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ABSTRACT 

The global pandemic has been a catalyst for many revolutionary changes in the world, 

including remote work. Today, many organisations experience the benefits and reality of 

remote working, i.e., employees working in a location outside of the organisation. The new era 

of diverse working environments has had both an exponential and incremental impact on all 

industries, including the higher education industry. Most importantly, due to the urgency of the 

COVID-19 pandemic; academics employed at higher education institutions (HEIs) were 

expected to adapt to these remote work-related changes at a rapid pace. This situation left many 

academics confused and unsure about how a remote work setting would affect their way of 

communicating, fulfilling their responsibilities, completing their tasks and working together 

with management, staff and students. It is not clear whether employees at HEIs perceive 

leaders, who practice a traditional leadership style, as sufficiently confident and appropriately 

equipped to manage staff virtually.  

The influence of e-leadership on South African HEIs employees’ work engagement, trust in 

leadership and intention to quit was explored to determine the relationships between the 

variables. Specifically, the impact of e-leadership on these employee outcomes was explored 

through a quantitative research design approach.  Survey methodology was utilised to gather 

data from academic employees in South African HEIs. 

A convenience sampling approach was followed, resulting in the collection of responses from 

160 academics at five South African public HEIs. The 5-item Short Scale for Managerial 

Support to Teleworkers Questionnaire (EBSGT), 9-item Utrecht Work Engagement (UWES-

9) Questionnaire, 9-item Workplace Trust Survey (WTS) Questionnaire and 6-item Turnover

Intention Scale (TIS) was administered to answer the research questions posed in this study. 

The Statistical Package for Social Sciences (SPSS) version 28 was used to analyse the collected 

data.  

The findings reveal that e-leadership explains a significant proportion of the employees’ 

variance in work engagement, trust in the leader and intention to quit. More specifically, 

e-leadership explains the most significant proportion of the variance in trust in the leader. In

addition, it also negatively correlated with employees’ intention to quit, suggesting that 

e-leaders could negatively influence intentions to quit because academics may be more inclined

to stay if they have confidence in e-leadership. The study, therefore, emphasises the importance 

of understanding e-leadership and its influence on South African HEIs employees’ work 
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engagement, trust and intention to quit, as well as the demand for its ongoing development and 

use in leadership practices. 

Key words: academics, e-leadership, intention to quit, trust, work engagement 
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Chapter 1: Introduction  

 

1.1. Introduction and background of study  

During the last 10 years, the concept of remote work has been a popular topic for many 

professionals and organisations. In particular, professionals in the Industrial Psychology field, 

who aim to assist organisations to operate effectively whilst optimising employee performance 

and wellbeing, have engaged in this debate.  This practice included predictions of new and 

improved flexible working environments and collaborative work. In 2017, 49% of European 

organisations predicted full-time working from home models within two years (Taylor, 2017). 

Focussed locally, a 2017 report concluded that employees from 42% of South African 

organisations worked from home full-time, with 67% organisations predicting employees 

would be working from home full-time within two years (BusinessTech, 2017). Whilst these 

predictions were most likely made with no foresight of the corona virus (COVID-19) 

pandemic, their prediction was correct (BusinessTech, 2017). In March 2020, the World Health 

Organisation (WHO) announced the corona virus outbreak as a pandemic and urged all 

governments around the world to act quickly to protect their citizens and employees by 

enforcing a work-from-home measure upon organisations (International Labour Organisation 

, 2020). Due to the social distancing requirements of the COVID-19 pandemic regulations, the 

change to remote work affected all industries globally, including HEIs (International Labour 

Organisation , 2020). Consequently, investigating the emergence of other teaching and learning 

modalities within HEIs became necessary in an effort to preserve the academic year for 

academics and students (Jere, 2020).  

The global COVID-19 pandemic necessitated remote work for many organisations that were 

either ill-equipped to include this particular work model in their work environment or resisted 

the concept (De Vincenzi et al., 2022). In both instances, these organisations needed to adapt 

and to ensure processes were created to enable business operations to continue. On the other 

hand, companies whose work model consisted of either part-time or full-time remote working 

employees were more readily prepared to embrace the change and adapt where needed 

(International Labour Organization, 2022). Consequently, the management and leaders of 

organisations, departments or teams were challenged by the new method of working with their 

employees. Indeed, remote working offered flexible work schedules, reduced commuting time, 

better work-life balance and increased employee productivity and greater autonomy (Kowalski 

& Ślebarska, 2022). However, the majority of these leaders continued to lead their employees 
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in the ‘normal and traditional’ approach used in the conventional workplace environment, in 

which communication, collaboration, engagement, delivery and planning was undertaken in-

person (International Labour Organisation , 2020). The work environments and routines of the 

majority of employees were disrupted by a virus that was a health and safety concern, giving 

them no choice but to adapt.  

From a post-COVID-pandemic perspective and considering the two-year remote and hybrid 

working model shift, understanding what changed for HEIs cannot be ignored. The 

instrumental changes pave the way for future academics and globally, in understanding the 

preferred way of teaching. Some HEIs made a quick decision to switch from fully online 

teaching and learning to a hybrid approach that included traditional face-to-face instruction. 

Many academics found it challenging to return to this scenario after more than two years of 

online teaching and learning (Ndelu & Utete, 2023). Additionally, HEIs in South Africa are 

now dealing with a number of significant opportunistic challenges (Mhlanga et al., 2022). More 

specifically, the necessity of training lecturers who could facilitate cooperation between 

universities, online education companies and suppliers of educational technology in the post-

pandemic age. Deroncele-Acosta et al. (2023) recognises the abovementioned challenge and 

asserts that a post-COVID-pandemic academic will need to be trained in both pedagogy and 

technology in the hybrid classroom, because in-person and remote learning continue popular 

trends. Furthermore, Almpanis and Joseph-Richard (2022) predicted that in the post-COVID-

19 era, hybrid work for academics and blended learning for students would become the norm 

for HEIs, supported by significant pedagogical and technological restructuring.  

1.1.1. The changing nature of the leader and employee relationship 

HEIs had to quickly revaluate almost every element of their operations in response to the 

COVID-19 pandemic. This situation put additional pressure on staff members to adapt and 

innovate (Deloitte, 2022; Du Plessis et al., 2022). The impact of information and 

communication technology (ICT) on HEIs has been considerable. In addition to improving 

their own competency, leaders needed to use ICT tools to satisfy the demands of electronic 

leadership (e-leadership) and adapt to the new way of working and supporting their employees 

(Aurangzeb, 2020). Many university leaders may have needed to engage in this process without 

fully understanding the demands and influence of e-leadership on various aspects within the 

employment relationship (Deloitte, 2022). 
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With full remote work, academics and their line managers are geographically separated. 

According to Aurangzeb (2020), due to leaders having back-to-back scheduled meetings and 

online engagements, they find it difficult to concentrate and maintain frequent communication 

with their employees. As a result, educational leaders increasingly used ICTs, such as the 

internet, personal computers, mobile and smart phones with new applications for monitoring 

and controlling various workplace actions and communication. In addition, leaders and 

employees agreed to incorporate communication platforms such as Microsoft Teams, Slack or 

Zoom to complete their jobs (Guo et al., 2021). More specifically, employees are given more 

independence and responsibility while leaders have less control over them (Guo et al., 2021). 

The question arises, therefore, whether this situation potentially changes the communication 

dynamic between leaders and their employees and has an overall impact on the former’s work 

engagement and trust.  Participants in a study conducted by Du Plessis et al. (2022), 

acknowledged that relationships have changed as a result of the online working environment.  

The changes in the work environment did not only affect leaders. Employees faced a dynamic 

change of their relationship with their leader (Ndevu, 2023). According to Varma et al. (2022), 

a pivotal factor of employees’ success is the role of their supervisor and/or leader. The majority 

of academic workers in South Africa's HEI sector were required to carry out their duties face-

to-face prior to the COVID-19 pandemic. This practice meant that the relationship with their 

supervisor was through traditional face-to-face engagement. According to previously 

conducted research, a solid working relationship between a supervisor and their employee is 

crucial. The combination of a full and part-time remote work environment, as well as 

conducting work online was unfamiliar to most employees before the said pandemic. A study 

conducted by Du Plessis et al. (2022) in relation to South African HEIs at the beginning of the 

COVID-19 confirmed this fact. More specifically, according to Du Plessis et al. (2022), 

academics did not know how online meetings and teaching functioned at the commencement 

of the remote work transition. Their study further discussed the difficulties and disparities of 

online education because South African HEIs were not prepared for online working, teaching 

and learning (Du Plessis et al., 2022; Maheshwari et al., 2024; Ndevu, 2023). Academic 

employees and their supervisors had to assume the role of an e-leader without fully 

understanding or possessing the necessary skills. The leader and employee relationship could 

have been under strain and at risk due to the shock of the sudden change and lack of resources 

or dealing with this transformation.  
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The impact of the COVID-19 pandemic restrictions and transition to remote work changed 

many dynamics of the leader/follower relationship and, ultimately, could have affected the 

effectiveness of this affiliation. However, minimal research has been undertaken on this 

condition. One of the affected experiences would be that of communicating with the leader. Du 

Plessis et al. (2022) further discovered that employees did not always feel supported by their 

supervisors. The fact that managers were thought to be unprepared to offer the managerial 

support needed, adversely impacted the communication and relationship within the work-from-

home setting in its entirety.   

The post-pandemic scenario is the reality for many of organisations and leaders. Employees 

now have become accustomed to a level of flexibility that they are not willing to forfeit. 

Plaskoff and Frey (2024) state that remote work practices have raised employees’ standards for 

independence, adaptability and customisation throughout the workday. According to 

Maheshwari et al. (2024), the COVID-19 pandemic has driven employees to reevaluate their 

professional goals and look for more fulfilment in their work life. Consequently, employees 

are increasingly looking for opportunities, such as remote work choices, flexible work 

schedules, and encouraging company cultures, that better fit their personal and professional life 

(Maheshwari et al., 2024). In addition, Plaskoff and Frey (2024) assert that the remote work 

environment has produced a significant shift in the leader/employee dynamic. It will take time 

and effort for leadership directives to address these fundamental shifts that impact employees’ 

views, power dynamics and organisational structures (Plaskoff & Frey, 2024).  

According to Plaskoff and Frey (2024), leaders are frequently trained as technical managers 

rather than leaders and, as such, are expected to uphold the status quo and rapidly conduct small 

adjustments rather than major, long-term organisational transformations. Many leaders’ resort 

to safe managerial techniques and what has historically worked – a practice described as the 

post-pandemic organisational psychosis (Plaskoff & Frey, 2024). Leaders appear to be 

downplaying the reality and severity of the changed nature of the post-COVID-19 leader/ 

employee relationship. However, it is imperative for leaders to reconsider their methods 

regarding employee relationships within the changed work environment (Plaskoff & Frey, 

2024). The changes brought about by the post-COVID-19 pandemic in the environment, 

strategy, and workforce require managers and leaders to alter and adapt (Maheshwari et al., 

2024).  In order to succeed in hybrid or remote work settings, leaders must embrace effective 

leadership styles (Contreras et al., 2020). More specifically, to function effectively in the post-

Covid era, academic institutions must adjust to new methods of work (Maheshwari et al., 2024; 
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Ndevu, 2023). Plaskoff and Frey (2024) assert that the integration of design thinking, 

organisational development and employee experience offers the perspective and technique 

required to confront these profound shifts that the post-pandemic era offers. 

Triantafillidou and Koutroukis (2022) investigated employee relations during the COVID-19 

pandemic era.  The results suggest that in order to ensure good employee relations both during 

and post the pandemic, efforts should be made to advance effective communication, utilise 

technology to stay in touch with management, clients and colleagues, commit to clear goals 

and targets, prevent misunderstandings and maintain high employee morale. Furthermore, the 

authors assert that changes brought about by COVID-19 must be acknowledged and controlled. 

Seen through the post-pandemic lens, it was further suggested that organisational changes are 

required for businesses and employees must learn to operate remotely. The pandemic appears 

to have altered the long-term characteristics of remote work, the variables influencing  

work-from-home decisions and the productivity of employees who work from home 

(Triantafillidou & Koutroukis, 2022), consequently, changing the nature of the leader/ 

employee relationship.  

1.1.2. Impact of changes in the leader and employee relationship due to remote work 

The way leadership is envisioned and practiced across all levels of higher education is steadily 

changing as a result of internet-enabled and other ICT advances (Jameson, 2013). From 2020, 

the use of ICT advances was fast-tracked as a result of the global pandemic (Guo et al., 2021). 

Academic staff members continued to use familiar online platforms such as email to connect 

with their leaders and colleagues. However, at the time, platforms such as Teams, Zoom, phone 

calls and many other channels were the new forms of virtual communication that enabled 

academics to work efficiently and effectively. These media also enabled safe and spontaneous 

levels of social media interaction between staff and students in ways that had never before been 

required of HEIs’ leaders and supervisors. Such exchanges necessitated their using exceptional 

communication skills for rapid and effective responses (Jameson, 2013), while maintaining the 

appropriate leader-employee relationship. 

Electronic leadership, also known as e-leadership, is a relatively new leadership style, referring 

to the: 

social influence process mediated by advanced information technology (AIT) to 

produce a change in attitudes, feelings, thinking, behaviours, and/or performance with 

individuals, groups, and/or organisations (Avolio et al., 2000, p. 617).  
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Studies indicate e-leadership is not far from the traditional leadership paradigms, specifically 

in terms of leadership goals (Dasgupta, 2010). All new leadership philosophies are primarily 

shaped by their surroundings, particularly the organisational structures of their respective 

businesses, as well as by the particular skills that contemporary leaders possess or must possess 

to effectively navigate new media (Kempner, 2024). Instead of achieving organisational goals 

and success in the traditional office-like environment, e-leaders communicate and implement 

these goals virtually or electronically, leading virtual teams thriving in the remote work setting 

whilst successfully promoting adaptability (Contreras et al., 2020). Previous studies indicate 

attributes such as social skills, quick adaptability to change, effective communication, 

cognitive skills and sound knowledge of information technologies are needed for an effective 

e-leader to be successful in leading their organisation (Contreras et al., 2020; Dasgupta, 2010).   

With the development of internet and technology, e-leadership has arisen. Many leaders in 

HEIs or organisations perform their managerial responsibilities using technology media, 

particularly the internet (Mahdum et al., 2023). According to Avolio et al. (2014), ICT’s 

success in supporting organisational goals is formalised, protected and ensured through  

e-leadership. They further state that interactions between individuals or groups can take place 

in e-leadership at any level of the organisational hierarchy (Avolio et al., 2014). Dasgupta 

(2010) asserts that e-leadership occurs at any business level – one to one and one to many 

virtual interactions. Consequently, it is proposed that e-leaders provide employees with a 

flexible working environment, in which autonomy and freedom can be exercised whilst 

keeping all employees engaged, innovative and inspired (Dasgupta, 2010). They encourage the 

use of numerous communication channels whilst looking after their employees’ well-being 

virtually. E-leadership within HEIs has not been researched intensively due to it still being in 

its early phases. E-leadership in some organisations is relatively new or still unknown to leaders 

in remote work environments. Many academic employees and their supervisors were forced 

into this new relationship and way of working and the impact thereof in certain areas is still 

unknown (du Plessis, et al., 2022) . 

1.1.3. The impact of remote work on work engagement, trust and intention to quit in higher 

education.  

Schaufeli (2012, p. 394) defines work engagement as “a positive motivational and emotional 

state characterised by vigour, dedication, and absorption”. Research indicates that employees’ 

ability to maintain their enthusiasm, dedication and concentration throughout ongoing remote 
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work makes focusing on persistent and sometimes variable levels of work engagement crucial 

(Mäkikangas, et al., 2022). These researchers further allude that levels of work involvement 

have decreased since the advent of remote work during the pandemic era. In addition, they 

demonstrated that a high level of work engagement encourages more optimistic attitudes and 

proactive behaviour which foster personality resources during organisational transition 

processes (Mäkikangas et al., 2022). 

The change in HEIs’ working practices, from primarily face-to-face learning to mainly remote 

work may affect academics’ work engagement. Work engagement is closely correlated with 

trust in leadership that serves as a partial mediator between organisational job embeddedness 

and work engagement (Tabak & Hendy, 2016). One of the variables likely to encourage 

communication and work engagement within the leader/employee relationship is that both 

parties are confident that each is being transparent and completing their expected duties  

(Schnackenberg & Tomlinson, 2016) . 

Trust refers to having confidence in someone or in an object and can be experienced in every 

type of relationship. Research indicates that trust can be seen as relationship of dependence, 

more specifically “a psychological state including the intention to accept vulnerability based 

upon optimistic expectations of the intentions or behaviour of another” (Rousseau et al., 1998, 

p. 395). Research further states the perception of trust in the management is inversely correlated 

with the likelihood of employees’ intention to quit (Gazeloğlu et al., 2019).  

