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ABSTRACT 

Th is tudy in stigates the characteristic and skil Is 0 f leaders of change that are 

e, hibited by Al Ain Education Zone chool principals. The research design is mainly a 

quantitative survey tudy. Data were gathered from 434 teachers in Al Ain schools. 

Means, standard deviations, t test and one-way analysis of variance were used as statistics 

to analyze the data. The stud found out that school principals in Al Ain exhibit the 

characteristics of leaders of change regarding sharing vision and values valuing human 

re ources, fostering collaborative relationships, communicating effectively, being 

proactive creating and sharing knowledge, and managing resistance to change. The study 

also found out that there is a significant difference in the perceptions of female and male 

teachers regarding school principals' characteristics as leaders of change. The statistical 

differences were in valuing human resources and being proactive. A significant 

difference in the perceptions of Emirati and non-Emirati teachers of their school 

principals' characteristics as leaders of change was also found. Non Emirati teachers 

rated their principals higher in valuing human resources communicating effectively, 

being proactive, creating and sharing knowledge and managing resistance to change. 

However, years of experience had no impact on the teachers' perceptions. 
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HAPT R I 

Introduction 

Introduction 

There i s  noth ing more constant in l i fe than change. I t  i s  not on ly important for 

l i fe to cont i nue, it i l i fe itself. I f  change is bound to happen, then i t  on ly  makes sense to 

make it a permanent part of our ex istence. "Both research and practice offer one 

ine capable, in ightfu l  conc l usion to those considering an i mprovement i n it iat ive :  

Change i d i fficu l t"  ( DuFour, & Eaker, 1 998, p.49). evertheless, change in education is 

a must that cannot be avoided and responding to it i s  obl igatory if we do not wish to be 

left beh ind.  Today organ izations big and smal l publ i c  and private, domest ic and global, 

are engaged in a great experiment. They fi nd themselves in  an era of parad igm sh ift when 

a et of assumptions no longer app l ies and must be replaced. "They are responding by 

adopt ing new management ph i losoph ies and fol lowing new methodologies in order to 

bring about organ izational change" (Carr, Hard & Trahant, 1 996, p .3 ) .  

However, change shou ld  not be  j ust for the sake of change, i t  needs to  be  pursued 

to improve schools .  School leaders shou ld seek change to enable  their school s  to keep up 

with the latest educational trends. Moos and Dempster ( 1 998) noted that "change i n  

response to  local commun ity c ircumstances i s  often necessi tated by  movements in  

demography, sh ifts i n  publ ic  att i tudes or soc ial  pract ices introduced into the school 's 

immediate environment" (p.  1 05). Therefore, most change i n  any system occurs as a 

response to d i sturbances i n  the system's external or i nternal envi ronment. 
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hange in education shou ld occur to accommodate students' needs. Dal i n  (as 

c i ted i n  MacBeath, Moo and R i ley, 1 998) stated that schools  shou ld adopt innovati e 

learn i ng approaches and tran fer i nto creat ive learn ing organizations i f  the wi h to 

SUrvl e the future becau e th is is the best way for their students to e perience the future. 

Con er el , choo l s  cannot be transformed into such organ izat ions un less their 

leader seek to til them e lves and their  schools  with the essential too ls  of change. It is 

i ncreas ingly evident that change i s  not a process which can be simply managed. Change 

needs to be led and research has sho\ n the way to make change successfu l  A itken & 

H igg , 20 1 0) .  uccessfu l  implementation o f  educat ional change requires effective 

leaders who have the ab i l i ty to be menta l ly  engaged with the school 's preva i l ing cu lture 

and to promote the idea of  working as teams among the teachers (Carlson; Leithwood, 

Begley, & Cousins; Leith\ ood Steinbach, & Ryan, and Senge as c i ted in Macm i l lan, 

2000). tudies attribute certa in  characteristics to successfu l  change leaders. Effect ive 

communicati on seems to be a common factor in al l studies. Leaders shou ld  communicate 

and share informat ion and data at al l t imes and they should i nvolve other members in a l l  

stages of change, inc lud ing the ear ly stages, which can l im it res istance to  the intended 

change process. 

Successful  leaders of change understand that people are the most important 

resource they have wh i le  implement ing the i ntended change (Zimbal i st, 200 1 ). 

Successful  school s  use the people i n  their organizations to imp lement change and 

educat ional leaders recogn ize that the human resources are the most important factors in  

the change process.  Thus,  they shou ld  use them effectively as i nd ividuals and team 
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p layer . They shou ld al 0 make sure to inc lude them in planning, deci ion making, and in 

creat ing the school i ion.  

Effect ive change leader should help make a l l  members sta motivated, wh ich is 

be t done by creat ing a sense of ownersh ip and by reward ing the successes ach ieved . 

There shou ld be a c lear t imel i ne and opportun ities for shari ng, and working shou ld be 

created a we l l .  I t  i s  also s imi larly important to evaluate the process in  order to ensure 

succe s. Accord ing to Zimba l ist (200 1 ), i n  order to lead change successful ly, leaders 

need to accurately assess the current cond it ions i n  their organ izations, develop a sense of 

urgenc for the areas that need to be changed, create a guid ing coa l it ion share the v ision 

with the stakeholders, c reate t ime for necessary p lann ing, communicate the vision, create 

ownersh ip,  establ ish t imel ine, communicate the first changes, capita l ize on the fi rst 

succe s, manage res istance to change, evaluate the process, and sustain  the effort. 

According to Dr. Mugheer Kham is  AI Khai l i , the d i rector general of Abu Dhabi 

Education Counc i l  (ADEC), the latest stud ies proved that on ly  5% of Abu Dhabi Emirate 

students jo in  the i nstitutions of  h igher educat ion without the need to go through years of 

foundat ional educat ion ( Abu Zaid, 20 1 0). Th is  led educat ional  leaders to be in a 

cont i nuous quest for reforming  educat ion and improving students' performance. 

So as to ra ise the achievement of students, ADEC was establ ished to develop 

education and educat ional  inst i tutions in the Emirate of Abu Dhabi implement 

i nnovat ive educational pol ic ies, create programs that aim to i mprove education, and 

support educational i nstitutions and staff to achieve the objectives of national 
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de e lopment in accordance with the highest internat ional standard (Badri,  Ma on & El  

Mourad 20 1 0) .  

A DEC recognize the igni  ficant ro le school leaders are to play in their refonn 

in i t iat i e. A DE cal led on school princ ipa ls  to work together to bu i ld  a knowledge-based 

oc iety and take an act ive part in implement ing the new educational model that has been 

developed in order to enhance the academic  experience and educational qua l ity of 

schools ( chool Leader h ip  Handbook, 20 1 1 ) . 

Statement of the  Problem 

The la  t decade has witnessed d i fferent reform efforts i n  education in the UAE 

which covered d i fferent areas inc lud ing the curricu la, pedagogy, technology, leadersh ip 

approaches and commun ity i nvolvement; nevertheless, school leaders are sti l l  struggl ing 

to lead their  schoo l s  towards a successfu l  experience. According to Macpherson, 

Kachelhoffer and EI Nemr  (2007), despite previous reform efforts in the education 

system in the UAE,  there are e leven major problems in that system which were 

unsui table  c urricu la  ineffect ive teach ing methods inappropriate assessment methods, 

l i tt le  use of ICT, poor l ibraries and learning support, short school days and a short school 

year, ineffective school cu l tu re, poor fac i l i t ies, low levels  of professional ism, ineffective 

school system, and inadequate budgets. 

Recent ly ADEC developed a new refonn agenda with launching the New School 

Model in 20 1 0  which a imed at improving the educational outcome to reach an 

i nternat ional compet i tive level through c reating an active teach ing and learning 

environment for the students with support of  the school ,  their fam i l ies and the 
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communi ty. The focu poi nts oCthe ew chool Model are tudent health and safety, 

wel l -being, ind ividual l eami ng b i l ingual l i teracy, critical think ing, problem solving. 

creat i i ty and cultural nat ional identity ( choo l Leadersh ip  Handbook, 20 1 1 ) . 

Gi ven the past h i story of not very successfu l  refonn, it i s  important to assess the 

extent to which school principals  possess the characteristics of leaders of change and 

ha e the ab i l i ty to lead the change in it iated by ADEC . Therefore the prob lem of this 

tudy can be tated i n  the fol lowing research quest ions: 

1 - To what extent do teachers i n  A I  A i n  Educat ion Zone perceive that school leaders 

have the characteristics of leaders of change? 

2- Do teachers' perceptions of their school leaders' characterist ics as leaders of 

change d i ffer accord ing  to gender, national ity and years of experience? 

P urpose of the  Study 

The purpose of th is  study i s  to investigate the extent to wh ich school leaders in  AI  

Ain Educat ion Zone exh ibit  the characteristics and ski l l s  of leaders of change. 

Sign ificance of the Study 

The Emirate of Abu Dhabi has begun a process to transform its schools  i nto h igh

ach ieving educational inst itut ions. This process began with the foundation of Abu Dhabi 

Educat ion Counc i l  (ADEC) in 2005 with the purpose of improving the level of education 

offered to students in order to prepare them for h i gher education in the UAE and abroad. 

A DEC has a lready started the reform with the introduction of the new school model . 
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Effecti e change leader are needed to lead the reform process undertaken by 

A DE . ]n the pa t, rare re earch \vas done on reform in i t i atives in  the UAE. Thi study 

help to explore the extent to ""h ich Emi rati schools  leaders are enjoying the features of 

change leaders. Th is  w i l l  help ADEC in its attempt to carry its reform agenda. 

This  study is al 0 important because it  adds to the knowledge base on the issue of 

reform and change in the UAE.  

Lim itat ions of the Study 

The stud "as carried out in Al A i n  school s  duri ng the academic  year 20 1 0-

20 1 1 .  General izat ions to school i n  other em i rates and other zones are not sought. 

Defin i tion of Terms 

Cha nge. 

Jones (2007) defined change as "the process by which organizations move from 

ei ther present state to some desi red future state to i ncrease effectiveness" (p. 269), whi le  

Lunenburg and  I rby (2006) defined i t  as  "any mod i fication i n  one  or  more e lements of the 

schoo l " .  Carr et al. ( 1 996) a lso v iewed change as "moving from an o ld way of doing 

th ings to a new one that w i l l  bring posit ive outcomes" (p .3). In th is  study change means 

the reform in i t iat ives undertaken by ADEC in the Emirate of Abu Dhab i .  

Leaders h i p. 

Jong and Hartog (2007) defined leadersh ip  i n  general as "the process of 

i nfluenc ing others towards ach ieving some kind of a des i red outcome", wh i le  Kotter 

( 1 996) defined leadersh ip  as "a set of processes that creates organ izations in the first 
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place or adapts them to ignificantly changing c i rcum tance . Leadership defines what 

the future shou ld look l ike, a l igns peop le with that ision, and inspires them to make it 

happen de pi te ob tac le I I  (p. 25) .  This stud adopt Jong and Hartog (2007)'s definit ion 

of leader h ip .  To connect it to the characterist ic of leaders of change, leadersh i p  here 

mean the proce of i n fluencing the schoo l  commun ity towards implement ing ADEC's 

reform uccess[u l ly in AI A i n  schools .  

AD EC. 

Abu Dhabi Education Counc i l  which was establ i sh in 2005 to develop education 

and educational i nst itutions i n  the Emirate of  Abu Dhab i .  

Orga n ization of the Study 

The first chapter i s  the introduction which inc ludes the statement of the problem, 

the purpose of the study, the signi ficance of the study, l im i tati ons  of the study and 

defin it ion of terms.  

The second chapter covers the theoret ical  background which d i scusses change, 

causes of change, types of change, the change process, the role of leaders of change and 

characteristics of leaders of change. 

The th ird chapter i s  methodology and it  i nc l udes research design, i nstruments, 

val id i ty and rel iabi l ity, popUlation and sample, procedures and eth ical cons iderat ions. 

The fou rth chapter inc ludes find ings and d iscussion. 

