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Abstract. Purpose. This descriptive study aimed to determine the leadership styles, communication 
styles, and organizational cultures and their relationship among the top managers. Methodology. A 
combination of the adopted and researcher-made questionnaires was utilized to gather the data among 
115 department heads, deans, associate directors, directors, campus administrators, and vice presidents 
of one of the colleges in the Philippines. It was interpreted using frequency counts, percentage, mean, 
median, standard deviation, and Pearson correlation. Findings. Results revealed that most top managers 
“observed” authoritarian and laissez-faire leadership styles while “rarely observed” democratic. They 
“often observed” all communication styles, such as activist, pragmatist, theorist, and reflector. Also, they 
“mostly observed” accommodating organizational culture while often observed headstrong, precise, 
animated, introverted, convincing, and down-to-earth. There was a statistically significant relationship 
found between the following: laissez-faire leadership style and activist communication style; 
authoritarian leadership style and down-to-earth organizational culture; democratic leadership style 
and down-to-earth organizational culture; laissez-faire leadership style and animated and convincing 
organizational cultures; activist communication style and headstrong, precise, animated, introverted, 
and convincing organizational cultures; reflector communication style and precise, animated, down-to-
earth, introverted, convincing, and accommodating organizational cultures; theorist communication style 
and headstrong, precise, animated, introverted, and convincing organizational cultures; and, pragmatist 
communication style and all organizational cultures. Implications for practice. Top managers were 
embedded with various personalities and cultures. These differences did not constrain the connection to 
work harmoniously and effectively. Instead, it brought an opportunity to create a relationship that would 
link towards attaining the organizational goals. Value of the results. This paper used different leadership 
styles, communication styles, and organizational cultures that were excluded from the previous studies. 
The results will augment the existing literature on self-evaluation and leadership and management.
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Introduction

In recent years, research has highlighted the importance of leadership styles (Sethuraman, 
Suresh, 2014; Sfantou et al., 2017), communication styles (Hicks, 2011; Niess, Diefenbach, 2016), 
and organizational cultures (Chatman, O’Reilly, 2016; Wong, 2016) among top managers in various 
industries. These factors have also gained attention in higher education institutions as they are crucial 
in achieving institutional effectiveness and success (Macasinag, 2019; Zheng et al., 2010). Hence, 
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understanding their significance is essential for academic leaders seeking to motivate and inspire 
faculty and staff, enhance job satisfaction, and ultimately achieve institutional success (Astuti et al., 
2020; Maamari, Saheb, 2018).

Several studies have explored leadership styles (Jomah, 2016; Rosser, 2003), communication 
styles (Brown, Revilla, 2019; Ibrahim, Mahmoud, 2017), and organizational cultures (Ponnuswamy, 
Manohar, 2016; Taye et al., 2019) in higher education institutions through employees’ perceptions. 
However, potential problems also need to be considered, which can have significant implications 
for the accuracy and effectiveness of leadership assessments (Hsieh, Liou, 2016). One major issue is 
the potential for bias and subjectivity in academic personnel perceptions (Carless, 2006). They may 
have personal biases and interpretations of leadership behaviors that can impact their perceptions 
of effectiveness (Griffith, 2004). Another issue is the potential for a lack of transparency in the 
assessment process (Aguinis et al., 2018). Employees may not fully understand the criteria used 
to assess leadership effectiveness, which can lead to confusion and mistrust (Hogan, Hogan, 2001). 
Additionally, employees may not feel comfortable sharing their perceptions due to fear of retaliation 
or a lack of anonymity (Kim, Scott, 2019), thus this study.

The ability of academic leaders to self-evaluate their leadership (Jones et al., 2017) and 
communication styles (Kallioinen, 2010), as well as the organizational culture (Desselle et al., 2017) 
can have a significant impact on the quality of education, student achievement, and staff satisfaction 
(Roberts, Sampson, 2011; Shafait et al., 2021). Self-evaluation can help academic leaders assess 
their effectiveness and identify areas for improvement, ultimately leading to developing strategies 
to enhance leadership and communication skills (Bubb, Earley, 2009). Research has highlighted the 
importance of self-evaluation in leadership development (Sarfraz, 2017). G. Devos and J. C. Verhoeven 
emphasized that self-evaluation can be helpful for academic leaders to assess their leadership and 
communication styles and organizational culture (Devos, Verhoeven, 2003). By reflecting on these, 
academic leaders can improve their leadership practices and contribute to their institution’s success 
(Geesa et al., 2020). They can also gain insights into the needs and expectations of the stakeholders 
and develop strategies to meet those needs (Crum, Sherman, 2008).

This study utilized Self-Determination Theory (SDT) which emphasizes that individuals have 
an inherent tendency towards personal growth and development, and this can be facilitated by 
satisfying their psychological needs for autonomy, competence, and relatedness (Ryan, Deci, 2000). 
In educational institutions, the application of SDT can be particularly relevant to the self-evaluation 
of leadership styles, communication styles, and organizational cultures among top managers (Aktaş, 
Çiçek, Kiyak, 2011). For example, leadership styles play a crucial role in shaping the culture and 
performance of educational institutions (Somprach et al., 2017). SDT proposes that top managers 
who adopt a specific leadership style can enhance intrinsic motivation and personal growth 
among subordinates (Manganelli et al., 2018). They provide a supportive environment that allows 
subordinates to express their ideas and opinions, make decisions, and take responsibility for their 
actions (Amabile et al., 2004).

Communication style is another critical factor that influences the performance of educational 
institutions (Dhillon, Kaur, 2021). SDT proposes that leaders who use a communication style that 
supports autonomy and relatedness can promote intrinsic motivation among subordinates (Shu, 
2015). Leaders who actively listen to their subordinates’ needs and give helpful and nonjudgmental 
feedback may promote a growth-promoting environment (Stone et al., 2009). Effective communication 
can enhance trust and mutual respect among subordinates, leading to a more collaborative and 
supportive organizational culture (Lam et al., 2021). Meanwhile, the performance of educational 
institutions is significantly affected by their organizational culture (Khasawneh, Bates, 2005). SDT 
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proposes that culture can enhance subordinates’ intrinsic motivation and personal growth (Shu, 
2015). It allows subordinates to express their ideas and opinions freely, take the initiative, and make 
decisions that contribute to the institution’s success (Gonos, Gallo, 2013). This approach can promote 
a positive and supportive organizational culture that enhances the well-being and engagement of 
subordinates (Caesens et al., 2014).

Self-Determination Theory can be used as a tool for top managers in higher education institutions 
to assess their leadership, communication, and organizational cultures (Rigby, Ryan, 2018). The theory 
suggests that individuals are more motivated and engaged when they feel autonomous, competent, 
and related to others (Kilpatrick et al., 2002). By evaluating their leadership and communication 
styles using this framework, top managers can identify areas for improvement and make changes 
that align with the principles of Self-Determination Theory (Forner et al., 2020). Ultimately, this 
approach can lead to a more positive work environment and better outcomes for the educational 
institution and its stakeholders (Nazir et al., 2021).

