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ABSTRACT 

 
The present study was to investigate the values-based leadership dimensions analysis and theoretical model 

in higher education was done to the hybrid method. To realize the overall goal was initially extracted 
components of 92 survey fell to 66 and the proposed framework components include the main section was edited 
5. To determine the amount of the proposed framework to fit a LIKERT scale questionnaire included underlying 
part 5 compilation. All members of the statistical community to research full time faculty of Azad University 
region 4 have formed. In order to determine the appropriateness of the inner (structural reliability) and 
designation of the appropriateness of the proposed framework overview, a questionnaire on a statistical sample 
consists of 200 members of the statistical community people. The most important findings of this study are: 1 to 
formulate the proposed framework in order to check the components of the values-based leadership, 2-determine 
the appropriateness of the proposed framework components via the internal factor analysis and the use of the 
AVG and t-test to determine the appropriateness of the overview of the framework. Thus, the theoretical 
foundations of the philosophy and goals of the Department, the Executive steps of the upper and inner fitness 
evaluation system. But in the context of the following component combinations and perceptual components 
change and the final framework. All of The achieved t level of (P>0.001) was significant. 
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Introduction 

 
The world of higher education today, the world 

of stereotypes based its initial and tiresome.Today a 
change in the educational system and layers is not a 
necessity but also the chance that the knowledge-
based societies faced and use wisdom.Change in 
social and cultural transformation of packaging 
structural and system, the meanings of the new law 
against intolerance, and move towards your ethics 
and applied ethics, referring to strategic attitudes 
rather than non-documentary approaches, the audit 
goals and values, their management, their operation, 
to be professional and etc.Challenged it and manage 
communities and foundations of human life to restore 
the function.It is evident that the area of any part to 
be the most vulnerable to more upheaval of this 
transformation. The institution of the University, 
including the section that is in the heart of the course 
of information requires capacity building, quality 
control, increase global access, pluralism, the 
paradigm shift to civility and paradigms on spatial 
simulation experience. Without a doubt, the change 
in the intellectual foundation of the managers is one 

of the most important tools to move in line with the 
organizational changes and promote the spirit of 
solidarity. In line with the evolution of the mental 
maps are faced with multiple crises managers 
including they replace quantum view Newtonian 
instead. 

In accordance with quantum view people in any 
organization has the expertise, spiritually, 
disposition, character, identity and a particular belief 
that by understanding and identifying them can be 
prompted people capacity and personal goals of 
employees and with relish the organization goals 
between the created scaling [13]. Problem or puzzle 
that corporate leaders are faced with is that it should 
be between the goals, attitudes, values, words, deeds 
and contrasting behaviors working groups, some sort 
of balance and equilibrium. The value of the 
employees to accept the ruling on the Organization 
and on the other hand also, accept differences and 
boost emphasizes. 

Leaders in your organization have created a kind 
of a strong culture, to bring pressure to the staff of 
your organization with a consistent organization [1]. 
In fact, in this case, the corporate culture that 
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specifies what values or practices are acceptable and 
people also seek to their differences in the behavior 
of the funds gradually destroyed and its correct, 
decent and show it to the initiator. 

If the enterprise value is the value of the culture 
of the organization it has identified, and must be 
compatible with their own, so individual differences 
have been completely away from the staff. 
Organizations that are in need of some sort of 
organizational culture: 1) determines the 
organizational boundary "means the organization 
does breakdown from each other», 2) injected into 
the identity of the members of the organization feel, 
3) in the commitment to bring stability and 
sustainability and social system) and link people to 
like us too gluey [14] and at the same time 
considered the staff individual differences. 

Today, it is thought that the staffs are in no way 
out of their positions and cultural values will not 
retreat and way of life and their cultural preferences 
when working, not set aside. Enterprise staffs with 
executive education level, records information, 
reflect, values, perceptions and their abilities are less 
and the leaders of the organization can modify these 
properties. 

As a result the task of organizational leaders in 
such a case a strong corporate culture and create a 
positive and at the same time equip them to meet the 
needs of different groups and employee attitudes. 

So in this case the recognition of different 
culture and values in the Organization of alternative 
hypotheses to adapt the Organization's culture is 
dominant [28] 

But how the leaders will be able to both show 
enough attention this way? A new approach to 
values-based leadership is making a number of 
aspects, which means that both the staff of joint 
value creation "and" pay attention to the individual 
differences at the same time consideration. 