The fi fth chapter provides summary, conc lusion and recommendations. 
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Cha nge 

CHAPTER I I  

Theoret ica l Backgrou nd of the tudy 

" Remarkabl , the h i  tory of i ntens ive educational change i s  l ittle more than half a 

centur o ld"  (Fu l lan, 2007, p.4) . So change is a permanent guest in educat ional 

institution . Le in and R i ffel (2000) stated that "A lmost everyone agrees that schools  

today are fac ing a \ or ld  of change. The abi l ity of school s  to remain v iral  and important 

in t itutions depends on thei r  abi l ity to understand and cope with the changing world 

around them "  (p. 1 78 ) .  

oth i ng remains the same but the real ity remains that making people give up 

what they knov and bel ieve in ,  and what they are used to doing, i s  not goi ng to be an 

easy ta k ( DuFour & Eaker, 1 998) .  Consequentl y, i n  attempting to lead change, leaders 

shou ld  th ink about how to approach carrying out the change i n i t iative. According to 

Sal i bury and Conner, " I f  you i ntend to i ntroduce a change that is i ncompatible with the 

organ izat ion's cu l ture, you have on ly three choices: mod i fy the change to be more in l i ne 

with the existing cu l ture, a l ter the c u lture to be more i n  l i ne with the proposed change, or 

prepare to fai l "  (as c i ted i n  DuFour & Eaker, 1 998, p . 1 32) .  

Th is  chapter d i scusses the causes and types of change, and how they affect 

implement ing the change process. Then it  expla ins the role and characterist ic of leaders 

of change.  
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Cau e of Cha nge 

Change is most certai n ly  inevitable; nonetheless, certa in factors or forces pia a 

ital ro le i n  effectuat ing change. tudies about change, and educational change in 

part icu lar, g i  e d i fferent reasons for change to occur whether they are internal or external 

factors. There are soc ial ,  pol i t ical general or technological reasons. Schools  may change 

becau e of a cri i l i ke 10\ student enro l l ment or low level of ach ievement, or they might 

ju t change to impro e or to adapt to new needs in the educational  market. They m ight 

change because of the increasing level of competit ion or to respond to the demands of 

i nve tor or stakeholders or because of communi ty pressure (Aitken & H i ggs, 20 1 0; 

Fu l lan,  2007; Brown, 2003; H i gdon, 2003;  Carr et aI . ,  1 996). Teachers agree that the 

most motivat ing and successfu I change is change that d i rect ly benefits the students, 

\: hich makes perfect sense a the students are the centre of learn i ng and the main focus of 

educat ional i nstitut ion . 

Types of Change 

There are d i fferent types of change. A itken and H iggs (20 1 0) ident ified three 

broad categories of change : 

1 .  Developmental ,  which can be p lanned or emergent and aims at improving or 

correcti ng ex ist ing aspects of an organ izat ion .  

2 .  Transit ional ,  which i s  p lanned and rad i ca l ,  and a ims at  reaching an outcome that 

is d i fferent from the one that origina l ly  exists. 
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3 .  Transformat ional , wh ich i s  su tainable and cal ls for changing the organizat ion 

ex i t ing assumptions which may lead to a completely d i fferent organ ization in 

structure, proce s, cu l ture and trategy. 

However, it i notable  that no matter what type the change is or what the reason 

for the change is,  se l f  in i t iated change is more fru itfu l  than change imposed by others 

because it addresses the affected group's spec i fic needs and purposes. Hargreaves (2004) 

stated that mandated change gets repeated bad reviews from teachers who think it fai Is to 

enab le them to ach ieve their own purposes and m issions. Teachers are enthusiastic  about 

sel f-i n i t iated change and are motivated by the benefits gained by them and by their 

students. Teachers in h igh school think that posit ive change focuses on benefits for 

students wh i le  i n  elementary school s  i t  i s  associated with the benefits of col legial i ty. 

The Cha nge Process 

When faced with change, whether i nternal or external ,  educational leaders can 

refer to change l i terature which is rich with approaches to leading change. They on ly  

need to  bear i n  m i nd choosing the most effect ive and  suitable approach to  their 

i nstitution's change story so as to yield the des ired outcomes. According to Carr et al  

( 1 996), there are effective methods to leading  change but they need to be carried out 

appropriate ly  if one wants them to be successfu l .  I n  order for those approaches to be 

successful ,  lead ing  change should be pract i ca l  and data dr iven with concrete action steps 

and tool s  that produce measurable results.  

The H iggs and Rowland change model demonstrates four  approaches to change: 

d i rect ive, sel f-assemb ly, master, and emergent change. Both d i rect ive and sel f-assembly  
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change approache are focused on doing change to people; v, herea both master and 

emergent change approaches focus on doing change with people (Aitken & Higgs, 20 I 0) .  

Moreo er, research show that the mo t effecti e approach to leading change i s  

the  part ic ipati e approach .  After agreeing that there i s  a need for change, leaders should  

i nvol e people who \ i l l  be  affected by it i n  designing and implementing the change 

i n it iat ive .  I t  i s  important for them to understand the need for the change but that i s  not 

enough, it is a lso important for them to understand how to manage it is as wel l (Contour 

homes in on e ffect i e change, 20 1 0) .  

A i tken and Higgs (20 1 0) a lso stated that, fo l lowing the part ic ipat ive approach, 

leader i n  o lve a l l  the members who wi l l  be affected by the i ntended change in the 

process. Even though the change is driven by leaders, i t  is not on ly managed by the 

leader themsel es but a lso by i nd ividuals and groups with in  the organ izat ion.  There is a 

drawback  to th is  approach because it takes t ime and is more cost ly, yet the benefits 

outweigh the drawbacks because the changes made are more l i kely to be supported due to 

the invo lvement of a l l  those affected . 

However, Kotter ( 1 996) pointed that i n  order for change to be successful ,  eight 

steps m ust be fol lowed . The first step is establ i sh ing a great sense of urgency. Leaders 

shou ld  commun icate that there is a cr is is  to convince people of the need for change and to 

motivate them to move forward with that change. The second step is forming a powerful 

gu id ing coa l i t ion through creat ing a team of leaders who are powerful enough to lead the 

change effort. Thi s  team can inc lude representat ives of a l l  stakeholders l i ke 

adm i n i strators, teachers from d i fferent teaching departments, students, parents and 

partner community inst i tut ions.  
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The th i rd step i creat ing a c lear i sion that helps d i rect the change in i t iat ive. This 

Ion hou ld  be created by a group of leaders not an indi  idua l .  Without such a is ion 

the change intended m ight fade in t ime. The fourth step i s  commun icat ing the vision 

through using every avai lable means of communication l ike emai l s  text messages 

newsletter , meet ings, \ orkshops and through mode l ing deeds which are more powerfu l  

than \ \  ords. 

The fifth step i s  empo\ ering others to act on the v ision through removing 

obstac les, which can be organ izational structure and systems, l ike the bui ld ing or finding 

the t ime, trad it ional curr icu la and equ ipment, and through encouraging r isk taking and 

us ing innovative ideas. The s ixth step is  creat ing short-term wins.  Many people g ive up 

on the change effort if they don't see short-term wins.  Leaders shou ld search for ways to 

gain performance i mprovements through sett ing  goals  that can be accomp l ished in a short 

t ime and they shou ld  reward the members who were i nvolved in those improvements. 

The seventh step is conso l idat ing  the results to guarantee cont inu ity through 

changing systems, structures and pol icies that do not support the change v i s ion . The 

e ighth step is p lant ing  change in the cul ture through commun icat ing  to people how the 

new practice is improving performance so when current leaders leave, the change 

cont inues to take p lace with the new leadership.  This a l so can be accompl ished by 

preparing new generat ions of leaders who bel ieve in the change i n i t iative. 

The Role of Leaders of Change 

School leaders p lay a v i tal  role i n  leading  change i n  the i r  schools .  Lukhwareni  

(2002) stated that "without leadersh ip  wh ich i s  comm itted to change and i ts proper 

management, change cannot occur eas i ly" .  The l iterature on school leadersh ip  and 
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educat ional change ident i fies the crucia l  role  the school leaders, inc luding the principal, 

and ice princ ipa l ,  p lay on whether or not the change wi l l  occur in the school (Hard, 

1 997). Reforming  choo ls  wi thout having proficient pr incipals,  who actual ly  care about 

their school s, can be a chal lenging task. Change can be i n it iated i nternal ly  or external ly  

but  e entua l ly  the school princ ipal i s  the one who is  responsible for implementing and 

support ing that change in it iat ive (Gertner, emerad, Doyle and Johnston as c ited in 

DuFour & Eaker 1 998). 

Ai tken & Higgs (20) 0) proposed that there are four  crit ical  roles in a change 

process: 

1 .  Change advocates : The ind iv idual  (or group of ind iv iduals) who are primari ly  

concerned with the i n i t iation of the change. 

2 .  Change sponsors: The sen ior- level i nd ividuals with in  the  organ ization who p lace 

their support beh ind the change and g ive legit imacy to the intervent ions requ ired 

to i mplement the change. 

3 .  Change agents: The ind iv iduals  charged with the implantat ion o f  the change 

process. 

4 .  Change targets : The ind iv iduals  i mpacted by the  change and whose practices and 

behaviors need to be mod ified i n  order to ach ieve the goals .  

Each role  requ i res certa in  key leadersh ip  ski l l s . A change advocate should have 

the abi l i ty to exerci se environmental scann ing, i denti fy the need for change, and have 

i nfluenc ing and persuasi on ski l l s .  Whereas a change sponsor needs to have networking 

ski l l s, pol i tical  awareness and ro le mode l ing  ski l l s, a change target should have ski l l s  

rel at ing  to  chal lenging construct ively, assumpt ion surfacing and c larifying through 
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i nqui ry are i m portant. These k i l l s  ensure that the target i s  not a passi e part ic ipant i n  the 

change process, but can contribute to effective implementation through ski l led 

engagement with the change.  As for a change agent, much of the l iterature and research 

a soc iated with change leadersh i p  focuses on the ro le of the change Agent. Change 

agent are the change leaders who shou ld exh ibi t  certa in features and characteristics that 

enab le them to lead the change process successfu l ly. 

C haracteri t ic of  Leaders of Cha nge 

Accord ing to Sel f and Schraeder (2009), the princ ipals' inab i l ity to understand 

how to lead thei r  choo l s  through a change i n it iat ive can resul t  in the fai lure of the 

i ntended change, Therefore, "only principals who are equ ipped to handle a complex, 

rap id ly  changing environment can implement the reforms that lead to sustained 

i mprovement in student ach ievement" (Fu l lan, 2002). 

Many studies have attempted to ident i fy and expla in  the main characteri stics and 

ski l ls of effect ive change leaders (Ai tken & H iggs, 20 1 0). For example, Mendez-Morse 

( 1 992) described leaders of change as those leaders who have v is ion which they share 

with others, and who value human resources. They are proactive and take the i n it iat ives 

to i mprove their schools .  They are effect ive commun icators and l isteners who bel ieve 

that the purpose of schoo l s  i s  to meet the needs of students. 

Buchanan and Boddy (as c i ted in A itken & H i ggs, 20 1 0) identi fied more areas of 

competence: sens i t iv ity to key personnel changes and their i mpact on goals,  c larity i n  

spec ifying goals  and  defin ing the ach ievable, flex ib i l ity i n  respond i ng to  change and risk

tak ing, team bu i l d i ng, networking, ambiguity to lerance, communication ski l ls, 
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interper onal sk i l l  personal enthusiasm, st imu lating mot ivat ion and commitment in 

other e l l ing p lan and idea to others, negot iating with key players for resources and 

change, po l i t ica l  awareness, in fluency k i l l s  and hel icopter perspective. 

onetheless, the characterist ic that are a sociated the most \, ith leaders of 

change are shar ing vis ion and values, a lu ing human resources, fostering col laborat ive 

relat ionships, communicat ing effecti ve ly, being proact ive creat ing and sharing 

knowledge, and managing resistance to change. 

Sharing vision and va l u es .  

Accord ing  to Hard i ng (20 1 0), experts on i mplement ing change argue that vision 

wh ich is shared by everybody, i s  necessary to know how things are going to be after the 

change has been implemented . Kotter ( 1 996) a lso stated that v is ion p lays a key role i n  

creat ing a successful  change experience. I t  d i rects and mot ivates great numbers of people 

to act  accordingly. Palmer, Dunford & Akin (2009) argued that changes that are 

introduced by l eaders without v i s ion m ight be seen as random and uncal led for. That is 

why it  is ever so cruc ia l  for those who lead change to be v is ionary leaders. They shou ld  

start wi th  a personal v is ion  to forge a shared v is ion with others and they shou ld 

commun icate the v is ion i n  a way that empowers people to act  ( Mendez-Morse, 1 992). 

