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Abstract: Educators play a crucial role in youth preparation, education, work, and life. They manage classroom
environments, engage learners, and act as leaders. The public education system in South Africa is facing a crisis, with
private family business schools (PFBSs) emerging. Educators in South Africa face challenges in youth preparation,
education, work, and life, requiring a healthy leadership environment to manage classroom environments and engage
learners. Thus, a healthy leadership environment is essential for educators to feel involved in their work. However, low
employee engagement levels can lead to economic challenges such as unemployment, poverty, and inequality,
exacerbated by illiteracy. This paper summarises the arguments and counterarguments within the scientific discussion
on the issue of the significance of apt leadership for employee engagement. The aim of the paper was to examine the
extent to which leadership predicts levels of engagement of educators in private family business schools. The relevance
of this scientific study is that it gives key information to leaders in private family business schools on how leadership is
paramount for educators to be engaged. The investigation of the topic in this study is carried out in the following
logical sequence: Introduction, literature review, methodology, data analysis and results, discussion,
recommendations, conclusion, limitations, future research, acknowledgements and research funding and references.
The study followed an explanatory, non-experimental research design using a positivist research paradigm and
approached this study from a unique axiology, ontology, epistemology, technique, and rhetorical stance that set the
tone for ontological, epistemological, methodological, axiological, and rhetorical positions. Using a census sampling
technique, data was collected using structured, self-administered, emailed, and drop-off questionnaires. This study’s
hypothesis was tested using appropriate inferential statistics. Non-parametric analysis techniques were used to test the
research hypothesis. The research empirically confirms and theoretically proves that leadership predicts engagement
levels of educators in PFBSs. The results of the study can be helpful to leaders in private family business schools in the
Eastern Cape Province, South Africa and other regions of the world.
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Engagement of Educators in Private Family Business Schools:
The Role of a Healthy Leadership Environment

1. Introduction

Educators play a significant role in preparing our youth as they make important decisions about education,
work, and life (Patimo, 2021). Educators serve several other purposes in schools. Educators are curriculum
agents who effectively deal with curriculum implementation (Carl, 2018). Educators understand and engage
today’s learners (Mokoena, 2019), manage the classroom environment, manage learner participation in the
classroom, manage parental and community involvement, manage classrooms through effective
administration and teamwork, establish classroom management plans (Wydeman, 2019), act as leaders in
schools (Van Niekerk, 2019) and manage learner safety, manage classrooms legally including classroom
discipline (Coetzee, 2019). Educators play a critical role in influencing their colleagues, principals, the
school management team, and other members of the school community to improve teaching and learning
practices to increase student learning and achievement” (Van Deventer, 2019). For educators to succeed in
their profession and vocation, they need to receive sound leadership from management in the private family
business school (PFBS). In this regard, leadership is needed for educators to feel engaged in their schoolwork.

The South African public education system has been described as a crisis (Roodt, 2018). Private schools,
some of which are run as PFBSs, have mushroomed, especially in urban centres. The PFBSs are created to
exploit the opportunity that parents want the best for their children in terms of education, and they are
prepared to pay high tuition fees for that cause (Roodt, 2018). Consequently, there is increased demand for
independent schools, especially PFBSs. Inadequate academic performance has a negative impact not only on
the National Development Plan (NDP) but also on the Millennium Development Goals (MDGs), the
Sustainable Development Goals (SDGs), and Agenda 2063 of the African Union.

For schools to perform optimally, a “healthy leadership environment” is required (Van Deventer, 2019: 120).
Employers can increase their chances of hiring and retaining valuable employees by providing a friendly,
development-enabling environment that leads to employee engagement (Motyka, 2018). Educators must be
completely engaged in their jobs for students to perform well. Yet, as the literature suggests, employee
engagement levels in South Africa and globally are low. It may be attributed to autocratic culture,
ineffective communication, lack of adequate supervision among family members (in family-run businesses),
difficulty attracting professional management, lack of recognition, and poor leadership (Venter, 2016). Low
engagement of educators has far-reaching consequences, such as poor performance of learners that leads to
triple economic challenges of high unemployment, poverty, and inequality which often exacerbate illiteracy
levels in society (Bezuidenhout, 2022). High levels of illiteracy create proper conditions for poor health,
compromised living standards, low self-esteem (Roux, 2020), and forced urban migration in search of jobs,
livelihood, and a better future (Biko, 2019).

Although this study is on leadership, it is on leadership, involves aspects of the human resources
management discipline which deals with the satisfaction of the needs of employees through policies and
practices that motivate them and heighten their morale at work (Armstrong & Taylor, 2020; Chinyamurindi
& Shava, 2021; Rudansky-Kloppers, 2021). Despite a plethora of literature on employee engagement in
organisations, there is hardly anything on teacher engagement in PFBSs hence this study addresses this
lacuna. Drawing on data from educators and their immediate supervisors across three PFBSs in the Eastern
Cape, this study examines the extent to which leadership predicts educators' engagement levels in PFBSs.
The statistical analysis of this study was conducted under significant testing where we posed a null
hypothesis and then attempted to reject that hypothesis (Borenstein, 2021). Thus, the following hypothesis
was developed: Ho: Leadership does not predict educators' engagement levels in PFBSs.

Although this paper only deals with leadership in PFBSs, the hypothesis was tested in conjunction with two
other organisational-based factors: nature of work (Factor 1) and physical working conditions (Factor 2).
These two organisational-based factors were part of a bigger project whose aggregation permitted
mathematically sound comparisons and consistencies to be made.
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2. Literature Review

2.1 Schools as Organisations. Handy (1995) informs us that only a few studies have been conducted
exclusively on the school as an organisation. Although scholars (Erasmus & Van der Westhuizen, 2016;
Mentz & Xaba, 2016; Mentz, 2016; Theron, 2016; Van der Vyer, Van der Westhuizen & Meyer, 2016; Van
der Westhuizen & Mentz, 2016; Xaba & Janson, 2016) are divided as to whether educators are employees
and whether schools are organisations. The position of this paper is that schools are organisations, a
phenomenon that has existed since the 1990s (Handy, 1995).

Studies on schools as private and public organisations exist (Mentz & Xaba, 2016). Barker (2020) defines it
as two or more people who intentionally work together to achieve a set of objectives. While organisations
include business and education (Angelopulo & Thomson, 2020), a school is defined by the structure and
quality of the work environment (Katz & Khan, 1966) and organisation of authority, socialisation, and
change in behaviour (Corwin & Edelfelt, 1977). As organisations, schools are a collection of people in an
educational context that allow individuals to work together to achieve various educational goals, such as
creating a culture of teaching and learning (Van Wyk et al., 2019).

2.2 Family Business. A family business is a business that has at least 51 per cent ownership by a single
family, at least two family members are involved in management or operational activities and the transfer of
leadership to the next generation of family members is anticipated (Co et al., 2018; Farrington & Jappie,
2017; Venter, 2016). In this study, a PFBS is an institution designed for teaching students under educators'
supervision (South African Schools Act No. 84 of 1996) but is run as a family business.

2.3 Engagement. Engagement involves the voluntary participation of the body, mind, soul, and spirit (Afsar
et al., 2020; Chooi et al., 2018; Holtom & Darabi, 2018). 76% of scholars in Motyka’s (2018) study adopted
the definition put forward by Schaufeli et al. (2002: 74) of employee or worker engagement as “a positive,
fulfilling, work-related state of mind that is characterised by vigour, being highly energetic; dedication,
being highly involved in work and absorption; being highly concentrated in work”. This study deals with
personal or self-engagement, which manifests as a function of educators' different work roles in PFBSs
(Joubert & Roodt, 2019).

2.4 Why Educators Should be Engaged. Educators influence youths to make important decisions about
education, work, and life (Patimo, 2021). They implement curricula (Carl, 2018), understanding and
engaging learners’ classroom participation (Mokoena, 2019). Teachers facilitate parental and community
involvement and provide effective administration and teamwork by establishing a classroom management
plan (Wydeman, 2019). In addition, they act as leaders in schools (Van Niekerk, 2019) and manage
discipline (Coetzee, 2019). Given this, it is imperative that teachers should be engaged. Engaged educators
are more productive, less likely to leave, and more likely to thrive (Bravery et al., 2020). They become
engaged with their team, colleagues, organisational unit, and beyond (Habraken et al., 2019; Hicklenton et
al.,, 2019; Mayer, 2019; Saks, 2017; Veldsman, 2019). Since engagement predicts job performance
(Ahmetoglu et al., 2018) and educators’ engagement boosts the school’s viability (Veldsman, 2021), it is evident
that teacher engagement is paramount in establishing a prosperous and academically sound school system.

2.5 How Leadership Leads to Employee Engagement. Leadership is a power mechanism consisting of
two or more people (Alayoubi et al., 2020) who guides, empowers, and motivates others to contribute to the
productivity and advancement of organisations (Anwar, 2017). It involves setting a new direction or vision
for a group and requires knowledge, skills, and professionalism (Ferkinset al., 2018; Mentz, 2020; Poisat,
2021; Roussel et al., 2018; Vrba, 2022). Ali and Anwar (2021) reveal how, by holding various roles in
organisations, leaders are responsible for overhauling them in line with organisational goals and employee
development.

Leaders use different methods to inspire their subordinates through clearly defined goals, such as subtle
persuasion to apply coercive authority overtly (Altman & Tushman, 2017). They also organise the
workplace by modifying communication patterns to enable employees to achieve corporate objectives (Ali,
2020). There are pre-conditions for people to become personally engaged and perform their work in a way
that unlocks accurate, unique, value-consistent, and continuously delightful results for the organisation's
beneficiaries (Albrecht et al., 2015). PFBSs must create distinct, compelling, fulfilling, and memorable
employee experiences, which must be viewed within different employment and work relationships between
organisations and their employees (Veldsman, 2021). There has been a global shift towards ensuring
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efficient and result-oriented employees since managers realise that a highly engaged workforce increases
productivity while reducing the costs of hiring and retaining personnel in a highly competitive labour market
(Agbionu et al., 2018; Peters, 2019; Siwisa-Damasane, 2020). Thus, as averred by Bakker (2011),
researchers have concluded that intrinsic motivational factors such as inspiring leadership should be
addressed for employees to be fully engaged.

After teaching, leadership is the second most important factor influencing school and learner outcomes
(Leithwood et al., 2006). For educators to be engaged, school leaders must offer inspiration and ideas that
motivate others. School leaders are expected to encapsulate the essence of a servant leader, who empowers
others by working with them not for selfish gains but for the advantage of all members. They are expected to
be organisational planners who initiate and orchestrate change; leading professionals who understand work
contexts and demands; demonstrate transmissible values to guide relationships and social architects who establish
consciousness of social development and transformational educational issues (Van Deventer, 2019).

Prinsloo (2019) posits that the success or failure of all school activities depends on the entire staff.
Therefore, educational leaders need to be armed with the skills required to direct people’s actions and to
motivate them to realise the school’s objectives. Use or disregard of various management skills or principles
can positively or negatively affect the performance, establishment, and maintenance of harmonious
relationships in a school. Good leaders maintain good relations and enforce the completion of formal
activities within the school when necessary (Prinsloo, 2019).

Effective leadership entails defining the business of PFBSs, creating a winning strategy (Ngambi, 2022),
respecting others, acting decisively, and behaving with integrity (du Plessis, 2020). Underlining good
leadership is the art of mastering communication skills (Botha, 2019; de Beer, 2017; Henrico & Visser,
2017). Leaders who fail to recognise the link between an engaged workforce and organisational outcomes
endanger their organisations (Keyko et al., 2016). An organisation’s failure to appoint managers with the
right attributes undermines efforts to promote educators’ engagement (Mabasa, 2018) because members’
loyalty within organisations is greatly determined by leadership (Bussin, 2018). Leaders should be people-
centric. The people excellence specification sets the overarching parameters for the type of leadership
necessary to make people excellence a reality in the organisation. This is leadership for whom it is natural to
set up and maintain organisational conditions under which people can be empowered (World Economic
Forum, 2019).

People-centric leadership satisfies the basic psychological needs of followers, enabling them to thrive and
feel fulfilled by being engaged. Leadership that achieves the above-stated expectations is perceived
reciprocally and positively by followers. This type of leadership is exercised by what is referred to as
‘engaging leaders’ (Rahmadani et al., 2019). These practices include setting direction, developing people,
redesigning the organisation, and managing the instructional (teaching and learning) programme. These
leaders can nurture engaging employees. They attempt to answer the question: “What am I supposed to do
as a leader to actualise and bring into practice what is in the organisation's best interest - what do | believe
strongly in, given the leadership vantage point from which I stand?”” (Marishane, 2016).

Therefore, leadership is fundamentally focused on how to get the best out of people (Botha, 2019). After
establishing a family business, it must be managed. Contributions by all members must be integrated and
different business and managerial functions should be coordinated. Management functions of the business
include planning, organising, leading and controlling. The leader should also manage various organisational
functions such as finance, marketing, production, purchasing, administration, human resources, and public
relations (Botha, 2019; Nieuwenhuizen, 2019; Oosthuizen, 2021). It requires certain skills, attributes,
characteristics, and traits. Engagement of educators can be seen when school leaders and management
identify greater roles and responsibilities necessary in creating and shaping a learning environment that
facilitates the development of the collective capacity of the school and its community. Furthermore, they
need to actively motivate educators, promote reflection and collaboration, and model the desired
commitment, values, norms, and practices (Gemeda & Tynjéld, 2015).

2.6 Theoretical Review

2.6.1 Employee Engagement Theory. This study is grounded in employee engagement theory credited to
Kahn (1990) and posits that engagement is crucial to employee retention. Kahn was interested in moments
when people bring themselves into or remove themselves from task behaviours. In other words, how does
engagement occur and what prevents it? From this, we can consider what to do to improve employee
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engagement. This research seeks to ascertain the effect of engagement on educators in PFBSs. This theory is
timely and clarifies this research as employment turnover continuously grows. A firm theoretical base
strengthens research by identifying assumptions and enables the researcher to evaluate and critique them
(Cohen et al., 2019).

