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COMPARATIVE AND NARRATIVE ANALYSIS OF 

EXECUTIVE LEADERSHIP AT UNIVERSITY LEVEL  
Abstract 

This study aimed at investigating the comparative and narrative analysis of executive 

leadership of Khyber Pakhtunkhwa regarding twelve dimensions, observation by co-

workers, their interview and document analysis at university level. The objectives of the 

study were to explore the Vice Chancellors’ competence through self-assessed Executive 

Leadership Inventory, to compare the self-reported competence of Vice Chancellors with 

those of observed by their colleagues. To compare the old established and newly 

established universities' Vice Chancellors’ competence, male and female Vice 

Chancellors' competence and central and southern universities Vice Chancellors' 

competence and to analyse narration of the successive and challenging stories through 

interview, official correspondence, autobiography, newsletters, etc.  The quantitative 

part was guided by five hypotheses with respect to their objectives and qualitative part 

was guided by four research questions according to their themes coded. Concurrent 

triangulation Mixed method design was followed. Population of the study comprised all 

Vice Chancellors of Khyber Pakhtunkhwa and their colleagues. Seven Vice Chancellors 

were taken as sample of the study to fill inventory and Interview. Five colleagues of each 

Vice Chancellor were taken for observation to fill observation sheet. Concurrent Mixed 

Method Sampling technique was used to collect data from seven Vice Chancellors. Self-

assessed Inventory for executive Leadership was adapted for the study designed by Dr. 

Manfred Kats de Vries having twelve dimensions. Observation sheet consisted of 100 

items and an interview of 30 items, divided into four main themes: Vision, responsibility, 

team building and achievements. The quantitative data were entered in SPSS-24 and 

Friedman test and paired sample t-test were applied to analyse the data. There was 

significant difference among the self-assessed competence of executive leadership at 

university level. There is no significant difference in the self-assessed competence of four 

executive leaders out of seven with the observed views by their co-workers at university 

level. There was significant difference in old and newly established university VCs, 

central and southern university VCs and male and female VCs at university level. There 

were difference in their narrative views as well. It is recommended that vision plays 

important role to lead a university, it should be transmitted across the broad uniformly 

to implement accordingly. Executive leader should have research background and 

university experience at different cadres. Proper survey should be conducted to open a 



 

 

xiv 

new university in any area and offer subjects according to the need of the area. Political 

influence may help to bring funds for university progress and enhancing the quality of 

the research. Frequent meeting regarding work with co-workers should help to 

communicate ideas, gain trust and cohesion among the co-workers and leader. 

Motivation in the form of praise or prize plays should be adopted. Ownership should be 

given to achieve the targets give better results but leader should facilitate them to 

accomplish the task. Collaborative team-work, exchange programs, MOUs for research, 

conferences, seminars etc. bring enhancement in skills, creativity, innovation and it 

broadens the horizon of thinking. Funds should be brought to university for research 

from foreign donors and carrying out projects plays key role to move forward the 

university in a positive direction to create opportunity for students to work as an internee 

and get scholarships to become better learner as output. Further researches can be 

conducted in another situation to compare the results of this study and to find results in 

different context. 
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Chapter 1: INTRODUCTION 

Introduction of the thesis provide a framework about the study. This chapter 

includes background of the study, statement of the problem, objectives, hypotheses, 

research questions, significance of the study, delimitation, and limitation of the study 

and definition of the key terms. 

Effective Leadership plays important role in the activities and success of an 

organization. Leadership is basically transformation of potential into realism. The role 

of a leader is to challenge the status quo to bring change when old proposal loses its 

effectiveness. Leadership is a main process to change the minds of people and run 

organizations to accomplish goals already defined.  

Leadership is considered as both a science and an art. There are approximately 

8,000 –cited on Leadership which reflects the scope of science of leadership (Bass & 

Stogdill, 1990). But these researches are not sufficient and necessary for being a good 

leader. There are 350 definitions of leadership with no clear distinguish understanding 

develop between leader and non-leader. (Hughes, 2013)  

Leadership is a process of influencing followers and built relationship to bring 

real changes and result reflects the shared desires. Influence is something magnetic or 

persuasion which affects or compels the people to accomplish certain shared goals, the 

relationship among people is not passive; it is multidirectional and non-coercive.  

 

  

 

      LEADER 

 

 

 

Figure 1:  What Leadership involves 
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Source: Daft, R. L. (2014), Leadership, Fifth Edition, Cengage Learning India 

Private Limited, Delhi, India. 

Day & Lord (1988) worked on executive leadership and organizational 

performance and new theory and methodology was suggested and also worked on 

assessing the effectiveness of executive leadership. Zaccaro (2001) worked on the 

Executive leadership, nature of executive leadership, a conceptual and empirical 

analysis, an integral model, conceptual complexity theories of executive leadership and 

strategic decision-making models of executive leadership, visionary and inspirational 

models of executive leadership.  

“Using narratives to develop standards for leaders: Applying an innovative 

approach in Western Australia” was conducted by Wildy & Pepper (2008) of Murdoch 

University. Narrative accounts of leader performance can be rated and arrayed on scales 

sowing variation in performance of these personal attributes: fair, decisive, supportive, 

collaborative, flexible, tactful, innovative and persistent. 

Ebersole, J (2012) wrote an article on “Transition Experiences of Executive 

women and Implications for Coaching.” This study investigates the transition 

experiences of executive women who have opted out. 

One such study related to narrative studies on leadership has been conducted by 

French, D. M. (2014) of Vermont University entitled “Voices of Leadership: A 

Narrative study of four Vermont Superintendents and their experience with policy 

governance.” In-depth Interview were analyzed using three themes of responsibility, 

trust and vision. 

“Leadership journeys of Asian women in US higher education: A narrative 

research study exploring leadership development experiences through critical 

reflection” by Reeves, M. (2015) of Northeastern University. This study focused 

leadership development journeys of Asian women candidates using interview in order 

to get them prepared for their better career to progress and to improve their leadership 

development construct, training formats, development programs and selection 

processes.  

Antley (2015) of Clemson University worked as “Invisible Women? Narratives 

of Black women leaders in Southeastern two year colleges”. Women shared their deeply 
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personal stories of their lives about need of more mentoring in developing fully their 

leadership potential increasing diversity, recognition of the dynamics of race, their 

professional roles and their perceptions of others and of themselves. 

“Narrative Leadership: storying leaders in the executive businesses school 

classroom” by Trester, A. M. (2015) of Frame work Institute has worked and explored 

through concept “discursive othering”, narrative at several levels: world of the story, 

interactional level and inter-textual level. 

This study is concerned with the narrative story of the Vice Chancellor using 

Inventory have twelve dimensions of visioning, empowering, energizing, designing & 

aligning, rewarding ad feedback, team building, outside orientation, global mindset, 

tenacity, emotional intelligence, life balance and resilience to stress. Observation sheet,  

Interview and document analysis will be done to assess the competence of Vice 

Chancellors, comparing the abilities of VCs with respect to male and female, leaders of 

established and newly established universities and leaders of northern and southern 

universities and also analyze their successive and challenging stories. 

1.1 Background of the Study 

Leadership studies are a multidisciplinary field of study especially in higher 

education. A very few researches has been conducted in the field of executive 

leadership. Day and Lord (1988) noted, “The topic of executive leadership …. Has not 

been a major concern of leadership researchers or theorists. Their focus has been 

primarily lower-level leadership”. 

Zaccaro (2001) suggested only about 5% of the general leadership literature 

focused on executive leadership. There is lack of theories and models of upper level 

leadership. 

Narrative analysis is a short story elicited during an interview or naturally 

occurring conversation, share one’s biography, and focus on events, everyday 

experiences. 

Researcher can collect data for narrative analysis through video, interview and 

participant observation. After 1960’s the narrative work was started on life histories 

describing the personal experiences of poverty, inequality, sexism and many other 

social and cultural experiences (Chase, 2005). 
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There were a few narrative researches on their development journey, their 

voices, their interactive stories, hurdles being of different race and their narration about 

performance of leaders at different cadres. But no such research was conducted on 

comparative and narrative analysis of executive leadership on these four themes and 

twelve dimensions in Pakistan.  

This study is focused on the narrative analysis of executive leadership at 

university level. Vice Chancellor is upper level leadership in a given university after 

the Chancellor who makes decisions of multiple nature and have powers to exercise or 

re-delegate to sub-ordinate officers for smooth functioning of the university. 

This study aims at assessing the competence of Vice Chancellors of KP Public 

Sector Universities through Inventory, participant observation, interview and document 

analysis. 

1.2   Statement of the Problem 

This study analyzes to compare the self-assessed competence of the Vice-

Chancellors of KP Universities through inventory consisted of twelve dimensions, with 

observation by their respective coworkers and colleagues through filling observation 

sheet. The narratives were collected regarding their success and challenges using 

interview based on four themes and document analysis.  

In previous study regarding managing quality of higher education revealed that 

leaders in Punjab Province were facing diversified problems, financial constraints and 

political pressures especially in Public Sector. 

While in study on female educational leaders in KP facing challenges posed by 

family, organizational structure, gender, resources, politics and terrorism which limited 

the effectiveness of the managers. 

So this study not only compared the significant differences regarding the various 

dimensions of executive leadership of KP universities but also elicited the narrative 

stories during practicing leadership and their co-workers views regarding them. 

1.3 Objectives of the Study 

 The objectives of the study were as follows: 
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1. To explore and compare the Vice Chancellors’ competence through self-

assessed Executive Leadership Inventory of KP Universities. 

2. To compare the self-reported competence of Vice Chancellors with the 

observation by their respective colleagues of KP VC of Universities. 

3. To compare the competence of established universities' Vice Chancellors with 

new ones of KP Universities. 

4. To compare the Vice Chancellors’ competence of central and southern 

universities' of KP Universities.  

5. To compare the Male and Female Vice Chancellors’ competence of KP 

Universities. 

6. To analyze narration of the successive and challenging stories through 

interview, official correspondence, autobiography, newsletters, etc. 

7. To give recommendations for further studies for improvement in Leadership at 

university level. 

1.4 Research Hypotheses 

The quantitative study was guided by the following null hypotheses: 

H01 There is no significant difference among the self-assessed Vice Chancellors’ 

competence regarding executive leadership at University level. 

H02 There is no significant difference in the self-assessment and colleagues’ 

observation about VCs’ leadership competence of KP Universities. 

H03 There is no significant comparison between the established and newly 

established universities' VCs’ leadership competence at University level. 

H04 There is no significant difference between the central and southern universities' 

VCs’ leadership competence at University level. 

H05 There is no significant comparison between the male and female VCs’ leadership 

 competence at University level. 
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1.5    Research Questions 

While for qualitative study, following research questions were developed. 

RQ1 Is there any difference in the Vision of Executive Leaders of KP Universities? 

RQ2 Is there any difference among the views of executive leaders fulfill their 

responsibilities at university level? 

RQ3 Is there any difference among strategies adopted to build a team by executive 

leaders at university level? 

RQ4  Is there any difference among achievements of executive leaders at university 

level? 

1.6 Significance of the Study 

This study might be helpful because its findings and conclusions determine: 

 The executive leader at university level to be able to self-assess his competence 

in twelve dimensions. The dimensions of executive leadership would be 

remained in his mind for further improvement. 

 The colleagues and co-workers as well as researcher who observed and rated 

his performance as executive leader were got to know the concept. 

 Narratives/ short story or everyday experiences and biography can be elicited 

through interview which was role model or inspiration for others and there were 

different stories of each person. 

 The performance of the executive leaders was determined, differentiated and 

distinguished through document analysis as well. 

 Narrative analysis was new concept emerged in 1990s, and it is still developing. 

So this study has originality and novelty. 

 Qualitative and quantitative study was conducted to get comprehensive results 

of the study. 

 Qualitative data was analyzed to have thematic analysis and coding of the data. 
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 Able to know the characteristics of the executive leader. 

 Knowledge related to the models and theories of the executive leadership could 

be studied. 

 Explore the factors leading to improve executive leadership at university level.   

 Guide  the  educational  planners  and  authorities  for  improving  the leadership 

style for existing  learning  system. 

 Guide the management and Vice Chancellors to improve existing systems 

implemented at higher level. 

 Pave the way for further research.   

1.7 Delimitation of the Study 

Due to time constraint, researcher could only interview seven Vice Chancellors 

of KP Public sector universities, who gave consent for interview and filled self-assessed 

inventory. 

1. VCP. 

2. VCB. 

3. VCI. 

4. VCE. 

5. VCK. 

6. VCG. 

7. VCW. 

This study is delimited to only twelve selected dimensions of executive 

leadership at university level. 

1.8 Limitation of the Study 

This study is limited to only seven Vice-Chancellors out of fifteen Vice 

Chancellors of KP universities and only one female VC out of two female Vice 

Chancellors responded and gave consent to take interview from them. Due to small 

sample size, results could not be generalized on large population. 
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1.9 Definition of Key Terms 

  Narrative Analysis  

It is collection of stories, in the form of field texts, such as stories, 

autobiography, journals, letters, conversations, interviews, family stories, photos, 

audios, videos (and other artifacts), and life experience. 

  Executive Leadership  

It is basically a person or group appointed and the responsibility is given to 

manage the affairs of an organization and the authority to make decisions within 

specified boundaries or a person or group responsible for the administration of a project, 

activity, or business.   

  Inventory  

It is an instrument or research tool in the form of list of traits, preferences, 

attitudes, interests or abilities, used to evaluate personal characteristics or skills. 

Vice Chancellor  

"Vice chancellor is the chief executive of the university". 

 

 

 

 

 

 

 

 

http://www.businessdictionary.com/definition/person.html
http://www.businessdictionary.com/definition/group.html
http://www.businessdictionary.com/definition/responsibility.html
http://www.businessdictionary.com/definition/manage.html
http://www.businessdictionary.com/definition/manage.html
http://www.businessdictionary.com/definition/organization.html
http://www.businessdictionary.com/definition/authority.html
http://www.businessdictionary.com/definition/decision.html
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Chapter 2: REVIEW OF RELATED LITERATURE 

Review of related literature laid a foundation for a research. Therefore the 

related literature in detail including the concept of Executive leadership, with its 

historical background, theories and model of executive leadership, its benefits, 

expectations, characteristics, principles of Executive leadership, its twelve dimensions, 

women as educational leaders, dark side of leadership, narrative analysis and with 

special reference to the role of Vice Chancellors at university level are the topics in 

reviewing the related literature. 

 

2.1       Concept of Executive Leadership 

 

 

 

 

 

 

 

 

Social,                                        EXECUTIVE                            Dispositional                                 

Behavioral                                LEADERSHIP                           Orientation 

Flexibility Toward                                                                         

Social Intelligence, Flexibility 

Social Relational Skills                                       Openness, Curiosity, 

                                                                               Self-Discipline 

 

 

Figure 2.The components of executive flexibility. 

 

Barnard (1938) claimed that when individuals agreed to coordinate their 

activities to achieve a universal goal then organizations emerged. There are two major 

elements provided in the description of executive leadership by Barnard (1938) that is 

Flexible 

Integrative 

Complexity 
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coordination and maintenance of the organization as a whole. While Katz and Kahn 

(1978) approved the idea of Barnard that to maintain and enhance the internal and 

interpersonal dynamics of an organization is the major role of senior leadership, they  

 also argued that, “leadership emerges as individuals take charge of relating a unit or 

subsystem to the external structure or environment”. That is, leaders are tasked with the 

responsibility of maintaining and managing organizational boundaries, and particularly 

the organization’s external dynamic and interactions (Gilmore, 1982). 

 Executive Leader can be referred as top level organizational leadership. It can be 

defined as,  

“That set of activities directed toward the development and 

management of the organization as a whole, including all of its 

subcomponents, to reflect long-range policies and purposes that 

have emerged from the executive leader’s interactions within and 

interpretations of the organization’s external environment.” 

There are four major conceptual perspectives of executive leadership in the 

literature: "conceptual complexity, behavioural complexity, strategic decision making 

and visionary or inspirational leadership." 

2.2    Historical Background of Executive Leadership 

In the mid of the 20th century,  new demands  for better social and economic 

changes emerged that resulted in the form of power of executive leaders were asked as 

their situation demanded to supply novelty and integration. (Milton, 1944) 

Executive regimes become the arm of government which was the organizing 

center of the political system itself. Charles de Gaulle’s executive rule was the first 

transformation of a parliamentary regime in France. (Seligman, 1955) 
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Charles de Gaulle, France 1st President from French General defined his role 

of executive leader as, “French’s guide and head of the Republican State” after World 

War II. 

In West Germany, Konrad Adenauer’s stabilized the politics with his shrewd 

balance. While in Great Britain, cabinet government was transformed into prime-

ministerial government. In the United States, the fulcrum of politics were the president 

and the presidential corps. 

Even in many new nations, executive leaders was considered as dynamic and 

broad political power. Mass loyalty to the leader was observed with new dimension to 

development, new national values due to personality and societies were energized by 

executive leaders. (Stoke, 1941) 

As there were many traditional primary-group, identifications—community, 

church, family, etc in 20th-century, there was social thought that leadership as 

substitute, was considered as a solution to the problems of both unnecessary and 

insufficient political power. With strong political leaders, the conflict arises can be 

resolved, avoided and overcome by the breakdown of traditional norm groups. Decisive 

national purpose can be furnished by only strong executive leadership, just as the 

presidency of de Gaulle in France or other powers of other democratic chief 

executives—the American president, the British prime minister, and the German 

chancellor. (Herring, 1940) 
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This integrated function of executive leadership consists of two roles: One is of 

national hero— representative of the “general will” or “higher interest” of the nation. 

De Gaulle and Rousseau’s legislator are the examples. The second role of executive 

leader is as political broker or skillful synthesizer, e.g.  Franklin D. Roosevelt, that is, 

the expert manager of interests and builder of coalitions. Every executive leader should 

have both the roles. 

2.2.1 Legitimations of Executive Behavior 

The executive leadership has to play multiple role, involved in organizational, 

and institutional situation. There is diverse legitimations for support for such complex 

role.  Generally, if there is democratic chief executive then, legitimation is based on the 

central values of his social system, both nonpolitical and political; by the manner in 

which he is recruited; by his competence, educational background, and his experience 

and by his decision-making performance (Longaker, 1956). 

2.2.2 Recruitment 

The recruitment manner of executive leaders and their election provides an 

important base of their legitimation. Acceptance of party elites and the general public 

is the first step towards their nomination and election in general. There is a proper 

recruitment method and a skill test as mandatory. Most of the American presidents have 

been chosen from the stratum of governors of the prominent states and they were 

usually middle-class professionals. While the post of British prime minister has been 

open to those having certain social status, educational background, and parliamentary 

and cabinet career. The central values of the system are confirmed by the path of 

political mobility. (Neustadt, 1955) 

In the United States, there is a democratic viewpoint, it was expected that a 

president should rise from humble origins. He gets success not because of family status 

but by achievement and competence. For presidential appointments to staff and cabinet, 

the same philosophy influences. 

Recruitment patterns are disrupted, during periods of crisis or deadlock. As was 

the case with de Gaulle in France, then chief executives were appointed from outside 

conventional channels and without the usual political experience. Variation from 
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traditional patterns are legitimated by crisis needs and have themselves become a 

“tradition.” 

2.2.3 Symbolic and Effective Representation 

The chief executive must represent the large population of people and its 

various component sector. There are several ways of appointment. The first one method 

is from various groups to his cabinet and to leading offices, the spokesmen are 

appointed. Another method is through an executive staff, accessible to various interests 

to give group representation (Seligman, 1956). 

Another facet of representation of executive leader called “apparent” 

representation. There can be many forms of symbolic acknowledgment conferred by 

the executive leader leading various groups in the population. As in England, prime 

minister sends messages to conventions and president of the United States greets group 

delegations of many kinds, which confers status and symbolic recognition. 

Both apparent and valuable representation by the executive leader is important, 

because there are general outlook of access and status. The chief executive’s audience 

and clients must be (at least in a symbolic way) all the consensual groups in the system. 

(Turner, 1951) 

2.2.4 Decision Making 

Finally, the decision-making performance of the executive leader will be the 

base of recruitment. Their decision making skill and effective influence is tested by 

“sacred” authority by his capacity to carry out certain policies. The effectiveness of 

leadership is judged on joining together political influence to give better respond to 

functional demands of the system. In recent years, the decision-making aspect of 

executive leadership was given greatest analytical attention for legitimation. (Acheson, 

1956) 

2.2.5 Dilemmas of Legitimation 

The performance level of chief executives are checked when they are 

confronting with the contradictory pressures at the peak. When severe tensions increase 

between numerous levels of legitimation, crises of legitimation occur. There can be 

many issues like the secularizing separation between politics and religion, over 
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moralization of politics makes political tasks fragile. The public demands from a public 

office is to carry the burden of too much expectations of integrity and commendable 

conduct and also anticipated to behave appropriately. (Longaker, 1956) 

Another problem that chief executives are confronting with gap between the 

privileged class and the general public. The social and political distance between the 

privileged class and the public must be bridged by their special knowledge and the need 

for receptiveness by the public. The executives have different roles to play at different 

stages of the policy-making process (Hobbs, 1954). 

 They have to formulate policies;  

  they determine for those that are acceptable; and 

  They implement the accepted ones. 

Conflict between the expectations of the condition or position and the political 

capabilities to fulfill it, is another dilemma to be faced by executive leader. Expectations 

of executive action is abridged and overstated by general public. The area dealing by 

modern executive is limited by law, administrative organization, group resistances, and 

the difference of opinion from fulfilling their expectations. Status and power are two 

different entities, and the cause of many chief executives failure is due to their power 

is not appropriate with their status (Kaufman, 1956). 

To resolve the above dilemmas of legitimation, members of the executive elite 

created which work as “buffers” and “catalysts,” expert bargainers whose permissive, 

unofficial conduct, is screened off from usual inquiry.  

