[ Downloaded from www.johepal.com on 2026-06-10 ]

[ DOI: 10.61186/johepa .6.1.152

Journal of

Higher Education Policy
And

Leadership Studies

JHEPALS (E-ISSN: 2717-1426)

https://johepal.com

E-ISSN:2717-1426
https:/fjohepal.com

Journal of

Higher Education in Higher Education Policy

And
TurbUIence: A Need fOI‘ Leadership Studies
Transformational

Leadership

Thomas G. Henkel e
Department of Management, College of Business, i g ol
Embry-Riddle Aeronautical University, USA

Email: Thomas.Henkel@erau.edu ;
henke900@erau.edu

Ann Marie Ade

Department of Humanities and Communication, College of Arts & Sciences,
Embry-Riddle Aeronautical University, USA
Email: ade017@erau.edu

Article Received Article Accepted Published Online
2024/07/24 2025/03/02 2025/03/31

Cite article as:

Henkel, T. G., & Ade, A. M. (2025). Higher education in turbulence: A need
for transformational leadership. Journal of Higher Education Policy and
Leadership Studies, 6(1), 152-1617.
https://dx.doi.org/10.61186/johepal.6.1.152



https://johepal.com/
https://dx.doi.org/10.61186/johepal.6.1.152
mailto:Thomas.Henkel@erau.edu
mailto:henke900@erau.edu
mailto:ade017@erau.edu
http://dx.doi.org/10.61186/johepal.6.1.152
https://www.johepal.com/article-1-1115-en.html

[ Downloaded from www.johepal.com on 2026-06-10 ]

[ DOI: 10.61186/johepa .6.1.152

HE in Turbulence

Higher Education in Turbulence: A Need for Journal of Higher Education
Policy And Leadership

Transformational Leadership Studies (JHEPALS)

E-ISSN: 2717-1426
Volume: 6 Issue: 1

pp. 152-167

DOI:
10.61186/johepal.6.1.152

Abstract

The performance and effectiveness of Higher Education
Institutions (HEls) are indispensable sources for an | Thomas G. Henkel *
organization’s success and are pivotal determinants of | Ann Marie Ade
organizational success. This study investigates the crucial
role of transformational leadership in enhancing the
performance and effectiveness of Higher Education
Institutions (HEIls), which are vital for organizational success.
Utilizing a quantitative research approach centered on The
Multifactor Leadership Questionnaire (MLQ 5X), this
research aimed to assess the impact of transformational
leadership on staff and faculty within HEls. A total of 192
responses from leaders of higher education institutions
contributed to the study, revealing significant positive
correlations  between  transformational leadership
components and HEl outcomes. The findings of the study
assert the importance of transformational styles of
leadership in HEls due to characteristics that are most
suitable for the development of the HEls and its multiple
positive effects on the organizational structure of HEls, the
behavior of their employees, their job performance, the
quality of academic research, and community service
outcomes.
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Introduction

Higher Education Institutions (HEls) find themselves navigating a dynamic and rapidly
evolving educational market. The trajectory of higher education enrollment has shifted
noticeably, with some areas experiencing a decline in student enrollment in HEIs (Welding,
2025). This change underscores HEIs' need to adapt and respond strategically to the evolving
educational landscape. Another factor influencing prospective students' decisions regarding
their educational pursuits is the increasing financial burden associated with higher
education. Reports indicate that since 1980, the overall cost of full-time attendance at a
four-year college has surged by over 180% (Drozdowski, 2024). This economic pressure
extends beyond tuition expenses, encompassing a significant rise in student room and board
charges (McGurran, 2023).

In an intriguing turn of events, numerous HEIs have opted for an unorthodox strategy
to alleviate financial strains rather than directly confronting the mounting expenses. This
strategy involves the implementation of tuition discounts, wherein a portion of each tuition
dollar is reallocated through financial aid, thereby indirectly easing the economic burden on
students and their families (Drozdowski, 2024). The landscape of higher education is
undergoing dynamic and rapid changes. The trajectory of higher education enrollment has
notably shifted, leading to declines in student enrollment in certain regions (Welding, 2025).
This shift underscores HEIs' need to adapt and respond to the evolving educational milieu
strategically. Another significant factor prompting prospective students to reassess their
educational pursuits is the escalating financial burden associated with higher education.
Reports indicate that since 1980, the overall cost of full-time attendance at a four-year
college has surged by more than 180% (Drozdowski, 2024). These economic pressures
extend beyond tuition expenses and encompass a considerable rise in student room and
board charges (McGurran, 2023).

In an intriguing turn of events, numerous HEls have opted for an unorthodox strategy
to alleviate financial strains rather than directly confronting the mounting expenses. This
strategy involves implementing tuition discounts, wherein a portion of each tuition dollar is
reallocated through financial aid, thereby indirectly easing the economic burden on students
and their families (Drozdowski, 2024). The landscape of higher education is undergoing
dynamic and rapid changes.

Graduating and being burdened with substantial student loan debt can significantly
impede the progress of HEIl students as they endeavor to attain essential milestones in life,
such as homeownership, marriage, and starting a family. The financial strain imposed by
significant student debt emerges as a formidable barrier, affecting not only individual
aspirations but broader societal expectations and goals for the succeeding generation
(Palasciano, 2025). Simultaneously, millions of prospective students diligently weigh their
options after completing high school (Drozdowski, 2024). It is, therefore, unsurprising that
numerous HSIs have announced or are considering mergers with other HSIs (Burris, 2023)
in response to these challenges. Compounding the issue is that many full-time faculty
members in HEls are resigning from their positions to pursue careers in other fields
(Flaherty, 2022).

The issue of HSIs being influenced by political radicals is a growing concern. The
increasing dominance of radical ideologies on campuses is evident as senior professors retire
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and are replaced by individuals with more radical viewpoints. Ellis (2023) states that the
enforcement of radical orthodox ideologies has tripled in the past three years, capturing the
educational system by a fringe political faction that oppresses constitutional values and
traditional ways of life, which is unacceptable. Resignations of prominent university leaders
such as Liz Magill from the University of Pennsylvania and Claudine Gay from Harvard
University underscore institutions' challenges (Belkin, 2023). These schools have been
accused of suppressing ideas that diverge from the progressive worldview of their
administrations, faculties, and activist student groups (Arness, 2023). Furthermore, the
tenure of leaders in higher education is decreasing, reflecting the increasingly polarized and
volatile political climate. According to the ACE survey, leaders across all types of schools held
their positions for an average of 5.9 years in 2022, compared to 8.5 years in 2006. This trend
may be attributed to the need to navigate an environment marked by political divisiveness
(Korn, 2024). Recently, a HEI president admitted that the recent protests on campus have
contributed to low enrollment for the upcoming academic year, necessitating possible
staffing cuts (Hays, 2024).

