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CHAPTER 1V

RESULTS AND DISCUSSION

4.1 Introduction %\

The primary purpose of this study was to identify the urrcnt State of
leadership practices in implementing a quality management system zmlmstranw

affairs at Omani private HEIs. The literature review pointed to_seve rmuplu that

erzuc tion agree are
b ‘-\d These
) Train rO

: (6) O’k
,@' LrShlp
@. approach

its_ &qd ‘analyzes the

x@scml structured

S
t élwtcd data from

to aore dor §ablc and usable data.

researchers on the subject of quality management system in |

significant in academic settings for TQM implementatj
principles are: (1) Senior Leadership, (2) Strategic Pla
(4) Empowerment & Involvement, (5) Reward & M
Continuous Improvement. Of these seven area
practices will be examined in this chapter. Follow
outlined for this study in the previous cha @ ter
data gathered from both the self~adm1mst qu

interviews. The purpose of this cha t

numbers. codes, and short written r

The second purpose of the chapter\ is lndl@ The discussion is based
on information from the queto res, as ’NCH Im@zws, and is supported with

evidence from the llterature

This chapter 1s an ed .1 a rdan 1th the questions of the study.

\
Consequently, chap 1S 1\gde }lb main sections, and each section is
divided into subs be@a by describing data collection (4.2). In
Section 43 t gralfl "act tics of the respondents are summarized.

Finally, sec o 4 deals with the fcmuestlons of the study. In order to answer the
research onq in connection w1th quality management practices of leadership in-

depth, g¥™Sction has been divided into four subsections. For instance, the first

represents the findings in relation to question number one what is the
overall state of leadership practices in implementing a quality management system in
administrative affairs at Omani private HEIs?; the second concerns determining the
areas of strength and weakness in current leadership practices at Omani private HEISs;

the third relates to evaluating the differences in leadership practices based on
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and thus highlight the importance of selecting and preparing qualified
educational leadership.

The study may be useful for academic and administration leadershi

2

indentifying and highlighting the most important areas of stre g

weakness in quality management at these institutions presently. s
4. Finally, the importance of this study lies in deepening the understan®ng and

encouraging further research on leadership best practices R sustaining

improvements in quality at HEIs in the Sultanate of Oman.

1.7 Definition of Terms

For this study, these terms are used repeatedly.

context of the study. These terms may be further &

throughout this study. Y
Higher Education: Higher education includf%Ne oks
at the post secondary level, provided niversiti

establishments that are approved as instuggns nfhx\4¥

state authorities (UNESCO, 1998).

L

: trmm&g for research
r r educational
{q-p\by the competent
3

&

of non-coercive influence

Leadership: Refers to "the procgss o

s of the mfhibbrg

to direct and coordinate thoftictiv

the accomplishment of group gD\ 1\’{) orl®, lership is a set of qualities or
characteristics um‘is’m@m.\'@‘u pepegved to successfully employ such
influence" (Stogdill, ]% ¥/). SN

¢ Dl N
Private Higher, ucftion finstu 'onssgompriscs of universities, colleges and

specialist instégggory¥that & ’per%. by governments. However, private higher

education @Imns may be SL@ to government regulation (The European
Educati N‘ecmry. 13 May 2013).

an organized group toward

teaching and academic programs, research and scholarship, staffing, students,

infrastructure and the academic environment (UNESCO, 13 May 2013).
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Total Quality Management (TQM): Refers to an approach to quality management
based on continuous improvement, and active involvement of everyone within an

organization in the improvement process (Forrst, 1996).

1.8 The Structure of the Study c\

This study basically consists of five chapters which include tasks to achNeve the

objectives of the study and address the research questions. The structurMOf the study
is set out as follows: V
FIGURE 1.1: The Structure of the Study z '

Chapter 1 é ’ ‘3
Introduction s \Y

Chapter 1V

Chapter 11

iterature Review i i
Lite Results and Discussion

Chapter 1 (ln% jon) 5 4 :

Chapter 1 2 {ntroduction to Iht\ dy, it covers the background of the study, a

statemer > problem, and the objectives of the study. The chapter will also present

the &gud¥guestions, significance of the study, definition of terms and finally the

Mycturddf the study.
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supported the research findings widely applicable to private higher education in

Oman. As has been mentioned in previous chapter, during findings discussion in order

to protect participants' privacy, will be refer to them as interviewee 1, 2,3 etc. Y'

4.3 Respondents Demographics 1%

This section provides data of a general descriptive nat out the
respondents. All 468 respondents from each of the 19 private col]eg@vcrsities
answered the first section of the questionnaire requesting & demographic
information. This information, for all administrators tl members
participating in this study, is reported in table 4.2- 4.7. Th ables,inWudggbender,

k experignce Eﬁ&w

sis using fr uenci'&. and

nationality, age, education level, job classification, and

order to answer demographic questions statistical

percentages were used.

4.3.1 Gender

TABLE 4.2: Respondents Gender

 Gender Frequency
1. Male 245
2. Female 223
Total 468

Omani. \ \

N Percent Proquency
1.C 41.0% 5

2. Non-Omani 59.0% i
y ?"_‘1 100.0 63
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4.3.3 Age

Additionally, participants were asked to supply their approximate age b
selecting from five age categories. 23.1% of the participants were under 30&Rof

age, but the majority of respondents were aged between 31 and 39 years o;n% only

2.8% of the respondents were aged over 59 years old. Nearly 23% were etween

40 to 49 years old, and 6.4% were in the age range 50 to 59 years. The w statistics

are presented in table 4.4. V

TABLE 4.4: Respondents Age

—R;(ycars} Percent

" 1.Under 30 23.1%
2.31-39 44.9%
3.40-49 22.9% ' c‘_}v
4.50-59 6.4% R\
5.60 or over 2.8%

“Total 100.0

4.3.4 Educational Qualifications \)
Tht.‘ I‘ekpondent% quahtlbatl f&l 36@ r\( SLhOOl or lcss

to having a doctoral degree. Close t f the respyhfen 5.1%) had a master’s
degree, with the second biggest grou %\zt'} @h Jor’s degrees (31.4%).
Seventy six respondents (16 /0{% b} very small percentage of
the participants (6.2%) had a%r t E,Q d only five respondents had
secondary school or less \ Q %

"y 3

TJBLE 435.' RL’SP(J?’I : ].* 10ns
_T@alional Qualific e epf Frequency
" 1. Secondary school 5
2. 1 or 2 year diplgn 2% 29
3. Bachelor’s Deggre Y’IA% 147
4. Master's DA C}’ 45.1% 211
5. Doctor: > \ 16.2% 76
100.0 468
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4.3.5 Job Classification

Out of 468 respondents, 210 (44.9%), were administrators. while 234

respondents (50%) were faculty members. A third group of 24, making up 0@
of the participants, hold other various roles such as technical positions. The$§ ncy
distribution for job classification is presented in table 4.6. A
TABLE 4.6: Respondents Job classifications Q

" Job classification Percent m,

" 1.Administrative employee 44.99,
2 Faculty member 50.0%
3. Other 5.1%
Total 100.0
4.3.6 Work Experience in HEIs 2 Y-

Respondents were asked the number ofagear :f cwyen ce th&j working

in higher education institutions. The majoy ¢ respORdemts ( ) have worked
in higher education institutions for less than 5 YWr, “b{ ¢ p&fcm had Boten 6
and 10 years of experience. 15.2 perc e g%ﬁbe&n 11 and 15 years,
and similarly, 14.1 percent of the r ents had moge tha years of experience in
higher education institutions. ’ \A

TABLE 4.7: Respondents W erien l 0

" Work Experience (years) P O o
1. Less than 5 “ v U300 ?f 153

26-1“ 7o O 148
3.11-15 xi:(,) 71
4. more lh_an 15 ‘1“/( : 66

Total

@ 468

4.4 Res Discussion \('7

s section, the findings of the study are presented, analyzed and discussed

nce with each of the four research questions. Hence, section 4.4 includes
four main sections; each section is divided into a number of subsections in order to

fully examine the current situation of leadership practices in light of TQM principles.
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This discussion utilizes information from the questionnaires and interviews, and is

supported with evidence from the literature.

4.4.1 Research Question 1: What is the overall state of leadership pr&g in

implementing a quality management system in administrative affai %mam
private HEIs?

The aim of this section is to present and analyze the data obtaWed from the

questionnaires and interviews regarding the first research questiagg t is the overall

state of leadership practices in implementing a quality em‘]m system in
administrative affairs at Omani private HEIs? l\d
®

Participants were surveyed in order to answer uestioh an ﬁ'ld ‘@if a

quality system is currently fundamental at all institutiONg withi’t e erv-ucation
)

section, as well as determine whether the current %cti 2 derﬁ?ﬂm in line
with TQM principles. The respondents were N five-poi ike% le questions
D . St y agree). The

(1. strongly disagree; 2. disagree; 3. unN' 4. Agree,

questions were distributed over 7 princi;%f TQ \{357 )@ﬂior leadership, (2)

strategic planning, (3) training pm% (44 5&“]@& involvement, (5)

reward & motivation, (6) tcamworl% 7) CM imﬁ&emem.
&

In order to gain insiglge intd&he oveI‘ll sighayi arding leadership practices,

the questionnaire sought respongps fr\ aewstrators and faculty members.

The findings of the Q&Naire‘ WE rep(@ and analyzed via a descriptive
means

statistical method USX ?dar@viations. The means and standard
¢

deviations were cal% fof eac
4

ri‘Citlj f the survey. Sixty seven respondents
skipped these %’ns. ’s e&@ﬁents provided usable answers (86%).

Furthcrmore‘§1. ction incfude tl@?zsults of the eight interviews related to this
S [nformation froﬂi&%e eight interviews reflects senior leadership’s

perceptio eir quality management work. The outlining of these results will be

research

folld a discussion linking the findings with the literature review.

able 4.8 presents the respondents' perceptions towards leadership practices
linked to the seven TQM principles. In order to interpret these responses, the means

were ranked from the most positive to the most negative.
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TABLE 4.8: Perceptions towards Leadership Practices - Mean and Std. Deviation for
each TOM principles

SHRCPN Mean  Std. Deviation
Second Principle: Strategic Planning 3.50 0.69 T
Seventh Principle: Continuous Improvement 3.42 0.73 \
Sixth Principle: Teamwork 324 0.84 %
First Principle: Senior Leadership 3.16 1.00 *
Fourth Principle: Empowerment & Involvement 2.05 0.9
Third Principle: Training Programs 291 O'QY
Fifth Principle: Reward & Motivation 2.88
_Total 3.15

As can been seen in table 4.8 the mean score for t
from a low of 2.88 to a high of 3.50. Therefore, gen

leadership practices in private HEIs are perceived

the lowest positive

S
ﬁ@red interviews, the findings

in implementing the quality
nal é’ﬁgs. The qualitative findings show

that having a quality em s‘ﬂce is a very important element for all
Omani private H in}e ie hat the quality management system has
fundamentally, d the m ag&nenwyle in the private universities and colleges.

