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ABSTRACT

The purpose of this study is to examine the relationship between the leadership styles and the organizational performance among the Malaysian Public Universities (IPTA) academic leaders in Klang Valley Area. In the recent years, the roles of academic leaders have been identified as crucial to the success of any higher education academic institutions. This study is a quantitative research and investigated the differences exist between the leadership styles of academic leaders and organizational performance. It is important to apply appropriate leadership styles that can enhance organizational performance.

A total number of 300 set of questionnaires were distributed and only 156 set of questionnaires were collected. In order to obtain better result in future, it is recommended to have larger sample, to extend the population beyond academic leaders by using qualitative approach as additional method of study. The findings indicated that all leadership styles discussed on Transformational leadership, Transactional leadership and Laissez Faire leadership had a positive and significant relationship with organizational performance. However, there was no significant difference of gender between male and female academic leaders towards the leadership styles practices perceived by the academic leaders. Based on the findings, implication for future research is offered.

CHAPTER 1

INTRODUCTION

Background of the Study


Institutions of higher learning all over the world have caused serious problems to leaders in the past few decades concerning styles of leadership that can resolve the challenges in the business world (Mahdinezhad, Suandi, Silong and Omar, 2013). This is because by having different styles of leadership can influence organizational performance or effectiveness (Nahavandi, 2002). Organizational performance is an indicator of the level of achievement that can be achieved and reflect the success of the leadership, so that the performance of the organization reflects the dynamics of organizational life cycle (Carmeli, Abraham and Zachary, 2009). 

Academic leader is main character in defining the educational achievement of the university, and the performance of subdivisions that affects the university reputations (Mahdinezhad et al., 2013). Further, the goal of any organization is not only to survive, but also to sustain its existence by improving performance (Arslan and Staub 2013). In lieu with this, there is a necessity for the higher education institutions leaders in demand for the productivity, effectiveness and efficiency of the institutions performances (Vicki, Linda and Ronald, 2003). 

Prior literature suggests that role of leadership is critically important for achieving the performance of organizations (Peterson, Smith, Martorana and Owens, 2003). However, the findings of prior studies about the role of leadership in increasing organizational performance are mixed.
According to Peterson et al., (2003) he suggests that the role of leadership is critically important for an organization to achieve a high level of performance. However, some other studies of Munley (2006) suggest that role of leadership is not so important in achieving the organizational performance. Therefore, in the context of producing the redistributions of powers in line of higher education systems, it is very important to determine the leadership effectiveness of the academic leaders when it comes to their roles that can affect the organizational performance (David, 2011). Besides, the studies addressing the leadership styles of the academic leaders are also limited (Al-Omari, 2005). Some studies believed that they have less or no formal leadership trainings due to many of the rise from the ranks of faculty to the deanship position (McGregor, 2005).   
In higher education institutions, leadership of an academic division is under the responsibilities of the academic leaders because they lead one of the important units or divisions in the institution and they bring great contributions towards the growth and success of the institution (Harvey and Newton, 2004). Thus, the focus of this study was on the academic leaders who hold the positions as Dean, Deputy of Dean and Head of Department. This study on leadership styles of the academic leaders is deemed as important to ensure the effectiveness and the vital success of the higher education institutions in the long run.
Statement of Problem


Higher education in Malaysia is evidently steered towards national interests (Morshidi Sirat, 2009). With the growing economy in Malaysia and its vision to become a developed country in 2020, the need for effective leadership management towards higher education institutions is necessary to produce world-class academic leaders in Malaysian organizations (Muniapan, 2005). As organizational failures often result from poor management skills of the leaders, the need to increase managerial effectiveness is bound to benefit any organization and society (Longenecker and Ariss, 2002). In this sense, an institutions' success is measured by its administration and achievements. Therefore, administrations need efficient leaders to take them toward that success (Heba et al., 2013) 


In Malaysia, the scenario of leadership among the academic leaders especially in Malaysian Public Universities (IPTA) has been emphasized by the Ministry of Higher Education (MOHE) in which leadership qualities and accountability must be aligned in order to realize a conducive learning environment, (Ling, 2008). According to Wang, Tsui, and Xin (2011), they suggest that there is of significant to study more about the role of leadership for organizational performance among academic leaders because of the limited research conducted from previous studies. Further, recent studies on the leadership have been carried out by few academic scholars in the areas of businesses and industry organization but few concentrated on leadership in the academic field or setting (Yukl, 1989; Rao, Manohar and Mellam, 2008; Amzat and Ali, 2011; Thrash, 2012). Hence, this study is to investigate the relationship of leadership styles on organizational performance in the context of higher education institutions setting.
Research Objectives
The objectives of this study were to:

1) Identify which styles of leadership are predominant in Malaysian Public Universities (IPTA) in Klang Valley Area (Selangor).

2) Examine the relationship between leadership styles and the academic leaders’ performance.

3) Identify the significance differences of gender towards leadership style practices by academic leaders.
Research Questions

The research questions used in this study are:

1) What is the most popular leadership style among academic leaders in Malaysian Public Universities (IPTA) in Klang Valley Area (Selangor)?
2) Is there any relationship between leadership styles and academic leaders’ job performances?

3) Is there any significance difference of gender towards leadership style practiced by academic leaders?

Significance of the Study

This study examines the leadership styles of the academic leaders in the Malaysian Public Universities (IPTA) in Klang Valley Area of Selangor. By taking into consideration the roles of academic leaders are significantly important, as a population they do face varieties of challenges that call for skilled leadership (Del Favero, 2005). Based on differing perceptions about the leadership and organization, supposedly the leadership roles and planning are believed to be executed differently according to the leaders. This study could be helpful in providing and developing leadership training for new administrator particularly for those academicians who aspire to the positions of academic leaders (Jacobs, 2012). Moreover, this study also will inspire academic leaders about the factors that can enhance the vital roles of the academic leaders in term of leadership effectiveness and indirectly help them to perform the jobs that lay ahead (David, 2011).  


As the result from this research, the academic leaders themselves may benefit from the finding of this study in which the information explained in this research will be a great assistance to them who seek to understand their leadership styles that can significantly influence their job performances. 

Limitation of this study
The following are the limitations of this study:

1) This study is limited to the Malaysian Public Universities (only IPTA) particularly in Klang Valley Area of Selangor.

2) Due to the nature of the academic leaders’ position and the demand of the job, it is possible that not all of the selected individuals were made available to participate in the study.

3) Some academic leaders may respond in ways they believe are expected of them, which in turn may lead to inaccurate portrayals of their leadership behavior.

4) The response rate of the surveys may be lower due to the impersonal system of delivery. This occurs because mailed survey typically results in lower response rates than comparable interview-based studies.

5) With the type of questionnaire, it is impossible to be sure who is answering the questions; it assumed that academic leaders would be the respondents, but there is no guarantee it is the academic leaders who were responding.

6) Although the researcher would indicate in the letter that all replies were anonymous, some respondents may not believe their response will be treated with confidentiality and therefore not respond to the survey.

Definition of Terms
Leadership. 

The process of influencing the actions of an individual or a group in efforts toward goal accomplishment in a given situation (Hersey, Blanchard, and Johnson, 1996).
Leadership style. 

The behavior pattern a person exhibits when attempting to influence the activities of others (Hersey et. al, 1996).
Organizational performance. 

Organizational performance means the “input has been transformed into outputs for achieving certain outcomes. Pertaining to its content, performance informs about the relation between minimal and effective cost (economy), between effective cost and realized output (efficiency) and between output and achieved outcome (effectiveness)” (Chen, 2002, p. 165).

Academic leaders. 

The leader and chief administrative officer of a faculty or division. The academic leader is accountable to the provost or academic vice president of the university. The academic leader is responsible for leadership of the university and can be supported by management supportive teams (Green, 2005).
Transformational leadership. 

Leadership which is based on inspirational motivation, behavioral charisma, personal relationship and intellectual challenge (Bass, 1985).
Transactional leadership. 

The leadership that based on active and passive aspects towards achieving certain goals (Bass, 1985).
Laissez Faire leadership. 

