shows participants’ responses were highest in relation to they heighten others’ desire 

to succeed (public, 78.50%; private, 65.80%). However, leaders’ ratings in the public colleges 

were substantially higher by approximately 14%. In relation to they get others to do more than 

they expected to do, again, the public college leaders overall were substantially more positive and 
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more consistently so than the private college leaders (public, 76.70%; private, 61.60%). With 

regards to the two groups’ responses to their increasing others’ willingness to try harder what 

needs to be accomplished, this was consistent with the public college leaders being substantially 

more positive (public, 66.10%; private, 50.70%). 

 

4.4.3.3 Satisfaction S 

Satisfaction is the psychological state that employees feel toward their work, which is positively 

reflected in their performance, trust, and loyalty and hence their belonging to their organisation 

through their satisfaction about their material and moral needs (desires and expectations) (Braun, 

Peus, Weisweiler, & Frey, 2013; Saleem, 2015). Satisfaction must lead to a sense of happiness 

and, conversely, can lead to a lack of desire the work. 

 
Figure 4.22: The Satisfaction (S) in the public and private colleges 

 

Figure 4.22 shows the leaders from both colleges’ percentage positive ratings for the Satisfaction 

(S) subscale. Again, the public college leaders overall were substantially more positive and more 

consistently so than the private college leaders. More than 80% of the public college leaders were 

rated positively in that they work with others in a satisfactory way (82.10%) compared with the 

private college leaders (67.90%). Similarly, public college leaders were more positive in relation 

to using methods of leadership that are satisfying (public, 64.40%; private, 56%). 
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4.4.3.4 Total mean of the outcomes of leadership 

 
Figure 4.23: Total means for individual scores of the outcomes of leadership in the public and 

private colleges 

 

Figure 4.23 compares the percentiles for an individual scores-based total of all rating means in 

relation to the outcomes of leadership (EE, S, and E) subscales. This graph shows the highest total 

mean was in relation to the Extra Effort (EE) in the public colleges (4.30%) compared with that of 

the private colleges (3.79%). Again, the public college leaders overall were substantially more 

positive and more consistently so than the private college leaders in relation to Satisfaction (S) 

(3.58%). With regard to the Effectiveness (E), the public college leaders were more positive than 

the private college ones (public, 3.92%; private, 3.54%).  

 

 

 

 

 

 

 

 

 

4.3 4.17 3.923.79 3.77 3.54

0

2

4

6

Extra Effort Satisfaction Effectiveness

To
ta

l M
ea

ns

The outcomes of leadership

Public Colleges Private Colleges



 

142 

 

4.4.4 The total mean of the multifactor leadership questionnaire (MLQ) style subscales 

Table 4.8: Percentiles of total mean of all rating levels for public and private colleges 

 

Item  

Multifactor Leadership Questionnaire (MLQ Scores). 
 

Total Mean of 

Transformational Styles 

Total Mean of Transactional 

Styles 

Total Mean of 

Outcomes 

 

Public 

colleges 

IS IM IC IIB IIA CR MBEA MBEP LF S EE E 

3.72 3.67 3.67 3.58 3.53 3.69 3.2 2.19 2.24 4.17 4.3 3.92 

Private 

colleges 

3.16 3.29 3.12 3.17 3.18 3.02 2.86 2.17 2.35 3.77 3.79 3.54 

 

 
Figure 4.24: Total Mean of (MLQ) Style Subscales in the public and private colleges 

Overall, Table 4.8 and figure 4.24 compare the percentiles for an individual scores-based total of 

all rating means in relation to the transformational, transactional and the outcomes of leadership 

styles. With regards to transformational leadership styles, this graph shows the highest total means 

in relation to (IS, IM, IC, IIB, and IIA) were (3.72%, 3.67%,3.58%, and 3.53%) respectively in 

the public colleges, compared with the private colleges (3.16%, 3.29%, 3.12%, 3.17%, 3.18%). 
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Again, with regards to transactional leadership styles, the public college leaders overall were rated 

higher so than the private college leaders in relation to CR, MBEA, and MBEP were respectively 

(public, 3.69%, 3.20%, and 2.19%; private, 3.02%, 2.86%, and 2.17). However, the mean in 

relation to (LF) was higher in the private colleges than in the public ones (private, 2.35%; public, 

2.24%). With regards to the outcomes of leadership styles in relation to (S, EE, and E) the public 

colleges were more positive than the private colleges respectively (public, 4.17%, 4.30%, and 

3.92%; private, 3.77%, 3.79, and 3.54).  

 

4.5  The strategic planning process in the public and private Iraqi colleges 

The strategic planning process is a systematic process that seeks to imagine a future through 

translating it into goals and objectives based on a series of steps, particularly the time needed and 

appropriate means to implement them, and then achieving the best results based on the use of 

available resources (Bryson, 2018; Poister, 2005). 

Therefore, this section uses descriptive statistics to calculate the frequencies, percentages, mean, 

standard deviation (SD), and Coefficient of Variance (CV) as displayed in Tables 4.9 and 4.10. 

The Strategic Planning Process (SPP) was used to rate the participant’s performance as a planner 

at work, which was presented in Part C of the survey. The questionnaire consisted of 15 items and 

was arranged into three subscales, which means that each subscale had five items. In addition, four 

subscales were individual. The range scores of the SPP were 1 Not at all like this, 2 Almost never 

like this, 3 Sometimes like this, 4 Often like this, and 5 Almost like this. 

 

4.5.1 The participants in the strategic planning process 

The participants in the strategic planning process are the first step in the SPP through determining 

who are the important people to be involved in this process (Wolf & Floyd, 2017). Experience, 

knowledge, and specialisation enable the top management to take decisions about who should be 

involved in the SPP (De Baerdemaeker & Bruggeman, 2015), for example, management 

committee, staff, stakeholders, funding bodies, experts, and volunteers.   
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Figure 4.25: The participants in the strategic planning process in the public and private colleges 

 

Figure 4.25 shows the college planners’ views in relation to the Participants in the Strategic 

Planning Process subscale. This graph shows that participants’ responses were highest in relation 

to important decisions about successful strategic planning come through people participation at 

all levels in their workplaces for both group types (public, 37.50%; private, 30.10%). However, 

planners’ ratings in the public colleges were substantially higher. On the other hand, the public 

and private college planners were similar and negative in relation to they expect faculty and staff 

to talk with shareholders before they make important decisions and Shareholders are available 

when they need them in the strategic planning process (public, 35.70%; private, 28.40% and 

28.70%). Again, the public college planners overall were more positive (32.20%) compared with 

the private colleges (26%) in relation to faculty and staff can participate in strategic planning. The 

two groups’ responses were the same (23.20%) in relation to People from other different 

backgrounds work with them to help in preparing our strategic plans. Overall, this illustrates that 

the role of the participants in the strategic planning process for both group types are negative 

(approximately 65-75%) according to the survey results. 
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4.5.2 Tools of the strategic planning process 

Tools of strategic planning are means and methods that should promote and improve the process 

of developing the strategy, direction, and action plan to achieve the objectives and goals of an 

organisation, through learning and training processes, to stay the course and continue with the 

organisation in its troubled environment (Poister, 2010; Vaara & Lamberg, 2016).  

 

 
Figure 4.26: Tools of the strategic planning process in the public and private colleges 

 

Figure 4.26 reports the college planners’ views in relation to Tools of the Strategic Planning 

Process subscale. This graph shows participants’ responses were highest in relation to their ideas 

on improving strategic planning are encouraged and seen as useful in their workplaces for both 

college types (public, 53.50%; private, 28.70%). However, planners’ ratings in the public colleges 

were substantially higher by approximately 25%. In contrast, the public and private college 

planners were similarly negative in relation to they review how well we are doing with providing 

a new strategic plan and There are resources for training staff in strategic planning (public, 

32.10%; private, 30.10% and 32.90%). Again, with regards to they have a training program to 

help us to be able to develop our strategic plan and there are standards for measuring skills in 

strategic planning, the two groups’ responses were also similar and more negative (public, 26.70% 
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and 26.80%; private, 20.50% and 24.60% respectively). This demonstrates that tools of the 

strategic planning process in two groups were weak because approximately 70% of the planners’ 

responses were negative. 

 
4.5.3 The supported factors for strategic planning process 

There are five crucial factors that will ensure strategic planning processes are successfully 

implemented: engagement, communication, innovation, project management, and organisational 

culture (George, 2010). Engagement at all levels of the organisation can ensure success of SPP. 

For example, opening Communications enables employees to create ideas and new methods that 

can lead to the innovation process through producing new goods or/and services. 

 
Figure 4.27: The supported factors for strategic planning process in the public and private colleges 

 

Figure 4.27 reports the college planners’ views in relation to the Participants in the Strategic 

Planning Process subscale. This graph illustrates participants’ responses were highest in relation 

to their policy is to make all communications open to receive strategic suggestions and advice in 

their workplaces for both group types (public, 46.50%; private, 37%). However, planners’ ratings 

in the public colleges were substantially higher. Again, the public college planners overall were 

more positive (41.10%) compared with the private colleges (37%) in relation to they look for 
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strategic planning in the way we assess workplace needs. In contrast, in relation to they keep 

pictures, written texts and objects about our vision and mission positivity was lower in the public 

colleges than in the private colleges (public, 34%; private, 35.60%). The two groups’ responses 

were the same (28.70%) in relation to they encourage staff and faculty to discuss strategic plans. 

In relation to the strategic planning processes are helped by other people (shareholders and 

students), the positive response was higher in the public than in the private colleges (public, 

28.60%; private, 26%). Overall, this demonstrates that the supported factors for the strategic 

planning process for both group types was still negative (approximately 55-70%) according to the 

survey results. 

 

4.5.4 The strategic planning process training courses  

 

 
Figure 4.28: The strategic planning process training courses in the public and private colleges 

 

Figure 4.28 shows percentages of the study sample in relation to the Strategic Planning Process 

Training Courses. This graph reports that the percentage of participants who had a course in SPP 

training was higher in the private colleges (61.60%) compared with more than half of the public 

college planners (51.80%). In contrast, the percentage of participants who had no course in SPP 

training was higher in the public colleges (48.20%) compared with the private college planners 

(38.40%). This demonstrates that the percentage of the participants who have no courses in SPP 

51.8
48.2

61.6

38.4

0

10

20

30

40

50

60

70

Had Training Course Had No Training coursePe
rs

rn
tg

e 
Po

sit
iv

e 
Ra

nt
in

gs

Training courses in strategic planning 

Public Colleges Private Colleges



 

148 

 

training was approximately less than 50% in both group types, and this percentage may lead to big 

problem in leading their SPP, according to the study results. 

 

4.5.4 Rating of strategic planning ability. 

On a scale of 0 to 10 where 0 means ‘no knowledge at all’ and 10 means ‘highly expert’ how do 

you rate your strategic planning ability?  

  

 
Figure 4.29: Rating of strategic planning ability in the public and private colleges 

 

Figure 4.29 reports percentages of the study sample in relation to Rating of Strategic Planning 

Ability. This graph shows the percentage of participants who have knowledge abilities at 7 in SPP, 

which was higher in the public colleges (25%) compared with the private colleges (20.50%). 

Similarly, the participants who had knowledge abilities at 8 in SPP was also higher in the public 

colleges (public, 23.20%; private, 16.40%). Again, the participants in public colleges who had 

knowledge abilities at 6 was higher than in the private colleges (public, 21.40%; private, 19.20%). 

However, the participants in the private colleges at 5 was higher than in the public colleges (public, 

12.50%; private, 13.70%). Similarly, the participants in the private colleges at 9 was also higher 

than in the public colleges (public, 10.70%; private, 15.10%). Again, the participants in the private 
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colleges at 4 was higher than in the public colleges (public, 3.60%; private, 8.20%). As for 3 and 

0, they were similar and higher in the public colleges (public, 1.80%; private, 1.40%). With regards 

to 1, 2, and 10, they were only rated in the private colleges (1.40% and 2.70%). In short, this 

demonstrates that the participants in the public colleges may have better knowledge abilities in 

SPP than those in the private colleges, according to the study results. 

 

4.5.5 Value of strategic planning process. 

Regardless of your responses above, what level of value do you place on strategic planning. 

a. Very high. b. High. 3. Moderate. c. Low. d. Very Low. e. None. 

 

 
Figure 4.30: Value of strategic planning process in the public and private colleges. 

 

Figure 4.30 shows percentages of the study sample in relation to Value of Strategic Planning 

Process. This graph shows percentages of the participants who value the strategic planning process 

at their colleges, which was at moderate level and higher in the public colleges (60.70%) compared 

with the private colleges (37%). However, the participants in the private colleges at levels (low, 

high, and very high) were higher than in the public colleges (17.80% and 23.30%). In relation to 
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levels (none and very low) those in the public colleges were higher (1.80% and 3.60%). This 

demonstrates that the participants in the college types at the levels (moderate, high, and very high) 

were interested in the value of SPP at a rate of approximately 80% according to the study results. 

 

4.5.6 Spending time in the strategic planning process 

What percentage of your time do you spend in the strategic planning process? 

  a. 0-5%.  b. 6-10%.  c.  11-20%.  d. 21-30%. e.  31-40%. f.  41-50%. g.  More than 50%. 

 
Figure 4.31: The spending time in the strategic planning process in the public and private colleges 

 

Figure 4.31 reports percentages of the study sample in relation to Spending Time in the Strategic 

Planning Process. This graph illustrates percentages of the participants who spend time in the 

strategic planning process at their colleges, which was at level 41-50% and higher in the public 

colleges (19.60%) compared with the private colleges (2.70%). However, the participants in the 

private colleges at level 11-20% were higher than the public colleges (public, 17.90%; private, 

30.10%). By contrast, the participants for both group types at level 21-30% were similar (public, 

16.10%; private, 16.40%). Again, the participants for both group types at levels more than 50% 

were similar (public, 16.10%; private, 15.10%). In relation to level 31-40%, it was higher in the 

public colleges than in the private colleges (public, 14.30%: private, 8.20%). Yet, the participants 
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in the private colleges at levels 6-10% and 0-5% were higher than those in the public colleges 

(public, 8.90% and 7.10%; private, 11% and 16.40%). This means that the participants in the public 

colleges spent more time in the strategic planning process at their colleges than in the private 

colleges, according to the study results. 

 

4.6  The balanced scorecard presented in the public and private Iraqi colleges 

The Balanced Scorecard is an operational and monitoring tool for the organization's strategy that 

uses a multidimensional framework to evaluate an organisation's performance in all its 

departments and units (Hladchenko, 2015; Jensen, 2001; Malagueño, Lopez-Valeiras, & Gomez-

Conde, 2018). In other words, it is an administrative tool that provides a comprehensive measure 

of how the organisation is progressing towards its strategic objectives and goals. 

Thus, this section uses descriptive statistics to calculate the frequencies, percentages, mean, 

standard deviation (SD), and Coefficient of Variance (CV), as displayed in Appendix H, and the 

range scores of the BSC are: 1 Strongly Disagree, 2 Disagree, 3 Unsure, 4 Agree, and 5 Strongly 

Agree. The Balanced Scorecard (BSC) was used to rate the participant performance at work which 

was presented in Part D of the survey. The questionnaire consisted of 42 items and it was arranged 

into four subscales, which meant that each subscale had eight to thirteen items. These subscales 

had acronyms that helped the participants to follow-up throughout the study, which were: 

Customer-Society perspective (CS-8Q), Learning-Growth perspective (LG-13Q), Internal 

Processes perspective (IP-8Q), and Financial perspective (F-13Q).  

 

4.6.1 The Customer - Society perspective CS 

Customer satisfaction is number one for every organisation. It can lead to success or failure of a 

business (Tayler, 2010). It is very important to work on improvements in order to make the 

customers more loyal (Akkermans & Van Oorschot, 2018; Wu & Chang, 2012). If the organisation 

does not care about customers’ satisfaction, it cannot expect them to care about its services or 

products (Wu, 2012). So, the sooner the organisation faces this, the better it will perform. Hence, 
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Table 4.9 compares performance results between the public and private colleges in relation to 

Customer-society perspective, as expressed in the mean. 

 

Table 4.9: Comparative mean for the balanced scorecard BSC between the public and private 

colleges (Customer-Society perspective). 

No  

1- Customer-Society perspective 

Mean 
PUCs 

Mean 
PRCs 

1 Q6 
Does the college have reliable data on satisfaction levels of students and staff 

at other leading universities? 

3.67 2.65 

2 Q5 
Does the college evaluate and take into account performance indicators such 

as success rates, drop out level, awards etc.)? 

3.44 2.93 

3 Q1 Does the college have a vision of who its students are? 3.33 3.32 

5 Q8 Does the college get involved in social initiatives and assess societal needs? 3.30 2.94 

6 Q7 
Is this information used to establish reference values and to set more and more 

ambitious objectives? 

3.23 2.79 

4 Q2 
Does the college interact with the students, gathering information on their 

current and future expectations and needs? 

3.19 2.93 

7 Q3 
Are there efficient communication processes for the students, the staff and 

other members of the organisation? 

3.14 2.82 

8 Q4 
Does the college take their complaints, suggestions and opinions into 

account? 

3.10 3.05 
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Figure 4.32: The Customer Society perspective (CS) in the public and private colleges. 
 

Table 4.8 and Figure 4.32 show percentages of the study sample in relation to the Customer Society 

perspective (CS) subscale. This graph shows that participants’ responses in the public colleges 

were highest in relation to Q6 and Q5 (public, 3.67% and 3.44%; private, 2.65% and 2.93% 

respectively). Again, performance of the public colleges overall was the same and more positive 

in relation to Q1 and Q8 (3.33%) compared with the private colleges (3.32% and 2.94%). 

Similarly, the public college participants were more similar and more positive in relation to Q7, 

Q2, and Q3 (public, 3.23%, 3.19% and 3.14% respectively) compared with the private colleges 

(private, 2.79%, 2.93%, and 2.82%). In relation to Q4, performance of the public colleges was 

slightly more positive than the performance of the private colleges (public, 3.10%, private, 3.05%). 

This means that performance of the public colleges in relation to the Customer Society perspective 

was more positive and more consistently so than the private colleges, according to the study results. 

 

4.6.2 The Learning-Growth perspective LG 

The learning-growth perspective means sustaining the organisation in the face of its internal and 

external challenges and then learning from previous situations (Kairu, Wafula, Okaka, Odera, & 

Akerele, 2013). The LG process aims to satisfy customer’s needs, improve business processes, and 

achieve financial goals through focusing on the continuing improvements in each business 

(Massingham, Massingham, & Dumay, 2018). Thus, Table 4.10 compares results of the 
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performance between the public and private colleges in relation to the Learning-growth 

perspective, as expressed by the mean. 
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Table 4.10: Comparative mean for the balanced scorecard BSC between the public and private 

colleges (Learning-Growth perspective). 

No  

2- Learning-Growth perspective 

Mean 
PUCs 

Mean 
PRCs 

1 Q3 
Are the needs and capacities of the staff identified through job 

specifications or a manual of work responsibilities? 

3.19 2.86 

2 Q2 Does this plan respect staff and ensure equal opportunities? 3.17 2.76 

3 Q10 
Does the college run regular process assessment programs such as internal 

or external audits, self-assessments etc.? 

3.14 2.86 

4 Q4 
Are general, specific, individual or collective training plans drawn up and 

implemented? 

3.12 2.65 

5 Q6 Does the college take faculty and staff opinions into account? 3.10 2.57 

6 Q11 
Is the data collected from such exercises used to establish continual 

improvement plans and objectives? 

3.08 2.87 

7 Q9 
Does the college ensure the effectiveness of its communication channels 

and their use as a media for sharing best practices and knowledge? 

3.08 2.72 

8 Q12 
LG8- Is information relative to current and future tendencies (of a general 

and specific nature) systematically collected? 

3.03 3.17 

9 Q8 

Does the college have and continually improve advanced communication 

tools (virtual secretary, meetings, surveys etc.) that facilitate the exchange 

of information with students, staff and the college community in general? 

3.01 2.68 

10 Q5 
Does the college ensure that all faculty and staff participate in the 

development of different policies, strategies and activities? 

3.01 2.63 

11 Q1 Does the college have an HR management plan? 2.96 2.80 

12 Q7 
Is the participation, initiative and ideas of the members of the college 

valued and rewarded? 

2.96 2.86 

13 Q13 
Is this information used as a basis for a SWOT analysis to determine 

improvement actions that can be taken? 

2.91 2.82 
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Figure 4.33: The Learning-Growth perspective (LG) in the public and private colleges 
 

Table 4.10 and Figure 4.33 show percentages of the study sample in relation to the Learning-

Growth perspective (LG) subscale. This graph shows participants’ responses were highest and 

more similar and positive in the performance of the public colleges in relation to Q3, Q2, Q10, and 

Q4 (public, 3.19%, 3.17%, 3.14%, and 3.12%) compared with the performance of the private 

colleges (private, 2.86%, 2.76%, 2.86%, and 2.65%). However, participants’ ratings in the public 

colleges were substantially higher by approximately 0.40-0.55%. Similarly, participants’ ratings 

of the public colleges were substantially more similar and positive than of the private colleges, in 

relation to Q6, Q11, and Q9 (public, 3.10 and 3.08%; private, 2.57%, 2.87, and 2.72%). On the 

other hand, performance of the private colleges was rated more positive than the public colleges 

in relation to Q12 (private, 3.17%; public, 3.03%). However, performance of the public colleges 

was more positive and the same in relation to Q5-8 and Q1-7 (3.01and 2.96%) compared with the 

performance of the private colleges (2.68%, 2.63%, 2.80%, and2.86%). Again, in relation to Q13 

there was also a more positive rating in the public colleges than in the private colleges (public, 

2.91%; private, 2.82%). This illustrates that performance of the public colleges in relation to the 

Learning-Growth perspective was substantially more positive and more consistently so than in the 

private colleges, according to the study results. 
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4.6.3 Internal Processes perspective IP 

Internal processes are related to organizational efficiency and effectiveness (Mehralian, Nazari, 

Nooriparto, & Rasekh, 2017). This perspective focusses on factors of time, effort, and cost (Huang, 

Lai, & Lin, 2011). For example, time is a crucial factor in producing the organisation’s goods or 

delivering a service. Also, time is very important in creating a new product and bring it to market 

as soon as possible and in a faster way (Kshatriya, Dharmadhikari, Srivastava, & Basak, 2017). 

Thus, Table 4.11 compares results of the performance between the public and private colleges in 

relation to the Internal Processes Perspective, as expressed by the Mean. 
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Table 4.11: Comparative mean for the balanced scorecard BSC between the public and private 

colleges (Internal Processes Perspective). 

No  

3- Internal Processes perspective 

Mean 
PUCs 

Mean 
PRCs 

1 Q3 

Is there a systematic process of identification and prioritisation of 

opportunities for immediate or continual improvement based on the 

measurement and results of operational performance and information on 

learning processes? 

3.10 2.86 

2 Q2 Demanded by the students and society? 3.07 2.93 

3 Q1 
Is creativity and innovation applied to the development of new 

educational services 

3.05 2.97 

4 Q8 
Are there tools such as information points, bulletins or service guides that 

offer the college community information on new processes? 

2.92 2.91 

5 Q6 
Are there efficient attention and communication processes directed at 

students, staff and members of the college community? 

2.91 2.91 

6 Q5 
Do these systems identify process errors and facilitate improvement 

actions? 

2.87 2.67 

7 Q4 
Is there an operational system of process management, regular self-

assessments etc. in accordance with ISO or similar standards? 

2.82 1.83 

8 Q7 

Does the college participate in informative sessions related to its study 

plans, services etc. with the objective of informing future and even 

current students? 

2.78 2.95 
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Figure 4.34: The Internal Processes perspective (IP) in the public and private colleges  

 

Table 4.11 and Figure 4.34 show percentages of the study sample in relation to the Internal 

Processes Perspective (IP) subscale. This graph shows that participants’ responses were highest 

and more similar and positive in relation to Q3, Q2, and Q1 respectively in the public colleges 

(3.10%, 3.07%, and 3.05%) compared with the private colleges (2.86%, 2.93% and 2.97%). Again, 

performance of the public colleges was more similar and positive than the private colleges in 

relation to Q8, Q6, and Q5 (public, 2.92%, 2.91%, and 2.87%; private, 2.91% and 2.67%). 

Similarly, performance of the public colleges was substantially higher than the private colleges in 

relation to Q4 (public, 2.82%; private, 1.83%). However, performance of the private colleges was 

slightly positive in relation to Q7 (2.95%) compared with the public colleges (2.78%). Again, this 

demonstrates that performance of the public colleges in relation to the Internal Processes 

perspective was substantially more positive than that of the private colleges, according to the study 

results. 

 

4.6.4 The Financial perspective FP 

The financial perspective is on the top of the Balanced Scorecard strategy map, which is acceptable 

by for-profit organisations because they focus on shareholder interests through achieving financial 
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objectives, while non-profit organisations tend to put it down below because they focus on 

stakeholder interests through achieving social and cultural objectives (Dinçer, Yüksel, & Martínez, 

2019; Hu, Leopold-Wildburger, & Strohhecker, 2017). Therefore, the Table 4.12 compares results 

of the performance between the public and private colleges in relation to the financial perspective, 

as expressed by the mean. 
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Table 4.12: Comparative mean for the balanced scorecard BSC between the public colleges 

(Financial perspective).  

 
  No 

 
4- Financial perspective 

Mean 
PUCs 

Mean 
PRCs 

1 Q2 Is it regularly reviewed? 3.14 2.93 

2 Q3 
Is there evidence of a clear correlation between policy, strategy and the 

budgetary program? 

3.05 2.73 

3 Q4 Does the centre define an investment plan in accordance with its policy? 3.01 2.95 

4 Q7 I let staff know that I think we will achieve our goals. 3.01 2.97 

5 Q6 I talk positively about what we must do at work. 2.98 2.95 

6 Q11 Does the college have an inventory management system? 2.96 2.94 

7 Q12 
Are resources correctly managed? Does consumption minimise waste and 

encourage the use of renewable resources? 

2.96 2.82 

8 Q1 
Has the college developed and implemented an economic-financial 

strategy that is aligned with policy and strategy? 

2.96 2.90 

9 Q5 

Within the investment plan, does the college analyse the most important 

investments, assessing Indicators such as profitability, recovery time and 

risk? 

2.94 2.87 

10 Q8 Does the college have a database of all suppliers? 2.91 2.91 

11 Q10 
Once the most interesting are identified, are cooperation and continuous 

improvement links established? 

2.91 2.84 

12 Q9 
Is an assessment made of each one of them in relation to their alignment 

with the policy and strategy of the college? 

2.87 1.97 

13 Q13 
Is the impact of the assets of the college on staff and society in general, 

considered in relation to questions of safety and hygiene? 

2.75 1.97 
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Figure 4.35: The Financial perspective (F) in the public and private colleges 

 

Table 4.12 and Figure 4.35 show percentages of the study sample in relation to the Financial 

perspective (F) subscale. This graph shows participants’ responses were highest in relation to Q2 

(public, 3.14%; private, 2.93%). Similarly, performance of the public colleges was more similar 

and positive in relation to Q3, Q4, and Q7 respectively (3.01% and 3.05%) compared with the 

private colleges (2.73%, 2.95%, and 2.97%). Again, performance of the public college participants 

was also more similar and positive than that of the private colleges in relation to Q6, Q11, Q12, 

Q1, and Q5 respectively (public, 2.98%, 2.96%, and 2.94%; private, 2.95%, 2.94%, 2.82%, 2.90%, 

and 2.87%). On the other hand, the performance of both group types was the same in relation to 

Q8 (2.91%). However, performance of the public colleges was substantially higher in relation to 

Q10, Q9, and Q13 (2.91%, 2.87, and 2.75%) compared with the private colleges (2.84% and 

1.97%). This illustrates that performance of the public colleges in relation to the Financial 

perspective was substantially more positive and more consistently so than that of the private 

colleges, according to the study results. 

 

4.6.5 Comparative total mean for the balance scorecard subscales  

Table 4.13: Comparative total mean for the balance scorecard subscales between the public and 

private colleges. 
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Item  

The Perspectives of Balance Scorecard (BSC)  

Customer-

society 

perspective 

Learning-growth 

perspective 

Financial 

perspective 

Internal 

Processes  

Total 

Mean 

Public 

Colleges 

3.3 3.06 2.96 2.94 

Private 

Colleges 

2.93 2.79 2.75 2.75 

 

Figure 4.36: Comparative total mean for the balance scorecard subscales between the public and 

private colleges.  

 

Table 4.13 and Figure 4.36 report the comparative total mean for the balance scorecard subscales 

between the public and private colleges, which are Customer-Society perspective (CS), Learning-

Growth perspective (LG), Financial perspective (F), and Internal Processes perspective (IP). 

Overview, all the balance scorecard subscales were substantially more positive and more 

consistently so in the public colleges than in the private colleges. However, this does not mean that 

the private colleges had a weak performance; on the contrary, the private colleges had a good 

performance, but the performances of the public colleges were better in relation to the balance 

scorecard subscales. 
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4.7  The organisational culture in the public and private Iraqi colleges 

The organisational culture is a set of values, traditions, and rules for participating members in the 

organization (Driskill, 2018; McDaniel & Magpanthong, 2017). Each organisation has its own 

culture that expresses its personality. Also, the organisational culture comes from the social and 

cultural fabric of members of the organisation (Bystydzienski, Thomas, Howe, & Desai, 2017). 

Individuals bring with them their values, traditions, and customs that contribute to the influence 

of organisational culture(Friedman & Gerstein, 2017). It is therefore possible to say that 

organisational culture is the interaction and fusion within the working groups, which determines 

acceptable behaviour and unacceptable behaviour in the organisation.  

This section uses descriptive statistics to calculate the frequencies, percentages, mean, standard 

deviation (SD), and Coefficient of Variance (CV) as displayed in Table 4.13. The Organisational 

Culture (OC) was used to rate the participants’ performance at work, which was presented in Part 

E of the survey. It refers to the ways in which the organisation works, its values and the behaviours 

of the people involved (Schein, 1984). The questionnaire consisted of 37 items and it was arranged 

into two parts. Part 1 was the Managerial Effectiveness Self-Rating Form (MESF) subscale which 

had 13 items, while 2 items were individual. The range scores of the (MESF) were: 1 Poor, 2 

Marginal, 3 Average, 4 Very Good, and 5 Outstanding. In part 2, the Managerial Effectiveness 

(ME) subscale had 12 items. The range scores of the (ME) were: 1 Of Little Importance, 2 Of 

Some Importance, 3 Moderately Important, 4 Very Important, and 5 Critically Important. Table 

4.14 shows the descriptive statistics. 
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Table 4.14:  Comparative results of the organisational culture part 1 for the public and private 

colleges. 

No 

Managerial effectiveness   

The public 

colleges 

The private 

colleges 
Positiv

e 

rating 

 
M 

Positive 

rating 

 
M 

Q1 
Managing teams (building effective, cohesive, smooth-

functioning teams). 91 

4.23 80.8 4.15 

Q2 
Managing interpersonal relationships (listening to and 

providing supportive feedback to others). 91 

 

4.08 

 

76.8 

 

3.94 

Q11 

Managing the control system (having measurement and 

monitoring systems in place to keep close track of processes 

and performance). 85.8 

 

4.12 

 

80.8 

 

3.95 

Q8 
Energising employees (motivating others to put forth extra 

effort and to work aggressively). 83.9 

 

4.21 

 

75.4 

 

3.95 

Q12 
Managing coordination (sharing information across functional 

boundaries and fostering coordination with other units). 83.3 

 

4.05 

 

76.8 

 

4.01 

Q9 
Managing customer service (fostering a focus on service and 

involvement with customers). 82.2 

 

4.17 

 

75.3 

 

3.86 

Q10 

Managing acculturation (helping others become clear about 

what is expected of them and about organisational culture and 

standards). 80.3 

 

4.25 

 

79.4 

 

3.93 

Q6 

Managing continuous improvement (fostering an orientation 

toward continuous improvement among employees in 

everything they do). 80.3 

 

4.19 

 

74 

 

3.83 

Q5 
Managing the future (communicating a clear vision of the future 

and facilitating its accomplishment). 80.3 

 

4.00 

 

68.5 

 

3.91 
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Q7 
Managing competitiveness (fostering an aggressive orientation 

toward exceeding competitors’ performance). 76.8 

 

4.14 

 

67.1 

 

3.75 

Q13 Overall management competency (general level of managerial 

ability) 

76.7 4.05 74 4.05 

Q4 
Fostering innovation (encouraging others to innovate and 

generate new ideas). 75 

 

3.96 

 

69.8 

 

3.91 

 

 

4.7.1 The managerial effectiveness self-rating form 

This part asks about the organisational culture of the workplace. The organisational culture refers 

to the way the organisation works, its values, beliefs, and behaviours of the people involved. 

 

Figure 4.37: The managerial effectiveness self-rating form in the public and private colleges 

 

Table 4.14 and Figure 4.37 show percentages of the study sample in relation to the Managerial 

Effectiveness self-rating form subscale. This graph reports that participants’ responses were 

highest in relation to Q9, Q8, and Q12 respectively in the public colleges (85.70, 83.90%, and 

82.10%) compared with the private colleges (75.30%, 75.40%, and 76.80%). However, 
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participants’ ratings in the private colleges were higher in relation to Q10 and Q1 (private, 79.40% 

and 80.80%; public, 78.50% and 76.80%). With regards to Q13, the public college participants 

were more positive than the private college ones (public, 76.70%; private, 74%). In contrast, the 

private college participants were more positive in relation to Q2 (76.80%) compared with those in 

the public colleges (75%). On the other hand, the public college participants had the same 

percentages and were more positive in relation to Q5 and Q7 than the private college participants 

(public, 75%; private, 68.50% and 67.10%). However, participants’ ratings in the private colleges 

were higher in relation to Q11 and Q3 (private, 80.80% and 74%; public, 75% and 73.20%). In 

relation to Q4 response rates were higher in the public colleges (73.20%), whereas for Q6 it was 

74% higher in the private colleges. Again, this demonstrates that the public colleges, in relation to 

the managerial effectiveness self-rating form subscale, were substantially more positive than the 

private colleges, according to the study results. 

 

4.7.2 Managerial competency 

On the basis of your level of management competency, how high in the organisation do you expect 

to go in your career?  

Figure 4.38: The managerial competency in the public and private colleges 
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Figure 4.38 shows percentages of the study sample in relation to the Managerial Competency 

subscale. This graph shows participants’ responses were highest in relation to higher than the 

current situation in the public colleges (public, 44.60%; private,46.60%). However, participants’ 

ratings in the public colleges were higher in relation to the position of Associate Dean (21.40%) 

compared with approximately half of responses in the private colleges (12.30%). Again, the public 

colleges were higher than the private colleges in relation to the position of Dean (public, 16.10%; 

private, 15.10%), yet they were the lowest in relation to the position of Associate University 

President (public,5.40%; private, 4.10%). On the other hand, the private college participants has a 

more positive in relation to President of the University than the public colleges at approximately 

9.50% more (public, 12.5%; private, 21.90%). Overall, it was remarkable that more than 45% of 

the participants in both college types felt they had no hope and confidence to get into the high 

position levels.  

 

4.7.3 Comparison of own competency as a manager of managers 

Q15 Compared to all other managers you’ve known; how would you rate your own competency 

as a manager of managers? 

 
Figure 4.39: Comparison of own competency as a manager of managers in the public and private 

colleges 
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Figure 4.39 shows percentages of the study sample in relation to the Comparison of Own 

Competency as a Manager of Managers subscale. This graph reports that participants’ responses 

were high at around 50% (public, 58.90%; private,46.60%). However, participants’ ratings in the 

public colleges were substantially higher by approximately 12.50%. Again, the public colleges 

were higher than the private colleges in relation to the position of Dean (public, 23.20%; private, 

16.40%). Similarly, participants’ responses in both college types were similar in relation to the top 

5% (public, 8.90%; private, 8.20%). On the other hand, the private college participants were more 

positive at a top of 10% than the public college participants, at approximately 11.50% more 

(public, 8.90%; private, 20.50%). In the bottom half, only applied to private colleges (8.20%). This 

means that approximately more than 50% of the participants in both college types expressed that 

they had the abilities and skills to be better than the current leaders.   

 

4.7.4 Important skills for success 

Part 2:  What skills do you think are important for you to succeed? 

Note: The scale changes for question 1–12. Please read carefully. In order to succeed in your 

current position, how important is each of the following skills? Use the following scale to rate: 
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Table 4.15:  Comparative results of the organisational culture part 2 for the public and private 

colleges. 

 

No  

 

             Managerial Effectiveness   

The public 

colleges 

The private 

colleges 
Positive 

rating 

M Positive 

rating 

M 

Q1 
Managing teams (building effective, cohesive, smooth-

functioning teams). 91 

4.23 

86.30 

4.23 

Q2 
Managing interpersonal relationships (listening to and 

providing supportive feedback to others). 91 

 

4.08 
86.20 

 

4.12 

Q11 

Managing the control system (having measurement and 

monitoring systems in place to keep close track of processes 

and performance). 85.8 

 

4.12 

68.40 

3.89 

 

Q8 
Energising employees (motivating others to put forth extra 

effort and to work aggressively). 83.9 

 

4.21 
73.90 

 

3.91 

Q12 
Managing coordination (sharing information across functional 

boundaries and fostering coordination with other units). 83.3 

 

4.05 
78.00 

4.00 

 

Q9 
Managing customer service (fostering a focus on service and 

involvement with customers). 82.2 

 

4.17 
78.10 

 

3.94 

Q10 

Managing acculturation (helping others become clear about 

what is expected of them and about organisational culture and 

standards). 80.3 

 

4.25 

72.60 

3.89 

 

Q6 

Managing continuous improvement (fostering an orientation 

toward continuous improvement among employees in 

everything they do). 80.3 

 

4.19 

79.40 

4.00 

 

Q5 
Managing the future (communicating a clear vision of the 

future and facilitating its accomplishment). 80.3 

 

4.00 
78.10 

 

3.95 

Q7 
Managing competitiveness (fostering an aggressive orientation 

toward exceeding competitors’ performance). 76.8 

 

4.14 
67.10 

 

3.79 
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Q3 

Managing the development of others (helping others improve 

their performance and obtain personal development 

opportunities). 76.7 

 

4.01 

83.50 

 

4.12 

Q4 
Fostering innovation (encouraging others to innovate and 

generate new ideas). 75 

 

3.96 
82.20 

 

4.12 

 

 
Figure 4.40: The important skills for success in the public and private colleges 

 

Table 4.15 and Figure 4.40 show percentages of the study sample in relation to the Important Skills 

for Success subscale. This graph shows that participants’ responses were highest and percentages 

were the same in relation to Q1 and Q2 respectively in the public colleges (91%) compared with 

the private colleges (86.20% and 86.30%). Again, the public college participants were 

substantially more positive than those in the private colleges in relation to Q11 by approximately 

17.50%. Similarly, the public college participants showed higher ratings in relation to Q8, Q12, 
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with the private colleges (73.90%, 78%, 72.60%, 78.10%, 79.40%, and 67.10%). However, 

participants’ ratings in the private colleges were higher in relation to Q3 and Q4 respectively 

(private, 83.50% and 82.20%; public, 76.70% and 75%). Again, this demonstrates that the public 
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college participants, in relation to the important skills for success subscale were substantially more 

positive than those in the private colleges, according to the study results. 

 

4.8 The study hypotheses 

Hypotheses of the current study, as mentioned in Chapter One, were divided into main three sets.  

The first set was dialled with correlation hypotheses, the second set was the effect hypotheses, and  

the final set was the difference hypotheses (leadership styles, strategic planning, organisational  

success, and organisational culture). The researcher adopted Null Hypotheses because this  

guarantees neutrality and objectivity. Alpha levels were set at 0.01- 0.05 because the smaller  

the alpha level, the smaller the area of rejection. This helps to reduce the chance of not rejecting the  

null, when in fact it should be rejected. In other words, an alpha level of 5% is a good balance  

between the two. 

 
4.8.1 Correlation coefficient analysis and hypotheses testing of the study 

Correlation analysis was used to evaluate the significant relationships that were likely to exist 

between LS and SPP, LS and OS, and SPP and OS. According to Allemang and Brown (1982), 

the correlation coefficient is one of the most important methods to assess validity  

in business and management research. The correlation analysis is a standard to evaluate the level  

of connotation between two variables. This technique ranges between -1 and +1 (Todorović, 

Petrović, Mihić, Obradović, & Bushuyev, 2015). For example, if the value of the correlation  

coefficient is 0, this means that there is no correlation between two variables. Rocco, Cilurzo, 

Minghetti, Vistoli, and Pedretti (2017) have illustrated that a value of +1 means a full positive  

correlation; on the other hand, if the value of the correlation coefficient is -1 it means a full negative  

correlation between two variables. Thus, Table 4.15 shows a matrix of correlations among the study 

variables by Spearman coefficient technique. 
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Table 4.16: The results of the study hypotheses (correlation hypotheses) through using the simple 
regression technique (N=129) 

No  Variables  LS SPP OS 

1 LS 1 0.644** 0.507** 

2 SPP  1 0.451** 

3 OS   1 

(**) Indicates the statistical significance at (0.01) level. 

(*) indicates the statistical significance at (0.05) level. 

The non- parameter on which the reference of the 

relationship does not exist, then it is a failure 

103   Degree of Freedom  

 
It is shown in Table 4.16 that there is a statistically significant strong positive  

relationship between the independent variable and dependent variables of the study. Therefore,  

the leadership style variable and each of the other study variables are at the 0.01 level (2-tailed).  

Also, the strongest relationship rate was with strategic planning process variable (0.644**).  

By contrast, the lowest relationship was between the strategic planning process and the 

organizational success variable (0.451 **); however, this value was statistically significant but  

showed a moderate positive correlation as well. In general, these values can provide evidence,  

based on the above results that the study framework was accurate and correct and could  

be used by the Iraqi Ministry of Higher Education for creating an appropriate  

evaluation to measure its work towards achieving the goals of the ministry as a productive  

organisation and the goals of public and private colleges simultaneously. For more information,  

see Appendix I. 

