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ABSTRACT:  

 

Senior academic leadership, particularly at the level of dean, plays a pivotal role in shaping the 

quality and effectiveness of university education. Over recent decades, this role has undergone 

significant transformation, shifting from a predominantly academic focus toward a more managerial 

orientation. This research investigates how the deanship is enacted in practice and how individuals 

occupying this position construct and negotiate their professional identities. The study is grounded 

in the assumption that both the expectations attached to the role and the identities developed by 

deans are deeply embedded within specific cultural contexts—an assumption informed by the 

researcher’s positionality as an insider within Libyan higher education. 

To examine these issues, the study employs a comparative qualitative design, focusing on deans 

from one Libyan university and one UK university. Data were generated through in-depth, face-to-

face interviews with twelve participants—six from each institution. A life-history interview 

approach was adopted, encouraging participants to reflect on their personal backgrounds, early 

professional experiences, pathways to deanship, current responsibilities, and future ambitions. The 

analysis is guided by a three-dimensional conceptual framework encompassing career and life 

stages, national cultural influences, and the social construction of professional identity. 

The findings indicate that cultural and political contexts strongly shape both the expectations placed 

on deans and their lived professional realities. Differences between the Libyan and UK cases cannot 

be attributed to variations in early socialisation, as participants across both settings reported broadly 

http://www.civilejournal.org/
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Introduction: 

the goal of this research paper is to examine the leadership 

skills possessed by senior leaders in Higher Education in both 

Libya, and the UK, and to establish leaders’ perceptions of 

how they developed their leadership abilities, and what 

shaped their professional identities. In this examination, the 

study explores whether senior leaders identify themselves 

specifically as leaders or managers, and how such 

identification influences their behaviour. This leads to a 

discussion of how these leaders perceive their approaches to 

leadership because, as stated by Parker (2002), the way we 

work and lead depends, to an important extent, on who we are 

and what we have become, which, in turn, is a result of what 

we have been. In fact, this is crucial because effective 

leadership is considered to be the outcome of a lifelong 

process of learning and development (Spillane et al., 2001). 

Consequently, the concept of leadership is integral to the 

thesis, and this chapter provides a theoretical underpinning by 

examining several aspects of leadership. Firstly, Section 2.2, 

provides clarification of the difference between leadership 

and management, if indeed any such difference exists, as this 

in itself remains a subject of debate. Secondly, in Section 2.3, 

the concept of leadership in the context of higher education 

(HE) in the UK and in Libya is discussed, highlighting the 

way in which HE organisations are governed and led in both 

countries.   the theoretical framework associated with the Life 

History/Stages approach is presented as a partial 

underpinning of the empirical exercise conducted with deans 

to determine why and how individuals become leaders. 

Specifically, the models proposed by Day and Bakioglu 

(1996), Gronn (1999), Ribbins (2003), and Inman (2007)  are 

reviewed, and the importance of the stages of leadership 

development are identified. Section 2.5 introduces the 

particular framework proposed by Hofstede (1980) as a way 

of understanding national character. This discussion is offered 

in the belief that the Life History/Stages approach to the 

analysis of data makes no sense if the cultural context of those 

reporting their stories is not also appreciated. In Section 2.6, 

a logical progression from discussions of Life History/Stages 

to Cultural Dimensions, is provided through a consideration 

of how professional identity is born, and how individuals 

figure their own worlds. The theory is presented to offer an 

overall conceptual approach to the analysis of data that 

involves the combined use of three different but inextricably 

linked models to help explain the leadership issues that are the 

focus of this research study.  

.  

 

Life History Stages and their Importance for Leadership 

Development 

Exploring the relevance of life history as an approach in terms 

of identifying how much of what leaders do is learned and 

taught and how could this impact upon the way leaders lead 

is important. Consequently, the following discussion turns to 

comparable formative experiences. Instead, divergence arises primarily from the sociopolitical 

environments in which the roles are embedded. In Libya, deanship appointments are frequently 

influenced by societal, political, and cultural considerations unrelated to professional competence, 

resulting in a role that is largely administrative and regulatory in nature. Libyan deans operate with 

limited autonomy, are expected to implement decisions made at higher levels, and receive little or 

no leadership preparation, reinforcing a constrained conception of academic leadership. By contrast, 

UK deans experience greater discretion and authority; however, they also report heavy managerial 

workloads that they believe detract from their capacity to lead academically.  

Keywords: leadership. Libya, United Kingdom, Cultural, Political, Societal  
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this issue. It is worth mentioning that some researchers such 

as Parker (2002), Inman (2014), Briggs (2007) and De Boer 

and Goedegebuure (2009) believe life history to play a vital 

role in developing leaders’ professional abilities, as this 

history is crucial “in developing moral values and attributes” 

(Parker, 2002:10).  Taffinder (1995:36) also argued for the 

value of history, observing that leadership is “about 

experience, about failure and knowing yourself”.  It can, 

therefore, be appreciated that life history can impact on the 

potential to become an effective leader.  In fact, Dimmock and 

O'Donoghue (2005:173) assert that: 

“given the objective of encouraging every principal, it is 

imperative that individuals’ current state of knowledge, skills 

and attitudes, as well as the significance and relevant events 

in their life histories and past experiences, be acknowledged 

as key filters and lenses through which meanings of best 

practices and principles are distilled”. 

 

Hence, it can be understood that the way in which leaders 

operate is dependent upon all the experiences they have 

accumulated in their lives. 

In connection with past experiences, Usher (1998) divided life 

history into two types: the life lived story, and the life told 

story. The first is about what takes place and contains 

“images, feelings, sentiments, desires, thoughts and meanings 

known to the person whose life it is” (ibid:57). This life lived 

story, according to Brundrett et al. (2003), is a dynamic 

construction of the participant’s perception of his/her life. 

There is no best or correct construction in this respect, as the 

perception is dependent upon the interpretation of the story at 

a particular time, and how this is best portrayed to the 

interviewer. The life told story, on the other hand, is a life 

history that is descriptive and controlled by cultural beliefs, 

audience and public context. In this work, both life lived, and 

life told stories, are adopted since they come through in the 

same piece of narration and are in fact intertwined, quite 

possibly to the extent that the boundaries between the 

objective truth and the subjective truth become blurred.  

As an attempt to understand the professional development of 

educational principals, Kelchtermans (1993) suggests a life 

history approach which concentrates on private insight and 

subjective connotation of experiences. He argues that 

“professional development can only be understood properly if 

it is conceived of as a result in a life-long process of learning 

and development” (ibid:443). This approach was also 

mentioned in Oleson’s (2001) work entitled The Journey to 

Leadership for Academics in Higher Education. Oleson 

(2001) believes that applying this method helps to “see the 

social institutions and discourses from below and social 

practice - but also to see the subjective contribution of the 

learning persons to the profession and its development” 

(ibid:296). 

Likewise, Inman (2011) suggests that life history studies 

show that leaders extend their vision and morals throughout 

their experience during life and that this experience continues 

to influence and shape the way that leaders lead. She points 

out that “life history is not to seek generalizations but to seek 

enlightenment for both individual and reader for 

consideration and possible application when developing 

themselves and others” (ibid:42). The implication of this 

observation is that such ‘enlightenment’ should serve as 

insights into very particular experiences that can be drawn 

upon and used as stepping stones to new ones, and hence, 

further development. On an associated theme, Gronn 

(1999:32) believes that “all leaders are born at a time which 

is not of their own choosing, and that they live for the bulk of 

their early formative years and beyond in civil societies within 

nation-state boundaries in which they are socialized according 

to cultural assumptions and values which, once again, are 

overwhelmingly not of their choosing”. Consequently, there 

is a need for leaders to gain the enlightenment spoken about 

by Inman (2011), such that they are able, through reflection 

upon their formative years, to critically analyse how much of 

their true selves surfaced in that period of socialisation, and 

whether the expectations of their leadership potential were 

genuinely theirs or thrust upon them by others. 

Gronn (1999) provides an interesting framework from which 

to view a leadership career. He suggests that leaders progress 

during four phases of time: formation, accession, 

incumbency, and divestiture. Formation refers to the period of 

time from birth to adulthood and which is influenced by 

parents, schools, and peers. These principal institutions help 

in the shaping and “scaffolding of a character structure” 

(ibid:32-33), and when reflecting on that part of life history, 

individuals do identify this as a formative period. The second 
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stage is accession. This is the time when leaders gain 

experience in different aspects along with different sorts of 

skills. Gronn (1999:34-36) defines this period as “a stage of 

grooming or anticipation in which candidates for leadership 

roles rehearse or test their potential capacity to lead by direct 

comparison with existing leaders and the field of their 

prospective rivals for advancement”. He also considers it a 

very important period of time for leadership candidates who 

are motivated for jobs, suggesting “if the prospect of being a 

leader becomes particularly enticing at this time they may 

even begin searching systematically for positions by scanning 

advertisements, putting out feelers, taking soundings or by 

networking” (ibid:38). Incumbency is the third stage that 

leaders go through.  Once leaders have reached this point, 

they have advanced their leadership communication skills and 

“learned to project their authoritativeness”, and consequently, 

“if they happen to be leaders who hold down formal 

appointments then … they will likely have undergone and 

survived both formal and informal induction into their new 

responsibilities” (ibid:38). The final phase is divestiture. 

Because of special circumstances such as becoming old, poor 

health and incapability, leaders might lose their 

“psychological grip” (ibid:39) and in this situation, they have 

to voluntarily stop leading by retiring or resigning and 

allowing someone else to take charge of the decision-

making.  In either circumstance, the leader might incur 

negative feelings, which Gronn believes are “akin to grief” 

(ibid:40). 

