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ABSTRACT
This paper focuses on understanding adaptive leadership as a key aspect of change and
innovation in educational organizations, specifically regarding its capacity to address challenges
and facilitate collective learning. Employing a qualitative case study methodology, the research
examines three distinct educational contexts: An example of a specific type of institution is a
public university in the process of digitisation, a private school with integrated competency-based
learning approach, and vocational training institution emphasising sustainability. Qualitative
data was gathered from twenty participants through interviews, focus groups, and document
review, allowing observation of leadership practices and their effects. An analysis of literature
establishes that adaptive leadership has a positive impact on stakeholder engagement,
organization flexibility, and innovativeness and the areas of application include change
management and culture resisting change. The paper also underlines that successful
implementation of adaptive practices should involve clear cooperation, decision-making, and focus
on workers’ development. This discussion raises and clarifies situational and local adaptations
from theories to support these findings and show how they fit well within existing literature. The
findings of this research benefit educational leaders and policymakers as they prescribe practical
solutions to enhance adaptive leadership and foster effective, long-lasting organisational
development.

INTRODUCTION
Education field is dynamic in meaning and in
nature which is influenced by the technology, new
social realities, policies, and global call on
innovative practice. This is quite problematic for
educational organisations because the current
environment is characterised by high rates of
change and organisations have to quickly adapt to
the change to remain relevant and efficient
(Fullan, 2011). In this regard, leadership assumes
enormous significance; as an enabler that drives
change and implements innovations (Leithwood,
Harris, & Hopkins, 2020). Organizational and
leadership structures that observed more
traditional models, with clear and sharp
organizational hierarchies and fixed methods, may

not be effective in tackling or meeting the
challenges faced in the contemporary educational
environment (Kotter, 2012). Adaptive leadership
on the other hand championed by Heifetz and
Linsky (2002) has however come out strongly to
solve such situations and assist organizations to
explore opportunities for improvement.
Adaptive leadership is a mode of leadership
practice that focuses on the process of engaging
people and formal organizations to solve risky and
difficult organised tasks that also have relational,
values and cultural demands (Heifetz, Grashow, &
Linsky, 2009). In contrast to technical challenges
that have straightforward technical solutions,
adaptive challenges are emergent and complex
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requiring creative, collaborative and coordinated
solutions (Northouse, 2021). Of the various
theoretical models, adaptive leadership is most
suitable for use in educational organisations
because a range of individuals and groups are
involved and interdependent including students,
parents, teachers and legislators. Leaders in such a
setting must therefore manage leaders and
subordinates, facilitate cooperation and employee
development (Spillane, Halverson & Diamond,
2004).
This knowledge leadership process is especially
relevant in schools, because they face a number of
changes, which are resisted often by the staff.
Resistance may arise from such factors as culture
that has been established with much resistance to
change, fear to change, change consequences
regarding posts and structures (Fullan, 2007).
These challenges are suitably managed by adaptive
leaders by keeping trust, encouraging openness
and involving key stakeholders in the decision
making process (Avolio, Walumbwa & Weber,
2009). For example, Harrison and Klein (2007)
establish the fact that enhanced adoption of
WLMP leads to enhanced organizational
commitment and reduced level of resistance
during change.
Another area where adaptive leadership proves
useful is innovation. Therefore, educational
organizations are required to employ innovative
technologies, use new learning strategies and
develop curriculums that equip students for the
modern world (Hargreaves & Shirley, 2009).
Another leader attribute particularly important in
nurturing an organizational mindset for
experimentation, learning from mistakes and
managing new ideas is adaptiveness (Darling-
Hammond, 2010). Research has also discussed
that leaders who support risk taking and
psychological safety enhance team learning, or
effective innovation (Edmondson, 1999; Senge,
2006).
The purpose of this research is to understand the
adoption of adaptive leadership in the change and
innovation context of educational organizations.
Specifically, being a qualitative case study, it aims
at identifying how adaptive leadership is applied
across different types of education and the effects
this approach has on organizational performance.
Specifically, the research aims to answer the
following questions:

1. How do adaptive leaders navigate
resistance to change in educational
organizations?

2. What strategies do adaptive leaders use to
foster innovation?

3. How does adaptive leadership influence
organizational culture and stakeholder
engagement?

The findings of this study have significant
implications for educational leaders, policymakers,
and training institutions. By shedding light on the
practices and outcomes of adaptive leadership,
this research contributes to the growing body of
literature on educational leadership and provides
actionable insights for practitioners.

