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$SEVWUDFW

7KH SXUSRVH RI WKLV VWXG\ ZDV WR LQYHVWLJDYV
WUDQVIRUPDWLRQDO OHDGHUVKLS VW\OHV DQG RL
IDFXOW\ PHPEHUV DQG WHDFKLQJ DVVLVWDQWYV LC
-RUGDQ

BHYHQW\ WZR IDFXOW\ PHPEHUV DQG WHDFKLQ.
WKLV VWXG\ 'DWD ZHUH FROOHFWHG XVLQJ D PR(
JHDGHUVKLS 4XHVWLRQQDLUH 0/4 %DVV $YROLR
&XOWXUH $VVHVVPHQW 4XHVWLRQQDLUH 2&$4 6D

7KH AQGLQJVRIWKHVWXG\LQGLFDWHG WKDW WUDC
ZHUH PRGHUDWHO\ SUDFWLFHG LQ FROOHJHV RI St
VKRZHG D VLIQLAFDQW FRUUHODWLRQEHWZHHQ WU
LQVWLWXWLRQ FXOWXUH 3HUFHLYHG OHDGHUVKL:
ZDV IRXQG WR EH WKH PRVW LPSRUWDQW FRQWU
)XUWKHUPRUH WKH AQGLQJV VKRZHG WKDW “FRRL
PRVW DIIHFWHG RUJDQL]DWLRQDO FXOWXUDO IXQF
OHDGHUVKLS EHKDYLRUV GHAQHG E\WKH RYHUDOO

.H\ ZRUWVYDQVIRUPDWLRQDO OHDGHUVKLS RUJDQL]DWL

SHFHLYHG RQ
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Introduction

Over the years, the phenomenon of leadership has been studied
extensively in various contexts and with various theoretical foundations.
Leadership continues to draw interest of academics and practitioners in
many fields, including sport management.

As the world of sport has expanded, various approaches to leadership
have been significant factors in the performance of athletes and their
teams. One of the current approaches to leadership that has been the
focus of much research since the 1980s is the transformational approach.
Transformational leadership, as its name implies, is a process that changes
and transforms individuals. It is concerned with emotions, values, ethics,
standards, and long-term goals, and includes assessing followers’ motives,
satisfying their needs, and treating them as human beings (Northouse,
2004). According to Bass and Avolio (1994), transformational leaders have
been characterized by four separate components or characteristics denoted
as the four I’s of transformational leadership. These four factors include
idealized influence, inspirational motivation, intellectual stimulation, and
individualized consideration.

Many leadership scholars have debated that leadership is a critical
component to organizational effectiveness, performance, trust, and
commitment (e.g., Bass & Avolio, 1994; Hsu, 2002; Hsu, Bell, & Cheng,
2002; Kent & Chelladurai, 2001, 2003; Lim & Cromartie, 2001). Fiedler
and Garcia (1987, p. 1) noted that “the quality of leadership is one of
the most important factors in determining the success and survival of
organizations”. Weese (1995, p. 121) said that “the successful organization
has one major attribute that sets it apart from unsuccessful organizations:
dynamic and effective leadership”.
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$QRWKHU DUHD JDLQLQJ PRPHQWXP LQ W RL
LV RUJDQL]DWLRQDO FXOWXUH ZKLFK LV SW®vyH
WLPHV 2UJDQL]DWLRQDO FXOWXUH FDQ EB GH
YDOXHV DQG DVVXPSWLRQV ZLGHO\ VKDUKG E
DQG VWURQJO\ VKDSH WKH LGHQWLW)\ DQGSEHK
&URPDUWLH 2UJDQL]DWLRQDO FXOWXUH
ZRUNLQJV DQG EHOLHI V\VWHP Rl WKH XQ‘iW |
HPSOR\HHYV

7UDQVIRUPDWLRQDO OHDGHUVKLS DQG F%UJD
VWXGLHG DQG H[DPLQHG E\ PDQ\ VFKRODIV '
EHWZHHQ WKHVH WZR FRQVWUXFWV 6RPH VFK
FXOWXUH DUH LOQWHUWZLQHG DQG DUH EHVW H
RQH FRLQ 6FKHLQ JRXQGHUV RI RUJDQL]I
DQG VKDSH WKH FXOWXUDO FKDUDFWHULVWLFV
DV WKH RUJDQL]DWLRQ GHYHORSY DQG WLPH ¢
RUJDQL]DWLRQ H[HUWV DQ LQAXHQFHRQ WKH O}
DQG VW\OH 2JERQQD +DUULV

3UHYLRXV HPSLULFDO UHVHDUFK DQG PHWD
WUDQVIRUPDWLRQDO OHDGHUVKLS KDV D SRVL)\
FXOWXUH HJ +RZDUG “HHVH %DV V
FRQAUPHGWKDWWKHUHODWLRQVKLSEHWZHHOQ (
LQWHUSOD\ LQ ZKLFK WKH OHDGHU VKDSHV W
E\ WKH UHVXOWLQJ FXOWXUH 7KXV OHDGHUV
RI RUJDQL]DWLRQDO FXOWXUH WKH LQAXHQFF
FXOWXUH DQG LQ WXUQ WKH ZD\ FXOWXUH LQA
WKH NH\ HOHPHQWYV Rl RUJDQL]DWLRQDO FXOW
P\WK VDJD OHJHQG VWRULHV IRONWDOH V\P
VHWWLQJ DQG DUWLIDFW %DVV

