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Abstract
This research focuses on an analysis of the changes in the Libyan Higher Education Institutions (LHEIs) management system. This is an important subject since the Libyan General People’s Committee for Higher Education (LGPC) has begun to introduce changes for improving and enhancing the management of Libyan Universities (LUs) and the movement towards sustainable development. This study investigates and examines new management changes by considering different factors including university financing, quality and institutional performance and the relationship between fields of organisational change and implementation process. It may be interpreted within a strategic framework, socio-cultural model and institutional changes. Does this mean a move from idealism to a realistic perspective in relation to the problems and issues of universities in Libya? The study also considers the conditions and barriers involved in implementing the new changes.

LHEIs have to re-examine their existing structures and practices in order to meet the needs of the information age. This requires major changes and transformation. A main concern that hinders the management of change process is the lack of useful models and success cases to lead the way. The present research proposes to identify the most successful strategies adopted at Higher Education Institutions (HEIs) and universities in order to characterize the change processes adopted across the universities. In light of these strategies, another important objective of this research is to develop a model for implementing management change into HEIs and universities. The research is also expected to extend the researcher’s understanding about the extent of success of the organisational development and change policies in improving performance.

This study is designed to fill the gap in knowledge about models appropriate to the management of change in higher education. Each model sheds light on different aspects of organisational  life and has a distinct set of hypotheses about why change occurs, how the process grows, when change occurs and how long it takes and the results of change. The models will then be adapted to the specific cultural, political and social aspects of LHEIs.

The research questions were answered using multiple data sets showing percentages which explained the benefits of comprehensive assessments of change and its mechanisms. The results will be used to explore how the combinations of quantitative interpretation techniques may be used to support LHEIs in enhancing their quality in an effective way while harmonizing with LUs, external standards and requirements of the information age. 

Research has shown that higher education governance needs to find a clear mechanism for the process of evaluating the course of HEIs and everything related to the role of a university, identifying its strengths and weaknesses and identifying opportunities for development, both at the university level and in higher education management and policy-making to enhance the effectiveness of this vital sector in various areas. 

Extrapolating from barriers of change approaches which have recently arisen, this study sheds light on the process of change; the main component of this are managers who have a range of awareness and understanding of change in shaping their trends and attitudes towards it. This has an important impact in organisation leadership to implementing change.

The implementation of a strategic change model is based on the assessment to keep up with the conversion used in the statistical analysis and deep understanding and mutual commitment to the process of change between the institution and staff. 

The most important factors for success in building useful understanding of the change process lies in the preparation process and the knowledge and understanding of the customer in recognising the importance of avoiding ambiguity in the steps of change, predicting potential problems, showing different ways of working for the customer, and developing a cooperative relationship with stakeholders. 

Extrapolation of findings suggests that lack of strategy or a clear action plan to develop and improve the quality of institutional performance leads to a higher education sector with the slow pace of interaction with the desired societal goals. There is also difficulty in keeping pace with the management of modern university systems and recent developments in the fields of science and technology. Therefore, the main objective of higher education management is to develop a flexible action plan to improve/implement and manage the change process using an effective strategy, to avoid any possible resistance to the process of change and to ensure the active and wide participation by the staff in general; a plan of action aims to:

· Contribute to the realization of the vision and a message of higher education, deepen basic values, and implement strategy plans. 

· Develop a model for the change that includes the first steps of implementing change. 

· Stimulating all personnel of institutions of higher education to upgrade their performance, including a positive impact in the development of institutional performance.
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1. Introduction to the thesis

1.1 Introduction 

The rapid change that goes through the institutions of higher education in various fields, both at the macro and micro levels, affects its activity on one hand and how to design and construct its strategies on the other. It calls for a change in the perception of the human element as a formerly dependent variable to a strategic variable. Organisations need continuity of activity and survival; they have found that human resource management strategies helped them create motivated individuals, which is complementary to the general strategy pursued, and sophisticated methodology oriented with management processes and effectiveness in order to achieve their goals. Hence, the development and implementing of models for change in strategic management in LHEIs, with their scientific concept, has become an urgent necessity due to the importance of the sector and the fact that it constitutes a basic pillar for comprehensive development.   

Libya is reviewing its institutions and structures to meet the requirements of the 21st century, as in a number of other developing countries. To ensure the capacity of Libya to achieve the desired objectives, in particular, these audits will serve Libya in their quest to become a modern society with an advanced economy. To achieve this, the Libyan government has worked to develop a number of national strategies in different areas, of great importance to society, such as: a basic education strategy;  a strategy of technical education and vocational training, and strategic development of the institutions (the civil service and others) all developed basically on the theme ‘Libya’s strategic vision 2025’. Since higher education is a fundamental part of the infrastructure of the overall national development and is a key factor in building capacity and skills, the Government has — in this context, the representative of the LHE — with the support of the experts of public planning council, prepared a national strategy for the development of higher education in Libya.  

The national strategy for higher education should outline which course could be followed by the higher education management system; they could actually diagnose and identify problems, develop visions and goals, and identify the executive steps. This would need to be translated into practice through the development of programmes and projects, which would identify activities, relevant stakeholders and schedules of implementation. This research begins that process by setting out a general framework for the change process, discussing issues relating to the institutional status quo, and then proceeds to develop a vision and a message for the future of LHE, in order to determine the operational plan that will contribute significantly in bringing about this change. The most important priorities established by this strategy are the reform of the administrative and financial system, and ensuring the independence of universities, without which any reform cannot be achieved or be effective.

Achieving the vision, goals and targets requires the introduction of institutional changes and developments in many models of management in universities. There are a number of existing programmes aimed at bringing this about, but the development of these programmes currently needs to be updated to improve the performance of universities and outputs, in the context of the goals-targeted strategy. These programmes have arisen in the absence of any plan or comprehensive strategic direction. The vision and strategic plan emanating from the current program is operating to provide integration of change efforts and contributions of this strategy with the existing programmes proposed under the strategic programmes to develop the management of LHE. 

The researcher studied the impact of strategic change in the performance of the LHEIs under study. The impetus for this was the insufficient attention given to the importance of theories of change within its analytical frames, and the speedy implementation of the ready-made prescriptions for change that are dependent on leadership skills and practical experiences of some non-affluent models of excellence and superiority, and — without using the current developed analytical frameworks — reliance on an accurate understanding of the reality of the organisation and its problems. The growing interest lay in the concepts of strategic change, change management, continuous improvement and total quality, as applied to the transition of an organisation from its current phase to a better phase in light of the changing circumstances in the surrounding environment and fierce competition.

The researcher focused more broadly on the concept of organisational change, manifested through a wave of common solutions, on the conduct of employees and individuals, so as to emphasize the importance of strategic change in the development of organisations in a rapidly changing world. Therefore the researcher, in his study of the LHEIs, tried to learn some solutions (dimensions or components) to change the strategic effectiveness, drawing on the diversity of studies that advocate individual service as a critical element in various organisations, and also the importance of developing performance and organisational culture and attitudes. Attention was also given to the events governing cultural change and development, as well as the weakness of existing studies, especially among the societies and organisations of developing countries, and the type of services and productivity. The researcher recognised the need to examine the critical elements in the development of organisations, in order to identify the key factors driving change and influencing the pace of change in the management systems of HEIs; the support for these factors (components of strategy of change and organisational culture), and the increased attention on the human component, which still plays a minor role in these institutions.

Currently, the institutions that deal with the environmental conditions are dynamic, undergoing rapid change, and the system required for dealing with this changing environment must be based on the adoption of strategies that allow the system to face environmental threats and to maintain its competitive position and development. Perhaps one of the most important sources of competitive advantage that could be achieved for this type of customer-focused institution, is one which requires supervisors to adopt entrance strategies centred on change management, but the partial amendment of operations may not achieve the results which affect this kind of institution’s competitive target, so it is necessary to radically rethink the various processes taking place within the organisation, especially those related to quality, and redesign the strategy for change based on modern methods, such as re-engineering the administration and total quality management.

1.2 Statement of the problem 

During the 1990s, many universities and higher education organisations had begun to phase out traditional forms of educational governance and adopt forms and practices used in private and corporate management. According to Meyer [1], the proponents of the new managerialism in education argue that managerial methods are necessary to respond to the demands of a changing environment. Sporn [2] views this response of universities showing adaptability to their environment as a key to university survival. Shattock [3] argues that in order for universities to be successful, they need a new approach of strategic management which requires a holistic view of their activities, to coordinate institutional strengths so that they reinforce one another. Watson and Crossley [4] suggest that the strategic management process in higher education can more realistically be seen as a contributor to both changing and sustaining organisational culture. 

Recently, Libya announced the beginning of a new wave of relations with western countries. The previous disagreements with these countries will cease. Major changes occurred in political, social and economical environments, in which global organisations and companies started to establish their connections with the national organisations in Libya. These changes covered all aspects of the national activities in Libya, including the higher education sector. The changes in the external environment stimulated the policy-makers and administrators of the HEIs in Libya to take innovative steps towards their organisations. However, managers, administrators and leaders of this sector faced a new challenge, in addition to the external one, represented by their abilities and power to manage and to adapt their organisations towards the external pressures and the emerging strategic changes in the external environment.  

1.3 Aim, objectives and research questions

The main aim of this research is to investigate and examine the main characteristics which underline and describe the management of change in the higher education sector in Libya and use this information to develop a model for implementation of strategic change management.
   The objectives are to:

1. Examine the existing trends in institutions and determine those  that need to change, and also their organisational  response to institutional pressures, specifically the LHE (such change reflects organisational  responses to institutional pressures, and  also takes into account both external and internal dynamics to introduce approaches that can be used in the analysis in the area of strategy formulation and implementation process)

2.  Describe the types of organisational change, and the pattern followed in the LHEIs.  

3. Describe how new change processes are managed, and policy-making on the strategy to be implemented in order to achieve better work efficiency in the HE sector in Libya. 

4. Identify factors behind change management for development of institutions in Libya, the differences between them and how institutions successfully implement change.

5. Examine demographic factors associated with the implementation process of change, and assess the more influential factors in impeding the implementation activities. 

6. Explain to what extent barriers will hinder the change process, and the difficulties these institutions face in changing the management system of higher education. 

7. Identify the extent of positive and negative impacts of change in management in the higher education sector in Libya, compared with the theoretical models that explain this. 

8. Identify the extent of the relationship between the patterns of change followed, the prevailing patterns of leadership, and experiences across these institutions that contribute an introduction to new tools for planning and managing strategic change towards a collaborative and national model of managing strategic change in the higher education sector in Libya


In order to achieve the aim and objectives, the researcher developed the following research questions:

1. Why do HEIs in Libya need the strategic change route in their policies and corporate strategies?

2. What are the main types of change and management of change applied by these institutions?

3. How do these institutions implement the process of such change? 

4. What are the main difficulties these institutions face in implementing and managing strategic change and to what extent are they able to overcome such difficulties?

5. What are the main advantages and disadvantages, costs and benefits of this strategic change? 

6. Are there any contradictions and differences across these institutions in terms of managing their organisational change?

7. To what extent would different experiences of managing change across these institutions contribute towards a collaborative and national model of managing strategic change in the higher education sector in Libya? 

1.4 Significance of the study 

The importance of the research is derived from the following reasons:

1. The study will provide a good opportunity to compare the implementation of changes to achieve efficiency and effectiveness in the LHE management system, with many factors and influences affecting recent changes in global higher education.

2. Results of the study will support the higher education administrators and policy-makers when choosing the appropriate methods of managing change.

3. This study is considered to be the first study in Libya which takes into consideration the management of change in the higher education sector. 

4. This study should be of particular interest to those policy-makers at LHEIs who intend planning for the adoption of management change in a practical way to improve the management at their university. 

5. This study will develop a practical model, which promotes the adoption of specific change strategies over other models. 

6. The recognition and adoption of a particular model and subsequent strategies by universities would certainly be of significance to the academic managers at those universities.

1.5 Research hypotheses 

The present study is investigating new approaches for assessing the factors contributing to successful implementation of a change model. The researcher developed the scientific hypotheses to help answer the research questions. These hypotheses were tested using a multiple analysis technique. The researcher used them as guidelines to construct the research. The following hypotheses were prepared: (i) There are no difficulties facing institutions in implementing and managing strategic change (ii) There are no contradictions and differences across institutions in terms of managing their organisational  change (iii) There is no difference in the impact of the strategies and policies followed by the institutions to overcome difficulties such as staff resistance to change (iv) lack of information that could explain the presence of these differences between the change models (v) lack of clarity in the objectives and the different views that could be considered even with the problems within the organisation such as knowledge of the new working plan and developments (vi) the lack of resources available (human and financial). 

Perhaps one of the factors weakening the role of the LHE is its lack of experience, the failure to complete legislative structure and the structural and organisational changes, which may influence implementation of the change process. Development policies and strategic plans were unclear and intermittent, which led to the fluctuation of policies and administrative structural instability of the LHE system.

Investigation of the hypotheses of this study consists of two parts — the first part is the theoretical background of the change; the second is applied field research:

Part 1: Literature will deal with change management process and relevant subjects and identify key issues that need to be addressed, in reference to secondary sources of references, books, journals, periodicals published, LHE annual reports and relevant subjects.

· Investigation of the literature and previous studies, and determining the extent of the contribution, however limited, which is represented by the search, as well as to identify the conceptual or theoretical framework for research. 

· Contributing to the building of the theory associated with the formulation of ideas for how change is successfully implemented, and measuring variables to identify the appropriate method of the research, and development of hypotheses to test its validity. 

· Discussion of the characteristics which underline and describe the management of change in the higher education sector in Libya.

Part 2: The broad themes of applied field research will explore the impact of study variables by means of a questionnaire or survey, specifically designed to conform to the objectives, study questions and the hypotheses.

· Themes focus on collecting and analyzing data, in order to adopt appropriate methods in the area of strategy formulation and implementation process into Management System of LHE.

The hypotheses were evaluated and tested using:

· SPSS program 

· Interpretation of the results in light of research and development stages

· Interpreting quantitative data with SPSS in order to determine the most important indicators to confirm the interpretation chosen by sample members.

The questionnaire plays a substantial role in facilitating communication between the researcher and respondents, and to show staff members’ attitudes, with a series of questions formulated and prepared by the researcher to adequately elicit the data required to serve study primarily of the research topic through the research problem and hypotheses.  

The questionnaire was designed to obtain the necessary information and categorizing of ideas which can not be obtained from secondary sources, and for the purpose of identifying appropriate methods of knowledge of change management in universities and, in order to increase the effectiveness of the quality of organisational  performance. As a result of this, we can provide models for policy-makers in LHEIs to help guide them in the exercise of change management in future. The conclusions reached by using appropriate statistical methods and interpretation of those results are to accept or reject the hypotheses that have been formulated in the research methodology presented in this study.

Field of study is a part of the problem of the research. Therefore, the overall purpose is to identify, at the national level of LHE, areas where reforms could be made and efforts targeted to promote high-quality performance and development in management systems, including how efforts could be shared among staff members to achieve these core changes.

It is necessary to examine the university organisation on the problems of development and regulatory aim is not only to solve problems. Therefore, there is a need to manage distinct styles of managerial change and be aware of their importance; it plays various roles in achieving effective change in the light of technical skills and behavioural, cognitive and administrative areas through the solution of different organisational problems. Moreover, Strategy is aimed at understanding the university organisation and access to long-range goals. The organisation is part of the environment in which they operate; the managers and staff members must understand the environment surrounding their university organisation, and realize that it continuously changes. Thus the manager is capable of making decisions on behaviour modification and other staff members, with a view towards the desired future leadership of the organisation. 

1.6 Selection of research methodology 

The methodology was a combination of quantitative interpretation techniques and extrapolated research results which reveals factors and relationships that are not otherwise evident to the researcher. On the other hand, extrapolation data helps the researcher to understand the rationale and reasons for relationships revealed by the quantitative data to create innovative and useful constructions for increasing our understanding in the area of strategy formulation and implementation process. The researcher, therefore, had the opportunity to examine and analyses the key factors necessary for the successful development of a model for implementation of strategic change management. This was achieved while conducting this research, through using scientific hypotheses identified, and also describes the construction phase, selects and justifies the methodology chosen, as these provided the basis for developing the change model. A survey method based on questionnaires included multiple-choice questions.  

The study population consists of LHE (both public and private). The researcher has collected the data from two main resources, i.e. primary and secondary sources of data. The primary source of data is the questionnaire. The questionnaire was shaped in such a way that serves the aim and objectives of research. 
As the main aim of the study is investigating the management of change in LHE, the questionnaire was directed mainly to deans of faculties and their deputies. The questionnaire was distributed to 288 staff members as a study sample.

The secondary source of data included the annual reports of each institution, their written strategy and mission statements, the balance sheets, and the general organisational structure of the institution. This source of data collection came before any other source of data, as it is the main source, according to which the interviews and the questionnaire questions were designed.  

The examination of research questions gives a quantitative interpretation of the results of the questionnaire using many items describing fixation of new situations of higher education, and during the consideration of the tables and chart representations, which show the frequency, weighted means, standard deviations and Z-tests. However, variables are arranged according to their mean score for the repetitive frequency and the statistical mean values and standard deviations computed by SPSS for the study sample responses.

The methodology adopted by the researcher for complicated data structure design (multi-methodology) to cope with the nature of the study included;


· Descriptive Method 

The descriptive approach, which relies on description as the most basic of scientific goals: to describe the situation of LHE. The systems approach was used, because the higher education system consists of inputs, processes, outputs and feedback, and as a result is influenced by all other systems. Descriptive approach linked to the interpretation method used, and integrated with it.  This method was adopted to describe the system of institutions of higher education (situations, problems, issues and constraints) particularly with respect to system variables and elements, their relations and functions, and the system’s internal structure, work mechanisms and scientific facts pertaining to the operation in question. 

· Stat Discretional Method       

This method was adopted as the methodology to illustrate the status of the institutions in question and the variables and relations and all aspects relating to the use of research to follows the scientific basis in the management of change. 
· Classification Method 

This method was adopted to classify the elements of the higher education system and its relations and variables, functions and objectives, groups or specific arrangements according to the criteria or indicators of appropriate classification chosen by the researcher that will be most successful in obtaining access to the chosen. Classification of activities was also made according to higher education activity and to determine the priority classification of different methods to solve the problem. This was arranged according to certain criteria chosen by the researcher in order of priority. This leads to the identification of   the value of the alternative solutions developed. On the basis of these values the appropriate strategy can be selected for the implementation process. 
1.6.1 Analysis and interpretation of data 

Interpretation of research results is the second technique of the methodology, and considered by many the most important, and gives a more in-depth, response to include questions such as How and Why. The last question sums up the issue of the relationship between the facts and variables. The data collected needed to be organized and arranged in an understandable method to be analyzed, compared and summarized. There are several procedures to record the data and process it through the use of database. The data can be divided into sub-groups to separate data based on specific selection criteria required, then select a set of records contained in the order of the data (in numerical or time-based or standards-based according to the rules for the selection of data contained in one or more specific areas). Data-processing included ranking in lists or tables to make it easier to understand. This included the following procedures:  

· Coding Quantitative Data:

After the completion of the collection and revision the questionnaires were coded and transformed into compatible symbols to facilitate the unloading, data analysis and processing in computer.  

· Tabulation of quantitative data:

A computer was used in data handling and scheduling in order to obtain accurate and correct information, as well as reducing the time and effort in outputting the data in statistical tables designed specifically for that purpose of facilitating the analysis. 
· The stage of statistical analysis and data interpretation: 

After the completion of data collection, review and compilation of the output were   prepared to conduct a statistical analysis, using suitable methods for this type of data, which included analysis of the statistical tables prepared for this purpose using frequencies and percents.

1.7 Research method 

This study aims at investigating the model of managing strategic change in the LHE from the point of view of its employees, and it’s relation with some independent demographic variables such as sex, age, scientific qualification, years of experience and functional status. Also considered are the major barriers facing the Model of Managing Strategic Change (MMSC) in these institutions. The sample consisted of (288) staff members chosen randomly from the total employees in the LHEIs. A structured questionnaire was used to collect data on employees and to identify the level of change implementation through measuring the opinions of employees towards the independent variables that reflect the requirements of applying MMSC.

  There were significant differences among respondents towards the level of implementation of MMSC due to the variables of educational qualification, academic specialization and experience, whereas no significant differences were found among independent demographic variables. The study also indicated some of the major obstacles facing the implementation of MMSC, such as lack of incentives, weakness in training and education, and difficulties in measuring performance results. Finally, from the findings of this study, the researcher made a few recommendations.  

1.7.1 Literature review 

Basically, the research issue is change management in organisations and it is gradually focused on development models for implementing these change efforts. It is about establishing new approaches for change management or discovering which factors would ensure the successful development of a model for implementing change.

The basis of the successful use of the tools and methods of the entrance requirements for the development and implementation of a change model lies in the ability to change the organisation, so that directing attention towards change is a natural part of the conduct of the organisation. However, the support of requisite change to the organisations transformation, so that the management of strategic change becomes the norm, is considered the most difficult part of the entrance to change management.  

The literature review helped the researcher to explore more possibilities of theory development and to specify the research questions more coherently. The researcher aims to explore the main characteristics which underline and describe the management of change in higher education sector in Libya. 

In the light of the educational literature review and practical experience the most important proposals to ensure the success of change and supporting staff through the process can be summarized as follows: emphasis on leadership change rather than management; support of senior management and decision-makers for change; leadership development to help bring about change; creativity and innovation; teamwork; analysis of the factors of resistance to change; promotion of a positive climate supportive of change, and provision of systems, facilities and communication and information technology support for the change.

In effect, the researcher turned to the literature of change strategy and its impact on university financing, quality and operational performance, and organisation of the university system  in the development and implementation of the change model: its more fundamental components; the need to develop continuously; regulatory models that affect the attitudes and behaviours and expectations of individuals and quality of life in the organisation; management culture, which is reflected in the management philosophy and style of leadership; the conduct of managers and the method of solving problems. The models were adapted to suit the administrative environment of the LHEIs.

In this thesis, the literature review was carried out in the following steps:

1. The researcher made a general review of all journals, books, theses, conference themes, etc. which were related to the theme of the study.

2. From this review a selection of relevant topics and titles related directly to the study theme was made. 

3. Most of these titles were full texts collected from relevant journals, including Higher Education, Journal of Higher Education Policy and Management, Higher Education Management and Policy, International Journal of Educational Management, Tertiary Education and Management, Educational Management and Administration etc.  

4. The previous texts were classified, categorised, and grouped critically into similar sections which form the initial structure of the literature review.  

The most significant theoretical contribution is to enhance knowledge and new understanding about implementation of change for assisting Higher Education policy-makers in carrying out change models. As a conclusion, a number of issues are then discussed that contribute towards a collaborative and national model of managing strategic change in the higher education sector in Libya.  

1.7.2 Attitude survey 

The survey was designed to be compatible with the research objectives and questions through exploring the impact of the variables of the study, as well as discussing the appropriate strategies and the different nature of the action plans within the strategic framework (the implementation of the change model). The purpose of this study is to investigate the attitudes of LHE staff members to implementing a change model. The results can serve to build an idea of the present situation in the LHEIs and its impact on their capability to identify problems and barriers that may arise with regard to implementing change because of resistance of both management and staff members to change in higher education industry organisations, in addition to the quality of the decision-making process in the institution.

1.7.3 Case studies 

In the case study, the implementation process of change was examined as one of the effective factors by which the components of a change model in the institution designed and created the new practical model. The main point was to consider the activities of the management of higher education and staff members and their interaction during the implementation process. 

The case program is presented and analysed using the SPSS (Statistical Package for Social Sciences) which includes: Tally for Discrete Variables (Frequency); One-way Analysis of  Variance (ANOVA) ; Two-Sample T-Test ; One-Sample T (including Z-test, Standard Deviation and Mean) and interpreting by scientific analysis to determine its worth or characteristics and how well performance matches those expectations and standards. The resulting information was used to document, explain, improve performance, and produce useful results. When it is entrenched effectively within larger institutional systems, assessment can help focus our collective attention, examine study questions and create a shared academic culture dedicated to enhancing and improving the operational quality performance of LHE. This would contribute towards developing a collaborative and national model of managing strategic change in the higher education sector in Libya.

1.8 Methods of Building and managing the research instrument 

A more specific trend of field survey was identified by the researcher since his first day of the course. The researcher in general identifies the core topics which will be included in the questionnaire, interview questions, and the other steps of documentary data collection. Generally speaking, the researcher collected the data through two main resources, i.e. primary and secondary sources of data. 

The study adopted a case study in dealing with the stages and processes of change for a sample study and assesses their performance, diagnoses weaknesses and suggests appropriate treatments. The researcher believes that this approach is optimal in dealing with issues of change management in general and in particular the application of the model includes recognition of the day-to-day practices of development, with all the details of change and the actual diagnosis of the problems; therefore solutions could be more realistic in practice.

1.8.1 The instrument

The research instrument was a standardized questionnaire slightly modified for particular harmonizing with LHEIs, as well as extracting the most important elements related to the study and analysis axes and variables in the main study: the core ideas for the management of change, resistance to change, patterns of change, and leadership, organisational development, and efficiency and effectiveness. The questionnaire contained several groups of questions concerning to what extent would different experiences of managing change across the examined institutions contribute towards a collaborative and national model of managing strategic change in higher education sector in Libya.

The questionnaire seeks to answer the research questions, and obtain the advice of governmental authorities, particularly on the institutions of higher education, as a main part of a development or building of the implementation process, including areas where they believe the institutions of higher education would obtain maximum beneficial effects in selecting a strategic plan. It may also be helpful to have the Government’s views to facilitate development of a practical change model to make this model a reality — what is being developed through different international initiatives, which have to be integrated and co-ordinated to have common development factors, planning strategies and better funding alternatives.
This questionnaire was developed to collect basic information on higher education institutions, and practices that can be used as a basis to review the management system of LHE, to explore and examine the main characteristics which confirm and describe the management of change compared to models based on scientific methods in the management of change.

The questionnaire has been developed after and according to the following steps:

· An extensive review of the previous studies as well as exploring the views of a number of specialists and experts on issues concerning LHE.

· A review of studies and relevant researches provided valuable information and contributes to the formulation and development of the proposed factors of the questionnaire.

· Results of the interviews to see the contradictions and differences of opinion among each institution and across the sector as a whole.

Questions were designed based on the previously tested techniques, methods and strategies that have been adopted in the study of this field of research, which have lead to successful implementation of the model of strategic change in LHE. A survey was undertaken of the policymakers of all LHEIs to discover how universities are responding to the Government’s measures and to obtain their views on the key areas to be considered in the formulation of strategy, which are analysed and discussed in this thesis.  

Completing this questionnaire is considered an important first step in the preparation of a standard model for the data of HE to show the relationships between some of the scientific components for the management of change and the prevailing patterns of change in institutions of higher education. However, it is also envisaged that these data help not only the researcher, but also the institutions and the Government itself, in conducting a diagnostic of the conditions of the Management of higher education, including self-assessment.

To facilitate the evaluation process, it is important to provide as much supporting documentation as possible. Analysis of documents including a list of public documents, laws, decisions and regulations relevant to the criteria contained in the questionnaire .As well as up to date information on the legislation governing LHE and its impact on the organisational structure of universities. 

The questionnaire is the most common tool in the collection of data in addition to the personal interview and observation. The design of the questionnaire requires formal and substantiated conditions to be met in order to maximize the benefits. The researcher needs to review the books and references in specialized methods, research methods, data collection and information, as well as access many of the questionnaires for the previous studies and similar research. In designing the questionnaire for this research both formal and topical conditions must be available in the questionnaire must be taken into account, also taking into account the specificity of the search terms found on all laws and resolutions governing the work of universities. The researcher benefited greatly from the understanding of the nature of organisational relationships, on the grounds that the regulatory work in the LUs are divided into two: one academic, sponsored by faculty members related to the technical aspects of the academic at the university, and management system, which is handled by staff related to laws and resolutions of the organisation’s work. 

In general, it is taken into account when designing the questionnaire as follows: 

1. Clear identification of research problem and defining the goals in solving them. 

2. The division of the questions with regard to each group of subjects is clear. 

3. Clarity and inclusion of specific ideas, taking into account capabilities and levels of respondents. 

4. Following a logical sequence in the presentation of questions and topics. 

5. Primarily relying on closed questions for easy answers, as well as many questions of fact and questions of consensus. 

6. Most of the questions posed as the ‘measure’ type, where the replies are in the form of measuring the degree of consensus or the accuracy of the facts; the most famous of these standards is known as the ‘Likert scale’. 

Despite all these precautions and update the most important substantive and formal requirements, some of the following observations have been recorded: The researcher finds that the response of respondents in dealing with the questionnaire, and with the idea of research in general vary from one university to another and from one person to another. Overall, the response was generally regarded as reliable and encouraging and supporting the results of the research and study. Completing this questionnaire can be regarded as an important first step in preparing a model for change within the search results. In general, this data helps the researcher in conducting a diagnostic of the situation of higher education institutions, including the evaluation and comparison of models of change based on the theoretical framework and review of the literature.

The distribution of these characteristics can be to the relevant bodies responsible for management and reporting of data requirements in this area in each institution. However, in the preparation of the survey of all units of the data standard sections and sub-sections are designed to provide relevant information on specific practices contained in the policies of higher education. The indicators are assessed at the appropriate approaches in accordance with the good practice guide to higher education plans, other relevant documents and development reports, such as the Government Finance Statistics Manuals of previous years. More generally, the documents analysis can be used to provide an additional clear and comprehensive statement for all issues and sections covered by the research, as well as allowing the researcher to identify the variables to be measured; it is also useful for formulating survey questions and response alternatives.

The survey questions were formulated with regard to the main results presented concerning the implementation process with respect to: the diversity funding sources; the absence of the seriousness of vision; the importance of understanding the implications of globalization; and benefits from modern technology.

The result is presented particularly for use in the change model development on improving the infrastructure of educational and technical institutions of higher education; Building of the organisational  structure of the institution, Structure System redesign, process redesign and academic programs and plans, evaluation of performance; to review the policy and the appointment of academic administrators; policy review of higher education to serve the community and bridge the gap between different sectors; the search for new and diverse funding sources; the search for new administrative systems to provide autonomy, flexibility and competitiveness to diversify its sources of income for the public and private universities, and to re-examine the relationship between HEIs and sectors of society and the community, and foreign universities worldwide.

· Records and Documents

In addition to the questionnaire instrument, documents and relevant records were adopted  in the analysis as a tool to obtain data and information (the secondary sources of data included the annual reports of each institution, the written strategy and mission statements, the balance sheets, and the general organisational structure of the institution to complete the survey) confirming the developments in the activities of institutions of higher education and its terms of reference and responsibilities, as well as identification of changes and developments in higher education management since its inception with regard to university funding, organisational  structure, technical and academic activity, various changes in laws related to the restructuring of universities, and other activities that help strengthen the institutional performance, in order to gauge the impact on staff and the extent of their response and compliance with the multiple changes conducted by the universities. 

1.8.2 Structure of the questionnaire

Questionnaires are the most widely used data collection tool in scientific research; in particular for measurement of scientific components of management of strategic change. In the study, a questionnaire-based indicator instrument developed consists of three sections (Refer to appendix C): The first section is composed of 106 questions developed after reviewing the scientific basis for the management of change in the management literature and relevant subjects, and also associated with their respective axes. This section contains an analysis using factors representing the demographic characteristics of the respondents on 6 variables (sex, age, scientific qualification, years of experience, functional status, concerns about the change) which were carefully incorporated when preparing the questionnaire for evaluation. The second section is specific questions relating to institutions of higher education, and consists of 26 variables (covering the description of the academic system, assessing and examination of administrative and financial management system of LHEIs.). 

  
Furthermore, a series of questions were designed to measure each of them according to participant’s awareness in the various organisational  levels of these factors, with the aim of diminishing and mitigation of measurement errors and obtaining a higher degree of validity of the questionnaire; several questions have been developed along the same axis, so as to avoid misunderstanding of one of the questions (which may weaken the axis, as the recognition of individuals varies from one individual to another, and their educational level may also have an effect). 

To facilitate effective analysis of data requirements, the model for implementing change has been classified into factors based on characteristics of scientific model for change management as a result of survey data. However, traditional change models are inadequate in quantitative evaluation and lack the proper criteria for requirement classification because of their dependence on descriptive statistics only in the majority of cases. In this regard, the analytical procedures here have been broadly split into two parts — quantitative and graphical — to address the key issues of change requirement analysis for development and implementing the model.


Five-point Likert scales were adopted in the analysis to obtain the greatest possible accuracy of the respondent, which included the following classes: disagree strongly, disagree somewhat, agree somewhat, agree, agree strongly. It is interesting to consider different patterns of probabilities across a population of potential respondents. There could be consistency, inconsistency (without polarization) or polarization of response. [5]

1.8.2.1 Procedural Steps for Designing and implementing a change model

Analytical procedures: the responses of members of the sample were compiled using statistical tables designed specifically for data entry in order to obtain accurate information and shorten the time and effort and the SPSS statistical program was used. However, the procedural steps that outlined in this study were used for quantitative program evaluation by the researcher. The final questionnaire contains three parts with a total of 138 questions, as follows:

(A)  The first part focuses on the starting point in the process of preparing the strategic change framework, which is the development of the preliminary definitions related to the overall objectives of universities, based on preliminary analysis of the outcome of the results, which will result in in-depth assessment and analysis of trends relating to building a new model of change. Clearly, from the scientific component to be used in the implementation of change management it is obvious that the majority of institutions have given high or very high priority for all areas of work relevant to the objectives that have been identified for the organisation. 

Areas of implementation of the model change were arranged according to the percentage of positive responses, presented in a top-down manner showing the importance attributed to them in the area of strategy formulation and implementation process. This part constructs questions for scientific components and methods for change management to investigate and examine how these characteristics interact with organisational performance to influence strategic change implementation towards projecting a future image of higher education institutions. Analytically, the application of the study takes the following routes:

· Assessing the need for change

· Assessing the reality of the organisation and proposing solutions.

· Identifying the role and functions for implementation of change.

· Readiness for change.

· Configuration, implementation and in-phasic evaluation.

· Comprehensive assessment of the plan.

· Sustainability.

Examination and analysis of the impact of the scientific components of Strategic Change Model in the area of strategy formulation and implementation process into Management Systems of the LHEIs, including the following variables: 

· Understanding the change process.

· Information system in the process of change.

· Availability of financial and human resources.

· Preparation for change.

· Relationship between the scientific components of strategic change model, and resistance to change.

(B) The second part of questions concern the main areas of work directly relevant to assessing the strategic position; identifying internal and external factors affecting strategic direction and implementing change, which is expected to contribute to HEIs achieving through the provision of services. The institutions of higher education have identified these areas of work and are taking into account the preliminary results of the first round of analysis to the terms of reference of the internal institutions of higher education. It is important to obtain the views of universities on the importance of these areas of work and usefulness, which suggests that the Secretariat for each of those areas outlines a set of goals that will guide the work of the institutions of higher education in the coming years. 

The new framework facilitates a more comprehensive assessment of the factors which influence Higher Education efficiency and administrative policies and the sustainability of new changes. Form: the structure of the questionnaire also will consist of the following groups:   

1. Examination of the impact of resistance to change on selecting effective strategies for planning and implementing organisational change.

2. Analysis of the impact of personal characteristics of the respondents on the resistance to change ( factors representing the personal characteristics)

3. Analysis of the  impact of leadership in times of change in the area of strategy formulation and implementation process

To examine the influence of the factors representing the personal characteristics of sample members on selecting effective strategies for planning and implementing organisational change, variables of age, sex, scientific qualification, experience and functional status are addressed. The aim of identifying these factors is to highlight the structure or composition of the sample in order to identify correlations and significant differences between the degree of impact of these variables on the resistance to change and to demonstrate some of the possible interventions — which could be among the key questions raised in the questionnaire — and also on strategies of the organisation to reduce or overcome this resistance. 

As such, it was necessary to test whether those variables have any correlation between personal characteristics and intensity of the resistance to change.  It should be noted here that the intent of the limited number of questions is to facilitate maximum participation by the institutions, particularly in the first phase of the process of formulating the strategic framework. While most of the questions had specific responses to aid computerization, some were left open so as to obtain an answer or allow the universities to express their views fully.  With regard to the importance of the support of the LHEIs (as the case study) in various areas relevant to the objectives, the estimate was generally positive, especially in data collection and evaluation (of all parts of the survey) and on ensuring the agreement on international standards to respond to internal and external variables. The results are listed in descending order of priority based on accurate knowledge of the dimensions and components of change or its implications and repercussions. 

1.8.3 Validity of the research instrument

The data requirements of each variable and questionnaire’s objectives focused on the specific characteristics of institutional management in higher education were assigned to account for the criteria associated with the coordination of the whole answer to the questionnaire and to ensure consistency between the various divisions. The initial version of the questionnaire was presented to a jury group specializing in management science, a group of higher education experts, and faculty members at universities under consideration, to express their opinion on content, style and organisation, as well as to the appropriateness of instrument (internal and structure validity) in terms of variables for the purposes of the study. Their judgment with respect to the wording of some themes and variables, and ideas on how to become more visible and achieve better validation has been incorporated.

Validity of the research instrument was measured though the empirical method by the distribution of a sample of questionnaire to participants in the population in question to verify clarity and relevance to the study population. With the introduction of the observations and modifications proposed by the jury group on the variables of the questionnaire, and after the amendments were presented and approved unanimously by the jury member, the questionnaire was formulated in its final version, taking into account all comments received. 

An empirical approach was conducted to test the adequacy of the instrument using responses from volunteer managers in the top, middle and lower management in LHEIs who have agreed to conduct the test. The questionnaire was revised to include 26 criteria in the context of change management based on administrative and financial situations of LUs and 4 characteristics (Autonomy, Modernization of university management, Rationalization of university spending, financial potential and funding sources). The characteristics of each factor were compared with existing LHEIs strategies or change models and each statement in the questionnaire analysed. (Final versions of the questionnaire are presented in Appendix C).

1.8.4 Determining the reliability  

The reliability of a questionnaire is established if the results do not change if the same questionnaire is redistributed to the public at a different time period. To ensure the reliability of the instrument, a pilot test of the questionnaire on a study population was conducted with the application and re-application interval of two weeks between the application and return. Additional observations have emerged from staff members to determine the extent and clarity of the questions. Then a comparison was made between the answers of the total in the first and second version which assured reliability of the internal consistency of measurement. Hence the questionnaire was formulated in its final design and distributed to academic managers and staff members in various academic, technical and specialized institutions of higher education.

1.8.5 Processing translation of the questionnaire

The questionnaire was originally prepared and written in English. After ascertaining the validity of the content of the instrument of the study, the original questionnaire was translated and adopted into Arabic with the guidance of an expert group. The initial pilot study was conducted on a number of members of the study population before adoption and distribution; they confirmed its clarity and relevance of the questions and research purposes. The researcher identified responses forms to the questionnaire in accordance with five-point Likert scales, which would be most appropriate for use in this study due to its similarity to other standards and its ease of analysis and clarity of the results compared with other alternative measures. Questions were organized in the various areas or themes, to include the objectives pursued by the researcher to study the problem of the study, which will facilitate the process of collecting information and dealing with it statistically. After being translated into Arabic and then scrutinized by academic peers specializing in Arabic, the questionnaires were distributed according to a random sample of the study method to survey attitudes of staff members in higher education sector in Libya.

1.9 Sample and limitation of study 

1.9.1 Sample of study 

Survey participants were selected using a stratified random sampling representing the various levels of management in institutions of higher education (under study). The sample number was identified in each institution based on the ratio of the number of staff as well as the overall number of staff in the institutions that represent the total survey population; the number of study samples in institution management and departments was calculated in the same manner and according to each administrative division. The size of the sample was identified as (320) to meet the conditions to determine the statistical size appropriate for the sample. Thus (320) questionnaires were distributed; the number of responses was (288), or nearly 90%, with (32) questionnaires rejected due to incomplete answers.

The response rate (90%) was significantly high. This is because the researcher aimed to have a large number of data for drawing out valid conclusions. Normally, when people circulate questionnaires, they do not explain what exactly the questionnaires are about and what sort of information is expected for each of the questions.

In the survey of this thesis, questionnaires were fully explained to participants.   The participants were provided with sufficient information on the subject of the study and the main objectives of the questionnaires. Each of the participants was then provided with a copy of the questionnaire, which included the proposed set of criteria, and were asked to comment and give approval on all of the criteria of the proposed a change model. In the absence of approval they were required to write their suggestions on further factors that might influence developing a standard method in order to find the educational institution that best meets their requirements through adapting an effective implementation of a change model. After compiling all the views and proposals of the participants they were summarized and then analyzed.

In accordance with the above, the study examined a large, diverse national sample of 288 people working in LHE. This ratio gives us results that can be generalized to the total population of origin in accordance with the following considerations:

1. Homogeneity of the original survey population in terms of its nature, where the entire population under consideration is composed of staff in institutions of higher education staff in different positions in institutions. 

2. A random sample from a study population was selected; hence the questionnaires were distributed indiscriminately to ensure impartiality.

1.9.2 Limitation of study

Because the process of organisational change is a sensitive subject, according to the specificity of higher education institutions, and by the area to be developed, what suits one may not be appropriate for others, and in any case, there are general principles underlying the process of change management and organisational development, and these general principles will be addressed in this research without engaging in the specificity of each institution.

The management of change in this study focused on policy-makers, managers, staff members, academics and their important roles in the success of the process of change in LHEIs, as the management is responsible for the selection of the appropriate manner in the area of strategy formulation and change implementation process. The various aspects of change management and many areas of the study are large and complex if we take into account the study of change management in all Libyan HE institutions, which would require the expenditure of a lot of time and resources. Therefore, this research will be limited to a sample of LUs. 

Answers reflect the views of managers and staff, and academics and policy-makers in higher education institutions, according to Libya’s environment and the current internal and external realities, so there may be different answers in the event of a change in some of the factors under study in future, but we can take advantage of the current results to develop future scenarios for the success factors or failure of change management in higher education institutions, and to take advantage of the strengths and weaknesses. 

Measuring future strategy for higher education, the awareness of managers to achieve the planned objectives of the institution, the level of their performance can be inferred from the responses of managers, academics and staff, because these individuals are in the best position to know the universities in the strategic plans set out. At the same time they know the extent to which the university plans. They an assess the adequacy and quality of the institutional performance of higher education according to the extent of its responsiveness to changes in internal and external environment and changes, in line with the development and implementation of a change model

1.10    Distribution, collocation and analysis of questionnaires 

Prior to the distribution of the questionnaire it was reviewed by the supervisors and the researcher obtained approval on the questionnaire structure from a group of academic managers and some professors in the Department of Administration with specialized knowledge in this field of scientific research. They made some valuable observations and amendments to the wording of some questions were made on these recommendations; they also gave advice on the choice of methods used to distribute the research questionnaire. Thus, testing was supported by the reliability and validity of content of the questionnaire, making sure that the content of the question in line with the literature of change.  

Several methods have been adopted in the distribution: it was either through personal distribution by the researcher or by post, in the sector of higher education institutions, and some departments in the HES, taking into account the large sample size and the proliferation of institutions of higher education in all parts of Libya. A personal interview method was adopted with a group of academic managers of the universities under study, to inquire about some of the relevant change aspects that seemed unclear to researcher.

 
The researcher has also been taken into account at the stage of distribution of the questionnaire to obtain replies within a specified period of time so as to ensure that no significant changes would take place in the internal and external environments of the case study, which may affect the different responses depending on the time period under study, and also in order to cover the geographical spread of LHEIs. To enhance the validity and reliability of the proposed criteria the views of a group of experts working in the field of higher education were used in order to support and enhance the research results with their opinions and experience. Most of the respondents who were surveyed are qualified with university and postgraduate studies; some respondents had already come to or hold leadership positions in the institutions to which they belong. Also, most of whom have extensive practical experience — participants were classified statistically according to the variable number of years of experience as follows: 5 to 10 years (35.1%); more than 15 years (27.4%); less than 5 years (23.6%); between 10 to 15 years experience (13.9%). In this regard, the majority of participants belonging to the educational institutions and research centres are distributed across different areas in Libya, which would make the answers useful and contributed to the enrichment of research and increase valuable suggestions, which helped in the development and improvement of the proposed standards. This also provided diverse examples of research in terms of change culture in their institutions.

1.10.1 Analysis of questionnaires
The data obtained from questionnaires were organised and grouped in a number of independent sections using a five-category Likert scale, which measures attitudes, identifies trends and meaningful comparisons. Subsequently, the data was then entered into the computer for analysis using SPSS (Statistical Package for Social Sciences) which was chosen as an appropriate statistical method for the objectives of the research and the nature of the problem and study assignments. Useful results were collected, and the following detailed analyses were carried out: 

1. Tally for Discrete Variables (Frequency Distribution):

Frequency Distribution was used to describe the nature of the answer on a particular phenomenon. Answers to study questions will be evaluated using a combination of different analysis and interpretation techniques on how to successfully implement a change model in the LHEI sector. The histogram graphic was used to illustrate simple frequency distribution of the various variables. The frequency distribution type for this data when the measurement is used a five-point Likert scale ranging from (1) strongly disagree to (5) strongly agree,  will take one of the following shapes:

· Exponential distribution. 

· Left-skewed distribution.

· The Normal Distribution. 

· Right-skewed distribution.

2. One-Sample T:

3. Std. Deviation

4. Means

5. Z-Test

6. ANOVA (analysis of variance)  

7. Mean Difference ( Two-Sample T-Test )

8. Excel format.

9. Correlation analysis. 

1.11   Structure of the thesis

This thesis consists of an introduction and seven chapters.  In the second and third chapters concerning the theoretical grounds and models of the study developed to describe the different planning and mechanisms of the implementation a change models. The fourth and the fifth chapters present the description and analysis the case study. This  phase is to  the study whose objective was to investigate the main characteristics which underline and describe the management of change in LHE, and also  to find what kinds of planning and implementation  models, suitable methods for organisational  forms of LHE environment can further organisational problem-solving, analysis of criteria for assessment of the administrative and financial situations of  LUs. The sixth chapter answers the research questions on relationship between the different fields of organisational change in order to developing factors in the planning and implementation of new practical change model. The seventh chapter presents results, deconstruct a model of change and   examine its key scientific components.  In the eighth chapter, the research is concluded, as the results are discussed and contribution to the existing knowledge is given. The structure of the study is described in Figure 1.1.
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Figure ‎1:1  The structure of the thesis.
2. Management of Change in Higher Education: Framework for the Study
2.1 Introduction

In this chapter, the researcher presented the core ideas related to change and transformation in higher education. The part is divided into four main parts. The first part represents for the change in higher education. It is found that the main reason behind the changes occurring in higher education is globalisation. Globalisation pushes universities and governments to change their old ways of management. In the second part, the main responses from governments and universities towards the challenges of globalisation and surrounding environments are presented. In this section, three main categories of responses are given, including changes in the academic profession, in the curriculum, and in the financial situations. 

2.2 Incentives for change in higher education

During the 1990s, many universities and higher education organisations around the world had begun to change their traditional forms of educational governance, and to adopt new forms and practices. As most educational scholars suggest, the major incentive for such innovative directions in higher education is globalisation. This is seen to be changing the nature of higher education — for example, Levin [6] argues that the main factors through which globalization affects HEIs are as follows:

· Students, curriculum, delivery. 

· Public sector funding constraints 

· Private sector interaction 

· Electronic technology – real time communications 

· Productivity and efficiency 

· External competition 

· Restructuring  

· Labour alterations (e.g. additional work)  

· State intervention  

· Partnerships  

· Workforce training  

· Commodification. 

The above factors were influential in changing the behaviours, missions and institutional structures in higher educational institutions. The following broad topics are identified in this field: the changing nature of international linkages, government authority over higher education, threats to diversity, and the loss of national identities [7]. Two different perceptions of organisational trends can be seen in higher education. Many academics and university administrators see a state leviathan encroaching on the independence of universities, preventing the emergence of a higher education market economy, while others are more persuaded by evidence that the system is being opened up to market forces [8]. Gumport [9] argues that while public universities and colleges have increasingly come to rely on market discourse and managerial approaches in order to demonstrate responsiveness to economic exigencies, they may end up losing legitimacy as they move away from their historical character, functions and accumulated heritage as educational institutions. Thus according to Gumport [9] responsiveness to compelling economic pressures that dominate contemporary organisational imperatives in an attempt to gain legitimacy in one dimension may result in loss for another. 

Several factors have encouraged governments and HEIs towards a market orientation [10]. According to Meek [11] these include: substantial costs associated with mass higher education; that higher education is more closely tied to the national economy; higher education also becomes more of a political issue; the social service burden on the national treasury rises dramatically, which is coupled with pressures to cut government expenditure and to demand greater efficiencies from public sector institutions. Similarly, Mouwen [10] referred to the following factors: budget problems; more fundamental political or ideological reasons are responsible for this governmental behaviour, so universities have to develop new market-oriented activities in order to serve two important strategic goals simultaneously. In Africa, Teferra and Altbachl [12] suggested that the challenges of funding, the growing role of private HEIs in Africa, governance and autonomy, management challenges, the role of research and the problems of scholarly communication, and the brain drain, are the main factors which create the need for future change and development in higher education. 

The main response which universities could make to such external and internal constraints is to change. Scott [13] argues that the university’s core mission is to promote innovation, and even in the new global environment of the future it will continue to be the leading knowledge organisation. However, higher education will have to develop a new capacity to reinvent, itself, to compromise its own integrity in order to allow a new configuration of ‘knowledge’ institutions to develop. Weiler [14] views universities as ambivalent institutions, which explains a great deal about their behaviour that would otherwise remain inexplicable, and where this ambivalence can be found in their attitudes towards change.

The idea of change has been explored by scholars. On the first hand, change could be seen as a response to internal organisational needs. For example, change may occur because leaders, change agents, and others see the necessity of change. The process for change is rational and linear, and individual managers are much more instrumental in the process [15]. Change happens because it is a natural part of human or organisational development, and based on stages of growth, organisational maturity, and organisational decline [16]. Deem [17] found that the insider account of changes to organisational forms and technologies resulting from a severe financial crisis at Lancaster University seems to have precipitated at least some moves towards change. This change was to the direction of ‘new managerialism’.

On the other hand, change is a response to external circumstances, institutional variables, to alterations in the human environment, where cultures are always changing. Social systems as diversified, interdependent, complex systems evolve naturally over time because of external demands [18]. The change process tends to be long-term and slow. Change within an organisation entails alteration of values, beliefs, myths, and rituals [19]. However, change could occur as a result of clashing in the external environment, in ideology or belief systems [18]. Change processes are considered to be predominantly bargaining, consciousness-raising, persuasion, influence and power, and social movements [20]. 

In the next section, the researcher will present the main forms of response from universities to change in compliance with the challenges and stimulation factors coming from both the internal and the external environment.  

2.3 Responses of universities to the challenges (the choice of change)

The above challenges of the external environment and the internal constraints put universities and governments in a position to decide the most appropriate response to such challenges. Universities and governments have found that unless they are strong enough to face such challenges and capable of doing so - they need to be changed and adapted to such challenges. Universities were in a position to choose either a strategic change, or just a tactical change. However, whether strategic or tactical, such change took different approaches depending on each university and government situation, development, and experience. 

The challenges surrounding universities and governments pushed them to change their organisational procedures to face such challenges. Such changes may include: government budget cuts; increased non-governmental resources; commodification of knowledge; reorganisation such as the elimination of binary systems and institutional amalgamation; ministerialisation to enhance the power of politicians over universities; new accountability regimes such as performance indicators; quality audits which assess processes and outcomes; uneven concerns with social justice and equity; preoccupation with finance issues; intensified debate over the role of universities and finally the discourses of managerialism  [21]. 

The above changes in turn caused changes at different university levels. Levin [22] observes that global forces of change affected the evolution of the British Columbia university colleges in terms of cultural change within the university; in particular, the baccalaureate degree status of these institutions has brought about a change to the organisational paradigm. Mok [23] found that the Chinese government has adopted restructuring strategies to make its university systems more competitive and efficient in the global market context. These restructuring strategies were based on merging what was a fundamental change in the higher education governance model from an interventionist state model to an accelerationist state model. In an investigation into Malaysian university restructuring, Sadiq et al. [24] found that this restructuring focused on the cost-cutting strategy, and especially on cost of sales and operational expenses. There were also increases in the utilization of the learning centres; the number of home courses offered also increased and there was a decrease in the employment of part-time teaching staff. Sadiq et al. [24] found also there were marked improvements in academic networks and partnerships that provide for knowledge exchange and transfer. 


In fact, changes at universities have happened at different levels, including for example: academic profession and administration, curriculum and educational technology, and financial changes.  

In terms of changes at both academic profession and administrative level, Askling [25] found that recent changes in national legal agreements concerning appointment, promotion and working conditions have affected the work of academics in Swedish higher education. Smolentseva [26] observed that Russian higher education and its academic staff face the challenges of adaptation to financial constraints, improving appointment and evaluation procedures, formation of a younger generation of faculty and others. These challenges, according to Pushnykh and Chemeris [27] require Russian universities to review and consider their organisational culture and deserve careful study. Ylijoki [28] argues that engaging in academic capitalism in Finland is an everyday reality in all units but takes a diversity of form depending on how distant the field is from the market. Also, the disciplinary and institutional cultures shape the process of adaptation to the changing environmental conditions. However, Ylijoki [28] concluded that increasing market-orientation does not displace traditional academic practices, values and ideals as researchers try to accommodate them within entrepreneurial activities.

In the same context, Kwiek [29] found that, in Poland, the sudden passage from the elite higher education system to mass higher education with a strong and dynamic private sector has transformed the situation of the academic community beyond all recognition. This transition, according to Kwiek [29] has resulted in a new set of values and changes in position, tasks, and roles for academe in society, where the future of the Polish academic profession remains undetermined. Gornitzka and Ingvild [30] argue that two major changes can be observed in Norwegian universities in the nineties: a period of steep growth in university administration in the early 1990s followed by a period of moderate growth, and the second dominant development pattern in the 1980s and 1990s, is the change within administrative staff, which could be interpreted as a professionalisation of administrative staff.

Regarding curriculum changes, Yoshida [31] observed that the revision of curriculum contexts in the Japanese higher education system resulted in the establishment of a university-wide general education committee, a reduction in the number of general education credits necessary for graduation, and the decline of general education’s solid foundation in the university. In a study of South African policy initiatives to re-shape higher education curricula and the ways in which science and humanities faculties at universities have responded to these initiatives, Ensor [32] found that, in spite of the influence of the credit exchange discourse in policy documents, undergraduate curricula continue to be presented on a largely disciplinary basis. 

In terms of educational technology, Westera [33] suggest that four strategies of educational innovation change could be recognised from universities: the transparency and interactivity of educational technologies, the socio-cultural significance of products, the importance of values beyond efficiency and the political bias involved with technological innovation. In a study of the factors that cause universities to undertake academic change in 30 reform-oriented US colleges and universities, El-Khawas [34] found that the universities respond to diverse environmental pressures, not solely to external mandates; however, the internal difficulties and forces within universities can be an impetus for change. In this respect, HEIs face important challenges. For example, quality enhancement of the curriculum is now an institutional concern, and no longer a matter of individual endeavour.  Also, there is a basic pedagogy for adult learning, and that should be put into practice systematically. Furthermore, staff are now faced with the demand to commit themselves to professional development [35].

In terms of changes to the financial positions at universities, Duckett [36] found that the policy statement arising out of the Australian educational system, and released in 2003, incorporates a combination of new financial  on students and universities, potential expansion of full-fee places, and increased intrusion into university priority setting.  Liefner [37] found that forms of resource allocation influence the behaviour of academics and managers in higher education, particularly their levels of activity as well as the kinds of activities they engage in and their ways of dealing with risks. However, Barbara [38] thinks that reform is not just about funding, but it is also about the promotion of social contract involving stakeholders, governments, teachers and students. Milliken [39] argues that the requirements to cut public expenditure have led to less money in the educational system, where responsibilities and accountability have been decentralised to the individual institution, and this has intensified political activity at all levels, especially at the micro level. Among the changes occurring in an Italian university, Arnaboldi and Azzone [40] found an incremental process towards autonomy and accountability, through which top managers have transformed the organisational structure, identified responsibilities, and introduced a new set of managerial techniques. 

However, the changes which have occurred in the higher education sector would not have to happen with no boundaries or constraints, and which in turn have required good management for such change. 

In a study of the changes in middle management in higher education in Portugal, Santiago et al. [41]  found that while elements of the new managerialism are clearly evident in the perceptions and attitudes of academics in charge of basic academic units (departments/schools and faculties) in the country’s universities and polytechnics, academic management remains faced with a complex, contradictory and conflicting set of demands and expectations which is likely to take a considerable time to resolve  . In a study to limitations of change in a Dutch university, De Boer and Goedegebuure [42] found that the formal situation stipulated in the law for change is somewhat different from the actual situation: ‘real’ changes appear to be less radical than those on paper. Burton [43] suggests three dynamics to sustain change: reinforcing interaction among transforming elements; perpetual momentum resulting from steady accumulation of incremental changes; and ambitious volition embedded in the university as collective commitment and institutional will.

However, sustaining change requires good management and control for such change. The successful management of change will be the most crucial issue to sustain the change. In the next section, the researcher will present the theoretical background of change management in higher education, and has made a revision of the most relevant models of change management in higher education.  

2.4 Approaches to management of change in HE


A common approach to the adaptation of higher education to change occurring in the environment was conducted through an increased emphasis upon strategic planning and management of change in the higher education sector [44]. Now, the concept of managerialism has entered the dictionary of higher education. 

In the field of higher education, many of the more popular change approaches originally designed for other purposes were ‘borrowed systems’, adapted to and integrated into the management of individual institutions or higher education systems [45]. With the expansion of higher education, the gradual move from elite to mass systems, the expanded roles of higher education and the new funding bases, self-regulation at the departmental levels were gradually giving way to more active forms of leadership and governance [46]. Consequently, change approaches or change techniques which proved beneficial in the field of business or public administration were found to be of value and were integrated into the practice of higher education management. In addition, approaches specifically designed for this environment, like assessment procedures in the context of accreditation and self-assessment exercises and per review, gained prominence [47].

Different approaches to managing change have been suggested by scholars. Some researchers suggest using several models or categories, as each sheds light on different aspects of organisational life [48]. The advantage to multiple models is that they combine the insights of various change theories. Bolman’s and Deal’s [20] re-framing of organisations and Morgan’s [18] organisational  metaphors illustrate how assumptions from teleological, evolutionary, political/cultural, social- cognition, and lifecycle models can be combined to understand change. However, different approaches to managing change will create different organisational responses. Allen [44] argues that the perceptions of change management and its frequency, predictability, openness, degree of participation, discontinuous or incremental nature of change, and whether or not decisions are implemented by use of persuasive power or coercive power, will affect the climate of insecurity or security within the different HEIs. The research goes on to discuss the multi-dimensional nature of insecurity. Allen [44] suggests that ‘managerial’ approaches are more likely to create highly insecure environments which reinforce a vicious circle: staff being de-motivated, cautious, less willing to take risks or exercise discretion, and more likely to resist change. In contrast, in environments where a more ‘collegial’ approach had been used, a virtuous cycle was created, whereby there was a willingness to be open and share information; there was a greater degree of cognitive conflict, and more positive interpersonal relationships were observed. 

However, in order to develop a distinctive model of managing change in higher education, Birnbaum [49] suggests that the following unique key features of HEIs affect organisational  change: interdependent organisation; relatively independent of environment; unique culture of the academy; institutional status; values-driven; multiple power and authority structures; loosely coupled system; organized anarchical decision-making; professional and administrative values; shared governance; employee commitment and tenure; goal ambiguity; image and success. Kezar [50] developed a set of principles to facilitate and managing change in higher education.  To facilitate change in higher education, the managers of the university should: promote the organisational  self-discovery; be aware of how institutional culture affects change; realize that change in higher education is often political; lay the groundwork for change; focus on adaptability; construct opportunities for interaction to develop new mental models; strive to create homeostasis and balance external, forces with internal environment; combine traditional teleological tools such as establishing vision, planning, or strategy with social-cognition, cultural, and political strategies; be open to a disorderly process; facilitate shared governance and collective decision-making; articulate core characteristics; focus on image; connect the change process to individual and institutional identity; create a culture of risk and help people in changing belief systems; be aware that various levels or aspects of the organisation will need different change models; realize that strategies for change vary by change initiative; consider combining models or approaches, as is demonstrated within the multiple models. 

2.5 Conclusion 

In recent years, the evidence shows that higher education in many countries of the world is experiencing a transformation in response to changes. Higher Education is a clear indication of the ability of a country in the face of extraordinary challenges and difficulties imposed by external competition and in the face of the limited resources available for higher education.  Effects imposed by globalization , changes and global transformations, which are reflected considerably on the elements and components of the higher education system and the difficulty of finding alternative sources of the university financing  has added to the challenges associated with the knowledge and  the suffer of scattered constraints can get benefit from information technology and communications.  In spite of all these difficulties the institutions of higher education in Libya have been able to find ways to develop and to address these difficult issues. LHS need to promote these efforts through the development and adoption of a set of policies aimed at increasing the effectiveness and efficiency of institutions of higher education. LHS should have a particular focus on the institutionalization of self-assessment in LHEIs as a first stage to ensure the quality performance and the ability to develop strategic planning tool to enable institutions of higher education to work for the goals to choose the most appropriate strategies. Accordingly, the LHS need to deal with many important issues related to the performance of LHEIs, development and progress, and in turn need to develop higher education in line with the requirements of society and scientific developments, cognitive changes, and to enable the higher education sector output of scientific and technical competitiveness regionally and globally.