Leadership of a situation when the group member can be ‘self-independence’ and the leader has very little to look good as more decisions are under the control of their followers (Northouse, 2007).
Organizational Effectiveness

According to Richard et al. (2009) organizational effectiveness captures organizational performance plus the myriad internal performance outcomes normally associated with more efficient or effective operations and other external measures that relate to considerations that are broader than those simply associated with economic valuation (either by shareholders, managers, or customers), such as corporate social responsibility.
Prolong Quality Services
According to Haimann (1990), prolong quality service consists of planning (long and short range); organizing (grouping of people and activities); directing (getting work done through others); controlling (measuring performance and outcomes against plans); and coordinating (optimizing the efficient use of time and resources).
CHAPTER 2

LITERATURE REVIEW


This chapter investigated the relationship of the academic leaders’ leadership styles and the organizational performance of Malaysian Public Universities (IPTA) in Klang Valley Area of Selangor. The review of related literature briefly explores to focus on the definition of leadership, leadership styles, leadership styles and performance, and the discussion on the academic leaders role and leadership. 

Definition of Leadership


The study of leadership is something nerve-wracking and enticing to be discussed. Research on leadership study is nerve-wracking because it is one of the common issues regularly to be argued across multiple of disciplines including the educational, political and legal. It is a concept that is difficult to explain in which the debate about the subject matter has been started since the time of Aristotle and Plato (McCaffery, 2004). Moreover, the definition describing the leadership itself in terms of its taxonomies and typologies are numerous; where the leadership was renowned as having over 350 definitions (Bennis and Nanus, 1997).


According to Northouse (2007), leadership study can be enticing because it provides a tool for motivating leaders to associate themselves as a role model through a process designed to influence a group of people to achieve the common objectives by working together.

Leadership is part of management that gives a major impact for a leader to be successful and indirectly to achieve organization goals and objectives (Rao, Manohar and Mellam, 2008; Khan, Hafeez, Rizvi, Hasnain and Mariam, 2012; Paracha, Qamar, Mirza, Hassan and Waqas, 2012; Thrash, 2009). An effective leader must have an authoritative power so that he or she can influence the followers. On the other hand, Amzat et al. (2011) believed that the impact of recent globalization and technology has called for the emergence of new dynamic leadership. Many researchers claimed that leadership theorists have varieties of leadership definition particularly pertaining to human endeavor such as academics, social works, politics, business etc (Obiwuru, Okwu, Akpa and Nwankwere, 2011; Paracha et al., 2012). 

       
According to Rowley (1997), he believes that it is important in managers at all levels in higher education and should not be viewed as the sole preserve of the senior manager but the future of academic institutions depends on the development of effective leadership skills at all levels in the organization. Therefore, it has affected the organization’s ability to monitor and response to the requirements of their customers. 

Leadership Styles

Many researchers have showed their keen interest in studying leadership as such environment lead to the establishment of different leadership theories (Khan et al., 2012). Leadership theories attempt to explain the various actions and leader behavior basis (Humphreys and Einstein, 2004). Hence, studying the leadership behavior is important because it helps the leaders as well as the organization on how to fully utilize the resources; this not only give a resistance to change in the organization but it can lead to be more efficient. The root of this study focused on the three main leadership styles including the Transformational leadership, Transactional leadership, and Laissez-faire leadership.   

Transformational Leadership

Transformational leadership style suggests that an effective leader can generate and encourage an appropriate idea or image of the organizations. They are more goals and vision oriented leaders who seek to achieve their desired intentions to be fulfilled. According to Bryman (2007), the transformational leadership in the educational setting more likely to sustain the educational system change. In relation to the leadership styles within the higher education settings, many academic leaders are more preferred to transformational leadership (Lustik, 2008). The transformational leader motivate their followers to fully aware the importance of their tasks outcomes and inducing them to exceed their own self-interest for the sake of the organizations by achieving their higher needs (Obiwuru et al., 2011). One of the main element of this type of leadership is transformational at its core elevates both leaders and the followers (Thrash, 2009). 


Avolio (2007) supports the theory that transformational leadership is morally inspiring, a quality that differentiates it from other leadership styles.  As the overall of this theory dictates that the leaders must have the capability to response to the demands in any circumstances (Northouse, 2007).  Particularly, leaders who operate under this leadership must be aware about their environment surrounding, abilities of their employees, and to be flexible in their leadership approach (Bledsoe, 2008).
Transactional Leadership

Transaction literally mean “exchange” therefore, transaction leadership deals with the exchange between leader and his followers (Paracha et al., 2012). In other word, transactional leadership as supported by Bass and Riggio (2006) is based on the expected reward in return that will be received by the followers with their determinations, productivity and trustworthiness. The objectives of the transactional leaders therefore to ensure the path to goal accomplishment is clearly understood by the followers, to remove potential barriers within the organization, and to motivate them to achieve the predetermined goals (House and Aditya, 1997). Obiwuru et al., (2011) in their study point out that transactional leadership display both constructive and corrective behavior. Constructive behavior involves contingent reward, and corrective measurements determined management by exceptions. Contingent rewards comprise the clarifications of the work required to attain rewards and the use of the incentives and contingent rewards to employ the influence.   

Laissez-faire Leadership

Many researchers believed this theory of Laissez-faire leadership were perceived the weakest and most ineffective style of management (Amzat et a.l, 2011). According to Altalib (1991), he defined the Laissez-faire leader as a leader who has little confidence in his leadership ability, sets no goals for the group and minimize communication and group interaction. The great advantages of this type of leadership is that the leaders have little work to deal with their subordinates and significantly when the group member can be ‘self-independence’ the leader has very little to look good as more decisions are under the control of their followers (Northouse, 2007). Looking from another angle, due to their damaging effects on the bottom line and overall productivity, these types of leaders either elect to leave voluntarily or are terminated from their positions (Kelloway, Barling, Kelley, Comtois, and Gatien, 2003). On the other hand, the laissez-faire technique at the university level is usually only appropriate when leading a staff of highly motivated and skills lecturers, who have produced excellent works in the past (Amzat et al., 2011).


In respect to the overall leadership styles and their impact as well as influence on the organizational development and employees, the literature and citations above have confirmed the effectiveness of the transformational leadership in organization (Eran, 2007). Thus, this shows the success of benefits gained by individuals and decision making can be seen through participations.  The literature also speaks of the transactional leadership as well as the unproductive nature of the laissez-faire leadership on the organization and the followers (Amzat et al., 2011).
Organizational Performance 


One core purpose is to investigate the improvement of organizational performance (Carton and Hofer, 2006). Performance is a measure of the state of an organization, or the outcomes that result from the management decisions and the execution of those decisions by employees of the organization (Carton and Hofer, 2006). 

Leadership Styles and Organizational Performances

In the literature, leadership has been recognized as a vital focus in the field of organizational behavior in which it is one of the dynamics effect during individual and organizational interactions (Obiwuru et al., 2011). Leadership undeniably has played an importance role in the outcome of any project in which all identified leadership styles have variable outcomes under different situations (Khan et al., 2012). Fry (2003) explains that leadership plays as a strategic tool to motivate the staff to enhance their potential growth and development. On the other hand, organizational performance refers to ability of an organization to achieve certain objectives and goals such as good financial results, high organization profit, and produced high quality products by using effective strategies adopted (Koontz and Donnell, 1993).


Under certain circumstances, transactional style of leadership lead to a successful working of the organizations even though it does not give the followers as much right as transformational leadership does (Boseman, 2008) but it does give the follower a sense of identity and job satisfaction. On the contrary, other study suggested that transformational leadership had a greater role to play regarding followers’ performance and creativity compared to the transactional leadership (Boerner, 2007).

Further, the discussion on the relationship between leadership styles and the performance has been discussed widely by many scholars. Many scholarly studies  which have been carried out earlier on showed the results that leadership styles have significant relation with the organizational performance, in which different style of leadership can determine the relationship between the leadership styles and the organizational performance either it may have positive correlation or negative correlation (Wang, Shieh, and Tang, 2010).  Sun (2002) compared the leadership styles and the organizational performance has significant results where the finding showed that there is a positive correlation between leadership styles and performance.  By understanding the effects of the leadership on performance is important because it is perceived as vital driving forces for improving a firm’s performance (Obiwuru et al., 2011).


As what can be observed from the related literature, it is evident that some scholars believe that leadership styles enhance the performance of the organization but some others contradict this. Thus, this study is intended to re-examine the proposed leadership styles by scholars in order to suit the needs by studying the appropriate leadership style by academic leaders in Malaysian Public Universities (IPTA) in Klang Valley Area of Selangor.  