‘RRGYV UHSRUWHG WKDW WUXVW DQG V
EHKDYLRUV ZHUH VLJQLAFDQW SUHGLFWRUV RI
6LPLODUO\ +RZDUG UHSRUWHG WKDW Wt
SULQFLSDO-V DV PRUH WUDQVIRUPDWLRQDO \
KLJKHU B6XHNL LQGLFDWHG WKDW OHDGHL
DUH QRW RQO\ FRPSOHPHQWDU\ ZLWKLQ DQ RU.
HYROYLQJ WR DFFRPPRGDWH QHZ HQYLURQPH(
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6XHNL WUDQVIRUPDWLRQDO OHDGHUVKLS
FXOWXUDOO\ GLYHUVH RUJDQL]DWLRQV
,Q WKH AHOG RI VSRUW PDQDJHPHQW UHODW
FRQGXFWHG RQ OHDGHUVKLS HVSHFLDOO\ W
RUJDQL]DWLRQDO FXOWXUH
$ VWXG\ E\ :DOODFH DQG :HHVH VXSSF
SURSRVLWLRQ WKDW “RUJDQL]DWLRQV OHG E
SRVVHVV VWURQJHU PRUH GHAQHG FXOWXUH\
FXOWXUH EXLOGLQJ DFWLYLWLHV WR D JUHDWH
WUDQVIRUPDWLRQDO OHDGHUVu S 'DOODF
FDPSXV UHFUHDWLRQ GLUHFWRUV ZKR ZHUH GtF
OHDGHUV ZHUH GLVFRYHUHG WR OHDG SURJUI
FXOWXUHV WKDQ UHFUHDWLRQ GLUHFWRUV UD\
DQRWKHU VWXG\ :HHVH LQYHVWLIDWHG W
OHDGHUVKLS DQG RUJDQL]DWLRQDO FXOWXUH
SURJUDPV OHG E\ KLJK WUDQVIRUPDWLRQDO
VWURQJHU RUJDQL]DWLRQDO FXOWXUH WKDQ S
OHDGHUV DQG WKDW FXOWXUH EXLOGLQJ DFW
HIWHQW E\ KLJK WUDQVIRUPDWLRQDO OHDGH!L
OHDGHUYV
,Q D VWXG\ Rl &DQDGLDQ QDWLRQDO VSRUW
"HHVH UHSRUWHG QR VLJQLAFDQW GLIIHUH
VDWLVIDFWLRQ EHWZHHQ RUJDQL]DWLRQV OHC
ZLWK RUJDQL]DWLRQV OHG E\ ORZ WUDQVIRU
3UXLMQ DQG %RXFKHU-V VWXG\ RI "XWFK
QR VLIQLAFDQW UHODWLRQVKLS EHWZHHQ WUD(
ZLWK RUJDQL]DWLRQDO HIIHFWLYHQHVV ,Q DC
IRXQG HYLGHQFH RI WUDQVIRUPDWLRQDO
OHDGHUV RI &DQDGLDQ +RFNH\ /HDJXH RUJDQL
UHSRUWHG QR VLJQLAFDQW UHODWLRQVKLS EH
EHKDYLRUV ZLWK RUJDQL]DWLRQDO HIIHFWLYH:(
'RKHUW\ DQG 'DQ\OFKXFN H[DPLQHG WKI
FRDFKHV- MRE VDWLVIDFWLRQ ZLWK WKH OHDGH
DW VHYHUDO 2QWDULR XQLYHUVLWLHY DQG GLV
SHUFHLYHG OHDGHUVKLS HIIHFWLYHQHVV DQG
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ZLWK WUDQVIRUPDWLRQDO OHDGHUVKLS DY

6RQJ IRXQG WKDW WUDQVIRUPDWLE@DO
JHQHUDOO\ SUHIHUUHG E\ WKH SOD\HUV PEUH
EHKDYLRUV B6SHFLAFDOO\ SOD\HUV SUHIHYUH!
ZKR LV ZLOOLQJ WR XQGHUVWDQG DQG VKDPUH
WKDQ RQH ZKR LQWHUYHQHV RQO\ ZKHQ VRPH)\
AQGLQJV RI WKH VWXG\ VKRZHG WKDW "DFKLHY
ZDV PRVW LQAXHQFHG E\OHDGHUVKLS EHKIEYLR
VFRUH )LQDOO\ E\ HPSKDVL]LQJ WKH UHOBWL
OHDGHUVKLS DQG FXOWXUH VWUHQJWK L@ LQ
6FRWW VXJIJHVWHG