The researcher will address in the next parts  the theoretical grounds and models of change management, as well as introducing research on the dimensions of organisational  change and standards of evaluation, and the parts concludes with the presentation and analysis of the results of assessing characterization of case studies and their compatibility with the requirements of the change model. Analytically, the study will examine the relationship between change characteristics and their role in the development and implementation of the change model in HEIs in Libya. 
3. Planning and Implementation of Change Models

3.1  Introduction 

The change model is the management philosophy to achieve the objectives of institutional strategy, by assessing progress in institutional financing, technology and cooperation aspects,  institutional arrangement, strategic planning and quality of operational performance, according to an integrated framework of measures decided on the results of past events and performance indicators like customer satisfaction, innovation activities, continuous improvements and operating as indicators of future performance. It provides integrated information on the performance of the institution, to reformulate many of the concepts of organisation and management prevailing in the Higher Education regime so they are consistent with the requirements of information age.  

Proceeding from the research objectives, the researcher is trying to reach an integrated framework for the implementation of a holistic model for change in the higher education sector to increase effectiveness of measuring and improving institutional performance in universities (public and private). According to the comparison, the researcher will focus on the general strategy aimed at the provision of the link between the factors that govern management of change in organisations — assessing the need for change; assessing the reality of the organisation and proposing solutions; identifying the role and functions for implementation of change; readiness for change; configuration, implementation and in-phasic evaluation; comprehensive assessment of the plan; fixing the new situation and sustainability —  in order to identify strengths and weaknesses in the performance of the organisation. 

From the foregoing I hope to discover areas for improvement in the performance of the organisation through consideration of the principles of change management, while the model change strategy focuses on the translation of the organisation. This chapter compares models of change management to identify similarities or differences between them and to identify the strengths and weaknesses of each. Comparison between models relies on the elements of optimal management of organisational performance and interpretation.  

3.2  Purpose 

A model of change management seeks linkage of individual goals with organisation strategy. The following are some elements which need to be considered for developing a model:

1. What are the main objectives for success in the future, and how will the organisation assess the achievement of each of these goals?   

2. What strategies and plans must be used to achieve its goals? What processes and activities are necessary for the implementation of these strategies and plans? And how is the organisation measuring and evaluating the performance of these activities? 

3. What kind of change models should be implemented in the above areas? And how will the organisation establish levels and stages of implementation performance targets?     

4. What levels of support, rewards and benefits will be granted to managers if the organisation has achieved the target levels of performance through the implementation of change management models? In contrast, what are the obstacles managers will face in change management models? 

5. How does information flow within the organisation for the purposes of implementing the change management models?   

In light of the foregoing, it can be said that the change-based institution is a process planned to include a range of activities carried out by members of the institution, through replacement in whole or in part on the one hand, and evolutionary or revolutionary on the other, based on the vision of the future. In fact, there are many factors causing pressure for institutional change: some of these are external and some internal enterprise located in a constantly changing environment and movement, and in time is one of the factors influence the institution more than any others: the impact of an external economic change, such as an increase in the impact of internal working conditions; expenditure policies; changes in social conditions; technological change; cultural change represented by the higher level of education, and individual visions of the institution. At this point, the institution can adopt a model for coping with the reality in which they are in.  

Table ‎3:1  Models of the degree of adaptation with circumference [51]

[image: image49.emf] 


	Reactive management
	Anticipative Management

	Conservative Management
	Satisfying Management
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Table 3.1 shows the low degree of adaptability of an institution with internal or external factors clearly affect it when the institution insists on maintaining their integrity and challenging overly rigid factors — this is termed ‘Conservative Management’; if the degree of coping with factors is reduced it is called ‘Reactive Management’, which is adjacent to the management of impacts, or its affiliated institution. When the need for change is sensed before the collision this is ‘Anticipative Management’ — with consideration to predicting the future. 

At the start of change the institution should take into account if the conditions for change are favourable, and perhaps most notably the following: 

1. Awareness of the facts and good and bad aspects, and an understanding that each can change the burdens and costs. 

2. The deployment of a healthy environment for change based on frank and honest consultations between management and workers. 

3. Use of creative thinking among workers in implementation of change and direction [52]. 

Key Characteristics of change management projects 

Change management has a number of characteristic features that distinguish it from other change projects:   

1. It is systematic and structural change 

2. It entails a change in the other elements of the Enterprise Management. [53]  

3. A multidimensional phenomenon which including all management company elements. 

4. The impact of serious conditions affected by regulatory Enterprise Management. 

There are several approaches that could be adopted by directors in the change: 

1. Rational change: institution members accept the change as it is in their interest. 

2. Educational change  

3. Coercive change: members with less power comply with those with more power [51].

It should be noted there are two schools of change: 

1 - School of change imposed from outside. 

2 - School-based change [54].

The first is imposed by an external institution; the second begins and is implemented mainly by members of the institution. This can be explained by the need to change based on the institution and in accordance with the Parsons’ theory of social order; based on this theory, the institution should have the following four posts: [55] 

1. Adaptation: the institution can adapt to changes in internal and external environments. 

2. Achieving goals: continuously strengthening capacity of teachers and students to achieve academic goals. 

3. Saturation: the school environment is maintained as an open and cooperative enterprise in which members are happy and satisfied, decreasing absenteeism and dropout rates. 

4. Maintenance model: the enterprise can maintain the loyalty of its members and their pride through a good tradition, encouraging everyone to perform better, as the function of adjustment suggests that the institution in response to changes in the university environment change becomes inevitable, because the change in the environment is inevitable. Moreover, if the institution is weak in the three areas (other objectives were achieved, integration and maintenance model) this institution is at risk, and therefore a change-based institution is required, particularly in these three posts [54].  

‘School-based Change’ includes the so-called ‘self-change school’ in two aspects: first, focus on the educational aspects, which includes changes in the arrangements for the separation, practical teaching and teaching methods, etc. The second focus is on the organisational aspects and includes changes in the organisational construction of the school, the pattern of management and power structure, communication channels, the pattern of decision-making, the school climate, etc. [54].

In light of the above can be said that the school-based change process involves a series of regular activities planned by members of the institution to change the college education and the regulatory processes in order to solve problems or crises and raise the effectiveness of academic performance at the individual level, group level and school level [54].

Principles governing of the change management in organisations

There is a set of principles governing the management of change in organisations, the most important of which are: 

1. Changes are entering into organisation at a faster rate at the higher management levels. 
2. Some individuals do not accept new ideas and innovations. 

3. There is an organisational learning curve for most of the changes. 

4. A rate of change in large and complex structure of organisations is rising along with the rates of human resistance. 

5. Innovative changes are accepted at a faster rate by the high levels of education.
6. Changes will be accepted at a faster rate as its size decreases. 

7. Individuals accept the changes even more when they participate in its discussion [56].

Among the efforts being made in the administrative area for defining the principles underlying the management of change, we find that one of the most important models of school improvement was extracted from a large project completed in the first half of the 1990s. Hopkins [57] identified five principles for the management of strategic change in a school, which are: 

1. Goal of improving the school is to promote and support quality of learning for students. 

2. The vision for the task of school improvement must be consolidated by all the parties, compatible and stems from the ideas and experiences. 

3. That the school is keen to develop the structure and create internal support to bring about improvement both individually and collectively, and to assume all their responsibilities to the school staff research to control and improve the quality of their performance.    

There are many models to deal with change; this chapter examines numerous models and theories in relation to how change is managed. Moreover it explains these models, how they are used and how to apply a certain state of change.

3.3   Selected models of change management

Several models of change management were developed by scholars, practitioners and policy makers. Most of these models were drawn from private sector cases; very few can be found from the public sector, including the higher education sector. In the following sections, the researcher presents multiple models of change management; some of them were drawn from the idea of change in the private sector, also from a general organisational perspective, and some models are specific to the higher education sector.   

3.3.1 Miller Model [58]
The Miller model of managing change in education consists of six main phases [58]. In the first phase, the change leader can be seen as being in a dialectical relationship with each subculture in his organisation. Teachers in the different subcultures will relate to the change leader in different ways according to their norms and values in relation to those of the change leader. The change leader will therefore experience different levels of acceptance and integration in relation to the subcultures. The different teachers’ subcultures will also relate to change concepts in different ways. 
Thus phase 1 can be modified to represent the relationship between the change leader and the whole teacher cultures, as shown in phase 2. Within this phase (see Figure 3.1) teacher subcultures are represented as ‘dots’ within the whole school culture to indicate their separate identity within it. The subcultures, once the change concept is introduced, could react differently. Some may reject the change concept, others may accept it in word only, others may adopt it over time as a result of sustained interactivity with the change leader. Acknowledging the significance of sub-cultural elements in the change process is important, because subcultures can influence other subcultures, either for or against innovation within the dialectic of change. 
The change process in its own right becomes a context for micro-political players to demonstrate and attempt to extend their influence. The change leader’s relationship to the culture is dynamic and their level of integration over time with the teacher subcultures may vary. Furthermore, the change leader may reject or be rejected by elements of the subcultures, which prevents full integration. The change leader’s ability to extend vision beyond the subcultures is what enables them to be effective as a purveyor of change, by both understanding what the culture needs and awareness of what lies beyond the culture which, if introduced, may enable it to develop and grow. 

When innovation is introduced by the change leader, the coupling between the change leader and the culture is extended to include a further dimension, the ‘change concept’, which establishes the dialectic of change, incorporating the relationship dialectic as illustrated in phase 3. 

In phase 4, the subcultures are reformed, including the insider change leader (who still maintains an outward vision) and the change concept, which is now translated into reformed behaviour on the part of teachers, thus change is cultural. Reform has taken place. In phase 5, the positions of the teachers’ culture, the internal change leader and the change concept will alter over time in relation to each other. 

Phase 1. Relationship between the change leader and teacher subculture.
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Phase 2. Relationship between the change leader and the whole teacher culture.
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Phase 3. Insider generated change as cultural reform.

[image: image4.png]~ Dialectic of change.

~

Subeylures
Teacher cuture

Changs leader

Interctivity over time




Phase 4. Interactive stage.
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Phase 5. Consequent stage.
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Figure ‎3:1  Miller Model  [58]

This model shows teacher culture as being composed of a variety of subcultures that may respond to change in different ways, rather than as a single entity. It also shows that the internal change leader may have to extend him/herself beyond the institutional culture to ‘import’ the change, and that internal change leadership is essentially about mediation between the innovation and the teachers’ cultures. The insider generated change model emphasizes the significance of the insider change leader in introducing the change or innovation. It also emphasizes the significance of the ‘sustained interactivity’ phase between the change, the subcultures and the change leader, and the transfer of ownership from the change leader. 

3.3.2 Kotter’s eight phases of change 

John Kotter [59] studied over 100 organisations going through change processes and concluded that the following are the most common errors made: 

1. Allowing too much complacency. It is a natural mistake to think that problems can be assessed and dealt with later.

2. Failing to build a substantial coalition. Countervailing forces, when not properly dealt with, will undermine the initiative sooner or later.

3. Underestimating the need for a clear vision. Without a clear vision of the desired end result, a change effort can easily turn into a list of confusing, incompatible, and time-consuming projects going nowhere. 

4. Failing to communicate the vision clearly. Even if management has a clear vision of the end result and the way to get there, it will not happen unless that vision is shared by all of those involved in its realisation. 

5. Permitting roadblocks against the vision. If organisational structures or old procedures remain intact despite their threat to the change effort, then this can be interpreted as poor commitment by subordinates. 

6. Not planning and getting short-term gains. Without continuous reinforcement of the belief that the effort will be successful, complex change efforts risk losing momentum. Employees may give up early, or worse, join the resistance. 

7. Declaring victory too soon. Until changes sink down deeply into the culture and systems, it is too early to declare victory. 

8. Not anchoring changes in corporate culture. Change sticks only when it becomes ‘the way we do things around here’.      

Kotter [59] argues that his model would be helpful for managers to prevent making the above ‘usual mistakes’. In response to the above common errors when managing change, Kotter [59] suggests the following eight phases of change:  

1. Establishing a sense of urgency. This includes, for example, researching the market, analysing competition, identifying and discussing crises and opportunities.

2. Creating a coalition for a powerful and influential group to lead the change.

3. Developing a clear vision to direct the change effort, and strategies to realize the vision.

4. Sharing the vision by using every possible way to communicate the new vision and strategies, and letting coalition members be role models for the rest of the organisation. 

5. Empowering people to clear obstacles through getting rid of such obstacles, changing structures and systems that obstruct the change effort, and by encouraging risk taking and non traditional ideas, activities and actions. 

6. Securing short term wins through planning for visible performance improvements, creating and declaring the wins and visibility recognizing and rewarding those who made the wins possible. 

7. Consolidating and keeping moving by reinvigorating the change process with new projects, themes and change agents, and by promoting and developing successful changers. 

8. Anchoring by improving performance through customer and productivity orientation, and more effective leadership and management.      

3.3.3 The purposive change model


The main domain of the purposive change model, according to Bower [60] is what should be accomplished and how. Accomplishment refers to the achievements of managers in their role as organisation builders, architects or designers. Related is the question of how managers can create the right conditions for the realisation of aims, or how they can ensure that organisations are arranged in such a way that they function properly. Later, Have [61] developed this model further. Integrated congruency is the key concept in this model and is interpreted as having everything fit together organisationally. The term ‘integrated’ refers to all the issues, components and disciplines managers have to deal with. Congruent means that the various components must be in harmony organisationally and work towards the same goals. In this model, organisational change is seen as the product of four general management processes:  

1. Direction: refers to the organisation’s choices and common aims, including its mission and corporate values.

2. Consistency: predominantly the vertical translation of the common aim and organisational values into objectives, tasks and behavioural standards. 

3. Coherence: relates to the horizontal co-ordination between processes, chains, operating companies, departments and individuals, and also includes structures, systems and competencies.

4. Feedback: refers to the arrangements of an organisation in such a way that learning can take place at all levels within varying time-frames. 

The purposive change model and its main principle of integrated congruency state that the better the fit organisationally, the more effective an organisation will be in the realisation of its ambition and goals. 

3.3.4 The Hard System Model of Change (HSMC)   

The Hard Systems Model of Change (HSMC) is a method for designing and implementing change in situations that have the characteristics of ‘hard complexity’, i.e. situations:

A. Where the presenting problems are understood and agreed by most people in the situation.

B. Where quantitative criteria can be used to test options for change.

C. Where simple systems prevail. [62]

The Hard System Model of Change is based on the way to solve problems, make decisions (such as methods of systems engineering and operations research). 

Change in three phases: 

The model (HSMC) was developed for the design and management of change. The roots of this model lie in the methods of analysis and change on systems engineering and operations research, production management and projects; it focuses on the means and ends, in other words, on the way or ways in which goals can be achieved. However, this model provides the scientific method to define the objectives or goals of change and its end, thus generating a wide range of options and viable implementations which can be tested against explicit criteria. This model is particularly useful when quantitative criteria are used in determining the options for change. The sequence of stages in this method can be outlined as follows:

1. Description Phase: includes describing the current situation or one under study, diagnosis and understanding all aspects, then setting required change goals. 

2. Option Phase: includes generation of a range of options for change, the choice of one according to relevance to the situation, then thinking about how to implement it. 

3. Implementation Phase: the main step in the model, including the development of practical implementation result monitoring plans [62]. 
Figure 3.2 illustrates within these phases a number of other stages that can also be identified as a sequence of stages in the intervention strategy model. 

[image: image55.emf] 


Figure ‎3:2  Sequence of stages in the intervention strategy model [63]
Table ‎3:2  Time spent on different stages of the change process [63]

	
	Time actually spent


	Time that should be spent



	Diagnosis
	2%
	20%

	Planning
	10%
	20%

	Implementation
	80%
	40%

	Control
	6%
	10%

	Learning
	2%
	10%


We find three phases within a range of specific steps, as shown in Table 3.3 below — these steps will be explained in detail later:

Table ‎3:3  Stages within the Hard System Methodology of Change [62]

	Stages
	Steps
	Job direction, which are consistent with every step

	Descriptive phase


	Situation Summary


	Understanding of the need to change or solve a problem, or take advantage of the opportunity.

	
	
	Test the views of others on the need to change (quantitative criteria test).

	
	
	Use of appropriate diagnostic technologies and ensuring there are no difficulties

	
	Identifying Change Objectives 
	Discovers the different routes of achieving the defined objectives

	
	Identification of 

Performance Measures
	Determination ability to measure the achievement of set of objectives.

	Options phase


	Generation of Options


	Development of specific ideas about change and transformation options to achieve those goals.

	
	
	Taking a range of possibilities into account.

	
	Evaluate options and detail selected options
	The most appropriate options in some detail.

	
	
	Identify what is required for the implementation of those options and determine who is implementing and how it will work.

	
	Evaluate options against measures
	Evaluating the performance of the options selected, depending on performance measures specified in the stage.

	Implementation phase


	Develop implementation strategies


	Selecting the most appropriate option for implementation  and planning how to implement them

	
	
	Participation of all people involved

	
	Carry out the planned changes


	The distribution of responsibilities

	
	
	Monitoring the progress of work and development


It is important that in all change situations there should be continuous vigilance and continuing support for those making the change:

1. People likely to be affected by the change should be consulted as early as possible.

2. They should be kept informed throughout the design and implementation period.

3. Support from senior management is essential for any but the most localised operational types of change. 

Based on the foregoing, the attempts to setting of foundations of the OD areas in terms of the values and principles that emphasize the human aspect of the organisation, and the relationship between this aspect and organisational efficiency, were by French & Bell, who proposed four core values of organisational development:

1. Believe that the expectations of people and identifying their needs are the main reason for the existence of the organisation within the community. 

2. Believe that organisation priorities are a fundamental aspect of organisational culture. 

3. It is the responsibility of those who change to increase organisational effectiveness and commitment. 

4. Great interest in making the organisation more democratic, through equal distribution of power and strengths. [64] 

The implementation of these fundamental principles in the field study by those who engaged in organisational development, the following results: 

1. Give workers the necessary support to act in different positions, or enable them to carry out the implementation process freely. 

2. Create an atmosphere of openness and transparency among individuals. 

3. Facilitate a group or section of the process of change, and to make them responsible for the consequences as well. 

4. Essentially an organisational culture of partnership.  

5. To promote the process of continuous learning [62].

3.3.5 Soft System Model to Change (SSMC)

In the previous model (HSMC) it is possible to establish the sequence of priority goals and quantifiable performance measurement dimensions, and we generate a range of options to effect the required change. While that can be applied on the basis of the theory mentioned earlier, other factors — such as organisational culture, prevailing leadership styles, climate and organisational strengths — could all make the change process more complex than it first seems. Those faced with implementing the project could run into a range of difficulties rather than just one, which refers to the need to follow a different direction for the planning and implementation of the required change. However, organisational development is intended in essence to facilitate and identify the process of organisational change, working on the organisation as a social-level collective and well as individuals. It is also a relatively long-term process, designed to change plot and take into account the nature of the organisation, including lack of clarity in objectives and the different views that could be considered even with the problems within the organisation. 
Based on the foregoing, organisational development and process of change are based on two main characteristics: 

First: it represents the general framework of the change process as specific steps.

Second: organisational  development can be seen as representing a range of activities, consisting of a number of technologies allowing groups either individually or collectively, with the assistance of the organisation, to move from stage to stage [62].
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Figure ‎3:3  Differences between Hard & Soft Change Approaches [63]
3.3.6 Lewin’s three-step model of change 

According to Lewin the successful change includes three main steps: 

1. Unfreezing: this means removing the deadlock, or abandoning the status quo prevailing in the organisation, in order to change.

2. Moving: this means Transition to a new level required. 

3. Refreezing:  this means Re-establishment of the new situation. 

It is clear from Figure 3.2 that before the model deals with the adoption of new behaviour we must successfully eliminate the old behaviour, and then the new behaviour becomes acceptable. However, this trend focuses on the importance of a feeling of the need for change and the means needed to conduct it.

Unfreezing: this process is aimed to increasing awareness of individuals that the current circumstances are no longer satisfactory and meaningful on one hand, and to reduce resistance to change in order to reach the desired situation on the other [65].

This step involves reduction of forces including those groups that are trying to keep the organisation on the current status. This phase also includes helping people to see that change is necessary and that the current situation of the organisation is not sufficient to meet the changes occurring in this field. We must therefore amend the current trends and tendencies of individuals and public behaviour to reduce the resistance to change as much as possible [66].

Moving: The moving process removes the old work methods and adopts new behaviours or methods. This moving is enacted according to the results of the stage or the first step to choose the best way of implementation; following the analysis of the status quo and the benefits being identified, it becomes necessary to move to the desired situation. This behaviour requires the development of new personnel, changing trends and attitudes and values through changes in the organisational structure and operations of the organisation. The main task here is to make sure that this phase is implemented in an appropriate and effective manner, so that individuals do not return to old work methods after a short interval abandoning the new practices introduced. [67]. The first two steps for this model are similar to the model of empirical research and Action Research for the adoption of similar technologies in the workplace [66].

Refreezing: confirm freeze of the new situation:  Installing a new state to support the changes made in working to confirm the new modalities. The stabilization of the new situation is a step in the final phase of a three-step model, which aims to stabilize the organisation in the case of a new equilibrium, where the new modalities of work are prevalent; it is difficult to edit [68]. If individuals felt that these methods give positive results they will work positively to support the new methods, but if individuals do not feel that they are working for them it might be useful for the Director to support the new system through using external methods [66]. 
Table ‎3:4  The Kurt-Lewin Model [66]
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	Unfreezing

	Current organisational structure and roles. 

Appropriate, and known to all. 

Are subject to control

Create a new need for change. 
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Reduction of resistance to change.

	Moving

	Abandon the old methods of work. 

Change the tasks, routines and relationships. 
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Work with the new situation  

Change of individuals and groups; functions and organisational  structure; technologies

	Refreezing

	New roles and new organisational structure. 

New works  and new routine  

Risk taking

Stabilize of results. 

Evaluate the results. 

Constructive amendments.


3.3.7 Action Research model 

This section deals with the action research approach and the difference between it and alternative research methods. It highlights the implementation of the change model in measuring the quality of the performance of universities and examines the motives and reasons behind the selection of this and potential difficulties of use. Choosing to discuss the scientific method depends on the nature of the aspects. Every aspect of the phenomenon under consideration is the harmonization of the most scientific method to study it. Thus, the selection of the scientific method depends on the researcher to see the reality and knowledge associated with different aspects of the phenomena studied [69]. It can be defined or applied empirical research as action research; the aim is to find out how to apply the work to become more effective, and refers to the application or implementation of the action interventions and programs that are designed to solve the problem, or to improve the current situation. Finally, the evaluation of the results of implementation and application is obtained by collecting more data [67].
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Figure ‎3:4  Action-Research Model for Organisation Development [68]

If we compare the Action research methodology research with the positive approach, the researcher at the positive approach is independent of the phenomenon in question and is capable of formulating a framework of the phenomenon objectively as a tangible physical entity, independent and inseparable. Thus a researcher is able to test the creation of a causal relationship between this phenomenon and alternative solutions, while the Action research methodology calls for collaboration between the researcher and members of the organisation with the problem, i.e. which contains the phenomenon of the study.

It can be said that this methodology differs from other methodologies in that it calls for cooperation between researchers and practitioners in order to find solutions to the problems of practice while maintaining the educational and research goals. In the view of many researchers (Baskerville & Proes-Heje; Baker; Kaplan) [70-72] the implementation of interactive events is approached in the following stages as shown in Figure 3.4: 

1. Phase of Diagnosis of the problem.   

2. Phase of Action Planning 

3. Phase of Action taking 

4. Phase of evaluation of the results of the previous phase. 

5. Phase of presentation and discussion of results. 

The method of data collection, analysis, diagnosis and all depend on the nature of the problem. The figure shows that the former director of change and put forward methods to investigate problems, according to his understanding of the problem. It may be an agent of change within the organisation or outside, and then the organisation views the specific problem and on dimensions and can therefore provide such data to the Director to be taken into account. The knowledge and information obtained as a result of the exchange of views and understanding on various issues often leads to a redefinition of the problem and the identified situation under study. They therefore demand planning to discuss a new trial and follow-up results, and feedback from new data and evaluation. All of this takes place through the Community, and with the consent of each of its members. 

The Hard System Model of Change (HSMC) focuses on a particular aspect or the process of changing certain, but in this model, we find that the organisation’s success lies in maintaining the competitive edge; as seen, change is not an event that happens only once but an ongoing process, and so we turn to the second difference, which is that this model of organisational change or the concept here adopts the philosophy of change as an ongoing process and part of the work of the organisation. 

All of the components of this model: the diagnosis, the collection of information, feedback, and discussion of the data, planning, implementation and can be used to interfere in each stage where the traditional organisational development process would not. Finally, based on the direction of change in the organisational development here on the principle that will reach the change must be involved in the decision-making process to determine the required change and how to achieve it. 

 Kaplan finds that despite the effectiveness of financial incentives granted to a researcher by the organisation, there is a risk that a researcher plays a role than serves the educational and scientific service organisation and self-interest [72]. He adds that the key test to determine the position of a researcher is their ability to publish the findings.

3.3.8 The organisational development model of change  

Organisation development (OD) is a long term effort, led and supported by top management, to improve an organisation’s visioning, empowerment, learning, and problem-solving processes, through an ongoing, collaborative management of the organisation culture — with special emphasis on the culture of intact work teams and other team configurations — utilizing the consultant-facilitator role and the theory and technology of applied behavioural science, including action research. [73]

Based on the concept of applied research Figure 4.5 below shows stages of organisational  development; it is important to note that the change at their respective change difficult to achieve without the presence of help and facilitation at the implementation stages The role of agent or manager of change will be explained in later chapters [62].
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Figure ‎3:5  The OD Model of Change [62]

3.3.9 The description of the stages of organisational development are:

3.3.9.1 Stages (1a) and (1b): The Present & the Future 

Figure 3.5 shows these two stages are closely related and form a symbiotic relationship; symbols 1a and 1b refer to the linkage and overlapping results, so they can be considered as one stage. The reason behind this is that it is unclear whether the process of change must begin to develop a vision for change, or whether it should be organized in the future, followed by a diagnosis of the current status of the organisation, or vice versa — diagnosing the ‘present situation’ and then determining what should be in the future. For example, the Buchanan & McCalman [74] model provides administrative transformation, which consists of four steps: the first step to begin a diagnosis of opportunities available to the organisation based on the external environment and risks arising from the development phase before the vision because it would determine the future of the organisation. On the other hand development of the process of defining the goal of the organisation or its purpose/mission as a first step in the process of organisational  change, and then assessing the external and internal environments of the organisation [75]. 

Stage (1a): Diagnose current situation

These reflect the concept of analysis known as PETS (Political, Economic, Technical, and Socio-Cultural) so it is intended to give a diagnosis based on many factors in both the internal and external environments of the organisation. The methods of organisational diagnosis were explained in detail in a previous chapter. We will limit ourselves here to focusing on the relationship between the methods of diagnosis, and elements of the initial collection of information as an aspect of the model of empirical research in organisational development, and the importance of feedback to the search results for discussion by all involved. In addition to that attention should be given to the following aspects in more detail: 

· Motivated individuals and their commitment to their work and their organisation. 

· Recruitment methods and opportunities available to individuals in terms of career advancement. 

· Leadership styles prevailing in the organisation and patterns. 

· The extent of training and development of employees. 

· Internal relations between individuals, between groups of internal relations work. 

· Organisational structure and organisational culture. [62]

Stage (1b): develop a vision for change 

Knowledge of the organisation must change the result through the processes of organisational diagnosis and creative thinking; this does not occur at the completion of the diagnostic process alone, because it shows us through this process diagnostic areas with potential problems and areas of strength or success of the organisation. Moreover, this stage in turn leads to the emergence of the need for other new information. This dictates the necessity to resort to new strategies in terms of products and services, markets and there should be changes in the organisational structure, culture and organisational climate, in addition to the methods of people management and leadership. Thus, the current stage is to identify the aspirations of the individuals in the form of the organisation and put them in the future. 

3.3.9.2 Stage (2) Gain commitment to the vision

In the second stage of the process, the importance of feedback appears with the results obtained in stages (1a) and (1b) being very important. In any event, the commitment of individual’s access to the process of change is not an easy task. Therefore, Pugh offers four principles in order to understand the organisational change process and work processes [76] consistent with the following principles:

The first principle — to look at organisations as human systems: 

The organisation is not a machine, and therefore must be carefully changed: it must convince participants of the need to change; time must be given to absorb changes after application. 

The second principle — the organisations are systems and policies in addition to being internal systems for distribution of resources logically: this principle means that we must be drawn to how the change will affect the development of individuals, their differences on the one hand, including the distribution of power, prestige and considerations of different groups. 

The third principle — the individuals take all comments seriously about change, not enough to explain the differing views, but it should generate debate, including the rationale for change, including the professional regulations, and political organisation. 

The fourth principle — change is accepted by those successful individuals who have the confidence and abilities and motivations to change: this means the change starts from the appropriate place (i.e. a suitable set of individuals) and ensures methods used by supervisors are suited to those who would be the first to accept change [75].

The previous four principles are linked to the importance of a two-way communication (from above and below) as part of the process of securing a commitment to serving the vision of the future of the organisation, and the need for change. This is the last one of the reasons that focus on the patterns of change models discussion, negotiation and effective participation of those who will make the changes [62]. 

3.3.9.3 Stage (3) Develop an action plan

This stage can be regarded as the development of an implementation plan to work as the beginning stage of managing the transition from the current status to desired future situation. This is the continuation of a commitment to working with the vision of the future, but focusing on how they would be able to achieve that vision. A number of issues seem important at this stage of the process of organisational development: Who will lead this change and plan the process of change and its implementation? What specifically must be changed, or what is it that needs to change in order to access to the vision of the future? We will turn to who, what, why and where of applying change in later chapters of quantitative data analysis of the change model process in LHEIs.

The process of developing a plan of action for the required change must be consulted on by those who will apply the change and those who implement it with the participation of all, thus supporting the commitment to change. 

Both Beckhard & Harris [77] proposed an action plan for effective implementation of the change efforts as follows: 

· Being of direct relevance to the topic  

· The activities associated with change priorities and objectives are clear 

· Specificity 

· Selection of clear activities 

· Integration 

· That is associated with some of the other parts. 

· Chronology 

· The logical sequence of events 

· being capable of adaptability (plans could be adapted to the unexpected) 
3.3.9.4 Stage (4) Implement the Change 

This includes research on organisational development OD as a method of change, the details of different techniques and methods for change, the introduction and application [78-79]. There are many activities to achieve this goal, which varies according to different organisational levels, and must show each time the analysis is conducted, according to each management level; these activities vary depending on the area covered by the change [62].

The following is an explanation of some methods used as a framework for diagnosing problems to understand how these can be approached in implementing the change model in higher education management systems. This does not mean diminishing the importance of other methods, but to clarify the meaning or mode of operation only.

Basically, in the field of context of initiating change approaches in higher education the matrix depends on the level of analysis to bring focus to the problem and the degree of required intervention, especially a deliberate entry into a situation of previous stages and then going forwards again with amended plans is of fundamental importance to the method the OD process operates in order to influence events or overcome barriers to change that need to be recognized during the diagnostic stage of the OD process.

Table ‎3:5  The Pugh OD Matrix [80]

Adapted for use in Higher Education from The Pugh OD Matrix; Diagnosis and methods of initiation of change. 

	
	Behaviour
(What is happening now)
	Structure

(What is the required system)
	Context

(What is the setting)



	Organis-ational level
	General climate of poor morale, pressure, anxiety, suspicion. Weak response/awareness to, environmental changes.

Survey feedback, inter-group development, Organisational monitoring
	Systems goals — poorly defined or inappropriate; strategy inappropriate and misunderstood; organisation structure inappropriate; centralisation, divisionalisation.

Standardisation: inadequacy of environmental monitoring mechanisms

Change the structure
	Geographical setting, market pressures, labour market, physical conditions, basic technology

Change strategy, conditions (location, physical set-up) and culture (by saturation OD)

	Inter-group level
	Lack of effective cooperation between sub-units, conflict, excessive competition,   failure to confront differences in priorities, unresolved feelings

Inter-group development (with third party as consultant), role negotiation
	No common perspective on task; sub-unit optimisation; required interaction difficult to achieve

Redefine responsibilities, change reporting relationships, improve coordination and liaison mechanisms, committee structure, communications planning using committee structures, marketing, finance and HR functions
	Differences in unit values, life style, physical barriers.

Reduce psychological and physical distance; exchange roles, arrange across-functional attachments, across-functional social events

	Group level
	Inappropriate working relationships, atmosphere, participation, poor under-standing and disputing of goals, avoidance

Inappropriate leadership style, no confidence in leaders decisions, no respect or trust for leaders; conflict between peers and superiors, and leaders of change

Process consultation, team building
	Poorly defined tasks; roles not clear or inappropriate; leader overloaded, inappropriate reporting procedures and structures.

Roles and groups need to be redesigned (work relationships, social-technical systems, and working group formation to achieve better cohesion and fuller understanding and support for changes
	Lack of resources, poor group composition for cohesion, inadequate physical set-up, personality clashes.

Change technology, layout, group composition

	Indivi-dual level
	Failure to fulfil individual’s needs; frustration responses; resistance to change, limited learning and development opportunities

Counselling, role analysis, career planning
	Poor job definition, task too easy or too difficult, pace of change too slow, or too fast

Restructuring/ modification, redesign, enrichment, clarifying objectives, providing the vehicle for achieving these objectives
	Poor fit of individual with job, poor selection or promotion mechanisms, inadequate preparation and training, inadequate recognition and renum-eration to fully support change implementation and maintenance

Personnel changes, improved selection and promotion, improved training and education, bring recognition and remuneration in line with objectives


First: Survey Feedback — The feedback from field surveys and delivery to those involved in the process of change to help generate debate on things that work or do not work. It should lead to changes in the implementation plan or in the manner of their application, and in some cases re-imagining the vision set [62].
Second: Organisational  Mirroring — Deliberate feedback techniques usually try to obtain as much information as possible about behaviour and preferences of individuals; we must note here the importance of collection of other types of information, e.g. relating to achievement, financial indicators, or quantitative indicators measuring performance [62].
Third: Inter-Group Confrontation (With Third-Party Assistance) — Enable different managers in the organisation and also to raise their competence in the sense of collective work, which can be achieved through the help of a neutral third party; the aim of this method is to assist members of both teams to increase their understanding of the importance of the work of the respective groups, and the usefulness of the activities of their respective organisational performance. This develops a sense of collective action, rather than focusing on a set concept without considering contributions from other organisational groups [62].
Fourth: Role Negotiation — It is important here to emphasize that this process is no indication of what each individual does not like in the other, but focused primarily on the roles played by each group, and facilities for the conduct of those roles [62].
Fifth: Process Consultation — The types of interventions used in the consulting operations are: according to plan specific time feedback; data-dependent control; models of communication between individuals and overlaps between them; and the distribution of work, responsibilities and lines of authority. This tactic is similar to team-building or task forces, but focuses more on the sequence of events, diagnostic work and understanding, as it focuses on only the role of third-party or adviser in collecting views without blaming the groups or the questions put to them, but are left room to reach solutions to their problems alone [62].
Six: Team Building — The team-building process is an important aspect in the process of organisational development. The technologies can be used for the teams formed to serve short-term projects, or for particular targets. The operations carried out to this end the following: 
1. Diagnostic equipment with the needs of individual and collective needs. 

2. Planning roles and the roles of diagnostic negotiated. 

3. Making a list of responsibilities. 

4. Management of working groups, understanding of the organisational culture. 

5. They are usually used by an agent of change, independent consultant, or any other person working on bringing parties together and assist them in building the team [62]

3.3.9.5 Stage (5) Assess and Reinforce the Change 

First - Change assessment: 

In cases where change is hard and complex, it is relatively easy to measure the extent to which there has been change and assessment — hard objectives — as well as use of quantitative benchmarks to measure performance makes this process simple and direct. 

The subjects considered as relatively hard that related to organisational change can be assessed through the following methods [62]: 

1. Making a field study or survey covering all workers: results are calculated then published quickly; this process can be repeated at intermittent periods, and is designed to measure the extent of development in work towards achievement of objectives of periodic change. 

2. Interviews with individuals and groups: to allow access to useful information and go deeper than the previous survey. 

3. Examine turnover and absenteeism work: this refers to morale of individuals in general. 

4. Analysis of the performance of groups.

5. Picture of the organisation in its current state: This is done by individuals, targeting the way that individuals develop a vision of their organisation, using forms and symbols instead of words; sometimes it may be a perception of the relationships. This picture can then be compared with the vision set by the organisation for the future. 
Second - to support the process of change: 

An important point for middle management positions specifically — change can be rapid in senior management (and often through the use of new managers) and is also usually accepted by lower administrative levels (especially if there was clarity in the system of compensation), but the linking mid-level managers may be slower to accept new organisational  culture, policies and regulatory practices. New central departments must adopt a process of change and, consequently, the organisation must be provided with new skills that will be needed, particularly when there will be changes in the organisational structure and culture.

3.4 The study motivations, aims and the research questions

The previous models focus on the process and the mechanism of change management, in terms of how and what to do. However, change management should also be concerned with the reasons for change; according to the ways and the methods of managing change will vary. The previous models also gave more importance to the role of the leader of change; therefore, consideration must be given to the culture surrounding the leader: are they preventing or encouraging a culture for change. Some of these models are based on private sector results; its competitive nature encourages change and evolution. Therefore the question arises: to what extent do such models cover the public sector, including higher education? The above models are also based on ordinary change occurring in an organisation; to some extent then, these models could be applied to very critical change or strategic change in such organisations. 

The shortcomings of these models referred to above require development of an integrated theoretical framework which would exploit the strategic change currently occurring in higher education institutions. In order to draw an integrated theoretical framework, one has to first answer a number of questions:

1. Why do LHEs need the strategic change route in their policies and corporate strategies? 

2. What are the main change and management of change types applied by these institutions?

3. How do these institutions implement the process of such change? 

4. What are the main difficulties these institutions face in implementing and managing strategic change and to what extent were they able to overcome such difficulties?

5. What are the main advantages/disadvantages, costs and benefits of this strategic change? 

6. Are there contradictions or differences in terms of managing their organisational change?

7. To what extent would different experiences of managing change across these institutions contribute towards a collaborative and national model of managing strategic change in the higher education sector? 
Conclusion
The implementation process of change management in higher education requires formation focused on the values and visions of the universities, its strategic change route in their policies and corporate strategies, practices, capacity development and institutional change processes in line with the principles of change management as the model and conceptual framework governing the work of the whole higher education and giving the university a system and a general formula. It also requires the availability of tools and processes which can bring about change, but there must be tools, processes and specific techniques to assist in the transition from theory to the practical side of change. The main goal of change management in HE must be the goal of management and leadership in comprehensive strategy promotion and the development of output continuously, rather than maintaining only an acceptable level of achievement. The last components of models of change are all staff who are all involved at all levels in the administrative process and directly contributing to implementation in the results. The importance of staff in contributing to achievement of comprehensive strategy  must also be emphasized, and this means that the models of change has core roles linked to the analysis in the area of strategy formulation and implementation process in  the higher education sector.
The chapter concludes that previous models of change management did not take this point into consideration, which has encouraged the researcher to develop an innovative theoretical framework for the study.

As mentioned above, models of change management philosophy is the product of the interaction of contributions from management scientists, but actually confirms that those contributions came about as an extension of the evolution of management theories, themselves different implementations as well, making it describable as an input or an administrative focus on the institutional of performance in all areas of higher education institutions.

4. Assessment and change in Libyan higher education: A Case Study
4.1  Introduction

Libya needs — like other States, especially the developing countries — a management system for higher education that is dynamic, high quality and efficient.


 Libya depends on the supplier of oil as a principal source of national income and a basis for the financing and development compared to its neighbouring countries. Therefore Libya works on the development of its human resources to increase the stock of knowledge, skills, experience, technical capabilities to be able to achieve its objectives and the transition to a knowledge-based economy, as this can increase its competitiveness and effective enrolment in the economics of the twenty-first century. Generally, the institutions of higher education, particularly the LUs, play a pivotal role, since data indicates the output of secondary education will increase fourfold in 20 years. This means that the institutions of higher education and universities expanding to cope with this while developing their programmes and output. 

To achieve the aspirations of the Libyan government the community must have an active management system of higher education to push development in the country economically and culturally, morally and socially. This requires that the present system of education patterns allows the student output to enter the labour market as efficient personnel with high qualifications, as well as an ability to develop the capabilities and talents of these students as individuals and active citizens, interested in conducting scientific research studies that indicate that the development of industry and the development community at large, and that system works to expand the use of its resources and potential and harnessed to serve the community. For that to happen, the current higher education system in Libya needs modernization, development and improvement, as it suffers from several weaknesses.
 

Attention is drawn to the fact that the outputs of higher education do not match the input. Although the budget for LHE is not less than some similar Arab countries, it is much better when compared to countries with similar economic conditions as Libya, and especially when measured against the Gross Domestic Product (GDP). 

Nevertheless there is an urgent need to increase the operating budget and investment, and the Government should not continue to be relied on to provide such resources; self-financing sources must be created in universities and directed primarily to renovate laboratories, libraries and equipment. This requires fundamental changes in the management of these resources, and a change in the methods and methods of teaching and learning, assessment, and establishment of a culture of quality in LUs.

The most important factors that led to the weak capacity of universities the  misuse  of their resources, and the result was reflected in the level of educational output, is the weak institutional capacity of universities, and the pattern adopted by the Central Administration of the LGPC for Finance in determining the financial allocations and how they are spent, along with distributing responsibilities for higher education among more than one office and the resultant poor coordination among them, which hampered the development of a comprehensive plan for higher education, and its evolution to become an integrated, unified Higher Education  .

It is therefore a crucial and strategic goal to develop a system for the management of higher education that is integrated, so as to enhance coordination between the ministries concerned, the institutions of higher education and universities to ensure the appropriate decisions are taken. This will lead to the development of the institutional capacity of each of them independently, and to development of an effective system of higher education at the national level. It might be useful to have a single point of responsibility for higher education in various forms and various kinds.
In order to give universities a wider degree of financial, administrative and academic self-regulation there must be transparency and accountability, and accountability that affects the entire university’s organisations and individuals, in particular with respect to the use of resources, software development, modernization of curricula and their contents, and ensuring excellence in the quality of output. It is therefore incumbent on the education staff at universities to conduct periodic reviews of the curriculum and decisions they study, and universities must work on the professional development of faculty members and controls governing the obligations of the members of the teaching staff, their responsibilities towards the university and external obligations. In general, there should be a strict system of quality control in the higher education of university and non-university levels.
 

There should also be a simultaneous review of institutions of higher education in general; the public universities and technical institutes currently available absorb only a small fraction of students who wish to take higher education. These institutions are low-cost compared to universities, and provide educational programs more closely related to the labour market —dramatic expansion of such institutions requires urgent attention in the near future.

As for the private universities, they should be encouraged to expand in the appropriate disciplines to meet the needs of the country, with each subject evaluating their programmes according to high quality standards, and to adjust their positions in line with the terms of recognition and academic accreditation, so that private higher education makes a real contribution in the service of the nation and the development of the HE sector in particular. Generally, it is necessary to subject all government institutions of higher education and private ones to academic accreditation and quality assurance, and work to build these institutions, establishing a culture of quality in all aspects of corporate work if they were to achieve their desired goals.
 

This part begins discussing strategic issues relating to the status quo, and then proceeds to develop a vision and a message for the future of LHE, in order to determine and find what kinds of planning and implementation models, suitable methods for organisational forms of LHE environment can further organisational problem-solving, analysis of criteria for assessment of the administrative and financial situations of LHE.  The most important priorities established by this strategic change model are the reform of the administrative system, and ensuring the independence of universities, without which any reform cannot be achieved or be effective.

Regarding the primary responsibility for finance, the implementation of some of the recommendations contained in this strategy will not cost the state any additional sums of money, while some of the recommendations may require additional appropriations to other large, such as processing labs, libraries and increasing the number of faculty members compared to students, and the establishment of a network of information for higher education.

4.2   Problems and prospects of LHE
With the expansion of higher education and the increasing need for university graduates with the ability, knowledge and skills with which qualifies them to keep abreast of developments, and respond to the aspirations of various sectors of work (with the notable increase in the requirements of educational services and research) there have been several obstacles and problems encountered. These affect the functioning of the system of university education in Libya, and also affect the quality of educational services. The researcher believes that these problems can be divided into sections as follows: 

4.2.1 Organisational structure and administrative problems 

“Universities and other higher education institutes have witnessed many developments during the 1990s. These have included administrative and organisational changes, the establishment of new scientific departments and faculties, and a reduction in the total number of universities”[81].

One of the most important evidence of the fluctuation of policies and strategies of Libya higher education (case  study) is the instability of the administrative structure, in terms of exposure of the sector in different years to abolition or merger with other sectors, or the distribution of key departments to other secretariats; and thus it applies to universities and higher colleges  in similar circumstances, leading to transition of the sector from centralization in the management of these institutions to decentralization, and back.

All these changes occurred during several short intervals, more frequently than in normal circumstances. It is noted that these changes faced by the institutions of higher education are without scientific basis and consistent controls, and without the in-depth study into feasibility of economic and social of   institutions, along with the failure to provide many of the requirements and needs and the potential to play a functional role to the community according to international standards of higher education institutions. However, to achieve policy objectives States use several tools and procedures, but how efficient and effective use of these tools depends on many factors, the more important of which are:

1. Establish means to improve institutional performance

2. Overcoming  administrative barriers that hinder Higher education in development  and implementing a change model

3. Examining the conceptual problems of implementing sustainable development

4. Presents a conceptual framework that can help in understanding the complexity of grading problems in higher education 
5. Building the capacity to deal with complex administrative problems

6. Improve the legal and regulatory environment for development and implementing a change model 

7. The General and remote objectives and dynamic administrative leadership to support  varied institutions in  implementing a change model

8. Comparison of the significant differences between the current and perspective situation  

As a result, the existing regulatory principles represent one of the factors influencing the efficiency and effectiveness of the development and implementation of models of change management. Existing organisational  principles include — among others — to identify structures and making structures and the development and implementation of models of change, and the relationship between them and existing structures and organisational  principles and administrations, and the stability of those structures in the implementation of organisational  goals and achievable targets.    In fact, the stability of structures and existing structures to develop and implement programmes of change management directly affects and is essential to the efficiency and effectiveness of the development and implementation of models of change and how to achieve the desired objectives. 

The researcher presents an analytical review to identify some indicators on the impact of various structural changes in Libya on the development and implementation efficiency of implementation of models of change in HEIs. This is linked to evaluating the stability and predictability in their structures and the political and administrative institutions that are developing and implementing public policy in different universities; the stability of these universities directly affects the efficiency of development and implementation of models of change. 

This study is based on the fundamental premise that the lack of stability of institutions and structures affects development and implementation of public policy in LHE (influenced by frequent changes during different periods), causing a lack of clarity, efficiency and effectiveness in these policies. 


The General People’s Congress of Libya has a process of setting goals and objectives to be derived through legislation and laws approved by the Assembly on various policies, but such legislation usually comes in the form of general principles and broad lines, which gives the Administration a great deal of flexibility and freedom of movement in the decision. When discussing the development and implementation of policies and plans in Libya, it clearly highlights how the ongoing structural changes since the early eighties had — and still have — an impact on the efficiency and effectiveness of institutions of higher education in various areas, and because of these changes that affected the various administrative and operational levels, show during the review various changes in the structure of HEIs.
4.2.1.1 Imbalance of university administration 

This is therefore as follows: 

1. Absence of the overall vision and strategic outlook for the role of university education in the future development and investment of national resources.

2. Highly centralized management of university education in both the Supreme Council of Universities, or at the level of university administration, where the scientific and management faculties can not even conduct their own affairs, only through these channels, which may delay and hinder the educational process.

3. The absence of criteria and systems for assessing the performance of HEIs. 

4. Ineffective communication system between university administration and units.

5. Lack of an integrated information system that serves all administrative activities.

An examination and expanded coverage of quantitative data on factors related to technology integration in the communication/administration process is described in detail in Chapter 6.

4.2.1.2 Structural problems of LHE

Analysis of the quantitative data concerning to building of the organisational  structure of the institution reveals that higher educational institutions under study struggling to offer opportunities for career development and promotion due to a lack of transparency in their power structure and specializations, its inflexibility of organisation and instability of structure. An examination and expanded coverage of quantitative data analysis related to structure changes is described and illustrated in detail in Chapter 6.

Frequent amendments in higher education legislation led to an inability to adapt to the requirements of competition and diversity, one of the principal reasons hindering the development and implementing of change models. According to the LGPC Decisions and Official Gazette, issued between 1977-2004  on establishment, reorganisation and incorporation of higher education institutions, In 1977 Congress issued Law No. 37 for the organisation of universities; its structure has been amended and changed frequently. There has been ongoing structural change in the university organisation, marked by the merging, annexation or cancellation of some secretariats, including the secretariat of higher education. We shall see later how these changes have affected the strategies and policies of higher education [82] (Refer to Appendix H for Structural problems of LHE)
 It should be noted in this regard during that duration the absence of a special Ministry related to higher education.

In light of global changes, transformational change, developments, the consequences of these changes and adjustments amid the continuing debate on globalization, it is predicted there will be an ebb in the advocacy role of the state. Despite this, the role of the State remains important and vitally necessary, particularly in Libya, where the state owns the main sources of natural wealth. This means, necessarily, the development of public policies, and the promise of setting goals, outlining strategies, overseeing the implementation and monitoring of performance and financial sources diversity. This requires a minimum degree of institutional stability and structural stability of the administration, and how it determines functions and competencies, how the power balance functions with responsibilities, this represents the most important foundations of public administration.

Since its inception in 2004, LGPC for Higher Education has been actively engaged in a number of activities intended to upgrading the quality of overall higher education, identify and correct weaknesses to emphasize the positives based on the expansion of the base and institutions of higher education in all these grass-roots aspects, while addressing the management problems resulting from the integration of colleges and universities. Although the introduction of the LGPC for Higher Education, has created a destination for the planning, supervision and follow-up to the universities, it requires the necessary resources and should be given sufficient time, which should be achieved through annual plans and medium-and long-term policies and strategic plans for the development of higher education and university management  through:  

· An analytical review of existing laws for higher education, and to review the regulations and decision which governing the functioning of the institutions of higher education in order to improve its quality and operational performance, and organisation of the university system. 

· Linking higher education output with the labour market requirements, through the improvement and development programs with regard to the priority needs of the labour market. 

· Training of staff development at the ministry on the analysis of data, drafting of reports and dissemination of information. 

· To attract regional and international experts to convene a workshop focused on sustainable development planning in higher education. 

· The employment of the material and human resources available within the productive functioning of universities and institutes of higher education and linking institutions of higher education development plans in order to further develop the efficiency of the educational system in general and to ensure the functioning according to standards established by the global economic .

· analytical review of the role of the Higher Education Council, its functions, and objectives in addition to the role of Committee on Education and the role of the vocational and technical education. 
· The adoption of programs and mechanisms of academic accreditation and quality systems in the activation of universities and institutes of higher education and keep up with global changes to the requirements of quality in the educational process. . 

· Establishing workshops covering a range of specialized topics such as education funding, to meet the growing demand for higher education. 

· Structural development of university management and the employment of modern techniques in the management and development of the university to achieve the goal of development of university education, by providing a focal point for institutional planning, including development of programs, coordination of work within the institutions in order to self-evaluation and improve the quality of operational performance .

· Organisation of the workshops regularly to discuss the results of the study and identification of development needs, such as the employment of the material and human resources available within the productive functioning of universities and institutes of higher education , also  linking institutions of higher education development plans in order to further develop the efficiency of the educational system in general and to ensure the functioning according to standards established by the global economic.

4.2.2 The problems of university financing  

The higher education sector in both developing and developed countries is one of the most important sectors, since it serves the interest of large segments of the populace. Most states attach great importance to it, whether in terms of increased expenditure, or in terms of directing more supervision and control over it and building different evolutionary platforms, so as to ensure the achievement of the desired objectives efficiently and effectively. LHEIs depends entirely on the state budget, in order to enjoy administrative and financial autonomy the university must be a real resource, developing funding away from the state budget; as the state contributes a fraction of the budget of universities, each university should attempt to search for funding sources outside the state budget. 

Funding higher education in Arab countries is facing new challenges and requires new funding sources to continue in size and quality. These challenges are growing mostly for the following reasons: 

1. At present, most higher education institutions are unable to meet the increasing social demands for higher education or the support which is necessary for reforming and modernizing the programmes in order to cope with the challenges imposed by globalization and socio-economic develop.

2. In view of recent national and international development, the role of the state in developing countries to finance public services, including higher education, is diminishing.

3. Instead of concentrating on improving higher education infrastructure and research projects administrations focus more on the daily management of HE budgets in many Arab States.  .
4. The crisis is building up and the private sector has now become an alternative to

HE funding. [83]

“The problem of finding sufficient resources in the future will be compounded with the high population growth. Today, students represent more than 35% of the country’s population. In spite of these difficulties, Libya has maintained high enrolment rates, through a rationalization of expenditure on education. However, educational policy-makers in the country are investigating ways of sharing the educational costs between the government and the public. Furthermore, many educational planners think that it is time to find additional financial resources other than the country’s public budget. In any event, education should still remain free for low-income families”. [81]

4.2.2.1 Determining the budgets of universities: 

Libya follows a system of both an annual administrative expenses budget and an annual transformation expenditures budget, which relies on a historical basis — the budget for the previous year — in the identification and adoption of the budgets of universities and on the basis of negotiation with officials of the National Planning Council and LGPC for Finance. This outdated system had been abandoned by many countries that have introduced programmes and performance in determining appropriations. This situation has led to many of the imbalances and differences in the volume of credits allocated to each university, which results in some universities receiving large allocations far exceeding those of other universities that accommodate several times more students. 

Libya is considered as one of the developing countries which spends a great amount of resources on education––more than 20% of the annual operating budget––estimated at 4.2% of the (GNP) [81].

Although the global trend today is tending to move away from traditional patterns in determining the university’s budget with reliance on modern systems based on criteria such as standards of fair competition, transparency and quality of performance.

When linking government allocation of budgets for universities with the level of performance standards, they take into account a number of conditions that differ from one country to another and, in general, this equation depends to some extent on the number of students enrolled and the economic and social characteristics. However, using only this standard may lead to universities accepting illogical numbers of students in order to increase their allocations. An alternative standard is the standard of preparation of graduating students not enrolled in universities; this criterion is perhaps more appropriate to the present circumstances of Libya, which could include the budget allocation equation other indicators such as quality of disciplines (The humanities and applied scientific disciplines) and the economic situation of the students. Budget allocation rules vary according to the manner in which the state wants to encourage activities: for example, if the Government wanted to encourage business investment activity it could develop a new standard for the equation in the allocation of budgets. In any case, the state wants to encourage quality standards and it needs to form a committee of experts with experience to develop an appropriate vision for the financing of universities in Libya. If these proposals for financial and administrative self-regulation of universities are approved, the Government will not grant budgets on the basis of the administrative and development budgets, but should provide a budget cut-off, where universities act as they wish and are subject to supervision and accountability by the ministry to make sure that the exchange in these budgets was on sound foundations. It must provide legal frameworks that give universities authority to retain any amounts not paid at the end of the year and carry them over for the coming year for use in the development of various programmes. Implementation of these reforms is not expected to solve all financial problems of the universities, but it is expected that this will lead to a rise in funding for the LHE. 

4.3  Strategic Planning for Higher Education

A major concern in the implementation of strategic change  at various levels - and one that has become associated with the dynamic changes in the enormous speed of the business environment - is to be representative of the strategic management system of integrated operations related to analysing the internal and external environment, and to formulate a clear strategy that can be applied and evaluated in the light of the analysis of the impact of variables, including maximizing target achievement in various business activities. Therefore the management must be concerned with the careful formulation and identification of a clear strategy to answer to the question posed by clients on an ongoing basis (What will work for us?) because if it succeeds, it will enable it to determine the purpose of all its activities [84].

The study will focus on linking the outcome of relevant studies to develop a plan for the future development of higher education as the methodological foundations of strategic planning in LHEIs, through the adoption of a strategic planning for the development of university education, identifying goals and objectives of university education and operational mechanisms to achieve them, identifying key issues and problems facing university education and formulating remedial plans to address them. 

The investigation and assessment on each phases comprised strategic change to identify all factors needed in implementing a change model. Quantitatively, with extrapolation of data analysis on the  investigation  of the factors contributing to successful implementation of the change models which presented and interpreted in next chapters, it became clear there is   no specific  strategy that is optimal for all institutions , as a result , this led to difference of  models for an acceptable management strategy agreed upon by all writers and practitioners; however, aspects of the agreement between the models put forward on the process of strategic management over the differences. 

Most theorists believe that construction must follow strategy, although there seems to be overall agreement that  the institution-building in the field of higher education is often difficult to change, because of the need to convince the internal regulations of the change. The strategic planning may be necessary not only to change or modify the institutional structure of the institution, but also to change the culture and some of the individuals who occupy sensitive positions.   

          In the same context Peeke [85] found that, in British further and higher education, a key role for the strategic manager is to have a clear vision for the college, to agree broad missions and values consistent with this vision, which can then allow considerable operational autonomy for individuals and groups.
          However, in order to develop a strategic management framework of managing change in higher education , it is fundamental to have as a reference framework the national vision policy as a valuable tool for the development of higher education in all aspects of its operations and enables an institution to control the environmental impact of its activities , institutional performance and  sustainability by establishing  missions and  goals, and requires strategic planning, so as to achieve efficient coordination and effective integration between all parties  . In this regard, Peeke [85] suggests the following key elements:  
1. The mission informed by an environmental analysis and developed via participative workshops. The mission is better expressed in broad dimensions and needs to reflect the concerns of participants, by including statements about the nature of the experience offered to students.

2. A set of institutional values specifying a shared and clear idea of the values which must inform institutional policy and action. 

3. The strategic plan, containing the following elements: specific objectives relating to the mission elements; strategies for the achievement of objectives; specification of outcomes and associated   time-scales; a link to resource requirements and responsibility for achieving outcomes. The institutional plan is based on the individual plans of operating units who have the flexibility to adapt their specific plans on matters of detail, as long as actions are consistent with key values of the institution. Resourcing levels are negotiated with senior management. The detail of the strategic plans is informed by an internal analysis of the institution concluded by the various operational units. 

4. Review and evaluation processes involve a joint review of outcomes and budget. Such reviews inform the subsequent development of strategic plans and the mission.

This framework is summarized in fig. 4.1  
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We can deduce that the strategic planning in the organisation of institutions of higher education includes analysis of the main elements of the strategic planning process; so that it can be understood and organized in higher education institutions. These elements included the values, mission, policies and internal analysis and external analysis and discussion, objectives, strategies and action.

4.4 The impact of clarity of vision on the development of prevailing organisational change  

The importance of understanding the current and future situation of the organisation by the workers, the ability of management to guide future strategic plans towards that vision, the ability to re-formulate a strategy change to support the vision agreed upon by the members of the organisation. All of this contributes to the achievement of compatibility and harmony between the workers’ space and the virtual space of the leaders or administrators. Finding ongoing dialogue about changes affecting the organisation and its employees helps guide the efforts of leaders of the management about the effective implementation of the changes in strategy when there is continuing good relations between managers and workers, which could be organized to play a role in the competitive world around them [86].

Vision is a comprehensive future picture leading to transformational change through increased understanding of organisational goals and orientations, where it can assist individuals in achieving harmony between behaviour and organisational vision, to reach the desired goals of transformation by the organisation [87]. Vision has became a reference which allows workers in the organisation to make decisions without consulting their supervisors, which includes the positive perceptions have, and contribute to building good relations between managers and employees. The vision of the organisation contributes to creating the image of stimulating the members, raising enthusiasm and a sense of belonging; commitment, confidence and teamwork, and it encourage the creation of distinguished service for customers [88].

Currently, the challenge in higher education management system requires the ability to develop compatibility in the development of appropriate individuals in the right place, to optimize the exploitation of their skills, developing potential partnerships with others, and improving the way creative ideas flow within the organisation to support organisational success. 
4.5 National Strategic Vision
Strategic change is regarded as one of the management concepts that can be used in various types of organisations in general and higher education institutions. In particular, as the entrance to a comprehensive management goes through its various stages — strategy formulation, implementation and review — a strategy is needed to achieve breakthroughs in the performance by mobilizing their energies to achieve strategic achievements according to priorities developed by the management. Therefore, in order to strengthen and improve their competitive position HEIs must be keen to improve and develop their performance to reach superior performance — the reality of organisations indicates that the level of success of organisations in achieving that varies according to their efficiency in management strategies. Graham Peeke [85] states:

Until the end of the 1980 it would not have been possible to talk about a strategic approach to the management of future and higher education. More recently , it has become apparent that such an approach is desirable in enabling institutions to adapt to their changing environment plans , and to assist in prompting the cultural changes necessary to reorientate colleges towards more customer led-stance   .

In order to achieve success the planning process must define the strategy, including sophisticated methodology-oriented management processes and effective systems, in order to achieve its goals through: a clear and comprehensive vision to move the organisation forward in future development; identifying clear goals; setting priorities; providing financial and human resources. Planning in the field of higher education is broad and ongoing, and directed at different areas of the management process to increase effectiveness in an effort to reconcile the challenges (external and internal).

