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One major means to address stakeholder pressures concerning the im-
provement of the higher education services is the use of Business Excel-
lence Models (bems) which attracted attention of both academics and
practitioners. In particular, this study aims to assess the applying of the
leadership criterion in the higher education institutions according to Eu-
ropean Foundation for Quality Management (efqm) Excellence Model.
The study draws upon Common Assessment Framework (caf) 2013 and
efqm 2013 model as references to measure the key leadership dimen-
sions. Using empirical data based on a large-scale survey among employees
within Slovenian higher education institutions (heis) this paper utilized
the Partial Least Squares Path Modeling (pls-pm) in order to investigate
the relationships between leadership dimensions and influential factors re-
garding the adoption of the efqm model in heis. The results showed that
two leadership dimensions directly influence the implementation enablers
(i.e. the perception of the employees regarding the influence of the leader-
ship dimensions on the efqm Excellence Model implementation), while
other dimension indirectly influence the implementation enablers. The
main conclusion is that a greater engagement in leadership criterion serves
as a driving force of the efqm Excellence model adoption in heis. The
paper contributes to an ongoing discussion of a need of excellence models
being adapted in higher education institutions. Hence, by investigating the
leadership criterion of the efqm Excellence Model, this study reinforces
previous findings highlighting the need to integrate quality management
perspective within the frame of higher education sector.
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Introduction

Nowadays, higher education institutions (heis) face important chal-
lenges, such as the need of responding to diverse social demands, increase
of educational spending as well as the need to adapt to the new age of
information and knowledge (Calvo-Mora, Leal, and Roldan 2006). Sten-
saker (2007) states that the assurance of quality is becoming an important
part of heis. According to Brennan and Shah (2000), the processes of
establishing of quality assurance influences the balance of powers inside
the hei as well as has an important impact on the manner of decision-
making. A transparent way of accomplishing the whole process of quality
should force the leaders of hei to make rational decisions and support
the latter with evidence. Murgatroyd and Morgan (1993) insist that no
approach to quality can work if there are no completely engaged lead-
ers, who enable the emergence of philosophy and quality culture. These
leaders must develop three dimensions of management, which are trust,
transferring the power onto the employees and involving of other stake-
holders in management.
In last decades, different approaches have been adopted for the intro-

duction of quality management in heis, such as self-assessment and ex-
ternal assessment of the institutions, accreditation and certification sys-
tems as well as different models of Total Quality Management – tqm
(Wiklund et al. 2003). Accordingly, the spread of self-evaluation, consid-
ered as the essential requirement for continuous performance improve-
ment and benchmarking, is supported by the adoption of quality mod-
els such as the European Foundation for Quality Management (efqm)
model and Common Assessment framework (caf) thoroughly tested in
the public and private sector (Cappelli et al. 2011). It could be argued that
self-assessment and quality management systems are important in heis
(Tarí 2006; Srikanthan and Dalrymple 2004). As argued by Tarí (2006)
the development of leadership within hei is important in any continu-
ous improvement process.
Prior literature has extensively addressed the leadership from a wide

array of perspectives. As pointed out by Rao Tummala and Tang (1996)
leaders are responsible for creating clear and visible quality values and
high expectations and for integrating them into the way the organization
operates. This requires their strong personal commitment and involve-
ment. Leaders must take part as role models in the creation of strate-
gies, systems, and methods for achieving excellence in quality. Laksh-
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man (2006) highlighted that the role of leadership in managing quality
is relatively unaddressed in the leadership literature. Several researchers
in the quality management literature have pointed to the importance of
the role of leadership in managing quality (e.g. Kaynak 2003; Sila 2007).
There seems to be a strong consensus among the founders of the quality
movement as far as the importance of leadership to managing quality is
concerned (Dahlgaard Park 2011; Idris and Zairi 2006; Kanji 2008). The
above arguments are supported by prior studies (e.g. Eskildsen andDahl-
gaard 2000)which emphasise the positive association between leadership
and the other key tqm implementation factors.
The importance of leadership has been discussed also in the context

