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ethical principles, be good listeners, trustworthy and caring for all stakeholders.
Furthermore, lei " rs should have an inclusive approach towards decision-maki

and an open and inclusive communication approach towards all stakeholders. Such
qualities in the most senior academic le: = s wou " enable a successful
organisational transformation process at the University of Namibia and Namibia
University of ience and Technol- v that would contribute to the r sation of

Vision 2030 for Namibia and Harambee Prosperity Plan for Namibia.

Four recommendations are made, namely that leaders at these public institutions of
higher learning in Namibia should uphold leadership practices conducive to
organisational transformation; leaders should embrace a transformational leadership
style; leaders should streamline inclusive decision-making practices to ensure
stakeholders take ownership and that the normative leadership model, based on a
transformational leadership style, is the most appro; ate and should be implemented
to guide o 1nisational transformation at the two public tertiary = ication

institutions.
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Heads of Departments (HOD) refers to the academic lower mana; nent who is in
charge of the academic departments at institutions of higher le: 1, )ointed by
the Vice-Chancellor (Namibia University of Science and Technology, Statutes, Rules
and Regulations of 2016). The Heads of Department at UNAM are appointed by the
Vice Chancellor on the recommendations of a selection committee and a  eligible
for reappointment for only one more consecutive term (University of Namibia,

Statutes and Regulations of 2013).

Vice-Chancellor: The Vice-Chancellor manages and directs the day-to-day
academic, administrative, financial, personnel and other activities 4 does ot
things as prescribed in the statutes or as necessary to achieve the objectives of
NUST. The term of office is five years at NUST and the person is igib for
appointment (Namibia University of Science and Technology Statutes, Rules an
Regulations of 2016). At UNAM the Vice Chancellor is the chief academic and
administrative officer. Term of appointment is six years and he/she is el” “ble for re-

appointment (University of Namibia, Statutes and Regulatic ~ of 2013).

Pro/Deputy Vice-Chancellor: Councils make these appointments. UNAM has
three Pro Vi Ch ellors. They head Finance and Admin ration, Academic
Affairs and Innovation and Research (University of M nibia, S utes 1
Regulations of 2013). The Council at NUST appoint one or more Pro-Vice-
Chancellors to assist the Vice-Chancellor. NUST currently has two Deputy Vice-
Chancellors who are in charge of the Administration and Finance, and Academic and
Research Affairs, respectively (Namibia University of Science and Technology,

Statutes, Rules and Regulations of 2016).

Xiv






the external stakeholders are stakeholders outside an institution for example society,

government, competitors, media, etc.

Polytechnic of Namibia: The Polytechnic of Namibia Act was promulgated in 1994
and under this the Technicon of Namibia and COST were combined to become the
Polytechnic of Namibia. This Act made provision for the gradual phasir out of
vocational training courses and gave a mandate to PoN to offer degree programmes

in the future.

The Namibia University of Science and Technology (NUST): NUST established

by the Namibia University of Science and Technology Act of 20135.

University of Namibia (UNAM): The University of Namibia Act of 1992

established UNAM.

Xvi



LISTC 2 'R«

ATLAS. ti

B.Ed

BETD

BoN

CeLIM

CEOs

CES

CODeL

COLL

COST

DNA

FNB

GRN

HP-GSB

PP

HC s

IT

LMX

MBA

Namdeb

NYMS

Archive of Technology, Life world and Language to link it to

comprehensive qualitative data archive.
Bachelor of Education

Basic Education Teaching Diploma
Bank of Namibia

Centre for e-Learning and Interactive Multimedia
Chief Executive Officer
Chief Executive Officers
Centre for External Studies
Centre for Open, Di: 1ce, and e-Learning
Centre for Open and Lifelong Learning

College for Out-of  hool Training

Deoxyribonucleic acid
First National Bank

Government of the Republic of Namibia
Harold Pupkewitz Graduate School of E  iness
Harambee Prosperity.Plan for Namibia

Head of Department

Heads of Department

Information Technology

Leader-Member-Exchange Theory
Master of Business Administrati

Namibia " nond Cc¢ | ration

Xvii



Namcode
NBS
NP
NIED
NQA
NUST
PhD

PoN

RD

RSA
SOE
SOEs
SRC
SPSS
SWA
UNAM
UNESCO

VDL

Corporate Governance Code of Namibia
Namibia Business School

National Development Plan

Namibia Institute for Education Development
Namibia Q *fications Authority

Namibia University of Science and Technology
Doctor of Philosophy

Polytechnic of Namibia

Researchand I  relc

Republic of South Africa

State Owned Enterprise

State Owned Enterprise’s

Student Representative Council

Statistical Package for the Social Sciences.
South-West Africa

University of Namibia

United Nations Educational, Scientific and Cultural O

Vertical Dyad Linkage Theory

xviii

inisation



ACKNO LEDGC._MENTS

First, I wish to thank God for blessing me with the strength and perseverance to
complete this accomplishment. It is only by His grace that I have been to
“hieve tC " tone. S “, T wish to convey my h tfelt © ' to my
supervisors, Professor C.A Keyter and Dr H. Beukes for the fundamental role they
played in shaping and moulding this research. 1 wish to thank them for their
guidance, patience and invaluable academic experience that has steered me

throughout the duration of /¢ rtation.

I wish to acknowledge my gratitude to all those who have contributed to this
research study in whichever way, big or small. Furthermore, I would like to expre
my gratitude to Alicia Cathedral, Ronald Visagie, Yvonne Yon, Tanaka Nyatoro,
James Hafeni Haimbodi, Tanaka Nyatoro, Dr Maggy Beukes-Amiss, :len Vale,
language editor for this dissertation, Sikunawa Shoopala and Shelleygan Petersen

who check the APA in text and reference list, for their valuable inputs and advice.

Fourthly, I wish to extend my appreciation to the academic and administrative :
at the Namibia University of Science and Technology for their encouragement,
advice and support in particular Dr Geoffrey Nambira my HOD and my colleague
Mr Alfred Ndjavera at NUST. Finally, my heartfelt thanks are due to the pa :ipants

in this study at UNAM and NUST for agreeing to | ticipate in this study.

XiX



Ll
et
ra

IN

I dedicate this work to my mother, Betty Du Plessis, brother, Henry, sister Jacque,
brother-in-" v, Peter, my sister-in-law, Gerda, ni s Bridene, Candice, Chan | and
Meagan, my nephew Ronaldo, my cousin, Elizabeth Theron as well as my dear
friends namely, Yvonne Yon, Maria Petersen, Richardine M Poulton-Busler, 2la
J Davids, Rebecca Iyambo, Susan Morkel and Ericah Erasmus for their patience,

support, and understandir ~ and above all, their unconditional love.

I do not want to forget my late father, Koot Du Plessis, for his :lieve of continuous

education that he instilled in me. Lastly my dearest friend, the late Dinah C.

Steenkamp, who unconditionally believes that I will be called doctor one y.

XX



DECLARATION

I, Davy Julian Du Plessis, hereby declare that this study is my own work and is a true
reflection of my research, and that this work, or any part the »f has not been

submitted for a degree at any other institution.

No part of this dissertation maybe reproduce, stored in any retrieved system, or
transmitted in any form or by means (¢ e ‘tronic, mechani , photocopyir or
otherwise) without the prior permission of the author, or The University of Namibia
in that behalf.

I, Davy Julian Du Plessis, grant The University of Namibia the r" "it to oduce
this dissertation in completely or in part, in any manner of format, which The
University of Namibia may deem fit.

Davy Julian Du Plessis e 31 August 2018

Name of Student Signature Date

XXi



CHA TE 1: ACKGROUND OF THE STUDY

1.1 BACKGROUND OF THE STUDY

This chapter provides an overview of higher education in Namibia. Specific
reference are made to the historical background and development of the two public
institutions of higher learning in Namibia. The two cases under investigation are the
University of Namibia (UNAM) and the Namibia University of Science and

Technology (NUST).

In 2006, with the expansion of the higher education market for 3 previous two
decades the question was asked whether “governments can rely on these higher
learning institutions to assist them to meet the social and equity objectives of its
nation” (Varghese, 2007, p.9). Links and Haimbodi (2011) claim that State Owned
Enterprises (SOE’s) such as public institutions of higher learning play a significant
role in service delivery, procurement, infrastructure development and employment in
Namibia. The performance of stitutions of h™ ler I nit . , largely, be
regarded as an important indicator when assessing the overall he: h of a country’s
economy. The problem statement underlying this study and the research questions to
address the statement of the problem are deal with in the st r tions
together with the importance and the limitatior and delimitations of this study. ..e
last section of this chapter covers an overview of the outline of the subsequent
chapters. In conclusion, a summary of this chapter and an introduction of the second

chapter are given at the end of this chapter.






important sectors spearheading the onomy of the country (IndexMundi, 2017).
According to the World Bank, Namibia Gross National Income per capita was $
10 550 (purchasing power parity) (World Bank, 2016). The World Bank, therefore,
placed Namibia in the upper-middle income group of countries. However, this
failure to take into account the ethnic divide masks the developmental challenges

some sections of the population faces.