 

4.8.2 Simple regression analysis and hypotheses testing of the study 

The second hypotheses of this study were effect hypotheses among study variables. To achieve 

that, the researcher used the simple regression coefficient because it is a statistical technique to 

examine the effects between two variables, one independent and one dependent (Chatterjee & 
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Hadi, 2015; De'ath & Fabricius, 2000). Hox et al. (2017); (Schroeder, Sjoquist, & Stephan, 2016) 

have stated that the simple regression coefficient is an accurate and strong method when the aim 

is to understand the effects between variables of a study, both independent and dependent. This 

technique has three key indicators: (R2), F-value, and T-value. R2-value ranges between 0-

1(Finch, Bolin, & Kelley, 2019; Jain, 2017). To ensure a strong effect between independent and 

dependent variables, Subiyakto, Ahlan, Kartiwi, and Putra (2016) have reported three levels of 

R2-values: 0.670 substantial, 0.333 moderate, and 0.190 weak, and F-value and T-value must be 

statistically significant, i.e. at least 0.05. 
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Table 4.17: The results of the study hypotheses (effect hypotheses) through using the simple regression technique (N=129) 

 

Table 4.17 shows the results of the effect hypotheses between leadership style and strategic planning, leadership style and organisational 

success, and strategic planning and organisational success. It displays the values of simple regression paths: R2-value, estimate (β), 

Standard Error (S.E.), F-value, and t-value of three hypotheses through using SPSS.  

The first hypothesis was H10: There is no significant effect from the leadership style on the strategic planning process in the colleges 

under study. So, Table 4.16 reports a strong effect for leadership style on the strategic planning process according to the results of F-

value116.37, t-value 2.88, (P< 0.05), and strong R2-value (0.478), which are significant. Hence, that allowed for the rejection of null 

hypothesis H10 in favour of the alternative hypothesis H11. 

Hypothesis The path Regression Weights using SPSS Results 
R2 (β) S.E F-value T-value 

H1 0 or H1 1  Leadership style on strategic 

planning 

0.478 0.613 0.697 116.37 2.88 Rejected null hypothesis in favour of 

alternative hypothesis H11 

H2 0 or H2 1  Leadership style on 

organisational success 

0.347  0.589  0.053  124.47  5.65 Rejected null hypothesis in favour of 

alternative hypothesis H21 

H3 0 or H3 1  Strategic planning on 

organisational success 

0.343  0.587  0.017  123.14  11.10 Rejected null hypothesis in favour of  

alternative hypothesis H31 

H10 is Null hypothesis and H11 is Alternative hypothesis 
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The second hypothesis of effect was H20: There is no significant effect from the strategic planning process on the organisational 

success. Here, Table 4.16 shows a sturdy and adequate effect for leadership style on the organisational success, according to results F-

value 124.47, t-value 5.65, (P< 0.05), and R2-value is acceptable (0.347), which are significant. Hence, this allowed for the rejection of 

the null hypothesis H20 in favour of alternative hypothesis H21. 

The third hypothesis was H30: There was no significant effect from the strategic planning process on the organisational success in the 

colleges under study. Thus, Table 4.16 displays here an acceptable and sufficient effect for strategic planning process on the 

organisational success according to results of F-value 123.14, t-value 11.10, (P< 0.05), and R2-value is approximately higher than 

moderate (0.343), which are significant. Hence, this allowed for the rejection of the null hypothesis H30 in favour of the alternative 

hypothesis H31. 

 

4.8.2 Mann-Whitney U test analysis and hypotheses testing of the study 

Fay and Proschan (2010) have illustrated that the Mann-Whitney U test or Wilcoxon-Mann-Whitney WMW can be used to compare 

between two different independent samples or groups that have no normal distribution and at the same time, this test assumes that the 

data from distributions are similar or identical. This technique is depended on calculating numerical ranks instead of values (De Winter 

& Dodou, 2010; Marx, Backes, Meese, Lenhof, & Keller, 2016; McKnight & Najab, 2010). Ruxton (2006) stated that this analysis is 

used in nonparametric statistics instead of t-test and that it is used in parametric statistics because it does not require specific distribution. 

Also, MacFarland and Yates (2016) have pointed out that the Mann-Whitney U test should be used in cases when size of the samples 

might be small or medium between (9-20) or a little more than that. To ensure here strong statistically significant differences between 

two independent variables, Pérez, López, Silva, and Ramos (2015) have reported that 0.05 or less than that is statistically significant. 

That means that if the result is 0.05 or less than that, the null hypothesis can be rejected in favour of the alternative hypothesis. Therefore, 
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the Mann-Whitney U analysis is a common, suitable and accurate test for this study, in particular when data does not meet the parametric 

assumptions of the t-test and size of samples are small. Next, the researcher shows results of the different hypotheses among leadership 

styles, strategic planning, organisational success, and organisational culture between the public and private colleges. 

 

4.8.2.1 Hypotheses of difference in regarding leadership styles  

Key Hypothesis (A). There are no statistically significant differences in the Leadership Style of Transformational between leaders of the 

public and private colleges under study, as measured by Mann-Whitney U test. Thus, Table 4.17 reports results of significant differences 

in sub-hypotheses for dimensions of transformational style between the public and private colleges.  
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Table 4.18: The results of difference hypotheses of leadership style (transformational) through using Mann-Whitney U test part A 

Hypothesis Leadership style of 

transformational between public 

& private colleges 

Mann-Whitney U Test SPSS  
Results N Mean 

Rank 
Sun of 
Ranks 

Z Asymp. Sig. 
(2-tailed) 

H10 or H11  Inspirational motivation  

 

Pu 4 6.50 26 -2.30 0.02 Rejected null hypothesis H10 and in 

favour of alternative hypothesis H11 
Pr 4 2.50 10 

H20 or H21  Individualised consideration 

 

Pu 4 6.38 25.50 -2.17 0.03 Rejected null hypothesis in favour of 

alternative hypothesis H21 
Pr 4 2.63 10.50 

H30 or H31  Idealised influence behavior Pu 4 6 24 -1.73 0.08 Null hypothesis not rejected H30 due to 

there is no statistically significant 

differences between pu & pr colleges 
Pr 4 3 12 

H40 or H41  Idealised influence attribute Pu 4 6.50 24 -2.30 0.02 Rejected null hypothesis and in favour 

of alternative hypothesis H41 Pr 4 3 12.50 

H50 or H51  Intellectual stimulation Pu 4 6.50 24 -2.30 0.02 Rejected null hypothesis in favour of 

alternative hypothesis H51 Pr 4 3 12.50 
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The first sub-hypothesis was H10: There are no significant differences between the public college 

leaders’ mean score on perceptions of their use of the leadership style of Inspirational Motivation 

compared with the private college leaders’ mean score on perceptions of their use of the leadership 

style of Inspirational Motivation, based on their responses to the MLQ. So, Table 4.18 displays 

that the null hypothesis was rejected as it was found that the public college leaders’ mean score on 

their perceptions of their use of the leadership style of Inspirational Motivation was statistically 

significantly greater than the private college leaders’ mean score, where Asymp. Sig. (2-tailed) was 

0.02 which was less than (0.05). Hence, this allowed for the rejection of the null hypothesis H10 

in favour of the alternative hypothesis H11.  

The second sub-hypothesis was H20: There were no significant differences between the public 

college leaders’ mean score on perceptions of their use of the leadership style of Individualized 

Consideration compared with the private college leaders’ mean score on perceptions of their use 

of the leadership style of Individualized Consideration based on their responses to the MLQ. As a 

result, Table 4.18 reports that the null hypothesis was rejected as it was found that the public 

college leaders’ mean score on their perceptions of their use of the leadership style of 

Individualized Consideration was statistically significantly greater than the private college leaders’ 

mean score, where Asymp. Sig. (2-tailed) was 0.02 which was less than (0.05). Hence, this allowed 

for the rejection of the null hypothesis H20 in favour of the alternative hypothesis H21.  

The third sub-hypothesis was H30: There were no significant differences between the public 

college leaders’ mean score on perceptions of their use of the leadership style of Idealized 

Influence Behaviour compared with the private college leaders’ mean score on perceptions of their 

use of the leadership style of Idealized Influence Behaviour, based on their responses to the MLQ. 

Table 4.18 shows the null hypothesis H30 was not rejected as it was found that public and private 

colleges leaders’ mean scores on their perceptions of their use of the leadership style of Idealized 

Influence Behaviour, where Asymp. Sig. was 0.08 which was more than (0.05). This means that 

here, there were no significant differences in practicing this style between the leaders of the public 

and private colleges. So, the null hypothesis H30 was not rejected. 

The fourth sub-hypothesis was H40: There were no significant differences between public college 

leaders’ mean score on perceptions of their use of the leadership style of Idealized Influence 

Attribute compared with the private college leaders’ mean score on perceptions of their use of the 



 

180 

 

leadership style of Idealized Influence Attribute, based on their responses to the MLQ. Table 4.18 

displays that the null hypothesis was rejected as it was found that the public college leaders’ mean 

score on their perceptions of their use of the leadership style of Idealized Influence Consideration 

was statistically significantly greater than the private college leaders’ mean score, where Asymp. 

Sig. (2-tailed) was 0.02 which was less than (0.05). Hence, this allowed for the rejection of the 

null hypothesis H40 in favour of the alternative hypothesis H41.  

The fifth sub-hypothesis was H50: There were no significant differences between the public college 

leaders’ mean score on perceptions of their use of the leadership style of Intellectual Stimulation 

compared with the private college leaders’ mean score on perceptions of their use of the leadership 

style of Intellectual Stimulation, based on their responses to the MLQ. Table 4.18 reports that the 

null hypothesis was rejected as it was found that the public college leaders’ mean score on their 

perceptions of their use of the leadership style of Intellectual Stimulation was statistically 

significantly greater than the private college leaders’ mean score, where Asymp. Sig. (2-tailed) was 

0.02 which was less than (0.05). Hence, this allowed for the rejection of the null hypothesis H50 

in favour of the alternative hypothesis H51.  

In general, there was a statistically significant difference between leaders of the public and private 

colleges in practising the leadership style of transformational (Inspirational Motivation, 

Individualized Consideration, Idealized Influence Attribute, and Intellectual Stimulation). This 

means that leaders of the public colleges were more likely to be transformational than those in the 

private colleges.  
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Key Hypothesis (B). There are no statistically significant differences in the Leadership Style of 

Transactional between leaders of the public and private colleges under study, as measured by 

Mann-Whitney. Thus, Table 4.19 displays results of differences in sub-hypotheses for dimensions 

of transactional style between the public and private colleges.  

 

  



 

182 

 

Table 4.19: The results of difference hypotheses of leadership style (transactional) through using 

Mann-Whitney part B 
 

Hypothesis Leadership style of 

transactional 

between public & 

private colleges 

Mann-Whitney U Test SPSS  
Results N Mean 

Rank 
Sun of 
Ranks 

Z Asymp. 
Sig. (2-
tailed) 

H10 or H11  Contingent reward  PU 

4 

6.50 26 -

2.32 

0.02 Rejected null 

hypothesis in favour 

of alternative 

hypothesis H11 
PR 

4 

3 12 

H20 or H21  Management-by-

exception active  
PU 

4 

5.25 21 -.86 0.38 Null hypothesis H20 
not rejected due to 

there is no 

statistically 

significant 

differences between 

PU & PR colleges 

PR 

4 

3.75 15 

H30 or H31  Management-by-

exception passive 
PU 

4 

3.50 14 -

1.16 

0.24 Null hypothesis H30 
not rejected due to no 

statistically 

significant 

differences between 

PU & PR colleges 

PR 

4 

5.50 22 

H40 or H41  Laissez-faire PU 

4 

4.63 18.50 -.14 0.88 Null hypothesis H40 
not rejected due to 

there is no 

statistically 

significant 

differences between 

PU & PR colleges 

PR 

4 

4.38 17.50 
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The first sub-hypothesis was H10: There are no significant differences between the public college 

leaders’ mean score on perceptions of their use of the leadership style of Contingent Reward 

compared with the private college leaders’ mean score on perceptions of their use of the leadership 

style of Contingent Reward, based on their responses to the MLQ. So, Table 4.19 displays that the 

null hypothesis was rejected as it was found that the private college leaders’ mean score on their 

perceptions of their use of the leadership style of Contingent Reward was statistically significantly 

greater than the public college leaders’ mean score, where Asymp. Sig. (2-tailed) was 0.02 which 

was less than (0.05). Hence, this allowed for the rejection of the null hypothesis H10 in favour of 

the alternative hypothesis H11.  

The second sub-hypothesis was H20: There are no significant differences between the public 

college leaders’ mean score on perceptions of their use of the leadership style of Management-by-

Exception Active compared with the private college leaders’ mean score on perceptions of their 

use of the leadership style of Management-by-Exception Active, based on their responses to the 

MLQ. Table 4.19 reports that the null hypothesis was not rejected due to the public and private 

college leaders’ mean score on their perceptions of their use of the leadership style of 

Management-by-Exception Active, where Asymp. Sig. was 0. 0.38 which was more than (0.05). 

This means there were no significant differences in practising this style between leaders of the 

public and private colleges. So, the null hypothesis H20 was not rejected. 

The third sub-hypothesis was H30: There are no significant differences between the public college 

leaders’ mean score on perceptions of their use of the leadership style of Management-by-

Exception Passive compared with the private college leaders’ mean score on perceptions of their 

use of the leadership style of Management-by-Exception Passive, based on their responses to the 

MLQ. Table 4.19 shows the null hypothesis was not rejected due to the public and private college 

leaders’ mean score on their perceptions of their use of the leadership style of Management-by-

Exception Passive, where Asymp. Sig. was 0. 0.24 which was more than (0.05). This means, there 

were no significant differences in practising this style between leaders of the public and private 

colleges. Therefore, the null hypothesis H30 was not rejected. 

The fourth sub-hypothesis was H40: There are no significant differences between the public college 

leaders’ mean score on perceptions of their use of the leadership style of Laissez-Faire compared 

with the private college leaders’ mean score on perceptions of their use of the leadership style of 
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Management-by-Exception Passive, based on their responses to the MLQ. Table 4.19 shows the 

null hypothesis was not rejected due to the public and private college leaders’ mean score on their 

perceptions of their use of the leadership style of Laissez-Faire, where Asymp. Sig. was 0. 0.38 

and it is more than (0.05). This means, there were no significant differences in practising this style 

between leaders of the public and private colleges. So, the null hypothesis H40 was not rejected. 

In conclusion, the results of survey showed a statistically significant difference between leaders of 

the public and private colleges in practising the leadership style of transactional (contingent 

reward) and this dimension was practised by leaders of private colleges more so than by leaders of 

the public colleges. However, there were no statistically significant results between leaders of the 

public and private colleges in practising a leadership style of transactional dimensions 

(management-by-exception active, management-by-exception passive, and laissez-faire). Thus, 

the survey results suggest that leaders in both college types may “avoid getting involved when 

important issues arise”, while around a quarter of them “delay responding to urgent questions”, 

“avoid making decisions”, and “are absent when needed”.  

 

4.8.2.2 Hypotheses of difference in regarding to the strategic planning process 

H0: There are no statistically significant differences in practising the strategic planning process 

between the public and private colleges under study, as measured by Mann-Whitney U test. Thus, 

Table 4.19 illustrates there were statistically significant differences between leaders of the public 

and private colleges in practising the strategic planning process, where Asymp. Sig. (2-tailed) was 

0.02 which was less than (0.05). Hence, this allowed for the rejection of the null hypothesis H0 in 

favour of the alternative hypothesis H1. 

 

Table 4.20: Results of difference hypotheses in practicing the strategic planning process through 

using Mann-Whitney  

No 
12  

Strategic 
Planning 
process 

N Mean 
Rank 

Sun of 
Ranks 

Z Asymp. Sig. (2-
tailed) 

Results 

H0-
H1 

PU colleges 15 19.23 288.50 -2.32 0.02 Rejected null hypothesis H0 
in favour of alternative 
hypothesis H1 

PR colleges 15 11.77 176.50 
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4.8.2.3 Hypotheses of differences in regards to organisational success 

Key Hypothesis: There are no significant differences between the public college leaders’ mean 

score on perceptions of their use of the strategic planning process SPP and the private college 

leaders’ mean score on perceptions of their use of the strategic planning process, based on their 

responses to the SPP. Thus, Table 4.20 shows that the null hypothesis was rejected as it was found 

that the public college leaders’ mean score on their perceptions of their use of the strategic 

planning process was statistically significantly greater than the private college leaders’ mean 

score, where Asymp. Sig. (2-tailed) was 0.02 which was less than (0.05). Hence, this allowed for 

the rejection of the null hypothesis H10 in favour of the alternative hypothesis H11 (see Appendix 

J). 
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Table 4.21: Results of difference hypotheses in regards to organisational success by using Mann-Whitney 

Hypothesis Dimensions of 

organisational 

culture between PU 

& PRcolleges 

Mann-Whitney U Test SPSS  
Results N Mean 

Rank 
Sun 
of 

Ranks 

Z Asymp. Sig. 
(2-tailed) 

H10 or H11  Learning-growth 

perspective 
PU 13 20 260 -4.33 0.00 Rejected null hypothesis in favour of   

alternative hypothesis H11 
PR 13 7 91 

H20 or H21  Internal processes 

perspective 
PU 8 10 80 -1.26 0.20 Null hypothesis H20 not rejected due to there 

not being statistically significant differences 

between PU & PR colleges 
PR 8 7 56 

H30 or H31  Customer-society 

perspective 
PU 8 11.25 90 -2.31 0.02 Rejected null hypothesis in favour of   

alternative hypothesis H31 PR 8 5.75 46 

H40 or H41  Financial 

perspective 
PU 13 19.46 253 -3.98 0.00 Rejected null hypothesis in favour of   

alternative hypothesis H41 
PR 13 7.54 98 
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The first sub-hypothesis was H10: There are no significant differences between the public college 

leaders’ mean score on perceptions of their use of Learning-growth perspective with the private 

college leaders’ mean score on perceptions of their use of Learning-growth perspective, based on 

their responses to the organisational success OS. Thus, Table 4.21 show that the null hypothesis 

was rejected as it was found that the public college leaders’ mean score on their perceptions of 

their use of Learning-growth perspective was statistically significantly greater than the private 

college leaders’ mean score, where Asymp. Sig. (2-tailed) was 0.00 which was less than (0.05). 

Hence, this allowed for the rejection of the null hypothesis H10 in favour of the alternative 

hypothesis H11.  

         The second sub-hypothesis was H20: There are no significant differences between the 

public college leaders’ mean score on perceptions of their use of Internal Processes perspective 

with the private college leaders’ mean score on perceptions of their use of Internal Processes 

perspective, based on their responses to the OS. Table 4.21 shows the null hypothesis was not 

rejected due to the public and private college leaders’ mean score on their perceptions of their use 

of Internal processes perspective, where Asymp. Sig. was 0.20 which was more than (0.05). This 

means, there were no significant differences in practising this perspective between leaders of the 

public and private colleges. So, the null hypothesis H20 was not rejected. 

        The third sub-hypothesis was H30: There are no significant differences between the public 

college leaders’ mean score on perceptions of their use of Customer-society perspective with the 

private college leaders’ mean score on perceptions of their use of Customer-society perspective, 

based on their responses to the OS. Table 4.21 reports that the null hypothesis was rejected as it 

was found that the public college leaders’ mean score on their perceptions of their use of the 

Customer-society perspective was statistically significantly greater than the private college 

leaders’ mean score, where Asymp. Sig. (2-tailed) was 0.02 which was less than (0.05). Hence, this 

allowed for the rejection of the the null hypothesis H30 in favour of the alternative hypothesis H31.  

       The fourth sub-hypothesis was H40: There are no significant differences between the public 

college leaders’ mean score on perceptions of their use of the Financial perspective with the 

private college leaders’ mean score on perceptions of their use of the Financial perspective, based 

on their responses to the OS. Table 4.21 shows that the null hypothesis was rejected as it was found 

that the private college leaders’ mean score on their perceptions of their achievement of the 
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Financial perspective was statistically significantly greater than the public college leaders’ mean 

score, where Asymp. Sig. (2-tailed) was 0.02 which was less than (0.05). Hence, this allowed for 

the rejection of the null hypothesis H40 in favour of the alternative hypothesis H41.  

In general, there were no statistically significant differences between the public and private 

colleges regarding dimensions of organisational success (learning-growth, customer-society, and 

financial perspectives). Furthermore, there were no statistically significant differences between the 

public and private colleges in regards to the dimension of organisational success (internal 

processes perspective). This illustrates a similar performance in terms of organisational success in 

both college types.  

 

4.8.2.4 Hypotheses of difference in regards to the organisational culture 

Key Hypothesis: There are no significant differences in the Organisational Culture between the 

public and private colleges under study, as measured by the Mann-Whitney U test. However, Table 

4.22 illustrates that there were statistically significant differences between leaders of the public 

and private colleges in practising the organisational culture. 

  

Table 4.22: Results of difference hypotheses in practising the strategic planning process by using 

Mann-Whitney U test  

No 12  Organisational 
culture 

N Mean 
Rank 

 Sun of 
Ranks 

Z Asymp. Sig. 
(2-tailed) 

Results 

H10-
H11 

Managerial 
effectiveness self-
rating 

PU13 17.31  225 -2.54 .01 Rejected null hypothesis 
H0 in favour of the 
alternative hypothesis H1 PR13 9.69  126 

H20-
H21 

Managerial 
effectiveness  

PU12 16  192 -2.43 .01 Rejected null hypothesis 
H20 in favour of the 
alternative hypothesis 
H21 

PR 12 9  108 

 

The first sub-hypothesis was H10: There are no significant differences between the public college 

leaders’ mean score on perceptions of their use of Managerial Effectiveness Self-Rating with the 

private college leaders’ mean score on perceptions of their use of Managerial Effectiveness Self-
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Rating, based on their responses to the organisational culture OC. Table 4.22 shows the null 

hypothesis was rejected as it was found that the public college leaders’ mean score on their 

perceptions of their use of Managerial Effectiveness Self-Rating was statistically significantly 

greater than the private college leaders’ mean score, where Asymp. Sig. (2-tailed) was 0.01 which 

was less than (0.05). Hence, this allowed for the rejection of the null hypothesis H10 in favour of 

the alternative hypothesis H11.  

The second sub-hypothesis was H20: There are no significant differences between the public 

college leaders’ mean score on perceptions of their use of Managerial Effectiveness with the 

private college leaders’ mean score on perceptions of their use of Managerial Effectiveness, based 

on their responses to the OC. Table 4.22 shows the null hypothesis was rejected as it was found 

that public and private college leaders’ mean scores on their perceptions of their use of Managerial 

Effectiveness were statistically significantly greater than the private college leaders’ mean score, 

where Asymp. Sig. was 0. 0.01 which was more than (0.05). This means there were no significant 

differences in practising this perspective between leaders of the public and private colleges. Hence, 

this allowed for the rejection of the null hypothesis H20 in favour of the alternative hypothesis H21.  

These results demonstrate that leaders of the public colleges were more likely to be 

successful than those of the private colleges when it came to their managerial effectiveness. With 

respect to the correlation hypotheses, these findings showed a significant positive relationship 

between the independent variable (leadership style) and the dependent variables (strategic planning 

and organisational success) of the study. Also, the strongest relationship rate was between the 

leadership style and strategic planning where there was a significant positive relation. The lowest 

relationship was between the strategic planning and the organisational success variable, which was 

because most of the public and private Iraqi colleges did not employ strategic planning in the 

correct way. With respect to the effect hypotheses, the findings of the simple regression analysis 

showed a significant positive effect for leadership style on strategic planning. In addition, there 

was a significant positive effect for leadership style on organisational success, thus emphasising 

the vital importance of leadership style. Thus, the research also confirmed a significant positive 

effect of the strategic planning process on organisational success.  

Moreover, the findings of the Mann-Whitney U analysis found significant differences in 

the sub-hypotheses for the dimensions of transformational leadership style between the public and 
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private colleges, showing the predominance of this leadership in the public colleges and a 

transactional leadership style in the private colleges. In particular, leaders of the public colleges 

were found to practise inspirational motivation and strategic planning statistically significantly 

more so than leaders in private colleges. Similarly, the public colleges were statistically 

significantly more likely to be involved in learning growth in their organisations’ success than the 

private colleges, and not surprisingly, the private colleges’ focus on profit was evident in their 

financial perspective being statistically significantly higher compared with the public colleges. 

Also, since a statistically significant difference was found between the two college types in the 

practising dimension of managerial competency, showing public colleges to be superior overall, 

the results demonstrate that leaders of the public colleges were more likely to be successful than 

those in the private colleges in terms of their leadership, strategic planning and organisational 

success, aided by a supportive organisational culture. 

 

4.9 Summary of the chapter  

This chapter has explained the results of the analysis of quantitative data / questionnaires in nine 

sections. Section 1 started by presenting an introduction to this chapter. In Section 2, general 

explanations were provided to justify the quantitative approach. Section 3 discussed results of 

demographic data analyses in the study. Section 4 was focused on the results of the multi-factor 

leadership questionnaire. Section 5 displayed results of the strategic planning process of the study. 

Results of the balanced scorecard were discussed in Section 6. Section 7 discussed the results of 

the organisational culture. The study’s hypotheses / inferential statistics were addressed in Section 

8. Finally, this summary in Section 9 has concluded this chapter. 
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CHAPTER 5 REPORTING OF RESULTS OF QUALITATIVE 

DATA / INTERVIEWS  

5.1 Introduction 

Following Chapter 4’s analysis of the quantitative data, this chapter reports on the results of the 

analyses of the qualitative data from the interviews conducted with a convenience sub-sample of 

the colleges’ senior staff who completed the survey package. The interviewees were provided with 

a summary of the key findings of the survey package in relation to relevant aspects of the 

demographic data, leadership styles, the strategic planning process, organisational success, and the 

colleges’ organisational culture, and they were asked for their reactions and opinions to gain 

further insights into the two college contexts. To assist with this analysis, and in accordance with 

Saldaña (2015) advice, NVivo software, as a specialist technique, was used to search and query 

the interview transcripts and code the data. As a result, after data cleaning, the researcher applied 

both manual methods and content analysis to code, recode, and generate categories and arrive at 

major themes (Mohammed et al., 2018). Thus, as part of the manual analysis, the researcher used 

a thematic method to extract and classify words and phrases that related to the main question of 

this study (Nowell, Norris, White, & Moules, 2017; O'Neill, Booth, & Lamb, 2018) .  

In short, this chapter’s reporting of the results of this qualitative data analysis contains seven 

sections. Section 5.1 introduces the chapter, before Section 5.2. discusses issues of validity and 

reliability of the qualitative data. Section 5.3 reports on the emergent themes and interviewees’ 

perceptions of the colleges’ leadership demographics. Section 5.4 presents the results of the 

analysis of interviewees’ perceptions of the colleges’ leadership styles, while Section 5.5 discusses 

their perceptions of the colleges’ strategic planning processes. Section 5.6 reports on the 

interviewees’ perceptions of the challenges and considerations for the future, and lastly Section 

5.7 presents a summary of the chapter. Thus, this chapter comprises seven sections, as shown in 

Figure 5.1. 
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Figure 5.1: Outline of Chapter 5 
  

5.1 Introduction 

5.2 Validity and reliability 

5.3 Key themes leadership demographics 

5.4 Perceptions of leadership styles 

 

5.5 Perceptions of strategic planning processes 

5.7 Summary of the chapter 

5.6 Perceptions of challenges and the future 
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5.2 Validity and reliability 

While issues of validity and reliability were critical to the instruments and techniques 

applied in relation to the quantitative part of the research, as referred to in Chapters 3 and 4, these 

issues equally apply to the data collection and analysis of the qualitative part of the method 

(Abbaszadeh, (2012). According to (Noble & Smith, 2015), reliability and validity are highly 

critical issues for the analysis of qualitative data because of the possibility of risks associated with 

trying to accurately interpret participants’ views in context. In the present research, for example, 

the interviewer, as the researcher and also an academic from Iraq, needed to guard against the 

possibility of bias and ensure the interviewees felt comfortable enough to provide their genuine 

opinions rather than be defensive or otherwise. Similarly, the technique of analysis of the 

transcripts must also guard against misunderstandings across responses. Therefore, the researcher 

adopted and documented the process and used the reputable software of NVivo. In addition, the 

researcher selected a total of 30 participants (18% of the total population) (O’Dwyer & Bernnauer, 

2014) from the 163 participants who responded to the survey package which was representative of 

both group types. The researcher utilised the simple random sampling method in the selection of 

interviewees. However, nine participants withdrew because of their workloads, leaving a sample 

of 21: ten from the public colleges and eleven from the private colleges. Each group included the 

three levels of senior employees of Dean, Associate Dean, and Head of Department.  

 

5.2.1 Validity 

The research literature, in the form of numerous studies, has discussed the issue of how to 

increase the validity of qualitative research results, with three main stages being identified as: 

creating, refining, and developing (Castleberry & Nolen, 2018; Gaber & Gaber, 2018; Merriam & 

Grenier, 2019; Natow, 2019; Shekhar, Prince, Finelli, Demonbrun, & Waters, 2019; Silverman, 

2016; Yeong, Ismail, Ismail, & Hamzah, 2018). In keeping with this, the researcher employed 

NVivo software to assist with the analysis process, since it provides a logical, supportive and 

reliable technique that preserves the analysis history and is able to generate figurative information 

to assist with interpretation.  
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For the first stage, the researcher worked with the various areas of the interview schedule 

regarding interviewees’ reactions to the survey results, this coding with respect to: (1) aspects of 

demographic data relevant to the study; (2) the colleges’ leadership styles; (3) their strategic 

planning processes; (4) their organisational culture and performance; and (5) insights into the 

colleges’ future needs and their recommendations for the future. During the second stage, the 

researcher refined those emergent items into a smaller set of categories. Then in the final stage, he 

scrutinised the categories for overlapping ideas to develop overarching key themes.  

 

5.2.2 Reliability  

Reliability is considered by Michael (2018) as the degree of consistency of results 

stemming from the same treatment, such that if the research is repeated at another time by another 

researcher, the results would be the same. Therefore, the process applied to the collection of data 

for the interviews needed to be consistent, such that outcomes of the qualitative analyses could be 

trusted, and the analysis needed to b consistent, through carefully preserving documents, files, 

records and notes. In addition, the selected interviewees were those senior employees who worked 

most closely with the respective colleges’ strategic planning processes, and they were in leadership 

positions where they could be expected to be working towards organisational success.  

As indicated earlier in Chapter four, all of the study questions that were designed in 

accordance with results of the quantitative analysis were used to organise the interviews with 

participants of the public and private colleges. All participants answered all of the questions of the 

interviews smoothly through clear questions, and the researcher’s experience in interviews 

management enabled the interviewees to understand the interview questions. The qualitative pilot 

study feedback was received from the supervisory team. Also, all of the study questions were 

directly related to the main study aim titled: 

“to explore the leadership style in relation to strategic planning and organisational success that can 

lead to improved organisational outcomes in private and public Iraq’s colleges (PPICs)”. 

Overall, Glesne (2016) has stated that the main purpose of the pilot’s qualitative results is to 

provide helpful feedback to the researcher. For instance, they contributed to increasing the 

researcher’s experience and knowledge in interviews management. Also, the qualitative study 
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permitted the researcher to learn skills and strategies for managing interviews, interaction and 

discussion, and focusing on active contributions and how roles could be distributed between the 

researcher and interviewees. Therefore, the pilot study was a valuable instrument as it improved 

and developed the design of the actual study. 

 

5.3 Results of analysis of interviews  

The development of the questions for the semi-structured interviews, as mentioned earlier, were 

designed after the survey package data had been analysed, in order to follow up and follow through 

on emergent issues and trends. As also explained, the researcher, being bilingual, conducted the 

interviews in Arabic, the first language of the interviewees and their preference, for clarity and 

ease of communication. Each interview lasted a minimum of 45 minutes and comprised a total of 

21 members of the senior leadership teams, with ten participants from the public colleges and 11 

from the private colleges.  

 

5.3.1 Overview of emergent themes 

Table 5.1 shows the frequency count for the key themes that emerged from both college types, and 

the separate breakdown for each group, e.g. public senior leaders versus private college leaders. 

The contrast between each group is further evidenced in Figure 5.1 and Figure 5.2, which show 

the respective NVivo word clouds, which highlight the contrast between the public colleges’ close 

association with, and dependence on, government regulation and the private colleges’ greater 

freedom to conduct their business for profit. Nevertheless, there was also strong evidence that in 

both groups the broader societal culture had a strong influence on practices along with the 

instability of Iraq as a developing country, that continues to be impacted by unrest. Similarly, the 

issue of employee incentives or lack thereof, organisational culture and information 

communication technologies were also raised as important for the future and for any change to 

occur. These issues are reinforced in Figure 5.3, which provides a detailed graphical comparison 

of the two college types’ interviewee responses. Each of these themes are further illuminated and 
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discussed in the following sub-sections and then, in terms of the implications for the demographics 

of the college leadership, the colleges’ leadership style, organisational culture and performance, 

and their strategic planning processes. 

 

Table 5.1: Key themes emerging from the public and private colleges’ interviewees and frequency 

count 

Theme PU+PR Public Colleges Private Colleges 

f F & % F & % 

1. Corruptive practices 16 5 (50%) 9 (80%) 

2. Skills 15 10 (100%) 5 (45 %) 

3. Policy & Rules 15 10 (100%) 5 (45 %) 

4. Culture  12 5 (50%) 7 (65 %) 

5. Professional Development 8 5 (50%) 3 (30%) 

6. Budget 8 8 (80%) 0 

7. Organisational Culture 6 3 (30%) 3 (30%) 

8. Instability 5 2 (20%) 3 (30%) 

9. Incentive 5 3 (30%) 2 (20%) 

10. Viable Degree & Rank   6 5 (50%) 1 (10%) 

11. ICT 4 2 (20%) 2 (20%) 

12. Preserving the status quo 4 1 (10%) 3 (30%) 

13. Financial Success 2 0 2 (18%) 

14. Top Management 2 0 2 (18%) 

 
f – frequency count  

PU+PR- public and private colleges – interviewees’ combined frequency of reference 

PU- frequency of reference by public college interviewees 

PU- Frequency of reference by private college interviewees 
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Figure 5.2: NVivo word cloud for public college leaders’ key themes 

 

 
Figure 5.: NVivo word cloud for private college leaders’ key themes 
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Figure 5.4: Comparison of frequency counts of private college leaders’ reference to key themes 

 

Figure 5.3 also clarifies the public colleges’ greater concern for staff having the requisite skills 

and noting of policy and rules in their practice. The staff also tended to be more concerned about 

the need for professional development. As well, their budget was regulated by government, 

whereas private colleges, as noted, were concerned about their financial success, and similarly 

their top level management and preservation of the status quo, since their colleges were funded by 

private investors. Although raised by a small number of the interviewees, information 

communication technology was a concern as it was recognised as an important component of their 

colleges’ operations going into the future. Both groups of interviewees were also aware of the need 

for, and influence of, staff having incentives to excel in their role and make a contribution. In 
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contrast, in the public colleges there was more concern for the importance of the reputation of the 

college and the recognition/valuing of their degree qualifications.  

 

5. 3. 2 Perceptions of the demographics of the colleges’ leadership 

With regards to the results of the survey outcomes relating to the demographics of the colleges’ 

leadership groups, the interviewees confirmed that it was typical for there to be fewer women at 

the top in both college types. The analysis showed that this issue was relevant to the four key 

themes of culture, the country’s instability, corruptive practices, and the importance of college 

leaders having the appropriate skills. Cultural issues were raised as having a strong influence on 

the ability of females to take up leadership roles. The traditional gender role of females being 

expected to marry and undertake family duties was the most prevalent reason. Over 80% of each 

group were specific in noting that: There are few women in leadership positions because of the 

culture of Iraqi society that does not encourage them but expects them to be married and caring 

for a family. For instance, PU5 noted: Women are low in leadership positions because it is a society 

where men are seen as the traditional leaders, with the traditional gender roles and 

responsibilities. On the other hand, with regards to the private colleges’ different employee make 

up, PR6 explained:  

There are low numbers of women in leadership positions in private colleges because staff 

are typically those who have retired at age 63 but by that age women are seen as having 

little time, poor health, family responsibilities (grandchildren), and also have a good 

pension. (PR6) 

 

The survey finding of 25% of women being in leadership positions was questioned by 

approximately a quarter of interviewees in each college type, thus bearing out the general view of 

participants that it was difficult for women to rise up to senior leadership. In addition, the issue 

was raised regarding women needing to have breaks to their careers to have a family, which was 

seen as limiting promotional opportunities. However, culture was also highlighted as having a 

strong impact since there was the view that some members of society believed women should not 
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be working or were unable to do certain jobs. It was also pointed out that the circumstances of the 

country’s instability had a serious impact on women being able to safely travel to and from work. 

The majority of interviewees in both college types were of the view that there were fewer women 

in leadership positions because of the unstable, unsafe and insecure environment of Iraq. Thus, 

Iraq remains a relatively unsafe and to a large extent unstable environment such that travel to work, 

including in the evening, is seen as potentially dangerous and particularly dangerous for females. 

It is therefore not surprising that there would be fewer female leaders as this reflects this situation, 

besides being related to cultural norms where females are generally expected to be nurturers, caring 

for their families at home. 

The theme of corruption refers to interviewees’ explanations that employment practices 

play a large role in preventing women from taking up leadership roles. Most of the leadership 

positions were perceived as not being allocated based on the effectiveness and efficiency of the 

potential employee because there were no clear managerial systems in place to ensure an equitable 

process. Rather, it was perceived that selection was based on the preferences of political parties; 

as PU9 notes: Women are poorly represented in leadership positions because of the influence of 

the political parties on appointments to these jobs. This was reinforced by PR9’s highlighting of 

informal relations along party lines between top level management and political parties, especially 

in private colleges: Women are under-represented in leadership positions because of personal and 

social relations with top management, e.g. university president - a relative or same political party. 

In addition, it was purported that women were also disadvantaged because of lack of skills 

to carry out the leadership roles. This was raised in relation to both college types, and is illuminated 

by PU7’s comment that women may not gain leadership positions because they do not have the 

interpersonal skills, and also lack of knowledge and experience. However, it was noted by a small 

minority of interviewees in both college types that they did not care whether the leader was male 

or female, “so long as they have the experience, abilities, skills, and behaviours to do the job”. 

This reinforces interviewees’ concern for staff having the requisite skills to be effective and 

efficient in their work, making suitability for the role a crucial element with regards to managing 

the human and financial resources, as well as academic programs in both college types.  
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5.3.2.1 Ages of the leaders in the public and private colleges 

The findings of the survey showed that the majority of the leaders were aged between 35-45 years 

in both college types. In discussing this with interviewees, this was seen as generally applicable 

for a range of reasons. These reasons related to the key themes of the need for skills, issues of 

organisational culture, and influence of corruptive practices, as well as policy and rules, budget 

matters and private enterprise in private colleges. 

The interviewees in both colleges were generally divided regarding young leaders’ skills 

with some seeing them as having higher-level abilities and skills for modern educational 

programs, and others being of the view that they were inexperienced in management and 

leadership and lacked knowledge to do this. Both groups also indicated that their organisational 

culture had an important role to play. Besides the positions being available to any age group, 

younger leaders were seen as more motivated than their older counterparts, but they were also seen 

as valuable because they were more likely to undertake teaching, research and publishing. 

However, it was also pointed out by both groups that there were fewer younger leaders in the 

private colleges because they tended to employ retired public faculty members for most of their 

leadership positions. In addition, a minority of interviewees, as noted earlier in relation to 

recruitment, noted that appointment practices may enable younger leaders to take up leadership 

positions when they may not be the most eligible for the role. This was seen as occurring through 

favouring the relatives of the people in power; for instance, PU10 noted that: These young leaders 

are appointed because they have personal and social connections with top level management in 

the public sector or the investor/developer of the private college. Other comments in relation to 

this referred to the key theme of policy and rules, where employees in the public colleges were 

guaranteed their employment until age 63. Yet there were advantages for promotion in that young 

leaders get leadership positions because of the Iraqi Higher Education Ministry scholarships that 

allow academics to travel to overseas universities to upskill (PR8). In addition, the private college 

interviewees noted that, as their colleges were for profit, this impacted on their promotional 

opportunities compared with the public colleges. 

Thus, the age demographic provided insights into how the business of the colleges might be 

influenced with regards to their leadership potential and influenced performance outcomes. It 
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would seem that some faculty members, and particularly the older members, may prefer their 

academic role rather than the uptake of leadership, as they may not necessarily be equipped or 

motivated to change. 

 

5.3.2.3 Academic level and years of service of leaders in the public and private colleges  

In following up with the interviewees regarding the academic level of the leaders in the public and 

private colleges, their responses related to the key emergent themes of issues with policy and rules, 

corruptive practices, skills, organisational culture, and the instability of the country. 

Policy and rules were seen as exerting a strong influence on staff academic levels because, as noted 

in relation to the discussion of age, these were seen as promoting opportunities for leadership for 

some in the public colleges. Consideration in more depth showed that to be in a faculty leadership 

role, staff needed to be at least at the Associate Professor academic level. However, it was also 

found that sometimes the Ministry of Higher Education (HEM) appointed leaders who were only 

at the lecturer level because of an agency system, as noted by PU2 and PR9. Also, PU2 advised: 

lecturers are in leadership positions because of the HEM demands for those who wish to be 

promoted to achieve research outcomes and publishing in Q1 journals that are indexed in Scopus. 

This point was only raised by interviewees from the private colleges. In addition, the impact of the 

war and continuing political unrest was also said to have led to the law preventing the employment 

of some previously established academics who were working with the previous regime before 

2003. PU5 and PR 1 noted: lecturers are in leadership positions because those who could have 

done the job from the previous regime have been prevented according to the laws of the current 

government.  

The issue of corruptive practices was also raised again in terms of appointment to higher 

academic levels. All but one interviewee described how people at the lecturer level were in 

leadership positions because of their personal and social connections to top level management in 

public colleges or the investor/developer of the private colleges. This also included a political 

dimension, with PU3 noting: lecturers are in leadership positions because of appointment through 

the influence of political parties. Moreover, with regards to this, all but one interviewee made the 

point that in their view lecturers did not have enough experience and efficiency to take up the 
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college leadership roles. Similarly, as noted earlier, the interviewees, and more so those in the 

public colleges raised the issue of their organisational culture in seeing it as being impacted by 

some academic’s preferences for maintaining their academic focus rather than moving into 

leadership and management. 

Thus, the interviewees generally confirmed the importance of leadership skills for their 

organisation and the need for a sound promotional system. However, they also identified that 

academics’ preferences needed to be taken into account as it could not be expected that all would 

seek promotion to leadership and management, such that a focus on and provision of mentoring 

may be an option to address the shortage. Yet, in the current environment of Iraq facing continued 

safety challenges and to a large extent instability, it is very difficult to arrange for visiting 

distinguished academics and scholars, or indeed to travel abroad for current academic employees. 

Thus, it is not surprising that there would be quite a number of academics who have the title of 

lecturer in leadership positions. 

Besides academic level being an issue in relation to the colleges’ leadership, the years of 

service that people gave to their leadership role was also raised as a factor that impacted on the 

potential of others for promotion. The interviewees from both college types, besides continuing to 

highlight the inequitable practices involved, again noted the relevance of maintaining those people 

who were highly skilled and efficient and their preference for the accompanying higher salary. 