of the hei environment. Prior studies (Osseo-Asare, Longbottom, and
Murphy 2005; Calvo-Mora, Leal, and Roldan 2006) have highlighted that
leadership is a key factor in the success of the efqm implementation in
higher education institutions. Furthermore, Flumerfelt and Banachowski
(2011) identified several key leadership paradigms for improvement in
higher education (e.g. allocating resources, clarifying roles and responsi-
bilities, communication, planning etc.), especially those related to quality
and business excellence models. It is argued that these paradigms even-
tually improve the quality of services in higher education.
The importance of leadership in Slovenian educational system, can

also be confirmed in the work of Sentočnik (2012) who suggests that note
that leadership of hei represents a critical lever to create andmaintain an
efficient he, which encourages higher student achievements (Hallinger
and Heck 1996; Leithwood et al. 2007). In recent years, dispersed lead-
ership has achieved more attention, especially because of understanding
leadership as a function that serves as interaction of all stakeholders of
hei (Spillane and Camburn 2006). The model of dispersed leadership
represents powerful stress on the performance of hei as a whole, and al-
lows more focus on the relations between leaders of hei, as the prepara-
tion for managing and developing hei shows the complexity of leading
roles and a rise in pressure and responsibility.
Although there are an increasing number of higher education institu-

tions (heis) adopting self-assessment (Hides, Davies, and Jackson 2004;
Nenadál 2015), little empirical literature exists analysing the interrelation-
ships between leadership dimensions and the factors that influence the
decision to adopt excellence model in hei. In particular, this study ex-
amines the leadership dimensions as determinants to adopt the efqm
model within Slovenian he environment.
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The paper begins with a theoretical background regarding the qual-
ity initiatives in heis followed by a methodology section. Based on the
studied literature, the research framework is proposed which is empiri-
cally validated by the survey results obtained among Slovenian heis. The
empirical findings then demonstrate the interrelationships between lead-
ership dimensions and provide insights regarding the influential factors
of adopting the efqm model in heis. The paper finishes with a discus-
sion of the results and reaches a number of conclusions.

Theoretical Background and Research Framework Development
Based on extensive literature studies (e.g. Vakalopoulou, Tsiotras, and
Gotzamani 2013; Cappelli et al. 2011) related to the quality initiative in
public sector we have developed the research framework for investigating
the interrelationships between leadership dimensions as shown in figure
1. In recent years, some scientific papers have paid attention to the rela-
tionships in the efqm model (e.g. Calvo-Mora, Leal, and Roldan 2005;
Gómez Gómez, Martínez Costa, and Martínez Lorente 2011; 2015). Pre-
viously, some other studies had analysed the relationships in the caf
model (e.g. Raharjo et al. 2015). Relying on findings demonstrated by
these studies, this paper is focused on studying the relationships between
leadership dimensions adopted from caf model and their impact on
the decision (noted as implementation enablers in the proposed research
framework) to implement efqm model in hei. It can be emphasised
that leaders in both the public and the private sectors have to develop
their own vision, mission and values and are considered as role models
of total quality excellence culture (Oakland 2011). Drawing on these ar-
guments one could argue that leaders have the ability to create culture
that stimulate employees’ motivation and commitment towards quality
and improvement initiatives (Calvo-Mora, Leal, and Roldan 2006). From
this perspective, prior studies (Dahlgaard et al. 2013; Dahlgaard Park and
Dahlgaard 2010) have pointed out the importance of building culture cor-
porate culture and values in the path towards organizational excellence.
Furthermore, based onmission and vision leaders need to establish qual-
ity policy and measurable objectives in order to successfully the imple-
mentation of the quality initiatives, such as quality management system,
caf or efqm (Vakalopoulou, Tsiotras, and Gotzamani 2013; Tarí 2006).
Several prior studies (Davies, Hides, and Casey 2001; Hides, Davies,

and Jackson 2004) have analysed how the business excellence models
could serve as a framework for addressing the challenges faced by heis
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figure 1
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by the means of stakeholder pressure. As such, we argue that leadership
through its efficient management system, through culture that create val-
ues, which in turnmay shape the commitment of its employees, positively
influence the stakeholder interaction and integration. Ultimately, this
stakeholder focused strategy might have an important role in decision-
making process to adopt and implement qualitymodel, such as efqm or
caf.

