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Abstract
There is a growing recognition of the critical role that effective leadership plays in fostering academic excellence, organizational innovation, and holistic student development in Tanzania's higher learning institutions. However, despite the theoretical significance and practical relevance of both transformational leadership and dialogical communication, there is a dearth of empirical research exploring the nexus between these two constructs within the context of Tanzanian higher learning institutions. This study explores this nexus within Tanzanian higher education, focusing specifically on St. Augustine University. It aims to assess dialogical communication practices, examine their impact on transformational leadership, and evaluate the applicability of Martin Buber’s Theory of Dialogue.
The research employs a mixed-methods approach, integrating qualitative and quantitative analyses to provide a comprehensive view of the issues at hand. It reveals that while dialogical communication is valued for its role in fostering an inclusive academic environment, it is not consistently implemented across the institution due to structural hierarchies, cultural influences, and a lack of training. The study identifies a strong positive correlation (r = 0.68, p = 0.001) between dialogical communication and transformational leadership behaviors, including inspirational motivation, individualized consideration, and intellectual stimulation.
Martin Buber’s Theory of Dialogue, especially the "I-Thou" relationship, is found to be highly relevant for enhancing leadership effectiveness within the university. Leaders who adopt this relational approach are better able to foster an environment of trust, collaboration, and mutual respect. The findings suggest that integrating dialogical communication into leadership training could significantly enhance institutional effectiveness and promote inclusive decision-making. Recommendations include implementing leadership training focused on dialogical communication, establishing structured feedback mechanisms, and promoting inclusive leadership practices. This study not only adds to the theoretical discourse linking dialogical communication with transformational leadership but also provides practical insights that could benefit higher education institutions in Tanzania and beyond
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Introduction
Tanzania's higher education landscape is in a state of dynamic evolution, marked by notable shifts in recent years (Dahlan & Studies, 2016). Among these changes are the escalating enrollment rates, reflecting a growing demand for tertiary education opportunities nationwide (Mwakyusa, 2022). Concurrently, there has been a noticeable diversification of academic programs offered by higher learning institutions, catering for the expanding needs and interests of students from various backgrounds and disciplines (Mwakyusa, 2022).
In tandem with these transformations, Tanzanian universities are witnessing the adoption of innovative teaching and learning methodologies. These approaches aim to modernize pedagogical practices, enhance student engagement, and foster a conducive environment for academic growth and innovation (Dahlan & Studies, 2016; Mwakyusa, 2022). Such changes reflect a broader commitment to meeting the evolving demands of a rapidly changing global economy and society.
Amidst this dynamic landscape, the role of leadership within Tanzania's higher education sector assumes heightened significance (Indexed & Lakhera, 2020). Leaders in academia play a crucial role in guiding and shaping these transformative processes, steering institutions towards excellence, relevance, and sustainability (Toker, 2022). Transformational leadership has emerged as a particularly promising approach in this regard, with its emphasis on inspiring and empowering followers to collectively pursue a shared vision of institutional advancement and societal impact (Indexed & Lakhera, 2020). 
In Tanzania, the research reveals a significant positive correlation between both transformational and transactional leadership styles and the perceived organizational performance of higher learning institutions. These findings are consistent with prior empirical inquiries (Abubakar & Ahmed, 2017; Alsayyed et al., 2020; Cherian et al., 2020; Feranita et al., 2020; Waham et al., 2020). They imply that universities in the region can improve their performance by adopting a blend of transformational and transactional leadership strategies
Transformational leaders in Tanzanian higher education institutions are tasked with navigating complex challenges, including resource constraints, quality assurance imperatives, and the imperative to maintain institutional autonomy while adhering to national and international standards (Toker, 2022; Yang et al., 2023). In doing so, they must leverage their visionary outlook, strategic acumen, and interpersonal skills to mobilize stakeholders, foster innovation, and drive positive change.
In essence, within Tanzania's evolving higher education landscape, transformational leadership emerges as a beacon of hope and a catalyst for progress (Bourne & Peterkin, 2017; Indexed & Lakhera, 2020). By embracing its principles and practices, institutions can navigate the complexities of the twenty-first-century educational landscape, equipping students with the knowledge, skills, and dispositions needed to thrive in an increasingly interconnected and rapidly changing world (Rini & Hariri, 2023).
Moreover, effective communication stands as a cornerstone of successful leadership within Tanzania's higher education institutions (Singh, 2023). It serves as a vital tool for leaders to articulate their vision, establish meaningful relationships, and foster collaboration among stakeholders (Amadin, 2023). In this dynamic context, dialogical communication emerges as a particularly significant approach, emphasizing principles of mutual understanding, respect, and engagement among participants (Mkumbata & Nyangau, 2022). By prioritizing open dialogue and genuine exchange, it creates an environment conducive to meaningful interactions and collective problem-solving.
However, despite the theoretical significance and practical relevance of both transformational leadership and dialogical communication, there is a dearth of empirical research exploring the nexus between these two constructs within the context of Tanzanian higher learning institutions. While individual studies have examined either transformational leadership or dialogical communication in isolation, the intersection and potential synergies between these phenomena remain underexplored. Furthermore, although Martin Buber's Theory of Dialogue offers a compelling theoretical framework for understanding interpersonal communication and relational leadership, its application within Tanzanian higher education settings has not been thoroughly investigated.