7KH PRVW GHVLUDEOH DWKOHWLF RUJDQL]DW
E\ OHDGHUV ZKR H[KLELW KLJK WUDQVIRUPDWL
UHFRJQL]H KRZHYHU WKDW WKLV W\SH RI OHD
PD\ RU PD\ QRW KDYH DQ LQAXHQFH RQ RUJDC
PHDVXUHG WKURXJK ZLQV DQG « S ,Q FR
OHDGHUV FKDQJH WKH FXOWXUH RI WKHLU RU
LW DQG WKHQ UHDOLJQLQJ WKH RUJDQL]DWLRC
UHYLVLRQ RI LWV VKDUHG DVVXPSWLRQV YDOX
,Q RUGHU WR KDYH RUJDQL]DWLRQDO HIIHFWL)
QHFHVVDU\ IRU WUDQVIRUPDWLRQDO OHDGHUV
FXOWXUH DQG WR FDUU\ RXW FXOWXUH EXLOGI
IRUPDO UROH LQ VSRUW RUJDQL]DWLRQV VSR
IRU HPSRZHULQJ VXERUGLQDWHY WR HVWDEOL
PRWLYDWLQJ PHPEHUV WRZDUG DFKLHYLQJ Wk
&URPDUWLH

Statement of the Problem

'"HVSLWH WKH SURPLVLQJ UHVXOWYVY REWDLQ
EXVLQHVV VHWWLQJV WKH IHZ VWXGLHV FRQG
VXFK DV 3UXLMQ DQG %RXFKHU ‘DOODFH
DQG 'DQ\OFKXN DQG 6RQJ KDYH REWI
DQG VKRZHG OLWWOH VXSSRUW RI WKH LQAXH!
EHKDYLRUV RQ VXERUGLQDWHV:- RXWFRPHV VXF
FXOWXUH RU SHUIRUPDQFH
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These conflicting findings on the importance of transformational
leadership and organizational outcomes coupled with the lack of sport
management-based studies especially in Jordanian sport organizations and
institutions promoted the researchers to undertake this investigation

Purpose of the Study

The main purpose of this study was to investigate the relationship
between deans’ transformational leadership behaviors and organizational
culture as perceived by faculty members in colleges of physical education
in Jordan.

The secondary purposes were to (a) investigate how faculty members
perceive their institution culture, (b) describe deans’ transformational
leadership behaviors as perceived by faculty members, and (c) identify
what organizational culture function was most affected by deans’ leadership
behaviors.

Research Questions

The major research questions addressed in the study were:
1. What were the faculty members’ perceptions of their institution culture,
as determined by the OCAQ?
2. Whatwere the faculty members’perceptions of the deans’ transformational
leadership behaviors, as determined by the MLQ?
3. Is there any relationship between deans’ transformational leadership
behaviors and institutions’ culture?
4. What organizational culture function was most affected by deans’
leadership behaviors?

Significance of the Study

The topics of leadership and organizational culture have attracted
considerable interest from both academics and practitioners. Much of the
interest in the two areas is based on explicit and implicit claims that both
leadership and organizational culture are linked. However, the researchers
noted the dearth of studies regarding transformational leadership and
organizational culture in Jordanian sport organizations and institutions.
This study focuses on colleges of physical education in Jordan and attempts
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WR PDNH XS IRU WKLV ODFN RI UHVHDUFK D
UHJDUGLQJ OHDGHUVKLS DQG RUJDQL]DWI%D(
RUJDQL]DWLRQV LQ -RUGDQ 2
7KLV VWXG\ ZDV PRWLYDWHG E\DJHQXLQHsGH\;
WKHUH LV D UHODWLRQVKLS EHWZHHQ OHPGH!
FXOWXUH LQ FROOHJHV RI SK\VLFDO HGXFEWLF
SURYLGH IXWXUH UHVHDUFKHUV ZLWK SUHGLPL
RXW IXUWKHU UHVHDUFK LQ WKH DUHDV RIZOHI
7KLV VWXG\ LV DOVR PRWLYDWHG E\ D GHVEUH
IXQFWLRQ WR WKHLU IXO0 SRWHQWLDO E\ LDQR
D VWUDWHJILF SODQ WKDW LV DLPHG DW FRQW|
PDQDJHUV RI VSRUW RUJDQL]DWLRQV LQ -RUG
WKH AQGLQJV RI WKLV VWXG\ LQ VHOHFWLQJ H
DWWHPSWLQJ WR PDNH WKHLU RUJDQL]DWLRQ
HIITHFWLYH RUJDQL]DWLRQV PXVW IRFXV RQ TXC
UHVSRQGLQJ TXLFNO\ WR HQYLURQPHQWDO FKIL