Having a v is ion is necessary when implement ing change; " If  a change i n it iative is 

to produce the desired resu l ts, educators m ust be able to describe the resu lts they seek. A 

shared v is ion provi des them with a compe l l ing, real ist ic p icture of the school they are 

trying to create" (DuFour, & Eaker, 1 998, p .  86). Having such a v ision that is shared by 

everybody i n  the school has its advantages. Brown (2003) argued that the absence of 
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hared vision most l i ke ly resu l ts i n  confusion among staff. When a l l in 01 ed member 

part i c ipate in creat ing the vi ion they c learly understand the reason for the change wh ich 

helps them accept and embrace it .  Yet leaders shou ld a lso find a way to communicate the 

vi ion.  Accord ing to Kotter ( 1 996), i f  leaders want everybody e lse to fol low the vision, 

the be t ay to communicate it is by being role models in enact ing it themselves. 

As ha ing a shared v ision is a cruc ia l  characteristic of leaders of change, it's 

s imi larl important to have values that are shared by all the members in the schoo l .  

Mendez-Morse ( 1 992 ) stated that, most of the t ime, a shared vision i s  motivated by the 

shared a lues and bel iefs of the school admin istrators and teaching staff. I n  add ition, 

DuFour and Eaker ( 1 998)  argued that "the most effect ive strategy for influencing and 

changing an organ ization 's cu l ture is s imply to identify, articu late model ,  promote, and 

protect shared values" (p . 1 34). 

Moreover, in periods of s ign ifi.cant change, change leaders are requ ired to 

understand their own and others' personal values to reach shared val ues, beginn ing with 

the potential l y  di fferent personal values through d iagnosing, d i scussing and c larifying 

them, which w i l l  a l so help them in  ident ifying and securing the potential levels  of 

engagements and pred ict ing and managing potential  res istance to change (Aitken & 

H iggs, 20 1 0). 

As student learning is the main purpose of any educational process, when 

lead ing change the main value for school leaders shou ld  be student learning (Fu l lan, 

2002). Therefore," bel ieving that schools  are for students' learning frequent ly surfaced as 

a common characteristic of leaders that promote change" (Mendez-Morse, 1 992, p. 30). 
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I n  add it ion to having a shared ision and values, effect ive leaders of change must 

set c lear goal for the change in it iat ive. Kotter ( 1 996) pointed out that successful 

transformat ion requ i res l eaders who find out wa s to i mprove performance through 

sett ing  goals and objecti  es and looking for ays to ach ieve them. 

Va lu ing  h u ma n  re o u rce . 

Leader of change recognize that human resources are the school's greatest asset 

(Mendez-Morse, 1 992) .  Those leaders should understand that l eading change effect ively 

does not only mean paying attention to structure, strategies and stati st i cs, but a lso paying 

attention to people in the school (Fu l lan, 2004) .  Consequently, effect ive leaders of 

change bel ieve i n  the abi I i t ies of their staff and val ue their efforts and contributions to 

real ize the school 's  v ision and to ach ieve its goal s  (Mendez-Morse, 1 992). They make use 

of d i fferent tactics to use people's d i fferent abi l i t ies and ski l l s  to tackle tough problems 

(Fu l lan, 2004). 

Nevertheless, it is not enough to just understand that peop le are the most 

important resource in a schoo l .  Leaders need to recognize their efforts and ach ievements 

publ ic ly .  DuFour & Eaker (1998) stated that research stud ies i nd icate that people are 

more motivated when they fee l  their work is of great value, and they tend to do their best 

to achieve a certain task when they know that their work wi l l  be appreciated and 

recognized by others. 

That being said motivation should not be on ly  d irected to those who excel but 

those who the leaders want to excel as wel l ;  "The cu l tural change princ ipa l 's efforts to 

motivate and energize d i saffected teachers and forge re lationsh ips among otherwise 
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di  connected tcacher can ha e a profound effect on the 0 era l l  climate of the 

organizat ion" (Fu l lan, 2002).  

Fo ter ing col laborat ive relation h i ps 

One of the mo t important characterist ics of leaders of change is bringing together 

al l members in order to run their schools  effect ively. " Leaders must be able  to bui ld 

re lat ionsh ip  with and among d iverse people and groups espec ia l ly  with people d i fferent 

from them e lves" ( F u l lan, 2004, p. 80) .  Accord ing to Mendez-Moser ( 1 992), they should 

po es interper onal sk i l l  which would fac i l itate developing co l laborative relat ionsh ips 

with and among others. Such ski l l s are needed to bu i ld  a work environment that promotes 

col lect ive efforts whi l e  at the same t ime addresses the needs of both i ndividuals and 

group. 

Addit ional ly, school leaders shou ld bui ld a cu lture of col laboration in their 

school , start ing v·lith the teachers. DuFour and Eaker ( 1 998), stated that i n  order to bui ld 

a col laborative cu l ture, school leaders shou ld make sure that teachers meet regular ly to 

reflect on their practices in their school s  and c lassrooms and to d iscuss new ideas and 

trends that impact their pract ices. 

Fostering co l laborat ive relat ionsh ips a lso means delegat ing respons ib i l i ty to 

others l i ke teaching teams and school commi ttees (DuFour & Eaker, 1 998) .  So, good 

leaders are a lso good fol lowers who know the ir  staff wel l enough and l i sten to them 

(MacBeath 1998) .  In fact, Mendez-Morse ( 1 992) ind icated that the recent educational 

reform movements, such as restructuring and site-based management, have cal led for 

max im izing teacher part ic ipation in lead i ng the school through involving them in  
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de i ion-making concerning d i fferent i ssue . Demp ter and Logan ( 1 998) stated that a 

strong leadersh ip team should incl ude student, teachers, ice princ ipals and parents. 

It is true that delegat ing re pons ib i l ity and involv ing others in decision-making is 

ometh ing to asp ire for among leader of change but it shou ld not be done randomly and 

without p lann ing.  Tho e leaders ought to ensure that their staff have re levant background 

informat ion and prov ide them with research findings to he lp them arrive at informed 

opin ion . They hou ld provide their  staff with tra in ing to acqu ire the ski l l s needed to help 

them achie  e the schoo l 's goal s  ( DuFour & Eaker, 1 998) .  In  doing so, school leader are 

creat ing other leaders in the school wh ich w i l l  not on ly  help  in advancing the change 

in i t iati e but a lso to susta in it even if  the current school leader leaves (Fu l lan, 2002) .  

Com m u nicating effectively 

Having effect ive commun ication ski l l s is essent ia l  for a change leader because 

"how change gets commun icated and talked about i s  crucia l  to its success" (Palmer et ai., 

2009, p. 291). It  is stated in Contour homes (20 1 0) that, even when there is only l i ttle 

i nformat ion to share, i t  i s  extremely important during the t ime of change to be i nvolved in 

ongoing d ialogues with a l l  staff members. I f  there i s  no regular commun ication, people 

w i l l  resolve to making their own assumptions to complete the m i ss ing l inks. Even though 

E-mai l and written notes can be faster at del ivering a message, it's of great importance to 

have face-to-face communicat ion to d iscuss sensitive aspects of managing change. 

Thus, leaders of change shou ld be good communicators and l isteners. They 

shou ld  l i sten wel l  to parents, teachers, and pupi l s  (Becker, Withycombe, Doye l ,  M i l ler, 

Morgan, DeLorettor, A ldridge as c i ted i n  Mendez-Morse, 1 992) .  Listen ing i s  a 
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fundamental communi  at ion k i l l  espec ial ly when the commun ication takes p lace 

through ha ing a d ia logue ( Palmer et a I . ,  2009). 

I Iaving good communication ski l l s  can help leaders manage conflicts they face as 

the i mplement the change in i t iative. Change can bring about confl ict; "Under stress, 

people can turn on their organization and each other. The result is increasing conflict, 

espec ial l among the adult " (Hord & ommers, 2008,  p .  1 05) .  However people tend to 

h from dea l ing  with con flict even if i t  i s  s imp le .  They do not feel comfortable deal ing 

\ ith confl ict because they are used to runn ing away from i t  (Guttman, 2008) .  

However, accord ing to Guttman (2008), conflict shou ld be addressed because, if  

left unsolved, i t  can lead to serious consequences l i ke unproductive act iv ity, anger and 

host i l ity, i ncreased costs and waste, poor qual i ty, reduced productivity and i ncreased 

absenteeism and turnover. That is why leaders shou ld  learn how to manage con fl ict 

effect ive ly which can be done through fol lowing certain  steps which are:  being candid 

and d i scussing the i ssues as they arise, being receptive and accepting d isagreement, 

looking at the problem as business not a personal matter, being c lear about the decision

making ru les staying away from enl ist ing a th ird party, learn i ng to l i sten, holding 

member accountab le  and asking them to develop solutions, and recogn izing and 

rewardi ng successfu l  conflict management. 

Communication ski l ls are not only needed to communicate with staff, parents and 

students, but those leaders shou ld a lso understand the importance of communicating with 

the wider commun i ty to create a posi t ive c l imate and provide thei r  staff with the 

opportun i ty to have external  work contacts (long & Hartog, 2007) .  
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Bei ng proact ive 

I n  order to lead change effectively, leaders should be proacti e and predict the 

need for change thus cha l lenging the status quo. Mendez- Morse ( 1 992) stated that 

leader of change are proactive and take the in i t iative. They are able to ant ic ipate and 

ident i fy change that are needed in their schools .  They recogn ize changes in issues l i ke 

curricu lum, student need and educat ional pol ic ies and they begin  to search for possible 

act ions to respond to tho e changes . Tager (2004) a lso stated that change leaders do not 

hesitate to take the risk and adopt new approaches to improve their schools .  They find 

new strategies based on the change i n itiat ive desp ite the fact that usual ly people  prefer to 

stick to a certain p lan when lead i ng change. 

Creat ing a n d  shari n g  knowledge 

"Scholars and managers have shown an increas ing i nterest in understanding and 

managing organ izat ional knowledge" (Roth, 2003) .  In  t imes of change, when people 

real ize that what they know is  not enough to get them through, they start turning to others 

for knowledge. A ccording to F u l l an (2007), making t ime for creat ing and sharing 

knowledge is except iona l ly  important. 

long and Hartog (2007) stated that "one way for organ izations to become more 

i nnovat ive i s  to capita l i ze on the i r  employees' abi l ity to i nnovate" and according to 

Hard i ng (20 1 0) ,  effective leaders of change have a firm bel ief that they do not hold the 

answers to al l quest ions. They understand that other people have the other pieces of the 

puzzle. It i s  impo rtant for leaders to be creat ive, but creat ive leaders i nfluence others to 
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think and act creatively too because the best ideas and practices come from d ifferent 

ind iv iduals who share their creativit  . 

Fu l lan (2002) al 0 argued that effective leaders recognize the signi ficance of 

creat ing and haring know ledge. The understand that information transforms into 

knowledge through a socia l  process. evertheless, creat ing such a cu lture is not easy and 

requ i res great e fforts. Accord ing to Roth (2003),  sharing ideas about i ssues wh ich the 

school staff cons iders of great value, results in creat ing a learn ing cu l ture.  However, to 

create such a cu l ture, school leader hou ld fac i l i tate sharing knowledge that benefits a l l  

part ies engaged . 

Conversely, according to Ardichv i l l i ,  Page and Wentl i ng (2003), knowledge 

flo\ s eas i ly  when the employees view knowledge as a publ i c  good for their commun ity 

but even when they understand that, they tend to feel  shy and hesi tate to share the 

knowledge they have. Th is  can be attributed to d i fferent reasons such as being afraid of 

cr i t ic ism or m is leading the others as they feel that the informat ion they have might not be 

accurate or re levant or even important .  I n  order to solve this problem, leaders should 

develop various types of trust, ranging from knowledge-based to insti tut ion-based trust. 

Thi s  trust can be bu i l t  in d i fferent ways. " Walking the talk (pract ic ing what you 

preach )  h as become a common phrase i n  the language of leadersh ip" (A itken & Higgs, 

20 1 0, p. 1 09), which means that leaders of change shou ld  act as the lead learners in their 

school s  and they should  be role models  in l i felong learning by sharing what they have 

read latel y, carrying  out and encouraging others to carry out action research, and 

implement ing inqu i ry groups among staff (Fu l lan, 2002) .  
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ince kno\v ledge is shared among a group of peop le. leaders can faci l i tate 

kno'vV ledge c reat ing and haring atmosphere through form ing teams supporting team 

effort , fo teri ng the development of the sk i l l s  that groups and ind i  iduals need, and 

prov id ing the nece ary human and material resources ( Mendez-Morse. 1 992) .  In 

add it ion.  change leaders shou ld recogn ize the impoliance of sharing knowledge outside 

the school fence and provide their staff with opportun i t ies to visit other schools and 

in t i tution that are using new ideas (Fu l lan, 2002) .  

