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 ملخص باللغة العربية:

يدتكذف هذا البحث الكسي مسارسة التغذية الراجعة التراعدية في تقييم  رؤسياا اساديان مي  
الجامعيا  الحومممية الديعم،يةه ف يدك الكذيف عي  ت بمق يا فيي العيال  ابل أعزاا هيئة التدريس في 

الحقمقييي أتيريرهييا أالتحييديا  التييي تماج  يياا أميي  دييسة اسييتخدان ،راسيية استقرييا مة تيي  تم يع ييا عميي  
عزيييمماه  1661عزيييمما فيييي هيئييية التيييدريس مييي  إجسيييالي  413عيشييية مختيييارا اسيييتراتمجمما موم ييية مييي  

ا مة شاممة لتفدير البما ا ا تكذف الشتا ج ع  ا فراة حاسي   يذيعر تدتخدن الدراسة تحممس  إحر
أعزاا هيئة التدريس بالت سمش في عسممة تقيم  رؤسياا أاديام  ه ميل الحيد اس، ي  مي  السذيار ة فيي 
صشل القرار أأ آلما  التغذية الراجعةا أعم  الرغ  مي  للي ه هشياج إجسياى عمي  إموا مية تعزييز ر،أ، 

ييا العما ييت الحاسييسة التييي تحييمة ،أ  التشفيييذ الفعييل التريياعدية  لمرييفا  القما،يييةا أتحييد، الدراسيية أيزم
الفعيييياة لمتغذييييية الراجعيييية التريييياعديةه م ييييل  ييييدرا الت بيييييته أا عييييدان الذييييفا مةه أالسذييييار ة السحييييدأ،ا 

 سعزاا هيئة التدريسا
لراجعية الترياعدية فيي لا تمفر هذه الشتا ج رؤى قمسة حمة السسارسيا  أالتريمرا  الحالمية لمتغذيية ا 

ا إل  ضرأرا إجيراا تحدييشا  مشةسية لتحقييت فما يدها فيي تشسمية  التعمم  العالي فحدبه فل تذير أيزم
الس يييارا  القما،يييية بذيييول  اميييلا إ  معالجييية هيييذه التحيييديا  السحيييد،ا يسوييي  أ   ييي ،  إلييي  مجتسيييل 

 يياك فييي فعالميية أ، شامموميية أكييا،يسي أك يير مذييار ة أديئيية ر،أ، فعييل فشيياااه مسييا يديياه  فييي   اييية الس
 القما،ا الجامعمةا
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Abstract: 

This quantitative investigation explores the practice of upward 

feedback in evaluating department heads by faculty members within Saudi 

public universities, aiming to uncover its real-world application, impact, and 

the challenges it faces. Utilizing a survey distributed to a strategically 

selected sample of 314 faculty members out of a total of 1,660, the study 

employs comprehensive statistical analyses to interpret the data. Findings 

reveal a critical disconnect: faculty members feel marginalized in the 

evaluation process of their department heads, with minimal engagement in 

decision-making or feedback mechanisms. Despite this, there is a consensus 

on the potential of upward feedback to enhance leadership qualities. The 

study also identifies critical barriers to the effective implementation of 

upward feedback, such as infrequent application, lack of transparency, and 

limited faculty involvement. These findings not only provide valuable 

insights into the current practices and perceptions of upward feedback in 

higher education but also point to the necessity for structured improvements 

to fully realize its benefits for leadership development. Addressing these 

identified challenges could lead to a more engaged academic community 

and a constructive feedback environment, ultimately contributing to the 

effectiveness and dynamism of university leadership. 
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 Article title: Upward feedback from faculty to the department heads in 

Saudi universities; reality, affect and challenges  

Keywords: Upward feedback; Upward appraisal; Saudi faculty; Saudi 

university; leadership; performance 

Study problem: 

There is a research gap in addressing this type of evaluation, which 

relies on a bottom-up reverse evaluation in which faculty members formally 

evaluate their supervisors. This study contributes to filling this research gap. 

Study delimitations:  

Delimitations of the temporal study: The study was applied in the first 

semester of the year 1445 AH, and its spatial delimits are that it was applied 

at Shaqra University to faculty members of both sexes, men and women, in 

all its colleges. Objective delimitations: The topic centers on faculty 

members’ evaluation of their department head, which is a reverse evaluation 

from the bottom up 

Theoretical and practical importance: 

  This study enriches information and increases light on the subject of 

reverse evaluation and helps to conduct further theoretical research into it. 

The importance of applying this study.  This study may be cited for 

applying this type of evaluation, which may have a positive impact on the 

performance of department heads. 

Introduction: 

The academic landscape in Saudi Arabia is marked by its 28 public 

universities which collectively employ near 70,000 faculty members across 

various disciplines (Ministry of Education, 2024). Leadership within these 

institutions is hierarchically structured with department heads playing a 

pivotal role in the management and operational effectiveness of their 

respective departments. Given the significant impact of leadership quality 

on academic and administrative outcomes, this study delves into the practice 

of upward feedback within the university setting, focusing particularly on 

the evaluation of department heads by their faculty members. 

The concept of upward feedback, also known as upward appraisal, 

has evolved significantly since its initial conception. Hutchison and 

Carleton (1991) define upward appraisal as a process where employees rate 

the performance of their bosses, establishing it as a fundamental tool for 

evaluating managerial performance.  This definition is complemented by 
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Cockfield (1996), who describes upward feedback as a formal system for 

gathering insights from employees about management quality, and by 

Atwater et al. (1995), who emphasizes its impact on providing followers' 

perceptions of leadership to leaders. Stoneman et al. (1995) introduces the 

idea of an upward feedback system where employees offer feedback on key 

competencies of their managers. Stein (1995) and Reilly et al., (1996) 

further define upward appraisal as evaluating managers' performance based 

on input from their staff, providing a bottom-up perspective on leadership 

that diverges from traditional top-down evaluation methods. Lastly, Smither 

et al., (1995) specifically regard upward feedback as subordinates rating the 

performance of their immediate supervisor, highlighting the direct 

involvement of subordinates in the appraisal process. 

The historical context of upward feedback traces back to the 

industrial sector, with early implementations aimed at enhancing factory 

management through worker surveys. The surveys presented insights from 

factory workers about their perceptions of management. This survey 

revealed a generally positive outlook among employees towards how their 

companies were managed. This paradigm shift towards engaging employees 

in the evaluative process highlighted the potential of feedback in improving 

managerial practices and fostering a more inclusive organizational culture.  

The concept of upward feedback, historically rooted in industrial settings as 

early as 1944, has evolved into a crucial tool for organizational development 

and leadership improvement (Workers Polled, 1944).  

Expanding on the theme of feedback, a pivotal study on staff 

employees at the University of North Carolina by Hegarty in 1974 brought 

to the fore the significant impact of providing supervisors with feedback 

reports sourced from their subordinates. This study illuminated a clear 

correlation between such feedback mechanisms and an observable 

enhancement in supervisory performance, as perceived by the subordinates 

themselves. This finding was in harmony with Hegarty's earlier 1973 

research, which posited that supervisors themselves acknowledged an 

improvement in their supervisory capabilities following the feedback 

process, thereby underscoring the reciprocal benefits of open and 

constructive feedback channels within the organizational hierarchy 

(Hegarty, 1974). 
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In the academic realm, the grievance service procedures at MIT in 

the 1980s, serve as a notable example of upward feedback in action. By 

providing a structured channel for grievances and concerns, MIT 

demonstrated the effectiveness of upward feedback in promoting changes in 

policies, procedures, and structures based on employee input. 

