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FOREWORD 
 
Bismillahirrahmanirrahim 
Assalamu’alaikum Warahmatullahi 
Wabarakatuh. 
 
The objectives of AKEPT are to identify, 
compile, profile, develop leaders with the 
required competency to bring impact to 
higher learning institutions and elevate 
the standing globally. In addition to that, 
the enhancement of leadership quality has 
to be holistically addressed not just among 
academic but also to cater to 
administrators’ professionalism and to 
ensure competent leaders and 
administrators are produced and 
sustained. 
 
In order to achieve these objectives, 
various talent and leadership 
development programmes have been 
offered by AKEPT. However, the ever-
evolving leadership style and skills 
require a continuous update and revision 
on the pedagogical materials. Case studies 
is one of the approaches that can capture 
leadership in form of a journey. It will 
take the learners to experience the 
leadership process of time and experience, 
belief and will, trial after failure of proven 
good education higher education leaders. 
At the same time it will explore the 
lifetime experience of a leader through the 
leadership competency skills set 
developed by AKEPT. 

 
 
PRAKATA 
 
Bismillahirrahmanirrahim 
Assalamu’alaikum Warahmatullahi 
Wabarakatuh. 
 
Objektif AKEPT ialah untuk mengenalpasti 
dan membentuk pemimpin yang berkelayakan 
supaya dapat membawa impak kepada 
institusi pendidikan tinggi  dan meningkatkan 
reputasi di persada antarabangsa. Selain itu, 
peningkatan kepimpinan berkualiti harus 
berbentuk holistik bukan sahaja di kalangan 
para akademik tetapi merangkumi 
profesionalisme pentadbir untuk memastikan  
pemimpin dan pentadbir yang berwibawa 
dilahirkan.  
 
Untuk mencapai okjektif tersebut, pelbagai 
program pembangunan kepimpinan dan 
kemahiran ditawarkan oleh AKEPT. Namun, 
gaya dan kemahiran kepimpinan yang sentiasa 
berubah dan memerlukan pengemaskinian dan 
penambahbaikan berterusan ke atas bahan 
pembelajaran. Kajian kes merupakan salah 
satu kaedah yang boleh menggambarkan 
kepimpinan dalam bentuk sebuah perjalanan. 
Ia akan membawa peserta atau pembaca 
menulusuri proses kepimpinan yang 
melibatkan waktu dan pengalaman, keyakinan 
dan kemahuan, dugaan selepas kegagalan 
dikalangan para pemimpin pengajian tinggi. 
Pada masa yang sama ia akan meneroka 
pengalaman seumur hidup seseorang 
pemimpin itu melalui set kompetensi  
kemahiran dan kepimpinan yang dibangunkan 
oleh AKEPT.  
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For that reason, I congratulate this 
collaborative work of AKEPT and Putra 
Business School for taking the initiative to 
compile a collection of higher education 
leadership in The Association of Southeast 
Asian Nations (ASEAN) countries. It is 
hoped that every future leader will read 
and discus where they can draw lessons 
on leadership and be inspired to become a 
truly compassionate, knowledgeable and 
successful leader to humankind. 
 
Thank you. 
 
Professor Dr. Nordin bin Yahaya 
Director 
Higher Education Leadership Academy 
(AKEPT) 
 
 
 

Oleh itu, saya ingin mengucapkan tahniah 
kepada AKEPT dan Putra Business School 
kerana mengambil inisiatif mengumpul koleksi 
kajian kes ke atas kepimpinan pendidikan 
tinggi dari negara-negara ASEAN (The 
Association of Southeast Asian Nations). Saya 
berharap pemimpin masa hadapan akan 
membaca kes-kes ini dan mendapat pelajaran 
daripadanya serta  memperoleh inspirasi 
untuk menjadi insan yang benar-benar 
penyayang, berilmu dan pemimpin yang 
berjaya kepada umat manusia. 
 
Terima kasih. 
 
Professor Dr. Nordin bin Yahaya 
Pengarah 
Akademi Kepimpinan Pendidikan Tinggi 
(AKEPT) 
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Mapping of Leadership Competency Clusters to Case Studies 
 

Cluster Competency Brunei Cambodia Indonesia Laos Malaysia Myanmar Philippines Singapore Thailand Vietnam 

Personal 
Effectiveness 

Values & Ethics           

Organisational 
Commitment 

          

Self Confidence           

Cognition 

Visioning & 
Strategic 
Direction 

          

Conceptual / 
Creative 
Thinking 

          

Business 
Acumen 

          

Leading 
Others 

Teamwork & 
Team 
Leadership 

          

Leveraging 
Diversity 

          

Change 
Leadership 

          

Impact & 
Influence 

Impact & 
Influence 

          

Relationship 

Building / 
Networking 

          

Tact & 
Courtesy 

          

Achievement 
& Action 

Achievement 
Orientation / 
Drive 

          

Initiative / 
Proactive 
Behaviour 

          

Stakeholder 
Focus 
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A CASE STUDY ON LEADERSHIP IN UNIVERSITI ISLAM SULTAN 

SHARIF ALI, BRUNEI DARUSSALAM 
 

By: Ahmed Razman Abdul Latiff1 
 
 
SYNOPSIS 
 
Dr. Mohammed Hussain was an Acting Rector of Universiti Islam Sultan Sharif Ali 
(UNISSA) for 14 months before he was seconded to one of the centres in University 
Brunei Darussalam. A month later, he received an appointment letter to become the 
new Deputy Rector of UNISSA. The appointment came from His Majesty the Sultan 
and Yang Di-Pertuan of Brunei Darussalam, which is unusual since normally the 
appointment came from the Minister of Education. In addition, there was no period of 
appointment like the usual. Since he graduated from his Ph.D. study in 2009, he was 
always appointed as one of the university’s top management, to the detriment of his 
own personal academic development especially on research and teaching. If he 
accepted this latest appointment, he can see that he will be busy managing the 
university’s affairs for few more years, distancing him more and more from research 
and teaching, which eventually will have serious repercussion in term of academic 
promotion. He needs to choose whether to help fulfilling the university objectives and 
national agenda or started to focus on his own personal academic development. 
 
Keywords: leadership, values, organizational commitment, stakeholder focus, career pathway 
 
 
 

COMPETENCY CLUSTER COMPETENCY 

Personal Effectiveness Values & Ethics 

Organizational commitment  

Achievement & Action Stakeholder focus  
 
 
LEARNING OUTCOMES 
 
At the end of the training, the trainees are expected to be able to: 

1. discuss the key issues related to leadership competencies; 
2. analyze the issues and challenges affecting leadership competencies; 
3. deliberate on the impact of a leaders’ styles, decisions and actions in making 

important decisions 
 

 
1 Associate Professor Dr. Ahmed Razman Abdul Latiff serves at Putra Business School. He is the Vice President 
(Finance) for Case Writers’ Association of Malaysia (CWAM). He can be contacted at razman@putrabs.edu.my 
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MODULE USAGE 
 
This case is appropriate for a variety of areas, including Leadership Competencies, 
Human Resource Management and Strategic Management. Reviewing information on 
the issues and challenges of the organization will allow users to debate the various 
arguments and opinions related to leadership competencies. 
 
TARGET GROUP 
 
This case was designed for the Leadership Competencies module used by adult learners 
particularly from higher education institutions. It is suitable for the potential associate 
dean, dean, associate vice chancellor and vice chancellor of the university. It highlights 
some aspects of leadership competencies and its issues and challenges. 
 
REFERENCE 
 
Strengthening Academic Career Pathway and Leadership Development (University 
Transformation Plan – Orange Book) 
(https://www.moe.gov.my/menumedia/media-cetak/penerbitan/university-
transformation-programme/1466-unitp-orange-book-strengthening-academic-career-
pathways-and-leadership-development/file) 
 
COURSE LEADING STRATEGY 
 
The case can be conducted in a discussion setting where users are asked to read the case 
and then questions are thrown at the end to initiate responses. At the same time, this 
case can also be done in a debate format where the audience will be split into two 
groups and each group will champion one side of decision. Since it is a short case study, 
users can be instructed to read during the session and not necessarily have to read it 
before coming to the session. 
 
Timing for 90 minutes Class Discussion 
 
10 minutes Introduction to the case and users read the case 
20 minutes Discussion among the users on the case study 
30 minutes Debate between the two groups 
20 minutes Discussion by all users, facilitated by the facilitator 
10 minutes Debriefing by the facilitator 
 
SUGGESTED QUESTIONS AND ANSWERS 
 

1. What will be the most important factors when deciding on the appointment of 
university top management? Justify.   
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2. Suggest possible career pathway for young academics who have been entrusted 
with administrative positions early in their career. 

3. University top management position should be decided by the university staff 
and not the Minister or leader of the country. Discuss. 

4. Based on AKEPT Leadership Competency Skills, what are the key competency 
skills identified from this case study? 

 
Question 1: What will be the most important factors when deciding on the 
appointment of university top management? Justify. 
 
There are many factors need to be considered before deciding on the appointment of 
university top management. The candidate should possess certain leadership skills 
which can be ascertained through his or her working experience and leadership 
trainings that he or she attended. The candidate should also have an exemplary 
achievement in either research, teaching or professional engagement. He or she must 
have a likeable personality, good listener and approachable. He or she must be good in 
public relations as well as in negotiating and networking. He or she must have a high 
moral standing and ethical values. Sometimes there is also a need to check whether 
there will be a synergy between the top management when they are working together. 
A personality profiling is a must as well.  The candidate must also know how to 
strategize and formulate plans to realize the excellent future of their institution. They 
also must have a foresight analysis that refers to the process of anticipating and 
identifying opportunities and threats for the future. They must be equipped with the 
skill of dealing with policy shifts as they engage directly or indirectly in planning and 
implementing phase. They should develop their capability and power in influencing 
policies within their organizations. They must also be able to assess risk or act in such 
manner or advocate policies and procedures in avoiding and minimizing risk for the 
institution. They also must have financial management concerns with raising financial 
resources and the effectiveness of financial utilization. Leaders of higher education 
institution should ensure the financial efficiency, effectiveness and sustainability of 
higher education institution.  
 
Question 2: Suggest possible career pathway for young academics who have been 
entrusted with administrative positions early in their career. 
 
Any young academics who have been entrusted with administrative positions early in 
their career should have a different career pathway than their colleagues. University 
can refer to Strengthening Academic Career Pathway and Leadership Development (University 
Transformation Plan – Orange Book) as a guideline in coming up with a different career 
pathway for this kind of academics. For example, Table 1 below shows the 
recommended framework, criteria and pathway for four different career pathways; 
teaching, research, professional practice and institutional leadership. 
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Table 1: Recommended Framework, Criteria and Weightage for each Pathway 
 
Question 3: University top management position should be decided by the university 
staff and not the Minister or leader of the country. Discuss. 
 
Election of the university top management by the university staff has its own merit and 
demerit. The advantages are that the staff are electing leaders that they respected and 
they know are capable of being leaders. They buy-in and acceptance by the university 
community will be easier through this method. The demerit of this approach is that it 
will lead to too much politicking by the candidates. The elected leaders probably got 
chosen due to their popularity and not because of their competency. Fresh idea might 
be lacking from these leaders since they have been working in the same university for 
many years. The advantages of having leaders appointed by the Minister or leader of 
the country is that the university will have a good rapport with the Ministry through 
the connection of these appointed leaders. There will also be less politicking on campus 
as well. Minister can also appoint someone outside the university to become the leader 
and this will bring fresh perspective and idea to the university. The disadvantages of 
this method are that the Minister might appoint someone that might not be able to get 
the support from the university due to him or her coming from other university, or 
even when he or she is from the same university, a someone who was not well known 
within their university. If the Minister was replaced, the synergy might not be there 
anymore. 
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Question 4: Based on AKEPT Leadership Competency Skills, what are the key 
competency skills identified from this case study? 
 
Key competency skills identified from this case study are: 

1) Values & Ethics – fostering and supporting the principles and values of the 
organization and the Public Service as a whole. 

 
Reference to the case study: 
“He realised now that with this new appointment, he would have a bigger role in determining 
the future of young generation in the country especially in fulfilling the aspiration of His 
Majesty the Sultan and Yang Di-Pertuan of Brunei Darussalam in achieving Wawasan 2035.” - 
Page 5, last paragraph 
 

2) Organizational commitment – the individual’s ability and willingness to align 
his/her own behavior with the needs, priorities, and goals of the organization  

 
Reference to the case study: 
“However, Dr. Mohammed Hussain understood that by becoming one of the university 
administrators, there would be lots of sacrifices he had to make. He knew that there would be 
little time available for him to extend his Ph.D. research, or any other research in that matter.” – 
Page 4, last paragraph 
 

3) Stakeholder focus – identifying and responding to current and future 
stakeholder needs; providing service excellence to internal and external 
stakeholders 

 
Reference to the case study: 
“In addition, there was also a need to create a new academic program and research centre 
dedicated to Halalan Toyyiban which was an important national agenda of becoming Halal hub 
in the region.” – Page 5, second paragraph 
 
POST CASE INFORMATION 
 
Dr. Mohammed Hussain decided to accept the appointment and he remained as 
Deputy Rector of UNISSA until now (August 2019). He was responsible for the tasks of 
General Administration and Internationalization. In addition, he had been involved as 
member of several committees, both within and outside the university, among them 
Deputy Chairman of University’s Senate, Chairman of the University Admissions 
Committee, Chairman of Research and Consultancy, Chairman of the Quality 
Assurance Committee, Chairman of the University Conference Leave and Grant, 
Deputy Chairman of the University Examination Board, Deputy Chairman of the 
Human Resources Management and Development Committee, Member of the Mushaf 
Brunei Darussalam Revision Committee, Panel Member of the Scientific Research 
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Development Program for the Sultan Haji Hassanal Bolkiah Islamic Exhibition Gallery, 
Member of The Islamic Crescent Observation Project (ICOP), Member of Moonsighting 
Committee Worldwide (MCW), a  
 
member of the Asian Muslim Action Network (AMAN), Senior member of the 
International Economics Development Research Centre (IEDRC), and an Associate 
Member of the Editorial Board of the Journal of Understanding of Ahli Sunnah 
Waljama‘ah, Seri Begawan Religious Teachers University College of (KUPUSB). 
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LEADING AN AGRICULTURE BASED UNIVERSITY IN THE 

KINGDOM OF CAMBODIA: A CASE STUDY ON LEADERSHIP IN 
ROYAL UNIVERSITY OF AGRICULTURE, CAMBODIA 

 
By: Raja Nerina Raja Yusof2 and Haslinda Hashim3 

 
 
SYNOPSIS 
 
The case is about Professor Mom Seng, the Vice-Rector of the Royal University of 
Agriculture, Cambodia. It illustrates her 23 year - journey in the university, where she 
became a leader at a young age. The case highlights the achievements and challenges 
amidst her leadership roles in different divisions in the university. The role of systems 
and structure, gender, age and communication style were also discussed as part of the 
issues that impacted her leadership in the higher education setting. This case is suitable 
to be used in human resources, leadership and management related courses and/or 
training sessions. 
  
Keywords: leadership, woman, university, Cambodia, system, structure. 
 

COMPETENCY CLUSTER COMPETENCIES 

Leading Others Change Leadership 

Impact & Influence Impact and Influence 

 Tact and Courtesy 

Achievement & Action Achievement Orientation 

 Initiative/Proactive Behaviour 

 
LEARNING OUTCOMES 
 
1. To identify leadership characteristics that are relevant to a leader of a higher 

education institute. 
2. To distinguish the different approaches that show how changes can be initiated 

and implemented in an organization. 
3. To analyze strategies in order to minimize or avoid resistance from subordinates. 
4. To identify cultural theories that explain the communication and management 

styles between different countries. 
 
 
 

 
2 Raja Nerina Raja Yusof is an Associate Professor in the Department of Management and Marketing, Faculty of Economics and 

Management, Universiti Putra Malaysia. She can be contacted at nerina@upm.edu.my 
3 Haslinda Hashim is an Associate Professor in the Department of Management and Marketing, Faculty of Economics and Management, 

Universiti Putra Malaysia. She can be contacted at haslinda@upm.edu.my 
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TARGET AUDIENCES 
 
The case is suitable for senior policymakers and academic staff who would be future 
leaders in higher learning institutions. 
 
CASE LEADING STRATEGIES 
 
The case can be applied in a learning context where participants are grouped into 
different role plays e.g., groups of leaders, groups of administrators and groups of 
academic staffs or groups from different academic fields to discuss the issues 
highlighted in the questions. Since this case is specifically prepared for senior-level staff 
with managerial experiences, their inputs and experiences will give more insights to the 
discussion and knowledge content. 
 
SUGGESTED QUESTIONS 
 
1. Identify the different leadership characteristics of Professor Mom Seng and 

justify your answers with relevant examples from the case study. 
 
2. One of the main issues from the case is about change management. There are two 

ways of how changes can be implemented in an organization: the top-down 
approach and the bottom-up approach. Discuss the differences between the two 
approaches and identify instances in the case study that illustrate each approach. 