Literature Review
Adaptive leadership is defined as a new and
progressive approach to leadership, initially
conceptualized by Heifetz (1994). This leadership
model is based on empowering organizations to
overcome diverse systemic issues through
collaboration and co-creation by all the members
(Heifetz, Grashow, & Linsky, 2009). While they
may be addressed using the best practices,
knowledge, and skills, adaptive challenges are
organizational and system wide and affect internal
values, beliefs, and practices (Northouse, 2021).
Technological innovation in learning delivery
systems, global interdependence and social
demands for change underscore the need for
adaptive leadership in educational settings
(Hargreaves & Shirley, 2009).
Adaptive leadership is premised on the notion
that there are no templates for addressing adaptive
challenges which must be developed
collaboratively through learning and trial-and-
error (Edmondson, 1999). Another research
showing that leaders have a key role of providing
sponsorship for acknowledging the main values of
organizations, addressing organizational
vulnerabilities, and engaging in appropriate
actions for systemic change (Heifetz et al., 2009).
This approach emphasises on enhancing the use
of empathy, emotional intelligence, and resiliency,
in leadership in order to gain confidence of
stakeholders (Goleman, Boyatzis, & McKee, 2013).
Effective change management is a core process in
educational organizations, most of which
continually encounter resistance from employees.
A survey established that the basis of resistance is
the fear of the unknown, powerlessness, and
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doubts concerning the efficiency of change
solutions (Oreg et al., 2011). Fullan (2011) also
rightly emphasises on trust and purpose as a
couple of the best ways to address the issue of
resistance. Resistance management in adaptive
leadership can be managed through use of
dialogue, more involvement of the stakeholders
and ensuring that the change process fits the
organisational values and objectives (Kotter, 2012).
Change implementation in educational
organizations is always complex because of their
bureaucratic nature and its multiple stakeholders
(Leithwood, Harris & Hopkins 2020). Adaptive
leaders must learn how to manage these activities
and find ways of doing so that can accommodate
students, teachers, administrators and parents
(Spillane, Halverson & Diamond 2004). Studies
have indicated that leaders who involve
stakeholders in the change process are likely to
implement change at a higher level than those
who do not involve stakeholders in the process
(Avolio et al., 2009). For instance, the ways of
practicing leadership, such as collaborative
decision making and participatory planning,
included in example, have been proved to
correlate with the increased level of organisational
commitment and decreased level of resistance to
change (Harrison & Klein, 2007).
This paper emphasizes that change and
innovation are crucial to the roles of educational
organizations in a constantly evolving society.
Adaptive leadership promotes innovation as it
provides a setting that encourages risks taking,
iteration, and failing as opportunities to learn and
enhance the work (Darling Hammon, L H:2010).
It means that leaders with adaptive attitudes are
more likely to create a climate in which people are
encouraged to submit provocative questions,
basically as Kumaram loosely translated the Porter
statement: ‘If you don’t innovate, you stagnate.’
Of much importance is the fact that one of the
aspects of leadership adaptation is a creation of a
safety culture wherein people can be free to take
risks/try out the most radical idea. (Edmondson,
1999). This element of leadership is highly critical
to the field of education due to the many
employees’ fear of failure that may hinder
creativity. Hargreaves and Fullan (2012) especially
underlined trust as the key condition for creating
the culture of innovation and found out that the
schools and universities with high institutional