A leader who support creat ing and sharing knowledge, leaders of change shou ld 

bel ieve i n  l i felong learn i ng. Kotter ( 1 996) stated that develop ing leadershi p  ski l l s through 

l i felong learning ha been a priv i lege to a few people .  However, as efforts are being made 

to insure uccessfu l  change i n it iat ives, leaders as l i felong learners is gain ing widespread 

popularity. 

Leaders shou ld a lso recogn ize the importance of giv ing feedback.  Giving regular 

feedback and infonnation regard ing the change i n it iat ive i s  h igh ly  needed for change to 

succeed. There are d i fferent methods for g iv ing feedback whether to ind iv iduals or 

groups. This can be done by prov id ing work team meet ings, hold ing informal one-on-one 

meet i ngs. or hav ing conferences and i nterv iews (Lukhwaren i ,  2002) .  

Managing resista nce to  change 

Change can cause great confusion, anger and h igh degrees of uncertainty among 

staff (Lukhwareni ,  2002) .  People respond to change d i fferently. " When asked how they 

feel  about change, people often describe anxiety fear, danger, loss, and pan ic, as wel l  as 

excitement, energy, exh i l arat ion, risk-taking, and i mprovement" (Fu l lan, 2004, p.  1 ). 
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onethele s, e lf  (2007) tated that, despite the fact that not al l change i bad 

and that there i s  change that i good, leader face enonnou resistance from their staff 

which can be an ob tac le to ach iev ing the intended goal . Atkins and H igg (20 1 0) a lso 

stated that " i n  work ing  \: ith practic ing managers in organizations, a major common 

d i fficu lt) a sociated with implementing change is the chal lenge of deal ing with the 

resi tance to change which i i nevitab ly encountered" ( p . 27) .  This i s  perfect ly 

under tandable; schools  have exist ing cu l tures in  which people view any change attempt 

as a d i sturbance to that cu lture but, if leaders want the change in i t iat ive to advance, they 

need to find ways to embed it i n  the cu l ture itse lf. Moreover, accord ing to Lawler and 

Worle (as c i ted in Barnett & hore, 2009), current preva i l ing  pract ices and des ign s  at 

schools  m i ght pose a chal lenge to implement ing change, so schoo l s  shou ld be bu i l t  

around practices that fac i  I i tate change and not h inder i t .  

People resist change for d i fferent reasons  or a combination of  reasons. I t  can be 

because : l .Many leaders j ump immediate l y  to action and, i n  doing so they often fai l  to 

acknowledge the more c i rcu lar and introspective process that their people must go 

through to get on board ; 2 .  The leaders do not expla in  the reasons for c hange, which 

causes ambigui ty '  3 .The leaders do not consult  the people  affected by the change' 4.  The 

change a l ters the exist ing working relationsh ips; 5. The change was not communicated 

properly in terms of things l ike purpose, scope, personnel ,  etc, wh ich makes people 

uncerta in  of what the future wi l l  bring; 6. The rewards and benefits that w i l l  be brought 

by the change are not adequate; 7 .Change w i l l  resu l t  in loss of jobs power and status 

(A itken & H i ggs, 20 1 0; Sel f, 2007; Tager, 2004). 
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Pal mer. et a l .  ( 2009) al 0 noted that people re ist change for the fol lowing 

reason : d i  l ik of  change, d i  comfort with uncertainty, perceived negative effect on 

interests, attachment to the e tab l i shed organizational cu l ture/ ident ity perceived breach 

of psychological contract lack of convict ion that change is needed, l ack of c larity as to 

v. hat i expected, be l ief that the spec ific  change being propo ed is inappropriate, be l ief 

that the t im ing i s  wrong, excessive change, cumu lative effect of other change in one's 

l i fe, perceived c Ia  h with eth ics, reaction to the experience of previous changes, and 

d isagreement with the way the change is being managed . 

Howe er, Jones (2007) grouped forces of change res istance i nto two levels :  group 

level and i nd i  idual leve l .  The group level forces are group norms, group cohesiveness, 

and group th ink  and escalation of commitment, wh i le  individua l  group forces are 

uncertainty and i nsecuri ty, se lective perception and retention and habit. 

Regard less of the reasons for res istance to change, A itken and Higgs (20 1 0) stated 

that ind iv iduals experience change d i fferent ly .  There is the in-contro l  change where the 

i nd iv iduals i n i t iate i t  and they tend to feel good about it  as opposed to the in-response 

change which is fed to the ind ividuals and they are more l ike ly  to res ist i t  because it i s  

done to them not with them. I t  i s  c lear that people are more l ikely t o  respond to a change 

i n itiati e that involves them and v iews them as act ive members because they fee l  

ownership  of that change process. 

In order to manage change effect ive ly, i t  should be embedded within the school 

cu l ture. " Because complex change i nvolves a variety of organizational level s, it i s  

important that an organ ization's cu l ture and structure be set up to  deal with change" 
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(Brown. 2003 . p. 26) .  F u l l an (2007) also sugge ted that school leaders shou ld  find the 

right bal ance of t ightness and looseness to motivate peop le and m in im ize resistance. 

Accord ing to Palmer et al  (2009) Kotter and Schlesinger's s i tuational approach 

for managing resistance to change is a c lassica l approach in which the resistors are 

managed through education and commun ication part ic ipat ion and i nvolvement, 

fac i l itat ion and support, negot iation and agreement, man i pu lation and co-optation, and 

exp l ic i t  and impl ic i t  coerc ion .  

1 t  i s  of great i mportance for leaders of change to communicate the i ntended 

change since ignorance can lead to resist ing  the change. A i tken and H iggs (20 1 0) argued 

that i f  change is going to affect the staffs jobs, then th is  i n formation shou ld  be 

communicated to them. When leaders keep thei r  staff informed they tend to have h igher 

level s  of job sat isfact ion .  

I n  add it ion, Fu l lan (2004) stated that effect ive change leaders understand that with 

change comes certain leve ls  of doubt, anxiety and res istance and they help their staff to 

deal with them through education and communication .  The fi rst step i s  to communicate 

why the change i s  taking p lace. " Understanding the need for change i s  the fi rst step to i ts 

acceptance" (Contour hones i n  on effect ive change, 20 1 0),  and according to Carr et a l .  

( 1 996), when a school i s  carryi ng out  a change i n it iative, the  l eader should spread the 

change v is ion and the methods for carrying it. This  helps to m i n i m ize negative feel ings 

and helps the school staff to adj ust to and embrace the change which saves the school 

time and money. 
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Moreo er, Jone ( 2007) pointed that such informat ion can be communicated 

using varied means of communication such as formal group meetings, sending memos, 

holding one-on-on meet ing , and through electron ic means such as emai l  and 

videoconferenc ing \\ h ich are gain ing i ncreasing popularity. 

P lanning for change i s  another cruc ial  e lement to manage resi stance to change. 

Carefu l  p lann ing  for the change in it iative would  help the school and its staff to function 

effect ivel desp ite the i nterruption taking p lace (Carr, et a I . , 1 996). 

A nother important factor i s  bu i ld ing trust. Tager ( 2004) argued that trust in  the 

chool leadersh ip  i s  h igh ly essent ial  for the staff in order to be fu l ly  engaged and 

cont inue to be productive wh i le the change is tak ing p lace, espec ia l ly  if this part icu lar 

change i s  characterized by h igh levels of anxiety and chaos. 

In order to m i n imize res istance to change, leaders shou ld a lso i nvolve al l 

members, especia l ly  those who are more l i ke ly to res ist it, in p lanning and implementing 

the intended change. Accord ing to Jones (2007), g iv ing the school staff the opportunity to 

p lay a part i n  effectuat ing change i s  gain i ng i ncreas ing popularity as a successful method 

to deal with res istance to change. I nvo lv ing them empowers them through increasing 

their part ic ipat ion i n  dec is ion-making and giv ing them the authority to change procedures 

i n  order to i mprove the schoo l .  Addit iona l ly,  Fu l l an (2004) stated that th is  involvement 

is of great i mportance in a id ing the staff who take part in implant ing those strategies to 

feel they are part of the change success. 

Invo lv ing people in  the change process by i tse l f  m ight not be enough because one 

of the reasons that causes people to resist change is their inab i l ity to deal with it  because 

they l ack the needed sk i l l s .  Jones (2007) suggested that, so as to so lve this problem, 
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chool leaders ought to provide the i r  staff \,: ith tra in ing opportun it ies v" hich aim at 

teach ing them how to perform new tasks. 
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H PTER I I I  

Methodology 

Re earch Dc ign 

Thi re earch i s  main l y  a quantitative survey study which col l ected data using a 

five- level L ikert sca le survey. "A survey research i nvolves col lect ing data to test 

hypotheses or to ans er quest ions about peop le's opin ions on ome topic or i ssue" (Gay, 

M i l l s  & A i ras ian, 2009, p.  1 75 ) .  

I nstru men ts 

"A survey i s  an i nstrument to col lect data that describes one or more 

characteristics of a spec i fi c  population" (Gay et a\ . ,  2009, p. I 75) .  That is why a survey 

\ as constructed and used by the researcher to i nvest igate to what extent UAE h igh school 

leaders employ the characteri stics of leaders of change. The survey used a five-level 

L ikert sca le .  It cons isted of 2 parts. The first part asked about demograph ic  information 

inc l ud ing  gender nat ional i ty, posi t ion ,  cyc le,  academic degree and years of experience. 

The second part had 45 statements organized in seven sections :  Shared vis ion and values, 

valu ing human resources, col l aborat ive re lationsh ips, effective communicat ion, 

proactiv i ty, knowledge creation and sharing, and managing  res istance to change. 
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Val id ity a n d  Rel iab i l ity 

The sur ey which was constructed by the researcher was given to 1 1  members of 

the teaching taff in  the a l lege of Educat ion at UAEU for eva luat ion . The researcher 

made the fol lowing adj ustment after gett ing their  recommendat ions:  The statement 

" l istens wel l  to the taff, pup i l s  and parents" was d iv ided into three d i fferent statements to 

become " l i stens wel l  to the staff' ,  " I i  tens wel l  to the pup i l s"  and " l istens wel l  to parents". 

The statement " is open to change and l i felong learn i ng" was d iv ided i nto two di fferent 

tatements to become " i s  open to change" and " i s  open to l i felong learn i ng" .  The 

statement " invo lves potential resisters in des ign ing and i mplement ing the change" was 

d iv ided into tv 0 statements to become " invo lves potent ia l  res isters i n  des ign ing the 

change" and " invo lves potent ia l  res isters in imp lement ing the change" .  The statement 

"prov ides ski l l  trai n ing  and emotional support for schoo l  members" was d iv ided into two 

d i fferent statements to become "provides ski l l  tra in ing for school members" and 

"provides emotional support for school members" . 

The researcher then sent the survey to 30 teachers for feedback.  The researcher 

used the feedback to make an adj ustment which was retranslat i ng the statement, "serves 

as a ro le model i n  in teract ing with learn ing  resources", i n  the Arabic  version of the 

survey to be more understandable.  

Rel i ab i l ity analysis was performed on the total scales i n  the study using 

Chron bach's A l pha. A lpha Coefficient ranges i n  value from zero to one and i s  used to 

ensure that the survey statements measure the content in a re l iab le  and cons istent way. 

30 



The h igher the degree, the more re l iable the scale i s  (Gay et a I . ,  2009, p. 1 58) .  The scale 

had a ery high level of re l iab i l ity score at 0.922. 

Popu lat ion and a m ple 

The researcher elected A I  A in  Zone to carry out  the study because the number of 

chools  and teachers belonging to the zone are enough to carry out such a research study 

in the I ight of scient ific standards. In add it ion, i t  is the area where the researcher l ives and 

th i  fac i l i tates acces to ources of data. The stat ist ics were based on the ADEC 20 1 0  

stat ist ical factbook. The total popu lation was 477 1 teachers from 1 1 4 schools i n  A l  A in  

c i t  . There were 55  female schools d iv ided i nto 1 8  schools belonging to  cycle 1 (grades 

1 -5),  1 0  schools belonging to cycle 2 (grades 6-9), 8 schools  belonging to cycle 3 ( 1 0- 1 2) 

and 1 9  schools belonging  to common cycles (schools that consist of two or three cycles). 

There were 59 male schoo ls d i v ided i nto 20 schoo ls  belonging to cycle 1 ,  1 5  schools 

belonging to cycle 2,  1 0  schools  belonging to cycle 3 and 1 4  schools belonging to 

common cycles .  There were 2823 female teachers and 1 948 male teachers. 1 377 of them 

\ ere cycle 1 teachers, 930 were cycle 2 teachers, 825 were cycle 3 teachers and 1 387 

were common cycles teachers (ADEC 20 1 0) .  