To address these challenges effectively, higher education leadership must
acknowledge the need for adaptation and understand that critical drivers of change include
advancements in technology and internationalization. Adopting a business-oriented
approach to motivate faculty may not be sufficient. Instead, leaders should strive to inspire
and empower stakeholders to navigate the complexities of the turbulent higher education
landscape. While the threats facing higher education are numerous and concerning, the
path forward may be more evolutionary than revolutionary. By embracing new realities as
they unfold, institutions can strive to emerge more substantial and more resilient in these
challenges (O’Brien, 2022). We know that colleges and universities cannot continue to
operate the same way and expect their lot to improve. How they reinvent themselves in the
coming decade will determine their fate paradigm shift in today’s fast-moving market.

Theoretical Background

In accordance with the United Nations (2022), HEls bear a significant responsibility
encompassing the preparation of future professionals, the pursuit of meaningful research
endeavors, and active engagement with communities and stakeholders to address
challenges at local, national, regional, and global levels. HEI leadership can adopt a strategic
approach grounded in the notion of cultivating and leveraging knowledge to effect positive
change for their students, as proposed by Marymount University (2021). Consequently, HEI
leadership must foster an environment of shared governance that inspires faculty and staff
to collectively advance the institution's academic objectives, as underscored by Post
University (2021). Through concerted efforts in collaboration and communication,
educational leaders within HEls collaborate and forge partnerships to drive constructive
outcomes, setting and attaining transformative goals (Marymount University, 2021).
Leadership can further fulfill this obligation by nurturing an organizational work
environment that facilitates faculty and staff deriving genuine value and significance from
their roles, fostering full engagement with their work and the organization's overarching
goals (Academic Leadership Group, 2023). This can be achieved by implementing
organizational-wide rewards and incentive structures such as profit-sharing and job
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enrichment initiatives. Empirical research indicates that heightened engagement among
faculty and staff correlates with enhanced organizational performance, resulting in
heightened levels of quality and accountability (Canaves & Minelli, 2022). Hence, it is
incumbent upon HEI leadership to examine the factors contributing to a work environment
that stimulates and motivates faculty and staff toward proactive engagement and action
(Academic Leadership Group, 2023).

Effectively communicating the organization's mission and establishing transparent
goals constitute foundational elements for driving success (“Strategic Planning,” 2009).
Moreover, when faculty and staff perceive a sense of alignment with the organization's
objectives and experience a collegial organizational culture, they tend to exhibit heightened
motivation and dedication toward advancing the mission and success of higher education
(Yale, n.d.). Furthermore, when faculty and staff can derive significance from their work,
they are more inclined to engage with their roles, contributing to a more robust overall
organizational performance (Bailey & Madden, 2016).

Research indicates that transformational leadership offers a framework for shaping
the work environment and fostering employee commitment (Steinmann et al., 2018;
McGuire & Kennerly, 2006). It is plausible that transformational leadership improves the
performance of individuals and teams and mitigates the impact of counterproductive work
behaviors. This effect likely stems from the capacity of transformational leaders to cultivate
a dedication to collective goals among team members, transcending individual interests and
fostering a shared sense of purpose. Transformational leaders advocate collaboration and
inspiration, emphasizing teamwork and empowering employees (Post University, 2021).
Leveraging excellent communication skills, transformational leaders facilitate employee
growth and encourage full engagement with their work (Cherry, 2024).

The Multifactor Leadership Questionnaire (MLQ 5X) serves as a tool for assessing the
dimensions of transformational leadership (Bass & Riggio, 2006; Xirasagar, 2008; Batista,
Esteve, & van Witteloostuijn, 2021). Originally, transformational leadership comprised three
key components: Idealized Influence, Intellectual Stimulation, and Individualized
Consideration. Idealized Influence (ll) entails leadership behavior characterized by the
leader serving as a role model who is respected, admired, and trusted by followers. This
behavior encompasses the attributes attributed to the leader by followers and the leader's
actions. Intellectual Stimulation (IS) involves leadership behavior to heighten followers'
awareness of problems and encourage them to perceive issues from novel perspectives,
fostering creativity in devising solutions. Individualized Consideration (IC) entails the leader
offering support and encouragement and acting as a mentor or coach to followers. Refining
this conceptualization introduced another facet of transformational leadership: Inspirational
Motivation (IM). This component encompasses communicating a compelling vision, issuing
challenges, and embodying enthusiasm, optimism, and a steadfast commitment to a shared
vision (Bass & Riggio, 2006; Xirasagar, 2008; Batista, Esteve, & van Witteloostuijn, 2021).
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Research Methodology

Purpose of the Study

Higher education institutions (HEIs) are grappling with significant challenges in today's
competitive environment and the rapidly evolving technological landscape. This quantitative
study aimed to explore the presence of transformational leadership styles within a
successful HEI. While existing literature highlights the role of transformational leadership in
HEI success, identifying specific styles crucial for success is essential for university leaders
striving to foster an engaging and motivating work environment conducive to achievement.
Our investigation commenced by posing the research question: Which transformational
leadership components are key contributors to HEI success?

Hypotheses
To address the research question, the following hypotheses were tested:
e Hi: influential leaders within HEIs demonstrate the Transformational Leadership
component of Idealized Influence.
e Hy: influential leaders within HEIs demonstrate the Transformational Leadership
component of Inspirational Motivation.
e Hs: influential leaders within HEls demonstrate the Transformational Leadership
component of Intellectual Stimulation.
e Ha: influential leaders within HEls demonstrate the Transformational Leadership
component of intellectual Consideration.

Data Collection and Statistical Measures

Data were gathered using the Multifactor Leadership Questionnaire (MLQ), developed
initially by (Bass & Avolio, 1993), to evaluate transformational leadership styles among HEI
academic employees. A shortened version of the questionnaire consisting of twenty (20)
items was employed to measure four dimensions of transformational leadership: idealized
influence, inspirational motivation, intellectual stimulation, and individual consideration.
Respondents rated their leaders' transformational style using a five-point Likert scale,
ranging from O (not at all) to 4 (frequently). This study employed a non-random sampling
technique to select HEl academic managers and employees. Invitations were sent out to 225
adult HEI academic managers. Participants were briefed on the study's objectives and
assured of the confidentiality and anonymity of their responses. They were informed that
only authorized personnel would have access to their information. After removing
duplicates, outliers, and incomplete responses, 192 valid MLQ responses from the academic
employees remained for subsequent data analysis in this research study. The
methodological procedure employed in this study was quantitative, involving the selection,
analysis, and synthesis of statistical results.