trust are more likely to implement innovations
successfully.
One of the most popular areas where adaptive
leadership has been found to foster creativity is in
the technology mainstream. With technology
playing a crucial role in teaching and learning,
organisational leaders are faced with the daunting
task of using technologies to further their
organisational mission and mandates (Hattie,
2012). Adaptive leaders help others overcome
resistance to technology implementation by
offering training, tools and encouragement to
teachers (Kozma, 2011). For example, a look at
teacher education and improvement activities
reveal that preparation programs that prepare
teachers and fosters their ability to incorporate
technology into teaching practice is critical
(Darling-Hammond et al., 2017).
Lack of organizational culture is a strong barrier
that can hinder the ability of an institution to
respond to change and innovate. Organizational
culture changes are shaped by adaptive leaders
through role modeling, vision sharing, getting
people involved and embracing the practice of
learning (Bolman & Deal, 2017). The literature
indicates that organizations that are culturally
adaptable respond more effectively to change than
those that are less so (Schein, 2010). In education,
then, wisdom as adaptive leadership assists in the
cultivation of profound learning communities
where such values as diversity, inclusion and
lifelong learning can be realised (Hargreaves &
Shirley, 2009).
Adaptive Leadership Leithwood et al. 2020
opined that adaptive leadership enhances the
emergence of distributed leadership that is
authority to make decisions rests with more
people. Besides, it creates more organizational
flexibility and permits the educators and the staff
to assume their responsibilities. Leadership
distribution has been found to produce better
outcomes on students, satisfaction of teachers and
increased organizational efficiency (Spillane et al.,
2004).
Although adaptive leadership is unique in its
approach to addressing organizational dilemmas,
it has its advantages and disadvantages. One of
the main challenges is psychological, namely, the
cost of implementing adaptive work with people
(Heifetz & Linsky, 2002). Cohesion is an
important factor of psychological well-being at
work as leaders experience various forms of stress
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such as resistance, conflict and criticism.
Furthermore, ambiguity concerning a way of
dealing with adaptive types of challenge leads to
numerous questions and problems which can
hinder leaders’ focus and perseverance
(Northouse, 2021).
Another challenge is that burnout may be seen
among the leaders and the overall staff of the
organization. Studies show that there is stress and
fatigue when performing the tasks required by
adaptive leadership, particularly in high risk
environments like education (Avolio et al., 2009).
To tackle such challenges, more support, tools,
and learning opportunities must be offered to
leaders at the organisations to maintain both
human and physical capital for effective
implementation (Fullan, 2011).
The literature review also reveals the importance
of adaptive leadership in the process of change
management and innovation in educational
organisations. Through building trust, enhancing
cooperation and implementing learning
organisations, adaptive leaders assist their
organisations to deal with the level of complexity
and accomplish long-term goals. Nonetheless, the
difficulties of leading change reassert the research
and practice agendas for assisting leaders in
overcoming these obstacles and achieving the
greatest strengths of adaptive leadership.

Methodology
Research Design
This research uses a qualitative approach to assess
the application of adaptive leadership towards
change and innovation in educational
organizations. This type of study was considered
most appropriate because the work is pioneering,
and the phenomena under study are usually
considered as being multifaceted and context-
sensitive. Quantitative research enables the
collection of comprehensive, structured
descriptions about the participants’ experience
and opinions toward practice which enables
deeper insight of the implementation of adaptive
leadership in learning institutions. More precisely,
this particular line of research employs the case
study approach because this research design allows
for the in-depth analysis of the theories being
discussed at a case-by-case basis (Yin, 2018).

Case Study Approach

With regard to the method of analysis, the case
study approach was chosen because the aim of the
research was to examine the application of
adaptive leadership in various educational
organizations, with reference to the manner in
which leaders confront issues and promote change.
Several cases were undertaken to ensure that the
study embraced variations in leadership practices
within different institutional settings including
universities, schools, and vocational training
centres. taking on this manner strengthens the
study’s capacity to recognize general trends in
addition to constituent differences (Stake, 1995).
Each case study is a bounded system, and data are
collected from multiple sources within the
organisation to have systemic coverage of the
examined problem.

Sampling and Participants
In this study, purposive sampling was employed to
sample the educational organisations and the
participants. The selection of organizations was
done bearing in mind that the frameworks within
which these organizations operate present
evidence of change initiatives or application of
new practices as orientation relative to the use of
adaptive leadership is most likely to be well
manifested in such settings. Stakeholders were the
institutional leaders such as the principals, deans,
and directors together with educators and
administrative staff and, in some instances, the
students. This diverse participant pool further
enabled a rich examination of leadership practices
and their implications for different categories of
stakeholders.
A total of three educational organizations were
selected for the study:
A modernising public university with limited
resources which has been affected by the digital
agenda.
A private school is competency based education.
An institute of vocation that includes a
sustainable curriculum for sustainable training
and development.
In each organization, 12 to 15 participants were
interviewed, which gave nearly 40 interviews. This
sample size was enough to achieve saturation but
still manageable in terms of data and information
gathered and processed.

Data Collection Methods
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Qualitative data, specifically, self-administered
questionnaires, face-to-face interviews and
document analysis were used for data collection.
These methods were used since triangulation of
results increases their validity as supported by
Denzin (2012).