Definition of Terms

JRU WKH SXUSRVHV RI FODULAFDWLRQV WKH I
Organizational Culture: D SDWWHUQ RI VKDUHG EDVLF O
JURXS OHDUQV DV LW VROYHV LWV SUREOHPV
LOQWHJUDWLRQ ,W LV WDXJKW WR QHZ PHPEHU
WKLQN DQG IHHO LQ UHODWLRQ WR WKRVH SUF
Transformational leadership: OHDGHUVKLS EHKDYLRUV WK
YDOXHVY DQG DVSLUDWLRQ RI VXERUGLQDWHYV
RUGHU QHHGY DQG DURXVH WKHP WR WUDQVFH
RI WKHLU RUJDQL]DWLRQ %DVV 7TUDQVIRU
FRPSULVHG RI IRXU GLPHQVLRQV NQRZQ DV WK
LQVSLUDWLRQDO PRWLYDWLRQ LQWHOOHFWX
FRQVLGHUDWLRQ %DVV $YROLR
Idealized influence: WKH GHJUHH WR ZKLFK WKH OHDGH
ZD\V WKDW FDXVH IROORZHUV WR LGHQWLI\ Z
FRQYLFWLRQV WDNH VWDQGY DQG DSSHDO WR |
DERXW WKH OHDGHU KDYLQJ D FOHDU VHW RI1 YD
DFWLRQ SURYLGLQJ D UROMYPREHG@GYROLWKHLU I
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Inspirational motivation: behavior that provides meaning and challenge
to followers’ work and inspires, arouses and excites the leader who wants
to communicate a vision (Bass & Avolio, 1995).

Intellectual stimulation: behavior that encourages new approaches for
performing work and creates a flow of new ideas which challenge followers
and stimulates them into rethinking of old ways (Bass & Avolio, 1995).
Individualized consideration: behavior that gives personal attention to
members’ needs and trusts that help them learn (Bass & Avolio, 1995).

Limitations of the Study

Like all research, there were several limitations affecting the conclusions
drawn from this study. First, the results of this study are only appropriate
for the physical education colleges and departments in Jordan because
of the different culture and different academic system. Second, all data
were collected using self-report measures, which are subject to social
desirability bias and common method variance. Third, the translation of
the surveys from English into Arabic language may have some limitations
and may result in distortion of the exact meaning. Fourth, the study was
limited by the restrictions imposed by the validity and reliability properties
of the selected instruments.

Methodology and Procedures
Research Design

This study is quantitative in nature and was conducted using a survey
methodology.

Population and Sample

The target population of this study was fulltime faculty members,
instructors, and teaching assistants working in the 4 colleges of physical
education in Jordan.

Of the 100 surveys distributed, 72 usable questionnaires were returned
for a respond rate of 72%. The sample comprised 52 males (72.2%) and 20
females (27.8%). The participants ranged in age from 23 to 60 years and
their mean age was 38.32 (SD = 8.04). The majority of the participants
(48.6%) held a doctorate degree, 29.2% held a masters degree, and 22.2%
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KHOG D EDFKHORU GHJUHH ,Q DGGLWLRC@DL
WRWDO H[SHULHQFH IURP WR \HDUV ZL D
6I

PEHU

7KH ,QVWUXPHQWYV o
'DWD ZHUH FROOHFWHG XVLQJ D WKUHH SDUV
IHDGHUVKLS 4XHVWLRQQDLUH 0/4 %DVV _ $Y
2UJDQL]DWLRQDO &XOWXUH $VVHVVPHQW 24XH
DQG D GHPRJUDSKLF GDWD VKHHW 0
7KH OXOWLIDFWRU /HDGHUVKLS 4XHVWLRQQTE
%DVV  $YROLR LV WKH PRVW ZLGHC
PHDVXUH WUDQVIRUPDWLRQDO OHDGHUVKLS 7
WKDW LGHQWLI\ DQG PHDVXUH NH\ OHDGHUVKL
GHAQHG DV WUDQVIRUPDWLRQDO WUDQVDFWL
LQFOXGHG TXHVWLRQV PHDVXULQJ WKUHH EHK
H[WUD HIIRUW DQG VDWLVIDEWLRQ ZKLFK KDY
EH OLQNHG VWURQJO\ ZLWK ERWK LQGLYLGXDC

WUDQVIRUPDWLRQDO OHDGHUVKLS

7KH 0/4 HPSOR\V D AYH SRLQW /LNHUW W\SH \
DW DOO RQFH LQ D ZKLOH VRPHWLPHYV
LI QRW DOZD\V 6FRUHV ZHUH REWDLQHG E\
HDFK VFDOH DQG GLYLGLQJ E\ WKH QXPEHU R
VFDOHV 3RVVLEOH VFRUHV UDQJH IURP WR
WUDQVIRUPDWLRQDO OHDGHUVKLS ZDV WKH PD

LWHPV IURP WKH TXHVWLRQV DERXW WUD
XVHG 7KH WUDQVIRUPDWLRQDO OHDGHUVKLS
LGHDOL]JHG LQAXHQFH LQWHOOHFWXDO VWLPXC
DQG LQVSLUDWLRQDO PRWLYDWLRQ