Dilemmas are also resolved to control public expectations by direct 

communication with the public with the help of skillful use of the press, radio, and 

television by chief executives. 

2.2.6 Research on Executive Behavior 

Some twenty years ago, it was revealed that executive behavior is totally 

different from its organizational instructions and recommendations. The rigid 

compartmentalization of government action implied in the division of powers was 

actually doesn't exist in fact. Charles Montesquieu and John Locke developed the 

theories regarding government based on democracy. According to Locke, life, liberty 
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and property are the natural rights of each individual. Government needs to promote 

the "public good", protect the property and encourage commerce. Both were in favor 

of representative government like the English Parliament, consists of men of property 

and business. Prime minister would be the executive and courts will work for legislation 

under its authority.  

Montesquieu said that the main purpose of government is to maintain law and 

order, political liberty and the property of the individual (Seligman, 1955). 

“Politics” and “administration", two categories are not found sufficient to 

describe the phenomena of decision making. Apart from administration and politics, 

there is a continuous stream of action to solve the management problems and achieve 

the targets in a large-scale organization. It is a continuous, time consuming and dynamic 

process.  

In 50s of the last century, new concepts and models were presented regarding 

decision making in executive behavior. Herbert Simon's work was published in 1948. 

He divided the concept of decision making into two parts - one is decision and other is 

the process of action. R. Dahl (1957) defined decision making as rational and scientific 

method. Snyder (1954) says, "Decision is a dynamic force of action. Communication 

and information network is closely associated with the decision making."  

There are several models on decision making. According to Rational Actor 

Model, the basic idea is derived from utilitarianism. The main concept is based on 

rational man who takes all sorts of decision on the basis of rationality and utility. A 

decision should be goal or benefit oriented. In Incremental Model, information must be 

correct and impartial for a perfect and bold decision. Past experience is the best guide 

to refrain him to take risk for change. Bureaucratic Organization Model presented by 

Graham Allison in 1971 in the background of Cuban Missile crisis in 1962. Bureaucrats 

have their own outlook, values and assessment about incidents to formulate policies. 

Belief System Model, in decision making, priority is given to ideology or belief, e.g. 

basic principles of communism, issue of the nationalization of Suez Canal. (Litwak, 

1961) 

Another approach to analyzing executive behavior was the work of Richard 

Neustadt and Don Price. R. E. Neustadt wrote the most influential books on political 
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leadership. Presidential Power achieved most fame and won awards. Book was about 

basic difference between power and powers. According to Neustadt, power is individual 

persuade or personal influence. Powers are the authority given by the Constitution, 

Congress or custom to the President. In practice, there is no effective wielding of power, 

there is "separation of institutions sharing powers". Neustadt and Don K. Price worked 

together in Kennedy School of Government at Harvard where they trained the people 

to work in the world, not people to work as academic scholars. Don K. Price was in 

favor of US - style presidential system. Due to lack of scientific rigor, he was against 

old institutionalism (Milton, 1944). 

2.2.7 Situational Analysis 

Executive behavior can be analyzed in different problematic situation. 

Topology of situation is derived from American governmental experience, so as 

executive leader has to play different roles according to the situational problem, they 

are confronting with. (Koenig, 1944) Decisions of executives influenced by different 

situational mentioned:  

(1) Crisis situations;  

(2) Programmatic situations;  

(3) Anticipatory situations.  

Crisis Situations  

In crisis conditions, public is more aware of the situation, executive tact is 

greatest than legislative and interest-group involvement. 

Crisis situations, after World War II, this situation became more frequent with 

categorization i.e. crisis of bargaining, legitimacy and norms.  

The executive needs to acquire complete control over the situation and direct 

appropriate actions. The public is little informed but anxiously watchful while there is 

passive role of legislative bodies and interest groups. In short, crisis situation gives the 

Broadest Authority to the Executive and Bring Structural Change in the System. 
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Programmatic Situations  

It demands long-range and broad-term policies. Strategic determinations is 

involved till ends and to get means. A moderate degree of legislative and bureaucratic 

involvement is at moderate degree and role of executive judgment is also limited. e.g. 

The Marshall Plan of the United States and the European Defense Community decisions 

by European government. 

Anticipatory situations.  

Executive role is limited. It is usually the result of previous crisis. e.g. in 1930s 

depression, federal work agenda was started to create employment at certain level. 

2.2.8 Problems of Executive Behavior 

There are a few problems of executive behavior with structural features of 

system: 

 Insufficient recognition of sub-groups within the executive. 

 As there is hierarchy of bureaucracy, so executive face "horizontal bargaining". 

 The integrated and innovative role of executive leadership depends upon the co-

workers as well. He defines his broader perspective and welfare goals to the 

relevant section bureaucrats. 

 There are various sub-groups in politics and the executive role is to find some 

synthesis among variations. Executive decision making depends upon the 

analysis of several situational patterns (Longaker, 1956). 

2.3 How is Executive Leader different? 

According to Hiller (2014), task and requirements of executive leadership are 

different in five ways. 

1. Executive Leader sets the overall strategy and planning of organization for long 

term. 



18 

 

2. Executive leader participate and engage inside and with external environment 

including shareholders, analysts, board members, industry groups, politicians, 

etc. 

3. Executive leader creates organizational system and structures for performance 

evaluation and reward process. 

4. Executive leader monitors the employees and do hiring. 

5. Executive leader conveys meaning and help employees and other stakeholders 

understand principles and ideas about the organizations values. (Porter and 

Nohria, 2010) 

2.4 Theories of Executive Leadership 

2.4.1 Stratified Systems Theory 

An essential premise of Stratified Systems Theory is that leadership 

performance requirements can be differentiated by organizational levels. Jacobs and 

Jaques (1990) defined, “Leadership is a process of giving purpose (meaningful 

direction) to collective effort, and causing willing effort to be expanded to achieve 

purpose.” 

 

Source: https://www.slideshare.net/AllanGrayOrbis/allan-gray-orbis-

foundation-circle-of-excellence-principals-conference-fellows-selection-presentation 



19 

 

The main role of the executive leadership is to provide purpose to collective, 

organized action. It is basically the setting up the direction for the organization as a 

whole. Barnard (1938) defined executive leadership as responsible for providing 

organizational direction. 

According to Jacobs and Jacques’s definition, an essential component of the 

leadership course of action is recruitment and organization of collective effort. 

Activities such as task specification, performance monitoring, give meaning to goals 

and plans made at higher levels, and compelling the lower management to carry out the 

set goals and plans are lower levels of organization.  While the top of the organization, 

generate the resources within and from other donor organizations, and empower the 

organization as a whole (Bass, 1985). This focus is congruent with Barnard’s (1938) 

theme of executive leadership involving organization-wide coordination and 

maintenance. 

There are several important elements which makes conceptual framework of 

leadership. These are:- 

 Decision Discretion: Leadership occurs when position incumbents are capable 

of making choices about decision alternates and to solve problems. Leadership 

processes includes problem specification, the description of alternatives, and 

then evaluate and select the most appropriate ones. Its basic function is cognitive 

and problem solving process. 

 Direction setting efforts: Energy, information and matter are the external 

environment of resources and there must be uniformity between the acquisition 

and utilization of resources. Long term planning and more productivity is 

required at the executive level. 

 Frame of reference: It is also called casual map or theoretical representation. 

According to the KPK University Act 2012,  

2.4.1.1 Officers of the University  

The officers of the University are as follows, namely: 

(a) Chancellor; 
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(b) Pro-Chancellor; 

(c)      Vice-Chancellor; 

(d)      Pro- Vice-Chancellor; 

(e)      Deans; 

(f)      Directors; 

(g)      Chairpersons; 

(h)      Registrar; 

(i) Treasurer; 

(j) Controller of Examinations; 

(k) Provost; 

(l) Principals of affiliated colleges; 

(m) Librarian; and 

(n) Persons as officers of the University. 

Vice-Chancellor 

(1)  Vice-Chancellor of the University who shall be 

 an prominent academician,  

 an eminent administrator or  

 A former public office-holder (terms and conditions as may be prescribed). 

(2) The Vice-Chancellor shall be the "chief executive officer" of the University 

responsible for all administrative and academic functions and administrative 

control over the Officers, Teachers and other employees of the University. 

(3) The Vice-Chancellor can call emergency and the Emergency Committee for 

further action. 
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(4) The Vice-Chancellor shall, if present, be entitled to attend any meeting of any 

Authority or body of the University. 

2.4.2 Interactive Complexity Theory 

30 years ago, this theory was presented but applied over past 10 years and are 

referred to Streufert and Streufert (1978) and Streufert and Swezey (1986) for extended 

treatments.  

Interactive Complexity Theory is mainly concerned with the composition, 

rather than the subject matter and information processing by organizational managers. 

This theory proposes, “Optimal functioning of individuals is viewed as an interactive 

effect of two variables, one concerned with individual differences and the other with 

environmental conditions” (Streufert & Swezey, 1986). 

This theory has no concern with differences in environmental complication 

across organizational levels and its systematic taxonomy. This refers to the quantity of 

information flows and exchanges within the organization and its segments. At executive 

level, there is more flow of information from different sources, so it is necessary that 

information must be distinguished and incorporated at lower organizational levels of 

managers. The upper level managers are responsible for distinguishing and 

incorporating the needs, demands, and environments of various segments of the 

organization. Lower level organizers can generally execute successfully the order of 

upper level through their sub-ordinates and their multiple dimensional task which are 

executed by executive through different components of organization. 

Although there is complexity in organizational levels but there is two main goals 

of an organization: maximum output of product and staff development. At the executive 

level, multiple goals, may be profits, investments, organizational transformation and 

ranking of the organization among other institutes. Further, there are some short-term 

as well as long term goals of the organization. 

A final element of organizational complexity is the degree of variability and 

instability which is characterized by the external situation. 

In interactive complexity theory, the major characteristics of a leader is 

dimension, there may be income, earnings and output.  Discrimination is the second 
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component and may be called as process of sub-dividing. Differentiation and 

integration are the other component of information processing. Differentiation is further 

sub-division to subsystem and integration is the joint outcome. 

An executive have the capacity to deal with and analyze the situation and 

relationship. It is highly cognitive complexity, open to information, highly flexibility, 

socially influential, problem solver, strategic planner, creative, innovator and have good 

communication skills are the generally called good leader. 

2.4.3 Strategic Decision-making Models of Executive Leadership 

The focus of Hambrick’s (1989) strategic decision-making models of executive 

leadership was top executives, not to find differences among executives of different 

organization. Strategic planning is the responsibility of top executive while lower level 

leaders to implement the plans recognized at higher level. 

  

 

 

 

 

 

 

 

 

This research model shows strategic decision making and characteristics of 

executive leader, both are interlinked and it is associated with adaptation of 

organization and highest return to the environment.  

 

 

 

 

 

 

 

 

 

 

Figure 3. Strategic decision-making and executive leadership: A research 

model.                  
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2.4.4 Strategic Decisions: Role of Chief Executive 

 Provide strategic leadership to the organization 

 Strategic decision making is generally reserved for the top executive and 

members of his or her top management team. 

 The CEO is the individual ultimately responsible for the organization’s strategic 

management but s/he rarely acts alone. 

 There would be effective strategic planning in an organization in which 

executive does not give firm support. 

The following postulates regarding the nature and influence of executive 

strategic decision making: 

1. Executive decision making and actions will have an incremental influence on 

organizational adaptation. 

2. More effective organizational strategies is related with interpretation of 

organizational climate and check on executive. 

3. The organizational performance is directly related with quality of planning by 

executives. 

4. The organizational performance also depends upon the implementation of 

quality strategic planning by executive action. 

5. Overall organizational performance depends upon the variable like age, 

education, and socio-economic foundation, and financial status, team 

demography beside the situational analysis, interpretation of information, 

formation and implementation of strategy by executives. 

6. Overall organizational performance also related with cognitive abilities of 

executives. 

7. Overall organizational performance will be related with the functional expertise 

and executive knowledge. 
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8. Overall organizational performance depends upon the need for achievement and 

executive self-efficacy. 

9. Overall organizational performance also related with locus of control, risk 

inclination and flexibility.  

2.4.5 Constructive Development Theory 

The Constructive Developmental Framework (CDF) is a basis of 

psychological applied research on the work of Lawrence Kohlberg, 40 years ago. The 

work was further developed by Kegan, R. and Dr. O. Laske, in 1998 and integrated 

with old assessment work of Hegel and by Frankfurt School on dialectical thinking. 

There are three important facets of an individual:  

 Social-emotional Development (ED),  

 Cognitive Development (CD) and  

 Personality profile (NP). 

2.4.5.1 Social-Emotional Development 

Stages of adult development 

In 1982, Robert Kegan, American developmental psychologist presented five 

series/stages of social maturity. There are two main motivations: 

 Being autonomous (evolving self) 

 Belonging to a group. 

These motivations are in conflict and develop for the whole life (Laske, 2006). 

Kegan (1982) describes 5 stages of development: 

Stage1: Incorporative - the sense of self is not development, the question "who 

am I" can't arise in mind. There is sensory experiences and without other awareness. 

Stage 2: Impulsive- The sense of self to fulfill the personal/ basic urge like 

"hunger" or "sleep". 

https://en.wikipedia.org/wiki/Cognitive_development
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Stage 3: Imperial- The child having "dictator self" will born. There are a set of 

needs. Awareness about self-arises, he starts going to manipulate things to get its needs 

satisfied. He comes to know his need and doesn't hesitate to express them.  

Stage 4: Interpersonal- He comes to understand other than self. He starts 

appreciating others. He tries to expand his perspectives. He concludes his own needs 

and satisfy his needs. His sense of self continues to develop, have values, commitments 

to ideas, beliefs and principles become larger and more permanent. 

Stage 5: Institutional- Idea of self becomes higher, "I am an honest person. I try 

to be fair. I strive to be brave." Child achieves the level of social maturity with law and 

ethical codes. 

 

2.4.5.2 The social-emotional profile of a person 

The “subject-object” interview is taken to assess the socio-emotional profile of 

the individual (Kegan, 1982). Under following headings such as “success”, “change”, 

“control”, “limits”, “frustration”, and “risk”, the interviewee is invited to elicit his 

experience about life. The interviewer must be a good listener, play role is to give 

convenient environment for the interviewee to express their own thoughts and feelings. 
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 The interview is coded into themes of speech which indicate unit or 

chapter of the story. Each theme is selected from the transcript and named or coded as 

separate sage. Its "center of gravity" is identified and score below the center of gravity 

is called 'risk' and score above it, is described as 'potential'. The score distribution is 

called RCP (risk clarity potential) index which describes the nature of challenges faced 

by a person. 

2.4.5.3 Cognitive development 

Eras of adult cognitive development 

Jean Piaget presented his cognitive theory into four stages; 

 Sensory-motor,  

 Pre-operational,  

 Concrete-operational, and  

 Formal-operational. 

In CDF, the development of post formal-operational thinking (i.e. after 25 

years) is described by dialectical thinking. (Laske, 2009) 

In CDF, human thinking develops in four phases:  

 ‘common sense’,  

 ‘understanding’,  

 ‘reason’ and finally  

 ‘Practical wisdom’ (Laske, 2009, Bhasker, 1984).   

The philosophers Locke, Kant and Hegel also presented the first three phases of 

thinking development system. But the final phase of ‘practical wisdom’ is a higher form 

of ‘common sense’ which is said to be sophisticated thinking that is natural and 

effortless. Fischer and Commons have difference in opinion, Laske (2009) explains 

post-formal cognitive development as application and co-ordination of mental 

schemata (Basseches, 1993). 

https://en.wikipedia.org/wiki/Jean_Piaget
https://en.wikipedia.org/wiki/John_Locke
https://en.wikipedia.org/wiki/Immanuel_Kant
https://en.wikipedia.org/wiki/Kurt_W._Fischer
https://en.wikipedia.org/wiki/Michael_Commons
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2.4.5.4 Four Classes of Dialectical Thought Forms 

The roots of dialectical thinking is in Greek classical philosophy as well as in 

ancient Hindu and Buddhist philosophy. The German philosopher George Hegel also 

worked on it. Basically, dialectics is described as the scheme of human thought try to 

find the nature of reality. According to Bhaskar (1984) and Basseches (1993), a 

framework for Dialectical thinking is used in CDF which is based on the concept that 

everything is temporary in reality and there are disagreements, other than larger whole, 

and subject to sudden alteration. This framework therefore differentiated into of four 

classes of dialectical thought forms: 

 Process (P) - continuous change: it is a thought form explains how things or 

systems appear, progress and vanish; 

 Context (C) - established structures: A thought form describes different 

perspectives or points of view as an organized whole; 

 Relationship (R) - harmony in variety: this class of thought forms describes how 

things compared and contrast; 

 Transformation (T) - balance and progress: a thought forms explains how one 

system develops and it is changed or convert into their system. 

The cognitive profile of a person 

The cognitive profile of a person about his thoughts are divided into four above 

mentioned classes. Semi-structured interview about his work and work place was taken 

to know his thoughts. The transcript of interview is analyzed and scored with some 

number. 

According to CDF thinking, 

 All four classes of dialectical thought forms (P, C, R, T) should be used in 

balance. 

 For high index for systemic thinking, transformative thought forms (T) is used 

and 

https://en.wikipedia.org/wiki/Dialectics
https://en.wikipedia.org/wiki/Roy_Bhaskar
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 Critical and constructive thought forms (P+R) vs. (C+T) should be used in 

balance. 

2.5 Benefits of Executive Leadership 

According to Johnstone (2016), 

 It creates trust among the team, clear vision is set and it guides the whole team 

toward better performance and earnings. 

 To create a winning strategy, there is need of gaining insight about the key 

executive skills and methods. 

  “Coaching” is also important skill to build an extraordinary team which works 

together for better results. 

 Finely tuned “emotional intelligence” for greater professional achievement and 

satisfaction. 

 Characteristics of effective leadership should be identified with common up 

rooters. 

 Executive leadership style should be adapted according to the person and 

condition. 

 Empowerment and effective delegation can improve the performance of leader. 

 Mission, vision and value statements should be communicated clearly. 

 Such cohesive unit should be built which performs well in all circumstances. 

 Training of executive leadership helps to grow and develop self-development 

plan. 

2.6 Expectations from Executive Leadership Today 

According to Avramidis (2017), 

 Executive leadership is facing a lot of challenges today. 

 Having complete understanding of his role as executive leadership.  
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 Grip on the theoretical framework of effective executive leadership. 

 Able to distinguishing between the role of leader and manager. 

 Know the requirements for the 21st century regarding executive leadership. 

2.6.1 Leadershipwith the Head: Exploring the Strategic Elements of Executive 

Leadership 

 Able to define vision, mission and core values.  

 When constructing the culture of the organization, he must focus on the “big 

picture”. 

 The day-to-day activities must be planned and importance of priority must be 

in mind. 

 For envisioning the future, he must take time to focus for betterment.  

 There should not be contradiction between your personal vision and your 

organizational vision. 

2.6.2 Leadership with the Hands: Situational Leadership, the Art of Influencing 

Others 

 People of the organization should be developed in such a way that although they 

have value differences but support them to do straightforward communication. 

 The persuasion of your leadership style should be to gain commitment and 

loyalty from your employees.  

 Your employees’ developmental needs must match with your leadership style. 

2.6.3 Leadership with the Feet: Personal Values and Ethics at Work 

 You should understand the ways to manage the challenges you meet during your 

work. 

 A culture based on trust on each other should be developed. 

 Individualized “zealous purpose” should be provide an environment for 

uniformity and trustworthiness. 
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2.6.4 Leadership with the Heart: Practicing Ways to Communicate 

 Executive leadership techniques should be to enhance satisfaction in the work 

and the organization. 

 Make the workforce motivating: three fundamentals of job satisfaction: Passion, 

proficiency and profitability.  

 The role of “emotional intelligence” for effective executive leadership must be 

examined. 

 Assess the "emotional intelligence”: need to know your strengths and areas 

which have to development.  

2.7 Principles of Executive Leadership 

Macnamara & Banff (2010) wrote an article on 10 key Principles of successful 

Leadership. These are as follows: 

1. Leadership can be refined but can't be learned from a book! You have to learn 

it by doing it practically.  

2.  For better Leadership, you have to scan your network, and the world where you 

are connected, and identifying the needs/opportunities for transform and 

adjustment.  

3.  Leadership should have tenacity to take initiative - to creating understanding, 

motivate and engage of the people towards progress.  

4.  Effective communication is the basic requirement to ‘connect’ with various 

people (colleagues, stakeholders, etc.) to enhance your network. 

5.  Vision is the important dimension of leadership, to involve others in creations, 

and the ability to boost enthusiasm, hope, and the pursuit of the Vision.  

6.  Brings out the best in you is one of the crafting art of leadership. Such 

environment is created which arouses innovation and inspire people to go above 

and beyond their job description.  

7.  Leadership is self-sacrificing i.e. not ego-driven. 
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8.  Leadership is consistent, not just for the ‘next quarter’.  

9.  Leadership is defined as ‘the right thing to do’.  

10.  "Leadership, in all its strategic, adaptive, motivational, risk-taking, innovative, 

systems thinking, responsible, and accountable nature is hard work! If you want 

to be a better leader, then offer your- self up as a leader - in your organization, 

as a volunteer, in your community,... Then get some feedback and refine your 

practice!"  

Leadership is an art not a science, and requires practice. 

2.8 General Characteristics of Executive Leader 

According to O’Loughlin (2018), the Characteristics of Executive Leadership 

are: 

1. Ability to forge strong partnerships 

Leader should have consultative approach for successful development and 

completion of short term and long term goals.  

2. Operations and Finance working knowledge 

Leader must have knowledge in the field regarding key and conversant 

processes, general trends and financial matters. 

3. Entrepreneurship 

Leadership requires a sense of urgency, maximizing limited resources and 

thoughtful and have reasonable rapid decisiveness. 