In this manner, it is thought that there is not any 
doubt and ambiguity that if there is a strong culture 
and commitment of its people towards culture, the 
effectiveness is increased, but at the same time we 
have to this point acknowledged that the leaders 
should pay to people's cultural production that 
reflects their values and their beliefs. 

In accordance with the principles of this 
leadership style, Subscribe to the values a solution 
that can also pay attention to the demands of the 
people (to satisfy individual needs), increasing 
productivity is also considered at the same time. [11] 
in this manner is that the goal of leadership: z) is a 
series of threads value, content and all members of 
the essential assumptions shared between the 
Organization and the general agreement to be 
obtained about them and (b) the joint value of 
cultural forms) varied topics in the active 
organization. 

In such circumstances, while paying attention to 
the attitudes and views of the staff, a kind of 

collective agreement can be achieved. This led to 
members of one organization, coordination in 
practice, coordination in the signs (symbols of the 
Organization) and of coordination in content and thus 
create a unity between the countless number of 
cultural manifestations-related factors. 

In such a case it is what people with different 
values in the organization keeps the same value or 
value sharing Charter organization. The Charter of 
ethical values and a general directive agency values 
are that with the participation of all organizational 
employees will be formulated and the like and by 
letter that the employee action guide [19]. 

It is evident in the formulation of the Charter of 
the Organization of the global, social, material 
wealth and an individual has been considered and 
with the compilation of such a framework linking the 
four aforementioned axis and for balanced and 
balanced according to the extent necessary to track 
each, can be expected that aspirations, wishes and 
goals at a higher limit on the possibility of a 
researchers realized. The principle of consensus and 
it is this which featured leaders by creating vision 
and values (editor of the Charter The appropriate 
value) of your followers have guided [15]. With the 
emphasis on integrity, justice, improving the working 
environment, challenging the creation of 
professional-oriented and fair returns to the 
aforementioned cross-order, and respect to 
employees and etc, create transformation. 

Those who use this approach of the leadership, 
instead of planning based on the goals, procedures, 
resources, and how could the hunting opportunities, 
family planning based on stable values and are 
permanent, while paying attention to the category 
values and subscribe to the pivot values, create a 
strong culture is also considered..Woodward [33] 
States that the leaders through the values and beliefs 
of leadership. The implied understanding is that good 
leaders, it led the first action leadership to draw the 
individual for professional value. [8,24,32,16] 
believe that a very important personal values on the 
effects of leaders the leader is a member of the 
personal value. that this one (1998) and oster (1991) 
suggests the material interests or by short term 
perspective the long-term perspective are raised in 
regard to spiritual values. do those matters at 
sanction, that is the power of the official leaders in 
many fields deteriorate and the leaders of the Should 
the impact of your business values. 

Sincerity and authenticity Kouzes and Posner 
[16], Posner and Schmidt [23], Clawson [5], service 
to others, humility, originality, integrity and hard 
work [29], as well as justice, restraint and dare [7] 
including some leadership on values enumerated. 
obviously the values of individual thinking outside 
the sphere of personal and organizational shared 
values to be delivered in this case will be able to 
guarantee the sustainable success of the enterprise. 
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[3,10]. in such a case be based on values, leadership 
style. 

In the paradigm of leadership based on values 
the Organization has made moral values. The Charter 
of the Organization's value contains value criteria is 
that it can be found between the different working 
groups, the unity of the enterprise policy, strategy, 
policy, procedure and created goals and their 
behavior and consequently they function to the ideals 
and goals of the Organization and by the 
transcendent values (the values). By the Charter of 
the Organization's value can be used to share the 
difference and oneness of the enterprise's activities, 
exchanger and coherence, consistency and direction 
[17]. 

The moral values of the Charter, the 
Organization has been offered several explanations-
that the overall image of the overview and gotten 
relatively comprehensive of this concept. [26] the 
Charter of the Organization value revolves around 
equality, social justice and the public have expressed 

interests and principles of the Charter. [21] values 
and ethics governing the Organization of existing 
value function in society and the world Governments 
nose knows. Thus, the Charter of the Organization's 
value reflects the dominant values and reflection of 
the range of activities and organizational tasks. 
Posner and Schmidt [23] based on individualism and 
collectivism has said and believes that administrators 
should also maintain individual values, interests and 
values of the Charter and the collective worth of the 
Organization and consider on the basis of the two 
pillars of the formulation. In such a case, both 
individual and collective consciousness kept alive 
and value criteria within the groups and groups can 
be considered both important and combinations of 
individual and collective decisions are taken  [9]. 