7KH 0/4 ; KDV VWURQJ YDOLGLW\ DQG UHOLI
H[WHQVLYHO\ LQ UHVHDUFK DQG FRPPHUFLDO
SURYHQ WR EH D VWURQJ SUHGLFWRU RI OHD
UDQJH RI RUJDQL]DWLRQV DW GLIIHUHQW RUJC
QDWLRQDO FXOWXUHV 7KH DXWKRUV RI WKH |
WKH 0/4 VKRUW IRUP : LQWHUQDWLRQDOO\ &
YDOLGLW\ PHDVXUHV IRU 0/4 LQFOXGLQJ DOO
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DQG WUDQVDFWLRQDO OHDGHUVKLS VW\OH ZH
&URQEDFK-V DOSKD FRHIAFLHQWYV KDYH Et
WKH LOWHUQDO FRQVLVWHQFLHV RI WKH RYHU!|
UHVSRQGHQWY LQ QLQH VDPSOHV 7KH UHO
IRU HDFK OHDGHUVKLS IDFWRU VFDOH UDQJHG
-XQJ
2UJDQL]DWLRQDO &XOWXUH $VVHVVPHQW 4X}
$ PRGLAHG YHUVLRQ RI WKH 2&%$4 ZDV XWLO
SHRSOH ZLWKLQ DQ RUJDQL]DWLRQ WKLQN DQG
48&%$4 FRQWDLQV LWHPV DQG PHDVXUHV IRXU
FXOWXUH PDQDJLQJ FKDQJH DFKLHYLQJ JRDO
EXLOGLQJ D VWURQJ FXOWXUH 7KH TXHVWLRQ
WKH FXOWXUDO HOHPHQWYV IRU D WRWDO RI
8VLQJ D SRLQW /LNHUW W\SH VFDOH UHVSI
UDQJHG IURP QRW WUXH WR FRPSOHWHO\
VFRUHV RI HDFK VFDOH FDQ UDQJH IURP D OR:
2&$4 WRWDO VFRUH DV PRGLAHG IRUWKLV VWXG
WR D PD[LPXP RI 6DVKNLQ VXJJIHVWE
WKDW REWDLQHG D KLJK FRPELQHG VFRUH LV
RUJDQL]DWLRQDO FXOWXUH 7DEOH VKRZV UD

7TDEOH
1RUPV RI 2UJDQL]DWLRQDO &XOWXUH $VVHV)

0DQDJLQEFKLHYLRRR UG L|QRWH\GX U
&KDQJH *RDO 7HDPZRU&IWUHQJV%'%WEO

9HU\ +LJK

+LJIK

$YHUDJH

IRZ

9HU\ /RZ

9DOLGLW\ DQG UHOLDELOLW\ IRU WKH 2&%4 KL
GLIITHUHQW VWXGLHV H J $OWDKD\QHK $EX
*LHVH +DOO 6RQJ JRU LQVWDQFH
WKH 2&%$4 VWDWHPHQWY WR UHAHFW FXOWXUH
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7KH PRGLAHG LQVWUXPHQW VKRZHG D UHOLZERL O
XVLQJ WKH 3HDUVRQ 3URGXFW ORPHQW &RWPHOC
UHSRUWHG LQWHUQDO FRQVLVWHQF\ HVWI
2&$4 DW WKH +DVKHPLWH 8QLYHUVLW\ RI I IR
DFKLHYLQJ JRDOV IRU FRRUGLQDWLQJ WHDI
DQG IRU WKH WRWDO VFDOH 5
7UDQVODWLRQ RI ,QVWUXPHQWV i
7KH LQVWUXPHQWY XVHG LQ WKLV VWXG\ KCDG E
DQG ZHUH WUDQVODWHG LQWR $UDELF IRWU XV}
DQG HPSOR\HHV $ VWDQGDUG WKUHH VWHS SU
%XUOLQJDPH ZDV XVHG ZKHQ WUDQVODWI
WKH LQVWUXPHQWY ZHUH WUDQVODWHG IURP |
SURIHVVLRQDO VFKRODU ZKR LV AXHQW LQ ERW
BHFRQG WKH LQVWUXPHQWY ZHUH WUDQVODW
ODQJXDJH E\ D VHFRQG VFKRODU ZKR LV DOVR
$UDELF ODQJXDJHV ,Q WKH AQDO VWHS D WKLI
ERWK (QJOLVK DQG $UDELF ODQJXDJHV FRPSD!
(QJOLVK DQG WKH WUDQVODWHG EDEN FRSLHV
YDOLGLW\ RI WUDQVODWLRQ

SLORW 7HVW
7KH $UDELF YHUVLRQ RI WKH TXHVWLRQQDLUH
IDFXOW\ PHPEHUVY DQG LQVWUXFWRUV ZRUNL
LQ -RUGDQ WR FROOHFW IHHGEDFN DERXW LQ)
IHHGEDFN GLG QRW OHDG WR DQ\ VXEVWDQWLD

SURFHGXUHYV

7KH GDWD ZHUH FROOHFWHG IURP WKH IRXU F
WKH +DVKHPLWH 8QLYHUVLW\ <DUPRXN 8QLYHL
OX-WDK 8QLYHUVLW\ 4XHVWLRQQDLUHYV ZHUH G
WKH SDUWLFLSDQWY ZLWK D VHW GDWH IRU WK

6HYHQW\ WZR SHUFHQW RXW RI Rl WKH 7
SHPLQGHU H PDLOV DQG SKRQH FDOOV ZHUH PDC
E\ ODUFK 'DWD FROOHFWLRQ ZDV FRPSOH)\
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'DWD DQDO\VHYV