4. Ability to Scale 

It is a balancing act to identify and successful execute what elements of the 

infrastructure should grow which element need improvement and which require to be 

completely redeveloped. 

5. Accomplished process and Quality Acumen 

Continuous improvement and high quality standards are mandatory for growth 

and profitability. Creating is an initial process then enhancing an existing process or 
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completely developing a replacement process are the part of executive’s job for which 

he is accountable and considers his annual initiatives. 

6. Pro-active 

Leader must anticipate and identify opportunities and problems when they occur 

and work on a detailed plan to exploit the opportunities and mitigate problems. 

7. Critical thinker 

Leader must have the right combination of EQ, IQ, logical sequencing, innate 

problem solving ability and good common sense. 

8. Motivator 

Leader should take initiative, demonstrates being a self-starter and capable of 

inspiring others. A positive leader have multiple successes, accomplishment in various 

situations and challenges throughout his career. 

2.9 Women and Educational Leadership 

From the comprehensive literature reviews and other researches, there are five 

themes identified being women as leader: relational leadership, leadership for social 

justice, leadership for learning, spiritual leadership and balanced leadership. 

2.9.1 Relational Leadership 

Many of the educationist like Hartsock (1983), Shakeshaft (1989), Kreisberg 

(1992), Hurty (1995) etc. try to redefine the concept as power with rather than power 

over. In a variety of studies, power within relationships was observed and underscored.  

The power in relationship are closely tied to the Women’s conceptions of power. 

Power can be used to strengthen relationship and to help others, while power can be 

used to control over damaging relationships (Brunner, 2000). When using decision 

making strategies, she allows to others people to present their input. She always 

appreciates and encourages to bring thoughts, new ideas to her team as inputs. She 

encourages varied group to come and talk to her and to one another, and she encouraged 

if they agree on one solution after discussion. Her purposeful attempts at coalition- 

building based on team work approach that contrasts sharply with the idea of authority 

and power. 
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Relational leadership is basically collaboration in definite direction to facilitate 

the co-workers and share the power and authority. 

2.9.2 Leadership for Social Justice 

Women “change” the status quo that why said to be entered in the field of 

education. Studies of teachers point out that women identify educational careers as 

social justice, more than men. They often talk that they entered in teaching to bring 

good change in the lives of children, to make the world a better place, and to transform 

institutions so that all children have an option. 

“Women leaders in New Zealand and United Kingdom sought to achieve equity 

through personal, political, societal and institutional transformation” (Strachan, 2002). 

If with the empowerment of women, social justice is enhanced, then optimism, 

spirituality and belief in God is propagated to bring change the system. Many women 

administrators are paying attention on both social justice and also seek help from higher 

power in their struggle. Numerous studies claimed that a few women go up to social 

justice, ethical or servant leadership approach. 

2.9.3 Spiritual leadership 

Laible, J (2003) talks about loving philosophy, which encouraged and help her 

to explore deeply into others’ worlds. “Knowing others’ ‘worlds’ is part of knowing 

them and knowing them is part of loving them”. She encourages us “to travel knowing 

that you are responsible for others – they are the part of you – you do not exist without 

them”. AhNee-Benham, M. (2003) extends this idea of knowing others’ worlds to 

include the worlds of our ancestors. The “native spiritual wisdom, is collected by paying 

attention to the stories of leadership which is embedded by the hearts of our 

grandmothers and grandfathers”. 

According to Simmons & Johnson (2008), women use ‘adoring language” in 

their leadership. Women using passion instead to be silent which is source of motivation 

for them and those who work with them. Simmons and Johnson define passion in 

language as daily conversations that “vocalized from a deep commitment to justice, and 

articulated with emotional imagery of tone, diction and context that conveys one’s 

convictions for hope”. 
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2.9.4 Leadership for Learning 

According to Beck & Murphy (1996), women as administrators like to train 

their staff with various development program, innovation is encouraged and 

instructional approaches is used to experiment. They put stress on the instructional 

skills in teachers and completing course within given time framework. The social 

justice agenda of many women administrators overlapped by the importance of 

instruction.  

According to Grogan & Brunner (2005), women have more ability and enrich 

in their instructional and interpersonal strengths. As instruction and learning are the 

main theme of their mission, they like to enhance their instructional transform to 

improve learning. As, instructional transform is constant within schools with student 

populations’ change and as shift in content requirements. 

2.9.5 Balanced Leadership 

Women leaders do her best to maintain balance between everyday tasks at work 

and at home. Like men, women also experience the everyday activities of leading, as 

well as go home to another “day’s work” taking care of family and home unlike many 

men. Having supportive husbands and family who help with the household duties is a 

blessing some of the women leaders own. 

2.10 Dimensions of Executive Leadership 

There are twelve dimensions of executive leadership mentioned by the Dr. 

Manfred F. R. (2005). These are: 

 Visioning 

 Empowering 

 Energizing 

 Designing and Aligning 

 Rewarding and Feedback 

 Team Building  
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 Outside Orientation 

 Global Mind-set 

 Tenacity 

 Emotional Intelligence 

 Life Balance 

 Resilience to stress 

2.10.1 Visioning 

Visionary Leadership is based on a balanced expression of the spiritual, mental, 

emotional and physical dimensions. 

It requires core values, clear vision, empowering relationships, and innovative 

action. When one or more of these dimensions are missing, leadership cannot manifest 

a vision. 

Source: Visionary leaders, SlideShare , Aravind, T. S. (2009) 

Visioning in terms of leadership can be defined as the course of action to make 

a rational outline to guide the organization in the form of setting goals, making plans 

and solve problem for the future. The first step of vision is goal-setting. Mission 

statements states the present or its day-to-day functions of the  organization, visions 

provide the direction for future, and these are long term statement. 

According to Peter (1988), visions are aesthetic and ethical—and tactically 

sound. Vision are the value statements, inspiring, clear, challenging, flexible and can 

be executed. 

Visions are the power tool of leader, source of energy for leader, after a few 

years where the organization will stand. 

Vision is formed by variety of knowledgeable inputs, have core values and come 

from in-depth thinking and reflection of different views. Examples of vision are: 

"I have a dream" by Martin Luther King.  

https://www.google.com.pk/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=0ahUKEwjcsrLGr_3RAhXM7hoKHTHOB7IQjhwIBQ&url=http%3A%2F%2Fwww.slideshare.net%2Faravindcanon%2Fvisionary-leaders&bvm=bv.146094739,d.d2s&psig=AFQjCNGqbf8oKADp8c39PPaRo5YjqCrGTA&ust=1486535799945288
http://www.slideshare.net/aravindcanon/visionary-leaders
http://www.nwlink.com/~donclark/leader/leadled.html
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"Put a man on the Moon by the end of the decade" John F. Kennedy. 

2.10.2 Empowering 

 

Source: 5DTL Distributive & Empowering Leadership... 

Empowerment may be defined as giving others authority or ownership to the 

managers to reach the goals. It gives others the chances to make their own decisions 

and preferences. The trust is the ultimate goal of empowerment in an environment, 

where every team member is answerable for their own actions. There are some ways to 

empower your co-workers to achieve the goals: 

 Information should be shared with everyone. The true issues, concerns and 

barriers, will be discussed and making decisions within the field. 

 Equip them the skill training and mentoring to be stronger and make wise 

decisions. First provide skills, knowledge and strategy to make essential 

decisions then team members will be successful. 

 Team members should be coached to develop self-confidence to make choices 

and create way. Through this way, leaders are developing future leaders, on 

whom one can rely on and team up with,  possess positive self-images and 

confidence to face challenges and can perform greatly in team 
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 Encourage the team members to assert themselves and share ideas, to offer 

suggestions and evaluation. Give value to others opinions, critical views will be 

overlooked.  

Creating a culture of empowerment by the leader, each team member feels 

responsible to the team and part of the decision-making process. Valuable contributions 

of each individual and sense of belonging in mission statement is due to empowerment. 

The concept of “We are all in this together” pervades and a trusting workplace develops. 

2.10.3 Energizing 

 

Source: The 8 dimension of leadership. 

Leadership is all about connecting energy—your own energy, and the energy of 

those in your organization, it has three levels: 

• Individual: Leaders must find the source of their personal energy in order to 

keep on regardless of obstacles and hinders. 

• Team: Toward a shared vision, leaders have to connect the energy of team 

members. 

• Organization: Leaders must stimulate the energy of the whole organization to 

maintain long-term success. 

 The foundation for true leadership is to finding your own personal source of 

energy. First of all you must clarify the goal and then how to achieve it by utilization 

of assets, this way you will be able to create a better future. 



38 

 

Energizing not only yourself but bring into line the energy of others in your 

organization toward a shared purpose. There are two levels of energizing— teams and 

the organization at large. Energizing teams is about turning individual employees into 

co-leaders.  

 

Source: Energizing leadership - webinar proposé par John Niland, conference 

speaker, consultant and coach, published author of The Courage to Ask. 

2.10.4 Designing and Aligning 

 

Source: strategic-alignment-for-leadership-in-diversity-and-inclusion 
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Organization design is the process of aligning an organization's structure with 

its mission. It is a complex relationship between tasks, workflow, responsibility and 

authority, and making sure these all support the objectives of the business. 

Communications, productivity, and innovation are the key factors of a good 

organizational design. People can work effectively by creating such environment. 

Due to poor organization design, many productivity and performance issues 

arise. Due to poor organization design, a company couldn't perform well even they have 

a great mission, people, leadership, etc.  

2.10.5 Rewarding and Feedback 

 

Source: The Reward Process Feedback, Canillas, (2012) 

Reward is said to be a power of a leader to influence the team members to act 

to achieve the goals.  

It can be tangible or intangible. Tangible rewards are physical things. Examples 

of tangible rewards include monetary awards, wage or salary increases, bonuses, 

commemorative plates, certificates, and gifts.  
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Intangible rewards are not physical but can be more effective. Examples of 

intangible rewards include praise, positive feedback, recognition, and more 

responsibility indicating a rise in status, and even a well-timed 'thank-you'.  

There are some disadvantages of reward power. Emqployees try to engage in 

unethical or illegal behavior to meet the criteria to get the reward. (Grimsley, 2015) 

2.10.6 Team building 

 

Figure 4: Tuckman’s Teamwork Theory  

(Source: http://fp2w.org/index.php/blog/article/the-player) “Teamwork” is 

defined as a group of people working together to achieve a common goal. The process 

of team building includes performance of the team, fostering communication, 

encouraging coordination and cooperation, high the morale of team and avoid disputes. 

Types of Teams 

There are two most common team varieties:  problem-solving and cross-

functional teams. 

Problem-Solving Teams 

These teams are formed for a transitory period of time until a problem is solved, 

they break up after solving the problem.  
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Cross-Functional Teams 

This type of team is made up of members from different areas of the business 

and often from a common managerial level.  

Stages of Teams Development 

Team development has been broken into four stages:  

 form,  

 storm,  

 norm, and  

 Perform. 

Forming the Team 

The first stage involves assembling the team and defining the goals. 

Storming Stage of Team Development 

The second phase involves coordinating efforts and solving problems. It is to 

get the project on track or in the right direction to reach the goals. Creative approach is 

followed to solve a problem. 

Communication plays important role in the storming stage. For an effective 

team, ideas and views should be shard clearly and openly regarding problems. 

Communication should be relevant, task oriented and focused. Willingness of team 

members is important to gather information, active listener and form his ideas and 

concepts. 

Establishing Team Norms 

It will define team roles, rights, and responsibilities and have a sense of 

ownership. Establishing a team leader means allocating responsibility to a person. Team 

leadership will play the coaching role. The team leader must act as a cheerleader, 

encouraging the team members to work together, providing ideas, and serving as a role 

model. 

Team Performance Stage 

By this stage, the team is working together effectively, problems have been 

smoothed out, and achievements begin to become apparent.  
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2.10.7 Outside Orientation 

 

Source: The value of Outside-In orientation and behavior shapes organizational 

resilience encompassing the entire value system.  

Leader must aware the employees about outside stakeholders, i.e. customers, 

suppliers, shareholders, and other groups like commerce and industry and other 

communities which affect the organization. 
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2.10.8 Global mind-set 

 

Global mindset is also important dimension of leader to have universal 

competence and ready to develop experiences of multicultural learning and inculcating 

values of both regional and national cultures in the organization to build tolerance and 

cultural harmony. 
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2.10.9 Tenacity 

 

Source: https://www.slideshare.net/licoreis/task-5445-presentation-the-spirit-

of-leadership 

Leader should have courage, encourages tenacity and build courage in 

employees to take risk to achieve excel in their field by setting a personal example.  

2.10.10 Emotional Intelligence 

 

Source: Nityawakhlu [Photograph]. (2010). Retrieved from Pragati leadership 

from http://www.pragatileadership.com 
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With the help of emotional intelligence, foster trust in the organization. By 

setting example workplace members become self-aware and treat others with respect 

and understanding. 

2.10.11 Life Balance 

 

Source:https://www.google.com/url?sa=i&url=https%3A%2F%2Fwww.thepo

sitivepa.co.uk%2Fhow-do-i-get-a-better-work-life-balance 

Steps to a Work-Life Balance 

There should be energy flowing, our minds and bodies healthy and our whole 

selves happy and content. 

It means giving due attention to work and career, health and fitness, family and 

relationships, spirituality, community service, hobbies and passions, intellectual 

stimulation, rest and recreation.  

There are a few steps for balanced life: 

1. Track your time 
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2. Determine Your Priorities  

3. Set Specific Goals  

4. Schedule carefully 

5. Establish Boundaries to your supervisor, co-workers, partner and family. 

6. Take care of your health, do exercise, and sleep at least seven hours. 

7. Nurture your family/relationships 

8. Make Time for You  

9. Leave work at work by giving breaks 

10. Exercise your options 

11. Work smarter not harder 

12. Know when to ask for help from a counselor, mental health worker, or clergy 

person. (Kehl,2012) 

2.10.12 Resilience to Stress 

 

 

Source: Center for Creative Leadership (CCL) on resilience and brain science. 
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Stress and pressure play negative role on our performance in everyday life in 

the form of poor decision making, lack of creativity and innovation, unsuccessful 

leadership, to solve problem and it also effect the health of the individuals.  

The Inner Leadership Resilience training will help us in the following ways: 

 Your physiological response at workplace should be transformed towards stress 

to quickly re-balance mind, body and emotions for peak performance.  

 Under pressure, boost your decision making process by less reactive, think 

clearly and creatively.  

 For maintaining personal balance and avoiding stress, improve health, stamina 

and well-being. 

 Creativity and innovation should be maximized.  

 Morale and engagement should be improved. 

 There should be clarity of mind and boost up performance.  

2.11 The Dark Side of Leadership 

It is a sort of bad leadership, incompetence in managerial skills or you may say 

a person's inability to build teams or could not get results through others. A majority of 

people in positions of authority can  

(1) Not get the results but build teams; 

(2) Get results but enthusiasm and unity of the team is destroyed; 

(3) Neither get the results nor able to build team. (Hughes, 2013) 
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Leadership 

Type 

Managerial 

Derailment Factors 
Root Causes of Derailment 

Bad leadership 
Failure to meet 

business objectives. 
Situational and follower factors. 

Competent 

managers 

Inability to build and 

lead teams. 

Lack of organizational fit. (Stranger in a 

strange land) 

Results only 

managers 

Inability to build 

relationships. 
Lack of situational or self-awareness. 

Cheerleaders Inability to adapt 
Lack of intelligence, technical expertise, or 

team-building know-how. 

In name only 

managers 

Inadequate 

preparation for 

promotion 

Poor followership; dark side of personality 

traits. 

Dark Side Personality Traits 

There is a list of 11 common dark-side traits can be found are as follows: 

1. Excitable 

Leaders having tendencies of dramatic mood swings, emotional explosion, and 

inability to continue on projects can have difficulties in building teams. 

2. Skeptical 

Such leaders have an unhealthy trait of mistrust on others, are constantly 

challenging the integrity of their followers, constantly question about the motives and 

are observant to see signs of disloyalty. 

3. Cautious  

Such leaders are anxious about taking 'dumb' mistakes, they distance their staffs 

by not taking action on issues or making decisions. 

  



49 

 

4. Reserved 

They become extremely withdrawn and are uncommunicative at the time of 

stress. About the welfare of their staffs, they are hard to find and remain indifferent. 

5. Leisurely  

These leaders are said to be passive-aggressive leaders. They will procrastinate 

on or not follow with their agendas and they exert effort to pursue their own agenda. 

6. Bold 

These leaders have narcissistic tendencies, they blame others for mistake and 

unable to share credit for success, and couldn't learn from experience. 

7. Mischievous 

These leaders are quite charming but they can get away with breaking 

commitments, rules, policies and laws.  

8. Colorful 

Leaders tends to believe that they are "hot" and have an unhealthy need to be 

the center of attention. They are so preoccupied with being noticed that they are unable 

to share credit and maintain focus. 

9. Imaginative 

These leaders think in unconventional ways, often change their minds, and make 

strange or odd decisions. 

10. Diligent 

These leaders have perfectionist tendencies, they frustrate and disempower their 

staffs through micromanagement, poor prioritization and an inability to give. 
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11. Dutiful 

These leaders deal with stress by showing fawning behavior to superiors. They 

lack spines, are unwilling to refuse unrealistic requests. (Hogan & Hogan, 2001) 

2.12 Narrative Analysis 

It is a fictional form of qualitative research, to collect and tell a story or stories 

(in detail). Researchers write narratives about experiences of individuals,  

 It can be description about life experience, and  

 It discusses and gives meaning to the experience of the individual.  

 Researcher plays the role of interpreter of the individual's stories.  

 

 

Source:https://www.google.com/url?sa=i&url=http%3A%2F%2Fluguniv.edu.ua%2Fwp-

content%2Fuploads%2F2014%2F12%2FQualitative-Research.pdf 

When Does A Researcher Use Narrative Design? 

Narrative research is used when: 

1. When someone gives his consent to tell his story, chronology/ sequence should 

be followed, and the researcher should write the story as it is told.  Information can be 

seek out through interviews, family stories,  journals, field notes, letters, 

autobiography, conversations, photos and other artifacts. 

2. When you want a micro-analytic picture.  
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How Did Narrative Design Develop? 

The concept of narrative analysis was emerged in 1990 by educators D. Jean 

Clandini and Michael Connelly in the field of education. It is still developing. Cortazzi 

(1993) suggested three factors for its development:  

1) When teacher reflection is emphasized;  

2) When teachers’ knowledge is being emphasized; and  

3) When teachers’ voices is needed to the forefront by empowering teachers to 

share their experiences (Creswell, 2012). 

Why Use Narrative Research? 

Michael Margolis, a storyteller and entrepreneur, noted recent brain research in 

which it was discovered that a gene unique to humans allows us to tell stories 

from person to person and generation to generation. Therefore, Arts, business, and 

education are all embedded in storytelling.  

 

Key Characteristics of Narrative Research 

1.  Individual Experiences 

Understanding an individual’s history or past experiences will help explain the 

impact on their present and future experiences. 
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2.  Chronology of the Experiences 

A time sequence or chronology of events helps readers understand and follow 

the research. 

3.  Collecting Individual Stories 

Stories can be acquired throughout various means including interviews, 

informal observations, conversations, journals, letters, or memory boxes.  All are 

examples of field texts. 

4.  Re-storying  

Also known as retelling or remapping. Process of gathering stories, reviewing 

them for key elemqents (ex: time, place, plot, and scene), and rewriting the story in a 

chronological sequence. Other key elements also include the setting, characters, 

actions, problem, and resolution; they provide the reader background information. 

5.  Coding for Themes 

Data can be coded into themes or categories. About five to seven themes are 

identified and can be incorporated into passages of the story or in a separate section. 

6.  Context or Setting 

Described in detail, the place where the story physically occurs. 

7. Collaborating with Participants 

Occurring throughout the research process, the participant and the researcher 

work together to lessen the gap between the narratives told and the narrative reported. 

Types of Narrative Research 

Some of the types of narrative analysis are mentioned in table. 
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Autobiographies Biographies Life Writing 

Personal Accounts Personal Narratives Narrative Interviews 

Personal 

Documents 
Documents of Life Life Stories and Histories 

Ethnohistories Ethno-biographies Auto-ethnographies 

Ethnopsychologies 
Person-centered 

Ethnographies 
Popular Memories 

 

2.13 Review of Relevant Literature 

Dobbins and Platz (1986) concluded , "Male leaders were rated as more 

effective than female leaders in laboratory setting but research to compare male and 

female leaders on initiating structure, consideration, subordinate satisfaction and 

effectiveness is proposed." 

Russell (2001) in Journal of Applied Psychology studied that executive 

performance is affected by both personal competencies and situational circumstance.  

Gordon and Yukl (2004) said that Research has lack of emphasis on strategic 

issues, explanatory processes and moderating effects of the situation. Only shortcoming 

and their remedial ways are discussed. 

Bryman (2004) revealed that greater attention should be given to this issue to 

allow the contributions of qualitative research on leadership to become clearer. 

Bolden and Gosling (2006) revealed that there was lexical analysis to compare 

the data and more importance was given to moral, emotional and relationship 

dimensions of leadership. 

Koman and Wolff (2008) in Journal of Management Development showed 

result that leader's behaviors are important at the team level, offering ideas for the 

norms, performance and knowledge based emotions in groups. 

Turner and Mavin (2008) concluded that the value of honesty and integrity were 

important to the leaders; the leaders openly expressed emotion and vulnerability when 

re-telling their stories. 
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DeRue and Wellman (2009) published their article that various types of work 

experiences promote leadership skill development but access to feedback has negative 

impact of skill development. 

Kakabadse, Kakabadse and Davies (2009) suggested that a road map to 

effective corporate social responsibility (CSR) application for leaders is offered to 

guide current leaders as well as future leaders.  

Fairhurst and Grant (2010) in the article provides a sailing guide to social 

construction of leadership. 