Seminars organized by the secretariat of the LGPC for Higher Education symposium on the future direction of higher education in Libya in 2005 provided a number of scientific papers and interventions on the various fronts. These seminars concluded with a set of proposals and programs of action recommended by the Secretariat on the importance of the introduction of mechanisms for the enhancement of higher education and improve its output. Consequently, the LHS has sought to draw clear-cut policies, based on the immutable principles, and seeks to achieve specific programmes, to be able to compete scientifically and technically both regionally, and internationally, the Secretariat of the LGPC for Higher Education in consultation with the experts developed the following work programmes as a strategic vision (2005-2010) [89]: (Refer to Appendix F for Secretariat work programmes in LHE)
 
It should be noted here that the purpose of determining the vision, mission and strategy is not to give immediate solutions to current problems of higher education, but to develop a comprehensive system to address the imbalances in all current and future development of the higher education system to bring it in line with the requirements of the present era. From this standpoint, the vision of LHE is: 
Creating a system of higher education quality and broad participation, and multiple tracks vertically and horizontally, so as to ensure diversity, and is characterized by effective and efficient, and provide quality programs, and the quality of teaching and learning, research and community service, and improve the quality of life in Libyan society. [90]

From this vision, incorporating the recommendations of national strategic vision 2025, [91] a system of higher education is emerging, summarized as follows: 

· Widen the acceptance of students in universities and higher education institutions (raising 40% of population by 2020). 

· Develop the capacities of university graduates and other  HEIs; focusing on providing students with important knowledge, insight and problem-solving skills and capacities; development of creative thinking and communication skills; lifelong learning skills; the use of information technology; active participation in the accomplishment of national aspirations as well as personal ones. 

· Develop and strengthen the capacities of the LHEIs to include policy-making, planning, coordination and control and supervision of the institutions of higher education in Libya on a continuously developing basis.

· Development of the quantity and quality of LHEIs, and the opening of new disciplines to meet the needs of local and regional labour markets.

· Improving the efficiency and effectiveness of LHE and the rational use of available resources; enhancing the added value of LHE. 

· Preparation of the teaching staff and assistants to meet quality requirements and the expansion needs of LUs, and rehabilitation of the universities  prestige worldwide, in order to raise the quality of teaching, learning and research; strengthening of competition at LUs to enable them to live up to international standards in an era of globalization. 

· Development of a national high-speed network of communications and information technology (ICT) and upgrading the skills necessary for their operation, so that universities and higher education institutions can cope with rapid global developments in the areas of education and learning, scientific research and management institutions and community service and take advantage of technical programs in distance and e-learning. 

· Establishment of national councils for the adoption of academic quality control and evaluation of the performance of the aim of universities and institutions of higher education, access to advanced levels of excellence in accordance with international standards in government and higher education institutions. 

· Develop LHE capacity to provide high-quality programmes to meet the sustainable development needs of the country, and keep pace with the successive developments of higher education at the global level.  

· Provide LHEIs with the necessary resource infrastructure, to be able to evaluate available knowledge in the areas of education and learning, scientific research and deploying it to the needs of current and future society. 

· Restructuring of universities and other higher institutions, thereby enhancing the diversity of programs and eliminating duplication, according to the vision of LHEIs, to meet the developmental needs of the country. 

· Diversify sources of funding for all LHEIs, including the private education institutions, and encourage them to increase sources of self-financing and private sector involvement in financing and development. 

· Strengthen cooperation and coordination between universities and higher education institutions, to create a high degree of complementarily among them and strengthen the role of higher education in community service.

· Establish a solid foundation for scientific research in universities, which is assumed to address the problems of development in the country and set the foundations for a positive partnership between universities, state institutions and the private sector to accelerate the development of the country in various fields through implementing change model.   

· Through debate about vision and mission, and analysis of the current status of higher education in Libya, strategic objectives will appear and will be determined in light of sub- objectives and operational plans, which will be reviewed in the following sections. 

4.6  Institutional changes in support of strategic vision 

A Comprehensive strategic model for change may be interpreted as a strategy which simulates a large number of variables and elements and organisational fields, such as vision, mission, organisational processes and available resources, human resources, relations with the external and internal environment and the potential effects on the values and deep assumptions in existing members of the institution, which represents the organisational culture.

Selection of strategic vision and national policy depend on realization of the circumstances surrounding the organisation and interacting with it. It strengthens strategic choice through the circumstances surrounding the organisation over time, and this greatly affects the output of change efforts and on the rate of changes inputs, whether behavioural or structural or technological.

In spite of the difficulty of measuring the amount of change and development in the Institutional performance (because of the quality of its nature), the behaviour of employees and cooperative efforts among them can be taken as indicators that show the need to adopt an effective strategy for change. 

To support of strategic vision, policy makers should identify the current and future prospects of the organisation’s situation, and the fulcrum of this realization depends on addressing a clear and good vision, the ability of management to guide future strategic plans towards that vision and the ability to re-formulate a strategy change to support the vision agreed upon by the members of the organisation. All of this contributes to the achievement of compatibility and harmony between the workers space and the virtual space of the leaders or administrators

This demonstrates the deep understanding and analysis of strategic vision that can be produced in the organisation of HE, which possess the culture and are aware and influential in the quality of performance of the institution. It is possible to identify special strategic vision characterises  which facilitate good performance and therefore it is appropriate for managers to design effective strategy models for change and HE development, although many of the tools used in measuring strategic vision have been developed for use in HE institutions.

For effective development in the strategic vision there must be a convincing strategy, strong and sophisticated, containing a mission and a clear axial vision and common values of the culture of future development and a major commitment by working process of change and development to achieve the strategic objectives desired. This requires an awareness and commitment to change and development in organisational  culture, and the identification of capacity and resources for crisis events, development and strategic change in the nature of the organisational  structure is inefficient because most models of change reduce hierarchical sequence of the traditional management in higher education institutions, and the need to restore the functions and procedures, responsibilities and obligations, tools and education programs, training and informal systems, and creating communication processes of two distinct models for decision-making. 

5. Assessment of the Appropriate Quality of Institutional Performance

5.1 Introduction

Attention has been focused on the need to increase resources, training and investments in various activities in this sector, as well as a growing interest in its strong points, development opportunities and treatment of backwardness, in order to ensure that this vital sector can serve broad masses. This can be seen through the evolution of the higher education sector in adopting curricula such as the management of comprehensive quality and the many dimensions that universities wish to develop, or through crystallizing the concept of community service and development and establishment of research centres designed to conduct specialized studies.

Assessment is a continuing process aimed at understanding and improving the quality of institutional performance. The study highlighted the multiple criteria and imprecise nature of the quality concept. It has also focused on the need for additional concepts necessary to insert accuracy into institutional performance assessment for the development and implementing of the change model. It involves making our expectations obvious and general and setting appropriate criteria and standards for institutional performance. Quality assessment procedures within LHEIs are both internally and externally driven using different mechanisms and quality criteria. The method of measurement development served to test the applicability of the effectiveness criteria contained in the competing values model of organisational change to institutional performance assessment in LHE.

The criteria include: Assessment of universities academic situations; Variables in administrative and financial situations prevailing in universities. The researcher adopts a secondary approach drawing on the relevance of quality to institutional performance assessment literature in higher education. By examining the methods and criteria used to assess the quality of provision and the way in which the quality assessment findings are used to gain new understanding on methods assisting HEIs to implement change models, the chapter considers the possible importance and determines the value of these different evaluations of the organisation process to establish accuracy or efficiency in enhancing the quality of higher education provision, and identifies action which could be taken by institutions and universities as a result.

University performance is assessed by measuring efficiency and effectiveness in higher education institutions. Therefore, efficiency in the universities and colleges concerns the operations and its ability to control and development them, and effectiveness relates to the type of output that affects the outside world. Moreover, the efficiency is seen as an understanding by educational institutions of the nature of the operations and internal activities that determine its performance and its relationship with the surrounding environment, as well as their ability to control the operations and directing it according to internal and external variables to achieve its objectives There are two aspects to the efficiency of public institutions of higher education:

1. Internal efficiency: namely, its ability to prepare the largest output to input ratio with appropriate quality specifications established, and providing human resources needed to carry out these burdens.

2. External efficiency: namely, its ability to provide graduates with skills and qualifications and experience that would enable them to perform the tasks entrusted to them at work sites competently and that means compatibility between numbers and the needs of the labour skills required. [92]

Upgrading the quality of the educational process is linked to evaluating a number of situations — academic, administrative and financial — of institutions of higher education consistent with the development and implementation of the model change, and these situations are as follows: 

1. Developments of structures and patterns of Higher Education: 

2. Assessing of the administrative and financial situations in universities: 

3. Analysis of the criteria influencing  administrative and financial situations of LUs

5.2 Developments of structures and patterns of Higher Education: 

It is imperative for us to look to the future: universities need to search for a new comprehensive vision, as Libya is experiencing a period of intense competition and enormous scientific revolution, making it difficult for universities to play an effective role in the overall development, or face future challenges and changes to traditional structures and patterns. However, they can change its structures and patterns to conform to the requirements of total quality approach and the philosophy and objectives of the new university education methods to facilitate implementing the change model. An examination and expanded coverage of quantitative data analysis related to patterns and structure changes is described and illustrated in detail in the next chapter.  
Peters and Waterman concluded after an analytical study of a group of institutions of excellence that the common values and principles of these were: [93] 

1. The desire to achieve and always give precedence to actual performance more than spending time in the analytical and detailed reports of commission meetings. 

2. Give independence to the units and departments, including encouraging them to independent thinking and creativity, and incentives to compete with other units and sections in performance. 

3. Root the concept of productivity and achievement of the development of the capacity of all staff and deepen the principles that make each individual apply their abilities fully.

4. Streamlining administrative levels based on lessening them, and a permanent tendency to limit the leadership positions. 

5. Development of a regulatory environment that provides the principal values of the institution and at the same time achieve the spaciousness and flexibility required

There are a number of principles of administrative approaches available in the regulatory environment for creative enterprises; the following is a list of some of these principles: [94]

First: Adoption of an institutional system based on power-sharing

Represents a logical and practical guide, for two reasons:

1. The human organisation is essential in all institutions, not merely representative of the other systems, the components of the physical, functional and technical systems that are merely an aid to the human system in the efficient exercise of its role  which aims to achieve productivity, efficiency and effectiveness in a climate of trust, confidence, and to achieve integration and coordination between the objectives and the needs of the institution and the goals and needs of individuals; this can be achieved only through the adoption of a system based on participation.

2. The issue of participation in the process of change is a key issue in any organisation. If individuals feel that they do not contribute to the extent of change in HEIs, they usually choose one of two directions: either actively anti-administration or indifferent to the process, both of which are harmful. 

This is why we should think about how all the individuals make up the shareholders and participants in the process of change, and to participate in this change, according to the inherent and integrated builds on the principle of contributing to the actual change in the application of the work and contribution to the root development and active participation by individuals in the process of change, such as: management by objectives, organisational  development, role-playing, simulation and management games.  

Second: Training should be a periodic functional duty for all employees:

Training is, in essence, an integrated and systematic effort in order to continuously enrich and develop the knowledge, skill and behaviour to a high degree of efficiency and effectiveness. In the light of this definition, training consists of three basic elements: 

A - Development of knowledge dealing with the macro aspects of the work. 
B - Increasing the skill of the individual and their ability to work. 
C - The development of positive values and attitudes towards work.   

Third: to give precedence to outstanding research and experimentation:
New ideas to solve existing or anticipated problems, and the conversion of these ideas to the creative potential of the process, are essential elements in order to maximize the capacity of the institution and increase the efficiency and effectiveness; hence the importance of research involving exploration of new alternatives and the consequent research and experimentation with these alternatives in actual experience and follow-up results.

 
Fourth: the adoption of integrated systems of work and objective criteria to evaluate performance: 
Systems integration and objective criteria to evaluate the performance of intermediate factors are essential to the process of change. Therefore, support to encourage and reward creators is important: open channels of communication and interaction with other organs provide the appropriate atmosphere for the expression of ideas and exchange of opinion. The development of creative climate requires the adoption of objective criteria to evaluate performance, and give a distinct precedence in the evaluation of the performance.
Fifth: the tendency for the organisation to decentralize administration to achieve some independence and flexibility in implementation:

The central system by nature tend to adopt the characteristics of bureaucracy in the management of decentralization of power and multiple management levels - and to comply with regulations, procedures and other stereotypes. The decentralized organisation, on the other hand, spreads power and contributes to greater margin of freedom to act and ensure the flow of information, and help interaction between the organic members of the working group which helps to develop ideas and ensure their implementation. 
  
Sixth: the role of the HE leadership in creating the organisational climate for innovation basis for the application of the change process: 

· Build a set of values and principles that develop creative approaches to the process of change and work in an integrated framework of systems and methods to stimulate staff and encourage them to take the basic framework governing various aspects of the work. 

· To work on a permanent and renewable development and the development of structures, systems and working methods so as to ensure the involvement and participation in the process of change and collective action to stimulate and encourage research, experimentation and initiative, innovation and creativity.

The aspects of attention to the organisational climate in higher education institutions are emerging out of the relationship between people and other organisation variables, particularly in the area of interaction between the individual and the organisational environment in general. These aspects determined by two  axes:  the first is  characteristics of the individual  associated to a great extent with the rules of knowledge and expertise and experience, education and culture,  and the second is the internal working environment which describes the characteristics of the organisation from other organisations, which vary from organisation to organisation depending on the specific dimensions of the organisational   environment or the organisational  structure, the communications systems, work procedures, leadership style, the method of decision-making, nature and conditions of work, working in external environment  and group work, since all these dimensions are the general framework in which all organisations operate and are subject to the impacts of development and implementation of a change model.

5.3 Assessing of the administrative and financial situations in universities: 

Universities are complex organisations, so it is necessary to have highly efficient staff with administrative skills, capable of carrying out their duties to the fullest. Because of the dynamic nature of universities they must ensure adequate administrative staff appointments, and provide them with necessary training so that their duties suit the nature of the institution. 

The development of administrative and financial situations at LUs is an essential part of the overall direction to evaluate the performance of university within the development and implementation of the change model. 

There is no doubt that one of the most important duties of the management of university education is to create the appropriate atmosphere, providing the infrastructure needed to achieve all the objectives of university education and scientific aspects of research and the cultural and social aspects as well as the development of their resources to serve the community and the environment. To that end we must develop a group of university management systems, plans and methods which contribute to the proper use of the human and material resources and advance the development of scientific, cultural, social and economic contexts we are living in today and look forward to the future. 

Building of the above must include the correct administrative and financial situations concerning the elements of administrative and financial autonomy for the LUs enabling them to direct their functions freely from the beginning. 

University administration modernization so as to achieve good investment of human and material resources available through [95]: 

· Strategic planning, monitoring and evaluation of the performance of university. 

· Re-installation of the administrative management of universities. 

· Re-engineering systems and work procedures and financial management. 

· Development systems of choice and evaluating the performance of administrative leaders. 

· Expanding implementations of information systems and the use of computers in various university facilities, activities and units. 

· Establishment of systems and mechanisms for the comprehensive quality of university facilities management and finance. 

· Development of financial positions at universities. 

· Development of credit and financial resources for universities. 

· Rationalizing expenditure, rationalization of free education. 

· Develop financing systems of university education, financial independence of universities. 

· The autonomy of universities:  

The principle of the independence of universities is recognized through Law No. 1 passed in 1992 related to the organisation of LHE, as well as being prescribed by decision No. 22 in 2008 on the reorganisation of LUs [82]. This means that the universities enjoy freedom of self-management and manage their own affairs, and are able to act in accordance with what they see and achieve greater administrative and financial efficiency within the framework of the rules allowed by the state and within the laws. The self-management of universities will lead to getting rid of the stereotypes and similarities among them, and achieve diversity and competition.

The autonomy of universities does not mean isolation from society or leaving the control of law; there must be a law governing the universities in line with the nature of work, and ensure them freedom of thought based on scientific assets, to assist the universities in developing a strategic plan framework as part of the implementation a change model. However, the autonomy of universities should include two main axes, which are: 

First - administrative autonomy of universities in developing regulations and procedures related to the activities and the university administration, freedom in the choice of management methodology, the role of the National Council of Universities in planning and coordination between various universities.

Second - Law No. 1 of 1992 on the organisation of LHEIs and as well as Decision No. 11 of 2007 concerning the financial autonomy of faculties stressed the financial independence of universities and liberalization of the financial rules applied in other state agencies while subjecting it to the control of secretariat of financial auditing.

However, data analysis shows that the universities still depend on the financing of the state budget in accordance with the control system of the LGPC of Finance, which led to diminishing opportunities for universities in the diversity of funding sources.

· Modernization of university administration: 

Good governance is the foundation of all progress and success of a systematic process depends primarily on good planning and investment in human and material resources available to reach the desired goals. The first step towards modernizing the university administration is the accurate diagnosis of problems and mobilizing efforts to resolve or eliminate them [96]. 

One of the most important features a successful university administration should realize is its objectives and the nature of their responsibilities and duties. They must also consider management of a vision for the future, and a firmness and commitment to it, along with discipline in general and working to develop its mission to keep pace with the times and lead society towards a new future [97]. 

· The basic elements of the university administration modernization: 

1. A successful university administration pursues scientific methods in the conduct of its affairs and a strategic planning approach; the pre-selection of the best academic, administrative and financial policies and trade-offs between access to the most appropriate. These must depend on how the university participates in the planning process, which contributes to the development plans of each interested party or beneficiary (external and internal) of the university’s activities or outputs. 

2. Consider dividing universities with larger numbers of students to smaller universities, each having an appropriate amount of potential and human and material resources, and the conversion of the branches of universities to full universities in future to provide all the necessary administrative and academic infrastructure and financial assistance to them. 

3. Accounting for the following when designing appropriate regulation: [97] 

- Design effective systems of communication between the university administration and faculties affiliated to it. 

- Continuous improvement of laws, instructions and regulations consistent with the evolving goals of universities. 

4. Develop the organisational  structure of the presidency of the university  for Administration and Finance,  to direct strategic tasks as follows:

· Financial planning and preparing budgets.

· Development of financial resources of the university.

· Plans for new facilities and equipment. 

· Financing of organisational development and management development. 

· Systems development and financial management and mechanization. 

· Strengthen use of information technology and computers in university facilities.

5. Provide follow-up systems giving oversight and evaluation of the performance of the university, since it is an important means to ensure that institutional performance targets are met, and assisting the Department to correct its course if necessary, raising the efficiency and performance. 

6. Circularization of the use of modern equipment and sophisticated machinery and computers in various activities in the university, and stressing the importance of keeping data retrieval and information systems in various areas. 

5.3.1 Assessing of the financial positions at universities: 

Assessment and development of the financial positions of LUs is an important element in the system of comprehensive quality and within the development and implementation of the model change, while also providing opportunities for diversity in sources of funding to meet their educational needs and development potential, and modernize existing systems to conform with new variables, both present and future.

· The financial autonomy of universities:   

The results of the studies which dealt with the financing of university education at the local, regional and global levels, indicating that universities face many problems in the lack of diversity in sources of funding, which led to a negative impact on the areas of academic and scientific research, equipment, buildings, and community service due to lack of funding. 

According to the decision of the LGPC No. 11-2007 regarding  the partial independence for the conduct of some of the financial procedures within the university faculties, which referred to support for the universities’ financial autonomy , and while full financial activity is still subject to control exercised by the supervisory role of The LGPC for Finance ; however,  universities must seek to invest their funds in the manner in which adds to its resources, and provide a measure of self-financing scientific research to the market. The university should be excluded from all actions that impede the development of their current means or new methods of financing. 

Some methods to rationalize spending on university education are as follows: 

A. The elimination of surplus graduates in many disciplines and linking numbers admitted to the university departments in accordance with the preparation required for the labour market; in contrast there should be more acceptance for speciality subjects in demand. 

B. Consideration of the factors involved in the high cost of university students and the overall quality of higher education, such as the need for libraries and information networks, labs and workshops, references curriculum contents, scientific periodicals and modern means of education to improve graduate quality commensurate with the cost. 

C. Integration between universities in certain disciplines to reduce the phenomenon of a small number of students in some sections, leading to a rise in these students’ share of the total cost (e.g. some sections of the faculties of medicine and engineering etc.). 

5.4 Administrative-financial situations through quantitative analysis

Criteria for assessment of the administrative and financial situations of LUs (Quantitative analysis): 

With review of the administrative and financial situations in LUs, in light of development proposals in all administrative and financial aspects of universities, the following Table (10.1) explains the set of the criteria on which may assisting towards  assessing and  examining the administrative and financial situations in LUs in the area of strategy formulation and change implementation process. Table (5.1) shows multi-criteria analysis for assessment of the administrative and financial situations in LUs influencing area of strategy formulation and change implementation process.
Table ‎5:1  Relative frequencies of the study sample responses on the phrases which relating to the characteristics of the administrative and financial situations at LUs

	Variable
	Phrase
	strongly

disagree
	disagree
	agree

to

some

extent
	agree
	strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	
	Factors that influence university management efficiency
	
	
	
	
	
	
	
	
	
	

	B.3.1
	There are many problems that affect the nature of the university administration and reduce efficiency
	0
	0
	7
	2
	62
	22
	147
	51
	72
	25

	B.3.1.1
	Severe centralization in the university administration.
	0
	0
	38
	13
	67
	23
	73
	25
	110
	38

	B.3.1.2
	Restrictions and limited opportunities to acquire higher education  of diversity in management resources
	0
	0
	34
	12
	85
	30
	81
	28
	88
	31

	B.3.1.3
	Multiplicity of regulatory bodies in the relevant universities.
	0
	0
	53
	18
	65
	23
	73
	25
	97
	34

	B.3.1.4
	Lack of criteria  for evaluating the managerial status of faculty
	0
	0
	7
	2
	62
	22
	147
	51
	72
	25

	
	Factors affecting  modernization of university management :
	
	
	
	
	
	
	
	
	
	

	B.3.2
	There are laws and legislation that limit the concept of the independence of universities
	0
	0
	4
	1
	38
	13
	96
	33
	150
	52

	B.3.3
	The university does not itself establish controls and the creation of standards for evaluating the performance and cost-benefit calculation its activities.
	0
	0
	8
	3
	59
	20
	110
	38
	111
	39

	B.3.4
	The university doesn’t achieve its mission to serve the community where there is freedom to choose their method of work according its plan.
	1
	0
	15
	5
	49
	17
	88
	31
	135
	47

	B.3.5
	There are restrictions limiting the freedom of the university in the commercialization of scientific and commercial activity.
	31
	11
	31
	11
	51
	18
	84
	29
	91
	32

	B.3.6
	There is a commitment from senior management in universities in the concept of quality in all educational and non-educational activities.
	40
	14
	125
	43
	78
	27
	35
	12
	10
	3

	B.3.7
	Information and Communication Technologies in University
	
	
	
	
	
	
	
	
	
	

	B.3.7.1
	There is an urgent need to modernize the university   Self-management of universities in scientific, research, financial and administrative aspects.
	12
	4
	29
	10
	85
	30
	119
	41
	43
	15

	B.3.7.2
	There is an urgent need to modernize the university to strengthening scientific departments in universities
	53
	18
	22
	8
	76
	26
	101
	35
	36
	13

	B.3.8
	There is no plan or vision and clear organisational structures for education and university buildings; material and human resources needs must be met as well as information systems and scientific research.
	11
	4
	41
	14
	72
	25
	112
	39
	52
	18

	B.3.9
	Basic Design Principles for Creating University Organisation
	
	
	
	
	
	
	
	
	
	

	B.3.9.1
	Establish a board of trustees to be a connecting link between the university and public authorities
	7
	2
	33
	11
	36
	13
	69
	24
	143
	50

	B.3.9.2
	Design effective communication system between the university administration and faculties affiliated to it.
	1
	0
	65
	23
	37
	13
	99
	34
	86
	30

	B.3.9.3
	Delegation of powers and responsibilities to support and strengthen the colleges and departments.
	19
	7
	40
	14
	44
	15
	74
	26
	111
	39

	B.3.9.4
	Continuous study of the laws, regulations and instructions, making necessary adjustments to serve the goals of the university.
	54
	19
	20
	7
	54
	19
	81
	28
	79
	27

	B.3.9.5
	Strengthen the central concept in planning, coordination and decentralization in the supervision and implementation.
	51
	18
	16
	6
	59
	20
	110
	38
	52
	18

	B.3.9.6
	Support the concept of participation in university administration.
	45
	16
	19
	7
	43
	15
	99
	34
	82
	28

	B.3.10
	University’s Financial Systems
	
	
	
	
	
	
	
	
	
	

	B.3.10.1
	It should be brought together some funds belonging to universities and to be included provisions for missions and visiting professors, and cultural exchanges of   higher education budget.
	58
	20
	20
	7


	52
	18
	111
	39
	47
	16

	B.3.10.2
	University budget has brought a new provision such as     international scientific conferences.
	10
	3
	40
	14
	75
	26
	76
	26
	87
	30

	B.3.10.3
	Universities  has not adequate budget brought a new provisions of  some funds belonging  for  University Activities Commission
	12
	4
	49
	17
	67
	23
	41
	14
	119
	41

	B.3.11
	Inadequate financial resources currently available to universities compared to growing numbers of students has led to a lack of efficiency and poor performance in graduates.
	7
	2
	20
	7
	67
	23
	107
	37
	87
	30

	B.3.12
	LHE tending to provide support by update mechanisms of spending on university housing.
	41
	14
	21
	7
	33
	11
	115
	40
	78
	27

	
	Rationalization of University Spending
	
	
	
	
	
	
	
	
	
	

	B.3.13.1
	There appears to be clear links between the financing plans of  higher education and  its ability to contribute to national economic growth
	0
	0
	13
	5
	75
	26
	75
	26
	125
	43

	B.3.13.2
	Increase attention to factors of quality of institutional performance in higher education.
	0
	0
	35
	12
	72
	25
	66
	23
	115
	40

	B.3.13.3
	Expansion of technical education and technology.
	40
	14
	22
	8
	7
	2
	84
	29
	135
	47

	B.3.14
	There must be reliance on new sources of funding for higher  education:
	
	
	
	
	
	
	
	
	
	

	B.3.14.1
	Universities make production centres (commodity products - research - advisory) to become self-financing.
	0
	0
	1
	0
	119
	41
	118
	41
	50
	17

	B.3.14.2
	Higher education  tending  to diversity with respect to university financing sources
	1
	0
	33
	11
	71
	25
	109
	38
	74
	26


Table 5.1 shows that the frequencies of the study sample responses on the questions of   characteristics of the administrative and financial situation terms. The graphical representations of the axis of administrative and financial situations has shown relatively weak outcomes; responses to phrase B.3.6  takes the form of left-skewed distribution, with 43% responding ‘disagree’, reflecting the needs of commitment  from senior management in order to activate  the concept of quality in all educational and non-educational activities, as well as B.3.7.1 with 41% and B.3.7.2 with 35% responding ‘agree’ on the subject of HEIs needing to keep their modernization, administrative and financial mechanisms and technologies continuously consistent with the requirements of total quality at universities for an effective system of academic accreditation and incentives for universities, or for its members to upgrade quality.

We note that the distribution of relative frequency on the other phrases (B.3.1.1, B.3.7.1, B.3.7.2, B.3.8, B.3.9.2, B.3.9.4, B.3.9.5, B.3.9.6, B.3.10.1, B.3.11, B.3.12, B.3.14.1 and B.3.14.2 respectively) take the form of right-skewed distribution, or high frequency in the ‘Strongly agree’ category, gradually declining in the classes of low approval and scoring lower in the category of full agreement, indicating a high degree of approval of the phrases. Recent statistical data has shown an increasing number of challenges facing higher education requiring it to provide a high quality of operational performance to keep abreast of the latest developments in modern specializations and in advances in teaching and curriculum development for their students on an ongoing basis. At present it seems that the incentives that encourage faculty members to engage in these activities are not currently available, and there is no system for them in place. In fact, the faculty members, to ensure lasting and sustained development for them (given that this important part of the academic profession, in order to develop the capacity of faculty members at universities) should be granted full-time leave to be able to benefit from the development of abilities, knowledge and experience in universities worldwide. Moreover, it is obvious that the universities provide the means necessary for the faculty so that they can renew and update their knowledge and information building capacity, such as the provision of Internet services, participation in scientific journals and specialized periodicals and library development. Universities should also provide necessary funds to enable faculty members to participate in scientific conferences and events at regional and international levels.

An analysis of the frequency of responses to each category identifies that it is necessary to improve the proportion of the educational preparation factors affecting the modernization of university management; in the absence of reform of the imbalance in the ratio it would be difficult for higher education to access the required quality. One means of resolving this situation is introduce plan or vision and clear organisational structures for education and university buildings; material and human resources needs must be met as well as information systems and scientific research.

Table ‎5:2  Mean and results of Z-test about phrases which relating to for assessing of the administrative and financial situations of LUs.

	Variable
	Mean
	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-

test


	
	
	
	Lower
	Upper
	

	B.3.1
	
	
	
	
	

	B.3.1.1
	4.0
	0.75
	3.9
	4.1
	22.28

	B.3.1.2
	3.9
	1.06
	3.8
	4.0
	14.12

	B.3.1.3
	3.8
	1.01
	3.7
	3.9
	12.98

	B.3.1.4
	3.7
	1.11
	3.6
	3.9
	11.34

	
	
	
	
	
	

	B.3.2
	4.4
	0.76
	4.3
	4.4
	30.33

	B.3.3
	4.1
	0.83
	4.0
	4.2
	23.01

	B.3.4
	4.2
	0.92
	4.1
	4.3
	21.83

	B.3.5
	3.6
	1.32
	3.4
	3.8
	7.73

	B.3.6
	2.5
	0.99
	2.4
	2.6
	-8.92

	B.3.7
	
	
	
	
	

	B.3.7.1
	3.5
	1.00
	3.4
	3.6
	8.94

	B.3.7.2
	3.2
	1.28
	3.0
	3.3
	2.07

	B.3.8
	3.5
	1.06
	3.4
	3.7
	8.49

	B.3.9
	
	
	
	
	

	B.3.9.1
	4.1
	1.14
	3.9
	4.2
	15.93

	B.3.9.2
	3.7
	1.13
	3.6
	3.8
	10.62

	B.3.9.3
	3.8
	1.28
	3.6
	3.9
	10.05

	B.3.9.4
	3.4
	1.43
	3.2
	3.6
	4.56

	B.3.9.5
	3.3
	1.33
	3.2
	3.5
	4.26

	B.3.9.6
	3.5
	1.38
	3.4
	3.7
	6.59

	B.3.10
	
	
	
	
	

	B.3.10.1
	3.2
	1.36
	3.1
	3.4
	2.98

	B.3.10.2
	3.7
	1.15
	3.5
	3.8
	9.75

	B.3.10.3
	3.7
	1.28
	3.6
	3.9
	9.52

	B.3.11
	3.9
	1.01
	3.7
	4.0
	14.45

	B.3.12
	3.6
	1.34
	3.4
	3.7
	7.40

	
	
	
	
	
	

	B.3.13.1
	4.1
	0.93
	4.0
	4.2
	19.70

	B.3.13.2
	3.9
	1.06
	3.8
	4.0
	14.46

	B.3.13.3
	3.9
	1.43
	3.7
	4.0
	10.40

	B.3.14
	
	
	
	
	

	B.3.14.1
	3.8
	0.74
	3.7
	3.8
	17.37

	B.3.14.2
	3.8
	0.97
	3.7
	3.9
	13.47


Table 5.2 shows the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the axis of administrative and financial situations at LUs. Clearly, as is evident from the figure, the mean of approval include the scale values associated with the all variables which fall between B.3.1- B.3.14.2 except B.3.6 are greater than 3 (greater than ‘agree somewhat’): the value corresponding to the test variable B.3.6 is less than 3 (less than ‘agree somewhat’), which indicates there is a low level of approval on these phrases. 

To test the null hypothesis based on the mean of approval on the axis of administrative and financial situations at LUs is equal to 3.0 (agree somewhat) the One-Sample T statistic was used. The result of the Z-test showed that the value of B.3.6 is less than -1.96 (-8.92), meaning the phrase was approved by a low mean (less than ‘agree somewhat’). We can also note that the result of the Z-test corresponding from B.3.1- B.3.14.2 (greater than 1.96), indicating approval by a high mean which ranged between 3.2 and 4.4 (more than ‘agree somewhat’).

5.5 Discussion of the research questions

Demonstrating the importance of an effective method of change in organisations such as higher education institutions, the HES has recognized the unsatisfactory situation of the LUs, issuing Resolution No. 164 for the year 2006 [82] on the establishment of quality assurance and its adoption in higher education institutions, A centre has been established to design, develop and apply a comprehensive system for evaluating the quality assurance and accreditation of national institutions of higher education, and the rebuilding of the administrative structures, human resources development and the development of technical devices and equipment. This will enable them to upgrade the graduates and research activities and knowledge, contributing to achieving the objectives and requirements of development and competition in the local labour markets and at regional and international levels. The objectives of the Centre include: 

· Spreading the culture of quality and continuous development, and evaluation and accreditation of the university academic circles and among all segments of society.

· Public policy proposal to evaluate the performance and quality assurance and accreditation of all higher education institutions. 

· Developing principles and criteria and conditions for evaluation and academic accreditation, modification and development in the light of public policy for higher education, according to scientific and technical developments affecting the higher education institutions. 

· Establishing a unified system that is binding on all institutions of higher education. 

· Definition of society and its institutions at various educational institutions in terms of quality and efficiency of the educational level and strengthening the confidence of the community institutions. 

· Achieving excellence, efficiency and quality in performance in all components of the higher education institutions. 

Extrapolating from Table 5.2 above it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the indicators affecting the administrative and financial situations, which reflect Factors affecting Information and Communication Technologies in University. A mean score is calculated of the response for each variable:  B.3.7.1 indicates an urgent need to modernize self-management of universities in scientific, research, financial and administrative aspects scored a mean value of 3.5 (i.e. ‘strongly agree’). As for B.3.7.2 (There is an urgent need to modernize the university to strengthen scientific departments in universities) scored a mean value of 3.2 (i.e. ‘strongly agree’). The mean score for variable B.3.8  (which refers to the need of developing a coherent plan or vision and clear organisational  structures for education and university buildings, materials and human resources must be met as well as information systems and scientific research needs) was 3.5.

A comparison of results with SPSS (One-Sample T) Mean and Z-test has provided a detailed picture of the factors that influence of the university management efficiency axis. The overall purpose of studying the questionnaire variables is to serve the conceptual phase of original design to implementing change model. The results can serve to get an idea of the present situation in the LHEIs on the basis of the study objectives. 

Measurements can serve to develop and update the current financial and administrative dependence of universities to be compatible with the requirements of implementing of the model of change management. as well as enhancing the LHEIs suitability for the implementation of total quality management through addressing many administrative problems whether in planning or regulation, inflexible organisational  structures and update the promotion of scientific methods in management practice, follow-up and modern control systems, resulting in an effective assessment of performance of the university. 

Furthermore, the mean score for variables of administrative and financial axis  had  varied for each variable, in basic design principles for creating university organisation was 3.3-4.1  compared with 3.2-3.9  in the University’s Financial Systems, and mean value for each composite the Rationalization of University Spending were varied between 4.1-3.8. These statistics also estimate a scale score value for each item for each respondent.  Overall, the survey data revealed there is a need to assess all the variables of the administrative and university financing (under consideration) which almost solely relies on funding or government support, for directing it towards diverse funding  sources, in line with the requirements of development and implementing  a change model  in LHEIs. 

5.6  Assessment of the results

In this chapter the researcher addressed the performance assessment of the university during the assessment of administration and university financing, and has concluded the following: 

A mean score and standard deviation are calculated for each respondent for each composite of assessment of the administrative and financial situations consistent with the requirements for implementing of the change model, through:   

First: 

· Financial self-regulation for institutions of higher education. 

· Management modernization in all aspects of planning, organisational and regulatory. 

· Rationalization of spending on university education; optimal use of available resources. 

· Developing the sources of funding for education and the development of education sources other than government funding. 

Second: 

The results of the study (test of variables of the administrative and financial situations currently prevailing in universities) demonstrated that one of the most urgent tasks required from the HES is working to implement a coherent change strategy, and review and update it periodically over the next few years. In particular it should review the legal framework related to university organisation and financial conditions, and make the necessary adjustments, including harmonizing it with the structural changes proposed in models of strategic change in LHE as a result of this analysis.

Impact assessment data is important to a range of policy-makers from university leadership in the area of policies and/or university institutional performance that might improve the administrative-financial situations. The results of these simulations show the potential for significant impact on establish a modernization system, autonomy and adequate financial resources for creating an effective university organisation. The specific techniques under study questions, focusing on the following issues:

University organisation:  

· The absence of a clear understanding of the objectives of the HES and Scientific Research and the responsibilities of many workers in this sector. 

· The impact of excessive control on the financial aspect of self-regulated universities and hampering of the administration in decision-making on the use of resources. 

· The limited self-regulation for the leaders of universities has not been used well: leaders of the universities did not take the decisions necessary for the effective performance of their universities when they have the authority to do so. 

· Lack in HEIs of experience and skills that enable them to exercise financial independence; additionally the current organisational structure does not fit with full autonomy. 

· The absence of community participation in decision-making councils led to the isolation of the university community and its surroundings, and a lack of transparency and accountability in the university. 

· Limited data for policy formulation at national and institutional level.

Financial resources: 

· Despite the allocation of significant amounts to higher education at the present time, there are obstacles in the ability to using it an appropriate manner. 

· Although the allocation of a large part of the operational budget for universities is directed at wages, that did not preclude the presence of large imbalance in teacher/student ratios. 

· LUs do not have the systems to enable them to develop their own resources. 

· State universities do not charge tuition fees from students, except modest fees for registration and activities, depriving them of an important source of additional income. 

· Universities are not allowed to borrow to finance investment projects, and if allowed they lack the skills and capabilities necessary for its administration. 

· The state budget funding make up a high proportion of the budget for higher education.

· There is no logical foundation for the distribution of the annual allocation to LUs, along with little transparency in this distribution. 

According to LUs Organisation, in the case of state universities being given some financial control and self-regulation, in return university leaders are exposed to accountability and accounting. This is not due to universities receiving substantial funding from the state, but because universities are one of the most important sources for sustainable development and a component that plays an important role in the country’s infrastructure development needs.

This accountability includes the following dimensions:

· Creating financial and accounting systems and implementation of complete transparency. 

· Create transparent criteria for selection and appointment of university leaders/officials. 

· Provide frameworks and legal rules that give the university full financial and administrative self-regulation. 

· Implementation of the principle of transparency and the availability of information to stakeholders and society as a whole. 

· Create and adopt comprehensive quality systems in all activities of the universities to ensure quality output.

Institutional organisation of universities: 

In theory, research provides an integrated framework of self-regulation in universities adapted to global change models of higher education institutions. In practice, according to the results of quantitative analysis of the questionnaire and documents regarding the institutional organisation of universities, a result emerged that universities do not follow full self-regulation in management and development plans and future strategic vision, but their role is to implement a policy of higher education a whole; they also do not enjoy financial self-regulation. The researcher believes that one basic thing that universities should have is complete self-regulation as a tool used to create better decision making and more effective and realistic strategies for guiding the institution. Additionally, in order to be effective in independence and serve the institutional organisation of universities, appropriate conditions should be provided for the exercise of this independence. However, current indicators point towards the absence of such conditions in Libya. In order to create conditions for the exercise of autonomy and adaptation of global change models with higher education institutions, it should reform the following aspects:

1. Institutional performance of universities 

2. University Organisation 
3. Transparency and accountability 

4. Capacity building and human resource development

Next steps towards greater university autonomy:  

When there are accountability procedures, and universities have the capability to apply independence, and the strategy of regular periodic audits is established, then (and not before) the ministry will be able, with confidence, to grant full autonomy to universities, including financial independence. It is then that universities can decide for themselves how to disburse funds allocated to them from government, which must provide a budget cut-off, and this requires allowing universities to transfer amounts they have saved from year to year, as well as allowing borrowing and investment. These circumstances allow establishing the university’s ability to sponsor programs or cancel them as they see fit, as well as letting them appoint senior leadership etc. 
The transition to full independence in the university system is not easy to rush through with improvisations, because the risks of this could be disastrous, but if the transformation is successful the positive factors will have a huge impact; they will ensure the development of a higher education system in Libya with a high level of quality and make it an effective system that can serve the country in an optimal fashion. In this regard Libya could benefit from the experience of Western countries backed the European Union. Through selecting the best LUs as experimental models of independence, and demanding the government receives reports on organisational structures and capacity-building actions in the selected universities. These proposals can be subject to scrutiny and evaluation by higher education experts.
6. Analysis of the Relationship between Fields of Organisational Change and Implementation Process

6.1 Display of variables and values; data Analysis; the graphical representation of data and Interpreting Quantitative Data with SPSS

The data and representation is separate and the data dealing with to all kinds of the development of organisational structure, the processes of work redesign technology and influence on employee behaviour, in LHEI. Interpreting quantitative data on its impact on the efficiency of management this may help universities to upgrade their performance through the solution of various pressing problems (organisational and coordination). The survey based on primary sources through the distribution and analysis of questionnaire is establishing more importance of the research which lies in the data statistical used, and its dependence on the application.

A study applied to staff in of LHEIs representing senior management and middle management and lower management. We have been measuring the evolution of administrative structures and its impact towards development and implementing a change model from the viewpoint of workers in institutions. The statistical mean values and standard deviations computed by SPSS for the study sample was adopted in this part as a method for discussion of study questions: An extrapolation and descriptive approach supported with the use of secondary sources such as reference and periodicals, previous studies and through the use of primary sources such as the questionnaire in line with the requirements of the study based on analysis of reality. 

6.2 The relationship between organisational structure and the change implementation process

Table ‎6:1  Frequency distribution table for the data on organisational structure
	vari-able 
	phrase
	strong

disagree
	disagree 
	agree      

somewhat
	agree
	strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.8.10
	The method of division of labour in institutions of higher education is ineffective
	2
	1
	43
	15
	119
	41
	60
	21
	64
	22

	A.8.11
	HEIs continue to maintain policies and procedures consistent with the requirements of the information age.
	64
	22
	51
	18
	92
	32
	61
	21
	20
	7

	A.8.12
	There are no opportunities in LHEIs for promotion and progress in work.
	0
	0
	25
	9
	105
	36
	117
	41
	41
	14

	A.8.13
	I think it is necessary to introduce some amendments to the method of the current work.
	55
	19
	51
	18
	125
	43
	48
	17
	9
	3

	A.8.14
	HEIs lack the flexibility in their work.
	4
	1
	54
	19
	111
	39
	102
	35
	17
	6
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Figure ‎6:1  Illustration of the frequency histogram for variables of an organisational structure
Table 6.1 shows the frequencies of the study sample responses on the characteristics of the questions of the organisational structure terms. From the table we can note that the  distribution of the relative frequency of answers about phrase A.8.11 that 22% indicated ‘strongly disagree’ and 18% chose ‘disagree’ from a total of 115 responses indicating disagreement, or 40%: this indicates the HEIs failing to keep their policies and procedures consistent with the requirements of the information age. The chart representation of the frequencies on the quantitative data indicates that the responses to phrase A.8.11 take the form of exponential distribution, or high frequency, in the class of ‘disagree’ and declining constantly in the classes of more approval, suggesting a high degree of approval for the less-mentioned terms.

We also note that the distribution of answers on the frequency phrases (A.8.12) has a percentage of 41% and takes the form of right-skewed distribution, or high frequency, in the class of ‘agree’ gradually declining in the classes of low approval and scoring lower in the category of full agreement, indicating the degree of approval is high for the term in question. 

We note that the distribution of relative frequency answers on the other phrases (A.8.10, A.8.13, A.8.14 respectively) take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for the terms.

Table ‎6:2  Mean and results of Z-test about phrases relating to characteristics of pattern of Organisational structure of the LUs.

	variable


	Mean
	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-

test

	
	
	
	Lower
	Upper
	

	A.8.10
	3.5
	1.02
	3.4
	3.6
	8.15

	A.8.11
	2.7
	1.22
	2.6
	2.9
	-3.77

	A.8.12
	3.6
	0.84
	3.5
	3.7
	12.26

	A.8.13
	2.7
	1.06
	2.5
	2.8
	-5.27

	A.8.14
	3.3
	0.88
	3.2
	3.4
	4.97
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Figure ‎6:2  Line graph for data on Organisational structure of the LUs
Table 6.2 shows the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the organisational structure axis. Clearly, from the table we note that the mean of approval on the terms A.8.11, A.8.13 is less than 3 (less than ‘agree somewhat’) while the average approval on the terms A.8.10, A.8.12, A.8.14 is more than 3.0 (greater than ‘agree somewhat’).

To test the null hypothesis based on mean of approval on the organisational structure axis is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. Analytically, the Z-test showed that the result corresponding to A.8.11, A.8.13 are less than somewhat, which meant (> -1.96)   respectively   -3.77, -5.27, indicating they have been approved by a low mean 2.7 (less than ‘agree somewhat’). We also note that the result of the Z-test corresponding to the other phrases is greater than 1.96, indicating they have been approved by a high mean for A.8.10, A.8.12, A.8.14 (more than ‘agree somewhat’).

The result shows that the structure analysis with SPSS (One-Sample T) Mean and results of the Z-test provides a detailed picture of organisational structure. The results serve to gauge the present situation in the LHEIs, to prepare and introduce definite structural measures:

· specialization in the work and presence of specific tasks

· scope of supervision and lines of authority and responsibility 

· decision-making positions in terms of centralization and decentralization

or to gauge the evaluation of restructuring measures through the introduction of new structures to facilitate the implementation of the change model in LHEIs.

Discussion of study questions:  

Compatibility with technology simulation:

Practically, some organisations operate in an environment that is stable and predictable; others were working in the areas which require development in the face of unstable external environments. The results of the questionnaire analysis found that the LHEIs do not keep policies and procedures consistent with the requirements of the present time. 

The data shows there is also insufficient use of technology to accomplish tasks within the institutions. Table 6.2 shows the result of variable A.8.11 where the mean value = (2.7) and standard deviation = (1.22), which shows that the organisational structures of the LUs need to pay more attention to technological developments. Therefore, insufficient attention to developments and technological improvements may undermine the flexibility of organisational structures. 

Flexibility of organisational structure 

Through the relative frequency of the respondents answering of the research questionnaire, it is clear that the organisational structure axis (according to the result of variable A.8.14 in Table 6.2 shows where the mean value = (3.3) and standard deviation = (0.88) indicate that the changes in organisational structures do not coincide with the strategy of the LHE. With the organisational structures’ inertia and lack of development, to become more effective the organisational structure must be flexible, which is one measure of the effectiveness of the organisational structure of universities, as well as the principle for development of administrative management.

Clarity of the powers and functions

The organisational structure coherence strengthens the importance of the work group and can help organisations to achieve the objectives of development and modernization. 

The result of variable A.8.13 in Table 6.2 shows where the mean value = (2.7) and standard deviation = (1.06) are revealing that it is necessary to introduce some amendments to current work methods in the LHEIs. The institutions are lacking clarity in their powers and functions and the researcher attributes this fact to the ineffective method of division of labour in these institutions. Moreover, the result shows there is no clear and appropriate job description in the organisational  structure and institutions, they overlap in terms of reference according to the result of variable A.8.10 where the mean value =(3.5) and standard deviation = (1.02).

According to the study sample respondents the results of variable A.8.10 showing the influence of  structural changes  that without ministerial depth-studies,  also lack of stability in the organisational  structure,  fluctuations and structural changes in both governance system  This has not been conducive raising the efficiency of institutions of Higher Education .In addition to this, frequently exposure of  LUs to integration or separation or abolition in a short period of time and which is still ongoing ( during the period of this study) — the latest rebuilding is the decision No. 22 issued by LGPC in 2008 related to the organisational  restructuring of universities [82]. This has led appearing conducive to raising inefficiency, as well as policies that appear to be a barrier for achieving higher levels of efficiency.

Opportunities for career development and promotion

The results of the analysis of the variable A.8.12 indicators show clearly that the effectiveness of the current organisational  structure did not help raising the efficiency of work in institutions of Higher Education and do not provide opportunities for promotion and progress at work, where Table 6.2  shows the mean value =(3.6) and standard deviation= (0.84) the result shows a high proportion would  lead to the obstruction of innovation and creativity in implementation change models in most cases. 

Clearly, the lack of motivation as the main cause of organisational  decline in the organisational  structures of  LUs did not help to complete the work well, so as to the existence of inefficiency problems of the government apparatus and conflicting and overlapping powers, which was confirmed earlier in the theoretical framework. The weakness in the achievement of government action could also explain the kind of organisational culture prevailing in institutions of Higher Education, where perhaps they tend to mix between the culture systems, roles and dependence on compliance with regulations, as well as a tendency to centralization.

6.3 The relationship between organisational work redesign and the change implementation process

Table ‎6:3  Relative frequencies of study sample responses on phrases of organisational work redesign variables

	Variable 
	phrase
	strong

disagree
	disagree 
	agree      

somewhat
	agree
	strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	
	Job satisfaction 
	
	
	
	
	
	
	
	
	
	

	A.8.4
	I don’t feel the need to amend some existing functions.
	98
	34
	69
	24
	34
	12
	33
	11
	54
	19

	
	Organisational  commitment:
	
	
	
	
	
	
	
	
	
	

	A.8.5
	Work design in various institutions of higher education measured scientifically   and accurately.
	111
	39
	96
	33
	58
	20
	22
	8
	1
	0

	
	The diversity of skills
	
	
	
	
	
	
	
	
	
	

	A.8.6
	 There is no need to review the functions of higher education institutions and describe them constantly.
	62
	22
	74
	26
	109
	38
	39
	14
	4
	1

	
	Ability to perform
	
	
	
	
	
	
	
	
	
	

	A.8.7
	There is continuing research on new methods for the development of   methods of work performance.
	33
	11
	111
	39
	102
	35
	38
	13
	4
	1

	
	Autonomy
	
	
	
	
	
	
	
	
	
	

	A.8.8
	There are specific requirements for each mission by the individual.
	33
	11
	86
	30
	97
	34
	59
	20
	13
	5

	
	 Job enrichment
	
	
	
	
	
	
	
	
	
	

	A.8.9
	Lacking review of ways and methods of work  and promoting  it continually
	55
	19
	74
	26
	90
	31
	59
	20
	10
	3



Figure ‎6:3  Illustration of the frequency histogram for variables of organisational work redesign of the LUs
Table 6.3 shows that the frequencies of the study sample responses on the questions of characteristics of the work redesign. From the table, we note that the distribution of answers to the relative frequency about phrase A.8.5 showed ‘strongly disagree’ at 39% and ‘disagree’ scoring 111 or 39%, suggesting that the HEIs are not consistent with the variables of redesign of work. 

Chart representation of table of frequency on the quantitative data indicates that all phrases on work redesign respectively take the form of natural distribution or high frequency in the classes of ‘strongly disagree’ and ‘disagree’, gradually rising in the class of ‘agree somewhat’, which indicates that the degree of consent is low for the  mentioned phrases.

The trend in the survey sample on these terms tends largely to ‘strongly disagree’ (39%) with a standard deviation of (0.96), reflecting the heterogeneity of opinion on the terms, indicating respondents are not convinced that the working methods and work with existing systems need to be changed. It noted that the re-design work needs some effort and cost. In the case of the diversity of skills is requires training for new tasks. In the case of job enrichment, we need trained personnel to assume greater responsibilities and control over their work. We may need to provide more tools or equipment to achieve self-control over work, in addition to organisational commitment in the reconstruction works in the design of various institutions of higher education in a scientific and accurate way. However, the results of a data analysis graphically show there is also insufficient use of processes reengineering and methods of work redesign to accomplish their tasks within the institutions, reflecting the heterogeneity of opinion on the terms and independence, and this means there are specific requirements for each mission by the individual.

The above table shows that the indicators of performance (30%) and satisfaction (30%) and independence (30%) did not dominate the research sample more than other dimensions relating to the work redesign, which indicates that developments taking place in the regulatory environment of institutions of higher education is reflected on the performance of personnel and organisational commitment through the design of various jobs in HEIs scientifically and accurately. The above table shows that the indicators for the work redesign did not show a particular emphasis for one factor suggesting that regulatory developments occurring in the institutions’ environment do not seem to possess practical significance.

This reflects the lack of interest in working with management and benefiting from their experiences and views on the changes introduced. This can be attributed to the level of awareness of the regulatory environment and the importance of organisational development in these dimensions.

Table ‎6:4  Mean and results of Z-test about phrases relating to characteristics of pattern of organisational work redesign of the LUs.

	variable


	Mean
	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-

test

	
	
	
	Lower
	Upper
	

	A.8.4
	2.6
	1.51
	2.4
	2.7
	-4.83

	A.8.5
	2.0
	0.96
	1.9
	2.1
	-18.00

	A.8.6
	2.5
	1.02
	2.4
	2.6
	-8.73

	A.8.7
	2.5
	0.91
	2.4
	2.7
	-8.49

	A.8.8
	2.8
	1.04
	2.6
	2.9
	-3.78

	A.8.9
	2.6
	1.11
	2.5
	2.8
	-5.57
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Figure ‎6:4  Line graph for data on Work redesign of the LUs
Extrapolating from the above table, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of   the work redesign indicators, which reflect the work assessment and enrichment, independence and ability to perform the diversity of skills and organisational  commitment has varied between (2.0-2.8), and if we compare these averages of ‘agree  somewhat’ which has been allocated (3) we can conclude that the all paragraphs are less than this value, indicating that the LHE institutions don’t address the Model of Job characteristics, despite the importance of linkage with the elements of organisational  development to help bring about the change model effectively. 

To determine the most important indicators to confirm the interpretation chosen by sample members a Z-test and standard deviation was conducted. Thus it can be considered (6) variables of work redesign as well as the most important phrases covered by the interpretation, as explained in table 6.4 clearly, from the table we can note that the mean of approval on the work redesign indicator variables is less than 3 (less than ‘agree somewhat’).

To test the null hypothesis based on mean of approval on the organisational structure axis is equal to 3.0 (agree somewhat) the One-Sample T statistic was used. Analytically, the result of  the Z-test showed that the value of the phrases A.8.4, A.8.5, A.8.6, A.8.7, A.8.8, A.8.9 was less than the value of -1.96 respectively, showing that the phrases were approved by a low mean (less than  ‘agree somewhat’). We also note that the results of the Z-test corresponding to the work redesign phrases are lower than 1.96, indicating that they have been approved by a low mean. 

The results show that the analysis with SPSS (One-Sample T) Mean and results of the Z-test provide a detailed picture of the work redesign process. The results can serve to build an idea of the present situation in the LHEIs. Moreover, they can serve to prepare and introduce definite redesign of jobs performed by workers in the organisation through the incorporation of elements of the processes reengineering (Organisational Design) to maximize the quality of work methods through job enrichment programs, affecting the motivation and performance of LHEI employees.

Discussion of study questions:  

Progress occurs by introducing new labour standards. Therefore, Tables 6.3 and 6.4 show a wide variety of characteristics associated with the ability of institutions of higher education in   redesign of the characteristics of work in accordance with internal and external environment. This would contribute to the creation of more effective development programs for administrative leadership in colleges and universities in order to build administrative leadership strategy that creates a balance between the efficient functioning of workers to provide services to achieve customer satisfaction (staff and students). This means that the work environment provides information to help to bring about change effectively, thus ensuring the flow of information throughout the organisation; in response to the proposed changes workers need to have sufficient information to help them in business performance and compatibility between jobs, technology and organisational structure on the one hand, and the characteristics and requirements of workers must be considered on the other. Therefore, the variety of activities included in a post requires the incumbent to use many skills and abilities to accomplish it. 

The examination of research questions gives a quantitative interpretation of the results of the questionnaire using 6 items describing work redesign indicators, and during the consideration of the tables and earlier chart representations, which show the frequency, weighted means, standard deviations and Z-tests. However, the variables are arranged according to their mean score for the repetitive frequency and the statistical mean values and standard deviations computed by SPSS for the study sample responses as follows: 

A.8.5 — Organisational commitment 

Through the relative frequency of the respondents’ answering of the research questionnaire, it is clear of the work redesign axis, according to the result of variable A.8.5. Table 6.4 shows the mean value = (2.0) and standard deviation is equal to (0.96), which indicate that the work redesign in various institutions of LHE according to respondents lacks identification of organisational  specializations design. Therefore, the institutional division of labour is increasing the fragmentation of knowledge and skills scientifically and introducing internal forms of flexibility at LHEIs. It is characterized by a design and development of intervention programmes, involving division of labour. Furthermore, this affects the development of work methods and regulations, in addition to the quality of the institute’s decision-making process. In practice, organisational commitment is located between introducing planned positive changes in organisational structures to enhance the strategic goals of the institution and suitability with the working environment in terms of the form and size of employment.

A.8.6 — The diversity of skills

Table 6.4 gives a mean value = (2.5) and standard deviation = (0.84) for variable A.8.6, the result showing a high proportion of disagreement on Higher Education appears to be of considerable importance, with a value (Likert-scale) = 38% disagreed with this statement. The emergence of the barriers in Higher Education organisations may lead to coordination problems in describing different obstruction of diversity skills, institutional processes, structural forms and problems of coordination that emerge because of the lack of understanding of institutional diversity and restriction in diversity of corporate governance and organisational  processes

A.8.6 — Ability to perform:


The extrapolation of results in the table above shows that the level of performance variable is placed second in the work redesign indicators. Assessing of the work redesign characteristics gives highest and lowest values of data results. The frequency distribution was correlated with methods of work performance with a Likert-scale value equal to 35%.  This meant (‘agree somewhat). Table 6.4 shows the mean value = (2.5) and standard deviation is equal to (0.91) followed by A.8.9 Independence and A.8.7 Job Enrichment. The results demonstrate a lack of continuing research on new methods for the development of methods of work performance. Practically, though LHEIs (case study) still face many obstacles and organisational difficulties that hamper the performance of their role, perhaps the most important of these obstacles is the lack of goals and major tasks of many organs in a clear and precise manner. Organisational structures in institutions are not compatible with the requirements of daily work, making it unable to fit between the demands of work and the actual capacity to achieve it. However, the most important role of HEIs was identified to some limited changes, which do not meet the development purpose and lacked a holistic view. Also distributing of work to staff is not disseminated objectively according to the size of the work that required from each administrative unit, which led to more organisational restrictions in development and implementing change models.

A.8.9 — Job Enrichment

The job enrichment technique is one of the modern methods used in the redesign of management system jobs in the current era. The case study shows the practical implementation of enriching individual and organisational learning is to establish accumulation of many skills embedded within development and implementing the change model into LHEIs (case study).

According to examination of variable A.8.7, Table 6.4 gives a mean value = (2.6) and standard deviation = (1.11), so the study reveals that it is necessary to introduce further diversity in the functions and activities of the job. Furthermore, this is meant is to give staff greater opportunity of full control of operational performance in terms of planning, implementation, follow-up of results and correcting errors. In this method (job enrichment) they participate in decision-making, organize their work, develop, analyze the results and follow up. More generally, this requires the highest skills and gives a renewed impetus. Job enrichment would be a continuing stimulus as the work, corrections and improvements are the responsibility of the group, a process that does not end because the opportunity for improvement is continuous.

A.8.4 — Job satisfaction

Table 6.4 shows the mean value = (2.6) with standard deviation = (1.51) for variable A.8.4, the result giving a high proportion of ‘disagree’ answers to the idea that Higher Education appears to urgently require amendment of some existing functions. According to examination of variable A.8.4 Table 6.3 shows the relative frequency value (Likert-scale) is equal to 34% and 24% (or a total of 58%) where the result came in class of ‘disagree’ or ‘strongly disagree’. This meant that the work redesign and methods of HEIs is incompatible with job satisfaction factors.  The reason behind that is the institutions lack of precise criteria to evaluate the performance and promotion of staff or to give them opportunities to develop their skills and creativity. On the other hand, the studies indicate that increasing job satisfaction is leading to reduction in obstructionist conduct to institutional performance and production. In this regard, development and implementing the change model may cause the mismatching of individuals within the Higher Education administration, thus causing problems of poor performance and low job satisfaction. We must make some intervention in the regulations affecting individuals directly in order to restore harmony and balance between the nature of the individuals and the nature of the organisation through persuading employees towards acceptance of change and building incentive systems to encourage departments and individuals to contribute to the successful operation of organisational development.

A.8.8 — Autonomy  

Analytically, it is clear from the work redesign axis, through the relative frequency of answers of the research questionnaire with value (Likert-scale) = 34% the result shows there are specific requirements for each mission by the work individuals in LHE organisation. According to the result of variable A.8.8 Table 6.4 shows the mean value = (2.8) and standard deviation = (1.04), which indicate that autonomy does not coincide with the strategy of the LHE, or with the organisational structures inertia and lack of development; to become more effective work methods must be independent, which is one measure of the effectiveness of the organisational structure of enterprises, as well as the principle for the development of administrative management.

It should be noted there are key elements to help university-wide processes to perform various functions in general, fulfil its functions of enhancement and gaining knowledge and its function in community service as an extension of university expertise.  In particular, it highlights the potential of those cases; there is no doubt that as the universities has enjoyed greater independence, they were able to move flexibly and efficiently to achieve their goals and functions. Therefore the core role of universities lies in  the service of society, may be more jobs linked to those in need and independence, as it requires that it functions more interactively with the community, hence perhaps highlighting the importance of addressing the issue of universities in the performance of community service in conjunction with its independence.