3. Methodology

3.1 Research Design. It was a non-experimental, explanatory, and correlational study (Fouché &
Roestenburg, 2022; Pietersen & Maree, 2022; Ugwuanyi, 2022) in which the researchers used a quantitative
research approach to investigate the phenomenon of engagement through natural sciences (Argyres et al.,
2020). Positivism enabled the study to verify causal relationships between dependent and independent
variables (Baker-Townsend & Bloom, 2023; Schurink et al., 2022; Wolhuter, 2022). The researchers
designed a structured questionnaire that was dropped off or emailed to educators in four PFBSs to obtain
large quantities of numerical data (Bertram & Christensen, 2021; Johnson & Christensen, 2020; Masha &
Eze, 2022). A census sampling technique was employed to acquire data from every member of the targeted
population (Johnson & Christensen, 2020). The instrument was validated using content and face validity.
Content validity was met when the researchers requested two experts to check if the research instrument included
all the necessary contents of the measured concept (Jones, 2022; Pietersen & Maree, 2022; Yusoff, 2019). For
face validity, the experts were requested to adjust and enhance the instrument to be valid (Bahariniya et al.,
2021; de Klerk & van Wyk, 2022; Einola & Alvesson, 2021).

3.2 Ethical Considerations. The researchers obtained an ethical clearance certificate after satisfying the
requirements of the research ethics committee (Safdar et al., 2020; Sefotho, 2022; Sivasubramaniam et al.,
2021) and obtained permission for goodwill (Strydom & Roestenburg, 2022) from the PFBSs where the
respondents were based. Before data collection, they secured informed consent from all the respondents
(Hancock et al., 2020; Josephson & Smale, 2020; Trochin, 2020) and assured them of their confidentiality
and anonymity (Alrehaili & Mustaha, 2020; Babbie, 2021; Hoft, 2021).

4. Data Analysis and Results

4.1 Reliability of Instrument. Cronbach Alpha tests were used to add consistency and accuracy to the
questionnaire (van Aardt & Hirschsohn, 2021), to indicate the reliability and internal consistency of this
study’s research instrument (Dalyanto, 2021), to determine the degree to which different items were
positively linked (Bougie & Sekaran, 2020; Clifton, 2020; Nayak & Singh, 2021), and to determine the
reliability of multiple-question Likert scale surveys and selected categories of scales such as quality,
frequency, and unigueness (Zikmund et al., 2019).

It is mentioned by Hair et al. (2017) that when a construct reliability score receives a value of 0.7 or more,
the scale can be deemed highly reliable. In this study, all the scales received a 0.72 coefficient value or
more, confirming that all the constructs were highly reliable. The researchers used non-parametric
hypothesis-testing steps to draw statistical inferences (Manzini & Mhalure, 2022) and SPSS and AMOS
Statistics software to analyse data. The Cronbach’s alpha coefficient was used to assess the reliability of the
established factor structure. A descriptive analysis was used to describe the study’s demographic features,
Spearman’s Rho correlation coefficient was used to examine the nature, strength, and direction of the
correlations between levels of engagement and the study’s theoretical constructs. Linear regression models
using structural equation modeling and scale-free partial least estimates were used for all measurement and
structural models. All necessary assumptions were assessed and addressed.

A confirmatory factor analysis (CFA) was conducted on the 54 items. Thus 18 items measured the nature of
work (Factor 1), 13 items measured physical working conditions (Factor 2) and 23 items measured
leadership (Factor 3). Items with poor loadings were removed, and the most parsimonious model was
achieved with 17 items retained. All factor loadings were above 0.68 (see Table 1 below).

Table 1. Organisational-Based Factors Confirmatory Factor Analysis and Internal Consistency Output

Factors and respective items | CODE | CFA Loadings | Alphaif Item
Nature of work
My job is interesting. NOW1 0.853 0.839
I get considerable opportunity for independence in how I do my ... NOW2 0.955 0.884
| have stimulating tasks in my job. NOW11 0.876 0.861
I have job characteristics such as skills variety. NOW15 0.753 0.888
Cronbach’s Alpha = 0.900; Joreskog rho = 0.920; Average Variance Extracted (AVE) = 0.744
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Table 1 (cont.). Organisational-Based Factors Confirmatory Factor Analysis and Internal Consistency Output

Physical working conditions

| feel safe in my general workplace. PWC1 0.730 0.928
There is available office space in keeping pace with... PWC5 0.902 0.900
My office has comfortable chairs. PWC7 0.930 0.898
My office has controlled temperature. PWC8 0.858 0.902
Toilets are always clean. PWC12 0.842 0.908
Cronbach’s Alpha = 0.925; Joreskog rho = 0.931; Average Variance Extracted (AVE) = 0.731

Leadership

Management provides collective leadership towards achieving ... LSP1 0.936 0.966
Management takes the school in a positive direction. LSP2 0.686 0.975
There is sufficient transformational leadership within the ... LSP4 0.939 0.966
Management has apt leadership gualities. LSP5 0.950 0.968
Management is open to suggestions and opinions of educators. LSP7 0.964 0.965
Management has entrepreneurial qualities such as encouraging ... LSP8 0.930 0.972
Management is considerate to educators. LSP10 0.899 0.971
Management uses a SWOT analysis often to see how the PFBS ... LSP22 0.922 0.973
Cronbach’s Alpha = 0.973; Joreskog rho = 0.974; Average Variance Extracted (AVE) = 0.823

Source: Compiled by the authors

As shown in Table 1 above, the value of the average variance extracted for all the established factors is
greater than the required minimum of 0.50, i.e., nature of work (AVE = 0.744), physical working conditions
(AVE = 0.731) and leadership (AVE = 0.823). Since the minimum cut-off point for AVE is 0.50, the
convergent validity for all the factors is deemed adequate. Further, the Cronbach alpha coefficient was used
to measure these factors' internal consistency. Assessing this coefficient, the value was at least 0.890 for all
the constructs, i.e., nature of work (alpha = 0.900), physical working conditions (alpha = 0.925) and
leadership (alpha = 0.973). A minimum of 0.70 is a recommended cut-off for good reliability. With these
results, the reliability of the established factors is suggestive of good and satisfactory reliability. For
measuring composite reliability, the values of the Joreskog rho are also greater than 0.90 for all the
constructs, i.e., nature of work (CR = 0.920), physical working conditions (CR = 0.931) and leadership (CR
= 0.974). Thus, composite reliability is adequate for the established measurement model; hence, construct
reliability is highly satisfactory.

Figure 1 below shows the path diagram for the CFA measurement model for the organisational-based
factors. A clearer picture of the loaded items is portrayed in the path diagram. The established factor
structure shows four items loading for the nature of work (Factor 1), five items also loading for physical
working conditions (Factor 2) and eight items loading on leadership (Factor 3).
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The measurement model showed a reasonably acceptable and good fit by examining the overall assessment
criteria for model fitness. In Table 2 below, the SRMR is 0.087, regarded as an adequate model fit. The GFI
and its associated AGFI were all above 0.95, which also suggests a good model fit. The normed appropriate
index (NFI = 0.979) and the relative suitable index (RFI = 0.976) were also above 0.95, suggesting a good
model fit for the established measurement model.

Table 2. The Fitness Measures Assessment for Organisational-Based Factors Measurement Model

Name of index Index value Cut-off points Comments
SRMR 0.087 0.05 <SRMR £0.09 Acceptable fit
GFI 0.982 >0.95 Good fit
AGFI 0.976 >0.95 Good fit
NFI 0.979 >0.95 Good fit
RFI 0.976 >0.95 Good fit

Note: SRMR = The Standardised Root Mean Square Residual. GFI/AGFI = The (Adjusted) Goodness of Fit. NFI = The (Non) Normed Fit Index.
RFI = The Relative Fit Index, also known as RHO1

Source: Compiled by the authors

4.2 Descriptive Analysis of Major Theoretical Variables and Constructs: Organisational-Based
Factors. It was imperative to conduct a means analysis of respondents' perceptions regarding
organisational-based factors. Table 3 below shows the summary of the descriptive statistics for these factors.

Table 3. Summary of Descriptive Statistics for Organisational-Based Factors

Factor Mean SD Skewness Kurtosis SW. Sig
Organisational-based factors
Nature of work 4.1915 0.54485 -1.486 0.595 <0.0001
Physical working conditions 4.4548 0.54955 -1.171 -0.095 <0.0001
Leadership 4.6825 0.54530 -1.548 1.185 <0.0001

Note: Oganisational-based factors were measured on a 5-point Likert scale. SW. Sig is the significance of the Shapiro-Wilk test
Source: Compiled by the authors

The summary is displayed in terms of the mean scores and the respective standard deviation, the skewness
and kurtosis coefficients, and the p-value for the Shapiro-Wilk test for normality. The organisational-based
factors were measured on a 5-point Likert scale. The findings show that mean ratings for the organisational-
based factors were also generally high. Thus, in the sample, the mean rating for nature of work (Mean =
4.1915; SD = 0.54485), physical working conditions (Mean = 4.4548; SD = 0.54955) and leadership (Mean
= 4.6825; SD = 0.54530) were all above 4. It means that the sampled participants also perceived high levels
of nature of work, physical working conditions, and leadership within the sector. Figure 2 below shows the
mean plots for the established theoretical factors. The Shapiro-Wilk test, as well as the skewness and
kurtosis coefficients, revealed that the organisational-based factors were inconsistent with the normal
distribution, confirming the appropriateness of non-parametric approaches.

Mean levels for the study's factors/constructs

Engagement 14,7954
Professional development 4,2642
Compensation & benefits 4,7454

Job security

53,881

Leadership [ /1, 6825
Physical working conditions HH4,4548
Nature of work H4,1915

Interpersonal relationships
Trust
Communication

0

4,7722
4,9543
4,7339

1

2

3

4 5

Figure 2. Mean Plots for the Established Theoretical Factors

Source: Compiled by the authors
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4.3 Correlation Analysis. Due to the non-normality of the data, Spearman’s Rho correlation coefficient was
adopted to assess the existing relationships between levels of engagement and the established theoretical
variables and constructs. Spearman’s correlation is the non-parametric alternative to Pearson’s correlation
when the normality assumption is violated. A two-tailed test was opted for. Table 4 below shows the results
of the established correlation coefficients.

Table 4. Spearman’s Correlation Coefficients for the Relationships Between Organisational-Based Factors with

Engagement
Theoretical Constructs/Factors Enga?ement
S
Organisational-based factors
Nature of work 0.743**
Physical working conditions 0.760**
Leadership 0.819**

Note: ** Correlation is significant at the 0.01 level (2-tailed).
Source: Compiled by the authors

Table 4 above presents the results of Spearman’s correlation coefficients for the relationships between
organisational-based factors with engagement. The engagement had a strong, positive and significant
relationship with all the organisational-based factors. Thus, the levels of engagement had a strong, positive
and effective relationship with the nature of work (rs = 0.743), physical working conditions (rs = 0.760)
and leadership (rs = 0.819). In summary, improved or better nature of work, physical working conditions
and leadership results in an increase in the levels of engagement of educators in PFBSs, with leadership
having the greater effect among the organisational-based factors. Given this result, the hypothesis on
leadership can now be tested.

4.4 Hypothesis Testing and Results. The statistical analysis of this study was conducted under significant
testing where we posed a null hypothesis and then attempted to reject that hypothesis (Borenstein, 2021).
Thus, the following hypothesis was developed: Ho: Leadership does not significantly predict educators'
engagement levels in PFBSs.

A structural equation model was examined to determine the underlying predictive effect that the
independent variable, which is leadership, has on the n levels of engagement of educators. Figure 3 below
shows the resultant path diagram drawn using AMOS for the structural equation model.
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Figure 3. The Path Diagram for the Leadership on Engagement Structural Model

Source: Compiled by the authors

In Figure 3 above, eight items were used to measure the exogenous latent variable, while four items were
used to measure the endogenous latent variable. In Table 5 below, the model fit indexes demonstrate that the
established structural model is a good fit.
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Table 5. The Fitness Indexes Assessment for the Leadership on Engagement Structural Model

Name of index Index value Cut-off points Comments
SRMR 0.052 0.05 < SRMR <0.09 Acceptable fit
GFI 0.995 >0.95 Good fit
AGFI 0.992 >0.95 Good fit
NFI 0.994 >0.95 Good fit
RFI 0.992 >0.95 Good fit

Note: SRMR = The Standardised Root Mean Square Residual. GFI/AGFI = The (Adjusted) Goodness of Fit. NFI = The (Non) Normed Fit Index.
RFI = The Relative Fit Index, also known as RHO1.

Source: Compiled by the authors

Assessing the respective index values, SRMR is 0.052 < 0.09, GFI is 0.995 > 0.95 and AGFI is 0.992 > 0.95. The
normed fit index (NFI = 0.994) is greater than 0.95, while the relative fit index (RFI = 0.992) is above 0.95,
which suggests a good model fit for the established structural model. Table 6 below shows the standardised
parameter estimates of the regression weights.

