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Abstract
The purpose of this study is to explore which leadership style/styles are suitable for universities in the light
of governance principles. This study is a qualitative study based on literature review. About 2000 previous
studies were collected, after screening them; only 200 were suitable to be used to fulfill the purpose of this
study. The study concluded that there is no leadership style that can suite all organizations and industries,
even can fit for one organization, because leadership style depend on leader, context, followers and
culture. In universities at least three leadership styles can be used based on the leaders and followers
whatsoever the context and culture: shared leadership style among the governance board members,
transformational leadership style for academicians and mid-level management, and finally transactional
leadership style for other workers who perform routine work. The study recommends using different styles
based on leaders, context, culture and followers’ education, experience, position and readiness to be as
team player.
Key Words: Universities’ Leadership, Shared Leadership, Transformational Leadership, Transactional
Leadership, Governance Principles.

Introduction
Governance board is the body that is responsible for controlling and directing the organization towards its
goals. Its main task is to solve problems and take decisions related to organization survival and
development. It composes from persons who are representative of stakeholders. Governance refers to all
actions, interactions, and processes that influence actors involved in organizational practices and decisionmaking. Governance is how rules, norms, policies and regulations are produced, regulated and sustained,
and it includes the role, responsibility and accountability. It consists of processes, policies, laws and
regulations that direct and control the relationships and cooperation among stakeholders. Governance
includes how different stakeholders interact with each other to make decisions collectively on how to direct
and control the organization. Governance covers stakeholders’ rights and equitable treatment, other
stakeholders’ interest, board’s roles, responsibility and accountability, integrity and ethical behavior,
disclosure and transparency and so many other things. In another way, the governance means how to
rationalize the use of power, influence and control over others and in decision-making, or how rational
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actors create, maintain and sustain the organization in formal way. Good governance needs suitable
leadership styles that have to be used by the governance board which affect all processes and activities, and
directly and indirectly influence the organization in long term.
The debate about the relationship between governance and leadership is escalating over time. Some
scholars and practitioners consider leadership as the ability of an organization or individual to guide or lead
others such as individuals, groups and organizations. Other scholars and practitioners consider leadership as
enhancing or forcing others to behave as leaders want. Nevertheless how we define leadership, it includes
power, influence and control over others. Leadership styles depend on how the leader use the power to
influence, direct, motivate and control the followers; it ranges from fully democratic to fully autocratic
styles. Therefore, there are many leadership models and styles such as Authoritarian (autocratic),
paternalistic, democratic, laissez-faire, transformational, transactional, servant, situational, shared
(participative), distributed, collective, collaborative, adaptive, innovative, entrepreneurial, authentic, and
narcissistic styles. The aim of any leadership model or style is to solve the problems that face the
organization and to take the suitable decisions to maintain and sustain the organization.
Until now, there is no consensus among scholars, researchers and practitioners about the best leadership
style/styles that should be used and/or encouraged by governance to direct and control the organization. In
addition, there is no agreement upon the best leadership style/styles that suite specific
organization/industry. Higher education is highly professional sector, very sensitive and intellectual capitalintensive industry. Universities are the backbone of higher education and need good governance principles
with suitable leadership style/styles. Therefore, this study aims to investigate what leadership style/styles
are suitable to higher education industry? What are the governance principles and practices are most useful
for higher education industry? Which leadership style/styles are suitable for higher education industry in
the light of governance principles?
This study will start by discussing the leadership and leadership styles, and governance definition and
principles. Followed by, reviewing the previous literature related to both topics and finally discussing the
relationship between leadership styles and governance.

Leadership and Leadership Styles
Leadership and Leadership Style Definitions
In general, leadership is about the ability of an individual or organization to lead or guide other individuals,
teams, or entire organizations. Leadership style is a leader's style of providing direction, implementing
plans, and motivating people (Lewin, et. al. 1939). Leadership is relationship-oriented, in which the leader
is more focusing on the relationships amongst the group (Griffin and Ebert 2010). Each leader develops
his/her unique style of leadership to fit the talents, maturity, and abilities of his/her followers (Landis
2011). Leadership development practices are similar across the private, public and not-for-profit sectors
(Pinnington 2011). Leadership is a task-oriented in which the leader is focusing on the tasks that need to be
performed in order to meet a certain goal (Manktelow 2012). It is a process whereby an individual
influences a group of individuals to achieve a common goal (Attri, et. al. 2014; Ayinde, et. al. 2015), which
carried out by both formal and informal leaders within an organization (Stincelli and Baghurst 2014).
Leadership is a process of social influence in which one or more persons attempt to aid and support others
to accomplish a task or tasks (Roger 2015). All leadership theories can be classified into two major groups,
not exclusive but complementary: theories oriented to the leader as individual, and theories oriented to the
relations between leader and followers (Silva 2015). In the last century, there have been rapid
developments regarding organization, management and leadership theories (Gulcan 2015). Finally, leader
can be defined as a person who has a power wither formally or informally, while leadership is about how
the leader is using this power to reach specific objectives or general goals.