Objectives of the study

In today’s fast-paced and complex higher education environment, effective leadership, 
communication, and organizational culture are crucial determinants that can determine the success 
or failure of an institution (Nold, Michel, 2016). They have a crucial role in determining the course 
and objectives of their institutions (Aktaş, Çiçek, Kıyak, 2011). In contrast, numerous studies have 
examined these factors in various industries and sectors (Ogbonna, Harris, 2000). However, there is 
a dearth of research exploring the relationship between these three variables in the context of higher 
education institutions.

This research aimed to investigate the following:
• leadership styles, communication styles, and organizational cultures among top managers 

in one of the higher education institutions (HEIs) in the Philippines;
• significant relationship among top managers’ leadership styles, communication styles, and 

organizational cultures.
The specific hypotheses were formulated by identifying the broad objectives of the research. 

They were centered on the relationships between top managers’ leadership styles, communication 
styles, and organizational cultures in higher education institutions. They were the following:

H01: There is no statistically significant relationship between leadership styles (authoritarian, 
democratic, and laissez-faire) and communication styles (activist, reflector, theorist, and pragmatist).

Ha1: There is a statistically significant relationship between leadership styles (authoritarian, 
democratic, and laissez-faire) and communication styles (activist, reflector, theorist, and pragmatist).

H02: There is no statistically significant relationship between leadership styles (authoritarian, 
democratic, and laissez-faire) and organizational cultures (headstrong, precise, animated, down-to-
earth, introverted, convincing, and accommodating).

Ha2: There is a statistically significant relationship between leadership styles (authoritarian, 
democratic, and laissez-faire) and organizational cultures (headstrong, precise, animated, down-to-
earth, introverted, convincing, and accommodating).

H03: There is no statistically significant relationship between communication styles (activist, 
reflector, theorist, and pragmatist) and organizational cultures (headstrong, precise, animated, down-
to-earth, introverted, convincing, and accommodating).

Ha3: There is a statistically significant relationship between communication styles (activist, 
reflector, theorist, and pragmatist) and organizational cultures (headstrong, precise, animated, down-
to-earth, introverted, convincing, and accommodating).
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Literature review

Leadership styles
Leadership is vital to the success of every educational institution (Hassan et al., 2018). Effective 

leadership can inspire and motivate teachers and students, promote a positive school culture, and 
improve academic outcomes (Smith, 2016). Leadership styles, or the approaches leaders use to guide 
and manage their teams, have been a topic of interest for researchers and practitioners in education 
(Muijs, Harris, 2007). The most widely studied leadership styles in education are authoritarian, 
democratic, and laissez-faire.

Authoritarian leadership is a type of leadership style that emphasizes control and hierarchy, with 
the leader being the ultimate authority and decision-maker (de Luque et al., 2008). This leadership 
style is associated with strict adherence to rules and procedures and little input or feedback from 
subordinates (Kiazad et al., 2010). In education, authoritarian leadership has been widely studied 
and debated due to its potential impact on teacher job satisfaction, student outcomes, and school 
culture (Evans, 2001). Several studies have suggested that authoritarian leadership in education 
can lead to adverse outcomes (Ahmad Bodla et al., 2019). Lower teacher job satisfaction and higher 
teacher turnover are among the negative impacts of this leadership style in education (Alonderiene, 
Majauskaite, 2016). When working under an authoritarian leader, teachers may feel frustrated and 
dissatisfied, leading to higher teacher turnover rates and school instability (Swars et al., 2009).

Similarly, students may feel constrained and restricted in their learning environment, leading to 
lower student engagement and academic achievement (Zyngier, 2008). However, some studies have 
found that authoritarian leadership may positively affect certain situations (Zhang et al., 2021). For 
example, it may be associated with higher levels of student motivation in a competitive academic 
setting (Hollembeak, Amorose, 2005). Additionally, some researchers have argued that authoritarian 
leadership can be effective in crises or when immediate action is necessary (Harms et al., 2018).

Democratic leadership is a style in which the leader encourages collaboration, participation, 
and shared decision-making among the group members (Gastil, 1994). In education, democratic 
leadership is often seen as a more practical approach than authoritarian leadership, as it allows 
for greater teacher and student autonomy and promotes a positive school culture (Dörnyei, Muir, 
2019). Research has shown that democratic educational leadership can have several positive effects 
(Bhatti et al., 2012). For example, democratic leadership was positively associated with teacher 
job satisfaction, commitment to the school, and student academic achievement (Baptiste, 2019). 
Similarly, a study by D. García Torresits found that democratic leadership was associated with higher 
levels of teacher job satisfaction and lower levels of teacher turnover (García Torres, 2018). Other 
studies have highlighted the importance of teacher and student participation in decision-making in 
promoting a positive school culture (Whitty, Wisby, 2007). For example, a study by Da’as (2021) found 
that teacher and student participation in decision-making was positively associated with a positive 
school culture and higher levels of teacher job satisfaction and student academic achievement. 
However, some researchers have noted that democratic leadership may not be effective in all 
situations (Choi, 2007). For example, while democratic leadership was associated with higher levels 
of teacher job satisfaction, it was not always associated with higher student academic achievement 
(Haruni, Mafwimbo, 2014).

The laissez-faire leadership style in education is characterized by minimal involvement and 
guidance from the leader, allowing subordinates to make decisions and manage their work (Zareen 
et al., 2015). This style is often associated with a hands-off approach to leadership, where the leader 
delegates tasks and responsibilities without providing much direction or oversight (Abiodun et al., 
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2013). The potential impact of laissez-faire leadership on teacher job satisfaction, student outcomes, 
and school culture has been the subject of several studies (Ali, Dahie, 2015). It was found that laissez-
faire leadership was associated with lower teacher job satisfaction and higher teacher turnover 
(Bateh, Heyliger, 2014). This suggests that teachers may feel unsupported and undervalued when 
leaders fail to provide sufficient guidance and support, leading to higher turnover rates (Peist et al., 
2020). Another study found that laissez-faire leadership was associated with lower organizational 
health and negative school culture (Robert, Vandenberghe, 2022). This suggests that when leaders 
fail to provide direction and oversight, it can lead to a lack of cohesion and purpose among staff, 
which can negatively impact the overall health and culture of the school (Bottery, 2003). However, 
some studies have also suggested that laissez-faire leadership can be effective in certain situations 
(Yang, 2015). For example, laissez-faire leadership was associated with higher levels of creativity 
and innovation in school staff (Pihie et al., 2011). This suggests that when leaders give subordinates 
more freedom to explore and experiment, it can lead to more creative solutions and approaches (De 
Jong, Den Hartog, 2007).