Results

The objective of the present study was to investigate the effect of transformational
leadership on the performance of a successful HEl. The findings of the study assert the
importance of transformational styles of leadership in HEls due to characteristics that are
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most suitable for the development of the HEls and its multiple positive effects on the
organizational structure of HEIs, the behavior of their employees, their job performance, the
quality of academic research, and community service outcomes. The findings reveal that
transformational leadership has a significant positive effect on HEIs. The results strongly
support past studies that have found an impactful contribution of transformational
leadership on increased performance in many organizations (Xirasagar, 2008; Yukl & Van
Fleet, 1982; Hatter & Bass, 1988), including within the higher education sector (Meng,
2022). Therefore, HEIs should endeavor to select and nurture transformational leadership
qualities among academic leaders for increased performance throughout the institution.
Leadership characteristics should be considered when selecting and appointing
academicians to administrative posts. In addition, existing leaders should reflect on, and
possibly reconsider, their choice of leadership style since it has such a significant effect on
performance.

Table 1.

Transformational Leadership Styles

Idealized Influence My leader acts as a role model, adheringto  Score
high moral and ethical conduct and
thereby providing a sense of vision and
mission. | trust my leader.

Inspirational Motivation My leader creates an appealing vision by Score
showing optimism about my abilities,
creates a sense of purpose, and
encourages team spirit.

Intellectual Consideration My leader acknowledges my needs, Score
provides support and empathy, and

3.3

3.2

considers my talents, background, and 3.0
situation.

Intellectual Stimulation My leader challenges assumptions, takes Score
risks, and helps me think outside the box 37

for creativity and innovation.

As presented in Table 1, our research findings clearly indicate that all four transformational
leadership styles received scores ranging from 3.0 to 3.7 on a four-point scale.

e Hypothesis 1 posits that influential leaders within higher education institutions
demonstrate the Transformational Leadership component of Idealized Influence.

In our study, the second highest score recorded was 3.3, achieved by Transformational
Leaders (TLs) in HEIs who exemplify integrity (formerly known as Idealized Influence). These
leaders set ethical standards for HEl employees and are highly esteemed and trusted by their
team members (Allen, 2016; Towler, 2019). TLs who demonstrate idealized influence and
charisma lead by example, earning trust through their actions, which is crucial for influencing
employees and enhancing organizational performance (McConnell, 2013; Howell & Frost,
1989; Williams Jr. et al., 2018; Conger, 2011; Breevaart & Zacher, 2019). Charismatic TLs are
known for their inspiring leadership style that motivates employees to emulate them,
thereby significantly contributing to organizational goals (Northouse, 2016). Bastedo et al.
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(2014) also found a positive correlation between college presidents' charisma (Idealized
Influence) and the number of student applications received by their institutions.

It is important to note that while transformational and charismatic leadership share
similarities, there are also distinct differences. Transformational leaders empower
employees and foster independence by delegating significant authority and developing their
skills and self-confidence. In contrast, charismatic leaders inspire employees to believe they
can achieve goals even in challenging or stressful situations, which proves effective during
crises or in stagnant organizations (Yukl, 2013). Discussion of charismatic leaders is often
focused on their personalities and not necessarily on their development of transformational
skills of others.

e Hypothesis 2 posits that influential leaders within higher education institutions
demonstrate the Transformational Leadership component of Inspirational
Motivation.

In our study, the third highest score achieved was 3.2, attained by TLs who foster
encouragement (formerly known as Inspirational Motivation) (Towler, 2019). This trait
underscores the TL's capability to articulate a compelling vision that motivates employees
to surpass expectations (Steinmann et al., 2018). TLs who promote inspirational motivation
lead their teams by instilling confidence in exceeding expectations (Barth-Farkas & Vera,
2014). These leaders demonstrate optimism towards their team, prioritizing the
organization’s mission over personal interests and inspiring additional effort for collective
success (McConnell, 2023; Alzoraiki et al., 2018). Such leadership practices reduce employee
stress and fatigue by fostering optimism and fairness, cultivating intrinsic motivation and
deep engagement (Kim, 2017). Yukl & Van Fleet (1982) identified a positive association
between TLs and employees' perceived effectiveness, enhancing motivation levels. Similarly,
Hatter & Bass (1988) found that TL-led teams consistently reported high job satisfaction and
motivation.

It is vital that TLs recognize each employee's uniqueness and tailor motivational
strategies accordingly. It is crucial to customize mentoring and coaching approaches to
enable everyone to achieve their full potential (Boomah et al., 2018). Additionally, according
to Chen and Wu (2020), leaders who practice individualized consideration value and
accommodate the cultural diversity among their employees.

e Hypothesis 3 posits that influential leaders within higher education institutions
demonstrate the Transformational Leadership component of Intellectual
Stimulation.

In our study, the transformational leadership component of Intellectual Stimulation
received the highest rating of 3.3 from HElI employees who assessed their TLs. Successful
leaders in higher education institutions exemplify the transformational leadership
component of Intellectual Stimulation (Towler, 2019). TLs who emphasize Intellectual
Stimulation collaborate closely with employees to foster creativity and challenge
conventional organizational methods to drive positive change. Instead of making decisions
unilaterally, these leaders engage team members, motivating them with both intrinsic and
extrinsic rewards to tackle challenges and maintain competitiveness in the educational
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sector (McConnell, 2023). According to Bass (1985), TLs encourage followers to think
critically and explore innovative approaches in their roles.

Correspondingly, research conducted by Gaganmale et al. (2023) highlighted a strong
positive relationship between Intellectual Stimulation in transformational leadership and
employees' job satisfaction. They argue that higher job satisfaction leads to improved
performance, thereby enhancing organizational productivity, efficiency, and overall success.
Furthermore, Steinmann, et al. (2018) found that these TLs possess a unique ability to
inspire employees to commit to organizational goals through proactive behaviors.
Moreover, TLs support employees in pursuing organizational objectives by reinforcing their
belief in the significance and achievability of these goals. This support fosters a sense of
purpose and alignment among employees, thereby boosting overall organizational
effectiveness and success. TLs play a pivotal role in aligning individual efforts with collective
goals, contributing to a cohesive and motivated workforce.

e Hypothesis 4 posits that influential leaders within higher education institutions
demonstrate the Transformational Leadership component of intellectual
Consideration.