This system, emblematic of an upward-feedback, mediation model, 

mirrors the feedback mechanisms adopted by a myriad of universities and 

corporations over the preceding decade.  MIT ensures that every member of 

its community, from students to non-union employees, including faculty and 

managers, has access to a suitable platform for voicing concerns, thereby 

epitomizing the principle of "redundancy" in complaint resolution.  The 

application of upward feedback in educational institutions, as exemplified 

by the grievance service procedures at the Massachusetts Institute of 

Technology (MIT) highlights its potential in facilitating meaningful changes 

in management practices and policies based on constructive feedback from 

subordinates (Rowe, 1984). 

This research is prompted by the recognition that while upward 

feedback has been widely discussed and implemented in various sectors, its 

specific application and outcomes in the context of Saudi public universities 

remain underexplored. The nuanced dynamics of academic leadership, 

particularly in cultures with distinct hierarchical norms, necessitate a 

thorough investigation into how upward feedback from faculty members can 

influence departmental leadership, contribute to leadership development, 

and ultimately impact the overall effectiveness of university governance. 

By examining the perceptions, experiences, and responses of faculty 

members to the leadership of their department heads, this study aims to 

contribute valuable insights into the efficacy of upward feedback 

mechanisms in higher education. The focus on Saudi public universities 

offers a unique lens through which to understand the interplay between 

cultural norms, organizational structures, and feedback processes in the 

realm of academic leadership. 

Upward feedback “has become a trendy activity for today’s 

organization” (Hutchison & Carleton, 1991) and has a “widespread practice 

to aid in the development of managers” (Johnson & Ferstl,1999).  Despite 

its growing popularity, research on the effects of upward feedback on 

managerial performance over time remains limited (Smither et al., 1995). 
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Research Aims: 

The study aims to identify the reality or statue of the upward feedback 

and discover the impact and the challenges on the leadership effectiveness 

of department heads among faculty members of the research sample.  The 

literature underscores the potential of upward feedback as a tool for 

enhancing managerial performance and organizational effectiveness. 

However, the need for further research, particularly in the context of Saudi 

public universities, remains evident given the unique cultural and 

organizational dynamics at play. 

Findings: 
The evolution of upward appraisal practices, wherein employees are 

empowered to rate the performance of their superiors, marks a significant 

shift in organizational culture, as highlighted by Hutchison and Carleton in 

1991. This trend, though increasingly popular, was met with a notable gap 

in research, particularly concerning the long-term effects of upward 

feedback on managerial performance, as pointed out by Smither et al., in 

1995, and echoed in subsequent analyses in 1999. 

Pratt's 2000 commentary adds a personal dimension to the discourse, 

emphasizing the intrinsic need for managers to recognize and balance their 

strengths and weaknesses. This introspective approach, facilitated by 

external feedback, is pivotal for effective management, as it encourages a 

holistic understanding of one's professional capabilities through diverse 

perspectives. 

Building on this foundation, recent research by Johnsson in 2022 

calls for a deeper exploration into the role of upward feedback in the realms 

of organizational leadership and development. This study underscores the 

relatively untapped potential of upward feedback as a tool for enhancing 

managerial effectiveness and fostering a culture of continuous improvement 

and open communication within organizations. 

In sum, the collective insights from these varied studies paint a vivid 

picture of the evolving landscape of feedback mechanisms within 

organizational settings. They highlight the critical importance of fostering 

open lines of communication at all levels of the organizational hierarchy, 

thereby enhancing management practices and creating a more engaged, 

motivated, and satisfied workforce. 
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Status Quo: 
The current landscape of upward feedback in organizations reveals 

several critical insights. Firstly, it's common for long-standing employees, 

who have witnessed the tenure of multiple managers, to understand the 

profound impact of leadership styles on their work environment and 

personal job performance. However, these employees often refrain from 

sharing their insights unless specifically asked, as noted by Pratt in 2000. 

Furthermore, the significance of subordinate contributions to leadership 

development and the overarching importance of effective leadership to 

organizational success are frequently underappreciated. This oversight 

presents a valuable opportunity to enhance the recognition and development 

of leadership skills through team member feedback, not only in terms of 

task execution but also in fostering leadership capabilities, as discussed in 

the 2013 study on Upward Feedback (Forsyth & Oldcorn, 2013). Lastly, a 

notable absence of critical upward feedback is often symptomatic of an 

unhealthy organizational climate, which can lead to reduced employee 

engagement and, ultimately, impede the achievement of organizational 

objectives, as highlighted by Popa in 2021. 

Impact: 

 Research underscores a pivotal transformation in managers with initial 

subordinate ratings indicating low performance, showing marked 

improvement post the integration of upward feedback mechanisms. This 

evolution in managerial conduct is a testament to the introspective insights 

gained from direct reports, fostering a conducive environment for behavioral 

and strategic enhancements (Reilly et al., 1996; Smither et al., 1995). 

Upward feedback is considered a useful tool that is worth applying 

because it develops leadership skills (Oldcorn & Forsyth, 2015). 

Subordinates, owing to their daily interactions and direct 

observational vantage, provide critical evaluations of managerial practices. 

These appraisals offer a granular perspective on managerial behaviors, 

especially those influencing team dynamics, underscoring the validity and 

utility of subordinate feedback (Bernardin, 1986). 

The design and implementation of upward feedback programs aim to 

create a secure avenue for employees to express managerial performance 

critiques. This approach not only fosters a culture of transparency but also 
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accentuates the managerial strengths, promoting a balanced growth 

trajectory (Thomas et al., 1991).   

The evolving business landscape necessitates a shift in managerial 

and leadership paradigms, with feedback playing a crucial role in enhancing 

learning and developmental processes. Upward feedback, thus, becomes a 

catalyst for continuous improvement, urging managers to reflect on and 

adapt their behaviors and assumptions for organizational betterment 

(Antonioni, 1993). 

Feedback can sometimes directly instigate change, especially in 

scenarios where managers are unaware of certain behaviors affecting their 

teams. This immediate corrective potential of upward feedback emphasizes 

its role in fostering managerial reflexivity and adaptability (Dunoon, 1994). 

Organizations like Fiat have leveraged upward feedback to redefine 

managerial roles, emphasizing leadership skills and human resource 

development. The Management Style Analysis (MSA) project exemplifies 

how structured feedback mechanisms can significantly enhance 

performance and productivity (Auteri, 1994). 

Upward feedback systems aim to identify and bolster key managerial 

competencies, aligning them with organizational objectives. This strategic 

focus on competency development underscores the integral role of feedback 

in managerial and organizational growth (Stoneman et al., 1995). 

Studies, such as the one conducted within the Dayton-Montgomery 

County (Ohio) Public Library, reveal that subordinates provided valuable 

information through their evaluation of their supervisors, highlighting the 

most important supervisory values from their point of view.  Subordinates 

highly value supervisors who act as role models, respect their opinions, and 

encourage a respectful treatment, highlighting the importance of procedural 

fairness and relational dynamics in supervisory roles (Rubin, 1995). 

Institutions like Carnegie Mellon University Libraries have adopted 

upward appraisal programs for managers to tackle issues related to 

managerial communication and accountability and delegating of authority. 

Such initiatives demonstrate the efficacy of structured feedback in 

enhancing managerial performance and fostering a culture of accountability. 

