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Abstract:

This paper takes a deep dive into leadership and change management
models used in education, offering an in-depth look at ten significant
theories and frameworks, each model brings a different perspective on
managing change. The research question explores how various frameworks
can be applied to educational settings to enhance leadership and change
processes. By analyzing the strengths and limitations of each model, the
paper aims to provide educational leaders with actionable insights. The
purpose of this study is to offer a comprehensive understanding of how
different approaches can be integrated to develop effective strategies for
managing change in educational institutions.
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Introduction

In our fast-paced world, strong leadership in education is more
important than ever. School and university leaders are navigating through a
landscape of constant change, shaped by evolving societal needs, new
technologies, and growing demands from various stakeholders. As
educational institutions strive to stay current and flexible, the ability to
guide these changes effectively has become a critical skill.

The term "change" has been used by change theorists to identify how
and why organizations change (Weich & Quinn, 1999). Educational
organizations; school systems, and universities are under tremendous
pressure to change in this era of massive change. Similarly, to other
organizations, organizational change in educational institutions refers to
alterations, improvements, restructuring, or adjustments in the processes or
contents of education (Dimmock, 1996).

Leading change in education systems requires determining what
changes to lead and how they will be led in today's rapidly changing
environment. In addition, it involves establishing a coherent connection
between these decisions so that they are meaningful to relevant stakeholders
and to themselves (Leithwood & Hallinger, 2002). Leaders are those who
lift someone's vision to a higher level, raise their performance quality to a
higher standard, and build their personalities beyond their normal limits
(Drucker, 2000).

The study of change leadership reveals a wide range of theories and
models that help leaders handle change effectively. Researchers have delved
into how leadership intersects with change, offering valuable insights into
the skills and strategies needed for successful transformations. However, the
variety of approaches highlights an important truth: there’s no single
method that works for every situation. Each educational environment has its
own set of challenges, so it’s crucial for leaders to tailor different models to
fit their specific contexts. The implementation of change at educational
institutions has been guided by a variety of change models (Whelan-Berry et
al., 2003). The purpose of these models is to provide structured processes to
implement changes in organizations and to facilitate the work of change
leaders (Beycioglu & Kondakci, 2021).

This paper aims to contribute to the ongoing discourse on educational
leadership by providing a comparative analysis of several influential change
leadership models. By examining the foundational principles, strengths, and
limitations of models such as Deming's Total Quality Management, Hersey
and Blanchard's Situational Leadership, Warren Bennis’s leadership
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paradigm, Stephen Covey’s 7 Habits, and Michael Fullan’s Framework for
Change Leadership, this study seeks to offer educational leaders a
comprehensive understanding of the available tools and approaches.

Statement of the Problem

In today's fast-changing educational landscape, schools and universities
are under constant pressure to keep up with societal shifts, technological
advancements, and evolving teaching methods. Strong leadership is crucial
for guiding institutions through these changes, but there isn't a single,
universally agreed-upon method for managing change in educational
settings. The wide range of existing leadership and change management
models presents a challenge, as educational leaders must figure out which
approaches work best for their unique situations and how to apply them
effectively. This study aims to explore how these various models can be
combined to develop a well-rounded strategy for leading change in
education.

Research Question

The research question guiding this study is: How can various leadership
and change management models be effectively integrated to support
educational leaders in managing change within educational institutions?

Research Purposes

The purposes of this research are threefold:

1. To explore and critically analyze ten influential leadership and change
management models used in the educational sector.

2. To evaluate the strengths and limitations of each model concerning their
application in different educational contexts.

3. To develop a comprehensive strategy for educational leaders by
integrating key elements from various models to address the
complexities of change management in contemporary educational
environments.

Literature Review

Navigating change is a critical skill for educational leaders, who must
guide their institutions through societal demands, State regulations, and
internal expectations while staying aligned with their vision. The rapid pace
of societal change increases the urgency for schools to adapt. Due to the
unique characteristics of each educational setting, finding a universal
solution for effective change leadership is challenging. This section
highlights ten influential figures whose innovative models and theories
provide valuable insights for managing educational transformations.