NV
has helped to faq&mte complex procedures, reduce red tape at the

improve services provided to beneficiaries. To some extent, the

of senior leadership and staff were similar regarding the importance of
anning for educational institutions. The interviewees agreed that successful
implementation of the quality management system requires an effective strategic plan.
Of the 8 interviewees, 7 believed that achieving short-term and long-term goals of the

institution requires practical strategic planning followed by an operational plan and a
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quality monitoring plan. Interviewee 3 stated "/ can't imagine that any educational
institution in the 21st century without a strategic plan, and without strategic planning
how the organization would be continued and improved its competitiveRges
performance and quality of its services?". Interviewee 7 said "Clearly, well dAWgn

plan give us a roadmap for working style that must be followed, so we 1%‘!:(:!
exactly want to do". It can be concluded that strategic planning at On%rivatc

colleges and universities is one of the most important results of the apNcation of a
quality management system. V
\z'ch .‘uas the next

co inating
®
- €

itative regults @resse

stcm‘%used
Yv

In relation to the principle of "continuous improveme
highest mean value, the respondents agreed that developm

was among the priorities of their institutions. Similarly, q

—

the institution should work on updating its own qua 1anagemgnt

upon the requirements of the labor market and its e ' egds nidwWiewees
agreed that any institution that doesn't pa ntinuous
improvement will be left behind. Thus, to e ve the strategic
plan should be revised on regular basis, ang take ¥t mT 'ie@lvemem of staff
in improvement and development of an 01 ‘% IntdNTewee 1 mentioned
that "any revision or adjustment of ¢ { polisgor A!}n %L'ci.\'ion, this process

done by taking opinions of all th : H’ EverYthis Qew isn't supported by an

OAAA pagel Sinch indicutc% port '"Yhe quri@gf' the institution's staff did
not seem to be aware of thg instiMtio ?{ Pnit !f@gic Plan, its processes or its
progress (OAAA, Noverr@ 2,@ Q/%
N ? gt o .
Relating to pr1 6 ghd®1, z@txtaﬁ‘@e results indicated that practices were
1

perceived to be erateflev th ean score above 3.00 (the theoretical
mean), while t % of prin el arg= recorded means of less than 3.00. These
results reveg llowing order in @ositive perceptions of leadership practices in
the implen ron of a quality system: teamwork, senior leadership, empowerment &

im@ and training programs.
e fifth principle of reward and motivation, as shown in table 4.8, recorded

the lowest rate with a mean of 2.88. The respondents felt that leadership practices
regarding the level of rewarding and motivating was not up to their expectations. This

result revealed the conflicting views held by leadership and staff. In contrast to staff
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perceptions, senior leadership stated that they are totally committed to staff motivation
by rewarding them materially and personally for their distinguished work,
encouraging them toward self learning, and providing regular training. They a

that staff satisfaction comes first and is considered more important tha &
reaping profits. Furthermore, the qualitative findings show that interviewe %evc
motivating staff is the best way for continuous improvement within prlvat s. The
participants stressed the importance of personal growth for employ® and their

promotion to higher positions in the institution they belong to. They aMghdicated that

a stimulating environment helps in increasing employee pr

uctifity and reducing

i plove ent of

gergeral. ryic
mapage c,:r ‘\Qﬁ
empl@vee yho IK/R’L ored
‘\hum.c, Wn‘\ this is
eleQ ost of the

ck d clea nplo@ incentive and

staff turnover; two factors which lead to high job satj
institutional performance, and improvement in service quality
5 stated that "By end of the academic year, t
accomplishment list to send an appreciation letter {gea

success along with incentive award for his/her ot !srm

the most motivation that employees wishes

6

interviewees pointed out that private instituti

reward policies. Interviewee 8 explame e hong .,1,' @, the present, we

don't have system of motivation and J b; It ;;, Jllege's leadership is

aware of importance of hawnq su 4l !'UA away to motivate the
e

staff". A 2013 panel from th A conffrm by clearly stating in its
report "the private institution. M dew n} ement clear and transparent
criteria and processes b emz d administrative staff may be

promoted or awarded d( h recognize good performance and

I
tog? 47).
%' 3
The ﬁn% his & }conséh:nt with previous research conducted by

Hurst (2002

encourage staff retenN

esearch reveale at there were no rewards, recognition or
incentiveg ided by of three acad}'uc colleges of a northwestern public university
in th = mplement a quality management system. As previously outlined in the
litgraturdgeview, rewards and recognition were identified as being very important in
the T process (Hurst, 2002). Studies have indicated that for a leadership to be
effective in increasing levels of staff motivation, they must pay special attention to

staff requirements, encouragement, and support (Horner, 1997; Judge & Piccolo,
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2004; Muhammad et al., 2009; Lang, 2010). Further support comes from quality
gurus, who believe that motivating and rewarding followers at all levels is important

for building a successful quality management system within any organi:

(Deming, 1986; Juran, 1989, 1995). :\

4.4.2 Research Question 2: What are the areas of strength and ﬂ&xess in
current leadership practices at Omani private HEIs? Y'

The aim of this section is to present and analyze the d Med from the
questionnaires regarding the second research question: what tiRg aregs of strength
and weakness in current leadership practices at Omani pri\é} i

Nd.
In order to answer this question, and to identif?ﬁ' strefgth a d'w::\qﬁgs

in leadership practices at Omani private HEIs, 55 tions fl’ ribyted ?scven

principles were given to participants. The results omu

to determine strong and weak areas in detail cw dct?n‘ed
fi

consisting of the means and standard deviaN
4.15. These results show whether, ovegll respo vav

cs

ér.%malyzed

nci The results,

e s}@n in tables 4.9-

'ésitive attitudes or

ndple ents that received

Ireésponscs

negative attitudes towards certain prac YThy, pri

higher means represent stronger a\ leade raCﬁ&while statements with

lower mean values represent wea as 1 hip,@:ticc. The principles were
: : ( .

arranged based on analysis o vious_ dues P 1eSelts from the most to the least

positive perceptions re

gar%l ad

continuous improvemer&nwo ea

training programs, ar%\fd ot y’" (_)(J

4.4.2.1 Strategi &Tng P N3
&) v 9

Stra@lamimg is funda.@(al for a quality management system in the

educatio wr. A strategic plan includes policy formulation; and setting an

s follows: strategic planning,

ip, empowerment & involvement,

insti S"Vision, mission, and objectives. Thus, creating a strategic plan is one of

i
t aiiymsks leadership must complete for any HEI (Osseo-Asare et al.. 2005).

Principle two, strategic planning, consisted of nine items in the questionnaire.
Overall the statements of this principle were found to be moderately favorable, with a

mean higher than 3.00(the theoretical mean). The results for item number (1) revealed



considerable agreement, with a mean of 3.97. Therefore, most of the respondents

agree that their institutions have a clear strategic plan. The item in this principle that

received the second highest levels of agreement from respondents was item n

(2). The mean value for this item was 3.83. While item number (5) rec zc
B 1

lowest agreement rate among respondents, with a mean of 2.95. As this ess

than 3.00, it is considered a weak area of leadership practice. The results re®eal that
even though the respondents believe the objectives of their institum?: plan are
related to the needs of Omani society, a large percentage of them dlw believe that

those objectives are related to the expectations and needs of th@ystaN{ Furthermore, not

I
Yr

@’a tegic

all the staff within an institution seems to have a clear un
of their institutions. The results of respondents’ percepgions
related to strategic planning are presented in table 4.9. é
TABLE 4.9: The Mean and S. Deviation for Items
Planning

Statements
Std. Deviation

1. The university/college has a clear strategic plan (v1% 0.78
objectives).

2. The objectives of the institution plan are rel 0.79

society. d % E:

3. Institution planning is relevant to the dev nt 1¥ A“I 3.75 0.79
Ministry of Higher Education. %\

4. The institution's leadership kce% nnectidhs to ie Ln@k 3.57 0.81
changes in the job market. P 4 ‘Q

6. In the institution, there is a 'Mvisior'an\gy fqén"tinuous 3.51 0.86
quality improvement. & &

7. Leadership always tak%mons' emli?\}&f time to 3.45 0.81
complete the stralegi@ (J

8. Leadership reg% 1eWS *e ffegfvefies

@e strategic and 3.39 0.86
operational plan,

2

9. The institu lan helps in facilitatin& improving administrative 3.05 1.07
work. \

5. The Q of the institution’s plan are related to the expectations 2.95 1.05
and nigks orwne staff.

In spite of the existence of strategic plans in private universities and colleges

the Audit Committee of the OAAA has observed during some of its auditing visits that

these plans often lack effectiveness due to the absence of an operational plan (OAAA
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December 2009; May 2011; September 2012; August 2013). In addition, the
committee noted a lack of alignment of the institution's plan with the budgeting

process (OAAA, October 2011; September 2012), and a lack of a comprehe T

professional development plan for both academic and administrative thff

August 2012; March 2011; August, 2010). A 2012 audit report from s
stressed that" It was nevertheless confirmed during interviews with sru“ icm ers that
g

there is no formal staff development plan in place, and no specific hud s allocated

ementY- 1S ls.o\'zaer\v-a

agi that

' 10n,~gl'ls and
Stewart-David (2001) described continuous i a at@xﬂere that
features team action and good leadershi % Trinc s m@e up of eight
statements linked to quality manageme& enta f ﬁsults showed
respondents’ perceptions of leadership %s re‘% né-. improvement.
,} [} v,
The results generally reveal\ 1rﬁ&&emems related to this

principle of continuous improve ordpd a & ra@l agreement, with a mean

of more than 3.40. Statem% bers

agreement with means of ﬂn 3 N ' he respondents were favorable
with respect to their '“& "ok t ards inuous improvement approaches.
They stated that thel%\tlo s'de ?‘lp ves that continuous improvement in

quality leads to rc@oreover the staff believed that their
institutions wo% pdaf ? oW quality management system. This is not

towards staff development” (OAAA, September, 2012, p. 45).

