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Abstract
The objective of this study is to identify leadership styles and
adaptability levels of (21) deans at three of Public Jordanian universities.
LEAD Self-scale used in this study. To answer the questions of this
study: (1) how do deans perceive their leadership styles? (2) what is the
style adaptability level among deans? (3) Are there significant
differences in deans’ perceptions of their leadership styles according to
their disciplines, and experiences in current position? And (4) Are there
significant differences in deans’ perceptions of their style adaptability
levels according to their disciplines, and experiences in current position?
Means, Standard Deviations, Frequencies, Percentages and χ2 computed.
With regard to leadership style, deans selected selling as their primary
leadership style, and selected participating as their secondary style.
Regarding style adaptability, deans indicate a pronounced primary
leadership style with less flexibility into the secondary styles.
Key words: Academic Deans, Leadership, leadership styles, higher
education, Jordan.
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ﻣﻠﺨﺺ
هﺪﻓﺖ اﻟﺪراﺳﺔ اﻟﻰ اﻟﺘﻌﺮف ﻋﻠﻰ اﻟﻨﻤﻂ اﻟﻘﻴﺎدي اﻟﺴﺎﺋﺪ وأﻧﻤﺎط اﻟﺘﻜﻴﻒ ﻟﺪى اﻟﻌﻤﺪاء ﻓﻲ ﺛﻼث
 وآﺎﻧﺖ أداة اﻟﺪراﺳﺔ ﻋﺒﺎرة.( ﻋﻤﻴﺪ آﻠﻴﺔ٢١)  وﺗﻜﻮﻧﺖ ﻋﻴﻨﺔ اﻟﺪراﺳﺔ ﻣﻦ،ﺟﺎﻣﻌﺎت ﺣﻜﻮﻣﻴﺔ أردﻧﻴﺔ
 وﺗﻢ اﺳﺘﺨﺮاج اﻟﻤﺘﻮﺳﻄﺎت اﻟﺤﺴﺎﺑﻴﺔ.LEAD-Self ﻋﻦ وﺻﻒ اﻟﻨﻤﻂ واﻟﺘﻜﻴﻒ اﻟﻘﻴﺎدي
(١) :واﻻﻧﺤﺮاﻓﺎت اﻟﻤﻌﻴﺎرﻳﺔ واﻟﺘﻜﺮارات واﺧﺘﺒﺎر آﺎي ﺗﺮﺑﻴﻊ ﻟﻺﺟﺎﺑﺔ ﻋﻦ أﺳﺌﻠﺔ اﻟﺪراﺳﺔ اﻟﺘﺎﻟﻴﺔ
( هﻞ ﺗﻮﺟﺪ٣) ( ﻣﺎ ﻣﺴﺘﻮى اﻟﺘﻜﻴﻒ ﺑﻴﻦ اﻟﻌﻤﺪاء؟٢) آﻴﻒ ﻳﺘﺼﻮر ﻋﻤﺪاء اﻟﻜﻠﻴﺎت أﻧﻤﺎﻃﻬﻢ اﻟﻘﻴﺎدﻳﺔ؟
ﻓﺮوق ذات دﻻﻟﺔ ﻓﻲ ﺗﺼﻮرات اﻟﻌﻤﺪاء ﻷﻧﻤﺎﻃﻬﻢ اﻟﻘﻴﺎدﻳﺔ ﺑﺎﺧﺘﻼف ﻧﻮع اﻟﻜﻠﻴﺔ واﻟﺨﺒﺮة ﻓﻲ اﻟﻤﺮآﺰ
( هﻞ ﺗﻮﺟﺪ ﻓﺮوق ذات دﻻﻟﺔ ﻓﻲ ﺗﺼﻮرات اﻟﻌﻤﺪاء ﻟﻤﺪى اﻟﺘﻜﻴﻒ ﺑﺎﺧﺘﻼف ﻧﻮع اﻟﻜﻠﻴﺔ٤) اﻟﺤﺎﻟﻲ؟
 وأﺳﻔﺮت ﻧﺘﺎﺋﺞ اﻟﺪراﺳﺔ ﻋﻦ أن اﻟﻌﻤﺪاء اﺧﺘﺎروا اﻟﻨﻤﻂ اﻟﻘﻴﺎدي اﻟﺒﺎﺋﻊ.واﻟﺨﺒﺮة ﻓﻲ اﻟﻤﺮآﺰ اﻟﺤﺎﻟﻲ؟
 أﻣﺎ ﻣﺪى اﻟﺘﻜﻴﻒ ﻓﻘﺪ ﺟﺎء. واﻟﻨﻤﻂ اﻟﻘﻴﺎدي اﻟﻤﺸﺎرك آﻨﻤﻂ ﻗﻴﺎدي ﺛﺎﻧﻮي،آﻨﻤﻂ ﻗﻴﺎدي رﺋﻴﺴﻲ
.ﺿﻤﻦ اﻟﻤﺪى اﻟﻤﺘﻮﺳﻂ
. اﻟﺘﻌﻠﻴﻢ اﻟﻌﺎﻟﻲ، ﻋﻤﺪاء اﻟﻜﻠﻴﺎت، أﻧﻤﺎط اﻟﻘﻴﺎدة، اﻟﻘﻴﺎدة:اﻟﻜﻠﻤﺎت اﻟﻤﻔﺘﺎﺣﻴﺔ
Introduction
Leaders are one of the crucial factors who have responsibility for and
form success or failure of organization. In addition, leaders are the key
direction to lead subordinates to perform in order to achieve
organizational goals. Because higher education will be different in the
future, its leaders will also need to behave differently and assume
different philosophies about leading. Specifically, they need to know and
remain true to their personal and professional values as they make
decisions and as they work to clarify, affirm, and regenerate values for
their organizations at large.
Understanding the principles of leadership is an important element in
the success of all components within an institution and thus to the
institution itself (Leubsdorf, 2006). To achieve efficient performance,
there is requiring expanding the empirical research base addressing
superior’s leadership style. By measuring these perceptions of deans,
leadership style could significantly provide the accurate results. To
realize and understand Jordanian public higher academic professional
leadership and their leadership style adaptability, this research could help
the performance of leadership and the outcome of the superiors to be
enhanced.
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This study focuses on deans' leadership practices in three public
institutions of higher education in Jordan. The importance of an educated
population emphasized for a long time in Jordan. Milestones Acts
(Education Act 1964, 1994, and 2004, Higher Education Act 1980 and
1985) passed to ensure widespread access to higher education among
citizens. The first public Jordanian university, the University of Jordan,
established in 1962. Yarmouk University followed in 1976, and eight
more universities that are public established in different parts of the
Kingdom since that date. In 1989, the Council of Higher Education
endorsed the first policy document authorizing the establishment of
private universities. Amman University, the first Jordanian private
university established in 1990. An impressive number of twelve more
private universities founded since that date in Jordan (Altal, 1998).
At present, there are ten public and fourteen private universities in
Jordan. The public Universities and the private ones offer programs
towards degrees. Never the less, the public universities are the ones to
offer the Masters and Doctorate degrees. The exception to the rule is the
Amman Arab University for the Graduate studies, which offers the
Masters and doctorate degrees (Ministry of Higher Education and
Scientific Research, 2007).
Black & Porter (1991) show that different cultures have different
effect upon leadership style, and different institutions practices different
managerial and leadership styles. The objective of Al-Omari's (2007)
study is to identify leadership styles and style adaptability of deans and
department chairpersons as perceived by them at three institutions of
higher education in Jordan. With regard to leadership style, both deans
and department chairs selected selling as their primary leadership style,
and selected participating as their secondary style. Regarding style
adaptability, deans and department chairs fell in the middle range of
scores. Scores in this range usually indicate a pronounced primary
leadership style with less flexibility into the secondary styles.
Al-Omari's (2005) study designed to identify the leadership styles
and style adaptability, of deans and department chairs at three of Public
Doctoral Research Universities-Extensive in the northwest region of the
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United States. Both deans and department chairs selected selling as their
primary leadership style. A significant difference does exist between
delegating leadership style among deans based upon their discipline.
Style adaptability of deans and department chairs fell into the moderate
degree of adaptability.
The deans within the institutions of higher education are designate to
lead and implement the initiatives set forth by the presidents and board of
trustees. The success or failure of these programs is highly influenced by
the deans. Therefore, the ability of the deans to lead effectively will
weigh heavily on the eventual outcome of these senior level initiatives
(Leftwich, 2001). They learn their skills in a “catch as catch can” manner
and are generally self-taught (Damico, Gmelch, Hopkins & Mitchell,
2003).
Most deans in charge of academic units positioned without actual
knowledge of managerial skills, or how to accomplish group goals.
Formal training, instruction, or orientation positions are often nonexistent for deans' positions (Bennett, 1982; Tucker, 1984). For that
reason, recommendations for dean training and workshops found in the
works of Bennett (1982) and Tucker (1984). As Redwood, Goldwasser,
Street (1999) acknowledge, some leaders are born, but most need help.
Therefore, deans, especially those who are new to their positions, can
confront their new challenges with fewer problems if they understand
essential elements for developing a culture of proactive change. Deans
are agents of change, college professionals, and mentors guiding faculty
and staff through team building and professional development. These
differing perceptions of the position place further multiple, conflicting,
and consequential pressures upon deans (Gmelch, Wolverton, Wolverton,
& Sarros, 1999; Kapel & Dejnozka, 1979).
As academic administrators, deans called upon to interact with and
influence others in leading their faculty, and administrative cabinets.
These two groups, the faculties and administrative cabinets, each with
varied
responsibilities,
hierarchical
relationships,
educational
backgrounds, attitudes, and personalities, present to deans differing
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leadership situations. Whether a dean can manage these situations in an
equal and effective manner given their own individual leadership style
and background, may determine the amount of satisfaction deans garner
from their position. The interaction of a dean leadership style with the
group leadership situations within the faculty and administrative cabinet
can greatly influence the success of the dean with these groups as well as
with the institution.
The issue of leadership researched in different ways. The studies
differ according to the researcher's methodology and his/ her views of
leadership. Theories of leadership attempt to explain the factors involved
either in the emergence of leadership or in the nature of leadership and its
consequences (Bass, 1990). Most researchers deal with only one narrow
aspect of leadership. Moreover, most of the studies fall into distinct lines
of research. Most leadership research classify into one of the following
four approaches: (1) trait approach, (2) behavior approach, (3) powerinfluence approach, and (4) situational approach (Yukl, 1994; House,
1997).
More than a quarter-century has passed since the exposition of
Hersey and Blanchard's Situational Leadership Theory (SLT) of
Leadership; more organizational leaders have been trained using SLT