In accordance with what was said adopting the 
approach of leadership based on values requires 
special competence to manage is in table of this merit 
has been shown: 

 
Table 1: Required Competencies of Leaders 

Intellectual intelligence Emotional intelligence Spiritual intelligence Communication skills 
Self-awareness 
 
Self-Regulatory  
 
Impulse 
 
Social skills 
 
Empathy  

Systematic thinking 
ability of environmental 
analysis 
 
power of problem solving 
Select the appropriate option 
 
Futurism and future switching 

 
Ability to communicate with 
others through insight- goals 
and create impulse in others to 
gain access to your goals and 
values 

Very  high level awareness 
The ability to understand the 
complexity of the data 
The ability to deal with 
adversity. 
Pay attention to the values and 
vision. 
 
Pay attention to the 
complicated communications 
(total realism) 
Spirited discussion (why and 
how 

 
In accordance with the competency model of leadership based on values in the form of the figure below 

could be traced: 
 

 
 

Fig. 1: The model of leadership based on values 
 
In accordance with the figure above the central 

point of this leadership style organizational values. 
As Mussig [20] believes is the most powerful tool of 
internal organizational value of any organization are 

leadership 
Based on 

Values 

Communication 

Intellectual, 
Emotional 

and Spiritual  
intelligences 

Values 



2408 
Adv. Environ. Biol., 7(9): 2405-2414, 2013 

 

 

the underlying quality of the work performed, how 
getting the decision, how the communication 
between individuals and behavioral 
expectations.Therefore, nowadays in all duties of the 
leadership and management involves the planning, 
organization, coordination, command, 
communication, decision making, financial 
management and research and etc. Organizational 
values are in the first rank importance.Therefore, it 
must be known to be well defined, and interpretation. 
Value-based leadership styles, leadership discourse is 
unfathomable about values. In this mode, all of the 
first order, the aforementioned shareholders values, 
leaders and customers are a well known organization, 
and then the decision is based on the spirit, beliefs, 
and convictions and shared values form. 
Seversresearches [28] entitled identification and 
description of organizational values in the American 
Management Association, University of Mesick city 
State as the pivot values organizational managers, 
Telford and Mason [31] under the title the scaling 
values, quality of shareholders in higher education 
WOBACHOtitled the effect of leadership, leadership 
based on values in the Organization, including study 
associated with this style of leadership. 

In a general conclusion it can be said that all 
research done in recent years on it agree that it is due 
to a change of the traditional practices and changes 
the present age and the classical administration 
organizations, including higher education institutions 
in any way of the ability necessary in dealing with 
the changes and challenges of the third millennium 
have environmental and new styles of academic 
leadership. [15] That leadership based on values such 
as autism. In line with the requirements of the 
present study is to examine the components of this 
style of leadership in higher education and applied to 
a model. 

 
Research Questions: 
 

1- What the main components of the paradigm 
of leadership based on values? 

2- What is a good framework can be used to 
promote this approach will provide leadership in 
higher education? 

3- What amount to fit the framework presented 
from the perspective of pundits? 

 
Research Method: 

 
The present research method was (qualitative-

quantitative). Therefore, in order to first in the 
quality section using the method of content analysis 
is the main component of the research mining and in 
part a little bit after the compilation of descriptive 
research methods with the use of the model of the 
type of work to review the appropriateness of the 
proposed model is presented.The second phase of the 
research on statistical population consists of all 
members of the academic staff of Islamic Azad 
University region 4 to the number the number of the 
1664 using the Cochrane formula number of 200 
people chosen to participate in this study. Tools used 
researcher consists of five sections including: 

A. The goals and framework, philosophy 
includes five sub components 

B. Theoreticalfoundations includes eleven sub 
components  

C. Perceptualframework includes six major 
components and sixty-six sub component 

D. The Executive steps of the framework 
consists of six sub components, 

E. Assessment and system reengineeringhas 
been includes three sub components. that its formal 
validity and content has been verified by the experts 
and its validity is also equivalent to a coefficient of 
Cronbach's alpha of 0.96 was estimated. 