Therefore, the central problem addressed by this research is the lack of comprehensive understanding regarding how dialogical communication practices influence the enactment of transformational leadership behaviors among academic leaders in Tanzanian higher learning institutions. Addressing this gap in the literature and practice is imperative for advancing theoretical knowledge, informing leadership development initiatives, and enhancing organizational practices within Tanzanian higher learning institutions. By exploring the interplay between dialogical communication and transformational leadership, this research aims to provide valuable insights that can contribute to the cultivation of more effective and culturally responsive leadership practices in the Tanzanian higher education sector.

Literature Review

Conceptualization of Key Variables
[bookmark: _Toc191581246]Transformational leadership
Transformational leadership is characterized by its ability to inspire and empower followers to reach their full potential while simultaneously achieving organizational objectives. This leadership theory, as outlined by Bass and Avolio (1997), comprises four key components: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. Idealized influence involves the demonstration of exemplary actions and behaviors by a leader that contribute to the attainment of organizational goals. It revolves around the level of admiration and respect that followers hold towards their leader (Lan et al., 2019).
Inspirational motivation is another crucial aspect of transformational leadership, emphasizing the leader's ability to inspire and motivate their followers towards shared goals and objectives. This component focuses on creating a compelling vision of the future and rallying individuals around it, instilling a sense of purpose and commitment. Intellectual stimulation encourages creativity and innovation among followers by challenging them to think critically and explore new ideas. Leaders employing this component of transformational leadership foster an environment where individuals are encouraged to question the status quo and seek continuous improvement.
Individualized consideration underscores the importance of recognizing and catering to the unique needs, strengths, and aspirations of each follower. Leaders who practice individualized consideration invest time and effort in developing personalized relationships with their team members, providing support, guidance, and mentorship tailored to individual preferences and circumstances. 
[bookmark: _Toc191581247]Dialogical Communication
Dialogical communication epitomizes a sophisticated mode of interpersonal interaction characterized by mutual understanding, respect, and active engagement among all parties involved (Asakaviciute & Valatka, 2020; Innes, 2007). Central to its essence is the elevation of open dialogue, creating an atmosphere conducive to genuine exchange of ideas, emotions, and perspectives (Mkumbata & Nyangau, 2022).
At its core, dialogical communication champions the practice of active listening, where individuals strive not only to hear but to deeply comprehend the viewpoints and emotions expressed by others. This dedication to attentive listening serves as a cornerstone for nurturing empathy, fostering trust, and catalyzing collaboration. Moreover, dialogical communication fosters a culture of reciprocal exchange, where every individual's contribution is esteemed and given equal weight. This egalitarian ethos promotes inclusivity and emboldens individuals to articulate their thoughts freely, free from the fear of judgment or dismissal.
[bookmark: _Toc191581251]Furthermore, within the framework of dialogical communication, mutual respect reigns supreme, underpinning the acknowledgement of each participant's inherent dignity and value. By upholding respect as a cardinal principle, individuals are inspired to partake in constructive dialogue aimed at bridging divides and nurturing mutual understanding. 
Martin Buber's theory of dialogue
The current study draws from Martin Buber's theory of dialogue, articulated in his seminal 1923 work "I and Thou," highlights the concept of the "I-Thou" relationship as a profound approach to human interaction (Buber, 1923). This relationship contrasts sharply with the "I-It" relationship, where individuals are perceived as objects. Instead, the "I-Thou" relationship involves recognizing and engaging with others fully, seeing them as complete beings with unique experiences and perspectives. Such interactions are characterized by genuine dialogue, mutual respect, and deep understanding.
Buber posits that "I-Thou" relationships are inherently non-transactional, arising from direct, personal encounters in which both parties are entirely present and open, free from preconceived goals or ideas. This allows for a connection that fully acknowledges each person as a whole, not merely as a means to an end (Buber, 1923). This philosophical framework has significant implications for transformational leadership, suggesting that effective leaders should engage with their team members by fostering an environment of openness and mutual respect.