Table 6. Scale-Free Least Squares Standardised Estimates and Bootstrapped 90% Bias-Corrected
Confidence Intervals for the Regression Weights for the Leadership on Engagement Structural Model

Path Bootstrap Estimate & SE 90% ClI p-value
PEstimate SE Bias [LL-UL]

Engagement | € Leadership 0.830 0.074 0.004 [0.694 — 0.936] 0.004*
ENG4 < | Engagement 0.804 0.068 -0.005 [0.667 — 0.887] 0.003*
ENG7 < | Engagement 0.837 0.046 0.004 [0.743 — 0.901] 0.005*

ENG10 < | Engagement 0.822 0.047 0.001 [0.728 — 0.883] 0.004*
ENG11 € | Engagement 0.931 0.033 -0.001 [0.871 —0.981] 0.002*
LSP1 € | Leadership 0.978 0.014 0.000 [0.953 — 0.999] 0.002*
LSP2 € | Leadership 0.846 0.045 -0.003 [0.753 — 0.902] 0.003*
LSP4 < | Leadership 0.963 0.018 0.000 [0.929 — 0.990] 0.003*
LSP5 < Leadership 0.943 0.030 -0.001 [0.869 — 0.978] 0.006*
LSP7 < Leadership 0.981 0.015 -0.001 [0.954 — 1.002] 0.002*
LSP8 < Leadership 0.863 0.040 0.004 [0.781 — 0.917] 0.006*
LSP10 < Leadership 0.839 0.043 0.002 [0.743 — 0.899] 0.005*
LSP22 < Leadership 0.835 0.033 0.003 [0.776 — 0.882] 0.004*

Note: (*) Statistically significant effects. (°) Represents the standardised estimates for the structural model. S.E. and Bias are the standard error and
estimated bias for the standardised estimate respectively. Bias-corrected confidence intervals using 1000 replications are presented.

Source: Compiled by the authors

The path beta estimate for the leadership to levels of engagement path is statistically significant (B = 0.830;
SE = 0.074; 90% CI = [0.694 — 0.936]; p = 0.004). Thus, the regression weight for leadership in the
engagement prediction is significantly different from zero at the 5% significance level. The squared multiple
correlations of 0.690 with 90% bias-corrected Cl = [0.482 — 0.877] indicates that the structural model
explains 69.0% of the variation in levels of engagement (see Table 7 below).

Table 7. Bootstrapped R-Squared (Squared Multiple Correlation) Estimate and 90% Bias-Corrected
Confidence Intervals for the Leadership on Engagement Default Structural Model

Estimate Bootstrap SE Bootstrapped 90% ClI Effect Size
SE Bias LL UL Cohen’s 2
0.690 0.121 0.012 0.482 0.877 2.226

Note: S.E. and Bias are the standard error and estimated bias for the bootstrapped R-Squared (Squared Multiple Correlation) standardised estimate
respectively. Bias-corrected confidence

Source: Compiled by the authors

According to Cohen’s f2, the effect size of 2.226 is greater than 0.35 and is regarded as a significant effect.
This result supports the alternative hypothesis since the beta parameter for the leadership-to-engagement
path is positive and significant. Therefore, there is sufficient statistical evidence to reject the null hypothesis
and conclude that leadership as an organisational-based factor has a statistically significant and positive
predictive effect on educators' engagement levels in PFBSs.

Table 8 below presents the summarised results for the hypotheses on the predictive effect of organisational-
based factors on the engagement of educators.
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Table 8. Summarised Results for the Hypotheses on the Predictive Effect of Organisational-Based Factors
on the Engagement of Educators

Description (Null Hypothesis) Test Statistic p-value Decision
o b o ottty it sk | poosas | peoms | o
o B et o PS0 | poors | peomsr | g
o e omgn W PR | poogo0 | peoow | e

Note: (*) Statistically significant effects at alpha = 0.05. The beta coefficients are standardised estimates of the structural default models.
Source: Compiled by the authors

5. Discussions and Recommendations

5.1 Discussion. Although the main aim of this study was to test the extent to which leadership predicts the
levels of engagement of educators in PFBSs, the study tested it under the construct of organisational-based
factors which, apart from leadership, involves two other factors, namely, nature of work and physical
working conditions. The reason for doing this is that leadership works in conjunction with the other two
factors. The discussions that follow hereunder are on the leadership factor.

This study used deductive logic, whereby the researchers commenced with a null hypothesis and then
collected data to determine whether or not empirical evidence provided support for the hypotheses (Dube &
Shawe, 2022; Manzini & Mhakure, 2022; Ugwuanyi, 2022). It allowed logical analysis and conclusions
based on the relationships derived from the related variables. The question to test hypotheses was: To what
extent does leadership predict educators' engagement levels in PFBSs?

The research problem in this study was solved by answering the research questions. The researchers needed
hypotheses to help answer the research questions. Thus, the theory was aligned with the research questions
(Payne, 2021). To answer the research question, the researchers engaged a hypothesis to test how the study’s
independent variables do not predict the dependent variables. Thus, the statistical analysis of this study was
conducted under significant testing where we posed a null hypothesis and then attempted to reject that
hypothesis (Borenstein, 2021). Based on the above, the following hypothesis was developed and rejected by
the findings: HO: Leadership does not predict educators’ engagement levels in PFBSs. This study’s analysis
concluded that leadership, as an organisational-based factor, has a significant and positive predictive effect
on educators’ engagement levels in PFBSs. As mentioned earlier, after a CFA was conducted, eight items
were loaded on leadership. Some of these factors have been combined, but attempts have been made to
discuss them hereunder.

One of the tasks that leaders need to do is to offer collective leadership. Managers realise that a productive
staff is essential for organisational survival (Agbionu et al., 2018; Peters, 2019; Siwisa-Damasane, 2020).
School management and leadership are two ways of defining an organisation, with management focusing on
resource allocation and leadership on mission, direction, and inspiration. A school principal must be both
leader and a manager (Marishane & Botha, 2011). Leadership is an intentional power mechanism that
guides, empowers, inspires individuals and creates new paths to improve organisations (Vrba, 2022).
Organisations know engaged workers boost productivity (Alayoubi et al., 2020). Therefore, leaders must
change organisations to meet objectives and grow employees (Ali & Anwar, 2021). In a school, leadership
affects school and student results (Leithwood et al., 2006). School leaders should be servant leaders or social
architects who empower others by working with teachers to achieve social growth and eliminate
transformational challenges in education and society (Van Deventer, 2019).

A second task that leaders need to do is to provide direction. Effective leadership entails defining the
business of PFBSs, creating a winning strategy (Ngambi, 2022), respecting others, acting decisively, and
behaving with integrity (du Plessis, 2020). This type of leadership is exercised by what are called ‘engaging
leaders' (Nikolova et al., 2019). These practices include setting direction, developing people, redesigning the
organisation, and managing the teaching and learning programme. Leadership styles in family businesses
have attracted increasing scholarly attention. It is noted that leadership in family firms differs from that of
other firms due to the emotional considerations of family firm leaders, their high levels of influence, and
their relatively long tenures (Gomez-Meja et al., 2011). Regardless of the situation, the style and character
of a leader's style in an organisation impact the degree of engagement among employees (Aamodt, 2004). In
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this study, transformational leadership came out strongly as one that is preferred in PFBSs. Transformational
leadership positively relates to work engagement (Borah & Barua, 2018; Chin et al., 2019; Li et al., 2021,
Nikolova et al., 2019; Saks, 2017). Transformational leaders convert their followers from low to high levels
of enthusiasm. They emphasise collective interest and the achievement of a collective goal by stimulating
self-confidence, morale, and motivation and permitting followers to establish a personal and social identification
with the organisational objective to foster innovation and obtain innovative outcomes (Liao et al., 2017).

It is noted that success in business management depends on the leader demonstrating certain qualities for
effective leadership. These qualities contribute to leadership effectiveness that is interrelated with achieving
envisioned results (Nieuwenhuizen, 2019). A complete listing of leadership qualities would consume
hundreds of pages (Nieuwenhuizen, 2019). Therefore, leadership qualities such as dominance, emotional
stability, high tolerance of frustration, initiative, responsibility, resilience, emotional intelligence, honesty,
positive attitude, tenacity, vision, commitment, sense of humour, assertiveness, humility, warmth, self-
confidence, and flexibility are the most found qualities related to effective leadership (Henrico & Visser,
2017; Nieuwenhuizen, 2019; Oostheuizen, 2018).

Leaders also need to possess intelligence, work-relevant knowledge, substantial achievement and drive,
proactiveness, friendliness, enthusiasm, ability to take risks, creativity, quick action, and eyes on the future
(Amos, 2021; de Beer, 2017; Larson & Gray, 2021). Last, leaders in PFBSs should recognise that different
people have different gifts and abilities, be prepared to respond to changes in the business environment and
understand that families and ownership structures also change over time (Aronoff & Ward, 2000) and obtain
innovative outcomes (Liao et al., 2017).

Thus, various studies have developed diverse kinds of employee engagement models. Still, Zinger’s (2010)
model of employee engagement encourages employees to give opinions in a participative leadership style.
According to Zinger (2010), the organisation should communicate effectively to enable workers to share
their views. It will allow the employees to be more engaged in their job. Jeevithaa (2016) believes that the
essential part of engagement is ‘connection’ because it explains the workers’ commitment by focusing on
the strategies followed to create emotional bonding of the employees towards the company. Some authors
(Botha, 2022; lle et al., 2022; Staude, 2021) have written about how a SWOT analysis applies to internal
and external environmental investigations. It (a SWOT analysis) combines all the factors that management
must deal with in both the internal and external environments. A SWOT analysis combines all the factors
that management must deal with in both the internal and external environments. Leaders need to use this
analysis to ensure that their organisations thrive.

Last, it can be seen from the above that an organisation’s failure to appoint managers with the right
attributes undermines efforts to promote educators’ engagement (Mabasa, 2018) because members’ loyalty
within organisations is greatly determined by leadership (Bussin, 2018). Leaders who fail to recognise the
link between an engaged workforce and organisational outcomes endanger their organisations (Keyko et al.,
2016). Given the previous, this study has shown the significance of leadership in fostering employee
engagement because workers contribute significantly to the organisation through their labour. Thus, school
leaders should create and shape a learning environment that facilitates the development of the collective
capacity of the PFBS. Furthermore, as alerted by Arar and Saiti (2022), they should actively motivate
educators, promoting collaboration, desired commitment, norms, values, and fitting work practices. It is now
time to look at the study’s limitations.

5.2 Recommendations. Enslin (2021) says recommendations are either for further study or for practice. The
recommendations below are categorised into those two separate purposes.

5.2.1 Recommendations for Practice. Recommendations are based on results and findings that prescribe
what could or should be done (or done differently) in practice (Enslin, 2021).

This study recommends:

» More employee engagement surveys to determine where improvements are needed.

> Leaders need to exercise apt leadership skills to run their organisations efficiently.

> Leaders should allow employees to suggest solutions to problems because they have hands-on
organisational experience.
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> Management must recognise and develop employees’ skills by providing career opportunities to keep
them challenged and motivated. Employees should be encouraged to experiment and improve their
performances, and functional activities should be used to promote innovation within the organisation.

» Employee engagement initiatives must be led by top management.

6. Conclusion, Limitations, and Future Research

6.1 Conclusion. In connection with the above revelation, an organisation’s success depends on treating
workers and employee engagement promotes employee loyalty. Sometimes studies are conducted because
of researchers’ interests (Salkind, 2019). Researchers are influenced by their background, culture, education,
and personal experience; our interaction with organisations with low employee engagement levels led to this
study. The researchers’ careers in organisational matters and participation in training in different
organisations led to our realisation of the prevalent exclusion of employees in decision-making by leaders.
Based on evidence from previous studies, disengagement levels could be solved through studies such as
ours. This study is significant because, as stated earlier, a study that examines employee engagement among
educators in PFBSs has never been done at this level in the country. The expectation is that the model will
assist managers who deal with educators to create a climate in which their staff are fully engaged. The
results of this study are not representative of all PFBSs because the study focused on one aspect of
engagement, which is leadership and was confined to PFBSs in the Eastern Cape.

6.2 Limitations. Personal bias may occur in coding or categorising themes. Since conclusions were
exclusively drawn from available data, findings are not transferable to similar contexts. Because of time and
geographical constraints, this study was conducted on selected PFBSs in Alice, East London, Port Elizabeth,
and Mthatha. Thus, findings are confined to these PFBSs.

6.3 Recommendation for Future Studies. Since science thrives on replication (Athanasou et al., 2018),
issues of communication, job security, training and development should be undertaken to improve
knowledge of the engagement of educators in PFBSs. A mixed-method approach should be used with an
employee engagement diagnostic tool to thoroughly investigate employee engagement's impact on PFBSs.
A large-scale survey is needed to obtain a fair representation of PFBSs in South Africa.

7. Acknowledgments and Research Funding

The authors want to acknowledge Walter Sisulu University's role in funding this article's page fees. The
authors thank the PFBSs that permitted them to collect data from their educators. The authors would also
want to thank all the respondents for voluntarily participating in the study.

Author Contributions: Conceptualization: Anthony Kambi Masha, Ernest Nikisi; methodology: Anthony
Kambi Masha, Ernest Nikisi; software: Ernest Nikisi; validation: Ernest Nikisi; formal analysis: Ernest
Nikisi; investigation: Anthony Kambi Masha; resources: Anthony Kambi Masha, Ernest Nikisi, Patrick
Bwowe; data curation: Anthony Kambi Masha, Ernest Nikisi, Patrick Bwowe; writing-original draft
preparation: Anthony Kambi Masha; writing-review and editing: Anthony Kambi Masha; visualization:
Anthony Kambi Masha, Ernest Nikisi, Patrick Bwowe; supervision: Anthony Kambi Masha, Ernest Nikisi,
Patrick Bwowe; project administration: Anthony Kambi Masha, Ernest Nikisi, Patrick Bwowe.

Conflicts of Interest: Authors declare no conflict of interest.

Data Availability Statement: Not applicable.