 
3. Discuss how Professor Mom Seng minimized or avoided resistance from her 

employees and why the strategies were successful. As a future leader yourself, 
what would you have done differently? 

 
4. What cultural theories can explain i) the way Professor Mom Seng 

communicated and managed her staff, and ii) the reactions to her appointment as 
the Vice-Rector? As a leader, how are you able to know the different working 
values in different countries so that adaptations can be made when needed? 

 
SUGGESTED SOLUTIONS 
 
1. Identify the different leadership characteristics of Professor Mom Seng from 
the case study and justify your answers with relevant examples from the case study. 
 
From the case study, Professor Mom Seng portrayed several leadership characteristics: 
 
Competency Characteristics Example from the case 

study 
Reference in the 
case study 

Impact and 
Influence & 
Initiative/Proactive 

Passionate very passionate about 
research, so much so that 
even holding 

Page 3-4, under 
subheading Love 
for Research 
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Behaviour administrative role, she 
puts effort to organise a 
conference on agriculture. 

Change Leadership 
& Achievement 
Orientation/Drive 

Determined even though she was 
appointed as a leader at a 
young age and among the 
few women leaders, she 
was determined to do her 
best to fulfill her 
responsibility 

Page 4-5, under 
subheading 
Young Lady with 
Responsibility 

Initiative/Proactive 
behaviour 

Intelligent her ability to achieve 
Master and Doctoral 
degree and her ability to 
adapt to different areas of 
management even though 
not her area of specialty 
 

Page 1 under 
subheading 
Anniversary, Page 
5-6, under 
subheading 
Support and 
Systems 

Achievement 
Orientation 

Positive attitude even though she started 
being a leader without 
much experience and 
sometimes without certain 
specialised knowledge, 
she still continues 
implying a positive 
attitude. 
 

Page 5-6, under 
subheading 
Support and 
Systems 

Change Leadership Courageous the above explanation also 
implies that she is a 
courageous person who 
embraces responsibility 
despite the unknown or 
uncertain situation 

Page 5-6, under 
subheading 
Support and 
Systems 

Tact and Courtesy High Self-
Monitoring 

aware of how she is being 
perceived by society and 
acts/adapts accordingly 
 

Page 6-7, under 
subheading A 
Style of Her Own 

 
2. One of the main issues from the case is about change management. There are 
two ways of how changes can be implemented in an organisation: the top-down 
approach and the bottom-up approach. Discuss the differences between the two 
approaches and identify instances in the case study that illustrate each approach. 
 
The top-down approach is a fast, revolutionary approach to change in which top 
managers identify what needs to be changed, decide what to do, and then move quickly 
to implement changes throughout the organisation. Meanwhile, the bottom-up 
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approach is a gradual or evolutionary approach to change in which managers at all 
levels work together to develop a detailed plan for change. 
 
In the case study, when Professor Mom Seng was asked to do a reform of the financial 
system in the Finance Division that can be considered a top-down approach because the 
instruction was given by the ministry and top management (see page 6-7). The change 
was asked to be implemented fast because the actions were already decided at the top 
level. In another setting, top-down change occured when Professor Mom Seng was 
appointed as the Vice-Rector and the appointment came from the ministry and top 
management (see page 5-6). 
 
The Bottom-up approach occurred when Professor Mom Seng made the initiative for 
research to be actively taken up by leaders in administrative roles. The changes were 
slow because at that point in time it was a culture that academicians who hold 
administrative roles did not play an active role in research. Professor Mom Seng, who 
freshly graduated from her Doctoral degree, was still very passionate about research 
and she strongly believed that research should still be the main focus of all 
academicians regardless of their roles. Even though she did not get much cooperation 
from her staff, she still managed to initiate a research forum until it became a full-
fledged national conference (see page 4). 
 
3. Discuss how Professor Mom Seng avoided resistance from her employees and 
why the strategies were successful. As a future leader yourself, what would you have 
done differently? 
 
a) Resistance was avoided when Professor Mom Seng did a participatory type of 
approach in decision making (see page 8). A participative style is always a good 
strategy to avoid resistance and gain support from subordinates because when 
employees get to give suggestions and recommendations, they will feel that their 
opinions matter to the management. When they feel appreciated by top management 
and their suggestions are taken into consideration, they will feel obliged to follow 
through with the plan and cooperate fully with the change. 
 
b) Resistance was also avoided when Professor Mom Seng channelled her 
ideas/give directions through another person whom she thinks that the subordinates 
favoured, instead of throwing ideas herself (see page 8). This was done because 
Professor Mom Seng knew that she might not be favoured by some staff who might 
create resistance if the directions were known to be from her. Using another person as 
an intermediary is a good way to avoid problems and ensure smooth implementation of 
plans by the organisation. 
 
c) Having a proper structure and system to evaluate performance is also one way of 
avoiding resistance from employees (see page 5-6). When clear guidelines and criteria 
are collectively decided upon as the key indicators, it is much easier for decision-makers 
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to make transparent and objective decisions. When subordinates know that decisions 
are made objectively, there will be less dissatisfaction and resistance from them. 
 
As a leader, other strategies can be used to avoid resistance from your subordinates. 
According to Daft (2019), resistance can also be avoided/minimised through 
I. Support from top management 
II. Education and communication 
III. Negotiation 
 
4. What cultural theories can explain i) the way Professor Mom Seng 
communicated and managed her staff, and ii) the reactions to her appointment as the 
Vice-Rector? As a leader, how are you able to know the different working values in 
different countries so that adaptation can be made when needed? 
 
i. It is assumed that like most Asian countries, Cambodia has a dominantly 
collectivist culture. According to Hofstede’s Cultural Dimensions Model, a country with 
high collectivism culture tends to favour group work as opposed to individual work. 
Although Cambodia is not among the countries in Hofstede’s findings, it is assumed 
that Cambodia generally has a similar culture as their Asian counterparts. Germany, on 
the other hand, has a high individualistic culture (67%-according to Hofstede’s 
findings) and hence, Professor Mom Seng’s approach may not suit the collectivist 
culture such as Cambodia. 
 
In addition, Asian culture prefers ‘face-saving’ which means avoiding direct criticisms 
and rejection which translates to less direct communication. According to Hall (1976), 
this is called the high context culture, wherein Eastern cultures, information is relayed 
through a subtle and less direct way, and non-verbal communication/body language is 
much more emphasized than verbal communication. When a direct way of 
communication is used (i.e., low context culture such as Germany) to communicate with 
subordinates, whether to inform, direct, reject or criticise, the communication might be 
misunderstood as a personal attack on the individual instead of a just a normal way of 
communicating. 
 
ii. As mentioned before, Cambodia is not among the countries under Hofstede’s 
findings. However, Hofstede’s Cultural Dimensions Model can also explain the 
university community’s reaction to Professor Mom Seng’s appointment to the Vice-
Rector position at a young age and as a woman leader. Relating to other similar Asian 
countries, Cambodia might be slightly a Masculine country, where according to 
Hofstede, the role of men is more dominant than women. It is the society’s norms to 
expect men to be the breadwinners and leaders in this culture. Men are expected to be 
aggressive, achievement-oriented and competitive, and women, the opposite. Hence, 
when Professor Mom Seng was appointed, the society was surprised, hence their 
negative reaction. In addition, the issue of age was also a concern because Cambodia 
most probably has a high-Power Distance, which means seniority is very important in 
gaining  
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respect and ensuring higher positions in an organisation regardless of qualifications 
and capability. This might also explain the negative reaction from the university 
community. Due to the cultural characteristics (Power Distance and Masculinity), 
Professor Mom Seng herself was doubtful during the earlier years of appointment. 
However, due to her determination, she accepted the challenge and continued her 
responsibility. 
 
Using the available cultural models, leaders can compare and gauge the differences 
between cultures. For example, Hofstede's Cultural Dimensions Model can be accessed 
through the Hofstede’s Insights website at https://www.hofstede-insights.com/. Use 
the Country Comparison Tool to compare between countries to see the differences. 
From there, leaders will need to make adjustments/adaptations to their leadership 
styles. 
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A JOURNEY FROM RESEARCH UNIVERSITY TO 

ENTREPRENEURIAL UNIVERSITY: A CASE STUDY ON 
LEADERSHIP AT INSTITUT TEKNOLOGI BANDUNG, INDONESIA 

 
By: Azmawani Abd Rahman4  and Siti Rahayu Hussin5 

 
 
SYNOPSIS  
 
Professor Dr Ir. Kadarsah Subardi was appointed as the Rector of Institut Teknologi 
Bandung (ITB), Indonesia in 2015.  He began his leadership role of this long-established 
university to continue with the mission of education, research, and service to the 
community. However, Kadarsah had a bigger vision for the future of ITB. Not only he 
wanted ITB to remain a research university but to become an entrepreneurial university 
that was excellent in teaching and learning, research, and innovation. His leadership 
journey to transform ITB from a research university to an entrepreneurial university 
required a clear vision, effective strategies and strong leadership. Kadarsah had laid 
down specific strategies at various levels throughout the university and for the previous 
five years, ITB had continued to prosper under his leadership.     

Keywords: leadership, change, culture, research, entrepreneurial university  

 

COMPETENCY CLUSTER COMPETENCIES 

Leading Others 

Teamwork & Team Leadership 

Leveraging Diversity 

Change Leadership 

Personal Effectiveness  Organizational Commitment 

Impact & Influence Tact and Courtesy 

Achievement & Action Stakeholder Focus 

Cognition 
Visioning & Strategic Direction 

Business Acumen 

 

 
 
 
 
 
 

 
4 Azmawani Abd Rahman, is a Professor at Faculty of Economics and Management, Universiti Putra Malaysia  
5 Siti Rahayu Hussin is a Senior Lecturer at Faculty of Economics and Management, Universiti Putra Malaysia  
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LEARNING OUTCOMES  
 
At the end of the training, the trainees are expected to be able to:  

1. Discuss the challenges faced by the Rector in leading the transformation from a 
research university to an entrepreneurial university; Deliberate on the leader’s 
styles, decisions and actions in organisational transformation; and   

2. Analyse the strategies laid by the leader during organisational transformation.  
 
COURSE USAGE  
 
This case is appropriate for areas relating to Leadership, Human Resource 
Management, and Strategic Management in the context of a higher education 
transformation. The case allows for an opportunity to debate the decision to transform 
the university from a research university to an entrepreneurial university. Trainees also 
have the chance to review the leadership style and its effectiveness in the 
transformation of the university. The case is also intended to allow learners to analyse 
strategies and activities implemented to achieve the vision of the university.   
 
TARGET GROUP  
 
This case was designed for the Business and Management module used by adult 
learners and/or relevant training participants. It highlights the issues on leadership 
with sub issues on strategic planning, organisational change and leadership style.   
  
COURSE LEADING STRATEGY  
 
The case can be provided much earlier before learners discuss it in a group. For further 
understanding, learners are required to do some readings from any books or articles on 
the third generation or entrepreneurial university. Some recommendations are the book 
by J. G. Wissema on the 3rd Generation University and  Lene Foss, David v. Gibson on 
the Entrepreneurial University.  
 
Several alternatives on how to conduct the case study:  

i. The case can be conducted in a discussion setting where learners are asked to 
read the case, and then questions are given at the end to initiate responses.  

ii. This case can also be conducted in a debate-style where two groups are 
assigned to argue from various perspectives.   

iii. To conduct a role play, learners can be instructed to act out the case, which 
are then followed by discussions.  

  
SUGGESTED QUESTIONS AND ANSWERS   
 
The following questions may help direct the discussions and learner’s engagement in 
the case study.    
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Question 1: Discuss the concept of an entrepreneurial university and determine if the 
aspiration of ITB Rector, Prof. Dr Ir Kadarsah to shift from a research university to an 
Entrepreneurial University is a strategic move.  
This question requires students to understand what an entrepreneurial university is and 
why moving towards this direction is the way forward for ITB. Based on the books by J. 
G. Wissema on the 3rd Generation University and Lene Foss, David v. Gibson on 
Entrepreneurial University, readers will understand that the concept of the 
entrepreneurial university has gained popularity in today’s global and competitive 
higher education landscape. Although there is no one-size-fits-all definition of the 
Entrepreneurial University, some common approaches include inventive, creative and 
yet practical, which become distinctive features of an entrepreneurial university. 
 
Referring to other academic’s publications and industry reports, most agreed that an 
entrepreneurial university is a university that gained prominence as a knowledge and 
innovation actor, the key to competitiveness, stimulation of economic growth and 
wealth creation. The role of a university continuously shifts from being an agent of 
education, research, culture, knowledge and technology transfer to an agent of 
economic development. The ultimate contribution is to develop local and national 
competitiveness.  
Characteristics of an entrepreneurial university which is also called a third-generation 
university can be summarised as follows:  
 

CHARACTERISTICS OF 3rd GENERATION UNIVERSITIES  

Indicators  1st Generation  2nd Generations  3rd Generation  

Objective  Education  Education + 
Research  

Education + 
Research + Know-
how exploitation  

Role  Defending the 
truth 

Discovering 
nature 

Creating Value 

Method  Scholastics  Modern science, 
Monodisplinary  

Modern Sciences 
+ Interdisplinary  

Creating  Professionals  Professionals + 
Scientist  

Professionals + 
Scientist + 

Entrepreneurs  

Orientation  Universal  National  Global  

Language  Latin  National 
languages 

English  

Organization  Nations, Faculties, 
Colleges 

Faculties  University 
institutes  

Source: Wisema, J.G (2009) Towards the Third Generation University: Managing the University in 
Transition.  Massachusetts:  Edward Elgar Publishing, Inc.  
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Moving towards this direction is the way forward for ITB as it is consistent with ITB’s 
new vision and mission. Besides, higher education today is facing unprecedented 
challenges in the definition of its purpose, role, organisation and scope in society and 
the economy. The information and communication technology revolution, the 
emergence of the knowledge economy, the turbulence of the economy and consequent 
funding conditions have all thrown new light and new demands on higher education 
systems across the world.  

Below are some similarities of ITB to the characteristics of an entrepreneurial university 
that can be found from the case:  

 

 CHARACTERISTICS OF ENTREPRENEURIAL UNIVERSITIES   

3rd Generation  

Indicators  

ITB’S DESCRIPTION  PAGE  

  

Objective:  

  

Education +  

Research +  

Know-how  

exploitation  

“Entrepreneurial university is a third-generation 
university, in which it is a research university 
which conducts innovation and commercialisation 
and gives economics value to industry and 
community. Higher learning institutions need to 
transform from being a research university to an 
entrepreneurial university to support research 
innovation and product commercialisation.   

  

As a Rector, I must give a clear direction to my 
people. To achieve this direction, there are key 
components needed in the journey of being an 
entrepreneurial university. The key components 
are three key performance indicators namely 
excellence in teaching and learning, excellence in 
research, and excellence in innovation and 
entrepreneurship.”  

  

  

Page 1-2 

Role: Creating 
Value  

With the broader mission in shifting of paradigm 
and role of a university, Kadarsah was inspired to 
make ITB a university that gave a significant 
contribution to the society and at the same time an 
internationally reputable university, which was not 
only capable of solving the local problems but also 
being globally recognized for the methodology 
used.  

  

Page 3 
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Method:  

Modern 
Sciences + 

Interdisciplinary  

1. Research topics among academicians were 
multidisciplinary and expanded to ensure it was 
capable of addressing industry needs in 
responding to the current market.    

 
2. Expansion of the research roadmap which 
included the establishment of various centres such 
as Research Centres, and the Centre of Excellence 
in Science and Technology. Centre of Excellence 
in Science and Technology focused on Indonesia’s 
strategic sector and addressed the needs of the 
nation while strengthening the competitiveness of 
the nation from an economic perspective. The 
priority areas of the Centre of Excellence were the 
Broadband Wireless Access, Nanoscience and 
Nanotechnology, Sustainable Transportation 
Technology, Defence and Security Technology, 
Earth Quake Mitigation Science and Technology, 
and Carbon Capture Storage and Carbon Capture, 
Utility and Storage. 

 

 
 
 
 
 
 
 
Primarily 
pages 3, 

4 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

    Creating:  

Professionals + 
Scientist + 

Entrepreneurs 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3. Promoting entrepreneurial activity, fostering 
entrepreneurship and the values of an 
entrepreneur within the university community. 
This was achieved through various structured 
programs and activities such as competitions, 
business coaching program, entrepreneurship 
talk, seminar and exhibition that accommodated 
enthusiastic students and alumni.  

 

4. Offering a physical structure, infrastructure 
and services to start-up a business. Lembaga 
Pengembangan Inovasi dan Kewirausahaan was 
established and entrusted to play a significant role 
in identifying tenants through programs such as a 
call for a tenant and business plan contest. 
Programs were also held upon specific 
recommendations. Among these programs was 
incubation projects which offered great benefits to 
the society. The incubation process started from 
the prototype, access to funding and market as 
well as development of the business network, to 
the stage where tenants could produce their 
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products at a larger scale. Mentoring and 
monitoring were conducted even after the 
product reached the community and industry 
until the ultimate objectives were achieved, one of 
which was to get a reputable investor.  