6WDWLVWLFDO DQDO\VLYV ZDV FRQGXFWHG XVL
6FLHQFHV 6366 YHUVLRQ VRIWZDUH 'DWD ¢
WR GHWHUPLQH WKH WUDQVIRUPDWLRQDO OHD
IXQFWLRQ DQG WKH EDVLF FKDUDFWHULVWLF
UHJUHVVLRQ DQDO\VLV ZDV FRQGXFWHG WR G
LOQGHSHQGHQW YDULDEOHV RI WUDQVIRUPDWL
RUJDQL]DWLRQDO FXOWXUH $GGLWLRQDOO\
LOQVWUXPHQWY XVHG LQ WKLV VWXG\ ZDV GHW
DOSKD FRHIAFLHQWYV

5HVXOWYV

'DWD DQDO\VLYVY SURFHHGHG E\ AUVW H[DPLQLQ
DOSKD FRHIAFLHQWY ZHUH FRPSXWHG WR HYDO:
HDFK VFDOH 8VLQJ D FULWHULRQ RI 1XQQDC
GHPRQVWUDWHG DFFHSWDEOH UHOLDELOLW)\ 6

7TDEOH
&URQEDFK:V $OSKD 5HOLDELOLW\ &RHIAFLHQ

OHDVXUH $OSKD 1R RI ,WHPV

7TUDQVIRUPDWLRQDO /HDGHUVKLS

,GHDOL]HG ,QAXHQFH

,QWHOOHFWXDO 6WLPXODWLRQ

,QGLYLGXDOL]HG &RQVLGHUDWLRQ

,QVSLUDWLRQDO ORWLYDWLRQ

7TRWDO

2UJDQL]DWLRQDO &XOWXUH

0DQDJLQJ &KDQJH

$FKLHYLQJ *RDOV
&RRUGLQDWHG 7HDPZRU|N
&EXOWXUDO 6WUHQJIJWK
TRWDO

54 :KDW ZHUH WKH IDFXOW\ PHPEHUV:- SHUFH



-RXUQDO RI (GXFDWLRQDO 3V\FKROR

FXOWXUH DV GHWHUPLQHG E\ WKH 2&%$4"
7KH AUVW UHVHDUFK TXHVWLRQ ZDV DGGWR VYV
VWDQGDUG GHYLDWLRQV WR GHWHUPLQH WKH
SHUFHLYHG E\ IDFXOW\ PHPEHUV -
5HVXOWV GLVSOD\HG LQ 7DEOH  VKRZ WKDV
SHUFHLYHG RUJDQL]DWLRQDO EFXOWXUDO IXQF\
FXOWXUDO VWUHQJWK 0 6' ZDV_WKI
IXQFWLRQ ,Q DGGLWLRQ WKH WRWDO RUJBQL]
ZDV PRGHUDWH EDVHG RQ WKH 2&%4 VWDQGDU(
6HH 7DEOH 2

7TDEOH
OHDQV DQG 6WDQGDUG '"HYLDWLRQV RI WKH
SHUFHSWLRQV RI 7KHLU ,QVWLWXWLRQ

&XOWXUDO )XQFWLRQOHDQ 6WG 'HYLDWLRQ

$FKLHYLQJ *RDOV

&RRUGLQDWLQJ 7THDPZRUN

0DQDJLQJ &KDQ|JH

&EXOWXUDO 6WUHQJIWK

7TRWDO

54 :KDW ZHUH WKH IDFXOW\ PHPEHUV.- SHUF
WUDQVIRUPDWLRQDO OHDGHUVKLS EHKDYLRUV

/R DQVZHU WKH VHFRQG UHVHDUFK TXHVWLR
WUDQVIRUPDWLRQDO OHDGHUVKLS EHKDYLRUYV
PHDQV DQG VWDQGDUG GHYLDWLRQV ZHUH FRP
LQ 7DEOH $V VKRZQ LQ WKH WDEOH LQVSLUI

SHUFHLYHG OHDGHUVKLS EHKDYLRU 0 6'
LQAXHQFH 0 6" DQG LQWHOOHFWXDO \
,QGLYLGXDO FRQVLGHUDWLRQ 0 6'

OHDGHUVKLS GLPHQVLRQ



(‘FK

1XPEHU

9ROXPH

7KH 5SHODWLRQVKLS EHWZHHQ /HDGHUVKLS RXWKDAPHK 3URI

7TDEOH
OHDQV ®WQ&IYLDWLRQV RI WKH )DFXOW\ OHPEHL
WKH 7TUDQVIRUPDWLRQDO /HDGHUVKLS 6W\

Mean Std. Deviation
Inspirational Motivation 2.84 81
Idealized Influence 2.79 .67
Intellectual Stimulation 2.64 81
Individual Consideration 2.42 .85
Total 2.67 .70

54 Is there any relationship between deans’ transformational leadership

behaviors and institutions’ culture?

The third research question stated “Is there any relationship between

transformational leadership behaviors and organizational culture?”

To answer this question, Pearson Product-Moment Correlation
coefficients (PPMC) were computed to examine the hypothesized
relationships among perceived leadership behaviors and organizational
culture. The results presented in Table 5 indicate significant correlations
between transformational leadership behaviors

culture.