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Why to Study Leadership and Leadership Styles in Universities
In today’s dynamic organizations, leadership plays a central role in achieving organizational goals (Saeed
and Ahmad 2012). The distribution of wealth and power should be encouraged for effective conflict
management of universities (Faniran and Akintayo 2012). Nowadays the universities are experiencing
massification and internationalization (Kavasakalis 2013), and there is much controversies and disputations
about the nature, meaning and characteristics of the leadership (Chukwu and Eluka 2013). Numerous
investigators have studied leadership styles in different cultures, occupations, organizational settings, but it
was rarely examined among teaching faculty members of higher education institutes and universities
(Ahmed and Abdo 2013). Understanding the evolved psychological mechanisms underlying leadership is
critical for the development and integration of leadership theory, research, and practice (Vugt and Ronay
2013). Effective academic leadership is a complicated issue to investigate because of its intangibility and
potential consequences (Hamidifar, et. al. 2013). Leadership in education requires certain key attributes,
because leadership strategically and effectively influence teaching, learning and class activity (Attri, et. al.
2014). Today’s, ever-changing educational environment has created a need for new leadership styles that
encourage positive change and improvement (Sart 2014), taking into consideration that the specific roles
and qualities of informal leaders are not well understood yet (Stincelli and Baghurst 2014). Therefore, the
identification of the styles of management behavior has been among the topics of interest in the past few
decades (Mokhtarpour, et. al. 2014). Also, the rapidly changing and complex environment in which leaders
operate today requires a different way of thinking (Gummerson 2015), leadership has evolved over the
years in some organizations to a more participative style (Malik, et. al. 2015).
In fact, there is no suitable leadership style/styles which suite all organizations/industries, even for the same
industry there is no suitable leadership style/styles that suite all organizations worldwide. Leadership style
depends not only on leader, follower and industry, but also on culture where the leader and the follower
interact. The process of leadership depends on at least four elements: the leader, the context, the follower,
and the culture, which plays a crucial role. Lewin, et. al. (1939) said, ―different situations call for different
leadership styles‖. Actually, there are many leadership models and styles which might be suitable for some
cases and may not be suitable for other cases, such as: Authoritarian (autocratic), paternalistic, democratic,
laissez-faire, transformational, transactional, servant, situational, shared (participative), distributed,
collective, collaborative, adaptive, innovative, entrepreneurial, authentic, and narcissistic styles.
Autocratic or Authoritarian (Authoritarianism) Leadership Style
Under the autocratic leadership style, all decision-making powers are centralized in the leader, as with
dictators. The autocratic management has been successful as it provides strong motivation to the manager;
it permits quick decision-making (Lewin, et. al. 1939). Unlike personalistic dictatorships, new forms of
authoritarianism have institutionalized representation of a variety of actors; unlike totalitarian states, the
regime relies on passive mass acceptance rather than popular support (Landman 2003). Linz distinguished
new forms of authoritarianism from personalistic dictatorships and totalitarian states. An authoritarian style
of leadership may create a climate of fear, where there is little or no room for dialogue (Salin and hoel
2011). Authoritarianism is a form of government characterized by strong central power and limited political
freedoms (Shorten 2012). Authoritarian leaders are commonly referred to as autocratic leaders (Cherry
2016).
Paternalistic Leadership Style
Paternalistic leader works is by acting as a father figure by taking care of their subordinates as a parent
would. In this style of leadership, the leader provide complete concern for his followers or workers. In
return, he receives the complete trust and loyalty of his people (Erben and Guneser 2008). Paternalistic
leadership has three dimensions: authoritarianism, benevolence and morality (Niu, et. al. 2009).
Paternalistic leaders, who promote followers’ professional and personal welfare but still maintain their
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authority (Xu 2011). Paternalistic leadership is characterized by a totalitarian and authoritarian style of
management (Afsar and Rehman 2015). Many scholars called this style Asian style.
Democratic Leadership Style
Democratic leadership can be defined as the performance of three functions: distributing responsibility
among the membership, empowering group members, and aiding the group's decision-making process
(Gastil 1994). Democratic leadership style consists of the leader sharing the decision-making abilities with
group members by promoting the interests of the group members and by practicing social equality (Foster
2002). Democratic leadership style is one of the most effective and creates higher productivity, better
contributions from group members and increased group morale (Martindal 2011). Democratic leadership
style is a very open and collegial style of running a team. Democratic leadership is also known as,
participative leadership, where members of the group take more participative role in the decision-making
process (Ray and Ray 2012).
Laissez-faire or Free-rein Leadership Style
In laissez-faire or free rein leadership, decision-making is given to the followers. The followers are given
the right and power to solve problems and make decisions. The laissez-faire leader as who gives the
majority of control in the decision-making process to the followers (Jones and Rudd 2007). This style can
be performed only when followers are highly skilled, experienced, and educated; the leader will not provide
regular feedback to their followers (Malos 2012). The laissez-faire leadership style is where all the rights
and power to make decisions is fully given to the worker (Hackman and Johnson 2013). Laissez-faire
leadership style provides little or no direction and gives employees as much freedom as possible (Sharma
and Singh 2013).
Transformational Leadership Style
Transformational leadership is a leadership approach that causes change in individuals and social systems
(Damirch, et. al. 2011). In transformational leadership a leader focuses on transforming others to help each
other, to look out for each other, and to pay attention towards organization as a whole (Paracha, et. al.
2012). Transformational leaders exhibit no controlling powers, but inspire empowerment and motivation of
the subordinates (Felix, et. al. 2012). Transformational leaders are described to hold positive expectations
for followers; it increases levels of motivation and morality (Johnson 2015). Transformational leadership is
a style of leadership where the leader works with employees to identify the needed change, creating a
vision to guide the change, and executing the change (Business Dictionary 2016). Transformational leader
main objective is to work to change or transform his or her followers' needs and redirect their thinking. It
needs charismatic leadership with individualized consideration and intellectual stimulation (Schultz and
Schultz 2016).