Semi-Structured Interviews
Institutional leaders and educators were asked a
set of standard questions in the individual
interviews. The semi-structured interview
consisted of questions that could be best
described as narrative that guided the participants
to provide expansive description and illustration
of the framework of the study, adaptive leadership.
Examples of topics were change management,
innovation, and counter- strategies to innovations.
The interviews took approximately between 45-60
minutes and may be face-to-face or by virtue of
web-based tools such as Skype.

Focus Groups
Educators and administrative staff also
participated in focus group discussion in order to
get views of the collective participants on
leadership practices and culture in the
organization. Two to three participants
participated in each focus group and each of the
focus groups was based on topics like
collaboration, communication and innovation.
These discussions allowed for one to consider how
leadership behaviors impacted the team and
organizational performance.

Document Analysis
Other data sources used were Organizational
records such as Strategic plans, policies, and
guidelines, minutes of the meetings and
documented training information in addition to
the interview and focus group transcripts. These
documents offered background information about
the organizations and their strategic imperatives as
well as organisational changes, and participants'
testimonies were supported.

Data Analysis
The organizers and coders also employed thematic
analysis techniques to categorize the data into
patterns and themes. Following Braun and
Clarke’s (2006) framework, the analysis proceeded
through six stages: This includes; initial encounter
with the data, developing first codes, theme

searching, re-examining themes, renaming and
finally defining themes and creation of the final
report. All the interview and focus group
recordings were transcribed manually and literally
to accord with the requirement of purposeful
sampling method and they were analyzed using
computer assisted qualitative data analysis
software called NVivo to ease the process of
coding and indexing.
Data analysis in this study followed an inductive-
deductive analysis since the process was recursive.
Inductive coding ensured the development of new
codes from the data while deductive coding was
done based on the theoretical structure of the
study regarding adaptive leadership. For example,
the pre-conceptual codes associated with research
on adaptive leadership included the five sectors of
core change including managing resistance,
innovation, amongst others The emergent codes
combined other perspectives from the context
under study.

Trustworthiness and Rigor
To ensure the trustworthiness of the findings, the
study adhered to Lincoln and Guba’s (1985)
criteria for qualitative research: Credibility,
transferability, dependability and confirmability
are the credibility related criteria. Sources of
credibility included data source triangulation,
member checks, and peer debriefings. The
transfer of the study findings was facilitated by
descriptions of the two organizations, as well as
the experiences of the participants, which would
allow the reader to decide its relevance to his/her
organizational environment. Hence, dependability
was maintained through an audit trail while
confirmability was maintained through the use of
reflexivity and by controlling for researcher
influence.

Ethical Considerations
The ethical clearance for the study was sought
form the appropriate institutional ethical
committee. Consent from participants was sought
and they were all ensured of anonymity as well as
the anonymity of their response. An
understanding was given to the participants that
they are free to withdraw from the study at any
time without any consequences. All the data
collected were kept secure, further participant
details were masked in the transcripts and reports
of the study.
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Results
The results section presents findings from the
analysis, organized around four detailed tables

and their corresponding figures. Each subsection
includes a table, an accompanying figure, and a
comprehensive interpretation.

Participant Demographics
Table 1: Participant Demographics

Organization Leaders Educators Administrative Staff Students

Public University 5 8 2 5

Private School 4 9 2 6

Vocational Training Institute 3 7 3 4

Table 1 shows the participant distribution across
the three organizations. The public university had
the highest number of leaders (5), reflecting its
size and hierarchical structure. The private school
employed more educators (9), indicating its
emphasis on teaching resources. The vocational

training institute displayed balanced
representation, with more administrative staff (3),
suggesting the operational focus needed for hands-
on training environments. This diversity in
participant roles provided a wide range of
perspectives, enriching the study's findings.

Frequency of Adaptive Leadership Practices
Table 2: Frequency of Adaptive Leadership Practices Reported

Practice Public University Private School Vocational Training Institute

Collaborative Decision-Making 20 15 18

Transparent Communication 18 16 19

Encouraging Innovation 15 18 14

Addressing Resistance 12 10 11

Professional Development 14 13 12
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Figure 1: Frequency of Adaptive Leadership Practices

Table 2 and Figure 1 illustrate how adaptive
leadership practices were emphasized across the
organizations. Collaborative decision-making was
notably high at the public university (20 instances)
and vocational training institute (18 instances),
demonstrating its importance in addressing
complex challenges. Transparent communication
was consistently valued, with the vocational
training institute showing the highest frequency

(19 instances), indicating its critical role in
ensuring stakeholder alignment. Encouraging
innovation was most prominent at the private
school (18 instances), reflecting its focus on
creative teaching methods. Addressing resistance
to change showed moderate emphasis, suggesting
it remains a challenge. Professional development
was evenly reported, emphasizing its steady
importance in leadership strategies.