Informed Consent Statement: Informed consent was obtained from all subjects involved in the study.
List of Abbreviations

PFBS: Private Family Business Schools

References

1. Aamodt, M.G. (2004). Applied industrial/organisational psychology (4th Edition). Belton CA: Thomson
Wadsworth. Available at: [Link]

2. Abu-Nahel, Z.0., Alagha, W.H., Al Shobaki, M.J., Abu-Naser, S.S., & El Talla, S.A. (2020). Flexibility
of Information and Its Relationship to Improving the Quality of Service. Available at: [Link]

31


https://www.amazon.com/Applied-Industrial-Organizational-Psychology-InfoTrac/dp/0534596886
http://dspace.alazhar.edu.ps/xmlui/handle/123456789/639

&

. . . [ ]
p . Business Ethics and Leadership, Volume 7, Issue 3, 2023 I Sumy
AR& P $ sciendo ISSN (online) — 2520-6311; ISSN (print) — 2520-6761 g Urivrsity

3. Afsar, B., Al-Ghazali, B., & Umrani, W. (2020). Corporate social responsibility, work meaningfulness,
and employee engagement: The joint moderating effects of incremental moral belief and moral identity
centrality. Corporate Social Responsibility and Environmental Management, 27(3), 1264-1278. [Google
Scholar] [CrossRef]

4. Ahmetoglu, G., Akhtar, R., Tsivrikos, D., & Chamorro-Premuzic, T. (2018). The entrepreneurial
organisation: The effects of organisational culture on innovation output. Consulting Psychology Journal:
Practice and Research, 70(4), 318. [Google Scholar] [CrossRef]

5. Alayoubi, M.M., Al Shobaki, M.J., & Abu-Naser, S.S. (2020). Strategic leadership practices and their
relationship to improving the quality of educational service in Palestinian Universities. International
Journal of Business Marketing and Management, 5(3), 11-26. [Google Scholar]

6. Albrecht, S.L., Bakker, A.B., Gruman, J.A., Macey, W.H., & Saks, A.M. (2015). Employee engagement,
human resource management practices, and competitive advantage: An integrated approach. Journal of
Organisational Effectiveness: People and Performance, 2(1), 7-35. [Google Scholar] [CrossRef]

7. Albrecht, S., Breidal, E., & Marty, A. (2018). Organisational resources, organisational engagement
climate, and employee engagement. The Career Development International, 23(1), 67-85. [Google
Scholar] [CrossRef]

8. Ali, B.J. (2021). Assessing (The impact) of advertisement on customer decision making: Evidence from
an educational institution. Afak for Science Journal, 6(01), 267-280. [Google Scholar]

9. Ali, BJ.,, & Anwar, G. (2021). Strategic leadership effectiveness and its influence on organisational
effectiveness. International Journal of Electrical, Electronics and Computers, 6(2), 11-24. [Google
Scholar] [CrossRef]

10.Alrehaili, N., & Mutaha, A. (2020). Cloud Computing Security Challenges. larjset, 7(8), 120-123.
[Google Scholar] [CrossRef]

11.Altman, E.J., & Tushman, M.L. (2017). Platforms, open/user innovation, and ecosystems: A strategic
leadership perspective. Emerald Publishing Limited. [Google Scholar]

12.Amos, T. (2021). The dynamics of leadership. In Hellriegel, D., Slocum, J., Jackson, S.E., Louw, L.,
Staude, G., Amos, T., Klopper, H.B., Louw, M., Oosthuizen, T., Perks, S., & Zindiye, S. Management
(5™ Edition). Cape Town: Oxford University Press Southern Africa. Available at: [Link]

13.Angelopulo, G., & Thomson, N. (2020). Communication and the organisation. In Angelopulo, G., &
Barker, R. Integrated organisational communication (2" Edition). Cape Town: Juta. Available at: [Link]

14.Anwar, K. (2017). Leading Construction Project Teams: The Effectiveness of Transformational
Leadership in Dynamic Work Environments in Kurdistan. International Journal of Advanced
Engineering, Management and Science, 3(10), 239925. [Google Scholar] [CrossRef]

15.Anyalor, M., Nwali, A.C., & Agbionu, U.C. (2018). Employee engagement and performance of lecturers
in Nigerian tertiary institutions. Journal of Education and Entrepreneurship, 5(2), 69-87. [Google
Scholar] [CrossRef]

16.Arar, K., & Saiti, A. (2022). Ethical leadership, ethical dilemmas and decision making among school
administrators. Equity in Education and Society, 1(1), 126-141. [Google Scholar] [CrossRef]

17.Argyres, N.S., De Massis, A., Foss, N.J., Frattini, F., Jones, G., & Silverman, B.S. (2020).
History-informed strategy research: The promise of history and historical research methods in advancing
strategy scholarship. Strategic Management Journal, 41(3), 343-368. [Google Scholar] [CrossRef]

18.Armstrong, M., & Taylor, S. (2020). Armstrong's handbook of human resource management practice.
London: Kogan Page Publishers. [Google Scholar]

19.Aronoff, C.E., & Ward, J.L. (2000). More than family: Non-family executives in the family business, FB
Leadership Series, U.SA: Marietta. [Google Scholar]

20.Athanasou, J.A., Mpofu, E. Gitchel, W.D., & Elias, M.J. (2018). Theoretical-conceptual aspects of thesis
writing. In Maree, J.G.K. (Ed.). Complete your thesis or dissertation successfully: Practical guidelines.
Cape Town: Juta. Available at: [Link]

21.Babbie, E.R. (2021). The practice of social research. (15" Edition). Massachusetts: Cengage Learning.
Available at: [Link]

22.Bahariniya, S., Ezatiasar, M., & Madadizadeh, F. (2021). A Brief Review of the Types of Validity and
Reliability of scales in Medical Research. Journal of Community Health Research, 10(2), 100-102.
[Google Scholar] [CrossRef]

23.Bakker, A.B. (2011). An evidence-based model of work engagement. Current directions in
psychological science, 20(4), 265-269. [Google Scholar] [CrossRef]

32


https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=3.%09Afsar%2C+B.%2C+Al%E2%80%90Ghazali%2C+B.%2C+%26+Umrani%2C+W.+%282020%29.+Corporate+social+responsibility%2C+work+meaningfulness%2C+and+employee+engagement%3A+The+joint+moderating+effects+of+incremental+moral+belief+and+moral+identity+centrality.+Corporate+Social+Responsibility+and+Environmental+Management%2C+27%283%29%2C+1264-1278&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=3.%09Afsar%2C+B.%2C+Al%E2%80%90Ghazali%2C+B.%2C+%26+Umrani%2C+W.+%282020%29.+Corporate+social+responsibility%2C+work+meaningfulness%2C+and+employee+engagement%3A+The+joint+moderating+effects+of+incremental+moral+belief+and+moral+identity+centrality.+Corporate+Social+Responsibility+and+Environmental+Management%2C+27%283%29%2C+1264-1278&btnG=
http://dx.doi.org/10.1002/csr.1882
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=4.%09Ahmetoglu%2C+G.%2C+Akhtar%2C+R.%2C+Tsivrikos%2C+D.%2C+%26+Chamorro-Premuzic%2C+T.+%282018%29.+The+entrepreneurial+organisation%3A+The+effects+of+organisational+culture+on+innovation+output.+Consulting+Psychology+Journal%3A+Practice+and+Research%2C+70%284%29%2C+318&btnG=
http://dx.doi.org/10.1037/cpb0000121
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=5.%09Alayoubi%2C+M.M.%2C+Al+Shobaki%2C+M.J.%2C+%26+Abu-Naser%2C+S.S.+%282020%29.+Strategic+leadership+practices+and+their+relationship+to+improving+the+quality+of+educational+service+in+Palestinian+Universities.+International+Journal+of+Business+Marketing+and+Management%2C+5%283%29%2C+11-26&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=6.%09Albrecht%2C+S.L.%2C+Bakker%2C+A.B.%2C+Gruman%2C+J.A.%2C+Macey%2C+W.H.%2C+%26+Saks%2C+A.M.+%282015%29.+Employee+engagement%2C+human+resource+management+practices%2C+and+competitive+advantage%3A+An+integrated+approach.+Journal+of+Organisational+Effectiveness%3A+People+and+Performance%2C+2%281%29%2C+7-35&btnG=
https://doi.org/10.1108/joepp-08-2014-0042
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=7.%09Albrecht%2C+S.%2C+Breidal%2C+E.%2C+%26+Marty%2C+A.+%282018%29.+Organisational+resources%2C+organisational+engagement+climate%2C+and+employee+engagement.+The+Career+Development+International%2C+23%281%29%2C+67-85&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=7.%09Albrecht%2C+S.%2C+Breidal%2C+E.%2C+%26+Marty%2C+A.+%282018%29.+Organisational+resources%2C+organisational+engagement+climate%2C+and+employee+engagement.+The+Career+Development+International%2C+23%281%29%2C+67-85&btnG=
https://doi.org/10.1108/cdi-04-2017-0064
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=8.%09Ali%2C+B.J.+%282021%29.+Assessing+%28The+impact%29+of+advertisement+on+customer+decision+making%3A+Evidence+from+an+educational+institution.+Afak+for+Science+Journal%2C+6%2801%29%2C+267-280&btnG=
file:///G:/BEL/BEL/Issue%203,%202023/scholar.google.com/scholar
file:///G:/BEL/BEL/Issue%203,%202023/scholar.google.com/scholar
https://doi.org/10.22161/eec.62.2
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=10.%09Alrehaili%2C+N.%2C+%26+Mutaha%2C+A.+%282020%29.+Cloud+Computing+Security+Challenges.+Iarjset%2C+7%288%29%2C+120-123&btnG=
https://doi.org/10.17148/iarjset.2020.7817
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=11.%09Altman%2C+E.+J.%2C+%26+Tushman%2C+M.+L.+%282017%29.+Platforms%2C+open%2Fuser+innovation%2C+and+ecosystems%3A+A+strategic+leadership+perspective&btnG=
https://www.wizebooks.co.za/Get/9780199077366-management-5e
https://juta.co.za/pdf/23167/
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=14.%09Anwar%2C+K.+%282017%29.+Leading+Construction+Project+Teams%3A+The+Effectiveness+of+Transformational+Leadership+in+Dynamic+Work+Environments+in+Kurdistan.+International+Journal+of+Advanced+Engineering%2C+Management+and+Science%2C+3%2810%29%2C+239925&btnG=
https://dx.doi.org/10.24001/ijaems.3.10.2
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=15.%09Anyalor%2C+M.%2C+Nwali%2C+A.C.%2C+%26+Agbionu%2C+U.C.+%282018%29.+Employee+engagement+and+performance+of+lecturers+in+Nigerian+tertiary+institutions.+Journal+of+Education+and+Entrepreneurship%2C+5%282%29%2C+69-87&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=15.%09Anyalor%2C+M.%2C+Nwali%2C+A.C.%2C+%26+Agbionu%2C+U.C.+%282018%29.+Employee+engagement+and+performance+of+lecturers+in+Nigerian+tertiary+institutions.+Journal+of+Education+and+Entrepreneurship%2C+5%282%29%2C+69-87&btnG=
https://doi.org/10.26762/jee.2018.40000015
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=16.%09Arar%2C+K.%2C+%26+Saiti%2C+A.+%282022%29.+Ethical+leadership%2C+ethical+dilemmas+and+decision+making+among+school+administrators.+Equity+in+Education+and+Society%2C+1%281%29%2C+126-141&btnG=
https://doi.org/10.1177/27526461211070828
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=17.%09Argyres%2C+N.S.%2C+De+Massis%2C+A.%2C+Foss%2C+N.J.%2C+Frattini%2C+F.%2C+Jones%2C+G.%2C+%26+Silverman%2C+B.S.+%282020%29.+History%E2%80%90informed+strategy+research%3A+The+promise+of+history+and+historical+research+methods+in+advancing+strategy+scholarship.+Strategic+Management+Journal%2C+41%283%29%2C+343-368&btnG=
https://doi.org/10.1002/smj.3118
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=18.%09Armstrong%2C+M.%2C+%26+Taylor%2C+S.+%282020%29.+Armstrong%27s+handbook+of+human+resource+management+practice.+London%3A+Kogan+Page+Publishers&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=19.%09Aronoff%2C+C.E.%2C+%26+Ward%2C+J.L.+%282000%29.+More+than+family%3A+Non-family+executives+in+the+family+business%2C+FB+Leadership+Series%2C+U.SA%3A+Marietta&btnG=
https://juta.co.za/pdf/23142/
https://www.worldcat.org/title/The-practice-of-social-research/oclc/1140119052
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=22.%09Bahariniya%2C+S.%2C+Ezatiasar%2C+M.%2C+%26+Madadizadeh%2C+F.+%282021%29.+A+Brief+Review+of+the+Types+of+Validity+and+Reliability+of+scales+in+Medical+Research.+Journal+of+Community+Health+Research%2C+10%282%29%2C+100-102&btnG=
http://dx.doi.org/10.18502/jchr.v10i2.6582
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=23.%09Bakker%2C+A.B.+%282011%29.+An+evidence-based+model+of+work+engagement.+Current+directions+in+psychological+science%2C+20%284%29%2C+265-269&btnG=
doi:%2010.1177/0963721411414534

¥
S i i i Z H
@ sutan:g Business Ethics and Leadership, Volume 7, Issue 3, 2023 q. scien d ) AR & p

University ISSN (online) — 2520-6311; ISSN (print) — 2520-6761

24.Bakker, A.B., Albrecht, S.L., & Leiter, M.P. (2011). Key questions regarding work engagement.
European journal of work and organisational psychology, 20(1), 4-28. [Google Scholar] [CrossRef]

25.Bankins, S., Griep, Y., & Hansen, S.D. (2020). Charting directions for a new research era: Addressing
gaps and advancing scholarship in the study of psychological contracts. European Journal of Work and
Organisational Psychology, 29(2), 159-163. [Google Scholar] [CrossRef]

26.Barker, R. (2020). Dynamics of organisational communication. In Angelopulo, G., & Barker, R.
Integrated organisational communication (2" Edition). Cape Town: Juta. Available at: [Link]