than any other leadership theory (Hersey & Blanchard, 1969). SLT
focuses on only one situational variable (subordinate maturity) as a
moderator of two leader behaviors (task and relationship) and leader
effectiveness. Moreover, Hersey and Blanchard (1982) suggest that the
task and relationship behavior operationalized in a manner that closely
parallels existing operations of consideration and initiation of structure.
SLT has a number of strengths, for example, it is straightforward,
appealing, and easy to learn. Also, its focus on performance is primary;
audit places the role of the situation in the center of all discussion.
Depends on the previous strengths, the situational leadership model
developed by Hersey and Blanchard (1982) was used as the framework
for this study. The Leadership Effectiveness and Adaptability Description
(LEAD)-Self instrument, used in this study to investigate the leadership
styles and style adaptability of deans and as perceived by them, and how
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demographic variables (discipline, and experience in current position)
influence leadership styles and style adaptability levels of deans at three
Public Institutions of Higher Education in Jordan.
The situational leadership model as a framework of this study based
on the interrelationships among three salient elements of group
dynamics. First, amount of guidance and direction (i.e., task behavior) a
leader provides to members of the organization. Second, amount of
socio-emotional support (i.e., relationship behavior) a leader provides to
members of the organization. And third, readiness levels (i.e., maturity
levels) that followers exhibit in working on tasks necessary for the
achievement of organizational goals. This concept provides leaders with
some understanding of the relationship between an effective style of
leadership and the level of readiness of their subordinates (Hersey,
Blanchard, & Johnson, 1996).
Readiness in situational leadership defines as the extent to which a
subordinate demonstrates the ability and willingness to accomplish a
specific assigned task. Readiness is not a personal characteristic; it is not
an evaluation of a person’s traits, values, or age. Readiness is how
prepared a person may perform a particular task (Hersey, Blanchard, &
Johnson, 1996).
According to the Situational Leadership model, leadership styles
refer to four salient communication patterns the leader may use in talking
to followers, which are telling, selling, participating, and delegating.
Effective leaders determine which leadership style is most
appropriate for them by first assessing the readiness level of the
subordinates, which is their ability and willingness to perform the task.
The two major components of readiness are ability and willingness.
Ability is the knowledge, experience, and skill that an individual or group
brings to a particular task or activity. Willingness is the extent to which
an individual or group has the confidence, commitment, and motivation
to accomplish a specific task (Hersey, Blanchard, & Johnson, 1996).
After identifying the readiness level of the individual or group they
are attempting to influence, the leader determines the most appropriate
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leadership style. Hence, style adaptability is the extent to which the
leaders are able to vary their style in response to the demands of a
particular situation or problem.
All leaders have a primary leadership style and that most leaders
have a secondary leadership style. A leader’s primary leadership style is
define as the behavior pattern used most often when attempting to
influence the activities of others, for example, a preferred subordinate. A
leader’s secondary leadership style is the behavior pattern most often
used only on occasion. Further, leaders have one primary leadership
style, and they tend to use one of the four basic leadership styles
described in Situational Leadership in most leadership situations.
However, they may have no secondary leadership style or they may have
up to three secondary styles (Hersey, Blanchard, & Johnson, 1996)
The studies addressing the leadership styles of deans are limited
(Almgadi and Alnaji, 1994). Most of researches focuses on specific
topics, such as their transition from research and teaching to academic
management (Arter, 1981), their dilemmas and stress in leadership
(Cleveland, 1960; Wolverton, Gmelch, Wolverton, & Sarros, 1999), their
position of conflict (Feltner & Goodsell, 1972; Wolverton, Wolverton, &
Gmelch, 1999), their management skills and mobility (Sagaria, 1988;
Sagaria & Krotseng, 1986), and their role in governance and decision
making (Baldridge, 1971). Given this limited research, there is a need to
further study leadership styles and style adaptability of deans at three
public universities in Jordan.
Purpose of the Study
The primary purpose of this study is to identify leadership styles and
adaptability levels of deans as perceived by deans themselves at three
public institutions of higher education in Jordan. This study attempts to
answer the following three research questions:
1. How do deans perceive their leadership styles?
2. What is the style adaptability level among deans?
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3. Are there significant differences in deans’ perceptions of their
leadership styles according to their disciplines, and experiences in
current position?
4. Are there significant differences in deans’ perceptions of their style
adaptability levels according to their disciplines, and experiences in
current position?
Significance of the problem
The study of situational leadership has been and continues to be the
focus of numerous academic research studies (e.g., Blank et al., 1990;
Carew et al., 1986; Clothier, 1984; Coates, 1992; Cook, 1992; Goodson
et al., 1989; Haley, 1983; Hall, 1968; Jacobsen, 1984; Kohut, 1983;
Yukl, 1989; Zorn & Violanti, 1993) and so on.
According to the problem of this study, the significant aspect of the
present study might provide support for the application of the Situational
Leadership Theory in identifying effective leaders for Jordan
organizations which in a non-western culture. In addition, findings of this
study may assist higher academic leadership to acquire awareness of their
own leadership styles as a step toward becoming effective academic
professional leaders.
Moreover, a significant aspect of the present study is that the higher
academic dean is a role model for his/ her faculties, exemplifying the
standards of professional practice and effective styles to attain both
organizational goals and student needs. Revealing the higher academic
deans' leadership style help give direction to both themselves and the
faculty in how to work and communicate with each other more
effectively.
Furthermore, the significant aspect of the present study is utilizing
the Leader Effectiveness & Adaptability Description (LEAD) instrument
(LEAD-Self), which brings new challenging knowledge to the area of
leadership research and provides a valuable database for further research
study.
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The findings might result in better methods for future decisionmaking processes of these organizations. This investigation would call
attention to the ways that these administrative structures have operated
up to now. By realizing a better understanding of the leadership style and
style adaptability of the higher academic deans could provide valuable
benefit. In addition to that, the result of this study will also help fill in the
gap in the literature related to the lack of research in higher education and
the contradictory results regarding the leadership styles and style
adaptability levels among deans in Jordan.
Operational definitions
The following definitions operationalized for this study:
Leadership Style: The behavior pattern a person exhibits when
attempting to influence the activities of others as measured by the used
instrument (LEAD-Self) in this study.
Style 1 (Telling): This leadership style is characterized by aboveaverage amounts of task behavior and below-average amounts of
relationship behavior as measured by the used instrument (LEAD-Self) in
this study.
Style 2 (Selling): This leadership style is characterized by aboveaverage amounts of both task and relationship behavior as measured by
the used instrument (LEAD-Self) in this study.
Style 3 (Participating): This style is characterized by above-average
amounts of relationship behavior and below-average amounts of task
behavior as measured by the used instrument (LEAD-Self) in this study.
Style 4 (Delegating): This style is characterized by below-average
amounts of both relationship and task behavior as measured by the used
instrument (LEAD-Self) in this study.
Style Adaptability: The degree to which leaders are able to vary their
style according to the demands of a given situation as measured by the
used instrument (LEAD-Self) in this study.
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Boundaries of the Study
The following are limitations of the current study:
-