Transformational Leadership and Organizational Performance
A study suggested that transformational leadership had greater role to play regarding followers’ performance and creativity than the style of leadership discussed above (Boerner et al., 2007). Also, it was noted that it inculcated a spirit of team work, learning through cooperation and a sense of togetherness for the organization among the followers in contrast to the competitiveness, transactional leadership thrives on (Zagorsek et al., 2009). Transformational leaders are more flexible and much more open to structural and functional change in the organization (Bommer et al., 2004) with special emphasis on acquiring new technologies and methods to evolve the organization according to the demanding needs of the ever so rapidly changing market (Nemanich and Keller, 2007).

The findings of MacKenzie et al. (2001) suggest that transformational leadership style had a great impact on the sales graph of an organization as well as the organizational association of the workers as compared to the transactional leader behaviors. Furthermore, transformational leadership had great deal of influence regarding innovativeness at both the individual and organizational levels as it allows the followers to exercise greater freedom and gives them more responsibility (Gumusluoglu and Ilsev, 2009). So, the people at the top level of an organization who practice the transformational leadership may give a competitive edge to their organization (Zhu et al., 2005).

Transactional Leadership and Organizational Performance
Under certain situations, transactional style of leadership leads to a successful working of the organizations even though it doesn’t give the followers as much liberty as transformational leadership does (Boseman, 2008). Transactional leadership style gives more work pleasure as compared to transformational leadership style as fulfilling the given task is synonymous to reward in that leadership structure (Wu, 2009).
Academic Leaders and Roles

Today’s academic leaders must have varieties of leadership skills to be effective in an organization (Thrash, 2009). Many literatures done by researchers showed that there are many components of effective leadership can take place in educational sector including the ability be to a role model for the followers, capability to lead a number of faculty varieties, and to have a critical thinking skills (Haslam, 2004). It is important for the academic dean, deputy of dean and head of department as a leader, to adapt to the appropriate leadership style that suit him or her with the groups for which he or she is responsible (Nunn, 2008).  


Academic leaders are responsible as the chief academic officers of their divisions, faculties (Wood, 2004). Nevertheless, the university’s hierarchy they act as the middle manager to play the role as the mediators between the executive level administrations, the chairpersons, and the faculty of the respective universities (Rosser, Johnsrud, and Heck, 2003).   The main responsibility of the academic leaders, they must operate within the university system in which it has numbers of characteristics to deal with and therefore, academic leaders must navigate the bureaucracies of the university in order to successfully lead their divisions (Thrash, 2009). 


However, the leadership style of academic leaders are varied and diverse due to the no formal professional training provided who seek for this positions (McGregor, 2005) as well as no consistency in the job descriptions for academic leaders which lead to further uncertainty about their roles and accountabilities (Jackson, 2004). Hence, Gmelch (2004) agreed that academic leaders need to be taught leadership skills in order to decrease the unprofessional nature of the leadership in the ranks of administrations. Further argued by Packard (2008) indicated that one of the significant challenges faced by the many academic leaders today in terms of their ability to adapt to a constant global environment changing and at the same time to maintain the internal self-motivated of the organizations. Then, the appropriate selection of leadership style adapt by academic leaders are important in order to play a major roles in the succession of the overall organizational performance of their academic units (Del Favero, 2005).           

Gender and Leadership Styles
Since leadership is about influencing others as it was defied in the literature, the influences that reflected to the followers could be perceived by them positively or negatively in case of their leaders apply inappropriate styles of leadership (Amzat et al., 2011). Certain variables claimed by researchers to have a significant impact on leadership styles. In this study, the variables that been observed to investigate the correlation between the leadership styles and the performance including age, gender and years of services or work experiences.

A study conducted by Norfarhana (2009) reported that there were no significant differences between genders, age, educational level, and marital status with servant leadership characteristics at the North Malaysian University.  In relation to this, Usher’s (2009) finding support that in Malaysia all the demographic factors show no differences on observing woman leaders’ leadership effectiveness as conducted on total of 110 workers in SOCSO of Penang branch. On the other hand, a study by Boatwright and Forrest (2000) confirmed the gender differences, contending that women leaders value the relational aspects of their roles more than men. Additionally, both male and female academic leaders apply different styles of leadership in a series of study conducted by Mazlan (2008) and Klenke (2003) in which similarities were found in their findings that women leaders prefer more towards transformational leadership style instead of men leader prefer transactional leadership style.  From the context of age variable, Anderson (2002) found that older chief academic officers emphasized transformational leadership style which is comprise of high concern for people and high concern for task skills more so than did the younger dean.
Chapter Summary

This research project focused on the leadership styles and organizational performance of Malaysian Public Universities in Selangor in the context of where academic leaders have to face with many challenges in determining which leadership style is appropriate for them. To have competent knowledge and mastery of leadership skills are important to ensure the success of the divisions and universities as a whole. As posited by Meacham (2007) that effective leaders must have varieties of leadership skills at their wills and command. 

From the review of literatures, there is no mutual agreement to declare the most effective leadership styles to be applied by the academic leaders. Even though many studies have been examined the leadership and its theories, much of them have resulted in varies of definitions discussing about the topic.  

Therefore, as academic leaders as well as leaders for the division, faculties or department they have freedom to exercise any of the leadership styles that work best and suit them.  The types of leadership an academic leader to demonstrate depend on their training, background, and personal style. This research has specified that the moderating variables of gender and number of years as academic leaders can give impact on the academic leaders’ leadership style. 
Conceptual Framework
              (IV)                                                                                              (DV)
	Leadership 

Styles

	· Transformational

	· Transactional

	· Laissez-Faire


	Organizational 

Performance



	· Organization Effectiveness

	· Prolong Quality Services



     Adapted from  (Eran, 2007)

                                                                                                  Adapted from (Obiwuru, et al., 2011)

Figure 2.1: Conceptual framework on Relationship between Leadership Styles and     

                   Organizational Performance.
Hypotheses

H1:   There is a significant relationship between Transformational Leadership style and the Organizational Performance.

H2:   There is a significant relationship between Transactional Leadership style and the Organizational Performance
H3:   There is a significant relationship between Laissez-faire Leadership style and the Organizational Performance
 H4: 
There is significant difference of gender towards leadership styles practices perceived by academic leaders
CHAPTER 3

RESEARCH METHODOLOGY
Introduction

The aim of this study is to identify the relationship of the leadership styles and organizational performances among academic leaders in Malaysian Public Universities in Selangor. This chapter also described and explained the instruments and the sampling plans used to generate data and answer. Besides, this chapter explained on the research design, the sampling frame, the population, the sampling techniques, the sample size, the unit of analysis, survey of instrument, validity of instrument, the data collection procedure, and the plan for data analysis. 

Research Design

The study conducted by using a descriptive correlation to measure the relationship between the leadership styles and the organizational performance.  According to Sekaran (2006) correlation study was prescribed as the linear relationship between two or more variables. Importantly, it was a vital and powerful technique to determine the relationship whether the variables shared something common with each other. The relationship will be significant, if two relationships are correlated with one another (Salkind, 2003).

Sampling frame

The list of universities used for this study to decide on the numbers of academic leaders to be selected as respondents were obtained from each universities website domain. Five (5) public universities in Selangor are identified in order to obtain further information. The universities include:

1. Universiti Teknologi Mara (UiTM), comprises of UiTM Shah Alam, UiTM Puncak Alam and UiTM Puncak Perdana.
2. Universiti Kebangsaan Malaysia (UKM)

3. Universiti Putra Malaysia (UPM)

4. Universiti Islam Antarabangsa Malaysia (UIAM)

5. Universiti Malaya (UM)
Population


According to Salkind (2003), population is refers to a group of potential participants to whom you want to generalize the results of the study. Thus, based on this study a selection of current academic leaders came from five public universities located in Selangor. The total number of academic leaders’ population was obtained via the respective universities staff directories on the website.  From the website, most of the university’s faculty comprised of one dean, three deputies of dean and numbers of head of departments. Therefore, the population in this study was 419 respondents.