Such initiatives demonstrate the efficacy of structured feedback in 

enhancing managerial performance and fostering a culture of accountability 

(Stein, 1995). 
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The growing adoption of upward performance appraisals by service 

firms to augment communication, development, and productivity reflects a 

broader organizational shift towards inclusive feedback mechanisms, 

emphasizing their transformative potential across sectors (Wooten & 

Brown,1998). 

Upward appraisal is recognized as a vital tool in the arsenal of 

managerial development, capable of inducing positive change by leveraging 

a previously underutilized source of valuable information. This tool's 

potential to facilitate organizational evolution and leadership enhancement 

is increasingly acknowledged (Stein, 1995). 

Upward feedback's influence extends beyond mere performance 

enhancement, touching upon areas like self-awareness and subordinate 

commitment. This broader impact highlights the multifaceted benefits of 

feedback processes in fostering individual and organizational growth 

(Atwater et al., 2000). 

A significant finding reveals that managers exhibit greater 

performance improvement when upward feedback is employed for 

administrative purposes rather than solely for developmental aims. This 

shift underscores the strategic value of feedback in administrative contexts, 

enhancing its impact on managerial efficacy (Jhun et al., 2012). 

Upward negative feedback, while delicate, plays a critical role in 

illuminating organizational health and aiding decision-making processes. Its 

effective utilization, free from aggression and conflict, can significantly 

enhance organizational performance, highlighting the importance of 

divergent perspectives in organizational dynamics (Popa, 2021). 

The integration of upward feedback within organizational 

frameworks has emerged as a pivotal strategy for enhancing leadership, 

fostering open communication, and promoting continuous improvement. 

The insights derived from subordinate evaluations offer a rich tapestry of 

perspectives that, when constructively harnessed, can lead to significant 

enhancements in managerial performance and overall organizational health. 

The multifaceted impact of upward feedback, spanning immediate 

behavioral adjustments to strategic competency development, underscores 

its indispensable role in the contemporary organizational paradigm. 

“Performance evaluation makes the organization's senior 

management able to monitor and evaluate the efforts of superiors and their 
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supervisory and directive abilities and determine the nature of superiors' 

treatment of subordinates”.(Alnasor, 2015) 

 

Challenges: 
One of the primary challenges is ensuring that the feedback program 

leads to sustained change, a process that requires continual administration 

and commitment to ongoing evaluation and adaptation to maintain 

effectiveness. This persistence embeds a culture of feedback deeply within 

the organizational fabric, ensuring that improvements are enduring and not 

merely temporary (Reilly et al., 1996). 

Managers may perceive upward feedback as a threat to their 

authority and existing power dynamics, stemming from a fear of 

vulnerability or reluctance to be evaluated by subordinates (Dunoon, 1994). 

Overcoming this resistance involves encouraging managers to view 

feedback as an opportunity for growth rather than a critique of competence, 

fostering a creative risk-taking approach to utilizing subordinates as an 

untapped source of valuable information (Antonioni, 1993). 

Ensuring the anonymity and confidentiality of feedback is 

paramount, allowing subordinates to provide honest appraisals without fear 

of retaliation. This is crucial as managers wield more power in the working 

relationship, making any potential reprisal costly for subordinates 

(Antonioni, 1994). 

Merely providing feedback does not guarantee change; the challenge 

lies in motivating leaders to act upon the feedback, especially when it is 

unfavorable. This requires finding ways to encourage managers to embrace 

feedback and commit to behavioral changes (Smither et al., 1995). 

  The Human Resources department is essential in ensuring that 

managers and their supervisors establish specific improvement goals and 

action plans based on feedback. Regular audits and consultations can keep 

the process on track and ensure that feedback leads to actionable outcomes 

(Antonioni, 1995). 

The research underscores the importance of Human Resource 

Management (HRM) professionals meticulously executing upward feedback 

mechanisms to significantly influence managerial development (Executive, 

2007). 
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Resistance from organizations and skepticism from employees, 

coupled with perceived administrative burdens, can impede the 

implementation of upward appraisals. Addressing these challenges involves 

changing traditional mindsets and tackling logistical hurdles (Wooten & 

Brown,1998). 

Data gathered through self-reports from 153 university staff 

members revealed that the inclination to offer upward feedback was 

inversely associated with the fear of retaliation and directly correlated with 

factors such as the suitability of one's role, the perceived value of feedback, 

the confidence of the evaluator in providing feedback, the quality of leader-

member relationships, awareness about the upward feedback process, 

support from top management and peers, and the tendency to seek feedback 

(Kudisch et al., 2006). 

Numerous executives in the nonprofit sector are hesitant to 

incorporate staff assessments into their board evaluations, concerned that it 

may provide an opportunity for disgruntled employees to harshly criticize 

the administrator (Executive, 2007). 

The primary obstacle in the effective execution of an upward 

feedback system lies in guaranteeing that evaluators provide sincere 

assessments of their superiors (Smith & Fortunato, 2008). 

Adopting best practices, such as defining the program's purpose, 

ensuring confidentiality, developing thoughtful questionnaires, and 

providing timely feedback, can help overcome these challenges. These 

practices address concerns from both managers and subordinates, 

facilitating a more effective feedback process (Stein, 1995). 

Becoming open to feedback, whether it's positive or negative, 

requires practice and is often a difficult endeavor. It is also underscored that 

the foundations of trustful relationships, faith in leadership abilities, and 

open communication play critical roles in enhancing a manager's openness 

to upward feedback, making these elements key in leveraging feedback 

beneficially. It is concluded that managers who are self-assured and have 

established trusting connections with their staff are better positioned to use 

upward feedback for leadership development, cultivating a positive work 

atmosphere, and promoting a learning-oriented workplace (Johnsson, 2022). 

A Saudi study showed the importance of developing the 

performance of heads of educational departments “in the field of scientific 



 

 ابوالعلا

 

 

 
 0202(  يونيه  الثانىالعدد الثانى ) الجزء                                        جامعة المنوفية  –مجلة كلية التربية 

14 

 

                                                                      

Author: Wasmiah Albasri  

and research tasks and teamwork through professional and administrative 

courses and programs specialized.  Also, the importance of heads of 

educational departments practicing transparency and clarity in their 

management of departments and their dealings with faculty members”. 

(Althobaiti, 2019) 

 

Research questions: 

Main question: What is the reality or statue of the upward feedback of 

department heads among faculty members of the research sample? 

Several questions emerge from this question: 

 

 1: What is the reality or statue of the upward feedback of department heads 

among faculty members of the research sample? 

 

2: What is the impact of upward feedback on the leadership effectiveness of 

department heads among faculty members of the research sample?  

 

 3: What are the challenges facing upward feedback of department heads 

among faculty members of research sample? 

 

4: Do the sample members’ viewpoints differ regarding the upward 

feedback of department heads and its impact on leadership effectiveness 

from the viewpoint of the faculty members at Shaqra University according 

to the variables of gender, academic degree, years of experience, and the 

college to which the faculty member belongs? 

 

Materials and Methods 

To achieve the objectives of the study, the researcher relied on both the 

descriptive and analytical approaches in conducting her study. Due to its 

suitability to the questions and objectives of the study, which relate to 

describing and interpreting a contemporary phenomenon in terms of its 

nature and degree of existence, by indirectly interrogating a large sample of 

the study population through an electronic questionnaire, which was built to 

identify the upward feedback of department heads and its impact on 

leadership effectiveness from the point of view Faculty members at Shaqra 
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University. Statistical Package of (SPSS v.29) were used to describe the 

basic features of the data in the study, through frequencies, percentages. 