The study is limited to the deans at three public Institutions of Higher
Education in Jordan. Therefore, the study findings cannot be
generalized to other areas of education or other administrative
positions within or outside of the universities studied.

-

Only predefined leadership styles were evaluated using the survey
instrument. Therefore, findings of this study may not be inclusive of
leadership styles that are personally unique or dependent upon the
individual holding the position of dean.

-

The results depend on the reliability and validity indices of the
instrument used in this study.

Methodology
The Population and Sample of the Study
The population consisted of the deans of all ten public universities in
Jordan. A stratified random sample chooses. Three universities were
used, the Yarmouk University from the North, Hashemite University
from the Middle, and Mu'tah University from the South. From the three
selected institutions, academic deans choose. Specifically, deans in the
disciplines of science and humanities considered for selection. The
population in all three universities was (34) deans. The sample from the
population takes as a purposive trial. A total of 34 survey packages were
mailed and 21 responses were received, 62% of the total sample.
Research Design and Data Analysis
This quantitative and descriptive study designed to investigate the
leadership styles and style adaptability of deans as by deans themselves,
the study also determined significant differences in their perception due
to variables.
Frequencies, percentages, means and standard deviations used to find
the style adaptability level among deans. Chi-square tests was used to
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determine whether deans leadership styles (Telling, Selling,
Participating, and Delegating), and Deans Adaptability levels differ
regarding to their Disciplines and experience in current position.
Instrumentation
Data are collect using the Leadership Effectiveness and Adaptability
Description (LEAD)-Self Instrument. The LEAD-Self Instrument is use
in this study to evaluate behaviors displayed by deans, as they perceive
themselves.
The LEAD-Self Instrument consists of 12 management situations
and four possible leadership style responses for each: 1) a high task–low
relationship behavior; 2) a high task–high relationship behavior; 3) a high
relationship–low task behavior; and 4) a low relationship–low task
behavior. The respondent selects the answer that most closely matches
how they think they would typically respond in a given situation.
The LEAD-Self Instrument is design to measure self-perceptions of
three dimensions of leadership behavior: 1) style; 2) style range; and 3)
style adaptability. Scores in four quadrants of the situational leadership
model indicate style and style range: quadrant 1, high task and low
relationship behavior; quadrant 2, high task and high relationship
behavior; quadrant 3, high relationship and low task behavior; and
quadrant 4, low relationship and low task behavior. The dominant
leadership style of a respondent defines as the quadrant with the most
responses on the LEAD-Self Instrument; the minimum to maximum
score range for each quadrant is 0-12. A respondent’s supporting style (or
styles) defines as a style they might apply on occasion. At least two
responses in a quadrant are required for a style to consider as a
supporting style.
The degree to which an individual’s leadership behavior is
appropriate to the demands of a given situation identified as style
adaptability. Hersey and Blanchard (Center for Leadership Studies,
2002) developed guidelines for interpreting style adaptability scores:
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-

The lower range of scores, 0 to 23, indicates a need to develop the
ability to diagnose task readiness, (i.e., the situation, and to use an
appropriate leadership style in response to that situation).

-

The middle range of scores, 24 to 29, reflects a moderate degree of
adaptability.

-

Lastly, the upper range of scores, 30 to 36, indicates that the leader
can accurately diagnose the ability and willingness of followers in a
particular situation and adjust their leadership style accordingly.

The stability of the LEAD-Self Instrument, according to Greene
(1980), is moderately strong. For example, in two administrations
separated by a six-week interval, 75 percent of managers maintained their
dominant style, and 71 percent maintained their supporting styles. Preand post- correlations for both the dominant and supporting styles were
.71, and each was significant (p< .01) (Greene, 1980).
The researchers revisited the Arabic version of LEAD Self that
translated by Almgadi and Alnaji (1994), and the reliability was (0.791).
For this study, the original English version of LEAD-Self instrument
translated. The questionnaire first translated from English to Arabic, and
then back-translation from Arabic to English carried out. Next, the
Arabic version presented to Arabic speaking experts to determine
validity. Adjustments were done..
The validity of the LEAD-Self instrument (Arabic version) was
established through content and face validity, and the instrument was
standardized on the response of 6 experts of Administration and
Leadership studies at Jordanian universities. Those experts were asked to
comment on and discuss any part of the instrument they might consider
to be ambiguous.
Reliability of the instrument was determined through a pilot study;
sample of 18 faculty members who occupied administrative positions at
public Jordanian Universities other than those of the study sample. The
reliability coefficient was (0.77) and it seemed to be reliable for use a
Jordanian population.
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Results
Question 1:
How do deans perceive their leadership styles?
Table (1): Means and Standard Deviations for Deans’ LEAD-Self
Quadrant Scores.
Deans (N = 21)
Mean
S.D.
Quadrant 1, high task and low relationship behavior
1.43
1.99
(telling)
Quadrant 2, high task and high relationship behavior
5.29
1.59
(selling)
Quadrant 3, low task and high relationship behavior
4.76
1.70
(participating)
Quadrant 4, low task and low relationship behavior
.52
.75
(delegating)
Table (1) shows that deans selected selling (high task/ high
relationship) as their primary leadership style (mean = 5.29).
Additionally, deans rank participating as their secondary leadership style
(mean = 4.76).
Question 2:
What is the style adaptability level among deans?
The means and standard deviations for the deans’ style adaptability
scores on the LEAD-Self Instrument computed. The deans had a mean
score of 26.71 and standard deviation score of 4.85. Based on guidelines
for interpreting style adaptability scores suggested by Hersey, Blanchard
(Center for Leadership Studies, Inc., 2002), it appears that, overall, the
deans are in the middle range of scores, yet very close to the upper range.
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Question 3:
Are there significant differences in deans’ perceptions of their
leadership styles according to their disciplines, and experiences in
current position?
Frequencies, percentages were computed and chi-square test was
used to determine whether deans perceptions of their leadership styles
(Telling, Selling, Participating, and Delegating) differ regarding to their
Disciplines (Scientific, and Humanistic).
Table (2): Frequencies, Percentages and χ2 of the perceptions of their
style adaptability levels (Telling, Selling, Participating, and Delegating)
regarding to their Disciplines.