4.4.2.2 Continuous Improvement

The second survey principle - continuous impro
fundamental element for an institution’s success.

quality is a never-ending cycle of continuous im

cord(.d the highest rates of

supported Salameh et al. ( ) study, which revealed that continuous
improve Na.s not among the prlontles of management in Jordanian universities
and :

wever, the results also showed that statement number (5) recorded a low
rate of agreement, with a mean of 3.04. Even though the mean of this item is higher
than 3.00 (the theoretical mean), it is the lowest placed item in the scale. The

respondents mostly disagreed with the statement that their institutions work on
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updating administrative work in a way that is relevant to quality management. Table

4.10 presents the perception of respondents towards leadership practices related to

continuous improvement. T

Continuous Improvement

TABLE 4.10: The Mean and Standard Deviation for Items of the Seventh Pr!r%

Statements Mean Std. Deviation
4. University/college leadership believes that continuous improvement in 3 MT 0.83
quality leads to a better use of resources.
1. The institution works on updating its own quality management system. T 0.89
2. Institute activities are reviewed for continuous improvement on a 7 0.80
regular basis. '
6. The institution responds to the changes taking place in the surrounding \d‘}.ﬂl
environment. \Yv
3. The institution updates its quality system based upon the rcqu¢ ' ‘& 9
of the labor market and domestic community. Y.
8. Constant efforts are made to reinforce planning and dev elop 44 -~ 0.93
activities in my institution. W é
7. My university/college supports any initiative tha %d to 3 « 1.08

improve the organizational process.

5. My institution works on updating the admim\l%:rroce

that is relevant to quality management.

JZ
2

4.4.2.3 Teamwork \
Enhancing teamwork %; th

building collaborative t ork 1

functions of higher education

: /

leadership (Osseo—Asar cti ork also has been emphasized in

[slamic teaching engo pn g fpan tﬁ'w&é}m cooperation and teamwork (Al-

Khasawneh et a s ppndple cﬂ&pondems were asked to answer seven
questions rela adetﬁl tlc inked to teamwork at their institution. As
seen in tab&l generally, the ents recorded moderate rates of agreement,
with a n cr than 3.00. Item number (7) had the highest mean score, at 3.78.

¢ majority of the respondents agreed that teamwork encourages private

s and college staff to understand administrative process and its procedures.

Additionally, the administrators and faculty members thought that teamwork helps

them cooperate with their institutions' leadership.
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In contrast, item number (5) has the lowest mean value, at 2.91. This reflects
the disagreement shown by respondents regarding the statement "team's leadership is

appointed on the basis of their interest and passion for the quality issues".

TABLE 4.11: The Mean and Standard Deviation for Items of the S}

Teamwork

Statements

7. Teamwork encourages university/college staff to understand 0.84

administrative work and its procedures. '
6. Teamwork helps staff cooperate with their university/college A9 0.85
leadership Y’

1. The work in my institution depends on teamwork.
2. Leadership is keen to form an effective working team.

3. The institutional leadership supports group work.

4. In my institution, leadership appreciates suggestigps an n : 0 ! 1.13
of team members. N
5. Team's leadership is appointed on the basisw. st an] ok

_passion for the quality issues. \

The literature provides evid supporti n&@gs of this study. For
. \
instance, research by Manoch ic@ that teamwork can be
considered one of the strongesw imp]é‘fénting quality management

in the Gulf Corporations OUTU(:& onal Itit l'%ﬂ In addition, Hazzard (1993)
art ag

concluded that increase mgyital gw{o n within institutions was among

the areas of strength wallty ent m in higher education, and led to
A!i’\‘ |E‘I

enhanced problem .B T, Sala&e et al. (2011) found that there was no

focus on tcamw@lrd nien ?'Si ('gnd colleges.
&

4.4.2.4 Senj er?i

W,

h§\literature overwheln\ikly asserts that senior leadership is a critical factor

in t:&:ess or failure of a quality management system (Zairi, 1994; Antonaros,

so, in Islamic quality management system, effective leadership considered as

0,
a TNwessary need to ensure that the administration aspects will be running smoothly

hamed et al., 2013). This part of the discussion will examine items in the first
principle of the questionnaire related to leadership. The principle consisted of seven

statements.
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As illustrated by table 4.12, the mean scores range from 2.99 to 3.40. The

results of the analysis revealed high levels of agreement with item number (6)

“University/college senior leadership provides effective communication chamT
between them and staff”, as it was found to have a mean score of 3.40. Anotl -

that respondents generally agreed with was is item number (1), (mean 3.2) W
states, “senior leadership acts as an example in terms of the devchq%ﬂ of
administrative work quality”. It can therefore, be concluded that the areaNgf strength
related to leadership practice for this principle, are the existence of goWhanncls of
communication between senior leadership and staff, and serio ams to improve

the quality of administrative work at Omani private HEISs. \d

§ anagement
system" had the lowest mean score at 2.99. Of all the N S prir@c, the
respondents agree the least with this statement, a ]nos%gndcnts

believe that management does not hold r uaéﬁsgueg_ The

eetings

following table 4.12 shows the administgators ¥nd lt¥
towards the first principle (senior leaders t%

]

oIS’ perceptions
N

wr

' B

S 0_& > First Principle —

TABLE 4.12: The Mean and Standar
Senior Leadership

Sta

¢ &

J Mean Std. Deviation

6. University/college senior leadgiSMy com cation 3.40 1.08

&
1. Senior leadership acts as Nple ) tgrm® kégm of 328 110
administrative work qualj %

%ﬂed a ittee/ council to 3.19 1.23

ign of lhe’q  fhna nt system.

"my institution actively @wms improvement by 3.09 1.17

channels between themselves

2. Senior leadership h

speed up the imple

3. Senior leadery

5. Senior leade™g™is keen to spread a quality culture among staff through 3.08 07

4 rship makes organizational changes that agree with quality 3.04 1:15
requiren
7. Senior leadership holds periodic meetings to discuss the strengths and 2.99 1.19

challenges in the current quality management system.
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As the literature has indicated, the degree of support and visibility that senior
leadership offers in implementing a quality management system is fundamental for
sustaining quality and performance improvement in HEIs. According to Osseo-A
et al. (2005) “leadership is central in all TOM implementations in HEIs and \
be the most critical factor for its success" (p. 149). Most academics and p hers
agree that without leadership commitment it is impossible to implemegt TQM in an
educational institution (Dahlgaard et al., 1995; Guillen & Gonzalez, 2008 Das et al.
(2011) confirmed that it is a necessity for senior leadership to perf; nmeadcrship in
implementing TQM. Their study found that organization m leadership

jduc igher

¢ tha®the prop 'SOLI‘KQS
e Yther hn e'ouk e

I%ﬂ t rc—x&i‘h. It

relat®d to TQM

was directly linked to leadership’s failed un@ ga era&k of support
wevey, shQwe t Iga¥Crship plays a

for total quality programs. Antonaros, ho

smaller role in the outcomes of TQM th % is c%. c‘éd to be the case.
The findings of this remarkable snée g.en ﬁon@c?investigated in the
literature review. \ , %\

competencies execute TQM principles more effectively an 1€"t0

quality practices. The role of senior leadership is to ens

and support are given to promoting a push for quality.
of Antonaros’ (2010) study contradicts much of th

has been argued for decades that the lack of sucgess i

4.4.2.5 Empowerment & lnwhnt \o' s &
@

Studies have shoMlat SINGES im entation of quality management

within an institution 1

deft en (?ls role in empowering their staff and
involve them in qu agerpentprices iri, 1994; Buch & Rivers, 2001).
&2t o

In ordm ne leader$hip pr@es in relation to employees' empowerment
and involveguelt=he participants & asked seven questions. The questionnaire
results rev -xhat six out of seven statements related to this principle recorded a
moder at¥ of agreement among respondents, with the mean value being lower than
3.00. by, reflecting a perceived weak area of leadership practices. Item number
(1) "in my institution staff and leadership have a shared vision about the quality
management system" had the highest mean score, at 3.35. Item number (3) recorded

the second highest rate with a mean of 2.97. Despite the mean score of this item being
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less than 3.00, it can be considered as having a high rate of agreement when compared
to other leadership practices in this principle. It is clear from the results that majority
of the respondents agreed that leadership at Omani private institutions cnwurag
staff to be involved in developing work policies. On the other hand, item nu

had the lowest mean value of 2.75. Therefore, this item represents a W

leadership practices. The respondents disagreed that the admmlstratlon system at
private HEIs allows all members to participate in the dcc1510n-makmg pRcess. This

reflects a lack of real involvement among administrators and facult ers at these
and involvement

institutions. Table 4.13 shows the level of perceived empowe

being practiced at private HEIs.

TABLE 4.13: The Mean and Standard Deviation for Items e Fourlh Prfc 'nlc Y'

Empowerment & Involvement
d. D&Q@

Statements

1. In my institution staff and leadership have a shared vision a

quality management system.

3. Leadership at my institution encourages their team. % f
developing work policies and procedures. \

6. Leadership has been given me the chance to pa int Q 1.14
team. 0 N

7. Leadership practices allow staff to prowd& ck abo
quality management system.

2. Changes have been made to my ¢ versity E,gam 1.05
structure to facilitate staff empowe

5. Leadership includes slaffopini\wiw Iaj isi 82 1.08
4. The administration system & tutigrfallow % )i 1.06

participate in decision-maki

According t p ent means all employees should be
able to do what -’ed hem, but that for this to occur it is first
rship to specify w@nployees are really required to do and what

standards rmance are expected. McCarthy's (2005) study revealed that when

necessary for

given training in empowerment, decision-making was done by the

le decision-maker, and employees were expected to take responsibility
for their actions. In other words, staff were largely self-directed. Results of a study by
Osseo-Asare et al. (2005) support the findings of the current study. They found there

was a weak link between leadership practices and staff empowerment in UK higher
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education, and that management and leadership practices meant to empower staff are

C QE'I

not effective.