Thus, preservation of the status quo was identified as a way of reducing risk if changes in leaders 

were made. Yet, on the other hand, the weakness of HEM’s policy and rules was noted with regards 

to ensuring fairness, particularly in private colleges.  

The issue of corruptive practices was raised by the vast majority of interviewees in both college 

types, noting leadership positions in the private colleges were appointed through the financial 

investor. This contrasts with the process of the public colleges where leaders are appointed through 

the top-level management. Nevertheless, it was emphasised that appointments could be made on 

the basis of socio-political reasons as opposed to the person having the academic level, skills and 

knowledge. For instance, PU4 and PR3 noted that people stay in these top positions because they 

have personal, social and tribal relations with those who appoint them. Interviewees indicated that 

a democratic process was absent in the appointment of leadership positions. More than half of the 

interviewees from both college types were of the view that leadership staff were kept on in the 
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long term because of the private interests of the top management in the public colleges or of the 

financial investor in the private colleges. For example, those in management were aware of the 

profitability of a private college. Mostly, the investor in the private college selected the college’s 

top level management team, who were then responsible for managing the money. As a 

consequence, it was pointed out that they had the freedom to decide who should receive 

scholarships and attend conferences. However, it was also suggested by more than half of each 

group that in some situations there may be some misappropriation of funds to favour personal 

needs rather than college and student needs. PR2 explained: 

Both public and private colleges can be influenced by a political party, e.g. Sunni and 

Shiite. Most investors require the support of a political party to open a college. There are 

rules about opening a college that require academics but also funding is needed. A college 

may be affiliated with a particular religious group/political party and take students from 

that group. (PR2) 

 

Similarly, both groups, and particularly public college interviewees, were of the view that financial 

and administrative corruption practices assisted the leaders to stay in leadership positions for 

longer. For example, PR9 noted:  

This situation occurs where people are not replaced because of financial and 

administrative corruption of the people in the top-level management, which may be related 

to their personal and social relationships. (PR9)  

 

It was also found that preserving the status quo of the colleges’ leadership team was perceived as 

an important element in keeping the top-level management ‘safe’ because of the possibility that 

change may impact the college’s present status or goals. Raised by more than half of the public 

college interviewees and two private college interviewees, this was reinforced by PU6’s comment 

that management prefers to stay with the persons they know if they are happy with them and not 

take the risk of changing staff – they have a fear of changing. Also, a quarter of each group 

highlighted the importance of an established working relationship; as PR5 expressed: the 

achievement of good working relationships between new leaders and top management is highly 

valued so people are kept in positions for longer to maintain harmony. Thus, having good working 
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relationships between new leaders and top-level management was perceived as a vital factor to 

maintain some leaders in their positions for a longer period. This also highlighted the issue of skills 

again as being critical to the maintenance of leaders in their positions, regardless of the 

appointment process. This was raised by interviewees in both groups who noted that expert and 

professional leaders continued in the leadership positions for a long time according to their skills, 

abilities and perceived ‘good behaviour’ – maintaining the status quo. However, in the public 

colleges it was noted that government rules existed such that leaders who were college heads of 

departments usually served a term of two years, whereas the Dean of a college served four years. 

At the end of these periods, the higher leadership, e.g. the President of the university, typically 

assessed the situation and may provide an extra year. Nevertheless, interviewees described 

situations where a new person was appointed who was a personal preference of higher 

management. However, while this raised the issue of the Higher Education Ministry needing to 

strengthen their policies and rules to ensure fairness in procedures, particularly in private colleges, 

it was concluded that there were significant incentives for most leaders to be in their positions for 

a longer time because of high salaries and higher status, so most were keen to stay. Thus, much 

depended on them meeting the requirements of their superiors, although with different emphasises 

between the two college types.  
 

5.4 Interviewees’ perceptions of college leadership styles 

The interviews explored the results of the MLQ, seeking the interviewees’ reactions to the 

findings that leadership style in public colleges was perceived as more likely to be transformational 

compared with the private colleges’ more transactional styles, such as contingent reward and 

management-by-exception. In addition, it was shared with the interviewees that it appeared that 

there were similarities between the two groups in their perceptions of some presence of laissez 

faire leadership style. In addition, the interviews included the finding that the MLQ analysis 

showed that leadership in the public colleges was perceived as more effective than in the private 

colleges. 

In relation to the interviewees’ views on the presence of transformational leadership style 

in the public and private colleges, the themes that emerged as most relevant related to policy and 
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rules, college organisational culture, incentives, and corruptive practices. The issue of policy and 

rules was reported to have a strong influence on the ability of leaders to practice a transformational 

leadership style. All of the interviewees in both college groups confirmed the following 

observation by PU5 that: leaders of public colleges are appointed for two years with the possibility 

of being extended to four years which provides some stability and opportunity to be 

transformational. Similarly, PU8 noted that: Since the process of changing the leaders of public 

colleges is well known, it provides some stability for the leaders to engage people in making 

changes, but regulations need to be followed as well. However, it was also pointed out by PR3 that 

in order to lead any changes in the public colleges or build new buildings, the decisions are 

dependent on the government. There is not so much review of leaders’ performance as salary is 

guaranteed. Thus, while the results found public colleges more likely to be practising 

transformational leadership, the interviewees explained that there was limited flexibility in that 

administrative authority played a key role in shaping and practising the possibility of 

transformational leadership style in the public colleges. Nevertheless, compared with the private 

colleges, interviewees illuminated the fact that their operations were more geared to profit, which 

meant that there was more emphasis on ‘getting the job done’. For example, PR10 emphasised that 

because of the culture being influenced by the goal to make a profit, most of the faculty members 

and staff get on with the job and leaders are obeyed. A further drawback to private colleges 

practising transformative leadership was evident in PR2’s comment that the process of changing 

the leaders of private colleges is rapid so there is less opportunity for being transformative. Thus, 

interviewees in both groups types showed an awareness of the importance of the length of time 

leaders were in their positions as an important factor impacting on the quality of leadership 

possible. Having a guaranteed reasonable length of time in the leadership positions was seen as 

necessary to exercise transformative leadership, and in the absence of longer-term appointments it 

was more likely that transactional leadership would prevail.  

In addition, with regards to the length of the appointment of staff to leadership positions, 

interviewees were also able to illuminate additional factors that impacted on the potential for 

transformative leadership or transformative leadership styles to predominate. Firstly, all 

interviewees raised the issue of lack of incentives for staff in the public colleges. For example, 

PU8 commented that management in public colleges cannot give financial rewards because of a 
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limited budget. This contrasts with PR3’s comment that in the private colleges leaders have 

unlimited financial and administrative authority so within our culture staff are happy to receive 

financial rewards. 

This matter was raised through interviewees’ answers in both group types. ST10 reinforced that 

limited financial rewards could lead to making leaders of the public colleges more transformative 

because of this situation. This freedom of private college leaders managing their business and the 

availability of a budget to provide incentives to staff reinforced the survey result’s finding that 

private colleges were more likely to be practising transactional leadership style. It is also important 

to note that the influence of the political parties was seen as having a significant impact on 

appointments of leaders and, in turn, the way a college was led and managed. This was seen as 

more relevant to the public colleges since the private colleges’ leadership was linked to 

profitability. It was the view of all interviewees, as exemplified by PU9’s comment that the 

political parties play a major role in the selection of college leaders so leadership styles may vary. 

Moreover, such appointments also added to the lack of skills in leadership such that when this 

occurred, the possibility of transformative leadership was seen as being compromised; e.g. PR7 

noted: faculty members and staff of public colleges do not obey the leaders because the leaders’ 

behaviour is not seen as appropriate because they are appointed by a political party. This situation 

was raised by interviewees in both college types. 

The responses of the interviewees identified a very complex situation that was strongly 

influenced by the key differences between the two college types’ raison d’etre: public colleges’ 

budgeting by government and private colleges’ ability to financially profit. It was therefore not 

surprising that transactional leadership was more prevalent in the private colleges. PR5 explained: 

The main goal in the private colleges is to gain students who pay fees so to make a profit, although 

the educational services have to meet the prospective students’ needs, therefore leadership style is 

not seen as so important. Thus, with a greater focus on pleasing a college’s financial investor, 

interviewees were of the view that management actions were geared towards  employment of 

leaders and managers and workplace practices that best supported that goal. Increased student 

numbers and completions were seen as very important. Moreover, it was the interviewees’ view 

on both sides that typically leaders were maintained in their positions in private colleges based on 

their loyalty to the investors, which was symbolised by their management styles of contingent 
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reward and management-by-exception active. This issue was well defined by almost all 

interviewees from both groups. Furthermore, these transactional styles were confirmed in 

interviewee comments that in private colleges the wages, rewards, and incentives are good 

(PR10), and PU1’s comment: Since the wages, rewards, and incentives are good in a private 

college, contingent reward leadership style works well. Overall, the transactional style was seen 

as more relevant to the private colleges because, as explained in PU5’s words: private colleges are 

free to get on with their work with little Ministry of Higher Education control over the way they 

are run. However, only a minority of interviewees from both college types called for greater 

accountability, which reflected interviewees’ recognition of a significant tendency for staff to 

preserve the status quo.  

Similarly, the same range of issues was raised in relation to interviewees’ views on the 

survey’s finding that a laissez faire leadership style was evident in both the public and private 

colleges but a little more so in private colleges. Besides, interviewees had the opinion that laissez 

faire leadership style was more prevalent than the survey found, and there was consensus that it 

was fostered because of corruption in appointment practices. This was because staff could be 

appointed for political and cultural reasons, and were typically under-qualified. In addition, 

financial incentives in private colleges, as part of the role, were seen as promoting the 

circumstances that created laissez-faire leadership. Furthermore, PR6 expressed the opinion that:  

the personal, social tribal relations have more influence on both private and public 

colleges, such that improving leadership would not easily make a difference as informal 

relations, loyalty and sincerity for the investor and top management have led to put the 

wrong person in wrong place.  

 

This view was common to both groups, with PR10 noting that: given the existing social 

culture and organisational culture, there is a fear of changing leadership style and a greater fear 

of the risk of practising change in the private colleges because of the emphasis on profit.   

Moreover, both the potential challenges of the socio-cultural/political context and the colleges’ 

organisational cultural contexts led PR6 to explain that:  
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The many problems associated with the influence of the tribes and political parties prevent 

leaders from exercising their leadership; associated with this is a culture of violence where 

there may be enemies both in society and the colleges, including members of the militia.  

 

While only three public college interviewees described this detail, it helps to explain how both the 

external and internal environments may negatively impact on successful leadership in the colleges. 

In turn, this reinforced interviewees highlighting the importance of “not rocking the boat” making 

preservation of the status quo the easiest option in both types of college.  
 

5.5 Interviewees’ perceptions of their colleges’ performance and strategic 

planning processes  

This section reports on the interviewees’ perceptions of their respective colleges’ performance and 

strategic planning processes. They were made aware of the survey package results, which found 

that staff in both college types were perceived as struggling with the various stages of the strategic 

planning process. This included formulation, implementation, and evaluation, such that it was 

concluded that while documents may exist, they are typically “just ink on paper”, rather than being 

used to drive and evaluate their business practice and performance. The interviewees were also 

informed that the results of the survey package showed that the vast majority of respondents 

believed strategic planning to be very important but more than half had not undertaken any 

training. The survey respondents were of the view that the college leaders identified a lack of 

expert and specialist human resources to support their strategic planning process, and there were 

issues with communication systems, and in some cases difficulties in reconciling personal and 

public interests. Thus, the interview results and emergent themes helped further explain: (1) how 

the college went about planning to try to successfully deliver their education programs in public 

and private colleges; (2) the impact of the lack of  strategic planning skills; (3) the role of cultural 

issues in implementing successful strategic planning processes; (4) the influence of government 

policy and rules; and (5) perceptions of the impact of preserving the status quo. The researcher 

also explored interviewees’ view of the way their college went about planning to try to successfully 

deliver its education programs. This included the extent to which their colleges had developed a 
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vision, mission, a set of values and goals, and from their personal perspective what their hopes and 

dreams were for the future.  

The way the colleges went about their strategic planning to be able to successfully deliver 

their education programs was found to vary across the colleges and the public and private sector. 

All interviewees in both college types, except one in a public college, pointed to the lack of 

organisational structure to support a systematic approach to strategic planning. For instance, PR7 

noted: there is no specialised committee, unit, or experts in the strategic planning process. All 

public college interviewees raised the issue of lack of budget to support strategic planning; for 

example, PU9 stated: there is not enough budget to enable the leaders to practise the strategic 

planning process. In addition, the majority of interviewees in both college types stressed that the 

process was not implemented; e.g. PR6 advised: we just read and teach strategic management, but 

we cannot implement it. While this shows a contrast between the two college types, in private 

colleges lacking budget, they may have a budget but according to the interviewees the 

organisational culture was such that leaders were reluctant to engage. For instance, PR1 explained: 

most leaders are retired, and they do not care about success of implementing strategic planning, 

while PR8 reported: the rapid changes in top management (Dean) make it difficult. Also, in both 

college types, responses reflected a lack of support from the top-level management/investors; as 

PR4 explained: some leaders try to do strategic planning, but they face limitations with the top 

management and investors. Nevertheless, it is important that policy and rules expected strategic 

planning to be applied, with the majority of interviewees from both college types (80%) being in 

agreement with PU5’s comment that they did “just normal planning according to common interests 

between the college and its ministry”. 

But this was further illuminated by approximately a quarter of each group advising that frequent 

policy changes were unhelpful. For instance, PR7 stated: the higher education ministry continually 

changes decisions making it very confusing and difficult to plan. However, the issue of strategic 

planning reinforced the way practice differed according to colleges’ public or private status. Three-

quarters of interviewees in the private colleges were of the opinion that most of their leaders were 

more interested in their salaries and the extra benefits associated with their job than engaging in 

strategic planning. By contrast, PU6 commented that: strategic planning is removed from reality 
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due to the leader’s exaggeration and “showing off” in their plans when the resources are not 

available to achieve the goals, which suggests that in public colleges there are attempts to comply. 

Importantly, while the interviewees saw a lack of effectiveness and efficiency as major 

factors impacting on the strategic planning process, apart from the need for supportive 

organisational committee structures and budget, stronger leadership and coordination from the 

Higher Education Ministry, the most significant drawbacks were identified as lack of skills and 

lack of professional development opportunities. 

 

5.6 Challenges and considerations for the future 

This section discusses challenges and considerations for the future of the higher education section 

in general, but in particular in the Iraqi higher education sector, such as interviewees’ 

recommendations for improving leadership in the colleges and their advice on change and 

aspirations. These challenges and considerations may improve and develop the performance of the 

public and private colleges in the future, and the improvements and developments through the 

recommendations of the current study could lead to achieving organisational success. 

 

5.6.1 Interviewees’ recommendations for improving leadership in the colleges 

As noted earlier, there was a strong consensus among the interviewees that improved 

leadership across the colleges in both sectors could have a significant positive impact on the 

colleges’ performance and success. Interviewees, who were senior leaders in their colleges, 

highlighted the need for clear strategic planning advice, besides appropriate budget allowances for 

the work, but most of all they argued for professional development opportunities to be able to 

acquire the skills to confidently put into practice what they had learned. In order to facilitate this, 

interviewees offered a variety of suggestions. After pointing out that a previously well-established 

leadership institute had closed when the war started in 2003, it was suggested by a third of the total 

sample that this needed to be reopened. It was also advised that there had been a budget for 

professional development and training that ended in 2014, which most interviewees (80%) 

recommended renewing. While 36% of private college leaders and 70% of public college leaders 
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were specific about all leaders needing to do training, approximately a third of each group thought 

it should be mandated. PU8 stated: each leader needs to complete a leadership training course in 

the leadership style that suits the conditions of their new position with expert and professional 

trainers. On the other hand, PR2 advised: the Iraqi Higher Education Ministry must issue 

instructions that force leaders to undertake training courses in leadership and administration 

before they take up their leadership positions. As well, 40% of public college interviewees and 

30% of private college interviewees believed there needed to be compliance at the time of leaders’ 

appointments. For instance, PU5 stated: Appointment to a leadership position must depend on the 

person fulfilling conditions that include experience, integrity, effectiveness and efficiency, 

scientific title, and characteristics of personality.  

Approximately a quarter of each group recommended that senior leaders should have the 

opportunity to go to developed countries for training according to their needs. The comment by 

PU9, which was reinforced by approximately a fifth of each group, was that: institutes, centres, 

continuing learning offices, and consulting offices should be reintroduced. This revealed a serious 

gap in the provision of professional development for education leaders as a result of the disruption 

of war and almost two decades of unrest. 

The interviewees were of the opinion that providing these changes at the top level would 

yield very important benefits for the operations and the performance of both the public and private 

colleges, and in the long run the colleges’ ranks and valuing of their degrees. As PU4 stated: these 

changes will make the Iraqi public colleges occupy a higher rank within the global set of 

universities, while PR7 stated: these changes will make the private colleges more reliable and 

distinguished in the eyes of the public. Over half of the private college interviewees showed a 

concern for their students being able to obtain jobs upon graduation, with PR3 commenting that: 

these changes will improve the colleges’ outcomes such that graduates will be able to obtain good 

jobs. Similarly, 20% of public college interviewees advised, as per PU10’s comment, that: these 

changes will create some new specialisations in higher studies that will better meet the public 

needs. Private college interviewees also saw their recommendations to improve leadership as 

helping to improve their organisational performance and in turn their profit, while a fifth of public 

college interviewees believed the change would position the Iraqi public colleges in a more 

competitive position ‘with the respectable colleges in the world’.   
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Interviewees’ responses demonstrated their perceived importance of their college degrees’ rank 

and relevance to the job market. These are critical considerations in any strategic plan that can 

make the colleges more viable and prestigious. Although the private colleges tended to seek to 

improve their reputation mostly within the domestic market, the suggested changes to improve 

leadership should help make outcomes for both groups more in accordance with the overall needs 

of the marketplace. Moreover, interviewees reinforced the importance of their colleges’ financial 

success, seeing it as an essential factor to consider in making the colleges successful, especially 

for the private for-profit sector, but also for the public colleges that were very much more 

dependent on the government for their budget. 

 Other improvements that the interviewees linked to having more effective leaders and 

strategic planning processes in place related to more frequent interactions with the government 

education authority, increasing staff’s understanding of the way strategic planning works, 

encouraging them to participate in offering new ideas and creativity, achieving greater employee 

and student satisfaction, and helping reduce inequitable and corruptive practices.  

Moreover, the suggested changes were seen by all interviewees as supporting them to enhance 

their practice and even introduce distance education. PU5 stated: these changes will help improve 

the educational programs and develop them according to modern education techniques in global 

universities. Similarly, the importance of the changes showed that just over half of each group saw 

them as an advantage because staff would be more aware of having a coordinated approach. For 

instance, PR7 emphasised: these changes will help faculty members gain more understanding of 

the practical and theoretical aspects of delivering education in the colleges. Important also was 

the interviewees’ recognition of the need to improve the colleges’ access to the Internet. Having a 

stable and efficient Internet service was seen as paramount to the change. This related to the 

effectiveness of their ability to communicate internally and externally, and also the marketing of 

their degrees. It also related to the interviewees’ aspirations to introduce distance education so that 

students could continue to work while they studied online. Combined with the suggested increase 

in the Ministry of Higher Education’s role in greater coordination of regulated practices, the 

improvements the interviewees attributed to the promoting and delivery of their degrees through 

information communication technologies (ICTs), which was seen as a major necessity. Having 

access to ICTs to support their work was also seen as a strategy to achieve greater transparency in 
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their work and therefore help reduce inequitable and corruptive practices. PU2 noted: these 

changes [introduction of ICT] will enable the public and private colleges to introduce distance 

education. Also of note was the fact that half of the private college interviewees saw the 

introduction of ICT in their workplace as being more equitable. PR2 stated: these changes will 

make workplace practice fairer for staff and students in the faculty, thus adding to the importance 

of both staff and student satisfaction. The scope of the Internet service was identified as needing 

to infiltrate all aspects of staff work by 60% of both groups. This is evident in the comment by 

PR7 who stated: supply Internet services for all of faculty members, and staff offices, and Wi-Fi in 

study halls in all the Iraqi colleges, so that ICT is developed and improved to do the job for staff 

and students. Thus, not only was organisational culture raised as being able to improve, through 

the introduction of ICTs, but students’ daily lives on campus together with their learning 

experiences were also seen as being able to be improved as well. 

 

5.6.2 Interviewees’ advice on change and aspirations for the future 

The results of the analysis of interviewees’ responses as to how the colleges might go about 

making their suggested changes further emphasised the need for staff professional development 

and review of appointment processes, as well as immediate uptake of ICTs, as described above, 

which reflected a revamping of courses and pedagogy, a review of policy and rules and 

standardisation of entry requirements, and provision of staff incentives.  

More detailed ideas were offered regarding the need for staff professional development to 

enable the proposed changes to occur. Half of the interviewees from each college type 

recommended funding various initiatives, including forming connections with specific universities 

around the world for mutual cooperation. PU7 advised to: make agreements with some respected 

universities in the world to exchange knowledge and create new educational programs. For 

example, a loan or exchange system or visiting professor. As a result of academics’ time abroad, 

it was the view that upon their return they would be able to transfer the culture of education from 

the developed countries into the practices of the Iraqi colleges (PU4). 

An additional strategy that was suggested by three public college interviewees was the provision 

of time on-the-job on a weekly basis to undertake professional development. This suggestion 
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would allow for some personal planning and would be open to staff connecting across colleges 

and also building closer relationships with business and industry relevant to their field. As PU10 

stated: 

Provide faculty members in both government and private colleges one day per week to 

learn about the practical aspects of the discipline or field of study, not just the theoretical 

aspects, so they can explain and transfer that knowledge to their students. Students are not 

involved in formalized practicum experience or on-the-job learning, although they can visit 

workplaces, but the experience is unstructured. 

 

In addition, in highlighting the need for contemporary pedagogy and workplace practices, 

the importance of making the use of ICTs obligatory was evident in PR2’s statement:  

In the private collages there is a need to move the old and retired leaders from the 

leadership positions to the teaching work because they have classic and traditional 

thinking and teaching expertise [however] it needs to be acknowledged that these older 

teachers are seen as being able to teach well within the existing system that does not use 

computers and the Internet other than data display in lectures using PowerPoint. 

 

Similarly, the importance of improved pedagogical approaches and quality learning 

materials as well as appropriate staffing was further shown to be necessary to achieving the change. 

This was raised by both private and public college interviewees (20% and 50%, respectively), as 

exemplified in PU5’s comment: There is a need to put the appropriate person in the appropriate 

position and reorganize provision of information and ensure appropriate planning and processes 

to ensure high quality learning materials and appropriately qualified staff are in place to teach. 

 

In addition, the theme of policy and rules emerged in both public college and private 

college interviewees’ discussions on how practices might change to address the issues raised in 

the results of the survey package (up to 40% and 20%, respectively). Differences in practices 

because of the ‘for profit’ versus the ‘not for profit’ divide between the two college types was 

raised in the form of a concern for standards. This was evident in one fifth of interviewees’ 

responses from both sectors and reflected in PR8’s advice:  
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change the entry requirements for students going into private colleges to be only slightly 

less than those for the public colleges to ensure greater equivalence, since at present entry 

standards are much lower in the private colleges.  

 

Similarly, PU4 advised to: change the current culture where weak students search for the weakest 

colleges with the poorest teaching capacity to obtain their degrees, where they are just paying the 

fees without any hard study, attending, and homework. 

 

Thus, the issue of need for standard practices between college types continued to be highlighted 

in terms of adherence to policy and rules. This is reinforced by a comment of PR7, who advised 

to:  

Introduce processes and rules that will prevent those faculty members whose teaching 

behaviour is inappropriate for teaching, because they are not equipped to deal ethically, 

morally and educationally with either the students or the educational materials and 

programs. In fact, some of these people are corrupt. 

 

As well, PR2 recommended to: ensure that some conditions are in place that can be enforced to 

cause the investors in the private colleges to introduce a PhD degree and strategies to ensure 

professional operations of the college. It was also recommended that class size in each college 

type should be the same in keeping with the Ministry’s regulations, as currently private colleges 

take more students than the government regulates . . . on the basis of not being able to build extra 

teaching rooms (PU7). 

Also, in terms of adherence to policy and rules, a minority of interviewees in both college 

types also alluded to the need ‘to fight’ inequitable and corruptive practices as raised earlier. Again, 

these were seen as related to the influence of the wider culture of society in terms of membership 

and loyalty to specific tribes and political groups. Almost three-quarters of the private college 

interviewees compared with one in 10 (10%) of public college interviewees highlighted 

specifically the need for processes to prevent administrative and financial corruption. However, a 

minority of interviewees also saw a need for processes and rules to ensure that academic staff’s 

behaviour was appropriate such that they would be equipped to deal ethically, morally and 
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educationally with either the students or the educational materials and programs (PR11). Thus, it 

was emphasised that appointments to leadership positions must depend on the person fulfilling 

conditions that include experience, integrity, effectiveness and efficiency, scientific title, and 

characteristics of personality (PU5). Approximately one third of the private college interviewees 

argued for this, along with 40% of those from the public colleges. 

In general, the way forward was seen as depending on the support to design and implement 

major changes, which once in place were seen as influencing the need for the college degrees to 

gain higher rankings and to be more applicable to business and industry needs. The need to design 

reliable programs to be suitable to the open market needs and the global environment was 

reinforced as well. Moreover, the restructuring of the colleges was seen as vital to support strategic 

planning and improve the scientific, financial, administrative, and marketing operations. A team 

approach to making the change was seen as necessary in both college types, where leaders and all 

staff would have acquired more relevant skills to meet their responsibilities. In addition, incentives 

were seen as an important way of motivating staff’s commitment. This was raised particularly in 

the private colleges, but equally applicable in public colleges, and captured in the need to provide 

excellence awards and gifts to the faculty and staff who are distinguishing themselves in their work 

(PR2). 

 

5.7 Summary of chapter  

This chapter has reported the results of the analysis of qualitative data from the interviews 

conducted with a sample of 21 senior leaders from both the public and private colleges (10 and 11, 

respectively) who had completed the survey package. Essentially, these results reinforced the 

survey findings and further illuminated the various issues that arose. More in-depth, descriptive 

information was provided by participants, which provided a clearer picture of the challenges facing 

both the higher education system and the senior leaders within it. These results further confirmed 

and highlighted the implications stemming from the different college types’ predominant and 

contrasting leadership styles. They also showed how issues with administrative and pedagogical 

practices created significant challenges and impacted on students and staff in a range of ways. Of 

note was the power of elements of both the internal and external sociocultural environments that 
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were seen as influencing policy and rules, including the appointment of leadership staff. However, 

interviewees were able to offer valuable ideas for reform, where senior leadership staff were seen 

as in much need of professional development opportunities. Interviewees aspired to creating 

connections with universities abroad in addition to bringing back services that had been cut 

because of the country’s long-term unrest. They also recognised the contribution that the 

introduction of reliable Internet would provide to enhance communication, promotion of courses, 

course pedagogy and as well as the colleges’ administrative and strategic planning processes. Still, 

the desired change was seen as dependent on cultural change and access to financial and human 

resources. 
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CHAPTER 6 DISCUSSION AND CONCLUSION 

 

6.1. Introduction 

The focus of this study was the Iraqi higher education sector in Baghdad capital city. 

The previous two chapters, four and five, have reported the results of senior leaders’ views of 

the leadership styles, strategic planning processes, organisational success, and organisational 

culture present in a sample of public and private colleges. Data were triangulated through the 

use of a survey, followed by a sub-sample of interviews. This chapter seeks to answer the 

research questions and how the research makes a contribution to knowledge. To reiterate the 

research questions: (1) What current leadership styles are present in Iraqi public and private 

colleges?; (2) What challenges do the colleges face in achieving organisational success?; and 

(3) How might these colleges adapt and change their practices to be more effective in achieving 

their goals? This chapter presents the discussion and conclusions, and considers the research 

limitations, as well as making recommendations for the colleges and the ministry, and future 

research.  

Divided into eight sections, the chapter begins with this introduction, Section 6.1. Then, 

Section 6.2 discusses the colleges’ leadership styles and the demographic characteristics of the 

colleges’ leaders. Section 6.3 discusses the challenges in the colleges achieving organisational 

success, with Section 6.4 covering their managerial effectiveness, while Section 6.5 examines 

the potential for change in being more effective to achieving their goals. Section 6.6 presents 

the research contribution to knowledge. This is followed by Section 6.7, which considers the 

limitations of the study, before Section 6.8 presents the conclusions, including the 

recommendations and implications for future research. This chapter covers eight sections, 

which are presented in Figure 6.1. 

Overall, the research results provide strategic advice on how to create more effective 

practices to achieve more positive educational outcomes for the Iraqi higher education colleges, 

which was the focus of the study. It includes how both business practices and teaching and 

learning might be improved and government policy and regulation may be tightened to better 

address current challenges facing such Iraqi tertiary institutions, as potentially key change 
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agents in a developing country that remains disrupted by long-term war and current unrest. It 

highlights a model for enabling a transitional pathway to more effective equitable educational 

services and college employment and related conditions.  
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6.2 The colleges’ leadership styles 

Research question one asked “What current leadership styles are present in the Iraqi public and 

private colleges?” This question was important as it acknowledged the place of leadership in 

the colleges’ operations in terms of its capacity to influence planning processes. Generally, 

findings of the study showed that leaders of the public and private colleges were implementing 

both transformational and transactional leadership styles in part. However, there were some 

differences with respect to the various factors involved. While leaders of the public colleges 

tended to use the transformational style factors more frequently than the leaders of the private 

colleges, the private college leaders perceived their colleges as mainly practising transactional 

styles, particularly contingent reward and management-by-exception active. These differences 

in the practising of leadership styles were relatively large for both groups, hence implying a 

possibly important reason for any differences in performance and outcomes between the two 

college types. However, the research also suggested that the leaders in both groups did not have 

a clear understanding of leadership and the various styles and ways they may influence an 

organisation’s culture and ultimately achievement of outcomes.  

With respect to the transformational leadership style factors of Idealized Influence Attributed 

(IIA), Idealized Influence Behavior (IIB), Individualized Consideration (IC), Inspirational 

Motivation (IM), and Intellectual Stimulation (IS) for both groups, the findings showed that 

most leaders of the public colleges indicated they practised a transformational style more than 

the leaders of the private colleges. This was particularly the case with regard to the factors of 

intellectual stimulation and inspirational motivation, the latter being statistically significant 

compared with the private colleges. This result reflects that of (Al-Husseini & lbeltagi, 2016), 

and indicates public college leaders’ identification of the related behaviours in their completion 

of the MLQ. Also, the dimension of idealised influence was identified by the public college 

leaders more so than in the private colleges, suggesting these leaders were more likely to gain 

the respect and trust of their staff, and may encourage them more effectively to meet their goals. 

For example, this includes developing their courses and publishing their research, as well as 

aspiring to participate in training programs and adopting new technology to foster improvement 

when available. Similarly, in relation to the dimension of individualised considerations, this 

result confirmed public colleges leaders as more likely to be encouraging staff, personally, by 

listening to their ideas and including them in seeking solutions to emergent work problems. 
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Hence, responses of the leaders of the public colleges indicated they were working more 

cooperatively, collaborating with their faculty staff, paying more attention, and providing 

opportunities for staff to have input into their work practices, as compared with leaders in the 

private colleges. This further implies that leaders of the public colleges enhanced and 

encouraged confidence in staff to participate, such that attention to achieving outcomes and 

addressing any challenges was at the fore.  

Although most of leaders of the public colleges tended to use transformational 

leadership styles, it was also found that they used other styles depending on the circumstances. 

However, there was evidence of leaders in public colleges being transactional and authoritative 

at the same time. Whilst these styles may be necessary at times, this indicates there may be 

room for building better understandings of how building interpersonal relationships supports 

working together. This again reinforces the need for professional development. In addition, the 

need for professional development opportunities in this regard emerged as central to the 

research findings with respect to the organisational culture in both groups of colleges. 

With regard to the factors of transactional leadership style - Contingent Rewards (CR), 

Management-by-Exception Active (MBEA), and Management-by-Exception Passive (MBEP) 

- most leaders of the private colleges perceived themselves to be practising this style compared 

with the public colleges, especially as noted with regards to contingent reward and active 

management-by-exception. Prevalence of leaders in the private colleges using this style 

showed that as ‘for profit’ organisations it was important for staff to comply with getting the 

job done. Moreover, provision of rewards in exchange for efforts or compliance was seen 

central to practice. In this context, staff would become aware or learn that they were expected 

to perform their work in exchange for the leader’s approval of some kind, which typically 

reduced commitment to trying to do their best. This contrasts with the findings of (El Amouri 

& O’Neill, 2014), who compared the leadership style of nurse leaders in public and private 

hospitals in the United Arab Emirates. They found greater compliance in public hospitals and 

more transformative leadership in private hospitals, but the latter staff included expatriates who 

had undertaken some kind of relevant training.  

Not surprisingly, given the trend towards transactional leadership style and compliance 

in the private colleges, the present study also found these leaders indicating less use of 

intellectual stimulation and inspirational motivation, compared with public college leaders. 

This typically involved achieving the essential outcomes by implementing a system of rewards 
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coupled with building in techniques to avoid errors. Also, although the leaders of the public 

colleges used factors of transformational style, they recognised the importance of the need to 

vary their leadership style according to the circumstances, thus reporting that they used factors 

of contingent rewards only when necessary. 

With respect to the style of Laissez Faire (LF), the study’s findings showed a similar response 

from participants from both college types, suggesting, generally, minimal use. However, with 

regard to behaviours where leaders were “avoiding getting involved when important issues 

arise”, private college leaders reported more use compared to public college leaders, suggesting 

them to be less concerned about monitoring what was happening in their workplace. In 

addition, leaders of the public colleges showed greater awareness and concern in noting they 

“did not delay answering urgent questions” compared with leaders in the private colleges. 

Again, these differences in practice regarding leadership styles appear to reflect key differences 

in the two college types’ organisational cultures and responses to top level management. These 

contrasts in leadership styles in the two college types impacted on staff perceptions of the way 

they should do their work and the extent to which they felt they had a voice in decision-making. 

They contributed to understanding their organisational culture, and in turn, were influenced by 

the way leaders were employed, particularly in private colleges where tenure may depend on 

achieving higher profitability and maintenance of the status quo. 

In the main, the reasons that emerged regarding laissez-faire leadership styles being 

present in both groups also related to the sociocultural situation in terms of the influence of 

local political parties and tribes on the selection and change of senior staff. This practice 

contributed to the appointment of leaders who may lack both knowledge and experience in 

leadership as well as management. In addition, as noted with respect to private colleges, the 

need for profitability also impacted on staff appointments and changes. Thus, the combination 

of leadership teams did not necessarily have the leadership knowledge and skills to develop 

organisational cultures that would enable strategic planning processes and plans to best achieve 

organisational success. As a consequence of these issues, the leaders in the private colleges 

were concerned about changing their leadership style in case the subsequent change to 

workplace practices might interfere with achieving their institution’s profit.  

A second, socioculturally related influence involved both the presence of Iraqi tribal, 

political, and militia groups, or a combination, as having an impact on leadership appointments. 

This is a commonly recognised aspect that has also been identified as influencing business and 
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employment in the oil sector, including corruptive practices (Skelton & Saleem, 2019). In this 

context leaders may be discouraged from exercising leadership except to represent their 

‘referees’, and associated with this is the legacy of a culture of violence where there may be 

‘enemies’ within the society and the college observing appointees’ behaviours. This socio-

political, cultural aspect is borne out in Skelton and Saleem’s (2019, p. 14) report where they 

note that “in this narrative, federal and local government agencies such as the BOC [Basra Oil 

Company] and the employment offices have become thoroughly embroiled in a nepotistic 

system favouring those with party and militia connections”. Therefore, particularly in private 

colleges, where the major aim of leaders is to please the top-level management to meet the 

college investor’s financial goals, such influences are present, and therefore may ultimately 

impact on the quality of course delivery and assessment at the expense of profitability. An 

additional factor in the appointment of senior staff is the reduced pool of potential applicants. 

This is also partially due to the migration of academics to other countries because of the past 

war and continued unrest and disruption, as well as the security situation. Thus, taking into 

account all of these issues and the need for senior staff to be better prepared for their leadership 

roles, this shows that their lack of effectiveness and efficiency acts as a barrier to change. 

With respect to findings on the leadership styles regarding Effectiveness (E), Extra 

Efforts (EE), and Satisfaction (S), the achievement of these was more prevalent in the public 

colleges than in the private colleges. This reinforced the notion that leaders in the public 

college, overall, were significantly more positive, and more consistently so, than the leaders in 

the private colleges in terms of their business practices. Importantly, for the achievement of the 

institutions’ goals, these qualities are critical for organisational success that takes into account 

a range of goals, including course quality, teaching and learning, and assessment, rather than 

profitability being the overriding criterion, as seemed to be the danger in private colleges. Thus, 

it was noted that public colleges, as government funded institutions, may not have the same 

financial pressures as private colleges (e.g. profit focused), but, participants complained of 

limited budgets. Thus, it appeared that government regulatory processes in those colleges may 

receive more attention. However, generally, there was a call for better coordination of practices 

by the Ministry of Higher Education, and a call for more funding for public colleges. 

Therefore, when taken in conjunction with the two college types’ reported core 

leadership styles, transformative versus transactional in public and private colleges 

respectively, this also helps to explain the fact that public colleges should be more committed 
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to achieving their institutional goals. Yet, the research findings also suggested several other 

key reasons for this major difference in the two types of colleges’ leadership style. Firstly, staff 

in the public colleges were reported to have greater job security and therefore stability in their 

leadership roles. Similarly, they were perceived as carrying out their duties more in keeping 

with government regulations, but with limited flexibility and administrative authority 

compared with leaders in private colleges. In addition, the processes for changing public 

college leaders were found to be clearer and well known to staff, therefore again providing 

some stability for the leaders to engage people in making changes. In contrast, in the private 

colleges, where the institutions were intent on making a profit, leadership roles were reported 

as less stable since performance was largely connected to this single variable. Furthermore, the 

leader’s performance in the public colleges was seen as more under scrutiny because they were 

appointed through the Ministry of Higher Education selection processes.  

Thus, this contrast between the two college types and the impact of the private colleges’ 

financial independence and profitability goal also extended to the fact that leaders in the private 

colleges had unlimited financial and administrative authority, and within their organisational 

culture staff were happy to receive financial rewards. Moreover, since private college leaders 

and staff were not generally governed by the rules of the ministry, because of their 

independence they apparently had an extensive flexibility. In addition, the process of changing 

leaders was seen as being rapid in order to respond to achieving financial profit, so there was 

less demand for implementing transformative leadership. Thus, it was understandable that the 

focus would be more on transactional leadership styles.  

 

6.2.1 The demographic characteristics of college leaders 

Findings of the demographic characteristics of the study’s sample showed important 

information about leaders in both the public and private colleges with regard to gender, age, 

title, current position, tenure, and any uptake of leadership training courses. With respect to the 

gender of the study’s sample, it was found that most of the leadership positions in both college 

types were occupied by males. The main reasons for this were attributed to the lack of fair 

criteria to enable female academics to be promoted to leadership positions, in combination with 

other reasons such as sociocultural considerations, and the instability of the country and safety 

concerns regarding travelling to and from work. In addition, participants reported unfair 
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employment practices and were concerned about the need for college leaders to have the 

appropriate skills not being the key reason for selection. Thus, this situation emerged also as a 

contributing factor to the perceived difficulties associated with the colleges’ organisational 

culture and the socio-political culture of the wider society, in general. 

With respect to the age of leaders, the results showed that across both college types 

56% of the participants who were in leadership positions were 45 years old or younger, 

although the private colleges included a greater percentage of older leaders at 30% compared 

with only 14% in the public colleges. One reason for the larger older age group in the private 

colleges was the practice of retired academics being re-employed in the private colleges. 

However, other factors that emerged related to the recruitment practices particularly in the 

private sector. It was found that these leaders may lack knowledge and skills in relation to 

leadership and management, and they experienced a lack of professional development 

opportunities or role models. In addition, it was found that the academic title of leaders in both 

groups could be influenced by the culture of the organisation, particularly with regards to 

policy and rules. For example, the study found that a large proportion of leaders in the private 

colleges (41%) were senior lecturers compared with only 23% in public colleges, because most 

of them did not follow the policy and rules of the ministry. Thus, this could be a contributing 

factor to the lower performance of the private colleges compared with the better performance 

of the public colleges, which employed 32% associate professors in keeping with the higher 

education policy, compared with only 13.7% in the private colleges, suggesting that private 

colleges accrued financial savings in terms of academic employment practices.  Moreover, the 

research showed that with respect to the current position of leaders in both groups, the majority 

were Heads of Departments, thus substantiating their ability to respond to the data collection 

instruments from a position of knowledge about the respective college types. This means that 

information, advice, responses, suggestions, and recommendations should have a veracity in 

terms of the perceived practices and experiences about the study’s focus on leadership styles, 

strategic planning processes, organisational success, and organisational culture.  

In relation the leadership positions in both groups, several key elements were found to 

affect the participants’ tenure, including their skills but also their ability to contribute to 

preserving the status quo. Moreover, internal organisational cultural practices, and in some 

cases incentives, and particularly in the public colleges, adherence to government policy and 

rules, were key considerations. However, the participants in the private colleges were more 
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likely to attribute issues with tenure to practices that were subjective, such that results showed 

most leaders of the private colleges stayed in their leadership positions because of decisions by 

the colleges’ financial investors. Thus, most of these leaders in the private colleges needed to 

comply with the investors’ requirements rather than operate in the public interest of the college. 

In contrast, in the public colleges, it was shown that the law of the government’s higher 

education sector was uppermost, ensuring that the tenure of those staying in leadership 

positions was between the required two to four years, according to their effectiveness and 

efficiency. While this likely contributed to more effective outcomes of the government 

colleges, since these appointment practices and tenure related more to qualifications and skills, 

it was still reported that in some cases unfair practices and personal interests were evident in 

the strategic planning process.  

 

6.3 Challenges in the colleges achieving organisational success  

Research question two asked “What challenges do the colleges face in achieving organisational 

success?” To answer this question, the study considered the relationship between leadership 

style, strategic planning and organisational success through its application of the MLQ and the 

balanced score card, and the testing of the study hypotheses. The findings regarding the 

colleges’ strategic planning processes were very revealing in terms of the need for 

improvement for both groups. It was found that both the public and private colleges were 

struggling at each stage of the strategic planning process: (1) formulation, (2) implementation, 

and (3) evaluation. However, as the research found, while ‘strategic plans’ were generally 

prepared, they were limited in their actioning and impact on operations. Thus, both college 

groups were not really implementing actual strategic planning because of the absence of 

expertise and experience, and a lack of valuing of the practices that from part of the strategic 

process. Moreover, it was found that, in some cases, this led to copying other strategic plans 

and objectives from successful colleges around the world, where they were accessible online. 