Style 1 (Telling)
Style 2(Selling)
Style 3 (Participating)
Style 4 (delegating)

Disciplines
Science
Humanities
N=3
N=1
f=30%
f=9.1%
N=2
N=7
f=20%
F=63.6%
N=3
N=3
F=30%
F=30%
N=2
F=20%

χ2=5.743
p=.125

Table 2 show the value of chi-square test is non-significant,
χ =.5.743, p=.125. Overall, this result suggests that deans’ perceptions of
their leadership styles (Telling, Selling, Participating, and Delegating)
are not affected by their Disciplines.
2

Frequencies, percentages were computed and chi-square test was
used to determine whether deans perceptions of their leadership styles
(Telling, Selling, Participating, and Delegating) differs regarding to their
Experiences in Current Position (low –less than 5 years, medium – 5- 10
years, and high – more than 10 years).
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Table (3): Frequencies, Percentages and χ2 of the perceptions of their
style adaptability levels (Telling, Selling, Participating, and Delegating)
regarding to their Experiences in Current Position.

Style 1
(Telling)
Style
2(Selling)
Style 3
(Participating)
Style 4
(delegating)

Experiences in Current Position
Short
Middle
Long
(less 5 years) (5-10 years) (over 10 years)
N=3
N=1
f=14.3%
f=4.8%
χ2=.475
N=3
N=3
N=3
p=.50
f=14.3%
F=14.3%
F=14.3%
N=3
N=3
F=14.3%
F=14.3%
N=1
N=1
F=4.8%
F=4.8%

Table 3 show the value of chi-square test is non-significant, χ2=.475,
p=.50. Overall, this result suggests those deans' perceptions of their
leadership styles (Telling, Selling, Participating, and Delegating) do not
affected by their Experiences in Current Position.
Question 4:
Are there significant differences in deans’ perceptions of their style
adaptability levels according to their disciplines, and experiences in
current position?
Frequencies, percentages were computed and chi-square test was
used to determine whether deans perceptions of their style adaptability
levels differ regarding to their Disciplines (Scientific, and Humanistic).
Table 4 reveals the Frequencies, Percentages and χ2 of the Deans’
perceptions of their style adaptability levels regarding to their Disciplines
(Scientific, and Humanistic).
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Table (4): Frequencies, Percentages and χ2 of the Deans’ perceptions of
their style adaptability levels regarding to their Disciplines.

Deans’ Style Adaptability
Level

Discipline
Science
Humanities
N= 10
N=11
f=47.6%
f=52.4%

χ2=.538
p=.463

Table 4 show the value of chi-square test is non-significant, χ2=.538,
p=.463. Overall, this result suggests that Deans’ perceptions of their style
adaptability levels do not affected by their discipline.
Frequencies, percentages were computed and chi-square test was
used to determine whether deans perceptions of their style adaptability
levels differ regarding to their Experiences in Current Position.
Table 5 reveals the Frequencies, Percentages and χ2 of the Deans’
perceptions of their style adaptability levels regarding to their
Experiences in Current Position.
Table (5): Frequencies, Percentages and χ2 of the Deans’ perceptions of
their style adaptability levels regarding their Experiences in Current
Position
Experiences in Current Position
Short
Middle
Long
(less 5 years) (5-10 years) (over 10 years)
N= 10
N=3
N=8
χ2=7.875
Deans’ Style
f=47.6%
f=14.3%
f=38.1%
Adaptability
p=.156
Level
Table 5 show the value of chi-square test is non-significant,
χ2=7.875, p=.156. Overall, this result suggests that Deans’ perceptions of
their style adaptability levels do not affected by their Experiences in
Current Position.
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Discussion and Conclusions
The reputation of an organization is reliant on those who work to
produce the result, but the element that holds the organization together
lays midway between workforce and its perceived leadership (Wolverton,
et al., 2001). Despite strong scholarly credentials, academic deans often
find themselves under prepared to deal with situations that require
balancing the agendas of executive administration, external constituents
and the faculty that they manage and represent (Wolverton, et al., 2001;
Leftwich, 2001). Research suggests that deans serve in a leadership role
that has strong political and social ramifications (Gmelch, Wolverton,
Wolverton, & Sarros, 1999).
With regard to leadership style, deans selected selling (high task/high
relationship behavior) as their primary leadership style, and selected
participating as their secondary style, that agrees with results of AlOmari (2007) and Al-Omari (2005) studies. With selling as the main
category of leadership style, deans appear to acquire the acceptance of
their faculty and staff and carryout the behaviors most wanted or needed
by them. ِAccording to the Center for Leadership Studies, Inc. (2002), the
followers in this of style are confident and willing to take responsibility
but are unable to do because of a lack of expertise.
Based upon the findings of this study, it concluded that leadership
styles of deans are not significantly affect by demographic factors. There
was insufficient evidence to show that a significant difference exists for
leadership styles of deans as perceived by them and their discipline, their
experience in current position.
In spite of the fact that leadership adaptability is not easy, the results
of this study suggest that deans’ style adaptability level were in the upper
middle range that agrees with results of Al-Omari (2007) and Al-Omari
(2005) studies. According to the Center for Leadership Studies, Inc.
(2002), the middle range reflects “…a moderate degree of adaptability.
Scores in this range usually indicate a pronounced primary leadership
style with less flexibility into the secondary styles”.
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Universities expect their deans to lead effectively, and as such, have
a role to play in ensuring that their deans lead well (Wolverton, Gmelch,
Montez, & Nies, 2001). Style adaptability levels of deans for this study
are not significantly affect by their discipline. In addition to that, a
significant difference does not exist between style adaptability levels
among deans regarding their experience in their current position
Based upon Gmelch, Wolverton, Wolverton, & Sarros (1999); Kapel
& Dejnozka (1979); and Bolton and Boyer’s (1972) studies, professional
and organizational development in academic colleges helped deans
improve their capabilities to address at their own level the broad problem
that faces developing their leadership style and style adaptability,
developing educational plan, improving teaching effectiveness, and
improving relationship among faculty, staff, and students. Therefore,
deans, especially those new to their positions, can confront their new
challenges with fewer problems if they understand essential elements for
developing a culture of proactive change.
Recommendations
By examining and discussing situations in which leaders have used
novel problem solving techniques, these same administrators might be
able to move beyond comfortable responses and routines and envision
new ways of working and leading. Ideally, the glimpses that leadership
case study discussions provide into others’ strategies will help both
current and future academic leaders test new perspectives on a particular
problem or dilemma and expand their own repertoires of administrative
skills and abilities.
Due to the university complexity, training about the issues
confronting higher education leaders poses special challenges. LEADSelf provide the means to obtain pre-assessments that can be used to
identify training topics. Universities are very complex, multilayered
organizations in which numerous constituents—students, faculty
members, administrators, staff members, trustees, and alumni—interact
with one another over a broad spectrum of issues in order to advance the
goals of higher education.
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Further research may conducted to determine whether there are
differences between the leadership styles of male and female deans at
public Jordanian universities. There is a need to explore the relationship
of leadership styles and style adaptability between private and public
institutions with different groups.
Administrators of higher education institutions should establish a
university-based center that educates deans of their leadership styles and
the weaknesses and strengths associated with their style. It can use the
center to help them choose the right style in the right time and place
based on the situations needs.
Those who lead an institution must realize the context in which an
institution operates. They must understand the need for sequential
leadership and use institutional resources to ensure the proper preparation
of its leadership. In addition to that, clarifying relationships and
consistencies between the individual’s goals and objectives of the
institution are crucial. Related is the compatibility of the individual’s
leadership style and skills with those of the position and institution.
اﻟﻤﺮاﺟﻊ اﻟﻌﺮﺑﻴﺔ واﻷﺟﻨﺒﻴﺔ
. ﻟﺠﻨﺔ ﺗﺎرﻳﺦ اﻷردن، ﻋﻤﺎن." "اﻟﺘﻌﻠﻴﻢ اﻟﻌﺎﻟﻲ ﻓﻲ اﻷردن.(١٩٩٨) . أﺣﻤﺪ ﻳﻮﺳﻒ،اﻟﺘﻞ