Additionally, according to Das et al. (2011), in order to improv

institutions' performance, organizations need to change the management S@@ y
including more employee participation. This is best done by involving %f es in
problem solving, decision-making, and strategy formulation. H (1993)

suggested that involving people is what makes TQM such a po rfulWphilosophy.
Involving people in the decision-making process in turn leads to T ng the quality
im

of their work environment and enabling a better use of reso 'arly. [slamic

pcrspcctive paid considerable attention to individuals

making using the word Al Shura (consultation) as a bas le in Isfam
workplace or in society as a whole (Hammoudeh, 20 l—Kha}a
Sawafi (2012), found that employee involvement \git resbﬂ\w

quality practices at the Ministry of Educatig t Suﬁmat fO
support the findings of this study. %

4.4.2.6 Training Programs \>? ,d\

As the literature has den@, 4 abgfnce &aining and education,
whether for leadership or st i cotrl' e on§ the main obstacles for
implementing a quality m vsyst e e&i@ (Adebanjo & Kehoe, 1998).
This principle reflects thggstaff #€rc Nu"\ eirédership in relation to training and

education levels. Res ens e ashged to@wer nine questions related to this

N
rinciple. | (J
P (O\ ‘}: S
The rc:&\he aalys o hat item number (2) had a mean score of

3.23, the ;' or this n@li’ is signals an area of strength in leadership
practiu:\l ting that leadershib\ private HEIs participated in training programs.

that received a high mean score was item number (3), "leadership

ls". with mean score of 3.00. Conversely, the results show that seven out of
nine statements had means lower than 3.00. Thus, in general, it can be concluded that
most statements in the training program principle reflect weaknesses in leadership

practices. The lowest mean scores were recorded for items 4, 5 (both 2.78) and 7
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(2.76). Therefore, even though employees agreed that their institution had offered
training programs and leadership encourages them to attend those programs; they

believed that available programs did not meet their needs. The respondents st:?l
 Wield

they were not offered training in line with the changes and developmentsg

1
WDI“ their

institution's problems. Meaning, offered training programs were not pe

of quality, nor were they trained to use scientific methods to de

seived to

match the latest trends in quality management system. The results §f respondents'
perceptions on leadership practices related to training programs Nscntcd in table
TABLE 4.14: The Mean and Standard Deviation for Itér

4.14. Y' '
Training Programs

R Statements % 2,7
e - 2

Stdypeviation
2. Leadership participates in the training programs. T \ - xu_}
3. Leadership encourages staff to attend training progggus inWrde 3_”&' 115
develop their abilities and potentials. V
1. Training in quality improvement techniques 1\ art of each ®) 116
staff development plan. \T é
8. Leadership encourages staff to apply m S a lcd%a ed N 2.91 1.10
from the training. q %ﬁ)
9. Leadership encourages staff to prm-'w ack abo uahuﬁ*} 2.90 110
training they have received. s
“tic ]Zd can e ‘@. e
&

rained e with the 2.78 1.07
changes and developmediNggthe fiel

5. Staff members ar Nlu Upe h}‘ic
i

6. The training programs are 2.84 1.03

workplace.

=

a

(@]

B

./‘- o

: =B
i

4. Staff members of my i

N
et bl dealing with 278 1.01
institution's problg E d

*d$aialch the latest trends 2.76 0.99

V._Y— e

eliefs that training and education is fundamental

srature supports s

ssful implementation of a quality system in HEIs. There is therefore a real
large educational and training programs to help management and employees
he knowledge and motivation required for the quality improvement process

(Dahlgaard et al., 1995).
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4.4.2.7 Reward & Motivation

Leadership literature stresses the importance of developing the relationship
between leadership and subordinates through a fair system of motivation agd 1?\%(1
for completed tasks. Leadership attempts to motivate and reward their l% rs by

promptly fulfilling salient needs (Bolden et al., 2003; Stone et al.. 2004

Respondents were asked to answer eight questions related to tNgir institutions’

leadership practices with regards to systems for reward and motiVwfon. The results

{& ".\'mif members are

The only

showed that the respondents agreed with statement num

always respected and appreciated" which, at 3.45, was

other statement receiving high agreement levels (3. staeme, umbry~(2),

un'llmk%) had

which revealed that respondents felt satisfied in thej

the lowest mean value, at 2.61. This reflects a bely

ndc@ﬁlal there

o~contripgte to quality

adchp practices. The

01 dership practices
| éé
TABLE 4.15: The Mean and Sta the Fifth Principle —

Reward & Motivation

{ e Mean Std. Deviation
® ‘Q 3.45
ol
¥

. Staff members are always ret

1.1 feel satisfied in my job. \ \
. Leadership mnslanlly& the, Sll o

7. Leadership honors hw -

5. Continuous IMproYy ¥he

all staff menRgrs.
3. Leadegs rards staff materially mb rsonally for their ) 103
g \-'ork_

ers are rewarded with incentives to encourage them to 0.99

-

1.08
3.34 513
2.81] 1.10
2.74 Ak
A2 1.05

5

]

ng st

]

!-l

1.07

[1']
[
.
—
o

b
-

uality improvements.

Research by Wilcox (1990), Ehigie and Akpan (2004) and Das et al. (2011)
discussed this phenomenon. In terms of motivating staff, according to Wilcox (1990)

each employee is looking to be valued and wanted, and raising a person's self- esteem
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is a great stimulator. He concluded" Good managers who lead by paying attention (o

pcr.s‘(u-.'ul motivation will certainly rejuvenate their most important asset - people - by

improving morale, reducing turnover and getting a better job done. This is wha

of Michigan found a direct association between staff motivation and_{

v

Quality is largely about” (p. 269). Additionally, a study conducted by llla:eN ity
fifancial
he staff

performance of their organizations. The study found that the gggater
crf$ancc (Eich,

engagement and motivation, the better the staff and organization w
2012).

Furthermore, organizations that have been unable to d orjmotivate their

staff to become involved in TQM are less likely to perOge TQM ™ ing been
»
ny organiza 10’\5 i@‘ugh

t a @nsc to

0 gi\vQﬁem a lift

erceive high

successful (Das et al., 2011). It may not be possible fi
economic times to reward their staff, however, t

disregard staff accomplishment, rather, it may boyghe

(Eich, 2012). Some research has found th M
lna

levels of reward would be significantly m\ ned to prs
perceive low levels of reward (Das etgl., 2011).
, aﬁ}increasing employee

important in influencing employees :r
satisfaction. Jeryes's (2004) stu ured el Q@Tsfactiun among faculty

members and administrative : a@tation of TQM at Birzeit
University, Palestine. Th ; - e'e@ncc of satisfaction among the

respondents for academ\ ' eyses, which is consistent with this
study’s results. How&h giesghd an'&‘»@df) study found that reward alone is
not strong enough CMen %5?‘5 Qéhé practice of TQM.
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4.4.3 Research Question Number 3: Are there any differences in leadership

practices based on participants' gender, nationality, age, educational

qualification, job classification and work experience in HEIs? \Y'

The third research question asked if differences exists amon ndents
based on selected descriptive variables (gender, nationality, age, Wucational
qualification, job classification and work experience in HEIs), Wich influence

perceptions concerning certain quality practices of leadership. V

In order to address this research question, indepe

mp'es t-tests, one-
way analysis of variance (ANOVA) and post hoc tests : .\W] ol o
analyze data. T-tests were used in order to dete e 18 stﬁtie\Rc“dlly
ri;‘bl-ég’Whilc

X d&)graphic

catio ualification,

shi;&cticcs analyzed
(nStrument as follows

X
ing Programs, (4)

significant relationship between group means fo categorigal

one-way ANOVA was performed to compare mo t #0

categories were analyzed, namely gender, naggna

job classification, and work experience 'n%. Thé
he

included the seven principles of TQM i d in the &

(1) Senior Leadership, (2) Stra lané,
Empowerment & Involvement, \ ar 1
Continuous Improvement.

4.4.3.1 Gender %T ",b}{fy

The gender o‘ﬁ&ﬁkr}@ lyzedé determine if it is a factor in quality

management leader&a ctic ea the responses were analyzed for two
groups - male an@ e. fn'n ddta}hamples t-test was applied as a statistical
test to analy; %Of ﬁl# y@!e independent t-test is a statistical test of
significan %dicates etfer t\l’ﬁ‘ﬁpparent difference between two means is due
to changg eal difference. T ore, this test was conducted to explore the impact

of g@ staff attitudes towards leadership practices.
T

able 4.16 presents significant results of the t-test for seven principles of the

%,

questionnaire, comparing the perceptions of male and female about quality

management practices of leadership.



137

TABLE 4.16: Independent T-Test Results for Gender Differences in
Leadership Practices

Gender N Mean Std. Deviation df T value P value

. Male 21 321 1.01 300 1.15 ;)__Y

.Female 190 3.09 0.99 \

Principle.2.mean 1. Male 21 J.82 0.70 399 0.55 %,,
2. Female 190 3.48 0.68 A

Principle.3.mean 1. Male 211 297 0.95 399 1.53 0.12
2. Female 190 2.83 0.92 i

Principle.]l.mean

(38

Principle.4.mean 1. Male 211 3.00 0.95 3909 03
2. Female 190 2.90 0.89
Principle.5.mean 1. Male 211 295 0.92 399 0.15

kJ

2. Female 190 .82 0.89
Principle.6.mean 1. Male 211 3.28 0.85 399 ) ‘,_jﬂl

2. Female 190 3.19 0.83
Principle.7.mean 1. Male ) ) I 7 0.72 309

L 2. _I"L‘ma!:: 190 3.43 0.74 Y-
* Significant at p < 0.05 e ol

As can be seen in table 4.16, usi

en samples with a

0.05 level of significance, there wege mi{icant differences In

perceptions about leadership practi vared groups for all

principles, that is, where significa ly, the results show that

the opinions of the two grou ted to the seven areas of
leadership practices Wer guis : U\ there were no statistically

significant differences betweer

4.4.3.2 Nationality

The natigeg ;”D‘t re 3%ag giso analyzed to determine if it was a factor
in the pcrue;% lca?: - !
for two grodgs, ¥mani and hon-

Omaiy. The independent samples t-test was used as a
to analyze the hg?u for this category. Table 4.17 provides the

tes

statistic

s between Omani and non-Omani.
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TABLE 4.17: Independent T-Test Results for Nationality Differences in Leadership

Practices

e el Nationality N  Mean Std. Deviation df T value .- alue
Principle.1.mean 1. Omani 165 2.66 0.89 361 920 ‘_{J{}