Studies conducted by Iqbal et al. (2020), Mineo (2014) and Ning et al. (2007) have indicated 

the benefits experienced by organisations, in which management and employees share a degree 

of trust. These include a sound reputation, increased value, rapid growth, good communication 

channels, positive work environment, employee loyalty, innovation, high levels of engagement 

and team collaboration. Trust is an important predictor of a successful working relationship 

because it binds both the leader and their employees and creates a space for success (Mineo, 

2014). 

Trust is crucial for companies and institutions, such as HEIs, to be effective. More 

specifically, both the leader and their employees can succeed when they have trust in each 

other (Mineo, 2014). According to Gunsalus et al. (2019), leaders must demonstrate the 

conduct they want to promote in order to gain their co-workers and employees’ respect. 

Furthermore, these authors assert that academics with a strong sense of mutual trust have 

confidence in their leaders and vice versa. This mind-set inspires academics to contribute to 

initiatives for the greater good of the HEI, their students and society in general. Therefore, 

leadership plays a crucial role in enhancing trust building that is likely to improve 
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communication and employees’ work engagement. Conversely, the lack of trust within the 

leader-employee relationship could result in academics having the intention to quit. 

Intention to quit is defined as the degree to which a person is certain that leaving their employer 

is what they desire (Boshoff et al., 2002) and has always been a problem for organisations 

globally. According to Schlechter (2006), quitting is the actual behaviour, and intention to quit 

is the attitude; before employees give up, they have the attitude of giving up. The impact of the 

desire to quit has drawn considerable interest from a variety of parties, including managers, 

human resources specialists and industry practitioners (Gazeloğlu et al., 2019). This study’s 

exploration of intention to quit provides a balanced view of possible influences e-leadership 

could have on leader-employee relationships within HEIs.  

 

When compared to other industries, the competence and dedication of HEIs’ academic 

employees are crucial to the creation of quality academic research and the prestige of 

educational institutions (Robyn & Du Preez, 2013). Consequently, academic employees are 

crucial assets for HEIs. Research stresses that the rigours of the job, workplace dynamics and 

supervisor support have a direct impact on academic staff's intention to quit (Lok et al., 2019).  

1.2. Problem statement 

The COVID-19 pandemic restrictions resulted in many organisations’ rapidly shifting to 

remote working and continuing this practice post-pandemic. The ability to adapt to a new 

environment with different expectations and working methods, was crucial for the 

understanding of the new leader-employee relationship, led by an e-leader. According to an 

article by Ligami (2020), it is asserted that to achieve its teaching, learning, research and 

community engagement goals, the university’s leadership must coordinate the talents and 

energies of its faculty, students and stakeholders. This statement confirms the importance of 

understanding the role of e-leadership in HEIs.  

Research conducted by Theron et al. (2014) found that globally HEIs anticipated a growing 

demand for academic staff. Daniel (2022) later indicated that HEIs globally experienced the 

unforeseen effects of the COVID-19 pandemic, labelled the "Great Resignation". These 

resignations accounted for more than 36% of all staff terminations across 82 South African 

companies, compared to 28% to 32% in the years prior to COVID-19 (Daniel, 2022). The 

problems HEIs’ experienced regarding the demand for and retention of academic staff (Theron 

et al., 2014) were exacerbated by the pandemic era’s demand for remote work. This situation, 
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therefore, raises the question as to whether e-leadership positively or negatively contributes to 

academics’ intention to quit.   

Oleksa-Marewska and Tokar (2022) asserts that supervisors' use of communication amid the 

transition to remote work during the pandemic had a significant impact on their employees’ 

affective trust and, ultimately, their intention to quit. Intention to quit is considered a significant 

factor in the current study owing to past and current issues regarding attaining and retaining 

academics, the technical shift to a digital environment and the known and unknown influences 

of e-leadership. E-leadership’s influence on academics’ intention to quit needs to be studied 

more intensively because it is crucial for organisations to limit this practice.  

Therefore, the overarching question posed in this study is: What is the influence of e-leadership 

on work engagement, trust and intention to quit of university employees in HEIs within South 

Africa?  

1.3. Research Purpose 

This study is grounded in the e-leadership experiences of HEI employees because their 

perception of e-leadership may influence valuable organisational outcomes. This knowledge 

will enable leaders to exert the proper management-level effort to ensure success in the remote 

work environment. The main goal of this research study is to investigate how e-leadership 

influences academics’ work engagement, trust and intention to quit amongst HEI employees 

within South Africa.  

The sub-questions are: 

1. What is the relationship between employees’ perceptions of e-leadership and work 

engagement? 

2. What is the relationship between employees’ perceptions of e-leadership and trust in 

the leader?  

3. What is the relationship between employees’ perceptions of e-leadership and intention 

to quit? 

1.4. Objectives of the study  

The following objectives were determined to fulfil the purpose of this research study:  

1. To investigate the relationship between employees’ perceptions of e-leadership and 

their work engagement. 
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2. To investigate the relationship between employees’ perceptions of e-leadership and 

their trust in their leader. 

3. To investigate the relationship between employees’ perceptions of e-leadership and 

their intention to quit. 

 

1.5. Delineation of the study 

The focus of this research study is South African HEIs. To narrow the focus of the study, it 

was decided to concentrate only on the views of academics within South African HEIs because 

their experience of a new leadership style in the midst of a pandemic would afford a significant 

contribution to the existing research of contemporary leaders and HEIs. The participant list 

exclusively comprised public South African HEIs and excluded participation from private 

HEIs. No academics from public HEIs were purposefully left out.  

1.6. Significance of the study  

The global COVID-19 pandemic opened a door for many organisations to experience the 

reality and benefits of remote working. Most importantly, HEI academics were expected to 

rapidly adapt due to the urgency of containing the spread of pandemic. Many were unsure how 

a remote work setting would necessitate their utilising new ways of communicating when 

fulfilling their responsibilities, completing their tasks and engaging in working relationships. 

The adoption to the new and safe way of working also required managers or leaders, to 

understand how their new way of leadership would impact their employees’ work engagement, 

trust in them and intention to quit. Professor Nyonje stresses the fact that "e-leadership is not 

well studied in African institutions, and no university considers e-leadership as a criterion for 

selecting leaders" (Ligami, 2020, p. 1). Hence, this study sought to understand how HEI 

employees experience e-leadership and the influence of their attitude upon their work 

engagement and level of trust in their leaders and whether these factors increase or decrease 

their intention to quit?  Globally, employers and their employees were challenged to rapidly 

adapt to remote work – thankfully a number of HEIs successfully transitioned. It, therefore, is 

important that the present study demonstrates an understanding of how the different influences 

of the e-leadership paradigm impact the selected variables in a leader-employee relationship. 
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1.7.  Conclusion and outline of mini-thesis chapters 

Chapter 1 introduced the study and presents the background to the topic of discussion. It 

includes the problem statement, research purpose, the objectives, delineation and significance 

of the study.  

Chapter 2 presents a literature review. It contextualises, conceptualises and examines the 

findings of literature regarding the constructs, variables and proposed relationships relevant to 

this study. Chapter 3 discusses the research methodology used in the research study 

highlighting the research design, data collection procedure, research measuring instruments 

and ethical considerations. The analysis of the study’s results is reported in Chapter 4. Chapter 

5 presents the discussion of the research findings and their practical application plus 

recommendations for further research.  
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Chapter 2: Literature Review 

 

2.1. Introduction 

Literature pertinent to the research topic is reviewed in this chapter. It provides theoretical 

knowledge relevant to understanding the influence of e-leadership on employees’ experience 

of work engagement, trust, intention to quit and the relationships between these concepts. The 

research context is described and the theoretical frameworks underpinning this investigation 

are discussed. The chapter ends with the conceptualisation of the variables supported by 

empirical research followed by a discussion of the relationship between employees’ 

perceptions of e-leadership, work engagement, trust and intention to quit. 

2.2. Contextualisation 

2.2.1.  Higher Education  

Higher education institutions (HEIs) worldwide have a common goal: to educate and influence 

students. They can only achieve this goal through the efforts of academics who speak to the 

importance and influential role of the profession. No academic institution can truly ensure 

sustainability and high-quality contributions over the long term without a well-qualified and 

dedicated academic employee (Pienaar, 2005; Robyn & Du Preez, 2012). The success of HEIs 

depends on the effectiveness of the educational leadership procedures. The leadership 

procedures in HEIs are more varied and complex than those of other companies because 

educational leaders are focused on maximising the values and aspirations of the stakeholders 

(Sathye, 2004). 

Over the past two decades, both globally and in South Africa, HEIs have experienced 

significant changes (Baltaru & Soysal, 2018) such as larger classrooms, improved access for 

formerly underprivileged students and reduced financing, all of which have impacted how HEIs 

operate. The COVID-19 pandemic resulted in a monumental global change, specifically the 

introduction of remote work. All formal HEIs needed to update their digital learning processes 

during the COVID-19 pandemic (Chang et al., 2022) and create an environment appropriate to 

the needs of current and future students and employees. Many of these changes have now 

become permanent practices. Recently, work-from-home options i.e., full remote or hybrid 

working models, have made it necessary for HEIs to keep pace with the business world in areas 

such as increased flexibility, more inventive technology use, increased decision-making agility 

and responsiveness to the changing world of work (Brantley & Shomaker, 2021).  
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A research report conducted by PricewaterhouseCoopers (Brantley & Shomaker, 2021)  

indicates only 22% of employees wanted to work again full-time in an office, while 74% 

preferred to work remotely two or more days each week. For HEI, the researchers assert that a 

‘one-size-fits-all’ technique should not be employed. Society for Human Resource 

Management (SHRM) Trend Reports (2024) reported on a survey conducted in 2003 involving 

50,000 respondents across 37 countries, including South Africa, that assessed the changes in 

the job landscape thus far in 2024. The survey results indicated that 20% of businesses viewed 

flexible work schedules and hybrid work arrangements as essential recruitment needs  (Talent 

Trends Report, 2024). This figure has increased to approximately 30% in 2024, indicating that 

employers are beginning to recognise and value their employees’ experiences and needs. It, 

therefore, can be concluded that businesses are increasingly acknowledging that work-from-

home and flexible work schedules are essential components that employees desire (Talent 

Trends Report, 2024).  

The COVID-19 pandemic has caused several changes in HEIs, particularly in how leaders 

communicate, engage with and lead their academic employees. Jameson (2013) comments on 

the lack of e-leadership as a recognisable phenomenon in educational technology or leadership 

research, particularly in HEIs. It appears that problems with this function, even when they are 

recognised, may be hidden or absorbed within broader fields of study, such as research into 

educational leadership and administration.  

An understanding of the e-leadership style and its influence on remote work in HEI institutions 

assists these institutions and their academic employees to adapt effectively and become 

successful.  

2.2.2. The Leader-Employee relationship 

The relationship between a leader and an employee exists in every organisation and is perhaps 

the most significant interaction within an organisation (Babalola et al., 2014). The leader is 

seen as a supervisor who oversees employee/s performance and, through leading and delegating 

tasks, ensures the team’s overall objectives are achieved. This relationship, termed as a 

“managerial couple’’ by Krantz (1989), is prevalent and crucial to both parties’ effectiveness 

within organisations. Through this, key interpersonal relationship, the delegation of work, 

division of labour and accountability are achieved.  

Singh and Balu (2019) view the leader-employee connection (“managerial couple’’) as an 

arrangement whereby the supervisor mentors, directs and guides employees to complete their 
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assigned tasks on time. These authors further assert that the importance of this relationship is 

echoed by the employees, because they naturally expect their employer to understand their 

desire to meet their deadlines and need for growth and recognition. Consequently, this 

relationship is vital to the employee’s work lifestyle and career path. A healthy leader-

employee relationship encourages employees to strive continuously for organisational success. 

A pivotal factor in the success of employees is the role of their supervisor and/or leader (Varma 

et al., 2022).  Moreover, viewed as the foundation of this relationship, elements such as respect, 

accurate job descriptions, good communication and resolution of complaints by leaders 

encourages a positive work environment for employees, allowing both parties to flourish 

(Singh & Balu, 2019).  

Stewart (1993) states that the organisation formally establishes the leader-employee connection 

as the exclusive relationship. In conventional organisational systems this link is clearly 

established. Furthermore, this author asserts that the development of such a relationship takes 

longer than other relationships but, for most managers, it is the most important connection. 

Many times, the success of the leader-employee relationship determines the department and 

organisations’ efficiency (Stewart, 1993). Moreover, it is crucial relationships for the 

employees as it may have an impact the way they feel about their position, growth, and future 

employment within the organisation. 

Babalola et al. (2014) state that the idea of a relationship between a leader and an employee is 

ingrained in the leadership concept and is expressed through leadership styles. Leadership is a 

behavioural pattern intended to integrate organisational and personal interests in the 

achievement of certain goals (Flippo, 1990). However, Hollins (as cited in Babalola et al., 

2014), defined leadership as the capacity to generate ideas and instil a sense of confidence, 

loyalty, willingness, contentment and cooperation in each member of the organisation. 

Consequently, it follows that a leader must possess vision, foster teamwork, counsel 

knowledge, instil discipline and create ‘goal-getters’ to influence their followers and/or 

employees in the workplace (Babalola et al., 2014). According to Flippo (1990), leadership 

styles, therefore, are the actions planned and displayed by a leader when supervising their 

employees.  

Bakar and Mustaffa (2008) assert that the Leader-Member Exchange (LMX) model of 

leadership offers a method for comprehending the relationship between leaders and employees. 

This concept has gained popularity since its initial introduction and is now one of the most 
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widely used conceptualisation and operationalisation of the dual exchange between a leader 

and their employees. It is hypothesised that due to time constraints, the leader can only establish 

close or high-quality relationships with a select number of important employees, while 

continuing to maintain formal or lower-quality interactions with the remainder (Bakar & 

Mustaffa, 2008). As a result, the leader must rely on formal authority, rules, regulations and 

processes to ensure that the group performs well because, ultimately, the leader is responsible 

for each member of the group’s performance and productivity. The leader-employee 

relationship has an authority and task boundary dynamic.  It is only when leaders have given 

their employees permission to handle a portion of their personal tasks, that they have power to 

hold that employee accountable for any incomplete or incorrect actions (Krantz, 1989). 

Furthermore, both parties must resolve any authority conflicts because these can negatively 

affect their relationship and the organisation as whole.  

In today’s society, leadership entails enhancing the positive attributes of individuals to facilitate 

their collaboration towards the leader's directive (Safonov et al., 2018). In addition, leaders 

have had to change their attitudes, actions and styles (Liao, 2017) whereas employees have had 

to acquire new skills, such as remote work in a different manner to that any other previous 

generations (Kniffin et al., 2021). 

2.2.3.  Theoretical framework 

This section discusses the theoretical frameworks that underpin this study, including the 

proposed relationships among the variables.  

2.2.3.1.  Leader-Member Exchange (LMX) Theory  

The Leader-Member Exchange (LMX) Theory (Graen & Uhl-Bien, 1995) refers to 

relationships of reciprocal exchange between leaders and their employees. LMX focuses on the 

quality of these relationships (Van Breukelen et al., 2006). The theory further examines the 

effectiveness of these relationships as well as the outcomes of various exchange relationship 

patterns on the attitudes and behaviours of employees (Van Breukelen et al., 2006). Moreover, 

it is based on the premise that a leader does not form identical relationships with all employees 

that are marked by trust (Kawaguchi et al., 2021). 

As previously mentioned, the LMX theory focuses on the effectiveness of the interaction 

between the leader and employees and its favourable outcome for the leader, employees, groups 

and organisations as a whole (Graen & Uhl-Bien, 1995). High quality LMX is an improvement 

that extends beyond what is outlined in the employment contract (Breevaart et al., 2015). These 
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authors defined low-quality relationships as contractual transactions while high-quality 

relationships were characterised by mutual obligation, respect and trust. Communication, 

relationships and trust are among the recurrent themes of e-leadership that are present in high-

quality LMX (Avolio et al., 2000; Breevaart et al., 2015). In terms of workplace attitudes, LMX 

may be more important than actual job performance and turnover (Scandura & Meuser, 2022). 

Breevaart et al. (2015) investigated the processes underlying this link and discovered a 

favourable correlation between LMX and work engagement. 

The question arises as to whether the most important relationship at work is that between a 

leader and their employees? According to a Forbes article written by Kelly (2019, p. 1), “people 

don’t quit jobs; they quit bosses”. In addition, meta-analytic analyses have indicated that LMX 

has a substantial negative association with both intents to quit and actual employee turnover 

(Scandura & Meuser, 2022). Furthermore, workplace interactions with the leader require 

special consideration because of their influence in areas such as resources, culture and 

motivating for or against an employee (Scandura & Meuser, 2022).  

There is a need for building relationships between leaders and employees in virtual teams 

through trust and connection (Chrisentary and Barrett, 2015). According to Phelps (2014), e-

leadership techniques, which are virtual in nature, can support LMX in the management of 

virtual teams. According to Avolio et al. (2000), managers who employ e-leadership techniques 

could benefit from complementing them with LMX strategies and techniques.  