Prior to independence the population was made up of 87,5% black and *" 3% of
other groups (IndexMundi, 2017). The black people of Namibia did not experience
the same opportunities  t' t w ~ cc terparts in South Wi 271 TWA).
Twenty seven years after independence the Government of the Republic of Namibia
(GRN) is still struggling to reduce inequality and poverty. Currently bia is one
of the countries with one of the most unequal wealth distributions in the world, with

a Gini coefficient of 0,5971% in 2009/2010 as estimated by World Bank (World

Bank, 2016).

1.2 ORIENTATION OF THIS STUDY

Namibia was initially a colony of Germany (1885-1915) and then a colony of the
government of the Republic of South Africa (RSA) until 1990, before it became

independent on 21 March 1990 after a protracted liberation struggle (1966-1989)

(IndexMundi, 2017)

Opportunities to obtain higher learning prior to 1979/1980 for the then people of

SWA were only available in the RSA or abrc " The « 1 of /edv  tion



in Namibia is seven years and secondary education is five years. Today primary and
secondary education are fully funded by GRN in public schools (Namibia
Broadcasting Corporation, 2017). Students who qualify and want to pursue higher
learning qualify for grants from the GRN for tertiary education, locally and
internationally under the following conditions: prospective students should qualify
for admission at a hig - learning tertiary institution with a minimum of  credit
points in their five best subjects (including English) in their -ade 12 year final
examination or qualify under mature age entry scheme and prove that their
parents/guardians’ source of income does not exceed $54' ;.80 per annum

(Namibia Students Financial Assist ce Fund, 2017).

The GRN since independence in 1990, spends between 20 to 33% of its Nat

Budget on Education (Republic of Namibia, 2015). The fact that the la-—-st
percentage of the national budget is allocated to education underlines the GRN’s
vision to reduce illiteracy and inequality. The fundamental qu  on is: . the
lion’s share of the National Budget, 27 years after independence, 'marked to

education by the GRN deliver the desired results?

From independence in 1990 until 2015 Namibia’s education at prin y, secondary
and tertiary education came under The Ministry of Education (Edi ition Act of
2001). In 2016 the Ministry of Education was divided into two ministries: The
Ministry of Education and The Ministry of Higher Education, Innovation and
Training. The Ministry of Education supervises primary and secondary education

"e 1 to 12) whilst tertiary education and vocational training were | 1 under

the jurisdiction of the M stry of H ier " lucation (H " er Education Act of 2003).






act provided for the gradual phasing out of vocational training courses and gave PoN

the mandate to offer degree programmes (Polytechnic of Namibia Act of 1994).

1.2.1 Historical overview of the University of Namibia

In August 1992, UNAM was established as an independent public institution of
higher learning in Namibia (University of Namibia Act of 1992). UNAM’s main
campus moved to the campus of the former Windhoek College of Education in
Pioneers Park in Windhoek. Prior to indepenc ice, the Windh . College of
Education catered for the training of white teachers only. The f  Cl  cellor of the
University of Namibia was the Founding President of Namibia. The position is a
titular position, which means that the Chancellor is not involved in the day to " y
functioning of the institution. The current Vice-Chancellor, is the second vice-

chancellor since UNAM’s establishment in 1992.

The Council according to the University of Namibia Act of 1992 consists of
following members: the Vic “hancellor, the Pro-Vice-Chancellors, Pro ¢ tial
appointments that may not be more than six, four members from Senate, two
members from the alumni, the Permanent Secretaries of the Mi i1 ; « Finan
and Education, one member of the administrative staff, one person from the City of
Windhoek, two non-Namibian residents and two members of the Student
Representative Council (SRC) (University of Namibia Act, 1992). ..e Vice-
Chancellor is the Chief Executive Officer (CEO) and is in cha  of the academic
and administrative affairs of the institution. The Council, according to the University
of Namibia Act of 1992, appoints a person or persons as Pro Vice-Chancellors, the

Bursar, the Chief L ri: dtl



















































of the President, 2016). The Mo-Ibrahim Sub Index access the delivery of goods and
services and policy outcome across 54 African countries (Mo Ibrahim Founc “on
2015). The Mo Ibrahim Foundation describes governance as the provision of the
political, social and economic public goods and services that every national is entitle
to from their government, and that a government has the responsibility to deliver it to
its nationals. The Mo Ibrahim measure a country perforn e in relation to
governance through four key components, namely, safety and rule of law;
participation and human rights; sustainable economic : »or 'ty and hur

development. Each of these components have subcomponents with various
indicators that are measureable measures of the | icipal meas ‘'ments of
governance. In total, the Mo Ibrahim consists of 100 indicators. Namibia scored 65
points of accountability according to the Mo-Ibrahim Sub Index (Mo Ibre

Foundation, 2015). However, this rating is not supported by the HPP, because of

poor service delivery and a lack of transparency (Office of the Presic  , 2016).

Taking into consideration the amount of money invested in UNAM and NUST and
the many organisational transformation processes they have gone thror 1, this
lack of transparency and service delivery not the reason why leadership at public
institutions of higher learning cannot meet the expectations of the GRN and

Namibians nerally?  To uphold its mandate any institution de on ’

leadership. An institution’s success is determined by effective leadership. The move
towards globalisation, the improvements in technology, changing workforce and the
changing expectations and values of employees and customers cr e more

challer ngcon ts in which to lead. To remain com itive and at  to cope with

the increasing uncertainty in the environment, good and effective leadership at public

23



institutions of higher learning is no longer an option but a very crucial e nent for

Success.

The development of education in Namibia is a central priority to isure the su s
of all the efforts of the GRN to steer Namibia towards being a developed country.
One of the sectors that play a crucial role to ensure that Vision 2030 is;  lised is the
higher education sector (Office of the President, 2004). To ensure the success of
education in Namibia, the ~“ication sector and in particular the }° *er  rnj

institutions should uphold good leadership principles to ensure that Vision 2030
become a reality. Leaders at public institutions of higher learning should uphold
effective leadership to guide their institutions to accomplish their visions and
missions. Leaders in organisations are the key role players in decision aking and
the quality of their decisions will determine whether their organisations will
successfully achieve their aims and objectives (Verma, 2005). This study foc =d on
the two public institutions of higher learning in Namibia, namely UNAM and NUST,

in order to assess why the objectives set for higher learning, as set out in NDP 2, 3, 4

and Vision 2030, have not been achieved.

The University of Namibia Act of 1992 states that the aim of UNAM is to offer
higher learning and to conduct research, while the Act of NUST sta  that one
objective of NUST is to generate and develop knowlec¢ : throv "\ teachir~ and in
particular through applied research (Namibia University of Science and Technology,
Act of 2015). Teaching and research at tertiary level a embedded in the acts of

both public institutions of higher learning. The objectives of both public institutic



are set to achieve and support economic and social advancement, through natior

and international agreements.

Therefore, this study set out to determine what, if any, organisational
transformational leadership was employed by UNAM and NUST, which would al’
these organisatios  with the goals, as ~ out by Vision 2030 as well as the r  ilti;

National Development Plans. Furthermore, this study then identified the gaps in the
current leadership models of the executive : " icture of both institutions of t~ “ier

learning, in order to develop a normative leadership model t|  would bridge these

gaps.

1.4 RESEARCH QUL_JTIONS

The main research question of this study is: what are the internal perceptions of
leadership from the viewpoint of the executive mar  :ment, middle manay it
and lower management of the academic cadre, the chairpersons and the SRC
representatives of councils that might inhibit or excel organisational transfi aation

at public institutions of higher  rning within Namibia? With the in tion to

answer this question, the following sub-questions were posed:

e To what extent do public institutions of higher  rning in Namibia c( y

with leadership practices to drive organ .ional transformation ° public

institutions of higher learning to adhere to Vision 2030?
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various resources including time and a total change in awareness amongst the role
players in the economy, particular those who a involved in education, in today’s

knowledge societies where education contributes to the growth of national and

individual income (Bray, 2007).

Vision 2030 aims to transform Namibia to a knowlc =~ ba: 1 iety; therefc a
huge responsibility rests on the education system and public institutions of higher
learning in particular. The quality output of institutions of higher  rni n 1

regarded as an important indicator when assessing the overall health of a country’s
economy. The backbone of any country’s development is education and health.

Education, particularly higher learning, will create numerous opportunities for

Namibians, the region and Africa at large.

The GRN can gain better insight of leadership rec =~ 1to * 1 with o :ational
transformation to accommodate the dynamic environment that public institutions of
higher learning face. It can therefore make more informed decisions regarding

funding, resources, policies and regulations concerning its p1 ic  stitutions of

higher learnit

The councils of UNAM and NUST are the supren boards here which should
appoint executive management, monitor, assess and evaluate the day-to-day
operations of the executive management at these institutions. This study can give the
councils and the GRN more in-depth understandii  on which | lership style(s) are

required when recruiting executive r = senior  ni  aent.



Authority such as the International University of M 1 :ment and Lir Coll

(Namibia Qualification Authority, 2017).

The current and/or potential employers, like government, the private sector and
parastatals were excluded from this study. If the perception of these current and/or

potential employers could be assessed, the outcome of this study would most

probably be different.