27.Barker-Townsend, J.A., & Bloom, K. (2023). Asking the right questions. In Boswell, C, & Cannon, S.
Introduction to nursing research: Incorporating evidence practice. Massachusetts: Jones & Bartlet.
Available at: [Link]

28.Beattie, M. (2002). Educational leadership: Modeling, mentoring, making and re-making a learning
community. European Journal of Teacher Education, 25(2-3), 199-221. [Google Scholar] [CrossRef]

29.Beaven, K. (2019). Strategic human resource management: An HR professional’s toolkit. London:
Kogan Page Publishers. 272 p. [Google Scholar]

30.Bersin, J., McDowell, T. Rahnema, A., & van Durme, Y. (2017). The organisation of the future. In
Rewriting the rules of the digital age. 2017 Deloitte Global Human Capital Trends. Place of publication
uncited: Deloitte University Press. Available at: [Link]

31.Bertram, C., & Christiansen, I. (2021). Understanding research: An introduction to reading research.
Pretoria: Van Schaik. Available at: [Link]

32.Bezuidenhout, F.J. (2022). Poverty. In Bezuidenhout, F.J. (Ed.). A reader on selected social issues.
Pretoria: Van Schaik. Available at: [Link]

33.Biko, H. (2019). Africa reimagined: Reclaiming a sense of abundance and prosperity. Cape Town:
Jonathan Ball. Available at: [Link]

34.Borah, N., & Barua, M. (2018). Employee engagement: a critical review of literature. Journal of
Organisation and Human Behaviour, 7(4). Available at: [Link]

35.Borenstein, M. (2021). Statistical hypothesis tests. In Coe, R., Warring, M., Hedges, L.V., & Arthur, J.
(eds.). Research methods and methodology in education (2" Edition). London: SAGE. Available at:
[Link]

36.Botha, M. (2019). The entrepreneur. In Nieman, G., & Nieuwenhuizen, C. Entrepreneurship: A South
African perspective (3" Edition). Pretoria: Van Schaik. Available at: [Link]

37.Botha, T. (2022). Strategic management. In Botha, T., & Vrba, M. Contemporary management principles
(2" Edition). Cape Town: Juta. Available at: [Link]

38.Bougie, R., & Sekaran, U. (2020). Research methods for business: A skills-building approach. (8"
Edition). New Jersey: Wiley. Available at: [Link]

39.Bravery, K., Baldwin, S,, Ketenci, I.C., Cernigol, A., Cline, M., De Malo, A., Gutowski, D., Hudson, T.,
Ladd, M., Roberts, J., & Silva, J. (2020). Win with empathy. Global talent trends. Place of publication
uncited: Mercer LLC. Available at: [Link]

40.Brewster, C., Mayrhofer, W., & Farndale, E. (Eds.). (2018). Handbook of research on comparative
human resource management. Cheltenham: Edward Elgar Publishing. Available at: [Link]

41.Bryman, A. (2016). Social research methods. Oxford: Oxford University Press. Available at: [Link]

42.Bussin, M. (2018). Reward solutions to retention questions. In Coetzee, M., Potgieter, L., & N. Ferreira
(Eds.). Psychology of retention. Theory, research, and practice. Switzerland: Nature Springer. Available
at: [Link]

43.Byars, L.L., & Rue, L.W. (1991). Human resource management. Homewood: Irwin. Available at: [Link]

44.Carl, A. (2018). Teacher empowerment through curriculum development (5" Edition). Cape Town: Juta.
Available at: [Link]

45.Chin, T.L., Lok, S.Y.P., & Kong, P.K.P. (2019). Does transformational leadership influence employee
engagement. Global Business and Management Research: An International Journal, 11(2), 92-96.
Available at: [Link]

46.Chinyamurindi, T.W., & Shava, H. (2021). Foundations of human resources management. In Rudansky-
Kloppers, S., & Bester, P. Introduction to business functions. Cape Town: Oxford University Press
Southern Africa. Available at: [Link]

47.Chooi, A., Ramayah, T., & Doris, D. (2018). Psychological Climate, Employee Engagement and
Affective Organisational Commitment: The Oil and Gas Employees' Perspective. International Journal
of Economics and Management, 12(2), 621-639. [Google Scholar]

33


https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=24.%09Bakker%2C+A.B.%2C+Albrecht%2C+S.L.%2C+%26+Leiter%2C+M.P.+%282011%29.+Key+questions+regarding+work+engagement.+European+journal+of+work+and+organisational+psychology%2C+20%281%29%2C+4-28&btnG=
https://doi.org/10.1080/1359432X.2010.485352
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=25.%09Bankins%2C+S.%2C+Griep%2C+Y.%2C+%26+Hansen%2C+S.D.+%282020%29.+Charting+directions+for+a+new+research+era%3A+Addressing+gaps+and+advancing+scholarship+in+the+study+of+psychological+contracts.+European+Journal+of+Work+and+Organisational+Psychology%2C+29%282%29%2C+159-163&btnG=
https://doi.org/10.1080/1359432X.2020.1737219
https://juta.co.za/pdf/23167/
https://www.worldcat.org/title/Introduction-to-nursing-research-:-incorporating-evidence-based-practice/oclc/1057893560
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=28.%09Beattie%2C+M.+%282002%29.+Educational+leadership%3A+Modeling%2C+mentoring%2C+making+and+re-making+a+learning+community.+European+Journal+of+Teacher+Education%2C+25%282-3%29%2C+199-221&btnG=
https://doi.org/10.1080/0261976022000036439
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=29.%09Beaven%2C+K.+%282019%29.+Strategic+human+resource+management%3A+An+HR+professional%E2%80%99s+toolkit.+London%3A+Kogan+Page+Publishers&btnG=
https://www2.deloitte.com/content/dam/insights/us/articles/HCTrends_2017/DUP_Global-Human-capital-trends_2017.pdf
https://www.vanschaiknet.com/book/view/487
https://www.researchgate.net/publication/314104612
https://www.jonathanball.co.za/component/virtuemart/africa-reimagined-13174
http://www.publishingindia.com/GetBrochure.aspx?query=UERGQnJvY2h1cmVzfC81Mjk4LnBkZnwvNTI5OC5wZGY=
https://www.researchgate.net/publication/336149706
https://www.vanschaik.com/book/524497df08dce/
https://juta.co.za/catalogue/contemporary-management-principles-2e-print_28314
https://www.wiley.com/en-us/Research+Methods+For+Business:+A+Skill+Building+Approach,+8th+Edition-p-9781119561248
https://workingnation.com/wp-content/uploads/2020/03/global-talent-trends-2020-report.pdf
https://www.e-elgar.com/shop/gbp/handbook-of-research-on-comparative-human-resource-management-9781784711122.html
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/reference/ReferencesPapers.aspx?ReferenceID=1948986
https://www.researchgate.net/publication/327334683_Reward_Solutions_to_Retention_Questions_Theory_Research_and_Practice
https://books.google.com/books/about/Human_Resource_Management.html?id=wfIJAQAAMAAJ
https://juta.co.za/pdf/24783/
https://www.proquest.com/scholarly-journals/does-transformational-leadership-influence/docview/2236675724/se-2
https://www.oxford.co.za/book/9780190419738-human-resource-management-10e
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=47.%09Chooi%2C+A.%2C+Ramayah%2C+T.%2C+%26+Doris%2C+D.+%282018%29.+Psychological+Climate%2C+Employee+Engagement+and+Affective+Organisational+Commitment%3A+The+Oil+and+Gas+Employees%27+Perspective.+International+Journal+of+Economics+and+Management%2C+12%282%29%2C+621-639&btnG=

=
-—
. . . [ ]
p . Business Ethics and Leadership, Volume 7, Issue 3, 2023 I Sumy
AR&P § sciendo ISSN (online) - 2520-6311; ISSN (print) - 2520-6761 «g; Unhersty

48.Clifton, J.D. (2020). Managing validity versus reliability trade-offs in scale-building decisions.
Psychological Methods, 25(3), 259-270. [Google Scholar] [CrossRef]

49.Coe, R., Warring, M., Hedges, L.V., & Arthur, J. (Eds). (2018). Research methods and methodology in
education (2" Edition). London: SAGE. Available at: [Link]

50.Coetzee, S.A. (2019). Education law provisions regulating learner discipline. In Coetzee, S.A., & Van
Niekerk, E.J. (Eds). An educator’s guide to effective classroom management. Pretoria: Van Schaik.
Available at: [Link]

51.Cohen, L., Manion, L., & Morrison, K. (2019). Research methods in education. London: Routledge.
Available at: [Link]

52.Corwin, R.G., & Edelfelt, R.A. (1977). Perspectives on Organisations: The School as a Social
Organisation. Journal of Teacher Education, 30(1), 68-70. [CrossRef]

53.Coyle-Shapiro, J.A. M., Pereira Costa, S., Doden, W., & Chang, C. (2019). Psychological contracts: Past,
present, and future. Annual Review of Organisational Psychology and Organisational Behavior, 6, 145-
169. [Google Scholar] [CrossRef]

54.Dalyanto, A. (2021). Developing an instrument to measure entrepreneurial skills of vocational school
students based on sustainable development. Journal of Physics: Conference Series, 1842(1), 012025.
[CrossRef]

55.De Beer, A. (2017). The role of leading and teamwork in the management process. In Nieuwenhuizen, C.
Entrepreneurial skills (2" Edition). Cape Town: Juta. Available at: [Link]

56.De Klerk, E.D., & van Wyk, B. (2022). Validity, reliability, piloting, and instrument trustworthiness. In
Adu, E., & Okeke, C.l. (Eds.) Fundamentals of research in humanities, social sciences, and science
education: A practical step-by-step approach to a successful research journey. Pretoria: Van Schaik.
Available at: [Link]

57.Deas, A. (2019). Mapping antecedents of the psychological contract for digital natives: A review and
future research agenda. In Coetzee, L.M. (Ed.). Thriving in digital workspaces. Switzerland: Springer.
Available at: [Link]

58.Du Plessis, M. (2020). Charismatic and transformational leadership. In Van Zyl, E. (Ed.). Leadership in
the African context. Cape Town: Juta. Available at: [Link]

59.Dube, B., & Shawe, T. G. J. (2022). Data analysis and interpretation procedures. In Adu, E., & Okeke,
C.l. (Eds.) Fundamentals of research in humanities, social sciences, and science education: A practical
step-by-step approach to a successful research journey. Pretoria: Van Schaik. Available at: [Link]

60.Einola, K., & Alvesson, M. (2021). Behind the numbers: Questioning questionnaires. Journal of
Management Inquiry, 30(1), 102-114. [Google Scholar] [CrossRef]

61.Elmore, R. (2000). Building a new structure for school leadership. Washington. The Albert Shanker
Institute. Available at: [Link]

62.Enslin, C. (2021). Limitations, delimitations, and recommendations. In Du Plooy-Cilliers, F., Davis, C.,
& Bezuidenhout, R.M. Research matters. Claremont: Juta. Available at: [Link]

63.Erasmus, M., & Van der Westhuizen, P.C. (2016). Organisational development and the quality of
working life in schools. In Van der Westhuizen, P.C. (Ed.) Schools as organisations (4™ Edition).
Pretoria: Van Schaik. Available at: [Link]

64.Etzioni, A. (1961). A comparative analysis of complex organisations. New York: Free Press. Available
at: [Link]

65.Etzioni, A. (1961). A comparative analysis of complex organisations. New York: Free Press. In Jernigan,
I. E., Beggs, J.M., & Kohut, G.F. (2002). Dimensions of work satisfaction as predictors of commitment
type. Journal of managerial psychology, 17(7), 564-579. Available at: [Link]

66.Farrington, S.M., & Jappie, A.G. (2017). The field of family business research in South Africa: A
preliminary review. Proceedings of the 28th Annual Conference of the Southern African Institute of
Management Scientists. ISBN: 978-0-620-71797-7. [Google Scholar]

67.Ferkins, L., Skinner, J., & Swanson, S. (2018). Sport leadership: A new generation of thinking. Journal
of Sport Management, 32(2), 77-81. [Google Scholar] [CrossRef]

68.Fouché, C.B. (2022). Introduction to the research process. In Fouché¢, C.B., Strydom, H., & Roesterburg,
W.J.H. Research at grassroots for the social sciences and human services professions. Pretoria: Van
Schaik. Available at: [Link]

69.Fouche, C.B., & Roestenburg, W.J.H. (2022). Defining research design. In Fouché, C.B., Strydom, H., &
Roestenburg, W.J.H. Research at grassroots for the social sciences and human services professions.
Pretoria: Van Schaik. Available at: [Link]