-

 "اﻷﺳﺎﻟﻴﺐ اﻟﻘﻴﺎدﻳﺔ ﻟﻌﻤﺪاء.(١٩٩٤) . ﻣﺤﻤﺪ ﻋﺒﺪاﷲ، وﺁل ﻧﺎﺟﻲ. اﻟﺤﺴﻦ ﻣﺤﻤﺪ،اﻟﻤﻐﻴﺪي
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.٢٠٨
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ﺑﺴﻢ اﷲ اﻟﺮﺣﻤﻦ اﻟﺮﺣﻴﻢ
ﻣﻠﺤﻖ
اﻟﺴﻼم ﻋﻠﻴﻜﻢ ورﺣﻤﺔ اﷲ وﺑﺮآﺎﺗﻪ،،
ﺑﻴﻦ أﻳﺪﻳﻜﻢ إﺳﺘﺒﺎﻧﺔ ﺗﻬﺪف إﻟﻰ اﻟﺘﻌﺮف ﻋﻠﻰ اﻟﻨﻤﻂ اﻟﻘﻴﺎدي اﻟﺬي ﺗﺘﺒﻌﻮﻧﻪ ﻓﻲ ﺗﻌﺎﻣﻠﻜﻢ اﻟﻴﻮﻣﻲ ﻣﻊ ﻣﺮؤوﺳﻴﻜﻢ
)أﻋﻀﺎء هﻴﺌﺔ اﻟﺘﺪرﻳﺲ ،اﻹدارﻳﻴﻦ ،اﻟﻄﻠﺒﺔ ..اﻟﺦ( ﻓﻲ ﺟﺎﻣﻌﺘﻜﻢ اﻟﻤﻮﻗﺮة.
ﻳﺮﺟﻰ ﺗﻌﺎوﻧﻜﻢ ﻓﻲ اﻹﺟﺎﺑﺔ ﻋﻠﻰ ﻣﻔﺮدات اﻻﺳﺘﺒﺎﻧﺔ واﻟﺘﻲ ﺗﺤﺘﻮي ﻋﻠﻰ اﺛﻨﺘﻲ ﻋﺸﺮة ﺣﺎﻟﺔ ،وإذا أردﺗﻢ ﻣﻌﺮﻓﺔ
ﻧﻤﻄﻜﻢ اﻹداري ﻓﺴﻮف ﻧﺰودآﻢ ﺑﻪ ،ﻋﻠﻤﺎ ﺑﺄن إﺟﺎﺑﺎﺗﻜﻢ ﺳﺘﺒﻘﻰ ﺳﺮﻳﺔ.
وﺗﻔﻀﻠﻮا ﺑﻘﺒﻮل ﺧﺎﻟﺺ اﻟﺘﺤﻴﺔ

اﻟﺒﺎﺣﺜﻮن
ﺑﻴﺎﻧﺎت ﻋﺎﻣﺔ:
-

ﻋﺪد ﺳﻨﻮات اﻟﺨﺪﻣﺔ ﻓﻲ اﻟﻤﺮآﺰ اﻟﻮﻇﻴﻔﻲ اﻟﺤﺎﻟﻲ:
)

-

( أﻗﻞ ﻣﻦ  ٥ﺳﻨﻮات

)

(  ١٠ – ٥ﺳﻨﻮات

)

( أآﺜﺮ ﻣﻦ  ١٠ﺳﻨﻮات

ﻧﻮع اﻟﻜﻠﻴﺔ:

)

( اﻧﺴﺎﻧﻴﺔ

)

( ﻋﻠﻤﻴﺔ
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وﺻﻒ ﻓﺎﻋﻠﻴﺔ وﺗﻜﻴﻒ اﻟﻘﺎﺋﺪ
ﺗﻌﻠﻴﻤﺎت:
أﻓﺘﺮض أﻧﻚ ﺗﻮاﺟﻪ آﻞ ﻣﻦ اﻟﺤﺎﻻت اﻷﺛﻨﻲ ﻋﺸﺮة اﻟﺘﺎﻟﻴﺔ ،آﻞ ﺣﺎﻟﺔ ﻳﻤﻜﻦ ﻣﻌﺎﻟﺠﺘﻬﺎ ﺑﻮاﺣﺪ ﻣﻦ أرﺑﻌﺔ ﺗﺼﺮﻓﺎت.
اﻗﺮأ آﻞ ﺣﺎﻟﺔ ﺑﻌﻨﺎﻳﺔ ﻣﺮآﺰة ،ﻓﻜﺮ ﻓﻴﻤﺎ ﺗﻔﻌﻞ إزاء آﻞ ﺣﺎﻟﺔ ،ﺛﻢ ﺿﻊ داﺋﺮة ﺣﻮل رﻣﺰ اﻟﺤﻞ اﻟﺬي ﺗﺮاﻩ ﻣﻨﺎﺳﺒﺎ ﻟﺘﺼﺮﻓﻚ
ﻓﻲ ﻣﺜﻞ هﺬﻩ اﻟﺤﺎﻻت.
اﻟﺮﻗﻢ
-١

اﻟﺤﺎﻟﺔ
ﻓﻲ اﻵوﻧﺔ اﻷﺧﻴﺮة ﻟﻢ ﻳﻌﺪ ﻣﺮؤ وﺳﻮك
ﻣﺘﺠﺎوﺑﻴﻦ ﻟﻤﺤﺎدﺛﺎﺗﻚ اﻟﻮدﻳﺔ ﻣﻌﻬﻢ
واهﺘﻤﺎﻣﻚ اﻟﻮاﺿﺢ ﺑﺮﻓﺎهﻴﺘﻬﻢ ،وأﺻﺒﺢ
إﻧﺘﺎﺟﻬﻢ ﻣﺘﺪﻧﻴﺎ ﺑﺸﻜﻞ ﻣﻄﺮد.