In our study, the fourth highest score, achieving 3.0, was attained by TLs who prioritize
coaching and developing employees, a concept formerly referred to as Individualized
Consideration (Towler, 2019). Individualized Consideration encompasses the role of
transformational leaders as mentors and coaches for their employees (Northouse, 2016).
These leaders actively listen to their team members' concerns and needs, offering support
and demonstrating empathy toward each employee’s unique circumstances and
background. Research by (Ogola et al., 2017) also indicated that effective task performance
was facilitated when TLs provided mentorship and coaching. Similarly, Wright (1998)
observed that TLs' coaching empowers employees to exceed their current performance
levels.

By practicing individualized consideration, TLs recognize and nurture the distinct
talents that each employee brings to the workplace, facilitating the development and
demonstration of these critical skills and behaviors (Towler, 2019). This approach, reinforced
by targeted recognition, motivates employees to strive for further growth and reinforces
their significance within the team (McConnell, 2023). Leaders who embody individualized
consideration understand the importance of treating employees as individuals. Moreover,
by linking rewards to performance, leaders who practice individualized consideration help
employees understand the impact of their actions on organizational values (Ogola et al,,
2017).

Discussion

Due to the rapid changes in the environment, the agility and adaptability of HEIs are crucial
for achieving success. Consequently, Transformational Leadership (TL) has emerged as the
predominant leadership style in the 21st century, primarily driven by rapid technological
advancements worldwide. TL is also highly valued in corporate environments (McConnell,
2023). For TLs to achieve optimal success within their organizations, it is essential to secure
the complete commitment of team members and employees (McConnell, 2023).
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Transformational leadership enhances employee relationships by cultivating a work
environment characterized by fairness, respect, and support (Turnnidge & Cote, 2017).
Previous literature consistently supports the notion that transformational leadership fosters
employee motivation and cultivates positive psychological states such as a sense of
meaningfulness in work, ownership of outcomes, and awareness of work results (Khan et
al., 2020; Igbal et al., 2020; Givens, 2008).

To maximize organizational success, TLs must understand the importance of garnering
total commitment from their employees to ensure full work engagement in achieving
organizational goals (Steinmann et al.,, 2018). TLs achieve this by establishing personal
connections with employees, understanding their motivations and challenges, and
addressing individual needs to foster a positive and inclusive work environment where team
members receive recognition for their contributions to organizational achievements
(McConnell, 2023; Gomez, 2024). Likewise, TLs significantly contribute to employees'
intrinsic motivation (Khan et al., 2020; Thompson, n.d.).

Leaders in HEls should thoroughly grasp the components of TL and recognize that
implementing these styles can motivate, encourage, and demonstrate consideration,
thereby eliciting additional effort from employees to advance organizational objectives. We
propose that HEI TLs motivate employees to satisfy self-actualization needs rather than the
lower needs in Maslow’s (1954) need hierarchy. Bass (1985) further extended Burn’s theory
and “suggested that transformational leaders expand their followers ‘need portfolios’ by
raising them towards higher levels of Maslow's hierarchy, focusing on self-actualization
needs hierarchy” (Dvir et al., 2002, p. 20). Our study illustrates that HEI TLs inspire their
employees to leverage their strengths and proactively contribute to the workplace.

Summary

Studies similar to ours have shown that the transformational leadership individualized
consideration component positively correlates with organizational success, including
employee satisfaction with their jobs and managers and supervisors (Steinmann et al.,,
2018). In addition to the present study, empirical research by Bruch and Walter (2007)
revealed that managers who display the transformational leadership component of
individual consideration treat employees with personal attention, support, trust, and
respect. Such findings show that managers who exhibit transformational leadership
behaviors that are relationship-oriented can motivate and inspire employees to achieve
productivity more extraordinarily (Bass & Riggio, 2006). The present study findings also
support the concept that when managers use the transformational leadership component
of individualized consideration, they take a genuine interest in team members’ personal
development, which, in turn, encourages employees to achieve higher levels of team
effectiveness (Ogola et al., 2017; Bass & Riggio, 2006). It is important to note that being
aware of employees' needs for self-development is consistent with the need for self-
actualization at the pinnacle of Maslow’s needs hierarchy (Cherry, 2023).

Furthermore, as mentioned in the literature review, employees who feel they are a
part of the workplace fabric have the potential to achieve more extraordinary performance;
thus, a HEI should take measures to identify the level of employee performance within the
organization and implement a strategy to create a work environment that promotes
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outstanding (Olmstead, 2025). Moreover, Gallup (n.d.) studies showed that when
organizational leadership adopts this strategy, the results are reduced employee
disengagement and turnover and increased employee work engagement.

Implications

We believe that our study is of great importance in that HEls face a unique challenge in
engaging a staff and faculty workforce with increasing numbers of adjunct faculty, thus
adding another layer of complexity to the issue performance (Bradley, 2021). However, the
right leadership style may bring about such change and result in staff and faculty who can
produce successful 21st-century students (Magbool et al., 2022). In sum, TL has been shown
to be related to needed organizational change, which elicits commitment and increased
work efforts from organization employees (Gathungu et al., 2015; Lancefield & Rangen,
2021). Promoting transformational thinking among leaders in a HEI sets a positive example
and inspires others to adopt new perspectives.

In summary, effective TL in HEIs demands the ability to adeptly navigate complex
challenges, particularly amidst periods of change and uncertainty (Bourgeois, 2016).
Successful leaders in this context respond effectively to unexpected opportunities and
obstacles and possess a visionary outlook that enables them to develop strategic plans and
bring their vision to fruition. Likewise, TL visionary leadership necessitates a combination of
long-term foresight and short-term tactics to propel institutions forward. Moreover, these
leaders prioritize creating a conducive environment characterized by robust relationship-
building efforts (Hagan, 2021). Given the diverse skill set required of HEI leaders,
establishing an ongoing development process becomes imperative. This process should
focus on continuous improvement, addressing evolving challenges, and equipping leaders
with the necessary tools to navigate dynamic educational landscapes (Sawant et al., 2023).
Such proactive leadership development initiatives are fundamental in ensuring the
sustained success and relevance of HEls in today's competitive and rapidly changing
academic environment.

Future studies

The present study has original findings and essential implications, yet some limitations are
associated with qualitative studies. However, our study sets a benchmark for future studies
focusing on transformational leadership, including a quantitative statistics component
approach, such as surveys, to confirm conclusions drawn from this study, allowing
organizations to rely on concrete numbers based on obtaining a larger sample size. Also,
based on the results of our research, future studies might look at mindfulness. A study of
mindfulness as an antecedent of organizational resilience will provide insight into how
managers who are not transformational leaders may adversely impact an organization or
business to respond to turbulence and compete with rivals in an ever-so-competitive global
market.