404



Change Leadership Models ....... Dr. Ghassan Al-Deek, Prof. Rateb Al-Soud, Prof. Imad Abu Kishek

1. Deming's Total Quality Management (TQM)

TQM is a known approach that originated from the work of W.
Edwards Deming, a statistician, with a strong foundation in systems theory.
During World War Il Deming played a role in establishing quality standards
for war machinery. However, his notable contribution came after the war
when he brought about changes through TQM in Japan (Hackman &
Wageman, 1995).

Total Quality Management (TQM) rests on key beliefs. It highlights the
significant financial impact of quality over mere process improvements and
recognizes that workers, when equipped with proper tools and training, are
naturally inclined to produce quality work. TQM also views organizations
as interconnected systems facing challenges, with top management bearing
responsibility for quality (Hackman & Wageman, 1995). These principles
emphasize collaboration and systemic interdependence, aligning well with
systemic change theory.

TQM as a leadership model advocates for the concept of shared
leadership. It suggests that every individual regardless of their position can
take on leadership responsibilities to enhance the fabric of the organization.
While it establishes systems and protocols, leadership within the TQM
framework is not confined to down instructions. It promotes a culture where
"every employee is encouraged to demonstrate leadership qualities that
resonate throughout the organization" (Norton, 2005, p. 45).

2. Hersey and Blanchard - The Situational Leadership Framework

In the 1960s Paul Hersey and Kenneth Blanchard introduced the
concept of Situational Leadership. At its core this model recognizes that
leadership is not a one size fits all approach. Instead the effectiveness of a
leadership style depends on the aspects of each situation. The challenge for
leaders lies in assessing circumstances anticipating outcomes and then
choosing the most suitable leadership style from a range of four options
(Hersey & Blanchard, 1988). Figure 1 shows the Situational Leadership
model and the four options.
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Figure 1. The Situational Leadership Model (Hersey & Blanchard, 1988).
Source: Hersey, Paul., & Blanchard, K. H. (1988). Management of organizational behavior:
utilizing human resources (5th ed). New Jersey: Prentice-Hall.

These leadership styles stem from two behaviors: task-oriented, where
leaders assign duties and set objectives, and relationship-oriented, which
focuses on communication and mentoring (Hersey & Blanchard, 1988). The
model’s simplicity makes it practical, acknowledging that experienced
individuals need less guidance than beginners. However, some critics
suggest that the "Selling” style leans more toward management than
leadership (Bass & Bass, 2008). Despite these critiques, the model remains
valuable in discussions on leading change.

Drawing parallels to this model, Lambert (1998) introduced the
‘Leadership Capacity Matrix' which outlines the relationship between school
conditions and leadership capabilities. This model emphasizes involving the
school community in driving change. Organized into four quadrants it
assesses participation and proficiency in leadership roles. It aligns with
Hersey and Blanchard’s model, reinforcing the notion that the suitability of
a leadership style depends on the context.

3. Warren Bennis; A Pioneer of Modern Leadership and Change

In a changing world Bennis (2009) argued that simply accepting the

status quo is no longer acceptable for leaders today. To him the true measure
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of a leader’s effectiveness lies in their ability to create a framework that
encourages growth — encompassing ideas, expertise, knowledge and
innovation (Bennis 2009). Going deeper into leadership paradigms, he
explained:

Leadership isn't, about generating ideas but also bringing together
minds to collaborate in an inclusive and meaningful environment. It
involves cultivating a culture of taking risks fostering curiosity and
embracing bold actions. The main challenge is establishing a structure that
seamlessly integrates ideas, human connections and an adventurous spirit
(Bennis 2009).

Bennis (2009) emphasized that leadership is not about mapping out the
future but understanding the past and putting the present into context. To
navigate through realities successfully leaders must paint a picture that
provides clarity and perspective.

Bennis argues that making information accessible to everyone is crucial
for maintaining transparency within organizations (Bennis, 1999).
Additionally, Bennis suggested that effective leaders have a responsibility to
foster an environment that promotes growth and learning. This not only
helps develop human capital but also allows for the creation of
unprecedented value (Bennis, 1999).