Thus, there tended to be a lack of evidence of its implementation, together with the importance 

of making the connections between the different processes and elements, in understanding 

planning to achieve set goals. Overall, the study identified six aspects of strategic planning 

applicable to both college types that were necessary to be able to plan and improve in this 

regard. These were: (1) participation of faculty members and staff, (2) tools and supported 
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factors through a process of strategic plan formulation and implementation, (3) need for a 

professional training course in the strategic planning process, (4), ICT, and (6) value of the 

strategic planning process. 

 

6.3.1 Participation in the strategic planning process  

The research found that college staff had limited participation in the strategic planning process 

and it was not embedded in their organisational culture. Also, no connections were made 

between the strategic planning process and the local business community to be able to identify 

the degree needs and other strategic data for planning. This applied to both college types, where 

the respective colleges’ councils’ membership was mainly comprised of presidents and senior 

leaders. This was mainly due, as noted earlier, to their limited understanding of the concepts 

and the processes involved, such that it was not understood as a strategic aspect of being able 

to take such action to achieve set goals. Thus, this lack of knowledge contributed to a lack of 

relevance to reality and so staff participation, which was not only confined to staff, also did not 

recognise faculty needs nor displayed a consideration of the student body. There was a need 

identified to involve the broader stakeholders of government, private sector, and other societal 

organisations in planning to take account of the challenging context of Iraq, including 

employment potential and employability skills. Unemployment has averaged at 13% over the 

past four years with the Iraqi government, in conjunction with the Federal Public Service, 

creating a graduate job seeker and professional skills and abilities ‘tawtheel’ portal in 

recognition of the need to improve the economic environment (Iraqi Business News, 2020). 

Improvements in this area would encourage staff, as participants, to gain a deeper 

understanding, and be able to take more responsibility in contributing to the SPP and be more 

forward-looking. In this way college leaders would appreciate staff as a resource in bringing 

their new ideas and potential creative solutions to respective challenges. In addition, the leaders 

in this study were generally well aware of the need for improvements but also that the task was 

not easy. Hence, there is a dire need for professional development and additional resources to 

ensure the actual planning process is strategic, connected to existing performance data, and 

implemented with appropriate performance monitoring and evaluation.  

Although the number of participants in the respective college types’ strategic planning 

processes was found to be very limited, the public colleges were somewhat more inclusive than 
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the private colleges. Again, this could be said to relate to the issue of profitability overriding 

the need to ensure strategic planning took place. Also, there was a need to link this with the 

setting of targets and monitoring of performance outcomes through a range of measures. 

However, it was noted that the absence of external stakeholders’ participation in the colleges' 

councils created a gap in them being able to have the best information from the community and 

business regarding their knowledge and needs to feed into the process. So, it was found that 

this represented a missed opportunity for the colleges to access a valuable resource, which 

could improve their knowledge about the needs of the marketplace.  

 

6.3.1.2 Formulation of tools to support the strategic planning process 

The lack of tools required to support the strategic planning process also emerged as an 

important finding of the research. The study found that besides lack of knowledge about the 

strategic planning process, both college types lacked the basic tools to plan strategically and 

implement the process, although the public colleges were a little better prepared. For example, 

there was weakness in the infrastructure components of the information system in the colleges 

under study. In addition, available data and information were limited and the strategic nature 

was weak. It was also reported to be inaccurate in relation to its representation of environmental 

variables. One major drawback was the lack of information communication technology and 

fast reliable Internet speed. There was also a perceived lack of devices to support regular and 

easy connectivity. This prevented the ability to connect to strategic data and information to 

support top management members decision-making in an appropriate way and timeframe. The 

absence of a specialised strategic information support system, therefore, highlighted how 

college leaders were further challenged in being able to strategically plan and take actions to 

enable monitoring and evaluation to build on their present performance and to inform 

improvements. Moreover, formulating strategic alternatives becomes very difficult under these 

circumstances as planning depends on the ongoing provision of data and information that is 

accurate and actual. Similarly, without improvements in the country’s uptake of technology for 

education and learning, and also business, the capacity to facilitate growth is limited, with its 

GDP remaining low (Lubis et al., 2017). Thus, the adoption of information communication 

technologies to support all business and teaching practices is essential to the colleges’ 

adaptation and change for greater success.  
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6.3.1.3 Awareness of support factors for strategic planning 

As can be appreciated, with the general lack of awareness and knowledge of the importance of 

strategic planning in managing an educational institution to achieve planned outcomes, there 

was also a general lack of awareness of support factors for the process. It was found that various 

areas considered critical to success required illumination in the context of the strategic planning 

process in both college types. These included the role of organisational culture, the need for 

clear policies and rules, and staff knowledge and skills. Although these critical elements were 

vital to the colleges to succeed in achieving their goals the research showed that the leaders in 

both groups were struggling in this regard. Their current organisational cultures, policies and 

rules were seen as not supportive of effective strategic planning processes. For example, there 

was typically an absence of specialised committees, other work units, or staff with expertise in 

the SPP. While there appeared to be potential for budget allocation to support strategic planning 

in the private colleges, although not seen as a priority, this appeared not to be the case in the 

public colleges. In addition, despite some leaders in some colleges being designated to teach 

strategic management, they were not implementing the plans in which they had previously had 

input. Further to this, it was found that the leaders were most concerned about the benefits and 

salaries they received as opposed to being concerned about the success of the strategic planning 

process in their colleges. However, it was reiterated that an additional confusion for the college 

leaders was the rapid changes in policies and decisions made by the ministry. This was 

identified as making it difficult to plan for both college types and even more so where changes 

of leaders at the level of Dean occurred. Thus, despite the colleges identifying their mission, 

vision, values and objectives, there was a lack of strategic approaches to their planning and any 

subsequent implementation. Without the knowledge and skills, and the supporting policies and 

rules, and with the appropriate governance mechanisms in place, it is not surprising that an 

organisational culture able to aspire to achieve the organisation’s objectives was not evident.  

 

6.3.1.4 Provision of training courses for the strategic planning process 

With respect to the need for training programs, the findings of the study indicated that more 

than half of leaders in both groups had not participated in recent times. First of all, most training 
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programs on the topic of strategic planning within the colleges were poorly designed because 

of a lack of specialised expertise and/or the involvement of external consultants in the subject. 

Also, there was no requirement to force leaders to take up training in strategic planning, thus 

maintaining the absence of knowledge and ability for leadership in this regard. Secondly, it 

was found that some leaders did not like to participate in courses to improve and develop their 

abilities and skills in strategic planning and leadership, since they viewed themselves more as 

managers and senior persons of authority. Thirdly, the lack of understanding of how strategic 

planning works to facilitate achieving an organisation’s goals and their monitoring and 

evaluation has led to top level management not appreciating viewing the future in this way. 

Fourthly, this lack of understanding and valuing of strategic planning has meant that allowing 

leaders to attend training courses is not a priority for the budget. In addition, most leaders 

reported insufficient time to participate in training programs. Finally, although there were many 

opportunities to study how strategic planning works overseas between 2003 and 2014, 

processes of selection for uptake were again seen as being influenced by socio-cultural factors, 

which resulted in people, whose role was not necessarily specialised in strategic planning being 

sent abroad for training rather than the most eligible people. (This opportunity was not 

available from 2015 onwards because of war and the disruption of ISIS until most recently, 

when it was resumed for the public college leaders only).  

 

6.3.1.5 Issues associated with implementing the strategic planning process 

Findings of the study showed that most leaders in the public and private colleges believed that 

strategic planning was of significant importance in spite of them lacking up-to-date knowledge 

and practical experience, or training, in both groups. The reasons for this related to their 

awareness that organisations needed to use it as a critical tool to analyse both the internal and 

external environment in order to know how to improve an organisation’s business outcomes. 

However, although most leaders said that strategic planning was important, they did not apply 

it because they had no previous experience about its formulation, implementation, and 

evaluative aspects. On the other hand, it was found that other leaders had little awareness of 

what the strategic planning process meant or comprised, but they revealed that if they were to 

admit that or say that it was unimportant, they would be embarrassed and ridiculed. In addition, 

a minority of leaders in both groups admitted they argued that strategic planning was important 
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to be perceived favourably, but they noted that if they were to seriously implement it then this 

would disrupt the status quo, particularly in private colleges. For example, it could mean 

making difficult decisions about standing down existing staff, and engaging new staff with the 

requisite skills. In addition, the leaders in both types of colleges were well aware that once they 

had taken up their positions they faced many problems in carrying out their role. Whether they 

had leadership and strategic planning expertise or not, they noted that their work was difficult 

because in actual fact most colleges in both sectors did not have a serious strategic planning 

process owing to the changing environment regarding the ministry’s decisions and policies. 

This particularly applied to the private colleges where the college investor’s changes were 

motivated by being a ‘for profit’ organization. Thus, ensuring the implementation of the 

strategic planning process in the colleges’ aims for organisational success presented a major 

challenge for both college types.  

 

6.4 Considering managerial effectiveness and organisational success 

This section discusses the results of the investigation of the colleges’ organisational success 

(OS) in relation to the measuring of performance outcomes, where the balanced scorecard 

(BCS) was adopted as a modern and comprehensive approach. To reiterate, the BSC allows 

the measuring of OS across four dimensions: the customer-society perspective (CS), learning-

growth perspective (LG), internal processes perspective (IP), and financial perspective (F). 

From this emerged three key aspects that distinguished the OS common to both groups. These 

encompassed staff having a viable degree and rank, the requisite skills, and financial stability. 

In respect to having appropriate qualifications and rank, the study found that the public 

colleges were perceived by both groups of participants as ‘higher ranking’ than the private 

colleges. The qualities of their faculties and staff were seen as contributing to this view, and in 

addition their students/graduates were also viewed more favourably. The public colleges were 

also noted as providing scholarships, and organising conferences, and their facilities, in terms 

of buildings, were seen as superior to the private colleges. Thus, this amounted to the view that 

overall, the public colleges had a better reputation than the private colleges. Nevertheless, the 

private colleges were reported as having better electronic equipment and software compared 

with the public colleges, and they were also seen as providing better entertainment for students 

because they were “for profit” companies and had more financial capacity at the same time as 
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being higher education organisations. This meant the private colleges may be providing a more 

socially attractive environment and recognising the value of technology, compared with the 

more traditional academic context of the public colleges. With respect to the expertise of 

academic staff, the study found that in general the public college staff were more experienced 

and were better qualified than those in the private colleges, which added to them being more 

highly respected.  

Thus, the private colleges were in a better position to be more financially successful 

having the freedom to charge and change fees for service. In contrast, the public colleges 

depended on government finance, except for some that were able to add to their budget by 

offering evening classes, but only for small fees. Therefore, the private colleges were unable 

to compete on this aspect, yet they were more successful in terms of educational outcomes and 

reputation. Nevertheless, the research found there was a need to improve senior staff’s 

leadership and strategic planning knowledge and skills in order to better set goals and improve 

their ability to monitor and evaluate performance to broaden the concept of organisational 

success and its understanding.  

 

6.4.1 Managerial effectiveness - self-rating 

This section further illuminates organisational success by considering the workplace in the 

colleges. Based on the survey and interviews, four key factors emerged as impacting on 

organisational culture that reflected their values and expectations: perceived managerial 

effectiveness based on self-ratings; managerial competence; comparison of their own 

competency; and perceived skills for success. Managerial effectiveness emerged as a key 

consideration with regards to organisational culture in both college types, but the way the two 

different types of colleges (public and private) worked suggested differences in values, beliefs 

and behaviours of the people involved. This applied particularly to managing teams, building 

staff interpersonal relationships, systems of control, employees’ motivations, coordination 

between units and departments, addressing customer service/student satisfaction, managing 

enculturation, continuous improvement, managing competitiveness and competency, and 

fostering innovation. Although the organisational culture in the public colleges was found to 

be more collaborative or less hierarchical than in the private colleges, there was room for 

improvement in both cases. There was a need for professional development of all staff to help 
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change values and practices. They need to move away from traditional aspects of management 

or laissez-faire leadership to differentiate both transformational and transactional styles as 

those that can foster improved planning and workplace practices, and ultimately outcomes.  

 

6.4.1.2 Managerial competency 

In relation to managerial competency, around half of those in leadership positions in 

both the public and private colleges were not ambitious or confident in terms of moving up the 

promotional ladder. Three major reasons emerged in explanation, which related to 

organisational culture, need for upskilling/knowledge, and perceived unfair or corrupt practices 

in making appointments, as discussed earlier. 

It was reported that apart from particular appointees who were focused on satisfying 

the requirements of top-level management, the various incentives to take on higher level 

positions were not encouraging people to apply for promotion. These incentives related to 

higher salary earnings and other reasonably attractive benefits, as well as the prestige of the 

position. Thus, the colleges were not necessarily attracting a large pool of potential leaders or 

motivating staff from within. While it was the view of some participants that potential leaders 

in the public colleges preferred to undertake research rather than take up leadership positions, 

others expected that most of their colleagues would aspire to obtaining a leadership role. 

Nonetheless,  a changing situation in appointments in the private colleges in terms of moving 

into leadership positions may not represent the same stability as in the public colleges, if for 

instance profitability is linked to leadership success. 

In addition, it is not surprising that many leaders in this study were lacking in 

knowledge and skills to perform their roles, where the ability to strategically plan and motivate 

staff to collaborate on achieving set goals is seen as vital to success. Most leaders in the study 

did not have the requisite academic and administrative qualifications for their leadership roles 

in their colleges. Therefore, these leaders, with limited experience in both leadership and 

management, were unable to carry out their work in a highly effective manner. This was 

because of lack of ability to deal with strategic planning with a sufficient depth of 

understanding, and a lack of appreciation of the connection between planning and the need for 

data to monitor and evaluate progress towards the college goals.  
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As noted earlier, the appointment of leadership staff can be strongly influenced by the 

political parties and tribes, which in turn can impact on the people selected, since they are 

members of the local community’s socio-political and cultural context. In this regard it was 

found that some potential leaders preferred not to be promoted because they could be targeted 

both in the community and in their role in the college as having the power to provide academic 

qualifications outside the required process and standards. This situation as a barrier was 

exacerbated by the fact that some private colleges were owned by political parties and religious 

organisations. However, even though leaders of the public colleges were generally more 

regulated in their work practices in terms of government policy, it was also found that their 

selection of leaders such as Dean and Associate Dean could be influenced by the socio-political 

parties.  

 

6.4.1.3 Managerial effectiveness  

Managerial effectiveness as a basic factor underpinning a positive organisational culture plays 

a vital role in ensuring staff commitment to getting the job done. The study’s findings showed 

that it was this was higher in the public colleges than the private colleges in being able to 

coordinate between units and departments, motivate employees, manage customer service, 

manage enculturation, pay attention to continuous improvement, and manage competitiveness 

and competency. In addition, managerial effectiveness was higher in the public colleges than 

in the private colleges, when it came to interpersonal relationships, which would be expected, 

given their more transformative leadership styles, and greater ability to foster innovation. In 

contrast, both college types seemed to be on a par in the skill of managing their workplaces. 

However, even though skills of managerial effectiveness were reasonable in both college types, 

the research showed there was still a need to improve and develop skills in accordance with 

modern approaches. This reinforced the theme of the need for information communication 

technologies to underpin both business and teaching practices, together with professional 

development opportunities. 

 

6.5 Potential for change to be more effective in achieving goals 

The third and last research question asked “How might these colleges adapt and change their 

practices to be more effective in achieving their goals?” As a result of this empirical research, 
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implications were found to advise on the improvement of practices for all those involved, as 

well as the potential to be useful to others in the field. The findings have the capacity to inform 

both policy and practice in the colleges under study and beyond, in Iraq. They have particular 

relevance for developing countries where there are similar challenges, including long term 

disruption and economic downturn, social upheaval and so called ‘brain drain’, besides 

addressing the particular socio-political cultural impacts. This research also highlights the 

importance of higher education in such contexts where there is high unemployment and 

difficulties in obtaining work or gaining skills easily, and in the case here of academics needing 

to access opportunities for professional development relevant to leadership and management. 

By identifying the challenges facing the organisations in this research and their strengths and 

weaknesses, possible solutions and alternatives to policy and practice may be addressed. Based 

on the research results, this section looks at the implications for improvement. They relate to 

the participating college leaders’ perceived needs, taking into account existing policies of the 

Ministry of Higher Education and Scientific Research. They address the current status of the 

leadership styles and strategic planning processes in the need for improvement to be able to 

better cope. This considers the challenges of both the internal and external environment in order 

to achieve better organisational success. In advocating for transformational change, it is 

suggested that not only should there be a transitional strategy in place, but there needs to be a 

series of transitional support mechanisms to help modify the effects of the current challenges 

to facilitate new practices into the future. Figure 6.2 provides an overview of how the practices 

of the colleges might be enhanced to be more effective in setting and achieving college 

performance goals. It acts as a guide to fostering and enabling change through drawing together 

the elements of a model for future practice. This guide can inform recommendations for the 

future for the colleges and the Ministry of Higher Education and Scientific Research.  

Figure 6.2 highlights the need for the colleges to have a clear vision, mission and values to 

underpin their goal setting and operations. It acknowledges that more than one leadership style 

can apply to achieving the best outcomes from staff and the strategic planning process and 

business practices. The need to be aware of the two types of colleges’ major differences, in 

being profit orientated or not, is highlighted, but at the same time the model calls for 

consistency in the application of government policy and regulatory practices across both 

college types. Besides noting the importance of the colleges’ degrees being relevant to business 
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and industry needs, and the need to consult with community on this, it responds to participants’ 

call for global recognition and relevance of skills and qualifications. 

To enhance the management of the colleges, the model emphasises the need for 

supportive operational structures, such as committee processes, use of the balanced score card, 

ongoing monitoring and reporting, and evaluation. It also takes note of the importance of 

working to create organisational cultures where there is teamwork and collaborative practice 

that go hand-in-hand with fostering inclusive and transformative practices. The model further 

promotes the two major needs necessary to help the transformation, which participants 

identified as opportunities for professional development and the uptake of information 

communication technologies in every aspect of business and teaching. This model advocates a 

strengthening of the role of the Ministry of Higher Education and Scientific Research for both 

college types and more responsibility for public colleges to have sufficient budget to enhance 

their practices accordingly.  

 

 

Figure 6.2: Overview of enhancement of practices to be more effective in achieving college 

goals 
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6.5.1 Implications for both public and private colleges  

The research findings have substantial implications for both the public and private 

colleges, and the Ministry of Higher Education and Scientific Research to help improve the 

way higher education is planned and delivered. It has implications for the leadership skills of 

those who are empowered in leadership roles and top-level management. The findings 

highlight the way the participating leaders perceived their leadership, strategic planning and 

management practices, besides their workplace organisational culture, and performance. 

Strategically, the research also indicated the need to embed new processes that would enable 

compilation of data to support the ongoing operations and their short- and long-term 

monitoring and evaluation. This would facilitate the leaders’ ability to implement performance 

measures that feed into a systematic approach to planning, thus changing practices to enable 

organisational success within their challenging circumstances.  

 

6.5.1.1 Implications of the demographic characteristics in both groups 

In relation to gender of leaders, the study found that there should be criteria and 

processes for selecting college leaders that ensure a merit-based process applicable to both 

college types. These criteria need to depend on critical factors, such as relevant skills and 

abilities, knowledge, experience, and integrity, and personality characteristics, and provision 

of professional development as necessary. As a result, these significant factors should enable 

qualified faculty members and staff to aspire to leadership positions, regardless of gender. 

Thus, this provides a strategy that has the capacity to begin to improve the current 

organisational culture, even though it is not an easy task and will be a relatively slow process 

as new skilled leaders gradually take over. In addition, this requires serious consideration and 

particularly where it may be more difficult to administer, for example in the private colleges 

where existing practices are more personalised and are linked to meeting financial goals.  

With respect to the age of leaders, even though there is a high percentage in the 35-45 

years age group, the study shows that owing to the disruptive challenging context of Iraq, there 

is a need for professional development to ensure improved understanding of the task of leading 

and managing, and evaluating to meet their respective institution’s goals. This professional 

development should include acquiring strategic planning skills and strategies and 
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understanding performance data in relation to goal setting and the college’s mission, vision and 

values. This could be achieved in multiple ways such as enrolment in international programs 

or the employing of expertise to provide training on site or staff developing their own projects, 

including research projects on a topic of need. A collaborative workplace with regular sharing 

of strategies between colleges within groups would foster interest and provide opportunities 

for joint research. The provision of training would also allow the colleges to eventually provide 

their own high quality courses to help build and sustain capacity in this area. As an approach 

to improvement in higher education, the Ministry of Higher Education and Scientific Research 

could also consider granting scholarships for leaders to spend short-term visits at universities 

in developed countries to explore their leadership and management practices. With cooperation 

from the visiting institution, it might be possible to provide a visiting leadership scholar with 

intensive short-term, project-based learning experience that could be credited towards a course 

in higher education in the field of modern leadership and creative management systems. It 

would be advantageous for the Ministry of Higher Education and Scientific Research to 

mandate leaders to undertake training courses where they take up their leadership positions and 

ensure updating to keep abreast of new developments, e.g. application of information 

communication technologies to their work. Moreover, the provision of professional 

development and training courses should be a part of the colleges’ budgets. It is further 

suggested that an educational institute such as the past High Institute for Administrative 

Leaders, which closed in 2003 as a result of the war, be considered as another strategy to 

educate and prepare current and future leaders in higher education. This would receive the 

respect of existing leaders and authorities.  

In relation to the appointment of academics to leadership positions, the research 

findings suggest a need to ensure appointments to Dean and Associate Dean/Head of 

Department are made at the Professor and Associate Professor level, respectively. This 

approach, which is typical of most universities, would help to raise the status of the role and, 

especially in the private colleges, ensure appropriately qualified academic leadership, since 

these levels are not necessarily followed there. In addition, it is advisable to ensure that duration 

of appointments follow the policy and rules of the Ministry of Higher Education and Scientific 

Research. Ensuring such action adds to the potential to build leadership and management 

capacity over time and helps outlaw nepotistic influences, including appointments of 
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unqualified applicants or facilitating much longer term appointments, thus improving practices 

to better achieve organisational success.  

Attention is also drawn to the need for the college leaders to ensure continuous research 

into their local area and the identification of students’ needs to ensure their programs offer links 

to business and industry needs, e.g. a focus on employability. Ensuring links to the community 

to gather these data and engagement with business and industry leaders would feed into 

strategic planning on marketplace needs for both college types.  

 

6.5.1.2 Implications for leadership and strategic planning for both groups 

With respect to the leadership styles prevalent in the colleges, the research findings 

suggest that in the main the leaders may be limited in being able to be transformative, although 

the public college leaders perceived their use to be significantly higher than the private college 

leaders. This is because of the lack of support and opportunity, and their lack of professional 

development with regards to understanding the possible styles and their implications for their 

workplace practices, as well as the impact on staff behaviour. In addition, where government 

policy and regulation were being followed, there was evidence of transactional leadership 

styles, and some focus on compliance in the public colleges, including contingent reward. 

However, because of the lack of skills in strategic planning, and a need for a systematic focus 

on data to inform monitoring organisational success, leaders appear limited in being able to 

make the connections between their leadership and developing an organisational culture that 

can mobilise staff. Yet, in contrast, the private college leaders, in their clear need to improve 

profits, may have short or longer duration positions depending on their ability to meet the 

college investor’s needs. In addition, the research suggests that the organisational culture of 

the colleges is also more compliant in the public colleges while private colleges tendi to be 

more independent and profit driven. This contrast seems to be the result of different funding 

models and the extent to which the Ministry of Higher Education and Scientific Research 

policy is implemented and translated in detail. It is also necessary to consider the sociocultural 

influences on practice, for example the research showing that the various political parties and 

tribes could be a powerful influence on appointments and practices, as well as militia groups. 

Thus, this highlights the added difficulties for colleges aiming to adhere to government policy 

and procedures and at the same time bring their strategic plans to success. 
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Apart from those leaders who demonstrate laissez-faire leadership (tending to avoid 

responsibilities by being indecisive or untimely in taking appropriate action) the remaining 

three transactional factors strongly relate to the leader as the authority for ensuring compliance. 

While management-by-exception – active differs from passive, as the leader actively monitors 

staff to try to avoid mistakes, no significant difference was found between the two college 

groups for this and the use of laissez-faire approaches. Importantly, as Walumbwa, Wu, and 

Orwa (2008) have specified, none of the transactional factors alone would motivate staff and 

help build positive interpersonal relationships as do transformative styles. Neither could be 

expected to help leaders to develop trust and open communication to support the collaborative 

approach that is necessary for engaging staff in the development of effective strategic plans. 

Thus, transformational leaders are needed to create democratic work places where staff’s views 

are sought and they are used to work together to achieve strategic objectives. This requires 

business practices that develop staff’s ‘intrinsic motivation’ as opposed to motivation reliant 

upon extrinsic factors, e.g. punishment. Moreover, transformational leadership style is better 

suited to the colleges’ need to transform their practices, because it focuses on encouraging staff 

to take some responsibility to help resolve the challenges and simultaneously build confidence 

to help address negative views about change (Del Castillo, n.d., cited in Bass, 1998). All-in-

all, facilitating changes in the leadership style of the colleges very much depends on fulfilling 

staff professional development needs, particularly to better understand how the styles impact 

on practice.  

In addition, the findings on the way leaders are appointed have major implications for 

the colleges being able to make positive changes for the future. Unless policy and procedures 

can be implemented fairly and ethically, the research implies that the selected leaders may be 

ill-equipped to work to address the challenges their colleges’ face going into the future. 

Therefore, there is a need to enhance the processes of selection, appointment, and promotion 

of leaders as well as highlight the characteristics of integrity, knowledge, experience and 

qualifications. The research suggests that to counter the strong influence of the socio-political 

cultural context, the MHESR needs to play a stronger regulatory role. This is also relevant to 

the impact of the different funding models of the two college groups, since motivation to make 

a profit by the private colleges can act as a disincentive to address the factors that drive high 

quality services and programs. Fourthly, excellent faculty members travelling to other 

countries should be encouraged; thus, the best strategy to do that is to provide good salaries 
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and a safe life. Professional development needs in both groups also extend to staff 

understanding the concepts of organisational success, and the role that the collection of 

performance data plays in the strategic planning process.  

 

6.6 Research contribution to knowledge 

According to Liu and Bian (2020) and Murner (2020), a thesis’s findings and 

ideas/work should be unique and useful. Thus, this thesis’ contribution to knowledge, 

encompasses the three aspects of theory, practice, and policy. Firstly, the findings of this study 

make a significant and original contribution to extending current theoretical and practical 

knowledge with regards to the nature, scope and depth of the relations and impact among the 

study's variables, which are the colleges’ leadership styles, strategic planning, organisational 

culture and success. This study has progressed the knowledge about this particular group of 

public and private colleges, which have increased in numbers in Iraqi higher education sector 

since the disruption of war in 2003 and beyond. Moreover, this study has taken account of 

leaders in both types of colleges, public and private, unlike other studies. Also, the study adds 

to the body of knowledge in terms of the colleges in both groups needing to be fully aware of 

the role of leadership styles in impacting their organisational culture. Furthermore, they need 

to grasp how work practices impact on gaining staff support for developing their strategic 

plans. Similarly, they require an understanding of the data required to measure performance in 

order to achieve organisational success. This represents a cognitive shift in both college groups.  

The study also adds to the body of knowledge in terms of these colleges in both groups 

needing to consider their leadership styles in relation to practice, organisational culture, 

strategic planning and performance outcomes. Moreover, the study’s method of data collection 

included a demonstration of a critical practical approach to planning and thinking about the 

participants’ colleges’ performance, by involving participating leaders in applying the balanced 

score card. This also enabled the depth of discussion in the interviews. More specifically, the 

study makes a contribution to knowledge regarding how leadership styles, strategic planning, 

organisational culture and organisational success relate together, and are interdependent, and 

how strategic planning needs to be improved in these colleges in higher education in Iraq. It is 

also the first study that investigates the relationship between these four concepts in relation to 
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the context of a Middle Eastern country, namely Iraq, and its particular unsettled context, and 

as a developing country. 

The study provides a model of practice and recommendations to both enable and ensure 

that these Iraqi colleges can develop their business and educational operations to better satisfy 

the community’s education needs, and adapt to competition and growth, despite the ongoing 

turbulent environment. The recommendations have the capacity to help evaluate current policy 

and practices in Iraqi higher education in the ministry and therefore extend the research of the 

research findings being specific to the sample. With respect to the practical aspect, this study 

has collected significant and original data and information via a mixed methods approach 

(qualitative and quantitative) with regards to LS, SP, OS and OC in both groups of the Iraqi 

higher education sector. It also provides a conceptual framework that can be adapted for other 

sectors outside higher education, where this should enable organisations to evaluate their 

leadership styles, strategic planning process, and organisational culture in order to improve 

their organisational success. In addition, the qualitative findings added to the triangulation of 

the data, thereby enhancing reliability and validity of the quantitative findings. This reflects 

actual work experiences, where the qualitative investigative method (interview) can improve 

and increase the reliability and validity of the quantitative study’s results (King et al., 2019). 

Therefore, the empirical findings of this study should be more beneficial when practically 

applied to the policy of the Ministry of the Higher Education and Scientific Research in Iraq. 

 

6.7 Limitations of the study  

The study was able to address the research questions through gathering data from leaders of 

both the public and private colleges, via the adoption of both a survey and interview technique, 

in a mixed methods approach. The findings of the study have also raised some critical issues 

and concepts that can serve as a basis for improving and developing skills, knowledges, and 

experiences for the colleges to evaluate their managerial processes with regards to leadership, 

strategic planning, and organisational success and culture in the Iraq higher education sector. 

These results have applicability to developing countries in general, particularly the Middle 

East, which comprises eighteen countries with similar Arabic language and cultural 

backgrounds. However, as noted earlier, since Iraq is a developing country with a history of 
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war and ongoing disruption from 2003 to the present time, the researcher was unable to travel 

to the country or engage in gathering data more widely than Baghdad city. This meant that, 

though randomly selected, the college population for the research operated in the capital city, 

where they were close to the Ministry of Higher Education and Scientific Research, thus 

excluding the outer regions. Thus, the researcher is cautious in terms of generalising the results 

to the remainder of the country. However, they can be said to be highly relevant because all 

colleges across the country are required to follow the same higher education policy, and are 

operating in the same socio-political context, which was found to have a major influence on 

practice. It is also noted that the interviews were conducted by telephone because of the 

difficulties involved in the researcher traveling to Iraq. Therefore, this format may have limited 

the openness and effectiveness of the communication between researcher and interviewee. 

Also, the researcher had limited access to any documents that may have indicated the results 

of the colleges’ performance in both groups. In addition, the political and security issues 

prevented some of the participants from answering all interview questions. Similarly, the study 

was not able to explore in-depth the nature of the impact of the cultural gaps and pedagogical 

issues related to the leaders’ education backgrounds of knowledge about leadership styles, and 

strategic planning understanding. 

 

6.8 Conclusions 

The study focused on examining the leadership styles and strategic planning processes 

in relation to the organisational success of the selected public and private colleges in Iraq. 

Leaders from both college types completed a survey package, with a sub-sample participating 

in follow-up interviews through a mixed methods approach. The college leaders were in 

leadership positions of Dean, Associate Dean, and Head of Department. The data collection 

allowed the investigation of their perceived leadership styles and planning processes. It 

provided insights into their current practices and applied the balance scorecard. This had a dual 

role in engaging them in an exploration of their learning and growth, their college’s internal 

processes, customer and society satisfaction, and financial performance, besides demonstrating 

a potential strategy for them to use in the future. 

The research also showed that both college types experienced similar challenges. 

However, the ‘for profit’ focus of the private colleges, which were financed by investors, set 
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them apart from the public colleges that received their budget from the government. This 

difference produced different drivers of practices even though government policies applied in 

both cases. The financial model of the private colleges gave them more freedom in their 

business practices compared with the public colleges that faced and followed greater 

regulation. However, the leaders in both college types were shown to be struggling with their 

strategic planning and needed to gain a deeper understanding of the process and how data were 

required to inform on their performance outcomes. In addition, the need for staff appointment 

processes that ensured leaders were qualified and sufficiently experienced to do the job was 

emphasised. In addition, the Iraqi culture, in terms of the traditional gender roles and 

responsibilities, combined with the country’s instability and safety issues, also emerged as the 

reason for a much smaller proportion of women being in leadership positions in both public 

and private colleges. The culture of Iraqi society traditionally does not encourage women to 

have careers but expects them to be married and caring for their family first. Thus, the 

proportion of females in the sample was just over a quarter for each college type, which 

surprising for some interviewees. It was also found that, despite the fact that knowledge, 

experience and professional development are typically viewed as necessary to carry out a 

leadership role successfully, the research revealed that reports of corrupt practices 

demonstrated a devaluing of the need. This applied to some extent to appointing leaders in both 

college types as top-level management appeared not to care about staff being adequately 

qualified and experienced to do the job. 

Thus, the change required to achieve improved performance, demands a cognitive shift 

away from the leaders and staff’s routine practices and maintenance of the status quo, to be 

more professional and collaborative. But this needs to occur in the context of leadership styles 

that would enable the transformation of their workplaces. Such change was found to require 

professional development for all staff. This applied particularly to those in leadership positions 

to understand the difference between leadership and management, and how leadership styles 

impact on organisational culture, and the enculturation of staff, in order to achieve 

organisational success. It was found that the model of strategic planning required greater staff 

involvement and a collaborative approach. This also extended to the need to make connections 

out into the community to business and industry to ensure their respective degrees were 

meeting societal workplace needs. Moreover, the leaders in the study were eager for their 

colleges to enhance their reputations to ensure they ranked well both locally and globally in 
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the future. The focus on improvement also included academics having the time to research and 

publish on a par with their international counterparts. 

Building connections with universities abroad to enable leaders and other college staff 

to undertake professional development through visiting scholarships was also seen as a major 

way forward to bridge the knowledge and skills gap. Also, in terms of encouraging staff 

professional development and participation, a range of suggestions were made. These included 

resurrecting past professional development centres and creating other new ways of training. 

Besides leaders in both college types needing more knowledge and tools to support the process 

of strategic planning and implementation, they were also perceived to need encouragement 

from their top-level management. The leaders need to understand when, how and why they are 

successful, and facilitate discussions and collaboration involving mentoring of staff and use of 

strategies to engage staff, such as project-based learning. The employment of experts in 

strategic planning was seen as vital so that staff could make the necessary links between their 

plans and performance indicators, and actual data.  

The organisational culture of the colleges was seen as reflecting a lack of collaboration 

and teamwork that is necessary to foster the required change. Even though public college 

leaders saw themselves practising inspirational motivation, individualised consideration and 

intellectual stimulation are statistically significantly more important factors for private college 

leaders, and it was concluded that most leaders in both college types tended to preserve the 

status quo. This lack of evaluative action reflects a strong socio-political cultural influence on 

current college practices. For example, various social groups, e.g. tribes, political parties and 

militia, may have a powerful impact on the selection of leaders, and amongst the private college 

leaders on the length of their term in office. In this respect, the emergent themes from the 

interviews provided a deeper understanding of such influences on the respective colleges. They 

further illuminated the context of Iraq as a developing country that faces broader societal 

disruption and cultural impacts. In addition, the country lacks the advantage of reliable 

information communication technologies that are essential for both business practices and 

teaching and learning support. The introduction of information communication technologies is 

essential for future improvement, not only for the colleges but for business/economic growth 

in general. As confirmed by Dimelis and Papaionnou (2010), both developed and developing 

countries typically increase their productivity (GDP) as a result of the adoption of information 
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communication technologies. However, not only do the college staff require professional 

development opportunities that address issues of leadership style and its relationship to 

developing a positive organisational culture and ability to strategically plan, they also need 

skills in the application of information communication technologies to their business practices 

and teaching and learning. The college leaders in this study were generally aware of the need 

to move their practices into a more 21st century learning approach, but apart from the potential 

difficulties of effective Internet, other issues were seen as impacting on change. In the private 

colleges, where profit was the major goal, there was less motivation to enhance pedagogy and 

business practices. In contrast, the public college leaders were better positioned to change but 

had limited budgets. Thus, the research highlighted the importance of the role of government 

in facilitating change. This was because the public colleges’ need for a less frugal budget 

depended on government. In addition, the ministry was seen as having a responsibility to deal 

with the issues raised that were associated with inequitable and corrupt practices since it 

controlled policy and regulation, and could potentially ensure monitoring and enforcement. 

Thus, the basis for moving forward, as projected in Figure 6.2’s model, is underpinned by 

multiple opportunities for professional development, government policy and regulation, and 

the adoption and support of information communication technologies.  

While this research provides important and strategic advice for the colleges and the ministry, 

it is noted that future research may wish to extend inquiry into the employees who are not in 

leadership positions to compare their perceptions with those of the leaders. This would 

further triangulate the data by comparing the perceptions of leaders and their employees. In 

addition, this study included interviews with only two female leaders, since few females 

manage to become leaders, and it is generally culturally inappropriate for a male researcher to 

interview a female. Thus, future research would benefit from a more in-depth study from the 

perspective of female academics and leaders. As well, given that the findings of this research 

identify major challenges in relation to leadership, strategic planning, and organisational 

culture, as well as inequitable practices resulting from the influence of the wider socio-

political culture, this suggests the need to replicate this research in other sectors, such as in 

health, oil, housing, transport, and communications. 
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6.8.1 Recommendations 

The recommendations emerging from the study relate to the major emergent themes of: (1) 

acquisition of leadership and strategic planning skills and professional development; (2) the 

need for information communication technologies to support business operations and teaching, 

learning and assessment; (3) development of new community engagement processes to involve 

business and industry in the design of degrees to meet workplace needs; (4) the need to raise 

the rank, reputation and valuing of the colleges through national and global recognition/valuing 

of their degrees and qualifications; and (5) the need for stronger quality assurance practices 

and regulations to address inequitable/corruptive practices. 

6.8.1.1. Recommendation 1 

Once professional development can begin, and if information communication technologies can 

be utilised to support both business and course/learning delivery, there should be great potential 

for improved service and in turn high quality outcomes. New knowledge can positively reflect 

on leaders’ behaviours and dealings with staff by activating their skills, and motivations, and 

building trust, where collaboration and teamwork can lead to better performance. This has the 

potential to enable leaders on both sides to move towards practising transformational styles in 

a democratic way rather than being dictatorial, where the need for some transactional style has 

also been shown to be necessary with regards to protocols and administrative processes. In this 

way, change can be fostered to improve the current organisational culture and improve 

practices and outcomes. Thus, the study recommends an understanding of and emphasis on the 

importance of transformational styles for both groups. This is because of their potential to 

positively affect the leadership of the strategic planning processes, and the use of strategies, 

such as the balanced score card, to drive understanding and planning based on data. In addition, 

the emphasis on the need for information communication technologies at the same time plays 

a crucial role in creating change to achieve organisational success and a productive 

organisational culture. 

6.8.1.2. Recommendation 2 

In addition to the views and advice of the college leaders from both groups, research also 

supports the need for information communication technologies to be introduced with the 
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appropriate training to support the colleges business operations as well as teaching, learning 

and assessment. As noted earlier, as a developing country Iraq stands to significantly increase 

its GDP (Dimelis & Papaionnou, 2010) through the uptake of technology. As an essential 

strategy to enhance performance, it will allow for the use of various software to support the 

collection of performance data and ensure monitoring and evaluation of outcomes. This 

strategy also has the capacity to shift the colleges’ teaching and learning to a more 

communicative, dialogic model where academics and students have access to Internet 

resources and degree programs have the potential to be offered online. An additional advantage 

of this is the provision of greater support for professional development, academics’ 

international collaboration, research and publications, as well as related understanding and 

opportunities. 

6.8.1.3. Recommendation 3 

The research has shown that college leaders were concerned about the need for data from 

business and industry to feed into planning of their degree programs to ensure their currency. 

This was also seen as a strategic move in countering the potential for private enterprise to value 

income from fees over relevance of a degree. Thus, it is recommended that colleges develop 

community engagement planning processes to involve business and industry into the design of 

their degrees to ensure they meet workplace needs. This may be actioned in various ways, 

including setting up advisory boards, collaborating with the Iraqi Chambers of Commerce, 

organising work-integrated learning experiences and involving guest lecturers from business 

and industry connections. 

6.8.1.4. Recommendation 4 

This recommendation responds to the research major theme of the need to raise the rank, 

reputation and valuing of the colleges by ensuring the degrees and qualifications are of a global 

competitive standard. It is also relevant to Recommendation 3 in that college leaders 

emphasised the need for degrees to be relevant to the skills that future employers required. 

However, this recommendation highlights the need for high quality degree programs, and 

highly qualified academics with research track records and publications. This may be achieved 
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through development of connections with respected universities abroad to collaborate and 

possibly benchmark in both strategic planning and in teaching, learning and assessment.  

6.8.1.5. Recommendation 5 

This final recommendation responds to the need to address the influence of the wider socio-

political cultural influences on the colleges’ operations by strengthening the regulatory 

responsibilities of the ministry. There is a need for a review of policy and rules and the way 

they are implemented and monitored in both public and private colleges to ensure greater 

compliance. This is necessary to ensure stronger quality assurance practices are in place and 

policy regulations are followed to address the potential for corrupt practices. This would help 

address the divide between the public educational services funded by government and those 

provided by the ‘for profit’ private colleges and thus ensure greater parity. 
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APPENDIX B: Iraqi Governmental Higher Education System  

The standards which determine the students selection for public or private 

colleges 

According to the recent Ministry reports (Ministry, 2019a); Ministry (2019d), the entry 

standard for students enrolling in public or private colleges is students’ Year 12 achievement 

issued by their high school. For example, in the public colleges, if students achieve 95-100, 

they may enrol into the medical discipline, and a result of 85-94 enables entry into the 

engineering discipline, and similarly 75 – 84 applies to the sciences discipline, and so on, 

without incurring any financial costs, thus free of charge. However, of note is the fact that, 

according to the Ministry (2019c), students who do not attain these required entry scores for 

their discipline of interest may still enrol in any discipline if they choose to study through the 

private colleges but they are required to pay fees. However, Al-Rubaie (2014) has stated that 

most of the students prefer to study in the Iraqi public colleges, rather than private colleges, for 

a variety of reasons: the public colleges are the oldest; have more experience; have achieved a 

higher rank; are free of charge; good faculty; have an excellent reputation; and big buildings. 

For these reasons most Iraqi students prefer the public colleges.   