In a study by Day and Bakioglu (1996), it is argued that 

experience has a great impact on the development of 

principals by its “multiple pathways and trajectories through 

different phases of … lives” (ibid:206). These writers suggest 

four main stages and some sub-stages through which headship 

passes. The main phases are identified as: Initiation, 

Development, Autonomy and Disenchantment, which are 

similar to those of Gronn (1999). 

According to Day and Bakioglu (1996), Initiation is classified 

into two important processes, these being learning on the job, 

and working within an existing organisation’s frame and 

structure, and this stage can be easy or difficult depending 

upon the organisational circumstances. Inman (2007) 

considers Initiation as a sub-stage of the Incumbency stage in 

Gronn’s classification on the grounds that heads are already 

discharging the responsibilities of their role. Day and 

Bakioglu (1996) also suggest that idealism, uncertainty and 

adjustment are three sub-phases within this phase, each one 

being distinctly different from the others. The second stage is 

Development, which Day and Bakioglu (1996:212) consider 

as “the most active, most satisfactory, most rewarding” for 

leaders as it is at this point where they seek to apply their 

vision to expand their educational organisations.  At this 

stage, leaders are also characterised by being confident and 

self-questioning in some areas while avoiding certain 

situations where they feel uncertain. Comparing this stage 

with the stages in Gronn’s (1999) framework, it is seen to 

equate with the Incumbency phase where leaders have 

developed their characters, projected authoritativeness and 

expanded their self-realisation. Autonomy is the third phase 

in the Day and Bakioglu framework, and at this point leaders 

are characterised as being competent and capable of 

evaluating previous decisions and informing new ones. 

However, negative effects occur on individual progress and 

leadership efficiency due to the pressure placed upon them by 

governing bodies and communities who are unwilling to 

accept further change. The most striking features of leaders in 

the last phase entitled Disenchantment, are lack of confidence, 

lack of enthusiasm, increasing personal exhaustion, and the 

loss of vision. At this stage, factors such as heavy workloads, 

illness, getting older, and lack of motivation, might push 

leaders to a point where there is “no actual development” 

(ibid:219) and this is the time where leaders, as Gronn 

(1999:39) says, have to release “their psychological grip”. 

In his study entitled the Career Map of School Headship, 

Ribbins (2003) attempted to combine the models proposed by 

both Day and Bakioglu (1996) and Gronn (1999) into a single 

framework which he called the “ideal typical pathways or 

routes to and through leadership” (ibid:63). This model 

consists of four stages which are: Formation, Accession, 

Incumbency, and Moving on. 

Formation, according to Ribbins (2003), is described as the 

process that determines whether people can become 

leaders.  At this early stage, potential leaders are subject to 
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influence by relatives, school and schoolmates, peers, and 

their local communities. In this regard, Kets de Vries and 

Insead (1993:27) linked the behaviours of current and future 

leaders to the past, emphasising that “leaders must recognize 

the potential destructiveness of their actions, and understand 

the extent to which past experiences can influence their 

present and future behaviour”. The second stage is Accession, 

which refers to the time when individuals search for 

experience, leadership roles, positive interactions with work 

mates, and learn to be present. In other words, it is a step 

further towards a future leadership position and what McCall 

and Lawlor (2000) call “serving time” to achieve the ultimate 

goal.  The third stage (Incumbency) is described by Ribbins 

(2003) as the actual journey of leadership. It records the time 

from when a head is first appointed to when s/he leaves the 

headship position.  This stage is an alternative to that of Gronn 

(1999), and builds upon the four stages of Day and Bakioglu 

(1996). Ribbins (2003) believes that at this stage leaders can 

take one of two main routes, each of which has four sub-

phases. The first three sub-phases coincide with the Day and 

Bakioglu (1996) classification which are: Initiation, 

Development, and Autonomy, whilst the fourth is introduced 

as Disenchantment or Enchantment. At this sub-stage, the 

leader must experience either positive feelings (confidence 

and competence) or negative feelings (disillusionment and 

loss of commitment). Although some factors such as heavy 

workload, illness, getting older, and lack of motivation, might 

push leaders to a point where there is “no actual development” 

(Day and Bakioglu, 1996:219), and where they must, as 

Gronn (1999:39) says, release “their psychological grip”, 

Ribbins (2003) still believes that there is a great chance that 

leaders will remain positive and enchanted. Experiencing 

either Disenchantment or Enchantment will shape the last 

stage of Incumbency. The final stage is Moving on.  This 

mainly concentrates on leaving headship and determining 

which direction to pursue. Ribbins (2003:68) suggests that 

“the disenchanted face the prospect of divestiture while the 

enchanted can look forward to reinvention”. 

Figure below summarises the leadership stages as identified 

by Gronn (1999), Day and Bakioglu (1996), and Ribbins 

(2003). 

 

 

Stag

es 

Gronn 

(1999) 

Day and 

Bakioglu 

(1996) 

Ribbins (2003) 

1 Formati

on 

 Formation 

 ↓  ↓ 

2 Accessio

n    

 Accession    

 ↓  ↓ 

3 Incumbe

ncy 

 Incumbency 

 ↓  ↓ 

1  Initiation   Initiation   

 ↓ ↓ ↓ 

2  Developme

nt 

Development 

 ↓ ↓ ↓ 

3  Autonomy Autonomy 

 ↓ ↓ ↓ 

4 Divestit

ure 

Disenchant

ment 

Disenchantment/Enc

hantment 

Figure 1: The Leadership Stages as Conceptualised by Gronn 

(1999), Day and Bakioglu (1996), and Ribbins (2003). 

 

Interestingly, these frameworks have been used by Inman 

(2011) in a fairly recent study entitled ‘The Journey to 

Leadership for Academics in Higher Education’. Using the 

models proposed by Gronn (1999), Day and Bakioglu (1996), 

and a combination of the two presented by Ribbins (2003), 

Inman (2011:228) argues that understanding the life history 

of leaders does not only help leaders to understand themselves 

better but also helps them to know how to lead and associate 

with others, and she believes that this “has important 

implications when developing potential leaders”.    

Cultural Identity and Leadership  
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It has already been mentioned in the previous section that 

“leaders … are socialized according to cultural assumptions 

and values which … are overwhelmingly not of their choosing 

(Gronn, 1999:32). This confirms that it is the environment in 

which they live that plants ideas concerning leadership 

behaviour. Likewise, it can be seen that life lived, and life told 

stories cannot be divorced from the cultural surroundings in 

which they occur, as the “thoughts and meanings known to 

the person whose life it is” (Usher, 1998:57) are constructed 

in relation to that person’s culture, and the life history is 

controlled by cultural beliefs (Brundrett et al., 2003). 

Consequently, a study of cultural theory is essential in a work 

which seeks to compare leadership styles in two different 

cultural environments, and given the intention to make 

comparisons between the behaviour of deans from the UK and 

Libya, it is important to explore whether differences in their 

attitudes resulting from cultural characteristics, condition 

their approach to leadership, and how. However, culture is an 

extremely complex construct, and in a comparison of 

individuals from different countries, as is the case with this 

study, it makes sense to consider culture in terms of national 

differences brought about by natural predispositions to 

behave in a certain way rather than another. Such difference 

can be considered in terms of national character. 

 

Research into national character is not new, and many 

scholars have investigated the role of culture in shaping ideas 

and behaviour among the people of particular countries and/or 

regions in the world (Inkeles and Levinson, 1969; Laurent, 

1983) showing that there are quite definite variations in 

behaviour emanating from a complex of traditions, religious 

imperatives, and cultural requirements. Among these 

variations in ideas and behaviour are conceptions of 

leadership, what it entails to be a leader of other people, and 

what is expected of those who are in positions of being led.  

It was already mentioned at the start of this chapter that the 

conception of leadership as existing in the advanced 

economies of the West, was precisely that – a notion 

developed in that particular context. However, in the non-

Western perspective, and particularly that prevalent in the 

developing countries of Africa, leadership tends to be 

authoritarian (Harber and Davies, 2002), in contrast from the 

more democratic paradigm seen in the West. A leader is 

expected to be authoritarian and indeed, in the context of 

educational leaders, headteachers are appointed from the pool 

of ordinary teachers, they do not compete on the basis of 

qualification for the job, and merely become leaders in the 

traditional masculine style almost as a rite of passage (Harber 

and Davies, 2002). 

The literature on national character is indeed of interest to the 

whole leadership debate, and of the many contributions to this 

body of knowledge, is that made by Hofstede (1980), a Dutch 

academic whose research conducted between 1967 and 1973, 

is worthy of special note, as it was undertaken on a truly 

international platform, using employees from IBM 

subsidiaries in 53 countries and regions around the world, 

thereby making it the most comprehensive study of its kind 

(Harzing and Van Ruysseveldt, 1996; and Jones, 2007). 

Indeed, the three regions (East Africa, West Africa, and Arab 

countries, respectively covered a further 15 countries). 

Moreover, given that Libya was included among the seven 

Arab countries, Hofstede’s theory is particularly relevant to 

this study. 

  

That theory was derived both from theoretical reasoning and 

the statistical analysis of the survey data gathered over a six-

year period, and which came from a relatively homogenised 

research population comprising employees who were similar 

in age, sex, and occupation, and who naturally worked 

according to the IBM organisational culture. Despite all these 

similarities, Hofstede was still able to identify major 

differences along four dimensions, and produced an 

extremely valuable typology in which the 53 countries and 

regions were plotted and ranked according to their propensity 

to instil certain attitudes and behaviours among their citizens. 