4. Stephen Covey and the 7 Habits of Highly Effective People

Stephen Covey (1989) emphasizes in his book The 7 Habits of Highly
People, the lasting impact of aligning values with action. Renowned for its
approach to leadership in educational settings the book emphasizes the
importance of initiating change from within oneself.

Habits are seen as the aspects of one’s character. Habits comprise three
key elements: knowledge (knowing what needs to be done), skill (knowing
how to do it), and desire (the motivation to act) (Covey, 1989). These habits
guide individuals on a journey from dependence to independence and
eventually interdependence. While conventional discussions on leadership
often praise independence, Covey underscores the significance of our
interconnected world.

Covey (1989) outlined seven habits essential for professional success:

1. Be Proactive: Take initiative rather than react passively.

2. Begin with the End in Mind: Maintain a clear vision of your goals.

3. Put First Things First: Prioritize and manage time effectively.

4. Think Win-Win: Foster cooperation for mutually beneficial outcomes.

5. Seek First to Understand, Then to Be Understood: Practice empathetic
communication.
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6. Synergize: Leverage collective strengths for greater success.
7. Sharpen the Saw: Focus on continual self-improvement.

These habits form a character-driven foundation, increasingly vital in
facing daily challenges (Covey, 2005). Covey (2004) later expanded on
these with The 8th Habit, focusing on moving from effectiveness to
greatness.

This sequel explores the power of 'voice'. A combination of talent,
passion, necessity and moral compass. Covey defined 'voice' as the
convergence of one’s strengths, internal motivators, societal needs and
inherent sense of wrong (Covey, 2005). By harnessing and amplifying this
'voice' leaders can skillfully guide organizations through times of change.

5. Jim Collins and Good to Great

In his book "Good to Great; Why Some Companies Make the
Leap...and Others Don't" Jim Collins (2001a) delved into the DNA of
organizations that have transformed from average to exceptional. These
findings on leadership and organizational excellence offer lessons not for
businesses but also for sectors such, as education.

At the core of (Collins, 2001b) analysis lies the significance of
leadership. He highlighted a group of leaders known as "Level 5 Leaders."
These leaders are an embodiment of two seemingly divergent traits: "intense
professional will" juxtaposed with "extreme personal humility” (p. 2). These
are leaders who straddle the delicate balance between audacity and
reticence, whose leadership ethos combines determination with a touch of
self-deprecation.

Collins presented a vivid imagery to delineate the actions of Level 5
leaders: they look "out the window™" to bestow credit, even if it's excessive;
yet, in moments of failure, they introspectively gaze "into the mirror” to
bear responsibility, eschewing external factors (Collins, 2001b).
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Figure 2. Good to Great framework (Collins, 2001a)
Source: Collins, J. (2001). Good to Great: Why Some Companies Make the Leap and
Others Don’t (1st ed.). New York, NY: HarperBusiness.

Collins (2001a) resonated with Covey's emphasis on life balance,
asserting that an individual's holistic commitment to work and adaptability
to change does not undermine the significance of life's other dimensions. An
ecosystem that fosters candid communication, what Collins terms as
"confronting the brutal facts", is pivotal. This aligns seamlessly with Warren
Bennis' endorsement of candor as a crucial leadership trait.

6. Tony Wagner and “community of practice”

Tony Wagner, a figure in transformation consistently advocates for
significant systemic changes, within the education field. At the core of
Wagners philosophy lies the idea of "professionalizing education™. In his
work published in 2004 Wagner explained this idea suggesting that a
professional educational system thrives by promoting dialogues, about the
challenges encountered at every level within educational institutions.
According to him it is through these conversations that collaborative efforts
can generate insights leading to the continual improvement of learning
methods, teaching practices and leadership dynamics (Wagner, 2004).

Wagner and colleagues introduced the concept of a "community of
practice” in 2005, where professionals collaborate to develop skills, share
best practices, and tackle practical challenges together. These communities
can break down barriers in education, such as resistance to change,
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professional isolation, and unchecked autonomy, fostering an environment
of engagement and collaboration crucial for transformative change (Wagner
& Kegan, 2005).