-٢

اﻟﻤﻼﺣﻆ أن إﻧﺠﺎزات ﻣﺮؤوﺳﻴﻚ ﻓﻲ
ازدﻳﺎد ،وأﻧﻚ ﻻ ﺗﺰال ﺗﻌﻤﻞ ﻟﺘﺘﺄآﺪ ﻣﻦ
أن آﻞ ﻣﺮؤوﺳﻴﻚ ﻳﺪرآﻮن
ﻣﺴﺆوﻟﻴﺎﺗﻬﻢ ،آﻤﺎ ﻳﺪرآﻮن ﻣﺴﺘﻮى
اﻷداء اﻟﻤﻨﺸﻮد.
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ﻣﺮؤوﺳﻮك ﻏﻴﺮ ﻗﺎدرﻳﻦ ﻋﻠﻰ ﺣﻞ
اﻟﻤﺸﻜﻼت ﺑﺄﻧﻔﺴﻬﻢ ،وﺑﻄﺒﻴﻌﺔ اﻟﺤﺎل
ﺗﺮآﺖ ﻟﻬﻢ اﻷﻣﺮ ،وﻣﻊ ذﻟﻚ ﻻ ﺗﺰال
ﻋﻼﻗﺘﻬﻢ اﻟﺸﺨﺼﻴﺔ وإﻧﺘﺎﺟﻴﺘﻬﻢ ﻓﻲ
ﻣﺴﺘﻮى ﺟﻴﺪ.
ﻟﺪﻳﻚ اﻟﻨﻴﺔ ﻓﻲ إﺟﺮاء ﺑﻌﺾ اﻟﺘﻐﻴﻴﺮ،
ﺳﺠﻞ ﻣﺮؤوﺳﻴﻚ ﻳﺸﻴﺮ إﻟﻰ ﺟﻮدة
إﻧﺠﺎزهﻢ ،وﻣﻊ ذﻟﻚ هﻢ ﻳﺤﺘﺮﻣﻮن ﻣﺒﺪأ
اﻟﺘﻐﻴﻴﺮ.
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ﺧﻼل اﻷﺷﻬﺮ اﻟﻘﻠﻴﻠﺔ اﻟﻤﺎﺿﻴﺔ ،ﺗﺪﻧﻰ
ﻣﺴﺘﻮى أداء ﻣﺮؤوﺳﻴﻚ وأﺻﺒﺤﻮا ﻏﻴﺮ
ﻣﻬﺘﻤﻴﻦ ﺑﺘﺤﻘﻴﻖ اﻷهﺪاف ،وآﺎﻧﺖ إﻋﺎدة
ﺗﺤﺪﻳﺪ اﻟﻤﺴﺆوﻟﻴﺎت واﻟﻤﻬﺎم ﻗﺪ ﺳﺎﻋﺪت
ﺑﺸﻜﻞ آﺒﻴﺮ ﻓﻲ اﻟﻔﺘﺮة اﻟﻤﺎﺿﻴﺔ.
ﻓﻤﺮؤوﺳﻴﻚ ﻣﺎ زاﻟﻮا ﺑﺤﺎﺟﺔ إﻟﻰ
اﻟﺘﺬآﻴﺮ ﺑﺼﻮرة ﻣﺴﺘﻤﺮة ﻹﻧﺠﺎز
ﻣﻬﻤﺎﺗﻬﻢ ﻓﻲ اﻟﻮﻗﺖ اﻟﻤﺤﺪد.
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اﻷﺳﻠﻮب اﻟﻤﺴﺘﺨﺪم
أؤآﺪ ﻋﻠﻰ اﺳﺘﺨﺪام إﺟﺮاءات ﻣﺤﺪدة ،وﻋﻠﻰ ﺿﺮورة
إﻧﺠﺎز اﻟﻤﻬﻤﺔ.
أوﺿﺢ اﺳﺘﻌﺪادي ﻟﻠﻤﻨﺎﻗﺸﺔ ،وﻟﻜﻦ ﻻ أﻓﺮض ﻧﻔﺴﻲ ﻋﻠﻴﻬﻢ.
أﺗﻜﻠﻢ ﻣﻊ ﻣﺮؤوﺳﻲ ،وأﺣﺪد ﺑﻌﺪ ذﻟﻚ اﻷهﺪاف.
أﺗﻌﻤﺪ أﻻ أﺗﺪﺧﻞ ﻓﻲ ﺷﺆون ﻣﺮؤوﺳﻲ.
أآﻮّن ﻋﻼﻗﺔ ﺻﺪاﻗﺔ ﻣﻊ ﻣﺮؤوﺳﻲ ﻟﻼﺳﺘﻤﺮار ﻓﻲ اﻟﺘﺄآﺪ
ﻣﻦ أﻧﻬﻢ ﻳﺪرآﻮن ﻣﺴﺆوﻟﻴﺎﺗﻬﻢ ،آﻤﺎ ﻳﺪرآﻮن ﻣﺴﺘﻮى
اﻹﻧﺘﺎج اﻟﻤﺘﻮﻗﻊ ﻣﻨﻬﻢ.
ﻻ ﺁﺧﺬ أي إﺟﺮاء ﻣﺤﺪد.
أﻋﻤﻞ آﻞ ﻣﺎ أﺳﺘﻄﻴﻊ ﻷﺟﻌﻞ اﻟﻤﺮؤوﺳﻴﻦ ﻳﺸﻌﺮون
ﺑﺄهﻤﻴﺘﻬﻢ وأهﻤﻴﺔ ﻣﺸﺎرآﺘﻬﻢ.
أؤآﺪ ﻋﻠﻰ أهﻤﻴﺔ اﻟﻤﻬﻤﺔ واﻟﻮﻗﺖ اﻟﻤﺤﺪد ﻹﻧﺠﺎزهﺎ.
أﻋﻤﻞ ﻣﻊ ﻣﺮؤوﺳﻲ ،وﻧﺸﺘﺮك ﻣﻌﺎ ﻓﻲ ﺣﻞ اﻟﻤﺸﻜﻼت.
أدع ﻣﺮؤوﺳﻲ ﻳﺤﻠﻮن ﻣﺸﻜﻼﺗﻬﻢ ﺑﺄﻧﻔﺴﻬﻢ.
أﻋﻤﻞ ﺑﺴﺮﻋﺔ وﺑﺤﺰم ﻟﺘﻮﺟﻴﻪ وﺗﺼﺤﻴﺢ اﻟﻮﺿﻊ.
أﺷﺠﻊ ﻣﺮؤوﺳﻲ ﻋﻠﻰ اﻟﻌﻤﻞ ﻋﻠﻰ ﺣﻞ اﻟﻤﺸﻜﻼت ،وأدﻋﻢ
ﻣﺠﻬﻮداﺗﻬﻢ.
أدع ﺟﻤﻴﻊ ﻣﺮؤوﺳﻲ ﻳﺸﺎرآﻮن ﻓﻲ ﺗﻄﻮﻳﺮ اﻟﺘﻐﻴﻴﺮ ﻣﻊ ﻋﺪم
اﻟﻤﺒﺎﻟﻐﺔ ﻓﻲ اﻟﺘﻮﺟﻴﻬﺎت.
أﻋﻠﻦ ﻋﻦ اﻟﺘﻐﻴﻴﺮ ﺛﻢ أﻋﻤﻞ ﻋﻠﻰ ﺗﻨﻔﻴﺬﻩ واﻹﺷﺮاف ﻋﻠﻴﻪ ﻋﻦ
ﻗﺮب.
أدع ﻣﺮؤوﺳﻲ ﻳﻘﻮﻣﻮن ﺑﺘﺤﺪﻳﺪ اﺗﺠﺎهﺎﺗﻬﻢ.
أﺧﺬ ﺑﻌﻴﻦ اﻻﻋﺘﺒﺎر اﻗﺘﺮاﺣﺎت ﻣﺮؤوﺳﻲ ،ﻋﻠﻰ أن أوﺟﻪ
اﻟﺘﻐﻴﻴﺮ ﺑﻨﻔﺴﻲ.
أدع ﻣﺮؤوﺳﻲ ﻳﺤﺪدون اﺗﺠﺎهﺎﺗﻬﻢ.
ﺁﺧﺬ ﺑﻌﻴﻦ اﻻﻋﺘﺒﺎر اﻗﺘﺮاﺣﺎت ﻣﺮؤوﺳﻲ ،وﻟﻜﻦ أﺗﺄآﺪ ﻣﻦ
ﺗﺤﻘﻴﻖ اﻷهﺪاف.
أﻋﻴﺪ ﺗﻌﺮﻳﻒ اﻟﻤﻬﺎم واﻟﻤﺴﺆوﻟﻴﺎت ﺛﻢ أﺷﺮف ﻋﻠﻰ ذﻟﻚ
ﺑﻌﻨﺎﻳﺔ.
أدع ﻣﺮوؤﺳﻲ ﻳﺸﺎرآﻮن ﻓﻲ ﺗﺤﺪﻳﺪ اﻷدوار واﻟﻤﺴﺆوﻟﻴﺎت،
ﻣﻊ ﻋﺪم اﻟﻤﺒﺎﻟﻐﺔ ﻓﻲ اﻟﺘﻮﺟﻴﻬﺎت.
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اﻟﺮﻗﻢ