The study only looks at leadership holistically as a dependant variable on
organisational transformation of public institutions of high ring in Nt

This study excludes factor analysis such as ethnicity, gender and generation
composition and African perspective on leadership. This study only s-ples the
councils, executive, middle and lower management of the academic cadre; which

may raise the issue of self-perception that may impact the conclusions to 1 drawn.

The recommendations and findings cannot be generalised to private insti ions of
higher learning in Namibia. The main concern was the level of trust tt r

can place on the data collected. This concern is derived from the fact that only the
Vice-Chancellor and Deputy-Vice-Chancellors: Academic and Research at NUST
and the Vice-Chancellor and Pro-Vice-Chancellor for Academic 1d the Pro Vice
Chancellor Innovation, Research and Development at UNAM were sampled from the
executive management. The deans as representatives of middle management, who
manage academic faculties were sampled. Only the chairpersons of councils were
sampled as representing external stakeholders. The representatives from the C on

Councils were sampled. If all stakeholders, such as the Iministrative staff, st S



employers or potential employers of . _di es and alumni of the two public
institutions could be part of the sample of this study, this could po  tially change the
outcome of this study, as the various stakeholders may have different opinions,
thereby changing the analysis and ultimately the conclusions of this study. . .is

study, however, could not sample all the subpopulations because it was impractical

and uneconomical.

1.7 DELIMITATIONS OF THIS STUDY

This study only looked at leadership from the perception of the leaders of the
academic cadre and the SRC representative and cha , rsons of councils of UNAM
and NUST and how it impact organisational transformation. The research questions
for this study only cover the view of the internal leaders r irdi:  their view of
leadership practices, view on transformation, the decision-making process r« ng

transformation and the opinion on a normative leadership m¢ 1 to «

organisational transformation.

This study confined itself to interview the Vice-Chancellors, chairpersons and SRC
representatives of councils and survey questionnaires for the Pro/Deputy Vi

Chancellors, Deans and HODs of UNAM and NUST. The ¢ stionnai employed
for the pro vice chancellors, deans and heads of departments had Likert scale
questions, tick questions and open ended questions. The purpose of the open ended

questions was to give the respondents the opportunity to raise their personal « nijon.
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empirical cvidence regarding the dependent variable  for this  study namely
- A < o

organisational transformation.
























its human resources. If these human resources are not harr  ed properly they will

not perform well and the organisation may deteriorate.

In contrast to the origin of the concept management, the concept leadership can t
traced to 384 BC (Northouse, 2016). The following definitions for leadership have
been offered in the 20" century (Northouse, 2016). Moore in 1927 states that

leadership is the capability of the leader to affect the team members to ensure

compliance, admiration, devotion and cooperation from the team. In the 1930s

leadership was defined as the collaboration of individual’s specific personality traits
with those of the team, noting that the attitudes and activities of the team memb
are changed by the leader and vice versa’. In the 1940s leadership was defined ‘as

the behaviour of an individual while involved in direct oup activities (Hemp™*",

1949). During the 1950s, the definition of leadership was domina | by three
dimensions, namely, a relationship that develops shared goals, effectiveness and

continuance of group. Seeman (1960) described leadership as the actions by which

an individual endeavours to ensure that other people move in a common direction.

The scholars of the 1970s viewed leadership (accordit  tc "1 1978)ast shared
process of organising people with certain motives and values, various economic,
political and other resources in a context of competition and conflict, in other words

to grasp goals of independently or mutually held by leaders and team members. The

authors of the 1980s opted for the following themes, namely, do as the leader wishes,

the leaders influence on the group, the leader’s traits and organisational
transformation. As with the definition of manag nent, there are various definitions

of leadership (Northouse, 2016). This st~ concurs with the definition offered by

Burns (1978) given above, when people interact in such a way that this interaction








































































































































































































































































































































































































































































particular population was targeted, the sampling size and techniques employ¢ " to
determine the sample size. The reasons for the particular sub population and why the

sample sizes were chosen were validated.

The succeeding headings addressed the issues of validity, reliability and bias in
respect of the research instruments and the actions the researcher would take to
ensure validity, reliability and bias of the instruments were discussed, with reference
to the advantages and disadvantages of each of the two instruments. The = " gation
strategies which were used to reduce or eliminate tI ¢ disadvant:  : we also
described. Then the reader was given an overview regarding the analysis of the
quantitative and qualitative data to be collected for this study to answer the research
question which was to discover the internal perception of leadership on
organisational transformation at UNAM and NUST. The last s e of the research
process consists of parallel stages: data condensation, data display and the drawing
and verifying of conclusions. The penultimate section of this chapter prov d an
overview of the ethical considerations for this study and the strateg” : emplo | to
uphold these principles. The next chapter covers the data condensation, the data

display, interpretation and analysis of the data, concluding with a sun ~ of the

main findings of this study.
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looks at the responses, interpr¢  ‘ions and analysis m the survey questionnaires.
The third section of this chapter focuses on tl  presentation, analysis and
interpretation of the responses of the interview schedules administered to t Vice-

Chancellor, chairpersons of councils and the SRC representatives on counc™ of

UNAM and NUST.

5.2 RESPONSE RA1T BRE “DOWNFO SURVE QUEL..ONNA

AND INTERVIEW SCHEDULE

The purpose of this section is to cover the response rate as a percentage of the
targeted sample. Table 5.1 on page 198 shows the response rate that was achieved
for the survey questionnaires and the interview sche ies, popu i, sample s 'S,

actual responses and the percentage breakdowns as a percentage of the sample.

197


















covers the results relating to the perception of the on ts to tt ¢ ts

management, leadership, leading and ethics.

5.3.2 Results pertaining to the d¢ 1itions of the concepts:  1nage )
leadership, leading and ethics

This section presents the findings of the respondents’ responses regarding the
meaning of the concepts man: :n 1, leadership, leading a1 ¢ "ics. F 5.4 on
page 204 reveals the responses to the Likert scale questions in the syr

questionnaires regarding the understanding of the concey & n I lership

and leading by the respondents.
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that a Vice Chancellor should properly understand the it tution’s /Ironment,
This is very important according to the respondents owing to the environment in
which these institutions operate. According to 25,6% of the respondents, the fifth
important quality is transparency. The sixth characteristic of a Vice Chancellor is to
abstain from political influence (17,9% of the respondents). The respondents with

12,8% agreed that a Vice Chancellor should move up through the ranks of an

institution of higher learning before being appointed as such.

The survey questionnaire made provision for an open ended question to understand
the respondents’ views regarding the level of GRN involvement in the affairs of
these institutions. Figure 5.7 below displays the breakdown of responses regarding

the level of GRN involvement in the running of public institutions of higher learning

in Namibia.
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respondents are: strategic thinker and honesty, " * ity, *  ‘worthiness i

transparency. In comparison 94,1% of the respondents opted for encourage
involvement of team members; motivate and inspire team members; influence and
encourage team members to be innovative; implement planning effectively; shar
team members skills; be vision driven, be a team builder and provide clear direction
to team members. The skills and traits that scored 88,2% from the respondents
choice were to have confidence, be an effective communicator, have hi~4 emotiona]
intelligence, provide support to team members, be goal oriented and understand their
own strengths and weaknesses. In contrast 82,4% of the re | indents op | for

following two skills and traits, namely, above average  elligence : 1 have a

success-driven attitude. An in-depth knowledge of the institution’s o nisation a

skill was rated by 76, 5% of the respondents.

To comprehend the personal opinion of the respondents regarding the skills and traits
of an effective leader at these institutions, the survey questionnaire made provision

for an open ended question. The responses are reproduced in Figure 5.10 on pi

214.
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30,8% indicated that success is declared too soon durii the 0" r  tig--!

transformation process.

The respondents were given the opportunity in an open question to raise their

personal opinions about factors that may negatively impact o nisational

transtormation. These personal opinions are replicated in Figure 5.17 below.

Old way of doing things 29.5

Relationships 25.6

Resources not yet established 25.6

Lack to acknowledge team members input 19.2

00 50 100 150 20.0 250 30.0 350

Figure 5.17: Breakdown of Factors, According to the Personal Opinion of
Respondents, which may Negatively Impact Organisational ..ansfo  tion

According to Figure 5.17 these personal opinions can be ¢ red in four main

factors, namely old way of doing things duri and after the organisatio

transformation process (29,5%), secondly relationships that are not conducive to the

new transformed organisation (25,6%), thirdly resources not 1 e js |

before embarking on a transformation (25,6). 'The fourth factor is neglect to

acknowledge team members’ input (19,2%).
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A second observation on Table 5.2 concerns the exceptionally ler 1y term of
office of the Vice-Chancellor of these two institutions. According to University
of Namibia Act of 1992 the Vice-Chancellor is appointed for a period of six years
and is qualified for re-appointment and the Namibia University of Science and
Technology Act of 2015 states that the Vice Chancellor is appointed for a period
of five years and is eligible for re- appointment.  th Acts are silent on the
number of periods a Vice Chancellor may serve. It is, however, significant that
the current Vice-Chancellor of NUST is now serving a first term of office after the
PoN was transformed to NUST, but had already served as Rector of PoN since its
establishment in 1994. The third issue relates to the status of SRC reprc  itatjves
on councils at these institutions. The SRC representative on Council of UNAM
was removed from office two months betore the interviews commenced. The
current SRC representative on council had only served three months on counci
when interviewed. The SRC representative on Council of NUST wag removed
from office four months after the participation in the interview as SRC
representative on Council. The removal from office of the SRC representatives

on councils is a concern, irrespective of the reasons for their removal from offi

The responses of the interviewees will be discussed under the following four
themes namely: perspectives on leadership practices at UNAM and NUST:
perspectives on organisational transformation at UNAM and NUST:; the impact of
leadership on organisational transformation at UNAM and NUST; ang the
perspectives on a normative leadership model to guide organisationa]

transformation at UNAM and NUST. A total of 15 semi-structu | questions
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were employed to probe the understanding and views of the interviewees on these

four themes.