E-ISSN: 2717-1426 Volume: 6 Issue: 1 DOI: 10.61186/johepal.6.1.152 161


http://dx.doi.org/10.61186/johepal.6.1.152
https://www.johepal.com/article-1-1115-en.html

[ Downloaded from www.johepal.com on 2026-06-10 ]

[ DOI: 10.61186/johepa .6.1.152

HE in Turbulence

Declaration of Conflicting Interests
The authors declared no potential conflicts of interest concerning this article's research,
authorship, or publication.

Funding
The authors received no financial support for this article's research, authorship, or
publication.

Human Participants

The study involved human participants, all of whom provided informed consent to
participate. All other ethical considerations are observed in alignment with the author’s
institutional policies and the journal’s guidelines.

Use of Generative Al/ Al-assisted Technologies Statement

The authors claim that [Grammarly] was used in this research to improve the language of
the manuscript. The authors also confirm that no further use of these technologies were
made in the writing of different parts of the research.

References

Academic Leadership Group. (2023, July 20). Unlocking success: Key qualities of academic leaders
in shaping higher education's future.
https://www.academicleadershipgroup.com/blog/unlocking-success-key-qualities-of-
academic-leaders-in-shaping-higher-educations-future

Allen, J. M. (2016). The critical role of integrity in transformational leadership.
https://geekcabi.net/files/Critical Role of Integrity in Leadership.pdf

Alzoraiki, M., Ab. Rahman, O. bin., Mahazan, R., & Mutalib, M. A. (2018). The effect of the
dimensions of transformational leadership on teachers' performance in the Yemeni public
schools. European Scientific Journal, 14(25), 322-334.
https://doi.org/10.19044/esi.2018.v14n25p322

Arness, C. S. (2023, December 13). Liz Magill is out at Penn. It is a start. The Wall Street Journal.
https://www.wsj.com/opinion/liz-magill-is-out-at-penn-its-a-start-antisemitism-progressive-
biased-censorship-e3d5d6f7

Bailey, C., & Madden, A. (2016, June 01). What makes work meaningful — Or meaningless. MIT
Sloan Management Review. https://sloanreview.mit.edu/article/what-makes-work-
meaningful-or-meaningless/

Barth-Farkas, F., & Vera, A. (2014). Power and transformational leadership in public organizations.
International Journal of Leadership in Public Services, 10(4), 217-232.
https://doi.org/10.1108/1JLPS-07-2014-0011

Journal of Higher Education Policy And Leadership Studies (JHEPALS) 162



https://www.academicleadershipgroup.com/blog/unlocking-success-key-qualities-of-academic-leaders-in-shaping-higher-educations-future
https://www.academicleadershipgroup.com/blog/unlocking-success-key-qualities-of-academic-leaders-in-shaping-higher-educations-future
https://geekcabi.net/files/Critical_Role_of_Integrity_in_Leadership.pdf
https://doi.org/10.19044/esj.2018.v14n25p322
https://www.wsj.com/opinion/liz-magill-is-out-at-penn-its-a-start-antisemitism-progressive-biased-censorship-e3d5d6f7
https://www.wsj.com/opinion/liz-magill-is-out-at-penn-its-a-start-antisemitism-progressive-biased-censorship-e3d5d6f7
https://sloanreview.mit.edu/article/what-makes-work-meaningful-or-meaningless/
https://sloanreview.mit.edu/article/what-makes-work-meaningful-or-meaningless/
https://doi.org/10.1108/IJLPS-07-2014-0011
http://dx.doi.org/10.61186/johepal.6.1.152
https://www.johepal.com/article-1-1115-en.html

[ Downloaded from www.johepal.com on 2026-06-10 ]

[ DOI: 10.61186/johepa .6.1.152

Henkel, T. G., & Ade, A. M.

Bass, B. M. (1985). Leadership and performance beyond expectations. The Free Press.

Bass, B. M., & Avolio, B. J. (1993). Transformational leadership and organizational culture. Public
Administration Quarterly, 17, 112-121.

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership (2nd ed.). Lawrence Erlbaum
Associates, Inc.

Bastedo, M. N., Samuels, E., & Kleinman, M. (2014). Do charismatic presidents influence college
applications and alumni donations? Organizational identity and performance in US higher
education. Higher Education, 68(3), 397-415. https://doi.org/10.1007/s10734-014-9719-z

Batista-Foguet, J. M., Esteve, M., & van Witteloostuijn, A. (2021). Measuring leadership: An
assessment of the multifactor leadership questionnaire. PLoS ONE, 16(7), e0254329.
https://doi.org/10.1371/journal.pone.0254329

Belkin, D. (2023, December 13). Why Harvard and Penn took different paths with their presidents.
The Wall Street Journal. https://www.wsj.com/us-news/education/harvard-president-
claudine-gay-dd8346a7

Bourgeois, S. (2016). The presidency in higher education. Journal of Business and Management,
22(2), 11-22. https://jbm.johogo.com/pdf/volume/2202/JBM-2202-01-full.pdf

Bradley, A. (2021). What’s next for the higher education workforce? A look at the challenges and
opportunities that lie ahead. College and University Professional Association for Human
Resources. https://www.cupahr.org/issue/feature/whats-next-for-the-higher-ed-workforce/

Breevaart, K., & Zacher, H. (2019). Main and interactive effects of weekly transformational and
laissez-faire leadership on followers’ trust in the leader and leader effectiveness. Journal of
Occupational and Organizational Psychology, 92(2), 384-409.
https://doi.org/10.1111/joop.12253

Bruch, H., & Walter, F. (2007). Leadership in context: Investigating hierarchical impacts on
transformational leadership. Leadership & Organization Development Journal, 28(8), 710-
726. https://doi.org/10.1108/01437730710835452

Burris, D. (2023, June 17). Why more and more colleges are closing down across the U.S. CNBC.
https://www.cnbc.com/2023/06/17/why-more-and-more-colleges-are-closing-down-across-
the-us.html

Canaves, A., & Minelli, E. (2022). Servant leadership and employee engagement: A qualitative
study. Employee Responsibilities and Rights Journal, 34(4), 413-435.
https://doi.org/10.1007/s10672-021-09389-9

Chen, T.J., & Wu, C. M. (2020). Can newcomers perform better at hotels? Examining the roles of
transformational leadership, supervisor-triggered positive affect, and perceived supervisor
support. Tourism Management Perspectives, 33, 100587.
https://doi.org/10.1016/j.tmp.2019.100587

Cherry, K. (2024, December 10). How being self-actualized can transform your life: What self-
actualization looks like and how to achieve it. Verywell Mind.
https://www.verywellmind.com/characteristics-of-self-actualized-people-2795963

Cherry, K. (2024, June 19). How transformational leadership can inspire others: The leadership style
that brings out the best in its followers. Verywell Mind.
https://www.verywellmind.com/what-is-transformational-leadership-2795313

Conger, J. A. (2011). Charismatic leadership. In A. Bryman, D. Collinson, K. Grint, B. Jackson, & M.
Uhl-Bien (Eds.), The SAGE handbook of leadership (pp. 86-102). SAGE Publications Ltd.