  

The private higher education system in Iraq 

The philosophy of human resources development is mainly related to the philosophy of the 

political, economic and social system of the state (Khattab, 2017). For example, in the capitalist 

system, problems of labour and economic activities determine the directions of educational 

policies (both quantitatively and qualitatively) according to its philosophy. Also, Taqah (2010) 

has pointed out that most developing countries still have no clear philosophy about their human 

resources development within the framework of an educational policy that is consistent with 

their requirements and conditions. Where the human resources development is an aim that can 

be reached, it is achieved through a series of decisions and policies of human investment 
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according to the education system and the pattern of production prevailing in society (Nasser, 

2016). 

Based on that, there are some economists who have different views on the content and 

dimensions of higher education. In the capitalist system, some economists, such as Friedman, 

argue that the state does not intervene in financing, directing, and covering costs of the 

educational institutions (Taka & Agelan, 2005). In contrast, other systems allow educational 

institutions to cover their costs by imposing appropriate wages that pay the beneficiaries 

through the granting of loans; these are then repaid to the creditor (government) when students 

acquire a job. This philosophy is successful and at the same time it reinforces the principle of 

private ownership and achieving profits. However, Glewwe and Muralidharan (2016) have 

argued that in most developing countries, higher education is provided free of charge by the 

state because free education is part of the philosophy of the political system, which primarily 

aims to improve the living standards of individuals and continue the policy of supporting them 

by the state.  

Since Iraq is a developing country that depends on the philosophy of free higher education 

through the development plans of human resources that were prepared and implemented during 

the 1970s and 1980s, this has led to improving investment in higher education by increasing 

the volume of allocated financial investments. A consequence of this was that there has been 

an increase in the number of universities and educational institutions, and a raising of the level 

of quality during that period (Mazawi, 2017; Taka & Agelan, 2005). However, an economic 

embargo during the 1990s had negative effects on the overall economic and social activity in 

the country, and led to the adoption of a new strategy for higher education in allowing the 

private sector to provide university education (Al-Tikriti, 2005). Therefore, at the end of the 

nineteen eighties, Iraq started applying a plan for private education in order to encourage 

private investment in creating private colleges (Taka & Agelan, 2005). This means that Iraq 

had a clear philosophy in developing and orientating human resources and creating an 

appropriate systems and frameworks that were consistent with the nature of the circumstances 

in that period. 

Hence, private education has played an essential role in supporting human resource 

development through the ensuing capacity building and efficiencies that have led to creating 

positive competition, rather than negative, within government higher education. Thus, today 

the Iraqi government provides free education through public colleges but allows private fee-
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paying colleges to operate at the same time. Therefore, the inclusion of both public and private 

education provides a united approach and response to the increasing student demand to enrol 

in the colleges at various ages and stages. 

 

History of private higher education in Iraq 

The private universities and colleges are comprised of the vital institutions of the Iraqi higher 

education sector. They are responsible for the  educational  preparation of specialised and 

scientific staff who are vital to the country’s productive activities and societal needs (Sadik, 

2018). This responsibility has created specialised employers and employees in various 

economic sectors, considering the rapid increasing in the volume of secondary education in 

terms of the number of graduates and the increasing demand by students for these colleges (Al-

Allaf, 2009). The main aim of private education is to build a knowledge society that is able to 

respond to the many changes and societal developments that require new curricula and strategic 

plans to recruit and mobilise human resources in achieving sustainable development and 

covering market needs. This applies especially to the fields of knowledge of education and 

scientific research, in order to achieve high quality and performance. 

Therefore, in 1963, private higher education started in Iraq and the University College was the 

first university that was founded by the Teachers' Union. In 1968, the name of the university 

college was replaced by the name "Mustansiriyah University". In 1974, the Mustansiriyah 

University became a public university by decision no 102. During that period (1974 - 1986), 

the private higher education in Iraq did not get enough attention. In 1987, decision no.814 was 

issued in order to establish and organise the private universities and colleges. In 1988, the Iraqi 

regime started to care about the private higher education, where between 1988 - 1996 nine 

colleges were established, as shown in Table 1.3.  

 

Table 1.2: The private colleges that were established between 1988 – 1996. 

No  Name of college No of Departs City or province  Year 
1 Al-Turath University College 13 Baghdad  1988 
2 Almamon University College  12 Baghdad 1988 
3 Alrafidain University College 16 Baghdad 1988 
4 AlMamoun University College 11 Baghdad 1990 
5 Shatt Al-Arab University 

College 
5 Basrah  1993 
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6 Al-Maarif University College 9 Anbar 1993 
7 Al-Hadba'a University College 10 Mosul  1994 

8 Baghdad College for Economic 
Sciences University 

5 Baghdad  1996 

9 Al Yarmouk University College 7 Diyala  1996 

Source: Ministry of higher education and scientific research / department of private education 

2018-2019 

 

In 8/1996, the first Law of the Private Universities and Colleges, No. 13 was issued. This law 

considered the private universities and colleges are non-government and non-profit 

organisations. This law established 34 private colleges and 7 universities, as shown in Table 

1.4.  

 

Table 1.3: The private colleges and universities that were established according to Law 

1996 no 13. 

No  Name of college No of Departs City or province  Year 
1 Baghdad College of Medical 

Sciences   
2 Baghdad  2000 

2 Al al-bayt University   11  Karbala  2004 
3 Islamic University 5 Babylon 2004 
4 Islamic University 12 Najaf 2004 
5 Dijlah University College 14 Baghdad  2004 
6 Alsalam University College 16 Baghdad 2004 
7 Alkafeel University 8 Najif  2004 

8 Madenat Alelem University 
College 

9 Baghdad  2005 

9 Sheikh Tusi University College 5 Najif  2006 
10 University of Imam Sadiq (AS) 11 Baghdad  2009 
11 Al Rasheed University College 2010 Baghdad  2010 
12 Iraq University College 5 Basrah  2010 
13 Sader Al Iraq University College 5 Baghdad  2010 
14 Al Qalam University 13 Kirkuk 2010 
15 Alhussain University College 6 Karbala 2010 
16 Al-Hikma University College 7 Baghdad  2010 
17 Al-Mustaqbal University 

College 
17 Baghdad 2010 

18 Imam University College  3 Salahuddin 2010 
19 Hilla University College 11 Babylon  2011 
20 The Osol Aldeen University 

College 
7 Baghdad  2011 
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21 AL-ESRAA University College 18 Baghdad 2013 
22 AlSafwa University College  10 Karbala 2013 
23 Kut University College 9 Kut  2013 
24 Al-Mustafa University College 6 Baghdad  2013 
25 Mazaya University College 11 Dhi Qar 2013 
26 AlNoor University College 11 Mosul  2013 
27 Alfarahidi University  16 Baghdad 2013 
28 Al-kunooze University College 4 Basrah  2013 
29 Al Farabi University College 13 Baghdad  2013 
30  Albani University College 5 Baghdad  2013 
31 Taf University College 3 Karbala 2014 
32 Zahrawi University College 4 Karbala  2014 
33 Alnukhba University College 5 Baghdad  2014 
34 Al-Nisour University College 8 Baghdad  2014 
35 Fiqh University College 2 Najif  2014 
36 Bilad Al Rafidain University 

College 
20 Diyala 2014 

37 National University of Science 
and Technology 

4 colleges  Dhi Qar 2015 

38 Al_Amal University College 3 Baghdad  2015 
39 Basrah University College of 

Science and Technology 
4 Basrah  2015 

40 Uruk University College 13 Baghdad  2015 
41 Al-Hadi University College 11 Baghdad  2016 

Source: Ministry of higher education and scientific research / department of private education 

2018-2019 

In 2016, the government issued the second law of the private higher education No. 25 

(Alowkake Iraq, 2016, May 19). According to Razzouki and Abdel Amir (2019), this law 

organised a new method for the mechanism of supervision of the Ministry of Higher Education 

in relating to the establishment and structure of the scientific departments. Also, it developed 

a mechanism of appointment of faculty and staff members, and a promotional process. In 

addition, this law allowed some colleges to upgrade to universities in 2018, including, Al-

Turath University College that was established in 1988, Dijlah University College established 

2004, and Alfarahidi University College that was established as recently as 2013. Furthermore, 

it explained the method of distribution and management of funds in order to provide the 

necessary requirements for the success of the educational and academic processes in all aspects. 

However, Jasim (2018) has argued that this law considers private colleges and universities as 

“for profit” organisations. Furthermore, they have to pay 3% of their total income from colleges 

or university that may reach between 25-27% from net profit to Higher Education Ministry 
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HEM. In addition, this law substantially raises profits of investors from 10% to 25% from the 

net profit of the college or university. As a result, this law has resulted in one institute, 5 

colleges, and 18 universities (Ministry, 2019b), as shown in Table 1.5.  

 

Table 1.4: The private colleges and universities that were established in accordance with Law 

2016 no 25. 

No  Name of college No of Departs City or province  Year 
1 Albayan University 7 colleges  Baghdad  2016 
2 Teachers Institute of Higher 

Studies  
2 Najif  2017 

3 University of Imam Sadiq (AS) 8 Maysan  2017 
4 University of Imam Sadiq (AS) 6 Najif  2017 
5 University of Imam Sadiq (AS) 4 Muthanna 2017 
6 University of Imam Sadiq (AS) 4 Dhi Qar 2017 
7 University of Imam Sadiq (AS) 4 Diyala  2017 
8 University of Imam Sadiq (AS) 7 Saladin 2017 
9 University of Imam Sadiq (AS) 6 Kirkuk 2017 
10 University of Warith Alanbiyaa  11  Karbala  2017 
11 Al-mustafa Alameen University 3 colleges   Baghdad  2017 
12 Ashur University College 6 Baghdad  2017 
13 University of Al-Ameed 3 colleges Karbala  2017 
14 Almanara University College of 

Medical Sciences  
6 Maysan 2017 

15 Al Ayen University 8 Dhi Qar 2017 
16 Middle East College 3 Baghdad  2017 
17 Al-Amarah University College 4 Maysan 2017 
18 Jannat Iraq University College 1 Al Anbar 2017 
19 Al - Zahra University 3 colleges  Karbala  2018 
20 Al Kitab University 12 Kirkuk 2018 

21 Islamic University 5 Al-Qādisiyyah 2018 
22 American University 10 colleges Baghdad  2019 
23 University of Gilgamesh 3 colleges Baghdad  2019 

Source: Ministry of higher education and scientific research / department of private education 

2018-2019 

 

The established universities in provinces of Northern Iraq are associated into one region 

(Kurdistan Region KR). These universities have been established between 2004 – 2014 in 

accordance with law of private higher education in Ministry of higher education of Kurdistan 
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Region (Sadik, 2018). However, these universities were not acknowledged by the Iraqi HEM 

until 2017 (Ministry, 2019b). There are 13 of these universities, as shown in Table 1.6.    

 

Table 1.5: The private universities that were established in Iraq Kurdistan Region in 

accordance with Law 2016 no 25. 

No  Name of college No of Departs City or 
 Province 

Year of 
Establishment  

Year of 
Acknowledgement 
by Iraqi HEM 

1 Nawroz University 5 colleges Duhok 2004 2017 
2 The American University  7 Sulaimani 2007 2017 

3 Cihan University 6 colleges Erbil 2007 2007 
4 Cihan University 6 Sulaimani 2007 2017 
5 Lebanese French 

University LFU Erbil 
4 colleges  Erbil  2007 2017 

6 Tishk University 7 Erbil  2008 2017 
7 University of Human 

Development 
4 colleges Sulaimani 2008 2017 

8 Knowledge University 5 colleges Erbil  2009 2017 
9 Catholic University  7 Erbil  2012 2017 
10 Bayan University 3 colleges Erbil  2013 2017 
11 The American University 5 Duhok 2014 2017 
12 Cihan University 6 Duhok 2014 2017 
13 International University 

of Erbil 
4 Erbil 2014 2017 

Source: Ministry of higher education and scientific research / department of private education 

2018-2019 

 

Thus, the researcher can provide detailed figures about the distribution of private colleges and 

universities in the Iraqi provinces that have been established since 1988 and current exist, 

according to their places and numbers, as shown in Figure 1.4. 
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Figure 1.2: Distribution of private colleges and universities in the Iraqi provinces  

 

Figure 1.2 indicates that Iraq has 48 private colleges and 38 universities. Also, this figure 

reflects Baghdad city’s substantially higher percentage of \private colleges and universities (22 

college, 45.83%; 9 universities, 23.68%) compared with other provinces from the total number 

private colleges and universities. However, the province of Erbil has just 7 universities 18.42%. 

On the other hand, half of Iraqi provinces have between just 1 to 2 private college and that is 

not fair. That means there are not actual standards in distributing the private colleges and 

universities in  Iraqi provinces.    

Figure 1.4 shows that Karbala has (5 college, 10.41%; 3 universities, 8.57%). Similarly, the 

province of Najif has (4 college, 8.33%; 2 universities, 5.71%) compared with the province of 

Dhi Qar that has (1 college, 2.08%; 3 universities, 8.57%). In contrast, the provinces of 

Sulaimani, Kirkuk, and Duhok have just 3 universities in each province 8.57.  Again, provinces 

of Mosul, Anbar, and Babylon have just 2 universities in each province 5.71%. By contrast, 

the rest of the provinces Al-Qadisiyyah and Muthanna have just one college each. 
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APPENDIX C: Overview of Relevant Empirical Studies 
 

No.  Author, Tittle, & Year Methods/sample Aim / focus Outcomes / Findings Recommendation and Suggestion 

1.  Alexandra L. (1999) A Strategic 
Planning Primer for Higher 
Education 

brief history of strategic 
planning, emerging challenges 
in higher education (USA) 

overview of the strategic planning 
process 

basic models and steps of a strategic 
planning process, adapting strategic 
planning to unique needs of higher 
education 

the need for strategy in higher 
education, and the dynamics of the 
university-based strategic 
planning 

2.  Kotler, P. and Murphy, P.E., 
(2004). Strategic planning for 
higher education.  

Survey study through reviewing 
literature review 

Is there empirical evidence 
whether SP does or does not work 
in higher education. Does SP can 
be done poorly or it can be done 
well in Higher Education 

Strategic planning “remains a 
powerful tool for advancing 
a college’s or university’s vision 
 
 

Strategic planning, if properly 
implemented, can have a powerful 
impact on advancing and 
transforming colleges and 
universities. 

3.  Taylor, J. and Machado, M.D.L., 
(2006), Higher education 
leadership and management: 
From conflict to interdependence 
through strategic planning. 

This study is survey study about 
previous empirical literature in 
higher education institutions that 
relate about impact the 
leadership style and 
management in strategic 
planning process. 

The purpose is to make ideal 
framework for strategic planning 
process in HEI that leads to 
achieve organizational success 
across good leadership and 
management 

There are number from HEI still 
unable to do strategic planning 
because of weak leadership and lack 
of vision as well as organizational 
culture 

SP is one of the most important 
tools of higher education for 
several decades depending on  
 Abilities and skills of leaders if 
not that will lead to failure S P in 
HEOs because of weak leadership. 

4.  Wang, C., Walker, E. A., & 

Redmond, J. L. (2007). 
Explaining the lack of strategic 
planning in SMEs: The 
importance of owner motivation. 

Coopetition strategy model. 

Empirical study 

The aim of this study is to identify 

‘barriers’ that hinder planning in 
order that these may be overcome 
or else mitigated to encourage 
strategic planning in SMEs... 

There are two key points. One, that 

the antecedents of planning have not 
been properly accounted for and; 
two, that studies investigating the 
lack of strategic planning in SMEs 

Some factors for managers 

influenced by education, gender, 
ethnicity, social marginalisation, 
family commitments, and personal 
aspirations. Also, strategic 
planning drive business 
development, competitiveness and 
hence, economic success.   

5.  Kaissi, A.A., Begun, J.W. and 

Welson, T., 2008. Strategic 
planning processes and hospital 
financial performance. 

It is empirical research. Multiple 

linear regression analysis, 
deviations. Structural equations 
and interviews model. The 
sample was 138 chief executive 
officers (CEOs) of hospitals in 
the state of Texas 

The purpose of this research is to 

provide evidence proves the 
association between strategic 
planning processes and financial 
performance 

The sample shown % 87 percent 

from hospitals reported having a 
strategic plan. In addition, about 
one-half of the hospitals assigned 
responsibility for the plan only to 
the CEOs 

The need to evaluating the cause-

and-effect relationships between 
SPP and performance. Leader’s 
role in support the SPP is a key 
component. Also, support of 
government 
Stakeholder 

6.  Judah, N. and Paul, O., (2009) 

(Strategic planning and 

Survey study through reviewing 

literature review 

how to run an education system 

within a larger national 

Strategic planning offers education 

institution(s) opportunity to identify 
how it will commit resources over 

Strategic planning is therefore an 

important approach to educational 
planning in modern world 
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No.  Author, Tittle, & Year Methods/sample Aim / focus Outcomes / Findings Recommendation and Suggestion 

implementation: An educational 
institution perspective. 

development perspective through 
constraints 

the long term in order to accomplish 
its mission. 

7.  Plant, T., (2009), Holistic strategic 
planning in the public sector.  

A holistic strategy model. 
Empirical study 

This article focuses on developing 
a holistic approach to strategic 

planning 

Successful approach views all 
components in the process as an 

integrated system through a holistic 
strategic framework A lack of 
involvement of stakeholders. 

The success of a strategy depends 
on good leadership, which will 

result in the development of a clear 
strategy. 

8.  Fathi, M. and Wilson, L., 2009. 
Strategic planning in colleges and 
universities. Business 
Renaissance Quarterly. 

This study is empirical in COll 
and UNIVER 

This article focuses on leader’s 
roles in practicing SP process to 
achieve organizational success. 
The key function for SP is to 

achieve competitive advantage for 
COll and UNIVER. 

Successful approach will view all 
components in the process as an 
integrated system through a holistic 
strategic framework. S P is vital tool 

to the success of colleges and 
universities. 

Colleges and universities must use 
S P in order to grow and prosper, 
so it leads to create and sustain 
competitive advantage. Major 

cause to failed SP is leaders so, 
lead to drop the performance 
colleges.  

9.  Al-Turki, U., 2011. A framework 
for strategic planning in 
maintenance.  

An analytical methodology is 
adopted to develop a systematic 
approach for implementing the 
framework 

 The aim is to introduce a 
framework for maintenance SP 
that takes into consideration the 
view of maintenance in relation to 
other parts of the organization at 

different levels. 

The study finds that the involvement 
of major stakeholders as well as top 
management commitment is 
essential for the successful 
development of a maintenance 

strategic plan. 

Practical implications–Senior 
maintenance managers and 
strategy developers may benefit 
from this study in developing their 
own plans.   

 

10.  Ridwan, M.S. and Marti, J., 2012. 
The Study on Strategic Planning 
and Organizational Performance 
in the Regional Government  

Case study model. It employed a 
qualitative research method for a 
framework. In addition, it used 
unstructured interviews. The 
population is the Indonesian 
banking both private and state 
banks. The total banks number is 

26 bank and have chosen three 
banks as a sample.  

The aim of this study is to explore 
reality the strategic planning 
practices in these banks. In 
addition, to understand the link 
between strategic planning 
practices, institutional context, 
and organizational performance  

the role of CEO in all three banks 
have very crucial role in strategic 
planning process through given big 
picture of the future direction of the 
company in front of the staff 
(strategic planning team) and then 
strategic planning team translate the 

guidance of CEO in their strategic 
planning design 

The strategic planning process be 
effective and useful, if their 
commitment and involvement with 
all over the organization.  The 
future study needs to be examined 
using quantitative method with 
larger sample. 

To study impact strategic planning 
and leadership in organisational 
performance. 
 

11.  Ofori, D. and Atiogbe, E., 2012. 
Strategic planning in public 
universities: a developing country 

perspective. 

Empirical study on strategic 
planning in three public 
universities in Ghana. 

The aim is to assesses strategy 
development, the implementation 
process, the main challenges to SP 

in public universities, and what 
their success factors? 

Findings indicate that the nature, 
form, and sophistication of 
information and communication 

technology use influenced 
successful implementation of 
strategic plans for two public 
universities 

 It suggested that members of staff 
perceived strategic planning to be 
the responsibility of top 

management. There is little 
ownership and commitment by 
academic and other stakeholders. 
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12.  Abdul Malik, S., Al Kahtani, N.S. 
and Naushad, M., (2013). 
Integrating AHP, SWOT AND 
QSPM in strategic planning-an 
application to college of business 

administration in SAUDI arabia. 

Experimental study in HEs. It 
created new the strategy - 
formulation analytical 
framework. The sample is Dean, 
Assistant Dean for Quality & 

Development, Senior 
Consultant, Professors, Heads of 
Academic Departments and a 
Students. 

This paper demonstrates the 
integration of the qualitative and 
quantitative techniques, SWOT, 
Strategic Planning with Analytical 
Hierarchy Process in crafting the 

strategy of a business. 

The researchers integrated AHP, 
SWOT and QSPM in Strategic 
Planning at College of Business 
Administration Al Kharj (CBAK) in 
Saudi Arabia. 

Mission development; goal 
setting; strategy development and 
selection; strategy 
implementation; and evaluation, 
review, adjustment. Also, it 

assures on leader role in S P. 

13.  Zandi, G., Sulaiman, M., Al 
Atiyat, H.M. and Naysary, B., 
(2013), The strategic planning 

process and current practices.  

It applied in two prominent, non-
competing companies in UMW 
Toyota Sdn. Bhd and the 

Chemical Company in Malaysia 
and it adopted comparative 
qualitative case study. 

The aim is to investigate in depth 
the different aspects, processes 
and practices employed by these 

well-known 
Companies for their SPP. 
 

The research findings revealed 
common as well as distinctive 
strategic planning practices between 

the companies under the study. 

The literature lacks a 
comprehensive explanation on 
how to achieve organisational 

success through strategic planning.  

14.  Khan, M. (2014), Strategic 
Planning and Reality of External 
Environment  

in the small and medium 
enterprises 

To identify Strategic Planning and 
External Environment of 
Organizations in Contemporary 
Business  

strategic planning perspective in 
developing countries is very limited 

SP plays an important and key role 
in the success and survival of all 
kinds of business organizations. 
The SP is essential for any 
organization success. 

 

15.  Howes, T.C.N, (2014), Strategic 
Planning Leadership  

 Empirical study in Illinois 
community 
colleges in an attempt to 
identify the leader responsible 
for facilitating the SPP 

Leadership and planning are two 
essential components for the 
viability of 
community colleges. 

The study found 
that individuals responsible for 
leadership activities highly 
correspond with the skills 
associated with behavioral LS , 

provide insight into the type of 
leadership needed for strategic 
planning in 
community colleges during these 
ever-changing times. 

16.  Mano, M., Carvalho, F., Silva, M. 
and Rocha, F., (2015), 
Implications on the Design and 
Methodology of a Strategic 
Planning Process in a University.  

 This study is empirical and 
applied in University of Coimbra 
across SPP. This study depended 
on workshops method by three 
levels to lead (S P P) in 
university: the corporate level 
(university); the business level 
(the Faculties) and the functional 
level.  

 The purpose is to provide details 
the about design of a change 
model in a University by strategic 
SPP. Also, this study placed some 
principles and critical factors to 
achieve organisational success 

This study highlighted on 
importance of leadership role to 
identify strategic direction is for the 
university and the double role of the 
rector and deans, at corporate and 
business level in SPP. It put 
framework.  

Should be taken into account to 
give important inputs to a design 
process of SPP in the specific 
context HEs Institutions to achieve 
organisational success. As, it is 
important to make known that this 
is a shared vision (across top and 
middle management and main 
stakeholders) 
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17.  Babafemi, I.D., (2015). Corporate 
Strategy, Planning and 
Performance Evaluation: A 
Survey of Literature. 

Survey study of literature,   This study mainly focused on the 
connection between the strategic 
planning process and 
organizational performance 

this article has argued that effective 
strategic planning indeed has a 
positive impact on organizational 
performance 

The organizations that practice SP 
will be survived. The firms that 
embrace strategic planning will 
lead them to improve their 
performance.  

18.  Elbanna, S., Andrews, R. and 
Pollanen, R., (2015). Strategic 
Planning and Implementation 
Success in Public Service 
Organizations: Evidence from 
Canada.  

It is empirical in Canadian 
public sector that consists from 
three levels are federal, 
provincial and municipal. A 
structured online questionnaire 
was used to collect data from all 
three major levels of Canadian 

Governments. Survey 
participants were identified from 
online databases (organizational 
websites) by e-mail addresses 
were available. 

To examine the role that formal 
strategic planning plays in 
determining the success of 
strategy implementation in a set of 
more than 150 public service 
organizations from Canada. 

Formal strategic planning has a 
strong positive relationship with 
implementation, which, though 
mediated by managerial 
involvement, becomes even more 
salient in the face of stakeholder 
uncertainty 

.SP helps in coordinating and 
integrating efforts, knowledge and 
capabilities to achieve the 
organization success. Also, SP has 
a positive and significant impact 
on managerial involvement that 
leads to the enhancement of 

managers’ commitment to and 
alignment with public policy and 
organizational priorities 
 

19.  Kohzadi, M. and Hafezi, S, 2016  
The effect of strategic planning on 
organizational performance in 

industrial estate companies of 
Gachsaran 2014-2015 years 

Empirical study, structural 
equation model with top 
managers of the companies. It 

applied on 102 managers 
(owners) of small industrial 
organizations. So, the sample of 
this research equal the study 
population 

The aim of this study is to measure 
the effect of strategic planning on 
the performance of the 

organization as well as to evaluate 
this model. 

The role of strategic management 
and its implementation in the 
industrial firms was poor toward the 

organisational performance. There 
is significant linear correlation 
between strategic planning and 
environmental change. 
 

To apply further in depth research 
about strategic planning process 
and organisational success. 

To determine more involved 
elements in strategic planning 
process. 
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APPENDIX D: Overview of Literature Review on Leadership, Strategic Planning, and Organisational Success in 
Iraq Context 

 

Table: Overview of literature review on leadership, strategic planning, and organisational success in Iraq context  

Author, tittle, and journal’s name   Place of study and its 
type  

Focus/aim Finding Recommendation 

Al-Qaisi, F and Khawam, Z. (2015), The 
leadership skills and its impact in the strategic 
planning. Journal of Economic and 
Administrative Sciences, vol 21, no. 86, pp.196-
126 

Empirical research in 
the Planning Ministry, 
Iraq – Baghdad. 

To explore the leadership skills in 
the ministry and what the best 
style for it. Also, explore the 
relation and effect between the 
leadership skills and strategic 
planning. 

The study’s findings shown that 
leadership skills and strategic planning 
process have positive effect on 
improving the organisation’s 
performance. 
 

Must to enhance the leadership styles that lead 
to create effective administrative leaders that 
encourage to using the strategic planning and 
hence developing the performance. 
 

Saeed and Muzaffar (2016) The impact of 
leadership styles in the crisis management center 
the strategic planning, Journal of Economic and 
Administrative Sciences (JEAS)/ Baghdad vol 22, 
no. 92, pp 159-196 

 Empirical research in 
the Ministry of 
Electricity Iraq – 
Baghdad.  

To examine the relation and effect 
of the leadership styles and 
strategic planning.   

There is significant correlation between 
strategic leadership and strategic 
planning 

shpuld to invest the leadership role in 
formulation the strategic plans for the public 
organisations. 
 

Al-Tai, A and Naji, M. (2015), The organisational 
change role in achieving the organisational 
success, Journal of Economic and Administrative 
Sciences 
vol. 21, no. 86, PP. 46-70 

Empirical research in 
the Ministry of Oil, 
Iraq – Baghdad. 

To explore the organisational 
change role in achieving the 
organisational success 

The study’s findings shown that 
leadership role has positive effect on 
organisational success. 
 

Confirmed on studying importance of LS and 
SP together 

Al-Jader, S. and Marjah, Z. (2016), the leadership 
skills in the organisational confidence, Journal of 
Economic and Administrative Sciences 
Vol. 22, No. 87, PP. 242-252 

Empirical research in 
the Ministry of Higher 
Education and 
Scientific Research. 
Iraq – Baghdad. 

To examine the relation and effect 
of the strategic leadership skills in 
organisational trust  

There is significant correlation between 
the leadership skills and organisational 
trust 

Must to invest positive effect between the 
leadership styles and the organisational 
confidence in the strategic planning process to 
improving the organisational performance. 
 

Al-Kubaisi, S. and Al-Kaoud, A, (2016), The role 
of academic leadership practices in activating 
human capital, Journal of Economic and 
Administrative Sciences, vol 22, no. 87, PP. 1-26. 

Empirical research in 
some universities, Iraq 
– Baghdad. 

To examine the relation and effect 
of the role of academic leadership 
practices in activating human 
capital 

The study’s findings shown that the role 
of academic leadership practices has 
positive effect on improving the 
organisation’s performance. 
 

The need to investing the academic leaders in 
Iraqi universities in the developing of a model 
of   the performance management and human 
capital to raise the competitive ability of those 
universities in the local and international 
levels. 
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Al-Husseini,S and Elbeltagi, I. (2016), 
Transformative leadership and innovation:, 
journal Studies in Higher Education, vol. 41, no. 
1, pp 159-181 

A comparison study 
between Iraq's public 
and private higher 
education 

To examine the relation and effect 
of transformative leadership and 
innovation 

plays a pivotal role in enhancing 
product and process innovation and that 
the style would be ideal in an Iraqi 
educational context. As, it would 
promote strategies for developing 
innovation in both sectors 

This study recommended both Transformative 
leadership and strategic planning process to 
improve the performance 

Jassem, Humam Falah and Hussain, Farah (2017) 
Effective administrative leadership in the 
implementation of public policies, Journal of 
Economic and Administrative Sciences (JEAS)/ 
Baghdad,vol. 23, no. 98,pp 128-148 

Analytical look at the 
Baghdad Province 
Council 

To explore between effective 
administrative leadership and 
implementation of public policies 

The Baghdad province council has no 
clear vision to build plans, long-term 
policies, which identifies through the 
obvious weakness in the performance 
and motivation of the employees 

To conduct several similar researches in this 
field because vital of administration leadership 
in implementation of strategic policies  

Saeed, Sana and Ali, Farah (2018), the Role of 
Personality characteristics of the leader in 
business organizations entrepreneurship, Journal 
of Economic and Administrative Sciences 
(JEAS)/ Baghdad,vol. 24, no. 109,pp 92-117 
 

Empirical research in 
13 private colleges in 
Baghdad city 

To find the effective role of the 
personality characteristics of the 
Leader in achieving the 
entrepreneurship by studying the 
effect of the special dimensions of 
personality characteristics  

the organizations use the 
entrepreneurship to achieve customers 
satisfaction through improving the 
levels of current services, and through 
the personality characteristics of leaders  

This research recommended to conduct more 
researches in features of leadership and 
organisational success 

Nader, AM and Jassim, AH (2019), role of 
strategic leadership in achieving organizational 
excellence, Journal of Economic and 
Administrative Sciences (JEAS)/ Baghdad, vol. 
25, no. 114, pp 225-241 
 

field research was one 
of organisations of 
Iraqi industry Ministry 
in Al-Faris General 
Company  
 
 

To determine the role of strategic 
leadership in achieving 
organizational excellence 

The strategic leadership is positively 
related with organizational excellence 

A set of recommendations was formulated to 
who are interested in this subject 

Hussein and Abdel Hassan (2020), the role of the 
strategic mind of human resources managers in 
strategic drift, Journal of Economic and 
Administrative Sciences (JEAS)/ Baghdad, vol. 
26, no. 117, pp 200-211 
 

Empirical study in one 
of organisations of 
Ministry of Industrial 
and Metals (Public 
Company of Concrete) 

testing the relation between 
practices of the strategic leaders 
and implementation of 
organisation’s strategic 

The strategic leadership is positively 
related with strategy of organization 

it suggested the need for research into the 
strategic leadership practices and the 
entrepreneural dimensions in order to achieve 
success of the organisations 
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APPENDIX E: Results Variables of the Study in Relating to Cronbach's Alpha 

Test 
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APPENDIX F: Ethical Approval 

 
 



 

 

 

311 

APPENDIX G: Survey Package Returns Aramax Receipt 
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APPENDIX H: Overview of Descriptive Statistics 

Table: data analysis of Multifactor Leadership Style MLQ in the public colleges 

No  

Items of Questionnaire 

Not at all 

(1)   

Occasiona

lly (2) 

Sometim

es (3) 

Often (4) Frequentl

y (5) 

M SD CV 

f % f % f % f % f % 

Q1 CR I provide others with assistance in exchange for their efforts 9 16.1 3 5.4 5 8.9 16 28.6 23 41.1 3.73 1.45 38.87 

Q2 IS I re-examine critical assumptions to question whether they are 
appropriate 

7 12.5 4 7.1 11 19.6 24 42.9 10 17.9 3.46 1.23 35.54 

Q3 MBEP I fail to interfere until problems become serious 25 44.6 16 28.6 9 16.1 6 10.7 0 0 1.92 1.02 53.12 

Q4 MBEA I focus attention on irregularities, mistakes, exceptions, and 
deviations from standards 

10 17.9 10 17.9 19 33.9 15 26.8 2 3.2 2.78 1.17 42.08 

Q5 LF I avoid getting involved when important issues arise 21 37.5 11 19.6 8 14.3 9 16.1 7 12.5 2.43 1.45 59.67 

Q6 IIB I talk about my most important values and beliefs 13 23.2 5 8.9 12 21.4 13 23.2 13 23.2 3.14 1.48 47.13 

Q7 LF I am absent when needed 26 46.4 12 21.4 12 21.4 4 7.1 2 3.6 2.00 1.14 57 

Q8 IS I seek different opinions when I need to solve problems. 4 7.1 9 16.1 5 8.9 24 42.9 14 25.0 3.62 1.22 33.70 

Q9 IM I let people know I am positive about the future. 6 10.7 9 16.1 2 3.2 22 39.3 17 30.4 3.62 1.35 37.29 

Q10 IIA I expect people to be proud of the work they do with me. 9 16.1 6 10.7 2 3.2 18 32.3 21 37.8 3.64 1.48 40.65 

Q11 CR I discuss in specific terms who is responsible for achieving 
performance targets 

8 14.3 3 5.4 6 10.7 24 42.9 15 26.8 3.62 1.32 27.62 

Q12 MBEP I don’t take any action until things go wrong. 30 53.6 12 21.4 4 7.1 8 14.3 2 3.2 1.92 1.23 64.06 

Q13 IM I talk enthusiastically about what needs to be accomplished 4 7.1 9 16.1 5 8.9 25 44.6 13 23.2 3.60 1.21 33.61 
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Q14 IIB I stress the need to get the job done well. 4 7.1 8 14.3 3 5.4 19 33.9 22 39.3 3.83 1.29 33.68 

Q15 IC I make time to coach the people I work with. 4 7.1 8 14.3 3 5.4 16 28.6 25 44.6 3.89 1.31 33.67 

Q16 CR I make sure my staff understand the reward for getting the job 
done well. 

4 7.1 10 17.9 4 7.1 20 35.7 18 32.1 3.67 1.29 35.14 

Q17 MBEP I make it clear that I believe "If it isn't broke, don't fix it." 9 16.1 20 35.7 17 30.4 5 8.9 5 8.9 2.58 1.14 44.18 

Q18 IIA I put the group goal before my personal goal. 6 10.7 9 16.1 8 14.3 5 8.9 28 50.0 3.71 1.48 39.89 

Q19 IC I treat my staff as individual not just members of a group. 11 19.6 4 7.1 6 10.7 21 37.5 14 25.0 3.41 1.44 42.22 

Q20 MBEP I have a clear vision of the future for our work. 27 48.2 10 17.9 11 19.6 5 8.9 3 5.4 2.05 1.24 60.48 

Q21 IIA I act in ways that build others’ respect for me 7 12.5 9 16.1 3 5.4 5 8.9 32 57.1 3.82 1.55 40.57 

Q22 MBEA I give time to solving problems. 8 14.3 6 10.7 7 12.5 19 33.9 16 28.6 3.51 1.38 39.31 

Q23 IIB I consider the moral and ethical consequences of my decisions. 7 12.5 5 8.9 5 8.9 15 26.8 24 42.9 3.78 1.41 37.30 

Q24 MBEA I keep track of staff members’ mistakes 4 7.1 9 16.1 5 8.9 23 41.1 15 26.8 3.64 1.24 34.06 

Q25 IIA I promote my authority and confidence. 5 8.9 9 16.1 3 5.4 20 35.7 19 33.9 3.69 1.33 36.04 

Q26 IM I articulate a compelling vision of the future. 6 10.7 8 14.3 2 3.6 23 41.1 17 30.4 3.66 1.33 36.33 

Q27 MEA I direct my attention toward failures to meet standards 10 17.9 10 17.9 22 39.3 5 8.9 9 16.1 2.87 1.28 44.59 

Q28 LF I avoid making decisions 27 48.2 6 10.7 11 19.6 7 12.5 5 8.9 2.23 1.40 62.78 

Q29 IC I treat my staff as individuals with different needs, skills and 
goals. 

6 10.7 5 8.9 5 8.9 22 39.3 18 32.1 3.73 1.30 34.85 

Q30 IS I get staff to look at problems in different ways. 6 10.7 6 10.7 4 7.1 24 42.9 16 28.6 3.67 1.29 35.14 

Q31 IC I develop my staffs’ strengths. 8 14.3 5 8.9 4 7.1 21 37.5 18 32.1 3.64 1.39 35.14 

Q32 IS I suggest new ways of looking at how to complete assignments 8 14.3 6 10.7 13 23.2 15 26.8 14 25.0 3.37 1.35 40.05 

Q33 LF  I delay responding to urgent questions. 23 41.1 14 25.0 5 8.9 8 14.3 6 10.7 2.28 1.41 61.84 
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Q34 IIB I emphasize the importance of having a collective sense of 
mission 

6 10.7 6 10.7 9 16.1 19 33.9 16 28.6 3.58 1.30 36.31 

Q35 CR I express satisfaction when others meet expectations 8 14.3 5 8.9 5 8.9 18 32.1 20 35.7 3.66 1.41 38.52 

Q36 IM I express confidence that goals will be achieved 7 12.5 5 8.9 3 5.4 18 32.1 23 41.1 3.80 1.39 36.57 

 
Contingent Reward (CR-4) 
Idealized Influence Attributed (IIA-4Q)     
Idealized Influence Behavior (IIB-4Q) 
Individualized Consideration (IC-4Q)    
Inspirational Motivation (IM-3Q)   
Intellectual Stimulation (IS-4)   
Laissez-faire (LF-4Q)      
Management-by-Exception Active (MBEA-3Q)   
Management-by-Exception Passive (MBEP-4Q) 
Effectiveness (E-4Q)      /       Extra Efforts  (EE-3Q)    /  Satisfaction (S-2Q) 
Table: data analysis of Multifactor Leadership Style MLQ in the private colleges 

No  

Items of Questionnaire 

Not at all 

(1) 

Occasiona

lly (2) 

Sometim

es (3) 

Often 

(4) 

Frequentl

y (5) 

M SD CV 

f % f % f % f % f % 

Q1 CR I provide others with assistance in exchange for their efforts 17 23.3 15 20.5 11 15.1 18 24.7 12 16.4 2.90 1.43 49.31 

Q2 IS I re-examine critical assumptions to question whether they are 

appropriate 

3 4.1 25 34.2 18 24.7 21 28.8 6 8.2 3.02 1.06 35.10 

Q3 MBEP I fail to interfere until problems become serious 21 28.8 29 39.7 19 26 3 4.1 1 1.4 2.08 .939 44.71 

Q4 MBEA I focus attention on irregularities, mistakes, exceptions, and 

deviations from standards 

9 12.3 31 42.5 14 19.2 16 21.9 3 4.1 2.63 1.08 41.06 

Q5 LF I avoid getting involved when important issues arise 9 12.3 22 30.1 19 26 16 21.9 7 9.6 2.86 1.18 41.26 

Q6 IIB I talk about my most important values and beliefs 5 6.8 21 28.8 16 21.9 19 26 12 16.4 3.16 1.21 38.29 
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Q7 LF I am absent when needed 23 31.5 29 39.7 13 17.8 5 6.8 3 4.1 2.12 1.06 50.00 

Q8 IS I seek different opinions when I need to solve problems. 6 8.2 18 24.7 10 13.7 22 30.1 17 23.3 3.35 1.30 38.81 

Q9 IM I let people know I am positive about the future. 7 9.6 19 26 7 9.6 16 21.9 24 32.9 3.42 1.42 41.52 

Q10 IIA I expect people to be proud of the work they do with me. 8 11.0 11 20.5 9 12.3 25 34.2 16 21.9 3.35 1.32 39.40 

Q11 CR I discuss in specific terms who is responsible for achieving 

performance targets 

15 20.5 19 26.0 6 8.2 22 30.1 11 15.1 2.93 1.41 48.12 

Q12 MBEP I don’t take any action until things go wrong. 26 35.6 28 38.4 4 5.5 10 13.7 5 6.8 2.17 1.25 57.60 

Q13 IM I talk enthusiastically about what needs to be accomplished 10 13.7 19 26.0 8 11.0 20 27.4 16 21.9 3.17 1.39 43.85 

Q14 IIB I stress the need to get the job done well. 9 12.3 13 17.8 14 19.2 19 26.0 18 24.7 3.32 1.35 40.66 

Q15 IC I make time to coach the people I work with. 12 16.4 12 16.4 9 12.3 14 19.2 26 35.6 3.41 1.51 44.28 

Q16 CR I make sure my staff understand the reward for getting the job 

done well. 

11 15.1 17 23.3 12 16.4 16 21.9 17 23.3 3.15 1.41 44.76 

Q17 MBEP I make it clear that I believe "If it isn't broke, don't fix it." 21 28.8 24 32.9 14 19.2 13 17.8 1 1.4 2.30 1.11 48.26 

Q18 IIA I put the group goal before my personal goal. 16 21.9 15 20.5 7 9.6 18 24.7 17 23.3 3.06 1.51 49.35 

Q19 IC I treat my staff as individual not just members of a group. 22 30.1 15 20.5 9 12.3 16 21.9 11 15.1 2.71 1.47 54.24 

Q20 MBEP I have a clear vision of the future for our work. 20 27.4 35 47.9 8 11.0 7 9.6 3 4.1 2.15 1.06 49.30 

Q21 IIA I act in ways that build others’ respect for me 9 12.3 21 28.8 13 17.8 11 15.1 19 26.0 3.13 1.40 44.73 

Q22 

MBEA 

I give time to solving problems. 10 13.7 26 35.6 7 9.6 17 23.3 13 17.8 2.95 1.36 46.10 

Q23 IIB I consider the moral and ethical consequences of my decisions. 7 9.6 25 34.2 12 16.4 10 13.7 19 26.0 3.12 1.38 44.23 
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Q24 

MBEA 

I keep track of staff members’ mistakes 10 13.7 20 27.4 12 16.4 17 23.3 14 19.2 3.06 1.35 44.12 

Q25 IIA I promote my authority and confidence. 11 15.1 23 31.5 7 9.6 13 17.8 19 26.0 3.08 1.46 47.40 

Q26 IM I articulate a compelling vision of the future. 7 9.6 23 31.5 6 8.2 14 19.2 23 31.5 3.31 1.44 43.50 

Q27 MEA I direct my attention toward failures to meet standards 8 11.0 23 31.5 20 27.4 19 26.0 3 4.1 2.80 1.07 38.21 

Q28 LF I avoid making decisions 22 30.1 28 38.4 12 16.4 6 8.2 5 6.8 2.23 1.17 52.47 

Q29 IC I treat my staff as individuals with different needs, skills and 

goals. 