6.4 The relationship between technology and the change implementation process

Table ‎6:5  Relative frequencies of the study sample responses on the phrases of variable of Technology

	Variable
	phrase
	Strongly

disagree
	disagree 
	agree  

some-

what
	agree
	Strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.8.1
	Our university to do the modernization and renewal of mechanisms and technologies continuously.
	117
	41
	22
	8
	25
	9
	58
	20
	66
	23

	A.8.2
	Technology of competitive institutions  are more sophisticated than our university
	8
	3
	20
	7
	70
	24
	148
	51
	42
	15

	A.8.3
	Modern communications technologies introduced in order to facilitate the exchange of information between different administrative levels in our university 
	13
	5
	62
	22
	137
	48
	69
	24
	7
	2
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Figure ‎6:5  illustration of the frequency histogram for variables of the technology of the LUs

Table 6.5 shows that the frequencies of the study sample responses on the questions of   characteristics of the technology terms. The graphical representations of the technology axis has shown relatively weak outcomes; responses to phrase A.8.1, they take the form of exponential distribution, with 41% responding ‘strongly disagree’ on the subject of HEIs failing to keep their modernization and renewal of mechanisms and technologies continuously consistent with the requirements of the information age.

Analytically, it is clear for the Technology axis, through the relative frequency of the respondents answering of the research questionnaire with result of variable A.8.2 value (Likert-scale) = 51 % the result shows that the study sample agreed that the technology of competitive institutions are more sophisticated than LHE universities, with a high response frequency (148). This study shows the current emphasis on achieving competitive advantage by developing change model for LHE institutions.  

The chart representation of the quantitative data indicates that phrase A.8.2 takes the form of right-skewed distribution, or high frequency in the ‘agree’ class, declining gradually in the classes of low approval, indicating high degree of approval. 

Respondents’ answers for variable A.8.3 resulting that over one third of the survey samples (a frequency of 48%) ‘agree somewhat’ that the universities have introduced modern communications technologies. However, according to the study sample response the universities (under study) now have ongoing establishment of institution-wide technological infrastructure in order to building a more sophisticated system to facilitate the exchange of information between different administrative levels in universities. However, results of the relative frequencies analyses for variable of technology reveals that rich pedagogical use of modern communications is in many institutions (under study) still in development. 

Table ‎6:6 Mean and results of Z-test about phrases relating to characteristics of technology of the LUs.

	variable


	Mean


	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.8.1
	2.8
	1.67
	2.6
	3.0
	-2.33

	A.8.2
	3.7
	0.90
	3.6
	3.8
	12.77

	A.8.3
	3.0
	0.86
	2.9
	3.1
	-0.34
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Figure ‎6:6  Line graph for data on the technology of the LUs

Table 6.6 shows the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the technology axis. Clearly, as is evident from the figure, the mean of approval on variable A.8.1 is less than 3 (less than ‘agree somewhat’). In addition to this the average of approval on variable A.8.2 is more than 3.0 (greater than ‘agree somewhat’). We can note that the value corresponding to the test variable A.8.3 falls between 1.96 and -1.94, which indicates there is a medium level of approval (‘agree somewhat’) on these phrases. 

To test the null hypothesis based on the mean of approval on the Technology axis is equal to 3.0 (agree somewhat) the One-Sample T statistic was used. The result of the Z-test showed that the value of A.8.1 is less than -1.96 (-2.33), meaning the phrase was approved by a low mean (less than ‘agree somewhat’). We can also note that the result of the Z-test corresponding A.8.2 is 12.77 (greater than 1.96), indicating it was approved by a high mean of 3.7 (more than ‘agree somewhat’).

 A comparison of results with SPSS (One-Sample T) Mean and Z-test has provided a detailed picture of the technology axis. The overall purpose of studying the questionnaire variables is to serve the conceptual phase of original design to implementing change model. The results can serve to get an idea of the present situation in the LHEIs on the basis of the study objectives. Measurements can serve to develop and update the promotion to change of the communications technologies in higher education   (modernization of management), and thus mechanisms for implementing change as part of the restructuring of a new public examination on the integration of the change model process. Moreover, it will enhance the sustainability of the LHEIs through addressing factors that influence modernization and renewal of mechanisms and technologies continuously, to establish a sustainable regulatory structure for higher education relying on modern communication technologies.

Discussion of study questions:  

During the past two decades most societies have experienced rapid and large-scale transformations in various areas due to the rise in the level of education and culture of the individual and society, partly as a result of new scientific discoveries and inventions in various fields of science, especially in the field of electronic information. This communication revolution has linked all states and peoples of the world more closely. Information and knowledge bring power and authority, and are influential in the development and growth of any society, in addition to the changes in technology and the transitional political, economic and social pressures at international and regional levels. 

Improving the performance of organisations or institutions, including modern universities is a global concern in all countries in the world. Moreover, the ability of any society to manage its institutions and programs not only effectively and efficiently but equally is vital, and innovation is one of the most important characteristics that distinguish any society from other societies. Moreover, recent statistical data has shown that the organisations, including universities and information centres and institutions of higher education, face different challenges in the form of reduced productivity, increased costs, lack of financial resources, and adopting effective techniques to achieve their goals, as well as the low level of job satisfaction among workers

Now, business organisations and institutions of HE are become more demanding than ever before with an aim to achieving global standards in their departments and in the pattern of dealings with their employees. 

Research has shown that in a survey over one third of respondents (41%), including top management said that the management information systems, documentation tools and techniques and the project management process discussed in universities do not have clear and specific terms of reference and their relationship with other related departments are weak and have no role in creating or providing information or do not exist in some universities. The results showed that the harmony and compatibility of information systems at universities was sub-average level; this indicates an incompetence of information systems in universities (under study). Moreover, respondents in various administrative levels reported that the LHE is not doing enough to update and renew mechanisms and technologies on a continual basis, which indicates that the examined institutions need to create a set of modern communications and new technologies in administrative processing and the availability of governing mechanisms in each institution of the LHEIs. 

Analytically, it is clear from the technology axis, through statistical data of relative frequency of the respondents answering of the research questionnaire that More than 51% of respondents reported that the technologies in competitive institutions are more modern and sophisticated than universities in the LHE organisation. According to the result of variable A.8.2 Table 6.6  shows a mean value = (3.7) and standard deviation = (0.90) which indicates that the HEIs need to establish appropriate governance mechanisms and create a set of unifying modern communications and new technologies in universities to keep pace with the requirements of the information age and to gain a competitive edge.
6.5 The relationship between influence on employee behaviour at work and the change implementation process

Table ‎6:7  Relative frequencies of the study sample responses on the phrases of Influence on Employee Behaviour 

	Vari-

able 
	phrase
	Strongly

disagree
	disagree 
	agree 

somewhat      
	agree
	Strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.8.15
	There is no importance attached to the beliefs and goals of individuals at the time of implementing model of change.  
	15
	5
	46
	16
	79
	27
	97
	34
	51
	18

	A.8.16
	LHEIs are interested in influencing employees to update their skills to cope with new task requirements.
	15
	5
	51
	18
	105
	36
	111
	39
	6
	2
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Figure ‎6:7  Illustration of the frequency histogram for variables of influence employee behaviour at work

Investigating factors that influence employee behaviour at work, statistical results of the responses to variable A.8.16 show that more than 34% of respondents reported having some concern about the change. Although the high score in the ‘agree’ class, with value (Likert-scale) of 39%, indicates that LHEIs are interested in influencing workers to update their skills according to new tasks requirements In order to benefit effectively from its possibilities available to them in the implementation of the requirement changes, whether material or human resources or technology, ensuring optimal use of available resources and efficiency in bringing about change.

  
Recent statistical data has shown an increasing number of challenges facing HEIs and since change and development in the skills of individuals requires the development of the educational process. This in turn requires the development of academic performance of members of the teaching faculty; effective institutions of higher education need to find appropriate opportunities to develop the skills of faculty members, raising the quality of their teaching.

Table ‎6:8  Mean and results of Z-test about phrases relating to characteristics of pattern of Influence on Employee Behaviour at the LHE.

	variable


	Mean
	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-

test

	
	
	
	Lower
	Upper
	

	A.8.15
	3.4
	1.11
	3.3
	3.6
	6.52

	A.8.16
	3.1
	0.91
	3.0
	3.3
	2.71



Figure ‎6:8  Line graph for data on the influence employee behaviour at work

Table 6.8 shows the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the influence on employee behaviour   axis. Clearly, from the table we can note that the mean of approval on the terms A.8.15, A.8.16 is more than 3.0 (greater than ‘agree somewhat’).

To test the null hypothesis based on the mean of approval on the axis of influence employee behaviour at work is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. The result of the Z-test showed that the values for variables A.8.15 and A.8.16 were more than 1.96 (3.4 and 3.1 respectively), showing these phrases were approved by a high mean (more than ‘agree somewhat’). 

The result shows that the method of analysis with SPSS (One-Sample T) Mean and results of the Z-test provide a detailed picture of the factors that influence employee behaviour at work. The results can serve to get an idea of the present situation in the LHEIs, to influence workers behaviour at work or to evaluate restructuring measures through the impact on employees to facilitate implementing the change model.

Discussion of study questions

Research has shown that the most important internal environment variable is personnel in different functional positions, who form the backbone of an organisation’s culture and development trends, as the characteristics and capabilities of human resources in any institution affect and are affected at the same time.

Statistical data for variable A.8.7 gives a resulting mean value = (3.1) and standard deviation = (0.91), so the study reveals that the trend of respondents to the phrase tend towards agreement, reflecting the homogeneity of opinion on this phrase, which means that the administration in HEIs is interested in influencing the workers behaviour to be consistent with the requirements of the new tasks of change.

Logically, the successful performance of individuals within their organisations means there is a consensus among individuals (their goals and motives and their personalities and abilities and hopes) on one hand, and between the administration, the goals, functions and procedures and technology on the other; therefore, organisations are constantly changing. This change has not been agreed to by the individuals, causing poor performance and low job satisfaction. Some intervention must be made in the regulations affecting individuals directly in order to restore harmony and balance between the nature of the individuals and the nature of the organisation on the other hand.

Quantitatively, research has found that 36% of participants in examined universities think that the effectiveness of any organisation is linked to efficient human element and its ability and willingness to act in an effective manner. The management relies on the results to maximize the rational use of material and human resources available. It may be difficult to rationalize the use of the human element of the multiple variables set for it, so it is more difficult for departments to rationalize the use of this element; the main problem facing the administration in any organisation is identifying the set of variables influencing workers behaviour.

As shown by Tables 6.7 and 6.8, the findings generally reported the beliefs and goals of individuals need to be considered in various levels of higher education at the time of implementing model of change. Also, influencing employees to update their skills to cope with new task requirements is one of the fundamental factors that play a vital role in the conduct of individuals, which can create a desire to perform well. It could be argued that the ability of organisations to achieve their goals depends largely on the success of management in the provision of adequate motivation of individuals and to develop effective and achieve job satisfaction, leading to high morale and increase the quality of institutional performance.

The preceding section has shown that institutions may have to focus their developmental capacity on progress in individuals’ roles in universities to enable them to use the successful management mechanisms of an organisation in order to improve individuals’ skills and motivate them to achieve a high degree of efficiency. Furthermore, the ability of management to influence the behaviour of staff and raise the motivation to work relies on several factors:

· The nature of the methods used to raise motivation. 

· The degree of compatibility between the objectives of the individual and organisation.

6.6 Conclusion

The investigation of dimensions of implementing model of change into organisational development, organisational structure, processes of work redesign, technology and influence on employee behaviour intends to fulfil the objectives of implementing of change model. 


A comparison between dimensions of implementing models of change into organisational  development shows that the structure and construction of an organisational  change model for various HEIs is the effort aimed at introducing fundamental changes in public administration systems and organisational  structures, influence on employee behaviour at work and the use of modern techniques to achieve the objectives of the highest standards of efficiency that would satisfy the higher education customers and staff. It also shows the nature of the known manifestations of complex systems of structures of the universities determined by organisational practices, according to its objectives and the resulting presence of regulatory relations and lines of communication, as well as its relations with its external environment and the roles of individuals and their activities and careers. Moreover, with increasing technological progress, the widening of State activity, increased government spending and numbers of workers, the Libyan government felt the need for an efficient administrative system. However, the administrative system has suffered from continual restructuring, which was introduced, to some criticism, due to increased financial obligations of the sectors which impact on the infrastructure development of HEIs, requiring re-organisation and high-level management changes. Based on research findings and results, the focus was on dealing with the adoption of macro-regulatory analysis, in the light of the concept of organisational structure, to serve the purposes of implementing the change model.  

Thus, a combination of essential factors is required to overcome barriers to understanding the changes, as follows:

· Restructuring of organisation to meet institutional requirements for the information age. 

· Senior management to adopt the principle of implementing change model. 

· Plans for rehabilitation and training of staff on implementing change model effectively. 

· Strategies, programs and mechanisms to overcome the resistance of employees to change. 

· Provision of financial and material resources necessary to implement an integrated system. 

· Introduction of modern communication technologies to facilitate the exchange of information between different administrative levels in our universities.

· Awareness programs and communications education with the stockholders allowing them to participate through contribution in new content and planning. 

· Review of laws and introduction of new regulatory legislation to implement the change.

The structure and construction of regulatory institutions of higher education are the career decisions of the organisation, which must be organized in accordance with the divisions of the organisational structure. Furthermore, descriptions of each function of the organisation to identify the occupancy requirements of the rehabilitation, training and other restructuring, to be consistent with new organisational structures and the need to meet work requirements. Practically, creation of a staff in the organisation to deal with the developments of the techniques and methods by providing opportunities for training, rehabilitation for the development of performance and motivating positive interaction with them based on spreading the use of technical means in their various forms. This is one of the key developmental elements that affect and contribute significantly to the success of the organisation. Is the introduction of technical means enough for the success of the organisation and improvement in its performance?  The use of technical management and change models requires specific and clear regulatory requirements.   

Building of the organisational structure of the institutions is a core tool to enable the regulatory integration in the examined universities, as is the explanation of organisation objectives, identifying of an administrative regulatory map and structure-function relationships as well as the important factors which will facilitate the use of technology effectively and continuously.

This attention to organisational aspects and the application of IT in examined universities will lead to modernizing, effective management functioning and performance improvement of the LHE institutions. Flow of information is becoming an important tool for facilitating management decision-making processes, so information is a powerful tool for improving the overall efficiency of implementing change model activities. The presence of administrative management at a high level of efficiency helps mainly in the introduction of technical means. The practices and methods of work of the various higher education organisations are the basic element for strategic planning to identify phases that assist in implementing the change model. The technical assessment in the examined universities is to continuously maximize efficiency of modern communication technologies to achieve the desired results of the implementing change model. Finally, the structural and organisational  capacity of institutional diversity is carried out through specialized studies and the follow-ups, updated from time to time, restructuring of design models and reallocating work incorporating modelling activities and appropriate technology.
7. Analysis of a Model of Change

Realizing the difficulties of evaluating the characteristics of a scientific model for change management, it can be argued that what is required to make it more effective is the adoption of an integrated approach to evaluation and, most meaningfully, the establishing of an appropriate organisational change, which promotes and recognizes the value of evaluation in general and support for training and organisational learning of evaluation in particular. The reasons for the absence of — or ineffective practice of — evaluation and correlation of the change strategy with organisational  change within so many HEIs are discussed, and these are shown to be related to organisational  change by identifying common factors impeding change model development and implementation, particularly organisational -level evaluation.

Quantitative data is by analyzing the content of the information collected, to be the formulation of conclusions for each question or the variable of performance and process analysis to identify categories of responses in the quantitative data. The analysis of quantitative data is by an objective analysis. Objective analysis is the process of interpolating data from irregularly spaced locations to a fixed grid [98] which leads to development of an applicable framework in studying of the main criteria for the construction a change model. This type of analysis is highly empirical and deals with the aspects of change management. In this type of analysis, data collection and analysis take place at the same time. Background literature can be read as a part of the process of analysis, especially if it could help to interpret different aspects of fields of organisational change and scientific components and factors influencing the strategic change model; each factor has a distinct set of hypotheses about why change occurs, how the process grows, when change occurs, how long it takes and its results. The models will then be adapted to the specific cultural, political and social aspects of LHE. Using this method, comparative data analysis of the scientific components of the strategic change model is to compare and links to existing theories in the discussion of study questions related to the variables and key factors.
The main focus of this research has been to create best practices in organisational development and change to increase our understanding of models of change and how they can be successfully implemented in the LHE. The key research issues have been fully articulated and explained, with interpretations supported by quantitative data. Scientific theories and hypotheses are developed from the data collected to provide insights into the setting of a problem, creating ideas and/or how change is successfully implemented, along with information on relations and comparisons between study variables. 
The contribution and assessment of the study criteria derived from quantitative research is based on the key research questions of the field of study, and its results should be assessed the scientific components of strategic change model. 

The characteristics, nature and meaning of organisational change are discussed from a practical point of view before introducing the dimensions of organisational change and criteria for assessing the components of the prevailing organisational change.

The relationship between variables of organisation change in higher education and change management models are explored in this chapter: two instruments for measuring using SPSS are used: Tally for Discrete Variables (frequency) and One-Sample T.  The means and results of Z-test analysis reveal there is a multiple correlation between dimensions of the organisational change and total quality and change management. 

This analysis shows how analysis of components of a change model can operate as one of the effective factors that contribute to development and implementation process in LHEIs. The main part summarizes the problematical characteristics of those changes studied: a number of dimensions of organisational change are identified and their effects examined. A number of issues are then discussed to bring about change or findings in contributing towards a collaborative and national model of managing strategic change in the higher education sector in Libya.   

7.1 Display of variables and values; data analysis; the graphical representation of data and interpreting quantitative data with SPSS

The descriptions of the organisation development, planned change and phase models showed that the design and implementation process of a new practical model for change was found not to be straightforward but rather a complex and multi-phase process. In this chapter the indicators of the change process in the cases are first considered. Then, the successes and barriers of the implementation process in the Higher education sector are evaluated through comparative analysis. Statistically, the method of research was comparative and correlation analysis and 288 staff members working in HEIs in Libya were randomly selected for the sample study. The procedures here can broadly be split into two parts: quantitative and quantitative and interpretation of tables, charts, or graphical representations of data (interpreting data using SPSS).

7.1.1 Assessing the need for change
Table ‎7:1  Frequency distribution table for the data on assessing the need for change
	variable 
	phrase
	strongly disagree
	disagree 
	agree       somewhat      
	agree
	strongly agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.1.1
	LHEIs are assessing the need for following the route of strategic change. 
	22
	8
	162
	56
	79
	27
	19
	7
	6
	2

	A.1.2
	Composing  a picture of  the future of   higher education institutions   and  making   change   processes  accordingly
	66
	23
	68
	24
	113
	39
	41
	14
	0
	0

	A.1.12
	Assessing of sufficiency and  availability of the human resources  for implementing the  change model   
	21
	7
	122
	42
	91
	32
	44
	15
	10
	3

	A.1.13
	Evaluating the  adequacy of the financial resources prior to implementing of change model  
	12
	4
	112
	39
	125
	43
	32
	11
	7
	2


[image: image16.emf] 

Assessing the need for change 

0

20

40

60

80

100

120

140

160

180

F % F % F % F % F %

strongly

disagree

disagree  agree      

somewhat      

agree strongly agree

A.1.1

A.1.2

A.1.12

A.1.13


Figure ‎7:1  Illustration of frequency histogram for variables of Assessing the need for change
Table 7.1 shows that the frequencies of the study sample responses on the questions of characteristics of the scientific model for change management. From the table, we note that the distribution of answers to the relative frequency to variables about assessing the need for change showed the frequency of phrases corresponding to A.1.1, A.1.12 and A.1.13 scored 56%, 42% and 39% respectively in the ‘disagree’ scale.  This indicates that the LHEIs are not consistent with the variables of assessing the need for change.

Chart representation of the table of frequency on the quantitative data indicates that all phrases of A.1.1,  A.1.12  respectively take the form of left-skewed distribution or high frequency in the class of ‘disagree’, gradually declining in classes of ‘strongly agree’, which indicates that the degree of consent is low for these phrases.

This indicates the importance of awareness of the need for organisational change, because any significant change in the environment may require changes in the organisational elements, and a number of those changes might require renovations or technological innovations, staff training and redesigning organisational structure. Extrapolating from the above table the trend in the survey sample of these terms tend towards a high frequency of ‘disagree’ (56%) with a standard deviation of (0.18) reflecting the heterogeneity of opinion on the terms substantially, with dependent variable of assessing the need for change; this means that the LHEIs are not convinced of the need for assessment of the need for following the road of strategic change. 

Table ‎7:2  Mean, Standard Deviation, and Z-Test results about phrases relating to Assessing the need for change
	variable


	Mean


	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	
	
	
	
	
	

	A.1.1
	2.4
	0.81
	2.3
	2.5
	-12.79

	A.1.2
	2.4
	1.00
	2.3
	2.6
	-9.40

	A.1.12
	2.7
	0.94
	2.5
	2.8
	-6.25

	A.1.13
	2.7
	0.82
	2.6
	2.8
	-6.49
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Figure ‎7:2  Line graph for data on Assessing the need for change 

Table 7.2 shows the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the Assessing the need for change axis. Analytically, from the table we note that the mean of approval on the terms A.1.1, A.1.2, A.1.12, A.1.13 is less than 3 (less than ‘agree somewhat’).  

To test the null hypothesis based on the mean of approval on this axis if equal to 3.0 (‘agree somewhat’) the One-Sample T-statistic was used to find the result of  the Z-test, where it showed that the Z-test value of the phrases corresponding to A.1.1,  A.1.2, A.1.12,  A.1.13 were less than -1.96 respectively (-12.79, -9.40, -6.25, -6.49)  indicating the phrases were  approved by a low mean (less than  ‘agree somewhat’). 

The result shows that the assessment analysis with SPSS (One-Sample T) Mean and results of the Z-test provide a detailed picture of the need for change. The results can serve to get an idea of the present situation in the LHEIs, to prepare for introducing large-scale assessment measures, identifying the most important indicators to confirm the need for strategic change. The recognition of the need for organisational change comes through several indicators: low staff morale and high turnover of staff, increasing lateness, low productivity, lack of human and financial resources, all of which may require an organisational change in the reviewing of management systems, methods of supervision, business design or division of labour to fit LHEIs performance needs. Moreover, assessing the quality of performance by organisational leaders can best promote team effectiveness by building a practical model leading to enhancing design quality of operations through giving a clearer picture of the evaluation of new structures to validate the applicability of change.

Discussion of study questions:   

Extrapolating from the above table, it is clear that the statistical mean values and standard deviations on the Scientific model for change management indicators, which reflect the dependence variable of Assessing the need for change (strategic change, current and future situation, barriers of human and financial resources) vary between (2.4 -2.7); comparing these to the average value (3) allocated to ‘agree somewhat’ we can conclude that all variables are less than this value, indicating that the LHE institutions aren’t addressing the subject of assessing the need for change effectively.

The extrapolation of results in the table above shows that the level of LHEIs’ assessment of the need for ‘Following a path of strategic change’ variable scored the mean value= (2.4) and standard deviation is equal to (0.81). The reason for this is the lack of precise criteria for institutional evaluation of the strategies and vision and specific institutional goals. In practical terms, this study analyzes obstacles and seeks to find strategies that can be used to overcome hindrances in the assessment of management system in LHEIs. Moreover, the managers should be able to overcome many obstacles for change management models though working within the strategy and steps governed by a set of rules for assessing the need for change.

In this regard, HEIs identified the strategy followed in the planning process: involvement and commitment of senior management, and the change in the form of a complete change of work methods, procedures or policies. Change in this case is comprehensive change; furthermore, the involvement of staff in middle and lower management in assessing the need for change and the relevant methods and areas also contributes to leading the change process. Change in this case is continuous. Therefore, the change management process relies on the assessment of the current situation of the institution, in the sense that the willingness to change varies from one institution to another based on the readiness of the institution and the extent of the changes accepted by the volume of work and facilities of the project and the expected change scope of the project. Based upon this there are several types of change as follows: 

· Change of development: means to bring about change focusing on the development of the institution, to correct and support processes and practices.  

· Change of shift: generally happens over a longer period; works on the restructuring of procedures, processes, strategies, cultures, management of the institution. 

· Transitional change: aims to look forward to dealing with a future undesirable situation, which differs from the current situation in the institution, during a specific time period. 

The results, difficulties and differences in answering the questionnaire have presented a core idea on several factors for the four questionnaires to assess the need for change using different statistical data results from the survey: 

The first phase: assessment of the need for change: During this phase, creation of the organisation’s momentum toward change, while also showing opposition forces for change; usually the justification for the change assessment lies in the following: 

· Monitoring unhealthy symptoms in the organisation which must change. Such symptoms include: conflict within the organisation, low staff loyalty, low productivity, etc. 

· Change in response to external environment (technological, economic, social. etc.) 

· Change with the purpose of development, to upgrade the level of performance in various activities to raise the level of efficiency and effectiveness in achieving the goals.

7.1.2 Perceptions, organisation reality and proposed solutions

Table ‎7:3  Frequency distribution table for the data on the perceptions, organisation reality and proposed solution

	variable 
	phrase
	strongly

disagree
	disagree 
	agree  

somewhat      
	agree
	strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	
	Perceptions, organisation reality, proposed solutions
	
	
	
	
	
	
	
	
	
	

	A.1.3
	LHEIs have known the need to change to meet future requirements
	52
	18
	67
	23
	87
	30
	76
	26
	6
	2

	A.1.4
	Diagnosing the current situation does not take place before the change.
	13
	5
	70
	24
	145
	50
	53
	18
	7
	2

	A.1.15
	Realize the goals of higher education institutions.
	27
	9
	68
	24
	90
	31
	70
	24
	33
	11
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Figure ‎7:3  Illustration of the frequency histogram for variables of perceptions, organisation reality and proposed solution

,

The trend in the survey sample of these questionnaires tends largely to the frequency of ‘agree somewhat’, reflecting the substantial heterogeneity of respondents’ views on the terms, with dependent variable of perceptions, organisation reality, and proposed solutions, which means that the LHEIs are not convinced about effectively identifying perceptions, organisational reality, and proposed solutions and turning them into action plans towards development for implementing change models.

Table 7.3 shows the frequencies of the study sample responses on the questions of characteristics of the scientific model for change management. From the table, we note that the distribution of answers to the relative frequency about variables on Perceptions, Reality, and Proposed Solutions showed the frequency of phrases corresponded to A.1.4 was approved in the class of ‘agree somewhat’ with 50%; this indicates that the LHEIs do not agree with the variables of diagnosing the current situation before proceeding to change. In fact, this points out to the need to identify and develop effective mechanisms that help to diagnose levels of performance and efficiency of staff members, and rehabilitation programs, activities and continuous professional development.

The chart representation in Table 7.3 of frequency on the quantitative data indicate that all phrases of A.1.4,  A.1.15,  A.1.3 show high frequency in the class of ‘agree somewhat’,   gradually declining towards classes of low agreement, indicating that the degree of consent is low for these phrases.

Table ‎7:4  Mean, Standard Deviation, and Z-Test results about phrases relating to Perceptions, organisation reality, and proposed solutions
	variable


	Mean


	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.1.3
	2.7
	1.11
	2.6
	2.8
	-4.42

	A.1.4
	2.9
	0.83
	2.8
	3.0
	-2.05

	A.1.15
	3.0
	1.15
	2.9
	3.2
	0.72
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Figure ‎7:4  Line graph for data on the Perceptions, organisation reality, and proposed solutions
Table 7.4 shows the statistical mean values and standard deviations computed by SPSS for the study sample responses on characterization of the perceptions, organisational reality, and proposed solutions axis. Analytically, from the table we note that the mean of approval on the terms A.1.3, A.1.4, A.1.15 is less than 3 (less than ‘agree somewhat’).  

To test the null hypothesis based on mean of approval on this axis is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic and Z-test were used. This showed that the Z-test value of phrases corresponding to A.1.3, A.1.4, was less than the value of -1.96 (-4.42, -2.05) indicating they were approved by a low mean (less than ‘agree somewhat). We can also note that the result of the Z-test corresponding to the phrase A.1.15 is lower than 1.96 indicating that it was approved by a (3)  
The results show that analysis with SPSS (One-Sample T) Mean and Z-test provides a detailed picture of the perceptions, organisational reality and proposed solutions. The results can serve to build an idea of the present situation that enables universities to cope with the challenges of contemporary times and support them to adopting effective change model.

Moreover, this concept, practiced in the higher education field, is aimed at solving marketing and organisational problems, urging individuals and sections to perform their role better as internal clients and suppliers, and using teamwork strategy to ensure realization of the vision and mission of the organisation. Therefore, it is an administrative process aimed at finding a perfect integration and coordination between departments and the various activities of the organisation, redeploying marketing to the importance of effective domestic policies and the design of methods that achieve high levels of satisfaction among members of the organisation, which in turn can upgrade the quality of service provided to the students in the LHEIs.

Display of quantitative data provides a detailed analysis and description of the change in the area under discussion. The results can serve to build an idea of the present situation in the LHEIs, prepare for introducing large-scale assessment measures and identify the most important indicators to confirm the need for following strategic change. The need for organisational change can be recognized through several internal indicators in the form of low morale, high turnover of staff and increasing tardiness, low productivity and a lack of human and financial resources, all of which may require an organisational change in the reviewing of management systems, methods of supervision, business design or division of labour to fit the LHEIs performance needs. Moreover, assessment of the quality of performance by organisational leaders can best promote effective team performance by building a practical model, enhancing the design quality of operations and giving a clear picture of the new structure to validate the applicability of change.

Discussion of study questions: 

The examination gives a quantitative interpretation of the results of the questionnaire using 4 items describing perceptions, organisation reality, and proposed solution indicators, and from consideration of the tables and earlier charts representation, which shows the frequency, weighted means, standard deviations and Z-test, the phrases can be arranged according to their lower mean score .

Tables 7.3 and 7.4 show that the scientific evaluation of extrapolation methods gives comparatively large or small variations resulting from analysis the data on the Perceptions, organisation reality, and proposed solutions. This clearly indicates that LHEIs do not have a clear vision of what they need to change in the next few years to meet the requirements of the information age and market competition. (For example, identifying the causes of the imbalance, as well as determining the feasibility of development areas: this interpretation is supported by variable A.8.3, where the mean value = (2.7) with standard deviation= (1.11),   giving a low mean result with a value (Likert-scale) = 50 %.)

Assessing the characteristics of frequency shows the distributions of the highest and lowest  frequencies correlated with Perceptions, organisation reality, and proposed solutions, with A.8.4 giving a value (Likert-scale) = 50%  (‘agree somewhat’) where the mean value = (3.0) and standard deviation = (1.15),  followed by A.8.15 with a value (Likert scale) = 31%  (‘disagree’) where the mean value= (2.9) and standard deviation =(0.83). The result demonstrates that diagnosis of the current situation does not take place before the change for the Perceptions, organisation reality, and proposed solutions factor. Practically, LHEIs (case study) still face many obstacles and organisational difficulties that hamper effective diagnosis of its role, and perhaps most important of these obstacles and difficulties is that managers and employees must realize that HEI goals and the major tasks of many organs are unclear and lack precise instructions. Therefore, HEIs are going through different stages of development involving multiple goals to enable the organisation to improve university management processes; however, management of internationalization in HEIs emphasize that clear definitions have to be based on obvious goals that are comparable among institutions.

Extrapolating from recent barriers to change approaches, this study sheds light on the process of change, the main component of which are managers, who need a range of awareness and understanding of the change and how it can be applied in HE. Their attitudes have an important impact in the leadership of their organisations towards the implementation of change. However, recognition of the change’s importance is the most important factor in different organisation types in terms of altering its effectiveness and daily work. The change is not for the sake of change, but the result of the realization of the need to improve their current status, a result of developments and changes in circumstances warranting changes in the organisation, or to determine new proposals. Furthermore, it is necessary to identify how they lead the change so that the organisation can adapt to its circumstances. Nevertheless, the change may occur as a result of problems with structure, employee behaviour, administration or the technology used. Changing perceptions, organisation reality and proposed solutions systems in higher education became necessary factors to include for continual analyzing and comparison over the next few years. As a result of this study in the second phase, they may need to:

· Identify the causes of the imbalance and methods of treatment. 

· Determine the feasibility of development areas and the mechanism for its implementation.

7.1.3 Roles and functions of implement of change
Table ‎7:5  Frequency distribution table for the data on Identifying the role and functions of implementing change
	variable 
	phrase
	strongly

disagree
	disagree 
	agree  

somewhat      
	agree
	strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.1.11
	Use of external consultants prior to implementing change model.
	60
	21
	75
	26
	116
	40
	28
	10
	9
	3

	A.1.16
	LHEIs explained  the objective,  roles and functions to all of their employees
	49
	17
	36
	13
	71
	25
	122
	42
	10
	3
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Figure ‎7:5  Illustration of the frequency histogram for variables of the role and functions of implement of change

Table 7.5 shows that the frequencies of the study sample responses on the characteristics of the questions of the role and functions of implement of change. From the table, we note that the distribution of answers to the relative frequency about phrase A.1.11 showed 21% as ‘strongly disagree’ and 26% ‘disagree’, giving a total of 135 responses in the non-agreement class (or 47%).  It indicates that some of them didn’t appear to use external consultants prior to implementing the change model. However, the wide use of external consultants in the change process may help to overcome many barriers in selecting a change model in the present dynamics of HE consistent with management systems and physical plans suited to the information age.

Chart representation of table of frequency on the quantitative data indicate that the phrase of  A.1.16  take the form of right-skewed distribution or high frequency in the class of ‘agree’ gradually declining in classes of lower agreement, which indicates that the degree of consent is high for this phrase. 

Extrapolating from the above table, the trend in the survey sample into the variable of A.1.11 tends toward fluctuations, as the class of ‘agree somewhat’ has a value (Likert scale) =  40%, reflecting the heterogeneity of opinion on this phrase moderately, which means that the administration did not effectively utilize the potential management consultant opportunities available to the profession. 

The lack of managers recognition of the need for independent administrative consultants and from outside the organisation makes it consequently difficult to diagnose problems in financial management or the formulation of the future vision of the organisations. In other words, there is a lack of programs to train university presidents in leading change and introducing innovations. There is also inadequacy in some administrative leadership in terms of modern knowledge and skills required for managing change in the institution. It should be noted that — prior to the commencement of the implementation of the change program — support must be built for the proposed change; this function is entrusted to the Director or an agent of change.

On the other hand, in contrast with variable A.1.16 the above table also shows that the trend of the survey sample response tends to ‘agree’ (42%) reflecting the homogeneity of opinion on this phrase, which means that the working environment needs a clear set of objectives, roles and functions for all  employees. However, according to examination of variables in the above table the LHEIs need in-depth explanation of their objectives, roles and functions of its management system to all of their employees to increase effectiveness of the organisation in identifying types and numbers of staff members. This requires identifying their roles and functions, and comparison between them to determine the activities and responsibilities for each one.  

Table ‎7:6  Mean, Standard Deviation, and Z-Test results for phrases relating to Identifying the role and functions of implement of change

	variable


	Mean


	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-

test

	
	
	
	Lower
	Upper
	

	
	
	
	
	
	

	A.1.11
	2.5
	1.03
	2.4
	2.6
	-8.56

	A.1.16
	3.0
	1.17
	2.9
	3.2
	0.40
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Figure ‎7:6  Line graph for data on Identifying the role and functions in implementation of change
Extrapolating from the above table, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses to the phrase  LHEIs explained  the objective, roles and functions to all of their employees (which includes use of external consultants) and the objective, role and function varied between (2.0-2.8); A.1.16 scored a mean value of (3), indicating that the LHEIs don’t address subjectively the  role and functions characteristics, despite the importance of linkage with the elements of organisational  development to help bring about the change model effectively. In order to determine the most important indicators to confirm the interpretation chosen by sample members,  a Z-test was conducted considering the (2) variables of the role and functions of implementing of change considered,   as explained in Table 7.6.

To test the null hypothesis based on mean of approval on LHEIs explained the objective, roles and functions to all of their employees axis is equal to 3.0 ‘(agree somewhat’) the One-Sample T statistic was used; the result of Z-test showed the mean of approval on the phrase A.1.16 on implementing change indicators results gave a mean value = (3) with accompanying Z-test value of 0.40 (lower than 1.96) indicating that the phrase was approved by a low mean.

 
We can note that the test gave a value of less than -1.96 for the phrase corresponding to A.1.11, indicating it was approved by a low mean (less than ‘agree somewhat’). We also note that the result of the Z-test corresponding to the external consultants phrase of A.1.11 is (-8.56). This reflects the lack of uniformity of the sample answer with the components of this axis, which consequently shows the increasing concern.

The results show that the work analysis with SPSS (One-Sample T) Mean and results of the Z-test provide a detailed picture of the implementing of change process. The results can serve to create an effective picture of the present situation of the LHEIs. Moreover, the variable Identifying the role and functions in implementation of change comes from an increased pressure on them to inform staff members and the necessity of participating in decision-making.

Discussion of study questions:  

Use of external consultants prior to implementing change forms a fundamental function for continual development in Higher Education modernization. More often than not it has a long-term effect on the academic development, curriculum, sustainable transformation and staff development.

The examination gives a quantitative interpretation of the results of the questionnaire using 2 items describing indicators for Identifying the roles and functions for implementing change, and in consideration of Tables 7.5 and 7.6 and chart representations (Figures 7.5 and 7.6) which show the frequency, weighted means, standard deviations and Z-test, we can arrange the phrases according to the means .
The extrapolation of results in the table above shows that the Use of external consultants variable received less attention than the Identifying roles and functions of implementing of change indicators. Assessing the characteristics shows the distribution with   value (Likert scale)= 40 %   this meant  ( ‘agree somewhat’) ,   where the mean value= (2.5) and standard deviation = (1.03) Indicates the need for leaders in administrative organisations to use internal or external consultancy experts to help them make decisions that contribute to good performance of their organisations in the development of an interpretation of change. 
In the face of growing worldwide concern with regards to the rapid pace of technological innovation, organisational  problems generated by an information explosion, and difficulties with managing students, developing flexibility in the system can help university administration systems; also, an adaptive approach for having better-organized, more dependable staffing and a better performing system are driving HE policy makers to consideration of training and development consultants as agents of change if HEIs are to succeed in implementing change models according to examining systemic change on the actual situation — the current reality. However, this model helps change to take place and assess the process and outcomes of change.

The results confirmed that with the growth of institutions of higher education, their work has become more complex, and the managers employ specialists who work in different divisions of the University. This has enabled HEIs to grow, in particular through access to management consulting relating to the various administrative aspects of the organisation, such as reorganisation, simplification of procedures and methods of performance, ensuring ongoing input from entering the market competitively. The best example of this is European and American universities, which use consulting by a Counsellor (change agent) or by a group of advisers; both groups belong to separate specialist teams. This proved the efficiency of the appropriate organisational structure, in particular in connection with consulting and technical equipment, buildings and production methods and improved technical and functional basis for production and finance, promotion and so on. 

Analysis of the data reveals that HEIs (under examination) have had internal problems of a lack of opportunities through failing to use external consultants prior to implementing a change model. This led to lack of clarity in the objective, roles and functions for all of their employees, which shows that the ongoing strategy of institutions (case study) face two principal reasons hindering the development and implementing of change models.

 First: The HEIs work in the local market rather than external market, resulting in their inability to facilitate entry into new competitive markets. 

Second: The specialists instead of the managers determine the activities of the University in general, and potentially in future, so therefore it is difficult to introduce new technology or enter into new markets; this can be changed by identifying the roles of people entrusted with the task of change, which includes the following steps: 

· The need for an external agent of change (expert or adviser) 

· Identification of the planners and implementing change. 
· Define the role of agents of change at each stage.
7.1.4 Readiness for change
Table ‎7:7  Frequency distribution table for the data on Readiness for change
	Vari-

able 
	phrase
	Strongly

disagree
	disagree 
	agree      

somewhat      
	agree
	Strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.1.5
	Locating the shortfall between the current status of the LU and the situation to which it aspires of the future.
	13
	5
	82
	28
	137
	48
	48
	17
	8
	3

	A.1.6
	Change needs are identified according to customer’s wishes and expectations (students and stakeholders).
	36
	13
	172
	60
	61
	21
	13
	5
	6
	2

	A.1.7
	The amount of expenditure of institutions of higher education on research development and modernization is insufficient for implementing of change model.
	2
	1
	26
	9
	105
	36
	73
	25
	82
	28

	A.1.18
	Experimentally, we have been introduced a small amount of   changes in the working methods of some departments to accommodate this prospective development and modernization.
	175
	61
	86
	30
	19
	7
	8
	3
	0
	0
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Figure ‎7:7  Illustration of the frequency histogram for variables of Readiness for change
Table 7.7 shows that the frequencies of the study sample responses on the questions of characteristics of the readiness for change. From the table, we note that the distribution of answers to the relative frequency about phrase A.1.18 and A.1.6 were ‘strongly disagree’ and ‘disagree’ with 61% and 60 % respectively, indicating that HEIs are not consistent with the variables of experimenting and introducing a small amount of changes in the working methods of some departments to accommodate prospective development and modernization. Also, the table shows that the approval rate was not supportive of the preparation for change and this means that institutions are not in line with identifying needs of change according to customer’s wishes and expectations (both students and stakeholders). 

A bar chart representing the quantitative data indicate that the phrases A.1.18 and A.1.6 on the Readiness for change axis takes the form of exponential distribution, or the frequency is high in the class of ‘strongly disagree’ and ‘disagree’, gradually declining in the classes of high agreement, which indicates that the degree of consent is very low for these phrases.

The trend in the survey sample of those terms tend to a high frequency of ‘strongly disagree’ (61%) with a standard deviation of (1.16), reflecting the heterogeneity of opinion on the terms substantially; this means the respondents are not convinced that the various institutions of higher education intend to make a small amount of experimental changes in the working methods of some departments to accommodate prospective development and modernization in its current organisation systems. Furthermore, the results of studies and research and educational outcome of expertise and experience noted that the management practices leader should be the effective leader of change in an institution and have willingness to experiment and change. However, the result of data analysis graphically shows that they are also insufficient in their use of applied experiments. This means there are specific requirements for each mission by the pilot study as a process of systematic collection of data for use in identifying the change needs according to the wishes of the end-users. To identify the points of the shortfall between the current status of the LUs in readiness for change and the situation which it aspires to in the future rated (48%) in the class of ‘agree somewhat’.  

The above table of frequency distribution shows that the indicators of amount of expenditure of the HEIs on research development and modernization is insufficient for implementing of change model had a response of (36%) in the class of ‘agree somewhat’. 
Table ‎7:8  Mean, Standard Deviation, and Z-Test results about phrases relating to Readiness for change

	variable


	Mean


	Std.

Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.1.5
	2.8
	0.85
	2.7
	2.9
	-3.05

	A.1.6
	2.2
	0.81
	2.1
	2.3
	-16.01

	A.1.7
	3.7
	1.00
	3.6
	3.8
	12.21

	A.1.18
	3.1
	1.16
	3.0
	3.2
	1.63
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Figure ‎7:8  Line graph for data on Readiness for change
Graphical representation of the distribution of data shows the measures we have seen are very obvious outcomes for useful description of variables to readiness for change. These help to identify a number of reasons that directly impact on the current status of the LUs financing, the amount of expenditure on research development and modernization towards positive change and improving the quality of institutional performance for implementing of change model.

 
Extrapolating from the above interpreting quantitative data, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the Readiness for change variables are between (2.2 - 3.7), and if we compare these with the average value for the class of ‘agree somewhat’ (3) we can conclude that the variables of A.1.6  and A.1.5 have mean values respectively = ( 2.2, 2.8), less than this value, indicating that the LHE institutions don’t locate the shortfall between the current status and the situation to which they aspire, and also do not focus on the customers’ characteristics and expectations in making plans and programs for change, despite the important linkage with the elements of organisational  development to help bring about a  practical change model. To determine the most important indicators to confirm the interpretation chosen by sample members, a Z-test was conducted. Thus it can be considered that the (4) variables of Readiness for change have been covered by the interpretation, as explained in Table 7.8.


Discussion of study questions:  

The examination gives a quantitative interpretation of the results of the questionnaire using 4 items describing readiness for change indicators; from the previous tables and chart representations showing the frequency, weighted means, standard deviations and Z-test, we can arrange the phrases according to the (lower and higher means), respectively from the tables as follows:

Table 7.8 shows the mean value = (3.1) with standard deviation = (0.84) for variable A.1.18, showing a high proportion of disagreement that Higher Education appears to be of considerable importance; with a value (Likert scale) = 61% as shown in Table 7.7, the result demonstrates the LHEIs experiencing the high degree of complexity. 

Readiness for change technique is one of the modern methods used in locating the shortfall between the current and future status, customers needs, expenditure on research development and pilot studies to accommodate this prospective development and modernization which fit to management system in the current era to establishing an accumulation of many skills embedded within development and implementing change model into LHEIs (case study). The case study shows readiness for change to be the mechanism for carrying out a practical model.

Table 7.8 shows mean values  = (2.8) (2.2) with standard deviation = (0.81) (0.85) respectively for variables A.1.5 and A.1.6, revealing that it is necessary to introduce further planning and readiness for change in the present time as part of the responsibility of the institutions’ governance. Managers are needed for the processing of the readiness for change and for the planning and good guidance to the principles that contribute to a change because any change occurring in the organisation is usually followed by the reaction of adherence to the old regime and the lack of desire to give it up.

The results of this study with respect to variable A.1.5 confirmed also that the institutions have difficulty in identifying the shortfall between the current status of the LU and the situation to which they aspire. Halawani [99] argues that the most important change is to determine the principles of the problem: what needs to change the status quo, and how? Determining the motives for change and the foundations upon which the administrative desire leader will introduce these changes in particular (the administrative leader needs to be aware of trends and motivations and values which are related to the change, so that it would be as objective as possible) and identifying the root causes or phenomenon that make staff support change (analysis of the driving forces and the anti-change forces) should follow [99].
The planning stage mainly includes identifying change objectives, as well as setting standards to measure the results of change [100] in order to lead institutions’ governance policies into readiness for change. Objectives of change must be precise and clear prior to the implementation of the programme for change, and based on realistic needs of the organisation and the staff, and be understood by the members of the organisation in addition to the fact that the objectives should be consistent and compatible with the policies of the organisation. 

Managers usually use two types of targets (internal and external) to measure the effectiveness of the change, and indicate internal objectives to changes in trends, or improving the ability to make decisions or to increase motivation, or increase work satisfaction, or other changes  associated with employee turnover rates, absenteeism rates, government regulations,   production rates, profit impacts of customer retention and other criteria to measure the direct effects of the change on the behaviour of the staff member in their work.

The extrapolation of results in Table 7.8 above shows that the Amount of institutions expenditure variable A.1.7 obtained a high mean score (3.7)in the Readiness for change   indicators, with a frequency value (Likert scale) = 36%. This means that the readiness for change of HEIs is incompatible with the amount of institution expenditure on research development. Moreover, to strengthen results, through our review of the benchmarks in the productivity of scientific and technical research in Libya seem to have achieved targets compared with corresponding advances in the field of science and technology, and that was evident in the indications of the funding, production and scientific research personnel: if we look at the rate of spending on research and development in Libya we find it as 0.01% = Libyan GDP percentage materials, while the expenditure rate is up to (1.50%) in some developing countries (Brazil, Malaysia, etc.), while  the ratio reached (2.08 %) in the United Kingdom, (2.50 %) in the United States of America, and (3.00%) in Japan [101].

Large and rapid changes have increased the volume of information and the emergence of disciplines and models of new knowledge, as well as the emergence of the world trade organisation (WTO) and the globalization of capital and the attempt to internationalize the employment. As a result of the level and nature of the new labour market these changes have affected higher education policy in general and university education in particular.   Policymakers can play a role in fostering growth, for example through facing these changes in to meet these needs through this promising generation of graduates. Therefore, the issues of finance and expenditure in research and development and its institutions is one of the most important issues in this area, for two main reasons: 

First: without sufficient spending on research and development this sector can not continue in the implementation of its research and development. Furthermore, expenditure is a necessary condition — though not sufficient — for the success in implementing research programs to achieving results of the desired objectives.

Second: because of the difficulty of determining the amount of the reasonable expenditure it requires taking into account large safety margins; it is difficult in this area to properly appreciate many of the elements of research and development needed. 
University expenditures on scientific research and development should not be derived from revenues based on student tuition and fees but rather from a special fund set aside for this purpose. The fund should be managed in a way that is open to all state universities and support their academic faculties on a competitive basis. Part of this fund may be open to faculty members in the universities according to a fund matching formula that could be worked out and agreed to [102].

 
Quantitatively, the extrapolation of results in the table above and most of data representation of LHEIs demonstrate the problems of evaluating resources and preparation of the plan: in this phase current and projected resources (human and financial) of the organisation are evaluated, in order:

· Identify the strengths and weaknesses of the organisation. 

· Identifying opportunities and challenges faced by the organisation.
·  Develop a plan of change, its objectives, areas, depth, and time-frame. 

	Varia-ble 
	phrase
	strongly disagree
	disagree 
	agree       

somewhat      
	agree
	strongly agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.1.8
	Scientific theories of change strategy and researches on models of change have reviewed pre-development and implementing change model.
	49
	17
	60
	21
	89
	31
	88
	31
	2
	1

	A.1.9
	Better management should rely on scientific strategies for change to ensure the continuity of competitive institutions of higher education and increase its efficiency and effectiveness.
	74
	26
	76
	26
	106
	37
	28
	10
	4
	1

	A.1.17
	LHEIs Developed  an action plan for change, specific and clear stages towards implementing change
	203
	70
	69
	24
	14
	5
	2
	1
	0
	0

	A.1.10
	LHEIs  have to identify problems and barriers that may arise with regard to implementing change because of resistance of both management and staff members to change in higher education organisations
	63
	22
	94
	33
	94
	33
	32
	11
	5
	2

	A.1.14
	HEIs are mobilizing the energies of individuals to prepare fully for effective participation in the change process.
	231
	80
	35
	12
	13
	5
	8
	3
	1
	0

	A.1.20
	Our university lacks the ongoing training programs for managers and staff members.
	7
	2
	51
	18
	129
	45
	97
	34
	4
	1

	A.1.19
	Management did not pay any attention to developing and improving skills of managers and employees.
	45
	16
	33
	11
	65
	23
	135
	47
	10
	3


7.1.5 Configuration, implementation and in-phasic evaluation

Table ‎7:9  Frequency distribution table for the data on Configuration, implementation and in-phasic evaluation

Figure ‎7:9  Illustration of the frequency histogram for variables of Configuration, implementation and in-phasic evaluation
Table 7.9 shows that the frequencies of the study sample responses on the questions of characteristics of the configuration, implementation and in-phasic evaluation. On the table, we note that the distribution of answers to the frequency distribution about phrases A.1.17, A.1.14 showed strong disagreement with percentages of 80% and 70% respectively, while the phrase A.1.10 on the Frequency distribution (94) was 33%  indicating that the HEIs are not consistent with the variables of configuration, implementation and in-phasic evaluation. 
We note that the distribution of relative frequency answers on the other phrases A.1.14, and A.1.17 respectively take the form of exponential distribution or high frequency in the class of ‘strongly disagree’, and ‘disagree’, gradually increasing in classes of ‘agree somewhat’, which indicates that the degree of consent is (low approval) for these phrases. 
The chart illustrating  the frequency of the quantitative data indicate on phrase A.1.10 take the form of left-skewed distribution, or high frequency in the class of ‘disagree’, gradually declining towards classes of high agreement, which indicates that the degree of consent is (low approval) for this phrase; whereas the chart representation of the quantitative data on phrases, A.1.19, which takes the form of right-skewed distribution or high frequency in the class of ‘agree’, gradually declining in class of ‘agree somewhat’, indicating that the degree of consent is (low approval) for this phrase.

Respondents answers to variable A.1.19 shows over one third of the survey sample (frequency = 47%) agree that university management did not pay any attention to developing and improving the skills of managers and employees. However, according to study sample response the universities (under study) answers reflect the views of managers, academics and staff of the reality of the current domestic environment for the management of universities. 

Table 7.9 shows that the indicators of HEIs are Mobilize energies to prepare fully for the process of change (80%), an Action plan for change (70%), Identifying problems and barriers (33%) did not receive attention from the research sample  as compared to the other dimensions relating to the configuration, implementation and in-phasic evaluation variables, which indicates that the trend in the survey sample of those terms tend largely to frequency of  class of ‘strongly disagree’, reflecting the substantial heterogeneity of opinion on the terms. This means the sample were not convinced that there is no configuration or common action plan between HES and universities for implementing the change model, meaning no special committees (which exist to apply standards for reform, improvement, and quality assurance) to review the ministry’s standards and action plans continually. 

However, the results of graphical data analysis show there is also insufficient use of scientific strategies and policies for change; this leads to a lack of clarity in outlining the organisation’s mission. This showed the depth of difficulty and obstacles in making effective use of scientific strategies for change to ensure the continuity of competitive institutions and increase higher education efficiency and effectiveness.

Table ‎7:10  Mean, Standard Deviation, and Z-Test results about phrases relating to Configuration, implementation and phasic evaluation

	variable


	Mean


	Std. Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.1.8
	2.8
	1.08
	2.6
	2.9
	-3.59

	A.1.9
	2.3
	1.01
	2.2
	2.5
	-10.96

	A.1.17
	1.4
	0.61
	1.3
	1.4
	-45.83

	A.1.10
	2.4
	1.00
	2.3
	2.5
	-10.47

	A.1.14
	1.3
	0.72
	1.2
	1.4
	-40.03

	A.1.20
	3.1
	0.81
	3.0
	3.2
	2.92

	A.1.19
	3.1
	1.16
	3.0
	3.2
	1.63
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Figure ‎7:10   Line graph for data on Configuration, implementation and in-phasic evaluation
Extrapolating from the above table, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the configuration, implementation and in-phasic evaluation indicators (reflect the review of scientific theories, rely on scientific strategies, develop an action plan for change, mobilize energies and prepare fully for the process of change, training programs, improve the skills of managers and employees) varied between (1.3 - 3.1), and if we compare these to the average allocated value of (3) we can conclude that all these variables are less than this value, indicating that the LHE institutions are not addressing the characteristics of scientific models of change, despite its importance linkage with the elements of organisational  development to help bring about change models effectively. To determine the most important indicators to confirm the interpretation chosen by sample members, Z-test and standard deviation was calculated for  the (4) variables of configuration, implementation and in-phasic evaluation . From the table we note that the mean of approval on the variables A.1.8, A.1.9, A.1.17 and A.1.10 are less than 3 (less than ‘agree somewhat’).

To test the null hypothesis based on mean of approval on the configuration, implementation and in- phasic evaluation axis is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. Analytically, the result of  Z-test showed the value of  the phrases corresponding  to A.1.8, A.1.9, A.1.17,A.1.10 and A.1.14 are less than the value of -1.96, indicating that the phrases were approved by a low mean  (less than  ‘agree somewhat’). It can also be noted that the value corresponding to the Z-test for the phrase A.1.19 is located between the values of (1.96 and -1.94), indicating the phrases were approved by a medium degree (‘agree somewhat’).  

The results show that the analysis with SPSS (One-Sample T) Mean and Z-test reflect the multiple constraints and difficulties in the process of change (prior to implementing the change, during implementation, following implementation); this provides a detailed picture of the configuration, implementation and in-phasic evaluation process. The results can serve to build an idea of the present situation in the LHEIs. Furthermore, this affects the capability of HEIs to identify problems and barriers that may arise in implementing change because of resistance of both management and staff to change in HEI organisations, in addition to the quality of decision-making process in the institution, through the following elements:

· Prior to implementing the change: represented in the lack of reviewing scientific theories related to change strategy and research on how to implement models of change successfully; mean value = (2.8) with standard deviation = (1.08).

· During implementation of the change: represented in by LHEIs not keeping pace with setting an appropriate action plan for change, also the ambiguity of the change implementation stages; mean value = (1.4) with standard deviation = (0.61) .

· Following implementation of the change: represented by the university lacking the ongoing training programs for managers and staff members; mean value = (3.1) with standard deviation = (0.81).

Discussion of study questions: 

The examination gives a quantitative interpretation of the results of the questionnaire using 6 items describing configuration, implementation and in-phase evaluation indicators, and during the consideration of the tables and earlier charts representation, which shows the frequency, weighted means, standard deviations and Z-test, the phrases can be arranged according to their lower mean score as follows:

Table 7.10 gives a mean value = (2.8) and standard deviation = (1.08) for variable A.1.8, showing a high proportion of ‘agree somewhat’ with a value (Likert-scale) = 31% of respondents tends to review Scientific theories in  change strategy, researches on models of change of pre-development and implementing of a change model as important, as shown in Table 7.9. Data shows there is also a need for LUs to pay more attention to research development.

According to examination of variable A.1.9, Table 7.10 gives a mean value = (2.3) and standard deviation = (1.01), so the study reveals that the adoption of better management practices is an emerging trend among the respondents in LHE.

 
The extrapolation of results in the tables above show that the widespread adoption of better management practices should rely on scientific strategies for change to ensure the continuity of competitive institutions of higher education and increase their efficiency and effectiveness. Moreover, it is clear that the research in change management principles is strongly influenced by scientific methods from the fields of higher education. 

Analytically, it is clear from the configuration, implementation and in-phasic evaluation axis, through the relative frequency of answers of the research questionnaire with value (Likert-scale) = 70% the result shows there are not specific and clear stages towards Implementing change in LHEI systems. According to the result of variable A.1.17 in Table 7.10 shows the mean value = (1.04) and standard deviation = (0.61), which indicate that an action plans does not coincide with the strategy of the HES. 
The process of strategic planning in this area is aiming to the following: 

· To remove uncertainty in the operating environment of the organisation. 

· Description and systematic evaluation of the work environment and developing effective strategies to deal with it. 

· Developing the potential of the organisation to identify and analyze the opportunities, constraints and threats and evaluate and develop effective ways of dealing with them. 

· Strengthen the organisation’s capacity to identify strengths and weaknesses and find methods of dealing effectively with them. 

· Providing the flexibility to adapt to unforeseen changes. 

· Provide tools to predict trends of the elements of a work environment.   

Quantitative data analysis shows there is also insufficient attention to developing and improve the skills of managers and employees within the institutions. Where individuals represent the essence and spirit of all processes of change in the organisation, not just the tools or mechanisms, although it is of direct relevance to the process of change and the reality of the organisation present and future functioning

Table 7.10 shows the result of variable A.1.20 where the mean value = (3.1) and standard deviation = (0.81), which shows that the universities (under study) lacks the ongoing training programs for managers and staff members. Khatab [103] refers to the need to re-create the role of the management of Human Resources under conditions of strategic change and to assist in adapting the organisation and individuals through training exercises in new effective roles. Training helps to accept the development, implementation and follow-up development of the introduction of changes in concept, position, knowledge, skills or behaviour of human resources at all levels, or changes in the systems and regulations, changes in equipment and work facilities. Each axis reflects the core requirement to gradually pave the way for acceptance of change and application.
Clearly, the lack of training programs is the main cause of problems and barriers that may arise with regard to implementing change of the LUs, and does not help managers and staff members to complete work well. Farrell [104] points to the presence of several components of the training process to ensure effective adaptation to change: a focus on the development of expertise and knowledge through access to accurate information, and developing adaptive expertise and innovation of new procedures based on the knowledge and the need to evaluate training needs through three components — requirements (providing information on training needs, including a structural functional analysis of the organisation  and analysis of individual personal characteristics to determine the needs of staff members  and design training programmes. The third component is the development and evaluation of these programmes (through the evaluation of programmes which refer to the experience of personnel training programmes and training material. It is possible to bring about change and organisational development in the organisation in more than one way, as follows:

Entrances to focus on what should be changed: Select some methods change according to the entrance of four methods — structural methods, through official directives, procedures and policies, laws and regulations, technology, and to focus on amending the methods of work through the re-evaluation of the physical elements of machinery and equipment and working methods (means functions of the work of the individual with a focus on change).

Through the relative frequency of the respondents answering of the research questionnaire, it is clear that the configuration, implementation and in-phasic evaluation axis (according to the result of variable A.1.14 in Table 7.10) shows a the mean value = (1.3) and standard deviation = (0.72), indicating that the HEIs (under study) are not mobilizing the energies of individuals to prepare fully for participation in the process of change effectively. The results confirmed that Management must be aware of the existence of such responses and effectively take the lead to activate positive responses and used this to stimulate effective efforts by individuals at all levels. Moreover, the results urged the need to clarify the ways of mobilizing the energies of individuals to adopt achievement of the objectives of the change towards maximize the ability of management in the planning and implementation of the change, in particular to mobilize sufficient support to ensure minimal resistance to the change. However, it is important for customers to know a great impact has been made in the organisational effectiveness for any organisation.