Drozdowski, M. J. (2024, March 11). 7 Challenges threatening the future of higher education.
BestColleges. https://www.bestcolleges.com/news/analysis/7-challenges-threatening-future-
of-higher-education/

E-ISSN: 2717-1426 Volume: 6 Issue: 1 DOI: 10.61186/johepal.6.1.152 163



https://doi.org/10.1007/s10734-014-9719-z
https://doi.org/10.1371/journal.pone.0254329
https://www.wsj.com/us-news/education/harvard-president-claudine-gay-dd8346a7
https://www.wsj.com/us-news/education/harvard-president-claudine-gay-dd8346a7
https://jbm.johogo.com/pdf/volume/2202/JBM-2202-01-full.pdf
https://www.cupahr.org/issue/feature/whats-next-for-the-higher-ed-workforce/
https://doi.org/10.1111/joop.12253
https://doi.org/10.1108/01437730710835452
https://www.cnbc.com/2023/06/17/why-more-and-more-colleges-are-closing-down-across-the-us.html
https://www.cnbc.com/2023/06/17/why-more-and-more-colleges-are-closing-down-across-the-us.html
https://doi.org/10.1007/s10672-021-09389-9
https://doi.org/10.1016/j.tmp.2019.100587
https://www.verywellmind.com/characteristics-of-self-actualized-people-2795963
https://www.verywellmind.com/what-is-transformational-leadership-2795313
https://www.bestcolleges.com/news/analysis/7-challenges-threatening-future-of-higher-education/
https://www.bestcolleges.com/news/analysis/7-challenges-threatening-future-of-higher-education/
http://dx.doi.org/10.61186/johepal.6.1.152
https://www.johepal.com/article-1-1115-en.html

[ Downloaded from www.johepal.com on 2026-06-10 ]

[ DOI: 10.61186/johepa .6.1.152

HE in Turbulence

Dvir,T., Eden, D., Avolio,B. J., & Shamir, B. (2002). Impact of transformational leadership on
follower development and performance: A Field Experiment. The Academy of Management
Journal, 45(4), 735-744. https://www.jstor.org/stable/3069307

Ellis, J. (2023, December 04). Higher ed has become a threat to America. The Wall Street Journal.
https://www.wsj.com/opinion/higher-ed-has-become-a-threat-to-america-antisemitism-dei-
college-f52bb0b5

Flaherty, C. (2022, July 04). Calling it quits. Inside Higher Ed.
https://www.insidehighered.com/news/2022/07/05/professors-are-leaving-academe-
during-great-resignation

Gaganmale, R. P., Nigam, S., & Upadhyay, A. (2023). A study on the impact of intellectual
stimulation dimension of transformational leadership on employee job satisfaction.
International Journal of Novel Research and Development, 8(7), c165-c174.
https://ijnrd.org/papers/IJNRD2301306.pdf

Gallup. (n.d.). What is employee engagement and how do you improve it?
https://www.gallup.com/workplace/285674/improve-employee-engagement-
workplace.aspx

Gathungu, E. W. M., Iravo, M. A., Namusonge, G. S. (2015). Transformational leadership and
employee's commitment: Empirical review. IOSR Journal of Humanities and Social Science,
20(7), 1-7.
https://www.researchgate.net/publication/280559528 Transformational Leadership and E
mployee's Commitment Empirical Review

Givens, R. J. (2008). Transformational leadership: The impact on organizational and personal
outcomes. Emerging Leadership Journeys, 1(1). https://www.regent.edu/journal/emerging-
leadership-journeys/transformational-leadership-the-impact-on-organizational-and-
personal-outcomes/

Gomez, A. (2024, March 04). What is transformational leadership? Our Lady of the Lake University.
https://www.ollusa.edu/blog/what-is-transformational-leadership.html

Hagan, A. (2021). Women presidents of higher education institutions: A mixed-methods
phenomenological study of the relationship between self-efficacy, transformational
leadership, gender-based barriers, and support structures (Order No. 28493342). [Doctoral
dissertation, University of Louisiana at Lafayette]. ProQuest Dissertations & Theses Global.

Hatter, J. J., & Bass, B. M. (1988). Superiors' evaluations and subordinates' perceptions of
transformational and transactional leadership. Journal of Applied Psychology, 73(4), 695-702.
https://doi.org/10.1037/0021-9010.73.4.695

Hays, G. (2024, June 20). Boston liberal arts college blames low enrollment, possible staff cuts on
anti-Israel protests. Fox News. https://www.foxnews.com/media/emerson-college-admits-
low-enrollment-upcoming-year-student-protests

Howell, J. M., & Frost, P. J. (1989). A laboratory study of charismatic leadership. Organizational
Behavior and Human Decision Processes, 43(2), 243-269. https://doi.org/10.1016/0749-
5978(89)90052-6

Igbal, K., Fatima, T., & Naveed, M. (2020). The impact of transformational leadership on nurses’
organizational commitment: A multiple mediation model. European Journal of Investigation
in Health, Psychology and Education, 10(1), 262-275.
https://doi.org/10.3390/ejihpe10010021

Khan, H., Rehmat, M., Butt, T. H., Farooq;i, S., & Asim, J. (2020). Impact of transformational
leadership on work performance, burnout and social loafing: A mediation model. Future
Business Journal, 6, 40. https://doi.org/10.1186/s43093-020-00043-8