5.4.1 Theme 1: Perspe  vesonl lership practices at institutions of higher
learning

The purpose of this section was to probe the understanding of the Vice-Chancellor,
chairpersons and SRC representative on councils at UNAM and NUST on thejr
perception on leadership practices and the impact on organisational transformation at
their two institutions. The study adopted a face-to-face interview with five of the
respondents and a video call interview with one the respondents who is stationed at
the Northern campus of UNAM at Oshakati, a six hour drive north of Windhoek.
The six respondents were asked six semi-structured questions to probe their

perceptions on leadership practices at their institution.

Question 1: How do you view the I lership role at public institutions of
h 1er learning in Namibia?
Respondent 1, rated I lership asdep lent on the GRN for t|  resources of
the institutions. Secondly this respondent claimed that resources are poorly
managed at institutions of higher learning. The argument offered for thjs
dependency syndrome is that people see “it is not my money it comes from

Government”. This participant further commented that leadership is not bad,

but there is room for improvement.
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spondent 6, suggested that the traits of a leader are the ability to listen to
all stakeholders, has to influence team members, to continuously evaluate the

internal and external environment and nurture freedom of speech of the team

members.

Question 3: What do you consider to be : core functions of a i an
institu Hn of higher learnis ?
Respondent 1, stated that the core functions of a leader to provide
direction, monitor and to provide leadership to ensure that the i itution
moves in the direction as stipulated in its vision and missior —atemen
Re  ondent 2, considered the following as the core functions of a leader: a
leader needs to manage, lead and to transform the institution to (...).
Respondent 3, maintained that a leader should develop and grow the
institution.
:spondent 4, identified listening and taking action as the main functions of
a leader.
Respondent 5, stated that policy implen 1lation, governance and  uring
that direction is provided are the key traits of a leader.
Respondent 6, maintained that the core function of a leader is to care and to

represent the team’s best interest.
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Q stion 4: What influences " : ¢l age of style of  dership at public
institutions of higher learning? El: orate.
Respondent 1, argued that the economy and the political environment
constantly change and thus (...). In addition, the respondent s* * :d that the
current situation, the behaviour and composition of the team dictate the style
of leadership a leader will embrace.
Respondent 2, referred to the environment and the culture as the key
determinants of the leadership style a leader will adopt.
Respondent 3, responded that the GRN as a major stakeholder (...) and the
composition of the team impact the  yle of leadership.
Respondent 4, was convinced that was whatever a leader is doing should be
to the advantage of the team. To ensure this, the interviewee stated that the
team should be e :d.
Respondent 5, argued that leadership is influenced by the individual who is
providing leadership, the internal and external environment of the institution
and the resources available.
Respondent 6, commented that the institution at large, the community, the
pressure of workload, degree of influence on the team and the b  kground of

the leader all impact the style of leadership.

Question 5: How would you describe y« - leadership style? Why have you

ad( ted this leadership style(s)?

espondent 1, stated “I will ¢ t for a laissez faire style to provi :roc for
innovation and creativity, but sometimes I will opt for 1 at* : ic style

when | believe it will be to the benefit of the institution”.
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Respondent 2, indicated that his style hands on and passionate to ensure
that “T am interested and set an example to team members”.

Respondents 3, commented on this question that his leadership style is
“characterised by ethical principles to lead the team with integrity and
authenticity to ensure that the team knows the direction where the institution
is going”.

Respondent 4, claimed that his leadership style branded feature is to listen to
all stakeholders. Try to convince those who are not yet convinced. To
command the team is according to this participant “a no go area”.
Respondent 5, commented that his style is about inclusivity. All decisions
made must be collectively taken (...). This will ensure that all stakeholders
will take owner ip of the decision made.

Respondents 6, argued that one’s leadership style embraces ethical
principles. In addition, respect, setting an example regarding work ethics,

debating and caring for the team are all impor 1t aspects of leac  hip.

Interpretation and analysis of responses r rding leade ip at itith ons

of higher learning:

The first question for this sub-section addressed the responses of the respondents
regarding their perception of 1 “ership at UNAM 1d NUST. One responc 1t
stated that the dependency syndrome of public institutions of h  er learning on
the GRN and waste of resources are reasons for concern and this supports the
view on the concept ‘leading’ that refers to the ability to effectively and
efficiently manage the resources (Yukl, 2006). Anotherre n "t is of the view

that there is room for improvement gives the impression atle rsh off d
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that the respondents repeatc ~y mentioned to describe the traits and characteristics
of a leader. This revealed that the respondents demonstrate an understanding of
the three core skills of leadership (Bradberry & Greaves, 2012) namely having a
strategy, taking action and producing results. The first skill of strategy refers to a
vision, which is derived from the analytical assessment of the internal and
external environment and requires a solid educational background from the
leaders. Such a strategy involves input from all stakeholders throt "1 influencing,
consultation, listening, caring and allowing freedom of speech. The word courage
used by the respondents refers to the actions of the leader and the continuous

improvement refers to the results.

The majority of respondents displayed a clear understanding of the functions of a
leader. The response of the respondents rega " "ng the core functions of leaders
are to provide direction, monitor, to provide leadership, to manage, to transform
the institution, listening, policy implementation, governance, action, carir and
representation of the team. These functions specified by the respondents support
what Williams (2006) and Clegg, Komnberger & Pitsis (2011) delineate. They
state that the establishing of support networks, givii  direction, providii
leadership, transforming the organisation, listening, good vernance, t:
action and caring for team embers are embedded in transformational leade  p.
However, the function of policy implementation is the res nsibil = of

man: ment as stated by Badenhorst, er al., (2003).

Factors that may impact the style of leadership according to the resp«  :s are the

following: the si ion, the « »nomic cl ate, the intk 1 ai al
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Respondent 4, comn 1ted that the importance of transformation lies in the
contribution the students, as the outputs of these institutions, can make to the
society, the continent and the world at large.

Respondent 5, stated that if institutions of higher learning do not transform,
they will either stagnate or be forced to close their doors in the worst case
scenario because of the many challenges humankind is facing today and the
changes in demand of the environment.

Respondent 6, argued that institutions of higher learning need to transform to

meet the changing demands of society.

Question 8: Are you aware of any challenges that may adversely affect an

o1 nisational transformational process? If yes, what are those challenges?
Respondent 1, stated that the lack of sufficient  ources is the biggest
challenge because transformation is costly. Institutions of higher learning
need to transform to meet the ever increasing and char 'ng demands of
society.
Respondent 2, argued that resources are the most important challenge.
Funding of public institutions is something that has not bi 1 sorted out yet
because it is still going by history (...). “We cannot transform our society
properly if we continue to do (...)”. In addition the respondent stated that
governance, the state of the economy and favouritism regarding fun ng by
GRN may adversely affect (...).

espondent 3, stated that a sense of entitlement and the lack of funding are

the biggest challenges. In addition “the fees must 1l belief” will put more

pressure on the resources of Universities.
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Respondent 6, felt that upward and downward communication a ongst all
stakeholders is the recommended strategy to effectively and efficiently deal

with organisational transformation.

Interpretation and a1 lysis of the responses regarding organisati
transformation

One of the respondents argued that change is temporary and transformation is a
permanent and continuous action. Another respondent stated that one is not
driving the change, but just following it, while transformation is more intrinsic. In
contrast another respondent stated that change and transformation are the same
concept. Change can be defined as more physical and transformation more
internal : ording to the fourth respondent. The fifth respondent a 1e that
change is the amendment of the status quo while transformation refers to a desired
future, getting to a new space, a new status. The sixth respondent referred to a
change as a move into a specific direction while transformation in contrast refi ;
to all options moving forwards to a new future. It is evident that five of the six
respondents supports the view of Dumphy and Stace (1993), namely that
transformation refers to a radical change across t tire 0w  tion, w =
change refers to the continuous amendments, inc  nental amendments or radi
change in a department or division within an organisation. This study reve: ; a

difference between change and transformation.

Three respondents stated that because of the global economy within which
institutions operate, there is a need to transform to stay competitive and this

concurs with the view of Kot  (2012) who a 1es tl . i onsn |to
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transform to accommodate the changing needs of their ¢ :nt and ure
customers.  In contrast four respondents stated that the importance of
transformation lies in the output, the students, the future employees and leaders
who need to address the ch: enges humanity is facing today. The responses of
these four respondents agrees with otter (2012), who states that the way of doing
business and the types of products and services ¢ cred may not be relevant
anymore. These responses are silent on the issues of technolc -, competitors, the
employees, and change in government regulations, globalisation and actions from

specific stakeholders (Kotter, 2012).