N

2. Non-Omani 236  3.51 0.92 %

Principle.2. mean 1. Omani 165 3.23 0.60 380 IT sl 0.00
2. Non-Omani 236  3.69 0.69

Principle.3.mean 1. Omani 165 2.54 0.77 300 W 0.00
2. Non-Omani 236 3.16 0.96

Principle. 4. mean 1. Omani 165 2.56 0.78 < ey 0.00
2. Non-Omani 236  3.23 0.92

Principle.5.mean 1. Omani 165 2.53 0.72 0.00
2.Non-Omani 236  3.13 0.94

Principle.6.mean 1. Omani 165 0.00

b

_Non-Omani 236

Principle.7.mean 1. Omani 165 13 : . ,R- 0.00
2. Non-Omani 236
* Significant at p < 0.05

sroups. In all seven

-

significant differences (p< 0.05) betvigg : - @»
1ce \shuld of 0.05. In other

of lj&%’ principles were not equal

with regard to the nationality Wu Tis 1 S t)@lc Omani staff and expatriate
1%

staff had different opinio uality o ?L&t' actices of leadership. The mean
for all seven principlc&wnn—oln \uas hi&#tham that of the Omanis.
1S 1 e I.th&%?patriatc staff had more positive views
cif ings
N

Siveimternational experience with various types of

tions. This result could have occurred due

them u&mpurc the practices of leadership domestically

to non-()n}% -‘ingfa
lcadcrship.!vh 1 allowec
and i:%(mnally. Thisis a sig:’g?lcant finding, as the majority of both administrators

ar staff in the Omani private HEIs sector are international employees from

2
@'m counfries.
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4.4.3.3 Age

The age of respondents Was analyzed to determine if it was a factor in the

perceptions of leadership practices. To achieve this, the means of the responses

analyzed. The data analysis for this section was conducted using a one-wayc

which is used to compare the means of two or more samples against each oNger.

RCSpondcnts' age was divided 1nto four groupingst T
e Code 1 =under 30 V
e Code2=31-39 z '
e Code3=40-49 \d
@

e Coded4=50o0r above

w

members’ p€ tions’f adgkshi ctices
\ {TV
p Prggtites Based on

o)

The results of administrators and faculty 1

in accordance with age groups are prcsentcd iI@.
TABLE 4.18: The Mean and Standard \%ﬁ;r >

Age Groups

Principle.l.mean

4.50 or above 34 3.14
Total 401 2.91 o
350 0.86
Principle.4.mean 1 .Under 30 89 s
2.31-39 184 3.00 Bt
e 04 8T 0.93

3.40-49
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Categories N Mean Std. Deviation

(years)

450 orabove 34 3.31 0.85 Yv

Total 401 2.95 0.93 \
Principle.5.mean 1.Under 30 89 2.73 0.87 io

2.31-39 184 2.97 0.95

3.40-49 94 2.80 0.87

4.50 or above 34 3.06 T

Total 401 2.88 *
Principle.6.mean 1.Under 30 89 3.13 W

2.31-39 184 3.31 8 '

3.40-49 94 3.14 RW‘

4.50 or above 34 3.45 106 \Yv

Total 401 3.24 é 8 ' ‘b
Principle.7.mean 1.Under 30 89 3.29 4 \’Y

231-39 184 3.48 Y' \().?643'

3.40-49 94 J.B%V Q‘ (J.(&

4.50 or above 34 \

Total 401 %“ - ? ) Ao
e i I N

—

7]

'} %
Clearly, from table 4.18, tm n, s r th:;é‘ge group 50 or above were
: N
higher than the other three ero n al,prl 1 l% ile the age group under 30

recorded a low rate of agreemeniJin a|l pfigel o Qgenerally, the results show that the
statement associated Nnciﬂle ber,éf strategic planning, received the
highest agreement mb n ' 'all é’ groups with a mean of 3.50. On the
other hand, princi berf3)at 'n&g@}?grams, had the lowest mean score (2.91).

This result indg

to this pnﬂe
administ:&and faculty of variolis ages believe that training provided on quality

cNlisa ab eadership practices at private HEIs relating

. and that, basﬁ)n the low agreement across age groups,

1s not sufficient.

mb
able 4.19 displays one-way ANOVA results of respondent age on the
perceptions of quality management practices of leadership. This test was conducted to

determine if there was a statistically significant difference between age group means.
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TABLE 4.19: One-way ANOVA Results of Respondents' Age Groups

Principle.l.mean

Principle.2.mean

Principle.3.mean

Principle.4.mean

Principle.5.mean

Principle.6.mean

Principle.7.mean

Sum of Squares df  Mean Square F Sig.
Between Groups 11.1 3.00 3.70 3.74 0.01
Within Groups 392 397 0.98 \
Total 403 400 A‘?
Between Groups 5.92 3.00 1.97 4.1 0.00
Within Groups 188 397 0.47 YV
Total 193 400
Between Groups 5.09 3.00 1.6 V 1.92 0.12
Within Groups 351 397 :T
Total 356 400
Between Groups 733 3.00
Within Groups 339 397 0.85
Total 346 4@
Between Groups 5.16 0 .
Within Groups 326 3
Total 331 &)
Between Groups 4.5 %3 00
Within Groups 28\

Total

Between Groups
Within Groups
Total

* Significant at p < 0.05

differe

continuous il%
principles : ow 0.05 "which
in

ps in four areas, as follows: (1)

e : (2@ategic planning [ F(3,397) =4.16,p =

v&n@ F(3,397) = 2.86, p = 0.03 ] and (7)
=®, p = 0.03 ]. The significance level of these

Wiicated that there were statistically significant

e mean of qualityMagement practices of leadership.

er, a Multiple Comparisons tests (post-hoc tests) using Fisher's Least

: addition, in order to find out which of the specific age groups differed from

Significant Difference (LSD) was performed. The LSD results (see Table 1 in
Appendix E) showed that mean differences in principle number (1) between the under
30 group and the 50 or above group were statistically significant (p = 0.00), between
the 30 - 39 group and the 50 or above group (p = 0.02) and between the 40 - 49 group
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and 50 or above group (p = 0.00). In principle number (2) there was mean differences
between the under 30 group and the 37-39 group (p = 0.02) as well as the 50 or above
group (p = 0.00). Mean differences were also found between the 40 - 49 group >

ttilly

50 or above group (p = 0.00), but none of the other age groups were SIMW

significant. Moreover, results indicated there is a significant differenceqp
practices (principle 4) between the younger group and the eldest group (p ¥ 0.00), as
well as between the younger group and the 40 - 49 group (p = 0.01).n the seventh
principle, there were mean differences between the under 30 grc and the 3/-39

group (p = 0.04) as well as the 50 or above group (p = 0.0 addition there was a

difference between the 40-49 group and the 50 or abo

there were no statistically significant differences bg i

ilare F; general,
: po@pcrccpliuns

es llﬁ{cd to the seven

crién

4.4.3.4 Educational Qualification 3 Py >’ C}
% L&
th , Ty scl@l or less category, the first

Due to the limited number 1
two options were combinegfand Kcorded Thegefpre? four new categories were: 1
Bac

or 2 year diploma or less, or‘&{ 1 tﬁqs Degree, and Doctoral Degree.
Nevertheless, bccausc&&, Chyes in% size of the four groups possibly
influencing the accyiNy ©

te}?t equal sizes for the four groups. Table

three largest grogS wgs [
e pm\'idc% pti\? igics, | ding the mean and standard deviation of
a

ra ly selected sample from each of the
EducationaluaWication of Tes d@: on perceptions of leadership practices.

4
N3

3. 5 and 6, which means that the views of the vasyg
these results suggest that the eldest group (50
than the younger group (under 30) tow; ’d%u
areas of TQM. This may be attributed to the Lrt,gklr?

-
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TABLE 4.20: The Mean and Standard Deviation for Leadership Practices Accounting

for Educational Qualification

. Categories N S
Principle.l.mean 2. 1 or 2 year diploma or less 24 2.60 \
3. Bachelor’s Degree 24 2.32 &

4. Master's Degree 24 3.00 4
5. Doctoral Degree 24 2.96 211‘97
Total 96 2.72 V 0.89

Principle.2.mean 2. 1 or 2 year diploma or less 2 T 5
3. Bachelor’s Degree :

4. Master's Degree

5. Doctoral Degree

Total
Principle.3.mean 2. 1 or 2 year diploma or less

3. Bachelor’s Degree

4, Master's Degree

5. Doctoral Degree

Total

Principle.4.mean 2. 1 or 2 year diploma or leg

3. Bachelor’s Degree
4. Master's Degree %
5. Doctoral Degree \
Total
Principle.5.mean 2.1 or 2 yearffl 1z.r less
3. Bachelor’s Deg
4, Maste M&:e ®
3 Do@gr*e

Principle.6.mean

4. Master's Degree

Princigle "\n 2. 1 or 2 year diploma or less
o 3. Bachelor’s Degree
5. Doctoral Degree

Total

Mean Std. Deg z
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[t is clear from table 4.20 that the second principle, Strategic Planning, has the
highest mean score (3.21), while the Training Programs principle (3) has the lowest
mean score (2.52). The results also indicate that the staff holding advanced €S
(Masters and PhD) agreed more than staff with 1 or 2 year diploma an%‘;’s

degrees in all principles. 3

In order to compare the quality management practices o ership with
respondents’ educational qualification, a one-way ANOVA test nducted. Table
4.21 below summarizes the results of ANOVA. T

TABLE 4.21: Educational qualification — a one-way A \d
®

X | |

Sum of Squares

Principle.l.mean Between 7.56

Groups
Within Groups
Total
Principle.2.mean Between 0.68
Groups
Within Groups
Total
Principle.3.mean Between 0.45

Groups

Within Grou;%
Total
Principle.4.mean Between \ : :
Gmup\& AN
w“% ps o?'s' (.)(J 92 0.60
% 6.8 \(,J 95
Principle.S.meat% o P 1 3 0.33 0.54 0.65

e . TN
Within Groups @’_9 02 0.61
\ Total .