Journal of Higher Education Policy And Leadership Studies (JHEPALS) 164


https://www.jstor.org/stable/3069307
https://www.wsj.com/opinion/higher-ed-has-become-a-threat-to-america-antisemitism-dei-college-f52bb0b5
https://www.wsj.com/opinion/higher-ed-has-become-a-threat-to-america-antisemitism-dei-college-f52bb0b5
https://www.insidehighered.com/news/2022/07/05/professors-are-leaving-academe-during-great-resignation
https://www.insidehighered.com/news/2022/07/05/professors-are-leaving-academe-during-great-resignation
https://ijnrd.org/papers/IJNRD2301306.pdf
https://www.gallup.com/workplace/285674/improve-employee-engagement-workplace.aspx
https://www.gallup.com/workplace/285674/improve-employee-engagement-workplace.aspx
https://www.researchgate.net/publication/280559528_Transformational_Leadership_and_Employee's_Commitment_Empirical_Review
https://www.researchgate.net/publication/280559528_Transformational_Leadership_and_Employee's_Commitment_Empirical_Review
https://www.regent.edu/journal/emerging-leadership-journeys/transformational-leadership-the-impact-on-organizational-and-personal-outcomes/
https://www.regent.edu/journal/emerging-leadership-journeys/transformational-leadership-the-impact-on-organizational-and-personal-outcomes/
https://www.regent.edu/journal/emerging-leadership-journeys/transformational-leadership-the-impact-on-organizational-and-personal-outcomes/
https://www.ollusa.edu/blog/what-is-transformational-leadership.html
https://doi.org/10.1037/0021-9010.73.4.695
https://www.foxnews.com/media/emerson-college-admits-low-enrollment-upcoming-year-student-protests
https://www.foxnews.com/media/emerson-college-admits-low-enrollment-upcoming-year-student-protests
https://doi.org/10.1016/0749-5978\(89\)90052-6
https://doi.org/10.1016/0749-5978\(89\)90052-6
https://doi.org/10.3390/ejihpe10010021
https://doi.org/10.1186/s43093-020-00043-8
http://dx.doi.org/10.61186/johepal.6.1.152
https://www.johepal.com/article-1-1115-en.html

[ Downloaded from www.johepal.com on 2026-06-10 ]

[ DOI: 10.61186/johepa .6.1.152

Henkel, T. G., & Ade, A. M.

Kim, S. (2017). National culture and public service motivation: Investigating the relationship using
Hofstede’s five cultural dimensions. International Review of Administrative Sciences, 83(1),
23-40. https://doi.org/10.1177/0020852315596214

Korn, M. (2024, January 06). Wanted: New college presidents. Mission: Impossible. The Wall Street
Journal. https://www.wsj.com/us-news/education/wanted-new-college-presidents-mission-
impossible-0fdc54bd

Lancefield, D., & Rangen, C. (2021, May 05). 4 actions transformational leaders take. Harvard
Business Review. https://hbr.org/2021/05/4-actions-transformational-leaders-take

Magbool, S., Zafeer, H. M. |, Zeng, P., Mohammad, T., Khassawneh, O., & Wu, L. (2022). The role of
diverse leadership styles in teaching to sustain academic excellence at the secondary level.
Frontiers in Psychology, 13, 1096151. https://doi.org/10.3389/fpsyg.2022.1096151

Marymount University. (2021, December 06). Educational leadership: What is it and why is it
important? https://online.marymount.edu/what-is-educational-leadership

Maslow, A. H. (1954). Motivation and personality. Harper & Row.

McConnell, I. (2023, December 18). Four pillars of transformational leadership: How to lead. Arielle
Executive. https://arielle.com.au/transformational-leadership/

McGuire, E., & Kennerly, S. (2006). Nurse managers as transformational and transactional leaders.
Nursing Economics, 24(4), 179-185.

McGurran, B. (2023, May 09). College tuition inflation: Compare the cost of college over time.
Forbes. https://www.forbes.com/advisor/student-loans/college-tuition-inflation/

Meng, H. (2022). Analysis of the relationship between transformational leadership and educational
management in higher education based on deep learning. Computational Intelligence and
Neuroscience. https://doi.org/10.1155/2022/5287922

Northouse, P. G. (2016). Leadership: Theory and practice (7th ed.). SAGE Publications, Inc.

O’Brien, J. (2022, October 18). Higher education in motion: The digital and cultural transformations
ahead. EDUCAUSE Review. https://er.educause.edu/articles/2022/10/higher-education-in-
motion-the-digital-and-cultural-transformations-ahead

Ogola, M. G. O, Sikalieh, D., & Linge, T. K. (2017). The influence of individualized consideration
leadership behavior on employee performance in small and medium enterprises in Kenya.
International Journal of Business and Social Science, 8(2), 163-173.
https://ijbssnet.com/journals/Vol 8 No 2 February 2017/19.pdf

Olmstead, L. (2025, March 03). How to evaluate & measure employee performance (+Metrics).
Whatfix. https://whatfix.com/blog/measure-employee-performance/

Palasciano, A. (2025, February 20). 9 ways student debt can derail your life. Investopedia.
https://www.investopedia.com/articles/personal-finance/100515/10-ways-student-debt-
can-destroy-your-life.asp

Post University. (2021, March 30). 9 qualities of effective leadership for a rewarding higher
education career. https://post.edu/blog/9-qualities-of-effective-leadership-for-a-rewarding-
higher-education-career/

Sawant, S. B., Mate, N. R., Mhetre, D. D., Patil, K. B., & Bajaj, R. (2023). Challenges and
opportunities: Faculty development in private higher education institutions (HEIls). Tuijin
Jishu/Journal of Propulsion Technology, 44(4), 3072-3080.

Steinmann, B., Klug, H. J. P., & Maier, G. W. (2018). The path is the goal: How transformational
leaders enhance followers’ job attitudes and proactive behavior. Frontiers in Psychology, 9,
2338. https://doi.org/10.3389/fpsyg.2018.02338

Strategic planning: Why it makes a difference, and how to do it (2009). Journal of Oncology
Practice, 5(3), 139-143. https://doi.org/10.1200/JOP.0936501

E-ISSN: 2717-1426 Volume: 6 Issue: 1 DOI: 10.61186/johepal.6.1.152 165



https://doi.org/10.1177/0020852315596214
https://www.wsj.com/us-news/education/wanted-new-college-presidents-mission-impossible-0fdc54bd
https://www.wsj.com/us-news/education/wanted-new-college-presidents-mission-impossible-0fdc54bd
https://hbr.org/2021/05/4-actions-transformational-leaders-take
https://doi.org/10.3389/fpsyg.2022.1096151
https://online.marymount.edu/what-is-educational-leadership
https://arielle.com.au/transformational-leadership/
https://www.forbes.com/advisor/student-loans/college-tuition-inflation/
https://doi.org/10.1155/2022/5287922
https://er.educause.edu/articles/2022/10/higher-education-in-motion-the-digital-and-cultural-transformations-ahead
https://er.educause.edu/articles/2022/10/higher-education-in-motion-the-digital-and-cultural-transformations-ahead
https://ijbssnet.com/journals/Vol_8_No_2_February_2017/19.pdf
https://whatfix.com/blog/measure-employee-performance/
https://www.investopedia.com/articles/personal-finance/100515/10-ways-student-debt-can-destroy-your-life.asp
https://www.investopedia.com/articles/personal-finance/100515/10-ways-student-debt-can-destroy-your-life.asp
https://post.edu/blog/9-qualities-of-effective-leadership-for-a-rewarding-higher-education-career/
https://post.edu/blog/9-qualities-of-effective-leadership-for-a-rewarding-higher-education-career/
https://doi.org/10.3389/fpsyg.2018.02338
https://doi.org/10.1200/JOP.0936501
http://dx.doi.org/10.61186/johepal.6.1.152
https://www.johepal.com/article-1-1115-en.html