Wagner and Kegan (2005) outlined the process of change in three
phases: "preparing,” "envisioning,” and "enacting.” The "preparing" phase
uses components of the SURE approach, while the "envisioning” phase
expands its reach beyond internal stakeholders. The "enacting” phase
integrates the final elements of Wagner's methodology. Throughout these
phases, key themes such as data-driven decision-making, accountability, and
relationship-building are essential. Leaders are encouraged to adopt a
forward-thinking mindset and take strategic actions to ensure success.

7. Heifetz and Linsky; Adaptive Problems

Heifetz and Linsky (2017) introduced a nuanced comprehension of
challenges faced by organizations. They categorized these challenges into
two types; " problems," which are more conventional in nature and can
generally be resolved through established procedures or expertise; and
"adaptive problems,” which are complex unscripted issues that do not lend
themselves to traditional solutions or expert interventions. Navigating
challenges is a task fraught, with uncertainties.

Such challenges often elicit reactions, from stakeholders ranging from
resistance to desperation as they navigate unfamiliar territory. Recognizing
the conflicts that arise in situations of change, Heifetz and Linsky (2017)
highlighted the crucial role of leadership in channeling these passionate
differences and tensions constructively. They emphasized that true
leadership, during change lies in the ability to mediate divergences, fervor
and conflicts while minimizing harm and effectively harnessing their
energy.

Heifetz and Linsky (2017) proposed a set of four strategies. They
stressed the importance of creating an environment where individuals feel
secure enough to tackle challenges. They advocated for temperature control.
Applying the right amount of pressure to stimulate action without
overwhelming the system. This is closely tied to their strategy. Pacing the
work. Which involves adjusting the speed of change gradually and other
times more expediently. Lastly offering stakeholders a clear vision of the
expected future can serve as a catalyst. If individuals can envision a future,
as the culmination of their work they are more likely to persist and move
forward (Heifetz & Linsky, 2017).
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8. Doug Reeves and Leadership for Learning Framework

Doug Reeves has made contributions to the field of leadership and its
close connection to change. As Reeves (2020) aptly stated, "Leadership is
inherently linked to change. It involves justifying it implementing it and
ensuring its sustainability” (p. 158). His insights go beyond understanding
offering practical steps that leaders can adopt to navigate the complex
process of change.

At the core of Reeves perspectives is the 'Leadership for Learning
Framework' which he introduced as a tool to foster consideration of change
with a focus on enhancing student achievement (Reeves, 2020). This
dynamic framework utilizes quadrants to illustrate the relationship between
achievement outcomes and the factors that contribute to excellence. When
there are outcomes but limited understanding of what led to them it is
referred to as ‘fortunate’. Conversely when both results and comprehension
are lacking it is termed 'unsuccessful’. ‘Learning' signifies an understanding
despite results while 'leading' represents a scenario where strong results
align, with comprehensive understanding.

In his work "Leading Change in Your School, How to Overcome
Misconceptions, Foster Commitment and Achieve Results " Reeves (2009)
describes change leadership as a challenge marked by technical, personal,
and political complexities, yet he remains optimistic. He suggested that
combining urgency with strategy can transform change into an empowering
journey. Viewing change as an opportunity rather than a threat increases the
chances of success. Later, Reeves (2020) reinforced the importance of
building a solid foundation for change, emphasizing the complex human
dynamics involved. He proposed four steps for gquiding cultural
transformation, including setting negotiable standards and selecting
appropriate tools for the environment.

9. DuFour and Marzano and their exploration of change leadership

According to DuFour and Marzano (2011) it is both a privilege and a
responsibility for anyone entering the field of education to take on a
leadership role. They emphasized that leadership is not about having
authority, about influencing others. They highlighted the significance of
unity stating that true progress comes from efforts than individual
accomplishments. The combined thinking of a group proves to be more
effective than attempts.