Sampling Technique

For this study, researcher used the non-random sampling of convenience sampling that focused on universities faculty in five (5) Malaysian Public Universities in Selangor.  According to Dörnyei (2007), convenience or opportunity sampling is one of the most common types of sampling in research studies where the sampling technique principle is according to the convenience of the researcher. Groups chosen by convenience sampling are conducive to self-selection, administrative post selection, total of available faculties, and number of academic leaders’ years of exposure (Farahman and Asgar, 2012). 
Sample Size

Sekaran (2003) proposed that the following rules of thumbs for determining the appropriate sample size is larger than 30 and less than 500 for most appropriate research. This is because a sampling should be big enough to answer the questions accurately but not so big that the process will become inefficient and uneconomical. According to Krejcie and Morgan (1970) table, the total population for 420 was 201. Therefore, the sample size of this study was 201 academic leaders in Malaysian Public Universities in Selangor. 
Table 3.1 Sample Size

	Institution
	Population
	Sample

	UiTM
	143
	143/419 x 201 = 69

	UKM
	59
	59/419 x 201 = 28

	UPM
	82
	82/419 x 201 = 39

	UM
	81
	81/419 x 201 = 39

	UIA
	54
	54/419 x 201 = 26

	Total
	419
	201


Unit of Analysis

Sekaran (2006) stated that the unit of analysis refers to the levels of aggregation of the data collection during the subsequent data analysis stage. So, the unit of the analysis in this study is academic leaders comprised of deans, deputies’ dean and head of departments from five (5) Malaysian Public Universities in Selangor. The unit of analysis of this study is individual.

Survey Instrument

Questionnaires are an efficient data collection mechanism when the researcher knows exactly what is required and how to measure the variables of interest (Sekaran, 2003). Therefore the main instrument used for data collection was a survey questionnaire. The questionnaire comprised of three section (Section A, B and C) in a form of close-ended questions.  Section A of the questionnaire outlined the demographics profile such as gender, age, level of education, length of service in the faculty, work position and respondents’ university. Section B showed out the differences of academic leaders’ leadership style in the faculty. Section C spelled out the organizational performance.


For this research, the survey instruments of the Kouzes and Posner Leadership Practices Inventory-Individual Contributor (LPS-IC) Self Survey (1997) and Multifactor Leadership Questionnaire (MLQ) have been adapted in order to ensure the consistency with the study being replicated (Hendon, 2002). Basically, these sections used 5 Likert-scale which is, 1 = Strongly Disagree, 2 = Disagree, 3 = Uncertain, 4 = Agree and 5 = Strongly Agree.

Validity of Instrument

The validity of instrument is to ensure that the item in the questionnaire measure what it is supposed to measure. According to Sekaran (2003), validity of instrument is how to ensure that when asking a set of question (i.e. develop a measuring instrument) with the hope that the concept, how can be reasonably certain that are indeed measuring the concept that been set out to do and not something else. The questionnaire has been tested by using content validity by a group of experts who checked for inaccuracy and uncertainty.


The validity of the instruments was carried out earlier in order to ensure the right and appropriate questionnaire developed to the respondent before the researcher sent them out for feedback. Thus, the content validity of the questionnaire was verified by Dr. Abdul Kadir Othman, Program Coordinator for Master in Office System Management at Faculty of Business Management and endorsed by Dr. Samsudin Wahab and Assoc. Prof. Dr. Rudzi Munap both are lecturers from Faculty of Business Management. The panels of experts help to measure the validity of the items. The main purpose of content validity was to ensure there will be no errors and ambiguity or unnecessary questions in the questionnaire.

Reliability Analysis

After all the necessary amendments and correlations were made from the previous face and content validity, a pilot test was then conducted. Thirty sets of questionnaires were distributed to the various academic leaders in UiTM Puncak Alam, Selangor. For this pilot study, these respondents were excluded from the actual data for the study. The importance of conducting the pilot study was to ensure that respondents were well aware of the items in the questionnaire as well as to clarify any ambiguity and estimating the amount of time spent by the respondents in answering the questionnaire. In this study, internal consistency was used to ensure the reliability of the instruments. This type of reliability used Cronbach’s Alpha as the reliability coefficient the closer Cronbach’s Alpha is to 1, the higher the internal consistency reliability (Sekaran, 2006). 

The questionnaires were distributed to the actual respondents after the reliability and validity test was completed. Therefore the data suggested that the questionnaire was a reliable instrument that consistently measured the level of each variable of the study. The results of reliability test on each section shown in the table below on the pilot test and actual study:

Table 3.2
Cronbach’s Alpha Scores for the Leadership Styles and Organizational Performance for the pilot test (n=30) and actual study (n=156)
	Items
	No. of Scale Items
	Pilot Test Reliability Coefficient  (Alpha) (n=30)
	Actual Study

Reliability Coefficient  (Aplha) (n=156)

	Leadership Styles
	14
	0.722
	0.712

	Organizational Performance
	12
	0.742
	0.762


The internal reliability of the items was verified by computing the Cronbach’s alpha (Nunnally, 1978). In order to have this computed data was reliable, according to Nunnally (1978) suggested that a minimum alpha of 0.6 sufficed for early stage of research. The Cronbach alpha estimated for current Leadership styles scale was 0.712 and Organizational Performance scale was 0.762.  As the Cronbach’s alpha in this study were all much higher than 0.6, the constructs were therefore deemed to have adequate reliability.
Data Collection Procedure

In this research, two methods had been used to collect data through a set of questionnaire as the main instruments. The questionnaires have been distributed personally by the researcher. The questionnaires are distributed through manually and online survey distributions. All the questionnaires have been collected after two to four weeks distributed by researcher. Then the collected questionnaires had been analyzed and will be kept confidential.
Data Analysis

After the questionnaires from the respondents were returned, all of the data were analyzed using the Statistical Package in the Social Science Software (SPSS), version 20.0. All the data regarding the leadership styles and job performance were analyzed to show frequency distributions through using tendency such as mean, median, mode, range and frequencies. According to Sekaran (2006), descriptive focuses on statistics that illustrate the phenomena of interest. While, inferential statistics was used when the researcher need to know how variables relates to one another or any differences exist between groups.  
In this study, the researcher used the Cronbach’s Alpha, descriptive statistics, Pearson Correlations and t-test to analyze the data. The results presented were supported with the illustration of tables, graphs, and histogram.

The exploratory data analysis (EDA) is essential to be done on every variables before continue on the analysis for this study. A univariate exploration of the independent and dependent were conducted by examining measures of central tendency, variable measures, and the shape of distributions. Bivariate examinations were conducted to examine the relationship between variables. The hypothesis testing for normality test (Kolmogorov-Smirnov statistics) with the Normal Probability Plots (Normal Q-Q plots) for all the variables and other visual presentation measures such as histograms and box plot was carefully observed.

Descriptive statistics was used to scan the maximum and minimum values to ensure that they fall within the valid range. Measures such as mean, median and 5% trimmed mean of a sample drawn from a distribution do not differ greatly if it is normal distribution. The descriptive statistics also shows the skewness and kurtosis of the data. Skewness and Kurtosis refer to the shape of the distribution, and are used with interval and ratio level data. Values for skewness and Kurtosis are zero if the observed distribution is exactly normal. The symmetry of a sample distribution is measured by the skewness. If most scores occur below the mean, the distribution is positively skewed. On the other hand, if most scores occur above the mean, the distribution is negatively skewed. The flatness of peakedness of a sample distribution is rejected will depend on the ratio of skewness to its standard error and the ratio of kurtosis to its standard error (Coakes and Steed, 2007). The histogram would graphically summarize the distribution of a univariate data set. It shows the center of the data, spread of the data, skewness of the data, presence of outliers and presence of multiple modes in the data.

The next stage involves using correlation statistics procedures to answer the research questions. The correlation analysis is used to describe the strength and direction of the linear relationship between two variables. SPSS will give simple bivariatte correlation which just means between two variables), also known as zero-order correlation. SPSS will explore the relationship between two variables. Pearson correlation coefficients (r) can take on only values from -1 to +1. The sign out the front indicates whether there is a positive correlation (as one variable increases, so too does the other) or a negative correlation (as one variable increases, the other decreases). The size of the absolute value (ignoring the sign) provides an indication of the strength of the relationship. A perfect correlation of 1 or -1 indicates that the value of one variable can be determined exactly by knowing the value on the other variable. A scatterplot would show circle of points, with no pattern evident (Pallant, 2001).

Table 3.3 Data Analysis
	 Research Objective
	Concept / Construct
	Measurement
	Scale
	Statistic

	To identify which style of leadership is predominant as well as desirable in Malaysian Public Universities.
	There are 3 types of leadership styles towards job performance.
	RQ 1
(What is the most predominant leadership style for Malaysian Public Universities in Selangor?
	Interval
	Descriptive statistic (Mean analysis)

	To examine the relationship between leadership styles and academic leaders’ job performance.
	Relationship between independent variables and dependent variables
	RQ 2

(Is there a significant relationship between leadership styles and academic leaders’ job performances?)
	Interval
	Pearson Product Moment Correlation

	
	H01 There is no significant relationship between Transformational Leadership style and the Organizational Performance.