The targeted sample was 750.  F i rst strat ified sampl ing  was used to select the 

samp le accord i ng to gender 60% female teachers which were 450 and 40% male 

teachers which were 300. Next strat i fied sampl ing was used to select the sample 

according to the school cycle which the teachers belonged to as fol lowing: 
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I .  Female teacher : 

yc le I :  40% which wa  1 80 teacher . 

ycle 2 :  0 %  which was 1 35 teachers.  

Cyc le  3: 30% which as 1 35 teacher . 

2. Male teacher : 

Cyc le I :  40% which was 1 20 teachers. 

Cyc le 2 :  0 %  which was 9 0  teachers. 

Cycle  3: 3 0% wh ich wa 90 teachers.  

The ample was 434. 209 female teachers which represents 48 .2% of the total 

respondent and 225 male teachers which represents 5 1 .8% of the tota l respondents. The 

respondents accord ing to c c le were 1 49 from cyc le I repre ent ing 34.3%, 1 65 from 

cyc le 2 represent ing 3 8 . 1 %, and 1 20 frol11 cyc le  3 representing 27.6%. 

Figure 1 .  Popu lat ion, Targeted ampl e and Sample Accord ing  to Gender 
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Figure 2 .  Populat ion Targeted ample and ample ccording to ycle 
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The researcher went through different books, reports and journal articles 

regarding the subject area to write a theoretical framework and review previous studies. 

A sur ey was created as a field data collection instrument. The survey was sent to 

1 1  members of the teaching staff in the College of Education at UAEU for evaluat ion 

regarding: the structural  format of the survey i tems, the classi fication of the i tems under 

the subheadings, and the degree to which the Arabic version matches the English version. 

The instrument was sent to AI Ain Education Zone to get the ir  consent to send the 

survey out to schools. The consent was obtained. 

The survey was sent out to different schools in AI A in Education Zone incl uding 

female and male cycle 1 cycle 2 and cycle 3 schoo ls. The surveys were distributed and 
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col lected by the resear her and b a representat ive of the researcher v, ho v, ent to boys 

school s  and choo l that were far away. 

The P er ion ( 1 9) program was used to analyze the data. Re l iab i l it analysis 

as performed . The researcher used percentages to answer research quest ion 1 which 

was: To v, hat extent do teacher in  AI A i n  Educat ion Zone perceive that school leaders 

ha e the characterist ics  of leader of change? In add it ion, means and standard deviations 

I test and one-way anal s i s  of variance was used with Banfenon i adjustment to control 

type one error to ans" er research question 2 which was: Do teachers' percept ions of their 

school leaders' characteristics as leaders of  change d i ffer accord ing to gender, national ity 

and years of  experience? 

Eth ical  Considerations 

A copy of the survey used was sent to A l  Ain Education Zone for security and 

content checking and approval .  

Part ic ipat ion was vo luntary and the partic ipants had the freedom to refuse to 

part ic ipate or to withdraw at any t ime.  Confident ia l i ty was assured as part ic ipants' 

privacy and anonymity " ere respected . The data col lected were used by the researcher 

for research purposes on ly .  The completed surveys are being kept by the researcher in a 

safe c loset. 

34 



HA PTER 1 V  

Find ings a n d  D i  cu  ion  

The re earcher u ed means and standard de iation as  descriptive stat i st ics to 

an \.\ er que tion number 1 :  To " hat extent do teachers in A I  A in  Education Zone 

perceive that school leaders have the characterist ic of leaders of change? In add ition to 

an wer question number 2 :  Do teachers' percept ions of the ir  school leaders' 

characterist i cs as leaders of change d i ffer accord ing to gender, national i ty and years of 

experience, a t test and one-way analysis of variance was used with Banferroni 

adjustment to control Type One error. Therefore a lpha was adjusted to be 0.05 7 7 =: 

0.007.  

Demogra p h ic Data 

Table 1 .  

Demographic Data 

Number Percentage 

Gender Male 225 5 1 . 8 
Female 209 48.2 

ationality Emirati 2 1 4  49.3 
Non-Emi rati 220 50.7 

Position Teacher 420 96.8 

Other 1 4  3 . 2  

Cycle One 1 49 34.3 

Two 1 65 38 . 1 

Three 1 20 27.6 

Academic degree Bachelor 390 89.9 

Master 3 4  7 . 8  

Ph . D  2 0.5 

Other 8 1 .8 

Years of experience Less than 5 5 7  1 3 . 1  

5 - 1 0  l 34 30.9 

1 1 - 1 5  1 25 28.8 

More than 1 5  1 J 8 27.2 
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A evident in table ( 1 ), 5 1 . 8 % of the respondents were males wh i le 48.2% were 

females.  A for nat ional ity 49.3 % were Emirat i s  and 50.7% were non-Emirat is .  The 

majority of the re pondents \ ere teachers (96 .8%). As for the school leve l ,  34.3% were 

cyc le 1 , 38 . 1 % cycle 2 and 27 .6  were c c le 3 .  The majority held a bachelor degree 

(89.9%) \ h i l e  on ly  7 .8% held a master degree and 0.5% held a Ph D degree. The 

experience of the respondents varied; 27 .2  % had experience of more than 1 5  years, 

28 .8% had experience of 1 1  to 1 5  years and 30.9 % had experience from 5 to 1 0  years 

wh i le  only 1 3 . 1  % had experience less than 5 years. 

Resea rch Question 1 

The first research quest ion was to study the extent to which teachers i n  A l  Ain 

Educat ion Zone perceive that school leaders have the characteristics of leaders of change. 

The re earcher grouped the strongly agree and agree scales together, and the strongly 

disagree and di sagree scales together when analyzing with the data. To answer the first 

question the researcher demonstrated the results of the survey app l ication and c luster 

c lassi fication as fol lows: 
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C l u tcr ( l )  hared V ision and Value . 

Table 2 

Teachers' Perceptions o/Shared Vision and Values 

Item Agreement 

>. 0 0 >. 0  
- 0 0 ... 0 - 0 00 0 0 :l ... 00 '"  e ... bo VI 00 e 00 o 00 (5 '" o '" t; '" < VI ... VI 
C/) z 6 ci5 6  

I .  The school l eader is a visionary leader. *207 1 65 27 2 1  1 4  

0/047.7 %38 %6.2 0/04.8 %3 .2 

2.  The school leader invites other school 
community mem bers to share in defining the 1 6 1  1 82 57 23 I I  
school vision. 

%3 7. 1 0/04 1 .9 % 1 3 . 1  %5.3 %2 .5 

3. The school leader motivates others to enact the 1 83 
vi ion. 

1 74 48 20 9 

0/042.2 0/040. 1 % 1 1 . 1  %4.6 %2. 1 

4. The school leader pl aces great value on students' 273 
learning. 

1 1 7 2 1  9 1 4  

%62.9 %27 0/04.8 %2. 1 %3 .2 

5 .  The school leader i s  committed t o  the 1 98 
community. 

1 5 3 59 1 1  1 3  

0/045 .6 %3 5.3 % 1 3 .6 %2 .5 %3 

6.  The school l eader sets clear and real ist ic goals 1 88 
for a change in i tiative. 

1 59 53 24 1 0  

0/043 .3 %36.6 % 1 2.2 %5 . 5  %2.3 

* Represents the n umber of respondents 

Table number (2) shows teachers' percept ions of the characteristics that the school 

leaders possess regard ing  sharing vis ion and values. Most teachers (89.9%) think that 

school leaders in A l  A i n  p lace great value on students' learning and (85 .7%) see that their 

leaders are v i sionary leaders. 82.3% fee l  that their leaders motivate others to enact the 

v is ion and 80.9% see that their school leaders are comm itted to the communi ty.  79% 

think that the school leaders invi te other school community members to share in defining 
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the chool i ion and 79.9 % think that the school leader et c lear and real i tic goals for 

a change in it iati e .  

l u  ter (2)  Val u ing Human Resources 

Table 3 

Teachers' Perceptions of Vahllng Human Re Olll'ces 

Item Agreement 

>. v 11.) >. 11.)  - 11.) 11.) .... v - 11.) 00 11.) 11.) ::J So 00 .... 
§ So So V) t: 00 

0 '" o '" b '" « en ..... V) 
(/'J z i:5 r/i i:5  

7. The chool leader recognizes that the human 
resources are the school's greatest asset . * 222 1 45 3 5  2 7  5 

%5 1 .2 %33 .4 %8. 1 %6.2 % 1 .2  

8.  The school leader val ues the professional ski l ls  2 1 8  1 5 8 27 2 1  1 0  
and expertise of the staff. 

%50.2 %36.4 %6.2 %4.8 %2.3 

9. The school leader values the efforts and 2 1 7  1 5 3 30 23 1 1  
contributions of the staff members. 

%50 %3 5 .3 %6.9 %5.3 %2.5  

1 0. The school leader i nvests staff members' abi l it ies 1 95 1 63 44 22 1 0  
effectively. 

%44.9 %37.6 % 1 0. 1  %5 . 1  %2.3 

1 1 . The school leader addresses the needs of both 1 73 1 69 54 24 1 4  
i ndividuals and groups. 

%39.9 %3 8.9 % 1 2.4 %5.5 %3 .2 

* Represents the n umber of respondents 

Tab le number ( 3 )  demonstrates teachers' perceptions of the characteristics that the 

school leaders possess regarding valu ing human resources. The majority (86.6%) see that 

the school leaders value the professional ski l l s  and experti se of the staff, 85 .3% think that 

they value the efforts and contr ibutions of the staff members, 84.6% bel ieve that school 

leaders recognize that the h uman resources are the school 's  greatest asset 82.5 % bel ieve 
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that the school  leader in est taff members' abi l it ies effect i e ly and 78 .8% th ink that the 

chool leader address the needs of both ind i  iduals and group . 

luster ( 3 )  o l laborati e Relationsh ips 

Table 4 

Teachers ' Perceptions of Collaborative Relationships 

Item Agreement 

>, v v >, v - v v .... v - v bO v  v ::l .... gp !;o  c .... L- V) bO 
o bO bO (5 '" o '" t:; '" « V) '- V) 

r:n Z 0 U5 6  
1 2 . The school leader fosters col laborative * 1 97 1 7 1  3 1  26 9 

relationships among the staff. 
0/045.4 %39.4 %7. 1  %6 %2 . 1  

1 3 .  The school leader brings together key stakeholders 1 75 1 84 44 23 8 
to establ ish effective learning com munities. 

40.3% 42.4% 1 0. 1 %  5 .3% 1 .8% 

1 4 . The school leader encourages team efforts. 207 1 7 1  3 1  1 6  9 

47.7% 39.4% 7. 1 %  3.7% 2. 1 %  

1 5 . The school leader del egates responsib i l ity. 1 72 1 64 56 26 1 6  

%39.6 %3 7.8 % 1 2.9 %6 %3 .7 

1 6. The school leader i nvol ves others i n  decision 1 63 1 70 53 3 1  1 7  
making. 

%3 7.6 %39.2 % 1 2.2 %7. 1 %3 .9 

1 7. The school leader fosters the development of other 1 73 1 73 52 24 1 4  
leaders in the school . 

%39.9 %39.9 % 1 2  %5.5 %3 .2 

* Represents the number of respondents 

Table number (4) i l lustrates teachers' percept ions of the characteristics that the 

school leaders possess regardi ng fostering co l laborat ive re lat ionsh i ps.  Most teachers 

(87 . 1 %) th ink that the school leaders encourage team efforts, 84 .8% fee l  that they foster 

col laborat ive relat ionships among the staff and 82 .7% see that the school leaders bring 

together key stakeholders to estab l ish effective learning communit ies.76 .8% think that 

the school leaders involve others in dec is ion-making, 77 .4% think that they delegate 
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re pon ib i l i ty and 79. 8% bel ieve the foster the development of other leaders in the 

schoo l .  

l uster (4 )  Effecti e ommun ication 

Tabl e  5 

Teachers' Perceptions of Effective Communication 

[tern Agreement 

>, � 0 - 0 0 0 00 0 0 ::l ... 
e ... So C/J 00 
o bJ) (5 ro b ro <x:: C/J 

(/'J Z CS 

1 8. can express h im/herself effectively and *2 1 4  1 62 34 1 0  
c learly. 