 
4. Findings: 
 
4.1. The first question: 

 
What the main components of the paradigm of 

leadership based on values? 

 
Table 2: operating loads a given rotation matrix on perceptual framework of extractive-an justifying the leaders in value after an existing  
                situation and clarifying insight 

NO Components First Factor Second Factor 
1 Having a clear definition of the mission and organizational values 0.764 - 
2 Knowledge of the enterprise's future perspectives 0.752 - 
3 The ability to analyze environmental changes 0.714 - 
4 The ability to create a shared vision for the various teams and groups 0.641 - 
5 Having a clear plan for training and transfer values 0.556 - 
6 Provide a common concept of corporate culture for all members - 0.824 
7 Providing the organizational image tagged with reality - 0.720 
8 Global thinking (awareness of global issues) 0.554 - 
9 Skills in creating a competitive capability - 0.564 

 
The results of the analysis of the factors of the 

test showed that up to two factor of the material 
values of the leader in the next two values, mission 
and vision and the values of the leader in a status quo 
are clarified after extraction.This means that only the 

sum of squares values for factor coefficients have 
been value a double agent. The value of KMO is 
equal to 0.84 indicating the adequacy of 
sampling.Based on the findings of the factor most 
table load factor in the first component (a leader in 
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articulating the values of the next values and vision) 
are related to "having a clear definition of the 
mission and organizational values" with 0.764 and 
lowest relating to bright, having a "training program 
and transfer value" with  0.554 and the second 
highest load factor in the factor components related 
to the common concept of "provision of 

organizational culture for all users" 0.824 operating 
time and the lowest with 0.564 corresponds to "skills 
in creating competitive ability".The sum of squares 
values for the first and second factors factor 
coefficients respectively 2.84 and 2.07, respectively 
31.58 and 23.01 in which percent of the variance 
appointment.

 
Table 3: operating loads a given rotation matrix on the perceptual framework factors suggested the value of extractive-leaders in the public  
                and global leadership competency dimension 

NO Components First Factor Second Factor 
10 Awareness of the various theories of leadership - 0.569 
11 Do targeted work 0.581 - 
12 The emphasis is on the quality of the work done 0.729 - 
13 Leadership intelligence 0.594 - 
14 Accountability for their duties 0.534 - 
15 Continuous assessment of performance in an intimate atmosphere and without tension 0.663 - 
16 And possible hazard risks - 0.560 
17 Easy up - 0.795 
18 The ability to motivate 0.696 - 
19 Reinsurance and having your confidence 0.784 - 
20 The new technology and creativity 0.787 - 
21 Futurism 0.669 - 
22 Participation in decision-making 0.485 - 
23 Divergent thinking and having a multidimensional - 0.515 

 
The results of the analysis of the factors of the 

test showed that up to two factors of the material 
values of the leader in two dimensions of leadership 
competence and global leadership and significant is 
that nationality is extracted. This means that only the 
sum of squares values for factor coefficients have 
been value a double agent. KMO value equal to 0.90 
indicates the adequacy of sampling. based on the 
findings of the factor most table load factor in the 
first component corresponds to the "innovation and 

creativity" with 0.787 and lowest relating to 
"participation in decision-making" with 0.485 and 
the second component of maximum load factor a 
factor related to the "easy-up" with 0.795 factor and 
the lowest corresponds to "divergent thinking and 
having a multidimensional" with 0.515. The sum of 
squares values for the first and second factors factor 
coefficients in order of 4.75 and 2.35, respectively 
16.82 and33.98 order the percentage of the variance 
of the jurist. 