Where T-test is a type of inferential statistics which is used widely to 

demonstrate the difference in the mean of the two groups (Graeme, 2006), 

and ANOVA test applied to test the difference between the three 

independent groups (Jeremy et.al, 2019). T-independent sample test and 

ANOVA test were used to find the differences in mean score of upward 

feedback according to socio-demographic variables. 

P-values less than 0.05 were considered statistically significant. 

Study population and sample 

 

The research population consisted of all faculty members at Shaqra 

University the second semester of 1444/1445 AH.  The total number of 

faculty members is 1660 according to the statistic from the Ministry of 

Education in Saudi Arabia (Ministry of Education, 2024). 

 

Krejcie & Morgan (1970) developed the following formula for determining 

sample size for a given population:  

n=
χ2𝑁𝑝(1−𝑝)

𝑑2(𝑁−1)+χ2𝑝(1−𝑝)
 

where: 

n = sample size, N= population size 

χ2= Chi-square of degree of freedom 1 and confidence 95%=3.841 

d = expected sampling error 

p = population proportion (assumed to be .50) 

Our population is 1660 faculty, then to be 95% confident that sample is 

within 5% of the true population value, we need sample size of 310 at least. 

a ret A oriote eptm,e mp,eprrth r  r e tr eh oro sArmrpv r e eseortrpmo 

l etrmrppAmte vAt o rsmt ee rr Ass reAo mpt trA   Ar h AltA  pm,ettmrh mp r e 

omrh r  h AltA . 314  completed tetorpeeev teoteteprmpt 18.91% of the tr eh 

oro sArmrp, which is sufficient. 
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Reliability and Validity 

 Measuring the internal consistency of survey instruments using multi-item 

scales is vital, and a key method is the Cronbach's alpha test (Churchill, 

1979). This test, also known as the coefficient alpha, assesses the reliability 

of a dataset by evaluating whether all items within a scale reliably measure 

the same underlying construct (De Vellis, 1991). In essence, reliability 

refers to the degree to which a test consistently measures what it intends to 

(De Vellis, 1991). Therefore, for researchers using multi-item scales, 

employing Cronbach's alpha is an essential step to ensure the instrument's 

data holds up to scrutiny.Assessing data reliability for research, Cronbach's 

alpha helps gauge internal consistency. Typically, values between 0.70 and 

0.95 suggest reliable data. Lower values (as Tavakol & Dennick, 2011, 

explain) could indicate a lack of questions, weak item connections, or mixed 

underlying concepts. 

Hence, in this study, this test was used to determine whether the scales used 

are reliable. The next table shows the values of the Cronbach’s Alpha test 

was 0.941 for the overall questionnaire, ranges between 0.876 and 0.938 for 

its dimnsions suggests a good internal consistency (Pallant, 2007). Indeed, 

Nunnally (1978) established that an alpha (α) of 0.70 or above provides 

evidence for the internal consistency and reliability of a scale's items, (See. 

Table 1). 

Table 1: Reliability Result 
Dimensions N of items Cronbach’s Alpha 

The reality of the upward feedback of 

department heads among members of the 

research sample. 

8 0.922 

The impact of upward feedback on the 

leadership effectiveness of department 

heads among members of the research 

sample. 

10 0.876 

The challenges facing the upward feedback 

of department heads among members of the 

research sample. 

9 0.938 

Overall 27 0.941 
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A validity coefficient is a gauge of how strong (or weak) that “usefulness” 

factor is, it provides the strength of that relationship between test results and 

criterion variables (Nunnally, 1978). 

In general, the possible range of the validity coefficient is the same as 

other correlation coefficients (0 to 1) and so, in general, validity coefficients 

tend not to be that strong, where 0 is a weak validity and 0.50 is moderate 

validity. The tendency towards consistency found in repeated measurements 

of the same phenomenon is referred to as reliability (Carmines & Zeller, 

1979). Thus, the researcher may be sure of the validity and reliability of the 

questionnaire. Table (2) shows the inter-construct correlation validity for the 

questionnaire; from which we found that all correlation coefficient was 

significant with p-value < 0.01, ranged between (0.445) and (0.919), (See. 

Table 2). 

Table 2: Correlation validity for the items of the questionnaire 

**: hrArmtrmoAssh tmtpm moApr Ar 0.01 

 

 

The reality of the upward 
feedback of department 
heads among members of 
the research sample.  
( R =0.819**) 

The impact of upward 
feedback on the 
leadership effectiveness 
of department heads 
among members of the 
research sample. ( R 
=0.681**) 

The challenges facing the 
upward feedback of 
department heads among 
members of the research 
sample. 
( R =0.808**)  

ITEMS R P-VALUE ITEMS R P-VALUE ITEMS R P-VALUE 

1 .00.0 .0...**  1 .05.0 .0..0**  1 .0000 .0...**  

. .0010 .0...**  . .0..5 .0.1.*  . .0000 .0...**  

0 .0050 .0...**  0 .000. .0...* *  0 .000. .0...**  

. .0000 .0...**  . .0000 .0...**  . .0050 .0...**  

5 .001. .0...**  5 .000. .0...**  5 .000. .0...**  

0 .0001 .0...**  0 .000. .0...**  0 .0051 .0...**  

0 .0000 .0..1**  0 .000. .0...**  0 .0010 .0...**  

0 .0000 .0...**  0 .0010 .0...**  0 .0000 .0...**  

   0 .000. .0...**  0 .0055 .0...**  

   1. .0500 .0...**     

https://www.statisticshowto.datasciencecentral.com/criterion-variable-2/
https://www.statisticshowto.datasciencecentral.com/probability-and-statistics/correlation-coefficient-formula/
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Results: 

Demographic Characteristics 

Table 1 shows the demographic characteristics of a sample of 314 

faculty members. Males make up the majority of the sample (53.20%) 

compared to females (46.80%). For Academic Degree, Assistant professors 

form the largest group (38.90%), followed by associate professors (26.80%) 

and professors (14.60%), while lecturers and teaching assistants represent a 

smaller portion (16.50% and 3.20%, respectively). The majority of faculty 

members have 10 or more years of experience (74.20%) while less than 5 

years of experience is the least common category (8.90%). Regards to 

college affiliation, the college of human studies has the highest number of 

faculty members (40.40%) and college of engineering has the fewest faculty 

members (2.50%), (See Table 3). 

eArse 3. Distribution of sample according to demographic characteristics 

(n=314) 

Valbaira Groups n % 

ehoe 
MAse 167 53.20%  

Female 147 46.80%  

eettee 

rtr ettrt 46 14.60%  

attromAre rtr ettrt 84 26.80%  

attmtrApr rtr ettrt 122 38.90%  

seor tet 52 16.50%  

eeAo mpt attmtrApr 10 03.20%  

 eAtt r  

fcoetmepoe 

sett r Ap 5 heAtt 28 08.90%  

gtri 5 heAtt rr sett r Ap 10 heAtt  53 16.90%  

10 heAtt Ape irte  223 74.20%  

e e orssete rr 

v mo  r e  Ao srh 

ieiret resrptt 

i iAp tr emet 127 40.40%  

Somepoet 82 26.10%  

t tmpett MApAteiepr 52 16.60%  

Crio ret Somepoet 16 05.10%  

ieAsr  orssetet 18 05.70%  

fptmpeetmpt 8 02.50%  

aoosmee drssete 11 03.50%  
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Descriptive Statistics 

 

All items of the study factors had 5- point Likert scale, as 1 for (It never 

happens/ Strongly Disagree) up to 5 for (It happens all the time/ I totally 

agree). According to (Pimentel, 2010) the mean interval has equal length 

(4/5= 0.80), very low level of agreements represented by mean score from 

(1 to less than 1.80), low (1.80 to less than 2.60), medium level from (2.60 

to less than 3.40) and high level of agreements by mean score (3.40 to less 

than 4.20) and very high level for mean score (4.20 to 5.00). 