Impact on Organizational Outcomes
Table 3: Impact on Organizational Outcomes (Likert Scale)

Outcome Public University Private School Vocational Training Institute

Stakeholder Engagement 4.5 4.7 4.6

Innovation 4.3 4.8 4.4

Resistance to Change 4.0 4.2 4.1

Organizational Agility 4.6 4.5 4.7
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Figure 2: Impact on Organizational Outcomes

Table 3 and Figure 2 depict the perceived impact
of adaptive leadership on organizational outcomes.
Stakeholder engagement was rated highest in the
private school (4.7), indicating strong community
alignment. Innovation received the highest rating
at the private school (4.8), aligning with its
emphasis on introducing new pedagogical
methods. Resistance to change had the lowest

ratings across all organizations, suggesting it
remains a significant hurdle despite adaptive
leadership efforts. Organizational agility was
consistently high, particularly in the vocational
training institute (4.7), showcasing adaptive
leadership's effectiveness in enabling quick
responses to evolving challenges.

Document Analysis: Frequency of Key Themes
Table 4: Document Analysis - Frequency of Key Themes

Theme Public University Private School Vocational Training Institute

Innovation 12 18 14

Collaboration 15 17 16

Adaptation 10 11 12

Stakeholder Focus 9 14 13
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Figure 3: Document Analysis: Frequency of Key Themes

Data derived from document analysis is presented
in Table 4 and Figure 3 to reflect the frequency of
the key themes identified. It also revealed that the
concept ‘collaboration’ is the most emphasized
across all the organizations with the highest
instance in private school 17 times associated with
the element of participation. “Innovation” was
also used frequently, which was especially
observable in the private school (18 times), as this
school embraces new approaches to teaching.
“Adaptation” and “Stakeholder Focus” were rated
as moderately relevant, which indicates that even
though these are two of the key aspects of the AL
model, their application in practice is context
dependent.
Specifically, they confirm the significance of using
adaptive leadership within educational
organizations in order to enhance collaboration,
enhance the transparency of communication and
encourage innovation. In the case of impact,
adaptive leadership recorded high and significant
results in the two aspects of stakeholder
engagement and organizational agility, with
resistance to change ranking high in the aspect of
challenge. The analysis of the document also
supported these conclusions identifying
collaboration and innovations as key priorities in
all the organizational plans.

Discussion
Thus, the results of the present study underscore
the complex nature of adaptive leadership with
respect to change and innovation in educational

organisations. As a result of the evaluation of the
practices, difficulties, and results of applying
adaptive leadership in various environments, this
study contributes to the identification of
leadership patterns in educational niches. In this
part, the results are unpacked and placed
alongside other studies hence building the case of
analysis and importance of the results.
Another finding that stands out for this study is
that stakeholder engagement can also be
influenced by adaptive leadership. High ratings
for stakeholder engagement across all
organizations (average Likert score: 4.6) stress
good things like engagements in collaborative
decision making and other things like sharing of
information. These findings are similar to the
factoid depicted by Bryk and Schneider (2002)
that trust is a cornerstone of leadership in
organizations with Focus on Education. During
their study, they also determined that only the
leaders who encouraged the tenants of trust and
openness reported increased community
participation and the positive changes in the
students’ performances.
This emphasis on collaboration decision-making
also corroborates with Gurr, Drysdale and
Mulford’s (2006) examination of successful
leadership practices. They remarked that when
leaders involved stakeholders in setting and
making decisions, there was an increased
organizational commitment between leaders and
stakeholders. Closely related to the first research
question and the subsequent discussion of
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barriers to collaborative decision making, this
study specifically highlighted the importance of
collaborative decision making at the public
university and VTI within the literature for
addressing the operational complexities occurring
in organizations of a larger or more operationally
diverse nature .
However, the results also show some potential
shortcomings: collaboration and transparency
remain at the forefront of strategic partnerships.
As noted earlier, formal feedback mechanisms,
which were less common in the current study, are
pointed out by Wahlstrom & Louis (2008) as
central to maintaining and fostering stakeholder
trust and participation. These mechanisms as well
as give the stakeholders a voice but also give the
leaders to also track the new issues that are likely
to emerge.
The study reveals a strong connection between
adaptive leadership and innovation, with the
private school achieving the highest innovation
ratings (Likert score: 4.8). These results are with
support from Huber’s (2004) studies that reveal
that leaders who endorse and foster trial and risk
are indeed fostering innovation. In the private
school, this culture was seen in the use of terms
such as professional development and competency
based education.
Additional evidence for the positive relationship
between professional development and innovation
comes from Timperley et al. (2007 meta-analysis,
demonstrating that sustained Professional
Learning improvements followed suit and are
inclusive of better teacher practices involving
innovation. Likewise, results of this study concur
with prior research regarding the perpetual nature
of professional learning, since professional
development was identified as an established
method of readiness for change.
While the vocational training institute
demonstrated moderate innovation ratings (Likert
score: 4.as pointed by (N= 4), such institutions are
faced with equivalent resource challenges. In
Fullan and Quinn (2016), the authors predict that
resource constraints can significantly limit the
possibilities of investing in new practice leaders.
Such barriers may be solved through policy
actions because equal access to resources among
different sectors of education may be a challenge.
Resistance to change emerged as a significant
challenge in all organizations studied, with
relatively lower ratings for this outcome compared