DQG 2UJDQL]DWLRQDO &XOWXUH

7TDEOH
&RUUHODWLRQV EHWZHHQ 3HUFHLYHG 7UDQV

and organizational

. Intellectual | Idealized | Individual |Inspirational
Variable . . . . . Total
Stimulation | Influence | Consideration | Motivation
Managing Change 231 301* .246* 336%* .308%*
Achieving Goals 463%* A31%* 391%* 296%* A438%%*
Coordinating Teamwork 528%* A41%* A67** .320%* A489%*
Cultural Strength .110 .088 .005 -.020 .049
Total 46555 | A435%x | 385w 3155 | 444

*#* Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

In order to find out the most influential dimension of dean’s

THHI
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N4
transformational leadership behavior on faculty members’ perceptions é
of institution culture, stepwise regression was employed using all four
leadership dimensions as predictors. The results of these analyses are
presented in Table 6.

1XPEHU

7TDEOH
/[LQHDU 5HJUHVVLRQ RI 7UDQVIRUPDWLRQDO

DV SUHGLFWRUV RI ,QVWLWXWLRé & X
X

. Standardized .
Variables Co e%% c?énge(a) t R | R? |Adjusted R*|Overall F| P 8
Intellectual . ©
Stimulation 465 4.399" | 465 |.217 205 19.36 |.000
Idealized Influence .162 875
Individual
Consideration 016 088
Inspirational
Motivation 047 347
#p< 01

The results presented in Table 6 indicate that intellectual stimulation
a0 = 1936, p <
.0001 , and accounted for almost 21% of the variance in faculty members’
perceptions of their institution culture.

was the only significant predictor of institution culture, F

Examination of the standardized regression coefficients (a’s) showed
that intellectual stimulation was the single significant predictor of the
institution culture (a = .465; p < .01). The other predictors (i.e., idealized
influence, individual consideration, and inspirational motivation) were
not significant predictors of the institution culture and failed to add any
accounted variance in the regression equation.

RQ4: What organizational culture function was most affected by deans’
leadership behaviors?

The fourth research question sought to determine the most affected
organizational cultural function by overall dean’s transformational
leadership behaviors. Simple regression procedures were utilized to answer
this question. The results, presented in Table 7, revealed that coordinating
teamwork (a0 = .489, t = 4.693, p < .000), achieving goals (a0 = .438, t =
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4.080, p = .000), and managing change (a = .308, t = 2.713, p < .008)
were statistically significantly related to overall dean’s transformational
leadership behaviors.

Coordinating teamwork was the most affected organizational cultural
function, and almost 23% of the variance in this cultural function was
explained by overall dean’s transformational leadership behaviors
(Adjusted R?=.228).

Table 7
The Influence of the Overall Transformational Leadership Styles
on the Level of Organizational Culture Functions

Dependent Variable R | R? | Adjusted R? C(S);g(i?ergze?cil) t P

Coordinating Teamwork | .489 | .239 228 489 4.693 | .000
Achieving Goals 438 | .192 181 438 4.080 | .000
Managing Change .308 | .095 .082 .308 2.713 | .008
Cultural Strength .049 | .002 -012 .049 407 | .685

Note: independent variable: overall dean leadership behaviors

Discussion

The first research question sought to investigate the faculty members’
perceptions of their institution culture.

The findings of the present study showed that the perception of collective
institute culture (M = 77.35) was above the average based on the norms
of the Organizational Cultural Assessment Questionnaire (see Table 1).
According to Sashkin (1990), an organization that obtained a high combined
score might be considered to have an effective organizational culture.

Achieving goals was the most perceived organizational cultural function,
while cultural strength was the least perceived cultural function (see Table
3). Sashkin (1990) interpreted “achieving goals” as the extent to which
an organization is effective in achieving goals, the extent that there are
coherent and aligned goals, and the degree which shared values support
organizational improvement. Therefore, this result may indicate that
the colleges of physical education in Jordan represent “achieving goal-
oriented cultures”, and that faculty members have strong shared values for



Journal of Educational & Psychological Sciences

goal achievement, which is facilitated when an organization’s members
are in line or aligned with one another and with the overall goals of the
organization (Sashkin 1990).

The results of this study were similar to results found by Altahayneh
et al. (2006) and Song (2002), which found that the overall functions of
organizational culture were moderately practiced. Though, Altahayneh et
al., study found that cultural strength was the most organizational cultural
function practiced followed by achieving goals, and coordinated teamwork.
Managing change was the least perceived cultural function practiced by
the participants.

The second research question sought to investigate the faculty members’
perceptions of their deans’ transformational leadership behaviors. The
overall findings showed that transformational leadership behaviors were
moderately practiced in colleges of physical education. According to Bass
and Avolio (1997), transformational leadership occurs when followers are
encouraged to perform and achieve beyond expectations, or are encouraged
to transcend their immediate interests for the needs of the leader, needs to
the group, or for higher-order self-actualizing needs.