-
Pringi 1 Between 2.98 3 0.99 1.66 0.18
Groups
Within Groups 55.0 02 0.59

0.49

[ B
o
O
n

Total 58.0 05

Principle.7.mean Between 0.72 3 0.24 0.56 0.63
Groups
Within Groups 393 92 0.42

Total 40.1 95
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It is reasonable to expect that staff perceptions of leadership practices would
be influenced by their level of education, especially seeing as most staff members had
a degree. However, the output of a one-way ANOVA demonstrated clearly th re
no significant differences between the groups for the four educational ation
groups (p < 0.05), and no significant differences within the four grow&%x of the

seven principles. The test showed that there were statistically signi@igant differences

solely in the Senior Leadership principle. This means that there yere 8y differences in

perceptions of leadership practices amongst respondents dﬁ’m eir educational

To determine what the statistically significant di cesflare gorgparing

qualification, except in one principle.

the four education level groups in the Senior Leaders inciplg, a sl’h@qt was
conducted using Fisher's Least Significant Differenc SD) Jp Somgpare c‘eh level of

\ N

education with all other levels.

TABLE 4.22: Post Hoc Tests for Educ

Dependent (I) Educational

Variable Qualification:

2. 1 or 2 years diploma @' 0.28 0.25

or less \ : A‘o 0.40 0.10

5. ora o 0.36 0.14

Principlel.mean 3. BachelorgDeg 4. Maste qe%é 0.68" e
: , \ifB r e 0.64" 0.01

4. Mas Ngree ' octora gree 0.03 0.87

',l (_)o
The

significantl

re@i that Master’s and PhD holders had

two groups (p < 0.05). All other comparisons

sroup, with staff holding a master's and PhD degrees agreeing more with

ater§®nts in all questionnaire principles. However, analysis also showed that there

were no significant differences in respondents' opinions about leadership practices
between the least educated groups (1 or 2 year diploma) and both the third and fourth

group, as well as between the third and fourth group. This reveals that there were
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similar beliefs in staff with 1 or 2 years diploma and staff holding advanced degrees

L]

and also there was agreement between masters' holders and PhD holders.

4.4.3.5 Job Classification \?

For this category, an independent samples T-test was used as a stqystiofll test

categories, namely administrative employee and faculty member Jth

to analyze data. The means of the responses were analyzed. There we o recorded
e §rget sample

study), the third category (other positions) was excluded due t inMed number of
participants in this category. Table 4.23 below, shows the r ' a T)mpan'son of
staff attitudes based on job classification.

TABLE 4.23: Independent T-Test Results for Job Classi
Perceptions of Leadership Practices

" Job Classification N_ Mean : i df\\Y"l‘ value P value

Principle.l. mean 1.Administrative employee 184 #2 63 10.7 0.00
2.Faculty member 2 %

Principle.2.mean 1.Administrative employee A 6.99 0.00
2.Faculty member

Principle.3.mean 1.Administrative emplo 0.28 0.00
2.Faculty member

Principle.4.mean 1.Administrative en 0.4] 0.00
2 Faculty memg®r

Principle.5.mean l.Aclminislrah 380 7.73 0.00
2.Faculty er

Principle.6.mean 1.Adming ive 379 7.64 0.00

Principle.7.mean 377 6.96 0.00

Th-A results indicate«@?ti.stically significant differences (p < 0.05)
between \cans of administrative employees and faculty members (p = 0.00).
My demonstrates that faculty members had a higher mean compared with
tors in all of the seven principles. This indicated that faculty members had
more positive views about leadership practices. The difference in responses between
the two groups suggests that faculty members are more concerned about quality

management practices; this might be due to administrators are more familiar with
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administrative tasks and thus their views were more transparent and realistic than

faculty members.

4.4.3.6 Work Experience in HEls \i
The respondents to the questionnaire have varied years of work g&crg nce at

Omani private HEIs. Therefore, years of experience were analyzed sermine if

there were any significant differences in attitudes among staff yith Z‘fcrcm work

experience, toward leadership practices. The means of the res Nere analyzed,
zus

and for this category, a one-way INOVA was the statistic

syuseq. The survey

provided the respondents four options related to length ice

than S years, (2) 6-10 years, (3) 11-15 years and (4) ¢ than 1§ yea

provides descriptive statistics, including the mean standard d

dependent variables (7 principles of TQM) for eachY.ate tiodJabove.

%
w‘.u:'/f< ifferences in
O

TABLE 4.24: Mean and Standard Deviatic Vork
Perceptions of Leadership Practices

Categories

Principle.l.mean 1. Less than 5 years

2. 6-10 years

LS

.11-15 years

. more than 15

1N

years

Total

Principle.2.mean 1. Less th
2.6-10 Q
3.11- \
4. m%

4
Prmciple.f\.mea:h 1. Mess than 5 years & 2573 0.92
6 -10 years \G”S 291

%

\ Z. p 0.93
3.11-15 years 64 2.96 0.96
% 4. more than 15 55 3.33 0.89
0 years
Total 401 2.9] 0.94
Principle.4.mean 1. Less than 5 years 157 2.74 0.86
2. 6-10 years 125 2.92 0.90

3.11-15 years 64 3.08 1.07
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 Categories N MEAN  Std. Deviation

4. more than 15 33 3.48 0:77

years

Total 401 295 0.93 T
Principle.5.mean 1. Less than 5 years 157 2.68 0.87 \

2. 6 -10 years 125 2.88 0.87 @

3.11-15 years 64 3.04 0.99

4. more than 15 55 3.31 0.82 T

years

Total 401 2.88 0.91 V
Principle.6.mean 1. Less than 5 years 157 3.06 i

2. 6 -10 years 125 3.22

-

3.11-15 years 64 3.39
4. more than 15
years
Total

Principle.7.mean 1. Less than 5 years
2. 6 -10 years
3.11-15 years
4. more than 15
years

Total

&
Agreement with leadgrsh cticgs a s@l‘ groups shows that the
Strategic Planning Priﬂciplec*-, highg3t 1 I% (3.50). This mean that staff
with different experienc Wed ml S
hand, the fifth princip, &
which demonstrate \ff ith

perspectives 1

=

ents res#ed to this principle. On the other

atio <ﬁhowed the lowest agreement (2.88),

(e’els of experience have mostly negative
linked to reward and motivation.
Furthermore,
those in the r::f}n$fczn 15 years group, had greater mean scores

HEIs, esp,
compare \the other three groups for all principles.
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In order to determine if there was a statistically significant difference between

means for respondents with different experience levels, a one-way ANOVA test was

conducted. Table 4.25 below summarizes the results of ANOVA.

TABLE 4.25: Work Experience — a one-way ANOVA

As

ANOVA *
Sum of Squares df Mean Square z 3 Sig.
Principle.l.mean Between Groups 35.6 3.00 11.8 VE,H 0.00
Within Groups 368 397

Principle.2.mean
Principle.3.mean
Principle.4.mean
Principle.5.mean
Principle.6.mean

Principle.7.mean

indicated t
mean a

mo
(- )

IR
Withi % : periéh

Total

Between Groups
Within Groups
Total

Between Groups
Within Groups
Total

Between Groups
Within Groups
Total

Between Groups
Within Groups
Total

Between Groups

Within Group

Total %
Between \
Within &

Tot

T

403
9.13

0.00

0.00

0.00

0.00

the results of the one-way INOVA

geeo

test

ere were statistica l@?gniﬁcant differences (p < 0.05) in the overall

1e four groups. Individuals with more years of experience, especially
5 years, had the higher means. It is appears from table 4.25 that the level

xp¥ence of the respondent was found to influence perceptions regarding

leadership practices in all seven TQM areas. Stated simply, this means that staff

attitudes were different according to their experiences.
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Additionally, in order to know which of the specific groups differed, we can
examine the Multiple Comparisons Table which includes the findings of post-hoc tests
using Fisher's Least Significant Difference (LSD). The Post-hoc comparison{\g®
Table 2 in Appendix E) indicated that, in general, there were statistically @igaMeant
differences between groups with less experience and groups with highergNeri®nce in
all seven principles. For example, the staff with more than 15 working
experience had statistically significant differences from the three x

] roups in all

principles (sig = 0.00). The staff with less than 5 years wo xperience had

statistically significant differences from the three other grou 'nci[ilc 1,2, and 7.
However, there were no statistically significant differe etwe nwond and
@

third group except in principle 5, 6 and 7. N
Q)
These results suggest that, in general, adginiSWtors ghg® fagllty mf with

i
more than 15 years experience have more positive \gews ualitygRanagement
leadership practices within Omani private H% r sth there were

significant differences in all seven areas. O

4.4.4 Research Question 4: What a hfw%ll ¢ /é

@c leadership during

q <<Q,-
; Ny . PR
10T C@IOHS at private universities

are the challenges that face

their quality management? \

For this research quest'onw

and colleges in Oman were

e obstacles that may influence the

This section \to ”mgi
implementation p % li ent leadership practices within Omani
private HEIs. T, &1 P segfion da@s the specific analysis of 8 interviews with
top-level lcﬁl in private HEIs. @Smdy participants were asked to explain the
main ch ws that they have haﬂ

prese bon, especially in administrative areas. The analysis of interviews

=]

uring their quality management work in their

trgnsc revealed key themes relevant to challenges facing leaderships in
implo™€nting quality management. The five major obstacles identified when dealing

with a quality system are illustrated in the following table 4.26 (n = 8):



151

TABLE 4.26: Challenges Facing Leadership when Implementing a Quality

Management System

"No Themes/challenges Number of interviewees T
who cited this challenge
1 Lack of qualified human resources 6 15
2 Lack of quality training 6 * 75
3 Increasing of administrative and academic 5 62.5
burdens z
4 Focusing on paperwork V 50

4 -
5 Ineffectiveness of academic partnership with i 50

foreign HEIs

S i
N
The interviewees explained that since priv Els are pu is!d'sa,y the
MoHE, they are required to make sure that a 7y sgé im mented.
Therefore, it is natural that difficulties and ob%gcleg? wi durin@he practical
application of any novel system. Interview is, ating "no way

ionoring reality and the fact that in our

i&c there, this is not
v@/ In order to cover

: o
rom t ic Wi&ults section 4.4.4 has
been divided into subsections, a

0 repr ne of the challenges
encountered by leadership dq qualit ﬁglm@proceqseq

4.4.4.1 Lack of Qualifie an l?es

bad, when I say challenges, this mean

the major challenges that have eme

The main chg | \c analysis of the interviews was a

( tb eight senior leaders mentioned that

implementing % ft Sy@h requires highly qualified staff to ensure
the smoothes le ltnplcmentatﬁyf the quality system within the institution.

lack of qualifi

Interviewg 8 commented that "From my experience, the major negative point or
prob]cmg 1 to be not enough awareness that quality management should be done
sional people, people who are qualified and they exist", Interviewee 7
expouied on that by saying: "Lack of specialized HR in general and quality
management in particular, is the main obstacle that we face". He added "We have
done a lot of work, we have achieved what were requests from us, but the work could

be more productive if it is done by professional people". Therefore, in order to deal
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with this situation interviewee 4 said: "Due to a lack of well-equipped staff, to deal
with quality issues we are relying on available employees, administrators and

teaching staff who are non-specialists in the quality field". T

Even if the institutions desire to hire a specialist in the quality fielgd, face
another problem in limited financial resources. The participants agreed tha pay is
another important factor precluding private higher education from hiring\ualified and
professional staff in quality management. Interviewee 6 stated thwmi{ﬁcd staff

needs good offers, so if we wish to attract this type of ‘employees, e must offer them

attractive incentives. In fact we don't have enough financial re 2 h '[‘ us og that".
.