In the present study, e-leadership is the main influencer and contributor to the various 

relationships during which employees evaluate exchanges with their leaders, specifically their 

perceptions of levels of trust and work engagement. Employees’ intention to quit depends upon 

the quality of the leader-member exchange. 

2.3. Conceptualising the variables 

2.3.1. Electronic Leadership (e-leadership) 

Avolio et al. (2014, p. 107) defines e-leadership as: 

a social influence process embedded in both proximal and distal contexts mediated by 

AIT [advanced information technology] that can produce a change in attitudes, feelings, 

thinking, behaviour and performance.  

In addition, Wart et al. (2017) asserts that e-leadership as a leadership style has the capacity to 

choose and employ ICTs efficiently for both individual and business needs. The study of 
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leadership in workplaces that use technology which affects prospective relationships and 

electronic communication networks is known as e-leadership theory (Putriastuti & Stasi, 2019). 

According to Roman et al. (2019), e-leadership is defined as the efficient application of both 

electronic and conventional forms of communication. These authors further assert that it 

denotes knowledge of current ICTs, deliberate adoption of new ICTs for both one and the 

organisation, the ability to choose from a variety of traditional and electronic methods to 

effectively accomplish various goals as well as technical proficiency in the use of the chosen 

ICTs.   

According to Wolor et al. (2020) with the help of new technology, leaders may connect with 

their staff members even when they are not in the same office. They are also responsible for 

fostering relationships among staff members. Working from home is a flexible working style 

that is not constrained by time, location, style of communication technology or the utilisation 

of information (Wolor et al., 2020). The incidence of working from home has rapidly increased 

because of the COVID-19 pandemic. E-leadership techniques, in which the development of 

digital technology and Internet services has encouraged the rise of teleworking, were needed 

for this practice to be implemented successfully (Contreras et al., 2020). Furthermore, these 

authors contend that e-leadership requires the development of certain skills to enhance 

organisational performance in remote and virtual work contexts. Torre and Sarti (2020) state 

that the benefits of e-leadership can be illustrated through an understanding of the opportunities 

provided by ICTs. These include the capacity for interpersonal interaction and effective 

communication, the willingness to adapt, the capacity to accept risks and make decisions 

swiftly in a rapidly changing situation and, lastly, the acceptance of another method of defining 

ones’ position as a more constitutive ability (Torre & Sarti, 2020). 

An important factor in e-leadership is the speed of electronic communication – a factor that is 

a necessity for leaders seeking to master, manage and coordinate operations, as teams, telework 

and distributed leadership patterns all grow in popularity (Van Wart et al., 2019). It is expected 

that e-leaders will help employees using remote communication to understand and achieve 

organisational goals while working remotely (Shockley et al., 2021), because this practice can 

speed up performance procedures and lessen the burdensome expectations of coordination or 

communication issues (Shockley et al., 2021). Van Wart et al. (2017) developed an operational 

definition for e-leadership, also known as e-competencies for leaders, based on six 

characteristics. These traits are critical for effective e-leadership namely: e-communication 

skills, e-social skills, e-change management skills, e-tech savvy, e-team skills and  
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e-trustworthiness. Based on this definition, communication is extremely important for  

e-leadership because it provides a basis for the other five competencies to be effectively 

applied.  

Another aspect of e-leadership in HEIs is referred to as Digital Academic Leadership (DAL) 

(Cheng et al., 2024). This approach encompasses leading by example, influencing others, 

bringing about long-lasting change through information accessibility, and foreseeing critical 

changes to improve future academic achievements through relationship-building (Aldawood et 

al., 2019). There is an increasing interest in literature that outlines the essential tasks of digital 

era leaders. A study conducted in HEIs determined five essential components of the DAL, 

namely: adopting technology, fostering awareness, addressing challenges, encouraging 

collaboration and displaying technology vision (Cheng et al., 2024). Consequently, 

maintaining a constant vision and objective while embracing innovation and agility is an 

essential function of DAL (Cheng et al., 2024). It, therefore, is imperative for digital leaders to 

assume a proactive role in identifying and implementing change within their virtual teams. 

In the changing world of work, e-leadership is a crucial and a distinctive skill in organisational 

management that can result in more efficient functioning (Roman et al., 2019).  Researchers 

are examining how new communication technologies are altering the day-to-day operations of 

businesses. Those involved with e-leadership research consider how people perceive their 

relationship with an environment in which improved communication is a consequence of 

technological advancements (Li & Xiao, 2023). Roman et al. (2019) further reiterates that the 

goal of e-leadership is to influence people’s attitudes, feelings, thinking, behaviour and 

performance within businesses using technology-mediated social influencing processes. Li and 

Xiao (2023) further argue that a leader practicing e-leadership should be defined as one who 

directs the growth of the company by possessing knowledge of latest AIT and utilising it to 

improve the psychological well-being and output of their employees. Managers with high e-

leadership levels can raise employees' positive expectations of their connection with the 

organisation and their perceptions of the leader by fostering better communication with their 

employees (Li & Xiao, 2023).  

Therefore, clear communication, proper social interaction and technological knowledge are all 

characteristics of a good e-leader in virtual environments (Roman et al., 2019). Through these 

attributes, an effective e-leader creates accountable teams over time, establishes efficient 

accountability procedures, motivates change and fosters trust online. 
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2.3.2.  Work Engagement  

A popular perception in both academia and business is that engagement in daily life relates to 

dedication, passion, zeal, absorption, concentrated effort and energy (Schaufeli, 2012). Work 

engagement, however, is defined as: 

a positive, fulfilling, work-related state of mind that is characterized by vigour, 

dedication, and absorption. Rather than a momentary and specific state, engagement 

refers to a more persistent and pervasive affective-cognitive state that is not focused on 

any particular object, event, individual or behaviour (Schaufeli & Bakker, 2004, p. 15).  

According to Schaufeli (2012), the concept of job engagement first surfaced in the 1990s and 

its popularity increased as a result of the broader shift in organisational practices that promotes 

a psychological well-being approach. Owing to its popularity, the interest in job engagement 

has gained the attention of many researchers. Employee engagement was first proposed by 

Kahn in 1990 (Knight et al., 2017), who described engaged workers as being physically, 

cognitively and emotionally invested in their work roles who experienced a sense of meaning, 

psychological safety and availability. Maslach and Leiter (1997) examined engagement from 

the perspective of burnout, defining it as having strong energy, involvement and efficacy – 

factors that are the opposite those experienced during burnout. Another researcher, Saks (2006) 

considered representing the many roles of employees and established his view of work 

engagement by differentiating between job and organisational engagement. This study will use 

the definition proposed by Schaufeli and Bakker (2004) to understand work engagement. 

Traditional studies have repeatedly shown that people's level of involvement at work is 

influenced by their personal environmental effects on resources, particularly those generated 

from the workplace and domestic domains (Chen & Fellenz, 2020). 

Work engagement is thought to be a rather consistent condition of wellbeing associated with 

one's employment, the degree of which is primarily influenced by aspects related to one's job 

and accessible resources (Bakker & Demerouti, 2017; Schaufeli et al., 2002). The Job 

Demands-Resources framework is the main model that underpins the approach presented by 

researchers (Bakker & Demerouti, 2008; Schaufeli et al., 2002). The model suggests that both 

job and personal resources act either together or independently to drive work engagement. The 

above researchers further define job resources as the tangible, interpersonal or institutional 

elements of a position that can reduce job demands, such as workload and emotional demands. 

These elements enable employees to achieve their goals at work and foster personal learning 
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and development. Personal resources are positive self-assessments associated with resiliency 

and pertain to people's perceptions of their capacity to successfully influence and control their 

surroundings (Knight et al., 2017) These resources include self-worth, competence, 

adaptability and optimism. These authors further assert that the motivating potential of one's 

job and personal resources contributes to favourable individual and organisational outcomes 

such as performance, wellbeing and work engagement.  

Furthermore, according to Chiniara and Bentein (2016), leadership has a direct impact on job 

demands, job and personal resources. It can increase job resources such as social support and 

autonomy, that boost overall motivation and performance (Chiniara & Bentein, 2016). In 

addition, Canials et al. (2018) suggest that effective leadership has the potential to enhance 

employee engagement by encouraging employees to leverage strengths such as their proactive 

nature. The Job Demands-Resources framework is further supported by studies conducted by 

various researchers (Simbula et al., 2011; Xanthopoulou et al., 2009). 

Schaufeli and Bakker’s (2004) definition of work engagement is characterised by three sub-

components or dimensions, namely: vigour, dedication and absorption. The authors defined 

vigour as high levels of energy when working, mental toughness, a readiness to put effort into 

one's task and persistence even in the face of setbacks (Schaufeli, 2012). Furthermore, 

dedication is defined as a commitment to being fully engaged in work activities and feeling a 

sense of relevance, enthusiasm and difficulty (Knight et al., 2017). These authors also defined 

absorption as being completely focused and contentedly absorbed in one's job. Schaufeli et al.  

(2002) developed a scale to measure work engagement, known as the Utrecht Work 

Engagement Scale (UWES).  

Deligero and Laguador (2014) conducted an empirical study using the UWES to measure the 

level of work engagement among employees and its relationship to work units’ performance 

of a HEI. It was found that employees at the HEI had a high level of vigour, dedication and 

absorption in their job, as evidenced by their satisfactory performance evaluation rating 

(Deligero & Laguador, 2014). A study by Kicheva (2022) highlighted a global yet remote work 

research perspective that examined how Bulgarian employees feel about their employer when 

they work from home and what factors may contribute to higher employee engagement. The 

study’s findings demonstrated that, despite the difficulties of extended periods of working from 

home due to the COVID-19 pandemic, employees' connection with the organisation did not 
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decline (Kicheva, 2022). It also was found that employees became more engaged when they 

believed their employer cared about their wellbeing (Kicheva, 2022). 

Mmako (2016) conducted a study to identify factors that contribute to employee engagement 

within technical and vocational education and training (TVET) colleges. Through a self-

administered questionnaire, the findings showed that attitudes towards the immediate 

management, socialisation and values, and acknowledgment and feedback were the primary 

factors that encouraged academic staff to carry out their professional duties (Mmako, 2016). 

These findings suggested that no HEI can afford to undervalue the impact of values, 

socialisation opportunities for academics, and providing them with feedback and recognition 

(Mmako, 2016). This result further iterates that the attitude towards direct managers, which 

encourages two-way communication and transparency between leaders and employees, is a key 

component in increasing engagement (Mmako, 2016). Moreover, reduced well-being and 

performance at work may be caused by low work engagement, a fact that has been intensively 

researched (Knight et al., 2017). The degree to which employees are invested and engaged in 

their work and their organisation will determine how well they realise their goals (Sun & 

Bunchapattanasakda, 2019). However, the influence of e-leadership on employees’ work 

engagement is understudied.  

As extensively documented in contemporary research, the COVID-19 pandemic hastened the 

shift towards remote work, challenging leaders and often making remote workers feel 

unfulfilled and disinterested in their jobs. There is very little research regarding how middle 

managers support employees in a remote work environment by fostering meaningful work. The 

reason being that the subjective character of meaningful work, especially within remote work, 

is a relatively new socioeconomic phenomenon (Foster, 2022). Qualitative narrative inquiry 

research was conducted with ten middle managers by Foster (2022). The study’s findings 

demonstrated that middle managers experienced difficulty controlling elements that impacted 

workers' performance, including employee well-being, team dynamics, employee 

disengagement and resource assessment throughout the COVID-19 pandemic. However, they 

acknowledged they had developed valuable leadership abilities by overcoming obstacles 

related to remote work  (Foster, 2022).  

2.3.3.  Trust 

The concept of trust in social psychology refers to how much a person feels they can depend 

on another person and predict their conduct without worrying that they will act inappropriately 
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(Masalonis & Parasuraman, 1999). There are varying views regarding the nature of trust, 

despite there being numerous studies on this subject. The most common definition of trust is 

the degree to which a person is prepared to rely on and expose themselves to another person 

(Tschannen-Moran & Hoy, 2000). Rousseau et al. (1998, p. 395) defines trust as “a 

psychological state including the intention to accept vulnerability based upon optimistic 

expectations of the intentions or behaviour of another”. Therefore, someone who thinks of 

another as trustworthy will also trust that specific person. This definition implies that being 

trusted by someone involves a risk due to the possibility of inconsistent behaviour. According 

to Ning et al. (2007), mutual trust is the foundation for friendship and communication. The 

atmosphere of strong trust in the workplace underpins a satisfying working relationship. 

Moreover, they contend that trust involves a psychological state with great directivity and, as 

a result, an employee's perceptions, attitudes and behaviours are influenced by his level of trust 

in the workplace environment and fellow team members (Ning et al., 2007). 

An employee, a romantic partner, or any other person who is essential to the trustee’s happiness 

or success can serve as the object of trust (Masalonis & Parasuraman, 1999). Iqbal et al. (2020) 

further confirm that within an organisational context, the exchange connection between an 

employee and leader determines the extent to which an employee works in the interest of the 

leader. Mayer et al.’s (1995) proposed model of trust distinguishes between trust and 

trustworthiness – the factors of perceived trustworthiness being the antecedents of trust. The 

three antecedents of trust (benevolence, integrity and ability) can account for up to 80% of a 

person's decision to trust (Van der Hoven et al., 2016). Consequently, trust is a behavioural 

construct and refers to having faith in the other person in a relationship. Perceived 

trustworthiness of the party, the trustor's expectations of the trustee's behaviour, and/or 

emotional ties between the trustee and the trustor all precede trust (Li & Betts, 2003).  

Özyilmaz (2010) highlighted the importance of considering the supervisor, management and 

organisation as referents of trust. Empirical research on trust in organisations has received 

substantially less attention than trust in leaders and management. This is due to individual-level 

trust in particular being promoted as a key concept to comprehend trust Özyilmaz (2010). 

Galford and Drapeau (2003) suggests that building a trustworthy organisation requires 

expertise, astute supporting procedures, top managers' undivided focus; much more than 

individual-level trust. Therefore, asserting trust within an organisation is much more complex 

and brittle (Galford & Drapeau, 2003). However, Özyilmaz (2010) concluded that a 

comprehensive understanding of all reciprocal trust relationships (employee, leader and 
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colleagues; employee and organisation) will explain the employees’ goals and behaviours. 

Wawrzynek (2023) investigated variations in the trust network density among team members 

in on-site, hybrid and remote work models, plus fostering creativity and knowledge 

development in these work modes by leveraging trust. The study findings verified that remote 

and hybrid work arrangements reduce the quantity of trust relationships among team members 

(Wawrzynek, 2023) .  

Furthermore, Stavrova et al. (2023) investigated how an individuals’ trust in colleagues, 

supervisor and organisation was affected initially by COVID-19-induced remote work in the 

United Kingdom. The results indicated that, within the first four months of COVID-19, the 

individual’s higher percentage of remote working hours generated only greater trust in the 

company (Stavrova et al., 2023). In addition, remotely working employees more often reported 

higher levels of engagement, productivity and pleasure at work and lower intentions to leave 

their jobs, than employees who occasionally worked remotely (Stavrova et al., 2023).  Bui 

(2024) investigated employees’ work efficiency in Vietnamese online enterprises in terms of 

trust in leadership and organisation, remote work and employees’ work efficiency. The findings 

imply that the connection between leadership and organisational trust are positively impacted 

by remote work. Bui (2024) asserted that remote working employees with an enthusiastic 

approach to their work and actively offer feedback, contribute to leaders developing trust in 

them. Furthermore, leaders' trust and empowerment of remote workers increases their sense of 

recognition, raises job happiness and improves performance (Bui, 2024). 

2.3.4. Intention to Quit  

Most organisations and institutions experience employee turnover and employees’ intention to 

quit. When employees leave an organisation on their own volition to work somewhere else, 

there is often a loss of talent (Singh, 2014). The concept of intention to quit has various 

definitions:   

the result of a decision-making process that starts with the employee evaluating their 

current situation and moves through several stages such as assessing the value of the 

job search, the cost of leaving, planning to leave and looking for alternatives, and 

comparing those options to the current job, before a final decision to quit is made, 

(Mobley, 1977).  
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Brown (1996) added valence and perception to this concept by defining intention to quit as the 

intensity of a person's belief that they do not wish to continue working for their current 

company.  

Boshoff et al (2002) defined intention to quit as the degree to which employees are certain that 

they do not wish to remain in their current employment.  

Carmeli and Weisberg (2006) define turnover intentions as three distinct parts in the 

withdrawal cognition process, i.e., thinking about leaving the company, planning to look for 

another position, and intending to quit.  

Vermooten et al. (2019) refer to an employee who is thinking about quitting even when they 

have the option of staying with their current job.  