34


https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=48.%09Clifton%2C+J.D.+%282020%29.+Managing+validity+versus+reliability+trade-offs+in+scale-building+decisions.+Psychological+Methods%2C+25%283%29%2C+259&btnG=
https://doi.org/10.1037/met0000236
https://www.researchgate.net/publication/336149706
https://www.vanschaiknet.com/book/view/450
https://www.routledge.com/Research-Methods-in-Education/Cohen-Manion-Morrison/p/book/9781138209886
https://doi.org/10.1177/002248717903000127
https://scholar.google.com/scholar?q=53.+Coyle-Shapiro,+J.A.+M.,+Pereira+Costa,+S.,+Doden,+W.,+%26+Chang,+C.+(2019).+Psychological+contracts:+Past,+present,+and+future.+Annual+Review+of+Organisational+Psychology+and+Organisational+Behavior,+6,+145-169&hl=ru&as_sdt=0,5
https://doi.org/10.1146/annurev-orgpsych-012218-015212
https://doi.org/10.1088/1742-6596/1842/1/012025
https://juta.co.za/pdf/24286/
https://www.vanschaiknet.com/book/view/551
https://www.researchgate.net/publication/335521066
https://juta.co.za/pdf/24141/
https://www.vanschaiknet.com/book/view/551
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=60.%09Einola%2C+K.%2C+%26+Alvesson%2C+M.+%282021%29.+Behind+the+numbers%3A+Questioning+questionnaires.+Journal+of+Management+Inquiry%2C+30%281%29%2C+102-114&btnG=
https://doi.org/10.1177/1056492620938139
https://files.eric.ed.gov/fulltext/ED546618.pdf
https://juta.co.za/catalogue/research-matters-2e_28769
https://www.vanschaiknet.com/book/view/544
https://www.researchgate.net/publication/270327005
https://www.researchgate.net/publication/270327005
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=66.%09Farrington%2C+S.M.%2C+%26+Jappie%2C+A.G.+%282017%29.+The+field+of+family+business+research+in+South+Africa%3A+A+preliminary+review.+Proceedings+of+the+28th+Annual+Conference+of+the+Southern+African+Institute+of+Management+Scientists&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=68.%09Ferkins%2C+L.%2C+Skinner%2C+J.%2C+%26+Swanson%2C+S.+%282018%29.+Sport+leadership%3A+A+new+generation+of+thinking.+Journal+of+Sport+Management%2C+32%282%29%2C+77-81&btnG=
https://doi.org/10.1123/jsm.2018-0054
https://www.researchgate.net/publication/47739452
https://www.researchgate.net/publication/350174416

¥
S i i i Z H
@ sutan:g Business Ethics and Leadership, Volume 7, Issue 3, 2023 q. scien d ) AR & p

University ISSN (online) — 2520-6311; ISSN (print) — 2520-6761

70.Gallup Inc. (2017). State of the American Workplace. Available at: [Link]

71.Gemeda, F.T. & Tynjala, P. (2015). Professional learning of teachers in Ethiopia: Challenges and
implications for reform. Australian Journal of Teacher Education (Online), 40(5), 1-26. [Google
Scholar] [CrossRef]

72.Gomez-Mejia, L.R., Cruz, C., Berrone, P., & De Castro, J. (2011). The bind that ties: Socioemotional
wealth preservation in family firms. Academy of Management annals, 5(1), 653-707. [Google Scholar]
[CrossRef]

73.Govender, E. (2018). Methodology is the engine of your study. In Tomaselli, K.G. (Ed). Making sense of
research. Pretoria: Van Schaik. Available at: [Link]

74.Habraken, M., Bondarouk, T., & Hoffman, D. (2019). Shaking up the status quo? An analysis of
developments in the social context of work stemming from Industry 4.0. In Coetzee, M. (Ed.). Thriving
in digital workspaces. Switzerland: Nature Springer. Available at: [Link]

75.Hamel, G., & Zanini, M. (2020). Humanocracy: Creating organisations as amazing as the people inside
them. Boston: Harvard Business Press. Available at: [Link]

76.Hancock, J.T., Naaman, M., & Levy, K. (2020). Al-mediated communication: Definition, research
agenda, and ethical considerations. Journal of Computer-Mediated Communication, 25(1), 89-100.
[Google Scholar] [CrossRef]

77.Hanson, E.M. (1979). School Management and Contingency Theory: An Emerging Perspective. Paper
presented at the Annual Meeting of the American Educational Research Association. California. [Google
Scholar]

78.Hargreaves, A. (2007). Sustainable Leadership. San Francisco: Jossey-Bass. Available at: [Link]

79.Henrico, A., & Visser, K. (2017). Leading. In Alsemgeest, L., Booysen, K., Boshoff, S. Botha, S.,
Cunningham, P., Henrico, A., Musengi-Ajulu, S., & Visser, K. Introduction to business management.
Cape Town: Pearson. Available at: [Link]

80.Hicklenton, C., Hine, D.W., & Loi, N.M. (2019). Does green-person-organisation fit predict intrinsic
need satisfaction and workplace engagement? Frontiers in psychology, 10, 2285. [Google Scholar]
[CrossRef]

81.Hoft, J. (2021). Anonymity and Confidentiality. The Encyclopedia of Research Methods in Criminology
and Criminal Justice, 1, 223-227. [CrossRef]

82.Holtom, B.C., & Darabi, T. (2018). Job embeddedness theory as a tool for improving employee
retention. In Coetzee, M., Potgieter, I.L., & Ferreira, N. (Eds.). Psychology of retention. Theory,
research, and practice. Switzerland: Nature Springer. Available at: [Link]

83.Jeevithaa, P. (2016). A study on employee engagement of selected IT companies in India. A doctoral
thesis submitted to Pondicherry University in partial fulfillment for the award of the degree of Doctor of
Philosophy in Management. India. Available at: [Link]

84.Johnson, B., & Christensen, L. (2020). Educational Research: Quantitative, qualitative, and mixed
methods approaches. Los Angeles: SAGE. Available at: [Link]

85.Jones, 1. (2022). Research methods for sports studies. London: Routledge. Available at: [Link]

86.Josephson, A., & Smale, M. (2021). What do you mean by “informed consent”? Ethics in economic
development research. Applied Economic Perspectives and Policy, 43(4), 1305-1329. [Google Scholar]
[CrossRef]

87.Joubert, M., & Roodt, G. (2019). Conceptualising and measuring employee engagement as a role-related,
multi-level construct. Acta Commercii, 19(1), 1-17. [Google Scholar] [CrossRef]

88.Kahn, W.A. (1990). Psychological conditions of personal engagement and disengagement at work.
Academy of management journal, 33(4), 692-724. [Google Scholar] [CrossRef]

89.Katz, D., & Khan, R.L. (1966). The social psychology of organisations. Wiley. Available at: [Link]

90.Keyko, K., Cummings, G.G., Yonge, O., & Wong, C.A. (2016). Work engagement in professional
nursing practice: A systematic review. International journal of nursing studies, 61, 142-164. [Google
Scholar] [CrossRef]

91.Khan, M.S., & Reinhart, C.M. (1990). Private investment and economic growth in developing countries.
World development, 18(1), 19-27. [CrossRef]

92.Knight, C., Patterson, M., & Dawson, J. (2017). Building work engagement: A systematic review and
meta-analysis investigating the effectiveness of work engagement interventions. Journal of
organisational behaviour, 38(6), 792-812. [Google Scholar] [CrossRef]

93.Leithwood, K., & Jantzi, D. (1990). Transformational leadership: How principals can help reform school
cultures. School effectiveness and school improvement, 1(4), 249-280. [Google Scholar] [CrossRef]

35


https://www.gallup.com/workplace/238085/stateamerican-workplace-report-2017.aspx
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=72.%09Gemeda%2C+F.T.+%26+Tynjala%2C+P.+%282015%29.+Professional+learning+of+teachers+in+Ethiopia%3A+Challenges+and+implications+for+reform.+Australian+Journal+of+Teacher+Education+%28Online%29%2C+40%285%29%2C+1-26&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=72.%09Gemeda%2C+F.T.+%26+Tynjala%2C+P.+%282015%29.+Professional+learning+of+teachers+in+Ethiopia%3A+Challenges+and+implications+for+reform.+Australian+Journal+of+Teacher+Education+%28Online%29%2C+40%285%29%2C+1-26&btnG=
http://dx.doi.org/10.14221/ajte.2015v40n5.1
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=73.%09Gomez-Mejia%2C+L.R.%2C+Cruz%2C+C.%2C+Berrone%2C+P.%2C+%26+De+Castro%2C+J.+%282011%29.+The+bind+that+ties%3A+Socioemotional+wealth+preservation+in+family+firms.+Academy+of+Management+annals%2C+5%281%29%2C+653-707&btnG=
https://doi.org/10.1080/19416520.2011.593320
https://www.researchgate.net/publication/332212603
https://www.researchgate.net/publication/335520604
https://www.amazon.com/Humanocracy-Creating-Organizations-Amazing%20People/dp/1633696022
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=77.%09Hancock%2C+J.T.%2C+Naaman%2C+M.%2C+%26+Levy%2C+K.+%282020%29.+AI-mediated+communication%3A+Definition%2C+research+agenda%2C+and+ethical+considerations.+Journal+of+Computer-Mediated+Communication%2C+25%281%29%2C+89-100&btnG=
doi:10.1093/jcmc/zmz022
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=78.%09Hanson%2C+E.M.+%281979%29.+School+Management+and+Contingency+Theory%3A+An+Emerging+Perspective.+Paper+presented+at+the+Annual+Meeting+of+the+American+Educational+Research+Association.+California&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=78.%09Hanson%2C+E.M.+%281979%29.+School+Management+and+Contingency+Theory%3A+An+Emerging+Perspective.+Paper+presented+at+the+Annual+Meeting+of+the+American+Educational+Research+Association.+California&btnG=
https://www.academia.edu/6629054/
https://www.academia.edu/6629054/
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=81.%09Hicklenton%2C+C.%2C+Hine%2C+D.W.%2C+%26+Loi%2C+N.M.+%282019%29.+Does+green-person-organisation+fit+predict+intrinsic+need+satisfaction+and+workplace+engagement%3F+Frontiers+in+psychology%2C+10%2C+2285&btnG=
https://doi.org/10.3389/fpsyg.2019.02285
https://doi.org/10.1002/9781119111931.ch41
https://www.researchgate.net/publication/327333875
http://dspace.pondiuni.edu.in/jspui/bitstream/1/2425/1/T6169.pdf
https://www.researchgate.net/publication/264274753
https://www.routledge.com/Research-Methods-forSportsStudies/Jones/p/book/9781032017525
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=87.%09Josephson%2C+A.%2C+%26+Smale%2C+M.+%282021%29.+What+do+you+mean+by+%E2%80%9Cinformed+consent%E2%80%9D%3F+Ethics+in+economic+development+research.+Applied+Economic+Perspectives+and+Policy%2C+43%284%29%2C+1305-1329&btnG=
doi:10.1002/aepp.13112
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=88.%09Joubert%2C+M.%2C+%26+Roodt%2C+G.+%282019%29.+Conceptualising+and+measuring+employee+engagement+as+a+role-related%2C+multi-level+construct.+Acta+Commercii%2C+19%281%29%2C+1-17.&btnG=
https://doi.org/10.4102/ac.v19i1.605
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=89.%09Kahn%2C+W.A.+%281990%29.+Psychological+conditions+of+personal+engagement+and+disengagement+at+work.+Academy+of+management+journal%2C+33%284%29%2C+692-724&btnG=
https://doi.org/10.5465/256287
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/reference/ReferencesPapers.aspx?ReferenceID=1815784
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=91.%09Keyko%2C+K.%2C+Cummings%2C+G.G.%2C+Yonge%2C+O.%2C+%26+Wong%2C+C.A.+%282016%29.+Work+engagement+in+professional+nursing+practice%3A+A+systematic+review.+International+journal+of+nursing+studies%2C+61%2C+142-164&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=91.%09Keyko%2C+K.%2C+Cummings%2C+G.G.%2C+Yonge%2C+O.%2C+%26+Wong%2C+C.A.+%282016%29.+Work+engagement+in+professional+nursing+practice%3A+A+systematic+review.+International+journal+of+nursing+studies%2C+61%2C+142-164&btnG=
http://dx.doi.org/10.1016/j.ijnurstu.2016.06.003
https://doi.org/10.1016/0305-750x(90)90100-c
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=93.%09Knight%2C+C.%2C+Patterson%2C+M.%2C+%26+Dawson%2C+J.+%282017%29.+Building+work+engagement%3A+A+systematic+review+and+meta%E2%80%90analysis+investigating+the+effectiveness+of+work+engagement+interventions.+Journal+of+organisational+behaviour%2C+38%286%29%2C+792-812&btnG=
doi:%2010.1002/job.2167
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=94.%09Leithwood%2C+K.%2C+%26+Jantzi%2C+D.+%281990%29.+Transformational+leadership%3A+How+principals+can+help+reform+school+cultures.+School+effectiveness+and+school+improvement%2C+1%284%29%2C+249-280&btnG=
https://doi.org/10.1080/0924345900010402

=
-—
. . . [ ]
p . Business Ethics and Leadership, Volume 7, Issue 3, 2023 I Sumy
AR&P § sciendo ISSN (online) - 2520-6311; ISSN (print) - 2520-6761 «g; Unhersty

94.Leithwood, K. (2006). Teacher working conditions that matter: evidence for change. Ontario:
Elementary Teachers’ Federation of Ontario. Available at: [Link]

95.Leithwood, K., Day., C, Sammons, P., Harris, A., & Hopkin,s D. (2006). Seven Strong Claims about
Successful Leadership. London: Department of Education and Skills. Available at: [Link]

96.Leithwood, K., Harris, A., & Hopkins, D. (2008). Seven strong claims about successful school
leadership. School leadership and management, 28(1), 27-42. [Google Scholar] [CrossRef]

97.Leithwood, K., Louis, K.S., Anderson, S., & Wahlstrom, K. (2004). Review of research: How leadership
influences student learning. Minneapolis, MN: Center for Applied Research and Educational
Improvement, University of Minnesota. Available at: [Link]

98.Li, P., Sun, J.M., Taris, T.W., Xing, L., & Peeters, M.C. (2021). Country differences in the relationship
between leadership and employee engagement: A meta-analysis. The Leadership Quarterly, 32(1),
101458. [Google Scholar] [CrossRef]

99.Li, W., Lipping, P., & Khan, Q. (2018). Research methods in education. London: SAGE. [Google
Scholar]

100. Liao, Y., Deschamps, F., Loures, E.D.F.R., & Ramos, L.F.P. (2017). Past, present and future of
Industry 4.0-a systematic literature review and research agenda proposal. International journal of
production research, 55(12), 3609-3629. [Google Scholar] [CrossRef]

101. Mabasa, T.R. (2018). Relationship between leadership styles employee commitment and business
performance: a study of black top managers in state-owned enterprises. Doctoral dissertation. Pretoria:
University of Pretoria. Available at: [Link]

