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Abstract 

There has been much discourse resulting from research about the way in which leadership is 

cultivated in organisations.  Emanating from these discussions, particularly in educational 

institutions, researchers continue to identify and recommend best practices.  However, leadership 

remains a challenge and further investigation is needed to address this challenge. A number of 

scholars have proposed varied types of leadership in an effort to share leadership roles, build 

capacities and strengthen organisational effectiveness.  One such type is distributed leadership which 

could help to shift the centre of attention in organisations from individual leaders to a collective 

process involving the contributions and interactions of multiple individuals.  The purpose of this 

paper is to investigate how distributed leadership could be infused in a college to improve the 

various processes and build capacities for personal and professional development as well as 

organisational effectiveness.  This quantitative study seeks to answer two main questions: How do 

staff members perceive the current leadership practice of managers in the selected college, and how 

could the selected college infuse distributed leadership into its management approach to its 

advantage?  Through convenience sampling, approximately fifty staff members were selected for 

participation in this study and participants responded to these questions through a researcher-

designed questionnaire.  This research provides valuable information regarding distributed 

leadership that can be used to make generalisations within the specified context and the outcomes 

are being put forward for enhanced decision-making within the college.  
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Introduction 

Leadership is an important ingredient in the recipe for building competencies and ensuring 

organisational effectiveness but there are several challenges to leadership in educational 

organisations.  These problems include, but are not limited to, the inability of leaders to 

communicate their vision and set clear directions, the inability to empower others in their 

organisations, and the inability of leaders to ensure that the activities and systems in their 

organisations fully support teaching and learning (Leithwood, Seashore Louis, Anderson & 

Wahlstrom, 2004). Acknowledging these problems, Miller (2015) asserts that notwithstanding the 

rewarding and stimulating experiences, it is a difficult task to lead educational institutions.  To this 

end, more educational organisations are rolling out leadership programmes aimed at addressing 

those challenges.   

 

In Jamaica, the offering of educational leadership courses within institutions and the recent 

establishment of the Institute for Educational Administration and Leadership, Jamaica in 2012, have 

led to more focus on leadership and more investigations into leadership in Jamaican educational 

institutions.  This study focuses on one of Jamaica’s training institutions for educational leadership 

and management.  The reason for this focus is to better understand the leadership practices in this 

training institution.  However, rather than investigating the entire organisation, I decided to give 

attention to distributed leadership in one academic unit within this institution.  In this paper, I 

explore distributed leadership for organisational effectiveness and capacity building in this college 

within this university. 
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Harris (2008), one of the main proponents of distributed leadership, indicated that distributed 

leadership is a situation where a group of individuals who hone specific qualities are merging those 

talents to provide leadership to a particular group or organisation.  Another supporter, Bolden 

(2011), describes distributed leadership as both a shared and a social process of leadership that 

works through the interactions of multiple individuals and within various relationships.  This 

interaction is valuable to all parties involved in the process.  In recent years, distributed leadership 

has been given much attention and many have indicated that this is in verity the type of leadership to 

drive organisational development (Obadara, 2013; Bolden, 2011; Gastaldi, 2011; Talan 2010).  

Bolden asserted that distributed leadership has seen noticeable growth in interest in recent years but 

the focus is mainly related to education in the United Kingdom and the United States.   

 

Indeed, based on the foregoing, distributed leadership is widely accepted as a key ingredient in 

achieving organisational effectiveness and capacity building.  However, distributed leadership has 

also been extensively criticized.  Key writers on the subject, Spillane (2006) and Wright (2008), also 

noted that distributed leadership is a difficult and time-consuming initiative that must be properly 

executed.  Notwithstanding the growing number of investigations in the area, the need exists for 

more research on this topic of focus.  The two main reasons for these investigations are: (1) to give 

particular attention to the contexts in which these research investigations are conducted to 

determine how much generalizations can be made and benchmarking can be done; and (2) to ensure 

that leadership studies are done in Jamaica and the wider Caribbean that can help with the creation 

of policies and strategies reflective of the local social, economic and political contexts.   
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Problem Statement 

The need for adequate succession planning, professional development and effective leadership 

cannot be overemphasized.  However, there is a challenge identifying leadership potential and 

harnessing those leadership skills.  This may be mainly due to the fear that leadership only resides in 

a few, and the fact that people in leadership positions can come to abuse their power.  Paradoxically, 

whatever the underlying reason or assumption, there is need to share leadership in order to build 

capacity and enhance organisational effectiveness as well as professional growth.  