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اﻟﺤﺎﻟﺔ
ﺗﻢ اﻟﺘﺤﺎﻗﻚ ﺑﻤﺆﺳﺴﺔ ﺗﺴﻴﺮ ﺑﻜﻔﺎءة
ﻋﺎﻟﻴﺔ ،آﺎن ﻣﺪﻳﺮهﺎ اﻟﺴﺎﺑﻖ ﺷﺪﻳﺪا
وﺣﺎزﻣﺎ ،ﺗﻮد أن ﺗﺤﺎﻓﻆ ﻋﻠﻰ اﻟﺒﻴﺌﺔ
اﻟﻤﻨﺘﺠﺔ ﺑﺎﻹﺿﺎﻓﺔ إﻟﻰ ﺗﺤﺴﻴﻦ اﻟﻌﻼﻗﺔ
اﻹﻧﺴﺎﻧﻴﺔ داﺧﻞ إﻃﺎر اﻟﻤﺆﺳﺴﺔ
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ﺗﻮد إﺟﺮاء ﺗﻐﻴﻴﺮ ﻓﻲ ﺗﻨﻈﻴﻢ اﻟﻤﺆﺳﺴﺔ،
واﻟﺬي ﺳﻮف ﻳﻜﻮن ﺷﻴﺌﺎ ﺟﺪﻳﺪا ﻋﻠﻰ
ﻣﺮؤوﺳﻲ ﻣﺠﻤﻮﻋﺘﻚ اﻟﺬﻳﻦ ﺳﺎهﻤﻮا
ﺑﺒﻌﺾ اﻻﻗﺘﺮاﺣﺎت اﻟﺘﻲ ﺗﻬﺪف إﻟﻰ
اﻟﺘﻐﻴﻴﺮ اﻟﻤﻄﻠﻮب ،ﻋﻠﻤﺎ ﺑﺄﻧﻬﻢ ﻳﻤﺘﺎزون
ﺑﺎﻹﻧﺘﺎﺟﻴﺔ واﻟﻤﺮوﻧﺔ ﻓﻲ اﻟﻌﻤﻞ.
إﻧﺘﺎﺟﻴﺔ ﻣﺮؤوﺳﻴﻚ وﻋﻼﻗﺎﺗﻬﻢ
اﻟﺸﺨﺼﻴﺔ ﺟﻴﺪة وﻟﻜﻦ ﻟﺪﻳﻚ ﺑﻌﺾ
اﻟﺸﻌﻮر ﺑﻮﺟﻮد ﻧﻘﺺ ﻓﻲ ﺗﻮﺟﻴﻪ
ﻣﺮؤوﺳﻴﻚ.
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ﻋﻴﻨّﻚ رﺋﻴﺴﻚ ﻋﻠﻰ رأس ﻣﺠﻤﻮﻋﺔ
ﻋﻤﻞ ،آﺎﻧﺖ ﻗﺪ ﻓﺸﻠﺖ ﻓﻲ إﻋﺪاد
اﻟﺘﻮﺻﻴﺎت اﻟﻤﻄﻠﻮﺑﺔ ﻟﻠﺘﻐﻴﻴﺮ ﻓﻲ اﻟﻮﻗﺖ
اﻟﻤﺤﺪد ،ﺣﻴﺚ إن ﻣﺮؤوﺳﻴﻚ ﻻ ﻳﻌﺮﻓﻮن
أهﺪاﻓﻬﻢ ﺑﻮﺿﻮح ،وآﺎن ﺣﻀﻮرهﻢ
ﻟﻠﺠﻠﺴﺎت ﺿﻌﻴﻔﺎ ،واﺟﺘﻤﺎﻋﺎﺗﻬﻢ
أﺻﺒﺤﺖ ﻋﺒﺎرة ﻋﻦ ﻣﻨﺎﺳﺒﺎت
اﺟﺘﻤﺎﻋﻴﺔ ،ﻋﻠﻤﺎ أن ﻟﺪﻳﻬﻢ اﻟﻤﻮاهﺐ اﻟﺘﻲ
ﺗﺴﺎﻋﺪ ﻓﻲ إﻧﺠﺎز اﻟﻤﻬﻤﺔ.
ﻋﻠﻰ اﻟﺮﻏﻢ ﻣﻦ أن ﻣﺮؤوﺳﻴﻚ
ﻣﻌﺮوﻓﻮن ﺑﻘﺪرﺗﻬﻢ ﻋﻠﻰ ﺗﺤﻤﻞ
اﻟﻤﺴﺆوﻟﻴﺔ ،إﻻ أﻧﻬﻢ ﻟﻢ ﻳﺘﺠﺎوﺑﻮا ﻣﻊ
ﺗﻌﻠﻴﻤﺎﺗﻚ اﻟﺨﺎﺻﺔ ﺑﺘﺤﺪﻳﺪ ﻣﻌﻴﺎر ﺟﺪﻳﺪ
ﻟﻤﺴﺘﻮى اﻹﻧﺠﺎز اﻟﻤﻄﻠﻮب.
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اﻷﺳﻠﻮب اﻟﻤﺴﺘﺨﺪم
أﻋﻤﻞ ﻣﺎ أﺳﺘﻄﻴﻊ ﻷﺟﻌﻞ ﻣﺮؤوﺳﻲ ﻳﺸﻌﺮون ﺑﺄهﻤﻴﺘﻬﻢ
وأهﻤﻴﺔ ﻣﺸﺎرآﺘﻬﻢ.
أؤآﺪ ﻋﻠﻰ أهﻤﻴﺔ اﻟﻤﻬﻤﺔ واﻟﻮﻗﺖ اﻟﻤﺤﺪد ﻹﻧﺠﺎزهﺎ.
أﺗﻌﻤﺪ أن ﻻ أﺗﺪﺧﻞ ﻓﻲ ﺷﺆون ﻣﺮؤوﺳﻲ.
أﺷﺮك ﻣﺮؤوﺳﻲ ﻓﻲ اﺗﺨﺎذ اﻟﻘﺮارات ،وأﺗﺄآﺪ ﻣﻦ ﺗﺤﻘﻴﻖ
اﻷهﺪاف.
أﺣﺪد اﻟﺘﻐﻴﻴﺮ وأﺷﺮف ﻋﻠﻴﻪ ﺑﻌﻨﺎﻳﺔ.
أﺷﺮك ﻣﺮؤوﺳﻲ ﻓﻲ ﺗﻄﻮﻳﺮ إﺟﺮاءات اﻟﺘﻐﻴﻴﺮ ،وأدع ﻟﻬﻢ
اﻟﺤﺮﻳﺔ ﻓﻲ ﻋﻤﻠﻴﺔ اﻟﺘﻨﻔﻴﺬ.
أﺳﺘﻌﺪ ﻟﻌﻤﻞ اﻟﺘﻐﻴﻴﺮات آﻤﺎ اﻗﺘﺮﺣﺖ ،وﻟﻜﻦ أﺣﺎﻓﻆ ﻋﻠﻰ
اﻟﺴﻴﻄﺮة إﻟﻰ ﻋﻤﻠﻴﺔ اﻟﺘﻨﻔﻴﺬ.
أﺗﺠﻨﺐ اﻟﻤﻮاﺟﻬﺔ ،وأدع اﻷﻣﻮر ﺗﺠﺮي ﺑﺸﻜﻞ ﻃﺒﻴﻌﻲ.
أدع ﻣﺮؤوﺳﻲ دون ﺗﺪﺧﻞ ﻣﻦ ﺟﺎﻧﺒﻲ.
أﻧﺎﻗﺶ اﻟﻤﻮﻗﻒ ﻣﻊ ﻣﺮؤوﺳﻲ ،وﺑﻌﺪ ذﻟﻚ أﺗﺨﺬ اﻹﺟﺮاءات
اﻟﻼزﻣﺔ ﻟﻠﺘﻐﻴﻴﺮ.
أﺗﺨﺬ اﻟﺨﻄﻮات اﻟﻼزﻣﺔ ﻟﺘﻮﺟﻴﻪ ﻣﺮؤوﺳﻲ ﻟﻠﻌﻤﻞ ﺑﻄﺮﻳﻘﺔ
واﺿﺤﺔ ودﻗﻴﻘﺔ.
أﺳﺎﻧﺪ ﻣﺮؤوﺳﻲ ﻓﻲ ﻣﻨﺎﻗﺸﺔ اﻟﻤﺸﻜﻠﺔ ﻣﻊ ﻋﺪم اﻟﻤﺒﺎﻟﻐﺔ ﻓﻲ
اﻟﺘﻮﺟﻴﻬﺎت.
أدع ﻣﺮؤوﺳﻲ ﻳﺤﻠﻮن ﻣﺸﻜﻼﺗﻬﻢ ﺑﺄﻧﻔﺴﻬﻢ.
أﺧﺬ ﺑﻌﻴﻦ اﻻﻋﺘﺒﺎر ﺗﻮﺻﻴﺎت ﻣﺮؤوﺳﻲ ،وأﺗﺄآﺪ ﻣﻦ ﺗﺤﻘﻴﻖ
اﻷهﺪاف.
أﻋﻴﺪ ﺗﺤﺪﻳﺪ اﻷهﺪاف ،وأﺷﺮف ﻋﻠﻴﻬﺎ ﺑﻌﻨﺎﻳﺔ.
أدع ﻣﺮؤوﺳﻲ ﻳﺸﺎرآﻮن ﻓﻲ ﺗﺤﺪﻳﺪ اﻷهﺪاف ﺑﺤﺮﻳﺔ.