HA1 There is a significant relationship between Transformational Leadership style and the Organizational Performance.
H02  There is no significant relationship between Transactional Leadership style and the Organizational Performance

HA2  There is a significant relationship between Transactional Leadership style and the Organizational Performance

H03  There is no significant relationship between Laissez-faire Leadership style and the Organizational Performance

HA3  There is a significant relationship between Laissez-faire Leadership style and the Organizational Performance
	
	

	Identify the significance difference of gender towards leadership style practices by academic leaders.


	Gender differences in the leadership style practices perceived by academic leaders.
	RQ 3

(Is there a gender differences in the leadership style practices perceived by academic leaders between male and female respondents?)
	Interval
	T-test

	
	H04   There is no significant difference of gender towards leadership style practices perceived by academic leaders between male and female respondents

HA4  There is a significant difference of gender towards leadership style practices perceived by academic leaders between male and female respondents
	
	


CHAPTER 4

FINDINGS OF STUDY

Introduction


This chapter discussed the results of the data obtained from questionnaire adapted by researcher which were sent to Malaysian Public Universities in Selangor. This chapter was focused in overall finding of the study. Questionnaires instrument has been used to gather all the information from the academic leaders in different Malaysian Public Universities regarding the preferable leadership style. The questionnaire has been divided into few sections patterning to research objectives that have been discussed earlier. The sub section as per below:

Section A:


Respondent profile

Section B:


Assessment the leadership style preference by the academic leaders

Section C:


Assessment the relationship between the leadership style and the organizational performance.

Rate of Survey Returned

A total of 300 questionnaires were distributed to the respondents in 5 institutions. The distribution of questionnaire took four weeks including non-working days to be distributed and collected by the researcher. The total questionnaires of 156 were returned out of 300 distributed questionnaires. Therefore, the returned rate was 52% 

Respondent Profile


Section A required respondents to provide information on demographic background such as gender, age, position, highest qualification level, years of experience in academic filed and university that representing the academic leaders.

Gender


Table 4.1 showed the number of female and male respondents. The majority of respondents were female (62.8%) and followed by male (37.2%). 

Table 4.1 Gender (n=156)

	Gender
	Frequency
	Percent

	Male
	58
	37.2

	Female
	98
	62.8

	Total
	156
	100


Age

Table 4.2 illustrates the age in years of all respondents in this study. The majority of respondents (53.3%) were in the group of 31-40 followed by another (35.3%) who were in the age group of 41-50. The next respondents (7.7%) were aged between 26-30 years followed by a very small percentage of (3.8%) were >50 years.

Table 4.2 Age (n=156)

	Range

	Frequency

	Percent


	26-30

	12

	7.7


	31-40

	83

	53.2


	41-50

	55

	35.3


	>50

	6

	3.8


	Total

	156

	100



	


Position

Table 4.3 illustrates the position of all respondents in this study. The majority of respondents (69.9%) were Head of Departments followed by another (21.8%) who were Deputy Dean. The next respondents (8.3%) were Deans.

Table 4.3 Position (n=156)

	Position
	Frequency
	Percent

	Dean
	13
	8.3

	Deputy Dean
	34
	21.8

	Head of Department
	109
	69.9

	Total
	156
	100


Highest Qualification Level


Table 4.4 showed the highest qualification achieved by respondents. Majority of the respondents hold a Master Degree (59.6%) followed by (40.4%) who hold a PhD Degree.
Table 4.4 Highest Qualification (n=156)
	Level
	Frequency
	Percent

	Master’s Degree
	93
	59.6

	PhD’s Degree
	63
	40.4

	Total
	156
	100


Years of Experience


Table 4.5 showed that majority of the respondents (37.8%) who have 5-10 years academic experience. Followed by (34.6%) of respondents who have 10-15 years experience. The next respondents (20.5%) who have 15-20 years academic experience followed by (3.8%) who have less than 5 years of experience.  And the smallest percentage (3.2%) who have more than 20 years academic experiences.

Table 4.5 Years of Experience (n=156)

	Length of Services
	Frequency
	Percent

	<5 Years
	5
	3.2

	5-10 Years
	59
	37.8

	10-15 Years
	54
	34.6

	15-20 Years
	32
	20.5

	>20 Years
	6
	3.8

	Total
	156
	100


University


Table 4.6 showed that (26.3%) of the highest respondents were from UiTM, second highest (20.5%) from UIA, followed by (18.6%) from UKM, (17.9%) from UPM and the lowest (16.7%) of the respondents from UKM.

Table 4.6 University (n=156)

	University
	Frequency
	Percent

	UiTM
	41
	26.3

	UM
	26
	16.7

	UKM
	29
	18.6

	UPM
	28
	17.9

	UIA
	32
	20.5

	Total
	156
	100


Research Question 1:
What is the most popular leadership style among academic leaders in Malaysian Public Universities in Selangor?


The following sections discussed the result of Research Question 1, which wanted to identify the most popular leadership styles by academic leaders in Malaysian Public Universities in Selangor. Respondents were required to answer questionnaire on section B in order to investigate their most practiced leadership styles. This section, required the respondents to rate their level of agreement on Five Point Likert Scale consisted of 1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree and 5= Strongly Disagree.

Descriptive Statistics of the most leadership styles practiced by Academic Leaders in organization.


Table 4.7 demonstrated the overall summary of the descriptive statistical analysis for all leadership styles. The analysis involved the use of descriptive statistics which comprised of the measurements of central tendency (minimum values, maximum values, and the percentile, mean and median), measures of variability (quartiles split, variance, and standard deviation scores). It also measured of shape (kurtosis and skewness) were obtained for the interval-scale independent and dependent variables.


The key sub element of leadership styles consists of Transformational leadership, Transactional leadership and Laissez-Faire leadership. In order to find the overall mean score, the each of the sub elements were computed to overall mean. Table below shows the overall summary of the description statistical analysis for the leadership styles perceived by the academic leaders in organization. The findings in table below indicated that the highest mean is Transformational leadership (M= 4.38, SD= 0.31), and followed by mean Laissez-Faire leadership (M=3.63, SD= 0.40). The lowest mean is for Transactional leadership (M=3.58, SD=0.49).

Discussion of the Findings

Based on the findings, the researcher believed that Transformational leadership was highly practiced by most academic leaders in Malaysian Public Universities in Selangor. Due to the nature of the Transformational leadership, this type of leadership was more accepted by most academic leaders because from the leadership itself an effective leader capable of inspires and motivates his or her employees.  Importantly, an academic leader will take extra care to ensure that their employees are cared for and their needs are met. 

Table 4.7 Overall mean for Leadership styles and Organizational performance
	Statistics

	
	Mean_Transform
	Mean_Transaction
	Mean_Laissez

	Mean
	4.3799
	3.5805
	3.6299

	Std. Deviation
	.31049
	.49031
	.40246

	Variance
	.096
	.240
	.162

	Skewness
	-.446
	.168
	-.822

	Std. Error of Skewness
	.195
	.195
	.195

	Kurtosis
	.177
	-.182
	.877

	Std. Error of Kurtosis
	.389
	.389
	.389

	Range
	1.67
	2.60
	2.00

	Minimum
	3.33
	2.40
	2.40

	Maximum
	5.00
	5.00
	4.40

	Sum
	674.50
	551.40
	559.00


Research Question 2:
What is the relationship between leadership styles and organizational performances?

The purpose of this study is to identify the relationship between leadership styles and organization performance among the academic leaders in Malaysian Public Universities in Selangor. Therefore, this study examined the relationship of two variables and the findings resulted were used to conclude whether the hypothesis is rejected or accepted.

Research Hypothesis

H01
There is no significant relationship between Transformational Leadership style and the Organizational Performance.
HA1
There is a significant relationship between Transformational Leadership style and the Organizational Performance.
H02
There is no significant relationship between Transactional Leadership style and the Organizational Performance.

HA2
There is a significant relationship between Transactional Leadership style and the Organizational Performance

H03
There is no significant relationship between Laissez-faire Leadership style and the Organizational Performance.

H03
There is a significant relationship between Laissez-faire Leadership style and the Organizational Performance

For interpreting the output of the correlation between variables, Cohen’s (1988) table was used. Table 4.8 provides the explanation on the strength of the relationship in terms of the value of Pearson Correlation (r) and the direction of the relationship for the variables used in this study.