 
Table 4: factor loads a given rotation matrix on the proposed framework for the value of extractive perceptual-organizational commitment  
                in the next leaders, their commitment to moral competence 

NO Components First Factor Second Factor Teethe  
Factor 

24 Avoiding the intellectual solidity - 0.602 - 
25 Skills self-assessment - - 0.845 
26 Honesty - - 0.836 
27 Humility and humility in dealing with others - 0.681 - 
28 The meaning of the new - 0.660 - 
29 Show personality coherence in dealing with others - 0.662 - 
30 Adherence to ethics 0.779 - - 
31 Adherence to organizational values individual acts 0.751 - - 
32 Encouragement of others to adhere to the values of the Organization 0.724 - - 
33 Prevent malicious comment towards the Organization 0.638 - - 
34 Accept the mistakes and learning from them - 0.543 - 

 
The results of the analysis of the factors of a 

maximum of three tests showed that factor of the 
material values of the leader in the three dimensions 
of your organizational commitment, commitment to 
values and ethical competence in leaders, applicable 
after extraction. This means that only the sum of 
squares values for factor coefficients of three values 
has been a factor. The value of KMO is equal to 0.84 
indicating the adequacy of sampling.Based on the 
findings of the factor most table load factor in the 
first component corresponds to the "Adherence to 
ethics" with 0.779 factor and the lowest corresponds 

to "prevent malicious comments relative to the 
Organization" with  0.639 and the second component 
of the maximum load factor a factor relating to 
"humility and humility in dealing with others" factor 
with time 0.681 and the lowest corresponds to 
"accept their mistakes and learning from" factor with 
the third component 0.543.The highest load factor a 
factor relating to the "self  skill assessment" with 
0.845 factor and the lowest was related to "integrity" 
has been with 0.836. The sum of squares values for 
the coefficients of the first and the second and third 
factors operating in the order 2.56, 2.17 and the 
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relative order of 23.29, 21.04 and 19.73 percentage of the variance of the jurist. 
 

Table 5: factor loads a given rotation matrix on the perceptual framework factors suggested the value of extractive-leaders in later motivate  
               employees ' tasks and values in leaders 

NO Components First Factor Second Factor 
35 Provide an opportunity for professional growth of employees 0.705 - 
36 Trustee and the secret of the Dar staff 0.805 - 
37 Creating equal opportunities for all employees 0.668 - 
38 The desire to preserve the rights of others 0.783 - 
39 Identification and appreciation of good and desirable actions 0.651 - 
40 Quick response to their needs - 0.561 
41 Imposition of multiple roles as they - 0.692 
42 Provide appropriate job benefits 0.669 - 
43 Fair treatment 0.757 - 
44 Pay attention to individual differences in performing the work - 0.654 
45 Obvious  criteria of merit - 0.662 
46 The development of a competitive environment for staff - 0.667 

 
The results of the analysis of the factors showed 

that up to two factors of the material values of the 
leader in two dimensions to create incentives and 
employee tasks can be extracted. This means that 
only the sum of squares values for factor coefficients 
double agent has. A has been. KMO value equal to 
0.93 indicates the adequacy of sampling. Based on 
the findings of the factor most table load factor in the 
first component corresponds to a "trustee" with staff 
and with secret time 0.805 factor and the lowest 
corresponds to "identify and appreciation of good 
performance and optimal factor" times with 0.651 
and the second highest load factor in the factor 
components related to "impose their lack of 
numerous roles" with 0.692 factor and a quick 
response to the lowest "compared to their needs" 
with 0.561 factor It has been. The sum of squares 
values for the first and second factors factor 
coefficients respectively 4.18 and 2.86 and order the 
34.83and 23.91 percentage of the variance of the 
jurist.  

The results of the analysis of the factors showed 
that up to two factors of the material values of the 

leader in two dimensions, individual emotions and 
human relationships can be extracted. This means 
that only the sum of squares values for factor 
coefficients have been value a double agent. KMO 
value equal to 0.91 indicates the adequacy of 
sampling. Based on the findings of the factor most 
table load factor in the first component corresponds 
to "pay attention to effective organizational 
communication at all levels" with 0.806 factor and 
the lowest corresponds to decreasing conflict 
between individuals " with 0.589 the second 
component of the factor and factor in the maximum 
load factor relating to" pay attention to the feelings of 
individual employees "with 0.793  factor and the 
lowest corresponds to" allocate time to meet face to 
face "with 0.483 the times has been the factor. The 
sum of squares values for the first and second factors 
factor coefficients respectively 3.29 and 
3.17respectively 29.93 and 28.90 percentage of the 
variance of the jurist. 

 

 
Table 6: operating loads a given rotation matrix on the perceptual framework factors suggested the value of extractive-leaders in two  
                dimensions, individual emotions and human relationships. 