%49.3 %3 7.3 %7.8 %2.3 

1 9. l istens well to the staff. 2 1 7  1 40 43 1 9  

50% 32.3% 9.9% 4.4% 

20. l istens well to the pupi ls. 234 1 43 3 8  9 

53 .9% 32 .9% 8.8% 2. 1 %  

2 1 .  I istens well t o  parents. 247 1 3 8 29 9 

56.9% 3 1 .8% 6.7% 2. 1 %  

22. communicates one to one with al l  school 2 1 2  1 60 33 1 9  
members. 

48.8% 36.9% 7 .6% 4.4% 

23.  successful ly communicates the what, why 1 94 1 64 48 1 8  
who, when and how long of a change 
init iative. %44. 7  %3 7 . 8  % 1 1 . 1  %4. 1  

24. has networking ski l l s  i n  establishing contacts 2 1 1 1 44 49 1 8  
with al l  community members. 

%48.6 %33 .2 % 1 1 .3 %4. 1  

25.  has negotiation ski l ls .  1 83 1 68 5 5  1 9  

0/042.2  %3 8.7 % 1 2. 7  0/04.4 

26. has the abil ity to resolve conflicts. 1 82 1 60 5 2  2 2  

%4 1 .9 %36.9 % 1 2  %5 . 1  

* Represents the number of respondents 
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e 00 
o ro ... C/J 
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1 4  

%3 .2 

1 5  

3 .5% 

1 0  

2.3% 

I I  

2.5% 

1 0  

2.3% 

1 0  

2.3% 

1 2  

%2.8 

9 

2 . 1 %  

1 8  

%4. 1 

Table n umber (5 )  shows teachers' percept ions of the characteristics of leaders of 

change regard ing effect ive commun ication. The majority ( 8 8 .7%) and (86 .8%) feel that 
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chool leaders l i sten wel l to parents and to pup i l s, re pect ively,  compared to 82% who 

think that the chool l eader I i  ten wel l  to teacher . 86.6% be l ie e that the school leaders 

can e press themselves effect ivel , 85% th ink that they communicate one to one \ ith a l l  

chool member and 8 1 .8% feel that they have network ing  ski l l s in  establ ishing contacts 

\ ith a l l  commun it members. 80.9% see that they have negot iation ski l l s and 78.8 % see 

that they have the abi l ity to resol e confl icts. 

C luster (5) Proact iv ity 

Table 6 

Teachers ' Perceptions of Proactivity 

Item 

27. has the abi l ity to take the i nit iati e. 

n. recognizes changes i n  al l  educational aspects. 

29. constantly  scans his or her school to see where 
change is needed. 

30. takes the i nit iative to respond to the changing 
needs of their students. 

3 1 .  is  wi l l ing to adopt new approaches to improve his 
or her school 

* Represents the number of respondents 

;>. 
- Cl) bIl Cl) 
c: <-o bIl !:: '" 

C/) 

*203 

%46 .8 

1 94 

%44. 7  

2 1 0  

%48.4 

1 99 

%45.9  

205 

%47.2 

Agreement 

<I.> 
Cl) .... 
<I.> ::l 50 til 

0 <C Z 

1 66 3 7  

%3 8.2 %8.5 

1 75 
46 

%40.3 
1 0.6 
% 

1 60 40 

%36.9 %9.2 

1 63 
50 

%37.6 
1 1 .5 
% 

1 64 42 

%37.8 %9.7 

<I.> ;>. <1.>  <I.> - Cl) .... bIl 50  bIl c: '" '" til 2 til 
Q Vi Q  

1 0  1 8  

2.3% %4. 1  

1 1  8 

2.5% % 1 .8 

1 3  1 1  

%3 %2.5 

1 6  6 

%3. 7  % 1 .4 

I I  1 2  

%2.5 %2.8 

Table number (6)  demonstrates teachers' percept ions of the characteristics that the 

school leaders possess regarding proact ivity.  The average percentage of al l statements 
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( 84 .76%) demonstrate that the chool leaders have the characteri stics needed to be 

considered proactive .  

l uster (6) Knowledge Creat ing and hari ng 

Table 7 

Teacher ' Perceptions of Knowledge Creating and Sharing 

I tem Agreement 

>, 0 0 >, 0 
0iJ �  0 .... 0 - 0 0 :::l .... OIl .... e .... .... V) OIl e OIl o OIl OIl '0 «S o '" !:; '" « V) .... Vl 
en ;Z 6 Ci5 6  

32. serves as a role model i n  interacting with * 1 48 204 54 1 6  1 2  
learn i ng resources. 

%34 . 1 0/04 7  % 1 2.4 %3 .7 %2.8 

33 .  is open to change. 1 99 1 59 54 1 1  I I  
%45.9 %36.6 % 1 2.4 %2.5 %2.5  

34.  is open to l i felong learning. 205 1 56 5 7  8 8 

%47.2 %3 5.9 % 1 3 . 1  % 1 .8 % 1 .8 

3 5 .  provides professional development 1 99 1 73 39 1 4  9 
opportunit ies for the staff that may help 
accepti ng change. %45.9  %39.9 %9 %3 .2 2 . 1 %  

36. provi des opportunities for the staff to share 1 95 1 66 48 1 4  1 1  
knowledge. 

%44.9 %3 8.2 % 1 1 . 1  %3.2 %2.5 

37. pro i des opportunities to visit other sites that 1 7 1  1 66 62 23 1 2  
are using new ideas. 

%39.4 %3 8.2 % 1 4. 3  %5 .3 %2.8 

3 8 .  pro ides feedback t o  t h e  staff members. 1 64 1 83 62 1 2  1 3  

%37.8  0/042.2 % 1 4.3 %2.8 %3 

* Represents the number of respondents 

Table  n umber (7 )  represents teachers' percept ions of the characteristics that the 

school leaders possess regarding creating and sharing knowledge. 85 . 8  % of teachers 

bel i eve that the school leaders provide professional development opportun ities for the 

staff that m ay help accept ing change, 83 . 1 %  th ink that school leaders are open to l i felong 

learning and provide opportun it ies for the staff to share knowledge, and 82.5% think that 
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the chool leader are open to change. 8 1 . 1  % bel ieve the school leaders serve as ro le 

model s  in interact ing with learn ing re ources, 80% think that the provide feedback to 

the taff members and 77 .6% feel that they provide opportun it ies to v isit other sites that 

are u ing new idea . 

J u  ter (7 )  Managing Resi stance to Change 

Table 8 

Teachers ' Perceptions of Managing Resistance to Change 

I tem Agreement 

>, v v >, v bi.> v  v .... v - v V ::l .... 00 .... 
s:: e .... <Il 00 s:: 00 o 00 00 (5 til o til .!:: til « <Il .... <Il 

C/J ;z a Vi a  
39. communicates the desi red changes and * 1 82 

reasons for them. 
1 9 1  39 1 2  1 0  

%4 1 .9 %44 %9 %2.8 %2.3 

40. i nvolves potential resisters in designing the 1 44 1 5 7 94 27 1 2  
change. 

%33 . 2  %36.2 %2 1 .7 %6.2 %2 .8 

4 1 .  i nvolves potential resisters in  implementing 1 3 7 1 48 1 1 4 25 1 0  
the change. 

%3 1 .6 %34 . 1  %26.3 %5.8 %2.3 

42. provides ski l l  trai n ing for school members. 1 7 1  1 8 1  54 1 7  1 1  

%39.4 0/04 1 .7 % 1 2.4 %3 .9 %2.5 

43.  pro ides emotional support for school 1 98 1 62 39 22 1 3  
members. 

0/045 .6 %3 7.3 %9 %5 . 1  %3 

44. offers i ncentives to encourage school 1 69 1 7 1  55 23 1 6  
members to adopt the change init iat ive. 

%38.9 %39.4 % 1 2.7 %5.3 %3 . 7  

4 5 .  encourages a culture of open dialogue and 1 87 1 60 50 20 1 7  
constructive disagreement. 

0/043. 1 %36.9 % 1 1 . 5 %4.6 %3 .9 

* Represents the number of respondents 

Table number (8 )  shows teachers' perceptions of the characteristics that the school 

leaders possess regard ing managing res istance to change.  The majority (85 .9%) and 

(82.9%) fee l  that the school leaders communicate the desired changes and reasons for 
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them, and pro ide emotional upport for chool members, respecti e ly.  8 1 . 1  % think that 

their leaders prov ide ski l l  tra in ing for choo l members and 80% th ink they encourage a 

cu l ture of open d ialogue and construct ive d i sagreement. 78 .3% th ink they offer 

incenti e to encourage school members, 69.4 % bel ieve that they involve potential  

re ister in de i gn i ng the change, and 65.7 % bel ieve they i nvolve them in  implementing 

i t .  

I n  terms of  the characteristics of leaders of  change regarding  sharing v ision and 

values, the numbers ind icate that school pri nc ipals  in AI A i n  have those characteristics. 

Th i s  m ight be a reflection of the emphas i s  that has been put on creat ing v is ions for 

i nd iv idua l  schoo l s  wh ich i n  turn reflect A DEC's v i sion. Pri nc i pals m ight have received 

tra in ing  regardi n g  creat ing shared v is ion that focuses on student learni ng, commun ity 

i nvolvement and the Emirati cu l ture. Accord ing to the l i terature about lead i ng change, 

leaders of change real ize the i mportance of having v i sion in carry ing out any change 

in i t iat ive and leading it i n  the r ight d i rect ion.  They understand that it is of a great value to 

i nvolve other members i n  creat ing the v is ion and communicat ing it to a l l the members of 

the school .  This w i l l  not on ly  make them understand the need for change and accept i t ,  

but a lso mot i vate them to carry it  out as they w i l l  have a c lear p icture of what i s  going to 

happen and confusion wi l l  be el i m inated (Hard ing 20 1 0; Brown, 2003 ; DuFour & Eaker, 

1 998; Kotter, 1 996; Mendez-Morse, 1 992) .  

With regards to  valu ing human resources, the  resu lts show that school leaders i n  

A l  A i n  recognize that h uman resources are the school 's greatest asset and see thei r  staff as 

valuab le  h uman resources. L iterature exp la ins  that leaders of change understand that 

people are any organ izat ion's most important resource and that invest ing in them is as 
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reward ing a invest ing in i sues l ike structure and strategie . Leaders hould trust the 

staff and teachers' ab i l i t ie  , va l ue .  and reward the ir effort and contribution , wh ich wi l l  

motivate them to excel (Fu l lan ,  2004 ' Fu l l an, 2002; Dufour & Eaker, 1 998 ; Mendez

Mor e, 1 992) .  

As for fo teri ng co l laborative re lat ionsh ips, the numbers indicate that Al  Ain 

school principa ls  fac i l itate col laborat ion among staff and encourage team efforts. They 

al 0 delegate respon i b i l i ty and engage other school members in dec ision-making.  This 

can be connected to the changing educat ional trends, as schools i n  Al  Ain have sh ifted in 

the pa t fe,,: year from individual ism to col laborat ive approaches. It is noticeable that 

school pri nc ipa ls  run the ir  school s  through working teams which entai l s  delegat i ng 

responsibi l i t ies and i nvolving others i n  decis ion-making. 

When leading change, there i s  a great emphasis on col l aborative re lat ionsh ips and 

bu i ld ing teams \ h ich engage in reflective d i scussions and practices to achieve col lective 

goals .  A cu lture of col laboration shou ld be bu i lt not on l y  among the staff, but a lso 

parents, commun ity i nstitutions and the students themselves (Fu l lan, 200; DaFour & 

Eaker, 1 998). Moreover, leaders of change shou ld disperse power and work more on 

creat ing other leaders in the school among teachers, parents and students. True change 

leaders understand the fact that delegat ing respons ib i l i ty and sharing decision-making are 

i mportant parts of the process ( Hord & Sommers, 2008;  Fu l lan, 2002 ; DuFour & Eaker, 

1 998; MacBeath, 1 998;  Dempster & Logan, 1 998 ;  Mendez-Morse, 1 992). 

In reference to commun icat ing effect ively, i t  i s  noteworthy that the findings of 

th is study point  that pri nc ipals  of  Al A i n  school s  can communicate effect ively through 
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express ing lhemsel e to other , and l i sten ing to other choo l  members. inc l ud ing 

parent , pup i l s  and taff, and commun icat ing one to one "" ith them. This can be attributed 

to the ever-chang ing educational arena. The e chool Mode l ,  which ADEC started 

implementing in the school , ca l ls  [or better commun ication sk i l ls .  School princ ipals 

mu t be able to commun icate effectively i f  they are expected to have col laborative 

re lationships with the ir  staff. the parents and the \ ider communi ty .  