[ Downloaded from www.johepal.com on 2026-06-10 ]

[ DOI: 10.61186/johepa .6.1.152

HE in Turbulence

Thompson, J. (n.d.). Advantages and disadvantages of transformational leadership. Chron.
https://smallbusiness.chron.com/advantages-disadvantages-transformational-leadership-
20979.html

Towler, A. (2019, June 30). The qualities of transformational leaders and what distinguishes them
from transactional leaders. CQ Net. https://www.ckju.net/en/dossier/qualities-
transformational-leaders-and-what-distinguishes-them-transactional-leaders

Turnnidge, J., & Coté, J. (2017). Transformational coaching workshop: Applying a person-centred
approach to coach development programs. International Sport Coaching Journal, 4(3), 314-
325. https://doi.org/10.1123/isc|.2017-0046

United Nations. (2022). The role of higher education institutions in the transformation of future-fit
education. https://www.un.org/en/academic-impact/role-higher-education-institutions-
transformation-future-fit-education

Welding, L. (2025, March 13). U.S. college enrollment decline statistics. BestColleges.
https://www.bestcolleges.com/research/college-enrollment-decline/

Williams Jr., R., Raffo, D. M., & Clark, L. A. (2018). Charisma as an attribute of transformational
leaders: What about credibility? Journal of Management Development 37(6), 512-524.
https://doi.org/10.1108/JMD-03-2018-0088

Wright, A. (1998). Counseling skills: Part Il - making sense of performance appraisal, coaching, and
mentoring. Industrial and Commercial Training, 30(5), 176-178.
https://doi.org/10.1108/00197859810225643

Xirasagar, S. (2008). Transformational, transactional and laissez-faire leadership among physicians
executives. Journal of Health Organization and Management, 22(6), 599-613.
https://doi.org/10.1108/14777260810916579

Yale. (n.d.). Itis your Yale. https://your.yale.edu/spotlight-create-line-sight-through-goal-alignment

Yukl, G. A. (2013). Leadership in organizations (8th ed.). Prentice-Hall.

Yukl, G., & Van Fleet, D. D. (1982). Cross situational, multimethod research on military leader
effectiveness. Organizational Behavior and Human Performance, 30(1), 87-108.
https://doi.org/10.1016/0030-5073(82)90235-5

Journal of Higher Education Policy And Leadership Studies (JHEPALS) 166


https://smallbusiness.chron.com/advantages-disadvantages-transformational-leadership-20979.html
https://smallbusiness.chron.com/advantages-disadvantages-transformational-leadership-20979.html
https://www.ckju.net/en/dossier/qualities-transformational-leaders-and-what-distinguishes-them-transactional-leaders
https://www.ckju.net/en/dossier/qualities-transformational-leaders-and-what-distinguishes-them-transactional-leaders
https://doi.org/10.1123/iscj.2017-0046
https://www.un.org/en/academic-impact/role-higher-education-institutions-transformation-future-fit-education
https://www.un.org/en/academic-impact/role-higher-education-institutions-transformation-future-fit-education
https://www.bestcolleges.com/research/college-enrollment-decline/
https://doi.org/10.1108/JMD-03-2018-0088
https://doi.org/10.1108/00197859810225643
https://doi.org/10.1108/14777260810916579
https://your.yale.edu/spotlight-create-line-sight-through-goal-alignment
https://doi.org/10.1016/0030-5073\(82\)90235-5
http://dx.doi.org/10.61186/johepal.6.1.152
https://www.johepal.com/article-1-1115-en.html

[ Downloaded from www.johepal.com on 2026-06-10 ]

[ DOI: 10.61186/johepa .6.1.152

Henkel, T. G., & Ade, A. M.

Prof. Thomas G. Henkel's career with ERAU began in 1992 as an adjunct faculty member. In 1995, he was
hired as Embry-Riddle Aeronautical University’s Resident Campus Director for the Savannah, Ga.,
Campus. In 1997, he was promoted to Embry-Riddle’s Southeast Regional Manager, and was responsible
for 21 resident campuses and 10 teaching sites. In 2004, he was assigned as an Embry-Riddle Worldwide
Regional Associate Dean for Academics. In this position, he was responsible for all faculty and academic
matters and provided leadership for 30 full-time faculty and more than 700 part-time faculty. Currently, he
is a Professor of the Practice with the Worldwide College of Business Department of Management. He also
served as the ERAU WWC Senate Speaker.

Prof. Ann Marie Ade has been with Embry-Riddle since 1992. She serves on the Worldwide Faculty Senate,
currently Speaker, COAS Faculty Council, and several committees. She is also the Worldwide’s Quality
Enhancement Plan Champion for Writing Matters and serves as course monitor/developer for GNED 104,
ENGL 106, and ENGL 123. Ms. Ade has held various positions with Embry-Riddle Worldwide at Patuxent
River and Joint Base Andrews, MD campuses including Academic Advisor, Assistant Center Director, Center
Director and Director of Academics. She previously taught high school English in llion, NY; writing, English,
and communication courses at University Maryland University College; and English courses at College of
Southern Maryland. Currently, she is an Associate Professor of the Practice with the Worldwide’s College of
Arts & Sciences.

.: [BE This is an open access article distributed under the terms of the Creative Commons

Attribution-NonCommercial 4.0 International (CC BY-NC 4.0) which allows reusers to distribute, remix, adapt,
and build upon the material in any medium or format for noncommercial purposes only, and only so long as
attribution is given to the creator.

E-ISSN: 2717-1426 Volume: 6 Issue: 1 DOI: 10.61186/johepal.6.1.152 167



https://creativecommons.org/licenses/by-nc/4.0/
https://creativecommons.org/licenses/by-nc/4.0/
http://dx.doi.org/10.61186/johepal.6.1.152
https://www.johepal.com/article-1-1115-en.html
http://www.tcpdf.org