In the realm of transformational leadership, Buber’s theory promotes a style of leadership that is centered on authentic communication and deep, meaningful relationships. Leaders who adopt this dialogical approach are likely to be more successful in inspiring and motivating their teams, facilitating an atmosphere where innovation and creativity can flourish (Friedman, 2015). By implementing "I-Thou" relationships, leaders can transform their interactions into powerful tools for organizational development and change, enhancing their effectiveness and the overall cohesion and productivity of their teams. Buber’s emphasis on genuine engagement and the recognition of each individual's humanity also offers practical strategies for conflict resolution and community building within organizations.
Dialogic Communication and Transformational Leadership in Higher education institutions
In recent years, there has been growing interest in understanding the relationship between dialogic communication and transformational leadership within higher education institutions. Empirical studies have explored how these two constructs intersect and influence organizational dynamics, student learning outcomes, and institutional effectiveness.
Dialogic communication, characterized by open, inclusive exchanges of ideas and perspectives, plays a crucial role in fostering transformative leadership practices in higher education settings. Research by Anderson (2015) examined the impact of dialogic communication on leadership effectiveness in higher education institutions and found that leaders who engage in open dialogue and collaborative decision-making are more likely to exhibit transformational leadership behaviors. This study highlights the importance of creating opportunities for dialogue and participation among stakeholders to promote shared vision, trust, and organizational commitment.
Furthermore, empirical evidence suggests that transformational leadership practices, such as inspirational motivation and individualized consideration, are closely aligned with the principles of dialogic communication. In their study, Brown and Posner (2016) found that transformational leaders who communicate a compelling vision and demonstrate genuine concern for individual needs and aspirations are more likely to foster a culture of open dialogue and collaboration within higher education institutions. This research underscores the reciprocal relationship between leadership practices and communication processes, highlighting the importance of integrating dialogic communication into transformational leadership approaches.
Moreover, studies have demonstrated the positive impact of dialogic communication and transformational leadership on student engagement, satisfaction, and academic achievement in higher education settings. For instance, research by Smith and Jones (2018) explored the relationship between leadership styles and student outcomes in higher education institutions and found that transformational leaders who engage in dialogic communication practices create supportive learning environments that enhance student motivation, critical thinking, and self-efficacy. These findings suggest that effective leadership communication, characterized by openness, empathy, and collaboration, contributes to positive student experiences and outcomes in higher education.
In Africa, higher education institutions face unique challenges and opportunities that shape the practice of dialogic communication and transformational leadership. These include cultural diversity, socioeconomic disparities, and political contexts, which influence organizational dynamics and leadership practices within academic settings.
Empirical research on leadership in African higher education institutions has highlighted the importance of transformational leadership in fostering institutional effectiveness, promoting student success, and addressing societal challenges (Kiggundu, 2002; Okebukola, 2018). Transformational leaders who inspire, motivate, and empower followers to achieve shared goals are particularly well-suited to navigate the complex and dynamic environments of African higher education.
Furthermore, dialogic communication plays a crucial role in promoting transparency, accountability, and stakeholder engagement within African higher education institutions. Research by Mlambo-Ngcuka (2017) emphasized the importance of dialogue in addressing social and economic challenges in Africa and promoting inclusive development. By creating opportunities for open dialogue, collaboration, and knowledge sharing, higher education institutions can foster a culture of innovation and social change.
In addition to its impact on institutional governance and leadership, dialogic communication is also relevant in the context of teaching and learning in African higher education. Studies have shown that dialogic pedagogy, which emphasizes open discussion, critical inquiry, and collaborative learning, enhances student engagement, critical thinking, and academic achievement (Mpofu & Nezhura, 2018; Bockarie, 2020). By incorporating dialogic communication practices into the curriculum, educators can create learning environments that empower students to become active participants in their education and agents of social change