Research Framework and Methodology
measures

In order tomeasure the key leadership dimensions, we took the Common
Assessment Framework (caf) 2013 and efqm 2013model as a reference.
In this respect, the information included in the caf and efqm model is
appropriate for developingmeasurement scales for the leadership dimen-
sion. Several topics were conceptualized to formulate the questionnaire,
each tested on 7-point Likert scale. The Likert scalewas based on the logic
of the Plan – Do – Check – Act/Plan – Do – Check – Adjust (pdca) sys-
tem. In the subsequent empirical analysis 6-point scale was used, since
the 7 corresponded to ‘Prefer not to answer.’ The following leadership di-
mensionswere considered and validated in this study:mission, vision and
values, managing and improving the management system, motivation
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and commitment, stakeholder interaction and integration. These dimen-
sions are based upon the caf 2013 sub-criterion, namely: Sub-criterion
1.1 Provide direction for the organisation by developing itsmission, vision
and values; Sub-criterion 1.2 Manage the organisation, its performance
and its continuous improvement; Sub-criterion 1.3 Motivate and support
people in the organisation and act as a rolemodel; Sub-criterion 1.4Man-
age effective relations with political authorities and other stakeholders.
Apart from leadership dimensions, questionnaire consisted of the sec-
tion (implementation enablers) which intended to capture the leader-
ship dimensions by the means of the key success factors for the efqm
excellence model implementation. The last section of the questionnaire
was devoted to general questions about respondents. The corresponding
items for measuring the leadership dimensions are presented in table 5.

Sample and Data Collection
This study is based on the use of internet-based survey methodology.
Therefore, online questionnaire was used in order to collect the data. The
survey was carried out among employees in the Slovenian public and pri-
vate higher education sector. 45 Slovenian heis were considered for the
purpose of this study. The heis were selected from the list of accredited
heis that is available on the website of the directorate for Higher Educa-
tion. In particular, the questionnaire was sent out to 3500 he teachers in
the period from 4th March to 11th August 2014. Out of 3500 invited par-
ticipants, 205 answered the questionnaire which yields a 5.86  response
rate. The distribution of the respondents according to age shows a gener-
ally similar pattern for males and females (51.6  of males and 48.40  of
females). Thirty-nine percent of respondents are in the 46–55 age group,
followed by 20.64  of the respondents in the 26–35 age group. The dis-
tribution of the respondents according to the obtained degree shows that
58.59  of the respondents obtained doctoral degree. Among all the re-
spondents, 70.23  of the respondents declared that their employment is
regular and full-time. Based on the position of the respondents, 20.0  of
the respondents were full professors, 16.48 of the respondents were clas-
sified as scientific associates and 27.27  of the respondents were teaching
assistants. Themajority of the respondents (30.16 ) have between 26 and
35 years of working experience, followed by 23.02 of the respondents who
have 6 to 15 years of working experience. The largest percentage of re-
spondents (43.61) indicated that they are employed at the University of
Ljubljana.
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analysis method

In order to assess measurement model and structural model we utilized
the Partial Least Squares Path Modeling (pls-pm) using the R package
plspm (Sanchez 2013). pls-pm can be viewed from a broader conceptual
perspective for analysing multiple relationships between blocks of vari-
ables. It is assumed that each block of variables plays the role of a theo-
retical concept represented in the form of a latent (unobserved) variable.
A full path model is comprised by two sub-models: the structural model
also known as inner model and the measurement model also known as
outer model. The inner model is the part of the model that has to do with
the relationships between latent variables. The outer model is the part of
the model that has to do with the relationships between each latent vari-
able and its block of indicators (Sanchez 2013). pls-pm is a component-
based estimationmethod (Tenenhaus 2008). pls-pm uses an iterative al-
gorithm that separately solves out the blocks of the measurement model
and then, in a second step, estimates the path coefficients in the structural
model (Esposito Vinzi, Trinchera, and Amato 2010).