NO Components First Factor Second Factor 

47 Developer friendly environment - 0.677 
48 Reduces the conflict between people 0.589 - 
49 Precedence of having others on 0.700 - 
50 Organizational attention to effective communication at all levels 0.806 - 
51 Behave respectfully with others 0.768 - 
52 No deviations in providing the information, protocols and letters 0.696 - 
53 Effective surveillance and prompt about asking staff - 0.682 
54 Pay attention to the feelings of individual employees - 0.793 
55 Tips and advice rather than reprimand and censure - 0.784 
56 Believed to be a member of a family being - 0.576 
57 The allocation of time to meet face to face - 0.483 

 
 
 
 
 
 
 
 
 
 



2411 
Adv. Environ. Biol., 7(9): 2405-2414, 2013 

 

 

Table 7: factor loads a given rotation matrix on the perceptual framework factors suggested the value of extractive-leaders in two 
dimensions according to the physical dimension of organization and attention to clients 

NO Components First Factor Second Factor 
58 Taking students as the centerpiece of all programs - 0.814 
59 Pay attention to physical factors and environmental design 0.603 - 
60 The active involvement and participation of students believe in conducting the Affairs 

of 
- 0.804 

61 The belief in the freedom of the individual (thought and action) - 0.600 
62 Pay attention to the corporate space requirements for students 0.794 - 
63 Equip the space technology and the technology of the day 0.714 - 
64 Pay attention to the symbolic factors (size and office equipment, etc.) 0.536 - 
65 The space devoted to extracurricular activities. 0.706 - 
66 Succulent space created Face to Face  0.820 - 

 
The results of the analysis of the factors showed 

that up to two factors of the material values of the 
leader in two dimensions according to the physical 
environment and the attention to the customer can be 
extracted. This means that only the sum of squares 
values for factor coefficients have been value a 
double agent. The value of KMO is equal to 0.850 
indicating the adequacy of sampling. Based on the 
findings of the factor most table load factor in the 
first component corresponds to "create a space 
manufacturer, juicy and Jolly" factor with time 0.820 
and the lowest corresponds to pay attention to the 
"symbolic factors (size and office equipment, etc.)" 
with 0.536 the second component of thefactor and 

the factor corresponding to the highest load factor 
"taking students as the centerpiece of all programs 
with 0.814 factor and the lowest corresponds to" a 
belief in individual freedom "by 0.600 It has been. 
The sum of squares values for the first and second 
factors factor coefficients in order of 3.21 and 66/35, 
respectively, 2.12 and 55/23percentage has been that 
of the variance of the jurist. 

2- What is a good framework can be used to 
promote this approach will provide leadership in 
higher education?  

 
The final framework of the leadership paradigm 

in the form of the next screen shown 
 

 

 
 

3- What amount to fit the framework presented from the perspective of pundits? 
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Table 8: compares the average grade of the proposed framework in all fitness score components with the expected average of 3. 
Component  Mean SD t Sig 
The philosophy and goals of the framework 4.6 0.49 46.17 0.001 
Theoretical basics 4.15 0.388 41.88 0.001 
A leader in defining the values of the next mission. 4.39 0.528 48.2 0.001 
The values of an existing condition in later clarifying leader. 4.17 0.587 23.99 0.001 
The value leader in the later general jurisdiction. 4.57 0.471 21.94 0.001 
The values of the next leader of the world's leadership. 3.99 0.582 30.602 0.001 
The value leader in the later moral competence. 4.41 0.530 23.83 0.001 
The values of the leader in the next organizational commitment. 4.24 0.589 40.25 0.001 
The values of the leader in his later commitment. 4.38 0.659 20.78 0.001 
The values of the leader in the next impulse. 4.52 0.551 23.99 0.001 
The values of the leader in employee tasks later. 4.29 0.529 27.92 0.001 
The value leader in later human relations. 4.43 0.543 26.62 0.001 
The values of individual emotions in the next leader. 4.2 0.599 42.12 0.001 
The value leader in the customer dimension. 4.45 0.526 35.2 0.001 
The values of the next leader in the physical environment. 3.95 0.648 40.12 0.001 
The value leader in the later stages of the Executive. 4.34 0.599 29.2 0.001 
The value leader in the later evaluation. 4.28 0.632 19.46 0.001 

Based on the findings, observed in all table components are positive and significant at the P>0.001 level therefore, is the proposed 
framework of the comment is more than the average level of fitness experts. 