 

Aims and Research Questions 

The main purposes of the study are to:  

• Better understand the leadership practices in the selected college. 

• Determine how the staff in that setting perceive distributed leadership.  

• Identify means by which distributed leadership can be infused into the college’s everyday 

processes.  

The study was guided by two research questions: 

1. How do staff members perceive the current leadership practice of managers in the 

selected college?  

2. How could the selected college infuse distributed leadership into its management 

approach to its advantage?  

 

Literature Review 

Most of the literature was reviewed in accordance with specific themes: distributed leadership, 

organisational effectiveness, and capacity building. 

Distr ibuted l eadership  
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Harris (2008), noted that distributed leadership requires commitment and a willingness to share to 

build competencies.  In such instance, as affirmed by Spillane (2006), leadership practice 

incorporates the amalgamation and interaction of leaders, followers and the situation, with the 

situation being the key element that defines the practice of leadership.  

 

In sync with the stated view of distributed leadership, Thorpe, Gold and Lawler (2011) observed 

that distributed leadership is utilitarian in nature and that it is cultivated through an amalgamation of 

exercises of influence which ultimately results in interrelatedness and concerted actions which work 

in the interest of organisations and individuals.  Gastaldi (2011) shared similar views and testified 

that infusion of this new initiative of distributed leadership resulted in rapid organisational growth 

and subsequent continued growth thereafter.  In concurrence with these views, Bolden (2011) noted 

that there are increasing levels of interest in distributed leadership in the education context but most 

of the research is done in the United Kingdom and the United States. 

 

According to Obadara (2013), distributed leadership plays a crucial role in the transformation and 

development of educational institutions as it encourages learning, professional development and 

organisational outcomes.  In the same manner, after investigating perceptions towards distributed 

leadership in school improvement, Shakir, Issa and Mustafa (2011) concluded that it seems 

distributed leadership does contribute to school improvement.  Similarly, in their 2013 study, 

Supovitz and Tognatta noted that schools with teams engaging in distributed leadership perform 

comparatively higher than other schools. 

 

While individuals and organisations continue to laud distributed leadership for its effectiveness, as 

testified by the previous writers, Spillane (2006) warned that distributed leadership has its related 
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challenges and that it is a time-consuming and difficult undertaking.  It demands that individuals 

reflect on their practice in terms of what they are doing, how leadership is spread, and what the 

outcomes are so that improvements can be effected.   

 

Distributed leadership has also been widely criticized by Wright (2008) who counselled that it is a 

challenging undertaking that must be meticulously approached.  Though well intended, this 

endeavour can cause problems of ethics, professionalism, accountability, and other organisational 

issues.  In fact, Wright observed that in instances where distributed leadership is not properly 

executed, it can be construed as intimidation or even erroneous allocation of tasks.  

 

Similar to these views Greenfield, Braithwaite, Pawsey, Johnson and Robinson (2009) cautioned that 

distributed leadership requires determination, diligence, and commitment to engaging in 

organisational initiatives and frequent negotiations among stakeholders.  According to these authors, 

distributed leadership is a challenging endeavour but it significantly contributes to desired outcomes.  

This was supported by other investigators of distributed leadership who suggested that models of 

this type of shared leadership can be practiced to bring about individual commitment, organisational 

change, and ultimately organisational effectiveness (Kempster, Higgs & Wuerz, 2014).  