The results of this analysis relate to the key points of focus for all of scientific models for change management which are  reflect the planned change, and the comprehensive quality and increase in organisational  efficiency, developing the capacity of institutions of higher education to improve and renew itself through self-regulation. This is an essential and pivotal role in all programme for higher education to improve the methods of solving problems in the institution, and modernize its operations, particularly through more effective diagnosis, and with the participation of everyone, and through data collection, planning and implementation with an emphasis on evaluation, which aims to increase harmony between the organisational structure, processes and strategies and personnel management, organisational culture. 
7.1.6 Comprehensive assessment for the plan

Table ‎7:11  Frequency distribution table for the data on Comprehensive assessment for the plan
	Variable 
	Phrase
	strongly disagree
	disagree 
	agree       somewhat      
	agree
	strongly agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.1.21
	More often than not leads to  mitigation or elimination of barriers  to change
	61
	21
	72
	25
	105
	36
	44
	15
	6
	2

	A.1.22
	An assessment as to whether the change has benefits, cost, advantages or disadvantages for the institutions of higher education.
	12
	4
	84
	29
	139
	48
	51
	18
	2
	1
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Figure ‎7:11  Illustration of the frequency histogram for variables of Comprehensive assessment for the plan

Table 7.11 shows the frequencies of the study sample responses on the characteristics of the questions of the comprehensive assessment for the plan terms. From the table we can note that the distribution of answers to the relative frequency about phrase A.1.21, 21% indicated ‘strongly disagree’ and 25% chose ‘disagree’, a total frequencies equal to 133 of the responses,  or 46%: this indicates that where the HEIs are failing more often than not is  mitigation or elimination of barriers to change.

The chart representation of the frequencies on the quantitative data indicates that phrases (A.1.21, A.1.22,  respectively) take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for these terms. 

The trend in the survey sample on these terms tends a wide variety of frequency to ‘agree somewhat’ (36%, 48%) with standard deviations of (0.79, 1.05). This demonstrates the importance of characteristics contained in the comprehensive assessment and integrated aspects of management development, restructuring and comprehensive automation of higher education as reasons to ensure complementarily and synergy between higher education systems and labour market requirements under the standards of quality through support of mutual relations between them. Moreover, ongoing assessment of strategic planning for HEIs should take place to ensure it includes desired objectives, priorities and policies established by the ministry to achieve strategic objectives, through the restructuring and development of academic programs and educational tracks in higher education institutions.  

However, frequent comprehensive assessment for the plan was associated to achieving success in the development and implementation of a strategic plan. Some of the risks and obstacles in the implementation may be as follows: 

· Lack of support from senior management, or change in priorities and trends. 

· Inadequate resources (human, financial, technical) for change implementation. 

· Development and improvement efforts of universities in promoting quality and excellence in performance do not include all staff members.

· Lack of integration into the plan, its contents, and difficult to achieve for the interaction between all parts that constitute the system of management of higher education institutions. 

· Lack of follow-up system for implementation and the model change to take appropriate remedial action. 

· Reduction in efficiency and effectiveness of the communications system and information. 

· Lack of preparation and conditioning necessary and ongoing evaluation of overcoming the difficulties which impede change implementation. 

· Slow implementation of a change.

Table ‎7:12  Mean, Standard Deviation, and Z-Test results about phrases relating to Comprehensive assessment for the plan
	variable


	Mean


	Std. Deviation
	95% Confidence Interval of Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.1.21
	2.5
	1.05
	2.4
	2.6
	-7.73

	A.1.22
	2.8
	0.79
	2.7
	2.9
	-3.93


Extrapolating from the above table, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of  the Comprehensive assessment for the plan indicators, which reflect the integrated assessment of costs and benefits of change model, and assessment to identify the potential and actual barriers to change that facilitate mitigation or elimination of the barriers to change varies between (2.5 -2.8) , and if we compare these results for the class ‘agree  somewhat’ to the average — which has been allocated (3) — we conclude that these terms are less than this value, indicating that the LHE institutions don’t address an assessment of the difficulties and obstacles they face: each university separately needs to identify the unique possibilities and to link the assessment criteria of functional description to its capacity for development, application of quality management systems and instructions for evaluating performance. Also, institutions of higher education do not have an operational program to determine the criteria for the evaluation of the outcomes and impacts of change or assessing the costs and benefits resulting from the application of models of change. 
In this regard, the wide diversity among institutions of LHE, which are usually subject to a wide range of demands, should also include an evaluation system on a set of criteria or standards that form the basis for self-evaluation and at the same time provide the necessary tools for strategic planning. To determine the most important indicators to confirm the interpretation chosen by sample members a Z-test and standard deviation was conducted.  Thus it can be considered (2) variables of Comprehensive assessment for the plan as well as the most important variables covered by the interpretation, as explained in Table 7.12. Clearly, from the table we can note that the mean of approval on the Comprehensive assessment for the plan variables is less than 3 (less than ‘agree somewhat’).

To test the null hypothesis based on mean of approval on the Comprehensive assessment for the plan axis is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. Analytically, the result of the Z-test showed that the value of the phrases A.1.21, A.1.22 was less than the value of -1.96 respectively, showing that the phrases were approved by a low mean (less than  ‘agree somewhat’).  
The results show that the work analysis with SPSS (One-Sample T) Mean and results of the Z-test provides a detailed picture of the on the Comprehensive assessment for the plan. The results can serve to build an idea of the present situation in the LHEIs. They can also help to prepare and enhance the institutional capacity to carry out self-evaluation and / or strategic planning in the organisation through addressing the major weaknesses or areas that need development and identified during the evaluation or strategic planning, which can lead to maximize quality of institutional performance by affecting the motivation of employees in the LHEIs by way of mitigation or elimination of barriers to change. Moreover, the following factors must be considered in establishing a comprehensive assessment for the plan:

1. Organisation and development of institutional assessment of the institutions of higher education that lead to the identification of the main aspects that should be taken into account in the exercise of the strategic planning process. 

2. The sustainable development  of the practice strategic planning process based on the results of the self-assessment of the difficulties and obstacles that hinder the implementation of a change model , and mitigation or elimination such barriers.

3. The implementation of key strategies or actions aimed at achieving the goals set by the institution through strategic planning.

4. An assessment of the major change benefits, cost, advantages and disadvantages to the institutions of higher education.
Discussion of study questions:  

Graphical representation of the above information is a valuable asset in interpreting data, and has shown that change is an essential part of modern management philosophy, and a continuous activity over time, so there is an urgent need to change the organisational efforts of experts, to carry out development efforts in many administrative positions.  

The examination of research questions gives a quantitative interpretation of the results of the questionnaire using 2 items describing Comprehensive assessment for the plan indicators, and during the consideration of tables 7.11 and 7.12 which show the frequency, weighted means, standard deviations and Z-tests. The variables are arranged according to their mean score for the repetitive frequency and the statistical mean values and standard deviations computed by SPSS for the study sample responses as follows: 

Through the relative frequency of the respondents’ answering of the research questionnaire on the comprehensive assessment for the plan axis, according to the result of variable A.1.22 in the Table 7.12  shows the mean value = (2.8) and standard deviation = (0.79), which indicates a review of options for a comprehensive assessment strategy as core requirements for auditing and controlling the course of the development process and  its work to verify the realization of the goals and strategies for change, especially when there are complex processes of change. There is a need to conduct surveys of the environment in which it operates in order for the organisation to understand and accommodate developments and changes in the market, as well as customer needs, technological advantages and others factors.

Graphical representations of data on comprehensive assessment for characteristics of scientific model for change management show the need for a comprehensive assessment of universities’ management strategy, such as the shift from dealing with local community towards world communities and external markets, or switching to a strategy of competition and innovation, and the need to change the general atmosphere of the organisation to make it less rigid along with development to allow more interaction and participation from staff. 
7.1.7 Sustainability

Table ‎7:13  Frequency distribution table for the data on Sustainability

	Variable 
	phrase
	strongly disagree
	disagree 
	agree       somewhat   
	agree
	strongly agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.1.23
	Our university lacks the strengthening and consolidation of changes and continuous updating after implementing change model
	9
	3
	58
	20
	116
	40
	53
	18
	52
	18

	A.1.24
	Maintain the changes in the future and sustain it if shown to be effective.
	14
	5
	73
	25
	140
	49
	58
	20
	3
	1
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Figure ‎7:12  Illustration of the frequency histogram for variables of Sustainability
Table 7.13 shows the frequencies of the study sample responses on the characteristics of the questions of the Sustainability terms. From the table we can note that the distribution of answers to the relative frequency about phrase A.1.24, that 49% chose ‘agree somewhat’ and 20% chose ‘agree’, a total of 198 responses, or 79%, indicating the HEIs are failing to maintain the changes in the future or update them continually.

The chart representation of the frequencies on the quantitative data indicates that results for the phrases A.1.23 and A.1.24  take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for these terms. 

The trend in the survey sample of those terms tend towards a high frequency of ‘agree somewhat’  (40%) with a standard deviation = (1.08), reflecting the substantial heterogeneity of opinion on the term, and this means the respondents are not convinced that the executives were reformulating or updating the mission of the institutions and their future approach with consistent quality and continuous improvement, or the preparation of policy, which directly supports the strategic plan of  the institution, at this stage. However, continuous strengthening and consolidation of university changes has imposed the necessity of getting rid of traditional management strategies, and planning to address the problems caused by the impact of  external environment.

Extrapolating from the above table shows the results for phrase A.1.24 indicate 49% responding ‘strongly disagree’ on the subject of HEIs failing to sustain their new situation of the changes in the future. This reflects a lack of success of organisational change theories in achieving the goals of change according to the nature of contemporary challenges and this is often linked to inefficiency of current mechanisms of implementation, and inconsistency in understanding and treatment of change. Amer and Abdel Wahab [105] states that organisations need to be developed and consistently grow as a means to satisfy the need for effective change, maintaining the vitality and continued development and advancement, through the events of the convergence between the objectives of the organisation. 
Table ‎7:14  Mean, Standard Deviation, and Z-Test results about phrase relating to Sustainability:

	variable


	Mean


	Std. Deviation
	95% Confidence Interval of Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.1.23
	3.3
	1.08
	3.2
	3.4
	4.44

	A.1.24
	2.9
	0.82
	2.8
	3.0
	-2.65


Extrapolating from the above table, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the Sustainability indicators, A.1.23 and A.1.24 varies from (2.9 - 3.3). Comparing these results with the average for ‘agree  somewhat’ which has been allocated a value of (3) we can conclude that the these variables have scored less than this value, indicating that the LHE institutions do not sustain the new phase of the changes in the future and update it effectively.  

   
To determine the most important indicators to confirm the interpretation chosen by sample members, a Z-test was conducted and standard deviation found; thus it -  what can be considered (2) variables of the Sustainability axis, the most important variables covered by the interpretation, as explained in Table 7.14.


To test the null hypothesis based on mean of approval on the Sustainability axis is equal to 3.0 (‘agree somewhat’) using the One-Sample T statistic. Analytically the result of Z-test showed the value of phrase corresponded to A.1.24 is less than the value of -1.96, which indicates that the phrase was approved by a low mean (less than ‘agree somewhat’).We can also note that the result of the Z-test corresponding to A.1.23 is 4.44 (greater than 1.96), indicating it was approved by a high mean of 3.3 (more than ‘agree somewhat’).

The results show that the work analysis with SPSS (One-Sample T) Mean and results of the Z-test provides a detailed explanation of sustainability. The results can serve to build an idea of the present situation in the LHEIs. Moreover, this approach is intended to serve the purposes of taking full advantage of change models through improving the present situation in terms of change culture dissemination, in order to build the capacity of structures in the higher education sector.

Discussion of study questions:   

Phases of sustainability, stabilization and continuity of changes are intended to assist in the process of integration between different areas of the organisation. Therefore, it is a phase of stabilization adjustment to the new situation of higher education policy plays its part in the ongoing reform and development.  Furthermore, sustainability of the new situation is the last step or stage in the model of change. It aims to sustain the organisation in the case of a new equilibrium, where the new modalities of work are prevalent [68].

The examination of research questions gives a quantitative interpretation of the results of the questionnaire using 6 items describing fixation of new situation indicators, and the consideration of the tables and earlier chart representations, which show the frequency, weighted means, standard deviations and Z-tests. Variables are arranged according to their mean score for the repetitive frequency and the statistical mean values and standard deviations computed by SPSS for the study sample responses as follows: 

As a result, during the past three decades, in many countries attempts have been made to bring about change in universities that did not achieve the desired results. Hence, there was a need for government intervention to bring about this change, because if it were left to universities alone to carry out this task, the change is too slow at these universities to serve their communities effectively. While the system of higher education has always been vulnerable to the effects of external factors, it could be argued that these effects have received strong new impetus. University organisations should respond to the requirements of the labour market, the impact of modern technology on the needs of employment and the globalization of information, markets, changes in financial conditions and trends in public opinion, all factors exert strong pressure in justifying the continuation of government support for these universities. 

 
 The trend for universities in developing countries to resist the forces of change will decrease in coming years. Management systems and institutions of higher education must be eligible for future roles in the next century, with the ability to establish adaptive plans for further expansion in demands and new requirements, while preserving the best aspects of the regulations and operations. And that this justification would be through the provision of statistics on the numbers of graduates and the number of scientific research and service activities, but by the ability of universities to produce output of social, cultural, political, economic value or relative expenditure among these universities.   

The extrapolation of results in the table above shows that if the university departments are convinced of the need for change and willing to engage in a reform process, they are required to absorb and understand the factors and influences that have been mentioned above. 

A.  The role of government in supporting change

· Supporting the political will for reform and development; coping with forces of resistance to change, lack of motivation, poor use of resources and lack of productivity. 
· Providing a modern database to be used to clarify the policies of university education to the citizens. 

· Provide a communications system and information to be used in spreading the policy of university education at all classes and community events affecting decisions on the universities. 

B.  The need to establish good cooperative relations between government agencies and ministries related to university education on the one hand and universities on the other. We can summarize the role of governments in the process of reform and development of the university administration as follows: 

· Support pilot projects with the universities as models for reform and development to adopt a model change. 

· Technical support in the form of training programs and advisory bodies of experts in specific areas of the university administration. 

· Develop precise objectives and specific programs of HE to cope with the development and application of model change. 

· Establish in the form of financial support for the provision of equipment, devices and techniques that can be used by the university administration. 

· The adoption of mechanisms for feedback and evaluation to provide information that will help to adapt and direct more of the implementation of reform and development. 

· Use of continuous assessment and dissemination of results that show continued institutional performance. 

· Establishment of the integration of government plans and policies of higher education to integrate with the development of university administration. 

C.  The role of universities in stabilizing the changes and continuity: 

We can summarize the main characteristics of an efficient and effective university administration, able to support the changes made, as follows:

1. Establish good working relationships with stakeholders. 

2. University to formulate a clear strategy strategic consistent with the stages of model change. 

3. Establishing strong programs at the operational level by universities to carry out its responsibilities in the leadership and guidance in key areas of work for the university: finance, personnel, facilities, scientific research, and academic work. 

4. The creation of a database, and the use of performance indicators for comparisons at the institutional level and the level of departments, and to measure how much progress has been made to conform to install a new situation after the change model. 

5. The adoption of models and procedures associated with budget planning, and analysis of the real cost at department level of implementing the change. 

6. Higher education management support to executive managers, to facilitate the process of institution-wide change implementation. 

7. Flexibility in all areas of work at the university: finance, personnel, diversity in the nature of the work in accordance with the efficiency and expertise, optimal use of facilities, and innovations in teaching methods and counselling, all part of measures to balance a flexible and sophisticated in line with the change model.  
7.2 Examination and analysis of the impact of the scientific components of Strategic Change Model in the area of strategy formulation and implementation process in LHE Management Systems
Table ‎7:15  Frequency distribution table for the data on the Impact of the scientific components of Strategic Change Model in the area of strategy formulation and implementation process in LHE Management Systems

	variable 
	phrase
	strongly disagree
	disagree 
	agree       somewhat   
	agree
	strongly agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	Variable (1)
	Understanding the change process
	
	
	
	
	
	
	
	
	
	

	A.3.1
	HEIs are  operating to make the vision and priorities for action in such a way understood by every staff  to  facilitate implementing change model
	17
	6
	59
	20
	84
	29
	95
	33
	33
	11

	Variable (2)
	Information system in the process of change
	
	
	
	
	
	
	
	
	
	

	A.3.2
	LHEIs management are taking the final decision  with respect to requested changes after   obtaining  institutional information availability needed for implementing change model
	31
	11
	75
	26
	90
	31
	74
	26
	18
	6

	Variable (3)
	Availability of  financial and human resources
	
	
	
	
	
	
	
	
	
	

	A.3.3
	Assessing to what  extent of available financial and human resources  are sufficient  prior to implementation of change model
	29
	10
	62
	22
	117
	41
	70
	24
	10
	3

	Variable (4)
	Preparation for change
	
	
	
	
	
	
	
	
	
	

	A.3.4
	LHE Identify  an  institutions readiness to change  to mobilizes  and prepare fully towards  change process ( includes the incentive systems) for carrying out change 
	32
	11
	64
	22
	123
	43
	61
	21
	8
	3
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Figure ‎7:13  Illustration of the frequency histogram for the variables of the scientific components of Strategic Change Model in LHE Management Systems

This part examined how scientific components and methods for change management characteristics interact with organisational performance to influence strategic change implementation towards projecting a future scenario for HEIs which can serve as a basis for change process.

The quantitative data in Table 7.15 shows an analysis of the frequency of study sample responses on the characteristics of the questions about the scientific components of strategic change model in LHEIs. From the table we can note that the frequency distribution of answers about phrase A.3.1, 20% indicated ‘disagree’ and 29% chose ‘agree somewhat’, a total frequencies equal to 143, or 49%: this indicates the HEIs are failing to make the vision and priorities for action understood. For a quantitative comparison of current images of responses to questions correlated with variables of A.3.2, A.3.3, and A.3.4 may be especially sensitive to integration with the characteristics of scientific methods for implementing a change model.

The chart representation of the frequencies on the quantitative data indicates that phrase A.3.1 has a percentage of 33% and takes the form of right-skewed distribution, or high frequency, in the class of ‘agree’, gradually declining in the classes of low approval and scoring lower in the category of full agreement, indicating the degree of approval is high for the term in question. We can note that the distribution of relative frequency answers on the other phrases (A.3.2, A.3.3, A.3.4 respectively) take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for these terms.

The trend in the survey sample of those terms tend to a high frequency of ‘strongly disagree’ (33%) with standard deviation = (1.09), reflecting the substantial homogeneity of opinion on the terms, and this means the sample respondents are convinced that the various institutions of higher education (under study) still need to provides a clear general idea of vision and priorities for implementation of the action plan of change programme to strengthen its results.  Therefore, institutions should focus on strategic change implementation and large-scale institutional performance improvement through review of its methods to understand the process of change; they can understand the reasons for resistance to change by focusing on understanding the process of change and how it occurs, through a comprehensive analysis of the scientific components of strategic change model in the LHE  

The second analysis outcome obtaining (31%) was relatively high frequency, results found a significant relationship between Information systems in the process of change and scientific components of strategic change model. Furthermore, the third and fourth analyses of variables A.3.3, A.3.4 had significantly outcomes of 43% and 41% respectively. The present findings show that the dominant reason for successful implementation of strategic change model was the common incentive systems, efficacy of information systems and the extent of sufficient financial and human resources available prior to carrying out change.

Comparison of these data with other studies revealed that reform policies of HEIs and their implementation of strategic change models need to be considered when interpreting the findings of a long-term assessment of outcomes, and adjustment for characteristics that are associated for appropriateness for carrying out change.

According to the values of (Likert-scale ) = 33% on the phrase A.3.1 which indicates a degree of medium approval ( ‘agree somewhat’) of the respondents on the terms contained in the axis of  understanding the change process in the LHE Management System, where the study revealed there is a relationship between the lack of information systems in the process of change and staff resistance to change, which can be detected as a weakness in the information system leading to increased staff resistance to change. Moreover, the exchange of information between staff management about the change would strengthen the confidence of management staff in the institution and make it more able to avoid any kind of resistance occurring before or during the process of change. Where the words of the variables of the scientific components of strategic change are the overall strategies that could be used in the process of change, such as surveying the views of staff prior to the change implementation, (31%) as well as assessing whether the human and financial resources sufficient to change, (A.3.3) with (41%) the mobilization of energies and prepare the whole of the change process, which emphasizes the role of staff participation, (A.3.4) (43%).  To make the priorities for action clear and understood by all staff which means the clarity of its results, with the clears of ultimate goal of change and to enhance awareness of staff through removing any misunderstanding about the motives and purposes of change, (A.3.2 ) with (31%).

Table ‎7:16: Mean, Standard Deviation, and Z-Test results comparing the impact of the scientific components of Strategic Change Model in the area of strategy formulation and implementation process of LHE Management Systems 

	variable


	Mean


	Std. Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	
	
	
	
	
	

	A.3.1
	3.2
	1.09
	3.1
	3.4
	3.69

	
	
	
	
	
	

	A.3.2
	2.9
	1.09
	2.8
	3.0
	-1.46

	
	
	
	
	
	

	A.3.3
	2.9
	1.00
	2.8
	3.0
	-1.77

	
	
	
	
	
	

	A.3.4
	2.8
	0.98
	2.7
	2.9
	-3.06
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Figure ‎7:14  Line graph for data on the scientific components of Strategic Change Model in the LHE Management System
Extrapolating from the above table, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of scientific components and methods for strategic change implementation, which reflect the Understanding the change process,  Information system in the process of change , Availability of  financial and human resources, and  Preparation for change has varied between (2.8 - 3.2), and if we compare these average value (3.0) allocated to the class ‘agree somewhat’ we can conclude that the all variables except A.3.1 are less than this value, indicating that the LHE institutions are not addressing the scientific ingredients characteristics for change management, in spite of the significance linkage with the elements of organisational  development  to help bring about change model successfully.

To determine the most important variables to confirm the interpretation chosen by sample members a Z-test was  conducted and standard deviation measured; thus it can be considered (4) variables of scientific ingredients for strategic change implementation, the most important variables of the study covered by the interpretation, as explained in Table 7.16.

To test the null hypothesis based on mean of approval on the axis of scientific ingredients and methods for change management is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. Analytically , the result of the Z-test showed that the test value of  phrases (A.3.2, A.3.3, A.3.4) are less than the value of -1.96 respectively which indicates that the phrases were approved by a low mean (less than  ‘agree somewhat’). 

The results show that the analysis of the scientific components of strategic change model with the SPSS (One-Sample T) Mean and results of Z-test provide a detailed picture of the important components in the successful implementation of model of strategic change, as well as serving to build an idea of the present situation in the LHEIs. Moreover, to prepare and determine the cause of change and the need to set goals and how to achieve them, the most important thing is the commitment of those involved to change the proposal in order to acquire strategic commitment to change in LHEIs. Moreover, the aim is to introduce the concept of the meaning of change and get a positive reaction which may be possible if we look at the following stages:

1. Removal of phases of concern during the actual implementation process of change. 

2. Re-planning process of change constantly. 

3. Analysis of reasons for errors in phase of change implementation. 

4. Change of leadership strategies in times of change. 

5. Plans for the effective participation of staff members. 

6. Consolidating the role of managers at different levels of readiness on the implementation of the change 

Discussion of study questions 

The examination of research questions gives a quantitative interpretation of the results of the questionnaire using 4 items describing the scientific components of strategic change model in the LHE Management System, and during the consideration of the tables and earlier chart representations, which show the frequency, weighted means, standard deviations and Z-tests. However, variables are arranged according to their mean score for the repetitive frequency and the statistical mean values and standard deviations computed by SPSS for the study sample responses as follows:

1. Understanding the change process

According to examination of variable A.3.1, Table 7.16 gives a mean value = (3.2) and standard deviation = (1.09), so the study reveals that the understanding of the process of change in the institution is to shed light on the discussion of the phenomena of change in the daily reality of the institution, and to highlight the outlines of a self-management of change, and how to deal with change, to identify the tracks expected to change, to create understanding of the impact on the employee and the enterprise, dealing with the responses to difficult acts.
With the various processes of change the institution is going through a difficult process and needs special capabilities in understanding and an integrated vision of change, and this understanding could be redrafted its role in the institutions and improve the performance in the process of change.
One of the keys to the twenty-first century is the clarity of images of missions, and achievement of goals consistent with vision. The vision is gathering people around a common goal, and thus presenting a strong coordination between different individuals in the institution levels and in various positions. The vision makes the institution collectively move in one direction. Building a clear vision is a dynamic process that includes the development of effective and innovative thinking, a development network and recruitment. It should also include individual initiatives to achieve organisational goals, including the development of the image that the institution wants to project in the future, and how the strategy change would facilitate access to it, and the commitment of members within the institution to focus on all strategies applied according to a common set of strategic objectives [106].

Some studies have shown that understanding the change process is a key variable in the external environment and internal problems of HEIs, which are considered to be the first step to realizing the need for organisational change. Importantly, many institutions are unaware of the need for organisational change in time: increasing problems may not show until too late. Therefore it is necessary for managers in institutions to have a great sensitivity about their level of external environment’s compatibility with the interests of the internal environment of their institutions.

2. Information system in the process of change

With extrapolation of data analysis on the scientific components of strategic change model of the LUs, it became clear there is significance for the Information system in the process of change into the LUs. Information is the raw material of administrative decisions, therefore staff members are unable to take decisions and actions unless information is available, and it should be true and appropriate in terms of quantity, quality and timing. It should help the modern communications revolution in the dissemination of information required between the parties concerned quickly, efficiently and appropriately. Most important types of information required are related to financial and operational positions and marketing of the organisation, such as turnover, competition, profits, costs and future plans for expansion, growth and development [107].

Analytically, it is clear from the axis of Scientific components of strategic change model, through the relative frequency of answers of the research questionnaire with value (Likert-scale) = 31% the result shows there are specific factors for each decision-making by the LHE institution management during taking the final decision with respect to requested changes after obtaining available institutional information needed for implementing change model. The study of Geralis & Terziovski [108] stressed the need to involve all institutions involved in decision-making, so as to take advantage of all their potential to improve the quality of service. The study explains the impact of applications to enable staff members to improve their productivity and quality of service, and there is an urgent need to empower workers to make a positive relationship between quality of service and empowerment. Moreover, it should be noted that employee empowerment is one of the entrances of the modern counterpart to the method of open administration, and is based on the idea of participation of staff members in decisions, where workers are empowered through the granting of power in decision-making, with responsibility consistent with the intellectual maturity of the current work environment compared to that of yesterday. It helps open a new method in management approach to empower workers, through control and a sense of ownership in their actions, with appropriate compensation; not through, but by contributing to the increase in the property rights of individuals, allowing them to become partners in progress and growth [109]. 

It should be noted there are key elements to facilitate the process of institution-wide change implementation. Hamel & Prahalad [110] refer to certain queries that can be used to look at the future of the organisation, which is oriented towards a flexible body desired in the future, and reflecting the following:

· Is there a clear identification of new opportunities for the organisation, and the possibility to develop its programs?

· Does the institution have a clear agenda to build core competencies? Are workers involved in identifying organisational mission? Do they have a clear sense of the vision for the institution that they wish to build? 

· Does the vision have a significant scale of flexibility, enabling management and employees to divide up the work into stages or partial objectives, and a clear set of organisational challenges? 

· How does the institution explain to all of its members that their work is linked to a real message and vision of the organisation? 

· Does the institution have a set of traditions, customs, values and habits examined thoroughly? Does the institution work to remove obstructions to organisational success?

· To what extent do the workers, at all levels, feel urgency and necessity associated with the challenges that threaten institution success stability?

3. Availability of financial and human resources

 
Table 7.16 gives a mean value = (2.9) and standard deviation = (1.00) for variable A.3.3, the result showing a high proportion of disagreement that Higher Education appears to be of considerable importance, with a value (Likert-scale) = 41% on the phrase Assessing the extent of available financial and human resources are sufficient prior to implementation of change model of LHEIs. The right choice of human resources is the starting point in the system to enable effectiveness: it must be an appropriate choice for the institution and the nature of work and the circumstances in which they operate. The selection should conform to the values of individuals and convictions, which must be consistent and compatible with the values of the institution and convictions about achievement. 

4. Preparation for change

According to the result of variable A.3.4 in Table 7.16 shows the mean value = (2.8) and standard deviation = (0.98), which indicates that preparation for change does not conform with the new management strategy requirements of the HES or with mobilization towards the change process, and there are insufficient incentives to help promote carrying out change; to become more effective in readiness to change, HE management can explain to staff members the benefits from the planned change, and focus on their interests and personal desires in obtaining  or diversifying their skills. A rise of awareness towards the importance of change, improving administrative efficiency and the level of readiness of universities to bring about the required change are the mainstay in the preparation to carry out the change process, through the support, cooperation and interaction of universities policies assigned to change and continuous development. Albers [111]   pointed out that the concepts of change strategies include identifying three things: initiative, initiation, and implementation; these are generic to the change in institutions, which could include strategies for change in three phases:

1. Begin to move and build activities: initiation; mobilization; or adoption. These are the activities that build; the recognition of change is determined by selecting problems in the organisation. 

2. The implementation or initial use: the application of innovations, identifying goals and clearly necessary resources, and the experience of individuals and quality operations. This also includes influential factors, both internal and external; building a clear vision; developmental planning; initiatives and empowerment; and the level of development assistance, resources and control; components through overlapping operations; and ongoing training through the application of a strategy change to support the achievement of the multiple needs of individuals.  

3. Institutionalization, continuity, participation and development programmes or successive subcommittees, and a wider sense of incorporation of the change process. 
3. Following the scientific model for the management of change.
Table ‎7:17  Mean, Standard Deviation and Z-Test results for Following the scientific model for the management of change
	Variable
	Mean
	Std. Deviation
	95% Confidence Interval of the Difference
	Null Hypotheses    


	Alternative hypotheses

	Z-test   

	
	
	
	Lower
	Upper
	
	
	

	
	41.1
	10.14
	39.9
	42.3
	Mean =  50%
	Mean  ≠ 50%
	14.90-
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Figure ‎7:15  Bar graph for the data on Following the scientific model for the management of change.
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Figure ‎7:16  Line graph for data on Following the scientific model for the management of change.

This exploratory study investigates Following of the scientific model for the management of change. Table 7.17 showed the mean value response of the sample on a Scientific model for the management of change is 41.1% with standard deviation =10.14, and the 95% Confidence Interval of the Difference for the average of study sample varies from (39.9 - 42.3%).  

The null hypothesis was tested was using the One-Sample T statistic: analytically, the result of the calculated Z-value was -14.90 which is less than the value of Z-test spreadsheet (-1.96) at a 0.05 level of significance, indicating rejection of the null hypothesis; also the mean answer of population about the range of following the scientific model for the management of change is less than 50% (low mean) indicating decline in average degree for this variable in the population.
2. The degree mean of Following the scientific components of strategic change model, in LHEIs (public and private) based on the results of the T-test.
Table ‎7:18  Means, Standard Deviation and T-test results comparing the degree of Following the scientific components of strategic change model in LHEIs (public and private)
	Variables 


	management system of   LHEIs ( Public)

 
	management system of LHEIs (private)  
	Mean Difference
	T-Test


	Decision

 

	
	Mean
	Std. Deviation
	Mean
	Std. Deviation
	
	
	

	
	44.8
	6.9
	33.2
	11.4
	11.593
	10.68
	No signi-ficant

difference between Means 


Figure ‎7:17  Bar graph for the data on Following the scientific components of strategic change model in LHEIs (public and private) based on the results of T-test
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Figure ‎7:18  Line graph for data on Following the scientific components of strategic change model in LHEIs (public and private) based on the results of T-test

Table 7.18 showed that the mean value of Following the scientific components of strategic change model in public HEIs is equal to 41.1% with a standard deviation equal to 6.9, compared to 33.2% with standard deviation equal to 11.4 for the private universities. To test the null hypothesis, which states there were no significant differences in the average degree in the adoption of a scientific model in the management systems of public and private HEIs, compared to the alternative hypothesis there are differences in the average degree of significant model a scientific management system in educational institutions Higher and management system of HEIs it was conducted Two-Sample T-Test statistic analysis. The value calculated by the test equals to 10.86 and   it is significant value at the 0.05 level of significance.  This support the alternative hypothesis there are significant differences in the mean of degree of adoption of strategic change model in management system of both (public and private) LHEIs.
Comparing the degree to which the scientific components of strategic change model are followed in LHEIs (public and private) We also find that the institutions of higher education have varying low levels, as well as a lack of focus on analysis of workers to organize and take advantage of their views on the obstacles to change, and this may explain the reasons for the emergence of obstacles to change in institutions of higher education. We find that public universities are not intending to determine whether the necessary resources for the implementation of change are available to them, and where the places obtained in the absence of availability, which explains the reasons for the failure of most institutions of LHE’s change. This is contrary to the private sector universities, which appear to be deliberate in identifying adequate levels of resources before embarking on change.

As for the extent to which institutions of higher education assess the reality of the process in the institution to propose solutions through organisational diagnosis. Both groups reported higher and near identical levels of agreement with statements indicating a lack of ability to address strategically their direction in the next few years; diagnosis of the status quo is not proceeding prior to strategy formulation and implementation process (a mean score of 44.8 and 33.2 respectively across both groups).

In terms of analysis and examining the status of the institutions with regard to preparing an action plan of change indicates that the objectives of the work design and implementation process of a new practical model for change in HEIs found that the majority of academic managers in the LUs should be aware of the points of the shortfall between the current status of LUs, the situation to which they aspire in the future, and also (2.8), universities examined in this study are slightly identifying their objectives substantively contrary to the private universities. This explains the reasons for the weakness of vision and strategic planning at universities in the public sector, and this is also reflected on the development of an operational plan of action for the stages of change in specific and clear steps, but we can note here that even the private sector universities that have the vision and the process of estimating resources need physical and non-material change. 

The very poor development of the skills of managers and staff in ongoing training programs at universities in the public sector should be noted, and this explains the reasons for the directors of special programs not receiving training and development. This is in fact the responsibility of senior management, and not the responsibility of managers themselves. It is noted that the managers in the private sector universities are suffering from this as well, and this can be explained by the fact that the process of training and skills development is a costly process, and they probably do not want the private sector to continue to train their staff for fear of the staff taking up private sector posts in the future. This brings us back to the benefits of training for managers in the public sector because the continuity of their work in the same sector is high, and therefore, the continuous training is of national benefit even if they change their place of work, as they will remain in the same sector. 

A weakness in the process of fixing the new situation following the implementation of changes in public universities is noted, in line with the results of this research; this is linked to strategic planning, as part of strategic planning for change seemed to be rather weak, but it could therefore explain the weakness of the evaluation process, which it is not very high at universities in the private sector. This indicates that it is not a deliberate decision of all HEIs to undertake a process of evaluation of their work. This is also linked to the previous question about the planning for the implementation of the process of change in specific stages which were low in the private sector. It appears that public universities suffer from a major problem after the changes are brought about. The strengthening of the new system , for example, through a system of workers, which indicates a lack of impact on staff, and the need to motivate the adoption of the  new changes, which explains the reasons for the existence of resistance to change in LHE. This is an important indicator that universities can therefore strengthen and support the change process by following the implementation with constant updates, leading to development of the essential change efforts made by the Higher Education management.

3. Scientific components and methods of the management of change in the management systems of HEIs

Table ‎7:19  Mean, Standard Deviation and Z-Test results on the scientific components and methods of the management of change in the management systems of HEIs

	Mean
	Std. Deviation
	95% Confidence Interval of the Difference
	Null Hypotheses    


	Alternative hypotheses

	Z-test   

	
	
	Lower
	Upper
	
	
	

	49.1
	22.36
	46.5
	51.7
	Mean =  50%
	Mean  ≠  %50
	- 0.66
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Figure ‎7:19  Bar graph for the data on scientific ingredients and methods of the management of change in the management systems of HEIs
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Figure ‎7:20  Line graph for data on scientific ingredients and methods of the management of change in the management systems of HEIs.

This exploratory study investigates of the scientific ingredients for the management of change. Table 7.19 showed that the mean value response of the sample on a scientific model for the management of change is equal to 49.1% with a standard deviation = 22.36 and 95% Confidence Interval of the Difference for the average of study sample answers varies between (46.5 – 51.7) %.  

The null hypothesis was tested was using the One-Sample T statistic: analytically, the result of the calculated Z-value was -14.90 which is less than the value -Z spreadsheet at a level significant 0.05- equal 1.96 and 1.96.  This indicates acceptance of the null hypothesis on this question, indicating that the degree of scientific ingredients   for the management of change is medium in the population.
Correlation between the scientific components of strategic change model and resistance to change (Pearson Correlation Coefficient)
To find a relationship between the scientific ingredients to manage change and the prevailing resistance to change the Pearson Correlation Coefficient was used. It was found that the correlation value is  –0.360 (a negative correlation) which indicates the existence of an inverse relationship between the level of use of scientific components   to manage change and the level of resistance to change, or to use scientific components  to manage the change resulted in a low level of resistance to change. A T-test was used to test the null Hypothesis there is no significant correlation between the scientific method for the management of change and resistance to the change; this gave a level of significance of 0.05, which indicates a significant inverse relationship between the scientific method for the management of change and resistance to the change.  

Discussion of the study questions
Focusing on the management system in higher education as the research context, this study examined the relations of key factors affecting the implementation of a change model.  The proposed model provides a means to understand what factors determine the scientific components of strategic change model which contribute to motivating staff members to change. Understanding the factors will contribute to help identify the most effective methods that may potentially be used in implementing change. This demonstrates the deep understanding and analysis of organisational change that can be produced in the organisation, as in HEIs, which possess an understandable change which is influential on the quality of performance of the institution; they can manage the organisational change and change their strategic thinking despite the existence of the resistance to change. It is possible to identify special cultural features which facilitate access to good performance, and therefore it is appropriate for managers to design effective strategy models for change and cultural development, although many of the tools used in measuring organisational change have been developed for use in educational institutions.

Comprehensive strategies of models for change are interpreted as a strategy simulating a large number of variables and elements and organisational fields, such as vision, mission, organisational processes and available resources, human resources and relations with the external and internal environment and the potential effects on the values and deep assumptions in existing members of the institution, which represents the organisational change.

The impact of change on the strategic vision of organisational change through multiple dimensions is a very important concept; it affects organisational change on the strategy, and vice versa. Subsequently, the relationship between them is mutually influential; both of them are independent, realistic, durable and profoundly meaningful.

Circumstances and existing conditions in the organisation’s environment, both internal and external, political, economic, social and cultural conditions and other components of the structure and hierarchy the leadership, operational activities and its climate all affect the change, and its associated values and beliefs, assumptions, facts and material and the behaviour of individuals involved.  

The capacity of organisational change that could be used either to facilitate or impede the process of change, to have any positive or negative impacts on the institution and its change and its members, depends on its relationship with the regulatory environment and the nature of the intended strategic change, and also the results and unintended consequences.  

In conclusion to the discussion of the above questions of the study, it should be noted that the minimum mean values of these results largely support the approval of the relevant ratios, which means there is a modest development of the practices relating to the implementation of the change model. It also means there is a wide gap between the administration, the desired development and the reality of practice. Therefore, there is a pressing need the pressing need to make sustained efforts by those at the administrative institutions of LHE in order to develop change and transition management practices to facilitate the implementation of models of change.


Finally, as outlined in the preceding in tables of quantitative data relevant to the scientific model for the management of change through administrative functions of the practice, statistical means and the relatively low values of standard deviation indicate a convergence of   sample of respondents in their answers.
7.3   Examination of the impact of resistance to change on selecting effective strategies for planning and implementing organisational change

Table ‎7:20  Relative frequencies of the study sample responses on the phrases of variables of Resistance to change
	variable 
	phrase
	Strongly

disagree
	disagree 
	agree      

somewhat      
	agree
	Strongly

agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.2.1
	Staff were not aware of  how the implementation of organisational change occurred leading to a lack of clarity in its results
	8
	3
	54
	19
	113
	39
	87
	30
	26
	9

	A.2.2
	Adapting  the change  may lead gradually to a decline  in the morale of  staff members
	0
	0
	34
	12
	99
	34
	107
	37
	48
	17

	A.2.3
	the change has fostered  may generate  differences in the attitudes and behaviours of  staff members  that influence implementing processes
	0
	0
	21
	7
	107
	37
	93
	32
	67
	23

	A.2.4
	Change is not automatically considered as an incentive to increase the proficiency of work in institutions
	12
	4
	50
	17
	147
	51
	68
	24
	11
	4

	A.2.5
	Change has increasingly fostered creation of a climate of challenge in HEIs.
	13
	5
	37
	13
	119
	41
	111
	39
	8
	3

	A.2.6
	I feel that I can accept the implementing of change to make a career change in my work in the university.
	36
	13
	63
	22
	122
	42
	53
	18
	14
	5

	A.2.7
	Adapting  the change may lead to many staff leaving their jobs in the institutions
	2
	1
	3
	1
	86
	30
	148
	51
	49
	17
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Figure ‎7:21  Illustration of the frequency histogram for the variables of Resistance to change
The trend in the survey sample on these terms tends largely to ‘agree’ (51%) with a standard deviation of (0.74), reflecting the heterogeneity of opinion on the terms, indicating respondents are convinced that the changes in the institutions examined are beset by many difficulties that must be identified and avoided; institutions show resistance to change in all cases where it appears that the change will threaten individuals or their labour relations, whether social or career-wise. Therefore, management of institutions should focus on understanding the behaviour and trends of individuals,   promoting different points of views and the knowledge of the dynamics of change and the reality of change in the structural and administrative systems and business strategy related to global development, taking into account the circumstances and aspects influencing the adoption of the change model.  

 
Results indicate that the sources of resistance to change may be linked to personality sources such as fear of the unknown and the preference for stability, anxiety and turmoil in relations, customs and practices, differences in the attitudes and behaviours of staff members, and may also be linked to sources associated with the method of change implementation, such as the time of the change, resources available to adapt to it, respect of individuals and skills and the credibility of the agents of change. Implementing a change model will meet greatest difficulty if the managers face people who are accustomed to a certain mode of work, or who have a high degree of sensitivity to change, because some people see a change as a threat to the great efforts made to work for the establishment and the composition of relations and strong ties in the workplace. This reaction of natural resistance to change is strong; therefore, resistance to change is an observable expression of change rejection, which is a natural phenomenon, like the change itself.

The chart representation of the frequencies on the quantitative data indicates that phrases (A.2.3, A.2.7) have a percentage of 32% and 51% respectively and take the form of right-skewed distribution, or high frequency, in the class of ‘agree’ gradually declining in the classes of low approval and scoring lower in the category of full agreement, indicating the degree of approval is high for the term in question. 

We also note that the distribution of relative frequency answers on the other phrases (A.2.1, A.2.2, A.2.4, A.2.5, A.2.6 respectively) take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for the terms. 

Table ‎7:21  Mean Standard Deviation and Z –Test results about phrase relating to characteristics of Resistance to change
	variable


	Mean


	Std. Deviation
	95% Confidence Interval of Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.2.1
	3.2
	0.95
	3.1
	3.4
	4.27

	A.2.2
	3.6
	0.90
	3.5
	3.7
	11.03

	A.2.3
	3.7
	0.90
	3.6
	3.8
	13.42

	A.2.4
	3.1
	0.85
	3.0
	3.2
	1.10

	A.2.5
	3.2
	0.87
	3.1
	3.3
	4.33

	A.2.6
	2.8
	1.03
	2.7
	2.9
	-3.08

	A.2.7
	3.8
	0.74
	3.7
	3.9
	19.06
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Figure ‎7:22  Line graph for data on the variables of Resistance to change
Extrapolating from Table 7.21 above, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the Barriers to Implementing change model, which reflect the resistance to change indicators has varied between (2.8-3.7), and if we compare these average ‘agree  somewhat’ which has been allocated (3) we can conclude that all but one of the variables are greater than this value, indicating that the LHEIs will be severely impacted by these barriers in selecting effective strategies for planning and implementing organisational change.

To test the null hypothesis based on the mean of approval on the resistance to change axis is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. The result of the Z-test showed that the value of A.2.6 is less than -1.96 (-3.08), meaning the phrase was approved by a low mean (less than ‘agree somewhat’). We can also note that the result of the Z-test corresponding A.2.1, A.2.2, A.2.3, A.2.4, A.2.5, A.2.7 are 4.27, 11.03, 13.42, 1.10, 4.33, 19.06 respectively (greater than 1.96), indicating it was approved by a high mean of 3.7 (more than ‘agree somewhat’).

A comparison of results with SPSS (One-Sample T) Mean and Z-test has provided a detailed picture of the resistance to change axis. The overall purpose of studying the questionnaire variables is to serve the conceptual phase of original design to implementing change model. The results found a significantly higher rating of impact of resistance to change from core barriers on selecting effective strategies for planning and implementing organisational change, in terms of implementation organisational climate and inadequate of information system in the change process. The results also show an ineffectual incentive system to make staff aware of the importance of change.

Discussion of study questions   

This study examined reasons of resistance to change and how it may affect the adapting change during strategy formulation and implementation process. The study had revealed the presence of elements that appeared to have a greater influence that broadly reflects barriers in impeding the success of change processes as a result staff adaptation to organisational change, such as adopting the change may lead gradually to a decline in staff morale, with 37% frequency in survey response on variable A.2.2. In addition, survey response rates reach 23%   to 32% of the agreement on variable A.2.3, evidence that the change may generate differences in the attitudes and behaviour of staff members that influence the implementation processes. Subsequently, this leads to impact on the design and strategy developed; analysis of survey responses also indicated the presence of high levels of resistance to change by the workers, which shows the importance of attention to the human factor and individuals. However, most HEIs believe that, despite the tremendous progress made in the management of change, particularly with regard to the legitimacy of the procedures and efficiency, reviewing its progress we find that it is possible to change management in better ways.

 
An effective institution which takes careful steps to manage change smoothly will not always succeed in the enterprise, but at least they can try; the process of change can cause conflict, and the minimum target of attempts at change management is to reduce its impact on the institution and staff. Change backed by effective mechanisms is not the only key to effective change management: a leader must also recognize that change is implemented by the workers and their support is important. The most important goal is to achieve change management with broad commitment to change. 

Jawher [112] refers to research on innovation in the life of institutions and three sets of factors affecting the viability of institutions in general with regard to innovative methods and new ideas: the first group is associated with the structure of power in the institution, and the second to the communication structure, while linked to the third set of factors is the level of technology used in the institution. 

The intensity of the resistance to change reveals the degree of acceptance of the change and where the sensitivity of the issues is neglected, a comprehensive study of the factors or effects can identify some factors to overcome causes of resistance to change, on the following basis:

Including the following: recognition of the problem of confidence-building between staff and senior management and expanding the base of participation to bring about change; not demanding the impossible (ensuring changes are reasonable and achievable) and providing for change; the use of humanitarian motives, such as the motives of achievement and excellence and affiliation in order to change; choosing the right time to implement the planned change.

There are many elements that must be taken into account to ensure the success of efforts in the effective implementation of change, such as: the success in creating a common vision in each institution (the role of senior management) and managing the process of change (the role responsible for the change); determining the relationship between planners and implementers; building and consolidating relations between the professional and effective management and implementation stages; training and promotion of innovative ideas and maintaining the continuity of the efforts of change; and encouraging and supporting the results through motivation and reward. 

On the other hand, there must be an evolving process to identify the skills required for the new posts designed as the result of a process of change, through the selection and promotion systems reflecting the new skills and competencies as well as a rethinking of the current system of promotions. Therefore the adoption of efficiency and the ability and willingness to learn are criteria for selection. 

Table ‎7:22  Mean, Standard Deviation, and Z -Test results about questions relating to characteristics of resistance to change

	Mean
	Std.

Deviation
	95% Confidence

Interval of the Difference
	Null

Hypotheses    


	Alternative

hypotheses

	Z-test   

	
	
	Lower
	Upper
	
	
	

	58.8
	12.03
	57.4
	60.2
	Mean = 50%
	Mean ≠ 50%
	12.41
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Figure ‎7:23  Line graph for data on resistance to change

The displayed table data shows the statistical mean values for the Resistance to change variable was 58.8 % with a standard deviation of 12.03 and the 95% confidence interval of the difference to the mean response for this pattern ranged from 57.4-60.2%. To test the null hypothesis based on mean of approval where the data indicates that the value of study population mean response is equal to 50% (mean), a Z-test was used.  Analytically, the value of Z was calculated as 12.41; on comparing this score, we find it is greater than Z-test spreadsheet at the 0.05 level of significance, We can identify that it corresponds to a value of 1.96, which provides statistical evidence for rejecting the null hypothesis, meaning that the mean approval rating of the population for the Resistance to change variable was greater than 50% (high). This refers to a rise in the average score for each item of the variable of Resistance to change in the population survey.

7.4  An examination of the influence of factors representing the personal characteristics (age, sex, scientific qualification, years of experience and functional status) on Resistance to change
To examine the influence of the factors representing the personal characteristics of members of the sample on selecting effective strategies for planning and implementing organisational change, we have been addressing factors such as variables of age, sex, scientific qualification, years of experience and functional status. The aim of identifying these factors is to highlight the structure or compositing of the sample, to demonstrate some of the interventions which could be among the key questions raised in the questionnaire, and to identify correlations and significant differences between the degree of impact of age, sex, scientific qualification, years of experience, functional status on the resistance to change, and also on the strategies of the institution to reduce or overcome this resistance. 

As such, it was necessary to test whether those variables may have possible influencing variables in the correlation between factors representing the personal characteristics and Intensity of the resistance to change.

Analytically, the responses of the sample group were compiled using statistical tables designed specifically for data entry in order to obtain accurate information and shorten the time and effort by using the SPSS statistical program and then analyzing data through Two-Sample T-Test and One-way Analysis of Variance.

A.  The impact of sex on resistance to change

Table ‎7:23  Summary of T-Test results for the impact of variables of the sex on the resistance of change (Two-Sample T-Test)
	Variables

of sex
	sample of study

(men)
	sample of study

(women)
	Mean

Difference
	T-Test


	Decision

 

	
	Mean
	Std.

Deviation
	Mean
	Std.

Deviation
	
	
	

	
	59.6
	12.3
	57.9
	11.7
	1.7
	1.20
	No

significant

difference

between

the Means 
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Figure ‎7:24  Line graph for data on sex and the resistance to change

The displayed table data shows that the statistical mean values for the impact of sex on the resistance to change  variable in men was 59.6 % with a standard deviation of 12.3 and on the other hand the statistical mean values of this  variable in women was 57.9 % with a standard deviation of 11.7. To test the null hypothesis (H0) there is no significant difference in the mean of approval corresponding to the alternative hypothesis (H1) there is a significant difference in the means of approval for the impact of sex variable on the resistance to change across the management system of LHEIs a T-Test statistical analysis was conducted.  The value calculated by the test was 1.20; on comparing this score, using a 0.05 level of significance, we find there were no significant differences between the two groups in terms of their resistance to change, indicating the strength of statistical evidence for accepting the null hypothesis. This means there is no statistically significant differences at the 0.05 level in the average of approval on resistance to change (the value was equal among the men and women respondents). As such, respondent’s sex does not appear to have impact on the resistance to change.

B.  The impact of age on resistance to change 

To examine if there is significant differences in the mean of resistance to change based on the variable of age, the sample of the study was divided into three groups, as follows:

Group A: less than 40 years (157) 

Group B: 40 to 50 years (77) 

Group C: more than 50 years (54) 

To determine the significant differences between the three age groups in the resistance to change, the Mean and Standard Deviation of the level of resistance to change for the three age groups was calculated. Results are shown in Table 12.36

Table ‎7:24  Summary of ANOVA results testing for significant age differences in the resistance of change (One-way ANOVA)

	Age variable
	Less than 40 years
	40 - 50 years
	more than 50 years

	C. A2
	Mean
	Std.

Deviation
	Mean
	Std.

Deviation
	Mean
	Std.

Deviation

	
	58.6
	11.91
	58.4
	12.11
	60.0
	12.38
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Figure ‎7:25  Line graph for data on the impact of age on resistance to change

The displayed table data shows the statistical mean values for the impact of age on resistance to change variable in the age group of less than 40 years was 58.6% with a standard deviation of 11.91; in the age group of 40 to 50 years it was 58.4% with a standard deviation of 12.11; in the age group of more than 50 years it was 60.0% with a standard deviation of 12.38.

To examine the significant differences between these means, One-way Analysis of Variance was conducted to determine value of the F-test. From the ANOVA table the F-value is found to be 0.33, which means there are no statistically significant differences at the 0.05 level, indicating there were no significant differences between the three age groups in terms of their resistance to change. As such, respondent’s age does not appear to have an impact on the resistance to change.  

C.  The impact of scientific qualification on the resistance to change 

To examine if there is significant differences in the mean of resistance to change based on the variable of qualification level, the study sample was divided into three groups, as follows:

Group A:  undergraduates (85) 

Group B: university graduates (78) 

Group C: higher studies (125) 

To determine the significant differences between the three groups of scientific qualification in the level of resistance to change, the Mean and Standard Deviation of level of resistance to change for the three groups was calculated. Results are shown in Table 12.37

Table ‎7:25  Summary of ANOVA results investigating significant differences in the scientific qualification on the resistance to change (One-way ANOVA)

	Variable of 

scientific qualification
	Undergraduate


	University graduates
	Higher studies

	C. A4
	Mean
	Std. Deviation
	Mean
	Std. Deviation
	Mean
	Std. Deviation

	
	62.1
	9.98
	59.3
	12.54
	56.3
	12.48
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Figure ‎7:26  Line graph for data on scientific qualification resistance to change

The displayed table data shows that statistical mean values for the impact of scientific qualification on the Resistance to change variable in the category of undergraduate was 62.1% with a standard deviation of 9.98 the category of graduate was 59.3 % with a standard deviation of 12.54; and in the category of higher studies it was 56.3% with a standard deviation of 12.48. This indicates the mean of resistance to change is gradually declining in the groups of higher studies. To examine the significant differences between these means, One-way Analysis of Variance was conducted to determine value of the F-test.

From the ANOVA table the calculated F-value is found to be 6.12, meaning there is statistically significant differences with 2 and 285 degrees of freedom at the 0.05 level of significance, indicating a significant difference between the three scientific qualification groups in terms of the average of resistance to change. As such, respondent’s qualifications appear to have an impact on the resistance to change. The results show that the group of staff in the category of undergraduate appears to be the most effective in demonstrating resistance to change as they scored a higher rate of resistance to change, followed by graduates; the higher studies category were least resistant to change.

D.  The impact of years of experience on the resistance to change 

To examine if there are significant differences in the mean of resistance to change based on the variable of years of work experience, the study was divided into three groups as follows:

Group A: less than 10 years experience (169) 

Group B: 10-15 years experience (69) 

Group C: more than 15 years experience (79) 

To determine the significant differences between the three groups of the years of work experience in the level of resistance to change, the Mean and Standard Deviation of the level of resistance to change for the three groups was calculated. Results are shown in Table 12.38.

Table ‎7:26   Summary of ANOVA results investigating significant differences in the years of work experience on the resistance to change (One-way ANOVA)
	work experience
	Less than 10 years 
	From 10 - 15 years
	More than 15 years

	C. A5
	Mean
	Std. Deviation
	Mean
	Std. Deviation
	Mean
	Std. Deviation

	
	61.8
	11.36
	57.1
	13.19
	53.1
	10.63
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Figure ‎7:27  Line graph for data on years of experience on resistance to change

The displayed data shows that the statistical mean values for the Impact of years of work experience on the resistance to change variable in the ‘less than 10 years’ category was 61.8% with a standard deviation of 11.36; in the ‘10-15 years’ category it was 57.1% with a standard deviation of 13.19; in the ‘more than 15 years’ category it was 53.1% with a standard deviation of 10.63. This indicates the mean of resistance of change is gradually declining in the groups of higher studies. To examine the significant differences between these means, One-way Analysis of Variance was conducted to determine value of the F-test.

From the ANOVA table the calculated F-value is found to be 16.11, meaning there is statistically significant differences with 2 and 285 degrees of freedom at the 0.05 level of significance, indicating there is a significant difference between the three scientific qualification groups in terms of the average of resistance to change. As such, respondent’s years of work experience appears to have differences in impact on the resistance to change. Results found that the group of staff in the ‘more than 15 years’ category have had  a lower impact on resistance to change, followed by those in the ‘10-15 years’ group, while the greatest resistance to change with higher rates was in the ‘less than 10 years’ category.

E.  The impact of Functional status on the resistance to change 

To examine if there are significant differences in the mean of resistance to change based on the variable of functional status, the sample study was divided into four groups, as follows:

Group A: University president or dean (58) 

Group B: Academic staff (88) 

Group C: Heads of department (63) 
Group D: Employee (79) 

To determine the significant differences between the three groups of the functional status in the level of resistance to change, the Mean and Standard Deviation of the level of resistance to change for the four groups was calculated. Results are shown in Table 12.39.

Table ‎7:27  Summary of ANOVA results investigating significant differences in the functional status on the resistance to change (One-way ANOVA)


	variable
	University president or dean
	Academic staff 


	Heads of department


	  Employee

	C. A3
	Mean
	Std. Deviation
	Mean
	Std. Deviation
	Mean
	Std. Deviation
	Mean
	Std. Deviation

	
	57.4
	12.19
	55.2
	12.92
	58.8
	9.85
	63.7
	10.94
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Figure ‎7:28  Line graph for data on functional status on the resistance to change

The displayed table data shows that the statistical mean values for the Impact of functional status on the  resistance to  change  variable  in the category of University president or dean was 57.4 % with a standard deviation of 12.19 ; in the Academic staff category it was 55.2 % with a standard deviation of 12.92 ; in the Heads of department category it was 58.8 % with a standard deviation of 9.85 ; and in category of Employee it was  63.7 %  with a standard deviation of  10.94. This indicates the mean of resistance to change is gradually declining in the groups of functional status. To examine the significant differences between these means, One-way Analysis of Variance was conducted to determine value of the F-test.

From the ANOVA table the calculated F-value is found to be 7.81, meaning there is statistically significant differences with 2 and 284 degrees of freedom at the 0.05 level of significance, indicates there is a significant difference between the four functional status groups in terms of the participant’s average in resistance to change. As such, respondent’s functional status appears to have a difference in impact on the resistance to change. Results showed the greater rates of resistance to change were observably higher in the employee category, followed by the category of Head of Department; the category of University president or dean appears to have minimal impact on resistance to change, and finally the   resistance to change tests showed that the category of Academic staff was less resistant to change compared to analysis of the impact of factors representing the personal characteristics on the resistance to change.

7.5 Analysis and interpretation of different leadership styles in times of change
7.5.1 An examination of the impact of leadership in times of change in the area of strategy formulation and implementation process

Table ‎7:28  Relative frequencies of the study sample responses on the phrases of the variable of Leadership in Times of Change

	variable
	phrase
	strongly disagree
	disagree
	agree       somewhat
	agree
	strongly agree



	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	
	Collaborative style

	
	
	
	
	
	
	
	
	
	

	A.6.1
	Promote cooperation between labour and management to make changes in organisational decision making.
	11
	4
	48
	17
	106
	37
	88
	31
	35
	12

	A.6.2
	Staff members in institutions of higher education have a   fundamental influence in the definition of goals and methods of change implementation.
	34
	12
	72
	25
	57
	20
	61
	21
	64
	22

	A.6.3
	Management team does not make decisions with respect to the change without staff members participation especially on the change future policies which  affecting higher education interests
	52
	18
	58
	20
	46
	16
	61
	21
	71
	25

	
	Consultative style
	
	
	
	
	
	
	
	
	
	

	A.6.4
	The Management teams considers  the circulation of opinion among employees  in the content of change  as an increasingly important factor for the institutions of higher education
	3
	1
	14
	5
	74
	26
	154
	53
	43
	15

	A.6.5
	HE Management takes into account the opinion of the staff members, who have the appropriate skills and experience to use in the decision-making process and in the implementation of the change.
	3
	1
	48
	17
	80
	28
	112
	39
	45
	16

	A.6.6
	The Management team is taking the final decision on the requested changes after consultation and obtaining information from staff members.
	3
	1
	48
	17
	88
	31
	81
	28
	68
	24

	
	Directive style

	
	
	
	
	
	
	
	
	
	

	A.6.7
	Staff members accept the changes implemented  by the management team very well, although their views were not taken into account  at a time of change
	36
	13
	58
	20
	92
	32
	95
	33
	7
	2

	A.6.8
	Feeling that the staff trust the ability of the management team to make appropriate decisions with respect to the change.
	18
	6
	76
	26
	129
	45
	58
	20
	7
	2

	A.6.9
	The change themes affecting higher education plans, which are usually determined by the management team, are gaining acceptation of all staff members.
	14
	5
	76
	26
	144
	50
	49
	17
	5
	2

	
	Coercive style
	
	
	
	
	
	
	
	
	
	

	A.6.10
	The Management team is taking final decisions with respect to the implementation of change strategies based on the views of stockholders.
	62
	22
	73
	25
	111
	39
	38
	13
	4
	1

	A.6.11
	Management team is working to getting staff members to internalize and accept the change, regardless of their opinion.
	40
	14
	125
	43
	78
	27
	35
	12
	10
	3

	A.6.12
	LHE Management depend on the scientific strategies for change to ensure the continuity of the institutions of higher education and increase their effectiveness.
	143
	50
	69
	24
	36
	13
	33
	11
	7
	2


The trend in the survey sample on these terms tends largely to ‘strongly disagree’ (50%) with a standard deviation of (1.14), reflecting the heterogeneity of opinion on the terms, indicating respondents are convinced that the coercive style is ineffective for implementing a change model. This indicates there may be organisational problems: the absence of collective action and staff member’s participation in drawing up future policies; inefficient communication systems in the decision-making process; inadequate training programmes at different administrative levels to develop the capacities of workers.