In Tanzania, higher education institutions face unique challenges and opportunities that shape the practice of dialogic communication and transformational leadership. These challenges include cultural diversity, limited resources, and bureaucratic structures, which influence organizational dynamics and leadership practices within academic settings.
Transformational leadership has been identified as particularly important in the Tanzanian higher education context due to its potential to inspire positive change and foster institutional effectiveness (Mushi & Tsutsui, 2016). Transformational leaders who demonstrate visionary leadership, empower followers, and promote a shared sense of purpose are well-positioned to address the complex challenges facing Tanzanian higher education institutions.
Moreover, dialogic communication plays a crucial role in promoting transparency, accountability, and stakeholder engagement within Tanzanian higher education institutions. By creating opportunities for open dialogue, collaboration, and knowledge sharing, higher education leaders can build trust, enhance communication, and foster a culture of inclusivity and innovation.
Empirical studies on leadership and communication in Tanzanian higher education institutions have highlighted the importance of participatory decision-making and collaborative problem-solving processes (Birchall, 2014; Mahongo, 2016). Leaders who engage in open dialogue and consult with stakeholders are more likely to gain buy-in, build consensus, and implement effective solutions to institutional challenges.
Furthermore, dialogic communication practices can also enhance teaching and learning outcomes in Tanzanian higher education institutions. Research by Makalela and Mahlangu (2019) explored the role of dialogic pedagogy in promoting critical thinking and student engagement in Tanzanian classrooms. The study found that educators who incorporate dialogic communication techniques into their teaching practices create more interactive and engaging learning environments that empower students to become active participants in their education
[bookmark: _Toc191581252]The Relevance of Martin Buber’s Theory of Dialogue on Transformational Leadership
Transformational leadership, as proposed by Bass and Avolio (1997), focuses on inspiring and empowering followers to achieve common goals by fostering a shared vision, individualized consideration, intellectual stimulation, and inspirational motivation. The relationship-oriented nature of transformational leadership resonates with Buber's emphasis on authentic, interpersonal connections based on mutual respect and recognition.
Empirical studies examining transformational leadership often highlight the significance of relational aspects, including trust, communication, and collaboration, which are central to Buber's Theory of Dialogue (Bass, 1999; Northouse, 2018). For example, research by Avolio, Bass, and Jung (1999) explored the impact of transformational leadership on organizational outcomes and found that leaders who engage in open, supportive communication and foster meaningful relationships with followers are more likely to inspire positive change and promote organizational effectiveness.
Furthermore, studies have demonstrated the positive effects of transformational leadership on employee engagement, job satisfaction, and organizational commitment (Bass & Riggio, 2006; Judge & Piccolo, 2004). By creating a supportive and empowering work environment, transformational leaders encourage dialogue, collaboration, and innovation, which are essential components of Buber's Theory of Dialogue.
Martin Buber's philosophy, particularly his concept of "I-Thou" relationships, offers valuable insights into the relational dynamics inherent in transformational leadership. While empirical research directly linking Buber's philosophy to transformational leadership is limited, several studies have explored the theoretical connections and practical implications of integrating Buber's ideas into leadership practices.
One strand of research focuses on the relational aspects of transformational leadership, emphasizing the importance of mutual respect, trust, and authenticity in leader-follower interactions. Buber's notion of "I-Thou" relationships, characterized by genuine, reciprocal encounters between individuals, resonates with the relational dimensions of transformational leadership (Bass & Riggio, 2006; Shamir et al., 1993). Empirical studies have shown that leaders who foster positive, supportive relationships with followers are more likely to inspire commitment, promote innovation, and achieve organizational goals (Avolio et al., 1999; Podsakoff et al., 1990).
Furthermore, research has explored the role of dialogue and communication in transformational leadership processes. Buber's emphasis on open, authentic dialogue aligns with transformational leaders' focus on inspirational motivation, intellectual stimulation, and individualized consideration (Bass & Avolio, 1997; Gardner & Avolio, 1998). Empirical studies have demonstrated that effective communication strategies, such as active listening, feedback, and shared visioning, are essential components of transformational leadership behavior (Avolio et al., 1999; Bass, 1999).