Answer to the first research question:  

 

What is the reality of the upward feedback of department heads among 

members of the research sample? 

 

Table 4 shows that the overall mean score of the reality of the upward 

feedback of department heads among members of the research sample 

is 1.886 with a standard deviation of 0.940 and rate percentage of (37.72%), 

indicating a low level of agreement with the statements regarding upward 

feedback practices. 

Item 7, "The department head accepts comments submitted by faculty 

members," received the highest mean score (2.790±1.382), indicating 

a medium level of agreement with rate percentage of (55.80%), this suggests 

faculty members perceive the department head as somewhat receptive to 

their feedback. Items 4 and 8 received low mean scores (between 1.80 and 

2.60), indicating limited presence of clear mechanisms for upward feedback 

and a lukewarm level of encouragement for such feedback from the 

department head. Items 1, 2, 3, 5, and 6 all received very low mean 

scores (below 1.80), suggesting faculty members perceive a lack of 

involvement in selecting, evaluating, and influencing the department head's 

position or decisions. Item 3, " All department faculty members evaluate the 

department head's performance" received the lowest mean score 

(1.490±1.024) with rate percentage of (29.80%), indicating a very low level 

of agreement among faculty members regarding their involvement in 
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evaluating the department head's performance. This suggests that faculty 

members feel largely excluded from this process, (See. Table 4). 

Table 4. Diagnosing the reality of the upward feedback of department heads 

among members of the research sample 
No Items 

Mean SD laaa %  laar 
 aelaa 

 f 

avvl par 
1 Faculty members participate in 

selecting the department head. 
407.1 40419 810.8%  5 pal  r v 

2 There is an evaluation of the 
department head by the 
faculty members in the 
department. 

40557 40.54 84041%  6 

pal  r v 

3 All department faculty 
members evaluate the 
department head's 
performance. 

4019. 40..1 .908.%  8 

pal  r v 

4 There is a clear, announced 
mechanism that helps 
members provide feedback on 
the decisions of the 
department head. 

40941 40.5. 880.8%  8 w v 

5 Department faculty members 
participate in recommending 
the renewal of the department 
head’s appointment. 

40514 40448 8.08.%  7 pal  r v 

6 The results of the department 
head’s performance evaluation 
are considered. 

40789 40.89 85078%  1 

pal  r v 

7 The department head accepts 
comments submitted by faculty 
members. 

.079. 4088. 5508.%  4 maibeM 

8 The department head 
encourages and supports 
upward feedback from faculty 
members. 

.08.8 40166 160.6%  . w v 

Overall 40886 .091. 8707.%  w v 

 

Answer to the second research question:  
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What is the impact of upward feedback on the leadership effectiveness of 

department heads among members of the research sample? 
 

Table 5, summarizes the key takeaways from the data on the perceived 

effects of upward feedback.  Mean score: 4.210, indicating a very high level 

of agreement with the positive impacts of upward feedback on leadership 

effectiveness. Standard deviation (SD): 0.603, suggesting a relatively low 

level of variability in responses, signifying a strong consensus among 

participants. Rate %: 84.20%, referring to the percentage of respondents 

who scored items above the "somewhat agree" level (3 on the Likert scale), 

further emphasizing the prevalence of positive perceptions regarding 

upward feedback. 

All items have mean scores above 4.0, indicating a very high level of 

agreement with statements about the benefits of upward feedback. 

Item 10 ("The upward feedback provides a model for future department 

heads") has the highest mean score (4.360±0.835), suggesting strong 

agreement with the beneficial impact on aspiring future department heads. 

Items with the lowest mean scores (around 4.0) are related to establishing a 

healthy relationship (item #6), providing non-embarrassing feedback (item 

#7), and transparent evaluation (item #8). While these items still show high 

levels of agreement, they may warrant further investigation to understand if 

there are areas for improvement in these aspects of the upward feedback 

process. 

These findings suggest that implementing and fostering a robust upward 

feedback system could be a valuable strategy for enhancing the department's 

leadership effectiveness and overall faculty engagement, (See. Table 5). 

 

 

 

 



 

 ابوالعلا

 

 

 
 0202(  يونيه  الثانىالعدد الثانى ) الجزء                                        جامعة المنوفية  –مجلة كلية التربية 

22 

 

                                                                      

Author: Wasmiah Albasri  

Table 5. The impact of upward feedback on the leadership effectiveness of 

department heads among members of the research sample 
No Items 

Mean SD laaa %  laar 
 aelaa  f 

avvl par 

1 Upward feedback increases 

department heads’ concern about the 

quality of their decisions and 

develops their performance. 

20022 209.2 82028%  6 
Val  

hbeh 

2 Upward feedback has a positive 

impact on evaluating the department 

head’s performance. 

2018. 209.8 8.032%  3 hbeh 

3 Upward feedback raises members’ 

morale in making the leadership 

process in the department successful 

through their contribution to the 

evaluation. 

2000. 20891 82026%  . pal  hbeh 

4 Upward feedback increases the 

likelihood that a successful leader will 

be selected to run for the department. 

20.21 2089. 86080%  0 
Val  

hbeh 

5 Upward feedback contributes to 

excluding the unsuccessful leader 

from running for the department. 

2009. 20902 8.086%  . 
Val  

hbeh 

6 Upward feedback creates a healthy 

relationship between the department 

head and faculty members. 

20290 209.6 81082%  8 hbeh 

7 Upward feedback allows faculty 

members to provide feedback in a 

way that is not embarrassing for 

them. 

20262 209.3 81008%  12 hbeh 

8 Upward feedback allows the 

department head to receive feedback 

transparently when evaluating 

responses. 

20232 209.. 81022%  9 hbeh 

9 Continuous and regular feedback 

evaluation contributes to increasing 

the effectiveness of the evaluation. 

20031 20861 8.020%  2 
Val  

hbeh 

12 The upward feedback provides a 

model that highlights the elements 

that must be taken into consideration 

by faculty members if they run for 

the head of the department in the 

future. 

20.62 208.. 83002%  1 
Val  

hbeh 

Overall 20012 2062. 82002%  Val  hbeh 

 

Answer to the third research question:  
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What are the The challenges facing the upward feedback of department 

heads among members of the research sample.? 

 

The data in Table 6 highlights the challenges perceived by the study sample 

regarding the upward feedback of department heads. Overall Mean 

score: 3.794 suggests a high level of agreement with statements about the 

challenges faced in the current system. Standard deviation (SD): 0.841 

indicates moderate variability in responses, suggesting that while there is a 

shared perception of challenges, individual experiences may differ slightly. 

Degree of approval: "High" reflects the significant concerns about the 

current upward feedback process. 

Specific Challenges: 

Non-continuous and irregular feedback: This was ranked as the highest 

challenge (mean score: 4.102), suggesting a perceived need for a more 

consistent and systematic approach to upward feedback. 

Lack of participation: This was ranked seventh (mean score: 3.729), 

indicating concerns about inclusivity in the evaluation process. 

Weak follow-up, feasibility, and effectiveness: These items received high 

mean scores (around 3.6 - 3.7), suggesting concerns about the 

implementation and impact of the current process. 