The table of the frequencies on the quantitative data indicates that phrase A.6.12 takes the form of exponential distribution, or high frequency, in the class of ‘strongly disagree’ and declines constantly in the classes of approval, suggesting a low degree of approval for the less-mentioned terms.

We also note that the distribution of answers on the frequency phrases (A.6.2, A.6.11) have a percentage of (25%, 43% respectively) and takes the form of left-skewed distribution, or high frequency, in the class of ‘disagree’ gradually declining in the classes of high approval and scoring lower in the category of full agreement, indicating the degree of approval is low for the terms in question. 

We note that the distribution of relative frequency answers on the other phrases (A.6.1, A.6.6, A.6.8, A.6.9, A.6.10) take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for the terms. 
Table ‎7:29  Mean, Standard Deviation and Z -Test results comparing the impact of leadership in times of change in the area of strategy formulation and implementation process.  
	variable


	Mean
	Std. Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	
	
	
	
	
	

	A.6.1
	3.3
	1.01
	3.2
	3.4
	5.13

	A.6.2
	3.2
	1.34
	3.0
	3.3
	2.15

	A.6.3
	3.1
	1.45
	3.0
	3.3
	1.66

	
	
	
	
	
	

	A.6.4
	3.8
	0.80
	3.7
	3.9
	16.19

	A.6.5
	3.5
	0.98
	3.4
	3.6
	8.89

	A.6.6
	3.6
	1.06
	3.4
	3.7
	9.09

	
	
	
	
	
	

	A.6.7
	2.9
	1.06
	2.8
	3.1
	-1.17

	A.6.8
	2.9
	0.89
	2.8
	3.0
	-2.64

	A.6.9
	2.8
	0.82
	2.7
	2.9
	-3.23

	
	
	
	
	
	

	A.6.10
	2.5
	1.02
	2.4
	2.6
	-8.76

	A.6.11
	2.5
	0.99
	2.4
	2.6
	-8.92

	A.6.12
	1.9
	1.14
	1.8
	2.1
	-15.93


Extrapolating from the above table, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the  comparing the impact of leadership in times of change in the area of strategy formulation and implementation process  — which reflect collaborative, consultative, directive and coercive style — has varied between (1.9-3.8), and if we compare these means with the average value of ‘agree somewhat’ which has been allocated (3) we can conclude that the variables of the consultative style have obtained (3.5-3.8), indicating that the LHEIs address the style of Consultative characteristics in the area of strategy formulation and implementation process. This strategy represents one of the most important patterns of managerial leadership, because it takes into account the humanitarian aspects in terms of inclusion and consultation in the selection process of the change strategy, with the purpose of obtaining the support of workers. Moreover, through the study of human behaviour and its response to the processes of change and development, we need to address the constraints through some effective planning in leadership in times of change, in order to minimize resistance to change and promote the method of influence which increases the likelihood of its acceptance.         
Table 7.29 shows the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characteristics of Leadership in Times of Change. Clearly, as is evident from the figure, the mean of approval on variable A.6.7, A.6.8, A.6.9, A.6.10, A.6.1 and A.6.12 are less than 3 (less than ‘agree somewhat’). In addition to this the average of approval on variables A.6.1, A.6.2, A.6.3, A.6.4, A.6.5 and A.6.6 are more than 3.0 (greater than ‘agree somewhat’). We can note that the value corresponding to the test variable A.6.7 falls between 1.96 and -1.94, which indicates there is a medium level of approval (‘agree somewhat’) on these phrases.

To test the null hypothesis (H0) based on the mean of approval on the leadership in times of change axis is equal to 3.0 (agree somewhat) the One-Sample T statistic was used. Analytically, the result of  the Z-test showed that the value of the phrases A.6.7, A.6.8, A.6.9, A.6.10, A.6.11, A.6.12 was less than the value of -1.96 respectively ( -1.17, -2.64, -3.23, -8.76, -8.92, -15.93 respectively) showing that the phrases were approved by a low mean (less than  ‘agree somewhat’). 

We can also note that the results of the Z-test corresponding to A.6.1, A.6.2, A.6.3, A.6.4, A.6.5 and A.6.6 are 5.13, 2.15, 1.66, 16.19, 8.89, 9.09 respectively (greater than 1.96) indicating it was approved by a high mean (more than ‘agree somewhat’).  

A comparison of results with SPSS (One-Sample T) Mean and Z-test has provided a detailed picture of the leadership in times of change axis. The overall purpose of studying the questionnaire variables is to serve the conceptual phase of original design to implementing change model. The results can serve to compare the impact of leadership in times of change in the area of strategy formulation and implementation process. The process of change is affected by the level of human resources, skills and convictions and the willingness for the change process, which at the same time, affects the development of skills and human resources as part of a process of change itself. Because of the sensitivity of the implementation of change in HEIs it is necessary for the management team at this stage to follow an effective style to adopt working patterns and behaviours consistent with the objectives of the institution to make the process of organisational change. During this phase there has to be diagnosis of the forces driving the administration of the change process, with the identification of the expected benefits of the change process, as well as the potential effects of the change process. 

7.6 The correlation between the prevailing patterns of change with styles of leadership among the institutions examined (Refer to Appendix M for Investigate the impact of Patterns of Organisational Change as independent variables)
Table ‎7:30  Pearson correlation coefficient between the prevailing patterns of change with styles of leadership at the institutions examined

	Patterns 
	Description 


	Collaborative
	Consultative
	Directive
	Coercive

	Fine-tuning
	Pearson correlation
	0.265
	0.341
	0.525
	-0.136

	
	The level of significance
	0.000
	0.000
	0.000
	0.021

	Incremental adjustment
	Pearson correlation
	-0.171
	0.212
	0.331
	-0.537

	
	The level of significance
	0.004
	0.000
	0.000
	0.000

	Modular transformation
	Pearson correlation
	0.273
	0.143
	-0.315
	0.524

	
	The level of significance
	0.000
	0.015
	0.000
	0.000

	Corporate transformation
	Pearson correlation
	0.373
	0.031
	-0.111
	0.646

	
	The level of significance
	0.000
	0.596
	0.061
	0.000
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Figure ‎7:29  Bar graph for the data on Pearson correlation coefficient between the prevailing patterns of change with styles of leadership.

To find a correlation between the prevailing patterns of change and styles of leadership the Pearson correlation coefficient was used. Table 7:30 shows the results; some of the values are negative, indicating the existence of an inverse correlation between patterns. Styles of leadership are responsible for the prevailing patterns of change, or that a particular style of leadership accompanied by a specific pattern of change and styles of leadership. To test the null hypothesis (H0) there is no significant correlation corresponding to the alternative hypothesis (H1) that there is a significant correlation of the prevailing patterns of change and styles of leadership pattern across the management system of LHEIs (at the institutions examined). When a T-test was performed the value was found to be statistically significant (0.05), which means there was significance of correlation between prevailing styles of change and leadership. Examination of the Pearson correlation coefficient between the prevailing patterns of change with styles of leadership shows the correlation between the patterns of change and the environmental conditions conducive to their emergence. There are few scientific studies in literature on the styles of change leadership, leadership behaviour, and their preference for each pattern of change; however, some academic studies have access to two important results: 

First: premise of a correlation between transformational leadership and change. 

Second: Dunphy & Stace [113] found the relationship between the prevailing patterns of change leadership and the patterns of change:


	
	

	
	



Figure ‎7:30  Styles of Change Management [113]

In Figure 12.38 the study finds that it can use any type of leadership with any pattern of change. Despite this the study by Dunphy & Stace included 13 organisations in the service sector which had experienced extensive change including Incremental adjustment and transformation .This leads to the question— ‘What is the strategic development of the institution and the development of change?’ — so there is a possibility to choose another style of leadership for senior management, if this pattern is a combination of two strategies: targeted and consultant, and these strategies are necessary to maintain the updated changes within the specific rates in advance. As for the changes in the levels of operational management at the same time, they propose to resort to the leadership consultative pattern, working to gain the employees’ commitment to the process of change in the administrative levels. 

Strebel’s [114] proposed model convenes the relationship between the prevailing leadership and the environmental forces that advance the process of change and production. In addition, it links these factors’ relationship with another factor (the degree of openness of the organisation towards change initiatives). Based on the foregoing, any discussion about the leadership change must take into account the capacity of the organisation and potential options: either to remain closed, or become open to change programs it could easily accept, in addition to the willingness for real change. Then the leadership of change becomes interested in overcoming resistance to change [62].

Discussion of study questions    
Measurements can serve to develop and facilitate the administrative leadership and its role in finding a high level of innovative thinking among organisation members contributes to the ownership of a high level of skills and collective capacity to solve problems and achieve the vision and objectives of the organisation, because innovation means change and development. 
One of the most important challenges which must be addressed is how to build leadership and management capacities at the level of Libya’s HEIs and at the level of school districts, and to acquire ownership of the initiative in the early stages. Another challenge is how to change the attitudes and understanding of administrators and staff in order to facilitate the application of change far beyond the traditional approach to the learning process, through the introduction of change management strategies to ensure the continuity of the scientific HEIs and increase the effectiveness of phase change. This is a series of changes on the vision, objectives and strategy of the organisational structures; such strategies are linked to the process of diagnosis, which is usually carried out by institutions to identify strengths, weaknesses, opportunities and risks (where the institution is operating the practical objective of the diagnosis before the start of implementing change). During this stage the institution’s priorities in bringing about a process of organisational change are determined, and may include the following elements: organisational structures; human resources; processes, procedures and functions.  

The process of change requires skilled leaders who have the ability to communicate effectively and efficiently; the perception of communications capacity at the level of the organisation, as part of the process of change and, most importantly of all, these leaders understand the impact of this change on personnel and encourage individuals to facilitate and participate in change process. This means the involvement of individuals in information about the change and its necessity for the future the organisation aspires to reach. This participation in learning and communication with personnel helps to overcome the negative views of those individuals, in addition to the psychological and emotional concerns raised by the change. 

Change depends on support operations to achieve strategic goals through intellectual models that are integrated cognitive maps used by managers and employees to draw their ideas and perceptions of the institution and the conditions that surround them. This contributes to improving the quality and customer service and providing members with a background of the events of the new organisational  values, and developing new methods of thinking and behaviours, new ways of solving problems effectively and productively. 

The data were examined for the impact of pattern of leadership in times of change in the area of strategy formulation and implementation process. We also examined the Pearson correlation coefficient between these leadership patterns and prevailing patterns of change.  Managerial leadership is the cornerstone in the process of change and development within the organisations. Effective leadership seeks to change and develop management and strategic thinking to become a substitute for timely vision and the adoption of rules of the open interactive environment as an alternative to the closed system, the decentralization approach that will substitute the central curriculum, focusing on team work as a substitute for individuals, and working to ensure the comprehensive quality concepts are a partial substitute for quality, dealing with information on alternative assumptions, and a fertile climate of innovation and creativity substitute for a commitment to regulations and instructions. Effective leadership is rare and characterized as a commodity of high value in the market: it is not surprising to see organisations resorting to the use of all means of intangible and material incentives to attract foreign managerial competencies, and spending precious money on training and management development. 

Some institutions are faced with a clear shortage in the availability of effective administrative leaders who can lead their organisations in light of unstable environmental conditions requiring change and development on a continuous basis. This contains a fundamental and important aspect of increasing the capacity of organisations to adapt to the new environment and respond to requirements effectively. Studying the subject of leadership as a pattern which leads to desired change is important to achieve effective HEIs that can meet 21st century requirements. This style of leadership includes a forward-looking vision for the future of the educational institution, and gives a sense of purpose and meaning to those involved in the adoption and realization of this vision. It also emphasizes the leadership change on participatory decision-making, and relies on a different type of force that cannot be imposed from above: it focuses on collective action with others, and through them motivating individuals and effectively solving problems cooperatively. 

Efforts of the leadership change include two precedents in the institution of higher education: the rebuilding and restructuring of the institutional organisation; the change in the building’s official educational institution, and the rebuilding of the cultural pattern in the educational institution which includes changes in the forms and methods and motives, values, skills and relationships. The areas of work include leadership change: the goals or objectives, institutional culture, people, organisational structure. 

There are an institutional set of values espoused by the leaders of contemporary educators to achieve successful change in educational institutions, most notably: leadership goals and objectives, empowerment, the driving force of achievement, the dissemination and delegation of authority, quality control, conversion and development, simplicity and clarity, reflection   and a commitment to the HEIs. 

Professional competence is required of effective attitudinal change leaders, and methods of thinking, performance skills and professional knowledge. The results of educational research and studies and the outcome of expertise, experience and management practices point to major dimensions of leadership change in the prevailing environment of educational institutions that have succeeded in bringing about a change in the nature of work and the quality of performance, as follows: developing a common vision; building a collective agreement on objectives and priorities; building a common culture; modelling behaviour; taking into account the needs and individual differences; mental stimulation or intellectual arousal; high levels of performance expected of workers; restructuring and change. 

Basically, the reason for the failure of several attempts at change is due to excessive practices of managerial roles and the absence of leadership. The most prominent obstacles facing institutions during their quest for change are from within: dissatisfaction with the current status of the institution, lack of a clear vision or the capacity to deliver or ability to change the cultural roots of the institution; the resistance of some workers and opposition to change as a result of satisfaction with the familiar; fear of the unknown or the loss of vested interests associated with the status quo or poor understanding of the effects of the expected change. 

Analytically, it is clear from the collaborative axis, through the relative frequency of answers of the research questionnaire with value (Likert-scale) = 37 %, that there is somewhat direct empirical evidence on the collaborative style, while much of it is useful and supportive for implementing a practical change model. A large number of workers can contribute to this pattern by identifying what needs to be changed.

According to the result of variable A.6.1, A.6.2, A.6.3 Table 7.29 shows the mean value = (3.3, 3.2, 3.1) and standard deviation = (1.01, 1.34, 1.45 respectively), which indicate that the collaboration could be done through promote cooperation between labour and management, Staff members influence in the identify of goals and methods of change implementation, make decisions by staff members participation in the area of strategy formulation and change implementation process. As a result, this is required resorting to the use of special workshops or specialized working groups, or any form of meetings with the workers. The principle behind the method of collaboration is that the greater the number of employees cooperating in the process increases opportunities for their support and their commitment to the changes that have contributed to the development and the design basis, therefore they will promote those changes to other members of the organisation. Survey respondents were aware that this method also helps to create a sense of urgency for change among workers. 

The impact of consultative style on the leadership in times of change is also examined. According to variable A.6.4, A.6.6 Table 7.29 give  a mean value = (3.8, 3.6) and standard deviation = (0.80, 1.06 respectively), so the study reveals that it is necessary to considers  consultation and the circulation of opinion among staff members in the content of change  as an increasingly important factor for LHEIs. Furthermore, this is meant is to give staff greater opportunity of a feeling of greater commitment to serving the updated changes, skills and experience as called for in the method of change to use in the decision-making process and in the implementation of the change.  Moreover, it is required from them to realize they must act different manner than previously to help the organisation achieve that vision of the future. Asking them to contribute to the design of specific tasks in the organisation and implementation helps to conduct the process of change. Those tasks may include the implementation of new practices at work, or new methods of communication.     With extrapolation of data analysis on the patterns of leadership in times of change of the LUs, It is clear that this pattern of the participation could alter in the management of change leaders to keep the greatest possible power in their hands with regard to the outcome of the process of change, understanding the development of the project’s overall objectives, but the modalities of access to those goals are limited in the participation of workers. 

Table 7.29 shows the mean value = (2.9) with standard deviation = (1.06) for variable A.6.7, the result giving a high proportion of ‘agree’ answers to the idea that Higher Education appears to implementing changes by the management team, although staff members views were not taken into account at a time of change. Quantitatively, the studies indicate that this type of leadership change is used by the management team when most decisions have already been taken, such as: ‘What must be changed, and how?’ Thus the leaders of change use their authority to guide people towards change, separating this pattern of change among intellectuals,   when trying to promote their ideas to the practitioners or the workers, who are supposed to proceed with plans, which are usually determined by the management team, seeking to gain the acceptance of all staff, indicating a category of ‘agree somewhat’. This method may require continued effort to convince the workers of the importance of change, and to obtain their support, which in fact requires intensive contact with workers, organizing workshops for them, explaining its change of interest to them. Workers are not required in this case to participate in development of the objectives of change, or in formulation of the modalities of the change, only within certain limits; this type of leadership is linked to many types of manufacturing or changing the root culture. The advantages of this type are ease of keeping the authority of the change process under control of the leaders of the change. Consequently, the decision-making process is faster than the other types, depending on the consultation of workers. 

The disadvantages of this method are: 

· The vulnerability of a consultation process with workers and limiting their participation could lead to increased resistance to change, and it may be this pattern of change is more convenient for organisations facing crises in their status if there is widespread feeling of the need to change. 

· If the change should lead to counterproductive results, it can be addressed to the pattern of leadership, or verification stages of the process of change itself.
The changes imposed on the workers and the attention drawn to it may fool observers and reassure workers: in fact, workers may find it easy to repeat the language of change posed by their managers without having any real awareness and a sense of internal change in personal behaviour and emotions at work, or any other changes before them in terms of attitudes and views, and even modify their behaviour to suit the changes required [115].

According to examination of variable A.6.11 Table 7.28 shows the relative frequency value (Likert-scale) is equal to 43 % and 14% (or a total of 57%) where the result came in class of ‘disagree’ or ‘strongly disagree’. This meant that the leadership in times of change and methods of HEIs is incompatible with coercive style. The reason behind that is this pattern leads to rapid change, but it can lead to increased resistance to change also, to the loss of the Department’s efforts to explain to workers the need for change and encourage them to accept. This method will succeed only in the most severe crisis in the organisation. However, if this pattern has not led to mandatory changes in all aspects of the conduct, the results will be limited mostly to superficial changes in the behaviour of workers rather than real changes in behaviour and thinking. We find from the above that not all of the leadership theories are appropriate patterns of leadership in times of organisational change. 

The following is a review of some of the issues that contribute to the strengthening of the role of human resources for the success of the process of change: 

A - A clear vision, values and the fundamental factors for the success of the institution: 

· Identify a clear vision for all to clarify the ultimate goal the institution would like to access and make sure this vision is guided to achieve the objectives of the institution. 

· Values held by the institution to reach its goals successfully are very important because they represent desire for internal development and achievement of goals for implementing change.
B - Selection, promotion and career advancement: 

· There must be an evolving process to identify the skills required for new posts, a process of change in the selection and promotion systems to reflect new skills and competencies. 

· The current system of promotions must also be rethought, so the adoption of efficiency and the ability and willingness to learn are criteria for selection. 

C - Teamwork: Intended to operate under task forces having the ability of self-administration, and this team includes the following:

· Giving high responsibility in presentation and analysis of problems and decision-making 

· Defining the role of each member of the team and his expectations of his colleagues 

· Difference includes all departments; sections and linked work affect each other. 

· Multi-skilled employees where some integration of functions and tasks is possible. 

D - Building leadership: 

· The need to provide leadership and conscious and distinctive qualities, as the conviction and the willingness of the leadership is a fundamental step towards change, and the need to strengthen leadership. 

· The ability to build confidence among the workers. 

· The ability and sense of belonging 

· ‘All partners’ concept 

· Provide advice to workers, training and development. 

E - Management and performance assessment: 

· The changes required in the preceding translated all the new responsibilities and new skills, and an effective system to manage and assess the performance of the organisation, which helps to translate the plans to change plans and practical and clear responsibilities. 

· A required change concepts old performance appraisal system which relies on a fixed annual date to evaluate the performance of workers and done by the manager, who works directly with them. 

· Under the change, where workers are working with various specialists and members of various working groups within and outside the institution must be the evaluation process through various sources; in this new situation Director will play a lesser role than in the past in evaluating employees.

· There must in the light of this approach to management systems and the new performance appraisal of  skills, attitudes and patterns of governance must be stressed

  - The role of changes in the amendment of human resources backgrounds: 

A. It is important that the process of change should take into account  the backgrounds of human resources, and the changing organisational  cultures to meet the needs of knowledge and new skills, develop leadership potential , as well as the design of clear plans and the development of new and advanced training programs is. 

B. Develop ideas of trainees and introduce new training methods such as distance learning. 

C. Facilitate access to technology through the training process. 

D. Promote responsibility in working for the ability to self-development. 

E. Change the behaviour of human resources in the enterprise in line with external variables in terms of working methods and strategies, practices and management systems. 

In general, efforts must focus change in the training services to: 

· Maximum use of technical facilities to reduce training time, increase productivity, reducing cost and improving results of the learning process. 

· Utilization of the methods used by other communications institutes and training centres. 

· Creating an electronic support system during the processes of change implementation to assist staff in their work.

Elements of the success of the process of change: 

Research shows there were seven elements for the success of any process of change. In other words, when one of the institutions fails to apply the necessary change it must have lacked one of the following elements: 

Drivers: the reasons behind any planned process of change must be clear and well understood, and imperative or mandatory. 

Vision: There must be a clear vision about what should be the institution’s work, and to which the institution aspires.

Leadership:  There must be a leader for change, usually executives in management positions, which essentially sets the motive behind the change and his vision for the future. 

Participation:  Individuals who would be affected by the process of change must be given the right vision and motivation, and also to be involved in the design of change in addition to the implementation. 

Communication: Communications with individuals, consistently and effectively on the motives for change and the future vision is very necessary for the success of the change, in addition to some necessary behavioural changes. 

Training: Most of the processes of change require the development of individual skills for some of those involved in the change process, to form their capacity to deal with new challenges and face them. 

There are many elements that must be taken into account to ensure the success of efforts in the implementation:  

· create a common vision in each institution (the role of senior management) 

· manage the process of change (the responsible role  for the change) 

· determine the relationship between planners and implementers 

· building and consolidating relations between the effective technical and managerial 

· implementation in stages

· training and the promotion of innovative ideas 

· maintaining the continuity of change efforts and encourage and support results

There are several criteria that must be taken into account when determining the best direction of management or leadership, or facilitating communication in the change process, including: 

Time available for the process of change and the extent required of it; the level of acceptance; approval by individuals; the friendliness and assistance provided by those responsible for the change in regulation; the availability of skills in the institution working to develop a plan for change; communication with employees [116].
Conclusion 
Understanding the philosophy of models of change management is a crucial step towards its implementation; if they combine their efforts diligently a university or college can choose and develop an integrated model to put into practice through a team of dedicated and qualified practitioners.  


The nature of the philosophy of change management for institutions of higher education indicate that the tasks accomplished within the framework of the collective management, in form or substance, in the formulas of cooperation and integration efforts between the efforts of workers in any of the activities or functions of the organisation, which aims at the continuing improvement of the institutional performance of the operations, whether by planning or implementation.  

On the other hand, it would be a cause of the availability of a common vision between the management of university leadership and faculty members, as well as the shared vision among administrative workers and technicians, on what models, factors and theories of change that are most likely to influence successful implementation process in order to reaching development of a model for implementation of strategic change management in LHE environment.

The adoption and implementation of concepts and practices of self-sustained development for the professional capabilities of Libyan universities staff is necessary to improve the quality of university education outputs. This would help these institutions adapt to the challenges of the times and remain compliant with the rules of ethical conduct for those engaged in vocational education college careers.

  
The overall objective of organisational development is to improve institutional capacity and the professionalism of institutions of HE through the development and modernization of academic and leadership skills of these institutions.
First: With regard to faculty members 
A. Improving and modernizing the capacity development of faculty members, can improve the quality of the outputs of higher education. 
B. Development of the traditions and values of work, according to the requirements needed to change their implementation with consideration for future opportunities and challenges.
Secondly: With regard to academic and administrative leaders 
A. Development and modernization of the leadership abilities for academic and administrative leadership so that they can change the target successfully 
B. Develop expertise to self-management skills in the field higher education institutions, to improve the operational quality of performance.
8. CONCLUSION

The main objectives of the study was to investigate and examine the main characteristics which underline and describe the management of change in the higher education sector; examine the existing trends in institutions; determine those that need to change; describe how new change processes are managed; and determine how policy-making on the strategy are implemented in order to achieve better work efficiency in the higher education sector in Libya. This involved study of   the extent of the relationship between the patterns of change followed, the prevailing patterns of leadership, methods, planning and implementation models, barriers that hinder the change process, positive and negative impacts of change, and experiences across organisations that contribute to an introduction to new tools for planning and managing strategic change towards a collaborative and national model of managing strategic change in the higher education sector in Libya.
The description, analysis, and interpretation of the implementation process of the case study has been done in Chapters 5-7 with the main focus on describing how new  change processes are managed, and policy-making on the strategy to be implemented in order to achieve better work efficiency in the higher education sector in Libya (case study). A special focus was on the examination and analysis of the key factors necessary for success and development of a model for implementation of strategic change management, through answering the research questions using scientific hypotheses identified. The thesis also describes the construction phase, as these provided the basis for developing the change model (initial success factors).

The formulation of a set of criteria for how the model of higher education institution change should be done was based on this data. On the whole, the current study aims to provide a standard format under which systematic evaluation of the actual status is possible and which allows taking the right decisions when thinking in the development and implementation of a successful change. 

The researcher addresses the development and implementation of a model of change and clarifies the method of change and through the movement of dynamic institutions of higher education develops a model for change based on the ideas and trends and new practices, which  reflects organisational  responses to institutional pressures , and  also takes into account both external and internal dynamics to introduce approaches that can be used in analysis of strategy formulation and implementation process. 

For many writers and researchers, this is very meaningful and plays an important role in the success of the process of change, and often failed attempts and efforts to change are the results of negligence or omission at this stage. The aim of the researcher is also to create preparedness and the individual’s motivation for change through knowledge, skills or new directions.
The successful implementation of the change of HEIs at this stage requires learning the individual ideas, methods and skills and new knowledge, to take individual behaviour or a new job in a new way; that is, at this stage to change and adjust actual duties, functions or performance or techniques or organisational structure. 
The researcher believes that change can be applied successfully in institutions of higher education: the disappearance of current trends and practices requires motivation and willingness to learn new things, through emphasis on appropriate methods, techniques and current practices for the completion of work, dissatisfaction among workers on the practices and current methods, and stresses the importance of the role of the administration at this stage and the need to try and work hard on their part to reduce impediments to change. 

This vital research is necessary to bridge the gap between what is and what should be. The reasons for bringing about a change in LHEIs: universities employ traditional management methods and staff members need to recognise the need for professional capacity and leadership modern university standards require in terms of modern methods and employing information technology. The study is meaningful in that it sought a large base of more than 13,000 staff members of various academic categories, as well as academic and administrative leaders. 

Moreover, the development of higher education as an ongoing process is based on planned long-term changes to increase the effectiveness of LUs and their mission in the community. The development process is based on two essential pillars: innovation and renewal. By innovation we mean here to define an unprecedented set of ideas and alternatives and evolutionary models, then after examining and evaluating these ideas and models selecting the best. This means the renewed implementation of the ideas to contribute actively in the effective implementation of strategic plans for the development of sustainable competitive mechanisms to achieve excellence in educational institutions and upgrade the level of Libya higher education management to international standards, helping to adopt the development of advanced types of change. This may be achieved by considering the following:

· The process of change includes learning. Something new also requires the need to abandon the current trends and behaviour. 

· There must be motivation and need for the change to happen. 

· The essence of the process of change is key individuals. 

· We need to promote good behaviour in support of the change. 

Governmental institutions with suitable financial and human resources or emerging private enterprises that have been established on the basis of quality systems have taken the lead in the list of institutions that apply all or most of the recommendations from assessments, with some delay, especially government institutions responsible for a wide range of colleges with financial and limited human resources in this area. 

Results showed that despite the information and training provided to individuals in institutions in the area of quality assurance and evaluation activities, and also despite the fact that most institutions of higher education in Libya have established centres for quality, there is a diversity in the level of universities and colleges in terms of implementation of activities and assessment tools for quality and institutional performance. The results showed that the environment is still not encouraging for the implementation of evaluation activities and quality assurance in a number of HEIs. 

The most important needs at the individual level are to provide lectures and workshops to raise awareness of the importance of quality and evaluation activities for members in the teaching and training skills and knowledge. 

8.1 Development model  

The performance of higher education is of great significance for the competitiveness of nations [117]. Therefore, achieving successful change in HEIs is of the utmost importance. However, achieving such change requires good change management. Good change management should take into consideration all elements of the change management and the integration amongst the parties involved. 

The study examined the key factors in determining organisational change. Overall, this study issues a call for higher education management to re-examine the use of models of change as a potential strategy and to integrate change models with other global institutions initiatives for sustainable development.

Quantitative interpretation with SPSS scores has indicated that the most institutional environment for corporate governance in the higher education should have a good level of balanced organisational climate or potential impact on human resource or sufficient material or effective leadership style to carry out all that is required for the achievement of institutional performance assessment towards planning and implementing change, but it faces many obstacles. Dumping the burden of all quality assurance to the educational institution will probably not lead to quality ahead. These findings are consistent with the results of UNESCO reports on the challenges faced by developing countries in the implementation of quality assurance and inadequate human and material resources and education systems and their planning, and Arab areas did not reach the level of good quality through lack of promoting and enhancing human resource development in change promotion [118]. This is the opposite of what was in the States of America and Europe where they could place the burden and responsibility of quality assurance on institutions because of their efficiency, in addition to the fact that they are well-established in terms of regulations, procedures, and tools.

To ensure the greatest degree of success in the area of strategy formulation and implementation process, a number of factors  are discussed to carrying out change or findings in contributing towards a collaborative and national model of managing strategic change in the higher education sector in Libya using procedural steps for designing and implementing a change model  .
 A more practical understanding of the model and also a supporting tool to the change implementation mechanism would encourage the adoption of a systematic capacity-building method to reach the goals and standards required in choosing alternate methods for creating new change model. The models can be used for capacity-building as a means to ensure more adequate support to institutions for the implementation of quality assurance and provide the necessary support.
 Also covered are three major dimensions of change in the organisation, which are: formal organisation, informal organisation, and functions of the organisation; the model does not specify the steps for planning and implementing change, but stresses that any change in any of these dimensions will necessarily affect other dimensions. 

The model shows that when a change is made formally it leads to problems related to control systems in the organisation; in an informal change, it could lead to problems with organisational structure and that when a change in the functions and content occurs it may cause resistance to the change among staff of the organisation. There are other models that can be followed in planning and organisational change, and it should be noted that these, including several facing criticism that they did not follow a formula or fixed position, are still in the process of evolving; in addition, in the implementation of these new models many issues of unexpected and decisive change could threaten the program because of its inability to respond to them. 

The proposal follows a model, including stages of the preparation and implementation of the change that can be adapted according to the proposed change in scope, depth, and stages of implementation, and this model consists of seven stages, with the importance of feedback in each of these stages as a key element. These seven steps are summarised below and detailed in Fig. 8.1 with emphasis on how they apply to the LHEI sector in particular:

1. Crystallization of driving force towards change; emergence of opposition to change; monitoring unhealthy symptoms that force the change (conflict, low productivity and loyalty, etc.) 

2. Analysis of the organisation’s realities. During this phase data  and information are collected on problems in the organisation, as well as on various areas of development 

3. Roles and functions: after determining the need for change (to solve existing or unexpected problems of development)

4.  Preparation of the plan, evaluating current and projected organisation resources 

5. Preparation, implementation and in-phase evaluation  

6. Comprehensive assessment of the plan 

7. Sustainability 

8. Feedback


8.2 Summary of the study results

8.2.1 Research findings

The study concluded in its theoretical and practical results the following: 

The results show that the analysis with SPSS (One-Sample T) Mean and results of Z-tests reflect the multiple constraints and difficulties in the area of strategy formulation and implementation process, this provides a detailed picture of the configuration, implementation, and in-phasic evaluation process. Furthermore, this impact on the capability  of  HEIs to identify  problems and barriers  that may arise  with regard to  implementing change because of  resistance of both management and staff members  to change  in higher education organisations.

Data analysis indicated  that  in order to be continuously viable the organisation should use a unique strategy and be somewhat distinct from other organisations, which requires a limited correlation between organisational  culture, markets, clients and interest, by-products, processes, costs, end-users and networks, technical and human resources and so on. The challenge for the organisation is to find an effective way to combine these factors and make them relevant with a viable strategy for change and continued development, and to work in more efficient ways to achieve change. Strategic implementation in the light of dynamic systems is influential with multiple levels and competencies, accurate processes and also the structures of political and cultural systems, which make change a difficult process. 

Interpreting quantitative data with SPSS shows that a comprehensive assessment strategy — indicating that the staff members are working with various specialists and members of various working groups within and outside the institution — must be the evaluation process for the various aspects of change. The manager will play in this new situation, a role less than in the past to evaluate staff members. He should assist in the understanding and interpretation of what institutional performance evaluation means.  In the light of this approach there is a need to stress reform management system and the new performance appraisal skills, attitudes and patterns of governance in higher education.

The higher education policy-makers have an important role in sustaining the change models in promoting the development of future prospects into universities, and management in particular, is the result of overlapping social and cultural factors, political, organisational and technological. From this perspective, we can say that any system of higher education world-wide is unique in its specificity, by the factors mentioned above. Therefore, the need to sustain the models change in the system of higher education emerges from the recognition of the effects of changes in those factors, at the international, regional and local levels. 

However, it could be argued there is no mechanism in institutions of higher education with the ability to respond to the forces of change, with the exception of institutions that are subject to market forces. Universities, without exception, social institutions maintain a high degree, in terms of regulations and internal operations. It combines a mixture of funding constraints, the prevailing bureaucracy, barriers to the entry of new pioneered methods for designing internal work systems for large scale, academic freedom and independence and the requirements of modernization, which together constitute a buffer to prevent universities responding to the need to adapt and change. 

As a result, during the past three decades in many countries, attempts are being made to bring about change in universities but did not achieve the desired results. Hence, there was a need for government intervention to bring about this change, because if it were left alone for universities to carry out this task, the change is slow at these universities. 

The results are confirming the need to clarify the lines of communication within the organisational structures of the LUs as well as the need to clarify links to each other, the administrative flexibility and the supervision to adopt ways to solve personal conflict that arises at work. Moreover, organisational structures are defining the division of work among workers, the coordination of official channels and the chain of command as well as the relationships within the institution and determining responsibilities. It could be a new division within the organisational structure based on the new sites of action in addition to introducing new departments. 

However, universities have different models of diversity of governance and work methods:  significant data represented that the work redesign variables resulted problems in coordination and functions description that exist between the various managements styles, which in most cases leads to hindering of implementation of change models.
With extrapolation of data analysis on the independence of the LUs, it became clear there is significance for the independence of the LUs. Although the ordinances and resolutions have stressed independence repeatedly, actual practices and analysis of the field have demonstrated that the LUs are far from achieving this principle, which may contribute to maximizing the performance barriers they face in their operations and roles in general, and performance barriers in their immediate environment to achieve effectiveness in particular. 

While the system of higher education has always been vulnerable to the effects of external factors, it could be argued that these effects have received strong new impetus. Universities should respond to the requirements of the labour market, the impact of modern technology on the needs of employment and the globalization of information, markets, changes in financial conditions and trends in public opinion, all factors are strong pressure factors to justify the continuation of government support for these universities. 

The experience in many developing countries has shown that administrative leaders in departments and institutions related to higher education are not involved in the process of decision-making in universities; experience suggests that response using the model of self-regulation of universities depends on the administrative system based on multi-layered and integrated decision making. Such a system allows for the participation of government representatives and representatives of universities, unions and staff members at the university, and university departments, and members of the faculty, in the process of decision-making. The decisions taken in such a system are smoother in making a difference compared with the decisions that are taken at one level, a central level. 

The result demonstrates that the LHEIs are experiencing a high degree of complexity through lack of experiments with the development of these structures and work methods in functions of higher education industry and in describing them constantly to accommodate this prospective development and modernization. 

Moreover, establishing high levels of management through the pilot study was followed by the observation that this dimension of change is including a degree of leader attention for needs of individual staff members in the enterprise, and to respond to individual differences among themselves and encourage them to experiment with modern methods and practices consistent with the interests constructively to the development and innovative initiatives.

Nevertheless, the change may occur as a result of problems; these may be the organisational  structure of the organisation, the behaviour of employees, the administrative process, the technology used or obsolete procedures, stereotypical strong business performance, or as a result opportunities for management should be acquired or problems require  management solution, as the administration diagnosis of the current situation, including the problems and opportunities, and learn methods of treatment strategy and identify management , who is leading the process of change. 

Barriers on selecting effective strategies for planning and implementing organisational change are affected by the extent of adequacy of the level of human and financial resources, skills, convictions and willingness for the change process, while at the same time the development of skills and these human resources are part of a process of change itself. Moreover, the management should pay attention to the miscellaneous responses of individuals, both positive and negative. Individuals may be keen to embrace change or may be resistant, or may show fatigue. The management can track the style appropriate to each of these responses if they understand the real reasons behind it. 

Managerial leadership in times of change plays a key role in clarifying the vision and defining the objectives to be achieved through the adoption of the change process, with the leadership having to convince staff at the various administrative and work levels of the institution the importance of change. The success of the process of implementing organisational change and continuity lies in convinced administrative leadership and willingness to adopt a process of change; it is not logical to begin the process of organisational change in the light of the lack of conviction of the inevitability of change. 

 However, the recognition of the importance of the change is the most important factor in the lives of different kinds of organisations and work in terms of predictability of factors affecting the effectiveness of the organisation and its daily work. The change is not for the sake of change, but the result of the realization of the need to find a position for the organisation better than their current status, or as a result of developments and changes in circumstances warranting changes in the organisation, or to determine new proposals.  Furthermore, it is necessary to identify the resources and organisation which are leading the change so that the organisation can adapt to circumstances and existing challenges. 

Moreover, some studies have shown that understanding the change process is a key variable in the external environment and internal problems of higher education institutions, which is considered to be the first step to realize the need for organisational change. The importance of that arises because a number of organisations are not aware of the need for organisational change in time.

8.2.2 Recommendations and proposals

The study addresses a set of conclusions that are signs of change management methods that concern actual practices of managers in the development of LHEIs based on field studies, which could benefit researchers and practitioners in this field. 

The study addresses some recommendations that concern specialists in the field.

1. Reiteration of the importance of scientific management in the use of scientific theories and principles fixed in many aspects associated with the management of LHE. 

2. Use of the expertise and competence in the management of change from outside the LHEIs to help in the planning and implementation of organisational change. 

3. Make the management within the LHEIs change: continuous learning process and refinement of experience for managers; staff members that have the characteristics for change leadership can be trained to become agents of change themselves in the future. 

4. Attention to behavioural aspects of the managers during the implementation of organisational change, and development of common factors of satisfaction with the form of organisational development and empowerment as well as compensation and rewards. 

5. Focus on the importance of communication and consultation in the management of organisational change. 

6. The creation of special programs to train managers in the management of organisational  change, the development of Libyan Institutions of Higher Education, and more focus  on the scientific process of organisational  change. 

7. More focus on the leaders of change in the process of organisational change, and the creation of special programs for leadership change, to reflect the many principles and scientific methods on the subject. 

8. More focus on cooperation with all those affected by the process of organisational change in LHEIs through the establishment of workshops, for example, through which the participation of workers and managers can become involved in developing modalities for the implementation of change. 

9. Enrich the library of references on the appropriate organisational change in many languages, particularly to be available to experienced personnel, and promoting translation of the literature on the many theories about change and organisational development, in order to make a scientific change model in various universities, for use in the process of modernization and development in Libya at this time. 

10. Awareness of the administrative management of higher educational institutions in Libya, in the methods of management in general and scientific methods of managing change, in particular for the development of institutions of higher education. 

8.3 Issues for further studies

1. Conducting further studies with respect to the side of resistance to change, and the emergence of its importance in all HEIs in Libya. 

2. Conduct further studies on the humanitarian aspect to identify reasons for the lack of impact of the changes made in work methods in Libya’s higher education institutions, whether they be managers or individuals. 

3. Conducting further studies on other aspects of efficiency and effectiveness in Libyan institutions of higher education: the reasons for the weaknesses, and the benefits seen from successful experiences in this area. 

4. Further research and studies in other sectors not covered by the study on organisational change. 

5. Conducting further studies on organisational change and development in LHEIs that have adopted some of the scientific infrastructure in the management of change in order to identify the success characteristics, and any obstacles they faced in achieving effectiveness. 

8.4 The study concludes with some recommendations and suggestions in view of the results that the researcher arrived at

1. Building effective communication systems across institutions of LHE enables the transformation of information between the poles and the regulation of various parties objectively and impartially, in order to define the concept of change to staff before they occur.  An ongoing assessment of the change process and knowledge of any deviation that may occur on the path of this process. Correcting and updating a set of objectives of change to follow-up the implementation by the change management team, and also a lowest-cost asset-allocation plan within their priorities. 

2. Involving staff at all levels in the process of planning and implementation of change and make them an integral part of it. Participation of staff in the change process will make them more aware of how to apply the results and objectives and the problems that can occur. 

3. The need to promote a positive organisational climate in supporting the LHEIs, which helps academic staff to perception, assimilation and the acceptance of change, and to obtain preliminary approval from individuals, groups and stakeholders in the organisation, preferably not be opposed, at least in the early stages of change. 

4. Need to work on the availability requirements of change before the start of human resources and technical help to achieve change and help its success. 

5. Managers should take the issue of reciprocal influences between organisational elements of their organisations into account when a change in one of those elements takes place. Therefore, it is necessary to make appropriate changes in other organisational components, to promote the compatibility or harmony between the various organisational elements and to stress the support and promotion of the new situation after the change. 

6. The selection of a change strategy should be based on a realistic assessment of uncertainties and valuable insight into the current state of each case and the use of the appropriate path whenever the institution is in phase of implementation of change. In order to makes influence strategy - creates an approach of best tactics to overcome change resistance.

7. Results of the study indicate the presence of specific strategies to deal with staff resistance to change, but the subject remains of when the organisation resorted to the use of these strategies and under what circumstances and needs for further study. 

8. The barriers, difficulties and reasons for resistance to change vary from one organisation to another. Each of these factors has been identified as critical to a success of strategic change models across higher educational institutions. Therefore, future trends should focus more on an increase of research in these factors in each organisation, processes that are unique to each institution and the environment that they operate in, with how to fit well-developed change models into their existing circumstances.

9. More attention should be given to change management training programs. The contribution of staff trained with necessary work skills to assist concerned employees in adapting to the change requirements is crucial. 

10. Good preparation for the change plan, and continuation of a valuable in-depth understanding of all the aspects evolving around organizing processes for sustainable development; follow-up by management during and after implementing a change model; higher education management adopting an open-door policy; realization of the causes of barriers to organisational change; and strategies to overcome resistance to change are essential to the success of change programs. 
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10. APPENDICES
10.1 Appendix A- Publication paper 

M.Theeb, N.K. Gupta and A.E.A. Almaini (2009) Management of Change in Higher Education . The IADIS Information Systems Conference (IS 2009) Barcelona, Spain 25 - 27 February 2009.

10.2 Appendix B- Student population trends
Table ‎10:1  Increase in student numbers 1955-2007[88]
	Year
	Number of students
	Female ratio (%)
	Number of universities
	Students per 10,000 of population

	55/56
	31
	0
	1
	0.03

	60/61
	729
	3.3
	1
	0.24

	65/66
	1891
	9
	1
	1.21

	70/71
	5198
	11
	1
	2.81

	75/76
	13417
	18
	2
	6.03

	80/81
	19453
	22
	3
	7.12

	85/86
	36600
	28
	11
	11.00

	90/91
	62227
	42
	13
	15.73

	95/96
	129173
	44
	14
	28.44

	98/99
	165447
	47
	14
	32.00

	2001/2002
	171385
	50
	27
	43.00

	2006/2007
	240830


	58
	14
	24


Table ‎10:2  Number of enrolled students at LUs in the academic year 2006/2007[88]

	
	University 
	Number of students   

	
	
	Male
	Female
	Total

	
	Al-Fateh 
	25795
	35117
	60912

	
	Garyounis
	18737
	31318
	50055

	
	Sebha
	3605
	6760
	10365

	
	Nasser
	570
	230
	800

	
	Omar Al-mukhtar 
	9063
	14772
	23835

	
	Al Marqab
	12412
	9544
	21956

	
	Open University
	2606
	2113
	4719

	
	7th of April 
	10884
	19817
	30701

	
	Tahadi
	3766
	3840
	7606

	
	Al-Jabal Al-Gharbi
	5157
	9102
	14259

	
	Asmaria 
	1060
	367
	1427

	
	7th of October 
	5624
	8571
	14195

	Total
	99279
	141551
	240830


Table ‎10:3  Development of the numbers of enrolled students in LUs according to specialization and gender 2001-2002. [88]

	University
	Humanitarian Sciences
	Applied Sciences
	All specializations

	
	Male
	Fem-ale
	Total
	Male
	Female
	Total
	Male
	Female
	Total

	Garyounis University 
	11526
	10363
	21889
	5916
	6678
	125940
	17442
	17041
	34483

	7th of April University
	1742
	4412
	6154
	1020
	3170
	4190
	2762
	7582
	10344

	Sebha University 
	1442
	2623
	4065
	1910
	2728
	4638
	3352
	5351
	8703

	Tahaddi University 
	2311
	2755
	5066
	7385
	3665
	11050
	9696
	6420
	16116

	Omar Al-Mukhtar University
	4594
	5527
	10121
	2092
	2534
	6426
	6686
	8061
	14747

	Al Marqab University
	4523
	3981
	8504
	2788
	2631
	5419
	7311
	6612
	13923

	Al-Fateh University
	10044
	12402
	22446
	18715
	18130
	36845
	28759
	30532
	59291

	Al-asmarya University
	1489
	0
	1489
	1489
	0
	0
	0
	0
	1489

	Total
	45869
	46154
	92023
	39826
	39536
	79362
	85695
	85690
	171385




Table ‎10:4  Development in numbers of faculty members in LUs in academic year 2006/7

	Number of faculty members

	Universities
	Libyans
	Non-Libyans
	Collaborators
	Total

	Al-Fateh
	2441
	54
	0
	2495

	Garyounis
	1119
	355
	1185
	2659

	Sebha
	468
	273
	193
	934

	Nasser
	239
	5
	112
	356

	Omar Al-mukhtar
	554
	566
	380
	1500

	Al Marqab
	669
	288
	508
	1465

	Open University
	2
	1
	ــ
	3

	7th of April
	912
	358
	675
	1945

	Tahaddi
	184
	207
	25
	416

	Al-Jabal Al-Gharbi
	426
	231
	398
	1055

	Al-asmarya
	16
	35
	ــ
	51

	7th October Misurata
	481
	228
	349
	1058

	Total
	7511
	2601
	3825
	13937


10.3 Appendix C: List of the Questions 

	First part :chapter 5: Criteria for assessment of the administrative and financial situations of LUs (Quantitative analysis)



	Questions number
	Main Questions
	Coding number
	Key  Factors

	
	
	B.3.1
	Factors that influence university management efficiency

	Q1
	There are many problems that affect the nature of the university administration and reduce efficiency
	B.3.1.1
	

	Q2
	Severe centralization in the university administration.
	B.3.1.2
	

	Q3
	Restrictions and limited opportunities to acquire higher education  of diversity in management resources
	B.3.1.3
	

	Q4
	Multiplicity of regulatory bodies in the relevant universities.
	B.3.1.4
	

	 
	
	
	Factors affecting  modernization of university management :

	Q5
	There are laws and legislation that limit the concept of the independence of universities
	B.3.2
	

	Q6
	The university does not itself establish controls and the creation of standards for evaluating the performance and cost-benefit calculation its activities.
	B.3.3
	

	Q7
	The university doesn’t achieve its mission to serve the community where there is freedom to choose their method of work according its plan.
	B.3.4
	

	Q8
	There are restrictions limiting the freedom of the university in the commercialization of scientific and commercial activity.
	B.3.5
	

	Q9
	There is a commitment from senior management in universities in the concept of quality in all educational and non-educational activities.
	B.3.6
	

	 
	
	B.3.7
	Information and Communication Technologies in University

	Q10
	There is an urgent need to modernize the university   Self-management of universities in scientific, research, financial and administrative aspects.
	B.3.7.1
	

	Q11
	There is an urgent need to modernize the university to strengthening scientific departments in universities
	B.3.7.2
	

	Q12
	 There is no plan or vision and clear organisational structures for education and university buildings; material and human resources needs must be met as well as information systems and scientific research.
	B.3.8
	

	 
	
	B.3.9
	Basic Design Principles for Creating University Organisation

	Q13
	Establish a board of trustees to be a connecting link between the university and public authorities
	B.3.9.1
	

	Q14
	Design effective communication system between the university administration and faculties affiliated to it.
	B.3.9.2
	

	Q15
	Delegation of powers and responsibilities to support and strengthen the colleges and departments.
	B.3.9.3
	

	Q16
	Continuous study of the laws, regulations and instructions, making necessary adjustments to serve the goals of the university.
	B.3.9.4
	

	Q17
	Strengthen the central concept in planning, coordination and decentralization in the supervision and implementation.
	B.3.9.5
	

	Q18
	Support the concept of participation in university administration.
	B.3.9.6
	

	 
	
	B.3.10
	University’s Financial Systems

	Q19
	It should be brought together some funds belonging to universities and to be included provisions for missions and visiting professors, and cultural exchanges of   higher education budget.
	B.3.10.1
	

	Q20
	University budget has brought a new provision such as     international scientific conferences.
	B.3.10.2
	

	Q21
	Universities  has not adequate budget brought a new provisions of  some funds belonging  for  University Activities Commission
	B.3.10.3
	

	Q22
	Inadequate financial resources currently available to universities compared to growing numbers of students has led to a lack of efficiency and poor performance in graduates.
	B.3.11 
	

	Q23
	LHE tending to provide support by update mechanisms of  spending on university housing.
	B.3.12 
	

	 
	
	
	Rationalization of University Spending    

	Q24
	There appears to be clear links between the financing plans of  higher education and  its ability to contribute to national economic growth
	B.3.13.1
	

	Q25
	Increase attention to factors of quality of institutional performance in higher education.
	B.3.13.2
	

	Q26
	Expansion of technical education and technology.
	B.3.13.3
	

	 
	
	B.3.14
	There must be reliance on new sources of funding for higher  education 

	Q27
	Universities make production centres (commodity products - research - advisory) to become self-financing.
	B.3.14.1
	

	Q28
	higher education  tending  to diversity with respect to university financing sources
	B.3.14.2
	


	Second part :chapter 6:  Variables of organisational structure

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	The method of division of labour in institutions of higher education is ineffective
	A.8.10
	Factors that influence university  organisational structure

	Q2
	HEIs continue to maintain policies and procedures consistent with the requirements of the present time.
	A.8.11
	· 

	Q3
	There are no opportunities in LHEIs for career development and promotion in work.
	A.8.12
	· 

	Q4
	I think it is necessary to introduce some amendments to the current work methods.
	A.8.13
	· 

	Q5
	HEIs lack flexibility in their work.
	A.8.14
	· 


	Second  part :chapter 6:  Variables of organisational work redesign 

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	I feel the need to amend some existing functions.
	A.8.4
	Factors that influence pattern of Work redesign in terms of: 

Job satisfaction

	Q2
	Work Design in various institutions of higher education measured scientifically   and accurately.
	A.8.5
	Organisational commitment:

	Q3
	There is no need to review the functions of HEIs and describe them constantly.
	A.8.6
	The diversity of skills

	Q4
	There is continuing research on new methods for the development of   methods of work performance.
	A.8.7
	Ability to perform:

	Q5
	There are specific requirements for each mission by the individual.
	A.8.8
	Autonomy

	Q6
	Lacking review of ways and methods of work and promoting  it continually
	A.8.9
	Job Enrichment


	Second part :chapter 6:   Variable of technology

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	Our university to do the modernization and renewal of mechanisms and technologies continuously.
	A.8.1 
	Factors that influence pattern of Work redesign in terms of::- variable of Technology
 

	Q2
	Technology of competitive institutions  are more sophisticated than our university
	A.8.2
	

	Q3
	Modern communications technologies introduced in order to facilitate the exchange of information between different administrative levels in our university.
	A.8.3
	


	Second part: chapter 6:    :   Variable of  influence on employee behaviour at work 

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	There is no importance attached to the beliefs and goals of individuals at the time of implementing model of change.  
	A.8.15
	Factors that influence  on Employee Behaviour at work
 

	Q2
	LHEIs are interested in influencing employees to update their skills to cope with new task requirements.
	A.8.16
	2. 


	Criteria developed for research in analysis of a model of change as a following:

	First   part: chapter 7:      Assess the need for change

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	LHEIs are assessing the need for following the route of strategic change. 
	A.1.1
	Factors that influence  on  assessing the need for change 

 

	Q2
	Composing  a picture of  the future of   higher education institutions   and  making   change   processes  accordingly
	A.1.2
	

	Q3
	Assessing of sufficiency and  availability of the human resources  for implementing the  change model   
	A.1.12
	

	Q4
	Evaluating the  adequacy of the financial resources prior to implementing of change model  
	A.1.13
	


	First   part :chapter 7:  Perceptions, organisation reality, proposed solutions

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	LHEIs have known the need for change for next few years.
	A.1.3
	Factors that influence Perceptions, organisation reality, and proposed solutions

 

	Q2
	Diagnosing the current situation does not take place before the change.
	A.1.4
	

	Q3
	Realize the goals of higher education institutions.
	A.1.15
	


	First   part :chapter 7:  Identify the role and functions

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	Use of external consultants prior to implementing change model.
	A.1.11
	Factors that influence  Identify the role and functions
 

	Q2
	LHEIs explained  the objective,  roles and functions to all of their employees
	A.1.16
	


	First   part: chapter 7:     Readiness for change

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	Locating the shortfall between the current status of the LU and the situation to which it aspires of the future.
	A.1.5
	Factors that influence  Readiness for change

 

	Q2
	Change needs are identified according to customer’s wishes and expectations (students and stakeholders).
	A.1.6
	

	Q3
	The amount of expenditure of institutions of higher education on research development and modernization is insufficient for implementing of change model.
	A.1.7
	

	Q4
	Experimentally, we have been introduced a small amount of   changes in the working methods of some departments to accommodate this prospective development and modernization.
	A.1.18
	


	First   part: chapter 7:     Configuration, implementation and in-phasic evaluation

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	Scientific theories of change strategy and researches on models of change have reviewed pre-development and implementing change model.
	A.1.8
	Factors that influence  the configuration, implementation, and in-phasic evaluation

 

	Q2
	Better management should rely on scientific strategies for change to ensure the continuity of competitive institutions of higher education and increase its efficiency and effectiveness.
	A.1.9
	

	Q3
	LHEIs Developed  an action plan for change, specific and clear stages towards implementing change
	A.1.17
	

	Q4
	LHEIs have to identify problems and barriers that may arise with regard to implementing change because of resistance of both management and staff members to change in higher education organisations.
	A.1.10
	

	Q5
	HEIs are mobilizing the energies of individuals to prepare fully for effective participation in the process of change.
	A.1.14
	

	
	Our university lacks the ongoing training programs for managers and staff members.
	A.1.20
	

	Q6
	Management did not pay any attention to developing and improving the skills of managers and employees.
	A.1.19
	


	First   part :chapter 7:  Comprehensive assessment for the plan

	Questions number
	Main Questions
	Coding number
	Options

	Q1
	More often than not leads to  mitigation or elimination of barriers  to change
	A.1.21
	Factors that influence   Comprehensive Assessment for the Plan

 

	Q2
	An assessment as to whether the change has benefits, cost, advantages or disadvantages for the institutions of higher education.
	A.1.22
	


	First   part :chapter 7:  Sustainability

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	Our university lacks the strengthening and consolidation of changes and continuous updating after implementing change model
	A.1.23
	Factors that influence    Sustainability
 

	Q2
	Maintain the changes in the future and sustain it if shown to be effective.
	A.1.24
	


	First   part :chapter 7:  Variables of the scientific components of strategic change model

	Questions number
	Main Questions
	Coding number
	Key  Factors

	Q1
	HEIs are  operating to make the vision and priorities for action in such a way understood by every staff  to  facilitate implementing change model
	A.3.1
	Factors that influence  the scientific components of Strategic Change Model  in terms of : Understanding the change process

	Q2
	LHEIs management are taking the final decision  with respect to requested changes after   obtaining  institutional information availability needed for implementing change model
	A.3.2
	Information system in the process of change

	Q3
	Assessing to what  extent of available financial and human resources  are sufficient  prior to implementation of change model
	A.3.3
	Availability of  financial and human resources

	Q4
	LHE Identify  an  institutions readiness to change  to mobilizes  and prepare fully towards  change process ( includes the incentive systems) for carrying out change 
	A.3.4
	Preparation for change


	First   part :chapter 7 :  Variables of  resistance to change

	Questions number
	Main Questions
	Coding number
	

	Q1
	Staff were not aware of  how the implementation of organisational change occurred leading to a lack of clarity in its results
	A.2.1
	

	Q2
	Adapting  the change  may lead gradually to a decline  in the morale of  staff members
	A.2.2
	· 

	Q3
	the change has fostered  may generate  differences in the attitudes and behaviours of  staff members  that influence implementing processes
	A.2.3
	· 

	Q4
	Change is not automatically considered as an incentive to increase the proficiency of work in institutions
	A.2.4
	· 

	Q5
	Change has increasingly fostered creation of a climate of challenge in HEIs.
	A.2.5
	· 

	Q6
	I feel that I can accept the implementing of change to make a career change in my work in the university.
	A.2.6
	· 

	Q7
	Adapting  the change may lead to many staff leaving their jobs in the institutions
	A.2.7
	· 


	First   part :chapter 7:  Variables of  leadership in times of change

	Questions number
	Main Questions
	Coding number
	Options

	
	
	
	Collaborative style


	Q1
	Promote cooperation between labour and management to make changes in organisational decision making.
	A.6.1
	

	Q2
	Staff members in institutions of higher education have a   fundamental influence in the definition of goals and methods of change implementation.
	A.6.2
	

	Q3
	Management team does not make decisions with respect to the change without staff members participation especially on the change future policies which  affecting higher education interests
	A.6.3
	

	Q4
	
	
	Consultative  style

	Q1
	The Management teams considers  the circulation of opinion among employees  in the content of change  as an increasingly important factor for the institutions of higher education
	A.6.4
	

	Q2
	HE Management takes into account the opinion of the staff members, who have the appropriate skills and experience to use in the decision-making process and in the implementation of the change.
	A.6.5
	

	Q3
	The Management team is taking the final decision on the requested changes after consultation and obtaining information from staff members.
	A.6.6
	

	Q4
	
	
	Directive  style


	Q1
	Staff members accept the changes implemented  by the management team very well, although their views were not taken into account  at a time of change
	A.6.7
	

	Q2
	Feeling that the staff trust the ability of the management team to make appropriate decisions with respect to the change.
	A.6.8
	

	Q3
	The change themes affecting higher education plans, which are usually determined by the management team, are gaining acceptation of all staff members.
	A.6.9
	

	Q4
	
	
	Coercive  style

	Q1
	The Management team is taking final decisions with respect to the implementation of change strategies based on the views of stockholders.
	A.6.10
	

	Q2
	Management team is working to getting staff members to internalize and accept the change, regardless of their opinion.
	A.6.11
	

	Q3
	Management depends on the scientific strategies for change to ensure the continuity of the institutions of higher education and increase their effectiveness.
	A.6.12
	


	First   part :chapter 12:  Variables of  evaluating the internal environment

	Questions number
	Main Questions
	Coding number
	

	Q1
	Demonstrating employees’ commitment  in performance management  will lead to achievement of desired results of action plans
	A.9.1


	

	Q2
	The institutions of higher education  appear to be preserving existing  resources, both  personnel  and materials
	A.9.2


	· 

	Q3
	Changes have not led to improvement of the competitive position of LUs
	A.9.3
	· 

	Q4
	Staff members are interested in continuing to update and develop their performance skills
	A.9.4
	· 

	Q5
	HEIs have the capacity to implement change processes.
	A.9.5
	· 

	Q6
	Universities are meeting their planned objectives consistently.
	A.9.6
	· 

	Q7
	Changes adopted by higher education have led to more recent gains in the productivity of University.
	A.9.7
	· 


	First   part :chapter 12:  Variables of  assessing the external environment

	Questions number
	Main Questions
	Coding number
	

	Q1
	University has developed a variety of investment options and focused on enhancements to the Plan effective for the coming years.
	A.10.1
	

	Q2
	University has capability to provide a unique new educational program outreach creativity and innovation continually.
	A.10.2
	

	Q3
	University administration received a multiple certificates of excellence and high quality of performance.
	A.10.3
	

	Q4
	University management received multiple TQM awards, certificate for excellence or high-quality performance.
	A.10.4
	

	Q5
	The amount of spending on research in higher education is adequate to develop and bring new technology.
	A.10.5
	

	Q6
	The university management has the capacity to respond rapidly to the pressures of external competition.
	A.10.6
	

	Q7
	The university management has designed plans to introduce new change processes in the period ahead.
	A.10.7
	


	  Refer to Appendix M :  Variables of the  patterns of organisational change

	Questins number
	Main Questions
	Coding number
	Options

	Q1
	Higher Education  continues implementing significant  fundamental change in the various  disciplines
	A.4.1
	Pattern of Fine Tuning  

 

	Q2
	Higher education  institutions are training  academic staff to cope more effectively with new developments
	A.4.2
	

	Q3
	Networks of experts and policymakers have been formed in HEIs to support and participate in implementing the change process.
	A.4.3
	

	Q4
	Institutions of higher education partially updated the current management system in the previous academic year
	A.4.4
	

	Q1
	Some of the important amendments in the institutions of higher education have been carried out, but they are not radical, in preparation for the development of institutions of higher education.
	A.4.5
	Incremental adjustments Pattern

	Q2
	Some significant improvements in institutions of higher education have been carried out in order to promote the advancement of the current management system
	A.4.6
	

	Q3
	Institutions of higher education have promoted good methods of work and the introduction of modern technologies.
	A.4.7
	

	Q4
	We have previously rearranged some departments in institutions of higher education to facilitate the process of implementing a change models.
	A.4.8
	

	Q1
	We have changed the work methods of a number of sections in line with future development and modernization.
	A.4.9
	Modular Transformation Pattern

	Q2
	The staff members have been increased in some departments of institutions, and reduced in the other departments, in order to suit the requirements of new changes.
	A.4.10
	

	Q3
	Institutions have been   introduced to modern technology that led to a change of methods in institutional performance processes.
	A.4.11
	

	Q4
	There have been significant changes in the institutions of higher education which led to the increasing importance of personnel engaged in the management of change in the departments.
	A.4.12
	

	Q1
	We have made many changes in the operations and procedures of institutions of higher education to facilitate the process of development and change.
	A.4.13
	Corporate transformation Pattern

	Q2
	We have appointed a new management team with competency and experience in the change and development process to fill managerial positions in institutions of higher education.
	A.4.14
	

	Q3
	We have established a new department which does not exist in other HEIs.
	A.4.15
	

	Q4
	It has made a radical transformation in the planning strategy of higher education  and is aimed at development and  modernization of institutions
	A.4.16
	


10.4 Appendix D: Barriers to Implementing the Change Model

· Introduction 
Many change efforts facing barriers or obstacles to implementation. The leading of change is not an easy or simple process, but the elements are woven together in overlapping components. It requires creativity and innovation in practice and its success depends primarily on the humanitarian component, which has two precedents:  the leadership's enthusiasm for change on one hand, and the commitment to implement the change affected on other hand. The process of change in institutions, whether it involves the organisational transformation, improvement of administrative activities, re-evaluation, restructuring the structure of the institution, ambitious programs and continuance development or educational or cultural innovation, is a complex and dynamic vehicle that could face several barriers, despite efforts made by the managers in this area. What are the reasons for this failure?  