One key contribution from DuFour and Marzano (2011), in their
exploration of change leadership is the idea of articulating a vision that
deeply resonates with others aspirations. This vision acts as an anchor
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giving purpose to tasks and fostering a sense of commitment. They argue
that this vision should go beyond words; it requires action. Leaders have the
responsibility to establish pathways breaking down this vision into steps and
guiding their followers towards its realization.

DuFour and Marzano (2011) highlighted the importance of leaders
making strategic choices amid distractions, ensuring that priorities with the
greatest impact are clearly understood and implemented. They emphasized
the need for continuous communication to create a shared language that
fosters unity. Their approach to leadership stresses that effective leaders do
more than possess expertise—they inspire action, celebrate successes, and
nurture passion for both the purpose and the people involved.

10. Fullan Framework for Change Leadership

Michael Fullan is a known figure in the field of change, having
contributed to the discourse for many years. What sets him apart is his
ability to delve into the complexities of change in education and provide
strategies to navigate through it.

Michael Fullan’s framework for change leadership combines key
elements that are crucial for effective and sustainable organizational
transformation. According to Fullan (2010) having a moral purpose is the
driving force behind meaningful change emphasizing the importance of
making a difference. Acknowledging the complexities of change including
its psychological impacts on individuals is essential for navigating through
transformation (Fullan, 2007). Building trusting relationships and promoting
collaboration are also highlighted as factors in creating a supportive
environment for change (Fullan, 2020).

In "The New Meaning of Educational Change,” Fullan (2007)
described change as a complex mix of dilemmas and paradoxes. He argued
that successful change requires balancing clear vision with openness and
managing both support and pressure. Educational change, he noted, is
deeply personal, involving more than just processes. Fullan stressed the role
of culture in transformation, asserting that reshaping values, norms, and
practices is crucial for lasting change. When the whole school community
engages in improvement and innovation, this transformation becomes part
of everyday operations.

In Fullan’s perspective on change leadership relationships play a role.
He encapsulated this notion by asserting that while strategies may revolve
around rigor and innovation their ultimate success depends on the quality of
relationships (Fullan, 2020). The Fullan model includes three personality
traits (energy, enthusiasm, and hope), along with five core leadership
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components (moral purpose, understanding change, relationship
development, knowledge sharing, and coherence).

Methodology

This study uses a qualitative approach to compare major leadership and
change management models in education, aiming to explore their
effectiveness in guiding leaders through institutional changes. Data was
gathered from a comprehensive literature review of relevant books, peer-
reviewed articles, and influential texts. A thematic analysis was performed
to identify common themes and distinctions among the models, focusing on
leadership strategies and change management principles. The findings
highlight the strengths and limitations of each model, providing insights into
their practical applications in educational settings.

Analysis

The analysis of the ten models revealed a diverse range of approaches
to leadership and change management in educational settings. Each model
offers unique insights into how leaders can effectively manage change, yet
they also share common themes, such as the importance of vision,
collaboration, and adaptability.

1. Deming's TQM emphasizes the integration of quality standards into
every aspect of an organization, advocating for shared leadership and
systemic thinking (Deming, 1986). This model aligns well with the
principles of systemic change theory, making it particularly relevant for
institutions undergoing comprehensive reforms.

2. Hersey and Blanchard’s Situational Leadership underscores the need for
leaders to adapt their style based on the specific context (Hersey &
Blanchard, 1988). This flexibility is crucial in educational settings,
where diverse stakeholders and dynamic environments require tailored
leadership approaches.

3. Bennis’ Leadership philosophy focuses on fostering a culture of growth,
innovation, and risk-taking (Bennis, 2009), which is essential in
educational institutions striving to adapt to new societal demands and
technological advancements.

4. Covey’s 7 Habits offers a character-based approach to leadership,
emphasizing personal transformation as a precursor to leading change
(Covey, 1989). This model is particularly valuable for leaders aiming to
instill a culture of continuous improvement and personal accountability
within their institutions.

5. Collins’ Good to Great introduces the concept of Level 5 Leadership,
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where humility and professional will drive organizational excellence
(Collins, 2001). This model highlights the importance of leaders being
both visionary and pragmatic, qualities that are essential in the
educational sector.