A proven i n  I i terature, when leading change, communication i s  essent ia l  i n  

keeping e e r  body informed and, for a leader of change, having commun icat ion ski l l s i s  

cruc ia l  because communicat ing the change effect ive ly  can reduce resistance to  change 

and help people accept it. They shou ld  be able to l i sten to al l members and express their 

ideas c lear ly .  I n  addi t ion to the other means of commun icat ions l i ke ema i l s  and written 

notices, they must communicate one to one with others because it is the best way to 

con ey a message ( Pa lmer et a I . ,  2009; Hord & Sommers, 2008) .  It i s  a lso important for 

leaders to be able to resolve con fl icts because unresolved con fl icts may lead to undesired 

results l i ke anger, unproductive ly  and poor qual ity (Guttman, 2008) .  

Regarding proact iv i ty, i t  i s  evident that school pri ncipals i n  A l  A i n  are proactive 

and take the i n it iative to i mprove thei r  schools .  It seems that they respond wel l  to change 

and scan their environment for needed change. Their proactiv ity could be a result  of the 

educational reform trend that is taking p lace in the Emirate of Abu Dhabi to i mprove the 

educat ional outcome. Leaders of change take the i n it iat ive and recognize the changes i n  

the d i fferent parts of the ir  environment and respond to  the changing needs of the ir 

students. 
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hen considering creat i ng and shari ng knowledge, the resu l ts demonstrate that 

pri ncipals of I in choo l are open to the ideas of change and l i felong learning and 

they pro ide opportuni t ie  for sharing knowledge among staff a wel l as the needed 

professional development that rna help them accept change. The a lso provide 

opportunit ie for the ir taff to i it other institutions. This can be attributed to the fact that 

there have been d i fferent changes in the educat ional system in the past few years and 

princ ipals themselve were not i nvolved in des ign i ng those changes wh ich left them 

unclear about how to carry out those change . Therefore, they real i ze the i mportance of 

l i felong learn ing to keep up to date \i  ith the latest trends, and the importance of sharing 

knowledge among the staff i n  the school ,  and with other school s, as a means of making 

sense of a l l  the changes taking p lace and gett ing more creat ive ideas. L i terature about 

leaders of change ind icates that leaders of change recogn ize the importance of creat ing a 

cu lture i n  h ich knowledge i s  created and shared by  al l .  Leaders rea l ize that they do  not 

ha e a l l  the answers and the remain ing pieces of the puzzle  are with other members of 

their school ( Hard ing 20 1 0; Ful lan 2007; Roth, 2003 ; Ful lan, 2002). 

Pertain ing  to managing change effectively, the numbers i nd icate that AI A i n  

school princ ipal s are doing a great j ob i n  communicat ing the change to the members of 

the school .  Communicat ing  change i s  v i ta l  to its success because many people res ist 

change due to ignorance and not knowing the reasons  for the change, or how the intended 

change is going to affect them (Aitken & H i ggs, 20 1 0; Palmer et a I . ,  2009; Se lf, 2007; 

Tager, 2004). The school leaders a lso provide the commun ity members with both 

emotional support and ski l l  train ing wh ich accord ing to Palmer et al (2009) and Jones 

(2007), is  an effective way to deal with res isters who resist change because they lack the 
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ki l ls needed to carr i t  out.  Furthermore school principals in A l  Ain involve potential 

re isters i n  de ign ing and implementing the change. 

True leader of change mu t recogn ize that in  olving the resisters and giving 

them a ro le to play in  the change process i s  one of the most successful strategies in 

managing res i stance to change as it  empowers them and makes them feel they are p laying 

a role in  making the change effort succeed (Aitken & H i ggs 20 1 0; Jones 2007; Ful lan, 

2004). A probable  reason fort AI  Ain school princ i pals  being able to manage resistance to 

change effect ivel i s  that, wh i le they can be seen as change agents who are charged with 

implement ing  change, they are, in fact, a l so change targets themse lves since that most 

rad ical change in i tiative come from the top and school principa ls  are not involved in 

design ing them. This m ight have caused school pri nc ipals to be more sympathet ic  with 

their staff and they m ight have considered the best practices to deal with res istance to 

change. 

Resea rch Quest ion 2 

The second research question was: Do teachers' perceptions of  their school 

leaders' characteristics as leaders of change d iffer accord ing to gender, national ity and 

years of experience? 

The fol lowing tables represent the d i fferences in the perceptions of female and 

male teachers of their school leaders' characteristics as leaders of change. 

Table 9 

Means and Standard Deviations According 10 Gender 
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• O .  Groups Gender ean SD 

hared Vision and al ues Male 25 .7333 4 .60299 

Female 24.6029 5 . 1 7 1 1 3  

2 Valuing Human Resource Male 2 1 .5867 3 .82 1 09 

Female 20.4498 4.52436 

3 o l laborati e Relationships Male 25.2222 4.87 1 97 

Female 24. 1 9 1 4  4.88736 

4 E fTecti e Comm unication Male 38 .6667 7.04767 

Female 3 7.4354 7.34368 

5 Proacti vity Male 2 1 .7289 3.8 1 050 

Female 20.5742 4.27600 

6 Knowledge Creating and Male 29.6533 5 .3 4980 
Sharing 

Female 28.52 1 5  5 .8 1 450 

7 Managing Resistance to Change Male 28 .9867 5 .484 1 3  

Female 27.8 1 82 6 . 1 1 237 

Table 1 0  

Differences in teachers ' perceptions According to Gender (t test) 

Subscale T Df Sig. 

Shared Vision and Values 2 .409 432 .0 1 6  

a lu ing Human Resources 2.835 432 .005 

Col laborati e Relat ionships 2 . 1 99 432 .028 

Effective Communication 1 . 782 432 .075 

Proactivity 2.974 432 .003 

Knowledge Creating and Sharing 2 . 1 1 2 432 .035 

Managing Resistance to Change 2.099 432 .036 

p :S 0.007 

As evident in table  9 and 1 0, there i s  no s ignificant d i fference between females' 

and males' perceptions of their school leaders regarding shared vis ion and values, 
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A evident in table 9 and 1 0, there i s  no s ign i ficant di fference between females' 

and male I percept ion of the ir  school leaders regard ing shared vis ion and values, 

co l l aborat ive re lat ionsh ips, effecti e communicat ion, knowledge creat ing and sharing, 

and managing res istance to change .  

Howe er  valu ing human resources for males i s  h igher than the females. For 

male the mean is 2 1 .587 (SO 3 . 82 1 )  and the females mean is 20.450 (SO 4 .524). The 

d i fference among the means are statist ical ly  s ign ificant at the 0.007 leve l .  

Proact iv ity for males is h igher than the females. For males the mean i s  2 1 . 729 

( D 3 . 8 1 I )  and the females' mean i s  20.574 (SD 4.276). The d i fferences among the 

means are stat ist ica l l y  s ign i fi cant at the 0 .007 leve l .  

F igure 3 Differences in  Means Accord ing  t o  Gender 
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Table I I  

Means and tandard De\ iations ccording to ationality 

No. Groups ationality Mean 0 
ision and Val ues Emirati 24.5607 5 .437 1 0  

on-Emirati 25. 8000 4.26475 

2 aluing Human Resources mirati 20.2243 4.7 1 698 

on-Emirati 2 1 .83 1 8  3 .47777 

3 Col laborative Relationships Em i rati 24. 1 963 5 .27629 

Non-Emirati 25.2409 4.45794 

4 Effective Communication Emirati 3 6.9953 8.03367 

Non-Emirati 39. 1 227 6 . 1 450 1 

5 Proactivity Emirati 20.5047 4.5 1 783 

on-Emirat i 2 1 .8227 3 .48780 

6 K nowledge Creat ing and Emirati 28.2 1 50 6 . 1 4768 
haring 

on-Emirati 29.9773 4.87042 

7 M anaging Resistance to Change Emirati 27.6636 6.40487 

on-Emirat i 29. 1 636 5 .090 1 1 

Table 1 2  

Differences in Teachers ' Perceptions According to Nationality (t test) 

Subscale T Df Sig. 

Shared Vision and Val ues -2.646 432 .008 

Valuing Human Resources -4.049 432 .000 

Col laborative Relationshi ps -2.230 432 .026 

Effective Communication -3 . 1 04 432 .002 

Proactivity -3.408 432 .00 1 

Knowledge Creating and Sharing -3.3 1 5  432 .00 1 

Managing Resistance to Change -2.697 432 .007 

P � 0.007 
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A s  evident in table 1 1  and 1 2, there is no s ign i ficant d i fference between Emirati 

and non-Emirati teacher ' percept ions of their school leaders regard ing shared vision and 

value , and col laborati e re lation h ips.  

on erse ly, a lu ing human resources for non-Em irat i s  i s  h igher than Em irat is .  

For non-Em irat i s  the mean i s  2 1 .832 ( 0 3 .478)  and the Em irat is '  mean i s  20.224 (SO 

4 . 7 1 7) .  The d i fferences among the means are stat i st ica l ly s ign i ficant at the 0.007 leve l .  

Effect i e commun ication for non-Emirat i s  i s  h igher than Emirat is .  For non

Emirat i s  the mean is 39. 1 23 ( 0 6. 1 45)  and the Emiratis' mean i s  36.995 ( S O  8 .034). 

The d i fferences among the means are stat ist ica l ly  s ign ificant at the 0.007 leve l .  

Pro activity for non-Emirat i s  i s  h igher than Emirat is .  For  non-Emiratis the mean i s  

2 1 .823 (SO 3 .488)  and the  Emiratis' mean i s  20 .505 (SD 4 .5 1 8) .  The d ifferences among 

the means are stat istica l ly s ign ificant at the 0.007 l eve l .  

Knowledge creat ing and sharing for non-Emirat is i s  h igher than Emirat is .  For 

non-Emirat i s  the mean i s  29.978 (SO 4 .870) and the Emiratis' mean is 28 .2 1 5  (SO 6. 1 48) .  

The d i fferences among the means are stat i st ica l ly  s ignificant at  the 0.007 leve l .  

Managing resistance to change for non-Emirat i s  i s  h igher than Emirat is .  For non

Emi rati s  the mean is 29. 1 64 (SO 5 .090) and the Emiratis' mean i s  27 .664 ( S O  6.405) .  

The d i fferences among the means are statist ica l ly  s ign ificant a t  the 0.007 leve l .  
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Figure 4 Di fference in Means according to ationality 

40 
35  
30 
2 5  
20 
1 5  
10 

5 
o 

53 

• Emirall  

• Non-Emlrat l  



The fol lowing table repre ents the d i fferences in  the percept ions of teachers of 

the i r  choo l leaders' characteri st ics as leaders of change according to years of experience. 

Table 1 3  

Means and Standard Deviation According 10 Years of Experience 

Years of xperience Mean SO 

ision and Le s than 5 years 23. 8596 5.37666 

5- 1 0  Years 25. 5970 4.524 1 5  

1 1 - 1 5  Years 25 . 1 760 5 .08962 

More than 1 5  Years 25.38 1 4  4. 86206 

Val u i ng Human Less than 5 years 20.0702 4.9 1 666 
Resources 

5 - 1 0  Years 2 1 .2836 3 .68009 

1 1 - 1 5  Years 2 1 .0240 4.29077 

More than 1 5  Years 2 1 .2458 4.30054 

Col l aborati e Less than 5 years 23 .5439 5 . 1 8952 
Relationshi ps 

5 - 1 0  Years 25. 1 269 4.30845 

1 1 - 1 5  Years 24.7280 5 .02795 

More than 1 5  Years 24.8390 5 . 2 1 826 

Effective Less than 5 years 36.8070 8.0 1 88 1  
Communication 

5 - 1 0  Years 38.4552 7.00657 

1 1 - 1 5  Years 3 8.5040 7.04665 

More than 1 5  Years 37.7966 7.20702 

Proactivity Less than 5 years 1 9.9649 4.67 1 2 1  

5 - 1 0  Years 2 1 .4478 3 . 79665 

1 1 - 1 5  Years 2 1 .2880 4.04574 

More than 1 5  Years 2 1 .3220 4.06545 

Knowledge Creating Less than 5 years 27.2807 6. 1 4048 

and Sharing 
5 - 1 0  Years 29.6343 5 .00 1 5 7 

1 1 - 1 5  Years 29.2800 5 .6 1 909 

More than 1 5  Years 29.2 1 1 9  5 .8439 1 

Managing Resistance Less than 5 years 27. 1 754 6.23963 

to Change 
5- 1 0  Years 28.7687 5 .47985 

1 1 - 1 5  Years 28.5600 5 . 7 1 4 1 6  

More than 1 5  Years 28.49 1 5 6.08030 
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Table 1 4  

One-wuy A o VA According 10 Years of Experience 

S. O f. M .  F Sig. 

ision and Treatment 1 27.424 3 42.475 1 . 770 . 1 52 
Value 

Error 1 03 1 9.083 430 23 .998 

aluing Human Treatment 66.590 3 22. 1 97 1 .256 .289 
Resource 

Error 760 1 .744 430 1 7.678 

ol laborative Treatment 1 02.695 3 34.232 1 .429 .234 
Relation h ips 

Error 1 0297.676 430 23 .948 

Effective Treatment 1 43 . 1 65 3 47.722 .9 1 8  .432 
Communication 

Error 22364.475 430 52.0 1 0  

Proactivity Treatment 97.5 80 3 32.527 1 .969 . 1 1 8  

Error 7 1 02.459 430 1 6.5 1 7  

KnO\ ledge Creating Treatment 232.4 1 6  3 77.472 2 .495 .059 
and haring 

Error 1 33 49.494 430 3 1 .045 

Managing Resistance Treatment 1 07.62 5  3 3 5 . 875 1 .060 .366 
to Change 

Error 1 4548.365 430 33 .833 

As evident in tables 1 3  and 1 4, there i s  no stat istical s ign i ficant d i fference of 

years of experience on shared v ision and values valu ing human resources, col laborative 

re lationships, effective commun icat ion, proact ivity, knowledge creat ing and sharing, and 

managing resi stance to change. 