The reason for the failure of many change efforts in various institutions is excessive management practice and lack of exercise in the role of the leader of the change. They are used to the process of planning, organisation and administration of individuals, solving everyday work problems. They may have entered into the management process to achieve short-term goals but when it comes to leadership change and development programs they may not have the management skills to achieve the desired success. 

· Classification of the Barriers and problems in implementing the change model

Organisations cannot be changed unless the individual also changes. To achieve change, we must understand how the change which individuals, managers or leaders understand as a change would have two parallel sets of tasks for the administration during the process of change: first group: The organisation’s leadership through the stages of change, while the second group includes leadership personnel in the organisation during that process. Figure 10.1 reflects this. 
	Organisational  path


Unfreeze

Move


Refreeze



	Individual path

Letting go of the past

Adapting to change

Moving forward




Figure ‎10:1  Dual Leadership Responsibilities Managing the Organisational and Individual Change Path [119]
We will provide frameworks to explain the stages by which individuals pass through a change process: the first is the framework that changes the equation, and the curve of change. 

First - The Change Equation:  Figure 10.2 below shows three components that must be configurable to carry out the change: 
1. The individual should feel that the problems and difficulties caused by a change process are low in comparison with the need to change 

2. There must be dissatisfaction with the current situation. 

3. To consider proposed changes to the workers as a means to overcome the current problems, and that they are achievable. 

It must be noted here that the cost of the change was not intended to be measurable in financial terms; the cost is linked to an emotional situation that can be experienced by individuals, and the efforts that accompany the process of change as well. It recognizes that change affects individuals or organisations and can be a difficult and painful process for all.

The following equation is particularly helpful at the stage of unfreezing:

	C = ( A + B + D) > X




C =   change 

A =    Level of dissatisfaction with status quo 


B =   Desirability of proposed change
D =    Practicality of the change
X =   Cost of changing


Figure ‎10:2  The Change Equation [120]

Second -   The Transition Curve 

There are two models showing how people respond to changes they like or dislike: 

The first model: 

How People Respond to Changes They Like 
· Stage (A): including unrealistic optimism.

· Stage (B): It consists of individuals in ‘real shock’ and occurs when the situation is new. 

· Stage (C): ‘constructive attitude’ — when the basic personal factors such as orientation, morale, and the desire for a change are already in place [121].

 


Figure ‎10:3  How People Respond to Changes they like [121].

Second model: 

How People Respond to Changes they Fear and Dislike 

Although there are no precise statistics on this point we find this situation more predominant in the workplace than the former. In other words, individuals are usually afraid of change, particularly those abrupt changes involving the unknown. In the first phase of this model is:

Phase (1) The individual changes somewhat, showing enthusiasm and uncertainty at the same time; they also need to obtain additional information about the change before forming an opinion on it. Therefore, an individual suffers fear and uncertainty. 

Phase (2) Indicators in the work that change will be final and lasting; desire for change; morale is high. 

Phase (3) Individual more involved in the process of change, generating sense of job security, possible doubts about the new method of work can lead to a sudden apparent drop in morale. 

Phase (4) confirmation that the individual will not be affected by the new work, position would be supported; they then participate in the process of change and accept it; at this stage positive and constructive trend towards change [121].


[image: image43]
Figure ‎10:4  How People Respond to Changes They Fear and Dislike [121].

· Sources of resistance to change in organisations  

Various organisations face problems in change arising from the lack of willingness of individuals to accept staff changes; in turn, this leads to a hostile and violent situation in the organisation, which may lead to failure in achieving its goals. The resistance to change, and negative reactions by individuals about the changes that may occur or which are already in place usually occurs because of their belief that such a change is a threat to their own or collective interests.

The resistance to change can be defined as ‘behaviour aimed at prevention and the protection of the person from the effects of a real or perceived change’ [122]. However, it can be concluded that resistance occurs when the person is in the process of protecting himself from the consequences of change; thus one can say there is resistance. In this context, Al-Araji [123] says that resistance may take another form, and where the staff resist actions this resistance may not be negative in some cases, but positive. Positive resistance exists when the proposed change has a negative sense that the benefits of lower costs and non-compliance were in the interest of management.  Resistance lies among the individuals who work in the old and prevailing social relations within the scope of the work, and these have become part of a person’s life and require adaptation of the individual to the new regime. All these factors — known by the individual —have become for him a source of concern and fear of the unknown, which reflects the trends of individuals towards change.

In spite of this, change and its inherent capacity of excellence and discrimination, is an imperative of administrative work in organisations today;

 The resistance to change can not be described as always negative and there are positions where resistance is a basic need and has positive benefits, as in the following situations [124]: 

1. Forcing the Administration to clarify the objectives and means of change and its effects and discussing it objectively. 

2. Forcing a more accurate and more comprehensive analysis of the expected direct and indirect results of the change. 

3. Revealing weaknesses in addressing the problems and make the best decisions. 

4. Reveals the ineffectiveness of resistance management and communications system marketing ideas and the absence of good transport of information.

5. Lack of clear objectives for change and misunderstanding of the purposes. 

6. Non-participation of manpower in the process of change planning and implementation. 

7. Interference of personal interests and the predominance of traditional values and habits of self-interests. 

8. Ignoring labour standards.

9. Weakness of management communications system. 

10. Fear of the consequences of change or failure. 

11. Change is linked with the burdens of pressure and job satisfaction paradox of the current routine.    

12. Lack of confidence in case of change and that the results can be achieved. 

13. The high speed of implementing change and the inability to afford.

Despite the inherent importance of the process of change for organisations seeking excellence and growth, it faces resistance from different administrative levels for many reasons, and in this regard McCrimmon [125] describes resistance to change by workers as the first major problem facing organisations in all parts of the world, because they weaken and reduce the ability of development and progress.  Table 6.1 shows three types of resistance identified that interact and result in the general direction of a staff member towards change: 

1. Logical Factors: based on rational analysis, science and knowledge. 

2. Psychological Factors: based on emotions and feelings and trends. 

3. Sociological Factors: based on the interests and values of the group. 

Table ‎10:5  General direction of a staff member towards change [126]

	Logical
	Psychological
	Sociological

	1. The time required for adaptation. 

2. Extra time to re-learn 

3. The possibility of  emergence of   undesirable circumstances 

4. Economic costs of change 

5. Question of the feasibility of change
	1. Fear of the unknown 

2. Lack of  leniency towards change program

3. Lack of tendency  towards the management of change  

4. The need for security and the desire to maintain the status quo
	1. Anti-values of group. 

2. Narrow view is only interested in the interests of the group. 

3. Maintaining vested interests 

4. The desire to preserve the current relations.


The change to be made should minimise resistance to itself. In the case of Adaptive change, the introduction of the familiar modus operandi gives low resistance to change: the more severe cases of resistance to change (innovative change) result from introduction of new methods for the organisation. On the other hand, the resistance is at its peak in the case of Radical innovative change, such as introduction of a new area of activity for the work of the organisation, as shown in Figure 10.5:


The degree of complexity, cost, uncertainty

Figure ‎10:5  Potentials of resistance to change [126]

· Institutional resistance to change

Change management in organisations in general and institutions of higher education in particular is one of the most creative administrative tasks as it does not depend on proper practice but also successful planning and finishing touches, the idea of setting appropriate manner, and putting the right personnel in the right places. Difficulties arise if personnel managers prefer what they are used to, or fear a large degree of sensitivity to change, because some people see the change as a threat to the great efforts made to work for the establishment of relations and strong ties, or a waste of potential, and others as a threat to their own interests. Therefore, the natural reaction to change is often strong resistance at the outset. The managers’ mission here is difficult because it requires them to show awareness in guiding and reassuring staff enough to increase confidence and convince the parties that change is progress for the better, and will be in the end for the good of everyone in the enterprise; to be involved in change management is to clarify reasons and objectives for employees. 

Different degrees of staff resistance to implementation can be classified as follows [127]: 

1. Substantive organisational reasons

Substantive organisational  reasons to resist change means those reasons stemming from the fear of the staff that the proposed change is not offset by the appropriate regulatory willingness to achieve this change. In this connection Tajm [128] stated that the staff are resisting change on the basis of a logical reason based on objective analysis of the feasibility of bringing about change and based on the calculation of the physical and moral costs, and the amount of time it needs, in addition to the lack of qualified staff members to implement the change, may be a catalyst in their resistance to change.

2.  Organisational political reasons:
Those resulting from the regulatory vacuum that could induce change in jobs and power centres in the organisation, Tajm [128] indicates that the main sources of impact of change is the political factor, and emphasizes those affected by the change will refuse it to preserve their decision-making authority and continuity of power.

3. Technical procedural reasons: 

A set of instructions and technical requirements is needed to achieve success in change: it requires clarity in the procedures and instructions to all participants in the process of change, and that each member affected and implementing change is aware of what is required of them. Implementation depends on the changes that must take place in systems of work and performance techniques, and any ambiguity in procedures and lack of knowledge of modern methods for staff to perform the new work would increase their resistance to change as a result of the fear of not being able to continue in the new business. 

4.  Social personal reasons: 

In fact all dealing with reasons of staff resistance to change stressed the threat to the coherence of cultural change among individuals within the organisation. In this regard Suleiman [129] states that many reject the idea of change as it affects the type of personal relationships between staff that consists of the working group values and standards of conduct that govern to a large extent the nature of their behaviour in the organisation. These values and standards of the working group have a great role in determining the nature of any response from members of this group to changes in the organisation.

5.  Personal economic reasons: 

Many researchers point out that one of the most important reasons why staff do not conform to change is due to economic reasons. Noor Allah [130] cites the fear of new technology that could result in the demobilization of workers from their jobs for the non-suitability for the new technical requirements or their inability to adapt to the characteristics and requirements of the new work.  

6.  Emotional personal reasons: 

Fear of the unknown and staff satisfaction with the familiar makes them refuse to change or have reservations about it. Unfamiliar situations make prediction of behaviour difficult and unclear. This raises concern and fear among individuals [131].

7.  Cultural value reasons: 

Organisational culture refers to the impact of collective values, principles and informal activities in the regulatory environment where it is taken into account as a climate for change, whether positive or negative [132]. This sense of a culture of the organisation means that all the values and habits, manners and practices arise and evolve over time so that the core beliefs of members of the organisation are difficult to change [133].

9.  Coordinating reasons: 

The lack of awareness of the importance of change might revert to the low levels of communication and coordination between the agents of change and implementation. Effendi [134] believes that the weakness of information and communication system leads to a lack of understanding and awareness in organisation working for a change in nature, which increases the resistance to this change.

· Relationship between individual stages of transition and change design options

Above, we find individuals passing the transition curve at different rates, and in a variety of ways; the curve in Figure 6.6 shows that resistance to change is a natural phenomenon. This could be combined with the curve model of change composed of: unfreeze, then move, then sustain new situation. This description can help designers of the change process to determine what interventions are required at each stage to help individuals pass that stage. The experiences undergone by individuals once they move from the stage of Acceptance, to the stage of Testing and then to Search, will determine the move phase. Therefore, factors such as education and training, personal development, and new procedures in the work and also new regulations, and new methods of management can all help the individual to overcome these stages in the process of change, particularly in the move phase. 

The levels and mechanisms that are identified in the transition must be suited to the options selected and design. In cases that do not have enough time or funding it may be difficult to provide support through the use of consultation with the individuals. There may be a need to focus on changes in organisational structures and systems, with changes in roles and responsibilities, and identifying new targets of consumer service or product quality objectives. 
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Figure ‎10:6  Three Levels of Interaction [119]

If the required change is Transformational in nature, it may be necessary to change the Value not only in behaviour. Any change must be a mechanism for further development of individual or personal skills, and activating the process of communication, consultation and guidance personnel carefully instead of training depends on the development of skills only. Similarly, applied to change from bottom to top or change in the direction of participation, then we find it important to identify the mechanisms that encourage the participation of workers, and have a say in how the evolution of the process of change. This requires direction to focus more on workshops and groups operating in more than one job, in order to develop new procedures at work [119]. 

The Sustain Phase (stabilizing the changes and continuity) aims to assist in the process of integration between different areas of the organisation. The interventions considered significant at this stage, when the goal is to change the behaviour of individuals or develop some of the values, include mechanisms in the system of compensation or remuneration to provide the necessary support to the process of change and maintain this new change, and this is reflected in the behaviour of the new workers [119].

· Conclusion 

Resistance to change by public organisations is one of the main barriers for successful implementation of the change model. The success of implementation requires an orderly change and shift in the methods of organisations to work, as happened in the implementation of modern systems of private enterprises, where fundamental changes were brought about in work methods in order to benefit from advantages and opportunities offered by technology. 

To succeed, the implementation requires an orientation to overcome the barriers and apply the necessary changes, which includes the commitment of senior management in government agencies and ministries to conduct the necessary changes in systems and methods of work and associated regulations; the establishment of a Higher Committee of leadership in each university focusing on the implementation of the change model  through its main methods and to formulate policies, plans and follow-up the implementation and test coordination activities with the assistance of other institutions, working to resolve any problems or show any obstacles to the implementation, and develop an integrated strategy to the implementation  of new methods and the preparation of the staff and leadership to implement them.

10.5 Appendix E: Overcoming Barriers to Implementing Change Model 

· Introduction 

Overcoming barriers to implementing a change model is a major challenge. It is not acceptable simply to find new approaches or principles and model pathways and expect there to be a change in higher education institutions. This study will address the problems associated with development of a model for Implementing Change analytically and identifies a clear strategy for implementation and evaluation in a way that should promote successful change.

Higher education policymakers’ realization of the barriers to implementing practical change models and addressing these locally is significant for overcoming resistance to change as well as contributing to ongoing assessment in the change process. One of the most important points confirmed by research in the field of educational change is the interaction and cooperation and mutual support among organisation staff — this is not possible unless the necessary organisational  capabilities to build internal harmony are missing, one of the basic conditions to support educational development. 

Expected results of the change depend on the source of the idea of change, how the change is identified, the change specifications, style and presentation of the target group for change. Research results indicate that educational institutions vary with distinct organisational cultures and organisational cultures sometimes stand in the face of organisational change; therefore, the cornerstone in bringing about educational development is to change the organisational culture. Therefore, the most important strategies for change is the use of rational strategy for change, which proposes an individual or group of individuals change in a rational manner appropriate and desirable by reasonable grounds. The setting of unrealistic goals and priorities would cause a negative reaction and a state of frustration in the organisation. Therefore, the change requires planning, discipline, direction and management, the essential role of the management of the enterprise is in the process of implementation, by clarifying the goals of change and causes, forms and benefits, costs, how it is applied, and raise the motivation levels,  pushing members of the institution to achieve the goals agreed upon by the evaluation. If the head of the administrative hierarchy has introduced the idea of change they should convince others about the importance of change, and that it will meet the public and private institutions’ needs. 

The successful institution is the institution in permanent change, but change may be painful, and to be a positive change it must take into account the following things during the stages of the model change: 

1. Involving employees in change: the change plan should be discussed with the employees of an organisation in the stages of implementation to ensure their commitment and gain their support for the plan, because the failure to involve the staff in the preparation and implementation of the plan and demand only implementation means treating workers as if they were mere tools. 

2. Knowledge of regulations and laws: change management requires extensive knowledge and precise regulations of prevailing public and private regulations to avoid the legal loopholes that could result from the amendment or repeal of legal aspects. 

3. Financial cost of change: change management requires efficient financial handling during the stages of the model change, so that the financial cost is not an obstacle to change.

· External & Internal Forces Associated with Change

The introduction in an organisation of some new strategies requires top management to identify all forces that can be affected by this change: those forces are either with the change   gains or against disadvantages and the methods used in the analysis of the forces that work with or against change are defined using the method of Force Field Analysis. In fact the organisation is in grave error when trying to increase the size of pro-change forces if it fails to reduce the size of the pool of forces that oppose the change, leading to a greater degree of tension and conflict between the two groups. 

It is important for the organisation when using this method to make sure it has identified all the forces operating in the environment or with the implementation of the required change; we can say that these powers are either internal forces (within the organisation) or external forces (in an environment of the organisation). Sayed [135] shows that it must be recognized that the method of Force Field Analysis is influential parts of change; the method does not in itself lead to resistance to change, but it only shows the way of identifying those that may work with or against the change, and such a determination is the first step in dealing with these forces and helping to create an atmosphere of change required by identifying the size of the resistance of each of the parties of the change process, the relative strength of these parties and alternatives to deal with each party  .

Force field analysis is based on the idea that ‘if there was no change the forces would be equal. The theory underlying this technique indicates that when both groups are equal forces there will not be any change. Therefore, it is assumed that if change is the basic requirement that the leadership must strengthen the forces that support the process of change, and at the same time work to weaken the forces that oppose it. 

Strebel [114] in Table 10.6 outlines the necessary process for analysis of the Forces Field analysis.

Table ‎10:6  Contrasting Change Paths [114].

	Resistance
	Proactive
	Reactive
	Rapid
	

	Organisation is closed to change
	Pattern of leadership leads to fundamental & radical changes
	Try to keep the organisation according to external changes  
	Reduction in 

organisations size and

restructuring
	Discontinuous paths

	Organisation may be open to change
	Experience the change from top down   
	Re-engineering processes 
	Restructuring of units in a self-independent  
	Mixed paths

	Organisation is open to change
	Experience the change from bottom up  
	Work towards achieving the goal gradually
	Rapid adaptation
	Continuous paths

	
	Weak
	Moderate
	Strong
	Change force


Table 10.6 It is clear that in cases where the regulatory forces that drive the process of change are, relatively weak or non-existent the organisation in this case is closed before the change. As a result Strebel believes that when the forces behind the change are weak, this indicates a state of Proactive change, and organisations are closed to change, and unused to it. There is nothing to indicate the presence of a leadership leading to fundamental and radical changes in the organisation. The presence of the forces vulnerable to the change (which they have no desire to produce) requires the presence of skills in the communication process; it is difficult to persuade these forces of the need to begin change by determining the value and importance of the idea of change. 

The forces advancing the medium change represent the category which begins influencing organisational performance, and the situation is easier to bring to the attention of individuals. In organisations where there are strong forces of resistance, a small number of ‘agents of change’ are required in this case: the pattern of leadership leads to radical changes to overcome the prevailing culture. In organisations that might be open to change, for management assistance and agents of change in their work, it is useful to start further up the hierarchy. 

The last column of Table 10.6 shows the appropriate courses of change, and it is a somewhat complicated process in the model, the relationship before the table is one of only theoretical, since Strebel warns of the risk managers applying the ‘recipe’ without pre-designed studies, hoping for their success.  In organisations where there are high levels of resistance the situation requires the adoption of a radical change and leadership to address the prevailing culture, and the process must start with oppositions in senior management. It needs at the same time a kind of reorganisation. 

· Management tools in confronting resistance to change 
1.    Appropriate climate for change: 

The provision of an appropriate climate for change is not limited to the provision of human relations, there is the need to provide humane conditions of work, as it also reflects the degree of guarantee from those affected by change and the extent of their confidence in each amendment or change. Creating the appropriate environment also helps to accept the change and the elimination of resistance to change by utilising the availability of team spirit and collective work and leadership styles, methods of supervision and appropriate recognition and appreciation of the achievements of workers [136].

2.  Top management support for change: 

There is no doubt that the efficiency of the decision taken by the change management is a great factor in building the confidence of senior management change in the decision’s validity, and then in a firm will to implement and support, so the support of senior management of a management decision justified the hard work by the management and the knowledge and expertise shown. Here, the senior management focus on most or all of the special powers for the process of change: they are planning and organizing the development and change, and make all decisions relating thereto; managers identify problems in the functioning of the organisation, either by relying on their own judgement or guided by the information and reports received from their subordinates accompanied by an explanation of any benefits and actions that are the result of the subordinates acceptance or non-compliance with this change. The decisions of senior management tend to take the following courses in the organisation [137]: 

A. Change individuals:  Staff transfer policies could bring other workers, assuming that the replacement would lead to the required change in staff skills and behaviour, but change is needed to address problems. 

B. Change groups: Through collective communications systems such interviews and committees, and through restructuring of sections and departments and working groups senior management could affect the strengthening or weakening of department sections as desired. 

C. Change management structures: This includes changes such as planning regulations and overview, and work procedures, tools and machinery and internal arrangement of offices. 

3.  Deepening the awareness of implementing the change: 

An important management tool in support of change management is to provide a humanitarian framework and environment surrounding the process of change: the consolidation of working relationships with management and employees under good working conditions promotes the building of mutual trust which can overcome resistance to change [138]. 

A - Management methods in raising the awareness of managers affected by the change:  

1. The establishment of training courses through which administrators can be informed of the requirements of change implementation and its outcome. 

2. The involvement of administrators who will be affected by the change in the study of the change to help them understand the benefits and oblige them to implement it once they had participated in the study. 

3. The establishment of seminars for administrators to discuss the facts surrounding the change in order to prevent any misunderstanding it might create in their minds [138]. 

 B - Methods of deepening awareness of the implementation for staff: 


1. The value of the work would be the best way to create confidence among the employees on the importance of the need for implementation. 

2. The ability of the management to decide to change the leadership and guidance major factors in creating awareness among workers of the need to change [138].

· Good planning and strategy 

Before embarking on any action regarding the change, the Managing Director can identify the current status of the organisation using regulatory analysis in to detect problems and identify their sources and relevance, and therefore determine the need for speed in resolving these problems and the nature of the changes required. These include the analysis of the most important factors on the process of change itself: Which personnel are expected to resist the change? What will the scale of the resistance be? What are the real reasons for resistance? What results are expected from the change? Also included in the procedure during this stage is the identification of personnel whose participation and cooperation during the implementation phase of change is required, in addition to the determination of the nature of the relationship between the changes in terms of the members of the administrative machinery on the process of change. Work on strengthening and promotion planning and continuity is important in the early stages of any process of change, and this stage also impacts on planning for the implementation of change. However, the selection of any strategy, whether remedial or preventive, must be balanced between the elements of cost, effort and time required and potential damage resulting from any resistance [123].

There are many elements that must be taken into account to ensure the success of the implementation, such as creating a common vision in each institution (the role of senior management) and the department of the change process (the role responsible for the change) and define the relationship between the planners and perpetrators, training, promotion of innovative ideas, maintaining the continuity of change efforts and encouraging and rewarding motivation. 

The process of change affects the level of human resources, skills and convictions and the willingness of the change process, which at the same time affects the development of the workers’ skills as part of the process of change itself. On the other hand, there must be an evolving process to identify skills required for the new posts through selection and promotion systems reflecting the skills and competencies, as well as new systems to rethink current promotions, using the adoption of efficiency and the ability and willingness to learn as a criterion for selection. 

· Alternative Strategies for overcoming resistance to national change 
 The emergence and spread of resistance to change is a growing problem in the higher education institutions of both developing and developed countries.  Alternative strategies for overcoming resistance to national change need to be developed, applied and evaluated. Such a strategy should focus on improving and implementing the national model of change, and limit the opportunities for resistance to change to spread. Implementation requires Containment strategy, Education and Communication, Participation and Involvement, Facilitation and Support, Negotiation and Agreement, technical developments, research surveys and statutory regulation.    

· Implementing a containment strategy   

Implementing a containment strategy means the measures and frugalities taken by the manager for Prevention and Containment of the emergence of resistance or to reduce the reasons that lead to the emergence of resistance to change. The task of this strategy is to weaken the resistance or the reasons identified in the least possible number of individuals or groups [123]. This strategy is divided into two parts: education and communication; support and reward. 

· Education and Communication Strategies

Some scientists classify education and communication as a strategy of leadership which could be followed during the process of change. The methods of communication between senior management and various administrative levels in exchanging views and ideas helps remove many obstacles; discussions, symposia and distribution of reports and other modern methods of communication as a whole educational program can help prove that the opposition to change is not based in reality [139], but they should be characterized by open debate and freedom to express an opinion on all points of disagreement during the preparation and implementation of development plan. This can help to explain the reasons for change, and create a kind of cooperative relationship between change experts and members of the organisation.  

· Organisational communications
The goal of organisational communication is the management of output (outputs of the objectives of the organisation) to promote the development level of organisation and the level of individuals. That the ultimate goal or the primary communications regulatory be in determining the access to necessary information for the individuals concerned. In any case, the most important obstacles were the structure of the organisational structure itself [140,141].    

· Interpersonal Communications

The most Interpersonal communications between individuals in the organisation is the interactive process to develop standards and provide information, and stimulate others and to get them to express their feelings. This is the kind of contact through several channels into a variety of forms and methods such as oral, non-verbal, and symbols [142]. The best way to facilitate communication in the process of change at the individual level is repeatedly and informal face to face communication between individuals [143].

‎10:7  Communication during Change [119]
	Change Phase

	 Communication purpose

	Unfreezing
	Create a willingness to change 

(This phase calls for action 

Intensive contacts).
	- Unfreezing of workers 

- Challenge the status quo 

- Publication of the need to change; understood by everyone

	Move
	Provide explanations and clarifications 

(Often require intensive communication).
	- Reduction of uncertainty and ambiguity 

- Provide workers with adequate information on their role in change 

- Allow workers to work the required change

	Sustain
	Its purpose is  workers understand the work  update  

(Requires routine contact)
	- Inform individuals of the development of work to   

 prevent of doubt  or tension


There are many obstacles to effective communication in the change, including: a large amount of information at one goes may be the source of the information itself is not working. The ability to communicate with the leader of transfer at this stage requires specific skills such as the use of appropriate language, and to communicate with individuals as clearly as possible, and the ability to listen to others and give feedback [142,144].

The patterns of communication required during the transition from one situation to another in the process of change can be drawn as a curve compared with the three-phase transition: Unfreezing, Move, Sustain, where: 

· From the early days of the change, the communication process must be timed to achieve readiness and this is part of the stage of unfreezing

· With the development and direction of change towards the second phase (Move) the communication process must begin by focusing heavily on giving workers the necessary information and support they need to carry out the changes required. In addition, it should lead to clarifying any ambiguity or uncertainty the workers may have. 

· With the progress of the process of change, we must develop and update the information needed to understand the development process of change and its consequences, in fact in all stages of the process of change, but it is more development-oriented change. 

· The general rule is that planned communications, such as workshops and symposia, are not enough; there is responsibility for communication with all managers and supervisors in the organisation, who have a working group responsible for helping them through the process of change [119].

· Reward strategy
The Administrative manager may also resort, in the face of resistance, to the use of rewards and support, through the explanation of benefits received by staff in implementing change. The management can also compensate affected staff by changing their earnings and thus reduce opposition to the process of change. In addition staff can given training in new skills; holidays after the hard work of the change; moral support. All these strategies can be used to motivate staff to accept the process [123].

· Participation and Involvement strategy

The participation of staff at different stages in the process of change helps conduct of the process of change, reducing resistance and increasing staff commitment to the process, an important objective to be achieved. The experts consider the participation of workers in various stages of the change, from planning, design and implementation and evaluation of the most successful methods that could be followed in addressing the problems of change [139].

Beer, Eisenstat, Spector & Kotter [145,146] all confirmed this and considered the presence of vision in the march of the change process, citing the six steps necessary to help achieve change successfully as follows:

1. Involvement of workers in organisational diagnosis, for their commitment to change. 

2. Develop a common vision of how the organisation works, and management is achieved with proper competition. 

3. New vision to achieve recognition and the ability to try and achieve harmony between all the parties concerned for effective implementation. 

4. Dissemination of methods of implementation, and work in various departments without resorting to the imposition of the highest hierarchy. 

5. Work on stabilizing the changes in the organisation through the official policies, regulations and different organisational structures. 

6. Control strategies adjusted in response to the problems that appear during the process of change.

Statistical investigations and graphical representation of study data indicated that the method of staff participation can be effective at all times. The administration want a process of change or development, and the nature of the change required determines the suitability of the strategy to reduce reluctance to change: for example when a technical change in the process of participation requires a degree of experience and technical knowledge without which it becomes a useless or ineffective tool for managing resistance to change. This strategy fits some cases more than others: it is appropriate if the process of change is slow and without a clear implementation plan, and here it is important in order to reduce the resistance of individuals to change or to lower the level of resistance [147].

· Negotiation and Agreement 

Negotiation is aimed at achieving a greater degree of opposition or to convince opponents of change, as well as persuade the opposition party that benefits can accrue from the organisation of the change in management by opening a dialogue with the opponents of change to listen to their demands and to reach a binding agreement with all parties. This method is called ‘tactical’ and is the most widely used in organisations that cooperate with other large organisations or trade unions, which includes discussions with the workers or their representatives, for the resolution of disputes that may arise on the planned changes [119].

· Implicit or Explicit Coercion strategy

The explicit obligation is to notify the decision to change the target as authoritative guidance to be bound by it, in all cases must be accompanied by a commitment to change. This input can be used when management has the ability to implement its decision, despite the opposition, to resort to this strategy when there is strong resistance to change and a positive outcome cannot be reached by following an alternative strategy. 
· Mediation Intervention and Manoeuvre

This means demands from other parties to mediate and intervene in order to find a formula acceptable to both administration and the opposition to change process; the mediator has the task of searching for a compromise formula using the method of exercise, so as to make the change target accept without effective resistance.

· Coercive strategy

This aims to impose the change process through several steps without discussing it with the staff. It is named coercive because it imposes the change by force, and also forces staff to implement the process of change. It is not a precedent strategy aimed at limiting of the resistance to change, but its goal is to address the position of the process of change [147].

The curve of change shows the change process to address the feelings of employees; it is also difficult for most individuals. The leadership should always expect emergence of resistance, and therefore it should not be underestimated. They need effective management of individuals to accept change and adaptation. It should be pointed out there was no evidence of a link between ages of individuals and resistance to change; this is stressed in many of the models that have been developed to study reasons for resistance to change [114].

· Conclusion 

To overcome the reasons of resistance to change we must analyse data and information on the reasons of resistance to change, for example, the severity of the resistance reveals the degree of acceptance of the change in the institutions, where there is the sensitivity on one factor or the effects of comprehensive neglect and, in general, how reasons for resistance can be overcome, including the following: 

Senior management recognition of the problem and building trust between employees and senior management, expansion of participation to affect change and not demanding the impossible (to make sure that the target changes are reasonable and achievable) and providing for change and the use of humanitarian motives such as the motives of achievement and excellence, participation in change and choosing the right time to implement the change plan. 

Institutions must develop appropriate and effective mechanisms for building human resources and informed leadership with distinctive qualities, and the conviction and the willingness of leaders is an essential step towards change; it must strengthen leadership and the ability to build trust between workers and a sense of belonging and promoting the concept of partnership as well as providing advice and training for workers on changes required prior to translating all new responsibilities and skills, and an effective system to manage and assess institutional performance. This helps institutions to translate the change plans to the reality with clear responsibilities, so it is necessary to change old performance appraisal concepts. 

Where staff are working with various specialists and members of working groups within and outside the institution, the evaluation process must be through various sources, with the Director playing a lesser role. In this new approach management systems and the new appraisal of skills, attitudes and patterns of governance must be stressed. The organisational culture and human resources of the enterprise must change to meet the needs of new knowledge and skills, as well as the clear design clear and development of modern training programs to develop ideas of trainees and introduce techniques such as distance learning. 

The enterprise’s human resources should adapt in line with external variables in terms of working methods and strategies, practices and management systems. Finally, change is the process of renewal and at some point may face obstacles; it should proceed according to the practical application of scientific concepts in this field. The more specific theoretical concepts can reduce the gap between theory and reality: change must be based on respect for individual’s needs and desires.

10.6 Appendix F: Secretariat work programmes in LHE
The Secretariat of the LGPC for Higher Education work programmes as a strategic vision (2005-2010) can be identified as follows [89]:  
Programme (1) 

The balance in the horizontal proliferation of universities to address the difficulties caused by the shortage of human and technical capabilities and their influence on the quality of output, while maintaining the delivery of educational services to higher education and to enable them to obtain these services. 

 Operational procedures: 

· The implementation of the decisions on the integration of universities and faculties in geographically contiguous areas. 

· The follow-up of faculty and the evaluation and treatment of what might result from difficulties in implementing the resolutions referred to. 

Programme (2) 

· Structural development of the university administration and the modern techniques employed in the university administration, developed to achieve the goal of development of university education. 

 Programmes under the procedure: 

· To define the powers and functions of the assistant secretaries and two universities in the book.

· Unification systems and administrative systems, registration and examinations, etc.; universities and institutes of the sector. 

 Future programmes: 

· Development of the Department of the universities and institutes of higher education; mechanization to ensure the rapid performance, efficiency and cost reduction in operational aspects of these departments.

· Implementation of the programme of linking faculties and institutes of higher education with the domestic communications network to ensure easy flow of information circulating among them. 

Programme (3) 

· Taking into account the attributes and characteristics of educational, administrative and scientific skills and research selected from the departments of the university, in addition to the personal qualifications and cultural rights, which qualifies them for the exercise of their duties efficiently, with an integrated view of how to build the administrative and academic structure of universities and institutes of higher education. 

Programmes under the procedure: 

· Studying how to manage the universities, faculties and higher institutes and the preparation of particular scenarios. 

 Future programmes: 

· Studying the composition of the Supreme Councils of the universities and the formation of committees to formulate regulations for their terms of reference and conditions available among its members. 

· Work on the formation of the People’s Committees of the universities, faculties and institutes of higher education to ensure the participation of all segments of the relevant institutions of higher education in the management or operation.

Programme (4) 

· The need to modernize higher education so that it keeps abreast of rapid change and development in the field of science and knowledge, leading to a change in the nature and structure of occupations in the labour market. 

Programmes under the procedure: 

· Continue to develop and standardize the curricula of faculties in universities, to ensure suitability and compatibility with the secondary curriculum specialisms. 

Future programmes: 

· To study the possibilities of the development of faculties and higher institutes in the technical disciplines and the development of modern and scientific development sections of the teaching of these disciplines in currently existing faculties.

 Programme (5) 

· Work on developing the capabilities of the teaching staff at universities and institutes of higher education through the activation of the role of universities in the preparation of programmes and plans for this development. 

Programmes under the procedure: 

· Develop plans for in-service training and take action to support legalized practical experience and scientific capacity. 

Future programmes: 

· To encourage universities and institutes of higher education to begin the implementation of courses in specialized scientific use of computers, teaching foreign languages and ways to use and benefit from the international information systems network (Internet) and to encourage faculty members to use these to develop their abilities in this science and knowledge.  

Programme (6) 

· Interest in distance education to establish integration between different educational institutions to keep abreast of international developments, including higher education, making a flexible, open and public image.

Programmes under the procedure: 

· The preparation of the necessary studies for the implementation of the establishment of a virtual library, taking advantage of the international information network and the introduction of distance learning techniques. 

Future programmes: 

· To encourage universities and institutes of higher education to develop what will be done on infrastructure and the use of electronic library information network of international programmes and regulations, and education; and allocate part of their budgets in the following years to support and develop software programmes and their delivery to all students and members.

Programme (7) 

· Work on the participation of society and the beneficiaries of the study and educational services in the funding of universities and higher institutes so as to lighten the financial burden placed on the general budget expenditure on the education sector. 

Programmes under the procedure: 

· Study of the actual cost of the study in all faculties and university disciplines and the search for ways of turning university faculties into participatory institutions. 

Future programmes: 

· To encourage public and private institutions to provides material support to the universities and higher institutes and, through demands for studies and research, education and training courses for workers at these institutions. 

· Action urging public and civil institutions to allocate scholarships to the students of the universities and institutes of higher education. 

· Encourage investment in educational projects. 

Programme (8) 

· Employing the material and human resources available within the productive tools in the universities and institutes of higher education and networking of institutions of higher education development plans, in order to increase the efficiency of the development of the educational system in general and to ensure its functioning according to standards established by the global economy. 

Programmes under the procedure: 

· The preparation of programmes to support the quality of higher education and promotion in all elements of the educational process. 

Future programmes: 

· Work on the involvement of the General Planning Council and local planning boards and links experts in Shaabiat [Libyan local Province] in the formulation of public policies for the higher education and secondary education, and to identify the needs of the community from all disciplines and guide the People’s Committees of Shaabiat in the commitment and implementation of those policies. 

Programme (9) 

· Work on the implementation of the laws and legislation in force on the development of higher education, and discuss problems impeding the process of modernization of higher education and the development of legal and administrative frameworks to address them. 

Programmes under the procedure: 

· Review laws and decisions regulating the work of the higher education sector and develop ideas for amending regulations for faculty members and exams, discipline and postgraduate studies and copyright, and other regulations on the sector. 

Future programmes:

· Work on the development of regulations and legislation governing the sector so they can be issued, adoption and put them into practice.

Programme (10) 

· Higher education participatory planning and evaluation to contribute to raising the efficiency and effectiveness of development plans of the community. 

Programmes under the procedure: 

· Evaluation platforms in participatory HEIs through technical committees of specialized universities that fall within the scope of these institutions and control examinations. 

· A proposal for a draft law regulating the establishment of educational institutions and participatory mechanism of work, management and follow-up. 

Future programmes: 

· Work on upgrading the performance of participatory and supporting institutions of higher education, in order to be eligible to support public institutions of higher education and to be able to cope with the requirements of comprehensive development plans. 

Programme (11) 

· Stimulate scientific research in HEIs and scientific and cultural activities of the members of the faculty, such as contributing to and participating in scientific conferences and symposia, and the development of mechanisms to facilitate these partnerships. 

Programmes under the procedure: 

· Review of the granting of leave time to ensure scientific improvement in the performance of a member of the faculty. 

· The development of graduate programmes at home. 

Future programmes: 

· To encourage universities and higher institutes to pay more attention to the scientific conferences and symposia, and issuance of the scientific journals.

· Work to organize scientific leave times so as to achieve maximum use of them. 

· Work on a specialized magazine for the dissemination of scientific and cultural activities for graduate students and contribute to the enrichment and development of knowledge. 

· Work to extend the research and studies conducted by graduate students to serve the issues of society in general and to contribute to human development programmes. 

Programme (12)

· Addressing the roots affecting the efficiency of the faculty members, such as loads and other administrative burdens of additional work carried out by a member of the faculty.

Programmes under the procedure: 

· Control and regulation of the cooperation of the members of the faculty and their work outside their institutions.

Future programmes: 

· Reaffirming the commitment of the universities and HEIs to implement what comes from the controls on lending and cooperation of the teaching staff officers. 

· Emphasis on restricting the universities and institutes of higher education, including the issue of the instructions for making the provision of advisory services to the national and foreign institutions. 

· The universities and HEIs urged to provide and create the appropriate climate for the work of a member of the faculty and the provision of basic capabilities and necessities such as computer equipment and other requirements. 

Programme (13) 

· Adoption of programmes and mechanisms of academic accreditation and the activation of quality systems in the universities and HEIs, and keeping up with global changes to the requirements. 

· Quality in the educational process. 

Programmes under the procedure: 

· The formation of an executive committee monitoring the quality of higher education and to develop strategic goals and targets for it. 

· The drafting of the principles and criteria for quality assurance in educational institutions. 

· A mechanism for the implementation of these principles, controls and standards to assess educational institutions. 

· Calibration of institutions and academic certificates. 

Future programmes: 

· Mandated universities and higher institutions of the sector to begin to develop plans to improve their performance and raise the quality and output to reach levels required for adoption, according to specifications and standards set by national and global institutions.

Programme (14) 

· Work to determine the qualifications of a member of the faculty that will enable him to practise the profession of teaching in higher education institutions, through committee quality control, and through enabling members of the faculty of the follow-up scientific development in the speciality field of educational techniques and methods. 

Programmes under the procedure: 

· Continuing work to determine the qualifications of a member of the faculty and university requirements and specifications provided by the necessary infrastructure in the faculties and institutes of higher education to ensure quality and coherence.

· National standards and criteria for the quality and global educational institutions. 

Future programmes: 

· Controls and the basis for the acceptance of the teaching staff in universities and institutes of higher education, and to identify related procedures and controls.

10.7   Appendix G: Historical overview of the development of universities in Libya

·  Higher education and legal framework

LHE is based on: the Higher Education Act No. 1 of 1992 on the organisation of higher education; the LGPC’s decision No. 119 of 2004 on the establishment of the National Council of Universities; the organisational  structure of universities and higher institutes (No. 22 in 2007) and LGPC decision No. 535 in 2007 regarding the reorganisation of universities and higher institutes, LPU and the Regulation No. 121 in 2004; a list of faculty members of national universities and institutions of higher education (No. 286 in 2006); and the LGPC for Higher Education’s decision No. 141 in 2006 to reorganize the administrative apparatus, along with a number of other laws, regulations and instructions related to higher education and scientific research [82].  

These laws and rulings have given the LGPC for Higher Education the right of supervision, coordination and development of plans, policies and educational programs, and identifying quality standards at all higher education institutions, right up to confirming their commitment to all laws and regulations in force in the field of higher education and scientific research. 

·  LHE organisation structure 

The first specific law regarding higher-education organisation in Libya was issued in 1992 and dealt with the responsibility of supervising the universities and their coordination. When the ministry was abolished in 2000 its functions were entrusted to the Ministry of Public Services; in 2004 it was re-established again when the Government felt the need for a specialized ministry orientation and moving higher education and scientific research to effectively serve the comprehensive and sustainable development in Libyan society. The ministry took over supervision of the state and LPUs and technical faculties. The technical faculties included later with technical institutes and the responsibility of supervising and coordinating them fall within the competence of the Ministry of Manpower; training and operating was re-established again in 2004. 

The existence of the HES at the present time is an opportunity to develop HEIs and improve their performance, especially since the number of specialized skills and expertise in education has increased. However there are a number of weaknesses in this sector, highlighted in the distribution of responsibilities of higher education to a number of actors other than the Ministry of Higher Education, etc. This has become a problem because there is no mechanism for planning or coordination between them. 

It seems that the existence of such a mechanism has become an urgent necessity in view of the expected increase in the preparation of secondary school graduates, as the absorptive capacity of universities now can not be covered. The national interest requires there be higher education to provide efficiencies of a professional nature, which requires expansion of the establishment of other HEIs, according to the development needs and requirements of the labour market.

Regarding the current role of the HES with respect to universities, it is limited to oversight and strategic direction without effective control. The reason for this is due to the absence of clear delineation of functions and responsibilities of the Ministry. Therefore specific tasks should be assigned to the ministry, carried out by a cadre of functional highly-qualified staff given the required database and sufficient information to enable them to develop policies and plans and make decisions appropriately. Since the data and information available to the ministry are currently inadequate, they need a clear picture of student numbers and distribution according to specialization, type, age etc., and also for teaching staff in terms of specialization, type and age. There is also no complete data on resources and expenditures. 

Perhaps one of the factors weakening the role of the HES is its lack of experience, the failure to complete legislative structure and the structural and organisational changes. Also the LGPC for Finance exercises full and detailed control over the financial affairs of the universities directly. Development policies and strategic plans were unclear and intermittent, which led to the fluctuation of policies and administrative structural instability of the LHE

· Libyan Private Universities (LPUs)

As for private universities education in Libya it is of relatively recent origin; the first private university was founded in 1995, and there are now 32 LPUs varying in size among the 24,700 students enrolled students. These universities also vary in terms of their quality, performance and reputation. In spite of the number of such LPUs compared to public universities they absorb only 10% of the total number of students. This means that their role is still modest in Libya, meeting the needs of distinguished graduates in various fields of higher education. However, these universities can play a more active and positive role in the future, if they work to develop their capacities and capabilities, and increase their investments. They can work towards improving quality, and if they work with the State Department they can receive encouragement and guidance on effective supervision and development, according to the academic accreditation standards and quality assurance that must be subject in all higher education institutions, governmental and private. 

The existence of LPUs helps increase the volume of higher education in the country without cost to the government, and brings a lot of private investment to higher education. Because they are self-regulated they can adopt modern and flexible systems. They charge students and therefore should provide an education of high quality, but it is feared that they do not do so at the present time. 

In 2000 the government issued Law No. (6) on universities, for faculties and private institutes to organize their structures and activities, but this law was only passed in 2005. In May 2005 the Government issued Decision No. 249 on the adoption of a list of private higher education. They also issued Decision No. 204 of 2006, which established a commission to identify standards and controls to adopt and evaluate higher education institutions, where the Government has adopted some LPUs in the light of the outcome of the visit of a number of scientific committees to these universities [82]. At the same time, the Government informed the universities and private institutions of higher education that they must respect minimum standards for recognition, and they were given a specific period of time to arrange their positions. This shows that the government started to realize the importance of organizing the conditions of universities and higher institutes, but so far there has not yet been any strategic framework for this. 

With regard to the teaching staff of these universities, they still rely on the teaching staff of public universities; this is not a flaw, but has the additional advantage of enabling the university to improve and develop their performance and development programmes, including responding to the needs and requirements of the labour market. But this raises the question about the extent of the benefit from these universities and the may turn to future investment opportunities to generate more profits for LPUs. 

· Historical overview of the development of LUs
Basically, the LGPC decision No. (207) in 2001 regarding the organisational structure of LUs stated that: 

Universities are scientific bodies responsible for higher education and postgraduate studies and scientific research by faculties and departments scientific research centres in all fields to a set of objectives to achieve progress in the areas of science and technology. The thought and art to the preparation of specialists in various branches of science and knowledge, production and services, to promote scientific research and participation, as well as to develop means and methods of other scientific research, both locally, nationally and globally, with work experience and to invest in scientific bodies and institutions, corporations and various organs, ethics and development of science and the arts. [82]

These goals highlight the significant strategic and fundamental role to be played by universities in all aspects of construction activities and areas in Libyan society. This necessitates that scientific methods are followed in the management and organisation of such universities, as that would increase the degree of efficiency in the performance and effectiveness and in achieving results based on improving the quality of decisions taken. This can be achieved by adopting of modern management to change management by providing appropriate and sufficient information.

· Construction of the structural institutions of higher education

The building of structural institutions of LHE is complicated somewhat by virtue of its inception in unplanned conditions. To date, there are 14 public universities in Libya, containing a number of faculties covering most disciplines; the number of faculties range from ten faculties (Al-Fateh University) to five faculties (Nasser National University). The sizes of the universities vary in terms of numbers of students enrolled, from 60,912 thousand students (Al-Fateh University) compared to 6,800 students (Nasser National University). The two oldest universities are Garyounis, which was founded in 1955, and Al-Fateh, established in 1957; the most recent is the 7th of October University, established in 2000. 

· Quantitative developments in the number of  LUs

The first Libyan University, the Faculty of Arts, was founded in 1955 in Benghazi, followed in 1957 by the Faculty of Commerce and Economy. By the end of 1971/1972 the Libyan University comprised ten faculties in three major cities and consisted of around 6000 students and 400 faculty members. The faculties were split between Tripoli (later Al-Fateh) and Benghazi (later Garyounis) which included the Baidah faculties [148]. Since 1983 the universities have been classified under the concept of specialization; this expansion resulted in 14 specialized universities by 2006/7, with 240,830 students [89].

The success of development plans has increased the need to open more faculties and universities in various regions to cope with social and economic development. The idea of horizontal expansion in university education emerged: the development of new ‘university departments’ to find logical solutions to existing universities’ problems, and the creation of many universities in various Shaabiat was announced in LGPC decision 308 [82].  The current status of the public universities and faculties is as follows:   

1. Public universities (13) 

2. Open University (1) 

3. The number of faculties is (188)

4. Applied Science faculties represent 50.6% (95)

5. Humanities faculties represent 26% (49)

6. The proportion of Scientific disciplines is 60%

7. The proportion of Humanities disciplines is 40 %

8. Faculties including multi-departments (arts, department of teachers and department of sciences) represent 23.4% (44)
Table ‎10:8  Rates and ratios of faculty members compared to students [149]
	Faculty
	UNESCO rate
	The current rate in Libya

	Medical Faculties 
	5-8
	8-30

	Dental Faculties
	3-5
	8-75

	Applied Science
	15-20
	5-174

	Humanities
	20-30
	10-123


The average current students/faculty ratio is inappropriate and affects the quality of teaching and education. Since 1952 a number of laws and administrative decisions on organisational restructuring of LHE have been issued, and we can note the increase in university numbers to 27 in 2003 (the number had been reduced to 14 by 2004/5) [82]. It can be further noted on education policies in general, and especially higher education, that the emphasis is on quantity without quality, due to increasing demand in recent times. There are now nineteen universities including professional institutes for specialized technical study. The numbers of students has risen to nearly 250,000, approaching the global rates of Advanced International, which amounted to 3360 students per hundred thousand citizens, with some states reaching 4000 students per hundred thousand citizens. Enrolment rates reached approximately 60% of the 18-22 age group in 2000, among the highest in the Arab world [150]. A seminar conducted by a quarterly magazine mentioned that the philosophy of public education has remained static since 1974, possibly because educational policies were implemented automatically without clear or realistic plans [150].  
10.8 Appendix H: Structural problems of LHE

LHE has undergone a number of changes over a period of years. This study focuses on a route for higher education to practise in the early years of structural changes. The organisational  structure of the education secretariat specialize in university education departments within the components of the structure of the secretariat, and confining it to the Bureau of Public Higher Education determines its terms of reference. Decisions are made by the Secretary of Education and the secretariat entrusted with the management of its affairs is a link between the Secretary and universities and institutes of higher education. We note in this context that no reference to determine the separation in the terms of reference of the Bureau and the terms of reference of the Supreme Council of Universities, which was established in accordance with  law 37/1977 for the organisation of universities in the same period.

In 1984 development of a new secretariat was formed in the education sector under the LGPC Decision 708, a secretariat of universities that specialize in all respect to the university and higher education missions, scholarships and scientific research. Under this regulation the Office of Graduate and Post-graduate studies was formed in accordance with the criteria established in coordination between institutions of higher education. The secretariats of the education sector had been represented in the secretariat of education and the universities secretariat; the General People’s Congress issued its decision number 376 regarding the formation of a new secretariat of scientific research in the context of higher education and university, giving support for universities and scientific research institutions.   

The LGPC decided in resolution number 296 in 1986 to form a steering committee of higher education specializing in identifying number of students to be directed annually from the general secondary certificates campaign to study in higher institutes and faculties in various specializations, taking into account the priorities required by the development plans. It is worth noting that this Committee is almost overlapping with the Office of Graduate Studies, which did not come into the People’s Committee decision. There is a kind of organisation for each party separately; it prevents duplication in the issuance of the various resolutions and regulations.

In 1989, the General People’s Congress resolution ruled on the establishment of three secretariats of the Management of higher education and Scientific Research, which were, respectively: Secretariat of the LGPC for Higher Education, Secretariat of the LGPC for Education, Secretariat of the General Peoples Committee for Scientific Research, according to the decision of the LGPC assigned for higher education practice in all the disciplines set out in Law No. 37/1977 for the reorganisation of universities. 

In November 1992 the General People’s of Higher Education were reorganized by decision of the General People’s Congress, which provided for the integration of the People’s Committee of General Education into the LGPCs for the Youth Sports, Higher Education, Scientific Research all under the same organisational  structure of one secretariat, which specializes in this framework of public administration for universities and institutes of higher education by instituting controls for the placement of students according to the need of society. 

In 1996, under the decision of the General People’s Decision No. 2 the secretariats of the education sector were divided into three separate secretariats of the People’s Committee for Education and Scientific Research with respect to policies of higher education, and in 1999 the educational sector was organized to faithfully represent the People’s Committee for Education and Vocational Training, with the abolition of the secretariat of scientific research. 

LHE   adopted the   strategy of integrating some public universities and colleges in one university in order to reduce expenditure and reducing the public universities from fourteen to nine universities, but of allowing private universities.[ 83]

After an extensive and detailed study on the status of universities, the Secretariat of Education issued, in 1999, a decision that the number of universities should be reduced from fourteen to nine. Eventually, fourteen university departments were established, subordinated to six main universities, and administratively subordinated to the People's Committee at the municipality.[ 81]

Resolution No. 3 of the GPC, issued in 2000 and cancelled by the People’s Committee for Education and Training and merged within the secretariat of services affairs, which has jurisdiction 

To oversee the functioning of the bodies, organs and different interests initiating service activities, as well as to ensure that relevant departments follow those activities and services include educational and economic aspects… [82] 

It has been entrusted to organize directly at the grass-roots level with regard to the placement of students at the various HEIs under rules enacted and then cancelled in 2003. Subsequently, each sector has become managed separately by LGPC. The previous presentation reflects the most important changes in the education sector for the period 1980-2003, which reflects the dominant feature of instability in the secretariats of the sector, as well as the various departments and offices. 

In 2004, under the decision of the General People’s Congress No. 111 the secretariats of the General People's Committee for Higher Education was re-established, which was composed of: Secretary of the LGPC for Higher Education - The Secretaries of the People's Committees of the public universities - and the People's Committees Secretaries of the of the university colleges and higher institutes which governing by   higher education sector. While the higher Committee consist of: the Secretary- LGPC for Higher Education - The Secretaries of the People's Committees of the public universities. Finally, the subsequent decision issued as No. 141/2006 on the reorganisation of the administrative system of the LGPC for Higher Education Sector, as well as, decision No. 22/2008 on the organisational structure of universities and institutions of higher education. 

In the context of controlling the proliferation of institutions of higher education with a focus on the possibilities and the consolidation of administrative and human capacity of these institutions, therefore, LGPC for Higher Education has worked to reduce the number of universities (27) to (12) universities, in accordance with the decision of the LGPC No. (200) for the year 2004, which would also become a higher institutes for teachers as university colleges under the supervision of public universities.  LGPC Higher Education believes that the map of higher education in Libya, according to this deployment , is typical, compared to global standards, which set out the University of per million inhabitants, while in Libya it is one University for (400) thousand people[ 89 ]. 

This resolution is an essential step in the dissemination of educational institutions on the basis of scientific thought, but it’s become necessary when the need arises and there is potential necessity to do so. It should be noted that the secretariat of the LGPC for Higher Education seeks to keep pace with the decision to establish a college or university providing the necessary infrastructure of qualified human resources and the set of suitable and appropriate equipment, in addition to the scientific and economic feasibility. This is called the LGPC for Higher Education to invite universities to planning for the opening of faculties specialising to provide information and technical capabilities necessary for them to start appearing in the system of higher education with the beginning of the next academic years.

These changes, noted in Table 10.9 below, were in some way compatible with the orientations of political discourse, in particular with regard to the changes caused to the secretariats of the various education sectors in response to the requirements of educational infrastructure, which required the development of new secretariats:  training and vocational training, higher education, etc. These decisions were taken in order to ensure effectiveness in the performance and implementation of the new procedures infrastructure for education, but in most cases these changes and various modifications were unjustified, especially with regard to the integration of five secretariats into one, or in the transition of secretariats with a single function department integrated into a mere department or office within an organisational  structure containing many offices and departments, or the abolition of the whole secretariats and administering services for some disciplines relevant to higher education. 

Instability of the financial and management system in higher education sector through the integration and abolition has impacted on the stability of the universities, and its role in development of strategic plans and their follow-up.

Table ‎10:9 Changes in secretariats of the education sector (1985-2004) [82, 151]
	Year
	Secretariats


	The Number of Sectors

	1985 
	The secretariat of education, universities management and Scientific Research 
	3

	1986-1987 
	Secretariat of Education and Scientific Research 
	1

	1988-1989 
	The secretariat of education and scientific research, the Vocational Education and Training 
	2

	1990-1992 
	Education Secretariat, the secretariat of higher education, scientific research Secretariat, the secretariat of Youth and Sports, the Vocational Education and Training 
	5

	1992-1999 
	The secretariat of education and youth, scientific research and vocational training 
	1

	2000-2003 
	There is no general secretariat for the higher education sector ( Managed by secretariat of  services affairs)
	-

	2004
	Establishing the LGPC for Higher Education 

	1


Through previous incarnations which were characterized by instability and inconstancy of structures, the following could be observed: [151]

1. Multiple regulations, decisions and reorganizing the LGPC for Higher Education, which were used to merge separate departments and various sections, thus affecting the stability of these departments and sections. Hence the difficulty of drawing up plans and educational policies is clear and specific. 

2. Multiple regulations and decisions to regulate the study and exams both at the level of undergraduate or graduate studies. Thus it has become difficult to identify any valid regulations and decisions; this led to the existence of different universities and faculties in the university in the interpretation and implementation of these regulations and decisions. 

3. One of the most important consequences of the ongoing changes and adjustments affected the capacity and efficiency of the secretariat of education to develop clear and stable policies with respect, for example, to the placement of universities and the efficiency of the process of placement. 
10.9 Appendix I: LHE Financial resources 

LHEIs are financed by the public budget. The total allocation for the Libyan government’s annual budget for HE reached 8,021,349,324 LD in 2008, representing 16.21% of current expenditures [152]. It is noted there are processes and building construction by universities, but that investment activity is not matched by the provision of necessary financing for the purchase of equipments, proper preparation of teaching staff, and building institutional capacities of universities. The shortcomings experienced by the large university libraries in equipment and the number of books and scientific journals are evidence of this situation. If there is any explanation for the limited demand for scientific faculties such as sciences, engineering the reason is not due to lack of preparation of students wishing to attend these faculties but may be caused by the lack of equipment required and the lack of teaching staff for these faculties. 

Table   ‎10:10 The total allocations of the economic and social development and actual university financing, during the past years 1963-69/2001-2001.[153]
(in Million Libyan Dinar) (LD)
	Years
	The Total of allocations (LD)
	Actual  Financing(LD)

	1963 – 1969
	625.3
	562.0

	1970 – 1985
	24147.6
	1523.3

	1986 – 2000
	17752.1
	1541.0

	2001 – 2002
	4356.0
	3701.7


 
Figure ‎10:7 Total allocations  

These development programs and the amount spent during this period have had consequent effects on the Libyan economy in many areas (industrial, service and others). Development projects need to qualifications, and scientific staff members who graduated from higher education in particular, have tended to use this expansion in education to ensure the needs of their plans and projects are met and are allocated huge sums in this sector, as shown in Table 10.11 below.

Table ‎10:11 Allocations of transforming budget spent on education 1975-2002 [153-4]
(in Million Libyan Dinar) (LD)
	Years
	Allocations (LD)
	Actual spend (LD)

	1975
	110.0
	81.5

	1980
	145
	137.1

	1985
	117
	73.2

	1990
	97.5
	63.9

	1995
	80.0
	52.5

	2000
	249.3
	260

	2002
	823.5
	738.8


10.10 Appendix J: Discussion and assessment related to chapter four and appendices (F, G, H, I) 
There are many issues that must be addressed to create a practical change model to predict the growth in the number of students and the cost implications, and this requires the Government to act to provide this model and a future financing plan for higher education. There will be no shortage of funds for current expenditure but in the decade that follows, steadily growing demand will occur as a result of a strategy of development and implementing change models. Therefore, the current strategy proposes the following:

1. Establishment of core administrative systems at the level of HES, with the aim of ensuring the availability of standards relating to accountability and transparency, and in particular on matters related to industry and resolution mechanisms of implementation. 

The diagnostic study of the status quo explained that the responsibilities of higher education are distributed among relevant ministries, weakening the process of good planning and sound decision-making for the development of higher education in general. This means that the plans and decisions are taken without involving universities. 

In the long run the ideal and most reasonable situation requires the creation of a strong coordination mechanism among all educational institutions relevant to higher education within the framework of the regulated higher public education sector, technical and vocational education and higher education, which could lead to increased effectiveness and efficiency in the education sector in particular.