Transactional Leadership Style
Transactional leadership is a style of leadership in which the leader promotes compliance of his/her
followers through both rewards and punishments (Bass 2008). Transactional leaders focus on increasing the
efficiency of established routines and procedures. They are more concerned with following existing rules
than with making changes to the organization (Malos 2012). Transactional leadership means the leaders
lead primarily by using social behavior exchanges for maximum benefit at low cost (Chaudhry and Javed
2012). Transactional leadership style known as managerial leadership, it focuses on the role of supervision,
organization, and group performance (Akhigbe, et. al. 2014). Transactional leadership is based on the
principle of exchange of rewards between leaders and subordinates (Mottoh 2015).
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Servant Leadership Style
The servant-leader shares power, responsibility and authority with others, and puts the needs of others first
and helps them to develop and perform better. Robert Greenleaf who first used the concept ―servant
leadership‖ in 1970 said, ―The servant-leader is servant first… It begins with the natural feeling that one
wants to serve, to serve first‖ (Greenleaf Center 2016) . Servant leadership is a choice made by the
individual to serve rather than occupy a leadership position (Iyer 2013). Servant leadership is a person’s
ability to make social relationships by persuasion, develop and serve others as the first priority in process of
achieving organization’s goal (Setiawan, et. al. 2014). Servant leader has a tendency to prioritize the needs,
interests and aspirations of the people they lead at the top (Rau, et. al. 2015). There are five dimensions in
servant leadership such is love, empowerment, trust, humility and vision (Tomigolung 2015). Servant
leadership emphasizes the growth of the follower as a way to achieve organizational objectives (Amah
2015). Servant leadership has been conceptualized to balance leaders and employees (Gupta 2015).
Situational Leadership Style
Fundamental underpinning of the situational leadership theory is that there is no single best style of
leadership. Effective leadership is task-relevant, effective leadership depends on the person or group and on
the task, job or function (Hersey and Blanchard 1977). The theory behind situational leadership is based on
using the style needed to others to get up to speed by working closely with them (Cirstea and
Constantinescu 2012). Situational leadership is based on that each person has a maturity degree to develop
a specific task and this maturity increases with the experience (Perales, et. al. 2012). Situational leadership
theory assumes that leaders behave according to situation (Parveen and Tariq 2014).
Shared Leadership (Participative) Style
The shared leadership style consists of the leader sharing the decision-making with other members
according to their interests and by practices social equality. Shared leadership theory recognizes leader
influence throughout the organization, not just from the top down (Cawthorne 2010); it is about
collaborative, participatory leadership that takes employees’ views and interests on board in decisionmaking and leadership process (Nwagbara 2011). Shared leadership includes shared vision, goals, power,
resources, and responsibilities (Morton and Brown 2011), it is ―a process where different individuals´
complementary competences meet to deliver better decisions‖ (Hagen 2011). It is participatory
management, which empowers members to participate in organizational decision-making (Guyot 2011). It
is a leadership that is broadly distributed, such that people within a team and organization lead each other
(Bolden 2011); it is an emergent team property that results from the distribution of leadership influence
across multiple team members (Erkutlu 2012); it implies that no individual performs all of the leadership
functions; collectively perform the activities (Clarke 2012). "Shared leadership occurs when two or more
members engage in the leadership of the team in an effort to influence and direct fellow members to
maximize team effectiveness" (Bergman, et. al. 2012), it arises from within a team (Afridi 2013). Shared
leadership is a collective team leadership and it is characterized by collaborative decision-making and
shared responsibility for outcomes (Hoch and Dulebohn 2013).
Distributed Leadership Style
Distributed leadership is a conceptual and analytical approach to understanding how the work of leadership
takes place among the people and in context of a complex organization (Benson and Blackman 2011). It
focuses on the leadership of all team members (Salahuddin 2011); it requires shared mission, vision and
goals (Vlachad and Ferla 2013). Distributed leadership promotes a less formalized model of leadership
dissociating leaders from the organizational hierarchy and making them team members (Shah 2014); it
implies that leadership is not held by one leader only, but leadership roles are distributed among the rest of
the school management team (Botha 2014). Implementation of change is a process that requires sharing and
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distributing leadership style (Rabindarang, et. al. 2014); it focuses on the social dynamics that emerge from
combined effort of people talking, sharing, and responding to change proactively as a team (Majoni 2016).
Collective Leadership Style
Collective leaders can provide the field with a different viewpoint of how individuals and organizations
collaborates to solve complex problems (Wooten, et. al. 2006). Collective leadership emerged through joint
actions across fields (Ritchie, et. al. 2007); it supports a culture in which trusting relationships are valued
and members of the organization experience a sense of self-empowerment. It focuses on ―we‖ rather than
―me‖ (Johnson, et. al. 2012). It is a collective engagement leadership by multiple individuals who shares
multiple leadership roles through both formal and informal relationships (Cullen and Yammarino 2014).
Collaborative Leadership Style
Collaborative leadership is a management practice, which focuses on the leadership skills across functional
and organizational boundaries. It is used for critical business relationships "that cannot be controlled by
formal systems but require dense web of interpersonal connections" (Kanter 2003). Collaboration within a
group or across organizational levels is central to the idea of distributed or shared leadership (James, et. al.