 

Organisat ional e f f e c t iveness    

Talan (2010), stressed the interrelatedness among leaders and followers that characterizes distributed 

leadership and the equal focus that should be given to the specific situation and both the players – 

leaders and followers.  She noted the need for participative decision making to aid in organisational 

growth since stakeholders are more likely to support the initiative and work toward its success.  She 

further asserted that by executing research on distributed leadership, valuable lessons can be learned 
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to improve practice.  In support of this position, Gastaldi (2011) testified to marked organisational 

growth after the introduction of distributed leadership, and continuous growth thereafter.  He also 

reported that distributed leadership can release the burden from a particular individual, help to 

improve leadership practices and allow for commitment to driving initiatives.  In congruence with 

these claims, Bolden (2011) reported that distributed leadership has made far-reaching progress in 

organisations; however, the practice should be systematic and balanced to transform organisations 

and build capacities.  

 

Capaci ty  bui lding 

Capacity building, according to Stringer (2013), has assumed several definitions and entails engaging 

in planned activities, such as coaching, training and other means of sharing and using information, to 

enhance personal development and organisational growth.  These capacity building endeavours 

involve the use of organisational resources and human capabilities.  She further stated that capacity 

building requires collaboration and encompasses much more than training individuals.  Instead, it 

includes various types of development which can be categorised as personal and organisational.  The 

fundamental nature of this complex task of capacity building is partnership development (Stringer, 

2013).  Hence, Leithwood, Seashore Louis, Anderson and Wahlstrom (2004) advised that, to build 

capacities, organisations must pool the required efforts for the creation and delivery of a well-

ordered and supportive professional development agenda. 

 

As regards personal and professional development, capacity building entails providing information 

to equip individuals with the knowledge, skills and training to enable them to perform effectively.  

On the other hand, capacity building for organisational development requires a focus on the 

organisation’s vision and involves sharing information regarding processes, procedures and 
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relationships to develop their human capital and improve their services.  There are several 

approaches for capacity building and these approaches range from simple to complex, such as from 

information sharing to consulting.  Such approaches include mentoring, training (face-to-face and 

online), doing publications, coordinating activities and giving expert advice.  Regardless of the 

approach taken, the intent of this sometimes complex task of capacity building is enabling others 

(James & Wrigley, 2007; Stringer, 2013; UNESCO, 2010). 

 

On the subject of enabling through capacity building, leadership is concerned with developing 

others to enable them to function effectively as leaders while helping to identify and cultivate 

competencies in others for personal and professional development (Miller, 2013).  As deduced from 

reports such as Gastaldi (2011) and Talan (2010), regarding the outcomes of infusing distributed 

leadership in specific organisations, it was found that advancement of these competencies will 

ultimately enhance organisational effectiveness.   

 

Additionally, Greenfield, Braithwaite, Pawsey, Johnson and Robinson (2009), reported that in 

distributed leadership situations, parties are interacting and sharing expertise which ultimately leads 

to learning while building capacities and fostering synergy, which are required for the effectiveness 

of these collaborative processes (Stringer, 2013).  This is reinforced by Talan (2010) who observed 

that distributed leadership presents opportunities for success but this type of leadership requires the 

concerted efforts of both leaders and followers.  

 

Methodology 

Delimitat ions 
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This study focused only on full-time staff employed by the selected college and only those who were 

classified in the academic and administrative groups were used in the study.   

 

Study Design and Sampling 

As a means of ensuring objectivity, a quantitative research was used to get the views of participants 

and a cross-sectional survey was employed to solicit responses across the selected college (Leedy & 

Ormrod, 2010).  The total size of the population was 86 comprising 68 academic and 18 

administrative staff members.  To ensure representativeness, my intention was to use a convenience 

sample of 50% of the population of interest.  However, considering non-response, rather than just 

targeting 43, a decision was taken to round off that figure to 50 participants.  This number included 

35 academic and 15 administrative staff members.   

 

Taking advantage of a recommendation made by Leedy and Ormod (2010), convenience sampling 

was used to select participants in these categories who were ready, accessible and willing to 

participate in the study.  In total, responses were received from 45 participants, which represented 

just over 52% of the population of interest. 