This study adopted Carmeli and Weisberg’s (2006) definition that delineates the three 

components of the withdrawal cognitive as: the intention to quit, thoughts of quitting and the 

goal to look for another job elsewhere. Intention to quit is the last of several withdrawal 

cognitions that an employee may experience before resigning – a concept that is frequently 

assessed in time (Schlechter, 2006). Before truly ‘giving up’ their present job, some employees 

adopt a ‘quitting’ mindset because the intention to quit is an attitude, while quitting is the actual 

behaviour (Schlechter, 2006).  

The intention to quit is usually linked to detrimental experiences and their consequences and 

can be influenced by both individual characteristics and environmental influences (Treglown 

et al., 2018). Workplace relationships, supervisor support and job expectations can all be 

factors in employees' unwillingness to stay with the company (Lok et al., 2019). The rigours 

of the job, connections at work and supervisor support all have a direct impact on employees’ 

intention to quit (Lok et al., 2019). In addition, an organisation’s ability to succeed in the face 

of employees’ intention to quit has often been undermined by lower levels of productivity 

(Huselid, 1995), decreased profitability, future revenue growth and customer satisfaction 

(Baron et al., 2001; Glebbeek & Bax, 2004; Huselid, 1995; Koys, 2001). These findings 

highlight the importance of measuring employees’ intention to quit.  

Employee attitudes in relation to organisational behaviours have recently received significant 

attention, although less focus has been placed on this phenomenon’s impact on employees 

working within a remote setting. Crucial employee behaviours and outcomes that affect the 
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organisation and an individual's well-being are related to employees’ attitudes such as intention 

to quit (Rahman, 2020).  

A dramatic shift in employees’ attitudes emerged in 2021 when instances of mass resignations 

began to rise sharply, making it difficult for companies to acquire and retain talent (Shukla et 

al., 2022). As mentioned previously, Prof. Anthony Klotz termed this mass departure "The 

Great Resignation" in May 2021 thus, Shukla et al. (2022) sought to comprehend the 

fundamental causes of this phenomenon and how employees’ attitudes and interactions 

influenced their decision to resign from their positions. These researchers used a survey to 

collect data, and their multivariate statistical treatment of the data is a serious attempt to explore 

the factors responsible for mass resignation during unprecedented times, such as the COVID-

19 pandemic. In addition, a sentiment analysis was performed on ‘tweets’ pertaining to “The 

Great Resignation” to understand people’s sentiments towards this new phenomenon. The 

study results imply that some new dimensions (trust and self-reliance) were responsible for 

increased turnover intention (Shukla et al., 2022). The results specifically indicated that 

employees chose to leave their positions and embark on new endeavours (such as freelance 

work or starting their own business) for various reasons. These factors included poor work-life 

balance, uncertainty at work, a lack of mutual trust between employers and employees, low 

pay and a slow rate of career advancement (Shukla et al., 2022). While all these elements 

existed in the past, the worldwide COVID-19 pandemic intensified them, thereby resulting in 

widespread resignation (Shukla et al., 2022). In light of the circumstances surrounding “The 

Great Resignation”, the findings of the above study confirm those of earlier research. 

In a parallel perspective to the impact of The Great Resignation, Saurage-Altenlohet al. (2023) 

conducted a study on remote worker engagement and employees’ intent to remain or leave their 

employment during the COVID-19 pandemic. An online survey involving 601 US remote 

workers was used to gather data. The association between remote employee engagement, intent 

to stay, and intent to leave was hypothesised using a structural equation model (SEM). The 

SEM results demonstrated a strong positive correlation between engagement and both the 

intention to stay and the intention to quit. This study empirically demonstrated that The Great 

Resignation motivated employees during the COVID-19 pandemic (Saurage-Altenloh et al., 

2023). From a post-COVID-19 perspective, exclusive remote work is becoming less popular 

while hybrid and full-time office work models takes preference. OfferZen’s (2024) survey 

found that 52.3% of participants asserted they would quit their employment if their employers 

demanded full-time office work (BusinessTech, 2024). This result is a matter of concern 
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considering that an increasing number of businesses are currently favouring in-person office 

environments (BusinessTech, 2024). Parent-Lamarche (2022) likewise assert that, due to the 

impact of remote and hybrid work on employees’ work engagement, there is a higher degree 

of intention to quit should working models return to the pre-COVID-19 full-time office 

environment.  

2.4. The relationship between perceptions of e-leadership, work 

engagement, trust and intention to quit.  

 

Previous research on leadership styles has focused on the relationship between the various 

leadership styles and the leader-employee relationship. E-leadership, a new form of leadership, 

has not been studied often in this context.  

The idea of a relationship between a leader and an employee is ingrained in the leadership 

concept that is expressed through leadership styles (Babalola et al., 2014). These researchers 

contend that leadership comprises the capacity to generate ideas and inspire each team member 

to behave with confidence, loyalty, willingness and satisfaction. The management of 

distributed teams whose members primarily interact and coordinate their work through 

electronic media is the focus of research on e-leadership (Li et al., 2016). E-leadership is only 

present when the work environment is mobile or remote. The leader, therefore, must direct 

their employees through asynchronous, remote communication (Brunelle, 2013).  

It can be inferred that an e-leader must have vision to influence their employees and develop 

teamwork, together with wisdom, discipline and goal-getting skills (Babalola et al., 2014). The 

e-leader’s influence will be projected remotely through digital platforms. Monitoring 

employees' performance at work, intelligently utilising human talent, inspiring employees to 

give their best efforts and maintaining positive interpersonal relationships are the main 

responsibilities of a supervisor (Babalola et al., 2014). The adoption and adaptation of 

leadership styles into the supervision process helps to achieve these goals efficiently and 

effectively. Therefore, e-leaders’ management styles will have an influence on the leader-

employee relationship because it differs from that of traditional face-to-face leadership 

methods.  

Torre & Sarti’s (2020) evaluation of the way forward for e-leadership included the views of 

managers who concurred there was a need for cooperation to support supervisors in 
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strengthening their leadership in the changing working environment. Due to limited research 

in this field, the abovementioned study’s theoretical definitions will be used as a basis for a 

correlation of the employees’ perceptions of e-leadership in the current study.  

2.4.1. The relationship between perceptions of e-leadership and work engagement  

When leaders use e-leadership, they can interact with their staff members even though they are 

not physically present in the same workplace. However, they must have knowledge of new 

technologies in order to meet their employees' demands and foster partnerships with and among 

them (Wolor et al., 2020). Gözükara and Simsek (2016) reiterate that because leaders oversee, 

engage with, motivate and empower their team members at work, they are an essential 

component of any business. The interaction between employees and leaders, as well as work 

engagement, are crucial to the success of businesses because such behaviour demonstrates 

one's willingness and commitment to the job (Thanh et al., 2022). However, even though work 

engagement is crucial, Soane (2013) noted that researchers had not devoted sufficient time to 

defining leadership's function in fostering work engagement. There is an even larger gap in 

studies defining e-leadership’s influence on work engagement in remote work settings in HEIs.  

The significance of an e-leaders role is particularly pronounced in contemporary digital work 

environments (Torre & Sarti, 2020). These authors assert that the first duty for an e-leader is 

to ensure that all group members are engaged and committed. Not only can leaders have a 

direct impact on work engagement by connecting with and empowering their staff, they also 

can change the working environment (Decuypere & Schaufeli, 2020). Thanh et al.’s (2022) 

study of the relationship between leadership style and work engagement found that there is a 

strong correlation between leadership style and employees’ department level engagement, 

innovative work behaviour and task performance. Thanh et al.’s (2022) findings also 

demonstrate that a favourable relationship between work engagement and creativity, 

innovation and reform in performing their duties, has further strengthened the link between 

leadership style and job engagement. This finding could support the current study’s claim that 

the relationship between e-leadership and work engagement, as well as a leader and their 

employees, is positively correlated with and, thus, crucial to remote working organisations, 

especially HEIs.  

The following hypothesis will be tested in the current study: 

H1: There is a positive statistically significant relationship between employees’ perceptions of 

e-leadership and work engagement. 
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2.4.2.  The relationship between perceptions of e-leadership and trust 

According to Iqbal et al. (2020), the exchange relationship between employees and their leader 

determines the level to which employees demonstrate their readiness to submit themselves to 

work in the interests of their leader. A leader's behaviour and character have an impact on an 

employee's willingness to trust them. Serrat (2017) asserts that managers should take the lead 

in deciding the general level of trust, as well as the specific expectations within each work unit 

because they initially establish trust in organisations. In support of this claim, the SEC model 

(Van Wart et al., 2017) identified e-trustworthiness as one of the six competencies of a e-leader. 

Ning et al. (2007) noted the discovery of a person's level of trust in their top management and 

immediate leader will lead to distinct organisational citizenship behaviours (OCB). Moreover, 

these researchers contend that when employees have confidence in their immediate 

supervisors, it is advantageous to those supervisors. If employees have confidence in top 

management, it can be advantageous to the entire organisation (Ning et al., 2007).  

According to empirical research (Iriqat & Khalaf, 2018), building trust is a vital idea in a virtual 

team that helps close the gap between the difficulties of virtual teams and team performance. 

Recently trust has been acknowledged as one of the essential roles of leaders. Furthermore, 

Politis (2014) concluded that utilising dependable computer and other media-mediated 

technology is crucial for fostering commitment and trust between leadership and remote 

workers, thus, confirming the importance of the relationship between e-leadership and trust. 

Consequently, the value of this finding provides support for models proposing a relationship 

between e-leadership and trust.  

The following hypothesis will be tested in this study: 

H2: There is a positive statistically significant relationship between employees’ perceptions of 

e-leadership and their trust in their leader.  

2.4.3.  The relationship between perceptions of e-leadership and intention to quit. 

Employees typically collaborate to accomplish organisational goals. When more than two 

employees are present, tasks must be completed through a managerial process whereby leaders 

steer the workforce to accomplish the goals (Akca, 2017). In general, the current literature 

generally studies the interaction between leadership style and individual-organisational 

outcomes. However, literature about e-leadership, and specifically e-leadership and intention 

to quit is understudied due to this concept being relatively new in leadership literature.  
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Wolor et. al. (2020) asserts that the study of leadership in workplaces that use technology which 

affects prospective relationships and electronic communication networks is known as the 

e-leadership theory. Employees’ intention to quit is the result of a purposeful thought process 

in which they assess their current working environment and decide whether to remain with the 

company or not (Engelbrecht & Samuel, 2019). Wolor et. al. (2020) alludes that leaders’ 

responsibility for fostering relationships among their employees is made easier through the use 

of new technology that enables them to connect with their employees in different geographical 

locations. The goals of e-leaders echo those of traditional leaders but the manner in which they 

are achieved is completely different. Consequently, it is imperative for an e-leader to be 

knowledgeable and skilled in the use of the new communication techniques in order to succeed 

in their role.  

Failure to be successful in managing employees and fostering effective virtual relationships 

with them could potentially lead to employees having the intention to quit. The global COVID-

19 epidemic caused a significant change in the working environment for many employees. 

Leaders are also employees and, thus, experienced the same foreign work environment setting 

as their employees. Many leaders were initially unaware of the term "e-leader" but as a result 

of the remote work environment, they had to adapt their traditional employee management 

techniques to the new system of remote work. The question arises as to whether the perceived 

effectiveness/ineffectiveness of e-leadership influences employees’ intention to quit? 

Unfortunately, the precise impact of e-leadership on HEI academics is currently unknown due 

to limited research. 

When employees are unhappy or dissatisfied with their job, they may express a desire to leave 

the organisation. According to Akca (2017), workload, role conflict, long working hours, shift 

work and leaders’ behaviour are among the factors linked to the desire to resign in the 

traditional workplace. Chen et al. (2010) asserts that for many years, employers have struggled 

with employees’ intention to quit – a situation that has recently become more urgent for HEIs. 

Previous research conducted in this sector found that if a supervisor showed interest in their 

employees’ opinions and was willing to consider alternative viewpoints while solving 

problems, the academics’ intention to quit would be less. Additionally, a supervisor who 

ignores the importance of respect amongst employees reduces employees’ motivation and 

causes them to consider quitting (Lok et al., 2019). Many researchers assert that the demands 

of the job, workplace dynamics and supervisor support have a direct impact on academic 

employees' intention to quit. The findings of the existing limited research confirm the necessity 
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of studying e-leadership’s influence on employees’ intention to quit. In common with 

traditional leaders, e-leaders should understand that supporting their employees will effectively 

reduce their intention to quit and, consequently, provide a basis for a negative correlation 

between e-leadership and intention to quit. The following hypothesis therefore will be tested: 

H3: There is a negative statistically significant relationship between employees’ perceptions of 

e-leadership and their intention to quit. 

 

Based on the above theoretical arguments and empirical findings of past studies, the following 

hypotheses are postulated: 

Hypothesis 1: There is a positive statistically significant relationship between employees’ 

perceptions of e-leadership and work engagement. 

Hypothesis 2: There is a positive statistically significant relationship between employees’ 

perceptions of e-leadership and their trust in their leader.  

Hypothesis 3: There is a negative statistically significant relationship between employees’ 

perceptions of e-leadership and their intention to quit. 

 

2.4.4.  Theoretical Model 

After a review of existing literature, a conceptual model was derived. Figure 2.1 below 

illustrates the conceptual model that depicts the specific hypothesised causal linkages between 

e-leadership, work engagement, trust and employees’ intention to quit, underscored by the 

theoretical framework of LMX. To reiterate, e-leadership is the main contributor to and 

influencer of the various relationships. The exchanges evaluated from the employees’ 

perspective with their leader are trust and work engagement. Employees’ intention to quit is 

dependent upon their perception of their exchanges with the e-leader. 
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Figure 2.1: Conceptual Model 

 

2.5. Conclusion 

Chapter 2 presented a literature review that provided a theoretical body of knowledge relevant 

to understanding the influence of e-leadership on work engagement, trust and intention to quit 

from the employees’ perspective and the relationship between these constructs. The theoretical 

frameworks were discussed after describing the context of research. The chapter contextualised 

and conceptualised the existing literature relating to the identified constructs and variables and 

their proposed relationships. The definitions and outcomes of these constructs were then 

examined, followed by a proposed theoretical model. 
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Chapter 3: Research Methodology 

 

3.1. Introduction  

With the aim of answering the research questions and objectives of the study, the research 

methodology was carefully chosen. This chapter includes the research methodology 

comprising research design, sampling technique, collection procedure, measuring instruments 

and a discussion of the study’s ethical considerations. 

3.2. Research Design 

According to Sekaran and Bougie (2016), a research design is a framework for gathering, 

analysing and assessing data to address the research questions. Bryman and Bell (2018) assert 

that the selection of a research design is a reflection of the weight given to different aspects of 

the research process, e.g., how to articulate causal relationships between variables, whether and 

how findings can be extrapolated to a broader set of people or entities than those involved in 

the study, how to comprehend and interpret behaviour and its significance within a particular 

social setting and, finally, how to explain social phenomena, their relationships and changes 

over time. 

To address the research questions of this study, a quantitative research methodology was 

adopted. The quantitative research approach is considered a suitable method because it is: 

a distinctive research approach that entails the collection of numerical data, regards the 

relationship between theory and research as deductive … and adopts an objectivist 

conception of social reality (Bryman & Bell, 2018, p. 31). 

Hence, this approach aimed to describe and explain the phenomena of this study with an 

emphasis on measurement, contrast and an unbiased approach.  

The aim of this study was to investigate the relationship between perceptions of e-leadership, 

work engagement, trust and the intention to quit of academic employees in South African HEIs. 

The research was based on the positivist paradigm. An epistemological perspective, known as 

positivism, promotes using techniques from natural science to investigate and comprehend 

social reality (Bryman & Bell, 2018). Positivism is consistent with the hypothetico-deductive 

model of science, that is based on operationalising variables and measures and validating 

preconceived hypotheses. The findings of hypothesis testing are then utilised to guide and 

forward scientific research (Park et al., 2020). Moreover, generating explanatory linkages or 
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causal relationships that ultimately result in is the prediction and control of the phenomenon 

under consideration is one of positivist inquiry's main objectives (Park et al., 2020). The 

methods of experimentation, observation, control, measurement, validity and reliability in 

research procedures are all emphasised by positivist viewpoints, therefore, implying a 

quantitative research strategy (Nel, 2016). Furthermore, positivists contend that the purpose of 

enacting broad regulations and laws is to investigate and validate patterns or occurrences that 

are noticed within the company (Carson et al., 2005). 

A positivist research approach has the benefit of allowing the researcher to quickly explore a 

large range of scenarios (Nel, 2016). Thus, the positivist paradigm uses quantification to 

systematise the process of generating the knowledge required to improve the accuracy of 

describing parameters and determining how they relate to one another (Nel, 2016). 