Guidelines on the Interpretation of Correlation Coeffiecient (Cohen, 1988) 

	          Small correlation                                      -0.10 to -0.29 and +0.10 to +0.29             

          Medium correlation                                  -0.30 to -0.49 and +0.30 to +0.49

          Large correlation                                      -0.50 to -1.00 and +0.50 to +1.00





This chapter is focused on the relationship between leadership styles and the organization performances. Sixteen questions were developed to identify the leadership styles preferences by the academic leaders.

Assumption of Correlation


Correlation analysis was used to describe the strength and directions of the linear relationship between two variables. The findings indicated either the relationship between variables have positive, negative, high, low, strong or weak relationship. 

Level of Measurements


For this section, the scales of measurement for the variables were interval. Variables of leadership styles and organization performance were using in Likert Scale from 1 to 5. This section required the respondents to rate their level of agreement on Five Point Likert Scale consisted of 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree and 5=Strongly Agree.

Table 4.8 Relationship between Leadership Styles and Organizational Performances (n=156)
	Correlations

	
	Total_Mean_Org_Performance

	Mean_Transform
	Pearson Correlation
	.335

	
	Sig. (2-tailed)
	.000

	
	N
	156

	Mean_Transaction
	Pearson Correlation
	.231

	
	Sig. (2-tailed)
	.004

	
	N
	156

	Mean_Laissez
	Pearson Correlation
	.113

	
	Sig. (2-tailed)
	.164

	
	N
	156



In order to test the relationship, the activities of leadership styles were computed for overall mean. The same procedure was carried out for organizational performances. The relationship between leadership styles and organizational performance was tested using Pearson Product Moment Correlation Coefficient. Preliminary analyses were performed to ensure no violation of the assumptions of normality, linearity and homescedascity.


Table 4.8, shows that (r=0.335, n=156, p<0.05) indicate that there is a positive relationship, significant and medium correlation between Transformational leadership and organizational performance among the academic leaders in Malaysian Public Universities in Selangor. Therefore, the null hypothesis was rejected. Then, for Transactional Leadership and organizational performance among the academic leaders shows that (r=0.231, n=156, p<0.05) indicate that there is a positive relationship, significant and small correlation. Therefore, the null hypothesis was rejected.  For Laissez-Faire Leadership shows that (r=0.113, n=156, p<0.05) indicate that there is a positive relationship, not significant and small correlation between Laissez-Faire leadership and organizational performance among the academic leaders in Malaysian Public Universities in Selangor. Therefore, the null hypothesis was accepted.
Research Question 3:
Is there a significant gender differences in the leadership style practices perceived by academic leaders between male and female respondents?

This section attempts to identify if there are significant gender differences in the transformational leadership styles perceived by academic leaders between male and female respondents. The purpose of this research question is to determine if the perceptions towards transformational leadership by academic leaders differs according to gender. The overall means of transformational leadership style was calculated and an independent sample t-test was conducted on data.

Research Hypothesis

H04
There is a significant difference of gender towards leadership styles practices perceived by academic leaders between male and female respondents

HA4
There is no significant difference of gender towards leadership styles practices perceived by academic leaders between male and female respondents

Table 4.9 Overall mean for Leadership Style and Gender 

	Group Statistics

	
	Respondents Gender
	N
	Mean
	Std. Deviation
	Std. Error Mean

	Total_Mean_Leadership
	Male
	58
	3.8661
	.26562
	.03488

	
	Female
	96
	3.8618
	.26622
	.02717


Table 4.10 Mean for Gender
	Group Statistics

	
	Respondents Gender
	N
	Mean
	Std. Deviation
	Std. Error Mean

	Mean_Transform
	Male
	58
	4.3879
	.30967
	.04066

	
	Female
	98
	4.3750
	.31251
	.03190

	Mean_Transaction
	Male
	58
	3.5862
	.46621
	.06122

	
	Female
	98
	3.5771
	.50669
	.05171

	Mean_Laissez
	Male
	58
	3.6241
	.40881
	.05368

	
	Female
	98
	3.6333
	.40070
	.04090


Table 4.11 Independent Sample Test for Leadership Styles and Gender

Independent Samples Test

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig.        (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	Mean_Transform
	Equal variances assumed
	.111
	.740
	.250
	154
	.803
	.01293
	.05180
	-.08940
	.11526

	
	Equal variances not assumed
	
	
	.250
	121.194
	.803
	.01293
	.05168
	-.08938
	.11524

	Mean_Transaction
	Equal variances assumed
	.524
	.470
	.112
	154
	.911
	.00912
	.08181
	-.15250
	.17075

	
	Equal variances not assumed
	
	
	.114
	128.208
	.910
	.00912
	.08014
	-.14944
	.16768

	Mean_Laissez
	Equal variances assumed
	.024
	.876
	-.137
	154
	.891
	-.00920
	.06715
	-.14186
	.12347

	
	Equal variances not assumed
	
	
	-.136
	118.433
	.892
	-.00920
	.06748
	-.14283
	.12443


An independent-sample t-test was conducted to identify the significance difference of gender towards leadership style practices perceived by academic leaders between male and female respondents. The male respondents appear to have a higher level of agreement towards transformational leadership (M = 4.387, SD = 0.309) than females (M = 4.375, SD = 0.312). However, the t-test shows that the difference of gender is not significant t (154) = 0.25, p = 0.803. As the t-test results showed that the mean scores for both genders were not significantly different, therefore the null hypothesis failed to be rejected.


Then, same applied to male respondents who appear to have a higher level of agreement towards transactional leadership (M = 3.586, SD = 0.466) than female respondents (M = 3.577, SD = 0.408). But there was no statistically significant difference between male and female respondents t (154) = 0.11, p = 0.911. Therefore, it failed to reject the null hypothesis.


Next, for Laissez-Faire leadership female respondents appear to have a higher level of agreement (M = 3.633, SD = 0.400) than male respondents (M = 3.624, SD = 0.408). However, the t-test again showed that there was no significance difference between male and female respondents t (154) = -0.14, p = 0.891 and therefore, the null hypothesis failed to be rejected.

The hypothesis for Research Question 4 predicted that there is significant difference of gender towards leadership styles practices perceived by academic leaders between male and female respondents. As the t-test result showed that the mean scores for both genders were not significantly different t (154) = 0.097, p = 0.923 and therefore, the null hypothesis failed to be rejected.

From the result above, it showed that there is no significance difference of gender towards leadership styles practices perceived by academic leaders between male and female respondents. From this study and the previous study, it can be concluded that female and male’s level of agreement to this situation do not differ, for all practical purposes they are the same.

CHAPTER 5

CONCLUSION AND RECOMMENDATIONS

Introduction


This chapter explains the results of the summarization of each research questions in this study. Besides that, this chapter contains suggestions and recommendations for leadership styles preferences by the academic leaders that can improve on the organizational performance. At the end of this section is discussing about future recommendation for other researcher that might have same interest with this area of study.

Summary of Findings and Conclusions

Profile of the Respondents
Most of the respondents of this study were from Head of the departments. Majority of the respondents have a Master degree education background. Most of the respondents have academic experience ranging from 5-10 years and 10-15 years of academic experience. Respondent’s academic experience, educational background and position they hold can give valid information regarding leadership styles practices perceived by academic leaders and organization performance in Malaysian Public Universities in Selangor.

Research Question 1:

What is the most popular leadership style among academic leaders in Malaysian Public Universities in Selangor?


Research question 1 wanted to identify the most popular leadership style by the academic leaders. From the findings, it can be concluded that respondents have perceived more towards Transformational leadership that can help them to improve their organizational performance. Importantly, leadership plays a vital role in the success of department led by academic leaders; it is useful to consider the different types of leaders and their potential impact on departments as organizations. This information is important that it gives statistically significant of dominance leadership styles practices perceived by academic leaders in Malaysian Public Universities in Selangor.  


The result from this study was consistent with previous study by Egan, Sarros and Santora (1995) they articulate that transformational leadership style is more effective and preferred by leaders compared to other leadership styles. Most of the academic leaders were perceived the Transformational leadership due employee can easily share their knowledge among them when organization used transformational leadership style (Behery, 2008).

Research Question 2:

Is there any relationship between leadership styles and academic leaders’ job performances?


Research question 2 was about direct relationship between Leadership styles and the organization performance. From the findings that obtained from the respondents, it can be concluded there is a positive, significant and medium relationship between leadership styles and organization performance (r=0.330, n=156, p<0.05). The classification of correlation coefficient value was taken from Cohen (1988).