6. Wagner’s Professionalizing Education focuses on the development of
professional learning communities, advocating for collaborative
approaches to problem-solving and innovation (Wagner, 2008). This
model is highly applicable in educational settings where shared
leadership and professional development are key to sustainable change.

7. Heifetz and Linsky’s Adaptive Leadership distinguishes between
technical and adaptive challenges, emphasizing the need for leaders to
navigate complex, unscripted problems (Heifetz & Linsky, 2002). This
model is particularly relevant for educational leaders facing
unprecedented challenges, such as those posed by technological
disruptions and changing societal expectations.

8. Reeves’ Leadership for Learning Framework connects leadership
directly with student achievement, offering practical strategies for
aligning leadership actions with educational outcomes (Reeves, 2009).
This model is especially pertinent for leaders focused on improving
instructional practices and learning environments.

9. DuFour and Marzano’s Visionary Leadership emphasizes the
importance of a shared vision and collective action in driving change
(DuFour & Marzano, 2011). This approach is critical in educational
settings where alignment and unity among stakeholders are necessary
for achieving long-term goals.

10. Fullan’s Framework for Change Leadership integrates moral purpose,
understanding of change, relationship-building, knowledge sharing, and
coherence-making into a comprehensive model for leading educational
change (Fullan, 2020). Fullan’s model is particularly robust, offering a
holistic approach that addresses both the technical and emotional aspects
of change.

Comparison
Comparing these models reveals several key differences and

similarities:

— Vision and Purpose: While all models emphasize the importance of
vision, the way it is conceptualized varies. Fullan and DuFour &
Marzano stress a shared, moral purpose (DuFour & Marzano, 2011,
Fullan, 2020), whereas Collins and Covey focus on personal and
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organizational alignment with a clear end goal (Collins, 2001; Covey,
1989).

— Adaptability: Hersey and Blanchard’s model stands out for its emphasis
on situational adaptability (Hersey & Blanchard, 1988), which contrasts
with the more structured approaches of Deming’s TQM and Covey’s
habits (Deming, 1986; Covey, 1989).

— Collaboration vs. Authority: Models like Wagner’s and Reeves’ stress
collaboration and professional learning communities (Reeves, 2009;
Wagner, 2008), whereas Collins’ Level 5 Leadership and Bennis’
approach focus on the role of individual leaders in setting the tone and
direction for change (Bennis, 2009; Collins, 2001).

— Technical vs. Adaptive Challenges: Heifetz and Linsky provide a clear
distinction between technical and adaptive challenges (Heifetz &
Linsky, 2002), which is a nuance less explicitly addressed in models like
TQM or the 7 Habits, though implicit in their application (Deming,
1986; Covey, 1989).

— Systemic Change: Deming’s TQM and Fullan’s Framework are deeply
rooted in systemic thinking (Deming, 1986; Fullan, 2020), advocating
for changes that permeate every level of the organization, while models
like Covey’s and Collins’ can be applied at both individual and
organizational levels (Collins, 2001; Covey, 1989).

Discussion

This section explores the implications of these models for educational
leadership, their strengths and limitations, and how they can be integrated to
form a cohesive strategy:

Implications for Educational Leadership

1. Deming’s TQM: Deming's Total Quality Management (TQM) advocates
for integrating quality standards throughout every aspect of an
organization, emphasizing the importance of shared leadership and
systemic thinking (Deming, 1986). This model implies that educational
institutions should adopt a comprehensive, organization-wide approach
to reform. It is particularly relevant for institutions undergoing large-
scale changes, as it promotes continuous improvement and a culture of
quality.

2. Hersey and Blanchard’s Situational Leadership: Hersey and Blanchard’s
Situational Leadership theory suggests that leaders need to adjust their
styles based on the context and readiness of their team (Hersey &
Blanchard, 1988). In educational settings, this flexibility is crucial for
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addressing diverse needs and dynamic challenges. Leaders must be
adept at tailoring their approach to fit different situations and

individuals.