The outcome of such propensities was clearly, as noted by 

Mead and Andrews (2009:39), that “work-related values are 

NOT universal”; from this we can conclude that such diversity 

can also have implications for the way leaders in different 

cultures perceive their role and responsibilities. The four 

dimensions of behaviour identified in this vast piece of 

research conducted during that six year period were: Power 
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Distance, Uncertainty Avoidance, Individualism versus 

Collectivism, and Masculinity versus Femininity. These are 

now briefly described.  

 

Power Distance: This is a reflection of the extent to which 

members of a society accept social inequality. Hofstede 

(2002:79) argues that “the basic issue, which different 

societies handle differently, is human inequality. Inequality 

can occur in areas such as prestige, wealth, and power … this 

inequality is usually formalized in boss-subordinate 

relationships”.  Referred to as power distance, this shows the 

respect that individuals have for authority, and shows their 

expectations of the relationship between those with, and those 

without power. Clearly, this dimension has relevance for 

beliefs about leadership, since in high power distance 

societies, individuals know and accept their allotted place, and 

rarely step outside of that. They accept the orders and 

instruction given by those who are legitimately in power, 

irrespective of how that power is legitimised, and do not 

challenge the status quo – again irrespective of wishes for, for 

instance, greater worker democracy.  The Arab countries 

(Egypt, Iraq, Kuwait, Lebanon, Libya, Saudi Arabia, and the 

United Arab Emirates) scored 80 on the Power Distance 

index, indicating a very high level of acceptance of societal 

inequality, and therefore, one would expect compliance with 

instructions from those further up the hierarchy.   

Uncertainty Avoidance: Hofstede (2002:145) states that 

“uncertainty about the future is a basic fact of human life with 

which we try to cope through the domains of technology, law, 

and religion”. He continues that it is manifested in 

organisations “in the form of technology, rules, and rituals” 

(ibid:145). These rules and rituals are attempts by society to 

control ambiguities, and they include the use of religion to 

help alleviate the extreme anxieties that can be brought about 

by not being able to predict the future (Hofstede, 1980). 

Hofstede (1980:146) argues that “ways of coping with 

uncertainty belong to the cultural heritages of societies, and 

… are transferred and reinforced through basic institutions 

such as the family, the school, and the state”. In high 

uncertainty avoidance societies, individuals are socialised to 

adhere to regulations to achieve a result in the short term, 

rather than to anticipate events in the future. The emphasis is 

on solving immediate problems rather than on formulating 

long-term strategies. Obviously, this dimension has relevance 

in terms of leadership style, since leaders are steered into 

‘playing safe’ and caretaker roles, rather than being 

encouraged to demonstrate creativity and innovation. The 

Arab countries scored 68 on the Uncertainty Avoidance index, 

again a high score, demonstrating the need for clear guidance 

through strict rule-governed activity. 

Individualism versus Collectivism: This dimension 

“describes the relationship between the individual and the 

collectivity that prevails in a given society” (Hofstede, 

2002:209), and is seen in whether people live as nuclear or 

extended families, or tribes. Social ties, and the 

accompanying obligations are strong in collectivist societies, 

whereas in individualistic ones, there is an underlying belief 

that people are responsible for themselves, and their own 

well-being (Harzing and Van Ruysseveldt, 1996). People 

from societies that score high on collectivism place the 

interests of their tribes/families before those of the 

organisation, and reward for performance is often team-based 

rather than directed to particular individuals, which serves to 

depress individual effort, and indeed any deep level of 

introspection. Moreover, the focus on social cohesion and the 

strong allegiance to tribe, family and friendship groupings in 

collectivist societies, means that appointments in all 

organisations are underpinned by nepotism rather than merit, 

a situation which is accepted as being part of the social order, 

but which nonetheless can result in talented people switching-

off, and individuals being elevated to positions of 

responsibility and leadership without any qualification to 

occupy those roles. The Arab countries scored low (38) on the 

dimension of individualism, thereby demonstrating the power 

of their tribal societies.  

Masculinity versus Femininity: Hofstede (2002:279) states 

that “the duality of the sexes is a fundamental fact with which 

different societies cope in different ways”. He notes that 

“almost universally, women attach more importance to social 

goals such as relationships, helping others, and the physical 

environment, and men attach more importance to ego goals 

such as careers and money” (ibid). However, in his research 
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it emerged that the degree to which these differences were 

apparent varied, and hence, this fourth dimension of 

masculinity versus femininity was developed. This dimension 

suggests that “masculine societies define male-female roles 

more rigidly than do feminine societies” (Harzing and Van 

Ruysseveldt, 1996:137). Clearly, this aspect of Hofstede’s 

analysis can be criticised since he essentially based this 

dimension on stereotypes associated with being masculine or 

being feminine. So, for example, assertiveness and 

competitiveness are characteristics attributed to males and 

accordingly, he labelled cultures which are more assertive and 

competitive as ‘masculine’; in contrast, he labelled cultures 

which scored higher in nurturing and negotiating as 

‘feminine’ given that those are characteristics attributed to 

women. The Arab countries scored 53 on the Masculinity 

index, ranking 28/29th in the list of all 53 countries/regions. 

This suggests that in fact Arab society is fairly evenly 

balanced, that male and female characteristics attract equal 

value, a circumstance that would seem to be proposed from 

the Islamic viewpoint.  Hence, it might be thought that with 

large value placed on female characteristics, females would 

be as evident in leadership roles, and indeed they are, but in 

different areas to those traditionally dominated by men. This 

results from the strong demarcation between the roles of 

males and females in Arab society, although more so in some 

Arab countries than others. From a leadership perspective, 

this is important, as especially in those countries where 

segregation is the norm, it is virtually impossible for women 

to be appointed as leaders in the true sense, as they are not 

able to direct men as well as women, (Alabani, 2010). 

To these four dimensions of national culture, a fifth was added 

in response to work which Hofstede undertook with Bond 

(Hofstede and Bond, 1988), using a large sample of students 

from Confucian heritage. The motivation for such 

collaboration between Hofstede and Bond was the criticism 

that Hofstede’s original model and questionnaire items were 

all Western, thereby presenting an inherent Western bias 

(Mead and Andrews, 2009). Consequently, Bond analysed the 

data gathered by a group of researchers from nine Asian and 

Pacific countries, who had used an alternative instrument with 

an Asian orientation to small clusters of students from ten 

different national or ethnic groups. In exploring this data, 

Bond found similar outcomes to Hofstede, but noted less of a 

correlation with uncertainty avoidance, and subsequently 

developed the Chinese Values Survey, which together with 

Hofstede he administered to students of 23 countries. What 

emerged was a fifth dimension which they identified as 

essentially being concerned with a long-term, rather than a 

short-term orientation. Being characterised by persistence, 

respect for tradition, and accompanied by a search for virtue, 

the researchers entitled this Confucian dynamism, but it 

should not be assumed that this construct only appears in 

regions of Confucian heritage, as human beings around the 

world have relationships with time which predispose certain 

behaviour. In the organisation, it is reflected in the degree to 

which leaders and managers plan strategically for the long 

term.  

As already mentioned, when Hofstede conducted his work 

with IBM personnel, he grouped some Arab countries 

together to form a regional perspective. Libya was included in 

this group, the other countries being Egypt, Iraq, Kuwait, 

Lebanon, Saudi Arabia, and UAE. The scores for these 

countries which were aggregated, were as follows: 

Power Distance Index 80   UK 

Comparison 35 

Uncertainty Avoidance Index 68  UK 

Comparison 35 

Individualism Index 38   UK 

Comparison 89 

Masculinity Index 53    UK 

Comparison 66 

A comparison of these scores reveals definite differences in 

respect of the first three dimensions, thereby suggesting that 

the average Libyan might hold quite different positions in 

his/her relationship with authority, in his/her attitudes towards 

planning for the long term, and in his/her feeling about loyalty 

to family/tribe rather than to work organisation, than the 

average person from the UK. Hence, it could be argued that 

these cultural variations might underlie the lack of 

advancement demonstrated in Libyan Higher Education 

Institutions because Libyans might not be predisposed to 

question authority or to plan strategically for the long term, 
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and could be bound by tribal and familial ties to behave in 

ways that might be detrimental to efficient management in 

their work environments. This is one perspective that has not 

been explored in any published studies to date concerning the 

Libyan context. 

However, this is only one part of the story because Libya’s 

history has not entirely followed the same route as the other 

countries in the Arab group, Anderson (1986). As previously 

indicated, the data for Hofstede’s study was gathered between 

1967 and 1973, when the outcome of the influence of the 

monarchy had not been totally eradicated. Despite the Qadafi 

regime coming into power in 1969, it was not until 1977 (four 

years after the data collection), that the Revolution took place, 

and the new order was ushered into Libya, and it could be 

argued that Libyans might have been uncharacteristic of the 

Arab countries, and much more Westernised because of the 

period of Italian colonisation and the subsequent British and 

French administrations. Additionally, the strong presence of 

Western companies involved in the oil industry may have led 

to introduce a strong expatriate influence and methods of 

working mirroring those in the West. In these circumstances, 

leaders could be expected to be more dynamic than suggested 

by the composite of the rankings obtained on Hofstede’s 

dimensions. 