3.3. Sampling and Research Participants  

3.3.1.  Population and Sample Size  

A population is defined as the entire set of units – people, countries, cities, regions, businesses, 

etc., – from which a sample is to be drawn (Bryman & Bell, 2018). A sample represents a 

portion of the population, and the investigation of that subset of the population aims to provide 

insights into the entire population (Bryman & Bell, 2018; Vehovar & Steinmetz, 2016). A non-

probability sampling strategy was used in this study, i.e., a sample that is not chosen by chance 

or randomisation (Bryman & Bell, 2018).  

The population of the present study consists of academic employees from five public South 

African HEIs, namely: University of the Western Cape (UWC), Rhodes University (RU), 

University of the Free State (UFS), University of South Africa (UNISA) and University of the 

Witwatersrand (WITS). Based on their closeness and ethical gateway clearance, participants 

from these HEIs were chosen until a suitable sample size for data analysis, within the scope of 

the mini thesis, was attained. Questions posed in the survey concerning their respective leaders 

were answered by the participating academic employees. 

The target population provided a sample for the analytical units. In the five selected HEIs, an 

aggregated 19 326 employees were reported as permanent staff (DHET, 2022). More 

specifically, 5 734 (29.67%) were academics. Although the data published by the DHET only 

include permanent workers, it should be noted that the current study also included temporary 

employees. Consequently, the population from which the study sample was drawn comprised 

more than 5 734 individuals.  
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Each of the participating universities disseminated an email to their academic employees 

inviting them to partake in the study. Anyone wishing to participate was free to do so by 

clicking on the link provided, a process that enabled them to answer the questionnaire. All 

employees who had worked in a hybrid or remote setting during their term of employment, 

were welcome to participate, regardless of whether they were temporary or permanent staff. 

The questionnaire was completed by 160 employees from the five HEIs.  

3.3.2. Sampling procedure  

Non-probability convenience sampling was used in this research study. Information collected 

from this sample population was conveniently available by virtue of their accessibility (Bryman 

& Bell, 2018). An advantage of selecting this sampling procedure included the academics’ 

accessibility to the researcher, decreasing the cost- and time-efficiency. However, the 

disadvantage of this procedure was that the participants were not randomly chosen. Therefore, 

the findings cannot be securely generalised owing to the low-quality sample produced through 

non-probability convenience sampling (Bryman & Bell, 2018). Following the ethical clearance 

process of each university, the survey, as mentioned above, was distributed via email through 

the university’s system to each participant, encouraging them to take part in the research.  

3.4. Data Collection Procedure  

Quantitative data was collected to evaluate the hypotheses, analyse the data and, eventually, 

achieve the research objectives and provide a solution to the research issue. The main tool 

utilised for collecting primary information in this study was a questionnaire. The questionnaires 

were distributed via Google Forms – a safe and convenient online software that helps one create 

and run surveys for various organisations. The researcher obtained permission to access staff 

for research purposes, and ethical clearance was received from all five participating HEIs 

(UWC, RU, UFS, UNISA and WITS). An email was then sent to the respondents from the 

universities’ Research or IT department, that entailed a poster (see Appendix A) detailing the 

request to participate in the research, along with a one-liner outlining the study, the eligibility 

criteria to participate and the link to the questionnaire and information sheet on Google Forms 

(see Appendix D). Once respondents were on the e-platform, a cover letter detailing the 

procedure, instructions and ethical considerations appeared on their screen. A consent form 

followed thereafter in which participants were given the option to agree to the terms of the 

research study and proceed to the questionnaires, or to disagree to the terms and opt out of 

participating. Google Forms had an option to not collect email addresses for those participating 

in questionnaire. The researcher chose the option to not collect email addresses or names of 
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those who completed the questionnaire. Once the respondents completed all the necessary 

questions, their results were saved and automatically reflected in the researcher’s Google 

Forms account.  The study data was securely stored on the password-protected Google Drive 

platform.  

After determining that the sample size was appropriate for the purpose of the mini thesis, the 

researcher coded the data using Microsoft Excel to ensure it was in the correct format for 

analysis. Next it was transferred to the popular software known as the Statistical Package for 

Social Sciences (SPSS). This program analysed the research data and transformed it into an 

intelligible format that could be interpreted by the researcher and used to answer the research 

questions and, eventually, draw conclusions. The data analysis included descriptive statistics 

such as percentages and the measurement of means and standard deviations and reliability 

statistics. Inferential statistics were provided through correlation and regression analysis. The 

research data will be retained for a minimum of five years. Additionally, anonymised data will 

be uploaded to Kikapu, the UWC repository, in order to be published and given a unique URL.  

3.5. Research Measuring Instruments  

Four examples of questionnaires were identified through the literature review as being reliable, 

valid and applicable when measuring the constructs under investigation in this research study. 

3.5.1. Demographic Information  

This component of the questionnaire collected the respondents' demographic data comprising 

their age, gender, job title and length of service with their current employer.  

3.5.2. E-Leadership  

The participating academics’ e-leadership characteristics were measured using a Short Scale 

for Managerial Support to Teleworkers (Escala Breve de Suporte Gerencial ao Teletrabalhador 

– EBSGT), developed by Mourão et al., 2023). These authors identified five items that focused 

on feedback: goal (assignment and follow-up), guidance, goal tracking (follow-up) and well-

being. With its total of five items, this model has a Cronbach’s Alpha score of 0.86 and factor 

loadings ranging from .68 to .87, all acceptable and above the standard of .70. According to 

Mourão et al. (2023), the unifactorial structured scale psychometric indications were fairly 

positive, with high factor loadings, acceptable internal consistency (both by 'Cronbach's alpha 

and 'McDonald's omega) and has the ability to explain the majority of the variance in the 

teleworker's assessment of management support. Therefore, the authors advise adopting the 
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scale used with various teleworker samples and conducting research with additional 

organisational or individual variables (Mourão et al., 2023).  

Mourão et al. (2023) asserted that a scale of managerial support for remote workers is essential 

because it is important to balance workers' productivity and mental health throughout both the 

COVID-19 pandemic's social isolation and in the post-pandemic era because many of the 

remote practices that were first implemented during the pandemic tend to persist (Mourão et 

al., 2023). The construction of the scale was produced in four stages, starting with the scale 

development, moving through the EFA and CFA stages to the invariance of the measure 

(Mourão et al., 2023). Due to e-leadership being a new term and field of study, there are not 

many scales available for its measurement and analysis. Consequently, using the short scale 

for managerial support to teleworkers is an alternative approach for the measurement of e-

leadership related issues. According to Mourão et al. (2023), a succinct scale of management 

support for the teleworker may contribute to current research on the topic by enabling 

comparisons between various occupational categories. Furthermore, the scale may also be 

useful for tracking employee support perception over time and evaluating the outcomes of 

leadership development programmes (Mourão et al., 2023).    

Due to Mourão et al.’s (2023) scale only being released in March 2023, there are currently no 

studies published utilising it to further support and validate its construct validity. However, the 

findings of Mourão et al.’s (2023) study confirm the instrument's potential as a useful tool for 

gauging leaders’ support for teleworkers. Lastly, the implementation is made easier by the fact 

that it is an effective  tool, which also raises the possibility for extensive cross-cultural research 

that may be helpful in circumstances in which remote working has become a norm for many 

industries, including HEIs.  

3.5.3. Work Engagement 

The work engagement level of the participating academics was measured on the Utrecht Work 

Engagement Scale (UWES-9) developed by Schaufeli et al. (2006), that evaluates participants’ 

levels of physical and mental stamina, sense of significance, inspiration, pride, difficulties and 

focus while working. The UWES–9 has nine-items and measures three dimensions of work 

engagement, namely: vigour, dedication and absorption. Reported reliabilities of the scale from 

various countries, including South Africa, have a reliability of .92 that is satisfactory (De Bruin 

& Henn, 2013). The UWES-9’s three scales have strong internal consistency, i.e., Cronbach's 

alpha values are always equal to or higher than the critical value of .70. (Schaufeli et al., 2006)  
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Researchers Yusoff et al. (2013) conducted a study based on assessing the UWES’s 

psychometric qualities among academic staff members of Pakistani universities. A sample of 

400 academic staff members working at 12 universities in Pakistan received the UWES. The 

overall findings demonstrated that UWES has sound psychometric qualities, making it a valid 

and trustworthy measure for evaluating working engagement among academic professionals 

(Yusoff et al., 2013). 

3.5.4. Trust in the leader 

Trust in the leader from an employees’ perspective was measured using the Workplace Trust 

Survey (WTS) developed and conceptualised by Ferres and Travaglione (2003). Overall, the 

WTS provides reliable assessment of coworker, supervisor, and organisational trust (Lehmann-

Willenbrock et al., 2010). With a total of 36 items, the scale measures trust in team, trust in 

leader, and trust in the organisation, which has Cronbach’s Alphas scores ranging from .89 to 

.96, all acceptable (Ferres & Travaglione, 2003). For the purposes of this study, only the trust 

in the immediate supervisor dimension (9 items) was used to assess trust within a leader.  

3.5.5. Intention to Quit  

The participants’ intention to quit was measured using the Turnover Intention Scale (TIS) 

developed by Roodt and Bothma in 2004. This six-item scale has a Cronbach alpha of 0.80, 

with item loadings being all above 0.7, that validates the reliability of the measuring tool 

(Bothma & Roodt, 2013). The TIS-6, therefore, can be used in academic research and business 

applications to evaluate or forecast employees’ intention to quit correctly and consistently. 

 

A study conducted by Bothma & Roodt (2013), focused on validating the TIS-6 instrument. It 

was one of the criteria variables utilised in the current study, that was based on a census-based 

sample of workers in an information, communication and technology (ICT) sector organisation. 

With regard to the various research factors, the ‘leavers’ in this sample were contrasted with 

the stayers. It was found that the TIS-6 could accurately measure employees’ turnover 

intentions. The TIS-6's ability to distinguish between leavers and stayers (actual turnover) was 

a crucial indicator of the validity of its criterion-predictive capabilities (Roodt & Bothma, 

2013).  

3.6. Data analysis 

The statistical analysis program for social sciences (SPSS) version 28 was utilised to examine 

the data collected through the questionnaire. This software facilitates the collecting, 
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examination and condensing of data. It enables the researcher to ascertain how the variables 

under investigation relate to one another. The researcher selected SPSS because of its user-

friendliness and its suitability as a tool for social science research.  

3.6.1.  Descriptive and Inferential Statistics 

The characteristics of a data set are known as descriptive statistics and they characterise the 

data (Sutanapong & Louangrath, 2015). By characterising the relationship between variables 

in a sample or population, descriptive statistics helps organise data. Nominal, ordinal, interval 

and ratio variables are among the types of variables included in descriptive statistics, along 

with measures of frequency, central tendency, dispersion/variation and location (Kaur et al., 

2018). Descriptive statistics’ calculation is a crucial preliminary stage in research and ought to 

be undertaken prior to inferential statistical comparisons (Sutanapong & Louangrath, 2015). 

To determine the characteristics of the chosen sample, this study used both descriptive statistics 

and fundamental quantitative measures such as means, standard deviations and percentages.  

Inferential statistics is defined as the process of estimating the population by inferring from 

sample descriptive data (Sutanapong & Louangrath, 2015). In addition, an observation serves 

as the sample, and an implied value without an observation serves as the estimated population. 

An inference is then drawn from these descriptive statistics, subject to a predetermined limit, 

error or confidence interval (Sutanapong & Louangrath, 2015). Inferential statistics was used 

in this study to apply findings from sample data to a comparable larger population or context.  

3.6.2.  Correlation 

The purpose of correlation analysis is to determine how closely two variables relate to one 

another. The correlation coefficient serves as a tool for measuring the degree of association 

between the variables (Senthilnathan, 2019). In other words, the strength of the alleged linear 

link between the variables being evaluated is represented by a statistic known as the correlation 

coefficient, that is used to measure correlation. When analysing the Pearson correlation 

coefficient or the product-moment correlation coefficient, the r value is between -1 and +1.  

Mukaka (2012) explains the interpretation of correlation analysis as a number that is 

dimensionless and has a value between -1 and +1. This author asserts that when two continuous 

variables have no correlation, it is said that there is no linear relationship; when the value is −1 

or +1, there is a perfect linear relationship. Furthermore, the relationship's strength might range 

from -1 to +1. The more closely the correlation coefficient approaches ±1, the stronger the 

correlation. More specifically, the variables are positively correlated if the coefficient is 
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positive. Conversely, if the coefficient is negative, the variables have an inverse relationship 

(Mukaka, 2012). Cohen’s (1988) general rule of thumb for interpreting the size of a correlation 

coefficient is presented in Appendix B). Cohen's (1988) standards are used to interpret effect 

magnitude in psychological research. A weak or modest association is represented by a 

correlation value of .10; a moderate correlation is represented by a correlation coefficient of 

.30; and a strong or large correlation is represented by a correlation coefficient of .50 or greater. 

The correlation coefficient, thus, was calculated to assess the strength of the relationship 

between e-leadership style and the variables work engagement, trust in the leader and intention 

to quit, respectively.  

3.6.3. Regression Analysis 

Regression analysis permits one to deduce the existence of a relationship between two or more 

variables, in common with most multivariate statistics (Mahbobi & Tieman, 2015). Typically, 

the variables are designated as either independent or dependent (Ali & Younas, 2021). 

Therefore, independent and dependent variable(s) can be compared using regression analysis. 

Since numerous variables can influence variance, these connections are rarely exact (Mahbobi 

& Tieman, 2015). Regression analysis has several advantages, the main one being its ability to 

show if independent and dependent variables are significantly correlated. Secondly, it can show 

how strongly each independent variable affects the dependent variable in relation to the other. 

Lastly, it formulates predictions or hypotheses (Sarstedt & Mooi, 2014). By using this approach 

in this study, the researcher was able to determine which variable was significantly correlated 

to e-leadership.  

 

3.7. Ethical Considerations  

The institution’s Humanities and Social Sciences Research Ethics Committee granted this 

study ethical clearance. After receiving ethical clearance (reference number HS23/4/30), 

participants' access was requested from the appropriate gatekeepers and authorities at the 

individual HEIs. Refer to Appendix C for review of the study’s approval letters received from 

the Humanities and Social Sciences Research Ethics Committees of UWC, RU, UFS, UNISA 

and WITS.  

Researchers must uphold ethical standards and values throughout every phase of their study. 

Hence, it is imperative for a researcher to establish these standards and follow them throughout 

the study:  

https://uwcscholar.uwc.ac.za/home



 

 

40 

● Confidentiality: Participants were given the guarantee that their assessment results will 

not be available to others without their express permission. Participants were not asked 

to supply their name when completing the Google Forms survey platform, concealing 

their identity and providing anonymity. Participants were assured that the result of the 

study will be used purely for academic purposes and that their anonymity would not be 

compromised.  

● Informed consent: An informed consent letter was provided to participants before they 

actively engaged in the sample selection, and another was presented prior to their 

participating in the survey. The informed consent letter detailed both the study’s 

procedure and questionnaire and asked participants to give their consent to engaging in 

the research process and agreeing to the utilisation of the data they will provide for 

academic purposes.  

● Respect, dignity, fairness, transparency and honesty: Participants were always to be 

respected and treated with dignity. Participants were always kept informed about the 

progress of the research study and the occurrence of any changes, thus, maintaining 

honesty, transparency, and integrity throughout the research process. To establish 

fairness in this study, unbiased measures was utilised, with clear and understandable 

explanations being provided for linguistic minorities. 

● Participant’s right to withdraw: Before the commencement of the research process, 

participants were notified that no one would be forced to engage in the research study 

and that their participation was purely voluntary. Also, that they could at any time 

during the research process withdraw their participation from the study without 

repercussion.  

3.8. Conclusion 

This chapter provided an overview of the research methodology used in this study. The research 

design was initially introduced, followed by details of the population, sample and sampling 

method. The research tools utilised in the survey were covered next, followed by particulars of 

the data collection process. An explanation of the data analysis techniques and the ethical issues 

considered concluded the chapter. The study's findings are presented in detail in Chapter 4. 
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Chapter 4: Research Findings 

 

4.1. Introduction  

This chapter presents the statistical findings used to test the hypothesis that was proposed in 

Chapter 2. The results show sample characteristics relating to age, gender, job title at their 

current place of employment (HEI) and length of service. Descriptive statistics and correlations 

are presented to report on the reliability of the measuring instruments and to indicate whether 

the variables had a relationship with each other. Lastly, the regression analysis and hypothesis 

results are described, indicating which variable explains the greatest proportion of variance in 

e-leadership. 

4.2. Sample Characteristics  

Demographic characteristics of the respondent’s data relating to age, gender, job title 

(categorised as academic and professional staff) with their current employer (HEI) and length 

of service are indicated in Table 4.1 below. 