Limited transparency and accountability: Items related to lack of clear 

evidence (rank 2), limited result sharing (rank 3), and weak assurance of 

objectivity (ranks 4 & 5) received high mean scores (around 3.8 - 3.9), 

highlighting concerns about transparency and accountability in the system. 
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Table 6. The challenges facing the upward feedback of department heads 

among members of the study sample 
No Items 

Mean SD laaa %  laar 

 aelaa 

 f 

avvl par 

1 Lack of participation in 

evaluating the department head’s 

performance from all faculty 

members. 

3.729 1.215 74.58%  7 imt  

2 Non-continuous and irregular 

upward feedback reduces the 

effectiveness of the evaluation. 

4.102 0.990 82.04%  1 imt  

3 Weak follow-up by the 

department head to evaluate their 

performance. 

3.659 1.189 73.18%  8 imt  

4 Weak feasibility of evaluating the 

department head’s performance 

by feedback. 

3.576 1.184 71.52%  9 imt  

5 Weak effectiveness of the highest 

authority responsible for 

evaluation. 

3.768 1.139 7536%  6 imt  

6 Lack of clear evidence for upward 

feedback. 
3.949 1.101 78.98%  2 imt  

7 Limiting the delivery of the 

results of the upward feedback to 

the head of the department only, 

without referring it to a body 

specialized in evaluation. 

3.815 1.163 76.30%  3 imt  

8 Lack of objectivity by some 

faculty members in the evaluation 

process. 

3.777 1.178 75.54%  4 imt  

9 Weak assurance of objectivity in 

the evaluation results by the 

competent authority. 

3.771 1.098 75.42%  5 imt  

Overall 3.794 0.841 75.88%  imt  

 

 

Answer to the fourth research question:  
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Do the sample members’ viewpoints differ regarding the upward feedback 

of department heads and its impact on leadership effectiveness from the 

viewpoint of the faculty members at Shaqra University according to the 

variables of gender, academic degree, years of experience, and the college 

to which the faculty member belongs? 

 

Gender 

 

Based on T-test result, there is a statistically significant difference in the 

viewpoints of male and female faculty members regarding one of the three 

research areas related to the upward feedback of department heads: 

Challenges facing the upward feedback: 

Male faculty (mean: 3.676, SD: 0.831) reported a lower level of agreement 

with statements about challenges compared to female faculty (mean: 3.928, 

SD: 0.834). The t-statistic (-2.679) and p-value (0.008) are statistically 

significant at the 0.01 level, indicating that this difference is unlikely due to 

chance and suggests a real difference between male and female perceptions. 

No statistically significant differences were found between male and female 

faculty members regarding their perceptions of the reality of the upward 

feedback (t = 1.748, p = 0.081) or its impact on leadership effectiveness (t = 

0.702, p = 0.483).Therefore, while both genders share similar perceptions of 

the potential benefits of upward feedback, female faculty members appear to 

perceive more challenges in the current implementation of the upward 

feedback process compared to male faculty members. 
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Table 7. Independent Samples T-Test Result for Gender Comparisons 

 Male (n=167) Female 

(n=147) 

t p-value 

Mean SD Mean SD 

The reality of the upward 

feedback of department 

heads among members of 

the research sample. 

1.973 0.924 1.787 0.952 1.748 0.081 

The impact of upward 

feedback on the 

leadership effectiveness 

of department heads 

among members of the 

research sample. 

4.233 0.543 4.184 0.666 0.702 0.483 

The challenges facing the 

upward feedback of 

department heads among 

members of the research 

sample. 

3.676 0.831 3.928 0.834 -2.679  0.008** 

*: Statistically significant at 0.05 

**: Statistically significant at 0.01 

 

 

Academic degree:  
 

Based on the ANOVA test results in Table 8, there are no statistically 

significant differences in the viewpoints of faculty members regarding the 

upward feedback of department heads and its impact on leadership 

effectiveness, across the four academic degree categories. 

The reality of the upward feedback: 

The F-statistic (1.112) and p-value (0.134) suggest no significant 

difference between groups based on academic degree. 

The effect of upward feedback on leadership effectiveness: 

The F-statistic (1.596) and p-value (0.175) also indicate no significant 

difference in viewpoints across academic degree groups. 
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The challenges facing the upward feedback : 

Similarly, the F-statistic (1.590) and p-value (0.173) do not show 

statistically significant differences based on academic degree. 

Therefore, the data suggests that faculty members with different academic 

degrees (e.g., Bachelor's, Master's, PhD) hold similar views on the reality 

of the upward feedback , its potential impact on leadership effectiveness, 

and the perceived challenges within the current system. 

Table 8. ANOVA test result for comparisons between groups according to 

Academic Degree  
 

e eloa df 
eeM  f 

seealas 

maaa 

seealas 

F-

ANOVA 

p-

value 

The reality of the 

upward feedback 

of department 

heads among 

members of the 

research sample. 

terveep ttr ot 4 3.857 2.214 

1.112 0.134 
smr mp ttr ot 309 267.885 0.867 

TrrAs 313 270.742  

The impact of 

upward feedback 

on the leadership 

effectiveness of 

department heads 

among members of 

the research 

sample. 

terveep ttr ot 4 2.307 0.577 

1.596 0.175 

smr mp ttr ot 309 111.660 0.361 

TrrAs 313 113.967  

The challenges 

facing the upward 

feedback of 

department heads 

among members of 

the research 

sample. 

terveep ttr ot 4 4.377 1.084 

1.590 0.173 

smr mp ttr ot 309 210.823 0.682 

TrrAs 313 215.200  
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Similar to the results for academic degree, the ANOVA test in Table 9 

suggests no statistically significant differences in faculty members' 

viewpoints across the three experience categories regarding: 

 The reality of the upward feedback (F = 0.829, p = 0.437) 

 The effect of upward feedback on leadership effectiveness (F = 

0.195, p = 0.823) 

 The challenges facing the upward feedback (F = 0.327, p = 0.721) 

Therefore, based on the data, faculty members with varying levels of 

experience (less than 5 years, 5-10 years, and more than 10 years) appear to 

hold similar views on these aspects of the upward feedback process. 

Table 9. ANOVA test result for comparisons between groups according to 

Experience  
 

e eloa df 
eeM  f 

seealas 

maaa 

seealas 

F-

ANOVA 

p-

value 

The reality of the 

upward feedback 

of department 

heads among 

members of the 

research sample. 

terveep 

ttr ot 
2 1.468 0.734 

0.829 0.437 smr mp ttr ot 311 275.274 0.885 

TrrAs 313 276.742  

The impact of 

upward feedback 

on the leadership 

effectiveness of 

department heads 

among members 

of the research 

sample. 

terveep 

ttr ot 
2 0.143 0.071 

0.195 0.823 

smr mp ttr ot 311 113.824 0.366 

TrrAs 313 113.967  

The challenges 

facing the upward 

feedback of 

department heads 

among members 

of the research 

sample. 

terveep 

ttr ot 
2 0.464 0.232 

0.327 0.721 
smr mp ttr ot 311 220.737 0.710 

TrrAs 313 221.201  
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An analysis of faculty member perspectives on the department head 

evaluation process (Tables 10) reveals interesting insights regarding the 

influence of college affiliation. While faculty across colleges generally 

agree on the current state of the evaluation system, their views on its 

effectiveness and the challenges it presents differ. 