The literature supports these current findings; studies reveal ghat t ‘ucvt?YBf

9 EA\ y &
et }L)Y.(z()ol))

l@!urate with
the task they have to undertake. Without g , these

accomplish excellence. On the other hang, the r®u a@u ucted in Kuwait
University revealed that in spite of th %bi&i!ﬁltc&esource& faculty
members do not see TQM as bein %npl ent FAI@ri & Bon, 2012). For
improving quality and achieving s, ' iva@[s have taken a number
of steps. One of them is recffitige ahﬁe&ﬂp@uced staff from all over the

: 26@ In spite of that, the interviews
results demonstrate that @ns i are s uffering from a lack of qualified

cadres. \ g | (_)O

4.4.4.2 Lack of rainfng
I A

It is ve&im rtant to provide‘gg:ing before starting any quality management

initiative rst, 2002). The int%iewees stated that implementing a quality

%ystem requires a highly trained and educated team to ensure the most

implementing TQM at HEIs depends largely on qu staff (Efti

Akpovi, 2001; Goldberg, 2002; Jamali et al.,

mentioned that good HEISs require good qualifiedhgtafj¥n n

world in various disciplines; (Bap#ik é

manag

plementation of a quality system within an institution. To ensure success
lity system requires special training courses for leadership and employees at
all levels to gain an understanding of this new system. Despite its accepted
importance, 75 percent of the interviewees reported a lack of available quality training

opportunities.
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The interviewees believed that training is an effective means to address
challenging "resistance to change". Interviewee 8 stated "Naturally, when any new

idea appears, people always keep asking - do I have to accept this? In my

continuous training is the best solution to deal with those who resist changin

is supported by the work of Rago (1996) who suggests the majo&'
transforming an organization are the pillars upon which the old cn?was built.

Employees get comfortable working in a certain way. Once the organiza§yon speaks of
change, personal struggles begin. Among Gulf Cooperati cil countries,
he

Manochehri et al. (2012) found that suspicion and resistan

his

rs for

"nost common
reactions to adopting a quality management system. l\d

For improvement of administration quality, 1 hip 1§ hj

should create conditions that encourage the buildingdNef a sgattgi

culture. The contributions of all staff should enable zeryb olveétRperform to
tiopaMvquality goals

the best of their abilities, in a way that is c@t ith i

(Trivellas & Dargenidou, 2009). The inte\ es believ, that@ining programs
could be a bridge to create a quality cul ithin 1\$n mong the staff. In
contrast, survey results proved th oyels w dis@ﬁed with leadership
practice in terms of spreading qUE‘N Iture thgi\ Mistitutions. Studies have
confirmed that quality culgure ge pithi ln fnizaﬁon depends on the

availability of training and ment glor ’r% yees (Buch & Rivers, 2001).
Adebanjo and Kehoe (19 ound bsc:édf insistence by senior leadership
for training was one &mdy ca ck ofNality culture in British HEIs. These

g! ré&rch, in which interviewees stated that

cpltu boost performance and to satisfy their

British findings havRY tofth®

they have been %g a’q alit

staff. Howev. oes rot eflalt st eliefs that their institutions were lacking a

quality cu\ \('7
%t of the eight interviewees pointed out that a lack of staff knowledge and

skills > the most serious problems facing Omani private HEIs. Interviewee 1 stated

ioners must be trained". When examining the qualitative and quantitative data,
both confirmed that training efforts in private HEIs are slow. For instance, the survey
results indicated that staff didn't receive adequate training related to quality

management. In addition, these programs were not at the desired level, and it was not
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explicitly apparent how information gained from such programs can be applied
correctly. However, staff are not the only ones facing difficulty with training; even

though the interviewees hold top positions, they have limited training opportu

and their demanding roles can prevent them from attending activities e to
quality. Although the literature review suggested several barriers thaAtal uality

management implementation faces, inadequate training appears to be the major

obstacles (Jalal, 2011). Quality studies have confirmed that progidinytraining and
education is one essential pillar required for successful

(Matejka et al., 1993; Babbar, 1995; Sirvanci, 2004; Laks

plementation
00qQ:Quinn et al.,

ordgn\Salgeh et al.

(2011) found that there was substandard training fo$strati le ri,ln'@fhc

2009). Perhaps not surprisingly, in Arab countries su

universities and colleges, despite it being essential successfof pleY_rﬂ'bhting a
" : ™ h- V
quality management approac Y. \ >
In Oman, despite the availability of s itygngt i {@d B tiima

to time by private HEIs through attending ences, Se nars,@d workshops or

inviting international experts, training 1% not at ‘u' @vcl. Interviewee 3
indicated that "recently, we give our%porﬁnm‘ & € in training programs
related to quality management. FN mpl

workshops. However, we do lglieNglthat thése pr

par\ ate in conferences and

a@e insufficient so, we aspire

etermy J‘ng reasons behind the lack of
m tra'm\ depe t on the availability of funding,

fi robé"this will help staff to receive the

to offer more". The intervie

training: Firstly, quality

—

therefore, if an insti [
th @lllchime. Perhaps problematically, private

HEIs are for-pr %tutifo thihs JfingQwial motives drive these institutions when

they taking sion. A mt‘rv@e 7 opined "Like other private college in
Oman, we ve more than fee\a income, also we don't have any investments".
f th

e interviewees attributed funding as an obstacle in implementing

required quality traif

[n fact, m

grams. Interviewee 6 simply stated the following, "7o be honest with you,
we Wghave enough funding for training and education". He added "I don't think any
institution is ready to send someone to specialize in quality management in the
Western countries, of course, due to highly cost". The OAAA found that there was no

specific budget allocated towards staff development (OAAA, September 2012). As
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stated in the literature review, there is little doubt that funding should be made
available to provide training in TQM (Hurst, 2002). However, Hurst's study found that
there had not been any extra funding made available for faculty members in w
training in American public universities. Moreover, Saiti (2012) stat the
educational system in Greece was suffering from a scarcity of ﬁnalm- ources
which prevent funding quality management training. On the other h inferviewees
3 had a different perspective "I don't think that a financial issug is k

is roblem, the

government provided an appropriate financial support". Secon to the absence

of specialists in quality management, employees are o rki'g on quality
management issues in addition to their main tasks. As It, a‘qwspecially
involving new people, takes them away from their They dgn't SuRent

jo
time to attend training courses, especially outside t stitution.fIn iewt&~ said
"as a teacher I can't go even for one day and /Th}’ % vehy®y'and this

situation is applicable to anyone". V E
4.4.4.3 Increasing Administrative and Am Burde O

Interview findings showed th vjite \jr f§na lack of qualified
academic and administrative sta eciallg_at e"se@ level. Interviewee S
mentioned "We have vacancies o 1¢ Lorynan Aem, not filled until now".
This result has also been cqfifi gby tht}ﬁ‘ﬁ;g report of private HEIs

{n ie&

explained the consequences of
additional works ad. N}wi
1

ingsjpy é(@ who found that managers had too many

=X

taff >cially in senior positions means,

Sope ﬁa:r is not within their proper domain".

ical gSgie ?s Ung¥8rsities, which is one major reason that
prevented T plementation. . Cheaupalakit (2002) found that higher

\dcrship in Thailand akforced to spend most of their time dealing with

educatio

the nd complexities of rules and regulations. Basically, senior positions
raguir fulfillment of a wide variety of duties, thus these many responsibilities
tend ¥ prevent them focusing on new initiatives such as quality systems. They
believed that their additional burdens were a hindrance in terms of successfully
implementing a quality system in their institutions. This issue has prompted OAAA

committees to point out in their reports that top leadership has full responsibility for
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all academic affairs in their institution, which is not in line with good management

practices (OAAA, August 2013; September 2012).

Furthermore, the results showed that there was a high job tu

particularly among non-Omanis. Interviewee 1 stated that "Higher st
especially non-Omani in search of better incentives. That is the biggest ch enge we
face". OAAA reports show significant attrition among academic sMf as well as
administrative staff members. The staff turnover rate reached 45.M 2008/2009 in
one of the private colleges due to staff leaving for bett (Wunities at other
institutions; such high levels of turnover will potentiall ne a'ive wpact on

eervygaff
‘VL@}wer
d C@TC staff

earin 1S 1n mind

quality (OAAA, March 2011). Studies show that organiZWponsf wit

engagement levels have a 40% lower turnover rat rganifati
levels of staff engagement, and organizations that bW invdl
indicate a 54% lower rate of voluntary turnover ( :

&ck

when this study’s survey results are exami

decision-making could explain the high m f thft
results showed. 26.5% of the participant%sed th;i:”ﬁ ¥
%phaﬁ d

oyeQearticipation in
t the interview
rmover caused their

institutions to be unstable. Interview, & byQ@sing "Once we trained

number of employees, they qw’”f‘ﬂN Jos. of érzw, negatively affecting

performance of the institutiong, OEG othef ha e
av

sults were not supported by

ifl'ler\le\\ce 8 “rh(.) Sald "“.f;’ [{)Vl' ] 3 M‘.' ."'(U.(,’, ”i()sr S!aff were “'f)rkjng

between 5 to 6 years". &\ '
Therefore, a% rajpregu "taéﬂortages, existing staff were used to
S

perform quality

to adl ?“. th‘ﬁreas of expertise. Interviewee 3 observed

to assign quali § 1o existing staff". In order to deal with this

members are r
that "we argfonge
dilemma N!iewee 5 suggested that release time should be given to those
empl mr1c simply noted "/n case the institutions are doing its quality work by its