Marcy and Mumford (2010) found that training in casual analysis significantly 

improved leader performance. 

Slater (2011) found that School Principals exert influence on teachers which 

affect students' achievement. 

Walker (etal) (2011) in his study reviewed twenty six papers in two broad 

themes: influence of leadership on organizational learning and development and; 

influence of leadership on undergraduate clinical education. The main factors of 

leadership transformation are collaboration, relationship building and role-modeling. 

Fairhurst and Uhl-Bien (2012) found some discursive perspective and several 

types of ODA were reviewed. 

Dahlvig (2013) discussed four themes. Women's stories suggested that cultural 

challenges exist for female leaders. Family and friendly policies and programs to attract 

and retain talented leaders and it is wished to create inclusive environments for female 

at Christian Higher Education institutions. 

Dionne (etal) (2014) published an article, "A 25-year perspective on levels of 

analysis in leadership research" in which appropriate levels-based measurement and 

alignment of theory and data are the strong areas of achievement within leadership 

Quarterly articles.  
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Chapter 3: MATERIALS AND METHODS 

This chapter under the following headings: Research design, population, 

sampling, research instrument, data collection, data analysis with phases and 

trustworthiness of the study is also discussed with its approaches.  

3.1     Research Design 

Since this was a mixed method research therefore concurrent triangulation 

design was adopted by the researcher; Quantitative and qualitative methods were used 

in this study. Quantitative was conducted by self-assessed Inventory and observation 

sheet while qualitative research was conducted by Interview and document analysis.  

 

 

 

 

 

 

 

 

 

 

 

Figure 5. Concurrent Triangular Design 

3.2    Population of the Study 

All the Vice Chancellors of Public Sector Universities of Khyber Pakhtunkhwa, 

Pakistan (for Inventory and Interview questions) and their colleagues (for observation) 

were taken as the population of the study. (See Annexure D) 

3.3      Sample 

On the whole Concurrent Mixed Method Sampling was used to collect data 

from seven Vice Chancellors for comparative and narrative study.  

                                                                          

                                                                           +            

 

 

Quantitative Data 

Inventory + Observation 

sheet 

Qualitative Data through 

Interview 

Triangulation, 

Comparison and 

Integration of Results 
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 Homogeneous sample of seven Vice-Chancellors were taken for filling 

inventory. Homogeneous sample is a purposive sampling selection, basically 

selecting a small and homogeneous case or set of cases same (or very similar) 

characteristics or traits (e.g., a group of people that are similar in terms of age, 

gender, background, occupation, etc.) for intensive study. (Stephanie, 2015) 

 Homogeneous sample of seven Vice-Chancellors were taken for interview for 

in-depth study. 

 Small sub-group of their co-workers of the Vice Chancellor, interacting and 

working with VC was taken for observation study. There were five in no. for 

each executive leadership of a university. 

For sampling frame and demographic list, (See Annexure D). 

Table 3.1 Sample Size  

Research Method/design Sample size suggested 

Phenomenological  research (Narrative 

analysis) 

≤10 interviews (Creswell, 1998); ≥6 

(Morse, 1994).  

 

Sub-group Sampling                                                     ≥3 participants per subgroup 

(Onwuegbuzie & Leech, 2007c) 

Source: The Qualitative Report June 2007. 

3.4    Research Instrument 

         For self-assessment of leadership competence, Global Executive 

Leadership Inventory originally designed by Dr. Manfred F.R. Kets de Vries (2005) 

was used as it is and it was bought on $ 26 excluding shipping expenses. (See Annexure 

A) 

The purpose of this Inventory is to deepen an individual leader’s understanding 

of his or her capabilities in each of these twelve critical areas or dimensions. The twelve 

dimensions are listed below: 

 Visioning 
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 Empowering 

 Energizing 

 Designing and Aligning 

 Rewarding and Feedback 

 Team Building 

 Outside Orientation 

 Global Mind set 

 Tenacity 

 Emotional Intelligence 

 Life Balance 

 Resilience to Stress 

The scale options were given values ranging from 1 to 5. 

              Scale Options                                           Weight 

1             Strongly Disagree                          1 

2             Disagree                                              2 

3             Undecided                                            3 

4             Agree                                                4 

5             Strongly Agree                                     5 

For observation, observation sheet was designed consisting 100 items to be 

filled by senior officials working and interacting mostly with the Vice Chancellors. (See 

Annexure B) 

A semi structured interview was developed and conducted to elicit narrative 

inquiry which was then coded separately. (See Annexure C).  
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Document analysis and newsletters and any other narration were also included. 

3.5         Validation of Interview Questions 

Self-developed interview questions were validated by subject experts and 

corrections pointed out by experts were incorporated and two items were eliminated 

being repeated items. 

3.6    Data Collection 

Data was collected personally from the Vice Chancellors of seven selected 

public sector universities of Khyber Pakhtunkhwa in form of self-assessed Inventory 

filled by them, face to face Interview was recorded by software to convert speech into 

text and their colleagues’ cooperation was required to fill the observation sheet about 

them and to elicit narration. 

3.7 Analysis  of  Data 

Keeping in view the objectives of the study, the collected data was entered in 

SPSS-24 and Friedman test was applied to find the significance difference among the 

self-assessed competence of VCs and paired sample t-test was applied to compare the 

significant difference of self-assessed mean and observed mean as well as comparison 

between old and newly established university VCs, central and southern university VCs 

and male and female VCs of central region to analyse the data collected by Inventory 

and Observation. 

Interview questions were coded into four themes: Vision, Responsibility, Team 

building and Achievements. Document analysis and thematic analysis was also applied. 

Qualitative data was interpreted by conceptual maps and topologies. 

Table 3.2   Data Collection and Data Analysis Phases 

PHASE SECTION DESCRIPTION 

Phase 1 Contact Sent introductory letters, interview 

requests  followed up with phone calls, 

Obtaining agreements and set interview 

dates 
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Data Collection 

Document Review 

Collected resumes. Conducted 

document review 

Phase 2 Data Collection 

Interviews 

Inventory 

Observation Sheet 

Conducted face to face interviews, Self-

assessed Inventory filled by VCs and  

 

Observation sheet was filled by co-

workers  

Transcription Transcribed interviews. 

Phase 3 Coding Structured interview categorized on 

themes. 

Data Analysis Analyzed data on theme basis, 

Interpreted through Conceptual map and 

documented findings. Quantitative data 

was analyzed through SPSS by using 

Friedman test and t-test. 

 

3.8 Trustworthiness 

According to Creswell (2012), "there are eight validation strategies or 

approaches taken by qualitative researchers to increase accuracy and trustworthiness of 

studies:  

1) Prolonged engagement and persistent observation, 

2) Triangulation of data, 

3) Peer review or debriefing, 

4) Negative case analysis, 

5) Clarifying researcher bias, 

6) Member checking, 

7) Rich, thick description and 

8) External audit." 

In this study, trustworthiness is ensured by triangulation of data (i.e. data 

collected by Interview, Inventory and observation sheet), bio data, peer review, member 

check and persistent observation were the part of this research. 
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Researcher Bias 

As researcher is the part of university, so it was easy to understand the culture 

and gain access and take a more neutral listening position. Researcher was more open 

minded to any stories shared by respondents of the study. Member checking and 

Triangulation of data also reduces the biasness of the researcher.  

Member Check 

"The full transcription of interview was sent to interviewees to check accuracy 

as part of a member check through e-mail to check the accuracy of transcription and 

respond back with correction." 
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Chapter 4: RESULTS AND DISCUSSION 

This chapter deals with the analysis and interpretation of data. As it was the 

mixed design of qualitative as well as quantitative study. Quantitative study was led by 

hypotheses and qualitative by research questions. Data was collected by Global 

Executive Leadership Inventory originally designed by Dr. Manfred F.R. Kets de Vries 

(2005). A semi structured interview was developed and conducted to elicit narrative 

inquiry which was then coded separately. 

The statistical calculation was done carefully using Paired sample t-test and 

Friedman test (Q). The data was tabulated in 11 tables. Narrative data is coded into four 

themes: Vision, Responsibility, Team-Building and Achievements. 

The Research Participants 

VCG 

VCG is a physician and was selected as VC of University G by a search 

committee in a tough contest with many other candidates. VCG resigned as Vice-

Chancellor due to personal reasons. He claimed that the Chancellor of the university 

was satisfied with his performance and had asked him to make standard operating 

procedures (SOPs) of all the measures taken by him to manage and improve the 

finances and administration for use in future. He resigned from that position on 

December 31, 2015 after completing about one and a half year of his four-year term.  

VCE 

VCE was born, in the town, to a Syed, family, on 27 December 1947. VCE is a 

Pakistani civil engineer and remained as a vice chancellor of the University E from 

2004 to Jan., 2016. Nowadays, he is working as PD in University N. Earlier he served 

as a Minister for Education, Information, etc (1999-2003) and as the acting executive 

director of the Higher Education Commission (HEC) of Pakistan (2012 - 2013). He also 

assumed the charge of acting Chairperson, Higher Education Commission (HEC). 

VCK 

VCK is the founder VC of University K. It was established in October, 2012. 

He remained English Professor in University A, and taught Educational Psychology in  

https://en.wikipedia.org/wiki/Pakistani_people
https://en.wikipedia.org/wiki/Civil_engineer
https://en.wikipedia.org/wiki/Vice_chancellor


62 

 

IER, University P. He did his PhD in Education from City University. He was 

conscious that this is the era of competition and the students should equip themselves 

with market based knowledge and skills. He introduced new discipline like Nano-

technology, Library Sciences, etc. Recruitment and providing basic infra-structure is 

his achievements. 

 VCB 

VCB was born on 8th May, 1957 at Mama Khel, Lakki – Marwat, KP. He started 

his career as research assistant in 1980 at Chemistry Department, University G. He has 

One year research experience in the University of Bielefeld F.R. Germany (18th March, 

1991-14th February1992) under the supervision of Prof. Dr. Harald Tschesche. He 

became Professor in Bio-Chemistry in December, 2009. He joined as VC, University 

B. He regularized the staff and teachers, roads, establishment of IMS computer lab, 

Sub-campus at Lakki are his achievements. 

   

VCI 

VCI has honoured with Sitara-e-Imtiaz by President of Pakistan. He started off 

as a lecturer at Edwardes College Peshawar. He also remained associated with the 

University P as deputy provost, provost and registrar and was later appointed as the 

principal of ICU. He even served at University G as the VC and when the University I, 

became a university in 2008, he returned as its first VC. Centenary celebration program 

is his one of the success stories.  

  VCW 

VCW a renowned historian and the vice chancellor of the university W in KP, 

is a bonafide inhabitant of the province. She got her bachelor and master degree from 

the University P with a distinction and was awarded gold medal on the basis of first 

class first position in History. She joined the Department of History, University P in the 

year 1990 as lecturer and did her PhD in 1999. In the year 2002-2003 she completed 

her Post Doctorate as a full Bright Scholar from New York University in History.  
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VCP 

VCP has been the Vice-Chancellor of the University P since January 2013.Prior 

to his current position he has served as Vice-Chancellor, University M from April 2008 

till October 2013. He has done his Ph.D. in Analytical Chemistry from University 

College Cork, Ireland in 1982 fallowed by three year Post-Doctoral studies from 

University College Dublin, Ireland. He joined the Department of Chemistry, University 

P in September 1985 and has served there in the capacity of Associate and Professor. 

He has also served there as Head Department of Environmental Sciences and as a 

Director, Institute of Chemical Sciences. He has been the Fulbright Scholar in New 

Mexico State University, Las Cr uses, USA and a visiting scientist in Arizona State 

University, USA. Prof. He is fellow of the Chemical Society of Pakistan and Pakistan 

Academy of Sciences. He is the recipient of presidential award, Pride of Performance 

and Sitara-e-Imtiaz in the field of Chemistry.  

Table 4.1 Summary of Interviewees' Profile 

Abbreviation Title 
Institution type and 

Established 

Discipline of Terminal 

Degree 

VCG 
Vice 

Chancellor 

Public University, 42 

years ago 
MBBS, Physician. 

VCE 
Vice 

Chancellor 

Public Engineering 

University, 36 years ago 
MS Engineering, MBA 

VCK 
Vice 

Chancellor 

Public University, 4 

years ago 
PhD in Education 

VCB 
Vice 

Chancellor 

Public University, 11 

years ago 
PhD in Chemistry 

VCI 
Vice 

Chancellor 

Public University, 9 

years ago 
M.A. Economics 

VCW 
Vice 

Chancellor 

Public University, 7 

years ago 

PhD in History. Post 

Doc. 

VCP 
Vice 

Chancellor 

Public University, 66 

years ago 

PhD in Analytical 

Chemistry, Post Doc. 
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4.1 Quantitative Part of the Study 

Data collection through self - assessed inventory filled by Vice Chancellors is 

analyzed by Friedman test (Q) and the interpreted as followed. 

Table 4.2 Self-assessed Competence of Vice Chancellors on the basis of twelve 

dimensions of Executive Leadership. 

S. 

No. 
Dimensions VCG VCE VCK VCB VCI VCW VCP Q 

p-

value 

1 Visioning 4.25 5 4.87 4.5 4.5 4.75 4.75 9.36 0.154 

2 Empowering 3.37 4.87 4.5 4 4.25 4.87 4.87 18.8 0.04 

3 Energizing 4.62 4.2 5 4.12 3.87 4.87 4.37 16.3 0.01 

4 

Designing 

and 

Aligning 

3.71 5 5 3.28 3.57 5 4.28 35.76 0.00 

5 

Rewarding 

and 

Feedback 

3.875 5 4.875 2.88 2.88 5 3.75 40.45 0.00 

6 
Team 

building 
4.18 5 5 4.18 4.18 4.91 4.09 42.13 0.00 

7 
Outside 

Orientation 
4.4 5 5 3 4 5 4.4 23.2 0.001 

8 
Global 

Mind-set 
4.375 5 4.875 2.75 3.625 4.875 4.25 32.315 0.00 

9 Tenacity 4.2 5 4.8 4 4.4 4.6 5 16.27 0.012 

10 
Emotional 

Intelligence 
4.417 5 4.917 3.833 4.667 4.833 3.75 47.89 0.00 

11 Life Balance 4.556 5 4.556 3.778 4.556 4.778 3.556 23.83 0.001 

12 
Resilience 

to stress 
4.5 1.167 1.833 3.917 3 1.917 2.5 47.45 0.00 

 Total 4.8 4.6 4.6 3.69 3.96 4.6 4.13 39.83 0.00 
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Table No. 4.2 shows that there is significant difference in the self-assessed Vice 

Chancellors’ competence regarding executive leadership at University level with Q = 

39.83 and p-value =0.00. Therefore the null hypothesis "There is no significant 

difference in the self-assessed Vice Chancellors’ competence regarding executive 

leadership at University level" is rejected at 0.05 level of significance except Visioning. 

Table 4.3 Comparative analysis of Self-assessed competence of VCG with the 

observed competence by Colleagues. 

S. No Dimensions VCG 
Observed by 

Coworkers 
t-value p-value 

1 Visioning 4.25 4.25 0.00 1.00 

2 Empowering 3.37 3.833 1.062 0.323 

3 Energizing 4.62 4.375 1.821 0.11 

4 Designing and Aligning 3.71 3.952 1.109 0.11 

5 Rewarding and Feedback 3.875 3.67 1.256 0.31 

6 Team building 4.18 3.818 1.883 0.089 

7 Outside Orientation 4.4 3.667 2.75 0.051 

8 Global Mind-set 4.375 3.7 2.59 0.036 

9 Tenacity 4.2 3.667 1.835 0.14 

10 Emotional Intelligence 4.417 4 2.61 0.024 

11 Life Balance 4.556 4 2.67 0.028 

12 Resilience to stress 4.5 2.79 8.166 0.00 

 Total 4.8 3.81 8.033 0.00 

 

Table 4.3 shows that there is significant difference in self-reported competence 

of Vice Chancellor VCG with those of observed view of colleagues at university level 

with t-value = 8.033 and p-value = 0.00. Therefore, the sub-hypothesis regarding VCG 

, "there is no significant difference in s self-reported competence of Vice Chancellor 

VCG with those of observed views of colleagues at university level" is rejected at 0.05 

level of significance except Visioning, Empowering and Rewarding & Feedback. 
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Table 4.4 Comparative analysis of Self-assessed competence of VCE with the 

observed competence by Colleagues. 

S. No Dimensions VCE Observed t-value p-value 

1 Visioning 5 4.9 2.646 0.03 

2 Empowering 4.875 4.925 0.357 0.03 

3 Energizing 4.25 4.95 1.931 0.095 

4 Designing and Aligning 5 4.886 2.828 0.03 

5 Rewarding and Feedback 5 4.9 2.646 0.033 

6 Team building 5 4.891 3.464 0.006 

7 Outside Orientation 5 4.92 1.633 0.178 

8 Global Mind-set 5 4.9 2.646 0.03 

9 Tenacity 5 4.8 2.45 0.07 

10 Emotional Intelligence 5 4.567 8.99 0.00 

11 Life Balance 5 4.5 13.91 0.00 

12 Resilience to stress 1.167 4.76 16.94 0.00 

 Total 4.6 4.8 0.696 0.5 

 

Table 4.4 shows that there is no significant difference in self-reported 

competence of Vice Chancellor VCE with those of observed view of colleagues at 

university level with t-value = 0.696  and p-value = 0.5. Therefore the sub-hypothesis 

regarding VCE, "there is no significant difference in s self-reported competence of Vice 

Chancellor VCE with those of observed views of colleagues at university level" is 

accepted at 0.05 level of significance except Emotional intelligence, Life balance and 

Resilience to stress. 
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Table 4.5 Comparative analysis of Self-assessed competence of VCK with the 

observed competence by Colleagues. 

S. No Dimensions VCK Observed t-value p-value 

1 Visioning 4.875 3.8 6.91 0.00 

2 Empowering 4.5 3.55 4.86 0.002 

3 Energizing 5 3.8 14.75 0.00 

4 Designing and Aligning 5 3.857 7.344 0.00 

5 Rewarding and Feedback 4.875 3.45 8.34 0.00 

6 Team building 5 3.636 13.136 0.00 

7 Outside Orientation 5 3.52 12.33 0.00 

8 Global Mind-set 4.875 3.45 8.55 0.00 

9 Tenacity 4.8 3.42 15.9 0.00 

10 Emotional Intelligence 4.9 3.517 13.05 0.00 

11 Life Balance 4.56 3.6 4.545 0.002 

12 Resilience to stress 1.833 2.95 4.05 0.002 

 Total 4.6 3.55 5.155 0.00 

 

Table 4.5 shows that there is significant difference in self-reported competence 

of Vice Chancellor VCK with those of observed view of colleagues at university level 

with t-value = 5.155 and p-value = 0.00. Therefore the sub-hypothesis regarding VCK, 

"there is no significant difference in s self-reported competence of Vice Chancellor 

VCK with those of observed views of colleagues at university level" is rejected at 0.05 

level of significance. 
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Table 4.6 Comparative analysis of Self-assessed competence of VCB with the 

observed competence by Colleagues. 

 

Table 4.6 shows that there is no significant difference in self-reported 

competence of Vice Chancellor VCB with those of observed view of colleagues at 

university level with t-value = 2.177 and p-value = 0.052. Therefore the sub-hypothesis 

regarding VCB, "there is no significant difference in s self-reported competence of Vice 

Chancellor VCB with those of observed views of colleagues at university level" is 

accepted at 0.05 level of significance except Rewarding and Feedback, Outside 

Orientation, Global Mind-set and Emotional intelligence. 

  

S. No Dimensions VCB Observed t-value p-value 

1 Visioning 4.5 4.4 0.357 0.73 

2 Empowering 4 4.156 0.289 0.781 

3 Energizing 4.12 4.28 0.434 0.677 

4 Designing and Aligning 3.28 3.929 1.968 0.097 

5 Rewarding and Feedback 2.88 3.875 2.907 0.023 

6 Team building 4.18 3.909 1.936 0.082 

7 Outside Orientation 3 4.1 2.927 0.043 

8 Global Mind-set 2.75 3.438 3.051 0.019 

9 Tenacity 4 3.95 0.535 0.62 

10 Emotional Intelligence 3.833 4.08 2.569 0.026 

11 Life Balance 3.778 4.056 0.989 0.35 

12 Resilience to stress 3.917 3.604 1.603 0.137 

 Total 3.69 3.981 2.177 0.052 
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Table 4.7 Comparative analysis of Self-assessed competence of VCI with the 

observed competence by Colleagues. 

S. No Dimensions VCI Observed t-value p-value 

1 Visioning 4.5 4.406 0.64 0.697 

2 Empowering 4.25 4.062 0.55 0.598 

3 Energizing 3.87 4.34 1.456 0.189 

4 Designing and Aligning 3.57 4.07 1.414 0.207 

5 Rewarding and Feedback 2.88 3.969 2.23 0.06 

6 Team building 4.18 3.98 1.15 0.28 

7 Outside Orientation 4 3.9 0.57 0.59 

8 Global Mind-set 3.625 3.875 0.581 0.58 

9 Tenacity 4.4 3.9 1.491 0.21 

10 Emotional Intelligence 4.667 3.65 7.721 0.00 

11 Life Balance 4.556 3.528 4.625 0.002 

12 Resilience to stress 3 1.979 3.07 0.011 

 Total 3.96 3.8 0.794 0.4 

 

Table 4.7 shows that there is no significant difference in self-reported 

competence of Vice Chancellor VCI with those of observed view of colleagues at 

university level with t-value = 0.794 and p-value = 0.4. Therefore the sub-hypothesis 

regarding VCI, "there is no significant difference in s self-reported competence of Vice 

Chancellor VCI with those of observed views of colleagues at university level" is 

accepted at 0.05 level of significance except Emotional intelligence, Life balance and 

Resilience to stress. 
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Table 4.8 Comparative analysis of Self-assessed competence of VCW with the 

observed competence by Colleagues. 