6 8.2 24 32.9 6 8.2 21 28.8 16 21.9 3.23 1.33 41.18 

Q30 IS I get staff to look at problems in different ways. 8 11.0 19 26.0 9 12.3 21 28.8 16 21.9 3.24 1.35 41.67 

Q31 IC I develop my staffs’ strengths. 12 16.4 16 21.9 12 16.4 16 21.9 17 23.3 3.13 1.42 45.37 

Q32 IS I suggest new ways of looking at how to complete assignments 12 16.4 18 24.7 10 13.7 21 28.8 12 16.4 3.04 1.36 44.74 

Q33 LF  I delay responding to urgent questions. 19 26.0 23 43.8 13 17.8 6 8.2 3 4.1 2.20 1.05 47.73 

Q34 IIB I emphasize the importance of having a collective sense of 

mission 

9 12.3 23 31.5 6 8.2 21 28.8 14 19.2 3.10 1.36 43.87 

Q35 CR I express satisfaction when others meet expectations 8 11.0 20 27.4 7 9.6 14 19.2 24 32.9 3.35 1.45 43.28 

Q36 IM I express confidence that goals will be achieved 10 13.7 18 24.3 9 12.2 15 20.3 21 28.4 3.26 1.45 44.47 
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Table: Data analysis of the Strategic Planning Process SPP in the public colleges 

No  
Items of Questionnaire 

Not at all   

(1) 

Almost 

never  (2) 

Sometimes  

(3) 

Often 

(F&P) (4) 

Almost 

like   (5) 

 

M SD CV 

f % f % f % f % f % 

Q1A There are resources for training staff in strategic planning. 15 26.8 10 17.9 13 23.2 14 25.0 4 7.1 2.67 1.30 48.7 

Q2A There are standards for measuring skills in strategic planning. 11 19.6 18 32.1 12 21.4 11 19.6 4 7.1 2.62 1.21 46.2 

Q3B Faculty and staff can participate in strategic planning. 10 17.9 9 16.1 19 33.9 16 28.6 2 3.6 2.83 1.14 40.3 

Q4A We review how well we are doing with providing a new strategic plan. 12 21.4 7 12.5 19 33.9 14 25.0 4 7.1 2.83 1.23 43.5 

Q5C We look for strategic planning in the way we assess workplace needs. 7 12.5 11 19.6 15 26.8 15 26.8 8 14.3 3.10 1.24 40.0 

Q6B Shareholders are available when we need them. 5 8.9 18 32.1 13 23.2 16 28.6 4 7.1 2.92 1.12 38.4 

Q7C 
Our policy is to make all communications open to receive strategic 

suggestions and advice. 
7 12.5 14 25.0 9 16.1 24 42.9 2 3.6 3.00 1.15 38.3 

Q8C 
We keep pictures, written texts and objects about our vision and 

mission. 
8 14.3 11 19.6 18 32.1 16 28.6 3 5.4 2.91 1.13 38.8 

Q9B 
Important decisions about successful strategic planning come through 

people participation at all levels. 
7 12.5 9 16.1 19 33.9 14 25.0 7 12.5 3.08 1.19 38.6 

Q10A 
Strategic planning processes are helped by other people (shareholders 

and students). 
10 17.8 10 17.8 20 35.7 14 25.0 2 3.6 2.78 1.12 40.3 

Q11B 
People from other different backgrounds work with us to help in 

preparing our strategic plans 
11 19.6 8 14.3 24 42.9 11 19.6 2 3.6 2.73 1.10 40.3 

Q12A 
We have a training program to help us to be able to develop our 

strategic plan. 
9 16.1 15 26.8 17 30.4 13 23.2 2 3.6 2.71 1.10 40.6 
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Q13C We encourage staff and faculty to discuss strategic plans. 11 19.6 7 12.5 11 19.6 22 39.3 5 8.9 3.05 1.29 42.3 

Q14B 
We expect faculty and staff to talk with shareholders before they make 

important decisions. 
9 16.1 10 17.9 17 30.4 13 23.2 7 12.5 2.98 1.25 41.9 

Q15A 
My ideas on improving strategic planning are encouraged and seen as 

useful. 
9 16.1 7 12.5 10 17.9 18 32.1 12 21.4 3.30 1.37 41.5 

 

A- Tools of the Strategic Planning Process 
B- The Participants in the Strategic Planning Process. 
C- The Supported Factors in the Strategic Planning Process 

Table: Data Analysis of the Strategic Planning Process SPP in the private colleges 
No  

Items of Questionnaire 
Not at all   

(1) 
Almost 

never  (2) 
Sometimes  

(3) 
Often 

(F&P) (4) 
Almost 
like   (5) 

 

 

M 

 

SD 

 

CV 

f % f % f % f % f % 

Q1A There are resources for training staff in strategic planning. 31 42.5 13 17.8 14 19.2 9 12.3 6 8.2 2.26 1.34 59.29 

Q2A There are standards for measuring skills in strategic planning. 8 11.0 30 41.1 17 23.3 12 16.4 6 8.2 2.69 1.12 41.64 

Q3B Faculty and staff can participate in strategic planning. 14 19.2 20 27.4 20 27.4 16 21.9 3 4.1 2.64 1.14 43.18 

Q4A 
We review how well we are doing with providing a new 

strategic plan. 

14 19.2 23 31.5 12 16.4 18 24.7 6 8.2 2.71 1.26 46.49 

Q5C 
We look for strategic planning in the way we assess workplace 

needs. 

13 17.8 13 17.8 20 27.4 21 28.8 6 8.2 2.91 1.23 42.27 

Q6B Shareholders are available when we need them. 16 21.9 14 19.2 22 30.1 15 20.5 6 8.2 2.73 1.24 45.42 
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Q7C 
Our policy is to make all communications open to receive 

strategic suggestions and advice. 

9 12.3 18 24.7 19 26.0 18 24.7 9 12.3 3.00 1.22 40.67 

Q8C 
We keep pictures, written texts and objects about our vision 

and mission. 

11 15.1 16 21.9 20 27.4 12 16.4 14 19.2 3.02 1.33 44.04 

Q9B 
Important decisions about successful strategic planning come 

through people participation at all levels. 

9 12.3 21 28.8 21 28.8 13 17.8 9 12.3 2.89 1.20 41.52 

Q10A 
Strategic planning processes are helped by other people 

(shareholders and students). 

10 13.7 25 34.2 19 26.0 14 19.2 5 6.8 2.71 1.13 41.70 

Q11B 
People from other different backgrounds work with us to help 

in preparing our strategic plans 

12 16.4 23 31.5 21 28.8 12 16.4 5 6.8 2.65 1.14 43.02 

Q12A 
We have a training program to help us to be able to develop our 

strategic plan. 

13 17.8 22 30.1 17 23.3 16 21.9 5 6.8 2.69 1.19 44.24 

Q13C We encourage staff and faculty to discuss strategic plans. 12 16.4 20 27.4 20 27.4 16 21.9 5 6.8 2.75 1.17 42.55 

Q14B 
We expect faculty and staff to talk with shareholders before 

they make important decisions. 

18 24.7 24 32.8 11 15.1 14 19.2 6 8.2 2.53 1.28 50.59 

Q15A 
My ideas on improving strategic planning are encouraged and 

seen as useful. 

15 20.5 21 28.8 15 20.5 15 20.5 7 9.6 2.69 1.27 47.21 
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Table: Data Analysis of the Balanced Scorecard BSC in the public colleges (Customer-society perspective). 

No  

 

1- Customer-society perspective 

Strongly 

Disagree 

(1) 

Disagree 

(2) 

Unsure 

 (3) 

Agree 

 (4) 

 

Strongly 

Agree (5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q6 
Does the college have reliable data on satisfaction levels of students 

and staff at other leading universities? 

2 3.6 7 12.5 8 14.3 29 51.8 10 17.9 3.67 1.02 1.05 

2 Q5 Does the college evaluate and take into account performance 

indicators such as success rates, drop out level, awards etc.)? 

1 1.8 7 12.5 17 30.4 28 50.0 3 5.4 3.44 .85 .72 

3 Q1 Does the college have a vision of who its students are? 4 7.1 2 3.6 21 37.5 29 51.8   3.33 .85 .73 

5 Q8 
Does the college get involved in social initiatives and assess societal 

needs? 

  8 14.3 24 42.9 23 41.1 1 1.8 3.30 .736 .54 

6 Q7 
Is this information used to establish reference values and to set more 

and more ambitious objectives? 

2 3.6 9 16.1 21 37.5 22 39.3 2 3.6 3.23 .89 .80 

4 Q2 
Does the college interact with the students, gathering information on 

their current and future expectations and needs? 

4 7.1 6 10.7 22 39.3 23 41.1 1 1.8 3.19 .92 .85 

7 Q3 
Are there efficient communication processes for the students, the 

staff and other members of the organisation? 

2 3.6 7 12.5 29 51.8 17 30.4 1 1.8 3.14 .79 .63 

8 Q4 
Does the college take their complaints, suggestions and opinions into 

account? 

1 1.8 12 21.4 23 41.1 20 35.7   3.10 .80 .64 
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Table: Data Analysis of the Balanced Scorecard BSC in the public colleges (Learning-growth perspective). 

No  

 

2- Learning-growth perspective 

Strongly 

Disagree 

(1) 

Disagree 

(2) 

Unsure 

 (3) 

Agree 

 (4) 

 

Strongly 

Agree (5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q3 
Are the needs and capacities of the staff identified through job 

specifications or a manual of work responsibilities? 

4 7.1 8 14.3 18 32.1 25 44.6 1 1.8 3.19 .96 .92 

2 Q2 Does this plan respect staff and ensure equal opportunities? 3 5.4 9 16.1 19 33.9 25 44.6   3.17 .89 .80 

3 Q10 
Does the college run regular process assessment programs such as 

internal or external audits, self-assessments etc.? 

2 3.6 11 19.6 20 35.7 23 41.1   3.14 .86 .74 

4 Q4 
Are general, specific, individual or collective training plans drawn 

up and implemented? 

2 3.6 9 16.1 25 44.6 20 35.7   3.12 .81 .65 

5 Q6 Does the college take faculty and staff opinions into account? 4 7.1 4 7.1 26 46.4 20 35.7   3.10 .86 .75 

6 Q11 
Is the data collected from such exercises used to establish continual 

improvement plans and objectives? 

2 3.6 12 21.4 21 37.5 21 37.5   3.08 .85 .73 

7 Q9 

Does the college ensure the effectiveness of its communication 

channels and their use as a media for sharing best practices and 

knowledge? 

2 3.6 10 17.9 25 44.6 19 33.9   3.08 .81 .66 
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8 Q12 
LG8- Is information relative to current and future tendencies (of a 

general and specific nature) systematically collected? 

2 3.6 8 14.3 32 57.1 14 25.0   3.03 .73 .54 

9 Q8 

Does the college have and continually improve advanced 

communication tools (virtual secretary, meetings, surveys etc.) that 

facilitate the exchange of information with students, staff and the 

college community in general? 

3 5.4 13 23.2 20 35.7 20 35.7   3.01 .90 .81 

10 Q5 
Does the college ensure that all faculty and staff participate in the 

development of different policies, strategies and activities? 

5 8.9 8 14.3 25 44.6 17 30.4 1 1.8 3.01 .94 .89 

11 Q1 Does the college have a HR management plan? 2 3.6 12 21.4 28 50.0 14 25.0   2.96 .78 .61 

12 Q7 
Is the participation, initiative and ideas of the members of the 

college valued and rewarded? 

4 7.1 11 19.6 24 42.9 17 30.4   2.96 .89 .79 

13 Q13 
Is this information used as a basis for a SWOT analysis to determine 

improvement actions that can be taken? 

5 8.9 7 12.5 32 57.1 12 21.4   2.91 .83 .70 

 

 

 

 

 

 

 

 

Table: Data Analysis of the Balanced Scorecard BSC in the public colleges (Internal Processes Perspective). 
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No  

 

3- Internal Processes Perspective 

Strongly 

Disagree 

(1) 

Disagree 

(2) 

Unsure 

 (3) 

Agree 

 (4) 

 

Strongly 

Agree (5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q3 

Is there a systematic process of identification and prioritisation of 

opportunities for immediate or continual improvement based on the 

measurement and results of operational performance and information 

on learning processes? 

3 5.4 9 16.1 24 42.9 19 33.9   3.10 .88 .78 

2 Q2 Demanded by the students and society? 4 7.1 10 17.9 21 37.5 20 35.7 1 1.8 3.07 .95 .90 

3 Q1 
Is creativity and innovation applied to the development of new 

educational services 

5 8.9 9 16.1 20 35.7 22 39.3 1 1.8 3.05 .96 .92 

4 Q8 
Are there tools such as information points, bulletins or service guides 

that offer the college community information on new processes? 

4 7.1 13 23.2 22 39.3 17 30.4   2.92 .91 .83 

5 Q6 
Are there efficient attention and communication processes directed at 

students, staff and members of the college community? 

5 8.9 9 16.1 29 51.8 12 21.4 1 1.8 2.91 .90 .81 

6 Q5 
Do these systems identify process errors and facilitate improvement 

actions? 

4 7.1 12 21.4 27 48.2 13 23.2   2.87 .85 .73 

7 Q4 
Is there an operational system of process management, regular self-

assessments etc. in accordance with ISO or similar standards? 

4 7.1 15 26.8 24 42.9 13 23.2   2.82 .87 .76 

8 Q7 

Does the college participate in informative sessions related to its study 

plans, services etc. with the objective of informing future and even 

current students? 

3 5.4 14 25.0 32 57.1 6 10.7 1 1.8 2.78 .77 .60 
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Table: Data Analysis of the Balanced Scorecard BSC in the public colleges (Financial perspective). 

 

 

   No 

 

 

4- Financial perspective 

Strongly 

Disagree 

(1) 

Disagree 

this (2) 

Unsure 

 (3) 

Agree 

 (4) 

 

Strongly 

Agree 

(5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q2 Is it regularly reviewed? 2 3.6 8 14.3 26 46.4 20 35.7   3.14 .79 .63 

2 Q3 
Is there evidence of a clear correlation between policy, strategy and 

the budgetary program? 

2 3.6 11 19.6 25 44.6 18 32.1   3.05 .81 .67 

3 Q4 
Does the centre define an investment plan in accordance with its 

policy? 

2 3.6 14 25.0 21 37.5 19 33.9   3.01 .86 .74 

4 Q7 I let staff know that I think we will achieve our goals. 5 8.9 10 17.9 20 35.7 21 37.5   3.01 .96 .92 

5 Q6 I talk positively about what we must do at work. 5 8.9 11 19.6 20 35.7 20 35.7   2.98 .96 .92 

6 Q11 Does the college have an inventory management system? 3 5.4 12 21.4 25 44.6 16 28.6   2.96 .85 .72 

7 Q12 
Are resources correctly managed? Does consumption minimise 

waste and encourage the use of renewable resources? 

5 8.9 9 16.1 25 44.6 17 30.4   2.96 .91 .83 

8 Q1 
Has the college developed and implemented an economic-financial 

strategy that is aligned with policy and strategy? 

5 8.9 7 12.5 29 51.8 15 26.8   2.96 .87 .76 

9 Q5 

Within the investment plan, does the college analyse the most 

important investments, assessing Indicators such as profitability, 

recovery time and risk? 

5 8.9 13 23.2 18 32.1 20 35.7   2.94 .98 .96 
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10 Q8 Does the college have a database of all suppliers? 5 8.9 13 23.2 20 35.7 18 32.1   2.91 .95 .91 

11 Q10 
Once the most interesting are identified, are cooperation and 

continuous improvement links established? 

3 5.4 12 21.4 28 50.0 13 23.2   2.91 .95 .91 

12 Q9 
Is an assessment made of each one of them in relation to their 

alignment with the policy and strategy of the college? 

5 8.9 13 23.2 22 39.3 16 28.6   2.87 .93 .87 

13 Q13 
Is the impact of the assets of the college on staff and society in 

general, considered in relation to questions of safety and hygiene? 

10 17.9 11 19.6 18 32.1 17 30.4   2.75 1.08 1.17 

 

 

 

 

 

Table: Data Analysis of the Balanced Scorecard BSC in the private colleges (Customer-society perspective). 

No  

 

1- Customer-society perspective 

Strongly 

Disagree 

(1) 

Disagree 

(2) 

Unsure 

 (3) 

Agree 

 (4) 

 

Strongly 

Agree 

(5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q6 
Does the college have reliable data on satisfaction levels of students 

and staff at other leading universities? 

8 11.0 22 30.1 31 42.5 11 15.1 1 1.4 2.65 .91 .83 

2 Q5 
Does the college evaluate and take into account performance 

indicators such as success rates, drop out level, awards etc.)? 

5 6.8 13 17.8 37 50.7 18 24.7   2.93 .83 .70 

3 Q1 Does the college have a vision of who its students are? 3 4.1 7 9.6 26 35.6 37 50.7   3.32 .81 .66 
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4 Q8 
Does the college get involved in social initiatives and assess societal 

needs? 

5 6.8 14 19.2 34 46.6 20 27.4   2.94 .86 .74 

5 Q7 
Is this information used to establish reference values and to set more 

and more ambitious objectives? 

6 8.2 18 24.7 34 46.6 15 20.5   2.79 .86 .74 

6 Q2 
Does the college interact with the students, gathering information on 

their current and future expectations and needs? 

5 6.8 11 15.1 41 56.2 16 21.9   2.93 .80 .64 

7 Q3 
Are there efficient communication processes for the students, the staff 

and other members of the organisation? 

5 6.8 17 23.3 17 23.3 14 19.2   2.82 .82 .67 

8 Q4 
Does the college take their complaints, suggestions and opinions into 

account? 

3 4.1 10 13.7 40 54.8 20 27.4   3.05 .76 .58 

 

 

 

Table: Data Analysis of the Balanced Scorecard BSC in the private colleges (Learning-growth perspective). 

No  

 

2- Learning-growth perspective 

Strongly 

Disagree 

(1) 

Disagree 

(2) 

Unsure 

 (3) 

Agree 

 (4) 

 

Strongl

y Agree 

(5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q3 
Are the needs and capacities of the staff identified through job 

specifications or a manual of work responsibilities? 

5 6.8 16 21.9 36 49.3 16 21.9   2.86 .83 .70 

2 Q2 Does this plan respect staff and ensure equal opportunities? 5 6.8 20 27.4 35 47.9 13 17.8   2.76 .82 .68 
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3 Q10 
Does the college run regular process assessment programs such as 

internal or external audits, self-assessments etc.? 

6 8.2 16 21.9 33 45.2 18 24.7   2.86 .88 .78 

4 Q4 
Are general, specific, individual or collective training plans drawn 

up and implemented? 

9 12.3 18 24.7 35 47.9 11 15.1   2.65 .88 .78 

5 Q6 Does the college take faculty and staff opinions into account? 12 16.4 19 26.0 30 41.1 12 16.4   2.57 .95 .91 

6 Q11 
Is the data collected from such exercises used to establish continual 

improvement plans and objectives? 

9 12.3 11 15.1 33 45.2 20 27.4   2.87 .95 .91 

7 Q9 

Does the college ensure the effectiveness of its communication 

channels and their use as a media for sharing best practices and 

knowledge? 

11 15.1 11 15.1 38 52.1 13 17.8   2.72 .93 .86 

8 Q12 
LG8- Is information relative to current and future tendencies (of a 

general and specific nature) systematically collected? 

7 9.6 11 15.1 23 31.5 26 35.6 6 8.2 3.17 1.09 1.20 

9 Q8 

Does the college have and continually improve advanced 

communication tools (virtual secretary, meetings, surveys etc.) that 

facilitate the exchange of information with students, staff and the 

college community in general? 

7 9.6 21 28.8 33 45.2 12 16.4   2.68 .86 .747 

10 Q5 
Does the college ensure that all faculty and staff participate in the 

development of different policies, strategies and activities? 

8 11.0 22 30.1 32 43.8 11 15.1   2.63 .87 .76 

11 Q1 Does the college have a HR management plan? 7 9.6 18 24.7 30 41.1 18 24.7   2.80 .92 .85 

12 Q7 
Is the participation, initiative and ideas of the members of the college 

valued and rewarded? 

10 13.7 11 15.1 32 43.8 19 26.0   2.86 1.00 1.00 

13 Q13 
Is this information used as a basis for a SWOT analysis to determine 

improvement actions that can be taken? 

8 11.0 17 23.3 28 38.4 20 27.4   2.82 .96 .92 
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Table: Data Analysis of the Balanced Scorecard BSC in the private colleges (Internal Processes Perspective). 

No  

 

3- Internal Processes Perspective 

Strongly 

Disagree 

(1) 

Disagree 

(2) 

Unsure 

 (3) 

Agree 

 (4) 

 

Strongl

y Agree 

(5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q3 

Is there a systematic process of identification and prioritisation of 

opportunities for immediate or continual improvement based on the 

measurement and results of operational performance and information 

on learning processes? 

6 8.2 13 17.8 39 53.4 15 20.5   2.86 .83 .70 

2 Q2 Demanded by the students and society? 5 6.8 10 13.7 43 58.9 15 20.5   2.93 .78 .62 

3 Q1 
Is creativity and innovation applied to the development of new 

educational services 

8 11.0 13 17.8 25 34.2 27 37.0   2.97 .99 .99 

4 Q8 
Are there tools such as information points, bulletins or service guides 

that offer the college community information on new processes? 

7 9.6 11 15.1 36 49.3 19 26.0   2.91 .89 .79 

5 Q6 
Are there efficient attention and communication processes directed at 

students, staff and members of the college community? 

5 6.8 13 17.8 38 52.1 17 23.3   2.91 .82 .68 

6 Q5 
Do these systems identify process errors and facilitate improvement 

actions? 

9 12.3 17 23.3 36 49.3 11 15.1   2.67 .88 .77 

7 Q4 
Is there an operational system of process management, regular self-

assessments etc. in accordance with ISO or similar standards? 

28 38.4 29 39.7 16 21.9     1.83 .76 .58 



 

 

 

329 

8 Q7 

Does the college participate in informative sessions related to its study 

plans, services etc. with the objective of informing future and even 

current students? 

5 6.8 13 17.8 35 47.9 20 27.4   2.95 .85 .73 

 

Table: Data Analysis of the Balanced Scorecard BSC in the private colleges (Financial perspective). 

 

 

   No 

 

 

4- Financial perspective 

Strongly 

Disagree 

(1) 

Disagree 

this (2) 

Unsure 

 (3) 

Agree 

 (4) 

 

Strongly 

Agree (5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q2 Is it regularly reviewed? 5 6.8 14 19.2 35 47.9 19 26.0   2.93 .85 .73 

2 Q3 
Is there evidence of a clear correlation between policy, strategy and 

the budgetary program? 

6 8.2 21 28.8 32 43.8 14 19.2   2.73 .86 .75 

3 Q4 
Does the centre define an investment plan in accordance with its 

policy? 

6 8.2 8 11.0 44 60.3 13 17.8 2 2.7 2.95 .85 .73 

4 Q7 I let staff know that I think we will achieve our goals. 5 6.8 14 19.2 32 43.8 22 30.1   2.97 .88 .77 

5 Q6 I talk positively about what we must do at work. 6 8.2 11 15.1 36 49.3 20 27.4   2.95 .87 .76 

6 Q11 Does the college have an inventory management system? 6 8.2 13 17.8 33 45.2 21 28.8   2.94 .89 .80 

7 Q12 
Are resources correctly managed? Does consumption minimise 

waste and encourage the use of renewable resources? 

8 11.0 19 26.0 25 34.2 20 27.4 1 1.4 2.82 1.00 1.01 

8 Q1 
Has the college developed and implemented an economic-financial 

strategy that is aligned with policy and strategy? 

6 8.2 15 20.5 32 43.8 32 43.8   2.90 .90 .81 



 

 

 

330 

9 Q5 

Within the investment plan, does the college analyse the most 

important investments, assessing Indicators such as profitability, 

recovery time and risk? 

5 6.8 13 17.8 41 56.2 14 19.2   2.87 .79 .63 

10 Q8 Does the college have a database of all suppliers? 4 5.5 16 21.9 35 47.9 18 24.7   2.91 .82 .68 

11 Q10 
Once the most interesting are identified, are cooperation and 

continuous improvement links established? 

5 6.8 19 26.0 31 42.5 18 24.7   2.84 .87 .76 

12 Q9 
Is an assessment made of each one of them in relation to their 

alignment with the policy and strategy of the college? 

21 28.8 33 45.2 19 26.0     1.97 .74 .55 

13 Q13 
Is the impact of the assets of the college on staff and society in 

general, considered in relation to questions of safety and hygiene? 

9 12.3 16 21.9 31 42.5 17 23.3   1.97 .74 .55 

 

Table: Comparative Total Mean for the Balance Scorecard Subscales in the public and private colleges. 

 

Item  

The Perspectives of Balance Scorecard (BSC)  

Customer-society 

perspective 

Learning-growth 

perspective 

Financial 

perspective 

Internal 

Processes  

Total 

Mean 

Public Colleges 3.3 3.06 2.96 2.94 

Private Colleges 2.93 2.79 2.75 2.75 

Table:  Questionnaire items of the Organisational Culture part 1 for the public colleges  

 

No 

Items of Managerial Effectiveness Self-Rating Form 

 

Poor  

(1) 

Marginal) 

(2) 

Average) 

(3) 

Very Good    

(4) 

 

Excellent 

((5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 
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1 Q9 
Managing customer service (fostering a focus on service 

and involvement with customers). 

1 1.8 2 3.6 5 8.9 26 46.4 22 39.3 4.17 .87 20.9 

2 Q8 
Energizing employees (motivating others to put forth 

extra effort and to work aggressively). 

1 1.8 2 3.6 6 10.7 26 46.4 21 37.5 4.14 .88 21.3 

3 Q12 

Managing coordination (sharing information across 

functional boundaries and fostering coordination with 

other units). 

1 1.8 1 1.8 8 14.3 26 46.4 20 35.7 4.12 .85 20.6 

4 Q1 
Managing teams (building effective, cohesive, smooth-

functioning teams). 

1 1.8 1 1.8 11 19.6 21 37.5 22 39.3 4.10 .90 22.0 

5 Q5 
Managing the future (communicating a clear vision of 

the future and facilitating its accomplishment). 

1 1.8 1 1.8 12 21.4 20 35.7 22 39.3 4.08 .92 22.5 

6 Q13 
Overall management competency (general level of 

managerial ability) 

3 5.4 2 3.6 8 14.3 19 33.9 24 42.8 4.05 1.10 27.2 

7 Q7 

Managing competitiveness (fostering an aggressive 

orientation toward exceeding competitors’ 

performance). 

1 1.8 2 3.6 11 19.6 22 39.3 20 35.7 4.03 .93 23.1 

8 Q6 

Managing continuous improvement (fostering an 

orientation toward continuous improvement among 

employees in everything they do). 

1 1.8 1 1.8 13 23.2 23 41.1 18 32.1 4.0 .89 22.3 

9 Q10 

Managing the development of others (helping others 

improve their performance and obtain personal 

development opportunities). 

2 3.6 2 3.6 11 19.6 20 35.7 21 37.5 4.0 1.02 25.5 
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10 Q3 

Managing acculturation (helping others become clear 

about what is expected of them and about organizational 

culture and standards). 

3 5.4 1 1.8 8 14.3 25 44.6 19 33.9 4.00 1.02 25.5 

11 Q4 
Fostering innovation (encouraging others to innovate 

and generate new ideas). 

2 3.6 0 0 13 23.2 23 41.1 18 32.1 3.98 .94 23.6 

12 Q4 
Managing interpersonal relationships (listening to and 

providing supportive feedback to others). 

1 1.8 2 3.6 11 19.6 27 48.2 15 26.8 3.94 .88 22.3 

13 Q11 

Managing the control system (having measurement and 

monitoring systems in place to keep close track of 

processes and performance). 

2 3.6 1 1.8 11 19.6 26 46.4 16 28.6 3.94 .94 23.9 

 

Table:  Questionnaire items of the Organisational Culture part 2 for the public colleges 

No  

Items of Managerial Effectiveness  

Of Little 

Importan

ce (1) 

Of Some 

Importanc

e (2) 

Moderatel

y 

Important 

(3) 

Very 

Important 

(4) 

 

Critically 

Importan

t ((5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

1 Q10 

Managing acculturation (helping others become clear about 

what is expected of them and about organizational culture 

and standards). 

0 0 2 3.6 9 16.1 18 32.1 27 48.2 4.25 .85 20.0 

2 Q1 
Managing teams (building effective, cohesive, smooth-

functioning teams). 

1 1.8 2 3.6 2 3.6 29 51.7 22 39.3 4.23 .83 19.6 
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3 Q8 
Energizing employees (motivating others to put forth extra 

effort and to work aggressively). 

0 0 1 1.8 8 14.3 25 44.6 22 39.3 4.21 .75 17.8 

4 Q6 

Managing continuous improvement (fostering an 

orientation toward continuous improvement among 

employees in everything they do). 

0 0 2 3.6 9 16.1 21 37.5 24 42.8 4.19 .84 20.0 

5 Q9 
Managing customer service (fostering a focus on service 

and involvement with customers). 

0 0 3 5.4 7 12.4 23 41.1 23 41.1 4.17 .85 20.4 

6 Q7 
Managing competitiveness (fostering an aggressive 

orientation toward exceeding competitors’ performance). 

0 0 1 1.8 12 21.4 21 37.5 22 39.3 4.14 .81 19.6 

7 Q11 

Managing the control system (having measurement and 

monitoring systems in place to keep close track of processes 

and performance). 

0 0 2 3.6 6 10.6 31 55.4 17 30.4 4.12 .74 18.0 

8 Q2 
Managing interpersonal relationships (listening to and 

providing supportive feedback to others). 

0 0 3 5.4 2 3.6 38 67.8 13 23.2 4.08 .69 16.9 

9 Q12 

Managing coordination (sharing information across 

functional boundaries and fostering coordination with other 

units). 

1 1.8 3 5.4 5 9.5 30 53.0 17 30.3 4.05 .88 21.7 

10 Q3 

Managing the development of others (helping others 

improve their performance and obtain personal 

development opportunities). 

0 0 4 7.1 9 16.1 25 44.6 18 32.1 4.01 .88 21.9 

11 Q5 
Managing the future (communicating a clear vision of the 

future and facilitating its accomplishment). 

0 0 3 5.4 8 14.3 31 55.3 14 25.0 4.00 .78 19.5 
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12 Q4 
Fostering innovation (encouraging others to innovate and 

generate new ideas). 

0 0 2 3.6 12 21.4 28 50.0 14 25.0 3.96 .78 19.7 

 

 

 

 

Table:  Questionnaire items of the Organisational Culture part 1 for the private colleges 

No Items of Managerial Effectiveness Self-Rating Form 

 

Poor 

(1) 

Marginal) 

(2) 

Average) 

(3) 

Very Good    

(4) 

 

Excellent 

((5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

F 

 

% 

 

f 

 

% 

1 Q1 
Managing teams (building effective, cohesive, smooth-

functioning teams). 

1 1.4 1 1.4 12 16.4 31 42.5 28 38.4 4.15 .84 20.24 

2 Q13 
Overall management competency (general level of 

managerial ability) 

0 0 4 5.5 14 19.2 29 39.7 26 35.6 4.05 .88 21.73 

3 Q12 

Managing coordination (sharing information across 

functional boundaries and fostering coordination with 

other units). 

0 0 2 2.7 15 20.5 36 49.3 20 27.4 4.01 .77 19.20 

4 Q3 

Managing the development of others (helping others 

improve their performance and obtain personal 

development opportunities). 

0 0 3 4.1 16 21.9 32 43.8 22 30.1 4.00 .83 20.75 
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5 Q8 
Energizing employees (motivating others to put forth 

extra effort and to work aggressively). 

0 0 2 2.7 16 21.9 38 52.1 17 23.3 3.95 .75 18.99 

6 Q11 

Managing the control system (having measurement and 

monitoring systems in place to keep close track of 

processes and performance). 

0 0 3 4.1 14 19.2 39 53.4 17 23.3 3.95 .77 19.49 

7 Q2 
Managing interpersonal relationships (listening to and 

providing supportive feedback to others). 

0 0 2 2.7 15 20.5 41 52.2 15 20.5 3.94 .72 18.27 

8 Q10 

Managing acculturation (helping others become clear 

about what is expected of them and about organizational 

culture and standards). 

3 4.1 0 0 12 16.4 42 57.5 16 21.9 3.93 .87 22.14 

9 Q4 
Fostering innovation (encouraging others to innovate and 

generate new ideas). 

1 1.4 1 1.4 20 27.4 32 43.8 19 26.0 3.91 .84 21.48 

10 Q5 
Managing the future (communicating a clear vision of the 

future and facilitating its accomplishment). 

0 0 3 4.1 20 27.4 30 41.1 20 27.4 3.91 .84 21.48 

11 Q9 
Managing customer service (fostering a focus on service 

and involvement with customers). 

0 0 4 5.5 14 19.2 43 58.9 12 16.4 3.86 .75 19.43 

12 Q6 

Managing continuous improvement (fostering an 

orientation toward continuous improvement among 

employees in everything they do). 

3 4.1 4 5.5 12 16.4 37 50.7 17 23.3 3.83 .98 25.59 

13 Q7 
Managing competitiveness (fostering an aggressive 

orientation toward exceeding competitors’ performance). 

2 2.7 5 6.8 17 23.3 34 46.6 15 20.5 3.75 .95 25.33 

 

Table:  Questionnaire items of the Organisational Culture part 2 for the private colleges 



 

 

 

336 

No Items of Managerial Effectiveness Of Little 

Importan

ce (1) 

Of Some 

Importanc

e (2) 

Moderatel

y 

Important 

(3) 

Very 

Important 

(4) 

 

Critically 

Importan

t ((5) 

 

 

M 

 

 

SD 

 

 

CV 

 

f 

 

% 

 

f 

 

% 

 

f 

 

% 

 

F 

 

% 

 

f 

 

% 

1 Q1 
Managing teams (building effective, cohesive, smooth-

functioning teams). 

3 4.1 1 1.4 6 8.2 29 39.7 34 46.6 4.23 .96 22.70 

2 Q2 
Managing interpersonal relationships (listening to and 

providing supportive feedback to others). 

1 1.4 1 1.4 8 11.0 41 56.1 22 30.1 4.12 .76 18.45 

3 Q3 

Managing the development of others (helping others 

improve their performance and obtain personal 

development opportunities). 

2 2.7 1 1.4 9 12.3 35 47.9 26 35.6 4.12 .88 21.36 

4 Q4 
Fostering innovation (encouraging others to innovate and 

generate new ideas). 

2 2.7 2 2.7 9 12.3 32 43.8 28 38.4 4.12 .92 22.33 

5 Q6 

Managing continuous improvement (fostering an 

orientation toward continuous improvement among 

employees in everything they do). 

1 1.4 2 2.7 12 16.4 39 53.4 19 26.0 4.00 .81 20.25 

6 Q12 

Managing coordination (sharing information across 

functional boundaries and fostering coordination with 

other units). 

3 4.1 3 4.1 10 13.7 32 43.8 25 34.2 4.00 1.0 25.00 

7 Q5 
Managing the future (communicating a clear vision of the 

future and facilitating its accomplishment). 

2 2.7 2 2.7 12 16.4 38 52.1 19 26.0 3.95 .88 22.28 
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8 Q9 
Managing customer service (fostering a focus on service 

and involvement with customers). 

1 1.4 3 4.1 12 16.4 40 54.8 17 23.3 3.94 .83 21.07 

9 Q8 
Energizing employees (motivating others to put forth 

extra effort and to work aggressively). 

1 1.4 4 5.5 14 19.2 35 47.9 19 26.0 3.91 .89 22.76 

10 Q10 

Managing acculturation (helping others become clear 

about what is expected of them and about organizational 

culture and standards). 

1 1.4 3 4.1 16 21.9 36 49.3 17 23.3 3.89 .85 21.85 

11 Q11 

Managing the control system (having measurement and 

monitoring systems in place to keep close track of 

processes and performance). 

1 1.4 3 4.1 19 26.0 27 38.3 22 30.1 3.89 .95 24.42 

12 Q7 
Managing competitiveness (fostering an aggressive 

orientation toward exceeding competitors’ performance). 

2 2.7 6 8.2 16 21.9 30 41.1 19 26.0 3.79 1.0 26.39 
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APPENDIX I: The Instrument of Study (Questionnaire) English and 

Arabic versions 
  

 

My name is Mohammed Al-Mahdi. I am a PhD student at USQ under the supervision of Prof. 

Shirley O'Neill and A/Prof. Henriette van Rensburg. The following questionnaire is intended 

to investigate leadership style and the strategic planning process of public and private colleges 

in Iraq. Formal ethical approval has been acquired from USQ Human Research Ethics 

Committee (Approval # H17REA244). Your participation is valuable and will contribute to 

improving the performance of the Iraqi higher education sector by applying critical insight into 

all of leadership style, the strategic planning process, organisational success, and organisational 

culture. Your participation in this study is purely voluntary and can be withdrawn at any time, 

prior to submitting your completed survey. The study team appreciates your support and time. 

The outcomes of this study aim to contribute to improving the total productivity for  public and 

private colleges in Iraq. 

Part A: Demographic Information  
Please place a cross X to tell what is applicable to you:  

Gender  Male  Female  

 
Age  >36 

yrs 
 

36-45 

yrs 
 

46-55 

yrs 
 

56-65 

yrs 
 <65 yrs  

 
Title Lecture

r 
 Senior Lecturer  

Associate 

Professor 
 

Professo

r 

 

 
Current position in college 

 
Head of Department  Associate Dean  Dean  

 
Years in current position 

 
>1 yr  2-3 yrs  3-4 yrs  

4-5 

yrs 
 <5 yrs  

 

An Investigation of Leadership Style and the Strategic Planning 

Process of Public and Private Colleges in Iraq: empirical study 
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Have you participated in strategic 

planning training courses? 
If Yes, How many?  No  

 
Have you participated in 

leadership training courses? 
If Yes, How many?  No  

 

Part B: Multifactor Leadership Questionnaire (MLQ) 

Thinking about you doing your work - please rate how frequently you do each of the following 

actions in the list below. 

Place a cross X in the appropriate box. Rate 0 if you do not do it at all; rate 1 if you do it 

occasionally, rate 2 if you do it sometimes, rate 3 if you do it often and rate 4 if you do it 

frequently. An example is provided: 

No In my workplace…………… 0 1 2 3 4 

99 I have time to priorities my tasks before I begin my work.     X  

 

1- Not at all       2- Occasionally 3- Sometimes     4- Often   5- Always 

No In my workplace…………… 1 2 3 4 5 

1 I provide others with assistance in exchange for their efforts      

2 I re-examine critical assumptions to question whether they are 
appropriate 

     

3 I fail to interfere until problems become serious      

4 I focus attention on irregularities, mistakes, exceptions, and deviations 
from standards 

     

5 I avoid getting involved when important issues arise      

6 I talk about my most important values and beliefs      

7 I am absent when needed      

8 I seek different opinions when I need to solve problems.      

9 I let people know I am positive about the future.      

10 I expect people to be proud of the work they do with me.      

11 I discuss in specific terms who is responsible for achieving 
performance targets 

     

12 I don’t take any action until things go wrong.      

13 I talk enthusiastically about what needs to be accomplished      
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No In my workplace…………… 1 2 3 4 5 

14 I stress the need to get the job done well.      

15 I make time to coach the people I work with.      

16 I make sure my staff understand the reward for getting the job done 
well. 

     

17 I make it clear that I believe "If it isn't broke, don't fix it."      

18 I put the group goal before my personal goal.      

19 I treat my staff as individual not just members of a group.      

20 I have a clear vision of the future for our work.      

21 I act in ways that build others’ respect for me      

22 I give time to solving problems.      

23 I consider the moral and ethical consequences of my decisions.      

24 I keep track of staff members’ mistakes      

25 I promote my authority and confidence.      

26 I articulate a compelling vision of the future.      

27  I direct my attention toward failures to meet standards      

28 I avoid making decisions      

29 I treat my staff as individuals with different needs, skills and goals.      

30 I get staff to look at problems in different ways.      

31 I develop my staffs’ strengths.      

32 I suggest new ways of looking at how to complete assignments      

33  I delay responding to urgent questions .      

34 I emphasize the importance of having a collective sense of mission      

35  I express satisfaction when others meet expectations      

36 I express confidence that goals will be achieved      

37 I am effective in meeting my job-related needs      

38 I use methods of leadership that are satisfying      

39 I get others to do more than they expected to do      

40 I am effective in representing others at the college's council      

41 I work with others in a satisfactory way      

42 I heighten others’ desire to succeed      

43 I am effective in meeting organizational requirements      

44 I increase others’ willingness to try harder.      

45 I lead a group that is effective      
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Part C: Strategic Planning Process Questionnaire (SPPQ) 
Thinking about the way your college plans place a cross   X   on the rating that best describes 
your workplace situation. Strategic planning means the process you use to make plans to help 
your college be successful.  
 1- Not at all like this  2- Almost never like this 3- Sometimes like this 4- Often like this 5- 
Almost like this  
  

No In my workplace…………… 1 2 3 4 5 
1 There are resources for training staff in strategic planning.      
2 There are standards for measuring skills in strategic planning.      
3 Faculty and staff can participate in strategic planning.      
4 We review how well we are doing with providing a new strategic plan.      
5 We look for strategic planning in the way we assess workplace needs.      
6 Shareholders are available when we need them.      

7 Our policy is to make all communications open to receive strategic suggestions 
and advice.      

8 We keep pictures, written texts and objects about our vision and mission.      

9 Important decisions about successful strategic planning come through people 
participation at all levels.      

10 Strategic planning processes are helped by other people (shareholders and 
students).      

11 People from other different backgrounds work with us to help in preparing our 
strategic plans      

12 We have a training program to help us to be able to develop our strategic plan.      
13 We encourage staff and faculty to discuss strategic plans.      