A hypothesis structured earlier in the research found that there was a significant relationship between leadership styles and organization performance among the academic leaders in Malaysian Public Universities in Selangor. Hence, the null hypothesis that there is no relationship between leadership styles and organization performance is rejected.


According to Obiwuru et al., (2011), activities of leadership styles will give positive on organizational performance in term of organization effectiveness and prolong quality services. This result also consistent with Sun (2002) claimed that the leadership styles have a significantly positive correlation with organization performance in both education institutions and enterprises. It was obviously that most research results showed the leadership style has a significant relation with organization performance, and different leadership style may have a positive correlation or negative correlation with the organizational performance (Huang, 2006).

Research Question 3:

Is there a gender difference in the transformational leadership perceived by academic leaders between male and female respondents?


Research Question 3 was about gender dominance perceived by academic leaders towards the leadership style practices. From the findings, it can be identified that there was no significant gender difference in the leadership style practices perceived by academic leaders between male and female respondents. The result of t-test showed no significant differences in means scores for male (M= 3.866, SD = 0.266), and females (M = 3.862, SD = 0.266); t (154) = 0.097, p = 0.923.


Recommendations
Overall the research provides a means of examining the relationship between leadership styles of the academic leaders and organizational performance in the context of Malaysian Public universities in Selangor. This research also provided an insight into various leadership styles associated with academic leaders. In addition, the researcher finds it necessary to provide some suggestion to improve overall performance within the institutions. A review of literature indicated that there has been a limited amount of research on academic deans and their leadership styles. Thus, the findings of this research study serve as a basis for future studies on the leadership styles of academic deans.

First recommendation, based on the findings from this study it showed that the relationship between leadership styles and organizational performance was significant but not statistically significantly high. However, this research might have been enhanced if faculty were involved in the leadership study. By including subordinates in the process, the leadership styles can be affirmed or disaffirmed (Xin and Pelled, 2003). Because leadership is comprised of a leader and a follower, thus getting faculty input would add a new dimension to the analysis (Thrash, 2009).

Second recommendation, this research examined significant difference of gender towards leadership styles practiced by academic leaders. However the result showed that there was no significant difference between male and female academic leaders. Therefore, in future studies should include race and gender as a variable. This research study utilized a homogenous sample of academic leaders. By expanding the research to include race and gender significant relationships may be found (Thrash, 2009). As a microcosm of our changing nation, many higher education institutions across the nation are becoming more varied (Rosser et al., 2003). It would therefore be important to determine if the gender and race of the academic leaders has an effect on leadership style.

Third recommendation, the study established that there is a positive relationship between the leadership style of academic leaders in universities and organizational performance, but that the contributions of the leadership style towards the overall universities’ performance was significantly low. However, from the study and also through the literature reviewed, it is clear that leadership is a very important component and a critical ingredient in the process of improving organizational performance. This study established that in various Public Universities in Selangor, leadership was premised upon individual endeavor rather than collective action, whereas the trend now is that authority not to be located in one position of the leader, but can be distributed among the staff (Yusuf, 2008). In other words, leadership should be detached from the heads of schools and should be primarily concerned with relationship and connections among individuals within a school (Mujis and Harris, 2003). This study therefore submits that for leadership to remain important and useful towards the promotion of quality education in the institutions, and then it must be distributed appropriately among the different levels of administration in the universities (Grant, 2006)

Chapter Summary


This chapter presented and discussed the final chapter of this study which covers conclusions and recommendations. This section also provides a summary of finding in answering each and every research questions, research objectives and hypothesis. Recommendations for future study also have been provided by the researcher in this chapter.
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appendix A: DESCRIPTIVE ANALYSIS
	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Make course related announcements
	549
	2
	7
	3.65
	1.037

	Manage the course contents
	548
	2
	6
	3.59
	1.021

	Manage support materials
	545
	2
	6
	3.64
	1.069

	Manage assignment/ projects
	543
	2
	6
	3.73
	1.034

	Manage references
	545
	2
	6
	3.72
	1.024

	Manage glossary
	545
	2
	6
	3.69
	1.022

	Manage assessment
	546
	2
	6
	3.69
	1.051

	Handle course forum
	545
	2
	6
	3.66
	1.046

	Valid N (listwise)
	527
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Using the system would enable me to accomplish tasks more quickly.
	543
	2
	7
	5.28
	.811

	Using the system would increase my productivity.
	546
	3
	7
	5.28
	.828

	Using the system would enhance my job effectiveness.
	547
	3
	7
	5.21
	.767

	Using the system would make it easier to do my job.
	549
	3
	7
	5.21
	.778

	Valid N (listwise)
	540
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The system is easy to use.
	544
	2
	7
	5.23
	.872

	The system is user friendly.
	546
	2
	7
	5.25
	.849

	The system is easy to learn.
	547
	2
	7
	5.25
	.857

	Valid N (listwise)
	540
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Dean/ Campus Director continuously emphasizes that lecturers must use i-learn for teaching and learning
	548
	2
	7
	5.07
	.899

	Dean/ Campus Director often advises lecturers to be sensitive to UiTM initiatives with regards to e-learning.
	548
	2
	7
	5.05
	.895

	Dean/ Campus Director is always willing to provide the necessary resources for implementing i-learn in the faculty/campus.
	549
	3
	7
	5.01
	.887

	Dean/ Campus Director often advises lecturers to keep track of the latest developments in i-learn.
	546
	2
	7
	5.04
	.880

	Valid N (listwise)
	545
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	I have the necessary resources to use the system.
	547
	2
	7
	4.91
	.878

	I have the necessary knowledge to use the system.
	545
	2
	7
	4.90
	.888

	A specific person (or group) is available for assistance with system difficulties.
	542
	2
	7
	4.97
	.857

	Specialized instruction concerning i-learn is available to me.
	544
	2
	7
	5.07
	.803

	Valid N (listwise)
	532
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Everybody in the organization is cost-conscious.
	547
	2
	7
	5.09
	.811

	Meeting times are kept punctually.
	544
	3
	7
	5.11
	.793

	Staff always speak seriously of organization and job.
	547
	3
	7
	5.15
	.754

	Employees are told when good job is done.
	547
	3
	7
	5.13
	.743

	Staff are comfortable in unfamiliar situations.
	546
	3
	7
	5.16
	.758

	Staff put in maximal effort.
	539
	3
	7
	5.16
	.780

	Management help good people to advance. 
	546
	3
	7
	5.17
	.733

	Only very special people fit in organization.
	540
	3
	7
	5.18
	.674

	Organization and people closed and secretive.
	544
	3
	9
	5.19
	.712

	New employees need more than a year to feel at home.
	547
	3
	7
	5.17
	.664

	Valid N (listwise)
	519
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The system is accurate.
	549
	2
	6
	5.04
	.725

	The system provides precise information I need.
	548
	2
	6
	5.03
	.723

	Information contents meet my needs.
	545
	2
	7
	5.11
	.792

	Valid N (listwise)
	544
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The system is easy to use.
	544
	2
	7
	5.23
	.872

	The system is user friendly.
	546
	2
	7
	5.25
	.849

	The system is easy to learn.
	547
	2
	7
	5.25
	.857

	Valid N (listwise)
	540
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The system anticipates and responds promptly to user request.
	544
	2
	7
	5.26
	.838

	The system can be depended on to provide whatever is promised.
	544
	2
	7
	5.26
	.817

	The system gives a professional and competence image.
	542
	2
	7
	5.35
	.871

	Valid N (listwise)
	535
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Using the system would enable me to accomplish tasks more quickly.
	543
	2
	7
	5.28
	.811

	Using the system would increase my productivity.
	546
	3
	7
	5.28
	.828

	Using the system would enhance my job effectiveness.
	547
	3
	7
	5.21
	.767

	Using the system would make it easier to do my job.
	549
	3
	7
	5.21
	.778

	Valid N (listwise)
	540
	
	
	
	


	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The system efficient
	513
	3
	7
	5.10
	.677

	The system effective
	518
	3
	7
	5.11
	.663

	Overall I am satisfied with the system
	516
	3
	7
	5.03
	.622

	Valid N (listwise)
	508
	
	
	
	


	CStyle

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Innovator
	458
	83.3
	83.3
	83.3

	
	Adaptor
	92
	16.7
	16.7
	100.0

	
	Total
	550
	100.0
	100.0
	


	Universiti * CStyle Crosstabulation

	Count

	
	