5. Collaboration with the local community, local 
and international business entities, government 
agencies and ministries, and globally recognized 
academicians were becoming more intense in 
quality and quantity. 

 
 
 
  

 Under Kadarsah’s leadership, ITB managed to 
secure more internationally reputable projects 
such as those related to Nano Science and Carbon 
Capture methods. Kadarsah encouraged his staff 
to conduct impactful technologically-related 
internal projects to solve local problems. 

 

 
Page 9 

 In less than five years, some outputs were very 
visible. ITB showed steady performance in the QS 
world university ranking. ITB made substantial 
improvement in the QS World University 
ranking, which was a significant jump from 461 in 
the year 2015 to 331 in the year 2019. This had 
made ITB as the second-best university in 
Indonesia. According to the Ministry of Research 
Technology and Higher Education ranking 
criteria, ITB was ranked as number one or the best 
university in the country consecutively in the 
years 2018 and 2019. Due to its significant 
achievements, Kadarsah was selected as the best 
university leader in the country in 2018. 

 
Page 9 

 
Orientation: 
Global 

Students at ITB have been actively involved in 
several competitions at both national and 
international levels. 

 
Page 10 

  

Question 2: Based on the case, describe some of the key challenges faced by ITB and 
determine if ITB is moving into the right direction.  

This question will give students opportunities to discuss several pertinent issues with 
regards to change, resistance to change and added challenges due to the changing 
landscape of higher education.  
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Challenges faced by the ITB Rector, Kadarsah are common to the challenges faced by 
any leaders leading the transformation process. First, is the need to rediscover his 
leadership role so that it is consistent with the requirement of an entrepreneurial 
university. As a university leader who traditionally dealt primarily with the internal 
environment has an added task of managing relationships with a wide range of entities 
such as private sectors, public sectors, as well as the communities. While this means 
workload could become increasingly unmanageable to the academic staff, under his 
leadership, ITB has successfully embraced the change required by ensuring the right 
conditions are in place and providing staffs with opportunities to realise their potential 
(case evidence from page 2, last paragraph). ITB gave its staffs an inspiring 
environment and the right infrastructure and facilities for the benefit of both education 
and research. Meanwhile, like any other higher learning institutions in the world, the 
limitation in terms of financial resources remains the biggest challenge. However, ITB 
manages to reduce some of the challenges, through its international networking, 
strategic partners and collaborative efforts (case evidence from page 3-4. Please refer to 
the five key developments).  

The case clearly describes that ITB is moving in the right direction. ITB possesses the 
characteristics of an entrepreneurial university. It also plays pivotal roles in training 
students, doing research, and has been incorporating third mission activities aimed at 
contributing to economic development through innovation, technology transfer, and 
entrepreneurship. The third mission has led to the managerial reorganisation of ITB 
resources to create capabilities that enable the generation of transferable knowledge, 
with which their value can be exploited. ITB introduces activities for knowledge 
transfer like coaching, research, patenting, and licensing; develops infrastructures like 
technology parks, and promote the creation of new enterprises. Together with the 
transformation in governance and infrastructure, ITB is moving into the right direction 
as it is also involved in partnerships, networks and business activities with public and 
private firms and governments to find collaboration and interactions to link education, 
research and activities with technological, social and economic development (case 
evidence pages 3-4. Please refer to the 5 key developments).  

  

Question 3: Elaborate on the (a) leadership style and (b) leadership competencies of 
the new Rector of ITB?  

Refer to leadership styles relevant to Path-Goal Theory by House.  

In this case, the leader tended to use several leadership styles such as Directive, 
Supportive, Participative, and Achievement-oriented.   

Learners and trainer may discuss specific examples of the leader with regard to each 
leadership style. For example:  

i. The leader exemplified Directive style when he took the time to explain his 
plan and what needed to be done very early when he was first appointed as  
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the Rector. i.e., He communicated with all levels at the university about his 
mission to make ITB an entrepreneurial university.  

ii. Another example is Participative style. The leader was using participative 
style when he asked people for their opinions to help obtaining research fund 
and community projects through meetings with various levels at faculties and 
the administration of the university.  

iii. The leader set clear and specific goals for the university and its members to 
pursue in order to become an entrepreneurial university. This is highlighted 
in the university’s motto: Excellence in teaching and learning, research, and 
innovation. This is an example of the Achievement-oriented style.    

At the same time, learners may discuss several elements of transformational leadership 
as well. Examples of elements in transformational leadership:  

i. Build commitment to the vision (leaders direct and implement strategies 
while communicating, practising, and encouraging employees’ engagement 
through rewards, recognition, and celebrations.)  

ii. Develop and communicate the vision (Leaders communicate openly using 
various channels, with humility, sincerity, and passion.)  

iii. Lead by example (Leaders do what they preach. Their own behaviour 
symbolises and demonstrates the vision)  

 

(b) Leadership competencies. Together with the learners, the trainer may identify 
many more examples in the case.  

COMPETENCY 

CLUSTER 

COMPETENCIES EXAMPLE FROM THE CASE PAGE 

Leading Others Teamwork & Team 

Leadership 

He conducted regular meetings and 
discussions such as the pre-executive 
meeting every Monday with top 
management strategic executive 
meeting together with the deans every 
Tuesday; and many other formal and 
informal discussions with staffs at all 
levels. 

 

9  
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 Leveraging 
Diversity 

Acknowledging these needs, the 
participation of the staff at all levels 
was assured at ITB. Senior 
management at different levels was 
effectively galvanised as early as the 
goal-setting stage, and weekly 
meetings were conducted to ensure 
important goals and key messages 
were cascaded down to all levels of 
staffs at ITB.   

3 

Change leadership In January 2015, he made a bold move 
when he officially declared that ITB is 
moving from a research-based 
university to an Entrepreneurial 
University.  

1  

Personal 
Effectiveness 

Organizational 
commitment 

Expansion of the research roadmap 
which included the establishment of 
various centres such as Research 
Centres, and the Centre of Excellence 
in Science and Technology. 

3 

Impact & Influence Tact & courtesy His motto: “Let ordinary people make 
extraordinary achievements” implied 
that everyone was capable to make 
their own contributions to the 
university. As he was inspired to bring 
ITB to the next level, Kadarsah was 
described by his staff, Dr Edwan, as a 
“humble and determined” person. 

5 

Cognition  Visioning &  
strategic direction 

As a Rector, I must give clear a direction to 
my people.  

1  

Business acumen Promoting entrepreneurial activity, 
fostering entrepreneurship and the 
values of an entrepreneur within the 
university community.  

4  

Achievement & 
action 

 

Stakeholder focus According to Kadarsah, the main 
customers for ITB were the internal 
customers (students & parents) and 
external customers which consisted of 
community/industry players.  

6 
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4. What were the main strategies implemented by Prof Dr Ir. Kadarsah in leading ITB 
to become an entrepreneurial university?  

The main strategies laid down by the Rector included the following:  

i. Create a conducive atmosphere for research, publication, consultation, 
and community service.  

ii. Utilise the expertise of its people for the benefit of society at large.  

iii. Find opportunities for international collaborative work, networking with 
industry and community, joint supervision across disciplines and with 
outsiders  

iv. Provide support for students and staff exchange programs.  

v. Implement annual events to attract government grants and private 
collaborative works.   

vi. Secure more internationally reputable projects.   

vii. Practice open communication.   
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ENHANCING NUOL’S COMPETITIVE ADVANTAGE: A MISSION 
IMPOSSIBLE? A CASE STUDY ON LEADERSHIP IN NATIONAL 

UNIVERSITY OF LAOS 
 

By: Ida Md Yasin6 and Devika Nadarajah7 
 
 
SYNOPSIS 
 
The National University of Laos (NUOL) is the very first comprehensive or full-fledged 
university in Laos. The purpose of NUOL is to serve the development needs of Laos in 
an efficient and equitable manner while taking a proactive role in shaping the higher 
education leaders in Laos. NUOL also plays an active role in consultancy works to 
support the national development agenda. The student body in NUOL consists of 
22,752 locals and 454 internationals. NUOL still lags behind in the international arena 
and is expected to improve on internationalisation with respect to access, quality and 
competitiveness. In the wake of budget cuts, NUOL needs to address weaknesses in 
terms of low qualifications of academic staff, weak international links, weak 
management capacity, governance and regulatory systems. NUOL needs a sound 
strategic plan with clear and achievable targets. The leader and his leadership style play 
an important factor in making this mission a success. 
 
Keywords 
Leadership; Participative; Collaborative; Teamwork; Organizational commitment. 
 
LEARNING OUTCOME 
 
This case is suitable to be used in class especially on leadership, decision making and 
creativity, as well as in the area of conflict and negotiation.  It takes approximately 100 
minutes for class discussion and presentation of possible solutions. 
This case study can be categorised under AKEPT’s various Competency Cluster such as: 
 

COMPETENCY CLUSTER COMPETENCY 

Leading Others Teamwork & Team Leadership 

Leveraging Diversity 

Impact & Influence Impact & Influence 

Personal Effectiveness Organizational commitment 

 
 

 
6 Dr. Ida Md Yasin is a senior lecturer and serves at Putra Business School. She can be contacted at 
ida@putrabs.edu.my 
7 Associate Professor Dr. Devika Nadarajah is a senior lecturer and serves at Putra Business School. She can be 
contacted at devika@putrabs.edu.my 
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CASE LEADING  
 

1. Assign participants in group of 4-6, to allow discussion and exchange of 
perspectives. 

2. Case discussion can be divided into parts, answer all questions. 
 
Timing for 150-minutes Class Discussion 
 
10 minutes Introduction to the case and instruction 
90 minutes Group discussion of assignment questions 
40 minutes Presentation of the possible answers, each group approximately 10 

minutes, Assuming 4 groups 
10 minutes Debrief by the facilitator. 
 
DISCUSSION QUESTIONS 
 
Question 1:  
Assuming that you are the President of National University of Laos (NUOL), how 
would you lead the team? What kind of leadership style would you possibly adopted? 
 
Question 2:  
Outline the strategy for NUOL to bring NUOL to international standards for research, 
teaching, access to higher education and consultancy services.  
 
Question 3: 
Based on the case study, how do you evaluate the teamwork in NUOL? 
 
SUGGESTED DISCUSSION QUESTIONS 
 
Question 1:  
Assuming that you are the President of National University of Laos (NUOL), how 
would you lead the team? What kind of leadership approach would you possibly 
adopted? 
 
Judging from the case study and understanding the nature of Laos as socialist country, 
most probably the Laotian are used to autocratic style of leadership.  However, being a 
university, NUOL need to inject a democratic style. For example, although the country 
politics adopted only one political party, but in NUOL, the faculty can vote for the 
leader. The students can vote for the student leader. 
 
In order for the President to achieve the goals of NUOL, he has to balance the situation 
and gain support from the faculty and students to achieve the goals. 
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Democratic/participative leadership  
It's difficult to imagine democratic leaders accomplishing their goals without direct 
participation from others. Participation is key to all successful democratic enterprises. 
This includes: 

• Concerned lecturers at the university 
• Contribute to the nation/society 
• Engaged faculty/employees at a prospering university 

 
Participative leadership is “any power-sharing arrangement in which workplace 
influence is shared among individuals who are otherwise hierarchical unequals" Locke 
and his colleague David Schweiger explain in “Participation in Decision-Making: One 
More Look." Edwin A. Locke is a professor emeritus of leadership and motivation at the 
University of Maryland, offers an expanded definition of democratic leadership by 
adding participative to the equation. The leaders should be careful when using the 
participatory style because it can backfire. If people feel their input is being ignored, the 
democratic/participative style can actually lead to lower employee satisfaction and 
productivity. The key to letting subordinates take part in decision-making is to build 
mature teams with experienced and cooperative people. Democratic/participative 
teams are not only capable of making good decision but they also support their group’s 
goals — even when their own suggestions aren’t adopted. Participative leadership, also 
known as democratic leadership, is one of the four participative decision-making styles 
where employers invite employees to take a part in organizational decision-making. 
While participative leadership comes in several flavors, there is a common pattern that 
is present in most of these types: 

• the leader facilitates the conversation; 

• the leader openly shares information and knowledge necessary for decision-
making; 

• the leader encourages people to share their ideas; 

• the leader synthesizes all the available information and solutions suggested by 
the team; 

• the leader comes up with the best possible solution and communicates it back to 
the group. 

 
Collaborative Leadership 
Collaborative Leadership engages the collective intelligence to achieve results across 
organisational boundaries. Collaborative Leadership is an increasingly vital source of 
competitive advantage in today’s highly networked, team-based, and partnership-
oriented business environments. Yet few leaders have been trained to lead 
collaboratively, especially those at more senior levels who climbed the organisational 
ladder in a different era. Leaders today need an expanded repertoire of skills and a new 
mindset to succeed in an ever-more fast-paced, chaotic, and highly competitive business 
environment. They must be able to think strategically in a global context, articulate an 
inspiring vision across cultures, and make wise choices amid complexity and 
uncertainty. They must lead global teams, build dynamic networks, and grow the 
company’s ability to compete around the world. Increasingly, this calls for collaborative 
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leadership and the creation of collaborative cultures that can harness the knowledge 
and expertise of all stakeholders to innovate, partner effectively, compete, and win. By 
collaborative leadership, we mean the process of engaging collective intelligence to 
deliver results across organisational boundaries when ordinary mechanisms of control 
are absent. It’s grounded in a belief that all of us together can be smarter, more creative, 
and more competent than any of us alone, especially when it comes to addressing the 
kinds of novel, complex, and multi-faceted problems that organisations face today. It 
calls on leaders to use the power of influence rather than positional authority to engage 
and align people, focus their teams, sustain momentum, and perform. Success depends 
on creating an environment of trust, mutual respect, and shared aspiration in which all 
can contribute fully and openly to achieving collective goals. Leaders must thus focus 
on relationships as well as results, and the medium through which they operate is high-
quality conversation. See through complexity to key things you must do to succeed – 
then co-create a “plan to win” that everyone understands, and is passionate about 
achieving. Create alignment, engagement, and mutual accountability among all team 
members. Working in this way can be challenging for leaders who have established a 
track record of success by exerting unqualified command over the people and resources 
under their control. Few leaders have been trained to lead collaboratively, especially at 
the senior level, and in many cases the culture and reward systems in organisations 
discourage collaboration. Developing leaders with the capacity to collaborate and 
creating aligned cultures thus go hand in hand. It’s incredibly challenging work, but 
increasingly vital for business success. 
 
The Context for Collaborative Leadership 
A collaborative approach won’t wholly supplant command-and-control leadership in 
most companies. Yet a multitude of forces are driving the growing need for 
collaborative leadership in today’s organisations, most notably globalisation and the 
ICT revolution. Organizations must align strategy, coordinate operations, manage 
teams, and leverage synergies across increasingly complex and distributed 
organisational structures. Flatter hierarchies, matrix structures, and cross-functional 
teams are increasingly common, meaning leaders must often work with people over 
whom they don’t have formal authority. Managers need to engage employees more 
fully at every level to improve efficiencies, increase agility, understand customer needs, 
and innovate. Teams need to draw on diverse perspectives from both within and 
outside the organisation to solve problems and identify opportunities, especially when 
familiar ways of working no longer apply. The success of business models based on 
partnerships, strategic alliances and complex supply webs depend on the ability to 
collaborate. 
 
Stakeholder Leadership 
This kind of leadership can make or break a business strategy, project implementation 
or change process. If you handle stakeholder engagement well, the various people 
involved in, or affected by, your project will buoy you as you navigate through your 
challenge. But failing to properly account for stakeholder impact could result in strong 
resistance, feeble implementation and negative outcomes you had not considered or 
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intended. Stakeholder buy-in improves project change management on a number of 
levels, and is essential for good corporate governance. Leadership development 
programs can contribute greatly to your preparedness, as a range of advanced business 
general management skills are needed for good stakeholder leadership. Making 
stakeholder engagement a priority from the start builds trust and puts you in place to 
accurately assess when and how to reach out to stakeholders. It is important to attribute 
appropriate resources to your stakeholder engagement: too little can leave people 
unheard (and unhappy) while too much can actually weaken your position. The lines of 
communication are key - listen to stakeholder perceptions, integrate these into your 
planning and cycle back information. Stakeholder leadership comes through knowing 
this process well and mastering the necessary skills.  
 