2007). Collaborative leadership is often argued as an essential aspect of dealing with change (Edwards and
Smit 2008). The collaborative leadership depends on the ability of leaders to engage and collaborate with
the business, government and social sectors (Lovegrove and Thomas 2013). Collaborative leadership is
defined as employees interfere in different levels in the organization to identify problems, analyze situation,
and achieve solutions (Arbabi and Mehdinezhad 2016).
Adaptive Leadership Style
Adaptive leadership is the practice of mobilizing people to tackle tough challenges. Successful adaptations
are thus both conservative and progressive (Heifetz, et. al. 2009). Flexible and adaptive leadership involves
changing behavior in appropriate ways as the situation changes (Yukl and Mahsud 2010). Adaptive
leadership is seen as a complex dynamic involving all, rather than only a role or attribute within a hierarchy
(Ford 2010). Adaptive leadership includes being a change agent, which means helping other members of
the organization recognize that an environment is changing and building consensus as change is occurring
(Cojocar 2011). Adaptive leadership must have the ability to absorb shocks, failure, and shortage (AitYassine 2012). Adaptive leadership is a concept designed to mobilize people and organizations to adapt to
change, and to thrive as a result (Kemp and Paulauskas 2013). In adaptive leadership, the expert providers
must support frontline in their efforts to develop high quality and person-centered solutions (Corazzini and
Anderson 2014).
Innovative Leadership Style
Innovative leadership is a philosophy and technique that combines different leadership styles to influence
employees to produce creative ideas, products, and services (Gliddon 2006). Innovative leadership is a
process of fostering innovation through developing innovation friendly culture and setting strategic
direction that guide and build trust among the employees to innovate (Sultana and Rahman 2012).
Innovative leadership considers problems as a challenge. Innovative leaders seek problems rather than
waiting for problems to occur (Othman and Abd Rahman 2013).
Entrepreneurial Leadership Style
The role of entrepreneurial leadership is to develop indigenous business enterprises and entrepreneurship
(Mapunda 2007). Entrepreneurial leadership is based on the attitude that the leader is self-employed
(Bremer 2009). Entrepreneurial leadership is effectively using the skills associated with successful
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individual entrepreneurs and applying those within the environment of the larger organization (Roebuck
2011). It is a process of influencing the organization to promote all members to identify and pursue
entrepreneurial opportunities (Acs and Audretsch 2012). Entrepreneurial leaders themselves engage in
opportunity-focused activities, and they influence their followers, motivating and encouraging them to
pursue entrepreneurial opportunity-focused behaviors (Mokhber, et. al. 2015).
Authentic Leadership Style
Authentic leadership is an approach that emphasizes leader’s legitimacy through honest relationships with
followers which value their input and are built on an ethical foundation (Gardner, et. al. 2011); it is based
on trust, credibility, integrity and adherence to ethical and moral principles (Morales and Santaolalla 2013).
Authentic leadership is a kind of leadership that inspires and promotes positive psychological capacities;
underlining the moral and ethical component of behavior (Lopez, et. al. 2015); it is positively related to
work attitudes and behaviors (Ozkan and Ceylan 2016).
Narcissistic Leadership Style
Narcissism is an attribute of many powerful leaders (Rosenthal and Pittinsky 2006). It is a leadership style
in which the leader is only interested in himself/herself. Their priority is themselves at the expense of their
people/group members. Narcissism is most often described as unhealthy and destructive (Neider and
Schriesheim 2010).

Governance
Until now, there is neither consensus on the definition of governance, nor an agreement upon its
component. Merendino (2013) stated until now, a unique and agreed definition of governance is not
achieved yet, because every organization has its own features so it is difficult to define it in general terms.
Governance Definitions
Corporate governance broadly refers to the mechanisms, processes and relations by which corporations are
controlled and directed (Shailer 2004). Governance refers to the process of policymaking and macro-level
decision making within higher education (Kezar 2004). Governance is the way an institution is managed
and capable to link the day-to-day action to the implementation of strategic objectives (Baschung, et. al.
2006). A governance structure is the way an organization divides and integrates responsibility and authority
(Melo, et. al. 2008). Corporate governance includes the processes through which corporations' objectives
are set and pursued in the context of the social, regulatory and market environment (Tricker 2009).
Governance relates to ―the processes of interaction and decision-making among the actors involved in a
collective problem that lead to the creation, reinforcement, or reproduction of social norms and institutions‖
(Hufty 2011). Governance structures and principles identify the distribution of rights and responsibilities
among different participants in the corporation and include the rules and procedures for making decisions
in corporate affairs (Lin 2011). Governance is "all processes of governing, whether undertaken by a
government, market or network, whether over a family, tribe, formal or informal organization or territory
and whether through laws, norms, power or language" (Bevir 2013). Governance is the rules of the political
system to solve conflicts between actors and adopt decision (Ramanthan and Dutta 2014). In higher
education, the term governance is used to describe the different structures, processes and activities involved
in the planning and directing the institutions and people working in education (El Said 2014). University
governance refers to the structure and process of the decision making of the key issue concerned by the
related party (Li 2014). Corporate governance concept refers to the set of rules, principles of action,
behaviors that apply to a group and the level of transparency towards stakeholders (Zhang and Thiam
2014). The word governance has been derived from Latin origin, which means steering. It means the
process through which and how an organization controls its activities (Sundaram 2015). Finally, OECD
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(2004) reports covered the following main points of governance: Rights and equitable treatment of
shareholders; Interests of other stakeholders; role and responsibilities of the board; integrity and ethical
behavior; and disclosure and transparency.