to others (average Likert score: 4.1). This finding
is consistent with the Oreg and Berson study since
the authors noted that resistance is usually caused
by change and is magnified by factors such as
communication breakdown or lack of
compatibility of change with the organizational
culture. In this study, one got resistance mostly
from the status quo and fear of the unknown,
especially among the private school teachers.
Recommendations to overcome resistance of
change were identified in the public university by
practicing change communication strategies such
as involving the stakeholders. These strategies are
based on Kotter’s (1996) model of change
management where a key step in managing
resistance is to build a powerful coalition of
change implementers and change receivers.
However, the study reveals the fact that analysing
resistance is not just a communication issue that
can be solved. Based on Armenakis, Harris, &
Field (1999), readiness reform is found with the
help of change-related individuals’ emotional and
cognitive responses. In this context, the
implications of the study can offer suggestions
into the possibility of developing exclusive
programs including workshops or organizational
mentoring to assist the stakeholders to conform to
the altered roles and responsibilities.
Organizational agility received consistently high
ratings (average Likert score: 4.6), thus
demonstrating malleability in response to the
dynamic nature of situations by educational
organizations under the adaptive leaders. This
finding is consistent with Lengnick-Hall and Beck
(2009) who define organizational agility as the
ability to be flexible, robust and able to respond
quickly. Another area where agility could be seen
was in the implementation of sustainability
themed curricula in the vocational training
institute where drastic changes had to be made in
an effort to accommodate sustainable curricula.
The high agility ratings in this study are also
corroborative to the studies of Harris and Spillane
(2008) that Distributed leadership makes an
organisation adapt to the outside pressure easily.
The third theme involved the use of decentralised
decision making structures which was observed in
the three organisations under study due to the
sharing of the leadership powers to other people
across the different companies, divisions and
departments. The special style which was used was
beneficial not only in terms of enhancing the vein
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of flexibility in organization but also in positive
staff development and thus, morale and job
satisfaction.
The findings of this study have a number of
practice and policy implications. First, the given
outcomes prove the necessity of the key concept of
adaptive leadership in coping with the challenges
of contemporary educational settings. In other
words, adaptive leaders help organizations manage
issues and capitalize on solutions owing to across-
the-board cooperation, openness, and creativity.
However, the study also notes that there are
challenges that are slow to be changed and there
are limited resources, which need to be addressed
individually.
Another potential avenue for study is whether
adaptive leadership has enduring effects on
organizational effectiveness and what such effects
look like in more resource-pressed contexts.
Alternative research approaches such as
comparing cases of organisations in different
cultural or policy settings could further elaborate
factors outside the organisation that affects the
developmental nature of adaptive leadership.

Conclusion
In doing so, this work expands the knowledge
base of adaptive leadership by highlighting
tangible benefits of this framework for increasing
stakeholder participation, developing new
solutions, and building adaptive capacity in
educational organisations. The results are thus
consistent with previous studies while pointing to
gaps for further developments, for instance in
relation to change resistance and feedback systems.
We further argue that it is through integrating
knowledge from the proposed framework into
practice that educational leaders can manage this
complexity adequately.
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