Furthermore, despite the entrenchment after the Revolution of 

the Qadafi regime, for almost half a century, ideas about 

leadership and democracy were well developed through 

Qadafi’s Green Book espousing the philosophy of giving 

authority to the people, and the creation of Popular 

Committees and General Assemblies which theoretically 

provided the means for all people to be part of a democratic 

process of government. From here, it is possible to conclude 

that Libyans per se, might have learned by experience, how to 

participate on their own account, and how to assume 

responsibility and leadership in respect of particular aspects 

of organisational life.  

 

Research Design:   

It is useful to place this study and what it seeks to achieve the 

methodology employed to pursue the empirical study of the 

senior academic leaders in the UK and in Libya. It begins by 

considering the study within the wider framework of the type 

of knowledge it seeks to derive from the participants, 

concluding that the knowledge lies in the humanistic domain. 

It then considers the philosophical stance which underpins the 

methods adopted, and this is followed by reference to the 

research approach, which in keeping with the interpretivist 

underpinning, is a qualitative one.  A description of the 

research methods employed, in particular the in-depth 

interview, and the advantages and disadvantages associated 

with this method of data collection, is then provided. 

Thereafter, a discussion of sampling, and the eventual sample 

chosen is given. The piloting process in respect of the 

interview protocol is then discussed, and this is followed by a 

report of the way in which the actual interviews were 

conducted. The ethical considerations to be taken into account 

when undertaking research are then introduced, and the way 

in which these were managed in the study are indicated. The 

chapter then introduces the data analysis, considering this 

from the viewpoint of the type of analysis (in this case 

thematic analysis), and the way in which the analysis was 

actually conducted. This is followed by a discussion of the 

position of the researcher in any study, and considerations 

regarding the overall validity and reliability of the study. A 

short conclusion draws the chapter to an end. 

Results  

Research Methods  

Having decided on the use of a qualitative approach, the next 

decision to be made relates to the means of obtaining data. In 

fact, the majority of studies to date have used in-depth 

interviews as the primary method of data gathering. For 

example, Bryman (2004) found from a meta-analysis of 72 

studies of qualitative research into leadership, that 62 of these 

had used semi- or unstructured interviews as their main 

method of data collection. Seidman (2013:9) confirms that 

interviewing can help “in understanding the lived experience 

of other people and the meaning they make of that 

experience”, and as this study aims to identify how senior 

leaders learn to lead and the circumstances they experienced 
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that shaped their professional identity, interviewing can be 

understood as being highly appropriate. 

Interviewing, however, is not an easy option as it demands 

skill on the part of the researcher. In this respect, Seidman 

(2013) observes that the ‘interview’ is a friendly, purposeful, 

and managed conversation, the effectiveness of which, 

depends substantially on the communication skills possessed 

by the interviewer. These skills include the ability to structure 

questions clearly and cohesively (Punch, 2005), to listen 

carefully and to pause, probe or prompt as appropriate 

(Ritchie and Lewis, 2003), to encourage the interviewee to 

talk freely (Denscombe, 2014), and to build trust, rapport and 

co-operation between the informant and the interviewer 

(Gwartney, 2007). Interviewing also requires sensitivity on 

the part of the researcher such that s/he can appreciate non-

verbal signals which may indicate the interviewee’s 

discomfort, and it demands great skills of analysis and 

synthesis during the interpretation of the data (Tarhoni, 2011). 

Indeed the data collected can be far more than required, 

especially in unstructured interviews so it is important to give 

adequate consideration to the decision as to which type of 

interview to opt for, so as not to end up with the daunting task 

of deciding what data is irrelevant. 

1. Schostak (2005:10) considers the nature of the interview, 

observing that it “can be described in terms of individuals 

directing their attention towards each other with the purpose 

of opening up the possibility of gaining an insight into the 

experiences, concerns, interests, beliefs, values, knowledge 

and ways of seeing, thinking and acting of the other”. And 

Seidman (2013) confirms that the method allows a researcher 

to gain insight into the context of people’s behaviour, 

meaning that individuals’ actions can be interpreted according 

to the particular circumstances prevailing at the time. The 

point is made by (Blumer, 1969) that the meaning given by 

individuals to their experience subsequently affects the way 

in which they continue to behave.  Hence, it is important to 

establish what meaning individuals do attach to their 

experience, and interviewing is the best way to find out such 

details, and thus obtain a greater understanding of others’ 

behaviour. 

That said, interviewing has disadvantages as well as benefits, 

as identified by many writers (see for example, Seidman, 

2013; Silverman, 2014; Ritchie et al., 2013), and it is 

necessary to consider these in turn. 

In respect of the advantages, Denscombe (2014) in particular, 

has commented on these as being associated with a number of 

factors. Firstly, he mentions the fact that interviews can 

provide in-depth information as the researcher is able to probe 

issues and pursue them as appropriate. Secondly, there is the 

benefit that as data is collected from selected key informants, 

one can realistically expect insights about the topics discussed 

to be gained. A third advantage is that the interview is a 

flexible instrument which allows the interviewer to make 

adjustments during the process in order to develop lines of 

inquiry further, and a fourth is that there is a high response 

rate with interviews, as they are pre-arranged and scheduled 

for a convenient time and location. A fifth benefit lies in the 

fact that data can be checked for accuracy and relevance as 

they are collected, thereby giving validity to the process, and 

a sixth concerns the fact that interviews are therapeutic, as 

they can be a rewarding experience for the informants, 

especially spending time reflecting about their life stories. 

 Cohen et al. (2013:267) also noted that “interviews enable 

participants … to discuss their interpretations of the world in 

which they live, and to express how they regard situations 

from their own point of view. In these senses the interview is 

not simply concerned with collecting data about life: it is part 

of life itself, its human embeddedness is inescapable”. Hence, 

the interview has the very definite advantage that it can 

generate highly detailed insights from informants, giving 

them the chance to discuss their own interpretations of the 

issue being investigated as well allowing them to make sense 

of their social world. The value of such insights should not be 

under-estimated neither for the researcher nor the interviewee, 
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since with even greater understanding of their own situation, 

interviewees can provide even more explanatory data.   

Naturally, however, there are disadvantages to the interview 

method, and in this respect, Denscombe (2014) cites the 

following factors: 

Time-consuming - data analysing, transcribing and coding is 

predicted to be lengthy. 

Data analysis - non-standard responses make it difficult to 

compare data. 

Reliability – data gathered are unique relating to specific 

contexts and the specific individuals involved. 

Interviewer effect – the data collected are based on what the 

interviewees say rather than what they do or did, and these 

two positions may be different. 

Invasion of privacy – data collected could be seen as very 

personal. 

Resources – the costs of interviewer time and travel can be 

expensive especially if the informants are geographically 

dispersed.   

Additionally, as noted by Ribbins (2003), it is possible to 

misinterpret interviewees’ “views by claiming they have said 

something that they did not but also by selectively reporting 

their words to suggest that they have said something they did 

not intend” (Ribbins, 2003:208).  

Having considered the comments and guidance in the 

literature, the researcher has opted to use in-depth 

biographical interviews for this study. The decision in this 

respect, has not been arrived at randomly but rather because 

this type of approach can be seen as the most suitable method 

for a study of this kind since it offers a reliable data-gathering 

method from individuals in an atmosphere which can be 

controlled by the researcher to ensure comfort and security for 

the interviewees. Moreover, the in-depth interview helps in 

obtaining detailed answers from interviewees to various 

questions which they might not be able to answer objectively 

by the use of a different method. Hence, the approach is 

believed to provide answers to the research questions 

associated with the study. 

Goodson and Sikes (2001) also describe the one-to-one 

interview conversation as the most common strategy for 

gathering life history data. They refer to this conversation as 

a ‘ground conversation’ which requires the researcher to use 

a range of techniques in order to achieve the required aim. 

One of these important techniques concerns the establishment 

and maintenance of a positive and trusting relationship 

between interviewer and participant. In discussing this 

relationship, Goodson and Sikes (2001:28) point to “personal 

dynamics in life history work”, implying that researchers 

should share their own experiences and perceptions with 

interviewees. Supporting the development of these ‘personal 

dynamics’, Goodson and Sikes (2001) also point to the need 

to try to create commonalities between interviewer and 

interviewee by the former trying to wear similar clothes, 

professing similar interests and lifestyles, and using similar 

language as the latter. In this work, in-depth interviews are 

employed and open-ended questions are addressed based on 

issues identified from the literature review and from the 

researcher’s observation as a Higher Education lecturer and 

leader. Using the life history method is appropriate when a 

researcher is asking “why”, “how”, “what is it like” and “what 

does it mean to you”? (ibid: 22). In addition, this approach 

(life history) together with this method (interview) make it 

possible to link the personal experience of senior leaders 

(deans) with the current situation they live in, since “the 

stories people tell, from each perspective, are not isolated, 

individual affairs but reflect and constitute the dialects of 

power relations and competing truths within the wider 

society” (Bron and West, 2000:159). In a similar context, 

Goodson (1992:241) clarifies that “the story of my life is 

always embedded in the story of those communities from 

which I derive my identity”. Therefore, in choosing a life 

history approach, regardless of “the content of a person’s 

account, meaning is created through understanding the 

sequence of events within the full ‘trajectory’ of a particular 

life history”. 

All of these pointers are borne in mind in the interviewing 

process connected with this study in order to obtain the most 

fruitful data possible. contains the interview protocol. 