 

Data Col lec t ion 

Using the literature on distributed leadership such as Bolden (2011), Gastaldi (2011), Greenfield, et 

al. (2009), Harris (2008) and Talan (2010), I developed a 13 item questionnaire.  These were 

presented as 12 closed-ended and one open-ended item.  Items one and two were developed as a 

result of a recent presentation on learning organisations by a college academic manager whereas 

items 3-13 were developed based on themes identified in the aforementioned studies.  The 
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questionnaires were hand-delivered and arrangements made to collect same from those who decided 

to participate. 

 

Limitat ions 

While undertaking this activity, the challenges posed were mainly due to the fact that the timing of 

the activity clashed with participants’ busy schedules, most of the literature found was qualitative in 

nature and there was no known leadership study that was conducted in the institution of focus; 

hence there was nothing in the context with which to compare or make reference.  

 

Results 

The college of focus is a female dominated one hence the distribution of participants was six males 

and 39 females.  Responses from the female participants were akin to those of the male participants 

and the results from the academic staff were analogous with the results from administrative staff.  

 

Research question one asked: How do staff members perceive the current leadership practice of 

managers in the selected college?  Using a Likert scale, with the responses for items two to twelve 

ranging from strongly disagree to strongly agree, participants were asked to select the most suitable 

response to each item.  Table 1 below demonstrates participants’ levels of agreement with each item.  
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Table 1  
Staff members’ perception of the current leadership practice of managers in college of focus 
_________________________________________________________________________________ 

Item                  Agree/Strongly agree        
       % 

_________________________________________________________________________________ 
In this college, we have a shared vision.               67 

We value one another's abilities and work collaboratively to achieve desired results.          76 

Strategic development as a learning organisation is one of our goals.            62 

Distributed leadership could help this College to transform into a learning organisation.          89 

Staff members frequently participate in leadership roles.             49 

By distributing leadership, the College can build future leaders.            98 

Leadership can be distributed to increase organisational effectiveness.            98 

Senior managers welcome staff initiatives and allow them freedom to contribute their new ideas.         47 

Staff members are presented opportunities that allow them to think critically and generate new ideas.     53 

Staff members are encouraged to build competencies by sharing expertise and leadership.                51 

Participating in leadership will prepare the staff to develop as leaders and enhance their personal 
and professional development.                 98 
__________________________________________________________________________________________ 

  

Forty-nine per cent of participants agreed that staff members frequently participate in leadership 

roles, while ninety-eight per cent were in agreement that participating in leadership will prepare the 

staff to develop as leaders and enhance their personal and professional development.  Ninety-eight 

per cent of participants agreed that by distributing leadership the college can build future leaders and 

a similar percentage agreed that distributed leadership can be infused into the everyday processes to 

increase organisational effectiveness. 

 

Several responses were provided to research question two which asked: How could the selected 

college infuse distributed leadership into its management approach to its advantage?  There was no 
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difference in terms of how each gender responded to this question and the most common responses 

were shared by both academic and administrative staff.  These were:  

� Assign leadership roles and reward high performing employees. 

� Train, mentor and coach prospective leaders. 

� Rotate the staff in different leadership capacities. 

Other more specific responses were offered to this question and these were expressed by individual 

participants.  Participants suggested that the college:  

� Allow staff to make decisions without consulting management. 

� Expose staff to leadership culture and practices. 

� Host a “Leadership Day”. 

� Use distributed leadership for succession planning. 

� Support a staff conference with a focus on leadership. 

One participant focused this response on creating opportunities for innovativeness and the need for 

changing mindset.  In this light the suggestion was that senior management in the selected college 

should be open to new ideas.  One participant, however, shared an opposing view.  According to 

this participant, distributed leadership is already in place in the college of focus with multiple 

benefits being realized, which are opportunities for new ideas, shared ideas, job enrichment and 

increased motivation. 

 

Discussion 

Since two-thirds of the participants agreed that there is a shared vision within the college, the 

increased communication recommended by participants should help to effectively share that vision 

and incorporate staff members’ contribution so they will in turn embrace that vision and work 

towards it.  Also, since distributed leadership is a shared activity, this could help to address the issues 
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of collaboration by giving staff a voice to share the vision, placing value on their several abilities and 

working synergistically to achieve the desired outcomes (Talan, 2010).  Through this effort, the staff 

will get the chance to engage in critical thinking for ideation and building competencies by sharing 

expertise and leadership.  Likewise, others will understand the strategic goals of the college and share 

in the vision of transforming the college into a learning organisation as agreed by eighty-nine per 

cent of the participants. 