Communication styles
Effective communication is crucial for success in any organization, and educational institutions 

are no exception (Bass, 2000). Educational leaders must possess strong communication skills to 
establish and maintain positive relationships with their stakeholders, including teachers, students, 
parents, and community members (Dinham, 2005). The communication styles of educational leaders 
can vary depending on their personalities, leadership styles, and situational context (Amanchukwu et 
al., 2015). How educational leaders communicate can impact school climate, teacher job satisfaction, 
and student outcomes (Demond, 2009). Effective communication can improve collaboration, enhance 
trust and respect, increase motivation, and boost morale among stakeholders (Tran, 2014). On the 
other hand, poor communication can lead to misunderstandings, conflicts, and negative emotions, 
which can harm school culture and academic performance (Good et al., 2010). This study used 
activist, reflector, theorist, and pragmatist to describe the communication styles of the top managers 
in higher education institutions.

Activist communication styles of educational leaders involve engaging in active dialogue and 
advocating for social justice issues within and outside the school community (Theoharis, 2007). 
This communication style has gained increasing attention recently as educational leaders strive 
to create more equitable and inclusive school environments (Furman, 2012). Research suggests 
activist communication styles can positively impact school climate and student outcomes (Kilinç, 
2014). For example, a study found that educational leaders who utilized an activist communication 
style were likelier to create inclusive school environments and address social justice issues (Ezzani, 
2021). Similarly, when educational leaders engaged in activist communication with students, it 
helped them feel more empowered and engaged in their learning (Rubin, Jones, 2007). In addition, 
activist communication styles can also positively impact teacher job satisfaction (Xia et al., 2016)
we offer a new account, based upon a communication perspective, to explain why and when 
participation in decision-making can influence job satisfaction. Drawing from social capital theory, 
we examine whether communication openness mediates the relationship between participation in 
decision-making and job satisfaction. We also investigate how information adequacy moderates this 
mediated process. Results from a sample of 184 employees in China showed that the four-factor 
model was the best fitting solution (CFI = .91, GFI = .90, RMSEA = .09. When school principals utilized 
an activist communication style, it led to higher levels of teacher job satisfaction and a more positive 
school climate (Kilinç, 2014). Despite the potential benefits of activist communication styles, some 
researchers have raised concerns about the potential for these communication styles to be polarizing 
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or divisive (Block, Negrine, 2017). For example, a study found that when educational leaders engaged 
in activist communication around controversial issues, it could lead to polarization and division 
within the school community (Marshall, Ward, 2004).

Reflector communication style is characterized by a tendency to take a more thoughtful and 
introspective approach (Lee, 2005). Reflectors prefer to listen and observe before expressing their 
opinions and ideas (Peng, 2002). They often take the time to reflect on what they have heard or 
seen and consider multiple perspectives before making a decision (Raber Hedberg, 2008). This 
communication style is essential for educational leaders, as it allows them to gather and consider a 
range of viewpoints before making decisions that impact the school community (Weiss, Weiss, 2001). 
Research suggests that reflector communication styles can benefit educational leaders in certain 
situations (Pultorak, 1993). For example, reflector communication styles were positively associated 
with job satisfaction and organizational commitment among teachers (Valaei, Rezaei, 2016). This 
suggested that reflector communication styles allowed leaders to build trust with their staff and 
foster collaboration and shared decision-making (Orchard et al., 2005).

Theorist communication styles refer to those who are driven by ideas and theories in their 
communication with stakeholders (Bolden et al., 2003). Theorist leaders value critical thinking 
and analysis, often using logic and reason to persuade others to their viewpoints (Paul, 1990). 
Some studies have suggested that a theorist communication style can positively affect teacher job 
satisfaction and school climate (Jackson, 2022). For example, a study found that principals who 
exhibited a theorist communication style were likelier to promote a positive school climate and were 
perceived as more transformational leaders (Sims et al., 2005). Theorist communication styles have 
also been linked to student outcomes. School principals who used a theorist communication style 
had higher student achievement levels than those who used other communication styles (de Vries et 
al., 2010). School principals who exhibited a theorist communication style were more likely to use 
evidence-based practices and had higher levels of student achievement (Paolini, 2015). However, 
some researchers have also suggested that a theorist communication style may not always be 
effective in certain situations. It may be perceived as too academic or theoretical, which can alienate 
some stakeholders (Bengs, 2005).

Pragmatist communication style is often characterized by its straightforward and concise 
communication, emphasizing the importance of data and evidence-based decision-making (de Villiers, 
Molinari, 2022). Several studies have examined the impact of the pragmatist communication style on 
educational leadership (Bryman, 2007). Principals who adopted a pragmatic communication style 
were more effective in implementing school-wide policies and achieving positive student outcomes 
(Kim, Axelrod, 2015). Studies found that a pragmatist communication style was positively associated 
with teacher job satisfaction (Bogler, 2001), student engagement (Reeve, 2012), and academic 
achievement (Wentzel, 2002). However, some researchers have noted potential drawbacks of the 
pragmatist communication style (Hicks, 2011). For instance, some teachers perceived pragmatist 
leaders as overly focused on outcomes at the expense of teacher creativity and autonomy (Jabal, 
2006). Additionally, pragmatist leaders may be seen as lacking in empathy or understanding for the 
concerns of teachers or students, which can lead to an adverse school climate (Wesley et al., 2017).

Organizational cultures
The culture of an educational institution is a vital aspect of its functioning, influencing its 

effectiveness, success, and overall outcomes (Pongton, Suntrayuth, 2019). It includes values, norms, 
beliefs, and practices that shape operations and interactions (De Long, Fahey, 2000). Top managers, 
including educational leaders, play a significant role in creating and maintaining a positive 
organizational culture that promotes student success and faculty engagement (Day et al., 2016). 
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Understanding the organizational culture of educational institutions and the role of top managers in 
shaping it is crucial to improving educational outcomes and fostering a positive learning environment 
(Kezar, Eckel, 2002). This study aimed to explore and analyze top managers’ personal values and 
attitudes in educational institutions by utilizing the dimensions of headstrong, precise, animated, 
down-to-earth, introverted, convincing, and accommodating cultures. These dimensions provide a 
framework to describe top managers’ specific personal values and attitudes that are shaped by the 
organization’s culture.

A head strong culture is characterized by independence, creativity, fearlessness, and 
outspokenness. These qualities can enable leaders to pursue innovative solutions and succeed in 
facing obstacles (Denton, Vloeberghs, 2003). A headstrong culture can promote risk-taking and 
experimentation, which can be essential for advancing the mission of a higher education institution 
(Bass, 2000). However, it can lead to conflicts, difficulty collaborating with others, and a lack of 
inclusivity, limiting diversity (Uline et al., 2003). A more collaborative and inclusive approach may 
be effective, fostering innovation and inclusivity while minimizing potential drawbacks (George et 
al., 2012). Studies found a lack of collaboration in higher education institutions with headstrong 
cultures, while inclusive leadership practices positively affect faculty members’ well-being and 
job satisfaction (Oh et al., 2023). Balancing headstrong qualities with a collaborative and inclusive 
approach can achieve better outcomes (Fanelli et al., 2020).