Analysis and Results

measurement model assessment

In general, pls Path Model is formed by two sub-models: the structural
or inner model, and the measurement or outer model. The structural
model is the part of the model that addresses the relationships between
the latent variables. In contrast, the measurement model is the part of the
model that addresses the relationships of a latent variable with its block
of manifest variables (Sanchez 2013).
In order to assess the outer model one must examine the loadings and

the communalities. The loadings are correlations between a latent vari-
able and its indicators. In contrast, communalities are squared correla-
tions and they measure the part of the variance between a latent variable
and its indicator that is common to both (Sanchez 2013). According to the
literature (Sanchez 2013) loadings greater than 0.7 are acceptable. Results
regarding the outer model assessment are presented in table 5. As can be
seen from the table 5, the majority of indicators meet the threshold crite-
rion of 0.7. There are few exceptions of values just below 0.7. Nevertheless,
these indicators were also left in themodel due to content considerations.
Besides checking the loadings of the indicators with their own latent

variables, we must also check the cross-loadings that are available in the
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table 1 Summary of the Results Regarding the Block Unidimensionality

Item () () () () ()

lv A  . . .

lv A  . . .

lv A  . . .

lv A  . . .

lv A  . . .

notes Column headings are as follows: (1) mode, (2) mvs, (3) Cronbach’s alpha, (4)
Dillon-Goldstein’s rho, (5) Eigenvalue. lv1 – mission, vision and values, lv2 – manag-
ing and improving the management system, lv3 – motivation and commitment, lv4 –
stakeholder interaction and integration, lv5 – implementation enablers.

output of the plspm function. As such, we checked the cross-loadingsma-
trix in order to identify any possible cross-loading.
Furthermore, the following indices were used to check unidimension-

ality: Cronbach’s alpha, Dillon-Goldstein’s rho and the first eigenvalue of
the indicators’ correlation matrix (table 1). The first column shows the
type of measurement. In this case all the blocks are reflective. The Cron-
bach’s alpha is a coefficient that is intended to evaluate howwell a block of
indicators measure their corresponding latent construct (Sanchez 2013).
The alpha value for each block of indicators (i.e. latent variable) was
well above the recommended value of 0.70, which is considered satisfac-
tory for empirical research (Sanchez 2013; Hair et al. 2010). According to
the literature Dillon-Goldstein’s rho index has some advantage over the
Cronbach’s alpha because it takes into account to which extent the latent
variable explains its block of indicators. As a rule of thumb, a block is
considered as unidimensional when the Dillon-Goldstein’s rho is larger
than 0.7 (Sanchez 2013). As shown in table 1, Dillon-Goldstein’s rho val-
ues are well abo the recommended value of 0.7. The third metric includes
an eigen-analysis of the correlation matrix of each set of indicators. If a
block is unidimensional, then the first eigenvalue should be larger than
one. It appears that eigenvalues for our blocks of interest are much larger
than one.

descriptive statistics
Prior to further statistical analysis, we first investigated the descriptive
statistics for study variables. The descriptive statistics for leadership di-
mensions are presented in table 2. Observing the study variables, one can
see that the highest mean value corresponds to the implementation en-
ablers (4.04), while the lowest value corresponds to the mission, vision
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table 2 Means, Standard Deviations and Correlations

Item m sd () () () () ()

() lv . .

() lv . . .**

() lv . . .** .**

() lv . . .** .** .**

() lv . . .** .** .** .** –

notes ** Correlation is significant at the 0.01 level (2-tailed).

and values (3.26). Moreover, the results indicate that the point estimate
for the true mean of implementation enablers in the population is 4.04,
and we are 95  confident that the true mean is between 3.86 and 4.21,
while the true mean for mission, vision and values lies between 3.16 and
3.80.
The results of the t-tests show that there is significant difference be-

tweenmean values for themission, vision and values (3.26) and the imple-
mentation enablers (4.04) (t = –3.399, p = 0.01), between managing and
improving the management system (3.31) and implementation enablers
(4.04) (t = –4.278, p = 0.00), betweenmotivation and commitment (3.39)
and implementation enablers (4.04) (t =–3.785, p=0.00). The results also
support significant difference between mean values for the stakeholder
interaction and integration (3.42) and implementation enablers (4.04) (t
= –4.820, p = 0.00).
Moreover, the bivariate Pearson correlation was used to measure the

correlations among pairs of variables (leadership dimensions and imple-
mentation enablers). The results indicated positive relationships between
included variables, with correlations ranging from 0.256 to 0.906 (p <
0.01). For instance, mission, vision and values shows the strongest corre-
lation with managing and improving the management system (r = 0.906,
p < 0.01). It appears that managing and improving the management sys-
tem is strongly related to the motivation and commitment (r = 0.878, p
< 0.01). Strong correlation was also found between mission, vision and
values and motivation and commitment (r = 0.846, p < 0.01) as well as
between motivation and commitment and stakeholder interaction and
integration (r = 0.821, p < 0.01).