0 it staff, as an example we could cut teaching load by half 50% and allow

them 10 practice quality works in the rest of the time". Based on interviews, even
though there are some responsible groups of people performing tasks in the context of
quality, not all understand their tasks well enough and some tasks have not been

clearly defined for those who are responsible.
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Additionally, staff shortages, especially regarding faculty members, generated
another problem within private institutions; that of high teaching loads. Even though
in two of the institutions surveyed the teaching staff have relatively low te 1 g
loads. most of the interviewees admitted that there was a lot of presaur% ulty

members. Interviewee 1 pointed out "Due to lack of staff, particularly hi g staff,

we forced to have higher teaching load, which, in return, causiny atisfaction
lar

among employees". In support of this result, Al Harthy (2011) gec that Omani
private colleges and universities often employed younger and u ified staff, and
have high student-teacher ratios. As a result, large wor pre]ent employee

participating in any additional activities, decision-m , an Wcourses.

lified work ,'"frz;g;cse

fy L*n%:g d §d IntWed in

*mlg% orkigdV' Finally,
oubl{?a! recruiting

es!éu!ion to reduce

Interviewee 7 explained the difficulties of under

circumstances, we face a difficulty in getting eveA

understanding the thing has to be done in sysi

relating to funding, interviewee 2 concluded

more people whether administrators or !X%srq[f Ry
in th

burdens, but financial arrangements re

4.4.4.4 Focusing on Paperwork % i <3~'

rrent quality management

Based on the opinion o \nte
system involved too much % k. Aftg im ehﬂ@qg a quality culture within an

institution, a link betwee\V 11 ‘;& Vy documentation seems to be
unavoidable. Auordmk 1 n@ quality practices exist on “paper
only”, and practiLachme

ﬂla'le,’
leavening its ess Vi r{ss@by interviewee 4. An OAAA committee

sive. "Focusing on formalities and

0 Pent% for quality activities within private HEIs,

has recorded tw nce
but it is unclehoW they relate to Q\e’lx practices in reality (OAAA, August 2013).
N

tcr\'tewces considered the excessive attention to detail and

doc on as a barrier that hinders the quality journey. Interviewee 8 explained
"want to be allowed to do their jobs without excessive documentations or
paperwork”. She added "The institution is still fighting the paperwork battle, but in
many cases the battle being lost". According to one interviewee, excessive paperwork
means extra work, which constitutes additional pressure on staff, and as a result, they

often refuse to participate in any acts linked to quality. Not only does it demotivate,
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but also time spent on paperwork is time not spent in productive tasks. Interviewee 6
pointed out that "Focusing should be on people, not paperwork". He further explained

that "quality activities supposed to concentrate on implementation rathe

documentation". Therefore, the introduction of a quality system in this

not achieve institution's objectives, and does not help in improving its p n#nce, or

work processes. This finding is in line with the literature, as an examwd Rahman
ht $hal

et al. (2011) identified that increased complex paperwork one of

¥

lenges for
unsuccessful TQM implementation in the services sector. er, part of the

literature confirmed that excessive paperwork is one of the ifgcant causes of

work stress. According to Stephen (1993), civilian yees c!:ggrifed their
- : ' @

greatest stress from excessive paperwork. They are fe with tie bu! arcr@?ed

tape and excessive documentation. It requires em s to devpte Jhe 1 ity of

P 4
S% he nd most

their time to paperwork. Moreover, excessive pap

common reason for the high job turnover rate

4.4.4.5 Ineffectiveness of Academic Afﬁlm greeme

As has been mentioned in t %da&%’ulte@nost Omani private
SFui LN i 24N R L e
institutions are affiliated with 1nte\ a s; tl (&T‘nhat;ons are primarily

with Western universities in th H 2013) Most executives

interviewed mentioned that %
HEIs helps Omanis institugions tefachy r qan&’goals. This is achieved through
frequent supporting vi&l fi epo@om affiliated institutions, which

; 33 4 : N
supervise the applic Na ayty a;‘geédt system.

However, %egult ighlight Sﬁat there was poor coordination of

anniaiaRt %{een {) ﬂstitwi'ons and affiliated institutions, especially

istrative suppoﬂ@ﬁich creates another challenge to private

regarding

institution e issue raised is that the auditing visits by affiliated institutions mainly
cademic aspects. Interviewee 3 made the following comment: “ Why those
) not allocated a portion of time to cover administrative areas as well?” This
result is supported by the findings of Al Harthy (2011). He concluded that total
dependence of the local universities and colleges on the academic affiliation system
would not be enough to ensure quality, and will not help Omani private institutions to

improve their educational services. He added that academic affiliation with foreign
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universities should be considered a method of assisting the development of quality,

instead of being the single determinant.

Moreover, the interviewees added that, the responsibilities inv @n
affiliation agreement are undefined and unclear which can cause obstu@wn‘ng
genuine partnerships with those institutions. This result is consistentYwith the
observations of the OAAA panel during its auditing process. The OA stressed that

Omani institutions need to review the nature of their agreements i njunction with

their affiliated institutions to ensure more effective pa

SIS, particularly, in

relation to quality arrangements (OAAA, September 201

res

beR 2012 ovember
1

1 ‘IJ,RQYWU
(1) u@mwn.

ssargip have an

2013). Based on opinion of interviewee 2 poor

Related to this point, interviewee 5 elaborated as fi ;

academic affiliation, it supposed to be with -m”?n-n

reputation and ranking, otherwise, it is b ’f@“'g “
e

grt’cé(m with a local
institution". Interviewee 7 pointed to a third 0 gcMemic agreements

nw
% ingg S wmply stated "some
- y' S

quality issues applied in Western es don't fi »&'rhé' Omani environment".
Similar findings were discovered I:Nrro | -nno,@@b) and Razvi & Carroll

(2007). They found that impgeted izn—Om i Prfﬂﬂ@m different countries create

1onf bet

as ar ternational

between international institutions an

a negative consequence for n's ckepn system. Al Harthy (2011)

suggested that finding &N& chpnndy Of cogeration with different recognized

HEIs worldwide in w ca icaldptairs would help the institution to
¢

improve itself acad @l y angl tec

.0




160

4.5 Conclusion

The research has examined the current state of leadership practiceswy ]
implementation of a quality management system for administrative affairs &
private higher education institutions. The research defined TQM for hrivatc
HEIs and concluded that seven principles are seen to be important for the Wiccessful
implementation of TQM. Therefore, the researcher has attempted tNcompare the
quality efforts of leadership to the following TQM pr’incipleszmr Leadership,
Strategic Planning, Training Programs, Empowerment & ggvo¥ement, Reward &
Motivation, Teamwork, and Continuous Improvement. é .'\d

Chapter IV presented and analyzed the collecjed r?u‘: ‘:3“'_

1S OQ&E study
uﬂ@ﬁmrc, the

e ussed in this

administered questionnaires and semi-structured int WS, Th} fhdi

were presented in accordance with each of the rew

data obtained through research questionnaire; Wtew

chapter; this discussion utilized informati

interviews, and was supported by evidenc from tl&kv ; é
N

In order to gather the roggm datg fr uth@ private HElIs, the
questionnaire's link using Surve MMy ' ute&a email to nearly 700 of
the target sample. Four hun d?:ixtyligh CpP, s were obtained. Analyzing
this data required diverse hal K ¥ dotesore. many types of statistical
analysis were studied tmt thelmo ppropgac analysis needed in each case. A
descriptive analysis NJ t‘ ie a®‘ mary of the survey respondents’
demographic inforr 1% n ghditi

out if the mea % sagnple Jis b@ls differed significantly from each other,
indepuf:ndenmJ -test ana sis’ w%"sed. One-way INOVA was used to compare
the mean or more group@f data to determine whether the respondents
differe@camly. The researcher used an alpha level of 0.05 for all statistical

ver

, eight interviews in total were conducted with senior leadership from

-

i€ o ‘e?to compare sample means, and to find

Omani private HEIs. A thematic approach was used to analyze the
interviews; accordingly, the collected data was coded and grouped based on its
relevance to leadership practices related to administrative affairs in quality

management system.



161

The analysis of the results of both the questionnaire and interviews revealed
several important findings. The results indicated that a quality management system is
fundamental for the Omani private higher educational sector, where the majwf
the private HEIs perceive this system as an important approach fori ving

competitiveness, effectiveness, and efficient performance, as well as fo%i uing to

improve services provided to stakeholders. Y.

In connection with the overall state of leadership practicesSwgplementing a

&Wults have shown
pgafs tohave the
In Mgrcwm

with leadership practices related to teamwork, senio ershig, e n‘rc@nt &

quality management system in Omani private HEIs, the a

that strategic planning followed by continuous improve

highest levels of leadership practices at Omani private H

involvement, training programs, and reward & motivatiy camefig’de en@)rder.
cti link@n the seven

Areas of strength and weakness in lew

TQM principles were clarified when analﬂ\b seco rnéu‘ estion (section
4.4.2). Through statistical analysis of thg leve eI 1&@ Stateinients in the
questionnaire, it became clear that stggmgits ‘0 i ‘t) cars reflected avess

1ghes{ agr men %h leadership practice),

- -

2

of strength in leadership practice
whilst, the statements which r thi wesy me were considered areas of

weakness in leadership pracffce gre ehtw@h leadership practice).

L 4 &
s of t'e\ﬂy : éﬂrated that differences existed in

n quality practices of leaderships at

least

the perceptions of the

private HEIs in O sttii ' cant difference in administrators and

faculty member, tiO’n we} five areas: nationality, age, educational
qualification ssificatiddh, experience. However, the results indicated
that therg, Ano statistically sagfficant differences in respondents' perceptions

based on'N g

sed on an analysis of the qualitative data, senior leadership interviewees
ident¥ed five main obstacles to dealing with a quality system. The most frequently
found barriers to quality management implementation were, a lack of qualified human

resources, a lack of quality training, increasing administrative and academic
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workloads, focusing on paperwork, and the ineffectiveness of academic partnerships

with foreign HEIs.

These results and findings from this research were beneficial in 1
recommendations and conclusions discussed in chapter V. Despite thg “or
mentioned obstacles of quality management implementation in the Su]lﬁuf Oman,
educational leadership can overcome any problems and ensure the pNision of high

quality services. Thus, the next chapter provides some policy erndulium for

best administrative practice in implementing a quality mana ‘qucm