The precise culture type has been described as methodical and disciplined, valuing technology 
and seeking perfection in everything it does. This culture type emphasizes rules and regulations in 
a cold and businesslike manner, prioritizing logic over creativity and paying close attention to the 
smallest details (Lubienski, 2009). Although this culture type may not be the most influential, it 
is highly regarded for its technical sophistication, resilience, and superior quality (Walker, 2006). 
Higher education institutions often utilize the precise culture type to ensure conformity with 
regulations and standards and exceed them whenever possible (Deem, 1998). Studies have shown 
that the precise culture type is well-suited to industries that require strict adherence to regulations 
and standards (Kaplan, 2001). However, it may not be as effective in industries that require more 
creativity and innovation (Miron et al., 2004). The precise culture type offers a valuable approach to 
achieving technical sophistication and superior quality in higher education institutions (Kis, 2005). 
However, balancing this approach with other culture types is important to ensure a well-rounded 
and competitive institution (Kanapathy et al., 2017).

Animated culture is known for being outgoing, adventurous, sporty, and youthful. Top managers 
with this culture constantly seek new experiences and challenges, and their impulsiveness and 
restlessness often lead them to take risks (Goleman, 2004). While this culture type may not be the 
most common among top managers in higher education institutions, some leaders embody this 
culture and are characterized by their love for adventure and excitement (Yeomans, 2014). Their 
infectious enthusiasm can inspire others, but they may also make risky decisions without considering 
potential negative consequences (Collinson, 2012). The groups with an animated culture tend to 
be more creative and innovative because they are more likely to pursue high-energy activities and 
take risks (Kerr, McKay, 2013). However, this culture type is also associated with a lack of longevity, 
as the managers who embody it may burn out quickly without constant stimulation (Davidson, 
2014). Despite this weakness, their lightheartedness and youthful attitude can bring vibrancy to any 
environment and promote a carefree and adventurous approach to leadership (Sax, 2017).

A down-to-earth culture is characterized by honesty, helpfulness, dependability, and a family-
oriented approach. This type of culture is viewed as a trusted member of the institution, always 
available and providing a sense of security to students, faculty, and staff (Đurišić, Bunijevac, 2017). 
A down-to-earth culture in higher education institutions is associated with positive outcomes such 
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as increased student satisfaction, faculty retention, and institutional reputation (Gagliardi, Panari, 
Siletti, 2021; Osterman, 2000; Sax, 2017). This culture fosters strong connections with those who 
trust it by being friendly, calm, and sincere (Đurišić, Bunijevac, 2017). It operates at a consistent 
pace, providing a sense of reliability and peace of mind (Suliman, Al-Shaikh, 2007). Cultural factors 
influence group decision-making, and the down-to-earth culture type is likely to prioritize the well-
being of its members over taking risks (Rajiani, Pypłacz, 2018). However, this culture may struggle 
to adapt to new situations or change its pace, which can be challenging in a rapidly changing higher 
education environment. It is important to recognize and appreciate this culture’s strengths while 
addressing potential challenges in adapting to change (Pont et al., 2008).

An introverted culture can be described as thoughtful, reserved, diligent, reflective, rational, and 
serious. This culture values introspection and takes a cautious and restrained approach to life (Pont 
et al., 2008). It may appear detached or isolated, but it is likely to be accomplished in its endeavors 
(Walt, 2000). Introverted leaders tend to be rated more positively by their subordinates regarding 
their humility, ethical behavior, and strategic thinking (Grijalva et al., 2015; Klenke, 2005). However, 
they may be less effective in situations that require them to be more charismatic or persuasive 
(Kiarie et al., 2017). Introverted culture’s strengths lie in its thoroughness and attention to detail 
(Emanuelsson, Lindqvist, 2014). It approaches service comprehensively, carefully assessing and 
probing all angles (Hotz, 2021). Introverted leaders tend to be more effective in complex and 
uncertain situations that require careful analysis and decision-making (Bradley, Hebert, 1997). 
Hence, recognizing and leveraging an introverted culture’s strengths while addressing its potential 
challenges can lead to more effective and successful educational institutions (Spreitzer, 2006).

The convincing culture is characterized by a strong focus on promotion and salesmanship, with top 
managers who are outgoing, confident, and influential possess charismatic personality that attracts 
attention. This culture is known for being trendsetting and lively and is perceived as trustworthy 
and reliable (Pollack, 2012). Academic leader with convincing culture is characterized by a focus 
on promoting and selling the institution’s image, reputation, and products (Arbo, Benneworth, 
2007). However, other studies have suggested that a convincing culture may not always be the most 
effective or sustainable approach to organizational success (Fink, Brayman, 2006). E. R. Kahu argues 
that building strong relationships and community within the institution may be more effective in the 
long term than relying solely on marketing and sales strategies (Kahu, 2013). Convincing culture is 
a dynamic and influential force in higher education, capable of driving change and achieving success 
through its charismatic and persuasive approach (Gardner, 1998).

The accommodating culture is characterized by its friendly, sincere, and helpful nature when 
serving customers or students. It has a conservative and modest approach to seeking direction 
clearly and soberly. One study by D. W. D. Long and L. Fahey found that accommodating culture can 
be particularly effective in managing change, as it promotes collaboration and consultation (Long, 
Fahey, 2000). However, this culture can sometimes struggle to assert itself and be noticed and may 
appear mild and hesitant in expressing its true feelings (Spreitzer, 2006). Despite these challenges, 
the accommodating culture remains highly valued for its traditional values and customer focus. 
Its focus on routine procedures and respectfulness make it an ideal fit for educational institutions 
(Blackmore, 2002). This culture is an important contributor to student satisfaction, which is a 
critical factor in the success of an educational institution (Weerasinghe et al., 2017). Furthermore, its 
customer-focused approach aligns with the current trend toward personalized and student-centered 
learning in higher education (Kallio, Halverson, 2020).
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Methodology

The descriptive design explored the relationship between leadership styles, communication 
styles, and organizational cultures of the top managers in one of the higher education institutions in the 
Philippines. This design provides information about conditions, situations, and events that occur in the 
present (Amaratunga et al., 2002). In addition, it systematically describes the facts and characteristics 
of a given population or area of interest factually and accurately (Hyejin Kim et al., 2016).