Why to Study Governance
The corporatization of the university sector brought a unique set of problems to which senior university
management had not previously been exposed. The solution includes developing governance systems to
guide strategic decision-making based on well-developed ethical principles and through appropriate
delegation and empowerment (Watts, et. al. 2005). In the past three decades, higher education reforms took
place almost everywhere in the world (Cai 2009). Today, higher education institutions have to respond to
an increasing number of societal and economic demands (Sanchez and Elena 2010). In United Kingdom,
the governance issues have mostly been concentrated around questions of internal academic and student
representation in decision taking (Shattock 2010). The OECD and the World Bank encouraged the EastCentral European states to adopt and implement codes of conduct and corporate governance principles to
minimize risk, boost performance, improve business access on stock markets, strengthening the market
position of firms, professional management, demonstrating transparency and social responsibility (Daniela,
et. al. 2010). During the last decades, there were dramatic changes in decision-making processes
worldwide, which resulted in a shift from government to governance mode (Grasic, et. al. 2011). The past
three decades have witnessed radical changes to universities, largely due to the influence of neoliberal
ideology (Blackmore, et. al. 2011). Higher education systems in Europe are currently undergoing profound
transformations (Krucken 2011). Both the university’s internal structures of governance and the overall set
up of the higher education system have been passed through several processes of change to respond to the
new political and economic realities (Goransson and Brundenius 2011). University governance is the key to
the orderly development of universities (Zeng 2012). In 21th century, expectations from society have
enlarged the university goals, and in order to reach these goals, university needs new governance processes
both at institutional and state level (Stefenhagena 2012). University governance has become an important
international issue in higher education. The structure and organizational arrangements of many Canadian
university senates have been changed over the last ten years (Pennock, et. al. 2012). Governance is not only
concerns about interpersonal relationships, but also responsible on how to use scarce resources (van
Winden 2012).
Due the current changes and governance complex context, the issues of governance of the higher education
sector arouse across most of the European countries (Ciucanu 2013). Governance emphasizes coordination
instead of control, which is more effective for achieving the objectives (Ma 2013). The University of
Sheffield (2013) has six governance guiding principles that underpin the University’s mission that direct all
its strategic decisions, which include a shared framework for its activities. European Higher Education
Institutes recently reported facing many internal obstacles, therefore governance arrangements have
become major tools for improving quality in all aspects of higher education (Glass 2014). There are major
structural issues in the higher education system in Pakistan leading to poor governance of institutions and
questionable quality of education (Usman 2014). Governance is becoming increasingly important in
universities just as it is in the wider world of commerce and banking (Shattock 2014). Many European
governments have recently transformed their higher education systems. A key objective of the reforms was
to modernize university governance in order to prepare universities for a more complex, international, and
highly competitive environment at various levels (Antonowicz and Jongbloed 2015). The Dutch
universities currently suffer from a triple democratic deficit: in the relation between society and the
university, between university administration and the academic community, and between the academic
community and society (Claassen and Duwell 2015). Indonesian higher education has experienced
significant changes over the last decade. Indonesian higher education reforms have forced universities to
restructure their internal university governance to become more entrepreneurial (Ngo, et. al. 2015). Shared
governance is the epicenter of academic freedom and professional autonomy (DeBoy 2015).
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Now-a-days many concepts are adopted to describe the best leadership style/styles that should be used by
governance board such as shared leadership, adaptive leadership, transactional leadership, transformational
leadership, situational leadership, servant leadership. Almost all of these concepts involve interaction,
participation, collaboration, cooperation, and redistribution of power.

Literature Review
In the coming section the previous related studies will be discussed, they will be divided into two parts:
first part deals with leadership previous studies, while second part will tackle governance previous studies.
Anyway, due to limited space only a snapshot from each previous study will be presented.
Leadership Previous Studies
Al-Omari, (2005) studied the relationship between leadership styles and adaptability at three public
universities in the northwest region of the United States (selling, telling, participating and delegating). The
results showed that there is relationship between the leadership styles of selling, telling, participating, and
delegating with adaptability. The leadership style of participating was found to be based upon experience.
Finally, results showed that leaders have moderate degree of adaptability with less flexibility. Jones, and
Rudd, (2007) investigated the leadership styles (transactional, transformational or laissez-faire) of academic
program leaders at Land-Grant institutions. Results showed that academic program leaders have a more
transformational leadership style than other styles. Wiratmadja, et. al. (2008) explored the influence of
transformational leadership style on the job satisfaction in a state university in Bali, Indonesia. Results
showed that transformational leadership style has a significant influence on the job satisfaction of the
university’s lecturers. Pinnington (2011) examined five leadership approaches (charismatic,
transformational, authentic, servant and spiritual) and the common leadership development practices across
private, public and not-for-profit sectors for leadership development. Results concluded that leadership
development practices are similar across the private, public and not-for-profit sectors. Furthermore,
charismatic and transformational approaches do not appear to discriminate effectively between private and
public sector leadership.