أدع ﻣﺮؤوﺳﻲ ﻳﺸﺎرآﻮن ﻓﻲ ﺗﺤﺪﻳﺪ اﻟﻤﻮاﺻﻔﺎت ﺑﺪون
رﻗﺎﺑﺔ.
أﻋﻴﺪ ﺗﺤﺪﻳﺪ ﻣﺴﺘﻮى اﻹﻧﺠﺎز وأﺷﺮف ﻋﻠﻴﻪ ﺑﻌﻨﺎﻳﺔ
أﺗﺠﻨﺐ اﻟﻤﻮاﺟﻬﺔ ﻣﻦ ﺧﻼل ﻋﺪم ﻣﻤﺎرﺳﺔ اﻟﻀﻐﻮط ﻋﻠﻰ
ﻣﺮؤوﺳﻲ وأﺗﺮك اﻟﻤﻮﻗﻒ ﺑﺪون ﺗﺪﺧﻞ.
أﺧﺬ ﺑﻌﻴﻦ اﻻﻋﺘﺒﺎر ﺗﻮﺻﻴﺎت ﻣﺮؤوﺳﻲ وأﺗﺄآﺪ ﻣﻦ ﺗﺤﻘﻴﻖ
اﻟﻤﻮاﺻﻔﺎت اﻟﺠﺪﻳﺪة.
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-١١

ﺣﺼﻠﺖ ﻋﻠﻰ ﺗﺮﻗﻴﺔ ﻓﻲ وﻇﻴﻔﺔ ﺟﺪﻳﺪة،
وآﺎن اﻟﻤﺸﺮف اﻟﺴﺎﺑﻖ ﻻ ﻳﺘﺪﺧﻞ ﻓﻲ
ﺷﺆون ﻣﺮؤوﺳﻴﻪ ،وﻋﻠﻰ اﻟﺮﻏﻢ ﻣﻦ
ذﻟﻚ اﺳﺘﻄﺎﻋﻮا اﻟﺴﻴﻄﺮة ﻋﻠﻰ ﻣﻬﺎﻣﻬﻢ
واﺗﺠﺎهﺎﺗﻬﻢ واﻟﻌﻼﻗﺎت اﻟﺸﺨﺼﻴﺔ ﻓﻴﻤﺎ
ﺑﻴﻨﻬﻢ ﻓﻲ ﺣﺎﻟﺔ ﺟﻴﺪة.

-١٢

أﻓﺎدت اﻟﻤﻌﻠﻮﻣﺎت اﻟﺤﺪﻳﺜﺔ ﻋﻦ وﺟﻮد
ﺑﻌﺾ اﻟﺼﻌﻮﺑﺎت اﻟﺪاﺧﻠﻴﺔ ﺑﻴﻦ
ﻣﺮؤوﺳﻴﻚ ،ﻋﻠﻤﺎ ﺑﺄن ﺳﺠﻼﺗﻬﻢ ﺗﺸﻴﺮ
إﻟﻰ إﻧﺠﺎزهﻢ اﻟﻌﺎﻟﻲ وﺣﻔﺎﻇﻬﻢ ﺑﻔﺎﻋﻠﻴﺔ
ﻋﻠﻰ أهﺪاف اﻟﻤﺆﺳﺴﺔ ﺑﻌﺪﻳﺔ اﻟﻤﺪى،
وأﻧﻬﻢ آﺎﻧﻮا ﻳﻌﻤﻠﻮن ﻣﻌﺎ ﺑﺎﻧﺴﺠﺎم ﺧﻼل
اﻟﺴﻨﺔ اﻟﻤﺎﺿﻴﺔ وﺟﻤﻴﻌﻬﻢ ﻣﺆهﻠﻮن ﻟﻠﻘﻴﺎم
ﺑﺎﻟﻤﻬﻤﺔ.
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أﺧﺬ اﻟﺨﻄﻮات اﻟﻼزﻣﺔ ﻟﺘﻮﺟﻴﻪ ﻣﺮؤوﺳﻲ ﻟﻠﻌﻤﻞ ﺑﻄﺮﻳﻘﺔ
واﺿﺤﺔ ودﻗﻴﻘﺔ.
أﺷﺮك ﻣﺮؤوﺳﻲ ﻓﻲ اﺗﺨﺎذ اﻟﻘﺮارات وأﺷﺠﻊ اﻟﻤﺸﺎرآﺔ
اﻟﺠﻴﺪة.
أﻧﺎﻗﺶ وﺿﻊ اﻹﻧﺠﺎز ﻓﻲ اﻟﻤﺎﺿﻲ ﻣﻊ ﻣﺮؤوﺳﻲ ،ﺛﻢ اﺧﺘﺒﺮ
اﻟﺤﺎﺟﺔ إﻟﻰ ﺗﻄﺒﻴﻖ إﺟﺮاء ﺟﺪﻳﺪ.
أﺳﺘﻤﺮ ﻓﻲ ﺗﺮك ﻣﺮؤوﺳﻲ دون ﺗﺪﺧﻞ ﻣﻦ ﺟﺎﻧﺒﻲ.
أﺣﺎول ﻋﺮض ﺣﻠّﻲ ﻋﻠﻰ ﻣﺮؤوﺳﻲ ﺛﻢ أﺧﺘﺒﺮ اﻟﺤﺎﺟﺔ إﻟﻰ
ﺗﻄﺒﻴﻖ إﺟﺮاء ﺟﺪﻳﺪ.
أدع ﻣﺮؤوﺳﻲ ﻳﺤﻠﻮن ﻣﺸﻜﻼﺗﻬﻢ ﺑﺄﻧﻔﺴﻬﻢ.
أﺗﺼﺮف ﺑﺴﺮﻋﺔ وﺑﺤﺰم ﻟﺘﺼﺤﻴﺢ اﻟﻤﻮﻗﻒ ،وﺗﺒﻨﻲ
اﻟﺘﻮﺟﻴﻬﺎت.
أﺷﺎرك ﻓﻲ ﻣﻨﺎﻗﺸﺔ اﻟﻤﺸﻜﻠﺔ ﻣﻊ ﻣﺮؤوﺳﻲ ﻣﻊ ﺗﻘﺪﻳﻢ اﻟﺪﻋﻢ
ﻟﻬﻢ.
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