The respondents were the purposively selected 115 designated department chairpersons, deans, 
associate directors, directors, campus administrators, and vice presidents with managerial and 
supervisorial positions. When they were classified according to age, there were 22 (19.10%) aged 
31–40 years old, 47 (40.90%) aged 41–50 years old, 37 (32.20%) aged 51–60 years old, and 9 (7.80%) 
61 years old and above. As to civil status, 13 (11.30%) management personnel were single, and 102 
(88.70%) were married. As to educational attainment, there were 5 (4.30%) bachelor’s degree holders, 
64 (55.70&) master’s degree holders, and 46 (40.00%) doctorate holders. As to academic rank, there 
were 9 (7.80%) Instructors, 64 (55.70%) Assistant Professors, 37 (32.20%) Associate Professors, and 
5 (4.30%) Professors.

A combination of researcher-made and adopted questionnaires was used to gather the data. A 
checklist for leadership styles was adopted from Pace University (2021), while the communication 
styles’ was from Dawn et al. (2020). Permission from the authors was established. On the other hand, 
the questionnaire for organizational cultures was constructed and submitted to three experts in 
research and management for validation. Then, reliability testing was conducted on 40 teachers in 
one of the public high schools. It was tallied and interpreted with a Cronbach alpha result of 0.745. 
The questionnaire consisted of four parts. Part I was the respondent’s profile asking the basic and 
personal information. Part II was the checklist for communication styles used by the top managers in 
conversing. The styles were categorized as activist, reflector, theorist, and pragmatist. Part III was the 
checklist for organizational cultures in determining their personal values and attitudes in running the 
academic institution. Its taxonomy included headstrong, precise, animated, down-to-earth, introverted, 
convincing, and accommodating. Moreover, Part IV was the checklist for leadership styles classified as 
authoritarian, democratic, and laissez-faire.

The checklist for leadership styles, communication styles, and organizational cultures used a 
five-point Likert scale illustrated below: “1” – “Strongly agree”; “2” – “Agree”; “3” – “Undecided”; “4” – 
“Disagree”; “5” – “Strongly disagree”.

Results and discussion

Leadership styles of the top managers
Table 1 indicates that the top managers “observed” an authoritarian leadership style (M = 3.17, 

SD = 0.46), indicating that they tend to have control over their subordinates and prefer upward 
communication. In addition, they also “observed” a laissez-faire leadership style (M = 3.03, SD = 
0.56), indicating their minimal involvement and guidance, allowing subordinates to make their own 
decisions and manage their work. On the other hand, the democratic leadership style was “rarely 
observed” (M = 3.71, SD = 0.48), suggesting that the top managers perceive their subordinates as 
incapable and do not work collaboratively, resulting in unfair treatment of individuals.
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Table 1. Leadership styles of the top managers
Category Mean SD Description

Authoritarian 3.17 .46 Observed
Democratic 3.71 .48 Rarely Observed
Laissez-faire 3.03 .56 Observed

Note: 1.00–1.80, Mostly observed; 1.81–2.60, Often observed; 2.61–3.40, Observed; 3.41–4.20, Rarely observed; 4.21–5.00, Not observed.

The predominantly authoritarian and laissez-faire leadership styles observed by top managers 
may affect employee motivation, engagement, and innovation. The lack of guidance and support 
provided by these styles may lead to disengagement and a lack of creativity among employees, 
potentially hindering the institution’s ability to adapt to changing circumstances and improve its 
offerings (Oyetunji, 2006). On the other hand, the minimal influence provided by the laissez-faire 
style may be suitable in some contexts, particularly those that require a high degree of autonomy and 
creativity from employees (Zakeer Ahmed et al., 2016). However, this style may also lack direction and 
accountability (Skogstad et al., 2007), ultimately impacting the institution’s overall effectiveness. It 
is worth noting that these leadership styles may be influenced by the cultural traits of top managers, 
as discussed in the previous research finding. For instance, the conservative and modest approach 
to service observed among top managers in the education sector may contribute to their preference 
for authoritarian leadership styles, prioritizing hierarchical structures and clear lines of authority 
(Kennedy, 2002). Therefore, understanding the cultural factors that shape top managers’ leadership 
styles is crucial in promoting positive outcomes for their institutions and the wider community. It may 
also benefit top managers to adopt a more democratic leadership style involving their subordinates 
in decision-making processes and valuing their input, promoting innovation and creativity in the 
workplace (Iqbal et al., 2015).

Communication styles of the top managers
Table 2 shows that top managers “often observed” activist communication style (M = 2.41, SD 

= 0.48). This suggests that they are likely to be outgoing and sociable, enjoying social interactions 
and being in the spotlight. They may also be persuasive and use their charm to influence others. 
Pragmatist communication style (M = 2.21, SD = 0.34) was also “often observed” by top managers. 
This suggests that they may prefer to focus on tangible results and avoid getting bogged down in 
lengthy discussions without a clear direction. They are likely to be straightforward, action-oriented, 
and may not have much patience for abstract or theoretical conversations. Also, top managers “often 
observed” theorist communication style (M = 2.17, SD = 0.33). This manifests that they are precise, 
formal, and objective. They may not be as comfortable with casual or informal communication and 
may tend to focus on facts and figures rather than emotions or personal anecdotes. Top managers 
“often observed” reflector communication style (M = 1.97, SD = 0.32). This means they are analytical 
and deliberate in their decision-making process. They have a calm and collected demeanor and 
consider the opinions and perspectives of others before deciding.

These findings suggest that the communication styles used by top managers can vary based 
on different factors such as context, purpose, audience, and culture. The four communication styles 
identified — activist, reflector, theorist, and pragmatist — provide top managers with a framework 
to understand their communication style and how it may impact their interactions with others. 
Additionally, cultural diversity is becoming increasingly important, and communicating effectively 
across cultural boundaries is essential (Okoro, 2012; Okoro, Washington, 2012). Top managers who 
adjust their communication style to suit different cultural contexts can build stronger relationships 
and promote positive outcomes for their institutions (Mannix, Neale, 2005). Hence, effective 
communication is critical to successful leadership in the education sector (O’Toole et al., 2021).
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Table 2. Communication styles of the top managers
Category Mean SD Description

Activist 2.41 .48 Often Observed
Reflector 1.97 .32 Often Observed
Theorist 2.17 .33 Often Observed
Pragmatist 2.21 .34 Often Observed
Note: 1.00–1.80, Mostly observed; 1.81–2.60, Often observed; 2.61–3.40; Observed; 3.41–4.20, Rarely observed; 4.21–5.00, Not observed.