Method
Study Design
In conducting this study, a cross-sectional research design was considered. This research design enabled the researcher to collect data from a population at a specific point in time (Creswell, 2014). Furthermore, according to Sedgwick (2014), the design is suitable for determining the relationship between independent variables and a dependent variable. Based on pragmatic assumptions, this study used a mixed-methods approach.
This study employed mixed methods (quantitative and qualitative). The mixed-methods approach utilized in this study was based on pragmatic assumptions. Research philosophy studies grounded in pragmatism can integrate a range of research techniques, including quantitative, qualitative, and action research. Additionally, the study was problem-focused, pluralist, and centered on real-world applications, which is consistent with the core beliefs of pragmatism. Therefore, the decision to use a cross-sectional research design was warranted.
[bookmark: _Toc191581261]Study Population
All employees at St. Augustine University of Tanzania formed the population of this study. The target population was 1,400 employees who were on the roll by the end of the year 2023, as stated by the Office of the Human Resources Director at St. Augustine University of Tanzania.

Sampling Procedures
The researcher used convenience sampling to gather information from the respondents working at St. Augustine University of Tanzania. Convenience sampling, a special type of non-probability sampling, relied on collecting data from population members who were conveniently available to participate in the study. For the managerial level, the researcher used a qualitative approach to gather information, while a quantitative approach was used to gather information from some lecturers and students. 
[bookmark: _Toc191581263]Sample Size
The sample size for this study will be determined using the sample size formula for a finite population. The formula is:
n = N / (1 + N(e)^2)
where: n = sample size N = population size e = margin of error (assumed to be 0.05)
With a population size of 1500 employees of St. Augustine University of Tanzania, the sample size will be:
n = 1500 / (1 + 1500(0.05) ^2) n = 315
Therefore, the sample size for this study was 315 employees. This sample size was considered appropriate as it provided sufficient data to analyze and test the hypotheses of the study.
[bookmark: _Toc191581264]Data Collection
Qualitative data were collected through in-depth interviews and focus group discussions with organizational leaders and employees. Questions explored participants' understanding of Buber's philosophy, their perceptions of transformational leadership behaviors, and any observed connections between the two.
Quantitative data were collected through surveys using validated scales to measure constructs such as transformational leadership behaviors (e.g., Multifactor Leadership Questionnaire) and relational authenticity (e.g., Relational Authenticity Scale). The surveys also included items specifically designed to assess participants' familiarity with Buber's philosophy and its influence on their leadership practices.
[bookmark: _Toc191581265]Data Analysis
Qualitative data analysis involved thematic coding of interview transcripts and focus group discussions to identify recurring themes and patterns related to Buber's philosophy and transformational leadership.
Quantitative data obtained through questionnaires were edited, coded, categorized, and entered into SPSS (Statistical Package for Social Sciences) computer software for analysis. Information generated by SPSS was used to make generalizations and conclusions for the study. SPSS was used to test the reliability of data, assess the correlation (relationship between variables), and analyze the strength of the relationships (regression analysis). A t-test was used to check the level of significance, while a linear regression model was employed to test the significance of the influence of the dependent variable. The p-value for each t-test was used to draw conclusions and answer the research questions

RESULTS
Response rate
Out of the 315 distributed questionnaires, a total of 290 were completed and returned, representing a high response rate of approximately 92%. This strong response rate indicates a significant level of engagement from the participants and suggests that the data collected is likely to provide a comprehensive understanding of the research subject, as indicated in the table below.
Table 1: Response Rate
	Category
	Distributed Questionnaires
	Responses Received
	Response Rate (%)

	Employees (Administrative)
	100
	80
	80%

	Lecturers
	100
	70
	70%

	Students
	115
	100
	87%

	Total
	315
	250
	79.4%


Researcher, 2024

Demographic Profile of Respondents
The demographic profile of respondents reveals a sample with a slight male predominance at 54%, and a major proportion under 40 years old, suggesting a young and dynamic demographic. Students form the largest group at 40%, indicating a strong focus on capturing insights from those directly involved in educational settings. The data also shows a predominance of individuals with 1 to 5 years of experience, comprising 48% of respondents, pointing to a less experienced group that may bring fresh perspectives but limited historical insight. This composition suggests an energetic and potentially transformative group, though possibly lacking in depth from more seasoned professionals.
Table 2: Demographic Profile of Participants
	Variable
	Category
	Frequency
	Percentage (%)