Dehkordi, et. al. (2012) investigated the relationships between transformational and transactional leadership
styles with employee’s organizational citizenship behaviors. Results revealed that transformational
leadership style was correlated with organizational citizenship behaviors, while transactional leadership
style was not correlated with organizational citizenship behavior. Saeed and Ahmad (2012) investigated the
impact of perceived transformational leadership on employees’ organizational citizenship behavior in
Punjab University, Lahore. The results suggested that transformational leadership and organizational
citizenship behavior are positively correlated. Islam, et. al. (2012) studied the relationship between both
transactional and transformational leadership styles with motivation and academic performance. Results
showed that the relationship between transformational leadership style and motivation was found to be
greater on academic staff, while transactional leadership style have greater impact on the academic
performance of the students. Karn, et. al. (2012) investigated the relationship between the perceived
leadership behaviors (transformational and transactional) and job satisfaction of university teachers in
China. Results showed that transformational style has more effect on employee job satisfaction than
transactional style. Nwafor, (2012) found that most of the principal officers’ choice directive and
bureaucratic leadership styles in public universities in Nigeria.
Abdollahi, et. al. (2013) investigated the impact of servant leadership style on employees trust in Ilam
University of medical sciences. Results suggested that there is a positive and significant relationship
between servant leadership style and trust of employees. Al-Khasawneh, and Futa (2013) examined the
impact of three leadership styles (Autocratic, Laissez-Faire and Democratic) on modifying student's
behavior in Jordanian universities. The findings indicated that just the democratic leadership style had an
impact on modifying students’ behavior. Amin, et. al. (2013) explored the interplay between leadership
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styles (transformational, transactional and laissez-faire) and faculty job satisfaction in a public university of
Pakistan. The findings highlighted that the transformational leadership style, was having the highest
positive effect on overall job satisfaction, and the laissez-faire leadership style, relatively, has weak positive
effect on faculty’s overall job satisfaction. While, transactional leadership style was having a weak negative
effect on overall job satisfaction. Bo (2013) studied the relationships between transformational leadership
and teacher’s organizational commitment and educational quality in Chinese universities. The results
showed that transformational leadership affect teacher’s organizational commitment and educational
quality. Therefore, effective leadership improves teachers’ autonomous motivation and organizational
commitment. Hamidifar, et. al. (2013) investigated the effective academic leadership style for Islamic Azad
University in Iran. The results showed that the barriers to effective academic leadership were proved
centralization and bureaucratic hierarchy structure, budget deficiency, ineffective networking in
communication, and social, political and cultural intervention; insufficient high qualified and merit human
resource. Negussie and Demissie (2013) investigated the relationship between leadership style of managers
and job satisfaction in Jimma University Specialized Hospital. The result indicated that managers prefer
transformational leadership style over transactional leadership style and had moderate-level on job
satisfaction. Ramalu, and Darus, (2013) examined the relationships between transformational leadership
style, organizational structure, and knowledge management in one public university in Malaysia. The
findings revealed that transformational leadership style is a vital in promoting knowledge management
practices in the university. Organizational structure found to moderate the effects of transformational
leadership on knowledge management indicating that organizational structure plays a crucial role in
assisting the leaders to manage knowledge across the organization. Othman, et. al. (2013) explored the
relationship between leadership styles and organizational commitment among Nigerian public university
lecturers. The result indicated that transformational and transactional leadership styles are positively related
to employee organizational commitment among Nigerian public University lecturers. Odumeru and
Ogbonna (2013) examined how transactional and transformational leadership styles attract the interest of
many researchers in recent time. The paper concluded that although they are conceptually different, some
elements of transaction leadership exist in transformational leadership.
Attri, et. al. (2014) examined the leadership attributes in education. Study concluded Leadership in
education requires certain key attributes. A leader must set a direction; equip those he leads to go in the
direction he sets; and design the organization he leads around instruction. Haghighat and Esmaily (2014)
investigated the relationship between educational managers’ thinking style and transformational leadership
style in Sari branch of Islamic Azad University. The findings revealed that the transformational leadership
style of the educational managers is an ideal-influence model. Hosseinzadeh, et. al. (2014) investigated the
relationship between the transformational leadership style and reduced job alienation among the employees
of Islamic Azad University. The results indicated that the transformational leadership style has strong
impact on the reduction of university employees' job alienation. Mokhtarpour, et. al. (2014) studied the
correlations between leadership style (transformational and transactional) and job satisfaction. The results
indicated that leadership style has direct and indirect impact on job satisfaction and motivation. The
concept of transformational leadership styles of managers showed the greatest effect on job satisfaction.
Nazem and Mozaiini (2014) investigated the relationship between leadership style (transformational and
pragmatic) and job involvement of employees at Islamic Azad University. The results indicated that there is
a relationship between the leadership style and employees' job involvement. Sakiru, et. al. (2014)
investigated the relationship between leadership styles (transformational, transactional, and laissez-faire)
and job satisfaction among the head of departments and lecturers of Nigerian public universities. The
findings revealed that the most commonly used leadership styles of Nigeria public university is
transformational leadership styles. The result also revealed that there is a relationship between leadership
styles and job satisfaction in public universities. Sanati and Nikbakhsh (2014) investigated the relationship
between transformational leadership style and organizational citizenship behavior in University of Applied
Science and Technology. The results indicated that there is a positive relationship between transformational
leadership and organizational citizenship behavior. Sart (2014) analyzed the role of leadership styles of
university management in creating a learning environment for innovation and entrepreneurship. Results
ISSN: 2306-9007

Nasereddin & Sharabati (2016)

1101

I

R
M
B www.irmbrjournal.com
R International Review of Management and Business Research

September 2016

Vol. 5 Issue.3

showed that the participatory democracy is an important style that can empower innovation and
entrepreneurship, and identified the important role of intensive collaboration and frequent consultation for
university transformation. Tsheola and Nembambula (2014) argued that the South African University
interventions have ironically reinforced managerialim over transformational leadership in the governance
of the South African University. The article concluded that the potential for transformational leadership has
faced intractable governance dilemmas that oppose qualities of charisma, inspiration, intellectual
stimulation and individual consideration.