In reference to the d i fferences in teachers' percept ions of thei r  school leaders' 

characterist ics as leaders of change according to gender, it is noteworthy that the teachers 

thought that male leaders va lue human resources and more proact ive than female leaders. 

Th i s  can be attributed to stereotyping. Accord ing to Young and Grogan (2008), because 

of stereotypical  notions, society tends to th ink that women are not as capable as men 

when it comes to leadersh ip  roles. Add itional ly, it m ight be that in A l  Ain, female 
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teachers h ld higher tandards for their school pri ncipals which might lead them to be 

more demand ing in the ir  expectations. Another tudy might be needed so as to further 

investigate this i sue. 

Perta in ing to the d i fferences in teachers' perceptions of thei r  school leaders' 

characteristics as leader of change accord ing to nationa l i ty, the resu lts i nd icate that non

Emirati teachers have more posit ive percept ion of the leaders than Emirat i teachers in 

val u ing human resources, commun icat ing effectively, taking the i n i tiat ive, creati ng and 

sharing  knowledge, and managing res istance to change effectively. A probable reason 

for such results m i ght be that the educational system has been undergoing massive 

changes and so many non-Emi rati teachers lost their jobs as a result .  Therefore, those 

teachers m i ght have exaggerated in thei r  answers in fear of l os ing their jobs . 

I n  connection with the d i fferences in teachers' perceptions of their school leaders' 

characteristics as leader of change according to years of experience, the numbers show 

that such d i fferences do not exist .  A probable cause for th is  result  is that the educational 

field in Al A i n  has witnessed so many changes in the past few years that teachers, 

regard less of how many years they have been teach ing, feel that thei r  princ ipals  have got 

a good grasp of what it takes to lead change. 
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CHAPTER V 

u m ma ry,  Conc lus ion  and  Recom mendat ions 

u m m a ry 

Education in the UAE ha been undergoing many changes for the past few 

decade in a per istent pursue of excel lence to meet global standards. Whi le some of 

tho e efforts resulted in achieving their goals, not al l expectations were met . This led 

the Emirate of Abu Dhabi to found ADEC which in tum started a mission to improve 

education in the cit ies of Abu Dhabi, Al Ain and the Western region. The latest 

change initiative introduced by ADEC is the New School Model .  The significance of 

thi s  study rises from the fact that any reform process needs efficient leaders of change 

who are able to achieve the expected goals  successfully .  There has been l ittle research 

on reform initiatives in the UAE and this study adds to the knowledge base of this 

Issue. 

The problem of this study was stated in the fol lowing research questions: 

1 - To what extent do teachers in Al  Ain Education Zone perceive that school 

leaders have the characteristics of leaders of change? 

2- Do teachers' perceptions of their school leaders' characteristics as leaders of 

change differ according to gender, national ity and years of experience? 

The purpose of this study was to investigate the characteristics of leaders of 

change as exhibited by Al Ain Education Zone schools principals. 
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The research design was main l  a q uantitative surve) study which col lected 

data using  a fi e-Ie el Li kert scale urvey that was constructed by the researcher .The 

survey consi ted of two parts. The first part asked about demographic data whi le the 

second part consi ted of 45 stalem nt organ ized in se en sections:  h ared is ion and 

alues, val uing  h uman resources, col laborat ive relationships, effecti e 

communication, proactivi ty, knowledge creation  and sharing,  and managin g  

re istance to change. The PS version ( 1 9) program was used to analyze the data. 

The population of this study was 477 1 female and male school teachers from 

1 1 4 schoo ls  i n  Al A i n  Education Zone inc l uding cyc l e  1 ( grades 1 -5 ), cycle 2 ( grades 

6-9) and cycle 3 ( grades 1 0- 1 2) .  Stratified sampl ing was first u sed to c hoose a 

representative sample  of female and male teachers and then to choose teachers 

according to the schools .  A total of 434 teachers participated in the study. 

Con c l us ion  

The resu l ts of  this study demonstrated that the  leaders of Al  A in  schools  have 

the characteristics of successful leaders of c hange. They are visionary leaders who 

p lace great values on students' learning. They value h uman resources and i nvest staff 

members' abi l it ies effectively.  They real ize the i mportance of bu i ld ing col laborative 

relationships amon g  their staff students, parents and the comm unity .  They have 

effective communication ski l l s. They are proactive when it  comes to change and they 

are wi l l i ng  to adopt new approaches to improve their schools .  They are open to the 

ideas of change and l i felong learning and provide opportuni t ies for their staff to create 

and share knowledge. They a l so employ effective methods to manage resistance to 

c hange. 
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The re ults a lso showed that male school principals are more proactive and 

alue human resources more than female school principal . The study also found that 

non- � mirati teachers have more positive perceptions of their school principals than 

Emirati teacher . 

Recom menda tion 

This study has orne recormnendations for A DEC to be considered in its 

attempt to lead the change process and the reform effort . 

ince this study indicated that Al Ain school leaders have the characteristics of 

leaders of change, then the problem with leading reform l ies somewhere else.  It might 

be the nature of the change itself. It i s  proven in l iterature that mandated change 

usual ly  fai l s  to yield the expected results as opposed to the partic ipative approach to 

leading change. Therefore, the main reason for unsuccessful refonn efforts in the past 

might be that school principals were not involved in designing the changes that were 

carried out, yet they were asked to be change agents at their schools .  This study 

recommends that when desi gning any change initiative, ADEC should consult not 

only school principals, but also school teachers because those are the practitioners 

who deal with the educational process first-hand and their feedback is more insightful 

and context-related. Their partic ipation can be sought through surveys, interviews or 

through founding formal associations to be representatives for school principals and 

teachers. 

This study also recommends further research to be carried out to investigate 

why Al Ain male school teachers perceived their school principals to be more 

proactive, and why they perceived their principals to value human resources more 

than female teachers. 
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nited Arab Emirates m ersity 
ol lege of Education 

Department of Foundations of Education 
MED in Leader hip Program 

Dear participant, 

ttt>� Q� t C4-!jjl.Il wIJLo� 1  Q.lu)l..;l l rl�U '\J:j' United Arab EmiTates UniversityU'" 

This questionnaire is a part of a study titled "Characteristics of leaders of 

change for principals in Al in schools,  UAE. "  

The goal of tIus questionnaire is to  detect to  what extent leaders of schools in  

Al Ain  are enjoying the features of leaders of change. 

Through your participation, the study which this questionnaire is used for wil l  

be able to gi e recommendations to help school leaders to lead the change process in 

order improve education and enhance students' performance in Al  Ain schools. 

Tius questionnaire consists of seven main scales and forty five statements. 

Your participation is highly appreciated, so please answer all the questions. The 

information col lected through this questiOlmaire wi l l  be dealt with discreetly by the 

researcher and wil l  only be used for research purposes. 

In case of having any questions p lease contact the researcher on the fol lowing 

emai l  address: khaja26@ hotmai l . com 

Thank: you for taking the time to complete this questionnaire. 

The researcher 

Fatima Ai Mazam 
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Fir  t :  Demogra p h ic I n format jon  

Please c i rc l e  our  choice 

G ender: Male Female 

Nation a l i ty :  Emirati Non-Emi rat i 

Posi t ion Teacher Other 

Cycle: One Two Three 

Academic  degree Bachelor Master Ph .D 

Yea rs of experience:  Less than 5 5- 1 0  1 1 - 1 5  

Secon d :  The ta tements 

Please check ( ) to indicate your level of agreement to each statement below 
according to the fol lowing scale :  

1 - Strongly Disagree 
2- Disagree 
3 - Not Sure 
4- Agree 
5 - Strongly  Agree 

1 .  i s  a visionary leader. 

2 .  i nvites other school community members t o  share i n  defi ning the 
school vision.  

3 .  motivates others to e nact the vision.  

4 .  places great value on students' learning. 

S .  i s  committed to the community. 

6. sets c lear and realistic goal s  for a change i nitiative. 

The school leader: 

7 .  recognizes that the human resources are the school 's greatest asset . 

8 .  values the professional ski l l s  and expertise o f  the staff. 

9 .  values the efforts and contributions of the  staff mernbers. 

1 0 . i nvests staff members' abi l ities effective ly .  

1 l . addresses the needs of  both i ndividuals and groups. 
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The chool leader: 
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1 2 . � t rs co l laborati e re lat ion h ips among the staff. -
1 3 . brings together key stakeholder to e tab l i sh effecti  e learni ng 

commun i ti e  , 

1 4 . encourages team efforts, 

1 5 . delegates respons ib i l i ty ,  

1 6 . i n  0 1  e other i n  dec i sion  mak ing.  

1 7 , fo ters the de e 10pment of  other leader i n  the schooL 

t:':l1' #.':';lL:!:. . C()m' ,�:::.-! ,--:.il i:( """":" '''': ,!.Y;�>.:;c " •. �" :,' ,1. ,,>,,,,,,'; )r'j;:i\��l�1l�}gtf:'i���{2J��:' \��,,;· 
The school leader: 

1 8 . can expre s himlherself  effect ively and c learly .  

1 9 . l i stens wel l  to  the staff. 

20.  l i sten wel l  to the pup i l  . 

2 1 .  l i stens \ el l to parents. 

22.  commun icates one to one with al l school members. 

23 .  uccessful ly  commun icates the what, why who, when and  how 
long of a change in i ti at ive .  

24.  has networki ng ski l ls in  estab l i sh i ng contacts with a l l  comm u nity 
members. 

2 5 .  has negot iat ion ski l l s. 

26. has the abi l ity to resolve conflicts .  

fat",u. ." ���':':�-m 
The school leader: 

27 .  has the abi l i ty to take the in i t iat ive. 

2 8 .  recogni zes changes in a l l  educational aspects.  

29.  constantly scans his or her school to see where change is needed. 

30 .  take the in i t iat ive to respond to the changi ng needs of h i s  or her 
students. 

3 1 .  i s  w i l l i ng to adopt new approaches to i mprove his or her school 

��9»lt'!l;f .:: ;:'.' ;.l' 'T,¥�� .,,:;,.::--.;;�,�,,,,,::.;,�-:.: 
The school leader: 

32 ,  serves as a role  model i n  i n teract ing  with learning resources. 

3 3 .  is open to change. 

34 .  is open to l i felong learning. 

3 5 .  provides professional development opportuni ties for the staff that 

may hel p  accept ing change. 

36. provides opportunit ies for the staff to share knowledge. 

3 7 .  provides opportunities to v is i t  other s i tes that are usi ng new ideas . 

3 8 .  provides feedback to the staff members. 
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The chool leader: 

and reasons for them. 

4 1 . involve potential resisters in implementing the change .  

42.  pro ides k i l l  training for school members. 

43 .  pro ides emotional s upport for school members. 

44 . offer incentives to encourage school members to adopt the c hange 
init iati e. 

45. encourag s a cu l tu re of o pen dialogue and constmcti e 
disagreement . 

Comments 
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