The analysis of the responses regarding the challenges that may affect
organisational transformation indicate some similarities amongst the responses.
These challer s are: the dependency syndrome (two respondents), funding (three
respondents), governance (one respondent), favouritism (one respondent), the fall
of tuition fees (two respondents), access to education (one respondent), fast
growth, expansion and transforming at institutions (one respondent) and the
diversity of management and staff (one respondent). The issue regarding access
to higher learning supports Eshiwani (1999) who arg : that the challenges w] h
higher learning institutions experience are the expansion of student enrolment,
equity and access to higher learning institutions, financial issues, brain ¢ in,
information technology and the impact of tertiary education on employment. The

responses are, however, silent on the last three challenges listed by Eshiwani

(1999).
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The following  ponses summarise the stratt ‘es offe | by the respondents to
deal with these challenges: effective communication, consultation, chang 1 the
systems, earn an income outside the government subsidy, proper governance, faith
in the quality of team members, self-evaluation and caring. If institutions of
higher learning have an inclusive, well-communicated vision that is embedded in
their culture the challenges that the respondents identified can be reduced or even
eliminated (Kotter, 2012). According to the interviewees’ responses the building
of trust amongst all stakeholders and innovative ways to deal with issues and to
create partnerships for mutual benefits are s1 jested four times by the
respondents. Other stratc s offered by three respondents are a realistic vision,
succession plans for a leader and self-assessment. These strategies substantiate
the claim of Hellriegel, Jackson and Slocum (2005) that proper planning,
continuous evaluation of the environment, the determination of the performance
gap and the reduction of resistance to a transformational process are the key
issues. These responses correspond with Lamb and McKee (2004) who state that
if effective communication amongst all stakeholders is in place it will assist the
stakeholders to understand the overall purpose of the organisational strategy,
helping them to understand the key objectives of the st and the I of

performance of the institution.

3 Theme 3: Perspectives on It lership and e impact on 0. inisational

transformation

The purpose of this section is to determine the perspectives of the respondents on the

impact of leadership practices on organisational transformation at public institu »ns

of higher learning in Namibia. The purpose of this wced s to the
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relationships between leadership, as the independent variable, and its impact on

organisational transformation, the dependent variable for this study.

Question 11: What is the role of a leader such as a Vice-Char ‘llor/
Chairperson of Council/ Student Representative on Council at your institution
regarding organisational transformation? Elaborate.
Respondent 1, argued that the role is to identify areas where changes and/or
transformation is/are ner :d. The informant further stated that a leader should
be a person that respects people and humanity.
Respondent ~ stated that the role of a leader is to refine all the options before
taking decisions. In addition, this participant argued that as a leader you should
be a “professional and competent transformational leader”.
Respond : 3, saw the role of leader as someone who should ensure that a
written strategic plan including the input of all stakeholders is in place.
Respondent 4, commented that a leader’s role is to ensure that a continuous
evaluation of the current situation is conducted to see where changes and/or
transformation is/are ne¢ d for the benefit of all stakeholders and for the
institution as a whole.
Respondent 5, suggested that a leader’s role is to embrace collective decisions.
This respondent further stated that as a leader one should set = trend (...). A
leader at institutions of higher learning should ensure that what is needed in

society is supplied through a needs analysis in consultation with the various

stakeholders.
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Respondent 6, argued that a leader should be seen as an example who is ready
to contribute (...). The participant further stated that leaders at institutions of
higher learning should know and listen to the community that they are working

with.

Question 12: Which leadership principles, in your « inion, : essei to
advance leadership practices to cope with the dynamic 1virec n¢ s in
which inst itions of gher I ing operate today?
Respondent 1, argued that “A leader should be a person with respect and
humanity, meaning a people’s person”.
Respondent 2, listed commitment to the vision, dedication, competence and
engagement in the affairs and stakeholders of the institution.
Respondent 3, argued that integrity is the key principle and to honour all
aspects as stated in the Corporate Governance Code of Namibia.
Respondent 4, argued that leadership principles are upholdi * core
values of the institution, a caring attitude towards all « keholders and the
promotion of team work
F )ondent 5, stated that specific values such . of in ity will always
“raise the bar and standards among  all stakeholders™.

Respondent 6, felt that mutual respect amongst all stakeholders will enhance

leadership practices.
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Question 13: Which style of le: ership, in your opinion, will enhance
successful organi; i« 1l tr: sfo. ation process? Ey _ ain.
Respondent 1, argued that consultation and facilitation need to be rooted in
leadership as required skills. This will ensure collective decision-making
which will empower the team.
Respondent 2, opted for an aggressive leadership style, “meaning tenacious
hanging on to the principle”. This can ensure a successful organisational
transformation.
Respondent 3, preferred an ethical leadership style, ch:¢ cterised in
particular by integrity and authenticity.
Responde 4, stated that a leadership style marked by listening can enhance
organisational transformation.
Respondent 5, argued that a transformational leadership sty combined wi
a strong inspirational component is required. A democratic leadership style is
highly recommended but sometimes during the organii ional
transformational process an autocratic leadership style may be nei ~ d,
depending on the situation.
Re ondent 6, stated that the key determinant of successful t1  sformation

communication amongst all stakeholders.
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Responc 1t 4, a 1ed that if this normative leadership model is rooted in
learning new things, interaction amongst all stakeholders and adopting a new
way of behaviour and ways of doing things, then it would be appropriate.
Respondent 5, recommended a leadership model that accommodates certain
components, for example inspiration and transformational skills, then it
would be useful.

Respondent 6, commented that a leadership model is characterised by
assertiveness, knowing the environment, effective communication, adding

value to the team, and an open attitude to learning on the part of the leader

then it would be v - appropriate and  sure iccessful o  ational
transformation.
Interpretation an analysis of the views on the ap]  iat  ss of n«  ative

leadership model to guide a successful o nisational transforn ional
process.

According 83.3% of to the responses a normative leadership model based on a
transformational leadership style can guide transfo  ation at py  ic institutions of
higher learning in Namibia. The arguments in support of this model are that the
model should include all the components to address the dynamics of the tea
members and the challenges associated with an or  * atio; ' trai  ormation
process. According to the data collected for this study a transformational
leadership style embraces all the components which are stated elsewhere in this

study to address the challenges encountered by the respondents.
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Namibia. The main findings, discussions and conclusions are offi d under the

following sub-questions which were set to answer the main research question.

6.2.1 To what extent do public institutions of ier learn  in ] bia ¢t ply
with leadership practices to drive organisation: tran 1ation at public

institutions ol igher learning toa v  to Vision 2030?

The extended term of office of the Vice Chancellors, ™ :ans and HODs at these
institutions may impact the leadership provided. Leaders when too long in power
may maintain the status quo and may view demands from environment as undefea
challenges and run out of creative ideas to effectively run their institutions. It is
disturbing that NUST’s Act and Statutes are silent on the number of terms De s and
HODs may serve in office. Although UNAM’s statutes prescribe one term of office
for Deans or HOD at UNAM, according to the data obtained the Deans and HODs
are often in office for more than one term. If leaders are in a leadership position for
too long at an institutions it may mean that they may not lead the organisation
effectively and efficiently any more or that they start to  nage and lead tl

organisation as if it were their own empire.

The majority of the participants (Concepts: Management-97.4%, leadership-97.4%,
leading 89,7% and ethics 77,1%. An average percentage of 90,4%) and interviewees
(83,3% of the interviewees) showed a clear understan ng of the concepts of
leadership, leading, management, ethics and transformation as cited and accepted for
this study. The concern, however, is that a few of the respondents (Concepts

anagement 2,6%; leadership = 6%; leadii  10,3% and ethics 22,9% an average of

11,23%) did not demonstrate an understanding or had no opinion of these concepts.
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This is a reason for concern because these respondents are in leadership positions at

their institutions.

The two most important requirements of a Vice-Chancellor as Chief Executive
Officer, according to the respondents are a PhD qualification and Ieadership skills. It
is nonetheless important, according to the respondents that a PhD qualification
should be backed up with management, administration and financial experiences d
skills. This view accords with Hill (2003) who states that the appointment of  ders
at institutions of higher learning is normally based on the research and academic
experience. However research and academic e:  rience are not suffic to”

since Universities need to be headed by leaders who also have a good business
background. The reasons for this is that, firstly, public institutions of higher
education should be managed and led by knowledgeable business-minc 1le “zrs to
be effective and efficient and to benefit all stakeholders. Secondly, in order to
reduce the dependency on funding from government these institutions must be led by
cthical business- minded leaders who should be able through innovation and

entrepreneurial ventures to obtain additional funding for tl r institutions.