 Shared Perception of the Current System: There were no statistically 

significant differences between colleges in terms of how faculty 

members perceive the current evaluation process itself. This suggests 

a general consensus among faculty regardless of their college 

affiliation. 

 Differing Views on Effectiveness and Challenges: The data shows 

statistically significant differences (p-value = 0.001 and 0.042, 

respectively) in faculty viewpoints on the impact of upward 

feedback on leadership effectiveness and the difficulties associated 

with the current evaluation process. Further analysis (refer to Table 

11 and 12 for details) is needed to understand the specific variations 

between colleges. 
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Table 10. ANOVA test result for comparisons between groups according to 

College  
 

e eloa df 
eeM  f 

seealas 

maaa 

seealas 

F-

ANOVA 

p-value 

The reality of the 

upward feedback of 

department heads 

among members of 

the research sample. 

terveep 

ttr ot 
6 4.401 0.733 

0.827 0.550 smr mp 

ttr ot 
307 272.341 0.887 

TrrAs 313 276.742  

The impact of 

upward feedback on 

the leadership 

effectiveness of 

department heads 

among members of 

the research sample. 

terveep 

ttr ot 
6 8.068 1.345 

3.898 0.001** 
smr mp 

ttr ot 
307 105.899 0.345 

TrrAs 313 113.967  

The challenges 

facing the upward 

feedback of 

department heads 

among members of 

the research sample. 

terveep 

ttr ot 
6 9.158 1.526 

2.209 0.042* 
smr mp 

ttr ot 
307 212.045 0.691 

TrrAs 313 221.201  

*: hrArmtrmoAssh tmtpm moApr Ar 0.05 

**: hrArmtrmoAssh tmtpm moApr Ar 0.01 

Scheffe's post-hoc test (Table 11) reveals that: 

 Faculty in Applied College hold the most positive views on the 

impact of upward feedback on leadership effectiveness, with a mean 

score exceeding 4.691. This score is statistically significantly 

higher compared to faculty members from Human Studies, Science, 

Business Management, and Computer Science (p<0.05). 

 Health Colleges also hold a relatively positive view, with the highest 

mean score (4.550) among all colleges. However, this is only 

statistically significant compared to Business Management and 

Computer Science (p<0.05). 
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 No statistically significant differences were found between the 

remaining college groups (p > 0.05).  

Table 11. Scheffe Test result for post-hoc comparisons on the effect of 

upward feedback on the leadership effectiveness of department heads by 

college  

 

Scheffe's post-hoc test (Table 12) reveals that: 

o Faculty members from t tmpett MApAteiepr (mean score: 

3.528) hold significantly fewer challenges with (p-value 

<0.05) than Faculty members from the Applied 

College (mean score: 4.273) and ieAsr  orssetet (mean 

score: 3.994) 

o No significant differences were found between other colleges 

(p>0.05). 

 

htr ot/orsse
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i iAp 

tr emet 
Somepoe 

t tmpett 

MApAte
iepr 

Crio ret  

Somepoe 

ieAsr  

Crssetet 

fptmp

eetmpt 

aoosmee 

drssete 

i iAp 

tr emet 
127 4.215 - -0.019  0.201 0.290 -0.335  -0.098  -0.476*  

Somepoe 82 4.234  - 0.220 0.309 -0.336  -0.079  -0.557*  

t tmpett 

MApAteiep

r 

52 

4.014   - 

0.089 -0.536*  -0.299  -0.677*  

Crio ret  

Somepoe 

16 

3.925    

- -0.625*  -0.388  -0.766*  

ieAsr  

orssetet 

18 
4.550    

 - 0.237 -0.141  

fptmpeetmpt 8 4.313      - -0.378  

aoosmee 

drssete 

11 
4.691    

   - 



 

 ابوالعلا

 

 

 
 0202(  يونيه  الثانىالعدد الثانى ) الجزء                                        جامعة المنوفية  –مجلة كلية التربية 

32 

 

                                                                      

Author: Wasmiah Albasri  

Table 12. Scheffe Test result for post-hoc comparisons on the challenges 

facing the upward feedback of department heads among sample members by 

college  

 

The study found that faculty members from Business Management reported 

fewer challenges with the current upward feedback system compared to 

faculty members from the Applied College and Health colleges. This 

difference could be attributed to several possible reasons: 

1. Familiarity with Performance Management: Business schools often 

have a stronger emphasis on performance management compared to other 

academic disciplines. This could lead Business Management faculty to be 

more accustomed to providing and receiving feedback, making them feel 

more comfortable navigating the upward feedback system. 

ll evspo rr

aeas 
n Mean 

heMaa 

saeibas 
Sobaaoa 

 esbaass 

maaaeaMaaa 

Crio ret  
Somepoe 

haarah 

C rraeas 

raebaaal
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heMaa 

saeibas 
103 .0891 - -20219  20021 20092 -20...  -20298  -20.80  

Sobaaoa 
80 .0699  - 20131 -202.3  -2009.  -2003.  -20032  

 esbaass 

maaaeaMaaa 

.0 

.0.08   - 

-20018  -20266*  -20222  -2032.*  

C Mveaal  

Sobaaoa 

16 

.03.6    

- -200.8  -200.6  -200.3  

haarah 

o rraeas 

18 
.0992    

 - 20200 -20.39  

raebaaalbae 8 
.0930    

  - -20.21  

 vvrbai 

e rraea 

11 
2003.    

   - 
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2. Specific Needs and Expectations: The types of challenges faced by 

different colleges might differ. For example, Applied College and Health 

colleges might deal with more complex or nuanced leadership issues 

compared to Business Management, requiring a more robust and adaptable 

feedback system. The current system might not adequately address the 

specific needs and expectations of these colleges, leading to their faculty 

reporting more challenges. 

3. College Culture and Communication: The prevailing culture and 

communication practices within each college could also play a role. 

Business Management faculty might have a more open and direct 

communication style with their department head, allowing for more 

frequent and informal feedback exchanges. This could contribute to their 

perception of fewer challenges with the formal upward feedback system. 

Discussion 

 

The study examined the upward feedback of department heads and its 

impact on leadership effectiveness from the viewpoint of faculty members. 

Faculty members generally felt left out of the evaluation process. They 

reported low levels of agreement with statements about their involvement in 

selecting, evaluating, and influencing the department head. Similar to the 

current study, all the referenced studies (Hutchison & Carleton,1991; 

Atwater et al., 1995; Stoneman et al., 1995; Stein, 1995; Reilly et al., 1996) 

highlight the potential benefits of upward feedback for leadership 

effectiveness. These benefits include improved decision-making, stronger 

relationships with subordinates, and enhanced overall performance .Despite 

the lack of involvement, faculty members overwhelmingly agreed that 

providing feedback to department heads (upward feedback) has positive 

effects on leadership. They felt it would improve the department head's 

decision-making and overall performance. While faculty members identified 

several problems with the current system. The biggest issue was the lack of 

regular and consistent feedback. Additionally, concerns were raised about 

transparency and fairness in the evaluation process. While the current study 

uses the term "upward feedback," some previous studies utilize different 

terms like "upward appraisal" (Hutchison & Carleton, 1991; Stein, 1995) or 
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"formal system for obtaining information from employees" (Cockfield, 

1996) to describe the same concept. Challenges with the 

implementation: Several previous studies (Stoneman et al., 1995; Stein, 

1995; Cockfield, 1996) also align with the current study in identifying 

challenges associated with implementing upward feedback systems. These 

challenges include concerns about: Transparency and fairness: Ensuring the 

process is perceived as objective and free from bias. Regularity and 

consistency: Implementing a system that gathers feedback frequently and 

consistently. Employee involvement: Addressing concerns about employee 

voice and whether their feedback is truly utilized. While, the current study 

delves deeper into specific challenges faced by different faculty groups 

(e.g., gender, college affiliation). This level of detail is not explicitly present 

in all the mentioned past studies. Differences in Viewpoints were found. 