structural model assessment

The results regarding the assessment of the structural (inner) model are
presented in table 3. One can inspect the R2 that are the coefficients of de-
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table 3 Summary of the Results Regarding the Inner Model Assessment

Item () () () () ()

lv Exogenous . . . .

lv Endogenous . . . .

lv Endogenous . . . .

lv Endogenous . . . .

lv Endogenous . . . .

notes Column headings are as follows: (1) type, (2) R2, (3) block communality, (4)
mean redundancy, (5) average variance extracted.

termination of the endogenous latent variables. TheR2 for ‘Managing and
improving the management system (lv2)’ and ‘Stakeholder interaction
and integration (lv4)’ are above 0.6 which under the pls-pm standards
can be considered as high value (Sanchez 2013). According to the results,
lower amount of variance (10.3 ) in the ‘Implementation enablers (lv5)’
is explained by its independent latent variables.
Furthermore, average communality indicates how much of the block

variability is reproducible by the latent variable. It seems that the highest
value in this respect achieved the latent variable ‘Mission, vision and val-
ues (lv1),’ while the lowest value corresponds to the ‘Stakeholder interac-
tion and integration (lv4).’ Mean redundancy represents the percentage
of the variance in the endogenous block that is predicted from the in-
dependent latent variables. High redundancy indicates ability to predict.
For example, ‘Mission, vision and values (lv1)’ predicts 43.65  of the
variability of ‘Managing and improving the management system (lv2)’
indicators.
ave is the Average Variance Extracted which measures the amount of

variance that a latent variable captures from its indicators in relation to
the amount of variance due to measurement error (Sanchez 2013). As a
rule of thumb, ave greater than 0.50 is acceptable. According to the re-
sults, the ave values for our inner model are above recommended value
of 0.5.
Furthermore, the results of the inner model, that is, the path coeffi-

cients are presented in table 4 and visualized in figure 2. The path coeffi-
cients are calculated by ordinary least squares regressions between latent
variables (Sanchez 2013). The direct effects are given by the path coef-
ficients. The indirect effects are obtained as the product of the path co-
efficients by taking an indirect path. According to the results ‘Mission,
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table 4 Path Coefficients

() () () () () () () ()

lv→lv . . . lv→lv . . .

lv→lv . . . lv→lv . . .

lv→lv . . . lv→lv . . .

lv→lv . . . lv→lv . . .

lv→lv . . .

notes Column headings are as follows: (1) relationships, (2) direct, (3) indirect, (4)
total.

vision and values (lv1)’ has a strong effect (0.8265) on ‘Managing and im-
proving the management system (lv2).’ Mission, vision and values (lv1)
also strongly effect (0.7487) the ‘Motivation and commitment (lv3).’ It
appears that ‘Motivation and commitment (lv3)’ as well as ‘Stakeholder
interaction and integration (lv4)’ influence the decision regarding the
EFQM excellence model implementation in HEI, captured by the latent
variable ‘Implementation enablers (lv5).’
Observing the indirect effect, one can see that ‘Mission, vision and val-

ues (lv1)’ indirectly through lv2 and lv3 effects the ‘Stakeholder inter-
action and integration (lv4)’ (calculated as 0.8265 × 0.2417 + 0.7487 ×
0.5728 = 0.6286). Mission, vision and values (lv1) also indirectly effects
(0.2163) the ‘Implementation enablers (lv5).’
Overall, the findings suggest that ‘Mission, vision and values (lv1)’ is

the most dominant among all the studied leadership dimensions. It sig-
nificantly and directly relates to the three leadership dimensions.