 

In the college studied, staff members believed that their initiatives and freedom to contribute new 

ideas are being side-lined and that senior managers are not accepting of new ideas.  In fact, only 

fifty-three per cent agreed that they were granted opportunities to share new ideas.  However, for 

the shared process of distributed leadership to be effective there is the need for interconnectedness 

to have staff members engaging in processes that require critical thinking to generate and share 

ideas, thus participating in leadership activities (Harris, 2008; Talan, 2010).  It is interesting to note 

that although a mere forty-nine per cent of participants agreed that staff members frequently 

participated in leadership roles, their responses indicate that they wanted to be involved but reported 

that the opportunities for critical thinking, idea generation and idea sharing were infrequent.  In fact, 

this figure doubled, indicating participants’ agreement that partaking in leadership will prepare the 

staff to develop as leaders and enhance their personal and professional development.  Similarly, two-

fold the percentage that indicated frequent participation in leadership roles also conceded that by 

distributing leadership the college can build future leaders, and that distributed leadership can be 

infused into the various processes to increase organisational growth and development as opined by 

Gastaldi (2011). 
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The findings synchronize well with the literature reviewed as participants expressed that if the senior 

managers in the college are more open to new ideas or new ways of doing leadership (Miller, 2012), 

the staff would be provided opportunities to participate in leadership and that this could help to 

enhance the college’s processes.  Their suggestion to distribute leadership by way of the current 

leaders delegating more activities to their staff for them to manage and lead is a means of exposing 

the staff to the leadership experience.  This sharing in the college would allow for more collaborative 

efforts as several individuals who are not on the management team, but vested with different skills, 

knowledge and background, would participate in leading initiatives or taking the lead in various 

projects.  This level of interdependence and collaboration, recommended by Thorpe, Gold and 

Lawler (2011), would help managers to share the burden of leadership, develop the leadership 

competencies in others and change the monotony as individuals would be opportune to assume 

responsibilities outside of their normal everyday routine.  Furthermore, through this endeavour, the 

college would be valuing the unique contribution of its workers and individuals will feel that they 

have a voice, that they are being heard.   

 

James and Wrigley (2007) cautioned that capacity building initiatives necessitate strong and assertive 

leadership with the tenacity to drive change processes.  Therefore, cognizant that this is not a simple 

or unproblematic endeavour, leaders must develop strategies to allow various levels of 

innovativeness in order to motivate the staff and to support their interventions.  It may have been in 

this light that participants further suggested rewarding and promoting high performing employees 

and those who successfully lead the newly assigned tasks, thus enabling such individuals to develop 

the drive to effectively lead.  As Miller (2015) penned, leading educational institutions is a difficult 

task, so introducing these incentives may be the strategies to encourage and motivate others to 

engage in leadership initiatives.  This is the kind of coaching required to synchronize with 
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participants’ suggestion to use distributed leadership as a tool for succession planning and capacity 

development.   

 

One way the staff suggested to distribute leadership is to do staff rotation in different leadership 

capacities; that is, rotate the people used to act in the event of management being absent or on leave.  

In addition, leadership could be distributed through formulation of work teams with leaders and by 

assigning certain levels of responsibilities that would allow persons to employ critical thinking and 

the application and development of problem solving skills.  Effective execution of this strategy 

requires effectual communication.  Poor communication negatively affects all processes but 

distributed leadership requires constant communication and interaction (Thorpe, Gold & Lawler, 

2011).  Participants desire monthly communications through regular staff meetings to discuss with 

staff the decisions taken at the management level that will impact the operations of the college, 

allowing the staff to provide feedback, taking their suggestions and acting on them.  If the college 

must infuse distributed leadership, these communications issues must be addressed. 