 Piloting and Validity of the Interview Protocol  

In the interests of achieving responses that will provide 

answers to the research questions, and hence, allow the study 
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aims to be met; and as a means of providing some indication 

of how long the interviews might take so that participants can 

be adequately prepared, piloting was undertaken with a small 

number of individuals who are considered to be representative 

of the two different research populations.  Piloting is 

considered as developmental work, intended to ensure that the 

researcher is satisfied that the particular instrument s/he has 

constructed is adequately tested (Gilbert, 2001). This type of 

testing is described by Robson (2002:383) as a “dummy run” 

since its aim is to throw up any likely problems during the 

data collection before the major part of a study is conducted.  

At the same time, when used in the specific instance of testing 

the appropriateness of interview questions, it can be claimed 

that the exercise adds validity to the eventual research 

protocol used with the major research population, since the 

questions are verified by presenting them to representatives of 

that population, and making any amendments as deemed 

necessary in response to comments which those 

representatives offer. Questions which are inappropriate, or 

duplicate others, are removed from a protocol upon receipt of 

feedback from participants in a pilot study, with the result that 

an interview schedule can be streamlined and presented more 

efficiently and effectively. 

In this study, a small pilot exercise was conducted with one 

dean at the UK research site, and another one at the Libyan 

research site, to ensure the meaningfulness of the interview 

protocol to the likely participants, and to establish how long 

interviews might take so that participants could be given some 

advance indication of the time they would be expected to 

devote to the study. 

The pilot study was conducted in a way to mirror the proposed 

administration of the eventual interview exercise. One face-

to-face interview was held with each of the two participants, 

and they were clearly informed that the interviews would be 

in depth, and expected to last for approximately one and one 

and a half hours. In fact, the predicted timing was correct. 

The two deans participating in the pilot were approached by 

email, given the necessary detailed explanations of the 

research, the themes and areas of interest to be pursued, and 

an assurance that their identities would be kept anonymous 

and that the information they provided would be kept strictly 

confidential. Additionally, they were asked to confirm their 

willingness to participate. Each interview took place at the 

respective deans’ place of work for their convenience. With 

their approval, the interviews were audio-taped and detailed 

supplementary notes were also taken by hand, during the 

process. At the end of each interview, the participants were 

asked to provide their feedback regarding the interview as a 

whole – the interview guide, the questions asked, and the way 

in which it had been conducted. The comments were noted, 

and suggestions made by the two deans were taken into 

consideration, resulting in some changes to the interview 

questions. Subject to those amendments, the deans believed 

the interview protocol would be completely appropriate for 

the wider sample.  

 Conducting the Interviews  

Using the research sample reported in Section 3.6, interviews 

were carried out mainly on a one-to-one basis at the senior 

leaders’ workplace. In this case, the choice to conduct the 

interviews at the participants’ workplaces was based on two 

reasons. One was related to the logistics of arranging 

interviews with more than one senior leader in different 

faculties, but mainly due to the nature of the issues to be 

discussed, and the need to encourage the self-disclosure 

required to obtain life histories, and insights into the 

participants’ ‘figured worlds’. Such a need demanded that 

participants feel safe and secure, sufficiently so to be 

comfortable in narrating potential sensitive details. The use of 

private, one-to-one interviews in surroundings familiar to the 

deans created an environment conducive to self-disclosure. 

Moreover, the arrangement of the interviews at participants’ 

place of work allowed me to gain an understanding of their 

day-to-day professional world. For instance, by arriving some 

time earlier than the scheduled meetings, I was able to observe 

whether those leaders’ workplaces were calm or chaotic, 
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organised or disorganised, formal or informal, and such 

observations provided useful insights  

As all participants had been approached by email and given 

the necessary detailed explanations of the research, and the 

themes and areas of interest to be pursued in the interviews, it 

seemed unnecessary to provide a specific interview guide 

prior to or during the interview. Indeed, this had been 

confirmed by the pilot study. Consequently, the interviewees 

were simply asked to re-affirm their consent to be tape-

recorded before starting the process. As noted by Rubin and 

Rubin (2012), audio recorders and note-taking are the most 

common methods of recording interview data; in this case, the 

interviews were recorded on a digital Dictaphone and backed 

up by handwritten notes taken at the time to emphasise 

important contextual factors, since digital audio tape only 

captures speech. The interviewees were also informed that the 

interview recordings would be kept securely and not be made 

available to anyone other than my research supervisors and 

myself.  

In the event, all interviews proceeded without major 

interruptions despite the fact that they lasted between one to 

one and half hours. Also, although there were differences in 

responses among the interviewees in terms of clarity, I was 

able to interrupt the process when necessary to ask for 

clarification. The majority of respondents provided rich, 

thoughtful, fruitful, and interesting reflections.  

Since the interviewees were undertaken in two different 

countries, they were conducted in the language of each. In the 

UK, the interviews were undertaken in English despite the 

fact that English is not my first language. However, since I 

have been studying in the UK for some years, the 

interviewees’ style of speech and accent was very clear to me. 

In Libya, the interviews were conducted in Arabic language, 

the mother tongue of both myself and the participants. 

Thereafter those interviews were translated into English, and 

given that I hold an MA degree in translation, I performed the 

translation myself and experienced no difficulties in doing so. 

Data analysis and result  

Pen Portraits 

The data presented can be seen in a clearer light by fleshing 

out the characters of each of the study’s participants, since it 

is acknowledged that each one is influenced in the way s/he 

leads, by earlier life experience. Consequently, what are 

referred to as ‘pen portraits’ are provided, with the aim of 

contextualising each participant, and thus enabling a richer 

understanding of his/her expertise and character. Before 

participating in the interview sessions, all individuals were 

given advance notification of the necessary detailed 

explanations of the research such as the nature, theme and 

areas of interest, and assured of complete confidentiality of 

the data they would supply. Each participant is denoted using 

the letters UKD (for UK dean) and LD (for Libyan dean) 

followed by a simple numerical sequence, i.e. UKD3 means 

UK dean 3 and LD3 means Libyan dean 3.  

  

 UK Pen Portraits  

There were both male and female deans in the UK sample, so 

to protect their anonymity both personal pronouns (s/he, 

her/him) are used except in cases where the participants 

themselves disclose their gender. 

UKD1 

UKD1 comes from a working-class background and lived in 

very primitive housing as a child. Her/his parents were not 

educated but nonetheless, greatly appreciated the value of 

education and emphasised this during his/her childhood. 

Consequently, UKD1 had a responsible attitude towards 

school, performed well there and went to university, after 

which s/he began a career in teaching, progressing to become 

a lecturer in HE. S/he said “I did some teaching as I quite 

fancied that, but I decided to be a lecturer in a university rather 

than in a college”, and s/he taught the same subject studied as 
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an undergraduate.  

UKD1 has been working in the same university for 26 years. 

In fact this is only her/his second job since graduation. During 

that time, s/he has been repeatedly promoted, enjoying the 

work, and being involved in consultancy activities until 

reaching the position of dean.  The main reason for taking this 

post was that the previous dean had left, as outlined in the 

following comment: 

“I became a senior lecturer at (...). I was promoted. I was also 

involved in consultancy work based on the data. I got 

promoted again to be head of department. Then when the dean 

left, I was asked to do this job for a while”. (UKD1) 

During this journey, some critical incidents seemed to have 

become important in this participant’s life. For instance, 

dealing with students and colleagues was considered critical 

by UKD1 in shaping her/his professional identity, as the 

example indicates: 

 

“I think the engagement with students and colleagues gives 

you a sense of what being professional in the university 

means. Students can come to you with issues and you learn 

professionally how to deal with those and that is again some 

total of learning, and helps you to know how to react to every 

single situation in the university environment”. (UKD1) 

 

This participant holds strong views on leadership as it “helps 

to make or break the faculty”. S/he also indicated that this role 

definitely requires both management and leadership skills in 

order to be effective and succeed. The main reason given for 

this dual role was that HE is a very challenging environment. 

UKD1 believes that s/he was successful in her/his leadership 

roles, claiming to be caring, empathetic, understanding and 

able to communicate very effectively, but also believing 

her/himself to be sufficiently pragmatic to produce solutions, 

ideas, and views. However, the interviewee also believes that 

one reason for her/his success, not only career-wise but in life 

generally, is the ability to know and deal with data. This was 

stressed as a necessary character of good leaders.  

“Data will tell you how business is doing and how people are 

behaving. Data can tell you anything - that is what came from 

my professional background. I can do anything with 

information much better than most and this is my key strength 

in life and that puts me in a very powerful position.  I think the 

best leaders are those who know all the information and know 

how to use that information”. UKD1  

This participant considers working in HE to be a very 

challenging task, and that leadership positions can be very 

difficult ones to fulfil because academics are extremely 

intelligent people who have to be completely persuaded that 

the leader can be trusted and should be supported. S/he also 

recommends building strong and cohesive teams in order to 

enact the faculty strategy.  

 

At the current time, UKD1 is enjoying her/his career as a 

senior leader and has no intention to seek further promotion, 

mainly because of that enjoyment, but also because of age. 

However, the possibility to move sideways was mentioned by 

the interviewee as s/he believes her/his expertise could make 

a significant contribution to the lives of many people.       

 

UKD2 

UKD2 also comes from a working class background in which 

education was highly appreciated by her/his parents, who 

were the greatest influence during her/his childhood. After 

graduation, UKD2 started a career in a company and then took 

some part-time jobs, teaching being among them. This was a 

difficult time during which s/he struggled to manage working 

in two unrelated areas simultaneously. Eventually, s/he 

decided to make a career in teaching as this was the job that 

brought more satisfaction, and since entering HE as a lecturer, 

s/he has never left. Appointment to the current post of dean 

has been a logical progression up the hierarchy, although the 

interviewee was keen to point out that this was never planned, 

and hence s/he had become a manager by accident. Indeed, it 

was not the position of leadership/management that had been 

attractive but rather a deep love for the subject, and UKD2 

believed that in the position of dean s/he would be able to 

contribute more to its development 
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UKD2 considered that certain critical incidents during her/his 

time in HE had been influential upon the development of 

her/his leadership abilities, one example being the 

reconstruction of a building which was identified as a 

formative moment, as it called for leadership skills in order to 

solve a number of associated problems. UKD2 also believes 

that it is important to do things for the first time, irrespective 

of whether the outcome is positive or negative, as this 

provides experiential learning which could later be built upon. 