2. Provide other sources of funding (governmental or non-governmental organisations) to support and develop the higher education sector in order to achieve greater self-financing of HEIs; this goal can be achieved through opening channels for real partnerships with the private sector. 

Funding Diversity:  

Libya faces a real problem concerning the quantity of total resources available for higher education. Based on comparisons with other countries, Libyan society invests in higher education a suitable proportion of their income, consistent with what exists in most countries of the world.  In spite of the good level of investment at this time in the higher education sector by the state public treasury, many universities are still lacking in much of the required equipment. More investment is needed at the current time, let alone the future investment needed to cater for the growing numbers of secondary education graduates, especially if the national strategies for public education goals are reached. Currently the only two main possible sources of funding for universities are: 

· Government funding 

· Revenues from services provided by universities to the private sector

Government funding for universities  

It is necessary to consider state higher education as an important investment, helping to ensure future prosperity, and it is very important to the continuation of this growing investment, to ensure a quality higher education system maintaining a high quality in the growing numbers of students. However, the inescapable fact is that the state will not be able to provide for the needs of higher education alone. The global trend today indicates a decrease in contributions to financing state institutions of higher education, with the focus on financing through community participation and encouraging private higher education, and Libya needs to follow these trends. 

Other sources of funding  

Universities do not currently do enough to diversify their own funding, possibly because current legislation does not encourage this trend. We have proved that many universities around the world, including small universities, can provide a large part of their funding through diverse sources of income and possible business investment. Universities seeking openings to such activities should be reassured that any self-financing resources obtained will remain in the service of their interests. Legislative amendment is required to give universities the right to retain their own resources, encourage voluntary contributions and give tax incentives for donors.

3. Link the plans to develop the sector of higher education needs of labour markets, which would require opening of programmes and new courses as well as the variety and diversity of the educational institutions at university level (both horizontally and vertically) and to achieve equal opportunities in access to higher education.  

When the numbers of students in higher education were low, as in the past, HEIs were similar to each other, as the students studying were similar. This will not be so in the future, where large numbers are expected to enter higher education from different age groups and levels of knowledge. Therefore, higher education will require substantial changes in its infrastructure so that education becomes more diverse in its institutions and its content. 

However, the expected increase in demand for higher education requires expansion of the capacity of universities. Also, as large numbers of students graduating from high school are not eligible for higher education, it is logical to look to the development of non-university higher education to absorb these students. This will be based on studies determining where the public interest lies. Is it in the expansion of university education, or in providing other types of higher education? In any case, what is required is to increase the diversity of higher education. 

4. Develop methods of teaching and learning methods and scientific research services with a focus on the elements relating to quality higher education outputs, including help to disseminate knowledge and adapted to address the problems of society and developmental issues. 

Libya needs to become a country with an active knowledge-based economy, aiming for the most efficient exploitation of the outputs of higher education. However, it needs to practice prudence: this development for higher education — or the education system in general — is not possible in isolation: it must have other conditions necessary to achieve it, e.g. physical conditions, adequate investment, and a ready financial and material infrastructure. Above all, the private sector must be willing to invest in activities based on knowledge and innovation. 

This notwithstanding, it will be very difficult to resist pressure in the future to develop the knowledge economy and education system, due to the pressure for growth in other countries that in itself will cause dynamic growth in demand, especially if this growth adds to the information contained in the Government’s strategic vision for 2025, which refers to development of LHEIs’ infrastructure compatible with the anticipated increase in population. All that will double secondary school enrollments over the coming years, and therefore the demand for higher education will increase at a greater rate the present time. Projections issued by the national council of planning have shown the number of the percentage enrolled in secondary education, will be increased from 65% to 70%, and enrolment in higher education to 40% by 2020. In addition to the targeting of the most important quality criteria to conform with international standards while maintaining the ratio of 5% of the GDP for the maintenance of the basic and intermediate education, and increasing the share of spending on higher education, and infrastructure development for networking web learners and sources of knowledge [91]. However, these estimates showed a fixed percentage of enrollments, and this seems consistent with Libya’s strategic vision for 2025. Hence the Government should base demand for higher education on a detailed evaluation of future growth potential, so that this assessment is based on the factors mentioned above: future strategic plans must accommodate at least one million students during the next twenty years. 

One of the most urgent tasks required from the HES is working to implement this strategy, and review and update it periodically. In particular it should review the legal framework, and make necessary adjustments, including harmonising with the structural changes proposed in this strategy. There is no doubt about the scale of the growing demand for higher education, and that it will be difficult for the country to absorb it. Perhaps the experience of Libya would not be far from the experiences of many developing countries that faced enormous political difficulties due to inability to meet growing demand for education. To meet the demand at a reasonable financial cost requires foresight and flexibility. 

10.11 Appendix K: Building of the organisational structure of the institution

· Introduction

In several countries, the internal governance structures of universities were substantially changed in the 1990s or are currently under discussion. Frequently found designs are those that strengthen executive leadership at the central and middle level of universities [155]. Some experts believe that organisational change efforts are aimed mainly at maintaining the balance of the institution, which consists of several variables interacting within an organisation management system: personnel, equipment, technologies, work design and methods, organisational structure and strategy. Any change in one of these variables leads to changes in other variables or more variables.

Virtually, organisational  structures are one of the most vulnerable and susceptible areas of organisational  change, since most of the changes taking place in the organisation often affect its organisational  structures and change happening in the organisational  structure to amend or develop the basis and criteria for preparing structures, resulting in the loss or merging of some organisational  units or the creation of new units, or by changing the subordination of some units to achieve flexibility for the organisation and perfect fit with the new changes,  compatible with an institutional perspective enabling them to deal with the possibility of managerial and organisational  practice  on a dynamic basis.

An organisation’s success depends on building a successful organisational structure on their capability to find an appropriate work environment and its ability to achieve a high degree of adjustment and balance between organisational structure and objectives, as well as efficiency in human and material resources. This shows that regarding the importance of the organisational  structure of the organisation, if it is without a good regulatory structure and the appropriate regulatory processes it will be chaotic — if there is not a solid scientific basis the organisation can flounder and lose sight of their goals and tend to decline; in addition to the waste of resources, inappropriate organisational  structure results in negative effects in terms of low morale and employee motivation, poor decision-making, increasing organisational  and functional conflicts, creativity and increased expenditure. The workload and responsibility carried by senior management in institutions of higher education has increased significantly in recent years, and it seems it will continue to do so in the near future. As explained at the beginning of the research, the secretariat of Libya’s higher education suffered from a host of administrative problems and a continuing structural change, as confirmed by the General People’s Congress in the last holding session (2008) on the manifestations of the absence of appropriate structure, job inflation and overlapping powers within the institutions.

Conditions and environment of the institution’s work may require a change and development in the area of structure and system of work of organisations, by simplifying and streamlining procedures, work responsibilities, powers and authorities, and monitoring and evaluation systems, performance and incentive systems and other internal systems in order to reduce the time and cost, increasing efficiency and organisational effectiveness. 

The institutions are effecting adjustments in their objectives and strategies currently in place to achieve those objectives in response to surrounding environmental changes. For example, the expansion of the establishment of LPUs or the development of distance learning systems require public universities to amend their objectives and strategies to keep pace with those changes. This means making new work, or leave the current work, or the development and change of working methods or existing activities.

The implementation of models of change in the work environment of institutions drives them to develop policies, procedures and work rules where the introduction of new rules or policy development and the current rules becoming more flexible and less centralized. The division of the reasons for the change and development in the organisational structure and organisational relationships in HEIs are split between external and internal motives:
1. External motives: 

Institutions facing many environmental conditions require a response to the change and development, and these are usually aimed at organisational change and development arising from external motivations to achieve a consensus between the organisation and the environment, or control over the environment or part thereof, for the benefit of the institution. Moreover, some of the most important changes that may occur in the environment and affecting the organisation are: 

· Change in market conditions or customer target. 

· Change in the technology used. 

· Change in the political and legislative environment. 

2. Internal motives:

The need for change or organisational development for the new developments in the internal work environment and the possibilities and capabilities of the institution and its goals, or when facing problems within the institution, resulting in organisational incompetence to deal with changes in the current environment or lack of compatibility between elements of the organisation, which calls for the need to change and develop the regulatory institution.
· Appropriate strategy between the organisation and the organisational  structure

The relationship between management strategy and the organisational structure is of fundamental importance in the process of change through organisational structure and the skills needed to implement change. Therefore the definition of strategic management is a series of decisions and administrative systems that determine the organisation’s mission and vision in the long term, in light of the competitive advantages and seeking to implement them through study, follow-up and assessment of opportunities and environmental threats, its relationship with organisational strength and weaknesses and balance between the stakeholders [156].

Strategy is the process of adapting the organisation to its environment to achieve organisational goals, the survival of the organisation and to work on development in the long term by taking into account internal and external variables and by identifying the best methods of competition. Strategic planning is the process of introducing a unique new mapping to reflect internal and external realities to build a cohesive development as well as stakeholders who are directly affected by the organisational policies and structure practices.

The organisational changes will be followed by more radical changes, gradually or suddenly, depending on the nature of the application of strategy and the way in which they are implemented. Such changes usually lead to changes in organisational structures, because the organisational structure that should provide the general framework for the work of working within the strategy (or strategic process) is all to achieve the objectives of the organisation. 

· Higher Education Secretariat HES (case study)

As mentioned earlier, it must be up to the HES to have a clear vision and a letter specifying the purpose of its existence, and this letter should be circulated to all higher education institutions. There should also be awareness that its brief is not confined to close control over the activities of the universities, but in supervision, coordination and follow-up of higher education institutions, especially universities, moving towards managerial self-regulation in general. Therefore, the basic functions of the ministry are as follows: 

· Leadership and guidance of higher education institutions. 

· Provide frameworks and legal rules governing the institutions of higher education. 

· Monitoring and controlling the quality of higher education and ensure the implementation of quality standards and academic accreditation. 

· Work to assist universities in obtaining the necessary resources to operate it from the government to the agreed arrangements. 

· The development of linkages and coordination between institutions of LHE and their counterparts at regional and international levels. 

· Coordination between institutions of LHE. 

· Support scientific research and authoring, translation and encouraging publishing. 

· Work on community service and insurance needs of manpower. 

In general, the task of the HES is planning to develop the sector in general, in a manner compatible with granting sufficient self-regulation to universities. In light of this the ministry should identify issues that require policies to determine the overall thrust of the ministry. Hence the ministry can enable the HEIs to implement their own policies, and provide appropriate structure to enable the ministry to achieve its role. 

It is worth mentioning that the HES at this time needs to building the capacity in its staff members for the advancement of those tasks, and therefore it is essential that the ministry supplies the needs of their staff members and works to attract what the skills they need in the areas of education planning, economics, finance, administration and censorship, as well as in areas of policy development and analysis, statistical analysis, technical information and auditing. It is certain that the ministry will not be able to carry out its responsibilities efficiently unless it possesses these staff members, and their required capabilities and skills.  

  
One of the main priorities in the future is to build coherent organisational structure of the institution based on comprehensive management information into the HEIs, which includes providing a mechanism for the process of data collection and analysis. In the next section of research data analysis, there are recommendations on the development of management information systems for universities, which would give the opportunity to develop a comprehensive system across the nation to meet the needs of the ministry as well as the universities. In the event that the management information system is provided, it would be a help policy-makers in terms of information required for strategy  formulation and decision-making of implementation of change process, as this is not only the responsibility of the ministry but also of the Council for Higher Education and the universities as proposed below.

Currently there is ambiguity in determining the ultimate responsibilities and powers in terms of overlap at LUs, where the organisational structure is subject to decisions of the Secretariat of LGPC, which includes definition of the Terms of reference of heads of universities; for the governing bodies of universities that means, mostly, members of the faculty. That means, in the event of obtaining full independence, the Council’s decisions will be biased in favour of faculty members, which is unsatisfactory, particularly in light of the global trend that boards of trustees is the supreme authority of the universities but who do not represent the majority which includes academic members in addition to other stakeholders. 

The management of any university — especially large universities such as some LUs — involves a large volume of administrative work; therefore such jobs must be assigned to highly efficient staff members, thus turning the university into a kind of successful business, where the Executive Director and all executives are accountable for their work and performance before of the Board of Trustees, consisting of mainly or exclusively of non-executives.
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‎10:8 Structure of the Libyan Secretariat for Higher Education [89].

The decision of the LGPC No. 176 issued in 2004 was on the reorganisation of the administrative system of higher education; the first article was in reference to the Secretariat for Higher Education, which aims to implement the plans and directions established by the general community in particular, identified in Article II on divisions of the administrative body for the sector to ensure the implementation of these directions, plans and decisions. These divisions have five departments with an additional four departments, as shown above in Figure 10.8.  

The Secretariat needs assistance in analysing and evaluating the university plans and strategy. This also requires building their staffing, and when these capabilities should be provided to give priority to scientific and financial planning and management, in addition to developing strategies and analysis. Therefore, they should review the organisational structures and current management in order to promote transparency in decision-making and promote effective communication in all directions, and this is only possible through creating a management information system. However, each university must be responsible for defining its mission, and to prepare a strategy in light of the national strategy for higher education management.

The main objective for the organisational structure would be an incorporation of new technologies and new ways in the management systems of LHE, through identification and addressing of many different learning needs by developing the performance skills through many different learning opportunities. However, the LHE field faces important challenges and opportunities in the future, for which it is becoming more significant to describe, estimate and predict the dynamics of organisational structures. These challenges and opportunities include changes in working methods, promotion of activities, strategy intervention, organisational processes, current environmental requirements aimed towards bridging the performance gaps between dynamic changes in universities’ requirements and dynamic capabilities at an organisational level by adopting a process of practical, comprehensive change models.  

10.12  Appendix L: Technology

The technology factor is the most important factor in the process of change. Technological change has accelerated dramatically in recent years, as a result of an increasing flood of new products. As well as the adjustments that can be carried out by institutions in response to technological changes the design of new products, to include all of organisational aspects. If the technology could provide a better quality or lower price, it can be used to create interest. As a result, all the competitive business will attract any new technology developed and made clear. 

For professionals, it often is difficult to understand the business and fail to communicate effectively with the institutions. From the viewpoint of most corporate managers it is difficult for them to accommodate changes made by new technology: they are important to acquire but it is difficult to understand and use them effectively. 

· The role of information technology in the development of organisations

Technology was defined as a broad concept of ‘Scientific knowledge, engineering and management, leading to conceptualization and design, development, production, distribution of materials and various services’. In another definition: it outlined as; ‘the invention or set of inventions, machine or group of machines, skill or set of skills, part of the information  or a series of coordinated information, or a sequence of operations, which means one of the above, in addition to  another element containing organisation effectiveness for a particular activity targets. Former definitions could conclude that technology means the following [157]: 

· Some think the key is competent services, equipment and materials.

· Others regard it as meaning patents, franchising, licensing business and technical instructions and methods of design. 

· Some think it does not only mean the production of materials and equipment, but extends to the organisational and administrative side of marketing and advertising, personnel management and administration in general. 

The process of change and organisational development is absolutely imperative, imposed by nature of the organisation and its role and objectives that it seeks to achieve. On the other hand, the subject of change is related to technology which is characterized by rapid development, especially as information systems is one of the basic elements of change in the institution, and that necessarily entails change affecting redesign of organisation structures, in addition to development of the human management resources, to ensure adaptation of all the elements with the objectives of organisational change.
· Extent of the organisation’s need for information systems

The work of administrators is concentrated in a series of decisions which will help to achieve the objectives of the organisations they work for. Taking any administrative decision requires a certain amount of pooling of information, varying in size depending on the nature and seriousness of the resolution and its importance and the degree of its continuation, and any regulatory decision in the absence of information is rarely sound [158].

The basic elements that make up the organisation’s prior response are structure, systems and personnel structure: they must be appropriate to achieve better coordination between individuals in the strategy devised by senior management. Systems and information systems in particular must achieve integration in the enterprise, leading to work being completed with maximum efficiency. Finally, individuals or the human dimension of the institution must have the capacity to create knowledge, skill and be able to achieve the administration’s strategy.  

It is extremely rare for the design of a new information system to be implemented without the presence of a former regime (in organisations that have carried out their activities over a long period). Even organisations that suffer from weakness or distorted organisational structures should have a form of information system, regardless the problems facing the system or the lack of clarity: it is impossible for an organisation to continue unless there is a form of information system. Typically, this system is growing in a random way and provides little information, creating the need to amend or replace it with a new system [159].


· Input information for change and organisational development
It may be difficult to reach a short and precise definition of the expression of change and the scope of its occurrence, which may include technology used in the organisation, or organisational behaviour, plans or strategies, or procedures and rules, job descriptions, policies of selection and recruitment, promotions, communication systems used or others, with the aim of adjustment and improvement of organisational performance. Change is a necessity and essential for public organisations as long as they operate in an environment characterized by continuous and rapid change where the forces are difficult to predict or control, and therefore the correct way to upgrade performance in public organisations is to change and innovate to adapt to the surrounding environment [160].

Organisational development is [160]: 

a planned effort that covers all management and managed by top management to increase the effectiveness of the organisation, through the planned intervention in the organisation with knowledge of behavioural science’.

 
 
It is also known that the organisational development responds to change, and that educational strategy is necessary to bring about change in beliefs and values and the structural composition of the organisations so that they can better keep pace with new technological developments and market conditions, but there are differences in the way or in the area of focus and attention to the human dimensions or material structure, such as technology, systems and when events change [161].

The above can be taken as an integrated view on the importance of information to organisations in order to keep pace with changes in the environment, with the emphasis on the need to provide effective information systems, which relies on advanced technology and requires actively seeking to maximize results and the ability to fully understand and deal with the current stage. This requires reformulation of many of the concepts of organisation and management prevailing in reality, or consistent with the requirements of this stage.

 
In this regard Francis takes the view that traditional universities and its various faculties and sections will try to continue to work while preserving tradition, but change is natural and inevitable; this development will prevail in institutions of higher education, and even the richest universities will respond to it [162].

· Ways and methods of application of management information systems

There are many opinions about the rules which should be completed before the design of any system of information management for organisations, where there are multiple models suited to the age and size of the organisation and the nature of their activities, and these factors can guide the adoption of any information system. Abdul Hamid [163] states that a set of rules must be implemented so that the establishment of information systems will be effective enough so as to raise the chances of success in achieving the organisation’s goals; these rules are:

1. The need to conduct a comprehensive survey of the quality of the information circulating within the business, whether internal or external, as well as identifying sources, and the changes that have taken place and identify methods and means of circulation of information inside the organisation.

2. A cost-benefit study to select the most appropriate alternatives available to business and study the possibility of using computers. 

3. The need to develop knowledge management at various levels, the supervision potential of information systems and how to re-energize, the structure of the system and input and output of various information and a strong relationship between the management and employees in the information systems facility. 

4. Training of all employees at the plant level and in every facet of the organisation on how to deal with management information systems in the enterprise. 

5. Develop an integrated plan that includes the gradual application of the system according to the availability of information in the form appropriate for use in the system. 

Yassin [164] finds there are three possible ways in accordance with the conditions and positions available at a certain implementation of the Plan:  

A. Immediate replacement method: the abandonment of the old information system while putting the new system into operation simultaneously.

B. Gradual replacement method: the new operating system (including data processing) with the continuation of the old regime; the data is processed by new and old at the same time. 

C. Phased Replacement: the new system gradually replaces the old one, to be complementing the activities of the design and operation of the new system, then is the abandonment of the old information. 


 
While other authors take the view there are other ways that could be followed in bringing about the change and development; Mahjoub [165] says: 

In the case of some future directions for the management of the organisation of the university and colleges in the light of what we adapt the concepts, we find ourselves faced with two alternatives or options, the ‘surge strategy’ or the ‘continual improvement strategy’.

The first alternative falls under the concept of re-engineering and the entrances are a high level of risk and deal with the critical time, in addition to higher expense and the need for advanced expertise to manage its operations. The second alternative is essentially to carry out the possibility of achieving progress through a series of relatively small steps, but with a large cumulative impact as the result. Taking into account the nature and characteristics of the university traditions, characteristics and its management mechanisms  on the one hand, and the challenges it faces as a result of the pressure of technological and knowledge changes on the other hand, giving both continuous improvement and innovative leaps. 

· Views on the cost and the effects of computerization (automation) of work 

Since the theme of change and development here is linked to information systems technology, modern management and mechanization of office automation and computerization of work must be planned take into account the relationship of man to technology and his ability to understand, absorb and adapt to it.
 
Mahjoub [165] states that bearing in mind that the cost of computing may appear high in the application stage it quickly stabilises. Thus, the administration must strengthen their resolve to continue to establish those systems. Field experience for colleges that made early decisions towards computerizing administrative tasks confirms they have been able to improve performance and career management and increase effectiveness and efficiency. 

As to whether the use of computers would lead to redundancies during implementing change, it seems that what has happened is not a surplus of manpower, rather a shift in the quality of work performed by existing personnel, carrying out part of their processing operation and the new work of examining data and statistics to provide analysis and conclusions [166]. More than that, it has created new jobs, such as analyst designer and programmer, along with maintenance programs and other opportunities as well as work for information technology companies. However it can be said that these days there is a need to use modern management information systems not only for administrative progress but as a necessary condition for survival.

Implementing change models in universities is not easy because the investment in social capital (individuals) is high: the advantages are impressive but losses can be great; many writers warn of rushing change in universities without comprehensive studies or sound plans; they also warn of delays in implementation that may result in lost time and effort, and falling behind in modernization.

10.13    Appendix M: An Analysis and Assessment of the Factors Influencing the Implementation of a Change Model

· Investigate the impact of Patterns of Organisational Change as independent variables in the choice of the implementation style.

· Assessing the impact of environmental factors on implementing change (internal and external).
· Pattern of Organisational Change
Table ‎10:12  Frequency distribution table for the data on the impact of Patterns of Organisational Change as independent variables in the choice of the implementation style.
	Vari-able
	phrase
	strongly disagree
	disagree
	agree       

somewhat
	agree
	strongly agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	
	Pattern of Fine Tuning
	
	
	
	
	
	
	
	
	
	

	A.4.1
	Higher Education  continues implementing significant  fundamental change in the various  disciplines
	8
	3
	111
	39
	108
	38
	57
	20
	4
	1

	A.4.2
	Higher education  institutions are training  academic staff to cope more effectively with new developments
	2
	1
	61
	21
	94
	33
	101
	35
	30
	10

	A.4.3
	Networks of experts and policymakers have been formed in HEIs to support and participate in implementing the change process.
	17
	6
	87
	30
	114
	40
	67
	23
	3
	1

	A.4.4
	Institutions of higher education partially updated the current management system in the previous academic year
	13
	5
	79
	27
	133
	46
	57
	20
	6
	2

	
	Incremental adjustments Pattern
	
	
	
	
	
	
	
	
	
	

	A.4.5
	Some of the important amendments in the institutions of higher education have been carried out, but they are not radical, in preparation for the development of institutions of higher education.
	1
	0
	27
	9
	105
	36
	105
	36
	50
	17

	A.4.6
	Some significant improvements in institutions of higher education have been carried out in order to promote the advancement of the current management system
	0
	0
	2
	1
	117
	41
	143
	50
	26
	9

	A.4.7
	Institutions of higher education have promoted good methods of work and the introduction of modern technologies.
	0
	0
	4
	1
	77
	27
	133
	46
	74
	26

	A.4.8
	We have previously rearranged some departments in institutions of higher education to facilitate the process of implementing a change models.
	0
	0
	4
	1
	75
	26
	143
	50
	66
	23

	
	Modular Transformation Pattern
	
	
	
	
	
	
	
	
	
	

	A.4.9
	We have changed the work methods of a number of sections in line with future development and modernization.
	4
	1
	101
	35
	96
	33
	65
	23
	22
	8

	A.4.10
	The staff members have been increased in some departments of institutions, and reduced in the other departments, in order to suit the requirements of new changes.
	4
	1
	52
	18
	132
	46
	48
	17
	52
	18

	A.4.11
	Institutions have been   introduced to modern technology that led to a change of methods in institutional performance processes.
	1
	0
	36
	13
	96
	33
	108
	38
	47
	16

	A.4.12
	There have been significant changes in the institutions of higher education which led to the increasing importance of personnel engaged in the management of change in the departments.
	19
	7
	74
	26
	138
	48
	49
	17
	8
	3

	
	Corporate transformation Pattern
	
	
	
	
	
	
	
	
	
	

	A.4.13
	We have made many changes in the operations and procedures of institutions of higher education to facilitate the process of development and change.
	19
	7
	102
	35
	114
	40
	50
	17
	3
	1

	A.4.14
	We have appointed a new management team with competency and experience in the change and development process to fill managerial positions in institutions of higher education.
	42
	15
	83
	29
	117
	41
	35
	12
	11
	4

	A.4.15
	We have established a new department which does not exist in other HEIs.
	65
	23
	67
	23
	107
	37
	47
	16
	2
	1

	A.4.16
	It has made a radical transformation in the planning strategy of higher education  and is aimed at development and  modernization of institutions
	19
	7
	100
	35
	120
	42
	46
	16
	3
	1


From the above table which shows the quantitative data distribution, we find that the distribution phrases have been arranged according to the percentage, which reflects their importance as basic elements the need to accept in the change, and this is evident from the table as follows: 
Research sample trends fluctuated significantly between agreement and disagreement: 

1. Agree terms were included in the following phrases (A.4.2, A.4.5, A.4.6, A.4.7 and 11) where the percentage ranged between (35%) and (50%).
2. Disagree terms are include the following words (A.4.1, A.4.9, A.4.13, and A.4.16), here percentage ranged between (0%) and (39%).
Table 10.12 shows the frequencies of the study sample responses on the characteristics of the questions of the Patterns of Organisational Change. From the table we can note that the distribution of answers to the relative frequency about phrases A.4.5, A.4.6, A.4.7, A.4.8 (36%, 50%, 46% and 50% respectively) showed agreement:  this indicates that the Higher education institutes are following an Incremental Adjustments Pattern, which to be considered in carrying out an institutional performance analysis to absorb varying degrees of change in the various institutions.

The quantitative data indicates that phrase A.4.9 takes the form of left-skewed distribution, or high frequency, in the class of ‘disagree’  and declines constantly in the classes of approval, suggesting a high degree of approval for the less-mentioned terms.

We also note that the distribution of answers on the frequency of phrases (A.4.2, A.4.5, A.4.6, A.4.7, A.4.8 and A.4.11) have percentages of (35%, 36%, 50%, 46%, 50% and 38% respectively)  and take the form of right-skewed distribution, or high frequency, in the class of ‘agree’ gradually declining in the classes of low approval and scoring lower in the category of full agreement, indicating the degree of approval is high for the term in question. 

We note that the distribution of relative frequency answers on the other phrases take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for the terms. 

Table ‎10:13 Mean, Standard Deviation, and Z-Test results comparing the impact of Pattern of Organisational Change in the area of strategy formulation and implementation process
	variable


	Mean
	Std. Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	
	
	
	
	
	

	A.4.1
	2.8
	0.84
	2.7
	2.9
	-4.35

	A.4.2
	3.3
	0.95
	3.2
	3.4
	5.97

	A.4.3
	2.8
	0.89
	2.7
	2.9
	-3.19

	A.4.4
	2.9
	0.85
	2.8
	3.0
	-2.49

	
	
	
	
	
	

	A.4.5
	3.6
	0.89
	3.5
	3.7
	11.62

	A.4.6
	3.7
	0.65
	3.6
	3.7
	17.61

	A.4.7
	4.0
	0.76
	3.9
	4.1
	21.42

	A.4.8
	3.9
	0.74
	3.9
	4.0
	21.66

	
	
	
	
	
	

	A.4.9
	3.0
	0.97
	2.9
	3.1
	0.00

	A.4.10
	3.3
	1.01
	3.2
	3.4
	5.35

	A.4.11
	3.6
	0.92
	3.5
	3.7
	10.51

	A.4.12
	2.8
	0.88
	2.7
	2.9
	-3.14

	
	
	
	
	
	

	A.4.13
	2.7
	0.87
	2.6
	2.8
	-5.71

	A.4.14
	2.6
	1.00
	2.5
	2.7
	-6.47

	A.4.15
	2.5
	1.04
	2.4
	2.6
	-8.30

	A.4.16
	2.7
	0.85
	2.6
	2.8
	-5.95


Extrapolating from the above table, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the Patterns of Organisational  Change indicators — which reflect the work amendments and preparation and introduction of modern technologies, improvements, promoting the advancement of the current management system, rearrangement of departments in institutions in order to facilitate the process of implementing a change model — varied between (3.6 - 4.0), meaning that the management system of higher education follows the Incremental Adjustments Pattern to face their deficiencies such as managing their available financial and human resources which helps them in planning and policy making. Hence, if we compare these to the average value allocated to the class ‘agree somewhat’ (3), we find that the phrases can be arranged according to the higher averages as shown in the table as follows: 

Paragraph one: Pattern of Fine Tuning indicates that the value corresponding to the test variables of A.4.1, A.4.3 and A.4.4 varies from (2.8 - 3.3).

Paragraph two: Modular Transformation Pattern indicates that the value corresponding to the test variable of A.4.2 obtained a low mean (2.8).  

Paragraph three: Corporate Transformation Pattern results indicates that the value corresponding to the test variables of A.4.13, A.4.14, A.4.15 and A.4.16 have varied between (2.5 - 2.7).

We can conclude that the all variables are less than the value of (3) (less than ‘agree somewhat’), indicating that the LHEIs don’t address the above change patterns, despite the impact of patterns of organisational  change as independent variables in the choice of the implementation style.

To test the null hypothesis based on the mean of approval on the axis of Patterns of Organisational Change is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. The result of the Z-test showed that the values of A.4.1, A.4.3, A.4.4 , A.4.12, A.4.13, A.4.14, A.4.15 and A.4.16  are less than -1.96 (-4.35, -3.19, -2.49, -3.14, -5.71, -6.47, -8.30, -5.95), meaning the phrases were approved by a low mean  (less than ‘agree somewhat’). We can also note that the result of the Z-test corresponding to A.4.2 ,A.4.5, A.4.6, A.4.7, A.4.8 , A.4.10, A.4.11 are  (5.97, 11.62, 17.61, 21.42, 21.66, 5.35, 10.51 respectively) — all greater than 1.96 — indicating they were approved by a high mean of 3.7 (more than ‘agree somewhat’). 

The value corresponding to the test variable A.4.9 falls between 1.96 and -1.94, which indicates there is a medium level of approval (‘agree somewhat’) on these phrases.
Table ‎10:14  Summary of T-Test results for Patterns of Organisational Change implemented in LHEIs (public and private) (Two-Sample T-Test)

	Types
	management system of   LHEIs ( Public)
	management system of LHEIs (private)
	Mean Diff-erence
	T-Test


	Decision



	
	Mean
	Std. Deviation
	Mean
	Std. Deviation
	
	
	

	Fine Tuning
	49.7
	13.9
	47.3
	14.9
	2.40
	1.33
	No signi-ficant diff. between Means

	Incremental adjustments
	70.1
	11.2
	69.6
	12.9
	0.49
	0.33
	No signi-ficant diff. between Means

	Modular Transformation
	49.8
	14.3
	64.5
	13.0
	-14.70
	8.38-
	No signi-ficant diff. between Means

	Corporate transformation
	46.2
	13.2
	29.2
	15.9
	16.96
	9.53
	No signi-ficant diff. between Means
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Figure ‎10:9  Variables of types of organisational change implemented in LHEIs (public and private)

1. Table 10.14 shows that the statistical mean values for the Fine Tuning variable in MSPLHEIs was 49.7% with a standard deviation of 13.9 while on the other hand the statistical mean values for the Fine Tuning variable in MSPRLHEIs was 47.3% with a standard deviation of 14.9. To test the null hypothesis (H0) there is no significant difference in the mean of approval corresponding to the alternative hypothesis (H1) there is a significant difference in the means of approval for the Incremental adjustments pattern across the management system of LHEIs (public and private) a T-Test statistical analysis was conducted. Analytically, the calculated value of T = 1.33; comparing this score using a 0.05 level of significance, we find there is a non-significant difference, indicating the strength of statistical evidence for accepting the null hypothesis, i.e. there is no statistically significant difference at the 0.05 level in the average of approval on Fine Tuning pattern of LHEIs (public and private).

2. The data of Types of organisational change also shows that the statistical mean values for the Incremental adjustments variable in MSPLHEIs was 70.1% with a standard deviation of 14.3 while on the other hand the statistical mean values of the response for MSPRLHEIs was 69.6% with a standard deviation of 12.9. To test the null hypothesis (H0) there is no significant difference in the mean of approval corresponding to the alternative hypothesis (H1) there is a significant difference in the means of approval for the Incremental adjustments pattern across the management system of LHEIs (public and private), a T-Test  statistical analysis was conducted. Analytically, the calculated value of T = 0.33; comparing this score, using a 0.05 level of significance, we find there is a non-significant difference. This indicates the strength of statistical evidence for accepting the null hypothesis, which means that there is no statistically significant difference at the 0.05 level in the average of approval on Incremental adjustments pattern of LHEIs (Public and private).

3. The data shows that the statistical mean values for the Modular Transformation variable in (MSPLHEIs) was 49.8 % with a standard deviation of 11.2 and on the other hand the statistical mean values for the Modular Transformation variable in (MSPRLHEIs) was 64.5% with a standard deviation of 13.0. To test the null hypothesis (H0) there is no significant difference in the mean of approval corresponding to the alternative hypothesis (H1) there is a significant difference in the means of approval for the Modular Transformation pattern across the management system of LHEIs (public and private), a T-Test  statistical analysis was conducted. Analytically, calculated value T = -8.38; comparing this score, using a 0.05 level of significance, we find there is a significant difference, indicating the strength of statistical evidence for  accepting for the alternative hypothesis, which means there is statistically significant differences at the 0.05 level in the average of approval on Modular Transformation of LHEIs (public and private).

4. The final data table shows that the statistical mean values for the Corporate transformation variable in MSPLHEIs was 46.2 % with a standard deviation of 13.2 and on the other hand the statistical mean values for the Corporate transformation variable in MSPRLHEIs was 29.2 % with a standard deviation of 15.9. To test the null hypothesis (H0) there is no significant difference in the mean of approval corresponding to the alternative hypothesis (H1) there is a significant difference in the means of approval for the Corporate transformation pattern across the management system of LHEIs (public and private), a T-Test  statistical analysis was conducted . Analytically, calculated value T = 9.53; comparing this score, using a 0.05 level of significance, we find there is a significant differences, indicating the strength of statistical evidence for accepting the alternative hypothesis, which means that there is statistically significant differences at the 0.05 level  in the average of approval on Corporate transformation pattern of LHEIs (public and private).

Discussion of the study questions 

Change patterns are a core of the process of change and organisational development, so the most economical and effective patterns bring about change in a planned way, leading to the attainment of the objectives through the development of human capacities and skills, the ability to solve problems faced by the organisation, and renewed vitality in accordance with the various environmental variables. 

Through the use of statistical analysis, the prevailing pattern of change in LHEIs of all kinds,   (private or public) identified a pattern of change of Incremental adjustments. However compared to the study by Dunphy & Stace [113] propose a model based on academic research as well as study process, combining patterns of change on one hand, and change management on the other; this will be discussed in detail in the chapter of the change in leadership, we will confine ourselves here to explain patterns of change and the rate of change from the viewpoint of the two researchers.  Therefore the basis of the foregoing, this is organisational change which is characterized by incremental adjustment as a series of systematic incremental changes, designed to adapt to an external environment, with amendments to be distinct and clear, not radical change. These adjustments enter the organisation’s strategy, structure and administrative operations. Analytically, the extrapolation of the Means, Standard Deviation, and Z-Test results in the tables above show  that the pattern of Incremental adjustments is placed first in comparing the impact of Pattern of Organisational  Change in the area of strategy formulation and implementation process, we can conclude the following:

A.4.5
Some of the important amendments in the institutions of higher education have been carried out, but they are not radical, in preparation for the development of institutions of higher education. Table 10.13 gives a mean value = (3.6) and standard deviation = (0.89).

A.4.6
Some significant improvements in institutions of higher education have been carried out in order to promote the advancement of the current management system. Table 10.13 gives a mean value = (3.7) and standard deviation = (0.65).

A.4.7
Institutions of higher education have promoted good methods of work and the introduction of modern technologies. Table 10.13 gives a mean value = (4.0) and standard deviation = (0.76).

A.4.8
 Some departments in institutions of higher education have rearranged to facilitate the process of implementing a change models. Table 10.13 gives a mean value = (3.9) and standard deviation = (0.74).

The data were examined for pattern of corporate transformation data. The pattern of change at the level of the organisation as a whole is undergoing a corporate transformation pattern, as characterized by sudden violent changes in various parts of the organisation, and this pattern is characterized by the following: 

· Reform in the organisation’s mission and its basic principles. 

· Adjustments to the core of the organisation affecting the distribution of power in the organisation. 

· Reorganisation of fundamental changes in organisational structure, regulations and procedures in various aspects of the organisation. 

· Review and the introduction of new procedures at work, change in the flow of communication networks and models of decision-making throughout the organisation. 

· Introduction of new executive directors from outside the organisation [113].  

Quantitatively, Fine-Tuning Pattern is the continuous process (non-visible) of organisational change, and includes small improvements, limited corrections and modernization to continuously harmonize the regulatory strategy, structure and personnel, and operations aimed at perfecting the work. The process of continuing organisational change cannot be distinguished clearly between stages, and can be described as constant renewal, or sustainable modernization, and is reflected in the following: 

· Increase the level of quality in the existing policies, methods and procedures. 

· Establish specialized units, conducting effective communication with those units to allow for increased size and more attention to quality and cost. 

· Develop individuals to become more suitable for the current strategy of the organisation through training and development programmes. 

· Strengthen the commitment of individuals and organized groups and understanding of the objectives; optimize performance of the individual. 

· Promote confidence-accepted standards of action and beliefs. 

· Clarify roles established with the authority, and methods of searching for resources. [113].  

The extrapolation of results in the table above giving a high proportion of ‘disagree’ answers to the idea that Higher Education appears to urgently require to adoption of Modular Transformation. For different reasons, the outcomes (Mean and Standard Deviation) of variables are presented on the Table 12.23 in this Pattern:   

· LHEIs have changed the work methods of a number of sections in line with future development and modernization.
(mean value = (3.0) with standard deviation = (0.97) for variable A.4.9)


· The staff members have been increased in some departments of institutions, and reduced in the other departments, in order to suit the requirements of new changes. (mean value = (3.3) with standard deviation = (1.01) for variable A.4.10)



· Institutions have been introduced to modern technology that led to a change of methods in institutional performance processes. (mean value = (3.6) with standard deviation = (0.92) for variable A.4.11)

· There have been significant changes in LHEIs which led to the increasing importance of personnel engaged in the management of change in the departments. (mean value = (2.8) with standard deviation = (0.88) for variable A.4.12)

Organisational change is characterized by large and drastic amendments to one section in the organisation, or in some units of the organisation. The focus of this process of Modular Transformation to the basic units is related to the unit or section rather than on the entire organisation, such as: 

· Radical restructuring of certain departments or units. 

· Changes to managers and implementers of these key areas. 

· Carrying out intensive studies on productivity, resulting in a significant reduction in the labour force or an increase in the number of employees. 

· Restructuring or identifying the objectives of sections and units. 

Introduction of new technologies and processes is affecting the efficiency of the work units, and the main sections in regulation. [113].  

A Comparison between patterns of change:

We also examined the significant difference between these variables and comparing values of T using a 0.05 level of significance. The Summary of T-Test results for Types of Organisational Change implemented in LHEIs (Public and private) (Two-Sample T-Test) is presented in Table 10.14.   

Whatever the case, we should spread the results greatly because the sample studied in these small studies dealt with one sector. An example of this was written by Abrahamson [167] in an article entitled ‘Change without pain’ which shows the need for organisations to change as quickly as possible, introducing a second change in the event of failure of the first change. 

It seems evident to us that the division ‘Frame-breaking’ the two patterns are modular transformation and corporate transformation; this is an important development in explaining the different levels involving more pronounced radical change. Kanter et al. [168] addressed the subject of Transformational change, which indicated that it can be accessed either in a series of significant, so-called progressive change, that more regularly leads to eventual full change over a long period of time. 

Pettigrew and others distinguish between patterns of change, as rate of its acceleration and the patterns of change according to its importance [169]. Change is continuous and integrated, which includes sections of the entire organisation at the same time as a manner of continuous changes; any changes that extend for continuous periods of time, according to change process order has started small in the first area, with increasing access to basic and fundamental changes at the end of the continuum of change.

Overall, there is some empirical support for both the Incremental adjustments and corporate transformation patterns; Buchanan & Boddy [170] classified organisational change similarly to Pettigrew but using only two dimensions: incremental adjustments and corporate transformation; as significant changes central to the organisation and that are appropriate to achieve its goals and objectives. On the other hand Kotter [146] believes this neglects comprehensive and integrated change, which includes all sections of the organisation at one time, and believes that organisations should turn to incremental adjustments of change through a large number of projects, which are interconnected and progressive, covering several levels and several posts in the organisation and at different times.

· Assessing the impact of environmental factors on implementing change

· Evaluating the internal environment

Table ‎10:15  Relative frequencies of the study sample responses on the phrases for Evaluating the internal environment 
	variable
	phrase
	strongly disagree
	disagree
	agree       somewhat
	agree
	strongly agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.9.1
	Demonstrating an employees’ commitment  in performance management  will lead to achievement of desired results of action plans
	11
	4
	92
	32
	125
	43
	48
	17
	12
	4

	A.9.2
	The institutions of higher education  appear to be preserving existing  resources, both  personnel  and materials
	12
	4
	26
	9
	91
	32
	113
	39
	46
	16

	A.9.3
	Changes have not led to improvement of the competitive position of LU
	7
	2
	55
	19
	78
	27
	103
	36
	45
	16

	A.9.4
	Staff members are interested in continuing to update and develop their performance skills
	121
	42
	60
	21
	76
	26
	31
	11
	0
	0

	A.9.5
	HEIs have the capacity to implement change processes.
	101
	35
	73
	25
	60
	21
	51
	18
	3
	1

	A.9.6
	Universities are meeting their planned objectives consistently.
	43
	15
	52
	18
	105
	36
	77
	27
	11
	4

	A.9.7
	Changes adopted by higher education have led to more recent gains in the productivity of universities.
	0
	0
	42
	15
	128
	44
	102
	35
	16
	6


From Table 10.15 we can note that from the distribution of answers to the relative frequency about phrase A.9.4, 42% indicated ‘strongly disagree’ and 21% chose ‘disagree’, a total of frequencies equal to 181, or 21%: this indicates the system of training programmes used in the examined institutions to achieve effective and positive results is failing to make their staff members stimulated to update and develop their performance skills. Moreover,  the data  of variable A.9.5 shows  that the HEIs still need to upgrade their  capacity to implement change processes , with 35% indicating ‘strongly disagree’ and 25% ‘disagree’, a total of frequencies equal to 174, or 60%.

The chart representation of the frequencies on the quantitative data indicates that phrases A.9.4 and A.9.5 take  the form of exponential distribution, or high frequency, in the class of ‘disagree’ and declines constantly in the classes of approval, suggesting a high degree of approval for the less-mentioned terms.

We note that the distribution of relative frequency answers on the other phrases (A.9.1, A.9.6, A.9.7  respectively) take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for the terms. 

Quantitatively, HEIs need to provide an organisational internal environment effectively to help them with development and implementation of model change. The concept of organisational environment reflects a set of internal characteristics of the environment with a high degree of stability and relative stability understood by staff, and reflects on the attitudes and behaviour of the organisation they work for. Analytically, to answer survey questions, each items was analysed using Likert scales, providing varying frequencies as follows:   

· Demonstrating an employees’ commitment in performance management will lead to achievement of desired results of action plans. Represented high-frequency response calculated as  43% ‘agree somewhat’       

· The institutions of higher education appear to be preserving existing resources, personnel and materials. Represented high-frequency response calculated as 39% indicated ‘agree’               

· Changes have not led to improvement of the competitive position of the LUs. Represented high-frequency response calculated as 36% indicated ‘agree’

· Staff members are interested in continuing to update and develop their performance skills. Represented high-frequency response calculated as 42% indicated ‘agree somewhat’. 

· HEIs have the capacity to implement change processes Represented high-frequency response calculated as 35%  indicated ‘strongly disagree’   

· Universities are meeting their planned objectives consistently. Represented high-frequency response calculated as 36% indicated ‘agree somewhat’.      

· Changes adopted by higher education have led to more recent gains in the productivity of universities. Represented high-frequency response calculated as 44% indicated ‘agree somewhat’.   

We can see that Evaluating of characteristics of the internal environment is a set of features that characterize the work environment within the organisation and allows workers to adopt certain behavioural patterns, at administrative level and between others. The organisational development process is based on a solid database. There is no doubt one of the characteristics of organisational development is reliance on valid and documented information about the current problems facing the organisation, and possible ways of development. Therefore, the important key factors of organisation diagnostic are as follows:

· Organized constant internal examination to investigate the issues and future directions. 

· Identify the issues of the main problem. 

· Analysis of the reasons for the problems. 

· The diagnosis of underlying reasons linked to each other. 

Table ‎10:16  Mean, Standard Deviation and Z-Test results for phrases relating to characteristics of evaluating the internal environment
	Variable


	Mean
	Std. Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.9.1
	2.9
	0.89
	2.8
	3.0
	-2.79

	A.9.2
	3.5
	1.00
	3.4
	3.7
	9.12

	A.9.3
	3.4
	1.04
	3.3
	3.6
	7.00

	A.9.4
	2.1
	1.06
	1.9
	2.2
	-15.12

	A.9.5
	2.2
	1.14
	2.1
	2.4
	-11.24

	A.9.6
	2.9
	1.09
	2.7
	3.0
	-2.11

	A.9.7
	3.3
	0.79
	3.2
	3.4
	6.87


Table 10.16 shows the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the axis of Evaluating the internal environment. Clearly, as is evident from the figure, the mean of approval on variables A.9.1, A.9.4, A.9.5, A.9.6 are less than 3 (less than ‘agree somewhat’). In addition to this the averages of approval on variable A.9.2, A.9.3, A.9.7 are more than 3.0 (greater than ‘agree somewhat’). 
To test the null hypothesis based on the mean of approval on the axis of Assessing the external environment is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. The result of the Z-test showed that the value of A.9.1, A.9.4, A.9.5, A.9.6 are less than -1.96 (-2.79, -15.12, -11.24, -2.11 respectively), meaning the phrase was approved by a low mean (less than ‘agree somewhat’). We can also note that the result of the Z-test corresponding A.9.2, A.9.3, A.9.7 are 9.12, 7.00, 6.87 respectively (greater than 1.96), indicating it was approved by a high mean of 3.7 (more than ‘agree somewhat’).

· Assessing the external environment   

Table ‎10:17  Relative frequencies of the study sample responses on the phrases of Assessing the external environment (in terms of Effectiveness)
	variable
	phrase
	strongly disagree
	disagree
	agree       

somewhat


	agree
	strongly agree

	
	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%

	A.10.1
	University has developed a variety of investment options and focused on enhancements to the Plan effective for the coming years.
	55
	19
	115
	40
	99
	34
	18
	6
	1
	0

	A.10.2
	University has capability to provide a unique new educational program outreach creativity and innovation continually.
	18
	6
	116
	40
	112
	39
	40
	14
	2
	1

	A.10.3
	University administration received a multiple certificates of excellence and high quality of performance.
	15
	5
	80
	28
	162
	56
	28
	10
	3
	1

	A.10.4
	University management received multiple TQM awards, certificate for excellence or high-quality performance.
	12
	4
	96
	33
	120
	42
	40
	14
	20
	7

	A.10.5
	The amount of spending on research in higher education is adequate to develop and bring new technology.
	17
	6
	74
	26
	138
	48
	48
	17
	11
	4

	A.10.6
	The university management has the capacity to respond rapidly to the pressures of external competition.
	15
	5
	107
	37
	106
	37
	55
	19
	5
	2

	A.10.7
	The university management has designed plans to introduce new change processes in the period ahead.
	37
	13
	83
	29
	122
	42
	37
	13
	9
	3
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Figure ‎10:10  Illustration of the frequency histogram for the variables of the Assessing the external environment
 
This set of questions is aimed at dealing with assessing the external environment. Analytically, the survey responses came to prove that the majority of respondents stressed that all plans are subject (for universities examined) of the assessment of the actual results compared to the expected goals of the strategy, and therefore the application of the discovery of the irregularities that may be in the design phase of the strategy or in the implementation of the change strategy. From the above table, which shows the quantitative data distribution, we find that the distribution of repetitive phrases have been arranged according to percentage, which reflects their importance as elements reflecting the readiness of the staff members to accept change, and is evident from the table as follows:
Research sample trends fluctuated significantly between agreement and disagreement: 

1. ‘strongly disagree’ terms include the following phrases (A.10.1, A.10.2, A.10.6, A.10.7) where the percentage ranged between (37%) and (40%).
2. ‘agree somewhat’ terms are include the following phrases (A.10.3, A.10.4, A.10.5) where the percentage ranged between (39%) and (56%),

Table 10.17 shows the frequencies of the study sample responses on the characteristics of the questions of the Assessing the external environment terms. From the table we can note that the in distribution of answers to the relative frequency about phrase A.10.1, 40% indicated ‘strongly disagree’ and 34% chose ‘agree somewhat’, a total frequency equal to 115, or 40%: this indicates the examined universities do not care about developing a variety of investment options or highlighting enhancements to the plan effective for the coming years.    
Examination of variable A.10.2, gives a frequency value = 40% indicating ‘strongly disagree’ and 39% chose ‘agree somewhat’, a total frequency equal to 228, or 79%: this indicates the Universities’ failure to provide a unique new educational program outreach creativity and continual innovation. However, according to the variable A.10.6, university management may be considered in some cases as important, with a value (Likert-scale) = 37%, for tends to upgrade their capacity to respond rapidly to the pressures of external competition.

The chart representation of the frequencies on the quantitative data indicates that phrases A.10.1, A.10.2 take the form of left-skewed distribution, or high frequency, in the class of ‘disagree’  and declines constantly in the classes of approval, suggesting a low degree of approval for the less-mentioned terms.

We note that the distribution of relative frequency answers on the other phrases (A.103, A.10.4, A.10.5, A.10.6, A.10.7 respectively) take the form of natural distribution, or frequency is high in the class of ‘agree somewhat’, and gradually reduces in the classes of high-approval and low approval, which indicates that the degree of consent is (medium-approval) for the terms.

The trend in the survey sample on these terms tends largely to ‘strongly disagree’ (37%) with a standard deviation of (0.88), reflecting the heterogeneity of opinion on the terms, indicating respondents are convinced that the HEIs strategic planning needs to be reviewed periodically and their future course determined to be commensurate with the possibilities of the organisation, and therefore should be assessed in a way that is realistic and accurate in order to bring the institution within the limits of their true potential, with relevance to meeting the requirements of the establishment of new programs, introducing new technology and strengthen the capacity to change.

A comparison of results with SPSS (One-Sample T) Mean and Z-test has provided a detailed picture of the axis of assessing the external environment. The overall purpose of studying the questionnaire variables is to serve the conceptual phase of original design of implementing the change model. The results can give an idea of the present situation in the LHEIs on the basis of the study objectives. Measurements can serve to develop and update promotion in the institution of the ability to change (a mission, or goals, or programs) in the light of changes in the educational environment or internal and external economic environment — the social, State and labour market requirements. Therefore, to strengthen the capacity for self-evaluation, institutions should pay more attention in the diagnosis and design phase to develop the organisation’s mission according to assessing changing demands of the external environment, identifying strengths and weaknesses, opportunities and threats and the gap between them. They can then develop strategic long-term objectives and choose the best strategies appropriate to the external environment, the role of HEIs, and the details of adaptive strategies for the LUs. These are all strategies for the institutional assessment process to determine how it fits with the changes occurring in internal and external environment and to assess the accuracy of forecasts contained in the plans

Table ‎10:18  Mean, Standard Deviation, and Z-Test results for phrases relating to characteristics of Assessment of the external environment

	variable


	Mean
	Std. Deviation
	95% Confidence Interval of the Difference
	Z-test

	
	
	
	Lower
	Upper
	

	A.10.1
	2.3
	0.86
	2.2
	2.4
	-14.09

	A.10.2
	2.6
	0.83
	2.5
	2.7
	-7.71

	A.10.3
	2.7
	0.75
	2.6
	2.8
	-6.00

	A.10.4
	2.9
	0.95
	2.8
	3.0
	-2.48

	A.10.5
	2.9
	0.89
	2.8
	3.0
	-2.51

	A.10.6
	2.8
	0.88
	2.6
	2.9
	-4.80

	A.10.7
	2.6
	0.97
	2.5
	2.8
	-6.22
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Figure ‎10:11  Line graph for data on Assessment of the external environment
Extrapolating from Table 10.18  above, it is clear that the statistical mean values and standard deviations computed by SPSS for the study sample responses on the characterization of the Assessment of the external environment indicators, which reflect the external environmental factors affecting strategic direction and implementing change has varied between (2.3-2.9), and if we compare these averages of ‘agree  somewhat’ which has been allocated (3) we can conclude that all the variables are less than this value, indicating that the LHEIs don’t address the  external environment characteristics, despite the importance of assessing strategic effectiveness to identify factors including new technology, pressures of external competition, international standards for performance excellence, variety of investment options and creativity and innovation to bring about change model. 

Clearly, as is evident from the figure, the mean of approval on variables of assessing the external environment axis (2.3, 2.6, 2.7, 2.9, 2.9, 2.8, 2.6 respectively) are less than 3 (less than ‘agree somewhat’). 

To test the null hypothesis (H0) based on the mean of approval on the axis of Assessment of the external environment is equal to 3.0 (‘agree somewhat’) the One-Sample T statistic was used. The result of the Z-test showed that the values of variables of assessing the external environment axis are less than -1.96 (-14.09, -7.71, -6.00, -2.48, -2.51, -4.80, -6.22 respectively) meaning the phrase was approved by a low mean (less than ‘agree somewhat’). 

Discussion of study questions:  

 
The data were examined for the study variables of the internal and external environment data according to the change models that presented early and also based on a case study of organisational environment in LHEIs. Scores which associated with a Likert-type scale percentages point relating to the characteristics of the assessing and evaluating the external and internal environment in terms of effectiveness and efficiency. Respondents most frequently indicated that the change means that organisations that face the new environment require them to set new patterns of performance in order to adjust to their new circumstances. It is important to point out there ought to be conviction in the administrative institutions for the process of change and development, and that is the focus of development and progress of the institutions and it is not exceptional, but is the best model for the continuity of organisations. This requires setting the appropriate mechanisms to achieve this. In this regard Hemmer confirms the success of any organisation does not mean maintaining the status quo, but creativity, innovation and change and development to ensure continuity and the successful development and ability of organisations to contain the forces of change through its ability to change [171].

There is no doubt that constructive change and development that raise efficiency can create a renewed healthy environment, reflected in the form of employee self-development and opening of opportunities for progress, promotion and high levels of work performance. The most important elements for success of the process of change and development within the organisations is to involve workers in the search and discuss the need for change, thinking of means and methods of implementation to help eliminate fears, on the other hand emphasizing their importance and their role in decision-making within the organisation: therefore there is no resistance to any change in view of their participation in decision-making. 

Organisational change in different organisations, including HEIs, stems from the influence of the external environment over the impact of any items or other factors, and more than that, there are variables in organisational change (strategy, leadership and culture) that have greater weight than other variables (organisational structure, management practices and regulations). That means there are not enough managers who communicate effectively with individuals on the new strategy, but any change in organisational culture must be planned in overall strategy and leadership. 

Institutions need to respond appropriately to the circumstances deployed in the surrounding environment, to expand and redirect their efforts to engage with new opportunities and needs. They at least need to review and revise ways of working and contributing to revision, change and modification focusing on enhancements to the plan to make it effective for the coming years, through designing a practical model of change, introducing new change processes in the period ahead to maximize their capability to respond rapidly to external competition.

A comparison of results with SPSS (One-Sample T) Mean and Z-test has provided a detailed picture of the impact of the changes in the higher education environment. The overall purpose of studying the questionnaire variables is to serve the conceptual phase of the original design in implementing the change model. The results can serve to get an idea on both internal and external environment in the LHEIs on the basis of the study objectives. According to the research questions, it has been investigated whether the LHEIs follow the road of strategic planning periodically, to review performance and determine a future course commensurate with the organisation possibilities, so that the results should be evaluated in a realistic and accurate way in order to bring the institution strategies within the limits of their true potential, meeting requirements for establishing new programs, and strengthening their capacity to adapt change models applied in other universities around the world. The results can serve to get an idea of the present situation in the LHEIs on the basis of the study objectives:

1. Internal environment is one the institution that can control and influence. 

2. Change according to what they need to formulate a strategy.  

3. To what extent strategic management enables the effective conduct of its Enterprise. 

4. Assessing strategies based on good understanding of strengths and weaknesses.

Assessing the potential of the University means the compilation of data on the internal functioning of the University for the detection and analysis of its relative strengths and weaknesses. Therefore, the internal assessment of the potential of universities should be as an open system influenced by its external environment factors; the sense that the strengths and weaknesses are determined from the viewpoint of the surrounding environment. Measurements can serve to develop and update the adoption of change through assessment of the potential and competitiveness of universities; it is a core strategy which should be seen as a process linked to what is happening in the external environment of the University. The process of assessing the external environment may result in the following:

1. Strengths will enable the institution to capitalise on existing opportunities in the external environment. 

2. Strengths can be used in the face of threats by the external environment. 

3. Weak points that make the institution more vulnerable to external environment threats. 

Based on the evaluation of internal potential, institutions can answer the following questions: 

1. How can the use of internal strengths maximize the exploitation of the opportunities available? 

2. How to take advantage of internal strengths to cope with external environment threats? 

3. What are the improvements and developments need to be made to allow the institution to exploit available opportunities? 

4. What activities can be disposed of so the institution can survive in the labour market? 


Objective evaluation of the effectiveness of internal potential is to identify the strengths that can be used to achieve success in the market, meaning the primary objective in assessing internal potential is to develop appropriate strategies for the external environment — strengths and weaknesses are not measured only in the light of target market competition. We can say the strategy is the result of appropriate balance between strengths and weaknesses on one hand and opportunities and threats in the external environment on the other. 

Interaction between the mission and assessing external environment and internal capabilities:  

There is a permanent relationship between the mission on the one hand, and the results of the evaluation of the external environment and internal assessment of the potential on the other. 

Therefore, senior management assess the external environment at the start of the change to identity threats, and then assess the interior potential to determine the quality of the available opportunities that the institution will focus on and that fit logically with the possibility of the institution, making them capable of change. Moreover, if the HEIs determine the activity is limited to the domestic market without engaging in global competition, the assessment focuses on the compilation of information on the local market, and to compile data on the wishes and needs of that segment of the target customers as defined by the objectives and mission of universities communities. 

Discussion of study questions:  
The subject of organisational  environment attracts great interest in the Libyan HEIs: management studies are valuable because of their impact on the performance of workers and their behaviour and therefore the functioning of the institutions, which are suffering from successive ministerial changes, inefficient preparation of structures, and the imbalance in the ability of the Libyan ministries to develop performance management, which is required to re-examine these structures in line with the strategy of these ministries.

In the field of higher education the university is one of the most important social interaction environments for students, playing a key role in shaping their identities and determining their future. The university is one of the effective social institutions to promote acceptable behaviour patterns, and promote the values and positive mental attitudes required by modern society and the development of ideas, principles and scientific facts. 

The objective of higher education in general, and the university in particular, is large and broad: one of the main goals is to develop a sense of belonging and inspire a spirit of cooperation and collaboration between young people, preparing them to take on the additional responsibilities of the economic and social development, and to enlighten their minds and refine their thinking, enabling them to know their rights and perform their duties. The university environment is not only a place to learn, but it is a small community where the social relationships between students and teachers and between students can significantly affect the social atmosphere of the university; this in turn affects the outcomes of education. 

Processes of responding to organisational environments (external and internal) of the institutions of higher education differ from each other in many areas. The university climate differs from one university to another, irrespective of what apparent advantages each may have such as premises, facilities and equipment. Students discriminate through a sense of belonging and warmth to the university: thus, each university has a particular climate which makes it a unique institution. Hence, the key factors constituting the organisational  climate of the university, such as university management and its resolutions and related instructions, faculty members and teaching methods, facilities, student activities, and human relations between the students themselves and between students and teachers.

Responding to dimension of technological change a modification of the means through which the institution transforms inputs to outputs, such as the introduction of equipment, tools and new automatic systems, a change planned in the machinery, equipment and techniques that are used to achieve organisational  goals, where technology is the most important source for change in the history of mankind. The behavioural dimension relates to values, attitudes and workers and their motives and awareness relating to the change. 
The researcher found that the organizational change management is a planned process aimed to make changes in the institutional culture and performance, as well a process of using and introducing new methods of work in order to assist HEIs to achieve greater efficiency, including more sophisticated quality of organisational life, increase in effectiveness of institutional performance, quality and development operations. The focus is on developing institutional capacity to assess and evaluate and resolve their problems. The change is working mostly to develop the entire system, and in all sections of the institution, according to internal and external environment that affect them. That includes all aspects of application management, application of organisational strategies, and organisational structures and processes, in order to develop the effectiveness of the institution.
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