Preferred organizational cultures of the top managers
Table 3 shows that top managers “mostly observed” accommodating culture (M = 1.73, SD = 0.46) 

who are sincere, easy-going, and customer-oriented, taking a conservative and modest approach 
to service. While mild and routine, they are always respectful and unassuming, making them the 
ultimate traditional customer servant. However, they “often observed” headstrong culture (M = 2.33, 
SD = 0.61), marked by unwavering perseverance and an uncompromising focus, resulting in a distinct 
level of creativity. They prioritize achieving their goals and disregard conventional norms, making it 
appealing to those seeking nonconformity. Also, top managers “often observed” precise culture (M = 
1.91, SD = 0.42) that values order, rules compliance, and a meticulous approach toward perfection. 
They prioritize logic over creativity and are known for their precision and technical sophistication. 
Top managers “often observed” animated culture (M = 2.35, SD = 0.53) who enjoy a fast-paced 
lifestyle that seeks excitement and adrenaline rush. They are highly impulsive and easily bored, 
requiring constant variety in their activities to maintain their high-energy lifestyle. Top managers 
“often observed” introverted culture (M = 2.04, SD = 0.43) who are independent, reserved, and 
thoughtful with a reflective nature. They take life seriously and are cautious, appearing detached due 
to their distrust of superficiality. Despite being introverted, they are accomplished, with a rational 
and deep-thinking perspective that can be misunderstood as pessimism. Top managers “often 
observed” convincing culture (M = 2.05, SD = 0.47) who are outgoing, optimistic, and sales-oriented, 
exuding confidence and seeking attention. While appearing trustworthy and positive, they may also 
be perceived as superficial and trendy. Top managers “often observed” down-to-earth culture (M = 
1.86, SD = 0.49) because they have sincerity, helpfulness, and reliability, making them trusted. Their 
predictable and easy-going nature provides a sense of security, but they may struggle to adjust to 
new situations or paces outside their natural rhythm.

The finding suggests that top managers in the education sector have diverse cultural traits that 
shape their leadership approach. These traits are influenced by their backgrounds, experiences, and 
the unique culture of the education sector (Belford, 2017). Leaders in this sector need to understand 
the cultural factors that impact their role and be aware of how their cultural background affects 
their leadership style, communication style, and decision-making approach (Kavanagh, Ashkanasy, 
2006). For instance, a top manager who grew up in a culture that values direct communication 
and assertiveness may struggle to adapt to the more collaborative and indirect communication 
style common in the education sector. Similarly, a top manager who is used to making decisions 
independently may find it challenging to work within the consensus-driven decision-making culture 
of the education sector.

Furthermore, the unique culture of the education sector emphasizes service, respect, and a focus 
on the needs of students and the wider community (Shields, 2010). Top managers who embody 
these values and are sincere, easy-going, and customer-oriented will likely be more successful. 
These cultural traits can help them build strong relationships with their colleagues, students, and the 
wider community, fostering collaboration, inspiring action, and promoting the institution’s mission 
and values. Moreover, the broader societal and regional culture in which top managers operate can 
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also impact their cultural traits and leadership approach. For instance, a top manager working in a 
culture that values hierarchy and respect for authority may adopt a more leadership style (Akanji 
et al., 2020; Lok, Crawford, 2004). On the other hand, a top manager working in a diverse and 
multicultural community may need to adopt a more inclusive and culturally sensitive approach to 
leadership (Pless, Maak, 2004).

Table 3. Preferred organizational cultures of the top managers
Category Mean SD Description

Headstrong 2.33 .61 Often observed
Precise 1.91 .42 Often observed
Animated 2.35 .53 Often observed
Down-to-Earth 1.86 .49 Often observed
Introverted 2.04 .43 Often observed
Convincing 2.05 .47 Often observed
Accommodating 1.73 .46 Mostly observed
Note: 1.00–1.80, Mostly observed; 1.81–2.60, Often observed; 2.61–3.40, Observed; 3.41–4.20, Rarely observed; 4.21–5.00, Not observed.

Relationship between leadership styles and communication styles 
Pearson’s r was used to explore the relationship between leadership styles and communication 

styles of the top managers. Table 4 revealed no statistically significant relationship between 
authoritarian and activist (r = 0.03, p = 0.70), reflector (r = 0.06, p = 0.51), theorist (r = 0.00, p = 
0.99), and pragmatist (r = 0.00, p = 0.99). Hence, the null hypotheses were accepted. Further, no 
significant relationship was recorded between democratic and activist (r = –0.08, p = 0.37), reflector 
(r = –0.02, p = 0.81), theorist (r = –0.06, p = 0.52), and pragmatist (r = 0.83, p = 0.79). Therefore, the 
null hypotheses were accepted. However, a statistically significant relationship between laissez-faire 
and activist (r = –0.20, p = 0.02); thus, the null hypothesis was rejected. On the other hand, reflector 
(r = –0.080, p = 0.395), theorist (r = –0.118, p = 0.211), and pragmatist (r = –0.096, p = 0.308) were 
not significant. Therefore, the null hypotheses were accepted.

Table 4. Relationship between leadership styles and communication styles

Communication styles
Leadership styles

Authoritarian Democratic Laissez-faire
r p r p r p

Activist .03 .70 –.08 .37 –.20 .02*
Reflector .06 .51 –.02 .81 .01 .90
Theorist .00 .99 –.06 .52 –.06 .47
Pragmatist .00 .99 .83 .79 .00 .98
Note: * — p < 0.05, significant at 0.05 alpha level.

The findings suggest that top managers’ laissez-faire leadership style is statistically significant to 
activist communication style. This implies that their approach to different stakeholders is expected 
to be dynamic, sociable, and persuasive. They are typically the face of the institution, and their ability 
to influence and encourage others greatly impacts the institution’s success. These leaders tend to 
adopt a hands-off approach to their subordinates’ decision-making and work management, fostering 
a sense of empowerment and accountability among employees. However, leaders must balance their 
outgoing and sociable nature with their responsibility to guide and support their subordinates. 
Neglecting their needs can lead to low morale and job dissatisfaction (Alvesson, 2000). Also, rejecting 
the null hypothesis of the relationship between some leadership and communication styles indicates 
that top managers may have preferred leadership styles but still adapt their communication styles 
depending on the situation and audience. Other factors, such as personal values and organizational 
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culture, may influence their communication style (Syakur et al., 2020). Therefore, the relationship 
between leadership and communication styles is complex and context-dependent (Abramson, 2012; 
Fragale, 2005).

Relationship between leadership styles and preferred organizational cultures
Pearson’s r was used to explore the relationship between leadership styles and organizational 

cultures of the top managers. Table 5 revealed a statistically significant relationship between 
authoritarian and down-to-earth (r = 0.18, p = 0.04), thus rejecting the null hypothesis. This finding 
implies that leaders tend to foster a culture that is more grounded, practical, and focused on the bottom 
line. However, headstrong (r = –0.02, p = 0.83), precise (r = 0.12, p = 0.17), animated (r = 0.11, p = 0.23), 
introverted (r = –0.03, p = 0.74), convincing (r = –0.08, p = 0.37), and accommodating (r = 0.09, p = 
0.31) were not significant. Therefore, the null hypotheses were accepted. This means that authoritarian 
leaders may be equally effective regardless of the types of organizational cultures they have.