Table 4.1: Demographic characteristics (n = 160) 

Variable Category Frequency Percentage of respondent’s 

Age (years) 20 - 35 28 17.5% 

36 - 50 58 36.3% 

51 - 65 69 43.1% 

Over 65 5 3.1% 

Gender 

 

 

Job Title  

 

Male  58 36.3% 

Female  101 63.1% 

Prefer not to say  1 0.6% 

Academic staff 141 88.1% 

Academic staff in formal leadership 

position 

19 11.9% 

Length of service 1 - 2 years 24 15.0% 

 3 - 5 years 19 11.9% 

 6 - 10 years 32 20.0% 

 Over 10 years 85 53.1% 

 1 - 2 years 24 15.0% 

 
3 - 5 years 

 

19 11.9% 

 

The results of the demographic statistics presented in Table 4.1 above reveal the diverse range 

of HEI employees in South Africa who participated in this study. From the results, it is clear 

that women participants (63.1%) outnumbered men (36.3%).  
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The largest age group of participants was between 51 and 65 years old (43.1%), followed by 

those aged 36 to 50 (36.3 %). Those aged 20 to 35 (17.5%) came third and the smallest group 

comprised participants older than 65 years (3.1%). 

An analysis of job titles indicated that most participants were academic staff with lecturers, 

senior lectures and associate professors comprising 88.1% of the sample. The remaining 11.9% 

held formal academic leadership positions. 

The analysis on length of service at the HEI indicated that most respondents worked over 10 

years (53.1%), followed by respondents who worked 6 to 10 years (20.0%) and 1 to 2 years 

(15.0%). 

 

4.3. Reliability of the Survey Instruments  

The first step in the data analysis was to determine the Cronbach alpha reliability of each 

variable studied.  

4.3.1. Reliability of the Short Scale for Managerial Support to Teleworkers (EBSGT) 

The Short Scale for Managerial Support to Teleworkers was used to measure e-leadership. 

Table 4.2. below provides a summary of the reliability statistics calculated for the dimension 

of e-leadership, as well as for the total scores. 

 

Table 4.2.: Reliability coefficients of the Short Scale for Managerial Support to Teleworkers 

Dimension/Scale Number of items Cronbach alpha 

coefficient 

E-leadership 5 .868 

 

The above table indicates the Cronbach’s Alpha (α) of the e-leadership scale – Short Scale for 

Managerial Support to Teleworkers – is α = .868, which is greater than the cut-off point of 

0.70 because values above .70 are considered acceptable (Nunnally & Bernstein, 1994). This 

result further indicates that the scale has a good level of internal consistency and, therefore, is 

considered reliable. 

4.3.2.  Reliability of the Utrecht Work Engagement Scale (UWES-9) 

The Utrecht Work Engagement Scale (UWES-9) was used to measure work engagement. Table 

4.3. provides a summary of the reliability statistics calculated the total score of work 

engagement. 
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Table 4.3: Reliability coefficients of the Utrecht Work Engagement Scale (UWES-9) 

Dimension/Scale Number of items Cronbach alpha 

coefficient 

Work Engagement 9 .948 

 

The above table indicates the Cronbach’s Alpha (α) of the work engagement scale, Utrecht 

Work Engagement Scale (UWES-9), is α = .948, that is greater than the cut-off points of 0.70 

as values above .70 are considered acceptable (Nunnally & Bernstein, 1994). This result 

further indicates that the scale has a good level of internal consistency and, therefore, is 

considered reliable. 

4.3.3.  Reliability of the Workplace Trust Survey 

The Workplace Trust Survey (WTS) was used to measure trust in the leader. Table 4.4 below 

provides a summary of the reliability statistics calculated for the trust in the immediate 

supervisor total score. 

Table 4.4: Reliability coefficients of Workplace Trust Survey (WTS) 

Dimension/Scale Number of items Cronbach alpha 

coefficient 

     Trust in the leader 9 .970 

 

The above table indicates the Cronbach’s Alpha (α) of the trust in the leader scale, Workplace 

Trust Survey (WTS) is α = .970, that is greater than the cut-off points of 0.70 because values 

above .70 are considered acceptable (Nunnally & Bernstein, 1994) . This result further 

indicates that the scale has a good level of internal consistency and, therefore, is considered 

reliable. 

4.3.4.  Reliability of the Turnover Intention Scale (TIS) 

The Turnover Intention Scale (TIS) was used to measure intention to quit. Tables 4.5 – 4.8 

provides a summary of the reliability statistics calculated for the trust in the immediate 

supervisor dimension, as well as for the total scores. 

Table 4.5: Reliability coefficients of the Turnover Intention Scale (TIS) 

Dimension/Scale Number of items Cronbach alpha 

coefficient 

     Intention to Quit 6 .310 

5 (item 4 removed) 

4 (item 4 & 5 removed) 

.582 

.834 
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The initial 6-item scale had an overall Cronbach’s Alpha α = .310.  This level of reliability is 

not acceptable; thus, the inter-total statistics of the Turnover Intention Scale was scrutinised. 

Table 4.6: Inter-Total Statistics of the Turnover Intention Scale (TIS represented as Intention to Quit 

(ITQ)) 

 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

ITQ1 15.24 7.956 .538 .568 -.039a 

ITQ2 14.72 8.477 .378 .393 .076 

ITQ3 14.89 7.618 .444 .633 -.010a 

ITQ4 13.79 15.011 -.375 .451 .582 

ITQ5 13.86 15.126 -.410 .556 .539 

ITQ6 14.34 7.168 .481 .409 -.064a 

a. The value is negative due to a negative average covariance among items. This result 

violates reliability model assumptions. 

 

When calculating the reliability score for the total intention to quit scale, items 1, 3 and 6 were 

negative due to a negative average covariance among items. Upon further inspection of the 

scale, item 4 from the Turnover Intention Scale (TIS) (“How often do you look forward to 

another day at work”) was deemed problematic. The removal of item 4 raised the scale 

reliability to .582.  

Although removal of item 4 increased the overall reliability of the measurement tool to α = 

.582, the result is still less than the cut-off point of 0.70. It is indicated above that values up to 

.70 are considered acceptable (Nunnally & Bernstein, 1994).  Thus, the inter-total statistics of 

the TIS scale was run again omitting number 4. 

Table 4.7: Inter-Total Statistics of the Turnover Intention Scale without item 4 (TIS represented as 

Intention to Quit (ITQ)) 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

ITQ1 11.66 8.755 .694 .553 .324 

ITQ2 11.14 9.243 .530 .388 .413 

ITQ3 11.31 8.317 .596 .621 .356 

ITQ5 10.28 18.769 -.550 .383 .834 

ITQ6 10.76 7.972 .612 .400 .337 

https://uwcscholar.uwc.ac.za/home



 

 

45 

Upon further inspection, as indicated in Table 4.7 above, the removal of item 5 (“To what 

extent is your current job satisfying your personal needs”) would present a rise in Cronbach’s 

Alpha, α = .834, increasing the overall reliability of the measurement tool and within an 

acceptable range (Nunnally & Bernstein, 1994). Subsequently, item 5 was removed. 

Table 4.8: Inter-Total Statistics of the Turnover Intention Scale without item 5 (TIS represented as 

Intention to Quit (ITQ)) 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

ITQ1 8.15 11.499 .732 .553 .765 

ITQ2 7.64 11.855 .598 .364 .818 

ITQ3 7.81 10.421 .717 .541 .765 

ITQ6 7.25 10.792 .625 .398 .810 

 

After the removal of items 4 and 5, none of the values shown in the column ‘Cronbach’s 

Alpha if item deleted’, are more than the final α value of .834 obtained. Therefore, for the 

purposes of this study, the Turnover Intention Scale (TIS) used a 4-item scale instead of a 6-

item scale.  

4.3.5. Reliability Summary of Survey Instruments  

In summary, the reliability analysis showed that the Cronbach alpha for the 5-item e-leadership 

scale represented α = .868, the 9-item work engagement scale represented α = .948, the 9-item 

trust scale represented α = .970 and the 4-item intention to quit scale represented α = .834. The 

e-leadership, work engagement and trust scales all exceeded an acceptable criterion of 

reliability α >0.70, thus, these measurements were deemed to be reliable (Nunnally & 

Bernstein, 1994). The intention to quit scale initially fell within a poor criterion, α ≥ 0.5, 

however, removal of items 4 and 5 increased the reliability of the scale, exceeding an 

acceptable criterion of reliability at α >0.70.   

4.4. Descriptive Statistics and Correlations  

The composite variable's mean score and standard deviation were described using descriptive 

statistics. For the e-leadership scale, a 5-point Likert scale was utilised ranging from Strongly 

Disagree to Strongly Agree. The mean score of 3.40 (the average response of respondents) 

indicates that they felt neutral (Likert scale anchor 3) about how their leader acted in a manner 

consistent with the e-leadership scale.  
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In terms of work engagement, a 7-point Likert scale was utilised ranging from Never to Every 

Day. The mean score of 5.32, according to the UWES manual norms (Schaufeli & Bakker, 

2004), can be interpreted as high. This score further indicates that most respondents 

experienced their leader’s behaviour in a manner consistent with the work engagement scale 

of once a week (Likert scale anchor 5).  

In the trust instrument, a 7-point Likert scale was utilised ranging from Strongly Disagree to 

Strongly Agree. The mean score of 5.16, indicates that within the sample, the average response 

of the participants shows they somewhat agree (Likert scale anchor 5) that they experienced 

behaviour from their leader in a manner consistent with the trust scale.  

In the intention to quit, three different 5-point Likert scales were utilised. The mean score of 

2.57 indicates that within the sample, the average response of participant indicates they 

experienced an intention to quit with relation to their job. More specifically, the average 

response of participants indicated they feel frustrated once a week when not given an 

opportunity to achieve work-related goals (Likert scale anchor 2) and they dream about getting 

another job a few times a month (Likert scale anchor 3). 

 

Table 4.9: Descriptive statistics and the relationships between variables  

Scale α M SD 1   

1. EL .868 3.403 1.012 /   

2. WE .948 5.324 1.393 .344** /  

3. TIL .970 5.169 1.682 .718** .359** / 

4. ITQ .834 2.570 1.083 -.491** -.524** -.550** 

Note. α = Cronbach alpha reliability; M = Mean; SD = Standard Deviation, ** = statistically 

significant at the p < 0.01 (2-tailed). EL: Electronic Leadership, WE: Work Engagement, TIL: 

Trust in the leader, ITQ: Intention to Quit. 

In the next step of the analysis, the relationship between the variables was examined. Pearson 

correlations determine the extent to which the variables used in the study are related. According 

to the results depicted in Table 4.9 above, all variables had a statistically significant relationship 

with each other at the significance level of p>0.01** (2-Tailed).  

E-leadership had positive statistically significant relationships with work engagement and trust 

at p < 0.01. Trust in the leader demonstrated the largest correlation with e-leadership r = .718, 
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followed by work engagement r = .344 seen as a medium correlation relationship (Cohen, 

1988). Intention to quit correlated the least r = -.491 with e-leadership showing a medium 

negative correlation relationship (Cohen, 1988). More specifically, e-leaders negatively 

influence employee’s intentions to quit. It is possible, therefore, to interpret that the sample 

participants were more inclined to remain in their current employment as a result of e-

leadership.  

4.5. Regression Analysis  

The dependent variables, work engagement, trust and intention to quit, were respectively 

regressed on the independent variable, e-leadership. Table 4.10 below presents the results of 

the examination of the correlations between the variables.  

Table 4.10: Model Summary and ANOVA tables between E-Leadership and the variables  

Scale R R² Sum of 

Squares 

df Mean 

Square 

F Sig. 

1. WE .344 .118 36.599 1 36.599 21.238 <.001b 

2. TIL .718 .515 231.906 1 231.906 167.760 <.001b 

3. ITQ -.491 .241 44.981 1 44.981 50.212 <.001b 

Note. R² = R-squared; df = Degrees of Freedom; F = F-statistic, Sig= Significance. WE: 

Work Engagement, TIL: Trust in a leader, ITQ: Intention to Quit. 

 

E-leadership explained a significant proportion of the variance in work engagement, F (1, 160) 

= 21.238, p < .001. As seen in Table 4.10 above, the Sig. F Change is below 0.05, indicating 

that the model is significant. Furthermore, the R value of .344 indicates a medium degree of 

correlation. This result demonstrates that e-leadership has an impact on work engagement. 

Moreover, the R2 = .118 depicts that the e-leadership explains 11.8% of the variance in work 

engagement, Thus, Hypothesis 1 is accepted. 

Similarly, e-leadership explained a significant proportion of the variance in trust in a leader, F 

(1, 160) = 167.760, p < .001. As seen in Table 4.10 above, the Sig. F Change is below 0.05, 

indicating the model is significant. Furthermore, the R value of .718 indicates a high degree of 

correlation. This result demonstrates that the e-leadership has a significant impact on trust, thus, 

accepting Hypothesis 2. Moreover, the R2 = .515 depicts that the model explains 51.5% of the 

variance in e-leadership. 
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Lastly, e-leadership explained a significant proportion of the variance in intention to quit, F (1, 

160) = 50.212, p < .001. As seen in Table 4.10 above, the Sig. F Change is below 0.05, 

indicating the model is significant. Furthermore, the R value of -.491 indicates a medium 

negative correlation. This result demonstrates that e-leadership does have a significant impact 

on employees’ intention to quit. Moreover, the R2 = .241 depicts that the model explains 24.1% 

of the variance in e-leadership. Thus, Hypothesis 3 is accepted. 

 

4.6. Summary of Hypothesis 

This study sought to investigate the influence of e-leadership on work engagement, trust and 

employees’ intention to quit amongst academics in HEIs.  

H1 evaluates whether there is a statistically significant relationship between e-leadership and 

work engagement. According to Table 4.10 above, the correlation between e-leadership and 

work engagement is .344, and it is marked as statistically significant at the p < 0.01 level (2-

tailed). This positive correlation supports H1, suggesting that there is a significant positive 

relationship between e-leadership and work engagement in HEIs. 

H2 evaluates whether there is a statistically significant relationship between e-leadership and 

employees’ trust in their leader. The correlation between e-leadership and employees’ trust in 

their leader is .718, and it is also statistically significant at the p < 0.01 level (2-tailed). The 

correlation between the two variables is a high positive correlation relationship according to 

criteria suggest by Hinkle et al. (2003) therefore, supporting H2 and suggesting that there is a 

significant positive relationship between e-leadership and employees’ trust in leadership in 

HEIs. 

H3 evaluates whether there is a statistically significant relationship between e-leadership and 

employees’ intention to quit. The correlation between e-leadership and employees’ intention to 

quit is -.491. This negative correlation relationship may suggest that e-leaders could negatively 

influence employees’ intentions to quit as academics may be more inclined to stay as a result 

of effective e-leadership. Therefore, there is a negative yet significant relationship between  

e-leadership and employees’ intention to quit in HEIs.  
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Table 4.11: Summary of hypothesis results 

Nr Hypothesis statement Result 

H1 There is a positive statistically significant relationship between 

employees’ perception of e-leadership and work engagement. 

Accepted 

H2 There is a positive statistically significant relationship between 

employees’ perceptions of e-leadership and their trust in their 

leader. 

Accepted 

H3 There is a negative statistically significant relationship between 

employees’ perceptions of e-leadership and their intention to quit. 

Accepted 

 

4.7. Conclusion  

The study's research questions and hypotheses have been addressed in this chapter through the 

results of the investigation. The statistical analysis that was provided to emphasise the 

outcomes made use of both descriptive and inferential statistics. Throughout this chapter the 

researcher demonstrated how the variables related to one another in various ways. Furthermore, 

according to the regression analysis, e-leadership explained the proportion of variance with the 

variables by discussing the regression analysis and proving the hypothesis presented. The 

results demonstrated that e-leadership influences work engagement and trust amongst 

academics within HEIs in South Africa. The following chapter provides a discussion of the 

results, limitations of the study, implications and the conclusion.  
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Chapter 5: Discussion, Recommendations and Conclusion 

 

5.1. Introduction  

The researcher presented the results delineated in Chapter 4 using the statistical methods 

employed for this investigation. To provide an unbiased evaluation of the study's results, this 

current chapter uses both descriptive and inferential statistical approaches. The results of the 

analysis enabled the researcher to test three hypotheses and identify significant correlations 

between e-leadership and the three dependent variables – employees’ work engagement, trust 

and intention to quit – at South Africa HEIs. 

5.2. Overview of the study and a discussion of the results 

The aim of this study was to investigate the relationship between perceptions of e-leadership, 

work engagement, trust and intention to quit of academic employees in South African HEIs. 

Through the use of statistical techniques and analysis, the researcher investigated the variance 

explained in the dependent variables by e-leadership.  There was total of 160 academics from 

five HEIs (UWC, RU, UFS, UNISA and WITS) involved in the study.  

5.2.1. Demographic Information 

The total sample consisted of 160 participants who were mostly women (63.1%). The majority 

of the academics ((46.3%) were lecturers. Most participants were aged between 51 and 65 years 

(43.1%), followed by those aged 36 to 50 years (36.3 %). Next came participants aged between 

20 and 35 years (17.5%) and the smallest group was participants older than 65 years (3.1%). 