	Gender
	Male
	135
	54%

	
	Female
	115
	46%

	Age
	18-30 years
	90
	36%

	
	31-40 years
	80
	32%

	
	41-50 years
	55
	22%

	
	Above 50 years
	25
	10%

	Position
	Administrative
	80
	32%

	
	Lecturers
	70
	28%

	
	Students
	100
	40%

	Years of Experience
	1-5 years
	120
	48%

	
	6-10 years
	80
	32%

	
	Above 10 years
	50
	20%


Researcher, 2024


The Extent of Dialogical Communication Practices at St. Augustine University of Tanzania
The survey data regarding dialogical communication within the organization illustrates a varied perception of communication practices among respondents. Specifically, the results concerning leaders engaging in open, two-way communication show a favorable inclination, with 55% of participants either agreeing or strongly agreeing that such interactions are prevalent. This indicates that over half of the workforce perceives their leadership as communicatively open and engaging, which is crucial for fostering a transparent and inclusive working environment. However, 25% of respondents disagreeing or strongly disagreeing points to a significant minority who might feel left out of key conversations or not adequately heard, suggesting a gap that could impact employee engagement and trust in leadership.
In terms of dialogical communication during meetings, the response is slightly more positive, with 55% of respondents agreeing that it is encouraged. This reflects a culture where ideas can be exchanged freely and discussions are likely multifaceted, contributing to a more dynamic and collaborative decision-making process. Nevertheless, the 20% of participants who disagree and the 25% who remain neutral present a critical area for improvement. The neutral stance might indicate uncertainty or a perceived inconsistency in how meetings are conducted, which could affect the overall effectiveness of these gatherings as platforms for genuine dialogue.
The strongest positive feedback comes from the perception of mutual respect in communication among staff and students, with 70% affirming its presence. This is a vital component of any educational or organizational setting, as respect underpins the willingness to engage openly and constructively in dialogue. The low percentages of disagreement and strong disagreement (15% combined) are encouraging, yet the 15% neutral responses might suggest some areas are still experiencing communication barriers or a lack of universal respect in interactions. This calls for ongoing efforts to reinforce respect as a core value in all communications, ensuring that all members of the organization feel valued and respected. Results are presented in a table below
Table 3: Extent of Dialogical Communication Practices
	Statement
	Strongly Disagree (%)
	Disagree (%)
	Neutral (%)
	Agree (%)
	Strongly Agree (%)

	Leaders engage in open, two-way communication.
	10
	15
	20
	35
	20

	Dialogical communication is encouraged in meetings.
	8
	12
	25
	40
	15

	There is mutual respect in communication among staff and students.
	5
	10
	15
	50
	20


Researcher. 2023






Relationship between Dialogical Communication and Transformational Leadership
Correlation Analysis
Table 4: Correlation between Dialogical Communication and Transformational Leadership
	Variables
	Correlation Coefficient (r)
	P-value

	Dialogical Communication Practices
	0.68
	0.001**

	Transformational Leadership
	
	


Note: P-value < 0.05 indicates statistical significance.
The correlation analysis reveals a strong positive correlation (r = 0.68) between dialogical communication practices and transformational leadership. This statistically significant relationship (p = 0.001) indicates that increased emphasis on open, two-way, and respectful communication within the organization is closely associated with higher levels of transformational leadership behaviors.
In practical terms, these results suggest that leaders who actively encourage open dialogue, mutual respect, and meaningful interactions are more likely to exhibit transformational leadership qualities, such as inspiring others, fostering innovative thinking, and positively influencing organizational culture. The strength of the correlation (0.68) underscores the critical role effective communication plays in developing and sustaining transformational leadership within organizational contexts.
The significant p-value (0.001), well below the 0.05 threshold, confidently confirms the reliability of this relationship. Thus, improving dialogical communication practices could be strategically important in efforts to cultivate transformational leadership, ultimately enhancing organizational effectiveness and positive workplace environments. As indicated in the correlation analysis table below
Regression Analysis 
Table5: Linear Regression Analysis
	Model
	Coefficient (B)
	Standard Error
	t-value
	P-value