It has been a 1ed that leaders in top positions should have a of ¢ ce of
between five and nine years. Nine years is the max n period to be effective for
most people in a stressful job (Kets de Vric  2014). This applies to all org ons
and is particularly appropriate for senior leaders at UNAM and NUST that operate in
a competitive and dynamic environment with limite resources. The reasons are that

the C N cannot supply all the financial resources needed by U A NUST.
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and potential obstacles, which can enable mitigation strategies to be put in place in
time. As stated throughout this study and evident in the data the external
environment is continuously changing and this will affect the way organisations
should be managed and led. According to Hellriegel, Jackson and Slocun (2005)
articulation and communication of a clear vision and a well-developed action plan is
the solution to an effective organisational transformation process. This can help the
organisational transformation process to deliver visible improvements in

performances to the benefit of all internal and external stakeholders.

6.2.2 How does the leader: ip of the academic cadre at public institutions of
h" “ier learning in Namibia view organisational transformation within those

institutions?

The widely held opinion of the respondents (84,6%) showed that they had a clear
understanding of the concept transformation as cited and accepted for this study.
The 15,4% of the respondents had a neutral opinion regarding the statements
covering organisational transformation. Thisisacon nl :ause these respondents
are in leadership positions but are neutral regarding the statements offered regarding
transformation. To make certain that the products of these institutions, namely ¢
students, meet the requirement of a dynamic environment, these institutions should

be in the forefront of organisational transformation.

The data revealed that the most prominent obstacles to a transformation process in
the view of the respondents are resources, the economy, pressure from society and
appropriate leadership.  The factors that may negatively affect organisational

transformation are a lack of a vision, lack of appropriate leadership, ineffi
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responses regarding the challenges that may affect o nisational transformation
indicate some similarities in the replies of the respondents. These challenges a

seen as the dependency syndrome on the GRN for funding, governance, favouritism,
the demand for collapse of tuition fees by students, access to education by potential
students, the fast growing, expanding, transforming at institutions and the diversity

of management and staft.

The issue regarding the access to higher learning supports the view of Eshiwani
(1999) who argues that the challenges higher learning institutions experience are the
expansion of student enrolment, equity and access to h” 1+ learnir  institutions and
financial issues. UNAM and NUST should transform to meet international best
practices and simultaneously address the above-mentioned challenges. According to
the interviewees, communication, consultation, changing the systems, earning an
income outside the government subsidy, proper governance, having faith in the
quality of team members, self-evaluation and caring are all aspects that le "> "5
needs to address. If institutions of higher learning have an inclusive well-
communicated vision that is embedded in the culture of the institution the challenges
that the respondents identified can be reduced or even eliminated ( t , 2012).
According to the interviewees the building of trust amor  t all stakeholders, finding
innovative ways to deal with the dependency on GRN funding and creating
partnerships for mutual benefit are all strategies suggested by the respondents. Other
strategies offered by three respondents are having a realistic vision, the establishment
of succession plans for a leader and self-assessment by the leader. If succession

plans for a leader are not in place in an organisation, it may affect continuity and

increase fear of the unknown by team men  rs.
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at by the transformation will not be embedded in the culture of the orga ~ ition.
This may also mean that stakeholders will act and behave in the same way as before
the transformation and/or that the resources budgeted for the transformation may be
depleted because resources should still be spent to make the new vision part of the

organisation’s culture.

As stated by the respondents, the following are the four main factors that may
negatively affect organisational transformation: lack of a vision, lack of an
appropriate leadership style, dearth of effective and continuous communication d
an absence of . st »Ongst leaders and team members. The followir  factors may
impede organisational transformation according to the respondents: continuing with
the old way of doing things, poor relationship amongst leaders and staff members,
resources that are not yet established, and the failure to acknowledge the input of
team members. With an organisational transformation a “new institution is born”
and this means that all stakeholders should act and behave accor 1g to ethos of the
new institution. Leaders at UNAM and NUST should not only forecast the resources
needed for transformation, but also ensure that the resources are available on time.
Failure to do so will drag the process of transformation on for too long, wh 1 1l
place more pressure on available resc ces. This impliest al lership style is
needed at these institutions of higher learning to address all these concerns to

guarantee an inclusive vision that is communicated to benefit all stakeholders.

The strategies according to the respondents that will enable a successful
transformation to occur are the development of a vision, effective communication

and the identification of current and future obstacles to the transfo ation process.

278



Resources should be mobilised in advance. There should be transparency and

changes in the management processes.

6.2.4 Can a normative leadership model guide organisational transforn  on at

public institutions of higher learning in Namibia?

The respondents, according to the survey questionnaire, stated that a leadership style
that embrac:  listening, inclusivity, communication, flexibility 1d fairness is the
best one. A leadership style that upholds ethical principles is recommended I ause
it will facilitate equity and equality, enhance confidence in the institution and its
leaders and ultimately bring about a positive future for these institutions. This
positive image of these institutions will coincide with the view of the NamCo~
(Namibian Stock Exchange, 2014). Ethical leadership at UNAM and NUST will

permeate through these institutions and will characterise its output, the students.

The majority (83,3%) of the interviewees agree that a normative leadership model
based on respect, innovation, being an example to team members, people skills,
management skills, analytical skills and knowledge of the environment can be
applied. The respondents further argue that the leadership model should include
components to address the dynamics of the team members and the challenges
associated with an organisational transformation process. The subsequent section

addresses the recommendations as per each st._ cest  ch question.
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6.3 RECO! Vv DATIONS

Given the cha "1g nature of the environment in which UNAM and NUST o ate,
its leaders should have an adaptive and inclusive approach to leadership. These
institutional staff, support or academic, are regarded as highly qualified and
experienced. Leaders at these two institutions should tap from their vast knowledge
and experience of these staff members. The most important factor of an
organisational transformational pro s is the leadership style, experiences and skills
of the leader. Leaders at these institutions should have the skill to draw on the v

knowledge and experience of their team menr :rstothe  efitofthe m,s ts
(as output) and society to achieve the expectations as given in the NDP 2, 3 and 4
(National Planning Commission, 1995, 1999, 2008, and 2013) as well as in Vision
2030 (Office of the President, 201 ) and the HPP (Office of the Presid , 2016). On
the basis of the present study recommendations for the GRN and the councils and
executive management of UNAM and NUST are drawn and will be offered for :h
of the four sub questions which address the main research question. This w  to
explore internal perceptions of leadership from the viewpoint of the academic cadre,
the chairpersons of councils and the SRC representatives of councils that oversee and
manage higher learning teaching and research that might inhibit or excel
organisational transformation at public institutions of higher learning witl )
N ibia. The first sub question was: To what extent do NUST and UNAM comply
with leadership practices to drive organisational transfo 1ation at public institutions

of higher learning in Namibia to adhere to Vision 2030?
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6.3.1 Ree: endation 1:

Leadership at UNAM and NUST should adjust their leadership practices

regarding organisational ansformation at their institutions of h™ "ier learning.

To enable Vision 2030 to be achieved UNAM and NUST should embrace the
expectations vested in them and make certain that Namibia become a developed
nation by the year 2030. All stakeholders of the two institutions must be involved to

realise Vision 2030 (Oftice of the President, 2004).

During an organisational transformation process, certain leadership practices should
be practised by leaders of UNAM and NUST to ensure a smooth, effective and
efficient organisational process.  Throughout the process leaders should be
transparent, accountable and continue to build good relationships with

stakeholders through trust, listening and timely feedback. To ¢ -antee this, leaders
should be success-driven, committed to excellence and be examples not only to the

internal stakeholders but to the society at large.

In order to achieve an effective and efficient organisational transformation process,
leaders should uphold appropriate leadership practices. The first st : nan -
continuous environmental scanning, is needed to avoid unexpected organisational
transformation.  The leadership practices required for this stage are in- pth
assessment, evaluation and forecasting. This assessment can be achieved by
involvement of all stakeholders, with mutual trust, respect and effective open
communication channels amongst all the stakeholders. Durii  this st: : proper prior

budgeting of all resources, human, financial, information and tangible, should be



undertal (and put in place to ensure that if an organisational transformation process

should be embarked on all resources are available.

The planning stage for the transformation process, as the second stage, for an
organisational transformation should include an inclusive vision for the
stormation process. Leaders at UNAM and NUST should adhere to the
following leadership practices namely: having emotional intelligence, being
approachable by subordinates, doing proper planning, organising and control, being
open to creative ideas and suggestions, showing support to the team members,
listenii and displaying care for all stakeholders. Throvr~hout all these st

effective, timely communication and feedback should be oftered.

Before embarking on the actual process of organisational transformation process, the
human resources should be empowered. If the human resources are not empowered
before setting out on a t sformation process it may lead to stance 1d
consequently a lack of cooperation to effectively and efficiently work towards =
vision set for the transformation? This stage is known as the empowering stage.
Critical during this stage of  powering is tt it should be cc plemented and
conducted with trust, respect and transparency. It is a * >wn fact that
organisation’s most valuable resources is its human resources because it we s ar

should be entrusted with the other three resources, namely financial, tangible and

information resources.

During the launching stage of the organisational transformation the actual

organisational transformation , ocess are put into practice. ..e follow  shc * be
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adhered to: praise and acknowledgement given to team members when due and
resources should be in place. As stated earlier, if resources are not available when
the process of organisational transformation commences, the process may be dragged
on for too long and this places a huge |  len on the already limited resources. After
the launching stage, support, respect and care should be maintained and enhanced to
guarantee that the new vision becomes part of all stakeholders’ actions and work
ethics. All the staff members of UNAM and NUST should be characterised as

transformation agents and act accordir  to the newy  on.