14 We expect faculty and staff to talk with shareholders before they make important 
decisions.      

15 My ideas on improving strategic planning are encouraged and seen as useful.      
 
1. Have you ever attended a seminar or other learning session on strategic planning? 

a. Yes.   b. No. 

2. On a scale of 0 to 10 where 0 means ‘no knowledge at at all’ and 10 means ‘highly expert’ 

how do you rate your strategic planning ability?  Rating: ________ 

3. Regardless of your responses above what level of value do you place on strategic planning? 

a. Very high. b. High. 3. Moderate. c. Low. d. Very Low. e. None. 

4.  What percentage of your time do you spend in planning? 

  a. 0-5%.  b. 6-10%.  c.  11-20%.  d. 21-30%. e.  31-40%. f.  41-50%. g.  More than 50%. 

5. List the roles of all the Academic staff who participate in your college's planning processes, 

for example, Dean, Lecturer: 
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Part D - The Balanced Scorecard Questionnaire (BSCQ) - checklist (Elola, 

Tejedor, & Tejedor, 2016a) 
To be completed by those who lead the strategic planning processes. 

In the Balanced Scorecard there are three major questions that provide an opportunity for you 

to tell me your ideas. Take your time answering; your input is essential to help improve the 

approach to planning in colleges like yours. 

1- Based on your opinion, please list the five most useful strategies/actions your 

organisation should do now to improve the strategic planning in the workplace? 
 

 

 

 

 

 

 

2- Based on your opinion, what characteristics does a good leader in your workplace need 

to have to help staff provide high quality effective strategic planning? Please list as 

many as you can but at least five. 

 

 

 

 

 

 

3- In your opinion, what actions does a good leader in your workplace need to do now to 

help staff to provide high quality effective strategic planning? Please list as many as 

you can but at least five. 
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Based on your knowledge and experience please rate the extent to which your college meets 

the requirements of the following questions across the four perspectives of customer-society, 

learning growth, internal processes and financial:   

1- Strongly Disagree 2- Disagreed 3- Unsure 4- Agree  5- Strongly Agreed   

No Thinking about my college …………… 1 2 3 4 5 

1: Customer-society perspective      

1 Does the college have a vision of who its students are? 

2 
Does the college interact with the students, gathering information on their 

current and future expectations and needs? 

     

3 
Are there efficient communication processes for the students, the staff and other 

members of the organisation? 

     

4 Does the college take their complaints, suggestions and opinions into account?      

5 
 Does the college evaluate and take into account performance indicators such 

as success rates, drop out level, awards etc.)? 

     

6 
Does the college have reliable data on satisfaction levels of students and staff 

at other leading universities? 

     

7 
Is this information used to establish reference values and to set more and more 

ambitious objectives? 

     

8 Does the college get involved in social initiatives and assess societal needs?      

2 Learning-growth perspective      

9 Does the college have a HR management plan? 

10 Does this plan respect staff and ensure equal opportunities?      

11 
Are the needs and capacities of the staff identified through job specifications or 

a manual of work responsibilities? 

     

12 
Are general, specific, individual or collective training plans drawn up and 

implemented? 

     

13 
 Does the college ensure that all faculty and staff participate in the development 

of different policies, strategies and activities? 

     

14 Does the college take faculty and staff opinions into account?      
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No Thinking about my college …………… 1 2 3 4 5 

15 
 Is the participation, initiative and ideas of the members of the college valued 

and rewarded? 

     

16 

 Does the college have and continually improve advanced communication tools 

(virtual secretary, meetings, surveys etc.) that facilitate the exchange of 

information with students, staff and the college community in general? 

     

17 
Does the college ensure the effectiveness of its communication channels and 

their use as a media for sharing best practices and knowledge? 

     

18 
Does the college run regular process assessment programs such as internal or 

external audits, self-assessments etc.? 

     

19 
Is the data collected from such exercises used to establish continual 

improvement plans and objectives? 

     

20 
LG8- Is information relative to current and future tendencies (of a general and 

specific nature) systematically collected? 

     

21 
Is this information used as a basis for a SWOT analysis to determine 

improvement actions that can be taken? 

     

 3 Internal processes perspective      

22 
Is creativity and innovation applied to the development of new educational 

services 

23 Demanded by the students and society?      

24 

Is there a systematic process of identification and prioritisation of opportunities 

for immediate or continual improvement based on the measurement and results 

of operational performance and information on learning processes? 

     

25 
Is there an operational system of process management, regular self-assessments 

etc. in accordance with ISO or similar standards? 

     

26  Do these systems identify process errors and facilitate improvement actions?      

27 
Are there efficient attention and communication processes directed at students, 

staff and members of the college community? 

     

28  Does the college participate in informative sessions related to its study plans, 

services etc. with the objective of informing future and even current students? 

     

29 Are there tools such as information points, bulletins or service guides that offer 

the college community information on new processes? 

     

4 Financial perspective      

30 Has the college developed and implemented an economic-financial strategy that 

is aligned with policy and strategy? 

31  Is it regularly reviewed?      
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No Thinking about my college …………… 1 2 3 4 5 

32  Is there evidence of a clear correlation between policy, strategy and the 

budgetary program? 

     

33  Does the centre define an investment plan in accordance with its policy?       

34 Within the investment plan, does the college analyse the most important 

investments, assessing Indicators such as profitability, recovery time and risk? 

     

35 I talk positively about what we must do at work.      

36 I let staff know that I think we will achieve our goals.      

37 Does the college have a database of all suppliers?      

38 Is an assessment made of each one of them in relation to their alignment with 

the policy and strategy of the college?  

     

39 Once the most interesting are identified, are cooperation and continuous 

improvement links established? 

     

40 Does the college have an inventory management system?      

41 Are resources correctly managed? Does consumption minimise waste and 

encourage the use of renewable resources? 

     

42 Is the impact of the assets of the college on staff and society in general, 

considered in relation to questions of safety and hygiene? 

     

 
Part E: The Organisational Culture Questionnaire (OCQ) 

This part asks you about the organisational culture of your workplace. The organisational 

culture refers to the way your organisation works, its values and the behaviours of the people 

involved. Adapted from (Schein, 1990). 

PART 1: Managerial Effectiveness Self-Rating Form 

For questions 1–15, please rate your effectiveness in performing the 

following skills. Use the following scale in your rating: 

5—Outstanding 

4—Very Good 

3—Average 

2—Marginal 

1—Poor 

No Managerial Effectiveness Self-Rating Form 1 2 3 4 5 

1 Managing teams (building effective, cohesive, smooth-functioning teams).      
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2 
Managing interpersonal relationships (listening to and providing supportive 

feedback to others).       

3 
Managing the development of others (helping others improve their performance and 

obtain personal development opportunities).      

4 Fostering innovation (encouraging others to innovate and generate new ideas).      

5 
Managing the future (communicating a clear vision of the future and facilitating its 

accomplishment).      

6 
Managing continuous improvement (fostering an orientation toward continuous 

improvement among employees in everything they do).      

7 
Managing competitiveness (fostering an aggressive orientation toward exceeding 

competitors’ performance).      

8 
Energizing employees (motivating others to put forth extra effort and to work 

aggressively).      

9 
Managing customer service (fostering a focus on service and involvement with 

customers).      

10 
Managing acculturation (helping others become clear about what is expected of 

them and about organizational culture and standards).      

11 
Managing the control system (having measurement and monitoring systems in 

place to keep close track of processes and performance).      

12 
Managing coordination (sharing information across functional boundaries and 

fostering coordination with other units).      

13 Overall management competency (general level of managerial ability)      
 
 
14. On the basis of your level of management competency, how high in the organization do you expect to go in 

your career? (check only one of these five choices). 

5- President of the university  
4 - Associate university presidents 
3 - Dean  
2- Associate Dean  
1- Not higher than the current situation 
 
15. Compared to all other managers you’ve known, how would you rate your 
own competency as a manager of managers? 
5—Top 5% 
4—Top 10% 
3—Top 25% 
2—Top 50 % 
1—In the bottom half 
 
PART 2: 
What skills, do you think are important for you to succeed? 
Note: The scale changes for question 1–12. Please read carefully. In order to succeed in your current position, 
how important is each of the following skills? Use the following scale to rate: 



 

 

 

347 

5—Critically Important 
4—Very Important 
3—Moderately Important 
2—Of Some Importance 
1—Of Little Importance 
 

No Managerial Effectiveness  1 2 3 4 5 
1 Managing teams (building effective, cohesive, smooth-functioning teams).      

2 
Managing interpersonal relationships (listening to and providing supportive 

feedback to others).       

3 
Managing the development of others (helping others improve their performance and 

obtain personal development opportunities).      

4 Fostering innovation (encouraging others to innovate and generate new ideas).      

5 
Managing the future (communicating a clear vision of the future and facilitating its 

accomplishment).      

6 
Managing continuous improvement (fostering an orientation toward continuous 

improvement among employees in everything they do).      

7 
Managing competitiveness (fostering an aggressive orientation toward exceeding 

competitors’ performance).      

8 
Energizing employees (motivating others to put forth extra effort and to work 

aggressively).      

9 
Managing customer service (fostering a focus on service and involvement with 

customers).      

10 
Managing acculturation (helping others become clear about what is expected of 

them and about organizational culture and standards).      

11 
Managing the control system (having measurement and monitoring systems in 

place to keep close track of processes and performance).      

12 
Managing coordination (sharing information across functional boundaries and 

fostering coordination with other units).      

 
 
 

  ةساردلا صحف ةمئاقو نایبتسا ةرامتسا

 میحرلا نمحرلا الله مسب
  ایلارتسا /دنلازنیوك بونج ةعماج
 میلعتلاو لامعلااو نوناقلا ةیلك
 لامعلاا ةرادا مسق

 

 تایلكلا حاجن يف يجیتارتسلاا طیطختلا ةیلمعو ةدایقلا طمنلا يف ققحتلا(( ةموسوملا ةساردلل نایبتسا جذومنأ/م        
 ةیلھلااو ةیموكحلا تایلكلا ضعب يف ةینادیم ةسارد )) قارعلا يف ةصاخلاو ةماعلا
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 …نیمرتحملا ةیملعلا ماسقلاا ءاسؤورو ءادمعلا يدعاسم ،تایلكلا ءادمع تاوذلا

 …ھتاكربو الله ةمحرو مكیلع ملاسلا

 يف ةصاخلاو ةماعلا تایلكلا حاجن يف يجیتارتسلاا طیطختلا ةیلمعو ةدایقلا طمنلا يف ققحتلا( ىلإ فدھت ةساردب ثحابلا موقی

 نم ةقلاعلا هذھ دیدحت ىلع مكریغ نم ردقلأا مكنوكلو ،مكلمع نادیم يف ةیاردو ةربخ نم ھب نوعتمتت ام راطإ يفو ..)قارعلا

 .ةیدایقلا مكعقاوم

 كلوح رودی امع ربعت يتلا تارقف ةعومجم مضت يتلاو ،ةقفرملا ينادیملا ءاصقتسلاا ةنابتسا مكیدیأ نیب ثحابلا عضی ھیلع

 يف لعافلا مكماھسإو ،ءاَّنبلا مكنواعتل نوكیسو ،ةیلكلا سلجم ىوتسم ىلع وا مسقلا ىوتسم ىلع ءاوس كتابجاو ءادأ للاخ

 .ةساردلا هذھ حاجن يفً ازرابً ارود ةنابتسلاا تارقف عیمج نع ةیعوضوملاو ةقیقدلا ةباجلإا

 -:ةیتلآا بناوجلا ةاعارم ىجری

 .ةرامتسلاا ىلع يصخشلا مسلاا ركذل ةجاح لا-1

 .طقف يملعلا ثحبلا ضارغلأ مكلبق نم ةاطعملا تامولعملا رصتقتس-2

       .ةباجإ نود ةرقف يأ كرت مدع ىجری-3

  .ةلاحلا ىلإ كرظن ةھجو ةیلضفأ سكعی يذلا لیدبلا رایتخا بولطملاو ،تارقفلا مامأ ةجردتم لئادب دجوت-4

 ةفاقثلاو نزاوتملا ءادلاا ةقاطب ربع يمیظنتلا حاجنلاو ،يجیتارتسلاا طیطختلا ةیلمع ،يدایقلا طمنلا( تاحلطصم تدرو-5

 .ةنابتسلاا تارقف يف جولولا لبق اھنم دوصقملا حیضوت يرجیسو ،ةنابتسلاا يف )ةیمیظنتلا

 ..مكنواعتو مكئارلآ انمارتحاو انریدقت رفاو نع مكل برعنل ةصرفلا هذھ زھتنن

 دادسلاو قیفوتلا الله نمو

 
 

 

 ثحابلا دعاسملا فرشملا                                                  فرشملا
                                         A/Pr Henriet van Rens                                        Prof. Shirley O'Neill     

 يدھملا قوتعم دمحم /م

  ةرادا هاروتكد بلاط                                                                                            میلعتلا  ةیلك دیمع          

 

 

 ةیصخش تامولعم : أ ءزجلا

  :كیلع قبطنی ام مامأ X ةملاع عضو ىجری

   ىثنا  ركذلا سنج
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 نم ربكا رمعلا

36 

 ةنس

 
36-45 

 ةنس
 

46-55 

 ةنس
 

56-65 

 ةنس
 

 نم لقا

 ةنس 66
 

 

 ذاتسا  كراشم ذاتسأ  دعاسم ذاتسا  سردم ناونعلا
 

 

 ةیلكلا يف يلاحلا عضولا
 

   مسقلا سیئر  دیمع دعاسم  دیمع

  

 عضولا يف تاونسلا ددع

 يلاحلا
 

 لقا

 1 نم

 ةنس

 
2-3 

 تاونس
 

3-4 

 تاونس
 

4-5 

 تاونس
 

 نم رثكا

 تاونس 5
 

  

 يف ةیبیردت تارود يف تكراش لھ

  ؟يجیتارتسلاا طیطختلا

 مك ،معن باوجلا ناك اذإ

  ؟اھددع
    لا  

  

 ىلع ةیبیردت تارود يف تكراش لھ

  ؟ةدایقلا

 مك ،معن باوجلا ناك اذإ

  ؟اھددع
    لا  

  

 

 

 

 

 

 عم كلذ قافتا ىدم لوح كمكح ءاطعإ ىجری ،يدایقلا كطمن فصت ةیفصو لمج ةمئاق يلی امیف :يدایقلا طمنلا : ب ءزج

 يف )X( ةملاع عض .هاندأ ةمئاقلا يف ةیلاتلا تاءارجلإا نم لك راركت ىدم مییقت ىجری اذل .كتیلك يف يدایقلا ككولس

 لعفت تنك اذإ )3( مقر ،اردان يف كلذ لعفت تنك اذإ )2( مقر ،قلاطلإا ىلع كلذ لعفت لا تنك اذإ )1( مقر .بسانملا عبرملا

 .امئاد كلذ لعفت تنك اذإ )5( مقرو ،ابلاغ كلذ لعفت تنك اذإ )4( مقر ،نایحلأا ضعب يف كلذ

 ةرقفلا  لا
1 

  اقلطم

2 

 اردان

3  

 انایحا

4 

  ابلاغ

5  

 امئاد

           .مھدوھج لباقم ةدعاسملا نیرخلآا حنمأ  1

           .ةبسانم اھنأ نم دكأتأ يكل ةیلكلا لمع ةئیب تایضرف صحف دیعأ  2

           .ةداجو ةریطخ تلاكشملا حبصت ىتح لخدتلا يف قفخأ  3
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4  
 ،تاءانثتسلااو ءاطخلأا ىلعو ،فولأملا نع ةجراخلا روملأا ىلع يھابتنا زكرأ

 .رییاعملا نع ةجراخلا روملأاو
          

           .ةمھمو ةساسح ایاضق ءوشن وأ روھظ دنع طروتلا بنجتأ  5

           .يتادقتعمو يمیق مھأ نع ربعأو حصفأ  6

           .ةجاحلا دنع دجاوتأ لا  7

           .ایاضقلاو لكاشملا لح دنع ةددعتم تاھاجتاو ایاوز نم روملأا ثحبأ  8

           .لبقتسملا نع لمأو لؤافتب ثدحتأ  9

           .يعم نولماعتیو نوطبترم مھنوك نیرخلآاب راختفلاا ززعأ  10

           .لمعلا فادھأ قیقحت نع لوؤسم درف لك ةقدب شقانأ  11

           .اھحیحصتل كرحتلا يف ردابأ مث ءاطخلأا ثدحت ىتح رظتنأ  12

           .ھقیقحت بجی امع سامحب ثدحتأ  13

           .تایاغلاو فادھلأا هاجت يوق روعش دوجو ةیمھأ ىلع دكؤأ  14

            .ھیجوتلاو میلعتلابً ادھج لذبأ  15

      .فادھلأا قیقحت دنع درفلا هاقلتیس يذلا عقوتملا دودرملا حضوأ 16

      ً.انكاس كرحت لا يأ "ھحلصت لا لمعی ءيشلا ناك اذإ" :ةركف ززعأ 17

      .ةعامجلا ةحلصم لباقم ةیصخشلا يحلاصم نع ىضاغتأ 18

      .ةعومجملا يف درف درجم سیلو زیمتم صخشك درف لك لماعأ 19

      .اھلحب ردابأ نأ لبق ةنمزم نوكت نأ بجی لكاشملا ناب رھظأ 20

      .يل نیرخلآا مارتحا ززعت قرطب فرصتأ 21

      .تاقافخلإاو ىواكشلاو ءاطخلأا عم لماعتلل يمامتھا لجُ زكرأ 22

      . ت ارارقلا ذاختا دنع ةیقلاخلأا تارابتعلال رظنأ 23

      .ءاطخلأا عیمج ةقدب عباتأ 24

      .ةقثلاو ةوقلاب روعشلا رھظأ 25

      .لبقتسملل رظنلا دعب ززعأ 26

      .تارارقلا ذاختا بنجتأ 27

      .نیرخلآا نع هزیمت ةصاخ تاعلطتو تاردقو تاجایتحا درف لكل  ناب ربتعأ 28

      . تاھاجتاو ایاوز ةدع نم لكاشملاو روملأا ىلإ رظنلا ىلع درف لك عجشأ 29

      .ھتوق طاقنو ھتاردق ةیمنت يف درف لك دعاسأ 30

      .لمعلا ماھم قیقحت ةیفیك يف رظنلل ةدیدج قرط حرتقأ 31

      .ةحّلم ایاضقو ةلئسأ ىلع درلا يف رخاتأ 32

      .اھفادھأو ةیلكلا ةلاسرب كرتشم ساسحإ دوجو ةیمھأ ىلع دكؤأ 33

      .ھنم عقوتملاو بولطملا درفلا زجنی امدنع رورسلاو اض رلا نع ربعأ 34

      .ةیلكلا سلجم ىدل لاعف لكشب نیفظوملاو نیسیردتلا لك لیثمتب موقأ 35

      .ةیلكلا تاجایتحاو تابلطتمب لاعف لكشب مزتلأ 36
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  .ةحجان نوكت نأ ىلع كتیلك دعاست يتلا ططخلا عضول اھمدختست يتلا ةیلمعلا ينعی يجیتارتسلاا طیطختلا  - ج ءزجلا

  .لمعلا ناکم يف عضو لضفأ فصی يذلا مییقتلا یلع X ةملاع عض 

 .امئاد )5( مقرو ،ابلاغ )4( مقر ،نایحلأا ضعب )3( مقر ،اردان )2( مقر ،قلاطلإا ىلع كلذ دجوی لا )1( مقر

       

  5  4  3  2  1  ............... يلمع ناكم يف ت

            .يجیتارتسلاا طیطختلا ىلع نیفظوملا بیردتل لئاسو دجوت  1

            .يجیتارتسلاا طیطختلا يف تاراھملا سایقل رییاعم كانھ  2

            .يجیتارتسلاا طیطختلا يف ةكراشملا نیفظوملاو ةیلكلل نكمی  3

            .ةدیدج ةیجیتارتسا ةطخ میدقت يف انحاجن ىدم عجارن  4

            .لمعلا ناكم تاجایتحا مییقت للاخ نم يجیتارتسلاا طیطختلا نع ثحبن نحن  5

           .مھیلا ةجاحلا دنع نورفوتم )ھصاخو ھماع دارفاو /وا تامظنم( ھحلصملا باحصا  6

            .ةروشملاو ةیجیتارتسلاا تاحارتقلاا يقلتل ةحوتفم تلااصتلاا عیمج لعج يھ انتسایس  7

            .انتلاسرو انتیؤر لوح ءایشلأاو ةبوتكملا صوصنلاو روصلا يقبن نحن  8

9  
 عیمج ىلع سانلا ةكراشم للاخ نم يتأت حجانلا يجیتارتسلاا طیطختلا نأشب ةماھ تارارق كانھ

  .تایوتسملا
          

            .)ھبلطلاو ھحلصملا باحصا( نیرخآ صاخشأ لبق نم يجیتارتسلاا طیطختلا تایلمع ةدعاسم متی  10

            .ةیجیتارتسلاا انططخ دادعإ يف ةدعاسملل انعم لمعت ھیموكح ریغو ھیموكح ىرخا تاھج كانھ  11

            .ةیجیتارتسلاا انتطخ ریوطت ىلع انتدعاسمل يبیردت جمانرب انیدل  12

            .ةیجیتارتسلاا ططخلا ةشقانمل سیردتلا ةئیھ ءاضعأو نیفظوملا عجشن نحن  13

14  
 ھماع دارفاو /وا تامظنم( ھحلصملا باحصا عم ثدحتلا نیفظوملاو سیردتلا ةئیھ ءاضعأ نم عقوتن

  .ةماھ تارارق ذاختا لبق )ھصاخو
          

            .ةدیفم اھنوریو يجیتارتسلاا طیطختلا نیسحت لوح يراكفأ عیجشت متی  15

  

  ؟يجیتارتسلاا طیطختلا لوح ھیبیردت / ةیمیلعت لمع ةشرو وأ ةودن ترضح نأ كل قبس لھ .1

  .لا .ب                             .معن .ا

 ىلع ةفرعم لا" ينعی رفص ثیح 10 ىلإ رفص نم ةجرد كسفن يطعا ،يجیتارتسلاا طیطختلا يف كتردق میقت فیك .2

  ________ :مییقت ؟ "ھیلاع ریبخ" ينعی 10 و "قلاطلإا

  ؟يجیتارتسلاا طیطختلا ةیلمعل اھوحنمت يتلا ةمیقلا ىوتسم وھ ام ،هلاعا مكتاباجا نع رظنلا ضغب .3

  .ءيش لا .و          .ادج ضفخنم .ـھ             .ضفخنم .د            .ھطسوتم .ج            .ةیلاع .ب          .ادج يلاع .ا

  ؟طیطختلا يف ھیضقت يذلا تقولا ةبسن يھ ام .4

 )ي( 41-50%   )و(  31-40% )ه(     21-30% )د(      11-20% )ج(     6-10% )ب(       0-5% )ا(              

  .٪50 نم رثكأ

 نواعم ،دیمع ،لاثملا لیبس ىلع ،ةیلكلل طیطختلا تایلمع يف نوكراشی نیذلا سیردتلا ةئیھ ءاضعأ عیمج راودأ جاردإ .5

  :....... مسقلا سیئر ،دیمعلا
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 )  Elola, Tejedor & Tejedor 2016( عجارملا ةمئاق – نزاوتملا ءادلأا ةقاطب نایبتسا - د ءزجلا

 لبق نم ةطشنلأا ذیفنت متی فیكو مھتامظنمل ءادلاا ىوتسم ةفرعم نم ءاردملا نكمت يتلا ءادلأا ةرادإ تایجتارتسا دحأ يھ

 ةصرف رفوت ةیسیئر ةلئسأ ةثلاث كانھ نزاوتملا ءادلأا ةقاطب يفو ،كلذ نع ةمجانلا بقاوعلا ةعباتمو دصرلو نیفظوملا

 يف طیطختلل جھنلا نیسحت يف ةدعاسملل يرورض رمأ كب ةصاخلا تلاخدملا نا .ةباجلإل كتقو ذخ .كراكفأ نع ينربختل

  .كتیلك لثم تایلكلا

 مایقلا كتسسؤم ىلع بجی يتلا ةدئاف رثكلأا سمخلا تاءارجلإا / تایجیتارتسلاا ركذ ىجری ،كیأر ىلع ءانب        -1

  ؟لمعلا ناكم يف يجیتارتسلاا طیطختلا نیسحتل نلآا اھب
  

  

  

  

  

  

  

 نم  ةیلاع ةدوج ریفوت ىلع نیفظوملا ةدعاسمل كلمع ناكم يف دیجلا دئاقلا اھجاتحی يتلا صئاصخلا يھ ام ،كیأر ىلع ءانب        -2

  .ةسمخ نع لقی لا نأ ىلع اھنم ددع رثكأ  جاردإ ىجری ؟ لاعفلا يجیتارتسلاا طیطختلا

  

  

  

  

  

  

 لاعف يجیتارتسا طیطخت ریفوت ىلع نیفظوملا ةدعاسمل نلآا كلمع ناكم يف دیجلا دئاقلا اھب موقی يتلا تاءارجلإا يھ ام ،كیأرب        -3

  .تاءارجا ةسمخ لقلاا ىلع جاردإ ىجری ؟ةدوجلا يلاع
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 ءلامعلا اضر ،يھ يتلا ةعبرلأا تاروظنملا ربع ةیلاتلا ةلئسلأا تابلطتمل كتیلك ھتیبلت  يذلا ىدملا مییقت ىجری كتربخو كتفرعم ىلع ءانب -4

  :يلاملا ءادلااو ، ةیلخادلا تایلمعلاو ،ومنلاو ملعتلا ،)ةیموكحلا ریغو ةیموكحلا تامظنملاو ةبلطلا( عمتجملاو

 ددعلا
 ةرقفلا

5 
 قفتا
 ةدشب

4 
 قفتا

3 
 لا

 باوج

2 
 لا

 قفتا

1 
 قفتا لا
 ةدشب

  عمتجملاو ءلامعلا روظنم :1
          

  ؟اھتبلط مھ نم ةیؤر ةیلكلا ىدل لھ  1

2  
 ةیلاحلا مھتاجایتحاو مھتاعقوت نع تامولعملا عمجتو ،ةبلطلا عم ةیلكلا لعافتت لھ
  ؟ةیلبقتسملاو

          

            ؟ةیلكلا ءاضعأ نم مھریغو نیفظوملاو بلاطلل ةلاعف لاصتا تایلمع كانھ لھ  3

            ؟رابتعلاا نیعب مھئارآو  مھتاحارتقاو مھیواكش ةیلكلا ذخأت لھ  4

5  
 ،برستلا ىوتسمو ،حاجنلا تلادعم لثم ءادلأا تارشؤم ةاعارمو مییقتب ةیلكلا موقت لھ

  ؟)كلذ ىلإ امو زئاوجلاو
          

6  
 ةدئارلا تایلكلا يف نیفظوملاو ةبلطلا اضر تایوتسم نع ةقوثوم تانایب ةیلكلا ىدل لھ

  ؟ىرخلاأ
          

            ؟احومط رثكأ فادھأ عضوو ةیعجرملا میقلا دیدحتل تامولعملا هذھ مدختست لھ  7

            ؟ةیعمتجملا تاجایتحلاا مییقتو ةیعامتجلاا تاردابملا يف ةیلكلا كراشت لھ  8

  ملعتلاو ومنلاروظنم 2
          

  ؟ةیرشبلا دراوملا ةرادلإ ةطخ ةیلكلا ىدل لھ  9
            ؟ءاوس دح ىلع صرفلا ؤفاكت نیسیردتلاو نیفظوملل ةطخلا هذھ نمضت لھ  10

11  
 تایلوؤسم لیلد وأ فئاظولا فصولا للاخ نم نیفظوملا تاردقو تاجایتحا دیدحت متی لھ

  ؟لمعلا
          

            ؟ةیعامج وأ ةیدرف وأ ةددحم وأ ةماع ةیبیردت ططخ ذیفنتو عضو متی لھ  12

13  
 تاسایس ریوطت يف نیفظوملاو سیردتلا ةئیھ ءاضعأ عیمج ةكراشم ةیلكلا نمضت لھ

  ؟ةیلكلا ةطشنأو تایجیتارتساو
          

            ؟رابتعلاا نیع يف نیفظوملاو سیردتلا ةئیھ ءارآ ةیلكلا ذخأت لھ  14

            ؟نیفظوملاو سیردتلا ةئیھ راكفأو ةردابمو ةكراشم اھتأفاكمو ریدقت متی لھ  15

16  
 ،يضارتفلاا ریتركسلا( ةمدقتملا لاصتلاا تاودأ نیسحتب ةیلكلا رمتست  ةیلكلا موقت لھ

 بلاطلا عم تامولعملا لدابت لھست يتلا )اھریغو ةیئاصقتسلاا تاساردلاو ،تاعامتجلااو

  ؟ماع لكشب ةیلكلا عمتجمو نیفظوملاو

          

17  
 لضفأ مساقتل ةیملاعإ ةلیسوك ةلعاف ةصاخلا لصاوتو لاصتا تاونق ةیلكلا كلمت لھ

  ؟ةفرعملاو تاسرامملا
          

18  
 امو يتاذلا مییقتلاو يجراخلا وأ يلخادلا قیقدتلا لثم ةمظتنم مییقت جماربب ةیلكلا موقت لھ

  ؟كلذ ىلإ
          

19  
 نیسحتلا فادھأو ططخ عضو يف تامیقتلا هذھ نم اھعمج مت يتلا تانایبلا مدختست لھ

  ؟رمتسملا
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 ددعلا
 ةرقفلا

5 
 قفتا
 ةدشب

4 
 قفتا

3 
 لا

 باوج

2 
 لا

 قفتا

1 
 قفتا لا
 ةدشب

20  
 ةماعلا ةعیبطلا تاذ(يلبقتسملا لویملاو يلاحلا عضولاب ةقلعتملا تامولعملا عمج متی لھ

  ؟يجھنم لكشب )ةصاخلاو
          

21  
 نكمی يتلا نیسحتلا تاءارجإ دیدحتل SWOT لیلحتل ساسأك تامولعملا هذھ مدختست لھ

  ؟اھذاختا
          

  ةیلخادلا تایلمعلا روظنم 3
          

  ةدیدجلا ةیمیلعتلا بیلاسلااو تامدخلا ریوطت يف راكتبلااو عادبلإا قبطی لھ  22
            ؟عمتجملاو ھبلطلا  تاجایتحاو تابلط ةیبلت  23

24  
 جئاتن سایق ىلإ ادانتسا رمتسملاو يروفلا نیسحتلل تایولوأ دیدحتل ةیجھنم ةیلمع كانھ لھ

  ؟رمتسملا میلعتلا تایلمع نع تامولعملاو يلیغشتلا ءادلأا
          

25  
 رایعمل اقفو كلذ یلإ امو ةمظتنملا ةیتاذلا تامییقتلاو تایلمعلا ةرادلإ يلیغشت ماظن كانھ لھ

IOS ؟ةلثامم رییاعم وأ  
          

            ؟نیسحتلا تاءارجإ لھستو ةیلمعلا ءاطخأ ةمظنلأا هذھ ددحت لھ  26

            ؟ھحلصملا باحصاو نیفظوملاو ةبلطلا وحن ةھجوم لصاوت تایلمعو لاعف مامتھا كانھ لھ  27

 فدھب كلذ ىلإ امو اھتامدخو ةیساردلا اھططخب قلعتت ةیملاعإ تاسلج يف ةیلكلا كراشت لھ  28

  ؟نیلبقتسملا ھبلطلا ىتحو نیلاحلا ھبلطلا ملاعإ
          

 ةدیدجلا تایلمعلا نع تامولعم مدقت يتلا تارشنلا وأ ملاعلاا زاھج لثم تاودأ كانھ لھ  29

  ؟ةیلكلا عمتجمل
          

  يلاملا روظنملا 4
          

  ؟اھتیجیتارتساو اھتسایس عم ىشامتت ةیلام - ةیداصتقا ةیجیتارتسا تذفنو ةیلكلا تروط لھ  30

            ؟ماظتناب اھتعجارم متت لھ  31

            ؟ةینازیملا جمانربو ةیجیتارتسلااو ةسایسلا نیب ةحضاو ةقلاع دوجو ىلع لیلد كانھ لھ  32

            ؟اھتسایسل اقفو ةیرامثتسا ةطخ ةیلكلا ددحت لھ  33

 لثم تارشؤملا مییقتو ،تارامثتسلاا مھأ لیلحتب ةیلكلا موقت لھ ،ةیرامثتسلاا ةطخلا نمض  34

  ؟رطاخملاو دادرتسلاا تقو ،ةیحبرلا
          

            .لمعلا يف ھب مایقلا انیلع بجی ام لوح يباجیإ لكشب ثدحتا اتأ  35

            .انفادھأ قیقحت ىلع نیرداق اننأب اوفرعی نأ ھیسیردتلا ةئیھلاو نیفظوملا عدا انا  36

            ؟نیدروملا عیمجل تانایب ةدعاق ةیلكلا ىدل لھ  37

            ؟ةیلكلا ةیجیتارتساو ةسایس عم اھتمءاومب قلعتی امیف مھنم دحاو لك مییقت متی لھ  38

            ؟ھعم طباورلا نیسحتو نواعتلا رمتسی لھ ،نیدروملا لضفا دیدحت  متی املاح  39

            ؟نوزخملا ةرادإ ماظن ةیلكلا ىدل لھ  40

 مادختسا عجشیو تایافنلا نم كلاھتسلاا للقی لھ ؟حیحص لكشب دراوملا ةرادإ متت لھ  41

  ؟ةددجتملا دراوملا
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 ددعلا
 ةرقفلا

5 
 قفتا
 ةدشب

4 
 قفتا

3 
 لا

 باوج

2 
 لا

 قفتا

1 
 قفتا لا
 ةدشب

 ھحصلا لاجمب قلعتی امیف ،ماع لكشب عمتجملاو نیفظوملا ىلع ةیلكلا لوصأ رثأ لھ  42

  ؟ةملاسلاو
          

 

 

 اھب لمعت يتلا ةقیرطلا ىلإ ةیمیظنتلا ةفاقثلا ریشت .كلمع ناکمل ةیمیظنتلا ةفاقثلا لوح رودی ءزجلا اذھ :ةیمیظنتلا ةفاقثلا
 )Schein 1984 ( .نیینعملا صاخشلأا تایكولسو اھمیقو كتمظنم
 ریغ تنك اذإ .فرصتلا يف بغرت تنك امك سیلو ،تقولا مظعم عقاولا يف اھكلست يتلا تارقفلا ىلع درلا نم دكأتلا ىجری
  .ةئطاخ وأ ةحیحص تاباجا دجوت لا .مكیدل ام لضفا نیمخت  ىجری ،باوجلا نم دكأتم
    .هاندأ كتاباجإ ةملاع عضو ىجری
 
  ةیرادلإا ةیلاعفلل لاعفلا يتاذلا مییقتلا جذومن
 :كمییقت يف يلاتلا سایقملا مدختسا  .ةیتلاا تاراھملا ءادأ يف كب صاخلا ةیلاعف مییقت ىجری ،15-1 ةلئسلأل

 ةرقفلا  لا
5 
 زیمتم

4 
  دیج

3 
 طسوتم

2 
 يشماھ

1 
 فیعض

           .)ءادلأا ةسلسو ةكسامتمو ةلاعف قرف ءانب( قرفلا ةرادإ  1

2  
 ةمعاد لعف دودر میدقتو ىلإ عامتسلاا( ةیصخشلا تاقلاعلا ةرادإ

 .)نیرخلآل
          

3  

 مھئادأ نیسحت ىلع نیرخلآا ةدعاسم( نیرخلآا ریوطت ةرادإ

ىلع لوصحلاو   

 .)ةیمنتلا صرف

          

4  
 راكفأ دیلوتو راكتبلاا ىلع نیرخلاآا عیجشت(راكتبلاا عیجشت

 .)ةدیدج
          

5  
 ریسیتو لبقتسملل ةحضاو ةیؤر عم لصاوتلا( لبقتسملا ةرادإ

 .)هزاجنإ
          

6  
  نیب رمتسملا نیسحتلا وحن ھجوتلا زیزعت( رمتسملا نیسحتلا ةرادإ

 )ھنولعفی ام لك يف نیفظوملا
          

7  

 نیسفانملا زواجت وحن و ةردابملا وحن ھجوتلا زیزعت( ةیسفانتلا ةرادإ

 يف '

 .)ءادلأا

          

8  
 لمعلاو دھجلا نم دیزملا لذب ىلع نیرخلآا زیفحت( نیفظوملا طیشنت

   .)ةوقب
          

9  
 عم ةكراشملاو ةمدخلا ىلع زیكرتلا زیزعت ( نیلماعلا ةمدخ ةرادإ

  .)نیلماعلا
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10  
 عقوتم وھ ام لوح ةحضاو حبصت نیرخلآا ةدعاسم( رزآتلا ةرادإ

  .)ةیمیظنتلا رییاعملاو ةفاقثلا لوح و مھنم
          

11  
 اھب لومعملا دصرلا ةمظنأو سییاقملا دوجو( مكحتلا ماظن ةرادإ

  .)ءادلأاو تایلمعلا نم حیحصلا راسملا ىلع ظافحلل
          

12  
 زیزعتو ةیفیظولا دودحلا ربع تامولعملا لدابت( قیسنتلا ةرادإ

  .)ىرخا تادحو عم قیسنتلا
          

            .)ةیرادلإا ةردقلل ماعلا ىوتسملا( ةیلكلا ةیرادلإا ةءافكلا  13

 

 
 طقف دحاو رتخا( ؟ةینھملا كتایح يف ادوعص ھیف جردتت نا نكمم يذلا ىدملا وھ ام ،ةیرادلإا كتءافك ىوتسم ساسأ ىلع 14

  )ةسمخلا تارایخلا هذھ نم
 عضولا نم ىلعا سیل -5      دیمع نواعم -2           ةیلك دیمع -3         ھعماج سبئر نواعم -4         ھعماج سیئر -5
   يلاحلا
 
 
 
 

 ریدمك  كتءافك لدعم میقت فیك  ، مھتفرع نیذلا نیرخلآا ماسقلاا ءاسؤورو ،ءادمع ينواعمو ءادمع عیمج عم ةنراقملاب .15
  ؟نیفظوملل

 يلفسلا فصنلا يف-1              ٪50 ىلعأ-2              ٪25 ىلعأ-3                 ٪10 ىلعأ-4              ٪5 ىلعأ-5
 
 
 
 
 
 :ةیتلاا تاراھملا نم لك ةیمھأ ىدم ءاطعا ىجری 

 ةرقفلا  لا

5 
 متھم
 ادج

4 
  متھم

3 
 طسوتم
 مامتھلاا

2 
 متھم
 ىلا

 ام دح

1 
 ریغ
 متھم

           .)ءادلأا ةسلسو ةكسامتمو ةلاعف قرف ءانب( قرفلا ةرادإ  1

2  
 ةمعاد لعف دودر میدقتو ىلإ عامتسلاا( ةیصخشلا تاقلاعلا ةرادإ

 .)نیرخلآل
          

3  
 مھئادأ نیسحت ىلع نیرخلآا ةدعاسم( نیرخلآا ریوطت ةرادإ

 .)ةیمنتلا صرف ىلع لوصحلاو
          

           .)ةدیدج راكفأ دیلوتو راكتبلاا ىلع نیرخلاآا عیجشت(راكتبلاا عیجشت  4

5  
 ریسیتو لبقتسملل ةحضاو ةیؤر عم لصاوتلا( لبقتسملا ةرادإ

 .)هزاجنإ
          

            نیب رمتسملا نیسحتلا وحن ھجوتلا زیزعت( رمتسملا نیسحتلا ةرادإ  6
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 )ھنولعفی ام لك يف نیفظوملا

7  
 نیسفانملا زواجت وحن و ةردابملا وحن ھجوتلا زیزعت( ةیسفانتلا ةرادإ

 .)ءادلأا يف '
          

8  
 لمعلاو دھجلا نم دیزملا لذب ىلع نیرخلآا زیفحت( نیفظوملا طیشنت

   .)ةوقب
          

9  
 عم ةكراشملاو ةمدخلا ىلع زیكرتلا زیزعت ( نیلماعلا ةمدخ ةرادإ

  .)نیلماعلا
          

10  
 عقوتم وھ ام لوح ةحضاو حبصت نیرخلآا ةدعاسم( رزآتلا ةرادإ

  .)ةیمیظنتلا رییاعملاو ةفاقثلا لوح و مھنم
          

11  
 اھب لومعملا دصرلا ةمظنأو سییاقملا دوجو( مكحتلا ماظن ةرادإ

  .)ءادلأاو تایلمعلا نم حیحصلا راسملا ىلع ظافحلل
          

12  
 زیزعتو ةیفیظولا دودحلا ربع تامولعملا لدابت( قیسنتلا ةرادإ

  .)ىرخا تادحو عم قیسنتلا
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APPENDIX J: Mann-Whitney Analysis and Hypotheses Testing of the 

Study 
 

Part A: Hypotheses of difference in regarding to leadership styles 
 
Mann-Whitney Test of Inspirational Motivation  
  

Ranks 
CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 6.50 26.00 

Private Colleges 4 2.50 10.00 

Total 8   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U .000 

Wilcoxon W 10.000 

Z -2.309 

Asymp. Sig. (2-tailed) .021 

Exact Sig. [2*(1-tailed Sig.)] .029b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 
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Mann-Whitney Test of Individualized Consideration 
 
Test Statisticsa 
 COLLEGES 

Mann-Whitney U .500 

Wilcoxon W 10.500 

Z -2.178 

Asymp. Sig. (2-tailed) .029 

Exact Sig. [2*(1-tailed Sig.)] .029b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 
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Mann-Whitney Test of Idealized Influence Behavior 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 6.00 24.00 

Private Colleges 4 3.00 12.00 

Total 8   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U 2.000 

Wilcoxon W 12.000 

Z -1.732 

Asymp. Sig. (2-tailed) .083 

Exact Sig. [2*(1-tailed Sig.)] .114b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 
CODE Cases 
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Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 

 

 
 
Mann-Whitney Test of Idealized Influence Attributed 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 6.50 26.00 

Private Colleges 4 2.50 10.00 

Total 8   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U .000 

Wilcoxon W 10.000 

Z -2.309 

Asymp. Sig. (2-tailed) .021 

Exact Sig. [2*(1-tailed Sig.)] .029b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 
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N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 
 

 
 
Mann-Whitney Test of Intellectual Stimulation 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 6.50 26.00 

Private Colleges 4 2.50 10.00 

Total 8   

 
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U .000 

Wilcoxon W 10.000 

Z -2.309 

Asymp. Sig. (2-tailed) .021 

Exact Sig. [2*(1-tailed Sig.)] .029b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 

 
 

Case Processing Summary 
CODE Cases 
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Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 

 
 
Mann-Whitney Test of Contingent Reward 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 6.50 26.00 

Private Colleges 4 2.50 10.00 

Total 8   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U .000 

Wilcoxon W 10.000 

Z -2.323 

Asymp. Sig. (2-tailed) .020 

Exact Sig. [2*(1-tailed Sig.)] .029b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 
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Mann-Whitney Test of Management-by-Exception Active 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 5.25 21.00 

Private Colleges 4 3.75 15.00 

Total 8   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U 5.000 

Wilcoxon W 15.000 

Z -.866 

Asymp. Sig. (2-tailed) .386 

Exact Sig. [2*(1-tailed Sig.)] .486b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 
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Mann-Whitney Test of Management-by-Exception Passive 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 3.50 14.00 

Private Colleges 4 5.50 22.00 

Total 8   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U 4.000 

Wilcoxon W 14.000 

Z -1.162 

Asymp. Sig. (2-tailed) .245 

Exact Sig. [2*(1-tailed Sig.)] .343b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 
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Mann-Whitney Test of Laissez-Faire 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 4.63 18.50 

Private Colleges 4 4.38 17.50 

Total 8   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U 7.500 

Wilcoxon W 17.500 

Z -.145 

Asymp. Sig. (2-tailed) .885 

Exact Sig. [2*(1-tailed Sig.)] .886b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 
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Mann-Whitney Test of Effectiveness 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 4 5.75 23.00 

Private Colleges 4 3.25 13.00 

Total 8   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U 3.000 

Wilcoxon W 13.000 

Z -1.443 

Asymp. Sig. (2-tailed) .149 

Exact Sig. [2*(1-tailed Sig.)] .200b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 4 100.0% 0 0.0% 4 100.0% 

Private Colleges 4 100.0% 0 0.0% 4 100.0% 
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Mann-Whitney Test of Extra Effort 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 3 5.00 15.00 

Private Colleges 3 2.00 6.00 

Total 6   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U .000 

Wilcoxon W 6.000 

Z -1.964 

Asymp. Sig. (2-tailed) .050 

Exact Sig. [2*(1-tailed Sig.)] .100b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 3 100.0% 0 0.0% 3 100.0% 

Private Colleges 3 100.0% 0 0.0% 3 100.0% 
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Mann-Whitney Test of Satisfaction 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES Public Colleges 2 3.50 7.00 

Private Colleges 2 1.50 3.00 

Total 4   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U .000 

Wilcoxon W 3.000 

Z -1.549 

Asymp. Sig. (2-tailed) .121 

Exact Sig. [2*(1-tailed Sig.)] .333b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES Public Colleges 2 100.0% 0 0.0% 2 100.0% 

Private Colleges 2 100.0% 0 0.0% 2 100.0% 
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Part B: Hypotheses of difference in regarding to the strategic planning process 

 
Mann-Whitney Test of STRATEGIC PLANNING SIGNIFICANT 
 

Ranks 
groups N Mean Rank Sum of Ranks 

 Colleges Public COLLEGES 15 19.23 288.50 

Private Colleges 15 11.77 176.50 

Total 30   
 

Test Statisticsa 
  Colleges 

Mann-Whitney U 56.500 

Wilcoxon W 176.500 

Z -2.326 

Asymp. Sig. (2-tailed) .020 

Exact Sig. [2*(1-tailed Sig.)] .019b 

a. Grouping Variable: groups 

b. Not corrected for ties. 
 