 

Not surprisingly, some people were cited as having significant 

influence upon this participant in her/his career development. 

These individuals were considered significant for their 

inspirational personalities and loyalty to their discipline, 

subjects and values.  

Regarding the interviewee’s actual duties and the balance of 

activities as dean, UKD2 was definite in enjoying the 

leadership aspect of the role more than the management one, 

describing her/himself as a visionary person. Nonetheless, 

UKD2 indicated the importance of both management and 

leadership skills for the job, citing the need to manage the day-

to-day and immediate issues, as well as the ability to envision 

the future and to lead staff in the right direction to achieve that 

vision. In terms of leadership qualities, UKD2 expressed the 

strong view that leaders must be fully aware of their own 

strengths and weaknesses and aim to ensure that other people 

around them possess different skills and capabilities which 

they themselves do not have, and which therefore allow for 

effective delegation. On this issue, UKD2 said: “if you recruit 

people who are the same as you, the team probably won’t 

function very well”. 

 

UKD2 gives the impression of being a team player who loves 

working with the academics in her/his faculty. S/he feels a 

responsibility and consequent duty of care towards her/his 

staff, and indeed believes such a feeling to be an important 

element of the leadership role, as such behaviour promotes 

trust and encourages staff to do their best at work. Moreover, 

UKD2 expressed her/his willingness to take responsibility for 

the actions of her/his staff even if they made mistakes.  

It seems that UKD2 believes leadership to be not only about 

leading but also about supporting followers and taking risks 

on their behalf as a means of gaining their trust. This issue of 

trust was raised during the interview, when UKD2 indicated 

having been given a substantial amount of money to establish 

a new building, and perceiving this as an expression of trust 

being placed in her/him by top management. This 

demonstrates the importance of certain experiences –because 

UKD2 was trusted with this huge undertaking, s/he was 

appreciative, and made every effort to ensure that that trust 

was not misplaced, by doing a good job. 

UKD2 indicated total happiness in the role of dean and had 

no ambitions to progress further up the institutional hierarchy. 

However, s/he did indicate that s/he might move into another 

role if it entailed no management responsibilities and gave 

her/him a free rein to pursue her/his subject. UKD2 definitely 

showed a preference to be more subject-focused and to enjoy 

some kind of freedom in the role discharged. In an associated 

comment, s/he also claimed that the current organisation was 

so large that it did not provide the opportunity for such 

freedom. 

UKD3 

This participant comes from a large family, consisting of 

parents and four children. Her/his parents, especially the 

father, were very keen for all their children to be educated and 

this desire had been a big influence on them. In fact this 

particular interviewee referred to her/his Scottish heritage as 

being influential in this respect, believing the Scottish culture 

to promote education. 

 

UKD3 did a first degree in English but also had to take a 

science subject, and consequently did Computer Science, 

which led to a job in industry after graduation. With that 

experience UKD3 was able to obtain a lecturing post in HE, 

teaching Systems Analysis, and that began a teaching career 

in a discipline that had not been her/his intention, but had 

rather come about almost accidentally. 
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On joining academia, UKD3 started to develop that discipline 

professionally and academically, taking a Master’s degree in 

Computer Science, a moment which was referred to as a 

critical one in her/his life. Subsequently, s/he studied part-

time for a PhD, simultaneously accepting some leadership 

positions, and participating in leadership training related to 

the work s/he was doing. As with other interviewees, UKD3 

climbed up the promotion ladder to reach the position of dean, 

despite never having had any plans to be in that role. 

Commenting on the dean’s role, UKD3 said that her/his 

varied leadership experience consolidated her/him in the 

position of dean and that this necessitated a move away from 

Computer Science as a subject, as her/his loyalty transferred 

to the faculty.   

 

What is interesting in UKD3’s story is the belief in a link 

between her/his current role and past activities or experience 

during childhood and adulthood, and how the leadership 

positions s/he assumed during childhood had influenced 

her/his later leadership approach. For instance, being the 

oldest in the family, s/he would organise activities for her/his 

siblings.  

 

Throughout her/his career, UKD3 has actively joined, 

presented in, and attended a number of professional bodies, 

believing such organisations to provide good networking and 

development opportunities. 

 

UKD3 strongly believes that leadership in HE requires special 

talents since those being led are very able in their own right, 

and hence cannot simply be instructed in what to do. S/he 

considers that lecturers have to be persuaded of the validity of 

decisions, and this requires the leader to negotiate with them 

and gain their commitment to a move in a certain direction. 

To this end, UKD3 considers diplomacy as one of the main 

qualities demanded of senior leaders in HE.  

 

UKD3 indicated that as s/he was approaching the end of 

her/his career, s/he had no intention to move further up the 

organisational hierarchy, but s/he did emphasise that s/he was 

continuing to enjoy her/his current role.   

 

“I am now in a position where I could choose to go fairly soon 

and retire. I am enjoying what I am doing. I just want to retire. 

I can pick up some kind of consultancy work. But I am not 

planning to do that”. 

 

UKD4 

This interviewee is identified as female by the personal 

information given, and therefore referred to as she. She comes 

from a working class background, and her father left school at 

the age of 14. Education was highly valued by both UKD4’s 

parents and they encouraged her to achieve at school, 

resulting in R4’s academic success in the 11+ examinations, 

and a place at a girls’ grammar school, after which she went 

to university to study Sociology. On graduation, UKD4 

worked in business, claiming to have a business mind, but 

whilst in that post, she began to do some part-time lecturing 

which she enjoyed, and subsequently, she applied for a full-

time post. Since that time UKD4 has progressed up the 

hierarchy, reaching the eventual post of dean. 

 

Interestingly, UKD4 emphasised that despite having been 

working in an academic environment for many years, she does 

not consider herself to be a pure academic, and believes that 

her experience in industry has helped to shape her identity.    

 

In the early stages of her career, having a child, growing a 

family, and a need for a graduate job all seemed big moments 

and these forged the change in career direction. Additionally, 

the job advertisements at the time determined her first post. 

UKD4 talked about this change in focus in the following way: 

“When I had my second child, the company I worked for was 

very masculine and I was the only woman in it. I thought it 

would be impossible to have two children and do that job. I 

either had to have a nanny or not do it.  So I decided not to go 

back to work but started my Master’s degree instead so I 

could get a proper graduate job … a job was advertised for a 

full-time marketing lecturer, and I thought … well, I could go 

for that”.   

 

Not surprisingly, people as well as events were cited as having 
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significant influences upon the interviewee in her career 

development. UKD4 mentioned work colleagues, who had 

been significant in their influence and who had remained so 

throughout her professional career. Such significance was 

associated with the support and encouragement they had 

given to the interviewee, which in turn had boosted her 

confidence and enabled her to work well and progress.  

This participant has a strong view on certain management 

issues in HE, believing that senior leaders’ time is wasted by 

these. Furthermore, she felt that although her role should 

include participating in the implementation of the faculty and 

organisational strategy, the management of the day-to-day 

tasks (i.e. keeping the engine going, as she referred to this) 

took up a great amount of her time and shifted the balance of 

her role such that the desired aspects of leadership were 

subjugated to those of management.  

 

Currently, UKD4 is enjoying what she is doing and expressed 

her willingness to advance within the university hierarchy, 

declaring her wish for a more challenge role. 

“I enjoy it much more here because there is a lot happening 

but I think I would be quite interested to move on to something 

else … Actually, I do not want to go to a senior level for the 

sake of being a senior leader, but like now I just think I could 

do something I am interested in and do it to the best of my 

ability”. 

 

The potential to make a difference, to develop other people 

and enhance their performance through such development, 

was seen as evidence of leading effectively by UKD4. 

 

UKD5 

This participant comes from a working class background and 

indeed a very poor family. UKD5 was encouraged by her/his 

parents to do well at school and did so, following this by going 

to Art School, graduating and starting her/his career as an art 

teacher. During the early part of her/his career, UKD5 lost 

her/his father, and this loss served to encourage her/him to do 

well in life as a tribute to her/his father’s support. 

 

“I came from a working class family with no money ... when 

my father died, I felt I wanted to do more in life”. 

 

UKD5 subsequently moved into HE and started to develop 

her/his discipline in both teaching and leadership, taking on 

several leadership roles before the current one. In fact, UKD5 

considers leadership to be in her/his blood, believing there to 

be a link between her/his family history and the process of 

becoming a leader her/himself. 

 

UKD5 believes that experience is her/his main source of 

learning claiming her/his development to have been 

underpinned purely by the experiences acquired during 

her/his own career path, and by watching talented leaders and 

managers. And although UKD5 has had formal leadership 

training, s/he claims that the training offered was general in 

nature, and not specific for her/his faculty. This was perceived 

to be a shortcoming, since s/he believed the act of leading 

people to differ from one sector to another, and that people 

themselves differ; and that consequently, the training required 

for leadership ought to be context-specific.  