 

In spite of the propinquity of the responses provided by both academic and administrative staff, 

there was an enlightening response that requires particular attention.  In the college of focus, the 

administrative members of staff are of the view that leadership is “owned” by academic personnel.  

This is so because all the committees are currently lead by members of the academic staff.  Thus, the 

suggestion that distributed leadership can be incorporated by encouraging and fostering an 

environment whereby the administrative staff can take up leadership positions such as on 

committees.  Conversely, the academic staff is asking for opportunities to participate in leadership 

by the senior managers, allowing the academic staff members to frequently participate in leadership 

roles such as hosting seminars, chairing meetings and presenting research papers.  However, as 
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distributed leadership requires the input of all parties (Bolden, 2011; Harris, 2008; Talan, 2010), the 

current leaders in the college need to employ effective strategies to ensure appropriate mix of talents 

and collaboration of efforts.  Could this be an indication that in general staff members are asking for 

“new” opportunities to lead or “new” areas in which to lead?  Undoubtedly this is an eye-opener 

and the senior managers must intervene. 

 

Participants put forward a number of leadership development initiatives such as mentorship, training 

persons and provide coaching for prospective leaders, and having some training sessions geared 

toward creating / enhancing leadership skills in staff before they are asked to serve in leadership 

capacities.  Supporting a staff conference with a focus on leadership is quite a brilliant idea put 

forward by one participant.  This may very well be the avenue to promote leadership on a college-

wide scale, allow each one to recognise the important contribution they can make and motivate 

people to come on board.  At times even the seasoned leaders become lax, so the leadership training 

workshops proposed could be a means of training new leaders as well as refreshing others.  Through 

those media – job rotation, workshops, seminars, research conferences – various lessons can be 

learned, as purported by Miller (2013) and Talan (2010), and opportunities could be made available 

for staff to be involved in more research activities which would enhance their ability to effectively 

supervise research projects and ultimately becoming researchers in their own right.  Indubitably, as 

Miller (2013) proposed, these collaborative initiatives will help to build capacities for both personal 

and professional development, both of which will propel increased levels of organisational 

effectiveness.   

 

Supporting a staff conference with a focus on leadership is another brilliant idea.  This corroborates 

with the view of Greenfield, Braithwaite, Pawsey, Johnson and Robinson (2009) that by sharing 
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expertise and leadership, staff members will build leadership capacities.  The reason for this is the 

exposure that individuals will get and the excellent opportunities that such a conference could 

provide for sharing information, while garnering from others and benchmarking to identify best 

practices that can be incorporated into the college’s processes to their advantage.  

 

According to Bolden (2011), various forms of distributed leadership can be infused in particular 

contexts.  Borrowing his suggestion, a fusion of different forms of distributed leadership could allow 

staff in the college to make decisions on which they would normally consult management; this will 

help to build staff confidence and promote empowerment.  Another strategy is that members of 

staff could be assigned specific tasks for short periods, such as leading programmes for a semester 

and using one day out of the academic year dubbed “leadership day," and have various staff 

members take the role of a specific position for a few hours within that day.  While the few hours 

may be too short a period, depending on the activities planned for that day, this suggestion may 

prove advantageous.  The idea of leading for a semester would be more beneficial as this would 

gradually expose individuals who are not in senior positions to leadership culture and practices, a 

method that could be utilized for building capacities and preparing staff for leadership positions. 

 

According to participants, there should be cross training and establishment of cross functional teams 

so the staff across schools in the college could conduct team researches (Talan, 2010).  Staff could 

be involved in setting the objectives for the college and ultimately the institution with different 

groups given the task to work on one or two strategies.  Should senior managers act on these 

important staff initiatives, the staff would own these initiatives and feel a part of the process.  

Working on the development of the objectives to reach the desired output would certainly generate 

leadership qualities.  This would significantly encourage engagement in research which is greatly 
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needed since a lot of research ideas are not put into practice due to lack of resources.  The hybrid 

forms of distributive leadership (Bolden, 2011) can be used to encourage collaboration amongst all 

categories of staff.  It can also be used for supporting initiatives, sharing information, managing 

workloads, developing others and improving the college. 