Of the four dimensions of transformational leadership, inspirational
motivation was found to be the most important leadership behavior. Bass
and Avolio (1994) emphasized that inspirational motivation plays a major
role in the development of the vision that establishes a framework in which
the organization can operate. Leaders who use this particular leadership
style in the context of higher education can be most effective in small
institutions where leaders can influence followers on a daily basis (Woods,
2004). Small colleges such as the ones examined in this study afford leaders
the opportunity to greatly motivate and stimulate followers.

In addition, inspirational motivation is the result of leaders’ ability to
provide followers with a clear sense of purpose that is energizing and
empowering (Bass & Avolio, 1994). The leader’s enthusiasm and optimism
is displayed in such a way that followers are inspired. Such behavior
creates a team spirit in which followers simultaneously develop a genuine
feeling of care for one another and a strong desire to act in the best interest
of the organization as a whole. Leaders communicate high expectations
to followers, inspiring them through motivation to become committed

Volume 9 Number 1 March 2008
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to and a part of the shared vision in the organization (Northouse, 2004).
Inspiration is capturing the hearts, minds, and souls of followers; hence,
leaders must be inspirational in order to lead effectively.

Results obtained in this study were consistent with previous research
conducted in western countries whichreported thatall of the transformational
leadership behaviors were more often allocated in intercollegiate sport
organizations (e.g., Doherty & Danylchuk, 1996; Kent & Chelladurai,
2001; Wallace & Weese, 1995). Furthermore, transformational leadership
was the dominant leadership profile of recreational organizations (Wallace
& Weese, 1995). The findings are however, different from those of Song
(2002) who found that transactional leadership behaviors were dominant
among coaches of sports teams in South Korea.

The third research question sought to investigate the relationship between
transformational leadership and organizational culture. The resulting
correlations (see Table 5) were found to be significant. All transformational
leadership factors were found to be significantly correlated with all
organizational culture functions except the cultural strength.

In addition to the correlational findings, the regression analyses
demonstrated unique contributions of transformational leadership
behaviors to the accounted variance in institution cultures. Specifically,
perceived leadership behavior of intellectual stimulation was found to be
the most important contributor to the institution culture. It accounted for
almost 21% of the variance in institution culture.

As indicated by the results, transformational leadership behaviors had
more influence on the institution culture. This suggests that transformational
leadership behaviors such as intellectual stimulation and inspirational
motivation are important variables for building a strong institution
culture.

The results of this study were similar to other studies examining the
relationship among leadership and organizational culture (e.g., Hsu, 2002;
Lim & Cromartie, 2001; Scott, 1999; Song, 2002; Sueki, 1998). In these
studies leadership was found to have direct impact on organizational culture
and organizational effectiveness. However, the results of this study were
somewhat at odds with the findings from Song (2002) research on Korean
sport teams. Song found that transactional behaviors had more influence
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on team culture than transformational leadership behaviors. This suggests
that the transactional leadership behaviors, such as contingent rewards are
important variables for building a strong team culture.

The fourth research questions sought to identify the most affected
organizational culture function by leadership behavior.

The results revealed that coordinating teamwork, achieving goals,
and managing change were statistically significantly related to overall
dean’s transformational leadership behaviors. Coordinating teamwork
was the most affected organizational cultural function, and almost 23%
of this cultural function was explained by overall dean’s transformational
leadership behaviors (see Table 7).

Scott (1999) suggested that the most desirable athletic organization
cultures are likely influenced by leaders who exhibit high transformational
leadership. Wallace and Weese (1995, p. 188) argued that ‘“high
transformational leaders were found to lead organizations that engage
in the culture-building activity of attaining goals to significantly greater
degree than the organizations led by low transformational leaders”.

Based on this finding, it would appear that the more transformational the
leadership, the more positive the culture will be. The results of this study
tend to indicate that if the faculty members perceive the deans as more
transformational, they tend to rate their institution culture higher.

Recommendations for Future Research

Based on the literature review and the results of this study several
recommendations could be made for future research.
1- Future research should investigate the influence of leadership behaviors
on organizational culture across different setting. For example, sport
federations and professional and amateur sports teams can be looked
upon as models to examine effects of leadership behaviors on the larger
organization; cross cultural studies need to be included.
2- Future research should be conducted utilizing different instruments. Bass
and Avolio MLQ have defined leadership behaviors into transformational
and transactional paradigms. However, there are numerous ways of viewing
leadership behaviors. Also Sashkin’s OCAQ has defined organizational
culture into five functions, but there are other ways of viewing culture.
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In this regard, “the competing values framework™ by Quinn and Speritzer
(1991) is highly recommended to qualitatively assess the organizational
culture of physical education colleges and sport organizations.

3- The bulk of the studies regarding transformational leadership and
organizational culture, including this study, have been quantitative in
nature, and have employed a survey methodology to collect the data.
While the findings of this study have contributed to the body of knowledge
regarding leadership, a detailed qualitative study, with an emphasis on
cause and effect, might provide a deeper understanding of the variables in
this study.

4- Future research should take into consideration individual difference
factors that could affect both perceived leadership behaviors and institution
culture. Individual difference factors such as age, gender, education,
and experience could also determine how leadership behaviors affect
organizational culture.
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