S. No Dimensions VCW Observed t-value p-value 

1 Visioning 4.75 4.625 0.6 0.567 

2 Empowering 4.87 4.625 1.82 0.11 

3 Energizing 4.87 4.667 1.488 0.18 

4 Designing and Aligning 5 4.57 6.97 0.00 

5 Rewarding and Feedback 5 4.58 5 0.002 

6 Team building 4.91 4.64 2.76 0.02 

7 Outside Orientation 5 4.667 8.136 0.00 

8 Global Mind-set 4.875 4.542 2.0 0.086 

9 Tenacity 4.6 4.267 0.953 0.394 

10 Emotional Intelligence 4.833 3.917 8.37 0.00 

11 Life Balance 4.778 3.52 7.65 0.00 

12 Resilience to stress 1.917 2.5 2.273 0.04 

 Total 4.6 4.26 2.819 0.017 

 

Table 4.8 shows that there is significant difference in self-reported competence 

of Vice Chancellor VCW with those of observed view of colleagues at university level 

with t-value = 2.819 and p-value = 0.017. Therefore the sub-hypothesis regarding VCW 

, "there is no significant difference in s self-reported competence of Vice Chancellor 

VCW with those of observed views of colleagues at university level" is rejected at 0.05 

level of significance except Visioning, Empowering, Energizing, Global Mind-set and 

Tenacity. 
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Table 4.9 Comparative analysis of Self-assessed competence of VCP with the 

observed competence by Colleagues. 

S. No Dimensions VCP Observed t-value p-value 

1 Visioning 4.75 4.56 0.814 0.442 

2 Empowering 4.87 4.188 3.667 0.008 

3 Energizing 4.37 4.375 0.00 1.00 

4 Designing and Aligning 4.28 4.429 0.505 0.631 

5 Rewarding and Feedback 3.75 3.938 0.89 0.402 

6 Team building 4.09 4.227 0.896 0.391 

7 Outside Orientation 4.4 4.1 0.739 0.501 

8 Global Mind-set 4.25 4.438 0.629 0.549 

9 Tenacity 5 4.7 2.449 0.07 

10 Emotional Intelligence 3.75 4.208 2.93 0.014 

11 Life Balance 3.556 4.278 2.49 0.038 

12 Resilience to stress 2.5 2.29 0.714 0.49 

 Total 4.13 4.14 0.126 0.902 

 

Table 4.9 shows that there is no significant difference in self-reported 

competence of Vice Chancellor VCP with those of observed view of colleagues at 

university level with t-value = 0.126 and p-value = 0.902. Therefore the sub-hypothesis 

regarding VCP, "there is no significant difference in s self-reported competence of Vice 

Chancellor VCP with those of observed views of colleagues at university level" is 

accepted at 0.05 level of significance except Empowering, Emotional Intelligence and 

Life Balance. 
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Table 4.10 Comparative analysis of Self-assessed competence of old established 

university VCP with the newly established university VCK 

competence. 

S. No Dimensions VCP VCK t-value p-value 

1 Visioning 4.75 4.875 0.552 0.598 

2 Empowering 4.87 4.5 2.049 0.08 

3 Energizing 4.37 5 3.416 0.011 

4 Designing and Aligning 4.28 5 3.873 0.008 

5 Rewarding and Feedback 3.75 4.875 4.965 0.002 

6 Team building 4.09 5 10 0.00 

7 Outside Orientation 4.4 5 2.449 0.07 

8 Global Mind-set 4.25 4.875 2.376 0.049 

9 Tenacity 5 4.8 1.0 0.374 

10 Emotional Intelligence 3.75 4.9 10.383 0.00 

11 Life Balance 3.556 4.56 3.00 0.017 

12 Resilience to stress 2.5 1.833 2.00 0.017 

 Total 4.13 4.6 2.68 0.021 

 

Table 4.10 shows that there is significant difference in self-reported competence 

of old established university Vice Chancellor VCP with newly established university 

VCK at university level with t-value = 2.68 and p-value = 0.021 Therefore the sub-

hypothesis, "there is no significant difference in s self-reported competence of old 

established university Vice Chancellor VCP with newly established university VCK at 

university level" is rejected at 0.05 level of significance except Visioning and Tenacity. 

  



73 

 

Table 4.11 Comparative analysis of Self-assessed competence of central 

university VCP with the southern university VCG competence. 

S. No Dimensions VCP VCG t-value p-value 

1 Visioning 4.75 4.25 1.87 0.104 

2 Empowering 4.87 3.37 3.55 0.009 

3 Energizing 4.37 4.62 1.528 0.17 

4 Designing and Aligning 4.28 3.71 1.922 0.103 

5 Rewarding and Feedback 3.75 3.875 0.552 0.598 

6 Team building 4.09 4.18 0.363 0.724 

7 Outside Orientation 4.4 4.4 0.00 1.00 

8 Global Mind-set 4.25 4.375 0.424 0.685 

9 Tenacity 5 4.2 4.00 0.016 

10 Emotional Intelligence 3.75 4.417 3.546 0.005 

11 Life Balance 3.556 4.556 3.00 0.017 

12 Resilience to stress 2.5 4.5 6.633 0.00 

 Total 4.13 4.8 3.929 0.002 

 

Table 4.11 shows that there is significant difference in self-reported competence 

of Vice Chancellor VCP of central university with southern university VCG at university 

level with t-value = 3.929 and p-value = 0.002. Therefore the hypothesis, "there is no 

significant difference in self-reported competence of Vice Chancellor VCP of central 

university with southern university VCG at university level" is rejected at 0.05 level of 

significance except Rewarding & Feedback, Team Building, Outside Orientation and 

Global Mind-set. 

  



74 

 

Table 4.12 Comparative analysis of Self-assessed competence of central 

university VCP with the women university VCW competence. 

S. No Dimensions VCP VCW t-value p-value 

1 Visioning 4.75 4.75 0.00 1.00 

2 Empowering 4.87 4.87 0.00 1.00 

3 Energizing 4.37 4.87 2.646 0.03 

4 Designing and Aligning 4.28 5 3.873 0.008 

5 Rewarding and Feedback 3.75 5 7.638 0.00 

6 Team building 4.09 4.91 4.5 0.001 

7 Outside Orientation 4.4 5 2.449 0.07 

8 Global Mind-set 4.25 4.875 1.93 0.095 

9 Tenacity 5 4.6 1.633 0.178 

10 Emotional Intelligence 3.75 4.833 5.613 0.00 

11 Life Balance 3.556 4.778 3.355 0.01 

12 Resilience to stress 2.5 1.917 1.465 0.171 

 Total 4.13 4.6 2.766 0.018 

 

Table 4.12 shows that there is significant difference in self-reported competence 

of Vice Chancellor VCP of central university with women university VCW at university 

level with t-value = 2.766 and p-value = 0.018. Therefore the hypothesis, "there is no 

significant difference in s self-reported competence of Vice Chancellor VCP of central 

university with southern university VCG at university level" is rejected at 0.05 level of 

significance except Visioning, Empowering, Tenacity and Resilience to stress. 
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B. Qualitative Part of the Study 

Themes 

The interview questions divided into four themes: Vision, Responsibility, Team 

building and Achievements. There were four research questions based on each theme 

to find the difference. Narration of executive leaders were transcript and then recorded 

and interpreted in the form of conceptual maps and typology. 

Theme 1 Vision 

About mentor, every leader had his own answer, who inspired them or who were 

helpful in their career or gave them personal advice in their career. 

As VCG said, "Quaid -e-Azam (father of the nation), is my mentor because he 

was a man of principle, disciplined, spent his life for justice, not for sake of money." 

"Principal, Cadet College was my mentor because of his principles, ethics, 

moral values and always preaching high values." (VCE) 

"Ex-VC, University A was my mentor because of his devotion to the work, his 

sincerity, integrity, punctuality and honesty." (VCK) 

"My HOD at University G was my mentor because he always advised me, 'be 

sincere to your duties, and be punctual and regular in duty'." (VCB) 

"Two personalities within my family were my mentor. My Grand -father Dr. 

Khan because my father was telling his stories and second one is Abdul Ali Khan, being 

Educationist and Academician." (VCI) 

"No. of persons- 

My father being commanding and mother, good manager, self-less, giving and 

caring. 

Class Teacher in school, her dedication inculcated in me. 

My History teacher at Frontier College, Knowledgeable and seriousness. 
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At work place, Chair-person, due to his timing, giving place to people, giving 

confidence to others, believe in team work, positive attitude, giving ownership to 

people, concerned with their own task, Professionalism and no like dislike. 

National Leader, Quaid-e-Azam, being fair, truthful and honest, having 

integrity with good heart." (VCW) 

"There are many personalities who have contributed in shaping my life and it 

will not be fair if it is attributed to one person." (VCP) 

  Figure 6: Mentors categorized of above VCs 

                                                                                                           

 

 

 

                                                                                                           

 

General views of Executive Leaders on Vision were as follows: 

"These qualities i.e. Vision, mission and core values are interlinked. Every 

leader should be Sadiq-wa-Ameen.  Practicing justice is the biggest challenge facing 

leaders today. One mistake, leaders making more frequently is 'not doing justice'. 

Behavior of selfishness and self-centeredness derails more leaders' careers. Leaders 

grooming starts at home, school, from personal experiences through environment. My 

advice for future leader will be to practice justice and abide by law. For growth and 

development of a leader, he must be honest to himself and Allah Almighty." (VCG) 

"Vision is more important to an organization.  Integrity is the one characteristic 

that every leader should possess. The biggest challenge faced today by leaders is that 

there is dissolution, disenfranchise and core values of society has been changed and 

leader feel difficult to uplift the society. Leaders do mistake or derail in their career 

when they make wrong judgment about the close people and laid down by their own 

close people. For example: Julius Caesar was killed by his own parliamentarian, Brutus. 
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Leader is in born, deliberate and stand on Pedestal to show high values. My advice for 

future leader will be that he first earn the trust of people and then he should lead. You 

can grow and develop a leader by giving opportunities to the people." (VCE) 

"Vision, mission and core values, all are the same things and are inter-linked. 

Honesty and truthfulness are the main characteristics, possessed by every leader. The 

biggest challenge faced by leaders today is unnecessary interference by the people. One 

mistake, leaders make more frequently is making unrealistic claim which could not be 

achievable. One behavior that derails their career is self-projection. Leadership is 

basically management and utilization of resources. My advice for upcoming leaders is 

properly analyze the situation i.e. right job for the right person on merit basis, create 

team-work environment, and involve all your colleagues. For growth and development 

as a leader, create team work in the form of chain to continue the process." (VCK) 

"For me, mission is most important because it is imparting quality education to 

the students. Leader must have the quality to go deeply in the problem immediately. 

The biggest challenge for leaders today is Finances and proper planning. One mistake, 

leaders making more frequently is to ignore the merit. Concealing the transparency 

derails more leaders' career. For becoming better leader, you need consultation and give 

their due rights. My advice for upcoming leaders is to be sincere, punctual and regular 

in duty. For growth and development, provide quality education." (VCB) 

"Vision, mission and core values, all three are important and valuable. Leader 

should be honesty and truthfulness. Leaders, facing challenge today is that there is no 

patience and tolerance to accept others. When leaders feel other inferior, it is their 

biggest mistake. Proudness derails more leaders' careers. Self-respect and respect for 

others make a person a better leader. My advice for future leader is to be honest in 

dealing and whatever he say, he should act upon it. For growth and development as a 

leader, create trust in others that people respect you. Always consider that you are 

learning all the time." (VCI) 

"Vision, mission and core values -- all three of them to put together. They are 

interlinked. Leaders must have vision, he must be knowledgeable and experienced. The 

biggest challenge faced by leaders today is indifferent - in their part, do not work in 

time frame, not serious. Over- confidence is the mistake leaders make more frequently 

and derail their career as cause of fall of Leader B was, he was snubbing Leader Z, 
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being over-confident and Leader Z toppled his Government. For becoming a better 

leader, update him/herself, get knowledge and information from sources to handle 

problem. My advice for upcoming leader is to be determined, focused on work and have 

willingness. For growth and development as a leader is that he/she should keep 

experiencing, well informed and be relevant." (VCW) 

"These are of little importance from the practical point of view as our priorities 

changes and there is no persistence in our policies. However from my point of view, 

core values are important. Leader should possess integrity and ownership. Selflessness 

and commitment to their duties are the biggest challenges faced by leaders today. Ego 

and personal interest is the mistake, leaders make more frequently and derail their 

careers. Leaders are in born and they can't be created but resources can help to polish 

and groom them. My advice for upcoming leader is that he should be honest and 

truthful. Learning is continuous process, by interaction with leaders of same cadre and 

reading can also help to grow and develop as a leader." (VCP) 

 

Figure 7. Conceptual Map of Vision of Executive Leaders 
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Theme 2 Responsibility 

Executive leader is the main figure of an organization. He has the key role in 

the success of an organization to make wise decisions through mutual discussion and 

coordination. Let to know the ideas of leaders one by one. 

"For encouraging creative thinking within an organization, make them feel that 

they should own the institute. Great ideas come by combined meeting, mutual 

discussion, keeping in view the rules and regulations. My greatest strength is integrity. 

My greatest weakness is, I am over-sympathetic. I convince others after discussion and 

practically proving that I am right, to get others to accept my ideas. For helping a new 

employee understand the culture of my organization, I gave exposure in meetings and 

giving assignments. By test and assignment and giving equal opportunity, I will 

determine to hire any candidate. Difficult part of being leader is to do justice to all near 

and dear ones. I am more comfortable with written communication. Difficult decision 

to make is to do justice all the time. I am being criticized to be more sympathetic." 

(VCG) 

"Engineering is itself to be creative, it is in their curriculum, through research, 

debates and it is part of our training to bring creative thinking within our organization. 

Great ideas come from research of teachers as well as students, peers of the other 

universities and demand of the Industry and Government. My greatest strength is 

Allah's kindness. My greatest weakness is that I am not conscious about the petty 

politics. I follow democratic way to accept the ideas. Logical ideas should be 

articulated. By personal meeting and guidance, I help new employee understand the 

culture of the organization. For hiring, only qualification is not only important, his way 

to speak, dress and to be our good team member. Leader is a leader, he has to do the 

right things against the people expectations and that could be challenging. I am 

comfortable with both oral and written communication. The most difficult decision is 

to punishing people. Many of the people criticize, when I do something against their 

expectation then they say, 'I am unkind to them'." (VCE) 

"No development is possible without creative thinking, listen to everyone, 

discuss, be tolerant, down to earth and humble. Great ideas emerge through meeting 

and discussion, provide opportunity and encourage them. My greatest strength is, I give 

priority to my job than to my family and feel myself Govt. servant rather than officer 
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and facilitator. My greatest weakness is my humbleness. First I listen and accept their 

ideas. I don't impose my ideas. Usually HOD is concerned with new employee to help 

him understand the culture of the organization but I also counsel the new one as an 

elder. My criteria of hiring is character beside merit. The most difficult part of being 

leader is self-restriction, set an example. I am more comfortable with written 

communication. The most difficult decision to make is hiring the employees. The 

criticism on me is I don't pomp and show." (VCK) 

"Creative thinking emerges within the organization by temptation, consultation 

and guide towards track. By giving direction and consultation, great ideas come from 

in the organization. Hard work is my greatest strength. Trust on others immediately is 

my greatest weakness. I convince others to accept my ideas by consultation, direction 

and advices. To new comers, I advise them to perform duty sincerely, to do the work in 

-order. My criteria for hiring a person is he must be smart, well behaved, and intelligent 

and have good delivery. The most difficult part of being a leader is that there is no 

immediate response from subordinates. I feel more comfortable with verbal 

communication. The most difficult decision to make is appointment on merit. 

Employees criticize when they demand undue rights." (VCB) 

"I courage creative thinking by involving all the stakeholders, take collective 

decisions. Always we do work in team to have good ideas. Forgiveness is my greatest 

strength and people take advantage of it that I forgive. I convince them in meeting to 

accept my ideas. I advise to the new comer first, advocate rules and regulations, give 

the benefits to all. I hire a person on presentation and get up beside merit. I listen to 

everybody. I am more comfortable with verbal communication. It is difficult decision, 

when I punish someone. I am criticized on being lenient and patient." (VCI) 

"By giving ownership to people and being available all the time for guidance, I 

encourage creative thinking within my organization. Great ideas emerges through 

combined meeting and from consultation. My greatest strength is 'I love people'. My 

greatest weakness is I trust more. I try to convince them but not imposing my ideas. I 

give time to new comer to adjust - at least 6 months and also facilitate but after six 

month he/she would be accountable about his/her performance. My criteria for hiring 

is to find their willingness. The difficult part being leader is to develop trust between 

me and workers. It depends on the nature of communication. I am comfortable with 
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both verbal and written communication. Financial decisions are the difficult one to 

make. Criticism on me is I need quick response, at the spur of the moment." (VCW) 

"I encourage them to observe, think and then with mutual discussion, creative 

thinking is emerged. Scientific approach is followed. Great ideas come from students, 

from team leaders, from me and with visit to other institutions. My greatest strength is 

truthfulness and straightforwardness. My greatest weakness is anger and toughness. I 

get others to accept my ideas through persuasion. Through on job training, new 

employee understand the culture of the organization. My criteria of hiring is to see 

Institutional background. The difficult part being leader is implementation of decision 

across the board uniformly. I am more comfortable with verbal communication because 

of speed /rapid action. The most difficult decision is firing someone. I am criticized on 

my financial reform agenda." (VCP). 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 8: Topology regarding Responsibility of Executive Leaders 
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Theme 3: Team Building 

Leader inspires and influences the people to collaborate and work as team to 

achieve the goals of the organization. Group of people have individuals of variety of 

talent join together to work for common goal. Every Leader leads in his own way 

according to the situation prevailed and on the basis of his experience. Let's see the 

narratives of executive leaders about their strategy on team building. 

"I gained commitment from my team by developing confidence by listening 

individually and make realize that I am sincere person and look after for them. I praise 

them verbally, giving certificate, cash and letter of appreciation. For cohesion among 

disagreed team, they should follow the leader after decision through mutual discussion.  

Leader is a leader, not a boss, friend to a friend and trust worthy person. I motivated the 

team by practical examples. I am open and honest to declare anything. To organize my 

team, misfit will drop out automatically."(VCG) 

"To gain commitment, I do staff meeting every morning, strict to the discipline 

and democratic to make decision. All the time I say, successes is due to my team and 

for failure, I am responsible. In case of disagreement, I allow them to speak, articulate 

your thoughts and then rationality is emerged. Ask from my team, what sort of leader, 

I am. VC is a father figure and I always say words of praise in public and everywhere 

it is needed. I deliver bad news straight and direct. I always say, bring the bad news 

first. I am slow in changing the staff."(VCE) 

"I trust them and they never betray my trust. Always give credit and praise my 

team to genuine people. Freely discuss things which leads towards better decision. I am 

democratic type of leader. I motivates them through self-example. I deliver bad news 

with hope and help them. My team is already organized."(VCK) 

"Through meetings and discussion, I gain commitment of my team. I give them 

letter of appreciation, certificates and prizes. Getting cohesion among a disagreed team, 

I hear both the groups and convince one of them who is right. People appreciate my 

efforts for the development of organization. I motivate my team through discussion, 

appreciation and giving due right. I discuss bad news with individual secretly. I 

reorganize my team to follow my advices as trust worthy person and useful for the 

organization." (VCB) 
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"Chosen team drifted away which work and consists of dedicated and trust 

worthy people. Good job need to be praised in public. It is difficult to get cohesion. I 

am very democratic sort of leader. I support my team on right issues and help them. For 

delivering bad news, I bring them to the stage that they could listen. Add the capable 

person and incapable will drop out." (VCI) 

"I gain commitment from team by right people for right job, ownership and then 

accountability, specific people should deal the work. I verbally praise them, give 

certificate, shield, financial rewards, training, and conferences or represent me 

anywhere. Try to listen the cause of disagreement, find aspect of the cause, and remain 

objective. I am first among the equal - valuable, Egalitarian, participative leadership. 

Lead from front, through discussion. I rationalize first the bad news, convey it most 

précised way, directly. I reorganize my team on the basis of performance." (VCW) 

"During meeting, mutual discussion and by letting they know that our rise and 

fall is with the rise and fall of institution. I am generous to publicly praise what is worth 

praising as this motivate for more good work. To get cohesion, I discuss with them and 

collective wisdom comes out. Ask from my colleagues what sort of leader I am. I 

motivate them to work as service provider. While challenging the status quo, I make 

their mind that there will be a little success at start but if we work harder next time we 

can achieve the goal. I am not in favor of reorganization, groom the person and don't 

displace." (VCP) 

 

 

 

 

 

 

 

 



84 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 9. Topology regarding Team building of Executive Leaders 

  

 

Team 

Building of 

Executive 

Leaders 

Build 

confidence, praise 

their efforts orally 

and by cash and 

certificates, do 

discussion, 

exemplary and 

honest. (VCG) 

Gain commitment 

by meetings, 

praise by words, 

strict to discipline 

and democratic to 

make decision. 

(VCE) 

Build trust, 

give credit and 

praise my 

team, freely 

discuss, 

motivate them 

through self-

example. 

(VCK) Gain 

commitment by 

meetings, praise 

by prize and 

certificates, give 

their due rights. 

(VCB) 

Chosen team of 

dedicated people, 

praise them, support 

them and add 

capable people. 

(VCI) 

Gain Commitment, 

Ownership, 

accountability, praise 

them, training, remain 

objective, participative 

leader, leader from 

front. (VCW) 

Gain 

commitment 

through 

meetings, 

praise 

publicly, 

motivate 

them to face 

challenges. 