There are similarities between the ages of academics at the various HEIs and South Africa’s 

overall population statistics. Data from the National Research Foundation (NRF database, 

2024) shows that most of the population were aged between 40 and 49 years old with the 

smallest section of the population being aged 60 years and older.  

When analysing job titles, it was evident that most respondents were academic staff such as 

lecturers, senior lecturers and associate professors comprising 88.1% of the sample. This 

statistic indicated a highly educated sample. Similarly, the NRF (2024) statistics show that 

most academics are lecturers (40.41%), followed by senior lecturers (30.06%) and associate 

professors (12.03%), thus, indicating another similarity with this study’s population statistics 

at the various HEIs. Furthermore, the study findings show that most participants had worked 

at the HEIs for over 10 years (53.1%), followed by those who had worked from 6 to 10 years 

(20.0%) and 1 to 2 years (15.0%). 
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5.2.2. Discussion of hypotheses findings 

5.2.2.1. Hypothesis 1 

In this study, the first hypothesis considers whether there is a positive statistically significant 

relationship between e-leadership and work engagement. The results in Chapter 4 show a low 

positive correlation (r = .344, p < 0.01) between the variables. Hypothesis 1, thus, is supported, 

and it is concluded that e-leadership does influence work engagement.  

It is noted by Soane (2013) that researchers did not devote much time to defining leadership's 

function in fostering work engagement, thus, identifying an even bigger gap in defining e-

leadership’s influence on work engagement in remote work settings in HEIs. This deficiency 

could support the findings of the work engagement model explaining 11.8% of the variance in 

e-leadership. However, in research conducted by Thanh et al. (2022) concerning the 

relationship between leadership style and work engagement, it was found that there is a strong 

correlation between leadership style and department level employee engagement, innovative 

work behaviour and task performance.  

As previously asserted, e-leadership is an emerging leadership style. According to Avolio et 

al. (2000, p. 617) this process refers to the: 

social influence process mediated by AIT to produce a change in attitudes, feelings, 

thinking, behaviours and/or performance with individuals, groups and/or organisations.  

Studies indicate that e-leadership is not entirely dissimilar to the traditional leadership 

paradigms, specifically within the context of leadership goals (Dasgupta, 2010). Many 

organizations are just beginning to explore e-leadership, and numerous leaders managing 

remote teams have yet to fully grasp its principles and potential. Consequently, this 

phenomenon has not been researched intensively within HEIs. Academic employees and their 

supervisors were forced into this new relationship and way of working and the influence of e-

leadership in certain areas is still unknown (du Plessis, et al., 2022). The role of an e-leader is 

crucial when teams include people residing in different places and contact is usually made 

through email, instant messaging and video conferencing (Torre & Sarti, 2020). These authors 

assert that an e-leader's primary responsibility is to ensure that all members of the group are 

involved and dedicated. Leaders can alter the working environment and also directly influence 

employees through work engagement, connection and empowerment (Decuypere & Schaufeli, 

2020). 
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Thanh et al.’s (2022) findings demonstrate a favourable relationship between employees’ work 

engagement and creativity, innovation and reform in performing their duties, further 

strengthening the link between leadership style and job engagement. This study’s results 

support those of Thanh et al. (2022), thus confirming that the relationship between e-leadership 

and work engagement and between a leader and their employees is positively correlated and of 

importance to remote and hybrid working organisations, specifically HEIs. 

5.2.2.2. Hypothesis 2 

The second hypothesis considers whether there is a positive statistically significant relationship 

between e-leadership and employees’ trust in the leader. The results in Chapter 4 show a high 

positive correlation (r = .718, p < 0.01) between these variables. Trust in the leader further 

demonstrated the largest correlation with e-leadership compared to the other variables in this 

study. Hypothesis 2, thus, is supported and it is concluded that e-leadership does significantly 

influence trust. 

The definition of trust that is most frequently used is the degree to which a person is prepared 

to rely on and expose their nature to another person (Tschannen-Moran & Hoy, 2000). Iqbal, 

et al. (2020) noted that the exchange relationship between an employee and their leader 

determines the level to which employees demonstrate their readiness to submit themselves to 

work in the interests of their leader. Leaders’ behaviour and character have an impact on 

employees’ willingness to trust them. As previously stated, Özyilmaz (2010) highlighted the 

importance of trust, considering the supervisor, management and organisation as referents of 

trust. It was then demonstrated that, compared to trust in leaders and management, empirical 

research investigating trust in organisations has received substantially less attention. 

Wawrzynek (2023) conducted a study to discover variations in the trust network density among 

team members in on-site, hybrid, and remote work models, as well as chances to foster 

creativity and knowledge development in these work modes by leveraging trust. The study 

verified that the remote and hybrid work arrangements reduce the quantity of trust relationships 

among team members. More recently, Bui (2024) examined the relationship between employee 

work productivity, remote work and faith in leadership and organisation in Vietnamese internet 

businesses. It highlighted another global but remote work research perspective and indicated 

that remote work has a favourable effect on the relationship between leadership and 

organisational trust.  
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One important aspect of trust is that it is essential, particularly in HEIs. Scholars who have a 

high degree of mutual trust also have faith in their leaders and vice versa (Gunsalus et al., 

2019). Academics are more motivated to support projects for the greater benefit of others when 

that happens. As a result, leadership is essential for strengthening trust that, in turn, is likely to 

increase trust and overall work engagement. This view could be supported by the findings in 

this study in which e-leadership explained 51.5% of the variance in trust in the leader. 

These studies, therefore, support hypothesis 2 in confirming that the relationship between  

e-leadership and trust in a leader is positively correlated as trust is an important predictor of a 

successful working relationship, linking the leader and their employees and creating an 

environment for success. Therefore, as e-leadership becomes more prominent within HEIs, 

academics’ trust in their leaders could increase.  

5.2.2.2. Hypothesis 3 

The third hypothesis considers whether there is a negative statistically significant relationship 

between e-leadership and employees’ intention to quit. The results in Chapter 4 show a medium 

negative correlation (r = -.491, p < 0.01) between the variables. Hypothesis 3, thus, is supported 

since it is concluded that e-leadership could negatively influence academics’ intention to quit. 

More specifically, employees could be more inclined to stay as a result of e-leadership.  

Quitting intentions are associated with negative outcomes and can be impacted by personal 

traits as well as contextual factors (Treglown et al., 2018). In reality, an employee’s reluctance 

to remain with a company may be influenced by connections at work, supervisor support and 

job expectations (Lok et al., 2019). Organisations throughout the world have historically 

struggled with an employees’ intention to quit, that is defined as the degree to which individuals 

are certain that they definitely want to leave their company (Boshoff et al., 2002). Schlechter 

(2006) asserts that the intention to quit is the attitude and the actual conduct is quitting. 

Employees possess the attitude of giving up before they actually give up. Managers, human 

resources professionals and business professionals have all expressed a great deal of interest in 

the effects of the intention to quit (Gazeloğlu et al., 2019). 

It is noted that existing literature about e-leadership and employees’ intention to quit is 

understudied due to the e-leadership style being quite new in leadership literature. Another 

aspect to consider is the post-COVID-19 perspective and its impact on leadership and 

employees’ intention to quit. Numerous characteristics of the leader-employee relationship 

were altered by the pandemic’s need for social isolation and resultant shift to remote work, that 
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eventually may have affected the partnership's efficacy. It was also found that employees did 

not always believe their leaders supported them (Du Plessis et al., 2022). As a result, managers 

were perceived as being ill-equipped to provide the necessary managerial support, that 

especially affected the communication and relationship in the work-from-home environment. 

Leaders, therefore, should reevaluate their strategies with regard to employee relations and the 

workplace (Plaskoff & Frey, 2024) in light of the above-mentioned influential characteristics.  

With reference to the emphasis on the medium negative correlation between e-leadership and 

employees’ intention to quit found in this study, understanding the role of e-leaders is crucial. 

The finding that e-leadership accounts for 51.5% of the variance in employees’ intention to 

quit, reiterates the importance of this practice. E-leadership is an essential and unique 

organisational management talent in the ever-evolving workplace that can lead to more 

effective functioning of organisations (Roman et al., 2019).  The objective of e-leadership is to 

use technology-mediated social influencing processes to positively affect employees’ attitudes, 

feelings, thinking, behaviour and performance inside organisations. Li and Xiao (2023) 

contend that a leader engaging in effective e-leadership should be characterised as someone 

who guides the company's expansion by keeping up to date with the latest ICT and utilising it 

to its fullest potential in order to enhance the psychological health and productivity of 

employees. Li and Xiao’s (2023) empirical investigation found that managers with high 

degrees of e-leadership improve their employees' opinions of the leader and their positive 

expectations of their relationship with the company by encouraging improved communication 

amongst their staff. 

Consequently, the aforementioned studies reiterate the significance of e-leadership, 

employees’ intention to quit and their related outcomes, despite the paucity of literature about 

the relationship between these constructs. Consequently, Hypothesis 3 is supported since the 

study findings confirm that there is a negative correlation between e-leadership and academics' 

intention to quit because e-leaders play a significant role in fostering a positive work 

environment for their employees, that should contribute to reducing their intention to quit. 

5.3. Conclusions, Recommendations and Limitations 

This study sought to contribute to the current and emerging body of knowledge regarding how 

e-leadership affects academics' trust, work engagement and intention to quit HEIs. There is no 

discernible difference between the results from the previous chapter and the following 
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limitations. However, in order to increase their general reliability, it offers recommendations 

for further research. 

5.3.1. Conclusions regarding the findings 

According to this study, trust in the leader demonstrated the largest correlation with  

e-leadership (r = .718, p < 0.01), followed by work engagement (r = .344, p < 0.01), and 

intention to quit (r = -.491, p < 0.01). Concurrently, trust in the leader also explained the biggest 

proportion of variance with e-leadership in the regression analysis. Overall, this study’s results 

supported the hypothesis that e-leadership does have an influence on work engagement, trust 

and intention to quit amongst academics at South African HEIs.  

Ning et al. (2007) contends that the psychological state with great directivity is one of trust 

and, as a result, employees’ perceptions, attitudes and behaviours will be influenced by their 

level of trust in the workplace environment and other team members. The results of the analysis 

confirm the importance of trust within the work environment and, more specifically, within 

leadership. With e-leadership viewed as an emerging leadership style, just as much as remote 

and hybrid work models were new to many businesses globally, with COVID-19 providing the 

catalyst for this new model, trust should become an important factor of successful working 

relationships. Trusting someone inherently involves risk, as the attitudes of both the trustor and 

trustee may change over time. With virtual working environments, the risk could be higher as 

teams are not working within the same physical location and employees cannot continually 

remain in personal contact with their leader. However, leaders need to build trust with their 

employees and vice versa, to ensure a connection is built, reducing the risk of a lack of trust 

and increasing academics’ job performance and happiness (Bui, 2024). Bui (2024) further 

asserts that employees who actively offer feedback and have an enthusiastic approach to their 

work will assist leaders to develop trust in them. Moreover, mutual trust is the cornerstone of 

friendship and communication (Ning et al., 2007) and, therefore, specifically in remote 

environments, e-leaders and employees should develop mutual trust. Consequently, as 

previously proven, when work engagement improves, trust is built and academics’ intention to 

quit decreases. 

With the development of internet and technology, the need for e-leadership arose, this situation 

remains a reality in the post-pandemic era for many of leaders and organisations, such as HEIs. 

While some South African HEIs have returned to office-based work environments, several 

have implemented hybrid work environments for their employees. Plaskoff and Frey (2024) 
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state that remote work practices have raised employees’ standards for independence, 

adaptability and customisation throughout the workday. Globally, many employees have 

recognised that they are able to complete their work at home or a remote location, without 

physically going into an office, thus, providing them with the opportunity to practise work-life 

balance.   

Recommendations for organisations: 

For remote and hybrid organisations that recognise e-leadership, it is recommended that they 

seek to address the profound and fundamental shifts introduced post-COVID-19 that impacts 

employee views, power dynamics and organisational structures (Plaskoff & Frey, 2024). 

Together with the rapid waves of the Fourth Industrial Revolution, e-leadership emphasises the 

value of listening to HEI leaders and academics and taking an active, hands-on approach to 

organisational development. Practical recommendations include:  

➢ Quarterly e-leadership awareness and training for all leaders/management.  

➢ Equipping all employees with software skills that will support an effective remote 

relationship with their leader, thereby improving their work engagement and increasing 

their work efficiency.  

➢ E-leaders are encouraged to have regular ‘check-ins’ with their teams, practise an open 

virtual door policy, instil a “camera on” culture for virtual meetings, company-wide 

‘townhalls’ and offsite in-person check-ins/team buildings  

➢ HEIs are encouraged to create a safe online and in-office environment and confidential 

process to allow employees to share their experiences and address issues. Such practices 

could make them reconsider their intention to quit. 

➢ Considering the vast age groups in the study’s sample, e-leaders are encouraged to 

practice knowledge sharing within their team as this practice could instil trust and 

confidence in team members, thereby growing the virtual connections and improving 

overall work engagement.  

➢ HEIs are encouraged to be intentional with their remote or hybrid work policies. They 

should ensure that leaders and members of academic teams physically attend on-sight 

meetings to foster in-person connections that could improve the online working 

relationship.   
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➢ HEIs are encouraged to advocate for changes in workplace policies to support mental 

health initiatives because remote or hybrid working conditions many not suit all 

employees. Another practical recommendation is to assign ‘onboarding buddies’ who 

will hold themselves accountable to each other and the HEI. 

Owing to the fact that current literature does not provide all the required information and tools, 

organisations should allow their e-leaders, human resource practitioners and industrial 

psychologists to explore and recommend acceptable changes to their work environments. The 

fact that the mode of work will continue to change should be acknowledged and controlled for 

the benefit of their employees.  

5.3.2. Recommendations for Future Research 

Future researchers in the field should seek to achieve a larger sample size. Such a sample could 

improve the study’s robustness and external validity and provide a more realistic depiction of 

the findings for the HEI sector (Sekaran & Bougie, 2016). Researchers should also note that 

acquiring access to South African HEIs for the purpose of conducting research is a timely 

process, and methods for gathering data at these institutions vary. Future researchers 

conducting research within in the HEI sector, therefore, should plan accordingly and reach out 

to relevant gatekeepers as soon as they have been given ethical approval to engage in their 

proposed research study by their university.  

To address the limitation of low reliability for the employees’ intention to quit scale in the HEI 

sector, researchers may explore the probability of using a different or additional measuring 

instrument. Such an approach could help to eliminate the gap in current literature. 

E-leadership is an emerging leadership style and would have been new to many around the 

world as it became popular due to the Covid-19 pandemic; it is here to stay. Hence the current 

limited research literature on this phenomenon should be addressed. In HEI contexts, 

academics should consider extending the collection of knowledge linked to e-leadership. More 

in-depth literature studies, primary research collaboration and scholarly discussion promotion 

may be necessary to gain a deeper knowledge of the nuances of e-leadership behaviours and 

practices unique to HEIs. Thus, future studies could build on current findings and significantly 

advance the development of e-leadership theory in the context of HEIs, eventually offering a 

more comprehensive foundation for empirical research and practical applications. This process 

would further add to the limited body of existing literature and promote additional study and 
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dialogue in both the public and private HEI sectors. Furthermore, future research could 

investigate the following suggested focus areas with different demographics or variables:  

▪ An in-depth research study of why organisations are returning to offices/traditional 

working models when remote and hybrid methods have been successful for almost 3 

years.   

▪ Investigate whether traditional leaders fully understand the requirements for becoming 

an e-leader. 

▪ Within HEIs examine academics’ experience of digital learning and their perceptions 

of the support of e-leadership.  

5.3.3. Limitations 

A limitation of this study is the sample size used for data collecting and analysis. While every 

attempt was made to collect a representative sample of participants from HEI, a larger sample 

size could have increased the overall diversity of the results (Sekaran & Bougie, 2016). 

Furthermore, the study was conducted over a period of only 12 months and, thus, may not 

capture long-term trends. More specifically, the timeline of acquiring ethical clearance from 

various HEIs was time consuming and often took up to 3 months. Consequently, while the 

sample size and duration of the current study is sufficient for detecting statistically significant 

connections and trends, if increased, it could provide stronger inferences regarding the 

variables being studied.  

Another limitation of the study is the measurement scales, specifically those measuring 

employees’ intention to quit (ITQ) and e-leadership (EBSGT). The intention to quit scale, 

developed by Roodt and Bothma in 2004, presented a low reliability when all 6-items were 

used, however, it was improved once items 4 and 5 was removed. The e-leadership scale 

(EBSGT), (Mourão et al., 2023), has been confirmed a useful tool for gauging leaders’ support 

for teleworkers. Since this scale was only released in March 2023, this study is likely one of 

the few research efforts that have utilized it. 

Consequently, there are currently minimal published studies that could further support and 

validate the construct validity of this e-leadership scale. 