 
Conclusion: 

 
The traditional paradigm of and approach to 

management and leadership with respect to the 
transformation of the third millennium are 
increasingly being changed.In addition, the issue of 
the decline of values in the present as well as the 
issue of pluralism and the existence of a phenomenon 
as diverse cultures within a social system, academic 
leaders is on it at the same time that the slim-line 
between the inevitable change and sustainable values 
are step guidance, attention to employee's progress, 
the results of the decisions, communication skills and 
etc. The proper way to do.The results of the 
conducted research in the areas of leadership and 
management of organizational behavior suggest that 
the leaders and staff of the importance of this 
question and they have conceived that led a series of 
crises and contradictions.  

The importance of giving their employees 
against management, force management position at 
the front, comprising the steer in front of 
participation, evaluation and improvement in front of 
an example of this paradox.Since this is linked with 
the contradictions of leadership is one of the methods 
of reducing inconsistency gaining consensus. In the 
shadow of prolegomena, because participation in the 
formulation of common values and agree on values 
can be used to help leadership behavior. 

As a result of patterns of behavior that today's 
long walls encircling the distrust between 
organizational categories, between suppliers, partners 
and alumni are located in the shadow of their place 
value account to move freely in the direction of 
universal access patterns to the values and goals of 
the framework and the application will obviously 
offer requires the participation of all those involved 
in education account i.e. academic leaders, internal 
and external customers and institutions associated 
with the University, cultural and value issues in 
society. 

This is not possible unless all academic scholars 
are convinced that tomorrow's University on new 
ideas of the third millennium, the academic 
leadership is based and fits in with the traditional 
style of management will be able to meet the needs 
of the new era. Due to this that the world of 
tomorrow world of postmodern organization is 
today's dominant forms of organization are possible, 
such as the bureaucracy today to form shocked in the 
organizational fabric of our life has roots and 
organizational life without them seems unthinkable, 
meets the needs of the community. 

Today the concepts of organization, 
management, leadership and the process associated 
with them have been changing drastically. We enter 
the world of the new arrived. A world in which the 
concepts of building structural forms of organization, 
such as the, the traditional theory, traditional 
methods of organization, and etc. application is lost 
and the huge developments in the theoretical 
foundations of the organization. Issues such as the 
emergence of the digital generation, increasing 
expectations of higher education, the gap between 
the expectations and ideals. This necessity made it 
inevitable that academic leadership and management 
must be a different lens of man, society and the 
world he eats, and human assets to convert to other 
strategic assets to new practices. 

Obviously a real transformation in the society 
and the realization of sustainable development 
through the transformation of ideas and beliefs will 
occur and the seat of the transformation of higher 
continuing education. Therefore, schools and 
universities as architects of the transformation in 
society when they can to fulfill this important 
understanding of the complexity of the calls, 
challenging old ideas and introspection of traditional 
housecleaning, face challenges and guiding wisely 
and intelligently the educational system in their 
agenda. The realization of the above applies to the 
work of the modern foundations; leadership requires 
a closed, start thinking about your ideas, Gary, share 
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knowledge of lean manufacturing, ideas and new 
approaches to leadership in General.Productivity, 
efficiency, competitiveness and innovation ability, 
knowledge and manpower training. In organizations 
that approach and the new practices and 
commensurate with the third millennium 
organizational leadership consider this evidence, 
claim that such organizations and universities for 
neglecting this important sooner or later to the 
deterioration and destruction of the move.Because 
the knowledge in the world of the Sun today is 
rapidly becoming the main competitive advantage 
and can be for organizations that know it well and 
manage opportunities and at the same time to 
organizations that environmental developments and 
new styles of leadership will not recognize, as a 
serious threat to be considered. Universities and 
higher education centers through the establishment of 
a new leadership style in addition to those that can be 
seen are enhancing the quality of its human resources 
(staff and students) but also can be turned into 
leading universities. 

Educational leaders present despite the complex 
situation and turmoil that nowadays on the 
educational center for the country's ruling decision is, 
to be able to navigate the educational system with 
countless challenges and developments. A 
comparative study has shown that educational 
leaders to overcome the effect of the complex 
conditions of such turmoil trying to build through a 
mental framework or model on system and 
strategically, a world in which they operate, and to 
properly understand. Values-based leadership is 
obviously a powerful tool in this arena. 
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