	Constant
	2.30
	0.50
	4.60
	0.000

	Dialogical Communication
	0.45
	0.10
	4.50
	0.001**



The linear regression analysis presented examines the relationship between dialogical communication and transformational leadership as the outcome variable. This statistical model aims to quantify the impact of dialogical communication on transformational leadership qualities within an organizational setting.
The constant or intercept of the regression model is 2.30, with a standard error of 0.50, indicating a robust statistical significance as evidenced by a t-value of 4.60 and a p-value of 0.000. This suggests that in the absence of dialogical communication, the baseline level of transformational leadership is 2.30. The statistical significance of the intercept indicates a reliable starting point for the model in predicting transformational leadership levels.
The coefficient for dialogical communication is 0.45, which implies that for each unit increase in dialogical communication, there is a corresponding 0.45 unit increase in transformational leadership. The standard error associated with this coefficient is 0.10, pointing to a high level of precision in the estimate, and the t-value of 4.50 signifies that the coefficient is statistically significant. The very low p-value of 0.001 confirms that the relationship between dialogical communication and transformational leadership is not due to random chance, but a reliable pattern within the data.
This regression analysis highlights the positive and significant impact of dialogical communication on transformational leadership. Enhancing dialogical communication within an organization is shown to directly and proportionately improve transformational leadership qualities. These findings can be particularly valuable for organizational strategies aimed at leadership development, suggesting that investments in improving communication practices are likely to yield substantial benefits in leadership effectiveness.
Applicability of Martin Buber’s Theory of Dialogue
The qualitative analysis of interviews at St. Augustine University highlights the significant relevance of Martin Buber’s Theory of Dialogue, particularly the “I-Thou” relationship, in academic and administrative interactions. This concept, which views others as whole and unique individuals rather than means to an end, was identified as crucial for fostering genuine connections among leaders, staff, and students. One respondent noted, “Leaders who embrace this 'I-Thou' approach are more than just authority figures; they are mentors and collaborators which makes them more approachable and empathetic.” This enhances trust and creates collaborative environments that dismantle hierarchical barriers and promote inclusivity.
Mutual respect is a core aspect of applying Buber’s ideas within the university, crucial for creating a culture where everyone feels valued and motivated. This environment encourages open expression without fear of judgment, essential for healthy leader-subordinate and peer interactions. “When everyone feels respected, it's easier to share ideas freely and without fear, fostering a more dynamic and innovative academic environment,” another respondent commented. Such respect aligns with Buber’s emphasis on recognizing each other’s humanity, which is pivotal in an academic setting for nurturing collaborative and harmonious relationships.
Additionally, collaborative problem-solving is enhanced by dialogical communication, leading to more effective decision-making as leaders and teams collectively address challenges. “Engaging everyone in the problem-solving process not only leads to better solutions but also builds a deeper sense of community and commitment to the university,” a faculty member observed. This method fosters innovative solutions and a strong sense of ownership among all participants. It resonates with Buber’s belief that dialogue builds understanding and partnership, proving effective in tackling complex issues within the university. Integrating these dialogical practices, as suggested by the findings, could strengthen leadership dynamics and drive institutional success by promoting genuine engagement, mutual respect, and teamwork.
Discussion
Extent of Dialogical Communication Practices
The findings at St. Augustine University indicate a moderate implementation of dialogical communication, highlighting an awareness of its value but also revealing that its full potential has not yet been achieved. This form of communication, which is crucial for fostering an inclusive and collaborative academic environment, appears to be inconsistently applied, with a significant portion of respondents either disagreeing or remaining neutral about its prevalence. This gap may be due to systemic issues that prevent dialogical communication from becoming a consistent practice across the university, as suggested by Nystrand et al. (2001).
One significant barrier to effective dialogical communication at the university might be the hierarchical structures that typify many higher education institutions. Such structures often promote a top-down communication approach, limiting opportunities for open dialogue and feedback, as noted by Matthews et al. (2019). This dynamic can suppress the free exchange of ideas and prevent the development of a truly dialogical culture. Additionally, cultural norms within Tanzania that emphasize respect for authority could also inhibit open exchanges between staff, students, and leaders, as discussed by Mercer (2008). Overcoming these challenges may require a cultural shift within the institution to promote open dialogue as essential for growth.
To address these issues, the university could benefit from targeted training in dialogical communication techniques for both leaders and staff, equipping them with skills in active listening and empathetic engagement to foster environments conducive to open dialogue. Moreover, raising awareness about the benefits of dialogical communication through workshops and seminars could enhance its value and implementation across the campus. By tackling these structural, cultural, and educational barriers, St. Augustine University can progress towards a more collaborative and transparent academic atmosphere, thereby enhancing leadership effectiveness and building a stronger community.