(VCP) 



85 

 

Theme 4: Achievements 

The achievements of executive leaders are more or less on the basis of their 

leading time period, experience and prevailing situation. 

"I tried to bring cooperation, Unity, respect for each other. POL expenses were 

reduced. SOPs were presented for implementation. Justice and law and order will be 

prevailed. Ask from my colleagues to measure the success for me as a leader."(VCG) 

"This institute is earning 20 billion profit, enrolment goes from 700 to 7000. 

There were only 15 PhDs and now 150 PhDs in which 83 PhDs studied from abroad. 

Now there are 6 campuses, 16 departments. There is strong linkage with Industry and 

we also take part in policy formulation. UET is on 5th ranking position among all 

Pakistan universities. Annual Exam system has been shifted to semester system, there 

are on-line admission system introduced which is on merit. My focus remains on big 

projects, like US-Aid and I have strategic decisions to make. I help the nation through 

my services." (VCE) 

"Established a University to this area, social and economic life has run, 

punctuality, honesty promoted, cheating culture was rectified. Future plans to sustain 

and enable the university to grow further. There are tangible and intangible 

achievements, various disciplines, building etc."(VCK) 

" There were mostly employees on fixed pay or on contract, I made 

arrangements for them to be regularized, Establishment of sub-campus in Lakki, 

Concentrate on construction of IT road, IMS road, Academic block and boys hostel, 

provide apparatus, computers and chemicals to Labs. Establishment of Computer lab at 

IMS to provide research facility, provide NTS and French Scholarship. I made selection 

on merit, belief on transparency, Intelligence, Good look, communication skills. I gave 

due right to deserving people." (VCB) 

"Being disciplinarian and Academician, regularity of teacher is must. I brought 

funds for infrastructure, Academic blocks, and flats for faculty and regularize the 

academic life. Cambridge system in Double Degree was introduced in which 

combination of various subjects were taught and final year was of specialization. 

Institution grows academically and otherwise." (VCI) 
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"I brought change in the form of professional, formal way of dealing, created 

work environment, created trust among them. My important decisions are decisions of 

finance, administration and academic, collaborative work- national and international 

conferences, Projects are announced by CM, coordination with HEC, to have best 

quality of Education, infrastructure and research. There is contentment and satisfaction, 

being in the right way, appreciation give me satisfaction." (VCW) 

"Rehabilitation, addition of new buildings, academic and financial reforms, 

Abolishing evening shift programs to have more time for research are the significant 

change I brought in my university. The most important decision was 'No compromise 

on academic quality'. I saved university from financial disaster." (VCP) 

Figure 10: Achievements of Vice Chancellors 
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Stories shared by five Executive Leaders 

VCE shared his recent success story, inauguration of Campus J: 

"A large number of participants, including provincial ministers, 

parliamentarians, high-ranking government officials and local elders were present to 

witness the historic event at the campus situated at the P-C Road. In his address, 

Chancellor said that he was impressed by the architectural aesthetics of the campus 

building and called it "an icon". The chancellor suggested to the HEC and provincial 

government to use the campus to develop a technology park in future, which will not 

only help the youth to get technical education under one roof but would also bring more 

development in the area."  

Source: The News, December 15, 2015 

VCK shared his success story as Pioneer VC of University K: 

I and my colleagues i.e. VCs of neighbouring universities sat together and 

selected such subjects/Program to be open in University K which are not offered in 

neighbouring universities. 

VCI shared his experienced regarding century celebration: 

"During preparation of Century Celebration, I invited staff to take part their role. 

A few people came and worked for celebration. But when we succeed then the rest of 

the staff started saying and complaining that they were not assigned duty. Then I 

replied, look at the file of century celebration, it is full of invitations. You had to come 

forward." 

VCW shared his experience of composure during earth quake: 

"When there was Earth quake on 26th October, 2015, I was in my office, the 

whole building was jolting as it will be collapsed and there will be nothing left. But I 

maintained my composure for the people." 

VCP some shared his two success story as executive leader: 

"VCP remained as Chairman of VCs' Committee, where his role and function 

was: 
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1. Discussion on policy matters, quality and standards. 

 2. Lobbying for enhancement of Educational budget. 

 3. Protecting and ensuring autonomy of the universities 

4.  Strengthening and supporting HEC to endure of maintaining its key 

functions. 

As the main targets were: 

1. We protected HEC from Disintegration 

2. HEC funding both recurring and Developmental were increased 

Challenges: - Protecting HEC as it is in Punjab and Sindh, they have established 

their own HEC" 

"Second success story was about his representation in 'Leadership talk' in 

Malaysia. Topic of the lecture was "Globalization and its impact on Institution of 

Higher education." 

What was new: Universities will now be functioning more like corporate bodies 

and government funding will decrease. If we compare them with Pakistan, we are also 

moving toward that model as you would have noticed steady increase in student’s fee."                

CENTRAL UNIVERSITIES 
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VCW VCP VCI VCE 

VCK 
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Figure 11. Typologies based on narratives of executive leaders and their Co-

workers 

 

 

Every VC has different approach of thinking, Vision, carry responsibility, team 

building according their prevailing situation. Achievements are also different according 

to their vision to solve the problem and condition of the university. 
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Chapter 5: SUMMARY FINDINGS, CONCLUSIONS AND 

RECOMMENDATIONS 

This chapter contains findings, conclusions, discussion and recommendations 

and summary which were drawn after careful analysis and interpretation of data of this 

study. 

5.1       Findings 

            The following findings were drawn from the data analysis. 

1. The significant difference in self-assessed Vice Chancellors' competence 

regarding executive leadership at university level with Q= 39.83 and p-value =0.00. 

Therefore, the null hypothesis is rejected at 0.05 level of significance. (See table 4.2) 

2. The significant difference in self-reported competence of Vice Chancellor VCG 

with the observed view of colleagues at university level with t-value = 8.033 and p-

value =0.00. Therefore, the null hypothesis is rejected at 0.05 level of significance. (See 

table 4.3) 

3. The significant difference in self-reported competence of Vice Chancellor VCE 

with the observed view of colleagues at university level with t-value = 0.696 and p-

value =0.5. Therefore, the null hypothesis is accepted at 0.05 level of significance. (See 

table 4.4) 

4. The significant difference in self-reported competence of Vice Chancellor VCK 

with the observed view of colleagues at university level with t-value = 0.696 and p-

value =0.00. Therefore, the null hypothesis is rejected at 0.05 level of significance. (See 

table 4.5) 

5. The significant difference in self-reported competence of Vice Chancellor VCB 

with the observed view of colleagues at university level with t-value = 2.177 and p-

value =0.052. Therefore, the null hypothesis is accepted at 0.05 level of significance. 

(See table 4.6) 

6. The significant difference in self-reported competence of Vice Chancellor VCI 

with the observed view of colleagues at university level with t-value = 0.794 and p-

value =0.4. Therefore, the null hypothesis is accepted at 0.05 level of significance. (See 

table 4.7) 
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7. The significant difference in self-reported competence of Vice Chancellor VCW 

with the observed view of colleagues at university level with t-value = 2.819 and p-

value  

=0.017. Therefore, the null hypothesis is rejected at 0.05 level of significance. 

(See table 4.8) 

8. The significant difference in self-reported competence of Vice Chancellor VCP 

with the observed view of colleagues at university level with t-value = 0.126 and p-

value =0.902.  Therefore, the null hypothesis is accepted at 0.05 level of significance. 

(See table 4.9) 

9. The significant difference in self-reported competence of old established 

university Vice Chancellor VCP with newly established university VCK with t-value = 

2.68 and p-value =0.021.  Therefore, the null hypothesis is rejected at 0.05 level of 

significance.  (See table 4.10) 

10. The significant difference in self-reported competence of Vice Chancellor VCP 

of central university with the southern university VCG with t-value = 3.929 and p-value 

=0.002. Therefore, the null hypothesis is rejected at 0.05 level of significance.(See 

Table 4.11) 

11. The significant difference in self-reported competence of Vice Chancellor VCP 

with the women university VCW with t-value = 2.766 and p-value =0.018. Therefore, 

the null hypothesis is rejected at 0.05 level of significance. (See Table 4.12) 

12. There is difference in the views of Vice Chancellors of KP regarding vision with 

a few similarities at university level according to their situation prevailed and their own 

experience.(See figure 6 and 7) 

13. There is difference in the views of Vice Chancellors of KP regarding 

responsibility with a few similarities at university level according to their situation 

prevailed and their own experience. (See figure 8) 

14. There is difference in the views of Vice Chancellors of KP regarding team 

building with a few similarities at university level according to their situation prevailed 

and their own experience. (See figure 9)  

15. There is difference regarding achievements of Vice Chancellors of KP with a 

few similarities at university level according to their situation prevailed and their own 

experience. (See figure 10) 

16. There is difference in narratives of co-workers regarding their leaders at their 

respective universities. (See figure 11) 
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5.2 Discussion 

The main objectives of the study were to find significant difference among the 

KP Vice Chancellors' self-assessed competence and compare it with observed by the 

co-workers, compared old and newly established university VCs' self-assessed 

competence, Central and southern university VCs' self-assessed competence and 

compared male and female VCs' self-assessed competence. The difference in their 

narrative views divided into four themes was also the objective of the study. 

Quantitative part was followed by five hypotheses and qualitative part was guided by 

research questions. 

In this regard, there was significant difference among the self-assessed 

competence of the KP Vice Chancellors with p-value =0.00. There was significant 

difference in self-assessed competence of three VCs with the observed view of their co-

workers while the four VCs had no significant difference with the observed view of co-

workers at university level. Similarly, there was significant difference between self-

assessed competence of old and newly established university VCs with p-value = 0.021. 

There was significant difference between central and southern university VCs with p-

value = 0.002. There was significant difference between male and female university 

VCs with p-value = 0.018. So the concerned null hypotheses were rejected at 0.05 level 

of significance. 

The narrative part was divided into four themes: Vision, responsibility, team 

building and achievements. Each Vice Chancellor shared their life experience 

differently with a few common ideas with different situation prevailed which is 

analyzed by conceptual maps and topology. As it was mixed method design, the views 

of VCs were analyzed quantitatively as well as qualitatively.  

In previous researches, Bryman (2004) emphasized that qualitative researches 

on leadership to be clearer. Russell (2001) revealed in his study that executive 

performance in affected by both personal competencies and situational circumstances. 

Dobbins and Platz (1986) compared male and female leaders and he found male 

leaders more effective than female leaders in laboratory setting. 

There were a few narrative studies as well. One on women leading Christian 

Colleges and Universities by Dahlvig (2013) in which it is concluded that cultural 
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challenges exist female leaders and wishing to create inclusive environments for female 

leaders. In another narrative study by Walker (etal) (2011) influence of leadership 

characteristics on clinical leadership. Collaboration, relationship building and role-

modeling are the central factors of leadership. 

In a 25 year review of paper regarding leadership by Dionne (etal) (2014), 

articles on appropriate levels - based measurement and alignment between theory and 

data are relatively strong areas of achievement. 

Emotional intelligence competencies in team and team leader at multi-level was 

examined by Koman and Wolff (2008). The research showed that the leaders' behaviors 

are important at the team level and offering alternative clustering ideas for the norms. 

Result of the study shows that there is significant difference in the self-assessed 

competence of Vice Chancellors of Khyber Paktunkhwa universities. Majority (four 

out of seven) of VCs has no significant difference in their self-assessed competence and 

observed view of co-workers. There is significant difference between self-assessed 

competence of old and newly established VCs, central and southern universities VCs 

and between male and female university VCs at university level. 

Narrative view of VCs shows about Vision that there is difference as every 

individual is different from other regarding vision. 

In responsibility theme, they try to coordinate with mutual discussion and 

combined meetings but their ways to carrying out responsibility is different according 

to their experience and situational context.  

In team building, all try to listen, discuss, praise, motivate and want to get 

cohesion among the groups. To measure their achievements, the period of time plays 

important role. VCE spent 12 years and has greater achievements while VCK was the 

founder VC to establish a new university and VCP has more focus on research, 

improvement of infra-structure, ranking and quality of education. 
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5.3      Conclusions 

1. According to self-assessed competence of Vice Chancellors' of Khyber 

Pakhtunkhwa, there is significant difference in their competence at university level 

except Visioning. 

2. There is significant difference in the self-assessed competence of VCG with the 

observed views by colleagues at university level except Visioning, Empowering and 

Rewarding & Feedback. 

3. There is no significant difference in the self-assessed competence of VCE with 

the observed views by colleagues at university level except Emotional Intelligence, Life 

Balance and Resilience to stress. 

4. There is significant difference in the self-assessed competence of VCK with the 

observed views by colleagues in all dimensions at university level. 

5. There is no significant difference in the self-assessed competence of VCB with 

the observed views by colleagues at university level except Rewarding & Feedback, 

Outside Orientation, Global Mind-set and Emotional Intelligence. 

6. There is no significant difference in the self-assessed competence of VCI with 

the observed views by colleagues at university level except Emotional Intelligence, Life 

balance and Resilience to stress. 

7. There is significant difference in the self-assessed competence of VCW with the 

observed views by colleagues at university level except Visioning, Empowering, 

Energizing, Global Mind-set and Tenacity. 

8. There is no significant difference in the self-assessed competence of VCP with 

the observed view by colleagues at university level except Empowering, Emotional 

Intelligence and Life Balance. 

9. There is significant difference in the self-assessed competence of old 

established university VCP with the newly established university VCK competence at 

university level except Visioning and Tenacity. 

10. There is significant difference in the self-assessed competence of central 

university VCP with the southern university VCG competence at university level except 

Rewarding & Feedback, Team Building, Outside Orientation and Global Mind-set. 

11. There is significant difference in the self-assessed competence of central 

university VCP with the women university VCW competence at university level except 

Visioning, Empowering, Tenacity and Resilience to stress. 
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12. There is difference in the narrated view regarding vision of VCS with a few 

similarities at university level like most VCs believe that Vision, Mission and Core 

Values. Leader should have Integrity, follow merit and do justice. 

13. There is difference in the narrated view regarding responsibilities of VCS with 

a few similarities at university level like all believe in mutual discussion and meetings 

to solve problem with patience and sincerity. 

14. There are a few differences in the narrated view regarding team building of VCS 

at university level as they agree on gaining commitment through meeting and give 

rewards and praise play important role in team building. 

15. There is difference in the narrated view regarding achievements of VCS with a 

few similarities at university level but Infrastructure improvement was common 

achievement. 

16. There is difference in the narrated views of co-workers regarding their leaders 

in their respective universities. According to the narratives of Co-workers,  

VCK -   Disciplinarian, Sympathetic and in favour of Justice. 

VCE -   Committed, Well contacted, Energetic. 

VCK -   Humble, Motivator, Facilitator. 

VCB -   Consultancy and Team work. 

VCI -   Well behaved, Democratic, Firm 

VCW - Goal Oriented, Collaborative and Participatory Leadership, Ownership 

VCP - Develop Research Culture, Academic and Financial reforms. 

Successive Stories 

VCE shared his success story regarding establishing a new campus. 

VCK shared his success story regarding establishing a new university and 

selection of program not being offered in neighboring sister universities. 

VCI shared his success story regarding Century Celebration of his University. 

VCW shared her story of Composure during Earth Quake. 

VCP remained Chairman of VC’s Committee and discussed his role and 

function. While participated in Leadership talk in Malaysia, it was discussed that 

Universities will work like Corporate bodies and Government funding will be decreased 

and their increase in students’ fee. Foreign donor agencies were invited and MoUs were 

signed to encourage research programs. 
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5.4 Recommendations 

1. Vision plays important role to lead a university, it should be transmitted across 

the board uniformly to implement accordingly. Frequent meetings with co-workers, 

notification and circular can play vital role. 

2. Person with research background and university experience at different cadres 

should become executive leader of university to make strategic decisions for the 

betterment of the institution. 

3. Proper survey should be conducted to open a new university in any area and 

offer subjects according to the need of the area. Otherwise low enrolment and lack of 

funding accordingly give tough time to the employees to be facilitated as well as 

development of infrastructure become slowly. 

4. Political influence may help to bring funds for university progress and 

enhancing the quality of the research. 

5. Frequent meeting regarding work of executive leader should be scheduled with 

co-workers. It can play important role to communicate ideas, gain trust and cohesion 

among the co-workers and leader. 

6. Role of motivation in the form of praise or prize should be adopted to play role 

in building loyal team to work together. 

7. Setting targets with colleagues and then ownership should be given to achieve 

the targets. It gives better results but leader should facilitate them to accomplish the 

task. 

8. Collaborative team-work, exchange programs, MoUs for research, conferences, 

seminars etc. bring enhancement in skills, creativity, innovation and it broadens the 

horizon of thinking. 

9. Funds should be brought to university for research and carrying out projects 

from foreign donor agencies to move forward the university in a positive direction. It 

creates opportunity for students to work as internee and get scholarships to become 

better learner as output.          

10. Further researches can be conducted in different situation and contexts to 

compare the results with other studies. 
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5.5   Summary 

        Objectives of this study was comparative and narrative analysis of 

executive leadership (Vice Chancellors) of Khyber Pakhtunkhwa at university level. 

Concurrent triangulation design was used. Population was all Vice Chancellors 

of Public sector universities of Khyber Pakhtunkhwa. On the whole Concurrent Mixed 

Method Sampling was used to collect data in closed form and open ended questions 

from seven Vice Chancellors for narrative study.  

Concurrent Mixed Method sampling in which probability sampling/ sub-group 

sampling techniques are used to generate data for the QUAN strand and homogeneous 

sampling techniques are used to generate data for the QUAL strand. These sampling 

procedures occur independently. Seven VCs were taken for interview and filling 

inventory and five colleagues of each Vice Chancellor were taken as sample of the 

study. There was triangulation is tool selection. Inventory, Observation sheet and 

Interview were used as research tools. 

Inventory consisted of twelve dimensions of executive leadership, Observation 

sheet consisted of 100 items while interview questions consisted of 30 questions which 

were divided into four themes: Vision, Responsibility, team building and achievements. 

After data collection, SPSS-24 was used to analyze the quantitative data from 

inventory and observation sheet. Friedman test was used to find the significant 

difference among the self-assessed competence of the executive leaders at university 

level. T-test was used to compare the quantitative data. 

Qualitative data was analyzed by coding into themes and then narrative views 

are transcribed and interpreted in the form of topology and conceptual maps. Findings, 

Conclusions and recommendations were recorded in sequence. 
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Annexure A 

 

GOMAL UNIVERSITY 

INSTITUTE OF EDUCATION AND RESEARCH, 

CITY CAMPUS, D. I. KHAN, KHYBER PAKHTOON KHWA, PAKISTAN 

 

 

Respected Vice Chancellors, 

  Currently I am conducting research on ‘‘Narrative Analysis of 

Executive Leadership at University level”. 

   

In  this  regard  your  cooperation  and  contribution  is  highly  

appreciated  to  fill  the  inventory  honestly  to  draw  exact  findings  from  

it.  I  assure  you  that  the  provided  information  will  be  treated  as  

confidential  and  will  be  used  only  for  research  purpose.  Results  will  

be  accessible  to  you  upon  completion  of  my study.   

 

                                                          Sincerely, 

                                                                        Uzma Syeda Gilani. 

                                                                         Ph.D. Scholar, IER, 

                                                                      Gomal University, 

                                                          D.I. Khan. 
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Self-Assessment Inventory 
 

Name (optional):  _________________________________________________ 

 

Name of University: ______________________________________________ 

 

Field of Specialization:  _____________________ 

 

Note:  Please tick (√) the relevant box. 

 

Responses:  SA = Strongly Agree, A = Agree, UD = Undecided, 

  DA = Disagree, SDA = Strongly Disagree. 

 

S.No Statements S

A 

A UD DA SDA 

 

Dimension 1: Visioning 

 

1. I actively encourage new business opportunities.      

2. I often challenge the status quo.      

3. I am actively involved in defining strategy.      

4. When making decisions, I consider the whole 

situation rather than the details only.  

     

5. I find ways to simplify complex situations for my 

employees. 

     

6. I consider how future events will affect our 

organization. 

     

7. I am open to new ways of doing things.      

8. I inspire my people to look beyond existing 

limitations. 

     

Dimension 2: Empowering 

 

9. I make sure that all employees have a clear idea of 

where the organization is going. 

     

10. I try to involve my employees in decision making.      

11. I encourage my people to make their own decision.      

12. I do everything in my power to create commitment 

to the organization. 
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13. I tolerate mistakes made by employees who are 

taking the initiative. 

     

14. I encourage people to share information within the 

organization. 

     

15. I try to minimize secrecy within our organization. 

 

     

16. Once I have delegated a task, I let the person in 

charge take full responsibility. 

 

     

Dimension 3: Energizing 

 

17

. 

My leadership style is action-oriented.      

18

. 

I make people aware that I am available to them.      

19

. 

 

I convey my ideas in a clear and understandable 

way. 

     

20

. 

I show my enthusiasm for projects.      

21

. 

I see myself as an important source of motivation 

for my people. 

     

22

. 

I mobilize people to get things done.      

23

. 

I try to be a role model for my people.      

24

. 

I make an effort to interact with people at all levels 

of the organization. 

     

Dimension 4: Designing and Aligning 

 

25

. 

I set clear performance standards and goals for my 

people. 
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26

. 

I work to develop organizational systems that 

reflect our corporate values. 

     

27

. 

I make sure that performance standards are adhered 

to. 

     

28

. 

I make sure that our management systems facilitate 

effective behaviour. 

     

29

. 

I make people accountable for their commitments 

and deadlines. 

     

30

. 

I emphasize corporate values that serve to unite 

people in our organization. 

     

31

. 

I ensure that people respect the basic values of our 

corporate culture. 

     

Dimension 5: Rewarding and Feedback 

 

32

. 

I use various types of incentives to compensate my 

people. 

     

33

. 

I make sure that compensation for my employees is 

fair and reflects individual efforts.  