102. Manzini, M., & Mhakure, M. (2022). Research hypothesis and relationships with statistical tools. In
Adu, E. & Okeke, C.l. (Eds.) Fundamentals of research in humanities, social sciences and science
education: A practical step-by-step approach to a successful research journey. Pretoria: Van Schaik.
Available at: [Link]

103. Marishane, R.N. (2016). South African standards for principals: connecting theory, policy, practice and
context. Journal of Social Sciences, 49(1-2), 26-33. [Google Scholar] [CrossRef]

104. Marishane, R.N., & Botha, R.J. (2011). School leadership in a changing context: a case for school-
based management. Pretoria: Van Schaik. Available at: [Link]

105. Masha, A.K., & Eze, E. (2022). Selecting your instruments for data collection. In Adu, E., & Okeke,
C.l. (Eds.) Fundamentals of research in humanities, social sciences and science education: A practical
step-by-step approach to a successful research journey. Pretoria: Van Schaik. Available at: [Link]

106. Mayer, C-H. (2019). Key factors of creativity and the art of collaboration in twenty-first-century
workspaces. In Coetzee, M. (Ed.). Thriving in digital workspaces. Switzerland: Nature Springer.
Available at: [Link]

107. Mentz, P.J. (2016). Organisational climate in schools. In Van der Westhuizen, P. C. (Ed,). Schools as
organisations (4™ Edition). Pretoria: Van Schaik. Available at: [Link]

108. Mentz, P.J., & Xaba, M.l. (2016). Perspectives on the school as an organisation. In Van der
Westhuizen, P.C. (Ed.). Schools as organisations (4" Edition). Pretoria: Van Schaik. Available at: [Link]

109. Metz, S. (2020). The future of strategic leadership. The US Army War College Quarterly:
Parameters, 50(2), 9. [CrossRef]

110. Mills, G.E., & Gay, L.R. (2019). Educational Research: Competencies for Analysis and Applications
(12" Edition). U.S.A.: Pearson. Available at: [Link]

111. Mokoena, S.P. (2019). The millennial generation: Understanding and engaging today’s learners. In
Coetzee, S.A., & Van Niekerk, E.J. (Eds.) An educator’s guide to effective classroom management.
Pretoria: Van Schaik. Available at: [Link]

112. Morrison, K. (2006). Sensitive educational research in small states and territories: The case of Macau.
Compare: A Journal of Comparative and International Education, 36(2), 249-264. [Google Scholar]
[CrossRef]

113. Motyka, B. (2018). Employee engagement and performance: a systematic literature review.
International Journal of Management and Economics, 54(3), 227-244. [Google Scholar] [CrossRef]

114. Mullins, N. (2018). Mercer Global talent trends 2018. Unlocking growth in the human age.
Presentation at SA Board of People Management, 21 June 2018, Midrand, South Africa. Available at:
[Link]

115. Nayak, J.K., & Singh, P. (2021). Fundamentals of research methodology problems and prospects.
Johannesburg: SSDN Publishers. Available at: [Link]

36


https://www.researchgate.net/publication/251888122
https://www.researchgate.net/publication/251888122
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=97.%09Leithwood%2C+K.%2C+Harris%2C+A.%2C+%26+Hopkins%2C+D.+%282008%29.+Seven+strong+claims+about+successful+school+leadership.+School+leadership+and+management%2C+28%281%29%2C+27-42&btnG=
doi:%2010.1080/13632430701800060
https://www.researchgate.net/publication/234667370
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=Li%2C+P.%2C+Sun%2C+J.+M.%2C+Taris%2C+T.+W.%2C+Xing%2C+L.%2C+%26+Peeters%2C+M.+C.+%282021%29.+Country+differences+in+the+relationship+between+leadership+and+employee+engagement%3A+A+meta-analysis.+The+Leadership+Quarterly%2C+32%281%29%2C+101458&btnG=
https://doi.org/10.1016/j.leaqua.2020.101458
https://books.google.com/books/about/Research_Methods_in_Education.html?id=esrntAEACAAJ
https://books.google.com/books/about/Research_Methods_in_Education.html?id=esrntAEACAAJ
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=101.%09Liao%2C+Y.%2C+Deschamps%2C+F.%2C+Loures%2C+E.D.F.R.%2C+%26+Ramos%2C+L.F.P.+%282017%29.+Past%2C+present+and+future+of+Industry+4.0-a+systematic+literature+review+and+research+agenda+proposal.+International+journal+of+production+research%2C+55%2812%29%2C+3609-3629&btnG=
https://doi.org/10.1080/00207543.2017.1308576
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=102.%09Mabasa%2C+T.R.+%282018%29.+Relationship+between+leadership+styles+employee+commitment+and+business+performance%3A+a+study+of+black+top+managers+in+state-owned+enterprises.+Doctoral+dissertation.+Pretoria%3A+University+of+Pretoria&btnG=
https://www.vanschaiknet.com/book/view/551
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=104.%09Marishane%2C+R.N.+%282016%29.+South+African+standards+for+principals%3A+connecting+theory%2C+policy%2C+practice+and+context.+Journal+of+Social+Sciences%2C+49%281-2%29%2C+26-33&btnG=
https://doi.org/10.1080/09718923.2016.11893593
https://www.vanschaiknet.com/book/view/264
https://www.vanschaiknet.com/book/view/551
https://www.researchgate.net/publication/335519466
https://www.loot.co.za/product/schools-as-organisations/kfhc-2398-g760
https://www.vanschaiknet.com/book/view/544
https://doi.org/10.55540/0031-1723.1020
https://www.amazon.com/Educational-Research-Competencies-Analysis-Applications/dp/0134784227
https://www.vanschaiknet.com/book/view/450
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=113.%09Morrison%2C+K.+%282006%29.+Sensitive+educational+research+in+small+states+and+territories%3A+The+case+of+Macau.+Compare%3A+A+Journal+of+Comparative+and+International+Education%2C+36%282%29%2C+249-264&btnG=
https://doi.org/10.1080/03057920600741297
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=114.%09Motyka%2C+B.+%282018%29.+Employee+engagement+and+performance%3A+a+systematic+literature+review.+International+Journal+of+Management+and+Economics%2C+54%283%29%2C+227-244&btnG=
https://doi.org/10.2478/ijme-2018-0018
https://www.fsgplus.com/fsgplus/news/hr_insight/201805/P020180515513270762947.pdf
https://www.researchgate.net/profile/Jayanta-Nayak-2/publication/309732183

¥
S i i i Z H
@ sutan:g Business Ethics and Leadership, Volume 7, Issue 3, 2023 q. scien d ) AR & p

University ISSN (online) — 2520-6311; ISSN (print) — 2520-6761

116. Ngambi, F. (2022). Individual behaviour in organisations. In Botha, T., & Vrba, M. Contemporary
management principles (2" Edition). Cape Town: Juta. Available at: [Link]

117. Nienaber, H., & Martins, N. (2020). Exploratory study: Determine which dimensions enhance the levels of
employee engagement to improve organisational effectiveness. The TQM Journal, 32(3), 475-495. [Google
Scholar] [CrossRef]

118. Nieuwenhuizen, C. (2019). Entrepreneurial skills in perspective. In Nieuwenhuizen, C. Entrepreneurial
skills (2" Edition). Cape Town: Juta. Available at: [Link]

119. Nieuwenhuizen, C. (2019). The effect of regulations and legislation on small, micro and medium
enterprises in South Africa. Development Southern Africa, 36(5), 666-677. [Google Scholar] [CrossRef]

120. Nikolova, I., Schaufeli, W., & Notelaers, G. (2019). Engaging leader-Engaged employees? A cross-
lagged study on employee engagement. European Management Journal, 37(6), 772-783. [Google
Scholar] [CrossRef]

121. Oosthuizen, T.F.J. (2021). Contemporary issues in management. In Hellriegel, D., Slocum, J., Jackson, S.E.,
Louw, L., Staude, G., Amos, T., Klopper, H.B., Louw, M., Oosthuizen, T., Perks, S., & Zindiye, S.
(Eds.) Management (5™ Edition). Cape Town: Oxford University Press Southern Africa. Available at:
[Link]

122.Park, Y.S., Konge, L., & Artino, A.R. (2020). The positivism paradigm of research. Academic
Medicine, 95(5), 690-694. [Google Scholar] [CrossRef]

123. Patimo, D.M., & Lucero, M.B.A. (2021). Predictors of Success in Advance Higher Education: A Case in
Northwest Samar State University, Philippines. Research in Social Sciences and Technology, 6(1), 40-52.
[Google Scholar] [CrossRef]

124. Payne, N. (2021). Formulating hypothesis. In Du Plooy-Cilliers, F., Davis, C., & Bezuidenhout, R.M.
Research matters. Claremont: Juta. Available at: [Link]

125. Peters, J. (2019). Employee engagement: creating positive energy at work. Johannesburg: Knowledge
Resources. Available at: [Link]

126. Pietersen, J., & Maree, K. (2022). Surveys and the use of questionnaires. In Maree, K. (Ed.). First
steps in Research. Pretoria. Van Schaik. Available at: [Link]

127. Poisat, P. (2021). Leadership. In Nel, P., & Werner, A. Human resource management (11" Edition).
Cape Town: Oxford University Press of Southern Africa. Available at: [Link]

128. Prinsloo, 1.J. (2019). Leading and directing people as tasks of management-leadership tasks. In Van
Deventer, I. (Ed.). An educator's guide to school management-leadership skills. Pretoria: Van Schaik.
Available at: [Link]

129. Rahmadani, V.G., Schaufeli, W.B., Ivanova, T.Y., & Osin, E.N. (2019). Basic psychological need
satisfaction mediates the relationship between engaging leadership and work engagement: A
cross-national study. Human Resource Development Quarterly, 30(4), 453-471. [Google Scholar]
[CrossRef]

130. Robbins, P., De Cenzo, D.A., & Coutler, M. (2015). Fundamentals of management: Essential concepts
and applications (8" Edition). New York: Pearson. Available at: [Link]

131. Roodt, J.P. (2018). The South African education crisis: Giving power back to parents. Johannesburg:
South African Institute of Race Relations (IRR). Available at: [Link]

132.Roussel, P.L., Thomas, C., & Harris, J.L. (2018) (Eds.). Management and leadership for nurse
administrators (7th Edition). Massachusetts: Jones and Bartlett Learning. [Google Scholar]

133. Roux, A. (2020). Everyone’s guide to the South African economy (13" Edition). Cape Town: Zebra
Press. Available at: [Link]

134. Rudansky-Kloppers, S. (2021). Introduction to general management. In Erasmus, B., Rudansky-
Kloppers, S., & Strydom, J. (Eds.). Introduction to business management (11" Edition). Cape Town:
Oxford University Press of Southern Africa. Available at: [Link]

135. Safdar, N.M., Banja, J.D., & Meltzer, C.C. (2020). Ethical considerations in artificial intelligence.
European journal of radiology, 122, 108768. [CrossRef]

136. Saks, A.M. (2017). Translating employee engagement research into practice. Organisational Dynamics,
2(46), 76-86. [CrossRef]

137. Salkind, N.J. (2019). Exploring research. London: Pearson. Available at: [Link]

138. Schaufeli, W.B., Salanova, M., Gonzalez-Roma, V., & Bakker, A.B. (2002). The measurement of
engagement and burnout: A two sample confirmatory factor analytic approach. Journal of Happiness
studies, 3, 71-92. [CrossRef]

37


https://juta.co.za/catalogue/contemporary-management-principles-2e-print_28314
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=118.%09Nienaber%2C+H.%2C+%26+Martins%2C+N.+%282020%29.+Exploratory+study%3A+Determine+which+dimensions+enhance+the+levels+of+employee+engagement+to+improve+organisational+effectiveness.+The+TQM+Journal%2C+32%283%29%2C+475-495&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=118.%09Nienaber%2C+H.%2C+%26+Martins%2C+N.+%282020%29.+Exploratory+study%3A+Determine+which+dimensions+enhance+the+levels+of+employee+engagement+to+improve+organisational+effectiveness.+The+TQM+Journal%2C+32%283%29%2C+475-495&btnG=
https://doi.org/10.1108/TQM-05-2019-0151
https://juta.co.za/pdf/23457/
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=120.%09Nieuwenhuizen%2C+C.+%282019%29.+The+effect+of+regulations+and+legislation+on+small%2C+micro+and+medium+enterprises+in+South+Africa.+Development+Southern+Africa%2C+36%285%29%2C+666-677&btnG=
https://doi.org/10.1080/0376835X.2019.1581053
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=121.%09Nikolova%2C+I.%2C+Schaufeli%2C+W.%2C+%26+Notelaers%2C+G.+%282019%29.+Engaging+leader-Engaged+employees%3F+A+cross-lagged+study+on+employee+engagement.+European+Management+Journal%2C+37%286%29%2C+772-783&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=121.%09Nikolova%2C+I.%2C+Schaufeli%2C+W.%2C+%26+Notelaers%2C+G.+%282019%29.+Engaging+leader-Engaged+employees%3F+A+cross-lagged+study+on+employee+engagement.+European+Management+Journal%2C+37%286%29%2C+772-783&btnG=
https://doi.org/10.1016/j.emj.2019.02.004
https://global.oup.com/academic/product/management--4th-south-african-edition-9780195995602
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=123.%09Park%2C+Y.S.%2C+Konge%2C+L.%2C+%26+Artino%2C+A.R.+%282020%29.+The+positivism+paradigm+of+research.+Academic+Medicine%2C+95%285%29%2C+690-694&btnG=
https://doi.org/10.46303/ressat.2021.3
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=124.%09Patimo%2C+D.M.%2C+%26+Lucero%2C+M.B.A.+%282021%29.+Predictors+of+Success+in+Advance+Higher+Education%3A+A+Case+in+Northwest+Samar+State+University%2C+Philippines.+Research+in+Social+Sciences+and+Technology%2C+6%281%29%2C+40-52&btnG=
https://doi.org/10.46303/ressat.2021.3
https://juta.co.za/catalogue/research-matters-2e_28769
https://kr.co.za/product/employee-engagement-creating-positive-energy-at-work/
https://www.vanschaiknet.com/book/view/477
https://www.oxford.co.za/book/9780190735166-human-resource-management-11e
https://www.vanschaiknet.com/book/view/358
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=130.%09Rahmadani%2C+V.G.%2C+Schaufeli%2C+W.B.%2C+Ivanova%2C+T.Y.%2C+%26+Osin%2C+E.N.+%282019%29.+Basic+psychological+need+satisfaction+mediates+the+relationship+between+engaging+leadership+and+work+engagement%3A+A+cross%E2%80%90national+study.+Human+Resource+Development+Quarterly%2C+30%284%29%2C+453-471&btnG=
doi:%2010.1002/hrdq.21366
https://www.pearsonhighered.com/assets/preface/0/1/3/5/0135175151.pdf
https://irr.org.za/reports/occasional-reports/files/the-south-african-education-crisis-31-05-2018.pdf
https://books.google.com/books/about/Management_and_Leadership_for_Nurse_Admi.html?id=7oeHCgAAQBAJ
https://www.penguinrandomhouse.co.za/book/everyones-guide-south-african-economy-13th-edition/9781776094912
https://www.oxford.co.za/book/9780190745769
https://doi.org/10.1016/j.ejrad.2019.108768
http://dx.doi.org/10.1016/j.orgdyn.2017.04.003
https://www.pearson.com/en-us/subject-catalog/p/exploring-research/P200000003051
https://doi.org/10.1023/A:1015630930326