Your strategy may include: 

• Assign internal responsibility for stakeholder engagement action 
• Identify all stakeholder groups 
• Consult with stakeholders 
• Set the parameters of stakeholder involvement 
• Communicate, negotiate and manage conflict 
• Ongoing measurement and reporting 

 
Contingency Theory of Leadership 
Contingency theories suggest that there is no one best style of leadership. Successful 
and enduring leaders will use various styles according to the nature of the situation and 
the followers.  Those who support contingency theory suggest that the best leaders are 
those who known how to adopt different styles of leadership in different situations. 
These leaders know that just because one approach to leadership worked well in the 
past, it does not mean that it will work again when the situation or task is not the same. 
This might include: 

• The maturity levels of the subordinates or followers 

• Whether the relationship between the leader and the followers is a positive one 

• The clarity of the task at hand 

• The amount of personal power held by the leader 

• The level of power given by the leader’s position 

• The culture of the organization 

• The amount of time available to complete the task 

• The speed at which the task must be completed 
 
Number different approaches to contingency theory have emerged over the years such 
as; 
Fiedler’s Contingency Theory 
The contingency theory of leadership was one of the first situational leadership theories. 
One of the very first contingency theories was proposed by Fred. E. Fiedler in the 1960s. 
Fiedler’s theory proposes that a leader’s effectiveness hinges on how well his or her 
leadership style matches the current context and task. Fiedler’s pioneering theory 
suggests that leaders fall into one of two different leadership styles: task-oriented or 
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people-oriented. The effectiveness of a person’s style in a particular situation depends 
on how well-defined the job is, how much authority the leaders have, and the 
relationship between the followers and the leader. 
 
The Evans and House Path-Goal Theory 
According to the path-goal contingency theory of leadership, first proposed by Martin 
Evans and later expanded by Robert House during the 1970s, focuses on how 
leadership behaviour can help followers achieve the group’s goals. Four key types of 
behaviour are identified (directive, supportive, achievement-oriented, and 
participative), and the type of behaviour applied should depend upon the nature of the 
task. 
 
Hershey and Blanchard’s Situational Theory 
Paul Hershey and Kenneth Blanchard proposed a situational theory of leadership 
characterized by four leadership styles. The style that should be used in a particular 
situation depends upon the maturity level of the subordinates. For example, if followers 
lack both knowledge and responsibility, the leader should adopt a directive leadership 
style in that situation. 
 
The bottom line: 
The contingency approach to leadership remains popular today, but it is not without 
criticism. Among the key criticisms of contingency theories are that they do not account 
for the position of the leader or how styles change. While these theories help account for 
the importance of the situation, they do not explain the processes behind how 
leadership styles vary according to factors such as the organization or the position of 
the leader within the structure. Perhaps most importantly, they do not explain how 
leaders can change their behaviour or style depending upon the situation or features of 
the group. 
 
Real situation: 
Based on the short interaction between the case writers and Prof Somsy during the 
interview (for about two hours) in NUOL, we believe that he has the characteristics of 
participative leaders.  We also have the opportunity to interview some of NUOL staff. 
His engagement with the faculty members and university staff shows his commitment 
to achieve NUOL goals. 
 
Question 2:  
Outline the strategy for NUOL to bring NUOL to international standards for 
research, teaching, access to higher education and consultancy services.  
 
NUOL may tackle key quality issues by enhancing the capacities of higher education 
staff, strengthening curriculum development, and improving quality assurance 
processes. 
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Research 

• Greater emphasis should be placed on developing research capacity to support 
economic diversification and industrialization 

• Improving research capacity 
o The academic research capacity of Lao PDR universities is limited 
o The bulk of the research that is conducted is basic and supports education 

and teaching, rather than the development of science and technology 
disciplines as found in research universities. 

• The centers of excellence (COE), can be only few, and are already recognized as 
having the capacity to become “role models” attracting quality inputs, adding 
value and delivering quality outputs.  

o For example, NUOL is good in forestry in terms of research and academic 
programmes 

o NUOL just established the Confucius Institute to embark on research on 
Confucianism 

• In the case of Lao PDR, the selection of a COE that focuses on social and 
economic development is relevant because the scarcity of resources and the small 
size of the country impose a focus on social and economic development through 
alignment to national priorities 

• Providing adequate financing definitely is the key, however, it is always the 
problem for universities. 

o Expenditure on tertiary education as a proportion of government 
expenditure on education was 7.2% in 2012 putting Lao PDR at rank 122 
of 129 countries. 

 
Teaching 

• Quality enhancement requires a more focused approach to curriculum 
development, with greater emphasis on e-learning and blended learning 
modalities 

• Enhancing qualifications of academic staff 
o A key reason for the low quality of HE in Lao PDR is the lack of qualified 

academic staff with advanced degrees.  
o In 2015, 45.2% of staff in the National University of Laos (NUOL) had a 

postgraduate degree (6.7% had doctoral degree and 38.5% had master’s 
degree) and the remaining 54.8% had bachelor’s degree. 

o a multi-path approach is key to developing well-rounded job skills 
 
Strengthening governance and management 

• Coordination of overall planning, management, and monitoring.  

• The management capacity of the Department of Higher Education (DHE) 
management capacity is limited 

• There is weak collation and analysis of data to support policy development, 
planning, and management of higher education 
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• All public universities have governance structures in line with government 
policy, but institutional governance structures remain constrained and the 
degree of autonomy enjoyed by higher education institutions is low 

• The most advanced higher education institution in Lao PDR, NUOL, is one of the 
least autonomous among the universities in Asia 

• A more enabling environment will help NUOL function more effectively and 
autonomously, particularly in areas of curriculum design, student admission, 
institutional structure, resource mobilization, and fund management 

 
Expanding access to HE  

• Improve access to higher education by upgrading the learning environment 
o In 2014, Lao PDR’s gross enrolment ratio for tertiary education stood at 

17.1%, which is well below neighboring countries such as Viet Nam and 
Thailand 

o While universities in Lao PDR have expanded their facilities and services 
to meet increasing demand, their capacity to absorb secondary school 
graduates as well as to support the country’s socioeconomic development 
remains limited 

 
Provide Consultancy Services 

• It creates link between academia and the industries 

• Expertise in NUOL can be fully utilised to assist the development of Laos for 
example in preparing the environmental impact analysis report for Mekong river 
basin.  Moreover, the faculty may assist industries in the area of forestry 

 
Question 3: 
Based on the case study, how do you evaluate the teamwork in NUOL? Is it effective? 
 
Participant may evaluate the teamwork effectiveness in NUOL from various 
perspectives such as: 
Rubin, Plovnick, and Fry's GRPI Model of Team Effectiveness 

 
As early as 1977, this model of team effectiveness was proposed by Rubin, Plovnick, 
and Fry. It is also known as the GRPI model to stand for goals, roles, processes, and 
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interpersonal relationships, and is represented in a diagram as a pyramid. In order for a 
team to be effective, they need these four parts: 

1. Goals: well-defined objectives and desired results, plus clearly communicated 
priorities and expectations 

2. Roles: well-defined responsibilities, acceptance of a leader 
3. Processes: clear decision-making processes as well as work procedures 
4. Interpersonal relationships: good communication, trust, and flexibility 

Because of its simplicity, the GRPI model is great when starting a team or when 
encountering a team-related problem with an unknown cause. 
 
The Katzenbach and Smith Model 

 
In 1993, authors Jon Katzenbach and Douglas Smith unveiled their model after having 
studied teams across several companies and various work challenges. Their book, The 
Wisdom of Teams, lays out their model of efficient teams in a triangular diagram, with 
the three points being the larger deliverables of any team: collective work products, 
performance results, and personal growth. And in order to reach those goals, there are 
three necessary factors in play, which make up the sides of the triangle: 

• Commitment: teams are committed when they have a meaningful purpose, 
specific goals, and a common approach to their work 

https://www.amazon.com/dp/B00WDDOS7I/ref=dp-kindle-redirect?_encoding=UTF8&btkr=1
https://www.amazon.com/dp/B00WDDOS7I/ref=dp-kindle-redirect?_encoding=UTF8&btkr=1
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• Skills: team members need skills in problem solving, technical skills to 
accomplish their craft, and interpersonal skills to enhance teamwork 

• Accountability: team members must have mutual accountability to one another 
as well as individual accountability to one's own work, and ideally these teams 
must be made up of only a small number of people 

 
The T7 Model of Team Effectiveness 
 

 
In 1995, Michael Lombardo and Robert Eichinger originally developed the T7 Model to 
try to get to grips with what factors affect team effectiveness. They identified five 
internal and two external factors, each starting with "T," hence the T7 model. These 
factors are: 

• Internal team factors 

Thrust: a common objective or goal 

Trust: knowledge that your team has your back 

Talent: skills to do the job 

Teaming skills: ability to function as a team 

Task skills: ability to execute on tasks 

• External team factors 

Team leader fit: whether the leader works well with the team 

Team support from the organization: how the organization enables the team to work 

https://www.wrike.com/project-management-guide/faq/what-is-a-task-in-project-management/
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For a team to be high performing, all five internal factors must be present. However, no 
matter how complete the internal factors, if leadership and the organizational support 
are lacking, the team's effectiveness is hampered. 
 
The LaFasto and Larson Model 
Authors Frank LaFasto and Carl Larson proposed a model in 2001 called Five Dynamics 
of Team Work and Collaboration. They gathered insights from investigating 600 teams 
across various industries to answer the question "what is an effective team?" In result, 
they built a model consisting of five layers or components that increase the likelihood of 
effectiveness: 

• Team member: What are his or her skills and behaviours? Picking the right 
person is the first step. 

• Team relationships: The right behaviour in a team builds up healthy working 
relationships between members. 

• Team problem solving: Good team relationships make it possible to work 
together to solve problems. 

• Team leadership: The right leadership enhances a team's success. 
• Organization environment: The right processes and company culture in an 

organization promote commitment from teams. 
 
The Hackman Model of Team Effectiveness 
 

 
 
Author J. Richard Hackman proposed a model in his 2002 book Leading Teams: Setting 
the Stage for Great Performances, that revolve around five conditions that increase the 
probability of team effectiveness. Hackman's study of analytic teams in the U.S. 

https://hackman.socialpsychology.org/
https://hbr.org/product/leading-teams-setting-the-stage-for-great-performances/an/3332-HBK-ENG
https://hbr.org/product/leading-teams-setting-the-stage-for-great-performances/an/3332-HBK-ENG
http://www.apa.org/science/about/psa/2004/06/hackman.aspx
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intelligence community confirms that these five conditions do indeed promote team 
effectiveness, and growing team capabilities over time: 

1. Being a real team as opposed to a nominal team: This means effective teams have 
a boundary which clearly delineates who is a part of the team, the members are 
interdependent, and the membership is at least moderately stable. 

2. Having a compelling direction that everyone works toward: This means setting 
goals that are clear, challenging, and of sufficient consequence to motivate team 
members to strive together. 

3. Having an enabling structure that allows for teamwork: The team's structure — 
its conduct, the way it organizes and works on its tasks — has to enable 
teamwork and not impede it. If, for example, only one person gets to approve the 
work of 20 people, then that structure is hampering the team's effectiveness. 

4. Having a supportive context within the organization that allows the team to 
work efficiently: This means the team receives adequate resources, rewards, 
information, and the cooperation and support needed to do their work. 

5. Having expert coaching and guidance available to the team: Effective teams in 
business are those with access to a mentor or a coach who can help them through 
any issues. 

 
The Lencioni Model 

 
In 2005, author Patrick Lencioni published his book The Five Dysfunctions of a Team, 
which laid out a work team effectiveness model based on what causes dysfunctions, 
conflicts, and political manoeuvrings in a work group. Basically, he mapped out the 
conditions you should not have if you want your team to be effective. To know your 
team's dysfunction is to know how to cure it. Those dysfunctions are: 

1. An absence of trust: If team members are afraid to be vulnerable, or afraid to ask 
for help, then they won't turn to their teammates for assistance. If there's no trust, 
there's no comfort level needed for interactions and work to be smooth. 

2. A fear of conflict: If everyone is trying so hard to preserve some artificial idea of 
peace in the group, there aren't any dynamic conflicts that result in productive 
ideas. 

https://www.tablegroup.com/books/dysfunctions
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3. A lack of commitment: If people aren't committed to the work they do or the 
team they're in, then they won't follow through on their decisions or deadlines. 

4. Avoidance of accountability: Here's another drawback of the fear of conflict — 
no one wants to hold others accountable for their work. 

5. Inattention to results: If personal goals become more important than the success 
of the group, then no one will be watching results or even planning how to 
improve those results. 

 
Lencioni's team effectiveness leadership model is illustrated as a pyramid, where you 
tackle each dysfunction one by one from the bottom up. If you've read this far, then 
you're probably wondering why there is a need for so many models. The truth is: a lot 
of the magic that allows high-performance teams to function is a mysterious mixture of 
individual perspective, group dynamics, and organizational support. What these 
models can do however is help you identify specific elements that may be lacking in 
your own team so that you can focus on improving overall effectiveness. 
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LEADING THE UNIVERSITY TRANSFORMATION WITH 

INTEGRITY: A CASE STUDY ON LEADERSHIP IN UNIVERSITI 
PUTRA MALAYSIA, MALAYSIA 

 
By: Saadiatul Ibrahim8 and Amer Hamzah Jantan9 

 
SYNOPSIS 
 
Similar to most renowned higher learning institutions in Malaysia, Universiti Putra 
Malaysia also took the opportunity in bringing Malaysia into the world education 
league.   Prof Datin Paduka Dato’ Dr Aini Ideris leads her institution towards becoming 
a world-renowned university with integrity. Her passion for education began since 
young. Brought up by a dedicated father who was a teacher, teaching is in her blood. 
Prof Datin Paduka Dr Aini Ideris joined Universiti Putra Malaysia which was formerly 
known as Universiti Pertanian Malaysia as a student in 1974 and as a Tutor in 1979. She 
was appointed as a lecturer in 1981. Her style of leadership has won her many followers 
in the university. She is a leader who always practises an open-door policy and always 
willing to listen to the views of others.  
 
The case focuses on the way change leadership and human management applied in 
Universiti Putra Malaysia. It discusses the concept of integrity that was implemented in 
the university. Within the case, several competency clusters were discussed, which 
includes personal effectiveness, cognition and leading others. The other two 
competency clusters are impact and influence as well as achievement and action.  
 
The case highlights how she gets everyone to be with her in bringing the university to 
become among the top universities in Malaysia. It also focuses on her contribution 
towards QS University rankings. Additionally, the case featured on how her efforts and 
leadership have accelerated UPM achievements. The case also pointed out the 
initiatives to develop social media presents and visibility of UPM by her and her team.  
 
Keywords: Change Leadership; Managing Humans; Integrity 
 

COMPETENCY CLUSTER COMPETENCY 

Personal Effectiveness Values and Ethics 

Cognition Visioning and Strategic Direction 

Leading Others Teamwork and Team Leadership 
Leveraging Diversity 
Change Leadership 

 
8 Saadiatul Ibrahim is a senior lecturer at the School of Business and Economics, Universiti Putra Malaysia. She can 
be contacted at saida@upm.edu.my 
9 Associate Professor Dr Amer Hamzah Jantan serves at the School of Business and Economics, Universiti Putra 
Malaysia. He can be contacted at amerhamzah@upm.edu.my 
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Impact and Influence Impact and Influence 
Relationship Building/Networking 
Tact & Courtesy 

Achievement and Action Achievement Orientation/Drive 
Initiative/Proactive Behaviour 

   
LEARNING OUTCOMES 
 
At the end of the training, the trainees are expected to be able to: 
Identify forces for change in the organisation 
Discuss the sources of resistance to change in the organisation 
Suggest potential ways to overcome resistance to change  
 
COURSE USAGE 
 
This case is suitable to be used in class, especially on leadership as well as change 
management.  It takes approximately 100 minutes for class discussion and presentation 
of possible solutions. 
 
Timing for 100-minutes Class Discussion 
 
15 minutes Introduction to the case and instruction 
35 minutes Group discussion of assignment questions 
40 minutes Presentation of the possible answers, each group approximately 10 

minutes, assuming four (4) groups 
10 minutes Debrief by the facilitator. 
 
Assign participants in groups of 4-6 to allow discussion and exchange of perspectives. 
Case discussion can be divided into parts, do it one at a time, consequently. 
 
DISCUSSION QUESTIONS 
 
Identify the issues mentioned in the case faced by UPM and identify the changes made 
by UPM following the case.  
 
After reviewing the case, discuss the sources of resistance to change in UPM and similar 
higher learning institutions. 
 
Identify the way UPM overcome the resistance to change. Suggest the other potential 
ways to overcome resistance to change. 
What are the leaders’ styles applied that are pertinent to the organisational 
transformation? 
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SUGGESTED ANSWERS 
 
Identify the issue mentioned in the case faced by UPM and Identify the changes made 
by UPM following the case.  
 
There are two issues mentioned in the case. The first is related to academic integrity. 
Integrity is among the core values applied in UPM, nevertheless with the number of 
staff and students in the organisation, it will need to be sustained.  
 
The second issue is the changes made to the system; as well as the administrative 
procedures within the organisation.  
 