Interestingly, female faculty reported experiencing more challenges with the 

current system compared to their male colleagues. The study's findings in 

2019 reveal that Saudi women encounter significant barriers to reaching 

senior leadership roles within Saudi universities, epitomized by a "glass 

ceiling." This term describes the invisible yet formidable obstacles that 

hinder Saudi female faculty members from ascending to high-ranking 

positions. Predominantly, such prestigious roles including university 

president, deanship dean, college dean, and department head are reserved 

for men, effectively sidelining women from these opportunities. 

Furthermore, the study highlights the systematic exclusion of Saudi women 

from crucial aspects of university governance, such as decision-making, 

strategic planning, and the recruitment process. Additionally, it underscores 

the disparity in authority, power, and privileges between male and female 

leaders, with women facing considerable limitations in exercising their 

leadership effectively (Albasri, 2019).  There were no significant differences 

in opinions based on academic degree or experience. However, faculty 

members from different colleges within the university expressed varying 

views on the effectiveness and challenges of the system. Faculty in the 

Applied College saw the most benefit from upward feedback, while those in 

Business Management reported fewer benefits and challenges. 
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Conclusion: 

 

         In conclusion, this examination of upward feedback within the 

university setting reveals both its potential and the challenges hindering its 

effectiveness. While faculty recognize the value of providing feedback to 

department heads, the existing system suffers from irregularity, lack of 

transparency, and limited inclusivity. Addressing these issues through a 

more structured, transparent, and inclusive approach could foster greater 

faculty engagement and unlock the full potential of upward feedback in 

enhancing departmental leadership effectiveness. Additionally, focusing on 

the specific concerns of diverse faculty groups, such as female faculty, 

could further refine the evaluation process and ensure it equitably captures 

valuable insights from all stakeholders. By implementing these 

improvements, the university can cultivate a more collaborative and 

effective leadership environment where faculty voices are heard and valued. 

          To enhance upward feedback at the university, several 

recommendations have been proposed, including: Establish a formal process 

to collect faculty feedback consistently throughout the year, create online 

surveys or anonymous paper forms to promote engagement and address 

concerns about retaliation. Increase transparency, clearly defining 

evaluation criteria and how feedback will be used to guide departmental 

leadership decisions, sharing a summary report with faculty outlining key 

findings and suggested actions based on feedback, and holding focus groups 

or workshops to understand the specific concerns of female faculty. and 

other diverse groups regarding upward feedback. Develop strategies that 

ensure all faculty voices are valued and heard in the evaluation process. 

Involve faculty members in designing and implementing an upward 

feedback system. Communicate regular updates on how feedback is being 

used to improve departmental leadership. Providing workshops or training 

courses for department heads on receiving upward feedback and using it 

effectively to achieve personal and administrative growth. Develop 

resources to guide faculty on providing constructive, actionable feedback. 

By implementing these recommendations, the university can create a more 

organized, transparent, and comprehensive upward feedback system. This 

will ultimately lead to increased faculty engagement, improved 
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departmental leadership, and a more collaborative learning environment for 

all. 
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Appendix A 

Survey questions:  

Section 1: Demographic data 

1. Gender: Male, Female 

2. Academic degree: Professor, Associate Professor, Assistant 

Professor, Lecturer, Teaching Assistant 

3. Years of experience: less than 5 years, 5–10 years, more than 10 

years 

4. The college: 

 Health colleges: (Medicine, Dentistry, Medical Sciences, Nursing, 

Pharmacy, etc.) 



Upward feedback from faculty to the department heads in Saudi  …  

 

 
 0202(  يونيه  الثانىالعدد الثانى ) الجزء                          جامعة المنوفية             –مجلة كلية التربية    

37 

 Faculty of Science (mathematics, chemistry, physics, biology, food, 

etc.) 

 College of Business Administration (accounting, marketing, finance, 

economics, etc.) 

 College of Computer and Information Technology 

 College of Engineering, Architecture 

 College of Human Studies: (Politics, Law, Language and Literature, 

Education, Religious Studies, History, Geography, Sociology, 

Media, Philosophy, Tourism, Theater, etc.) 

 Applied College 

Section 2: Research focuses  

The first focus: Diagnosing the reality of the upward feedback of 

department heads among members of the research sample. 

1. Faculty members participate in selecting the department head. 

2. Always happens - often happens - sometimes happens - rarely 

happens - never happens. 

3. There is an evaluation of the department head by the faculty 

members in the department. 

4. All department faculty members evaluate the department head's 

performance. 

5. There is a clear, announced mechanism that helps members provide 

feedback on the decisions of the department head. 

6. Department faculty members participate in recommending the 

renewal of the department head’s appointment. 

7. The results of the department head’s performance evaluation are 

considered. 

8. The department head accepts comments submitted by faculty 

members. 

9. The department head encourages and supports upward feedback 

from faculty members. 

Do you suggest adding another element other than what was mentioned in 

the reality of upward feedback? 
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The second focus: Determining the impact of upward feedback on the 

leadership effectiveness of department heads among members of the 

research sample. 

1. Upward feedback increases department heads’ concern about the 

quality of their decisions and develops their performance. 

2. Strongly agree - Agree - Slightly agree - Disagree - Strongly 

disagree 

3. Upward feedback has a positive impact on evaluating the department 

head’s performance. 

4. Upward feedback raises members’ morale in making the leadership 

process in the department successful through their contribution to the 

evaluation. 

5. Upward feedback increases the likelihood that a successful leader 

will be selected to run for the department. 

6. Upward feedback contributes to excluding the unsuccessful leader 

from running for the department. 

7. Upward feedback creates a healthy relationship between the 

department head and faculty members. 

8. Upward feedback allows faculty members to provide feedback in a 

way that is not embarrassing for them. 

9. Upward feedback allows the department head to receive feedback 

transparently when evaluating responses. 

10. Continuous and regular feedback evaluation contributes to 

increasing the effectiveness of the evaluation. 

11. The upward feedback provides a model that highlights the elements 

that must be taken into consideration by faculty members if they run 

for the head of the department in the future. 

Do you suggest adding another element other than previously mentioned in 

the effect of upward feedback on leadership effectiveness? 

The third focus: The challenges facing the upward feedback of department 

heads among members of the research sample. 

1. Lack of participation in evaluating the department head’s 

performance from all faculty members. 
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2. Strongly agree - Agree - Slightly agree - Disagree - Strongly 

disagree 

3. Non-continuous and irregular upward feedback reduces the 

effectiveness of the evaluation. 

4. Weak follow-up by the department head to evaluate their 

performance. 

5. Weak feasibility of evaluating the department head’s performance by 

feedback. 

6. Weak effectiveness of the highest authority responsible for 

evaluation. 

7. Lack of clear evidence for upward feedback. 

8. Limiting the delivery of the results of the upward feedback to the 

head of the department only, without referring it to a body 

specialized in evaluation. 

9. Lack of objectivity by some faculty members in the evaluation 

process. 

10. Weak assurance of objectivity in the evaluation results by the 

competent authority. 

Do you suggest adding another challenge other than what was previously 

mentioned in the challenges facing upward feedback? 
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