A statistically significant relationship was found between democratic and down-to-earth (r 
= –0.22, p = 0.01), thus rejecting the null hypothesis. The finding suggests that top managers foster 
collaboration, participation, and shared decision-making while being trusted for their sincerity, 
helpfulness, and reliability. Their predictable and unflappable nature provides a sense of security. 
However, it may also hinder their ability to adjust to new situations or work at different paces. However, 
headstrong (r = –0.03, p = 0.69), precise (r = –0.05, p = 0.57), animated (r = –0.14, p = 0.11), introverted 
(r = –0.01, p = 0.87), convincing (r = –0.07, p = 0.45), and accommodating (r = 0.01, p = 0.90) were not 
significant. Therefore, the null hypotheses were accepted. This suggests that top managers who adopt 
a democratic leadership style can be effective in different organizational cultures. In other words, a 
democratic leader can be successful irrespective of their organizational cultures.

A statistically significant relationship was found between laissez-faire and animated (r = –0.21, 
p = 0.02) and convincing (r = –0.19, p = 0.04), thus rejecting the null hypothesis. This result suggests 
that top managers offer minimal guidance, allowing for decision-making autonomy. Their culture 
prizes speed, excitement, and novelty, with members often impulsive and bored. They have a sales-
oriented and outgoing attitude, projecting confidence and seeking attention. Although trustworthy 
and positive, their focus on trends can appear shallow. However, their focus on trends and surface-
level appeal may be seen as shallow. However, headstrong (r = 0.00, p = 0.97), precise (r = –0.08, p = 
0.35), down-to-earth (r = 0.09, p = 0.32), introverted (r = –0.10, p = 0.24), and accommodating (r = 
–0.05, p = 0.57) were not significant. Therefore, the null hypotheses were accepted. This means that 
laissez-faire leaders can be successful in different types of organizational cultures, indicating that 
their approach is not dependent on the specific culture they have. In other words, a laissez-faire 
leader can achieve the same effect across various organizational cultures.

The findings emphasize that authoritarian top managers tend to have a hierarchical structure, 
with a certain degree of control over their subordinates, and prefer upward communication (Renani 
et al., 2017). While this approach can provide a stable and consistent leadership style, their culture 
may also lead to resistance to change and difficulties in adapting to new situations (Yılmaz, Kılıçoğlu, 
2013). On the other hand, managers who are democratic foster collaboration, participation, and 
shared decision-making, which can lead to more informed and effective decision-making. This 
approach is essential in academic institutions that require input from various stakeholders, and it 
can positively impact morale, motivation, and overall institutional performance (Smith, Benavot, 
2019). Furthermore, trustworthiness and sincerity are crucial cultural traits for top managers, 
as they significantly impact the institution’s success (Salahuddin, 2010). Also, top managers who 
adopt a laissez-faire leadership style can provide teachers and staff with more decision-making 
autonomy, enhancing creativity and innovation (Jamali et al., 2022). However, such administrators 
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must remember that focusing on current trends and surface-level appeal cultures may not lead 
to long-term success. The different leadership styles can still be effective in different educational 
institutions, indicating that they can be valuable in various school cultures (MacNeil et al., 2009).

Table 5. Relationship between leadership styles and preferred organizational cultures

Organizational cultures
Leadership styles

Authoritarian Democratic Laissez-faire
r p r p r p

Headstrong –.02 .83 –.03 .69 .00 .97
Precise .12 .17 –.05 .57 –.08 .35
Animated .11 .23 –.14 .11 –.21 .02*
Down-to-earth .18 .04* –.22 .01* .09 .32
Introverted –.03 .74 –.01 .87 –.10 .24
Convincing –.08 .37 –.07 .45 –.19 .04*
Accommodating .09 .31 .01 .90 –.05 .57
Note: * — p < 0.05, significant at 0.05 alpha level.

Relationship between communication styles and preferred organizational cultures
Pearson’s r was used to explore the relationship between leadership styles and communication 

styles of the top managers. Table 6 revealed a statistically significant relationship between activist and 
headstrong (r = 0.45, p = 0.00), precise (r = 0.29, p = 0.00), animated (r = 0.56, p = 0.00), introverted (r = 
0.47, p = 0.00), and convincing (r = 0.31, p = 0.00). Therefore, the null hypotheses were rejected. While 
down-to-earth (r = 0.10, p = 0.24) and accommodating (r = 0.10, p = 0.27) were found not significant. 
This indicates that top managers have a charismatic and outgoing communication style prioritizing 
goals and nonconformity. In contrast, others prioritize order, compliance, and precision cultures. Some 
are introverted and thoughtful, while others are outgoing, optimistic, and sales-oriented.

A statistically significant relationship was found between reflector and precise (r = 0.46, p = 
0.00), animated (r = 0.28, p = 0.00), down-to-earth (r = 0.41, p = 0.00), introverted (r = 0.22, p = 
0.01), convincing (r = 0.24, p = 0.00), and accommodating (r = 0.35, p = 0.00) cultures. Thus, the null 
hypotheses were rejected. However, headstrong (r = 0.13, p = 0.14) was not significant; hence, the 
null hypothesis was accepted. The result means that a reflective leader in education would prioritize 
order, compliance, and technical sophistication over creativity and may enjoy a fast-paced lifestyle. 
They value sincerity, helpfulness, and reliability but may struggle to adapt to new situations. Outgoing 
and sales-oriented leaders may appear trustworthy and positive but can be perceived as superficial 
and trendy. Their culture takes a conservative and modest approach to service.

A statistically significant relationship was found between theorist and headstrong (r = 0.38, 
p = 0.00), precise (r = 0.31, p = 0.00), animated (r = 0.39, p = 0.00), introverted (r = 0.45, p = 0.00), 
and convincing (r = 0.23, p = 0.01). The null hypotheses were rejected. On the other hand, down-to-
earth (r = 0.08, p = 0.35) and accommodating (r = 0.16, p = 0.08) were found not significant. The null 
hypotheses were accepted. Top managers with this theorist communication style will likely prefer 
precise and formal written communication with detailed explanations and data to support their 
arguments. Their culture values order, compliance, and a meticulous approach toward perfection. 
They enjoy a fast-paced lifestyle that requires constant variety. They have an independent, reserved, 
and thoughtful nature and take life seriously, with a rational and deep-thinking perspective that can 
be mistaken for pessimism.

A statistically significant relationship was found between pragmatist and headstrong (r = 0.43, 
p = 0.00), precise (r = 0.37, p = 0.00), animated (r = 0.35, p = 0.00), down-to-earth (r = 0.18, p = 
0.04), introverted (r = 0.38, p = 0.00), convincing (r = 0.25, p = 0.00), and accommodating (r = 0.26, 
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p = 0.00) cultures. Thus, the null hypotheses were rejected. This suggests that a pragmatist top 
manager prioritizes practical discussions and tangible results, valuing order, compliance, technical 
sophistication, and achieving goals. They have a fast-paced lifestyle but may struggle to adapt to new 
situations. They are outgoing and optimistic but may also be perceived as superficial and trendy 
while maintaining sincerity, helpfulness, and reliability.