Malik, et. al. (2015) concluded that previous research indicated that the transformational style of leadership
augments the transactional style, but not vise-versa. It also emphasizes that leaders need to become more
transformational toward employees and allow them to participate in the decision-making process to meet
their employees’ needs and motivate them toward success and self-actualization. Soltani and Esmaelian
(2015) studied the relationship between spirituals intelligence and leadership styles at university of Isfahan.
Results showed that there is significant relation between spirituals intelligence and transformational
leadership style of chairpersons, but there is no significant relationship between spirituals intelligence and
both transactional and laissez-faire leadership styles. Vumilia (2015) examined the dynamics of leadership
roles exhibited in private universities and how leadership styles align to achieve success within Tanzania’s
Catholic Universities System. The analysis revealed that the leadership styles depend on academic leaders,
and cross-cultural forces that govern, sustain, and sometimes frustrate leadership appointments.
In summary, most of the previous studies indicated that transformational leadership style is the most
suitable style for universities’ academic style. While transactional style is the most effective style for other
universities’ employees. The leadership style depends on the leader, the followers, the context, and
environment including culture.
Governance Previous Studies
Grasic, et. al. (2011) studied the principles of good governance (legitimacy, transparency, accountability,
inclusiveness, fairness, integration, capability and adaptability). The results pointed out that the principles
of legitimacy and integration are recognized through multilevel decision-making process and clear
definition of rights and duties of the principle of transparency is achieved by informing public and
promotion of cooperation. Akomolafe and Ibijola (2012) investigated the rationale for students’
participation in university governance and organizational effectiveness. Results found a significant
relationship between organizational effectiveness and the rationale for students’ participation in university
governance. Pennock, et. al. (2012) analyzed the changes in senate members’ role and structure over the
last decade in Canadian universities. Study concluded that the challenges to university governance were
growing number of internal pressures, including tensions between the role of academic senates in
overseeing the academic mission of the university and the work of labor unions representing faculty
members’ interests. Zeng (2012) investigated the governance structure in current Chinese universities from
three dimensions: educational policy; the culture of official standard of powers; and interest game and
institutional equilibrium. Study showed that the university governance structure in China remains power
imbalance, ill-defined duties, weak supervision, poor public welfare, diversity deficiency, and theoretical
research on delay. These limitations greatly restrict the further improvement of current higher education
system. Bakioglu and Dalgic (2012) investigated whether the same or similar challenges are dominating a
Muslim-European-Asian country as western countries. Findings revealed that globalization has affected
university policies in the areas of goals, marketing policies and the professional development opportunities
provided for academics. While western countries are coping with the challenges arising from globalization,
Turkey is slow adapting to the challenges.
Abdul Wahid, et. al. (2013) examined the relationship between intellectual capital and corporate
governance at two Malaysian universities (one public and one private). The results suggested a positive
relationship between intellectual capital and corporate governance. Arslan (2013) explored the
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effectiveness of board of trustees in Turkish foundation universities. The research indicated that the
members of board of trustees do not fulfill effectively their responsibilities and they need to improve their
ability to provide better governance. Giovanna (2013) studied the changing governance form of Italian
universities in response to financial and economic difficulties due to the reduced government funding. The
result of the study showed that the emerging model of governance in Italian public universities is one that
can be called amalgam of models. It represents the set of choices on governance after the reform and
encloses elements of academic, corporate, stakeholder and trustee governance.
Maruyama (2013) studied the applied universities’ governance models in many countries. Study concluded
that there are three university governance models: The first one is called the state centered model, which is
roughly applied to France, Spain, and Portugal. The mission of university in this model is an
implementation of national objectives such as training in special areas, research and development. The
second model is the academic self-governance model, whose characteristic is collegial control by the
professoriate with financial dependency on the state. This model can be applied to Germany, the Nordic
countries and probably Japan. The third is the market-oriented model, which is close to the UK and the
state universities in the US, where the universities compete for students and financial resources. They are
managed by the corporate governance idea, which often includes a board of trustees.
Robinah (2014) examined the relationship between corporate governance and financial performance in
Public Universities in Uganda. The findings revealed that corporate governance had a negative effect on
financial performance, while policy and decision-making had a positive relationship with financial
performance. Muljo, et. al. (2014) investigated the factors influencing optimization of the implementation
of good governance principles on the academic field in Bina Nusantara University. The results indicated
that there were many factors that affect the optimization of the implementation of good governance
principles most of them are related to operational centralization and academic decentralization. Ghamari
and Baharzadeh (2014) investigated how governance principles (transparency, governance of law, equity,
efficiency and capability) increase efficiency and ability of governance system leading to a comprehensive
development and democracy.