The potential force of change are as follows: 
 

External Environmental 
Forces 

Internal Environmental Forces Page # 

Increased global 
competition 

Financial position  

Consumer demand New and revised mission and 
strategy 

 

Government laws Recognition of formal structure  

Economic conditions Acquisition and merger  

Technological advances   

 
After reviewing the case, discuss the sources of resistance to change in UPM and 
sources of resistance in general faced by most organisations. 
 
As depicted in Figure 1, there are five (5) sources of resistance to change.  
 

 
Figure 1: Individual sources of resistance to change 
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In the case of UPM, resistance comes mostly from individuals. First, when the VC 
introduced the iGIMS. Most staff will have a fear of the unknown. There was resistance 
from the supervisors as they feel they had to do more work.  
 
The introduction of iGIMS is considered to be a security issue, thus the resistance. When 
changes are made to the postgraduate administration matters, the potential sources of 
resistance are due to existing habits. The staff may not be ready to adopt new things 
because the changes may affect the way they usually do things.  
 
The followings are the potential sources of resistance. It can be categorised into two 
sources. i.e., Individual and organisational sources.  
 

Individual Sources Organisational Sources 

Habits – when confronted with 
change, the tendency to respond 
with our accustomed ways becomes 
a source of resistance 

Structure – formalised 
regulations which have been 
stabilised act as a counterbalance 
to sustain change 

Security – people assume change 
threatens their feeling of safety 

Dependence – interdependence 
among subsystems hinder the 
actions of change 

Economic reasons – people are 
concerned that they will not be able 
to perform the new task when pay is 
considered to evaluate the 
performance 

Group norms – even if 
individuals want to change their 
behaviour; group norms may act 
as a constraint 

Fear of the unknown -change 
substitutes ambiguity and 
uncertainty for the unknown 

Threat to expertise – changes in 
the organisational pattern may 
threaten the expertise of 
specialised groups 

Selective perception – people hear 
what they want to hear and they 
ignore information that challenges 
the world they have created 

Threat to power – change can 
threaten long-established power 
relationship within the 
organisation 

 Resource limitation – the needed 
change can be limited with the 
available resources 

 
Identify the way UPM overcome the resistance to change. Suggest other potential ways 
to overcome resistance to change. In the case, it is evident that education and 
communication are two of the techniques used by the university to shape the mindset of 
their staff and students toward embracing integrity. Participation is another technique 
used in the case of the university. Facilitation and support are also techniques used in 
the university to overcome resistance. The following are the potential resistance to 
change in any organisations.  
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Education and communication (This technique is used when resistance is due to 
misinformation) 
E,g, The 100th-day speech as the 8th Vice-Chancellor, open communication channel. 
 
Participation (This technique is used when resisters have the expertise to contribute) 
E.g., Doing all the activities with the people, attending the celebrations, and attending 
to and solving issues. 
 
Facilitation and support (This technique is used when resisters are fearful and anxiety-
ridden.) 
Eg. She applied an open-door policy.  
 
Negotiation (This technique is used when resistance comes from a powerful group). 
Not evident in the case of UPM 
 
Manipulation and co-optation (This technique is used when a powerful group’s 
endorsement is needed). Not evident in the case of UPM 
 
Coercion (This technique is used when a powerful group’s endorsement is needed). 
This technique is not evident in the case of UPM 
 
What are the leadership styles applied that are pertinent to the organisational 
transformation? 
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The leader had applied several leadership styles relevant to the Path-Goal Theory by 
House. In some cases, the leader tended to use the Directive style in which she took the 
time to explain her plan and what needed to be done. E.g., she initiated the iGIMS and 
explained the need to start with this application. In addition, she also applied the 
Supportive style in which she had offered help when needed. E.g., the open 
communication channel, and she even allowed her people to text and meet her 
personally whenever they needed to with her open-door policy. The leader was also 
using the Participative style when she asked people for their opinions to help improve 
situations. E.g., Open communication channel and using the university’s experts to 
manage the university. Finally, she set goals for the university and its members to 
pursue and continuously worked on updating them on the said goals. This style is the 
Achievement-oriented style.  E.g., she highlighted the importance of being at the top in 
QS University Ranking. 
 
At the same time, the leader was seen to have elements of transformational leadership 
as well. There are four elements in transformational leadership. 
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Develop and communicate the vision (Leaders use symbols, metaphors, symbols to 
frame the vision. They also communicate with humility, sincerity, passion.) 
E,g. The 100th-day speech as the 8th Vice-Chancellor, open communication channel. 
 
Model the vision (Leaders enacting the vision (“walking the talk”) while their 
behaviour symbolises and demonstrates the vision. In doing this, they build employee 
trust in the leader.) 
E.g., Doing all the activities with the people, attending the celebrations, and attending 
to and solving issues. 
 
Encourage experimentation (Leaders encourage employees to question current 
practices, and support a learning orientation.) 
E,g,  Having an open communication channel and allowing people to work on their 
areas of expertise. 
Build commitment to the vision (Stronger commitment from earlier elements while 
communicating, modelling, and encouraging experimentation through rewards, 
recognition, and celebrations.) 
E.g., Since she had done all the other elements, she received commitment on the goals 
she had planned for the university. 
 
 
 
REFERENCES 
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BELIEVE YOU CAN AND YOU ARE HALFWAY THERE: A CASE 
STUDY ON LEADERSHIP IN MANDALAY TECHNOLOGICAL 

UNIVERSITY, MYANMAR 
 

By: Dahlia Zawawi10 and Tee Keng Kok11 
 
 
SYNOPSIS 
 
Professor Phyoe Wai Htun was the Head of International Relations Office in the 
Mandalay Technological University, Mandalay, Myanmar. He had faced a number of 
obstacles in his effort to enhance internationalisation for the university. This case 
highlights a few leadership traits and styles that can be applicable to show how he had 
overcome some of his challenges in meeting the assigned goals. It is suitable to be used 
in human resources, leadership and management related courses and/or training 
sessions. 
 
Keywords: leadership, change, culture, technology, university, Myanmar 
 

COMPETENCY CLUSTERS COMPETENCIES 

Personal Effectiveness Organisational Commitment 

Self Confidence 

Cognition Business Acumen 

Leading Others Teamwork & Team Leadership 

Influence and Impact  Relationship Building/Networking 

Achievement & Action Achievement Orientation/Drive 

Initiative/Proactive Behaviour 

Stakeholder Focus 

 
LEARNING OUTCOMES 
 
At the end of the training, the trainees are expected to be able to: 
 

1) deliberate on the key traits essential for leaders to be successful in an organisation;  

2) discuss the impact of a leader’s style in creating influence and impact in the 

organisation; and 

3) analyse the university’s situation and provide justifications for the suggested solutions. 

 
 

 
10 Associate Professor Dr Dahlia Zawawi serves at the School of Business and Economics, Universiti Putra 
Malaysia. She can be contacted at dahlia@upm.edu.my 
11 Dr Tee Keng Kok serves as the Director of MBA Centre at Xiamen University Malaysia. He can be contacted at 
teekengkok@gmail.com 
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COURSE USAGE 
 
This case is appropriate for areas relating to Leadership, Human Resource 
Management, and Organisational Behaviour. Reviewing the information on the causes 
of problems of the organisation in the case will allow instructors to tease users to debate 
the various arguments or opinions found regarding higher education transformation. 
 
REFERENCES 
 
McShane, S., & Von Glinow, M. (2017). Organizational Behavior (8th Edition). New 
York: Irwin/McGraw-Hill. 
 
Noe, R.A., Hollenbeck, J.A., Gerhart, B. and Wright, P.M. (2011). Fundamentals of 
Human Resource Management (4th Edition). New York: McGraw-Hill.   
 
TARGET GROUP 
 
This case was designed for the Business and Management module used by adult 
learners, and/or relevant training participants. It highlights the issues of leadership 
with sub-issues on organisational change and organisational culture. 
 
COURSE LEADING STRATEGY 
 
The case can be conducted in a discussion setting where users and/or trainees are asked 
to read the case and then questions are thrown at the end to initiate responses. At the 
same time, this case can also be done in a debate-style where two groups are appointed 
to argue from various perspectives. Finally, the educators and/or trainers can use this 
case to be the base of a role play. Students and/or trainees can be instructed to act out 
the case which is then followed by the discussion. 
 
DURATION OF TIME FOR CASE ANALYSIS ACTIVITIES 
 

Activities Time Duration 

Reading the case 15 – 20 minutes 

Discussion among members (on theories, or general areas 
of interest) - optional 

15-30 minutes 

Elaboration on Q1 15 – 20 minutes 

Elaboration on Q2 15 – 20 minutes 

Elaboration on Q3 15 – 20 minutes 

Take Away Discussion 10 minutes 

 
 
 
 
SUGGESTED QUESTIONS AND ANSWERS  
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This case intends to answer three suggested questions: 
 
What are the key traits essential for leaders to be successful in an organisation? 
 
What are the most applicable styles adopted to ensure that the leader manages to 
influence and create an impact in the organisation? 
 
What are the possible challenges faced by the leader and the solutions he thought 
should be adopted? 
 
Question 1: What are the key traits essential for leaders to be successful in an 
organisation? 
 
Leadership is defined as the ability to influence, motivate, and enable others to 
contribute toward the effectiveness of the organisations of which they are members. 
Over time, several theories of leadership have been proposed. In this case, the focus was 
more into trait and behavioural perspectives adopted by a leader in handling 
stakeholder management.  
 
Early Trait Theories distinguished leaders by i) physical attributes; ii) personality 
characteristics; iii) social skills and speech fluency; iv) intelligence and scholarship; v) 
cooperativeness; and vi) insight. In the case study, some traits of Professor Phyoe are 
obvious such as: 
 
Organisational Commitment  
The leader’s thoughts or actions are documented to show that he is dedicated to a 
cause, activity, etc. of the organisation: 
Of all the things that he had thought about, there was always one thing that he was 
very sure of. “What I enjoy the most is that I can contribute to the university, to the 
country. For me that is the source of my inspiration to do my job.” 
Being the Head of International Relations had changed him. There was this passion and 
the excitement to do something new. And then there was the satisfaction of being able 
to contribute to the university. 
 
Self Confidence 
The leader’s thoughts or actions are documented to show that he is sure in oneself or 
one's abilities or qualities: 
Could he make this work? Was he up to this challenge, again? Oh well, he believed he 
can. Coming from a science background, marketing and negotiation were not Professor 
Phyoe’s forte. To improve himself, he viewed others’ ways in building a good network. 
He also learned from his mistakes. Professor Phyoe was not a person who easily gave 
up or intimidated by the difficulties of the tasks given to him. 
But, Professor Phyoe believed in lifelong learning. He was determined to shift his 
position from not knowing to knowing. He learned from experience, he searched for 
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good reading materials to develop skills relevant to leadership and business. Many 
times, he improved himself by trial-and-error method.  He might not have a business 
background, but he was a good scientist. As a scientist, it was natural for him to come 
up with a good plan and strategy to entice the industrial players to take part and invest 
in the conference. 
 
Business Acumen 
The leader’s thoughts or actions are documented to show that he has the intelligence 
and the knowledge of the business: 
It began when he was tasked to do the Memorandum of Understanding (MOU) for 
MTU. The office must improve international collaborations and bring foreign experts to 
the university. He saw that having an international conference was the easiest way to 
open avenues for collaborations. 
The team moved together to convince the regional government, alumni, international 
association, and businesses for support in any way the entities see fit to ensure that the 
conference was successful. 
Apart from the alumni, he believed in the importance of getting industrial support as 
well. Networking was, of course, easier said than done. 
 
Initiative/Proactive Behaviour 
The leader’s thoughts or actions are documented to show that he has made initiatives in 
improving himself: 
His closest mentor was the Reactor himself. When in doubt, he would seek his Reactor’s 
advice. Professor Dr Sint Soe was a man with visions. Tapping on the Reactor’s 
experience would allow Professor Phyoe to adopt knowledge practical to his job. 
Professor Phyoe used all his means in getting his job done. He decided that he should 
utilise the MOUs that MTU had with other universities and entities. He began 
designing different strategies to approach these different groups. 
It took a while for them to design their approach and proposals specific to the needs. 
However, since the university was a public university, that meant there was already 
strong support from the Ministry and the regional department. Such advantage was 
used to gain trust from the alumni and industrial players. 
Being in the management position had taught him a lot. Knowledge was essential. Skills 
were required. This was not about his technical skills at all. Surprisingly, his position 
made him more humane and wanted to learn more on acquiring human skills. 
 
*Note: This is by no means an exhaustive list of traits applicable to this case. Trainers 
are free to dwell on other relevant traits whether based on evidence provided in the 
case or using hypothethical examples. 
 
 
 
 
Question 2: What are the most applicable styles adopted to ensure that the leader 
manages to influence and create an impact in the organisation? 
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The study of leadership has given birth to many theories. Among them are 
Transformational Leadership; Transactional Leadership; Leader-Member Exchange 
Theory; Adaptive Leadership; and Servant Leadership. 
 
The concepts of transformational leadership were brought to prominence by political 
sociologist James MacGregor Burns, in the late 1970s. Burns identified two types of 
leadership: 

1) Transactional: where a leader influences other by what they offer in exchange, 

the transaction; 

2) Transformational: where a leader connects with followers in such a way that it 

raises the level of motivation and morality. 

Several factors serve as a starting place for test driving transformational leadership: 
 
Idealized influence, or charisma: Transformational leaders have an uncanny ability to 
make you want to follow the vision they establish. 
Inspirational motivation: Communication is a vehicle of inspiration for transformational 
leaders; they use words to encourage others and inspire action. 
Intellectual stimulation: Transformational leaders stretch others to think more deeply, 
challenge assumptions, and innovate. 
Individualized concern: Finally, while focused on the common good, transformational 
leaders show care and concern for individuals. 
 
Leader-Member Exchange (LMX) theory explains that in any group or organisation, 
there are in-group members and out-group members. In-group members work well 
with the leader, have a personality that fits with the leader’s, and are often willing to 
take on extra tasks or responsibilities. Out-group members are less compatible with the 
leader; they may hold dissenting opinions, have clashing personalities, or be less willing 
to take on extra assignments. Not surprisingly, in-group members are more likely to 
earn promotions; out-group members are more likely to leave. 
 
Adaptive leadership, one of the most recent leadership theories to emerge, says a leader 
is someone who mobilizes people to take on tough challenges, like inclusiveness. 
Adaptive challenges are challenges where solutions aren’t readily apparent. Adaptive 
leadership makes a distinction between leadership and authority. Authority is 
positional and requires power; leadership, in contrast, requires influence and the ability 
to mobilize. In the adaptive leadership model, the leaders are individuals who earn 
results through their influence. 
 
Servant leadership, which originated in the writings of Robert Greenleaf, requires 
leaders to place the needs of others over their own self-interests. Greenleaf believed 
leaders have a social responsibility to care for the disenfranchised and to serve first; he 
proposes shifting power to those who are being led. 
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As for this case, the evidence pointed the most to the application of leadership traits 
related to the Leadership Traits Theory. In addition, the leader can be seen to be closely 
applying the leadership contingency perspective shown in the Path-Goal Theory by 
House.  
 

 
 
In some cases, the leader applied the Directive style, where he gave specific instructions 
on what needed to be done. 
Because of that, he urged his team to understand the diverse needs of various 
institutions before they could begin offering something of interest. 
 
The leader tended to use the Supportive style in which he was willing to change his 
way in satisfying others. Because of that, Professor Phyoe encouraged his staff to be 
creative and innovative in finding solutions to the barriers that the office faced. He 
knew that there was no such thing as free lunch. The investment was a risk that he had 
to take in order to help MTU move forward and be globally recognised. “Begin by 
taking baby steps,” he reminded his people. Because of that, he urged his team to 
understand the diverse needs of various institutions before they could begin offering 
something of interest. 
 
The leader was also using the Participative style when included his team members 
when planning and making decisions. Of course, at times, they failed. Professor Phyoe 
remained positive for the sake of his staff. Every time they stepped on the wrong foot, 
he would have a meeting with his small team to discuss and deliberate about the issues 
and come up with a contingency plan. 
 
Finally, he set goals for the unit and its members to pursue and continuously worked on 
updating them on the said goals. This is the Achievement-oriented style.  After two 
years, the ball started rolling again. The office was ready to embark into the subsequent 
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international conference. “One problem with achieving goals was having the next ones 
inflated for you.” MTU had higher expectation already. They wanted more 
international participants to visit the university and be part of the conference. He knew 
he must make sure the goals set were clear and achievable. “People would be 
demotivated if they saw the goals to be impossible.” Every time a goal was met, they 
celebrated the achievement as well no matter how small it was. 
 
[*Note: This is by no means an exhaustive list of leadership styles applicable to this case. 
Trainers are free to dwell on other relevant styles whether based on evidence provided 
in the case or using hypothetical examples.] 
 
Question 3: What are the possible challenges faced by the leader and the solutions 
he thought should be adopted? 
 