“To be honest, most of what I have learnt was either through 

doing the job or by observing people who are really gifted 

leaders and managers like (...) and some others within the 

university. That has been my way of achieving management 

and leadership learning … the training was not specific for 

Art and Design since people in Art and Design are very 

specific and creative people. They are very different from 

other academics you might find in business or science or 

education. They tend to break the rules a lot. You have to 

know their mentality and psyche in order to work well with 

them”.   

 

UKD5 strongly believes that to teach art one must be quite 

young and be in contact with contemporary art. Therefore, 

s/he believes that after spending many years as an academic, 

s/he prefers to be in management. That said, UKD5 admitted 

that leading academics is a very difficult task as such 

individuals are both critical and questioning of those 
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attempting to lead them, and have the potential to become 

anarchic. In this respect, UKD5 mentioned that academics 

tend to publicise any criticism they may have by sending open 

letters to the press. 

Currently, UKD5 is enjoying her/his role and has no ambition 

to advance on the grounds that what might be asked of her/him 

might be beyond her/his capability, a situation s/he described 

as the ‘Peter Principle”. Additionally, the close proximity to 

retirement was seen as a reason for refusing promotion to 

higher positions. 

 

UKD6 

This interviewee comes from a working class family, in which 

education was genuinely valued as an activity. Her/his father 

left school at the age of 14 to become a bricklayer and 

continued in his own training, eventually becoming a Further 

Education lecturer, and that in itself had increased the 

interviewee’s own perception of the value of education.  

 

After graduation and due to her/his claim that posts in 

universities were difficult to obtain, UKD6 moved from one 

short contract to another. However, this experience was 

appreciated as having had a major impact on directing her/him 

towards her/his current post in academia, and hence it was 

considered a critical juncture in her/his life. Once having 

obtained a position in HE, UKD6 never left. 

 

UKD6 has been a very active researcher and has actively 

published, a feature which s/he considers to have helped shape 

her/his identity as a leading researcher in the field, and a 

leader of research. UKD6 has also been a member of many 

professional bodies, having participated actively through 

taking on board certain roles in these organisations. It is 

UKD6’s opinion that professional bodies serve to help 

develop their respective fields and to position leaders within 

those fields. 

“The reason for joining them is that it seemed like a 

developmental activity, and that by being involved, one can 

help define the field and contribute to its development. These 

things don’t just get handed down fully formed. A field is 

developed out of the activities of its membership ... I suppose 

it positions you in the field. People see you as somebody who 

takes an interest, takes a lead, who is worth talking to about 

key policy matters. It makes you visible in the way that you 

won’t be visible otherwise”. 

 

During UKD6’s career journey, s/he indicated being 

influenced by many people some of whom s/he had never met. 

S/he also mentioned having been led by some bad managers, 

a fact which has encouraged her/him to avoid their poor 

people management practices. Therefore, the influences and 

the subsequent learning come from both sides. UKD6 could 

see examples of both good and practice, and make informed 

decisions of how to lead accordingly. 

 

UKD6 has a strong belief that her/his role requires the 

incumbent to possess both management and leadership skills. 

However, s/he indicated a significant volume of management 

activity which prevented his/her active participation in current 

research projects.  

 

The interviewee mentioned that s/he is adopting a 

collaborative leadership style, believing strongly that 

organisation success is a product of the quality of work that 

people do. S/he considers it is not possible to force individuals 

to produce high quality work, and that rather it is necessary to 

try to recruit the best people possible, and to support and 

encourage them so they operate in an environment and context 

that nurtures their productivity.  

 

Currently, the interviewee is enjoying what s/he is doing and 

not planning to apply for any leadership positions higher up 

the university hierarchy because of the uncertainty associated 

with the level of job satisfaction such a new post might bring. 

 

4.2.2 Libyan Pen Portraits 

All the Libyan deans were male and consequently in what 

follows male pronouns are used.  

LD1 
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This participant was born in a small village in a big poor 

family. His parents were not educated but the influence for the 

children to be educated was clear during the interview. This 

encouragement by parents pushed this participant and his 

brothers to be educated. Indeed, this participant and his three 

brothers are all PhD holders. 

After gaining the BA, this participant immediately pursued a 

Master’s programme, and then a PhD. What is interesting in 

this participant’s story is that he was appointed as a dean as 

soon as he had finished his PhD. In other words, he had never 

held any kind of leadership role. Being in this position, he had 

some difficulties managing things that were not directly 

related to academia as he had spent most of his life in an 

educational environment. He says: “my mentality is purely 

academic and I always find it difficult to manage non-

academic issues”. In fact, he clearly admitted that he was not 

ready for the post and he had taken it simply because he was 

encouraged to do so. He also struggled to manage simple 

things due to lack of experience.  

This participant was appointed to the role of dean in a 

university in his home town. According to him, this made the 

role even more difficult because of being known within the 

local society. He felt he had to work hard to be as professional 

as possible and sometimes that meant being very strict in 

order to be able to lead/manage. In fact, he indirectly admits 

having a dictatorship style especially when it comes to 

decision-taking; and he claims that the nature of the followers 

urged him to adopt this style.  

LD1 has a very strong belief that the dean’s role is very 

important and even more so than the university president’s 

role. He justifies this opinion on the grounds that deans have 

direct contact with students, and with academics who provide 

the education which the students receive.  

In general, this interviewee believes that the dean’s post is not 

an easy one, and is full of obstacles. However, when he was 

asked if had any plan to progress to other leadership roles 

further up the hierarchy, he was not definitely against this, 

explaining that he would leave his future to chance. He also 

added that he might accept the right offer as he now considers 

himself to have become expert in his field. 

LD2 

This participant came from a very conservative and poor 

family. He was the only educated person in his family and 

education was highly appreciated by the parents. LD2 

expressed the fact that he struggled financially and had not 

been able to finish his degree on a full-time basis, having to 

take up a teaching post and then some time later, continuing 

with his BA studies on a part-time basis. 

After graduation, LD2 was appointed as a director for a 

secondary school. Subsequently, he was elected to be head of 

the Public Popular Committee in his city. It was this 

experience that brought him to the conclusion that it was 

extremely difficult to be a leader/manager in Libyan society. 

In fact, LD2 considered this experience to have been critical 

to his development as he recognised that it had shaped his 

identity dramatically.  

Thereafter, LD2 was offered the deanship role in a faculty 

within his institution, although he had never previously been 

employed in HE and had no idea of how that sector of 

education was led or managed. Describing this situation, he 

says: “I had no idea how to lead this institute. I had to visit 

some other institutions to see how things work”. 

Consequently, he believed himself to be an accidental 

manager/leader.  

LD2 holds the strong view that the amount of work required 

of deans was far more than that demanded of more senior 

leaders, and he mentioned that there were sometimes tasks 

placed upon deans that were not officially part of their job, 

such as for example, playing a role in students’ personal lives. 

He thus considered himself as a parent, saying:  

“Our duties as deans, I believe, are more comprehensive than 

those in higher positions. Apart from our main duties, we 

sometimes get ourselves involved in students’ personal issues 

… A dean should be like a father for those who work in his/her 

faculty and as a father and mother for students”.  

LD2 also believes that providing the right atmosphere for 

students to study and for academics to provide good education 
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is among his priorities despite the environmental obstacles 

caused by the fact that Libya is characterised by continuous 

change in regulations, and is much affected by society’s 

expectations. He readily acknowledges that these 

environmental and cultural conditions have had an impact on 

shaping his identity.  

LD2, surprisingly, has never been offered any leadership 

training, and is keen to point out that he has led and managed 

his faculty drawing purely on his life experience. That said, 

he does believe that training should be provided to deans, if 

only to allow them to meet other people in similar roles so that 

they can share their experiences.  

The main reason why LD2 had accepted the dean’s post, and 

the previous leadership roles he had held, was that he 

considers himself patriotic and always tries to make a 

difference to any situation for the better. However, at this 

moment in time, he is reaching the end of his career and he is 

not intending to take on any other role whatsoever as his wish 

is simply to retire.  

LD3 

LD3 was born in a simple family where education was highly 

appreciated. Neither of his parents had been to school. 

However, LD3 himself performed quite well at school and 

was granted a scholarship to pursue his postgraduate studies 

abroad.  

After gaining his PhD, LD3 was appointed as a lecturer, and 

head of department. He mentions that he was the only local 

lecturer in the department. After two years working as lecturer 

and head of department, he was promoted to the dean’s 

position.  

During his career, LD3 took steps to develop his subject area 

academically, and to enhance his own professionalism by 

continually remaining connected to teaching and research. He 

is of the strong opinion that although being in leadership is 

time-consuming, it remains necessary to publish, and 

mentioned that he has been able to produce many publications 

during his deanship.  

LD3 considers himself to have been a responsible person 

since he was young. In fact, his father encouraged him to take 

a leadership role in the family, and he also joined two 

organisations where he had some leadership positions. LD3 is 

clear about what he has gained from these organisations in 

terms of constructing his leadership identity.    

His view regarding leaders in HE is very definite. He believes 

that they must be capable academics, and should also be 

experienced in leadership, i.e., as a head of department, before 

coming into deanship. He also believes that HE organisations 

have lost some of their identity since they began to appoint 

lecturers with no academic track record, such as from 

different sectors in industry, and industrialists have no idea 

about the mechanisms within HE institutions, coming to them 

with very strong identities which they sometimes find difficult 

to change to fit with the university culture. He suggests that 

the traditional way of appointing academics – employing 

individuals as teaching assistants, and then allowing them to 

progress up the academic ladder – is the best. 