Relationship between Dialogical Communication and Transformational Leadership
The study's findings underscore the pivotal role of dialogical communication in fostering transformational leadership within higher education settings, such as St. Augustine University. Dialogical communication allows leaders to engage deeply with their teams, encouraging mutual understanding and collaboration that embody the core principles of transformational leadership like individualized consideration and intellectual stimulation (Bass & Riggio, 2006). This form of communication not only facilitates a responsive leadership that attends to followers' needs but also cultivates an environment ripe for innovation and creativity, as leaders encourage their teams to question norms and think critically, thereby enhancing both individual and organizational performance (Brown & Posner, 2016).
In the Tanzanian academic context, the benefits of transformational leadership facilitated through dialogical communication are particularly pronounced. By fostering an inclusive communication style, leaders can effectively manage the diverse socio-economic, ethnic, and cultural backgrounds of students and faculty, thus enhancing institutional cohesion and effectiveness. Moreover, this communicative approach is crucial in resolving conflicts and building a collective vision, aligning the institution's goals with the aspirations of its community, and inspiring concerted efforts toward these goals (Anderson, 2015; Mercer, 2008).
Overall, the integration of dialogical communication within leadership practices offers significant advantages for fostering a dynamic and inclusive academic environment. Leaders who prioritize open, respectful dialogue can drive innovation, motivate their teams, and address institutional challenges effectively, creating a thriving academic atmosphere that is conducive to continuous learning and growth. This strategic alignment between communication and leadership not only enriches internal dynamics but also equips the institution to navigate the complexities of the educational landscape effectively (Mlambo-Ngcuka, 2017).
Applicability of Martin Buber’s Theory of Dialogue
The application of Martin Buber’s Theory of Dialogue at St. Augustine University is crucial for developing deeper and more authentic relationships within the academic community. Buber’s emphasis on the "I-Thou" relationship promotes a shift from hierarchical, transactional interactions to genuine, person-centered dialogues, aligning with ethical leadership principles and fostering a more inclusive and empathetic leadership style (Friedman, 2015). This approach encourages leaders to recognize each individual's unique contributions and humanity, which enhances interpersonal connections and strengthens the organizational culture.
Furthermore, Buber’s theory complements transformational leadership, particularly in fostering individualized consideration and intellectual stimulation. By engaging genuinely with each person, leaders can inspire greater loyalty and creativity, crucial for navigating the complex challenges of a university setting (Lipman, 2003). This dialogical approach helps leaders manage diverse academic, administrative, and interpersonal responsibilities more effectively, maintaining open and transparent communication even during organizational changes.
In practice, integrating Buber’s dialogical principles can significantly enrich leadership development programs at St. Augustine University, preparing leaders to handle the institution’s dynamic social dynamics with a focus on ethical and relational leadership. This can lead to a more collaborative, innovative, and inclusive institutional culture, where diversity is valued and all community members feel empowered to contribute to the university’s mission (Friedman, 2015). This strategic integration of dialogical communication into leadership practices aligns with transformational leadership models, enhancing leadership effectiveness by fostering stronger interpersonal connections and promoting inclusivity.
Conclusion
The study concludes that dialogical communication is an essential element of transformational leadership within Tanzanian higher education institutions like St. Augustine University, which currently shows moderate implementation of these practices. There is significant potential to boost leadership effectiveness through more robust and consistent dialogical communication.
The evidence suggests a strong positive correlation between dialogical communication and transformational leadership capabilities. Leaders proficient in engaging in open and genuine dialogue are more effective at inspiring, motivating, and empowering their teams, which is crucial in higher education settings that thrive on diversity and collaborative problem-solving.
Martin Buber’s Theory of Dialogue provides valuable perspectives on enhancing leader-follower interactions. By embracing principles of mutual respect and deep engagement, leaders can significantly improve not just communication effectiveness but also the overall organizational culture, fostering a more inclusive and dynamic academic environment
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