Challenges: 
 
The university has no autonomy. 
In total, Myanmar had 171 higher education universities, and all these universities 
remained highly centralised and state-run.  The Ministry of Education controlled more 
than 50 universities and the remaining ones fell under the control of the 12 other 
ministries including Ministry of Health, Ministry of Science and Technology, Ministry 
of Defence, Ministry of Livestock, Fisheries and Rural Development. 
 
The university has no recruitment capacity. 
Staff were always in the position for transfer on a yearly basis. There was always the 
fear of losing his people due to the transfer.  
Because the government also controlled promotions, both the academic and supporting 
staff could move to better positions even though they were not contributing to MTU.  
 
The university is prevented to generate income freely. 
The Ministry could not provide enough financial support necessary for that purpose as 
there were just too many universities to sponsor. On top of that, being in a centralised 
system had prevented MTU from generating its own revenue from their student’s 
intakes. 
 
POSSIBLE SOLUTIONS 
 
Convince the government to give autonomy to universities. The justifications being: 
They can learn to manage themselves and develop their decision-making skills. 
Staff can be trained and developed better if they are permanently put in the 
organisations. 
Universities can be proactive in generating their income and therefore less burden for 
the government to sponsor. 
Fairness can be upheld especially in the promotion exercise. 
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CHANGE IS INEVITABLE, BE THE CHANGE: A CASE STUDY ON 

LEADERSHIP IN DE LA SALLE UNIVERSITY (DLSU), THE 
PHILIPPINES 

 
By: Tee Keng Kok12 & Ahmed Razman Abdul Latiff13 

 
 
SYNOPSIS 
 
Prof Dr Raymond Tan was appointed as the Vice Chancellor of Research and 
Innovation14 of De La Salle University (DLSU), a private university in 2013 at the age of 
40.  Being in this position, he decided to put faith in his own hands to architect policies 
based on his own experience as a researcher in his own right, instead of adhering to 
traditions. De La Salle University (DLSU) was established in 1911 as a teaching 
university known as De La Salle College.  However, a major transformation happened 
about four decades ago when De La Salle College was proclaimed as a university in 
1975. As a result, the President of DSLU began to emphasize on research in the 1980s. 
Unlike most private institutions, one of the vision-missions of DLSU is to be a “leading 
learner-centered and research university”. As a Vice Chancellor of Research and 
Innovation, Raymond faced numerous encounters from academics who resisted to 
change. Apart from that, the physical infrastructure of the university was not ready to 
cater to the change. Compounded by his young age holding a leadership position, 
Raymond faced extreme challenges to managed seasoned academics. The case 
discussed how a young Vice Chancellor managed to indoctrinate research culture in a 
traditionally teaching private university who eventually survived for three terms as a 
Vice Chancellor. The question is whether his current leadership style suffice for this 
traditional teaching university to sustain and to be known a reputable research 
university.  
 
Keywords: leadership, transformation, research, private university 
 
 

COMPETENCY CLUSTERS COMPETENCIES 

Personal Effectiveness Self-Confidence  

Cognition Visioning and Strategic Direction  
Conceptual/Creative Thinking  
Business Acumen  

 
12 Dr. Tee Keng Kok serves as the Director of MBA Centre at Xiamen University Malaysia. He can be contacted at 
teekengkok@gmail.com 
13 Associate Professor Dr. Ahmed Razman Abdul Latiff serves at Putra Business School. He is the Vice President 
(Finance) for Case Writers’ Association of Malaysia (CWAM). He can be contacted at razman@putrabs.edu.my 
14 The Vice Chancellor in DLSU was equivalent to the Deputy Vice Chancellor in Malaysia or any other 
universities in the region. 
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Impact and Influence Impact and Influence   
Relationship Building and Networking  

Achievement & Action Achievement Orientation/Drive  
Initiative/Proactive Behaviour  
Stakeholder Focus  

 
LEARNING OUTCOMES 
 
At the end of the training, the trainees are expected to be able to: 

1) Discuss the key issues/problems relating to change in a private university; 

2) Analyze the root cause of the problems leading to university transformation; 

3) Deliberate on the impact of a leaders’ styles in organizational transformation; and 

4) Ascertain the effectiveness of transformation initiatives in the case. 

 
COURSE USAGE 
 
This case is appropriate for a variety of areas, including Leadership, Human Resource 
Management, and Organizational Behavior. Reviewing information on the causes of 
problems of the organization will allow users to debate the various arguments or 
opinions found regarding higher education transformation. 
 
MAIN REFERENCES 
 
McShane, S., & Von Glinow, M. (2017). Organizational Behavior (8th Edition). New 
York: Irwin/McGraw-Hill. 
 
Noe, R.A., Hollenbeck, J.A., Gerhart, B. and Wright, P.M. (2011). Fundamentals of 
Human Resource Management (4th Edition). New York: McGraw-Hill.   
 
ADDITIONAL REFERENCES 
 
Hobfoll S.E. (1989). Conservation of resources: A new attempt at conceptualizing stress. 
American Psychology, 44, 513–524. 
 
Huy, Q. N., Corley, K. G., and Kraatz, M.S. (2014). From support to mutiny: Shifting 
legitimacy judgements and emotional reactions impacting the implementation of radical 
change, Academy of Management Journal, 57(6), 165-180. 
 
Katz,R. L. (1974, September-October). Skills of an effective administrator, Harvard 
Business Review, 90-102. 
 
Montomery, C. (January, 2008). Putting leadership back into strategy. Harvard Business 
Review, 54-61.  
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Vroo, V.H., & Yetton, P. W. (1973). Leadership and decision-making, Pittsburg: 
University of Pittsburg Press.    
 
TARGET GROUP 
 
This case is designed for management module in a higher education setting. Although 
this case was set from a private university’s perspective, the usage could be extended to 
public universities. As the interviewee was a Vice Chancellor (equivalent to a Deputy 
Vice Chancellor in Malaysia) of Research and Innovation, this case is targeted to future 
leaders aspiring to hold the position or higher management who intend to have more 
knowledge of the said role.  
 
COURSE LEADING STRATEGY 
 
The case can be conducted in a discussion setting where users and/or trainees are asked 
to read the case either a day ahead or to read in class as it is a short case. Questions are 
thrown at the end to initiate responses. Trainees could choose to either respond orally 
or to write down on flip charts for record purposes. Alternatively, this case can also be 
done in a debate style where two groups are appointed to argue from various 
perspectives. Table 1 in suggested answer to question 2 could be distributed during the 
discussion.  
 
SUGGESTED QUESTIONS AND ANSWERS  
 
This case intends to answer four specific questions: 
 
Identify and discuss the problems and root cause to the problems faced by Raymond. 
Evaluate and discuss the initiatives taken to promote research by Raymond. 
Discuss the actions taken by Raymond to reduce resistance to change. Suggest 
alternative solutions. 
Discuss the relevant leadership competencies Raymond possess as a leader that is/are 
relevant to drive the change in your university. 
 
Question 1:  
Identify and discuss the problems and root cause to the problems faced by Raymond. 
 
This question revolves around resistance to change. As a leader, it is imperative if one is 
sensitive in recognizing the reasons staff resist change. Based on Huy, Corley, and 
Kraatz’s (2014) resistance model to change, resistance does not manifest all at the same 
time. The resistance can be obvious, implicit, immediate or delayed. However, among 
the reasons senior staff resists to change are: 
 
Misunderstanding about the need for change/when the reason for the change is unclear  
Fear of the unknown  
Connected to the old way  
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Changes to routines  
Change in the status quo  
 
However, in many circumstances, people resist changes also for these reasons: 
Lack of competence  
Low trust  
Temporary fad  
Not being consulted  
Poor communication  
Exhaustion/Saturation  
Benefits and rewards  
 
Based on the conservation of resources (COR) theory (Hobfoll, 1989), people resist 
change because of resource loss due to an organizational change. The assumption of 
this theory is that people’s primary motivation is toward resource accumulation and 
maintenance and accumulation. Resources are defined as whatever is valued in their 
own right. They could be objects, personal characteristics (for example, emotional 
stability), or conditions (for example, social support). In this case, the focus was on job 
resources (conditions). According to the COR theory, people strive to retain, protect, 
and build those different types of resources. 
 
Question 2:  
Evaluate and discuss the initiatives taken to promote research by Raymond. 
 
Table 1 

 Initiatives taken by Raymond Weightage Score Effectiveness Score 

a. Human Resources    

 Confirmation criteria    

 Promotion criteria    

 Research Fellow    

 Monetary incentives    

 Sabbatical Leave    

 Research Grants    

 Capacity building    

 Research workshops    

     

b. Industry Linkages    

 Separate technology Incubator from 
the university 

   

 Matching Grant    

     

c. Data Management    

 Internal & External Analysis    

 Benchmarking    
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After evaluating, candidates are encouraged to discuss the score based on the relevance 
to their respective university settings. 
 
Question 3:  
Discuss the actions taken by Raymond to reduce resistance to change. Suggest 
alternative solutions. 
 
Basically, there was a resistance to change. In general, academics were comfortable with 
the status quo. There were comfortable being a conventional university working at their 
own pace. However, Kotter (1996), recommended an eight-step plan to counter 
resistance to change. In other words, the following eight steps are recommended to 
execute the changes/initiatives proposed. They are:  
 

 Steps to execute changes Raymond’s Yours 

1. Create a sense of urgency and reasons to change.     

2. Work with a group of people or supporter to drive 
change 

  

3. Formulate a vision to direct efforts and decision making   

4. Communicate and convince the importance of the 
vision 

  

5. Invite suggestion and empower decision making based 
on the vision 

  

6. Plan and execute activities and reward short-term and 
tactical actions which support the vision 

  

7. Coordinate the change efforts for continuous 
improvement 

  

8. Reinforce effort to change by rewarding positive 
behaviour 

  

 
*The model above is suggested based on literature. Specific suggestions could be 
solicited during the course of the training based on the needs of the environment where 
the leaders are based.  
 
Question 4:  
Discuss the relevant leadership competencies Raymond possess as a leader that is/are 
relevant to drive the change in your university. 
 
From the case, Raymond possesses the strategic leadership (Montgomery, 2008) style. 
Based on this style, Raymond is considered as a strategic leader because of his ability to 
align the various systems and structure in DLSU to achieve the ultimate objective of 
achieving his targets. A strategic leader thinks ahead in implementing strategies and is 
also characterized by his ability to convince his followers to execute decisions in order 
to ensure consistency of the strategy to achieve that vision. Raymond’s ability to 
strategize and plan for transformation was based on his willingness to continuously 
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learn from successful practices of other universities. It is also because of his vast and 
rich experience that he decided and executed most of his strategies. The low-level 
participation leadership style is explained by the leader-participation model (Vroom & 
Yetton, 1973) where in unfamiliar and non-routine situations, leaders tends to make 
most decision. However, the decisions were most often made based on evidence, and 
not just hunches. In other words, there is no ideal decision-making style, a leader’s 
decision-making style is merely based on the situation he or she is in. 
 
In management, leaders should have three general skills (Katz, 1974): Conceptual, 
Interpersonal, and Technical skills. Conceptual skills refer to leaders who possess the 
bird’s eye view of situations or phenomena (pg2, para 1). With this skill, a leader is able 
to draw connections and predict consequences. This skill is desired for top management 
as they are required to have a holistic picture of an organization. Raymond definitely 
possessed such skills as he was looking how to sustain the university financially from 
research and innovative initiatives.  
 
Interpersonal skills refer to the ability of a leader to form meaningful relationships with 
employees because leaders ultimately need to work with and through people. Ideally, 
middle managers need to emphasize and develop this skill because they are required to 
receive instructions or directions from top management and relate them to front 
managers; vice versa, the middle managers are expected to convey the front manager’s 
feedback to top management. Raymond also had interpersonal skills as he was able to 
seek cooperation from his counterparts as well as convinced top management of his 
ideas and initiatives but from the case, not much had been discussed about his working 
relationships with his subordinates (pg. 3, para. 3). Therefore, the analysis of 
Raymond’s interpersonal skills is restricted to one perspective. 
 
The third skill is technical skill. Front managers are expected to possess a high level of 
technical skill. This is attributed by the fact that frontline managers are closest to issues 
and problems faced by the organization. When a manager confronts an issue or 
problem, he or she is expected to have technical knowledge and skills to face and solve 
problems. However, as a leader rise higher along the corporate leader, the demand for 
this skill lessens. As for the case of Raymond, he was a prolific scientist himself. 
Therefore, he possessed high level of technical skills and general history and 
contemporary knowledge of Science and Technology (pg. 2, para. 3). As DLSU was 
facing research challenges, Raymond would have had the technical skills to navigate 
issues related to research.  
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A CASE STUDY ON LEADERSHIP IN NANYANG BUSINESS 

SCHOOL, NANYANG TECHNOLOGICAL UNIVERSITY, 
SINGAPORE 

 
By: Devika Nadarajah15 and Ahmed Razman Abdul Latiff16 

 
 
SYNOPSIS 
 
Associate Professor Dr. Low Kin Yew was an Associate Dean of College of Business, 
Nanyang Business School. Within a year of his appointment, he was tasked to 
collaborate with the College of Engineering to create a new undergraduate program 
that offers two majors; Engineering and Business. The program was meant to cater to 
the needs of the commodity sector in Singapore. He had to figure out the process of 
creating this new program from scratch as that kind of program was never offered in 
his university before. He had some ideas on how to proceed with this initiative but he 
also needed to figure out on how to prioritise some of the issues. Collaboration with 
various partners was very important and he was also aware that resource availability 
was on top of his concern.  
 
Keywords: leadership, strategic, achievement orientation, creative thinking, stakeholder focus 
 

COMPETENCY CLUSTER COMPETENCY 

Cognition Conceptual / Creative thinking 

Impact & Influence Relationship Building / Networking 

Achievement & Action Achievement orientation / drive 

Stakeholder focus  

 
LEARNING OUTCOMES 
 
At the end of the training, the trainees are expected to be able to: 

1) Discuss the key issues related to leadership competencies; 

2) Analyze the issues and challenges affecting leadership competencies; 

3) Deliberate on the impact of a leaders’ styles, decisions and actions in making important 

decisions 

 
 
 

 
15 Dr. Devika Nadarajah is a senior lecturer and serves at Putra Business School. She can be contacted at 
devika@putrabs.edu.my 
16 Associate Professor Dr. Ahmed Razman Abdul Latiff serves at Putra Business School. He is the Vice 
President (Finance) for Case Writers’ Association of Malaysia (CWAM). He can be contacted at 
razman@putrabs.edu.my 
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MODULE USAGE 
 
This case is appropriate for a variety of areas, including Leadership Competencies, 
Project Management and Strategic Management. Reviewing information on the issues 
and challenges of the organization will allow users to debate the various arguments and 
opinions related to leadership competencies. 
 
TARGET GROUP 
 
This case was designed for the Leadership Competencies module used by adult learners 
particularly from higher education institutions. It is suitable for the potential associate 
dean, dean, associate vice chancellor and vice chancellor of the university. It highlights 
some aspects of leadership competencies and the related issues and challenges. 
 
COURSE LEADING STRATEGY 
 
The case can be conducted in a discussion setting where users are asked to read the case 
and then questions are thrown at the end to initiate responses. At the same time, this 
case can also be done in a consultation format where the audience will be asked to come 
up with a proposal on how to create a new academic program. Since it is a short case 
study, users can be instructed to read during the session and it is not necessary to read 
before coming to the session. 
 
Timing for 90 minutes Class Discussion 
 
10 minutes Introduction to the case and users read the case 
30 minutes Discussion among the users on the case study 
20 minutes Selected users will be asked to propose solutions 
20 minutes Discussion by all users, facilitated by the facilitator 
10 minutes Debriefing by the facilitator 
 
SUGGESTED QUESTIONS AND ANSWERS 
 
Referring to the items that was considered important by Dr. Low in creating a new 
academic program, do you agree on the items that he has listed, or did he miss other 
important items?  
Go through each of the item considered by Dr. Low which was considered important 
when creating a new academic program. What will your concern be for each item on the 
list? 
Let us say you have completed and updated the list. What will be the sequence of 
executing these items once you decided to start the project? 
What are the key competency skills identified from this case study? 
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Question 1: Referring to the items that was considered important by Dr. Low in 
creating a new academic program, do you agree on the items that he has listed, or did 
he miss other important items? 
 
All the items considered by Dr. Low are appropriate to be considered when creating a 
new academic program. Other items that can be considered are accreditation standards 
and requirements (local and international), timeline, market demand and size, team 
needed to execute the project and any other possible considerations. 
 
Question 2: Go through each of the item considered by Dr. Low which was 
considered important when creating a new academic program. What will be your 
concern be for each item on the list? 
 