3. Bennis’ Leadership Philosophy: Warren Bennis’ leadership philosophy
focuses on fostering a culture of growth, innovation, and risk-taking
(Bennis, 2009). This approach is particularly relevant in educational
institutions that need to adapt to rapid societal changes and
technological advancements. Leaders are encouraged to create

environments that support creativity and experimentation.

4. Covey’s 7 Habits: Stephen Covey’s “7 Habits of Highly Effective
People” emphasizes personal transformation as a foundation for
effective leadership (Covey, 1989). This model suggests that educational
leaders should focus on developing their own habits and character to
inspire and lead others effectively. The emphasis on personal
accountability and continuous improvement is valuable for cultivating a

proactive and responsible school culture.

5. Collins’ Good to Great: Jim Collins’ concept of Level 5 Leadership
highlights the importance of humility and professional will in driving
organizational excellence (Collins, 2001). For educational leaders, this
model underscores the need to balance visionary thinking with practical,
humble leadership. Such a blend can help navigate the complexities of

educational reform and drive long-term success.

6. Wagner’s Professionalizing Education: Tony Wagner’s
Professionalizing Education model focuses on developing professional
learning communities and advocating for collaborative problem-solving
(Wagner, 2008). This approach is vital for educational institutions where
shared leadership and ongoing professional development are key to

achieving sustainable improvements.

7. Heifetz and Linsky’s Adaptive Leadership: Heifetz and Linsky’s
Adaptive Leadership distinguishes between technical and adaptive
challenges, emphasizing the need for leaders to address complex,

unscripted problems (Heifetz & Linsky, 2002). This model

particularly relevant for educational leaders facing unprecedented
challenges, such as those posed by technological disruptions and

evolving societal expectations.

8. Reeves’ Leadership for Learning Framework: Douglas Reeves’
Leadership for Learning Framework connects leadership directly with
student achievement, offering practical strategies for aligning leadership
actions with educational outcomes (Reeves, 2009). This model

416



Change Leadership Models ....... Dr. Ghassan Al-Deek, Prof. Rateb Al-Soud, Prof. Imad Abu Kishek

10.

highlights the importance of focusing on instructional practices and
creating conducive learning environments to improve student
performance.

DuFour and Marzano’s Visionary Leadership: Richard DuFour and
Robert Marzano emphasize the significance of a shared vision and
collective action in driving educational change (DuFour & Marzano,
2011). This model suggests that achieving alignment and unity among
all stakeholders is critical for realizing long-term educational goals.
Fullan’s Framework for Change Leadership: Michael Fullan’s
Framework for Change Leadership integrates elements such as moral
purpose, understanding of change, relationship-building, knowledge
sharing, and coherence-making (Fullan, 2020). This comprehensive
model addresses both the technical and emotional aspects of change,
offering a robust approach to managing educational reform.

Strengths and Limitations

1.

Deming’s TQM: The strength of Deming’s TQM lies in its focus on
systemic quality and continuous improvement, but its comprehensive
implementation can be resource-intensive and complex (Deming, 1986).
Hersey and Blanchard’s Situational Leadership: This model’s flexibility
is a significant strength, allowing leaders to adapt their style to varying
contexts. However, it may lack detailed guidance on how to practically
apply these adaptations (Hersey & Blanchard, 1988).

Bennis’ Leadership Philosophy: Bennis’ emphasis on innovation and
risk-taking promotes a forward-thinking culture, but it may be
challenging to implement in traditional educational environments that
resist change (Bennis, 2009).

Covey’s 7 Habits: Covey’s focus on personal transformation is
beneficial for fostering a proactive culture, though consistently applying
all seven habits can be demanding for leaders (Covey, 1989).

Collins’ Good to Great: The model’s emphasis on humility and
professional will is powerful, but achieving the level of leadership
described may be challenging for many in the educational field (Collins,
2001).

Wagner’s Professionalizing Education: The strength of this model lies in
its collaborative approach, but establishing effective professional
learning communities requires significant time and effort (Wagner,
2008).