Statistics 
 Colleges   
Public COLLEGES N Valid 15 

Missing 0 

Mean 2.9007 
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Median 2.9100 

Skewness .418 

Std. Error of Skewness .580 

Kurtosis -.201 

Std. Error of Kurtosis 1.121 

Private Colleges N Valid 15 

Missing 0 

Mean 2.7247 

Median 2.7100 

Skewness -.634 

Std. Error of Skewness .580 

Kurtosis 1.784 

Std. Error of Kurtosis 1.121 
Parts C: Hypotheses of difference in regarding to the organisational success 
Mann-Whitney Test of Customer-society perspective  
 

Ranks 
 Code N Mean Rank Sum of Ranks 

Colleges Public Colleges 8 11.88 95.00 

Private Colleges 8 5.13 41.00 

Total 16   
 

Test Statisticsa 
 Colleges 

Mann-Whitney U 5.000 

Wilcoxon W 41.000 

Z -2.838 

Asymp. Sig. (2-tailed) .005 

Exact Sig. [2*(1-tailed Sig.)] .003b 

a. Grouping Variable: Code 

b. Not corrected for ties. 
 

Case Processing Summary 

Code 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

Colleges Public Colleges 8 100.0% 0 0.0% 8 100.0% 

Private Colleges 8 100.0% 0 0.0% 8 100.0% 
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Mann-Whitney Test of Internal processes perspective  
 
 
 
 
 

Ranks 
 code N Mean Rank Sum of Ranks 

colleges Public Colleges 8 9.50 76.00 

Private Colleges 8 7.50 60.00 

Total 16   
 
 
 
 
 
 
 
 
 

Test Statisticsa 
 colleges 

Mann-Whitney U 24.000 

Wilcoxon W 60.000 

Z -.843 

Asymp. Sig. (2-tailed) .399 

Exact Sig. [2*(1-tailed Sig.)] .442b 

a. Grouping Variable: code 

b. Not corrected for ties. 



 

 

 

373 

 

 

Mann-Whitney Test of Learning-Growth Perspective  
Ranks 

 code N Mean Rank Sum of Ranks 

colleges Public Colleges 13 19.12 248.50 

Private Colleges 13 7.88 102.50 

Total 26   
 

Test Statisticsa 
 colleges 

Mann-Whitney U 11.500 

Wilcoxon W 102.500 

Z -3.749 

Asymp. Sig. (2-tailed) .000 

Exact Sig. [2*(1-tailed Sig.)] .000b 

a. Grouping Variable: code 

b. Not corrected for ties. 
 

Case Processing Summary 

code 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

colleges Public Colleges 13 100.0% 0 0.0% 13 100.0% 

Private Colleges 13 100.0% 0 0.0% 13 100.0% 
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Mann-Whitney Test of Financial Perspective  

Ranks 
 code N Mean Rank Sum of Ranks 

colleges Public Colleges 13 17.31 225.00 

Private Colleges 13 9.69 126.00 

Total 26   
 
 

Test Statisticsa 
 colleges 

Mann-Whitney U 35.000 

Wilcoxon W 126.000 

Z -2.544 

Asymp. Sig. (2-tailed) .011 

Exact Sig. [2*(1-tailed Sig.)] .010b 

a. Grouping Variable: code 

b. Not corrected for ties. 
 

Case Processing Summary 

code 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

colleges Public Colleges 13 100.0% 0 0.0% 13 100.0% 

Private Colleges 13 100.0% 0 0.0% 13 100.0% 
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Part D: Hypotheses of difference in regarding to the organisational culture 

Mann-Whitney Test of Managerial Effectiveness Self-Rating Form 
 

Ranks 
CODE N Mean Rank Sum of Ranks 

COLLEGES PU 13 17.31 225.00 

PR 13 9.69 126.00 

Total 26   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U 35.000 

Wilcoxon W 126.000 

Z -2.546 

Asymp. Sig. (2-tailed) .011 

Exact Sig. [2*(1-tailed Sig.)] .010b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES PU 13 100.0% 0 0.0% 13 100.0% 

PR 13 100.0% 0 0.0% 13 100.0% 
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Mann-Whitney Test of Managerial Effectiveness 
 

Ranks 
 CODE N Mean Rank Sum of Ranks 

COLLEGES PU 12 16.00 192.00 

PR 12 9.00 108.00 

Total 24   
 

Test Statisticsa 
 COLLEGES 

Mann-Whitney U 30.000 

Wilcoxon W 108.000 

Z -2.433 

Asymp. Sig. (2-tailed) .015 

Exact Sig. [2*(1-tailed Sig.)] .014b 

a. Grouping Variable: CODE 

b. Not corrected for ties. 
 

Case Processing Summary 

CODE 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

COLLEGES PU 12 100.0% 0 0.0% 12 100.0% 

PR 12 100.0% 0 0.0% 12 100.0% 
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APPENDIX K: The Interview Schedule of the Study - English and Arabic 

Versions 

 
Focused Interview Schedule College Senior Staff – 45 minutes 

TITLE OF PROJECT: An Investigation of Leadership Style and the Strategic Planning 

Process in the Success of Public and Private Colleges in Iraq 

Introductions 

Thank you for agreeing to participate in my research project.  

As you know I am following up with some staff to explore the results of the survey. I have 

listed some aspects of the results that I would appreciate your comments about for me to be 

able to better understand the issues involved. Please note there are no right or wrong answers 

– I am focused on understanding your experience and your views and advice in relation to the 

survey results. 

For example: What do you think about these results? Why? 

 

Section One: Facts about staff in leadership positions: 

1- Three quarters of the staff in positions of leadership such as Dean, Associate Dean, and 

head of department are male compared with one quarter being female. 

2- More than half of the staff in leadership positions are less than 36-45 years. 

3- More than half of staff in leadership positions are at the academic levels of lecturer and 

senior lecturer. 

4- A quarter of the staff in leadership positions have been doing their leadership role for 

more than 5 years. 

5- Approximately half of the staff in leadership positions have not been involved in any 

leadership training. 

6- Would you like to add anything else to your views on the way colleges should staff 

their leadership teams?  

7- If you had the power to make any changes what would you do?  

8- Please tell me why you think these kinds of changes would be valuable. 

9- In your view what differences would these changes make? 
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Section Two: Staff perceptions of their colleges’ Leadership Styles 

1- Please look at the definition of transformational leadership. 

Transformational leaders are more collaborative and charismatic and encouraging of 

staff input into decision-making, and they are more communicative and approachable. 

Survey results suggest that the leadership style in public colleges is more likely to be 

transformational than in private colleges.  

2- A: This question is for leaders of PUCs. Look at the definition of “contingent reward” 

leadership style. The survey results suggest that this is much more prevalent in private 

colleges than in the public colleges. 

The survey results suggested that approximately 45% of those in leadership positions 

practiced “contingent reward” leadership style – which means they tended to reward 

staff only if they showed they were complying with the rules or orders such as 

“providing assistance in exchange for efforts”, “making sure staff understood the 

reward for getting the job done”, “expressing satisfaction when staff meet 

expectations” and “discussing in specific terms who is responsible for achieving 

performance targets”.   

B: This question is for leaders of PRCs. Please look at the definitions of leadership 

styles again.  

In the private colleges the survey results suggest that those in leadership positions are 

less likely to be leading in a transformational way. That is, they may not be providing 

inspirational motivation, having an idealized influence, considering individuals and 

providing intellectual stimulation. This means that their leaderships styles tend to be 

more focused on making their staff follow the rules. 

Does this fit with your experience? And Can you help explain this result? Why? 

3- Look at the definition of “Laisses faire” leadership style.  

This style is obviously one that is not encouraged for good leadership. However, the 

survey results suggest that this is evident to some extent in both private colleges and 

public colleges but a little more so in public colleges. 

 

            The survey results suggested that almost a third of those in leadership positions tend to       

“avoid getting involved when important issues arise” and around a quarter “delay 
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responding to urgent questions” and “avoid making decisions”, and 10% “are absent 

when needed”.  

Does this fit with your experience? Can you help explain this result? 

 

Section Three: Thinking about your college’s Strategic Planning Process 

1. Please tell me about how your college goes about planning to try to successfully 

deliver its education programs. 

2. Please tell me about your colleges hopes and dreams for the future? 

3. Does your college have the following aspects in its plans?  If “no” can you tell my 

“Why not”? 

If yes can you tell me what they are and please send me copies or links to your web site 

if you have them on there. 

•  Mission, Vision, Values, and Goals 

4. In your opinion is your college achieving its strategic focus? 

What are three reasons for your view about this? 

5.  How many of staff report directly to you?  _________ 

6. How many staff members in your college are involved in your planning processes? 

_______ 

7. The survey results suggested that about three quarters of both private and public 

colleges tended not use the well-known tools to help them with their strategic 

planning processes.  

Can you tell me why? My ideas on improving strategic planning are encouraged and 

seen as useful. For example. 

  

8. The survey results suggested that only between 20-35% of college staff in leadership 

roles participated in strategic planning processes in both private and public colleges. 

Can you tell me why? 
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9. The survey results suggested that only between 20-35% of college staff in leadership 

roles received support to help them with their strategic planning in both private and 

public colleges. 

Can you tell me why? Our policy is to make all communications open to receive 

strategic suggestions and advice. 

10. The survey results suggested that more than half of college staff in leadership roles in 

both private and public colleges had not received any training on how to strategically 

plan for improving college outcomes for the present and the future. 

Can you tell me why? 

11. In spite of lack of knowledge, practice and training almost three-quarters of the leaders 

surveyed in both private and public colleges believed strategic planning was important. 

In the light of this why do you think the leaders in this survey have not taken any action 

to introduce strategic planning sessions in (a) private/(b) public colleges? 

12. In your opinion taking all of our discussions into account “What are the challenges that 

your college faces in ensuring strategic planning processes are: (i) implemented   

and (ii) both leadership staff and other staff are: (a) trained and (b) included in the 

planning? 

 

Section Four: The colleges’ Performance Outcomes and their Organisational Culture 

1- The survey results suggest that the public colleges’ performance outcomes are higher 

than those of private colleges between approximately 75-85%.  

Are you able to give your opinion on any reasons why this might be so? 

2- The survey results suggest that approximately half of those in leadership positions did 

not have an ambition to move up the promotional ladder in either the public colleges’ 

or private colleges in the study.  

Are you able to give your opinion on any reasons why this might be so? What is your 

experience with this? 

3- The survey results showed that approximately half of those in leadership positions in 

both private and public colleges believed they were more competent than the leaders 

above them in both public colleges’ or private colleges in the study.  
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Are you able to give your opinion on any reasons why this might be so? What is your 

experience with this? 

Also, if you think of something after the interview is over please contact me and let 

me know on e=mail: MohammedMatook.Al-Mahdi@usq.edu.au 

            Phone: +61423173080 

Thank you very much for participating in this interview and for giving your time for 

my research. It is greatly appreciated.  

 ةلباقم لودج

 ةقیقد 45 - ةیلكلا يفظوم رابك ىلع زكری ةلباقم لودج

 قارعلا يف ةصاخلاو ةیموكحلا تایلكلا حاجن يف يجیتارتسلاا طیطختلا ةیلمعو ةدایقلا بولسأ ثحب :عورشملا ناونع

 تامدقم

 .يب صاخلا ثحبلا عورشم يف ةكراشملا ىلع كتقفاومل اركش

 كتاقیلعتل اًنتمم نوكأس يتلا جئاتنلا بناوج ضعب تجردأ دقل .علاطتسلاا جئاتن فاشكتسلا نیفظوملا ضعب عباتأ ، ملعت امك

 زكرأ انأ - ةئطاخ وأ ةحیحص تاباجإ دجوت لا ھنأ ةظحلام ىجری .لضفأ لكشب ةحورطملا ایاضقلا مھف نم نكمتأ يكل اھنأشب

 .نایبتسلاا جئاتنب قلعتی امیف كحئاصنو كئارآو كتبرجت مھف ىلع

 ؟ا اذامل ؟جئاتنلا هذھ يف كیأر ام :لاثملا لیبس ىلع

 

 :ةیدایقلا بصانملا يف نیفظوملا لوح قئاقح :لولأا مسقلا

 عم ةنراقم روكذلا نم مھ مسقلا سیئرو ، دعاسم دیمعو ، دیمع لثم ةیدایقلا بصانملا يف نیفظوملا عابرأ ةثلاث 1-1

 .ثانلإا نم مھعبر

 

 تایفطاع ءاسنلا نإ نع كیھان ءاسنلا نمً اقمع عسوا بصنملا يف ةفدلا ةرادإ ىلع لاجرلا ةردق نأ دقتعأ ، يرظن ةھجو نم

 ببسلا اذھل . بصانملا هذھ يف لاجرلا نوكی نا نمؤیو يروكذ عمتجم وھ يقارعلا عمتجملا نإ نعً لاضف ،لاجرلا نم رثكا

 .ثانلإا نم رثكأ روكذلا يقارعلا عمتجملا لضفی ،

 .ةنس 45-36 نم لقأ ةیدایقلا بصانملا يف نیفظوملا فصن نم رثكأ .2

 يف بصانملا باحصا نم صاخشلأا بلغا ناف اذل ،بصانم اذكھ يف ساسلاا وھ ةربخلا لماع نابً انامیإ ،كلذ دقتعأ لا

 علاطتسلاا بحو ةرماغملا حور ببسب بابشلا ةئف نم مھبلغا ،صاخلا عاطقلا سكع ىلع ،رمعلا رابك نم مھ يموكحلا عاطقلا

   .ةناكملاو ةعمسلا نع عیرسلا ثبلاو

 

 كراشم ذاتسا ریبكو رضاحملا نم يمیداكلأا ىوتسملا ىلع مھ ةیدایقلا بصانملا يف نیفظوملا فصن نم رثكأ - 3

 اھیف بلطتی يتلاو ةیموكحلا تاعماجلا صخی امیف لولأا نیقش ىلا مسقنت ھتباجا نأف لاؤسلا اذھ نع ةباجلاا اندرأ ام اذا

 ىلابصنملا ذانسا نكمی كلذ رذعت ةلاح يفو دعاسم ذاتسا ةبترم ىلع لصاح لقلاا ىلع نوكی نا يدایق بصنم ىلع لوصحلا
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 يذلا وھ رمثتسملا رظن ةھجو بسح بصنملا يلوت صخی امیف نایس رملاا نأف ةیلھلأا تاعماجلا اما .سردم ةبترمب وھ نم

  .بصنملا ملاتسا طباوض ددحی

 .تاونس 5 نم رثكأ ذنم يدایق رودب ةیدایقلا بصانملا يف نیفظوملا عبر موقی -4

ً لاضف ،بصانملا هذھ نوریدی نیذلا صاخشلاا ةیلعافو ةءافك ةفرعمل مساحلا وھةربخلا لماع نإ انبجاوً اقباس انقرطت املثم

 .ھنع ھیلخت دعب بصنملا ةرادا عیطتسی  رخا صخش دوجوب ةداقلا نم دیدعلا نامیا مدع نع

 .ةدایقلا ىلع ھبیردت ةرود يأ يف ةیدایقلا بصانملا يف نیفظوملا فصن يلاوح كراشی مل -5

 طرش كانھ سیل ، اضیأ .تاراھملاو تاردقلا نیسحتو ریوطتب نونمؤی لا ةیدایقلا بصانملا يف ةداقلا ضعب ، كلذ عم قفتأ

 .ةداقلا دنع يرطف ءيش يھ ةمزراكلا نا رابتعاب .ةدایقلا يف ةیبیردت ةرود مھیدل  ةداقلا نوكی نأ

 ةدایقلا قرف بیردت اھللاخ نم تایلكلا ىلع بجی يتلا ةقیرطلا لوح كرظن تاھجول رخآ ءيش يأ ةفاضإ يف بغرت لھ -6

 ؟اھب ةصاخلا

 اذل ،مھیلع ظافحلا مث نمو مھبھاوم لقص لجأ نم ةدایق تارود يف اھیف رارقلا عانص لخدت ةقیرعلا تاعماجلا بلغا نا ، معن

 .دیدجلا عضولا فورظو بسانتت ةدایقلا يف بیردت ةرود ىلع لصاح دئاق لك نوكی نا ةیثحبلا كتایصوت يف عضت نأ دوأ

 ؟لعفتس اذام ، تارییغت ءارجإ ىلع ةردقلا كیدل ناك اذإ -7

 تاعماجلا نیب ةراعلأا ماظن لیعفت ،ً لاوأ .ةمھملا تارییغتلا ضعب ءارجإ ىلع لمعأ فوسف ، ةوق يّدل ناك اذإ ، عبطلاب

 للاخ نم عیمجلل ةدئافلا قیقحتل ينورتكللأا میلعتلا جماربب ةناعتسلأا ، ایناث .ةذاتسلأا ضعبل يفرعملا مكارتلا نم ةدافتسلأل

 تلااصتلااو تامولعملا ةینقت نیسحتو ریوطتب موقأ فوس ،ً اریخأ .نوزیمتملا ةداقلل ةیرخفو ةیزمر تاداھش حنم ىلع زیكرتلا

 . ةوطخب ةوطخ

 .ةمیق تاذ نوكتس تارییغتلا نم عاونلأا هذھ نأ دقتعت اذامل يل لق كلضف نم -8

 هذھل اقفو .درفراھ ةعماج نزو ىلع ةیملاعلا باب قرطل تاعماجلا مامأ لبقتسملا قافآ حتفت فوس تارییغتلا هذھ ةرادإ نإ

 .ةیلودلاو ةینطولا تاجایتحلال اقفو ةدیدجلا تاحاسملا ضعب حتفو ریوطتب نوموقی فوس ، تارییغتلا

 

 ؟تارییغتلا هذھ لعجت نأ اھنأش نم يتلا تافلاتخلاا ام مكیأر يف -9

 نم ءاھتنلاا دعب بلاطلا مظعم نإف ، اضیأ .ىلعأ ةبترم لتحت ةیقارعلا تایلكلا لعجتس تارییغتلا هذھ ، يرظن ةھجو نم

 .ةدیج فئاظو ىلع نولصحی ةساردلا

 

 مھتایلك يف ةدایقلا بیلاسأ لوح نیفظوملا تاروصت :يناثلا مسقلا

 .ةیلیوحتلا ةدایقلا فیرعت يف رظنلا ىجری -1

 .ادًدوتوً لاصاوت رثكأ مھو ، رارقلا عنص يف نیفظوملا ىلع عیجشتو ةباذجو ةینواعت رثكأ يھ ةیلیوحتلا ةدایقلا

 .ةصاخلا تایلكلا نم رثكأ اًیلیوحت نوكی نأ حجرملا نم ةماعلا تایلكلا يف ةدایقلا بولسأ نأ ىلإ علاطتسلاا جئاتن ریشت ، اذل

 لیبس ىلع .مھبصانم يف اًدودحم اًتقو مھیدل نلأ رییغتلل ةضرع رثكأ مھ ةماعلا تایلكلا يف ةداقلا نإف ، يرظن ةھجو نم

 نیماع مسقلا سیئرلو ھبصنم يف ىقبیل تاونس عبرأ ىوس ةیلكلا دیمع كلتمی لا ، يقارعلا يلاعلا میلعتلا نوناقلً اقفو ، لاثملا
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 نورمثتسملا بعلیس ، ةصاخلا تایلكلا يف نكلو .ةقیرط لضفأب مھفئاظوو مھیفظوم ةرادلإ يفاكلا تقولا مھیدل ، كلذل .طقف

 .ةفیفطلا تارییغتلا ضعب عم حابرلأا طقف يھ مھفادھأ نلأ ةیصخشلا مھرییاعمل اًقفو ةداقلا رایتخا يف ارًیبك ارًود

 .ىرخأ ةرم ةدایقلا بیلاسأ تافیرعت يف رظنلا ىجری -2

 ةقیرطب اودوقی نأ حجرملا نم ةیدایق بصانم نولغشی نیذلا كئلوأ نأ ىلإ علاطتسلاا جئاتن ریشت ، ةیموكحلا تایلكلا يف

 میدقتو دارفلأا رابتعلاا نیعب ذخلأا عم ، يلاثم ریثأت مھلو ، ةمھلم عفاود نورفوی اونوكی نأ حجرملا نم ھنأ يأ .ةیلیوحت

 لكشب دیج لمعب مایقلا ىلع مھیفظوم عیجشت ىلع ربكأ لكشب زیكرتلا ىلإ لیمت مھتدایق بیلاسأ نأ ينعی اذھو .يركفلا زیفحتلا

 .ينواعتو يباجیإ

 

 ."Laisses faire" ةیوضوفلا ةدایقلا بولسأ فیرعت ىلإ رظنا -3

 ىلإ حضاو اذھ نأ ىلإ ةیئاصقتسلاا ةساردلا جئاتن ریشت ، كلذ عمو .ةدیجلا ةدایقلا ىلع عجشی لا طمنلا اذھ نأ حضاولا نم

 .ةماعلا تایلكلا يف ربكأ ةجردب نكلو ، ةماعلا تایلكلاو ةصاخلا تایلكلا نم لك يف ام دح

 

 ایاضق روھظ دنع طارخنلاا بنجت" ىلإ نولیمی ةیدایق بصانم نولغشی نم ثلث براقی ام نأ ىلإ علاطتسلاا جئاتن ریشت

 ." ةجاحلا دنع نوبئاغ" ٪10 و ، "تارارقلا ذاختا بنجت" و "ةلجاعلا ةلئسلأا ىلع درلا يف ریخأتلا" عبرلا يلاوحو "ةمھم

 ؟ةجیتنلا هذھ حیضوت يف ةدعاسملا كنكمی لھ ؟كتربخل بسانم اذھ لھ

 ءاطخلاا نع ةیطغتلا متیل ةیسایسلا ةقبطلا ىلا نومتنی نم مھ ةیدایقلا بصانملا باحصا نوكی نأ يلاح ھجوت دجوی قارعلا يف

 .ةیدایقلا بصانملا هذھ يف اونوكیل نیلھؤم اوسیل ، عقاولا يف ةداقلا ءلاوھ نأً املع ،اھباكترا متی يتلا

 

 يف ارًاشتنا رثكأ دئاس / رشتنم اذھ نأ ىلإ علاطتسلاا جئاتن ریشت ."ئراطلا ةأفاكملا" ةدایقلا بولسأ فیرعت ىلإ رظنا -4

 .ةماعلا تایلكلا يف ھنم ةصاخلا تایلكلا

 امم - "ةئراطلا ةأفاكملا" ةدایقلا بولسأ نوسرامی ةیدایق بصانم نولغشی نمم ٪45 يلاوح نأ ىلإ علاطتسلاا جئاتن تراشأ

 "دوھجلا لباقم ةدعاسملا میدقت" لثم رماولأا وأ دعاوقلل نولثتمی مھنأ اورھظأ اذإ طقف نیفظوملا ةأفاكمل نولیمی مھنأ ينعی

 طورش ةشقانم" و "تاعقوتلل نیفظوملا ةلباقم دنع حایترلاا نع ریبعتلا" ، "ةمھملا زاجنلإ ةأفاكملل نیفظوملا مھف نم دكأتلا"

 ."ءادلأا فادھأ قیقحت نع لوؤسملا نم ةددحم

 ؟ا اذامل ؟ةجیتنلا هذھ حیضوت يف ةدعاسملا كنكمی لھو ؟كتربخل بسانم اذھ لھ

 قوفتلا ةبحاص ةیلھلاا تایلكلاب ةنراقمً ادج فیعض تأفاكملاو زفاوحلاو روجلاا ةمظنا صخی امیف ةیموكحلا تایلكلا ھجوت

 ةصاخلا تایلكلا لضفت بابسلأا هذھل .نكمی ام رثكأ حابرلاا قیقحت يراجت وھ مھفدھ نأف مولعم وھ امكو ةیلاملا دراوملاب

 .ةیمیظنتلا فادھلأا قیقحتل بولسلأا اذھ

 

 

 ةیلكلل يجیتارتسلاا طیطختلا ةیلمع يف ریكفتلا :ثلاثلا مسقلا

 .حاجنب ةیمیلعتلا اھجمارب میدقت ةلواحمل طیطختلل كتیلك باھذ ةیفیك نع ينربخأ كلضف نم .1
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 ةیموكحلا تاعماجلا كلذكو ةیقارعلا يلاعلا میلعتلا ةرازو اھنمو يجیتارتسا طیخت ةیلمع دجوت لا ةفاك تارازولا ىوتسم ىلع

 میلعتلل ةیجیتارتسإ ةطخ عضو متیً ایلاحو )فادھلأاو میقلاو ةیؤرلاو ةمھملا( اھیدل سیلو يجیتارتسا طیطخت ةیلمع سرامت لا

  .ةینطولا ةیؤرلاب ىعدت يلاعلا

 

 ؟لبقتسملل كملاحأو كتعماج لامآ نع ينربخأ كلضف نم .2

 يلحملا دیعصلا ىلع ةعمس اھیدل ناك يتلاو ةیقارلا تایلكلا فاطم يف اھدھع قباس ىلا عجرتو دادغب ةعماج يقترت نأ ىنمتن

 .ةیقارعلا يلاعلا میلعتلا تارارقو ةیئیبلا تاریغتلا ببسب اھقیقحتً ادج بعصلا نم نكل ، يمیلقلااو يلودلاو

 ؟"لا اذامل" ينربخت نأ كنكمیف ، "لا" ناك اذإ ؟اھططخ يف ةیلاتلا بناوجلا كتیلك ىدل لھ .3

 ناك اذإ كب صاخلا بیولا عقوم ىلإ طباور وأ خسن لاسرإ ىجریو ، ھیلع يھ امب ينربخت نأ كنكمیف ، معنب ةباجلإا تناك اذإ

 .كانھ كیدل

 فادھلأاو میقلا ، ةیؤرلا ، ةلاسرلا •

 ينورتكللاا ةیلكلا عقوم ىلع اھیلع روثعلا ناكملأابو فادھلأاو میقلاو ةیؤرلاو ةمھملا انیدل ، معن

 ؟يجیتارتسلاا اھزیكرت كتیلك ققحت لھ ، كیأرب .4

 ؟اذھ لوح كرظن ةھجول ةثلاثلا بابسلأا يھ ام

 ببسب ينمزلا لودجلل اًقفو ةیجیتارتسلإا ططخلا قیقحتل فٍاك تقو انیدل سیل ، لاًوأ .ةیسیئر بابسأ ةثلاث كانھ ، عقاولا يف

 .فادھلأا قیقحتل ةیلاملا دراوملاو ةینازیملا نم يفكی ام انیدل سیل ، ةیناثلا .اضًیأ ةینملأا عاضولأاو ةینطولاو ةینیدلا دایعلأا

 نإف ، ةیقارعلا يلاعلا میلعتلا ةرازو نوناقل اقفو ، لاثملا لیبس ىلع .تانییعتلاو ةیرشبلا دراوملا دوجو مدع ، يئاھنلا ببسلا

 ،كراشم ذاتسا ، دعاسم ذاتسأ ، لقلاأ ىلع باقلأ مھیدل نسلا اذھ يف سیردتلا ةئیھ ءاضعأ لكو ةنس 63 وھ دعاقتلا نس

 صقن ىلإ ةفاضلإاب .ةصاخلا تایلكلا ىلإ ةیموكحلا تایلكلا نورداغی فوس يلاتلابو ، ةزاتمم تاربخو فراعم مھیدلو ذاتسأو

 .طیطختلا ةیلمع معدل تلااصتلااو تامولعملا ایجولونكت

 _ اصًخش 260 يلاوح ؟كتیلك يف نیلماعلا نییمیداكلأا نیفظوملا ددع مك -5

 ________٪ 10 يلاوح ؟ةرشابم ریراقت كل نومدقی نیفظوملا ءلاؤھ نم مك -6

 __ةیلكلا سلجم ءاضعا_٪5 يلاوح __ ؟كتیلك يف طیطختلا تایلمع يف نیكراشملا نیفظوملا ددع مك -7

 13 يلاوح __ةیلكلا سلجم ءاضعا _؟كب ةصاخلا طیطختلا تایلمع يف نوكراشی نیذلا كتیلك يف نیفظوملا ددع ام -8

 ً.اصخش

 تاودلأا مادختسا ىلإ نولیمی لا ةماعلاو ةصاخلا تایلكلا عابرأ ةثلاث يلاوح نأ ىلإ ةیئاصقتسلاا ةساردلا جئاتن تراشأ -9

 .يجیتارتسلاا طیطختلا تایلمع يف مھتدعاسمل ةفورعملا

 ؟اذامل يل لوقت نا عیطتست لھ

 ةعماجلاو ةرازولاو يجیتارتسلاا طیطختلا ةیلمع معد اننكمی فیك كلذ نعً لاضف .ةیجیتارتسا ةطخ دجوت لا ،عقاولا يف

 ةردقلا انیدل ، لاثملا لیبس ىلع. ةیجیتارتسا ةقیثو درجم يجیتارتسا طیطخت ةیلمع دجوت لا ، كلذل .ةضقانتم تارارق ناردصت

 ..يلاعلا میلعتلا ةرازو تارارق ةیزكرم ببسب ایلعلا ةرادلإا لبق نم ھعیجشت متی لا نكلو ،يجیتارتسلاا طیطختلا فیظوت ىلع
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 يف اوكراش ةیدایقلا بصانملا يف سیردتلا ةئیھ ءاضعأ نم طقف ٪35 ىلإ 20 نیب ام نأ ىلإ علاطتسلاا جئاتن تراشأ -10

 .ةماعلاو ةصاخلا تایلكلا نم لك يف يجیتارتسلاا طیطختلا تایلمع

 ؟اذامل يل لوقت نا عیطتست لھ

 طیطختلا ةیلمع يف ةكراشملا مھنكمی تایوتسملا عیمج ىلع نیفظوملا لك سیل نلأ ةحیحص ةبسنلا هذھ ،عقاولا يف

 اذھ يف ریصق تقو انیدل ، كلذ ىلإ ةفاضلإاب .اھیلإ جاتحن امدنع ةیلمعلا هذھ يف نیمھاسملا دوجو مدع ً،اضیأ .يجیتارتسلاا

 .ةحجان ةیجیتارتسلاا ططخلا لعجن نأ ةیاغلل بعصلا نم .طقف نیماع ةدمل طیطختلا نكمی فیك ، اذل .فقوملا

 

 اولصح ةیدایقلا راودلأا يف ةیلكلا يفظوم نم طقف ٪35 ىلإ 20 نیب ام نأ ىلإ ةیئاصقتسلاا ةساردلا جئاتن تراشأ -11

 .ةماعلاو ةصاخلا تایلكلا نم لك يف يجیتارتسلاا طیطختلا يف مھتدعاسمل معد ىلع

 ؟اذامل يل لوقت نا عیطتست لھ

 عقاولاو .اھذیفنت لجأ نم ةلیوط ةینمز تارتف بلطتی يجیتارتسلأا طیطختلا نأف مولعم وھ امكو ، كلذ ىلع قفاوأ ،معن  

 عیمج نإف ، اذل .اھذیفنتو اھتعباتمب دحأ متھی لا تقولا سفن يفو ةیجیتارتسلاا ةطخلا دادعلإ ریصق تقو كانھ نأ ذأ كلذ سكع

 .قرو ىلع ربح درجم يھ انفادھأو انمیقو انتلاسرو انتیؤر لوح ةبوتكملا تاباتكلاو صوصنلا

 

 تایلكلا نم لك يف ةیدایقلا راودلأا يف ةیلكلا يفظوم فصن نم رثكأ نأ ىلإ ةیئاصقتسلاا ةساردلا جئاتن تراشأ -12

 .لبقتسملاو رضاحلل ةیلكلا جئاتن نیسحتل يجیتارتسلاا طیطختلا ةیفیك ىلع بیردت يأ اوقلتی مل ةماعلاو ةصاخلا

 ؟اذامل يل لوقت نا عیطتست لھ

 ةصاخ ، يجیتارتسلاا طیطختلا يف ةیبیردت تارود يف ةیدایقلا بصانملا يف ةداقلا نم ةلیلق ةبسن طقف تكراش ، حیحص اذھ

 ةشھلا ةینملأا عاضولاا ببسبو ، 2015 ماع يف نكلو .ةیناطیربلاو ةیلارتسلأاو ةینامللأا تاعماجلا لضفأ عم 2015 ماع لبق

 تحبصا .ةیلخادلاو عافدلل لماك لكشب ھجوم قافنلأاو ةیثحبلا بناوجلل لیومتلا فعضو ،ةیلخادلا تاعارصلاو بورحلاو

 .لخادلاب ةفیعض تارود ىلع راصتقلااو يجراخلا  يجیتارتسلاا طیطختلا تارود يف ةمودعم ھبش ةذتاسلاا تاكراشم

 

 يف علاطتسلاا مھلمش نیذلا ةداقلا عابرأ ةثلاث نم برقی ام دقتعی ، بیردتلاو ةسرامملاو ةفرعملا ةلق نم مغرلا ىلع - 13

 .مھم يجیتارتسلاا طیطختلا نأ ةماعلاو ةصاخلا تایلكلا نم لك

 يف يجیتارتسلاا طیطختلا تاسلج میدقتل ءارجإ يأ اوذختی مل علاطتسلاا اذھ يف ةداقلا نأ دقتعت لھ ، ببسلا اذھ ءوض يف

 ؟ةماعلا )ب( ةصاخلا تایلكلا )أ(

 فارتعا كانھ ، كلذ ىلإ ةفاضلإاب .ةمظنم لكل يرقفلا دومعلا يھ يجیتارتسلاا طیطختلا ةیلمع نأ دقتعنو كلذ عم امًامت قفتأ

 تارارقلا ببسب ةداج يجیتارتسا طیطخت ةیلمع يأ مھیدل سیل نكلو ، يجیتارتسلاا طیطختلا ةیمھأب ةداقلا مظعم لبق نم دیج

 .كلذ لوق ةیاغلل بعصلا نم ، ظحلا ءوسل .كلذ لعف اننكمی فیك ، اذل .میلعتلا ةرازو اھردصت يتلا ةتباثلا

 طیطختلا تایلمع نامض يف كتیلك اھھجاوت يتلا تایدحتلا يھ ام" رابتعلاا يف انتاشقانم عیمج ذخأن كیأر يف -14

 يف ةجردملا )ب ( و نیبردم )أ( :مھ نیرخلآا نیفظوملاو ةدایقلا يفظوم نم لك )2( و تذفن )1( :يھ يجیتارتسلاا

 ؟طیطختلا
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 ةیجیتارتسإ ططخ مییقتو ذیفنتو عضو لجأ نم تایدحتلا هذھ لك ةحفاكمو ضوھنلا لجأ نم اندعاسی نا ،لجو زع الله اوعدن

 .انتایلك يف ةدیج

 

 

 

 ةیمیظنتلا اھتفاقثو تایلكلا ءادأ جئاتن :عبارلا مسقلا

 نیب حوارتت يتلا ةصاخلا تایلكلا جئاتن نم ىلعأ ةماعلا تایلكلا ءادأ جئاتن نأ ىلإ ةیئاصقتسلاا ةساردلا جئاتن ریشت -1

 .اًبیرقت ٪85 و 75

 ؟كلذك نوكت دق بابسأ يأ لوح كیأر ءاطعإ عیطتست لھ

 ، ةدیج ةبترم يف نوكت نأ ىلإ تدأ يتلا اھنسل اًقفو ةمخض براجت اھیدل ةیموكحلا تایلكلا نلأ كلذ ىلع قفاوأ ، يیأر يف

 ةیموكحلا تایلكلا نأ امك .ةیلھلأا تایلكلاب ةنراقم ةبلطلا ةدوجو ، ةریبكلا ينابمو ، لضفا نیفظوملاو سیردتلا ةئیھ ءاضعأو

 .ةیموكحلا تایلكلا نم لضفأ يلام عضو اھیدل ةیلھلأا تایلكلا نإف ، كلذ عمو .ةیلھلأا تایلكلا نم مدقأ

 ملسلا كیرحتل حومط مھیدل نكی مل ةیدایق بصانم نولغشی نم فصن نم برقی ام نأ ىلإ علاطتسلاا جئاتن ریشت -2

 .ةساردلا يف ةصاخلا تایلكلا وأ ةماعلا تایلكلا يف ءاوس يجیورتلا

 ؟اذھ عم كتبرجت يھ ام ؟كلذك نوكت دق بابسأ يأ لوح كیأر ءاطعإ عیطتست لھ

 ةیسایسلا بازحلأا لخدت ببسب ىلعأ ىوتسم يف اونوكی نأ يف لمأ مھیدل سیل ةیدایقلا بصانملا يف ةداقلا ضعب ، عقاولا يف

 نوبحی مھنأ عقاولا يف نكلو ، ایلعلا ةرادلإا يف نیذلا ءاضرإ نوبحی ةداقلا ضعب ، اضیأ .ةیدایقلا بصانملا هذھ للاتحا يف

 .فقوملا سفن يف اونوكی نأ نوبحی ، كلذل ةجیتنو .ةعماجلا سیئر ىتحو ، دیمع ، دیمع نواعمك ىلعأ بصنم يف اونوكی نأ

 

 مھنأ نودقتعی ةماعلاو ةصاخلا تایلكلا نم لك يف ةیدایق بصانم نولغشی نم فصن يلاوح نأ حسملا جئاتن ترھظأ -3

 .ةساردلا يف ةصاخلا تایلكلا وأ ةماعلا تایلكلا يتیلك يف مھقوف ةداقلا نم ةءافك رثكأ

 ؟اذھ عم كتبرجت يھ ام ؟كلذك نوكت دق بابسأ يأ لوح كیأر ءاطعإ عیطتست لھ

 ةیموكحلا تایلكلا يف ةصاخ ةیسایسلا مھبازحأ ربع نوتأی ایلعلا ةدایقلا يف مھ نیذلا ةداقلا مظعم نلأ دیكأتلاب كلذ عم قفتأ انأ

 دیمع تابجاو نم بعصأ تارادلإا ءاسؤر ماھمو تابجاو ، اضیأ .مھتایلك ةرادإ يف ةیفاك ةیرادإو ةیملع تاءافك مھیدل سیلو

 .مھتداق نم ةءافك رثكأ مھ بابسلأا هذھل .دیمع نواعم و
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APPENDIX L: Matrix of Correlations Among the Study Variables 
 
 

Correlations 
 LS SPP 

Spearman's rho LS Correlation Coefficient 1.000 .644** 

Sig. (2-tailed) . .000 

N 129 129 

SPP Correlation Coefficient .644** 1.000 

Sig. (2-tailed) .000 . 

N 129 129 

**. Correlation is significant at the 0.01 level (2-tailed). 

 
 

Correlations 
 LS BSC 

Spearman's rho LS Correlation Coefficient 1.000 . 507** 

Sig. (2-tailed) . .002 

N 129 129 

BSC Correlation Coefficient .502** 1.000 

Sig. (2-tailed) .002 . 

N 129 129 

*. Correlation is significant at the 0.05 level (2-tailed). 

 
 

Correlations 
 SPP BSC 

Spearman's rho SPP Correlation Coefficient 1.000 .451** 

Sig. (2-tailed) . .007 

N 129 129 

BSC Correlation Coefficient .451** 1.000 

Sig. (2-tailed) .007 . 

N 129 129 

 
 

 
 