=
-—
. . . [ ]
p . Business Ethics and Leadership, Volume 7, Issue 3, 2023 I Sumy
AR&P § sciendo ISSN (online) - 2520-6311; ISSN (print) - 2520-6761 «g; Unhersty

139. Schaufeli, W.B., & Bakker, A.B. (2010). Defining and measuring work engagement: Bringing clarity to
the concept. In Bakker, A.B., & Leiter, M.P. Work engagement: A handbook of essential theory and
research. Hove: Psychology Press. Available at: [Link]

140. Schurink, W.J., Schurink, E.M., & Fouché, C.B. (2022). Thematic inquiry in qualitative research. In
Fouché, C.B., Strydom, H., & Roesterburg, W.J.H. (Eds.). Research at grassroots for the social sciences
and human services professions. Pretoria: Van Schaik. Available at: [Link]

141. Sefotho, M.M. (2022). Research and professional practice. In Fouché, C.B., Strydom, H., &
Roesterburg, W.J.H. (Eds.). Research at grassroots for the social sciences and human services
professions. Pretoria: Van Schaik. Available at: [Link]

142. Sivasubramaniam, S., Dlabolova, D.H., Kralikova, V., & Khan, Z.R. (2021). Assisting you to advance
with ethics in research: an introduction to ethical governance and application procedures. International
Journal for Educational Integrity, 17(1), 1-18. [Google Scholar] [CrossRef]

143. Siwisa-Damasane, N. (2020). The inclusive leader: embracing diversity and employee engagement.
Johannesburg: Jacana. Available at: [Link]

144. Staude, G. (2021). An introduction to organisations and the nature of management. In Hellriegel, D.,
Slocum, J., Jackson, S.E., Louw, L., Staude, G., Amos, T., Klopper, H.B., Louw, M., Oosthuizen, T.,
Perks, S., & Zindiye, S. (Eds.). Management (5™ Edition). Cape Town: Oxford University Press Southern
Africa. Available at: [Link]

145. Strydom, H., & Roestenburg, W.J.H. (2022). Ethical conduct in research with human participants. In
Fouché, C.B., Strydom, H., & Roesterburg, W.J.H. (eds.). Research at grassroots for the social sciences
and human services professions (5th Edition). Pretoria: Van Schaik. Available at: [Link]

146. Tekleab, A.G., Laulié, L., De Vos, A., De Jong, J.P., & Coyle-Shapiro, J.A. (2020). Contextualizing
psychological contracts research: A multi-sample study of shared individual psychological contract
fulfilment. European Journal of Work and Organisational Psychology, 29(2), 279-293. [Google Scholar]
[CrossRef]

147. Theron, A.M.C. (2016). General characteristics of the school as an organisation. In Van der
Westhuizen, P. C. (Ed.). Schools as organisations (4™ Edition). Pretoria: Van Schaik. Available at: [Link]

148. Trochin, W.M.K. (2020). Introduction to validity. Social Research Methods, 2(2), 153-162. Available at:
[Google Scholar]

149. Ugwuanyi, C.S. (2022). Hypothesis testing and reporting of quantitative research results. In Adu, E., &
Okeke, C.I. (Eds.) Fundamentals of research in humanities, social sciences and science education: A
practical step-by-step approach to a successful research journey. Pretoria: Van Schaik. Available at:
[Link]

150. Van Aardt, 1., & Hirschsohn, P. (2021). The nature of quantitative and qualitative research. Approaches
to business research: Key philosophies and differences. In Bryman, A., Bell, E., & Hirschsohn, P. (Eds).
Research methodology: Business and management contexts (2" Edition). Cape Town: Oxford University
Press. Available at: [Link]

151. Van der Vyer, C.P., Van der Westhuizen, P.C., & Meyer, L.W. (2016). Organisational development in
schools through caring leadership: Theory and praxis. In Van der Westhuizen, P.C. (Ed.). Schools as
organisations (4™ Edition). Pretoria: Van Schaik. Available at: [Link]

152. Van Deventer, I. (2019). Education management-leadership tasks in school. In van Deventer, I. (Ed.).
An educator’s guide to school management-leadership skills (2" Edition). Pretoria: Van Schaik.
Available at: [Link]

153. Van Niekerk, E.J. (2020). Self-management for the educator. In Coetzee, S.A., & Van Niekerk, E.J.
(Eds.). The teacher as classroom manager. Pretoria: Van Schaik. Available at: [Link]

154. Van Rhyn, L., McMillan, G., & Ndlebe, J. (2016). School leadership. In Veldsman, T., & Johnson, A.J.
Leadership: Perspectives from the frontline. Johannesburg: Knowledge Resources. Available at: [Link]
155. Van Wyyk, A., Ogina, T., & Mampane, S. (2019). Manage and lead the organisational climate of
schools. In van Deventer, I. (Ed.). An educator’s guide to school management-leadership skills (2"

Edition). Pretoria: Van Schaik. Available at: [Link]

156. Veldsman, D., & Van Aarde, N. (2021). The future of work: Implications for organisational design and
the psychological contract. In Coetzee, M., & Deas, A. (Eds.). Redefining the psychological contract in
the digital era. Issues for research and practice. Switzerland: Springer. Available at: [Link]

157. Veldsman, T. (2021). The people excellence star. Johannesburg: Knowres Publishers. Available at:

[Link]

38


https://www.wilmarschaufeli.nl/publications/Schaufeli/326.pdf
https://www.google.com/search?sca_esv=561038293&rlz=1C1JJTC_enZA1026ZA1026&q=.+Schurink,+W.J.,+Schurink,+E.M.,+%26+Fouch%C3%A9,+C.+B.+(2022
https://www.vanschaik.com/book/600814ff86488/
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=Sivasubramaniam%2C+S.%2C+Dlabolov%C3%A1%2C+D.H.%2C+Kralikova%2C+V.%2C+%26+Khan%2C+Z.R.+%282021%29.+Assisting+you+to+advance+with+ethics+in+research%3A+an+introduction+to+ethical+governance+and+application+procedures.+International+Journal+for+Educational+Integrity%2C+17%281%29%2C+1-18&btnG=
https://doi.org/10.1007/s40979-021-00078-6
https://clarkesbooks.co.za/products/the-inclusive-leader-embracing-diversity-and-employe-engagement
https://global.oup.com/academic/product/management--4th-south-african-edition-9780195995602
https://www.google.com/search?sca_esv=561038293&rlz=1C1JJTC_enZA1026ZA1026&q=Strydom,+H.,+%26+Roestenburg,+W.J.C.+(2022)
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=147.%09Tekleab%2C+A.+G.%2C+Lauli%C3%A9%2C+L.%2C+De+Vos%2C+A.%2C+De+Jong%2C+J.+P.%2C+%26+Coyle-Shapiro%2C+J.+A.+%282020%29.+Contextualizing+psychological+contracts+research%3A+A+multi-sample+study+of+shared+individual+psychological+contract+fulfilment.+European+Journal+of+Work+and+Organisational+Psychology%2C+29%282%29%2C+279-293&btnG=
https://doi.org/10.1080/1359432X.2019.1608294
https://www.vanschaiknet.com/book/view/544
https://scholar.google.co.za/scholar?q=Trochin,+W.M.K.+(2020)
https://www.vanschaiknet.com/book/view/551
https://www.gbv.de/dms/zbw/840939876.pdf
https://www.worldcat.org/title/research-methodology-business-and-management-contexts/oclc/1294947729
https://www.worldcat.org/title/research-methodology-business-and-management-contexts/oclc/1294947729
https://ebooks.unisaenterprise.ac.za/product/the-teacher-as-classroom-manager-unisa-edition
https://kr.co.za/product/leadership-perspectives-from-the-front-line/
https://kr.co.za/product/leadership-perspectives-from-the-front-line/
https://psycnet.apa.org/record/2022-06595-005
https://kr.co.za/product/the-people-excellence-star/

¥
S i i i A H
@ s"ta";'g Business Ethics and Leadership, Volume 7, Issue 3, 2023 q. scien d ) AR & p

University ISSN (online) — 2520-6311; ISSN (print) — 2520-6761

158. Veldsman, T.H. (2019). Designing fit-for-purpose organisations. A comprehensive, integrated route
map. Johannesburg: Knowres Publishers. Available at: [Link]

159. Venter, R. (2016). Financing new ventures. In Venter, R., & Urban, B. (Eds.) Entrepreneurship theory
and practice. Cape Town: Oxford University Press Southern Africa. Available at: [Link]

160. Vrba, M. (2021). Principles of leading. In Botha, T., & Vrba, M. Contemporary management principles
(2" Edition). Cape Town: Juta. Available at: [Link]

161. Wessel, S., Decker, C., Lange, K.S., & Hack, A. (2014). One size does not fit all: Entrepreneurial
families’ reliance on family offices. European Management Journal, 32(1), 37-45. [Google Scholar]
[CrossRef]

162. Wild, J., & Diggines, C. (2015). Marketing research (3" Edition). Cape Town: Juta. Available at:
[Link]

163. Wills, G. (2015). Improving the calibre of school leadership in South Africa. ReSEP Policy Brief.
Available at: [Link]

164. Wolhuter, C. (2022). Identification and selection of a research topic. In Adu, E., & Okeke, C.I. (Eds.)
Fundamentals of research in humanities, social sciences and science education: A practical step-by-step
approach to a successful research journey. Pretoria: Van Schaik. Available at: [Link]

165. World Economic Forum. (2019). White Paper: HR4.0: Shaping People Strategies in the Fourth
Industrial Revolution. Geneva: World Economic Forum. [Google Scholar]

166. Wydeman, J.L. (2019). Introduction to classroom management tasks. In Coetzee, S.A., & van Niekerk, E.J.
(Eds.). An educator’s guide to effective classroom management. Pretoria; Van Schaik. Available at:
[Link]

167. Xaba, M.1., & Janson, C.A. (2016). The organisational culture of the school. In Van der Westhuizen,
P.C. Schools as organisations (4" Edition). Pretoria: Van Schaik. [CrossRef]

168. Yusoff, M.S.B. (2019). ABC of content validation and content validity index calculation. Education in
Medicine Journal, 11(2), 49-54. [Google Scholar] [CrossRef]

169. Zikmund, W., Babin, B.J., Carr, J.C., & Griffin, M. (2019). Business research methods. South Western:
Cengage Learning. Available at: [Link]

170. Zinger, D. (2010). Employee Engagement for All. Available at: [Link]

39


https://www.amazon.com/Designing-Fit-Purpose-Organisations-Comprehensive/dp/1869227700
https://www.oxford.co.za/book/9780199077892-entrepreneurship-theory-in-practice-3e
https://juta.co.za/catalogue/contemporary-management-principles-2e-print_28314
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=162.%09Wessel%2C+S.%2C+Decker%2C+C.%2C+Lange%2C+K.S.%2C+%26+Hack%2C+A.+%282014%29.+One+size+does+not+fit+all%3A+Entrepreneurial+families%E2%80%99+reliance+on+family+offices.+European+Management+Journal%2C+32%281%29%2C+37-45&btnG=
http://dx.doi.org/10.1016/j.emj.2013.08.003
https://www.worldcat.org/title/Marketing-research/oclc/939598479
https://resep.sun.ac.za/wp-content/uploads/2017/10/RESEP-Policy-Briefs_Gabrielle-Wills-EMAIL.pdf
https://www.vanschaiknet.com/book/view/551
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=166.%09World+Economic+Forum.+%282019%29.+White+Paper%3A+HR4.0%3A+Shaping+People+Strategies+in+the+Fourth+Industrial+Revolution.+Geneva%3A+World+Economic+Forum&btnG=
https://www.vanschaiknet.com/book/view/450
https://doi.org/10.21315/eimj2019.11.2.6
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=169.%09Yusoff%2C+M.S.B.+%282019%29.+ABC+of+content+validation+and+content+validity+index+calculation.+Education+in+Medicine+Journal%2C+11%282%29%2C+49-54&btnG=
https://doi.org/10.21315/eimj2019.11.2.6
https://www.cengage.com/c/business-research-methods-9e-zikmund-babin-carr-griffin/9781111826949/
http://www.davidzinger.com/