Discussion and Conclusions

Recently, researchers have shown increasing interest in applying quality
management models or excellence models in public sector (Raharjo et
al. 2015). From this perspective, prior studies have investigated the appli-
cability of these quality systems and models in higher education institu-
tions (Mehralizadeh and Safaeemoghaddam 2010). This study, therefore,
draws upon prior studies indicating that quality management practices,
in particular the leadership practices, are at the core of an organization.
Conceptually, leadership can be conceived as that combination of traits,
values, attitudes, and behaviours that ultimately lead to the effective long-
term performance of organizations (Lakshman 2006). This study is not
solely focused on the issue of how tomeasure leadership excellence (Kanji
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figure 2
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2008). Rather, the study explores how the dimensions of leadership crite-
rion affect key success factors (i.e. implementation enablers) of the efqm
Excellence Model implementation in Slovenian higher education institu-
tions. In this regard, this study contributes to the prior studies suggesting
that the leadership criterion is one of the main contributor to the busi-
ness excellence models (Karimi et al. 2013; Calvo-Mora, Leal, and Roldan
2005).
pls-pm analysis was used to arrive at these conclusions, which seemed

to be quite compelling. We have tested and found support for the inter-
pretation that leadership dimensions positively impact the implemen-
tation enablers. In particular, results of the pls-pm model suggest that
the leadership dimension ‘Mission, vision and values (lv1)’ positively
and directly influence three dimensions of leadership, namely: ‘Man-
aging and improving the management system (lv2),’ ‘Motivation and
commitment (lv3)’ and ‘Stakeholder interaction and integration (lv4).’
Therefore, it could be suggested that within higher education institu-
tions where leadership is recognized as an important determinant of the
efqm excellence model implementation, there is stronger focus of their
leaders to build proper quality culture, to develop management system
as well as to integrate diverse range of stakeholders in their decisions.
These findings provide further confirmation of previous studies (Kern

Managing Global Transitions



Leadership as a Determinant of efqm Excellence 57

Pipan, Gomišček, and Kljajić 2014; Dahlgaard et al. 2013; Gómez Gómez,
Martínez Costa, and Martínez Lorente 2011) that have emphasised the
importance of management commitment, organizational culture, team
work, values and communication in the successful introduction of tqm
and business excellence models (bems) in the organizations. As sug-
gested by Anyaleme (2007), the maintenance and improvement of the
quality of higher education institutions must be the responsibility and
full commitment of institutional leadership. Although our study is pri-
marily focused on the leadership criterion, it should be noted that prior
studies highlighted the inconsistency between leadership intention and
the practices (Dahlgaard et al. 2013). Authors suggested that the culture
aspect in terms of value, vision and mission building is explicitly focused
under the leadership criterion, while this focus is more or less ignored in
other enablers, such as strategy, partnership & resources as well as in the
process criterion.
Likewise, our results provided evidence to support that ‘Stakeholder

interaction and integration (lv4)’ positively and significantly effects the
‘Implementation enablers (lv5).’ It is argued that stakeholders’ involve-
ment is crucial for successful implementation of the efqm Excellence
Model. Accordingly, policy and strategy must be based on the needs and
the expectations of key stakeholders of an organization (Calvo-Mora,
Leal, and Roldan 2006). Successful implementation of the efqm Excel-
lenceModel is not dependent just on stakeholder interaction and integra-
tion. Drawing on Davies (2008) one can conclude that efqm Excellence
Model should be integrated into the strategic planning systems of the or-
ganization as well as into other aspects of the organization. Moreover,
Jackson (2001) argues that every effort must be made to actively involve
all employees as fully as possible in continuous improvement activities.
Furthermore, it is argued that internal evaluation process within hei is
potentially valuable, especially if this process becomes an integral part of
each department and is performed on a continuous basis (Mehralizadeh
et al. 2007).
Drawing on the results of the study, one can highlight several recom-