The results found that activist top managers who prioritize goals and nonconformity can 
inspire and motivate their team members to think outside the box and innovate. However, they 
may struggle with maintaining order and compliance in the educational environment, which 
requires following established policies and procedures (Noguera, 2003). On the other hand, top 
managers who prioritize order, compliance, and precision cultures may excel at ensuring that 
educational institutions run smoothly and adhere to regulations. However, they may struggle with 
promoting creativity and adapting to new situations (Bassett-Jones, 2005). Reflective leaders in 
education prioritize order, compliance, and technical sophistication over creativity. This approach 
can benefit academic institutions that require accuracy and attention to detail, such as research-
based institutions (Brew, Jewell, 2012). However, they may struggle with adapting to changes in the 
educational landscape and implementing new ideas. Top managers with a theorist communication 
style tend to value precise and formal written communication, which can be useful in the academic 
context where documentation is essential (Shachaf, 2008). They also prioritize order, compliance, 
and a meticulous approach toward perfection, which can be valuable in educational institutions. 
However, their tendency towards perfectionism and deep thinking may cause them to struggle with 
making quick decisions (Kelly, 2015). Pragmatist top managers prioritize practical discussions and 
tangible results, which can benefit educational institutions focusing on outcomes. However, they 
may struggle with adapting to new situations and be perceived as superficial and trendy, which can 
cause challenges in educational institutions requiring consistency and reliability (Zhu, Engels, 2013). 
Ultimately, each leadership style has its strengths and weaknesses, and choosing the appropriate 
culture depends on the context and goals of the educational institution (Griffith et al., 2016).

Table 6. Relationship between communication styles and organizational cultures

Organizational cultures
Communication styles

Activist Reflector Theorist Pragmatist
r p r p r p r p

Headstrong .45 .00* .13 .14 .38 .00* .43 .00*
Precise .29 .00* .46 .00* .31 .00* .37 .00*
Animated .56 .00* .28 .00* .39 .00* .35 .00*
Down-to-earth .10 .24 .41 .00* .08 .35 .18 .04*
Introverted .47 .00* .22 .01* .45 .00* .38 .00*
Convincing .31 .00* .24 .00* .23 .01* .25 .00*
Accommodating .10 .27 .35 .00* .16 .08 .26 .00*

Note: * — p < 0.05, significant at 0.05 alpha level.

Conclusions

Top managers had individual leadership styles that described their personality, character, 
tradition, and beliefs in managing their institution and their subordinates, whatever their personal 
and professional backgrounds. These styles might be visible in the environment of the workplace, 
the system of administration, and the organization’s success rate.
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Also, it was found that top managers were not only using or relying on one approach in 
communicating with other personnel in the organization but a combination of different perspectives. 
Therefore, the communication styles depend on the transaction, the audience, and the speaker’s 
purpose or intention. Thus, there is a need to know and identify the styles used by top managers to 
avoid or minimize misunderstanding.

In addition, the findings and results of the study shed light on the diverse cultural influences 
that top managers uphold in their organizational leadership. It became evident that their actions 
and strategic plans were strongly influenced by their personal values, attitudes, traditions, and self-
perceptions. These cultural references became pivotal factors that top managers could leverage to 
drive substantial changes toward sustainability and development within the organization.

Moreover, this study measured the significant relationship between leadership and some 
communication styles. Therefore, it was comprehended that the leadership styles portrayed by the 
top managers were directly associated with their communication styles. This meant that if they were 
authoritative, their manner of conversing was expected to be strict and definitive. However, some 
top managers were not represented by the leadership styles in conversing.

Also, it was concluded that top managers’ leadership styles were linked to their organizational 
culture. The image they showed was affected by personal values, attitudes, traditions, and self-
perceptions. However, some believed their leadership styles indirectly related to their organizational 
culture.

Lastly, the communication styles could be attributed to the organizational culture of the top 
managers. This meant that the beliefs and traditions of the top managers had significance and 
contribution to how they conveyed their ideas.

Therefore, top managers’ leadership styles, communication styles, and organizational cultures 
were directly and indirectly related. They were the key elements to identify for it needs attention 
because it might bring positive or negative effects to the organization’s success.
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Аннотация. Цель. Это описательное исследование было направлено на определение стилей 
руководства, стилей общения и типов воспринимамой организационной культуры, а также их 
взаимосвязей среди топ-менеджеров. Дизайн исследования. Была использована комбинация 
адаптированных и разработанных автором анкет для сбора данных среди 115 руководителей 
отделов, деканов, заместителей директора, директоров, администраторов кампусов и вице-пре-
зидентов одного из колледжей на Филиппинах. Собранные данные были обработаны на основе 
подсчёта частоты, процентного соотношения, среднего значения, медианы, стандартного откло-
нения и коэффициента корреляции Пирсона. Выводы. Результаты показали, что большинство топ-
менеджеров «опознавали у себя» авторитарный и либеральный стили руководства, в то время 
как демократический стиль был «редко встречающимся». Они «часто отмечали у себя» все стили 
общения, а именно: «активист», «прагматик», «теоретик» и «рефлексирующий». Кроме того, они «в 
основном наблюдали» приспособительную организационную культуру, хотя часто также отмечали 
«упрямую», «точную», «оживлённую», «замкнутую», «убеждающую» и «прагматичную». Была 
обнаружена статистически значимая связь между: попустительским стилем руководства и акти-
вистским стилем общения; авторитарным стилем руководства и прагматичной организационной 
культурой; демократическим стилем руководства и прагматичной организационной культурой; 
попустительским стилем руководства и оживлённой и убеждающей организационной культурой; 
активным стилем общения и упрямой, точной, оживлённой, замкнутной и убеждающей организа-
ционной культурой; между рефлексирующим стилем общения и точной, оживлённой, прагматич-
ной, замкнутой, убеждающей и приспособительной организационная культурой; теоретическим 
стилем общения и упрямой, точной, оживлённой, замкнутой и убеждающей организационной 
культурой; а также между прагматическим стилем общения и всеми типами организационной 
культуры. Практическая значимость. Топ-менеджеры были связаны с разными людьми и культу-
рами. Эти различия не мешали работать слаженно и эффективно, напротив это дало возможность 
создать отношения, которые будут способствовать достижению целей организации. Ценность 
результатов. В этой статье использовались различные стили лидерства, стили общения и видами 
организационной культуры, которые не вошли в предыдущие исследований. Результаты исследо-
вания дополнят существующую литературу по самооценке, лидерству и менеджменту.

Ключевые слова: стили руководства, стили общения, организационная культура, топ-менеджеры.