	CStyle
	Total

	
	
	Innovator
	Adaptor
	

	Universiti
	UM
	135
	10
	145

	
	UPM
	37
	13
	50

	
	UKM
	82
	33
	115

	
	UITM
	204
	36
	240

	Total
	458
	92
	550


appendix B: FACTOR ANALYSIS

	KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.898

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	8980.306

	
	df
	171

	
	Sig.
	.000


	Total Variance Explained

	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	8.067
	42.459
	42.459
	8.067
	42.459
	42.459
	6.151
	32.372
	32.372

	2
	3.171
	16.690
	59.149
	3.171
	16.690
	59.149
	3.629
	19.100
	51.473

	3
	2.218
	11.676
	70.825
	2.218
	11.676
	70.825
	2.672
	14.061
	65.534

	4
	1.225
	6.445
	77.270
	1.225
	6.445
	77.270
	2.230
	11.736
	77.270

	5
	.729
	3.837
	81.107
	
	
	
	
	
	

	6
	.568
	2.987
	84.095
	
	
	
	
	
	

	7
	.465
	2.450
	86.544
	
	
	
	
	
	

	8
	.391
	2.060
	88.605
	
	
	
	
	
	

	9
	.353
	1.857
	90.462
	
	
	
	
	
	

	10
	.329
	1.732
	92.193
	
	
	
	
	
	

	11
	.262
	1.381
	93.574
	
	
	
	
	
	

	12
	.241
	1.267
	94.842
	
	
	
	
	
	

	13
	.222
	1.168
	96.009
	
	
	
	
	
	

	14
	.203
	1.067
	97.077
	
	
	
	
	
	

	15
	.192
	1.012
	98.089
	
	
	
	
	
	

	16
	.152
	.802
	98.891
	
	
	
	
	
	

	17
	.119
	.626
	99.517
	
	
	
	
	
	

	18
	.058
	.307
	99.824
	
	
	
	
	
	

	19
	.033
	.176
	100.000
	
	
	
	
	
	

	Extraction Method: Principal Component Analysis.


	Rotated Component Matrixa

	
	Component

	
	1
	2
	3
	4

	Make course related announcements
	.853
	.234
	-.023
	-.013

	Manage the course contents
	.876
	.222
	.014
	-.015

	Manage support materials
	.865
	.197
	.103
	.032

	Manage assignment/ projects
	.840
	.168
	.094
	.059

	Manage references
	.850
	.133
	.121
	.078

	Manage glossary
	.848
	.124
	.170
	.033

	Manage assessment
	.858
	.067
	.190
	.058

	Handle course forum
	.856
	.071
	.192
	.050

	Dean/ Campus Director continuously emphasizes that lecturers must use i-learn for teaching and learning
	.245
	.905
	.229
	-.022

	Dean/ Campus Director often advises lecturers to be sensitive to UiTM initiatives with regards to e-learning.
	.228
	.910
	.228
	-.034

	Dean/ Campus Director is always willing to provide the necessary resources for implementing i-learn in the faculty/campus.
	.222
	.893
	.236
	-.044

	Dean/ Campus Director often advises lecturers to keep track of the latest developments in i-learn.
	.192
	.794
	.378
	-.045

	I have the necessary resources to use the system.
	.158
	.439
	.672
	-.072

	I have the necessary knowledge to use the system.
	.180
	.283
	.790
	-.068

	A specific person (or group) is available for assistance with system difficulties.
	.153
	.153
	.847
	.032

	Specialized instruction concerning i-learn is available to me.
	.057
	.198
	.658
	.209

	The system is easy to use.
	.058
	-.026
	.002
	.834

	The system is user friendly.
	.041
	-.050
	.049
	.871

	The system is easy to learn.
	.054
	-.031
	.044
	.835

	Extraction Method: Principal Component Analysis. 

 Rotation Method: Varimax with Kaiser Normalization.

	a. Rotation converged in 6 iterations.


appendix C: REGRESSION TESTS
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.429a
	.184
	.183
	.82164

	a. Predictors: (Constant), TM

	b. Dependent Variable: SystemUse


	ANOVAb

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	79.518
	1
	79.518
	117.790
	.000a

	
	Residual
	351.720
	521
	.675
	
	

	
	Total
	431.238
	522
	
	
	

	a. Predictors: (Constant), TM

	b. Dependent Variable: SystemUse


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.336
	.218
	
	6.129
	.000

	
	TM
	.462
	.043
	.429
	10.853
	.000

	a. Dependent Variable: SystemUse


[image: image2.emf]

	Variables Entered/Removedb

	Model
	Variables Entered
	Variables Removed
	Method

	1
	FCa
	.
	Enter

	a. All requested variables entered.

	b. Dependent Variable: SystemUse


	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.336a
	.113
	.111
	.85326

	a. Predictors: (Constant), FC

	b. Dependent Variable: SystemUse


	ANOVAb

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	47.099
	1
	47.099
	64.691
	.000a

	
	Residual
	370.583
	509
	.728
	
	

	
	Total
	417.682
	510
	
	
	

	a. Predictors: (Constant), FC

	b. Dependent Variable: SystemUse


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.432
	.279
	
	5.126
	.000

	
	FC
	.448
	.056
	.336
	8.043
	.000

	a. Dependent Variable: SystemUse


[image: image3.emf]

	Variables Entered/Removedb

	Model
	Variables Entered
	Variables Removed
	Method

	1
	SystemQa
	.
	Enter

	a. All requested variables entered.

	b. Dependent Variable: SystemUse


	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.106a
	.011
	.009
	.90056

	a. Predictors: (Constant), SystemQ

	b. Dependent Variable: SystemUse


	ANOVAb

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	4.770
	1
	4.770
	5.881
	.016a

	
	Residual
	418.476
	516
	.811
	
	

	
	Total
	423.246
	517
	
	
	

	a. Predictors: (Constant), SystemQ

	b. Dependent Variable: SystemUse


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.971
	.287
	
	10.340
	.000

	
	SystemQ
	.132
	.054
	.106
	2.425
	.016

	a. Dependent Variable: SystemUse
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	Variables Entered/Removeda

	Model
	Variables Entered
	Variables Removed
	Method

	1
	TM
	.
	Stepwise (Criteria: Probability-of-F-to-enter <= .050, Probability-of-F-to-remove >= .100).

	2
	SystemQ
	.
	Stepwise (Criteria: Probability-of-F-to-enter <= .050, Probability-of-F-to-remove >= .100).

	3
	FC
	.
	Stepwise (Criteria: Probability-of-F-to-enter <= .050, Probability-of-F-to-remove >= .100).

	a. Dependent Variable: SystemUse


	Model Summaryd

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.423a
	.179
	.177
	.81361

	2
	.439b
	.193
	.190
	.80746

	3
	.449c
	.202
	.197
	.80380

	a. Predictors: (Constant), TM

	b. Predictors: (Constant), TM, SystemQ

	c. Predictors: (Constant), TM, SystemQ, FC

	d. Dependent Variable: SystemUse


	ANOVAd

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	71.781
	1
	71.781
	108.436
	.000a

	
	Residual
	329.659
	498
	.662
	
	

	
	Total
	401.440
	499
	
	
	

	2
	Regression
	77.404
	2
	38.702
	59.360
	.000b

	
	Residual
	324.036
	497
	.652
	
	

	
	Total
	401.440
	499
	
	
	

	3
	Regression
	80.976
	3
	26.992
	41.777
	.000c

	
	Residual
	320.464
	496
	.646
	
	

	
	Total
	401.440
	499
	
	
	

	a. Predictors: (Constant), TM

	b. Predictors: (Constant), TM, SystemQ

	c. Predictors: (Constant), TM, SystemQ, FC

	d. Dependent Variable: SystemUse


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.345
	.225
	
	5.982
	.000

	
	TM
	.459
	.044
	.423
	10.413
	.000

	2
	(Constant)
	.547
	.351
	
	1.558
	.120

	
	TM
	.466
	.044
	.429
	10.639
	.000

	
	SystemQ
	.145
	.049
	.119
	2.937
	.003

	3
	(Constant)
	.236
	.374
	
	.630
	.529

	
	TM
	.388
	.055
	.357
	7.063
	.000

	
	SystemQ
	.132
	.050
	.108
	2.659
	.008

	
	FC
	.156
	.067
	.119
	2.351
	.019

	a. Dependent Variable: SystemUse
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