The subsequent sub section covers the second sub question for this study, namely,
how does the leadership of the academic cadre at public institutions of higher

learning in Namibia view organisational transformation within these institutions?

6.3.2 Recommendation 2:

The lea rs at UNAM and NUST should embrace a transformational leadership
style, which should be nurtured, and have an in-depth understanding,
knowledge and experience regarding organisational transformation at
particular institutions of h™ 1er learning level.

Considering the dynamic environment in which UNAM and NUST operate their
leaders should realise that it is crucial to transform their institutions, because of
competition and globalisation. These two institutions should be the front-runners in
regard to organisational transformation. As stated earlier, NUST and UNAM as the
fountain of knowledge should set an example of how to action organisational
transformation. The process of transformation should be lead with clear direction

adhering to ethical principles, trust and respect. Leaders should realise that their
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teams are very diverse and an inclusive shared vision should be in place. Leaders
should effectively manage their limited supply of resources. It is worth noted that
leaders should make effectively and efficiently consume of these resources. These
leaders lead and manage human resources that are in some cases more experienced
and skilled than themselves. To capitalise on these experiences and skills these
leaders should embrace a shared vision for the benefit of all stakeholders and
particularly for these students. This can support Namibia in becomii  the developed

country as envisioned in Namibia Vision 2030 (Office of the President, 20

During and prior to the process of transformation rs should focus on their

individual team members through mediation and arbitration, continuous

communication, caring for individual team members and the team as a whole. To

¢ rantee that a transformational leadership style is embedded at all levels of

leadership and practiced by all leaders at UNAM and NUST the following should be

adhered to:

e Leaders at UNAM and NUST should embrace a transformational leadership to
effectively and efficiently deal with an organisational transformation.

e Leaders should enhance their personal effectiveness, communication skills,
strategic thinking skills in order to effectively lead and manage others.

e Leaders should show a commitment to lifelong learning which is necessary
because of the demands placed on them by the composition of the stakeholders
and the dynamic of the environment.

e Leaders should not serve more than two terms of office should be incorporated

in the acts of UNAM and NUST.
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Leaders at UNAM and NUST, need to lead their team members = a dynamic
and stressful environment and to provide opportunity for succession of new
leaders.

e The performance of these leaders should be based on a 360-degree performance
appraisal with particular reference to their transformational leadership skills.
Such an appraisal is a performance review in which subordinates, co-employees,
and leaders/ managers all anonymously rate their leaders. During this appraisal
all the stakeholders should know that possible victimisation would be dealt with
as a serious offence. The appraisal forms should be discussed at the next level of

the management hierarchy, and where necessary actions taken.

Favouritism, nepotism and political influence should not be tolerated with the
appointment of leaders at UNAM and NUST. At the start of the process of
recruitment and/or head hunting for new leaders at UNAM and NUST a primary
requirement should be that the candidate has a record of accomplishment as a

transformational leader and experience regarding organisational transformation at

institutions of higher learning.

The following sub section addresses the recommendations put forv 4 to address the
third sub research question and how to implement them. This question relate to
decision-making power resides at each level of leadership of the aca :mic cadre that

may affect organisational transformation within public institutions of higl “le i

in Namibia.
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6.3.3 Recomm« | « 3:

A streamlined inclusive decision-making process v 10ut the GRN’ interference,
free from favouritism and political affiliation, |d be strived for ) ensure
that all stakeholders take ownership of decisions regarding o nisational

transformation at UNAM and NUST.

To ensure that the above recommendation become a reality the following decision-

making model in Figure 6.1 on page 287 is proposed.
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vision and namely, can a normative leadership model guide organisational

transformation at public institutions of higher learning in Namibia?

6.3.4 Recommendation 4:

This study recommends a normative leadership )del, based on the elements of
a transformational leadership style, to guide organisational transformation at
public institutions of higher learning in Namibia.

Figure 6.2, on page 290 offers a schematic representation of the proposed no  itive
leadership that can be employed for an organisational transformation process at

UNAM and NUST.
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upwards and downwards throughout all branches and levels of the hierarchy of
UNAM and NUST; taking the inputs, views and concerns of all stakeholders into
consideration. Then the stakeholders will take ownership of the vision for the
transformation and will work effectively and efficiently to achieve this. All human
beings are unique and not all strategies that a transformational leader may use will
apply equally to all subordinates. This style needs the skill of the I ler to get all
stakeholders to accept and live the vision of the organisational transformation. To
ensure that all stakeholders buy into the transformation, lea« s should harnessed
trust, respect and a caring approach towards all stakeholders through consultation,
ethical values and princip . This style 1ould apply throughout and after t’
organisational transformation process, because a leader who possesses the charisma
of a transformational leader should overcome any obstacle those te
members/subordinates/stakeholders or the o inisation may encounter durir~ the
process. A leader with skills is needed to foster and manage it. In this phase the
organisation meets the organisational transformation target and the vision; the new
culture of the transformed organisation should be solidly embedded in all layers of
the organisation. All stakeholders should act, according to the vision set for {]

organisational transformation.

Phase C, of the organisation transformation direction will be characterised by e
vision aimed for the organisational transformation process.  his new direction will
last until uncontrollable factors will prompt a need for a new or; 1isational
transformation. This call for transformation can come from the internal and external
organisational enviro; nt. In1 - cases the ext. al environment, owing to its

dynamic, impacts the internal enviror nt. To avoid this a continuous assessment
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two public institutions of higher learning and the impact on organisational

transformation.

6.5 CONCLUSIONS

This study highlighted the reasons why the two identified public institutions of
higher learning in Namibia did not meet the expectations as set out in NDP 2, 3 and 4
as well as in Vision 2030 and HPP for Namibia. To understand these reasons, this
study opted to determine the perception of leadership pr ‘ices of leaders on
organisational transformation at UNAM and NUST. Based on the data collected and
the literature studied for this doctorate, this study recommends a transformational
leadership style model that can address all elements required for an organisational
transformation process to happen. This will ensu that Namibia becomes a

developed nation, which is the aim of Vision 2030.
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Appendix B: Letter of Consent to the R rar of bia University ¢

Science and Technology

The Registrar

Namibia University of Science and Technology
Private Bag 13388

Windhoek

Namibia

Dear Mr Jafta,

Re: | MISSION FOR STAFF TO PA TICIPATE IN I IMARY DATA

COLLECTION (IN ERV! W AND SURV Y QUESTIONNAIRE)

I, Davy Julian Du Plessis, am a full time lecturer at the Namibia University of
Science and T« mology in the Faculty of Economics ar Mani ment & ¢ s,
Currently, I am in the process of collecting primary data, as part of a doctoral
research study being undertaken at the University of Namibia. The University of
Namibia has recently issued ethical clearance for the data collection ase to
commence. This study aims to increase the understanding of leadership dynamics on

transformation within public institutions of higher learning in Namibia.
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and Head of Departments will be a survey questionnaire. The questionnaire is
expected to take no longer than 60 minutes to complete. Subject to your approval for
the identified staff to participate in the study, I will contact them individually to

arrange a time and venue of their convenience.

All responses will be kept confidential. Other ethical considerations, such as the
right to privacy, voluntary participation, refusal to answer certain questions, and
informed and coercion-free consent will be observed. Each response will be
codified, to ensure that personal identifiers cannot be revea 1 during the analysis
and write-up phases of the study. The questionnaires, transcribed interviews and
audio taped interviews will be kept in a safe place in the office of the main
supervisor at the University of Namibia. It will be destroyed according to

regulations, five years after the study is completed.

I have enclosed the following documentation in support of my request:

. Ethical Clearance Certificate issu¢ ~ by the University of Namibia
. A copy of my approved proposal.
. Letter of permission from the Vice Chancellor at the Namibia University of

Science and Technology, issued before the sy commenced.

Please detach the attached consent form after completion and nd it to my return

email, as indicated below.
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Your help in this matter will be highly appreciated.

Yo ssincerely,
PhD Student Researcher: Davy Julian Du Plessis
Student No: 8909229
Mobile No: +264 817961358
Email: davyduplessis@yahoo.com
PHD SUPERVISOR: ] »CAKe r
Dr H Beukes

INSTITUTION: University of Namibia, Faculty of Economics and Management

Sciences
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INFORMED CONSENT FORM

PHD TITLE: “A NORMATIVE LEAL RSHIP MOL... .9 GUIDE
TRANSFORMATION AT PUBLIC INSTITUTIONS OF HIGHER

LEARNING IN NAMIBIA”

PHD STUDENT RESEARCHER: Davy Julian Du Plessis

ETHICS APPROVAL NUMBER: FEMS/178/2017

I, _of in

my capacity as Registrar of the Namibia University of Science and Technology have
read and understood the information contained in the letter seekir rmission to
invite the said staff as listed below, to participate in the said study, along with other

study-related infc  ation provided to me.