mendations for the improvement of the leadership in Slovenian he as
well as the recommendations for the improvement of the different cir-
cumstances that are perceived as prerequisite for the implementation of
the efqm excellence model in Slovenian he environment. Fundamen-
tal changes that are required for the successful implementation of the
efqm excellence model in Slovenian he can be divided into several ar-
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eas. It is argued that leadership is an essential element for the successful
integration of the quality principles into the he. Moreover, leadership is
the important element for the transition from the existing quality sys-
tems to efqm excellence model in Slovenian he (Pungeršek et al. 2015).
Leadership can be further classified into the following categories: pub-
lic leadership and governance and leadership within hei. Leadership in
hei is especially important in the context of achieving desired quality
in all levels of the hei. As suggested by the Dean and Bowen (1994),
the management’s commitment and leadership in quality must be vis-
ible, permanent and present on all management levels, since it acts as
the guide and promoter of the total quality management implementation
process. Furthermore, employees are also considered as an important ele-
ment of the successful implementation of the efqm excellence model in
hei.One can argue that efqm excellencemodel should be in accordance
with other organizational systems as well as its implementation and de-
ployment should be based on full and active involvement of all employees
(Davies 2008).
Political authorities and other key stakeholder should also be out-

lined when discussing the possibilities of improving the quality in he.
Ultimately, quality in he is essentially a socio-cultural and political is-
sue with underlying economical, technological and social implications
(Mehralizadeh 2005; Stensaker 2007).
Furthermore, within the Slovenian he environment it is essential to

recognize the requirements of the Slovenian Quality Assurance Agency
for Higher Education, since these can also influence the decision of
whether the efqm excellence model is suitable for the Slovenian he. In-
deed, as has been elaborated in prior studies (Prašnikar and Kern-Pipan
2011) this model can be successfully used as a tool to manage changes and
improve the quality of heis. Likewise, Zeps, Iljins, and Ribickis (2017)
suggest that integration of efqm excellence model and Standards and
Guidelines for Quality Assurance in the European Higher Education
Area (esg) into university strategy is considered as beneficial for fur-
ther development of university.
As with all empirical studies, there are a number of limitations and

directions for future research. We acknowledge that there are possible
sources of bias concerning the sample distribution. As such, one bound-
ary condition for our study pertains to the generalizability of our findings
beyond the population from which our sample respondents are drawn.
Accordingly, future studies could increase the generalisability of the re-
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table 5 Questionnaire Items and Outer Model Assessment Statistics

Mission, vision and values () () () ()

Leaders develop the mission and vision of hei by involv-
ing employees and other key stakeholders.

. . . .

Leaders shape values in accordance with the mission and
vision of hei and respect general framework of values in
public sector.

. . . .

Leaders ensure that mission, vision, values, strategic and
operative goals are articulated to the employees and other
key stakeholders.

. . . .

Leaders regularly review mission, vision, and values in
accordance with the changes in external environment
(e.g. economic change, political change, socio cultural
change).

. . . .

Leaders develop management system which prevents
the unethical behaviour and simultaneously supports
employees at solving the ethical dilemmas.

. . . .

Leaders manage the prevention of corruption by iden-
tifying the potential areas of conflicts of interest and
establishing guidelines for employees.

. . . .

Leaders strengthen mutual trust, loyalty and respect
among themselves and employees and regularly evaluate
and propose the standards of good leadership.

. . . .

Continued on the next page

sults by taking caution in controlling for possible extraneous variation.
Several control variables could be used for this purpose, such as institu-
tion’s size, governance structure and many other contextual factors. One
research opportunity is to examine the factors (i.e. antecedents) that drive
or hinder the business excellence framework deployment.
One of the limitations of this study is low response rate (5.86 ). Al-

though low response rate is one of the major limitations of web-based
surveys in general (Eysenbach 2005), it still reflects the unwillingness of
potential respondents to express their point of view regarding the studied
topic. In this regard, one can conclude that general attitude in Slovenian
he might hinder the implementation of the crucial changes concerning
the improvement of the quality of heis and ultimately the image of the
institutions. From this perspective, future studies could use several con-
textual variables to better explain the quality movement phenomenon in
Slovenian he.
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table 5 Continued from the previous page

Managing and improving the management system () () () ()

Leaders define the appropriate forms of governance (lev-
els, responsibility, and accountability) and enable process
management system in compliance with the strategy and
stakeholders’ demands.

. . . .

Leaders recognize and prioritize actions regarding the
change in structure, operations and management of hei.

. . . .

Leaders establish measurable targets – specific objectives
concerning the outcomes in all levels of hei.

. . . .