Industry needs: We need to figure out what are the job positions that the industry is 
offering to the local talents. We need to ensure that the job positions offered match the 
kind of competencies possessed by graduates of this undergraduate program. 
Students’ quality required by the industries: We need to figure out what kind of 
engineering and business knowledge and skills required by the industry from the 
graduates of the program. 
Type of trainings needed by the students: We need to ensure that the graduates of this 
program are well trained to take up the jobs offered by the industry without the need 
for further training after graduation. 
Available courses: Can the existing courses fulfill the industry needs? Have they been 
updated with the latest knowledge? 
New courses: Do we have the experts to create new courses? How long it will take to 
create a new one? How long to get them approved? 
Resources needed: Do we have enough funding, manpower and facilities to conduct this 
new program? 
Teaching staff: Do we have experts to teach these new courses? Can we get industry 
people to teach these courses? Can we start training our own staff to teach these 
courses? 
Endowments: Can we get endowments from these corporate players to support this new 
program? 
Corporate partners: Can we get these corporate players to become partners to the 
university? Their roles are important as they may provide various forms of support to 
this new program 
Similar program offered by other universities: Will there be a competition to this new 
program? 
Support by the government: Can government support this new program by coordinating 
the endowment contributed by private sector and individuals? 
Centre of excellence: Do we need to establish a centre of excellence for this new program 
or is it sufficient to park it under the College of Business? 
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Question 3: Let us say you have completed and updated the list. What will be the 
sequence of executing these items once you decided to start the project? 
 
First thing to do is to meet Associate Dean of College of Engineering and discuss on the 
execution of the project. The workload and allocation of tasks should be agreed upon 
during the meeting. Timeline and milestones should be set. Frequency of progress 
meeting should also be decided. After the meeting, a series of meetings should be held 
with various stakeholders such as industry players, government agency especially 
Enterprise Singapore, university management and staff. Once all information and data 
have been collected, a committee should be formed to create courses for the new 
program. A panel of industry advisors should also be formed to review the courses 
under this new program. At the same time, efforts should be taken to seek for 
collaborations among the industry players as well as getting endowment from various 
parties. If there is a need to set up a center of excellence, initial agreement must be 
sought from the university and funding needed to set up this center of excellence must 
be secured. Training need analysis should also be conducted to ensure that the program 
has enough teachers to teach the courses. Once the program has been approved by the 
accreditation body, promotion and marketing of the program should begin.  
 
Question 4: What are the key competency skills identified from this case study? 
 
The key competency skills identified from this case study are: 
Conceptual / creative thinking – questioning conventional approaches, exploring 
alternatives and responding to challenges with innovative solutions or services, using 
intuition, experimentation and fresh perspectives. 
 
Reference to the case study:  
“He immediately knew that this program would be unlike the existing programs. Most 
likely he had to come up with a program with two majors; Engineering and Business.” – 
Page 3, second line of first paragraph 
Relationship Building / Networking – building and actively maintaining working 
relationship and/or networks of contacts to achieve the University’s goal 
 
Reference to the case study: 
“He also knew that these corporate players would make great contributions to this 
program in many ways. They could provide their expertise in advising the right content 
for the program as well as providing manpower for teaching. In addition, they could 
also contribute in form of endowment to support the new program. What he needed to 
do then was to start engaging them and build up the networking.” - Page 3, last 
paragraph 
Achievement orientation / drive – focusing on personal efforts to achieve results which 
are consistent with the University’s objectives. 
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Reference to the case study: 
“He was sure that this program has great potential because commodity sector had a 
huge impact in Singapore. Besides, these commodity companies offered good career 
opportunities to NTU students. He felt that this would be an important program that 
could directly contribute to his country.” - Page 3, fourth line of second paragraph 
Stakeholder focus – identifying and responding to current and future stakeholder 
needs; providing service excellence to internal and external stakeholders. 
 
Reference to the case study: 
“The first item he wrote down was ‘industry needs’. Relating his past experience, Dr. 
Low recalled the time when there was an IT bubble that went burst in 2000, causing 
many universities to start experience declining number of students registering for 
information technology, which led them to fall short of IT students. He needed to 
ensure that this new program would not suffer the same fate. Next, he wrote ‘students’ 
quality required by the industries’ followed by ‘type of trainings needed by the 
students’. He then added ‘available courses’ and ‘new courses’ inside the list. He 
expanded the list by jotting down ‘resources needed’, ‘teaching staff’, ‘endowments’, 
‘corporate partners’, ‘similar programs offered by other universities’ and ‘support by 
the government’.” - Page 3, paragraph 3-4. 
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THE FIRST INTERNATIONALLY ACCREDITED BUSINESS SCHOOL 
IN THAILAND: A CASE STUDY ON LEADERSHIP IN SASIN 
GRADUATE INSTITUTE OF BUSINESS ADMINISTRATION, 

CHULALONGKORN UNIVERSITY, THAILAND 
 

By: Siti Rahayu Hussin17 and Ida Md Yasin18 
 
 
SYNOPSIS 
 
In 2010, Sasin Graduate Institute of Business Administration of Chulalongkorn 
University (Sasin) became the first university in Thailand to be accredited with AACSB 
(Association to Advance Collegiate Schools of Business International), and followed by 
EQUIS in the same year, both accreditations being the world’s recognition for top 
business school. EQUIS accreditation ensures a rigorous quality control, benchmarking 
a school against international standards in terms of governance, programmes, students, 
faculty, research, internationalisation, ethics, responsibility and sustainability, as well as 
engagement with the world of practice. Sasin is still one of the few business schools in 
Southeast Asia with both accreditations. Behind these successes was the founder, 
Professor Toemsakdi Krishnamra and his dedicated team, including one prominent 
faculty member, Professor Dr Ian Fenwick, who had been together with Sasin since the 
early 1980s. The journey towards international accreditation have been made successful 
through strong leadership and commitment among all faculty members. The process of 
fulfilling the criteria to become the top business school have forced the whole university 
to work on a single work culture and work environment where Sasin translated their 
vision and mission and transform these into various aspects of the school’s operations.  
This marked the beginning of a process which eventually made Sasin one of the top 
universities in Thailand. The success of Sasin as it stands today owes much to the 
leadership of its past president, director, and faculty members, and in particular that of 
Prof Fenwick. Prof Fenwick provided long-term committed leadership for the 
transformation of Sasin’s approach to internationally accredited higher education in 
Thailand.  
 
Keywords: Leadership; Diversity; Accreditation; Teamwork. 
  

 
17 Siti Rahayu Hussin is a Senior Lecturer at Faculty of Economics and Management, Universiti Putra Malaysia  

  
18 Dr. Ida Md Yasin is a senior lecturer and serves at Putra Business School. She can be contacted at 
ida@putrabs.edu.my 
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COMPETENCY CLUSTER COMPETENCY 

Personal effectiveness 
Organizational Commitment 

Self Confidence 

Leading Others 
Teamwork & Team Leadership 

Leveraging Diversity 

Impact & Influence 

Impact & Influence 

Relationship Building / Networking  

Tact & Courtesy 

 
LEARNING OUTCOME 
 
This case is suitable to be used in class especially on decision making and creativity, as 
well as in the area of conflict and negotiation.  It takes approximately 100 minutes for 
class discussion and presentation of possible solutions. 
 
TARGET AUDIENCE 
 
This case is suitable for training of leaders at higher learning institutions aspiring to 
obtain national or international accreditation.  
 
CASE LEADING  
 
Assign participants in group of 4-6, to allow discussion and exchange of perspectives. 
Several approaches can be employed to use this case depending on the background of 
audience whether they are from business school or other academic field. If the 
participants are from business school, they may want to refer to AACSB website to refer 
the standards as an appendix or additional information 
(https://www.aacsb.edu/accreditation/standards/business). If the participants are 
from other academic field, the facilitator may want to guide the participants to refer to 
other national or international accreditation standards as additional reference.  The 
accreditation process usually quite similar. 
 
DISCUSSION QUESTIONS 
 
Question 1: If your institution has set forth an objective to be of international repute, 
please address the following issues: 
 
(a) how would you lead your institution to become among the most preferred 
university for post graduate programmes?  
(b) what are your recommended strategies for university internationalization?  
(c) choose several important leadership competencies that you would possibly adopt in 
bringing your institution to international repute.  
(d) discuss the leadership style of Prof Fenwick. 
 

https://www.aacsb.edu/accreditation/standards/business
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Question 2: Assuming that you are the champion for accreditation, outline your plan on 
how to lead your organization to obtain any international accreditation for your 
institution, e.g., AACSB; EQUIS, AMBA etc.  
 
Timing for 100-minutes Class Discussion 
 
10 minutes Introduction to the case and instruction. Learners will be provided with 

the Leadership Competency Framework. 
40 minutes Group discussion of assignment questions 
40 minutes Presentation of the possible answers, each group approximately 10 

minutes, assuming 4 groups 
10 minutes Debrief by the facilitator. 
 
DISCUSSIONS/ANSWERS 
 
Question 1 
For this question, the discussion can be from a macro perspective and micro 
perspective, i.e., from the overall university’s mission and statement and strategic plan 
to the micro perspectives at units/faculty levels with specific objectives and programs 
to be implemented in specified time line. Any higher learning institution aiming to 
become internationally renowned needs to have a strategic plan, with clear vision and 
mission. A leader in this kind of institution musts be able to lead by setting objectives, 
timeline, infrastructure, facilities, human resources and opportunities for industrial and 
community engagement.  Among the most important strategies would be to obtain 
international accreditations, increase international students, increase engagement with 
industries and communities at local and international levels. The case has given some 
information on how the leaders in sasin worked their way to obtain international 
accreditation. Among strategies for internationalization include increasing international 
staff, students and having more industrial and community linkages. The case has 
shown some of the plans and programs initiated by Prof Fenwick to increase the 
participations of international staff, students, research and industrial linkages. Using 
the Leadership Competency Framework, learners may be able to identify some of the 
competencies exemplified by Prof Fenwick. 
 

Cluster Competencies Example from the case 

Personal effectiveness Organizational 
commitment 
Self confidence 

Page 4, 6 

Leading others Teamwork & team 
leadership 
Leveraging diversity 

Page 6-7 

Impact & influence Impact & influence 
Relationship building & 
networking 
Tact & courtesy 

Page 4-5 
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Participants may discuss various leadership style for Prof Fenwick. Taking into 
considerations the challenge of multi-racial composition of the faculty members and 
students.  
 
There are a few leadership theories for consideration such as below and not limited to 
these only: 
 
Situational Theories 
Situational theories propose that leaders choose the best course of action based upon 
situational variables. Different styles of leadership may be more appropriate for certain 
types of decision-making. For example, in a situation where the leader is the most 
knowledgeable and experienced member of a group, an authoritarian style might be 
most appropriate. In other instances where group members are skilled experts, 
a democratic style would be more effective. Situational Leadership Theory is really the 
short form for "Hersey-Blanchard Situational Leadership Theory" and draws major 
views from contingency thinking. As the name implies, leadership depends upon each 
individual situation, and no single leadership style can be considered the best. Tasks are 
different and each type of task requires a different leadership style. A good leader will 
be able to adapt her or his leadership to the goals or objectives to be accomplished. Goal 
setting, capacity to assume responsibility, education, and experience are main factors 
that make a leader successful. Not only is the leadership style important for a successful 
leader-led situation but the ability or maturity of those being led is a critical factor, as 
well. Leadership techniques fall out of the leader pairing her or his leadership style to 
the maturity level of the group. 
 
Participative Leadership 
Participative leadership involves followers in the decision-making process which has 
many benefits for both followers and the leader. The style often receives a great deal of 
praise for its ability to create a more engaged workforce. Follower feedback is actively 
sought out and applied by participative leaders. This creates a strong sense of value and 
job satisfaction for followers who believe that their opinions and efforts matter to the 
leader. Active participation by followers also creates a greater sense of community as 
the group becomes invested in achieving organizational objectives and works toward 
the common goal of achieving them. 
 
Followers are also more likely to accept changes to policies and procedures that they 
had a hand in crafting. This is particularly beneficial when major changes need to be 
made in order to keep the organization moving forward. Resistance from front-line staff 
can effectively kill organizational evolution and it is important to create a sense of 
inclusion to ensure a successful transition. Providing an opportunity for followers to 
help shape the future creates a strong sense of buy-in and helps cut down on future 
issues as individuals have an opportunity to help choose their fate. 
 

https://www.verywellmind.com/what-is-the-situational-theory-of-leadership-2795321
https://www.verywellmind.com/what-is-autocratic-leadership-2795314
https://www.verywellmind.com/what-is-democratic-leadership-2795315
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Allowing followers to be involved in the decision-making process is also beneficial in 
the diversity of ideas that are presented. Instead of having their own points of reference, 
experiences, or abilities to draw from, participative leaders have the advantage of 
receiving input from their followers who can use their own abilities, skills, frame of 
references, and strengths to help create more creative and effective solutions to issues. 
Leaders may also benefit from having followers play devil’s advocate by having them 
theorize potential outcomes of decisions before they are enacted. This can help prevent 
issues down the road as potential obstacles are identified ahead of time and strategies 
for navigating these roadblocks can be planned. 
 
Another strength of the participative leadership style is the effect it has on employee 
retention and growth. Followers, because of their engagement in the decision-making 
process, take ownership of the organizational objectives and view themselves as 
playing a key role in obtaining them. This encourages followers to stay with the 
organization to ensure that objectives are accomplished. Additionally, the style allows 
every member of the group to contribute and provides an opportunity for individual 
followers to exhibit their own leadership ability by taking the lead and guiding 
discussions. Wise participative leaders will encourage followers to pursue opportunities 
for leadership and assist them in obtaining their goals. 
 
While the participative leadership style has many strengths, especially as it relates to 
improving follower morale, creating a strong sense of organizational identity and 
establishing a trusting relationship between supervisor and subordinate, it is not 
flawless. The human-oriented approach of the style and specifically its focus on seeking 
input from followers can present challenges. 
 
First, the process of involving followers in the decision-making process is time 
intensive. Leaders must also spend time clearly communicating the issue being 
addressed or explaining the possible options so that followers have the necessary 
information to make informed decisions. Ample time must also be allotted for followers 
to process the information, formulate suggestions, and present options to the leader. 
Lastly, a leader must spend time analyzing the information and suggestions provided 
by followers before making a decision. The time required to successfully enact 
participative leadership therefore impairs leaders from making quick decisions which 
could potentially delay action or result in missed deadlines. In this way, the biggest 
strength of the style is also its greatest weakness. 
 
Participative leadership also does not work well in situations where followers lack the 
skills, knowledge, or information to contribute in meaningful ways. Leaders might need 
to devote extensive time to evaluating, and if needed, training followers to ensure they 
are capable of contributing. Furthermore, there might be instances where a leader is 
unable to share all the pertinent information with a group of followers. In situations like 
this the group is operating at a disadvantage because they don’t have all the details. 
Any suggestions they offer will suffer from the lack of a complete picture. 
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Keeping a team focused and working harmoniously toward a common goal can also 
present a challenge. Group work can sometimes involve contention as individuals share 
and discuss various ideas. Additionally, certain personalities can dominate others. 
Leaders must therefore ensure that they set the example for respectful dialog, are 
proactive in identifying potential conflicts within the group, and act swiftly to correct 
issues before they get out of hand. Participative leaders must also be aware of the 
power of group-think and work to ensure that different points of view are encouraged 
and have an outlet for expression. It is also critical that participative leaders keep the 
group focused and on task. They must therefore become skilled at setting and enforcing 
deadlines and leading meetings or discussions. 
 
Participative leaders may also find themselves too dependent on followers to make 
decisions. This can manifest itself in a couple of different ways. First, since participative 
leaders recognize that they don’t know everything and are comfortable in this 
acknowledgment, they therefore may become complacent in their technical knowledge 
and allow their skills to become obsolete. This can create a dependency issue for the 
leader as they have no choice but to rely on the expertise of others to make a decision. In 
situations like this the leader can quickly find themselves in trouble if a follower’s skill 
level is inadequate to contribute in a meaningful way or a follower exits the 
organization and the leader is unable to fill the new knowledge gap. Leaders also run 
the risk of becoming too comfortable with the abilities of their followers. This can cause 
them to replace their participative style with a delegative style in which the leader 
ceases to play any role in the decision-making process at all. Both of these circumstances 
have the potential to not only hurt the leader’s future employment but also prevent the 
organization from achieving its objectives. Participative leaders must therefore commit 
themselves to obtaining additional technical knowledge and staying actively engaged in 
the operations of their organizational unit. 
 
Question 2 
Possible Answers:  
Participants can discuss various approaches. Though they can be from different 
background (not necessarily business schools), but the steps for any accreditation are 
almost similar. 
 