1. Vice Chancellor

2. Chairman of Council

3. Representative of the Student Representative Council (SRC) on Council
4, Vice- Chancellor: Academic and Research

5 Deans of Academic Faculties

6 Heads of Departments

SIGNATURE: ..., DATE: ..................
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a normative leadersh model to guide transformation at public institutions of h™ " er
learning in Namibia. Your participation will assist in building greater knowledge
and understanding of leadership at your institutions in order to guide transformation.
Your consent is required to participate in a semi structured interview, which will
contribute to the academic resecarch for the above-mentioned PhD study.
Confidentiality is guaranteed and your participation is voluntary. You may withdraw
from p. cipationin- : lerview any point ¢ @ the proceedings. The results

for this interview are for academic research only.

Please detach tt al hed inforn ~ cor nt form after completi it It will
collected from your secretary. If consent is given, I will contact you to arrange a
date, time and venue most convenient to you for the interview. The interview w
last approximately 45 to 60 minutes. The interv » will be audio recorded to
transcribe the interview for analysis purpose. The interviews w  commence as  »m

the first week « July 2017.

If you have any questions, please feel free to contact the undersigned.

Yours sincerely,

Davy Julian Du Plessis
PhD Student Researcher
E-mail: dduplessis@nust.na

Mobile No.: +264 81 7961358
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INFORMED CONSENT

PHD TITLE: “A NORMATIVE LEADERSHIP MODEL TO GUIDE

TRANSFORMATION A PUBLIC INSTITU [ONS OF HIGHER

LEARNING IN NAMIBIA”.

PHD STUDENT RESEARCHER: Davy Julian Du Plessis

PHD SUPERVISORS: Professor CA Keyter (Main supervisor)

Dr H Beukes (Co Supervisor)

University of Namibia, Faculty of Economics and Management Sciences

ETHICS AP OVAL NUMBER: FEMS/178/2017

I _ in my capacity as the Student Represen’ ‘ive on

Council/ Chairperson of Council/ Vice Chancellor (ple e circle) of the University
of Namibia/ Namibia University of Science and Technology (ple e ¢ :le) have
read and understood the information contained in the letter seeking permi on for
me to participate. I hereby give consent/ do not consent (plea: circle) to participate

in the interview.

SIGNATURE:

DATE:
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Appendix E: Informed Consent for Participation in Survey Questionnaire

Namibia University of Science and Technology/ University of Namibia
The Pro Vice Chancellor/ Dean/ Head of Department

Faculty ......ooooviiinnn

Private Bag

Windhoek

Namibia

18 August 2017

RE: SEEKING INFORMED CONSENT TO PARTICIPATE IN

PHD RESEZ CH: QUESTIONNAIRE

[, Davy Julian Du Plessis, am a full time lecturer at the  mmibia University of
Science and Technology in the Faculty of Econc ics and Manage ent Sciences.
Currently, I am in the process of collecting primary data, as part of a doctoral
research study being undertaken at the University of Namibia. This is to increase an
in depth understanding of leadership dynamics on transfc ation within public
institutions of higher learning in Namibia. The University of Namibia recently

issued ethical cle nce for the data col’ tion pl :to comn ce. T title of t]
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research is: “A normative leadership model to guide transformation at public
institutions of higher learning in Namibia.” The aim of the study is to develop a
normative leadership model to guide transformation at public institutions of higher
learning in Namibia. Your participation will assist in building greater knowle

and understanding of leadership at public institutions in Namibia to guide the
transformation processes. You are hereby requested to complete a questionr re on
the above mentioned study, which will contribute to the academic research for the
above-mentioned PhD study. Confidentiality is guaranteed and your participation
will be voluntary. You may withdraw from completing the questionnaire at y
point durii  the proceedir 5. The results for this questionnaire : for academic
research purpose only. Upon completion of the attached form of consent, please mail
to und: eath email address. After consent is given the questionnaire will either be

delivered to you in person or mailed to you via survey monkey within 24 hours

If you have any questions, please feel frr  to contact the unders™ 1ed.

Yours sincerely,

Davy Julian Du Plessis

PhD Student Researcher
Mobile No: +264 81 7961358

E-mail: dduplessis@nust.na
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What do you consider to be the core functions of a leader at an institution of
higher learning?

What influences the change of style of leadership at public institutions of
higher learning? Please elaborate.

How would you describe your leadership style? Why have you adopted this

leadership style(s)?

THE! 12: PERSI CTIVES ON ORGA SATIONA

TRANSFORMATION

Differentiate between change and transformation? Can you think of any
examples of change and transformation processes that your institution I
recently embarked on?

Why is organisational transformation important at your institution?

Are you aware of any challenges that may adversely affect  organi ional
transformational process? If yes, what are those challenges?

How do you respond to these types of challenges?

Which strategies can be used to ensure a successful transformatic 1 process at

institutions of higher learning? Please explain.
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PERSPECTIVES ( LEADERSHIP AND Tt IMPACT ON

ORGANISATIONAL RANSFORMATION

11.

12.

13.

14.

15.

Which leadership principles, in your opinion, are essential to advance
leadership practices to cope with the dynamic environments in which
institutions of higher learning operate today?

What leadership principles in your opinion are essential to advance leadership
practices to cope with the dynamic environment in which institutions of h™ " er
learning operate today?

In your opinion, which style of leadership will enhance a successful
organisational transformational process? Please explain.

Which style of leadership, in your opinion, will enhance a successful
organisational transformation process? Please explain.

What are your views on the appropriateness of a normative leadership model to
guide a successful organisational transformation process at public institutions

of higher learning in Namibia? Please explain.

End of interv v
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SEMI- STRUCTURED QUESTIONNAIRE FOR THE HEAD OF
DEPARTMENTS, DEANS OF \ACULTIES AND PRO/DEPU. / VICE-
CHANCELLOR: ACADEMIC AFFAIRS AT PUBLIC INSTITUTIONS OF

HIGHER LEARNING IN NAMIBIA

1. EMPLOYMENT DETAILS

Please cross (x) the appropriate box

1.1 I am employed at the following public institution of higher learning in

Namibia.

{ T UNAM CNUSI

1.2 Please indicate your current position at your institution of higher

learning.

PVICE-LnaNCELLOR | ean Head of Department 1

1.3 How many years have you been employed in your current position at

your institution?

Less than 5 years | 6to 10 years | 11 to 15 years

341












2.3 What impact does ethical leadership have on inst 1tions consid:

specifically, the environment, economy and society?
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PERSPECTIVESON LE/_F  {IP AT PUBLIC INSTITUTIONS OF
HIGHI LEARNING IN NAMIBIA

List the qualifications, experience and qualities a vice-chancellor ould
ideally possess to effectively and efficiently lead a public inst ition of

higher learning?

................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................
................................................................................................

------------------------------------------------------------------------------------------------
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3.2  What should government’s involvi ent be in the runnii of public

institutions of higher learning? Pl ;e briefly motivate.
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Influence ana encourage s to be mmnovauve.

Implement planning e1zecuvely.

Any other st estions, please specify.
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Any other, please explain.
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Any other,

please specify.
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4.4  As aPro Vice-Chancellor/ Dean of Faculty/ Head of D: artm : how
d¢ ;your) ition( ) oweryouto br 3about transformation?
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4.5 What transfc  ation have you brought to your organisation thatisin :

with Vision 2030?

T L R L R T L L T TR L T T A,
F O T L R R R R R R L R T T
T R R N S S
T R L R
[ T LR R R R R T O
4960000800000 0800000005000 00000000800000000000000000000002000000000000000a0cerococussessocansnssonoes
006008800000 600880000000000000000000000000040000000000000000000s0000at00sisataonssosssscasscosnsscnssoss
[ T R L R R L R L R L L R L R et R
R R O T
R L R LR LR T R R T
P T L N R L R AP
€50 000000000 0800000800008 00saT 0 aa000000s00cro0cessssortonooasnanteseenlateasstetsstssssenassersonsrsns
€0 0008000000 8000000000000 8000° 0080000000000 0000000 000000008 000rnasnetesreeoanttsntsecssasnnonsscnsnsns
e 068888800 0c0 0000008 a a0 0e000¢00Ete0n00000000 000 s00000TEanEelPtoNe00s0este0ltossettectnnns0ssetnnes
e e0sc 0085085080000 60 00000000003 00000E00EeaasreerEenner000t000sUtsatstrate000estonlsNes0etttretonnnnns
e 8008080000800 088000000 0808800000000 sE00E000IrecesIscseo0sPINneesRa0D00s000000s00000000s0000 0000000,
08 5605000000000 08008en0cessesenensentenacsdenasatnossieiontestososstosesetsesnettsnientonesosstssnnsoss
400008086088 500000006a08000000000 00 000nestsntancantesn itosseerrtiaeternrentensEttenteotenssttontsngs
P N R L R R
208600000000 80000000000000000000000000vareeoransrentsoPanenseserasenst000se0e00tseNebases0sssssenanse

0P8 e s 8 e s 02000000000 el00 000 sseeten o800 500800000080000000000000000 0000000000000 00000 00a0 0000 000e

357



4.6

Share any recommendations on how to enhance organisational

transfor tion within public institutions of h™ "ier learning.
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5.2 Please, explain why you believe this particu - style of leadership is the
most appropriate for an or  aisational orn process.

------------------------------------------------------------------------------------------------

THANK YOU F( OUR TIME.
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