  

Participants also believed that the hierarchical structure in the college presents some hindrance to 

decision-making.  They believed that decisions made at one level should not have to proceed 

through a string of successive levels before being accepted.  Bolden (2011) was of the same opinion 

as he suggested that incorporating distributed leadership with another hierarchical type could prove 

advantageous for exploring the top-down leadership approaches.  Taking such an approach could 

allow the staff to be involved in the decision making process so when decisions are made those who 

made inputs would have a better understanding and hence the college receiving the required 

support. 

 

If what Cope, Kempster and Parr (2011) said of distributed leadership is true, and it is really linked 

to organisational growth, then one would agree with the idea of training, mentoring and coaching 

the staff to become leaders in the institution, as well as rotating the staff in different leadership 

capacities and assigning certain levels of responsibility.  In like manner, leadership competencies can 

be developed by rotating staff in different leadership roles and assigning certain levels of 

responsibility, thereby empowering others to lead and develop personally and professionally.  

Greenfield, Braithwaite, Pawsey, Johnson and Robinson (2009), concur with such initiative having 

penned that, by sharing expertise and leadership, staff members will build leadership capacities. 
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The suggestion by one participant for the college to use distributed leadership for succession 

planning in order to prepare staff for leadership and management positions synchronizes well with 

Obadara’s (2013) position that distributed leadership produces and advances  professional 

development and overall organisational improvement, and Bolden’s (2011) view that distributed 

leadership could produce substantial growth and enhance organisational effectiveness.  The findings 

synchronize with the literature and support Talan’s (2010) position that distributed leadership can 

improve leadership practices and drive commitment to related initiatives.   

 

Of all the feedback from participants, the most interesting comment was that of the college already 

having distributed leadership functioning in the college and realising considerable benefits from this 

initiative.  The benefits outlined were: creation of opportunities for idea generation, sharing ideas, 

job enrichment and increased motivation.  One may very well ask, if this is so, how is it that the staff 

members are not aware?  Also, since the reported outcomes are all positive, that is, if leadership is 

being distributed among a small group and they are reaping such rich results, why not expand the 

initiative to have everyone on board?  From all indications, this would be a case of staff members 

being engaged in activities; that is practising distributed leadership, but they are totally unaware that 

this is even a recognized strategy since they do not know that this is actually a type of leadership.    

 

Conclusions  

Relative to the first research question, ‘How do staff members perceive current leadership practices 

and distributed leadership?’, it can be concluded that participants are not satisfied with the current 

approach to leadership in their college and are therefore in favour of distributed leadership being 

introduced/ used to improve current leadership practices.  In relation to the second research 

question, ‘How could the selected college infuse distributed leadership to its advantage?’ the results 
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of this study underscore participants’ willingness to infuse distributed leadership.  Their positive 

response to this type of leadership affirms their interest.  Overall, the findings indicate a willingness 

on the part of participants to incorporate distributed leadership as a strategy to build competencies 

and improve organisational effectiveness.  Besides, their suggestions signify high levels of interest 

and indicate that the staff would welcome the introduction of distributed leadership into its 

processes.  In addition, distributed leadership should prove a reciprocal endeavour in that it would 

help individuals to develop as future leaders and improve the college’s levels of effectiveness.  

  

Although distributed leadership has been rendered effective in various spheres, it behoves the 

relevant parties to execute critical and careful groundwork before embarking on any such leadership 

initiatives.  Additionally, by analysing the content of similar research literature, this can help to 

establish the foundation for more research, and to identify specific ways in which distributed 

leadership can be researched and incorporated within the educational context and in other 

institutions.  

  

Based on the foregoing, there is a need to incorporate distributed leadership into the college’s 

processes to build leadership competencies, advance personal and professional development, and 

enhance organisational effectiveness.  Other recommendations are hereby made to include 

conducting another study, possibly an action research to determine how the participants in that 

setting would respond to their recommendations/suggestions.  Finally, it would be beneficial to 

replicate the study on a wider scale throughout the institution of focus. 
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