Currently, LD3 has no intention to take any leadership roles 

further up the hierarchy. In fact, he explained that even his 

current role was a promotion that he had never intended to be 

in and had never applied for. Now he is reaching the end of 

his career but he does want to remain linked with academia, 

for example via research and/or part-time teaching.  

LD4 

LD4 also came from a poor family, where parents were the 

main encouragers for him to become educated to secure his 

future. Indeed, LD4 did well at school and was subsequently 

sponsored by the government to study for a BA, MA, and 

PHD abroad. He acknowledges this long experience of living 

outside Libya as one that equipped him with much knowledge 

and learning about other people’s culture.  

After finishing his studies abroad, LD4 was appointed as 

lecturer and head of department, and after two years, was 

promoted to the deanship position. This role is one that LD4 

has strong views about, believing it to be difficult and time-

consuming, mainly due to the bureaucratic way of 
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management in HE, and the national centralisation. He also 

considers his role to be one of pure management as he is 

concerned only with implementing regulations, rather than 

with leading debate about those regulations. However, due to 

the difficulty of managing and getting things done in the 

organisation, LD4 sometimes accepts that he is more than just 

a manager, and has to lead.  

LD4 considers himself to be an accidental manager/leader and 

that when he was appointed he was not ready for the post. He 

believes his success in the role is due to his personal wish to 

make a difference to the educational experience provided for 

students and to support his colleagues. He also believes that 

his approach to the job, which is completely unbiased in all 

aspects of it, and the fact that he ignores all other factors that 

might hinder the education process are the key reasons for his 

effectiveness. On this issue LD4 mentioned that the 

complexities of the role and the interference from society can 

make it extremely difficult to be a dean and to achieve 

anything.   

When mentioning that he was not ready for the role, LD4 

specifically referred to the lack of any kind of leadership 

training for any person entering a leadership role in HE.  He 

sees this as a failing, especially in the case of individuals who 

are appointed to leadership positions without any experience 

at all of leading in any environment (HE or otherwise). As a 

partial solution to this problem, LD4 has joined two 

professional bodies over the past few years. Prior to the 2011 

revolution it was almost impossible to join a professional 

association (or union) because they were usually non-

governmental in character, and considered to be politicised 

and a threat to the regime. However, since 2011, such 

opportunities have become available, and LD4 acknowledged 

the amount of information gained from these organisations 

and from meeting people who have similar interests.  

LD4 has no plans to take on any leadership role further up the 

hierarchy in the near future. He feels that this is something he 

will simply leave to chance, and if a suitable offer came he 

would take it as he believes his ten years as a dean has enabled 

him to become an expert in the field of educational leadership.  

LD5 

LD5 also comes from a very poor family. His parents were 

not educated yet encouraged their children to make the best of 

their educational opportunities in order to be secure in life and 

to obtain more respect from society.  

After gaining his BA, LD5 worked in industry, and then 

decided to study for a Master’s degree part-time. During this 

career journey, LD5 held a number of leadership roles and 

received both formal internal, and external leadership training 

courses specifically aimed at industrial management. He was 

highly appreciative of this training as he recognised that it was 

very valuable to him in knowing how to manage certain 

situations.  

With several years’ experience in industry, and a Master’s 

degree, LD5 decided to look for a post in HE, and begin a 

career in teaching. He was able to obtain a lecturing post and 

was subsequently promoted to be head of department, and 

then a dean. During all of his career, LD5 acknowledges being 

influenced by some positive and negative critical incidents, as 

well as by particular individuals, for example, his managers, 

and colleagues.  

LD5 holds strong views on the importance of the senior leader 

role in HE as it “helps to unite or disunite the faculty”. He, 

therefore, suggested some characteristics that senior leaders 

should possess in order to succeed in their jobs, such as for 

example: being a good decision-maker, having good 

experience, possessing management and leadership skills, 

being a good listener, being a role model, being sociable, and 

having good connections in different sectors. He also believes 

in the importance of leading by example, considering the need 

for all leaders to be prepared to do this. His belief is that 

subordinates need to see leaders doing things in order to 

follow them, since they will not be persuaded to do that if they 

are simply told to do so.   

Because LD5 has industrial experience, he is able to identify 

differences between working in industry and in HE, and one 

big and negative difference is the heavy bureaucracy and 

centralisation associated with almost every aspect of HE. He 
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acknowledged that whilst bureaucracy and centralisation are 

prevalent even in industry, he had always believed that the 

situation would be less bureaucratic and centralised in HE as 

it is supposed to be a place for academic debate and 

development, and that would need a different approach to 

daily life from that in other sectors.  

“Bureaucracy is present in industrial management. However, 

when I came to higher education, I was shocked with the 

amount of delay in getting things done. To be honest, I used 

to have a different view regarding the management system in 

HE.” 

Currently, LD5 is happy in his leadership role but has no 

intentions to proceed further up the hierarchy as he is reaching 

the end of his career. However, he does feel that if a sideways 

move were to become possible, in which he could engage in 

different activity such as consultancy work based on his 

industrial background, he would be interested since he has the 

ability to make a big contribution in such direction.  

LD6 

LD6 comes from an agricultural background, his family were 

no more financially stable than the families of other deans, 

and indeed, his parents had never been to school themselves. 

That said, they gave the greatest encouragement to their 

children to become educated, and this seemed to have had a 

big influence on the children as they had all obtained 

postgraduate degrees.  

After gaining his BA, LD6 began his career in industry, and 

then decided to study for a Master’s degree, and a PhD. LD6 

was proud of his industrial background, and grateful for the 

opportunities it gave him, especially for the chance to occupy 

a number of leadership roles, for which he had been given 

training. He had attended several leadership development 

courses and clearly admitted how beneficial the training was 

in many aspects. LD6 progressed to a post in HE as a lecturer, 

and was subsequently promoted to a headship and then to the 

post of dean. He draws the comparison between industry and 

HE in its attitude towards leadership development and is 

firmly of the opinion that special attention should be paid in 

HE to the provision of leadership training. 

LD6 expressed the difficulty associated with leadership and 

management, noting how stressful it was to operate in this 

role, which he sees as being negatively influenced by certain 

factors such as the nature of the job, society, and the 

management system adopted; all of these he believes, have a 

major impact upon the role which make it more difficult to 

discharge. Some other factors were often linked with the 

political system as this seemed to have had the most negative 

influence upon leaders. Therefore, LD6 recommends that 

leaders should also possess certain qualities (as well as having 

formal training) in order to succeed in this role, and in this 

respect, he suggests leaders to be committed to work, 

diplomatic, patient, and hard workers. He emphasised that 

being committed to work is very important in order to 

influence the followers. In terms of influence, LD6 made it 

clear that the only person who has a huge influence on him is 

the prophet Mohamed (PBUH) and that such influence is 

apparent both in his professional and personal life.  

Currently, LD6 as dean, occupies a strong leadership position 

while simultaneously teaching as required. However, he does 

not want to assume any further leadership roles due to the 

difficulty associated with these (especially in the current 

climate), and to the fact that he is reaching retirement.  

Conclusion and Recommendation  

The study has had several valuable outcomes, leading to new 

knowledge, and implications for both practitioners and 

researchers.  In Chapter One it was noted that a contribution 

to the literature was envisaged in three major areas, and 

indeed the study has produced findings which have brought 

that prediction to fruition.   

The very specific focus on how academic leaders learn to lead 

has been pursued in two different cultural contexts, and the 

knowledge of how the professional identities of those leaders 

were constructed has illuminated the impacts of cultural, 

political, and social factors. 

Consequently, it can be seen that the study makes a significant 

contribution to the literature relating to Libyan HE. That 

literature in itself is not vast, but the literature relating to the 
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post-Revolution (2011) environment is almost non-existent. 

Six year on, Libya remains in a confused state, civil unrest is 

rife, personal security is challenged every day and it is simply 

not safe to conduct research that requires travelling, or the 

exploration of sensitive issues. At the same time, there is no 

real willingness among the Libyan population to participate in 

research for fear of some form of reprisal from others who do 

not share the views expressed. This study is, therefore, a 

valuable and unique contribution to the sparse literature 

pertaining to Libyan HE.  

Simultaneously, the study contributes to the wider body of 

writing concerning academic leadership in other Arab and 

Islamic societies since they share many of the cultural and 

religious features that characterise Libya. This means that the 

study’s outcomes have meaning for the wider literature of the 

Arab World pertaining to Higher Education, and the route to 

leadership, and the individual professional identity of those in 

leadership positions.  

And a third contribution comes in the study’s relevance to the 

very large body of literature concerning academic leadership 

in the West, through its focus on the UK sample. In this 

respect, the contribution is seen in the changing nature of the 

role of dean, from one which was originally that of academic 

leadership, to one that is now much more managerial and less 

satisfying.   

The study also makes a methodological contribution which 

other researchers may find useful in that the theoretical 

framework developed – career stages, national culture, and 

professional identity through social construction – can be seen 

as a logical and workable conceptual model for interpreting 

the behaviour of academic leaders in all communities, 

societies, and culture. The framework’s three-dimensional 

approach leads to an emphasis on ethnography and that makes 

it suitable as a model in all cultural contexts.  

Finally, the study makes a contribution to the knowledge 

possessed by practitioners in the form of university higher 

managements, since it generates recommendations and advice 

concerning how leadership, especially in Libyan HEIs, can be 

improved. It highlights the cultural constraints within which 

Libyan deans operate and whilst not seeking to denigrate 

those aspects of Libyan culture that are seen to cause 

problems for deans, it does offer guidance to ameliorate their 

effects.     
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