     

34

. 

I make sure that an employee’s performance review 

is a summary of ongoing feedback. 

     

35

. 

I spend time mentoring others in our organization.      

36

. 

I make sure that outstanding performance is 

rewarded appropriately. 

     

37

. 

I give ongoing constructive feedback to my people.      

38

. 

I make sure that people’s achievements are 

recognized. 

     

39

. 

I give feedback with respect. 
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Dimension 6: Team Building 

 

40. I try to resolve conflict among team members in a 

way that strengthens the team. 

     

41. I encourage team members to build collaborative 

relationships with one another. 

     

42. When on a team, I put the interest of the group 

before my own personal goals. 

     

43. I build on team members’ individual strengths.      

44. I make a great effort to earn the trust of other team 

members. 

     

45. I look for a variety of personality types when 

forming a team. 

     

46. I make a serious effort to ensure that, when a 

decision is made, everyone stands behind it.  

     

47. I try to make sure that all members of the group 

feel that they contribute to the decision-making 

process. 

     

48. I welcome differences of opinion.      

49. I look for solutions to problems that are 

satisfactory to most parties. 

     

50. When possible, I include people from different 

regional/ national cultures and genders in teams I 

create. 

     

Dimension 7: Outside Orientation 

 

51. I make sure that everyone on my team recognizes 

the importance of knowing and meeting 

customers’ requirements. 

     

52. I make sure that customer satisfaction is the focus 

of our efforts. 

     

53. I make sure the customers suppliers, and other 

stakeholders are treated fairly. 
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54. I encourage effective interaction with outside 

stakeholders. 

     

55. I ensure that our organization makes positive 

contributions to the communities around us. 

     

Dimension 8: Global Mind-set 

 

56. I keep myself informed about global developments 

that might affect our business. 

     

57. I am aware of the ways in which cultural 

differences affect the way people behave. 

     

58. I am comfortable in situations where the culture is 

unfamiliar to me. 

     

59. I enjoy working on multicultural teams.      

60. I assume that no culture is better than another.      

61. I enjoy learning and speaking foreign languages.      

62. I make cross-cultural experiences into learning 

opportunities for myself. 

     

63. I am good at adapting to business practices in 

cultures other than my own. 

     

Dimension 9: Tenacity 

 

64. I have a set of principles that I defend.      

65. I am prepared to stick to an unpopular decision if I 

feel that it is the right one. 

     

66. I am willing to take risks when I strongly believe 

in a certain action. 

     

67. I am not easily discouraged.      

68. When I believe it is necessary, I try to change the 

opinion of others.  

     

Dimension 10: Emotional Intelligence 

 

69. I consider how my emotions can affect others.      

70. I can “read” other people’s feelings quite well.      



111 

 

71. I understand the reasons why I feel the way I do in 

a particular situation. 

     

72. I analyse my feelings before acting on them.      

73. I make sure that my behaviour is appropriate to the 

situation. 

     

74. I analyse my mistakes in order to learn from them.      

75. I engage in an ongoing process of self-reflection.      

76. When some is talking to me, I give the people my 

full attention. 

     

77. I make great effort to help people feel at ease with 

me. 

     

78.  I actively show my respect for an interest in 

individuals. 

     

79. I try to generate trust among the people I work 

with. 

     

80. I get people to open up by being easily 

approachable. 

     

Dimension 11: Life Balance 

 

81. I take the time to think about my life on a regular 

basis. 

     

82. I look for opportunities to learn more about myself.      

83. I actively look for new ideas and learning 

opportunities outside of my specific field of 

expertise. 

     

84. I am physically active (regular exercise).      

85. I engage in non-work –related activities (such as 

sports, hobbies, or volunteer activities) at least 

once in a week. 

     

86. I have at least one close friend with whom I can 

talk about very personal issues. 

     

87. I frequently spend time with my spouse/partner 

and /or other close family members.  
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88. I have caring and trusting relationships with my 

spouse/partner and/or other close family members. 

     

89. I set priorities in both my private and my 

professional lives. 

     

Dimension 12: Resilience to Stress 

 

90. My workload is too heavy.      

91. I never seem to be able to complete all the work I 

have to do. 

     

92. The pressure at work has become excessively 

stressful. 

     

93. I feel that my career is not progressing the way I 

would like it to. 

     

94. I have too many responsibilities.      

95. I feel that I have little control over the things that 

happen to me. 

     

96. I am currently worried about my own health.       

97. I worry about the health of one or more close 

family members. 

     

98. I am worried about my financial situation.      

99. My relationship with one or more close family 

members is a source of stress. 

     

10

0. 

I feel that I have not been managing my career in 

an effective manner. 

     

 

 

  



113 

 

Annexure B 

 

 

GOMAL UNIVERSITY 

INSTITUTE OF EDUCATION AND RESEARCH, 

CITY CAMPUS, D. I. KHAN, KHYBER PAKHTOON KHWA, 

PAKISTAN 

 

 

Respected Fellows, 

 Currently I am conducting research on ‘‘Narrative Analysis of Executive 

Leadership at University level”. 

   

In  this  regard  your  cooperation  and  contribution  is  highly  appreciated  to  fill  the  

observation sheet  honestly  to  draw  exact  findings  from  it.  I  assure  you  that  the  

provided  information  will  be  treated  as  confidential  and  will  be  used  only  for  

research  purpose.  Results  will  be  accessible  to  you  upon  completion  of  my study.   

 

                                                          Sincerely, 

 

                                                                  Uzma Syeda Gilani. 

                                                                   Ph.D. Scholar, IER, 

                                                                 Gomal University, 

                                                     D.I. Khan. 
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Observation Sheet 
 

Name of Leader:  _________________________________________________ 

 

I (the observer) am this Leader’s:   Superior / Co-worker / Direct Report/ Other 

 

Note:  Please tick (√) the relevant box. 

 

Responses:  SA = Strongly Agree, A = Agree, UD = Undecided, 

  DA = Disagree, SDA = Strongly Disagree. 

This person: 

S.No Statements SA A U

D 

DA SDA 

 

1. Actively encourage new business opportunities.      

2. Often challenge the status quo.      

3. Is actively involved in defining strategy.      

4. When making decisions, he/she considers the whole 

situation rather than the details only.  

     

5. Finds ways to simplify complex situations for 

his/her employees. 

     

6. Considers how future events will affect our 

organization. 

     

7. Is open to new ways of doing things.      

8. Inspires his people to look beyond existing 

limitations. 

     

9. Makes sure that all employees have a clear idea of 

where the organization is going. 

     

10. Tries to involve employees in decision making.      

11. Encourages people to make their own decision.      

12. Does everything in his/her power to create 

commitment to the organization? 

     

13. Tolerates mistakes made by employees who are 

taking the initiative. 

     

14. Encourages people to share information within the 

organization. 
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15. Tries to minimize secrecy within his/her 

organization. 

     

16. Once he/she has delegated a task, I let the person in 

charge take full responsibility. 

     

17. Has an action-oriented leadership style.      

18. Makes people aware that he/she is available to them.      

19. 

 

Conveys his/her ideas in a clear and understandable 

way. 

     

20. Shows enthusiasm for projects.      

21. Is an important source of motivation for his/her 

people? 

     

22. Mobilizes people to get things done.      

23. Tries to be a role model for his/her people.      

24. Makes an effort to interact with people at all levels 

of the organization. 

     

25. Sets clear performance standards and goals for 

his/her people. 

     

26. Works to develop organizational systems that reflect 

our corporate values. 

     

27. Makes sure that performance standards are adhered 

to. 

     

28. Makes sure that our management systems facilitate 

effective behaviour. 

     

29. Makes people accountable for their commitments 

and deadlines. 

     

30. Emphasizes corporate values that serve to unite 

people in our organization. 

     

31. Ensures that people respect the basic values of our 

corporate culture. 

     

32. Uses various types of incentives to compensate 

his/her people. 

     

33. Makes sure that compensation for his/her employees 

is fair and reflects individual efforts.  
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34. Makes sure that an employee’s performance review 

is a summary of ongoing feedback. 

     

35. Spends time mentoring others in our organization.      

36. Makes sure that outstanding performance is 

rewarded appropriately. 

     

37. Gives ongoing constructive feedback to his people.      

38. Makes sure that people’s achievements are 

recognized. 

     

39. Gives feedback with respect. 

 

     

40. Tries to resolve conflict among team members in a 

way that strengthens the team. 

     

41. Encourages team members to build collaborative 

relationships with one another. 

     

42. When on a team, puts the interest of the group before 

his/her own personal goals. 

     

43. Builds on team members’ individual strengths.      

44. Makes a great effort to earn the trust of other team 

members. 

     

45. Looks for a variety of personality types when 

forming a team. 

     

46. Makes a serious effort to ensure that, when a 

decision is made, everyone stands behind it.  

     

47. Tries to make sure that all members of the group feel 

that they contribute to the decision-making process. 

     

48. Welcomes differences of opinion.      

49. Looks for solutions to problems that are satisfactory 

to most parties. 

     

50. When possible, includes people from different 

regional/ national cultures and genders in teams 

he/she create. 
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51. Makes sure that everyone on his/her team 

recognizes the importance of knowing and meeting 

customers’ requirements. 

     

52. Makes sure that customer satisfaction is the focus of 

our efforts. 

     

53. Makes sure the customers’ suppliers, and other 

stakeholders are treated fairly. 

     

54. Encourages effective interaction with outside 

stakeholders. 

     

55. Ensures that our organization makes positive 

contributions to the communities around it. 

     

56. Keeps him/herself informed about global 

developments that might affect our business. 

     

57. Is aware of the ways in which cultural differences 

affect the way people behave. 

     

58. Is comfortable in situations where the culture is 

unfamiliar to him/her. 

     

59. Enjoys working on multicultural teams.      

60. Assumes that no culture is better than another.      

61. Enjoys learning and speaking foreign languages.      

62. Makes cross-cultural experiences into learning 

opportunities for him/herself. 

     

63. Is good at adapting to business practices in cultures 

other than his/her own. 

     

64. Has a set of principles that he/she defends.      

65. Is prepared to stick to an unpopular decision if I feel 

that it is the right one. 

     

66. Is willing to take risks when he/she strongly believe 

in a certain action. 

     

67. Is not easily discouraged.      

68. When he/she believes it is necessary, tries to change 

the opinion of others.  

     

69. Considers how his/her emotions can affect others.      
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70. Can “read” other people’s feelings quite well.      

71. Understands the reasons why he/she feels the way 

he/she does in a particular situation. 

     

72. Analyses my feelings before acting on them.      

73. Makes sure that his/her behaviour is appropriate to 

the situation. 

     

74. Analyses his/her mistakes in order to learn from 

them. 

     

75. Engages in an ongoing process of self-reflection.      

76. When someone is talking to him/her, gives the 

people his/her full attention. 

     

77. Makes a great effort to help people feel at ease with 

him/her. 

     

78. Actively shows his/her respect for and interest in 

individuals. 

     

79. Tries to generate trust among the people his/her 

work with. 

     

80. Gets people to open up by being easily 

approachable. 

     

81. Apparently takes the time to think about his/her life 

on a regular basis. 

     

82. Looks for opportunities to learn more about 

him/herself. 

     

83. Actively looks for new ideas and learning 

opportunities outside of his/her specific field of 

expertise. 

     

84. Is physically active (regular exercise).      

85. Engages in non-work –related activities (such as 

sports, hobbies, or volunteer activities) at least once 

in a week. 

     

86. Has at least one close friend with whom he/she can 

talk about very personal issues. 
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87. Frequently spends time with his/her spouse/partner 

and /or other close family members.  

     

88. Appears to have caring and trusting relationships 

with his/her spouse/partner and/or other close family 

members. 

     

89. Sets priorities in both his/her private and 

professional lives. 

     

90. Appears to feel that his/her workload is too heavy.      

91. Never seems to be able to complete all the work 

he/she has to do. 

     

92. Feels the pressure at work has become excessively 

stressful. 

     

93. Seems to feel that his career is not progressing the 

way I would like it to. 

     

94. Appears to have too many responsibilities.      

95. Says that he/she has little control over the things that 

happen to him/her. 

     

96. Appears to be currently worried about his/her own 

health.  

     

97. Worries about the health of one or more close family 

members. 

     

98. Is worried about his/her financial situation.      

99. Has a relationship with one or more close family 

members that is a source of stress. 

     

100. Doesn’t seem to be managing his/her career in an 

effective manner. 

     

 

 

101. Please describe two or three behavioural patterns that contribute to the person’s 

effectiveness as a leader. 
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102.  Please describe two or three behavioural patterns that the person could improve. 

 

 

 

 

 

 

103. Please describe two or three behavioural patterns that the person should eliminate 

to be more effective as a Leader. 

 

 

 

 

 

 

104.  Give additional feedback on his/her leadership behaviour. 
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Annexure C 

INTERVIEW 

(Questions) 

The questions of the interview has been divided into following themes: Vision, 

Responsibility, Team Building and Achievements. 

Vision 

1. Can you name a person who has had a tremendous impact on you as a leader? 

Maybe someone who has been a mentor to you? Why and how did this person impact 

your life? 

2. Which is the most important to your organization—mission, core values or 

vision? 

3. Which characteristic that you believe every leader should possess? 

4. What is the biggest challenge facing leaders today? 

5. What is one mistake you witness leaders making more frequently than others? 

6. What is the one behavior or trait that you have seen derails more leaders’ 

careers? 

7. What are a few resources you would recommend to someone looking to gain 

insight into becoming a better leader? 

8. What advice would you give someone going into a leadership position for the 

first time? 

9. What are you doing to ensure you continue to grow and develop as a leader? 

Responsibility 

10. How do you encourage creative thinking within your organization? 

11. Where do the great ideas come from in your organization? 

12. What is your greatest strength? 

13. What would be your greatest weakness? 

14. How do you convince others to accept your ideas? 

15. How do you help a new employee to understand the culture of your 

organization? 

16. When faced with two equally-qualified candidates, how do you determine 

whom to hire? 

17. What is the most difficult part of being a leader? 

18. Are you more comfortable with verbal or written communication? 

19. What are the most difficult decisions to make? 

20. What do you get the most criticism about you on? 

Team Building 

21. How have you gained commitment from your team? 

22. How would you go about praising a team member in public? 
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23. How would you go about getting cohesion among a team who disagree? 

24. What sort of leader would your team say that you are? 

25. How do you motivate your team? 

26. How would you convey bad news to your team? 

27. How would you proceed to reorganize your team? 

 

 

 

Achievements 

28. What is the most significant change that you brought to University? 

29. What are your future plans for the improvement of your university? 

30. How do you measure success for you as a leader? 
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Annexure D 

LIST OF PUBLIC SECTOR UNIVERSITIES, KPK 

S. No UNIVERSITY CITY VICE 

CHANCELLOR 

1.    Shaheed Benazir Bhutto Shaheed      

Women University 

Peshawar     Dr. Razia Sultana 

2.     Gomal University D. I. Khan     Major General Dr.    

Hamid Shafiq 

3.       Hazara University, Dodhial, 

Mansehra 

Acting VC 

4. I   slamia College University Peshawar Mr. Ajmal Khan 

5.      Khyber Medical University Peshawar Prof. Dr. Mohammad 

Hafiz ullah 

6.      Kohat University of Science &   

Technology 

Kohat Acting VC 

7. University of Agriculture Peshawar Dr. Zahoor Ahmad 

Swati 

8. University of Engineering & 

Technology 

Peshawar Eng. Syed Imtiaz 

Hussain Gilani 

9. Shaheed Benazir Bhutto University Sheringal Prof. Dr. Khan 

Bahadur Marwat 

10. University of Malakand Chakdara, Dir, 

Malakand 

Prof. Dr. Johar Ali 

11. University of Peshawar Peshawar Dr. Rasool Jan 
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12. University of Science &Technology Bannu Dr. Abdur Rahim 

Khan Marwat 

13. Abdul Wali Khan University Mardan Dr. Ihsan Ali 

14. University of Swat Swat Prof. Dr. Jehan Bakht 

15. Bacha Khan University Charsadda Dr. Fazal ur- Rehman 

Marwat 

16. University of Haripur Haripur Dr. Nasser Ali Khan 

17.  Khushal Khan Khattak University Karak Dr. Ibahraim Khattak 

18. University of Swabi Swabi Dr. Noor Jahan 

19. University of FATA Kohat Dr. M. Tahir Shah 
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Annexure E 

UNIVERSITY OF SCIENCE & TECHNOLOGY, BANNU 
Main Campus, Bannu Township, Bannu, Khyber Pakhtunkhwa, Pakistan, 0928-633824/ 0928-633817-18 

uzmasyedagilani@yahoo.com 

(Quality Enhancement Cell) 
 

                                                                                                       Dated: _________ 

 

Honourable Vice Chancellor 

 University of ____________,  

Respected Sir,  

I am Ph.D. Scholar in Education at Gomal University, D. I. Khan. Currently I am 

conducting research on "NARRATIVE ANALYSIS OF EXECUTIVE 

LEADERSHIP AT HIGHER EDUCATION", the Vice Chancellors  being the 

subjects of the study. 

 In this regard your cooperation and contribution is required. Your honour is 

requested to spare a few minutes to fill self-assessed Inventory and let me conduct 

your face to face interview. Moreover, cooperation of your colleagues is also required 

to fill observation sheet about you to draw exact finding from it. 

 I assure you that the provided information will be treated as confidential and 

will be used only for research purpose. Results will be accessible to you upon 

completion of my study. 

 

Sincerely, 

 

Uzma Syeda Gilani. 

Lecturer in IER,  

QEC, Main Campus, 

UST, Bannu. 

Cell No. 03018153214 

mailto:hassanmughal2010@yahoo.com
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UNIVERSITY OF SCIENCE & TECHNOLOGY, BANNU 

Main Campus, Bannu Township, Bannu, Khyber Pakhtunkhwa, Pakistan, 0928-633824/ 0928-633817-18 
uzmasyedagilani@yahoo.com 

(Quality Enhancement Cell) 
 

                                                                                                                                           

Dated:__________ 

 

Honourable Vice Chancellor, 

University of ____________,  

  

Respected Sir,  

 With extreme reverence, I am very much grateful to you that in spite of your 

busy schedule your Honour gave me your valuable time for interviewing you as well as 

for filling-up inventory. As for my entitled research "Narrative Analysis of Executive 

Leadership at Higher Education", I would require more input from you, being an 

executive leader, to narrate your success stories and difficulty/hurdles or challenges you 

faced and the ways you overcame these. As I also briefed you that I have to report the 

afore-mentioned contents in a narrative way being qualitative part of my research study, 

I intend to seek your valuable inputs in descriptive form. 

 For this, I would request you to provide me the above-mentioned contents in 

soft form at my e-mail address: uzmasyedagilani@yahoo.com with pictures and reports 

published in newsletters, annual reports or in any printed material. Your efforts will be 

appreciated and highlighted in the due forums with due diligence.  

 I hope you shall cooperate in this regard. 

 

Sincerely, 

Uzma Syeda Gilani. 

Lecturer in IER,  

QEC, Main Campus, 

UST, Bannu. 

                    Cell 

No.03018153214 

mailto:hassanmughal2010@yahoo.com
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Abstract 
Vision is one of the necessary dimensions of executive leadership which provides a direction for future. This 
study investigated the difference in the vision that is narrated by four executive leaders of old established 
universities of the region. Narrative research method was selected in which cross case comparison design was 
followed. Population of the study was all the Vice Chancellors of Public sector universities of Khyber 
Pakhtunkhwa, Pakistan. Four Vice Chancellors of old established Universities were taken as sample of the study. 
Narrative story was interviewed in the form of structured questions, transcript and tabulated with interpretation. 
For trustworthiness of study, prolonged engagement and persistent observation, peer review and member 
checking was the part of study. There was significant difference among the views of four executive leaders, 
having different situation, backgrounds and it affected the University progress. Leadership is inborn but without 
proper situation analysis and resources, it can't be successful.  

Keywords: Executive leader, Leadership, Vision, University 

1. Introduction 
1.1 Vision as Dimension 

Developing a vision needs commitment for major change from many diverse stakeholders. Judgment, analytical 
ability, intuition and creativity play important role to synthesize the vision for an organization. (Tichy & 
Devenna, 1986)  

The main steps for formulating a vision: 

 Involvement of key stakeholders. 

 Identification of strategic objectives with wide range. 

 Identification of core elements already present in the basic ideology. 

 Linkage of vision with core elements. 

 Creditability of the vision is evaluated. 

 Continuous assessment and refinement of vision. 

Key stakeholders of the University are administration, faculty, students, parents, investors, joint venture of 
partners and supporting staff etc. Strategic objectives give insight about values and ideals. The first step is to 
select such objectives of specific performance which are challenging and relevant to the mission of the 
organization. Then importance of objectives will be discussed and reason to give importance to various 
objectives. When you feel that there should be drastic change, some worthy elements of the basic ideology may 
be preserved. Those ideas and values which are relevant for foreseeable future of the organization will be 
continued. 

Vision is more credible if the core competence of the organization and the skills of its members are relevant for 
these activities designed. The formulation of a vision is a continuous, dynamic process, interactive, in linear 
form i.e. from vision to action strategy. A detail study of strategy may provide new ideas for a new vision. 
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1.6 Research Questions 

The qualitative study was guided by following research questions: 

 What do we explore in the narrative view of executive leaders of old established universities of KP? 

 Is there any difference in the views of executive leaders regarding vision in old established universities?  

2. Method 
Narrative research method was used to follow cross case comparison design.  

2.1 Participants 

Vice Chancellors, VC1, VC2, VC3 and VC4 of old established Universities of KP, Pakistan.  

2.2 Procedure 

There were nineteen public sector universities in KP, Pakistan in which fifteen VCs were working on regular 
basis. This narrative study had been delimitated to only four VCs of old established Universities of Khyber 
Pakhtunkhwa among seven selected VCs for intensive study. Sample size is justified from case study as 3-5 
participants (Creswell, 2002). 