Assign Roles  
When the school begins the pre-accreditation process, the first step is the assignment of 
roles. The primary roles are coordinating the overall accreditation process, coordinating 
assurance of learning, and writing the self-evaluation report. Depending on the 
situation at the school, three people or groups, or a single person might fill the roles.  
The coordinator of accreditation understands the requirements for a successful self-
evaluation, including the data and processes to report for each standard. Gathering 
institutional data on student characteristics is an example of a necessary task for 
completing the self-evaluation report. This person typically travels to meetings and 
conferences and works with consultants.  
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The first rule for assurance of learning is that someone has to be in charge. This role is 
crucial for developing and implementing the assessment plan, working with faculty, 
and compiling reports. Perhaps the most critical task for the coordinator of assurance of 
learning is “closing the loop” in which the faculty make decisions to create positive 
changes in the school based on assessment data. The author of the self-evaluation report 
has to know the school and its processes. Like the coordinator of accreditation, this 
person has to know the standards thoroughly and work with consultants, the AACSB 
visiting team leader, the dean, faculty, and staff to create the document submitted to 
AACSB.  
Schools usually find that someone besides the dean (an associate dean or department 
chair(s) will perform one or more of these roles (although the dean has the ultimate 
responsibility for achieving accreditation).  
 
Read the Standards  
Many of the questions that coordinators ask about achieving accreditation are answered 
in the AACSB standards document, Eligibility Procedures and Accreditation Standards 
for Business Accreditation. The standards document includes:  
1) the basis for judgment, which provides evaluation criteria,  
2) guidance for documentation, which provides a list of items the visiting team might 
examine, and  
3) headings and sections for items addressed in the self-evaluation report.  
The visiting team may request the school to format the self-evaluation report to include 
each of the headings for each of the standards. The coordinator of accreditation and the 
writer of the self-evaluation report need to pay particular attention to the required 
tables for the report, especially the content and format of these tables. In addition to the 
Standards, the coordinator should study the Self-Evaluation Report Guidelines 
(Guidelines), a document found on the AACSB website. The Guidelines describe the 
process for preparing for the visit, including a list of typical documents to prepare for 
the team to view when they are at the school. However, the coordinator should contact 
the team leader early in the process to find out what supporting documents to have on 
hand. In addition to the Guidelines, the coordinator should be on alert for annual 
updates to the Standards. The AACSB liaison for Sasin can recommend that the school 
be in compliance with the current updates in the year in which the self-evaluation 
report was submitted.  
 
Understand the Focus of Accreditation  
A guiding principle during the accreditation process is the focus on identifying and 
reporting on the processes that ensure the quality of the business school. The school is 
responsible for demonstrating that the school offers a program of quality. Quality at 
Sasin, which is primarily a learner-centered university, is different from a school that 
emphasizes research productivity.  
 
The processes that ensure maintenance of quality are crucial for achieving accreditation. 
By studying the AACSB standards, the coordinator for accreditation can identify the 
processes on which to report and maintain. The coordinator identifies the processes 
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currently in place in the school and may have to assist in developing new processes or 
enhancing currently existing processes.  
 
The significant processes for the school include the development and review of the 
mission statement, the production of intellectual contributions, and the allocation of 
resources. An example of a process related to students is academic advising. The self-
evaluation report should clearly describe the faculty evaluation process and procedures 
for tenure and promotion. Additional processes include the assignment of faculty 
responsibilities, curriculum development and review, the evaluation of teaching, and 
assurance of learning.  
 
The coordinator’s primary role is documenting these activities and working with the 
writer of the self-evaluation report to describe the processes. In addition, the 
coordinator of accreditation works with the dean and other administrators and 
committees to define characteristics of participating and supporting faculty and the 
college’s requirements for academic and professional qualifications.  
 
Get Organized  
Getting organized is typical of any project in which action items are identified, persons 
to assist are recruited, and timelines for completion are developed. Some of the action 
items come from the AACSB standards, guidelines, and updates. Some action items will 
be developed from consultants’ comments. These comments are critical for success 
because a person with experience can identify the most important action items and can 
provide indications about how teams might view the processes at the school. Because 
the standards require descriptions of the environment in which the school operates, 
some data gathering will be necessary. The typical types of data for the self-evaluation 
report include student characteristics, student satisfaction, and placement of graduates. 
The coordinator of accreditation is responsible for ensuring that these data are collected, 
analyzed, and shared with administrators and faculty. Plans for these processes should 
be part of “getting organized”.  
 
Centralize and Simplify  
The faculty should know what administrators expect from them as soon as possible 
after the school commits to working towards accreditation. Early in the accreditation 
process, the faculty should have a clear set of academic qualifications and professional 
qualifications. Definitions of participating and supporting faculty should also be 
developed in the early stages so that faculty members have sufficient time to meet 
expectations in these areas also. Furthermore, if additional resources are required for 
faculty support (to achieve academic qualifications, for example) the deans and 
administrators need time to mobilize these resources.  
 
Polite Persistence  
One of the challenges of achieving accreditation is keeping faculty focused on the tasks 
asked of them. Faculty members are reluctant to put time into activities that are never 
reviewed or addressed by anyone, making them feel that all of their effort was not 
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valued or necessary. Although the dean has ultimate responsibility for achieving 
accreditation, someone has to make sure that details of the process are completed. One 
of the ways to keep the accreditation processes going is to engage in “polite 
persistence”—reminding faculty members in a friendly way that the vita needs to be 
submitted, the survey needs to be completed, etc. Many faculty members simply forget 
to comply because of the numerous other emails received every day. However, caution 
should be employed in using emails too frequently because they will be ignored in that 
case. After a reasonable number of emails and time, other methods of communication 
should be used (phone calls, face to face conversations, etc.).  
 
Documentation 
Finally, beginning the writing of the self-evaluation report early will ensure that the 
final document will be prepared thoughtfully and will reflect the quality of the business 
school.  
 
Other aspects to be taken into consideration are: 

• Onsite assessment and gap analysis 

• Standards-compliant policies, procedures, and plans 

• Quality improvement program design and training 

• Risk management practices 

• Mock surveys and survey preparation for staff 

• Project management 

• Post-site-visit reports 

• Annual accreditation maintenance plans 
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A CASE STUDY ON LEADERSHIP IN TON DUC THANG 

UNIVERSITY (TDTU), VIETNAM 
 

By: Haslinda Hashim19and Raja Nerina Raja Yusof20 
 
 
SYNOPSIS 
 
This case is about the transformation of TDTU, once a private university focused in 
development and training of Ho Chi Minh City workers into a semi-public university. 
Under the leadership of its president, Professor Le Vinh Danh, TDTU rose from an 
unassuming university into the number 1 university in Vietnam and among the top 200 
in the world (THE ranking). Professor Le Vinh Danh, was an academician with a vast 
experience in administrative services at local and international level.  At TDTU 
Professor Danh was initially appointed as the Vice President before he took on the 
President post. The developments and changes of TDTU’s operations and 
administration such as (development of landmarks facilities, visibility through 
international accreditation and certification, excellence through research and academic 
programs) depicted in the case reflects the effectiveness of the transformative leadership 
by Professor Danh. In fact, for such a new university, only 17 years of existence since it 
became a semi-public university, it can be said that the leadership has indeed brought 
quick positive changes to TDTU, far from where it once was. One of the important 
evidences distinguishing the transformative style of leadership was how Professor 
Danh built a solid foundation for TDTU communities by providing a set of meaningful 
values incorporating vision, mission, goals and work principles. These set of values 
served to change the organizational culture and act as an inspirational motivation to the 
staffs in TDTU and provided them with clear directions and goals to achieve. Further to 
this, the investments made on facilities such as the TDTU Inspire Library, Sports 
Complex, Fifa rated football stadium and long list of accreditation and certification 
acquired was evidence of the bold transformative leadership by Professor Danh to 
move from TDTU’s status quo to a university which is visible at the local and 
international level. This case is suitable to be used in human capital training and 
development, leadership and management related courses and/or training sessions. 
 
Keywords: transformative leadership, organizational culture, values, change 
 
 
 
 
 

 
19 Haslinda Hashim is an Associate Professor in the Department of Management and Marketing, Faculty of Economics and 

Management, Universiti Putra Malaysia. She can be contacted at haslinda@upm.edu.my 
20 Raja Nerina Raja Yusof is an Associate Professor in the Department of Management and Marketing, Faculty of 

Economics and Management, Universiti Putra Malaysia. She can be contacted at nerina@upm.edu.my 
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COMPETENCY CLUSTER COMPETENCY 

1. Personal Effectiveness • Self-Confidence 

2. Cognition • Visioning and Strategic Direction 

• Conceptual/Creative Thinking 

3. Achievement & Action • Achievement Orientation/Drive 

• Initiative/Proactive Behaviour 

• Stakeholder Focus 

4. Leading Others • Change Leadership 

 
LEARNING OUTCOMES 
 
After using this case, the trainees or participants should be able to: 
1.   Analyze the transformative leadership elements 
2. Distinguish the importance of transformative leadership in bringing change to an 

organization 
3.   Discuss ways leaders can initiate change and inspire followers 
 
TARGET GROUP 
 
The case is suitable for adult learners, for example, senior policymakers and senior 
officials who are responsible for managing and leading universities as well as would-be 
future leaders in higher academic institutions. 
 
CASE LEADING STRATEGY  
 
This case can be conducted in a setting where: 

• Users/trainees/participants discuss the issue in the case base on role play 
setting e.g., groups of leaders, groups of administrators and groups of 
academic staffs or groups from different academic fields to discuss the 
issues highlighted in the questions. Since this case is specifically for 
senior-level staff with experienced participants, their inputs and 
experiences will give more insights to the discussion and knowledge 
content.  

• Users/trainees/participants provide their responses in a ‘buzz group; a 
smaller group of 3-4 is set up, each group needs to read the case and 
respond to questions given to them.  

• To encourage critical discussion, users/trainees/participants could be 
requested to debate on issues relating to differences of leadership style 
that they think could be possibly effective and/or ineffective in leading 
change in an organization 

• Time needed for each section of the case, should be adapted to the 
method of discussion that the facilitators intend to implement and the 
time they have at hand, for example buzz group and debate will take 
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longer than compared to general discussions. Larger groups will 
definitely take more time to move from one question to another. 

 
SUGGESTED QUESTIONS AND ANSWERS 
 
1.  Analyze and discuss the leadership style that was implemented by Professor Le 

Vinh Danh. 
2.  Compare and contrast the leadership style of Professor Danh with one other style 

of leadership. Discuss if this style would be as effective if implemented? 
3.   Discuss several ways for leaders to build a high-performance organisation 
culture 
 
Question 1 
Discuss the decision-making style that was implemented by Professor Le Vinh Danh. 
One of the leadership styles that could be an answer is Transformational Leadership. 
Transformational leadership are leaders who go beyond getting employees to achieve 
organisational objectives. They can lead changes by encouraging employees to do more 
than the ordinary by developing trust, exhibit self-sacrifice, developing higher levels of 
intrinsic motivation as well as loyalty which can produce significant organisational 
change and result. 
 
Transformational leaders are influenced by two factors 
1. Individual characteristics – the personalities of this type of leader tend to be more 
open to change, agreeable and proactive compared to non-transformational leaders. 
2. Organisational culture – the organisational culture that fosters this kind of leaders are 
usually more flexible, adaptive. 
 
The case shows Prof Danh to be receptive of TDTU being ranked by different ranking 
bodies such as the QS rankings, THE ranking as well as the ARWU ranking. Also he is 
proactive in investing in various accreditation exercises (pg. 6 in Case Study). Further to 
TDTU culture allows the university to equip themselves with the latest infrastructure 
which enables them to attract local and international student (pg. 5 in Case Study)  
 
Transformational leaders have 4 key behaviours that distinguish them from other types 
of leadership, as shown in Figure 1 below. 
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Figure 1: Model of Transformational Leadership 

 
Source: https://managementstudyguide.com/transformational-leadership.htm 
 

 Inspirational Motivation: A transformational leader inspires motivation by 
promoting vision, mission and shared values to their followers. Through this, their 
followers are guided with a sense of meaning and a common purpose. 
Example: Prof Danh had many times promoted vision and values through his 
leadership in TDTU (see pg. 4 in the Case Study). He also relates directly or 
indirectly the effort of TDTU in various aspects such as research, development of 
infrastructure, accreditation and academic program internationalization with the 
pursuit of TDTU vision and mission to become top 200 universities in the world (see 
pg. 1, 4, 5 ,6 and 7 in Case Study) 

 Intellectual Stimulation: This kind of leaders excel in communicating the 
organisation’s strength and opportunities without overlooking the weakness and 
threats, so the followers can appreciate the need for change and a renewed purpose. 
Example: Prof Danh emphasis on the importance of research to his staffs as well as 
encouragement for them to excel in their area through research funding and modern 
laboratories for research. Also, the way Prof. Danh anticipate that excellent 
infrastructure such as sports centre and Inspire library will be a golden nugget that 
set TDTU apart from their competitors (see pg. 4&5 in the Case Study). 

 Idealized Influence: Transformational leaders inspire trust in their followers by 
being consistent, focused and persistent in their effort to achieve organizational 
goals. They practice what they preach and also become a role model of desirable 
values. 
Example: Prof Danh’s research and publication experiences and working 
background that reflect the recognition received from local and international 
institutions is a model to his followers (see pg. 35 in the Case Study). 
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 Individualised Consideration: Transformational leaders actively encourage followers 
to grow and excel by empowering them, pushing them with wider responsibility 
and challenging goals (see pg. 4&5 in the Case Study). 

 
Question 2  
Compare and contrast the leadership style of Professor Danh with one other style of 
leadership. Discuss if this style would be as effective if implemented? 
There may be a possibility that some participants will argue the style of Prof. Danh is a 
Transactional leader as oppose to Transformational leader. Instructors may want to 
stimulate discussion and encourage participants to justify their opinions. Even to pose a 
question which leadership style they think is more effective? Alternatively, discussion 
could build up with opening the discussion to the possibility of a leader having both 
styles at the same time. 
Facilitators need to be ready and open to discussion as participants might come up with 
other leadership style than Transactional for example; Servant Leadership, Situational 
Leadership and many others. 
To encourage critical discussions among participants facilitators could encourage 
participants to think and discuss not only on the effectiveness but also the 
ineffectiveness of different leadership style. 
 
Table 1. Transactional VS Transformational Leader 
 

Transactional Leadership Transformational Leadership 

Responsive 
 
 

Proactive 

Performs within the organizational  
culture 

Implement new ideas to change   
organizational 
culture The leader sets rewards and  

punishments for followers to achieve  
goals 

The leader focuses on followers’ higher 
ideals and moral values to achieve goals 

A leader motivates followers by  
attracting to their own self-interests 

A leader motivates followers by 
encouraging them to put group interests 
first 

Maintains the status quo Develop creative and innovative idea to   
solve problems 

 Source: Burns in Odumeru & Ifeanyi (2013), cited from Junita, I (2019) 
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Question 3  
Discuss several ways leaders can take to build a high-performance organisation 
culture? 
*Some of the ways that leaders can take are: 
 
1. Inspire Change through shared organizational culture  
Leaders must champion the organisational climate and culture that they want. So, it is 
crucial that a solid foundation of values and principles are built and shared among 
followers in an organization.   
 
2. Link Work to Organizational Mission and Vision 
The mission and vision clarify the purpose of an organisation and help employees 
understand why their organisation exists. It is pertinent for leaders to help employees 
see and understand how their work contributes to accomplishing the organisational 
mission and vision. Upon understanding, employees are expected to give their 
commitment to working so objectives of the organization can be accomplished 
 
3. Track and Talk about Performance 
There should be a clear and proper performance measure for employees in an 
organisation. Employees should generally know how their own performance fair, which 
is an excellent performance, how can performance be improved. Performance feedbacks 
via regular communications is important so employees can take corrective action to 
improve as well as continue to perform the best they can. 
 
4. Build Hierarchy of Objectives 
Leaders can establish hierarchies of objectives according to levels in the organisations 
(e.g dividing the overall objectives into, sub-objectives. 
 
5. Invest in Talent  
Leaders must recognise that investing and building talent is crucial for an organisation. 
Management must do the needful to develop abilities of staffs and improve 
organisational performance 
 
6. Recognise and Reward 
 
7. Build Organisation Commitment 
*these lists are not meant to be exhaustive, it will also depend on the input of the 
participant/trainees 
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TIPS FOR FACILITATORS 
 
Facilitators can encourage participants to build their readings on leadership style 
various credible sources such as journals articles and books written by renown 
leadership gurus. One of the recommended reading particularly for Transformative 
Leadership and Transactional Leadership is the book below: 
Scouller, J. (2011). The three levels of leadership: How to develop your leadership 
presence, knowhow, and skill. Management Books 2000. 
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Notes: 
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This book contains teaching notes for cases 
published in ‘Leadership Case Studies of ASEAN 
Higher Learning Institutions’.  The teaching notes 
are to serve as a guide for instructors who plan to 
utilize these cases in their classes.  Each teaching 
note includes an overview of the case, its 
objectives, relevant leadership competency cluster 
(developed by AKEPT), information on its leading 
strategies, a discussion on related theoretical 
framework, suggested assignment questions for 
instructors and their corresponding suggested 
answers.  The use of these teaching notes, in 
combination with the application of knowledge 
and creativity of instructors and students, will 
expand their boundary of knowledge while 
participating in the case-based learning process. 
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