Heifetz and Linsky’s Adaptive Leadership: This model’s strength is in
its ability to address complex challenges, though it may be difficult for

417



The Jordanian Association for Educational Sciences, Jordanian Education Journal, Vol (9), Special Issue, 2024

leaders to manage adaptive problems without clear, actionable
guidelines (Heifetz & Linsky, 2002).

8. Reeves’ Leadership for Learning Framework: Its direct link to student
achievement is a key strength, but aligning leadership actions with
educational outcomes effectively can be challenging (Reeves, 2009).

9. DuFour and Marzano’s Visionary Leadership: This model’s focus on a
shared vision and collective action is critical, but achieving consensus
among diverse stakeholders can be difficult (DuFour & Marzano, 2011).

10. Fullan’s Framework for Change Leadership: Fullan’s holistic approach
is robust, addressing multiple facets of leadership and change. However,
managing all these aspects simultaneously can be overwhelming for
leaders (Fullan, 2020).

Integrating Models into a Cohesive Strategy

The practical application of these models in educational leadership
necessitates a nuanced approach. Leaders must integrate elements from
various models to create a strategy that is both comprehensive and
contextually relevant. For instance:

— Deming's TQM and Fullan’s Framework: Merging Deming’s focus
on systemic quality with Fullan’s holistic approach can provide a
thorough framework for managing educational change, addressing both
technical and relational aspects of reform (Deming, 1986; Fullan, 2020).

— Hersey and Blanchard’s Situational Leadership with Heifetz and
Linsky’s Adaptive Leadership: Combining these models can enhance
a leader’s ability to adapt their style to meet complex challenges,
offering a flexible and responsive approach to leadership (Hersey &
Blanchard, 1988; Heifetz & Linsky, 2002).

— Bennis’ Leadership Philosophy and Covey’s 7 Habits: Integrating
these models can foster a culture of innovation and personal growth,
encouraging leaders to model and promote continuous improvement
(Bennis, 2009; Covey, 1989).

— Wagner’s Professionalizing Education with DuFour and Marzano’s
Visionary Leadership: This combination emphasizes collaborative
approaches and a shared vision, critical for fostering professional
development and achieving collective goals (Wagner, 2008; DuFour &
Marzano, 2011).

In summary, the discussion highlights the complexity of leading change
in educational settings and underscores the importance of a multifaceted
approach. By integrating insights from various leadership and change
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management models, educational leaders can develop strategies that are
both effective and adaptable, ultimately fostering an environment where
change leads to meaningful improvements in educational outcomes.

Conclusion

This study examined ten influential leadership and change management
models applicable to the educational sector, each offering unique
perspectives on managing transformation. The models reviewed—Deming’s
Total Quality Management, Hersey and Blanchard’s Situational Leadership,
Bennis’ Leadership Philosophy, Covey’s 7 Habits, Collins’ Good to Great,
Wagner’s Professionalizing Education, Heifetz and Linsky’s Adaptive
Leadership, Reeves’ Leadership for Learning, DuFour and Marzano’s
Visionary Leadership, and Fullan’s Framework for Change Leadership—
highlight the complexity and multifaceted nature of leading change in
education.

The analysis revealed that while each model has its strengths, such as
Deming’s focus on systemic quality and Fullan’s comprehensive approach
to change, they also have limitations that may impact their applicability in
various educational contexts. For instance, Deming’s TQM may be
resource-intensive, and Heifetz and Linsky’s Adaptive Leadership might
lack actionable guidelines for complex problems.

Integrating elements from these models can help create a more robust
strategy for educational leadership. Combining systemic quality approaches
with flexible, adaptive strategies allows leaders to address both the technical
and emotional aspects of change. Additionally, focusing on personal
growth, collaborative problem-solving, and a shared vision can enhance the
effectiveness of leadership practices.

By blending these diverse approaches, educational leaders can better
navigate the challenges of modern educational environments, ultimately
improving their institutions’ ability to adapt and thrive in an era of rapid
change. Future research should explore practical methods for integrating
these models and assessing their impact on educational outcomes, providing
further insights into effective leadership strategies in education.
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