Structured interview questions were coded in vision theme. It was recorded, transcript in narrated form.  

As narrative study is qualitative in nature that is why for trustworthiness of study, prolonged engagement and 
persistent observation, peer review and member checking was the part of study.  

Data was collected personally from the above mentioned executive leaders. Data was interpreted in form of 
matrix.  

3. Findings and Discussion 
On the basis of the objective of the study, the collected data was analyzed by using transcript in narrative form 
and by drawing matrix to interpret vision of four leaders at university level. 

Narrative views of four VCs regarding Mentor, 

"There are many personalities who have contributed in shaping my life and it will not be fair if it is attributed to 
one person." (VC1) 

As VC2 said, "Quaid -e-Azam (father of the nation), is my mentor because he was man of principle, disciplined, 
spent his life for justice, not for sake of money." 

"Principal, Cadet College was my mentor because of his principles, ethics, moral values and always preaching 
high values." (VC3) 

"Two personalities within my family were my mentor. My Grand -father Dr. Khan because my father was telling 
his stories and second one is A. A. Khan, being Educationist and Academician." (VC4) 

Further they expressed their views as follows, 

"These are of little importance from the practical point of view as our priorities changes and there is no 
persistence in our policies. However from my point of view, core values are important. Leader should possess 
integrity and ownership. Selflessness and commitment to their duties are the biggest challenges faced by leaders 
today. Ego and personal interest is the mistake, leaders make more frequently and derail their careers. Leaders 
are in born and they can't be created but resources can help to polish and groom them. My advice for upcoming 
leader is that he should be honest and truthful. Learning is continuous process, by interaction, with leaders of 
same cadre and reading can also help to grow and develop as a leader." (VC1) 

"These qualities i.e. Vision, mission and core values are interlinked. Every leader should be Sadiq-wa-Ameen. 
Practicing justice is the biggest challenge facing leaders today. One mistake, leaders making more frequently is 
'not doing justice'. Behavior of selfishness and self-centeredness derails more leaders' careers. Leaders grooming 
starts at home, school, from personal experiences through environment. My advice for future leader will be to 
practice justice and abide by law. For growth and development of a leader, he must be honest to myself and Allah 
Almighty." (VC2) 

"Vision is more important to an organization. Integrity is the one characteristic that every leader should possess. 
The biggest challenge faced today by leaders is that there is dissolution, disenfranchise and core values of 
society has been changed and leader feel difficult to uplift the society. Leaders do mistake or derail in their career 
when they make wrong judgment about the close people and laid down by their own close people. For example: 
Julius Caesar was killed by his own parliamentarian, Brutus. Leader is in born, deliberate and stand on Pedestal 
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to show high values. My advice for future leader will be that he first earns the trust of people and then you lead. 
You can grow and develop a leader by giving opportunities to the people." (VC3) 

"Vision, mission and core values, all three are important and valuable. Leader should be honesty and truthfulness. 
Leaders, facing challenge today is that there is no patience and tolerance to accept others. When leaders feel 
other inferior, it is their biggest mistake. Proudness derails more leaders' careers. Self-respect and respect for 
others make a person a better leader. My advice for future leader is be honest in dealing and whatever he say, he 
should act upon it. For growth and development as a leader, create trust in others that people respect you. Always 
consider that you are learning all the time." (VC4) 

The narrative view of four executive leaders of old established universities are compared qualitatively. There 
were a few similarities as well as differences in opinion with reference to their difference in situation. 

Success of Institute highly depends on the vision and direction given by executive leader. These leaders have 
positive approach, they believe in integrity, truthfulness and in born leadership.  

VC2 believed that Justice should be practiced and injustice was considered as the main cause of financial crisis 
faced by University2. Being Army officer, he has great love with nation and father of the nation. He believes that 
selfishness, grouping, over employment on political basis, over expenditure on POL charges are the causes of 
financial crisis. Secondly, the leader had no previous experience to work in research based organization. Funding 
was required but he couldn't get it instead he was ordered to cut down illegal over-employment. His SOPs were 
appreciated by the higher authority but he couldn't implement it, as he resigned due to personal reasons. 

VC1 believed in ownership, honesty, straight forwardness and main focus of concern on research. He has plenty 
of publications at his credit and he abolished evening shift with the aim that teachers should concentrate and give 
more time to research. He encouraged the faculty to visit, observe and bring new creative ideas. He believed in 
challenging the status quo for further improvement. His academic and financial reforms are his biggest success. 
According to him, "The difficult part being leader is implementation of decision across the board uniformly" 
(VC1). For KP universities, HEC provides funding annually which is lump sum amount on the basis of 
enrolment of students and it doesn't fulfill the requirements. As new universities established in every division, 
enrolment of students decreased/ distributed. VC1 put his great effort to bring funds from foreign countries and 
donor agencies which enhanced the research capabilities of faculty as well as students. Even students get the 
internship opportunity in University under various projects. Exchange of foreign faculty enhanced the academic 
skills. Due to his more emphasis on research, HEC ranked University1 at 8th best university in Pakistan and No. 
1 at Khyber Pakhtunkhwa. As he said at the end, "The most important decision was 'No compromise on 
academic quality'. I saved university from financial disaster."(VC1) 

VC3 believed in high values, earning trust and giving opportunities to grow. Due to his strategic planning, he 
said, "This institute is earning 20 billion profits, enrolment goes from 700 to 7000. There were only 15 PhDs and 
now 150 PhDs in which 83 PhDs studied from abroad. Now there are 6 campuses, 16 departments. There is 
strong linkage with Industry and also take part in policy formulation. UET is on 5th ranking position among all 
Pakistan universities." (VC3) 

VC4 believed in gaining commitment and cohesion with praise and discussing issues in meeting in democratic 
way. He brought funds for infra-structure, academic block and regularized academic life. 

 



ass.ccsenet.

 

 

According
structure o
realism. 

O'Connell

Mayfield, 
communic

In the abo
organizatio

4. Conclus
From the a

 Th
le

 Th
fin

 Th
ba

5. Recomm
On the bas

 C
tr
co

 P
q
m

Strai
cultu

Fina
S

believ
givin

bill
increa
15 to 

.org 

g to Larwood, 
of organization

, D. (et al.) (20

J. (et al.) 
cation and relat

ove citations, v
on and vision s

sions 
analysis and in

here is a few t
eaders at old es

here are differ
nancial crisis. 

here is differen
ackground. 

mendations 
sis of the concl

Communication
ransmitted acr
o-workers can

Political influen
quality of resea
meetings with c

Ow

ight forward
ure. Observe

China 

ancial reform
Strengthene

ved in high v
ng opportuni
lion profit. E
ased as well 
150 in whic
abroad.  6 n

dep

Figur

L. (et al.) (199
nal vision and f

010) mentione

(2015) emph
ted values mes

vision of top 
should be com

nterpretation, it

things common
stablished univ

ent ways of in

nce of prioritie

lusions, the fol

n regarding vi
ross the boar

n play vital role

nce may help t
arch. It is onl
co-workers as 

VC1
wnership.

dness. Devel
e and create 
Study cente

ms. Academ
d the infrast

values, earn
ities to grow
Enrolment o
as the PhD 

ch 83 PhDs s
new campus
partments.

VC3

I

Asian

re 3. Narrative

95), chief exec
found that is im

d vision has gr

hasized that t
ssages to impr

leader and org
mmunicated uni

t is concluded 

n as well as th
versity level in

nfluencing the p

es for improvem

llowing recom

ision and moti
rd uniformly 
e. 

to bring funds 
y possible if 
well as high-u

lop research 
new ideas. 

er.

mic reforms. 
tructure

ing trust and
w. Earned 20
of students 

faculty from
studied from
ses, 16 

Integrity, 

Leadersh

n Social Science

192 

e view of Exec

cutives are clu
mportant to be

reat impact on

top leaders c
ove organizati

rganization is 
iformly across

that:  

here is differen
n narration. 

people and hig

ment in univer

mmendations ar

ivating decisio
for impleme

for University
leader has vis

ups. 

Just
consid

R

d 
0 

m 
m 

VC4 be
cohe

issues 
bro

academ

Truthfuln

hip is inb

cutive Leaders

ustered in three
e formulated, im

n individuals, g

can construct 
ional performa

emphasized fo
s the broad. 

nce in views re

gh-ups to save 

rsity according

re made: 

ons from execu
entation acco

y progress and 
sion and devel

V
ice should
dered injus

of finan

Reduce PO

SOPs ar

elieved in ga
esion with pr
in meeting i

ought funds 
mic block and

l

V

ness,

born

e groups to stu
mplemented an

groups and org

and transmi
ance. 

or the better p

garding vision

their respectiv

 to their person

utive leader to
rdingly. Frequ

funds should b
lop plan with 

VC2
d be practic
stice as ma
ncial crisis

OL expendi

re presente

aining comm
raise and dis
in democrati
for infra-stru
d regularized
life.

VC4

Vol. 13, No. 6

udy the conten
nd have innov

ganization. 

it strategic v

performance o

n of three exec

ve universities 

nal experience

o co-workers m
uent meeting

be used in enh
discussion/ fr

ced and 
ain cause 
.

iture

ed

mitment and 
scussing 
ic way. He 
ucture, 
d academic 

2017 

 

t and 
ation 

vision 

of the 

utive 

from 

s and 

may be 
s with 

hancing 
requent 



ass.ccsenet.org Asian Social Science Vol. 13, No. 6 2017 

193 
 

 Executive Leaders having research and university experience at various cadre within any university can 
understand the problems and make strategic decisions for improvement at university level. 

 Further researches can be conducted in different situations and contexts to compare the results. 
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 This study was to compare and narrate the difference in the role of 

team building, through self-assessed inventory by VC (Executive 

Leader), observation sheet filled by co-workers as well as the narrated view of executive 

leaders regarding team-building of the newly established University of the region. 

Concurrent triangulation mixed-method design was followed.  Vice-Chancellors of all 

Public universities of Khyber Pakhtunkhwa, Pakistan constitutes the population of the 

study. According to the design, the same sampling technique was used. Four Vice-

Chancellors of newly established Universities and five 

observers among their co-workers of each VC were 

taken as respondents of the study. There were 

significant differences among the self-assessed views of 

VCs regarding team building and views of their co-

workers and narrative views of executive leaders at 

newly established universities. For team leadership, 

egalitarian style, knowledge of emotional intelligence 

and target-oriented communication are recommended 

 

 

Introduction  

Team in an Organization 
 

All organizations have units of people who work together to accomplish specific 

goals. A good team is led by high-performance leaders. Leaders give ownership 

to his team. Members of the team also act as a leader, taking up responsibility and 

exert their influence to complete the task. Every individual is clear about the goals 

to achieve and they contribute accordingly to carry out their task and interact with 

each other. They try to self-monitor and self-evaluate themselves to raise their 

performance. Reward system supports them for better performance (Guttman, 

2008). 

Guttman believes that it is difficult for the formal leader to make all decisions 

as they are facing complex challenges. Distributed leadership in layers to make 

key decisions can make the organization successful and they are jointly 

accountable for performance. 

 

How Teams Develop 
 

Teams develop through different stages. These stages are in sequence and can be 

overlapped (Tuckman, 1977). 

Abstract 

Key Words 

Executive Leader, 

Leadership, Team 

Building, University, 

Narrative Views. 
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Figure 1: Tuckman Model. 
 

There is Welsh proverb, "He that would be a leader must be a bridge". 

 

Team Leadership Models 
 

There are two main models of Team Leadership Models presented by Hill (2013) and 

Ginnett (2005). According to Hill's Model of team leadership, there should be flexibility, 

problem-solving abilities, and collaboration which is necessary for effective team 

leadership. Both internal and external actions influence the leadership decision for better 

team effectiveness. Internal leadership actions are further classified as task and relational 

leadership actions while external leadership actions consist of networking, negotiating 

support, assessing, sharing information, etc. to boost the performance of the team. (As 

shown in figure 2 below)  

 

Figure 2: Hill's Team Leadership Model. 



Uzma Syeda Gilani and Umar Ali Khan 

56                                                    Global Social Sciences Review (GSSR) 

According to Dr. R. Ginnett (2001), "Leadership is basically work in group or team. The 

job of a leader is to make an effective team by creating a conducive environment". 

He presented a model of Team Leadership. There are three main levels of the model: 

Input, process, and output. 

Inputs are at the base consists of individuals, team and organizational factors. Outputs 

are the results of the team's work. It can be a team productive output in the form of goods, 

services, and decisions. During group performance, the ability of the members of the team 

enhances in the future. The growth and personal well-being of the individuals are enhanced 

with the group experience. There are four processes which measure the effectiveness. 

These are:  

 Work efficiently, 

 To perform the task well, there must be enough knowledge and skills. 

 an appropriate strategy is needed to achieve the task, 

 Role of productive and optimistic group dynamics. 

 

 

Figure 3: Ginnett's Team Leadership Model 
 

Team Leader's Personal Role 
 

The successful team depends on the confident and effective team leaders, his attitude and 

actions of the team leader, leader's interaction with team members. A leader should learn 

the new skills and qualities needed for team leadership and people have the will to change 

themselves. These are the specific changes leaders can make to develop effective team 

leadership. 

 A clear and motivating vision should be uttered by team leaders that members of the 

team move in the same direction. Team norms and values should be shaped by the 

leader for accomplishing the vision.  
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 Cooperative and supportive team members play an important role in making 

teamwork effectively. Leaders can play a key role in build harmony rather than 

dictating them. Leaders should share power, ideas, and duty, and allow saying how 

to do work. 

 The best leader admits that he doesn't know everything. He enables all team 

members to put in their talents and thoughts. A leader must discuss problems and 

concerns openly without fear of his own disgrace.  

 A good leader allows people to get the training, development opportunities and 

resources they need and rewarded for their contribution to the organization.  

The team leader has to keep people focused on accomplishing tasks, building a positive 

relationship for team effectiveness, productivity, and learning (Daft, 2014). 

 

Current Study 
 

It is a mixed-method research study about the executive leadership role as a team builder. 

Four vice-chancellors of newly established universities of Khyber Pakhtunkhwa and five 

co-workers of each VC were the participants of the study. 

VCK was the founder of VC of University K. He remained Professor of Education. VCB 

remained Professor in Bio-Chemistry.  

VCI headed various administrative posts as well as VC before becoming VC of this 

University I. VCW remained Professor of History and have a distinction in her academic 

career. 

The researcher is interested to compare and elicit their narrative competence as a team 

builder. Narrative analysis is a newly developing concept in qualitative study and novelty 

of my work is based on the claim that nobody worked on executive leadership like this 

before in Pakistan. Data was collected by a part related to team building in Global 

Executive Leadership Inventory and observation sheet by Dr. Manfred (2005) on five-point 

Likert scale and structured interview questions were asked to get views regarding team 

building. In conclusion, there were significant differences in views quantitatively as well 

as narratively. 

 

Objectives of The Study 
 

 To assess in the self-assessed team building competence of different executive 

leaders of newly established University quantitatively. 

 To compare the self-assessed views regarding team-building of executive leader 

with the observed views of their coworkers at their university. 

 To compare the views regarding team-building of executive leaders of the newly 

established University in narrative form. 

 

Hypotheses of the Study 
 

Ho1.  There is no significant difference in the self-assessed views of executive leaders 

regarding team building in newly established universities. 

Ho2.  There is no significant difference in the self-assessed and observed views 

regarding team-building of executive leader at the newly established University 

level. 
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Research Question 
 

Is there any variation among the narrations of University leaders regarding team building?  

 

Method 
 

Concurrent Triangulation mixed method design was adopted. Three different data 

collection tools were used: Self-assessed Inventory, Observation sheet and Interview. 

 

Participants 
 

 Four Vice-Chancellors, VCK, VCB, VCI, and VCW of newly established 

University of KP, Pakistan.                     

 Five participants from each University to observe their executive leader 

competency. 

 

Procedure 
 

Total nineteen Public universities were established in which only 15 VCs were working in 

regular status while in remaining universities, there were acting VCs. This narrative study 

had been delimitated to only four VCs and five colleagues of each VC of newly established 

Universities of Khyber Pakhtunkhwa for in-depth study and to do work timely. 

According to Creswell (2002), a case study requires 3-5 participants while sub-group 

sampling study requires _> 3 participants are suggested (Onwuegbuzie & Leech, 2007). 

For the self-assessed Inventory of leadership for team building, designed by de Vries 

(2005) was adopted. Observation sheet was also part of it to be filled by colleagues on a 

five-point Likert scale. 

Semi-structured interview questions under coding of team-building theme were 

recorded, transcript and narrated separately in the quotation form.  

As the narrative study is qualitative in nature, so for the trustworthiness of the study, 

prolonged engagement and persistent observation, triangulation of data (from inventory, 

observation sheet, and interview) and member checking was the part of the study.  

Data was collected through face to face interview and filling inventory personally from 

executive leaders and observation sheet from their co-workers. For data analysis through 

SPSS, the Friedman test was used to compare means and paired sample t-test and narrative 

part was a transcript and then interpreted through metrics and topology. 
 

Results and Discussion 
Already set objectives of the study were kept in view and the data collected by the 

researcher were analyzed through Friedman test to explore the significant difference 

among the self-assessed views of the executive leaders of the newly established 

universities of KP region regarding team building.  
 

Table 1. Self-Assessed Views of Executive Leaders Of KP Region Regarding Team 

Building 
 

Dimension VCB VCK VCI VCW Mean Q p-value 

Team 

building 
5.00 4.18 4.18 4.9 4.56 21.29 0.00 
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The p-value in the above table shows the significant difference in the self-assessed views 

of executive leaders of newly established universities of KP region, therefore, the null 

hypothesis # 1 is rejected at 0.05 level of significance. 
 

Table 2. Comparison of the Self-Assessed Views of Executive Leaders with the Observed 

Views by Their Colleagues Regarding Team Building in Newly Established Universities 

of KP Region.  

 

Views VCK VCB VCI VCW Q p-value 

Self-

assessed 

5.00 4.18 4.19 4.9 21.29 0.00 

Observed 3.63 3.91 3.97 4.63 22.88 0.00 

t-value 13.13 1.93 1.15 2.76   

p-value 0.00 0.08 0.27 0.02   

 

On the basis of table values which show the significant difference in the self-assessed views 

of executive leaders with an observed view of their colleagues regarding team building in 

newly established universities of KP region. So the null hypothesis # 2 is also rejected at 

0.05 level of significance. 

 

Narrative Views of Executive Leaders Regarding Team Building 
 

There are some narrative views regarding team-building of selected executive leaders: 

"My co-workers never betrayed the trust, I built on them. I always praise and give 

credit to genuine people of my team. Free discussion about things gives good results in the 

form of a better conclusion. I follow a democratic sort of leadership. For motivation of 

staff, self-example is quoted too. The bad news is delivered with optimism and tried to 

offer them my help where they need. I don't need to reorganize my team as it is already in 

form."(VCK) 

"Commitment of my team is gained through meeting and discussion. Letter of 

appreciation, certificates, and prizes are usually given to motivate my team. Forgetting 

cohesion, both the groups are listened and convinced them accordingly to resolve the 

conflict. My efforts to develop the organization is appreciated by the people. Discussion, 

appreciation and due rights are given to motivate my team.  Bad news to any individual is 

delivered secretively. Reorganization of my team is based on people following advice 

which are useful for the organization." (VCB) 

"My team consists of dedicated and reliable people who work for the organization. I 

publicly praise people on a good job. Cohesion among groups is difficult. I am a very 

democratic type of leader. I not only support my team but also help them out. I make a 

background for the person to listen to the bad news. Incapable will drop out automatically 

when you take the capable person." (VCI) 

"Team commitment is gained by ownership, accountability, and right or specific 

people for specific work. Good work of a person is praised verbally, it could be certificate 

or shield, it could be in the form of financial rewards, participation in training, conferences 

or a person could represent me anywhere. The cause of disagreement has listened carefully, 

I remained objective to resolve it. I am a participatory or egalitarian sort of leader which is 
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first among the equal. In the discussion, I usually lead from the front. I usually deliver bad 

news directly in a précised manner after rationalizing it. On the basis of performance, my 

team is reorganized." (VCW) 

There are differences in their views regarding their experience and situation prevailed 

to them. 
 

 

The Topology on the Basis of the Narrative View of their Colleagues 
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Another study finding indicates the successful leadership gets success through 

collaboration, communication, underlying relationship, and networking internally and 

externally (Janson, 2007). 

In the above articles, democratic or egalitarian style achieve the durable consensus, 

emotional intelligence improve the team performance, effective communication, goal 

setting and new theory of dynamic managerial capabilities in term of the episodic team 

were introduced. 
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Conclusions 
 

The following conclusions were made, 

 Self-assessed views among executive leaders were significantly different regarding 

team building at newly established universities of KP region. 

 The self-assessed view of executive leadership and observed view of their 

colleagues regarding team building at newly established universities of KP region 

were significantly different. 

 Narrative views of the executive leadership regarding team-building were also 

different at newly established universities of KP region. 

 Opinion among narrative views of leaders and observed view of colleagues 

regarding team building at newly established universities at KP region were also 

different. 

 

Recommendations 
 The following recommendations are made on the basis of the above conclusions and 

discussion: 

 Democratic/Egalitarian style should be adopted as it achieves the long-lasting 

harmony among the leader and his co-workers. Frequent meetings play a vital role 

to build understanding and sharing their point of views. A leader should be a patient 

listener. 

 A leader should know the targets and his communication with his team should be a 

target-oriented to achieve it and his work should be as guide and facilitator. 

 Training regarding emotional intelligence should be given to the leaders as it plays 

an important role to improve the performance of the team as if the leader takes care 

of the emotions of co-workers and have the ability to cheer up or calm down others. 

 The result may be compared by changing different situation and context to pave way 

for further research. 
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