Setiyawati and Nengzih (2014) explored the effect of integration of environmental accounting concepts in
establishing good corporate governance on institutional performance in the public sector. The results
showed that the implementation of the principles of good corporate governance affects the disclosure of
environmental accounting; the effectiveness of the internal control system affects the disclosure of
environmental accounting, while the disclosure of environmental accounting does not have an effect on the
institutional performance.
Shattock, (2014) analyzed governance change in nine major higher education systems: Australia, Finland,
France, Germany, Italy, Japan, Norway, the UK and the USA. Study concluded that the convergence of
governance structures has been mediated by the historical, cultural, political and social characteristics of
the different systems. Usman (2014) investigated the differences in the role of boards of governors in
maintaining quality of education in both the public and the private sector universities in Pakistan. The result
showed that the private sector boards portray have more efficient system compared to the public sector
boards that lack autonomy and are under strong political influence.
Abdulraheem and Muammed (2014) examined issues and challenges relating to corporate governance in
Nigerian higher education. It was found that four factors are responsible for the challenges in achieving
effective corporate governance. These factors include funding, political interference, law and leadership.
Wagfi (2014) investigated to which degree the governance concept is actually applied in the Jordanian
Private Universities. Results showed that there is a medium degree of satisfaction for governance
application in the private universities, and participation in decision-making was low.
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Monyoncho (2015) explored how corporate governance practices of public universities impact the
decision-making and leadership processes of University of Nairobi. The study showed that poor
governance structure resulted in bad leadership and bureaucratic decision-making. This in turn negatively
affected the quality of services in the university. Yelin and Wenting (2015) explored the good governance
practices of the public sector. Study concluded that the context of good governance holds justice and
efficiency as its value choice, and indicated that legitimacy; rule of law; transparency and other practical
features will help to promote running a university fairly, while, accountability, responsiveness and
inclusiveness are important to ensure the efficiency. Kwiek (2015) investigated how the collegial model
reflects on actual governance patterns in the Polish university sector. The study concluded that Polish
universities are operating according to the traditional collegial model of the university as a community of
scholars, which is unparalleled with Western Europe. Results indicated that the influence of collegial
bodies on academic decision-making in Poland is the highest in Europe; and, in contrast, the power of the
government and external stakeholders is the lowest.
Yudianti and Suryandari (2015) evaluated the implementation of internal control and risk management in
ensuring good university governance. Result showed that internal control and risk management positively
influence the implementation of good university governance. Ntim, et. al. (2016) investigated the extent of
voluntary disclosures in UK higher education institutions’ annual reports and examine whether internal
governance structures influence disclosure. Results showed that the interaction between executive team
characteristics and governance variables enhances the level of voluntary disclosures, thereby providing
support for the continued relevance of a shared leadership in the higher education institutions’ sector
towards enhancing accountability and transparency.
In summary, governance includes four entities: governance board (leaders), governance principles
(context), followers who are guided and directed by the board within the governance principles and finally
the culture (environment). Also, we can add other stakeholders.

Methodology
This research paper uses a qualitative method to describe which leadership style is suitable to manage
universities in the light of governance principles. It is based on literature review, it started by screening and
searching for previous studies related to both universities’ leadership styles and universities’ governance
principles. After screening about 2000 previous studies, only about 200 studies where directly related to
both topics. Therefore, about 200 literatures were used to develop the conclusion.

Discussion and Conclusion
The relationship between governance and leadership is complex but crucial for any organization, because
there is no governance without leadership. Governance board members have to adapt and adopt a
leadership style, which is suitable to their organization, context, followers and culture. Governance board
my use different styles based on the organization, context, followers and culture. For example, they may
use shared leadership among them, but use transformational leadership style with those highly educated,
having good experience and ready to cooperate with each other, such as academic staff, and may use
transactional leadership style with followers who are new, less educated, less experience, and not ready to
cooperate with each other.
Previous studies showed that the most suitable leadership style that should be used within the board is
shared leadership. Shared leadership style consists of the leader sharing the decision-making with other
members according to their interests and by practices social equality. Shared leadership is about
collaborative, collective, cooperative, participative, distributive leadership in decision-making with clear
and shared vision, mission, goals, power, resources, responsibilities and accountability.
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Transformational leadership is the most suitable style to be used for academic staff members who are
highly educated and having good experience and ready to work as a team. This style causes change in
individuals and systems, focuses on changing and transforming followers to help each other, and inspires
empowerment and motivation of the followers. Finally, transactional leadership style is most suitable style
for new followers, inexperienced, low level of education and routine work. Transactional leadership style
uses rewards and punishments. This style is also suitable in crisis and emergencies, it motivates followers
through a system of rewards and punishments, and it is known as managerial leadership, which focuses on
the role of supervision and controlling.
In conclusion, there is no governance leadership style which suites all organizations or all industries. Even
in a single organization, there is no specific style, which can be used for all followers’ levels. Governance
leadership style depends on leader, context, followers and culture. For higher education particularly
universities, it seems to be the most suitable style depend on the level of followers’ education, experience,
readiness to cooperate and to be a team member. Based on this criteria and previous studies, it seems that in
universities there are three different styles, which can be used as follows: shared leadership style among the
governance board members, transformational leadership style for academicians and mid-level management,
and finally transactional leadership style for other workers who perform routine work.

Recommendations
The study recommends using different styles based on leader, context, follower and culture. The study also
recommends using shared leadership style for upper management (governance board members),
transformational style for academicians and middle management level, and finally transactional style for
other employees. The study recommends carrying out quantitative researches to test how it can be
generalized to universities.
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