Leaders develop information management system, with
the inputs emerging from the risk management and inter-
nal control system and continuously monitor the achieve-
ment of the hei objectives (e.g. by using the balanced
scorecard – bsc).

. . . .

Leaders deploy the principles of total quality manage-
ment principles and implement the quality management
system/model (e.g. caf, efqm, iso ).

. . . .

Leaders develop and adapt the strategy of e-education
with the strategic and performance goals of hei.

. . . .

Leaders create proper factors/frameworks for managing
of processes, project management and teamwork.

. . . .

Leaders create the conditions for effective communica-
tion inside and outside the hei based on the recognition
of communication as one of the most important key suc-
cess factors of hei.

. . . .

Leaders show the commitment to continuous improve-
ment of hei and commitment to build innovation cul-
ture by actively engaging the employees.

. . . .

Leaders communicate the reasons for change programs
and effects of these changes on employees and key stake-
holders.

. . . .

Continued on the next page

Apart from leadership dimension, future studies could be focused on
investigation of other efqm enabler criteria in he. For instance, future
studies could focus on searching the possible mediation mechanisms in
the relation between leadership criterion and results.
In addition, our results have also significant managerial implications.

Accordingly, practical implications that arise from this study emphasise
the need for institutional leaders to manage and balance the leadership
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table 5 Continued from the previous page

Motivation and commitment () () () ()

Leaders lead by an example; therefore, as a role model
and in accordance with established goals and values.

. . . .

Leaders encourage the culture of mutual trust and respect
among employees based on actions that discourage any
forms of discrimination.

. . . .

Leaders regularly inform and consult with employees
regarding the key issues related to the hei.

. . . .

Leaders support the employees, so that they effectively
perform their tasks, plans and achieve the common goals
of hei.

. . . .

Leaders provide feedback to employees in order to im-
prove the performance of teams and individual employ-
ees.

. . . .

Leaders stimulate, encourage and empower employees
with delegating the authority, responsibilities and ac-
countability.

. . . .

Leaders encourage the learning culture and stimulate
employees to develop their own competencies.

. . . .

Leaders express personal readiness to accept recommen-
dations/proposals from employees, responding construc-
tively to feedback.

. . . .

Leaders give recognitions and awards to teams and indi-
viduals for their efforts.

. . . .

Leaders consider and address the specific needs and pri-
vate circumstances of employees.

. . . .

Leaders analyse the stakeholders’ current and future
needs and share this information within hei.

. . . .

Continued on the next page

dimensions in a way that this successfully facilitates implementation as
well as sustained use of the efqm Excellence Model. Seen in this way,
for the implementation of any quality improvement initiative, it is neces-
sary to have the commitment from the hei management. Management
commitment to quality should be reflected through a well-defined pol-
icy and strategy, implemented and communicated on all levels of the
hei. By engaging stakeholders in quality improvement initiatives, one can
ensure that the initiatives are implemented effectively, achieve intended
outcomes, and contribute to sustainable changes in the quality of the
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table 5 Continued from the previous page

Stakeholder interaction and integration () () () ()

Leaders give support to political authorities during the
development of public policies related to hei.

. . . .

Leaders recognize and integrate public policies that are
important to hei.

. . . .

Leaders assure that the goals of hei are in accordance
with the results and impact of public policies and political
decisions and make agreements with policy authorities
regarding the required resources.

. . . .

Leaders integrate political authorities and other stake-
holders into the development of the governance system of
hei.

. . . .

Leaders maintain regular and proactive relations with
political authorities on the respective executive and legis-
lation areas.

. . . .

Leaders develop and maintain partnerships and networks
with the relevant stakeholders (e.g. students, local com-
munity, and professional associations).

. . . .

Leaders participate in the activities of professional as-
sociations, representational organizations and other key
interest groups.

. . . .

Leaders build and enhance public awareness, image and
recognition of hei and its services.

. . . .

Leaders develop service oriented marketing principle
which is focused on the stakeholders needs.

. . . .

Engagement of the leaders in the field of managing the
organization based on the development of its mission,
vision and values is the key success factor of the efqm
excellence model implementation in hei.

. . . .

Continued on the next page

he. Nonetheless, proper measures (key performance indicators) should
be established in order to monitor the progress towards achieving hei
goals.
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