The final limitation of this study pertains to the absence of extensive existing literature focused 

on e-leadership within the Higher Education sector. Scholars should be mindful of the limited 

research on e-leadership and the various variables that could have influence within HEIs, other 

industries and countries. The current collection of research on work engagement, trust and 
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employees’ intention to quit has been collected over decades. However, the academic debate 

around e-leadership within the complex setting of HEIs remains relatively restricted. The study 

aims to address the literature gap in e-leadership and anticipates that future research in this 

field will expand, particularly as e-leadership continues to grow in popularity. 

 

5.4. Conclusion 

The aim of this study was to determine how e-leadership influences work engagement, trust 

and employees’ intention to quit amongst university employees within South African public 

HEIs. Furthermore, the findings reveal that all the above variables have a positive statistically 

significant influence on e-leadership. More specifically, in the regression analysis, e-leadership 

explained the biggest significant proportion of the variance in trust in the leader. In addition, 

e-leadership negatively correlated with employees’ intention to quit, suggesting that e-leaders 

could negatively influence this construct because academics may be more inclined to stay as a 

result of effective e-leadership. The study, therefore, emphasises the importance of 

understanding e-leadership and its influence on work engagement, trust and employees’ 

intention to quit within South African HEIs, as well as the demand for e-leadership’s ongoing 

development and use in leadership practices. 

 

 

 

 

 

 

 

 

 

 

 

https://uwcscholar.uwc.ac.za/home



 

 

60 

References 

 

Adams, B. D., & Sartori, J. (2006). Validating the Trust in Teams and Trust in Leaders 

Scales. Defence Research & Development. Retrieved from 

https://apps.dtic.mil/sti/pdfs/ADA630700.pdf 

Akca, M. (2017). The impact of toxic leadership on intention to leave of employees. 

International Journal of Economics, Business and Management Research, 1(4), 285-

298. doi:https://doi-org.ezproxy.uwc.ac.za/10.1108/JEAS-05-2020-0076 

Aldawood, H., Alhejaili, A., Alharbi, O., Skinner, G., & Alabadi, M. (2019). Integrating 

Digital Leadership in an Educational Supervision Context: a Critical Appraisal. 

Research Gate, 1-7. doi: 10.1109/CEAP.2019.8883484 

Ali, P., & Younas, A. (2021). Understanding and interpreting regression analysis. Evidence-

Based Nursing, 24, 116-118. doi: 10.1136/ebnurs-2021-103425 

Alkhayyal, S., & Bajaba, S. (2023). The Impact of E-Leadership Competencies on Workplace 

Well-Being and Job Performance: The Mediating Role of E-Work Self-Efficacy. 

4724. Sustainability, 15(6). doi: https://doi.org/10.3390/su15064724 

Almpanis, T., & Joseph-Richard, P. (2022). Lecturing from home: Exploring academics’ 

experiences of remote teaching during a pandemic. International Journal of 

Educational Research Open, 1-9. doi: https://doi.org/10.1016/j.ijedro.2022.100133 

Aurangzeb, W. (2020). Analysis of e-leadership practices in ameliorating learning 

environment of higher education institutions. Pakistan Journal of Distance and 

Online Learning, 5(2). Retrieved from https://eric.ed.gov/?id=EJ1266659 

Avolio, B. J., Kahai, S., & Dodge, G. E. (2000). E-leadership: Implications for theory 

research, and practice. Leadership Quarterly, 11, 615–668. 

doi:10.1016/S10489843(00)00062-X 

Avolio, B. J., Sosik, J. J., Kahai, S. S., & Baker, B. (2014). E-leadership: Re-examining 

transformations in leadership source and transmission. Leadership Quarterly, 25(1), 

105-131. Retrieved from https://doi.org/10.1016/j.leaqua.2013.11.003 

Babalola, O., Gbadegesin, A., & Erigbe, P. (2014). A Study of Superior-Subordinate 

Relationship and Employees’ Commitment to the Core Beliefs of Organisation in 

Public Universities of Southwest, Nigeria. American Journal of Business and 

Management, 3. doi:10.11634/216796061403520 

Bakar, H. A., & Mustaffa, C. S. (2008). Relationship between superior-subordinate 

relationships quality and group commitment: the mediating factor of superior-

subordinate communication. Jurnal Komunikasi, Malaysian Journal of 

Communication, 24, 20-33. Retrieved from 

https://journalarticle.ukm.my/4314/1/V24_2.pdf 

https://uwcscholar.uwc.ac.za/home



 

 

61 

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career 

Development International. Journal of Managerial Psychology, 13(3), 209–223. doi: 

10.1108/13620430810870476 

Baltaru, R. D., & Soysal, Y. N. (2018). Administrators in higher education: Organizational 

expansion in a transforming institution. Higher Education, 76(2), 213–229. doi: 

https://doi.org/10.1007/s10734-017-0204-3 

Baron, J. N., Hannan, M. T., & Burton, M. D. (2001). Labor Pains: Change in Organizational 

Models and Employee Turnover in Young, High-Tech Firms. American Journal of 

Sociology, 106(4), 960-1012. doi: 0002-9602/2001/10604-0004$02.50 

Boshoff, A., Van Wyk, R., Hoole, C., & Owen, J. (2002). The prediction of intention to quit 

by means of biographic variables, work commitment, role strain and psychological 

climate. Management Dynamics, 11(4), 14-28. Retrieved from 

https://www.researchgate.net/publication/263206953_The_prediction_of_intention_to

_quit_by_means_of_biographic_variables_work_commitment_role_strain_and_psych

ological_climate 

Bothma, C. F., & Roodt, G. (2013). The validation of the turnover intention scale. SA Journal 

of Human Resource Management, 11(1), 1-12. doi: 

https://doi.org/10.4102/sajhrm.v11i1.507 

Brantley, A., & Shomaker, R. (2021). Higher Education Workforce Challenges and 

Opportunities: Framing Where We Are Now, Identifying the Challenges Shaping the 

Higher Education Workforce, and Charting Our Path Forward. College and University 

Professional Association for Human Resources, 1-7. Retrieved from 

https://library.educause.edu/-

/media/files/library/2021/7/cupahrhigheredworkforce2021.pdf 

Breevaart, K., Bakker, A. B., Demerouti, E., & van den Heuvel, M. (2015). Leader-member 

exchange, work engagement, and job performance. Journal of Managerial 

Psychology, 30, 754-770. doi:10.1108/JMP-03-2013-0088 

Brown, R. B. (1996). Organisational commitment: Clarifying the concept and simplifying the 

existing construct typology. Journal of Vocational Behaviour, 49, 230-251. 

doi:10.1006/jvbe.1996.0042 

Bryman, A., & Bell, E. (2018). Research methodology : business and management contexts. 

Cape Town: Oxford. 

Bucăţa, G., & Rizescu, A. M. (2017). The role of communication in enhancing work 

effectiveness of an organization. Land Forces Academy Review, 22(1), 49-57. doi: 

http://dx.doi.org/10.1515/raft-2017-0008 

Bui, T. T. (2024). The Impact of Leadership and Organizational Trust on Employees' Job 

Performance When Working Remotely. Journal of Economics, Finance and 

Management Studies, 2105-2110. doi: http://dx.doi.org/10.47191/jefms/v7-i4-33 

BusinessTech. (2017, July 28). More SA employees expected to work from home full-time. 

Retrieved from BusinessTech: https://businesstech.co.za/news/it-services/187615/sa-

companies-expect-employees-will-work-from-home-full-time-within-2-years/ 

https://uwcscholar.uwc.ac.za/home



 

 

62 

BusinessTech. (2024, March 13). Employees in South Africa give the middle finger to the 

latest work from home shift. Retrieved from BusinessTech: 

https://businesstech.co.za/news/business/759789/employees-in-south-africa-give-the-

middle-finger-to-the-latest-work-from-home-shift/ 

Caniëls, M. C., Semeijn, J. H., & Renders, I. H. (2018). Mind the mindset! The interaction of 

proactive personality, transformational leadership and growth mindset for engagement 

at work. Career Dev. Int, 23, 48-66. doi: http://dx.doi.org/10.1108/CDI-11-2016-0194 

Carmeli, A., & Weisberg, J. (2006). Exploring turnover intentions among three professional 

groups of employees. Human Resource Development International, 9(2), 191-206. 

doi: http://dx.doi.org/10.1080/13678860600616305 

Carson, D., Gilmore, A., Perry, C., & Gronhaug, K. (2005). Qualitative Marketing Research. 

. London: Sage. 

Chang, C. L., Arisanti, I., Octoyuda, E., & Insan, I. (2022). E-Leadership Analysis during 

Pandemic Outbreak to Enhanced Learning in Higher Education. TEM Journal, 11(2). 

doi: http://dx.doi.org/10.18421/TEM112-56 

Chen, I. S., & Fellenz, M. R. (2020). Personal resources and personal demands for work 

engagement: Evidence from employees in the service industry. International Journal 

of Hospitality Management, 90. doi: https://doi.org/10.1016/j.ijhm.2020.102600 

Chen, M.-F., Lin, C.-P. & Lien, G.-Y. L. (2010). Modelling job stress as a mediating role in 

predicting turnover intention. The Service Industries Journal, 31(8), 1327–1345. 

Retrieved from https://doi.org/10.1080/02642060903437543 

Cheng, Z., Dinh, N. B., Caliskan, A., & Zhu, C. (2024). Dimensions of Digital Academic 

Leadership in Higher Education: A Systematic Review. Alta, 63-68. Retrieved from: 

https://www.researchgate.net/publication/379575147_DIMENSIONS_OF_DIGITAL

_ACADEMIC_LEADERSHIP_IN_HIGHER_EDUCATION_A_SYSTEMATIC_RE

VIEW 

Chiniara, M., & Bentein, K. (2016). Linking servant leadership to individual performance: 

differentiating the mediating role of autonomy,competence and relatedness need 

satisfaction. Leadership Q, 27, 124-141. doi: 

http://dx.doi.org/10.1016/j.leaqua.2015.08.004 

Chrisentary, J., & Barrett, D. (2015). An exploration of leadership in virtual communities of 

practice. Management, 77(1), 25-34. doi:10.7595/management.fon.2015.0027 

Chughtai, A. A., & Buckley, F. (2008). Work engagement and its relationship with state and 

trait trust: A conceptual analysis. Journal of Behavioral and Applied Management, 

10(1), 47-71. doi: http://dx.doi.org/10.21818/001c.17170 

Cohen, J. (1988). Set correlation and contingency tables. Applied Psychological 

Measurement, 12(4), 425-434. doi: https://doi.org/10.1177/014662168801200410 

Contreras, F., Baykal, E., & Abid, G. (2020). E-Leadership and Teleworking in Times of 

COVID-19 and Beyond: What We Know and Where Do We Go. Frontiers in 

Psychology, 11, 1 - 11. doi: https://doi.org/10.3389/fpsyg.2020.590271 

https://uwcscholar.uwc.ac.za/home



 

 

63 

Daniel, L. (2022, May 31). More South Africans are resigning – and not just for better pay 

nowadays. Retrieved from news24: https://www.news24.com/news24/bi-

archive/why-south-africans-are-resigning-from-their-jobs-2022-5 

Dasgupta, P. (2010). e-Leadership Literature Review. Emerging Leadership Journeys, 4, | 

1-12. Retrieved from https://www.regent.edu/wp-

content/uploads/2020/12/dasGupta_V4I1_pp1-36.pdf 

De Bruin, G. P., & Henn, C. M. (2013). Dimensionality of the 9-item Utrecht work 

engagement scale (UWES-9). Psychological Reports, 112(3), 788-799. doi: 

http://dx.doi.org/10.2466/01.03.PR0.112.3.788-799 

De Jong, S. (2023). In A Novel Definition of Professional Staff (pp. 99-112). Leed: Emerald 

Publishing. doi: http://doi.org/10.1108/978-1-80382-701-820231010 

De Vincenzi, C., Pansini, M., Ferrara, B., Buonomo, I., & Benevene, P. (2022). 

Consequences of COVID-19 on Employees in Remote Working: Challenges, Risks 

and Opportunities An Evidence-Based Literature Review. International Journal of 

Environmental Research. doi: http://dx.doi.org/10.3390/ijerph191811672 

Decuypere, A., & Schaufeli, W. (2020). Leadership and work engagement: Exploring 

explanatory mechanisms. German Journal of Human Resource Management, 34(1), 

69-95. doi: https://psycnet.apa.org/doi/10.1177/2397002219892197 

Deligero, J. C., & Laguador, J. M. (2014). Work Engagement among Employees and Its 

Relationship with Work Units’ Performance of a Higher Education Institution. 

International Journal of Management Sciences, 3(12), 909-917. Retrieved from 

https://research.lpubatangas.edu.ph/wp-content/uploads/2014/10/IJMS-Work-

Engagement-among-Employees.pdf 

Deloitte.(2022). A Higher Education CHRO’s guide to thriving post-pandemic. Deloitte 

Development LLC. Retrieved November 24, 2022, from 

https://www2.deloitte.com/content/dam/Deloitte/us/Documents/public-sector/us-a-

higher-education-chros-guide-to-thriving-post-pandemic.pdf 

Deroncele-Acosta, A., Palacios-Núñez, M. L., & Toribio-López, A. (2023). Digital 

Transformation and Technological Innovation on Higher Education Post-COVID-19. 

Sustainability, 15, 1-24. doi: https://doi.org/10.3390/su15032466 

DHET. (2022). Statistics on Post-School Education and Training in South Africa: 2022. 

Retrieved from DHET: chrome-extension://efaidnbmnnnibpcajpcglclefindmkaj/ 

https://www.dhet.gov.za/DHET%20Statistics%20Publication/Statistics%20on%20Pos

tSchool%20Education%20and%20Training%20in%20South%20Africa,%202022.pdf 

Dienesch, R. M., & Liden, R. C. (1986). Leader-member exchange model of leadership. A 

critique and further development. Academy of Management Review, 11(3), 618-634. 

doi: http://dx.doi.org/10.2307/258314 

Dison, L., Padayachee, K., De Klerk, D., Conradie, W., MacAlister, F., Moch, S., & Krull, G. 

(2022). Reframing purpose and conceptions of success for a post-COVID-19 South 

African higher education. Journal of Educational Technology Systems, 6(1), 5-22. 

doi:https://doi.org/10.1177/0047239520934018 

https://uwcscholar.uwc.ac.za/home



 

 

64 

Du Plessis, M., Jansen van Vuuren, C. D., Simons, A., Frantz, J., Roman, N., & Andipatin, 

M. (2022). South African Higher Education Institutions at the beginning of the 

COVID-19 pandemic: Sense-making and lessons learnt. In Frontiers in Education. 

doi: https://doi.org/10.3389/feduc.2021.740016 

Engelbrecht, A., Heine, G., & Mahembe, B. (2017). Integrity, ethical leadership, trust and 

work engagement. Leadership & Organization Development Journal, 38(3), 368-379. 

doi: https://psycnet.apa.org/doi/10.1108/LODJ-11-2015-0237 

Engelbrecht, A., & Samuel, O. M. (2019). The effect of transformational leadership on 

intention to quit through perceived organisational support, organisational justice and 

trust. South African Journal of Economic and Management Sciences, 22(1), 1-8. doi: 

http://dx.doi.org/10.4102/sajems.v22i1.2338 

ERIC. (2024). Academic Rank (Professional). Retrieved October 18, 2024, from ERIC: 

https://eric.ed.gov/?ti=Academic+Rank+(Professional) 

Ferres, N., & Travaglione, T. (2003). The development and validation of the Workplace Trust 

Survey (WTS): Combining qualitative and quantitative methodologies. Paper 

presented at the APROS Biennial Conference. Retrieved from 

https://www.scirp.org/reference/referencespapers?referenceid=3219978 

Firth, L., Mellor, D. J., Moore, K. A., & Loquet, C. (2004). How can managers reduce 

employee intention to quit? Journal of Managerial Psychology. doi: 

http://dx.doi.org/10.1108/02683940410526127 

Flippo, E. (1990). Personnel Management. Japan: McGraw-Hill Book Company. 

Foster, M. C. (2022). Meaningful Work and Remote Employee Engagement During the 

COVID-19 Pandemic. Walden Dissertations and Doctoral Studies, 1-143. Retrieved 

from https://scholarworks.waldenu.edu/dissertations/12979 

Galford, R. M., & Drapeau, A. (2003, February 2003). Organisational Culture: The Enemies 

of Trust. Retrieved from Harvard Business Review: https://hbr.org/2003/02/the-

enemies-of-trust 

Gazeloğlu, C., Erkilic, E., & Aytekin, E. (2019). The Effect of Trust in Managers on the 

Organizational Identification and Intention to Quit: A Research on Hospitality 

Business Employees. Journal of Tourism and Gastronomy Studies, 7(3), 19912-1932. 

doi: http://dx.doi.org/10.21325/jotags.2019.455 

Glebbeek, A. C., & Bax, E. H. (2004). Is high employee turnover really harmful? An 

empirical test using company records. Academy of Management Journal, 47(2),  

277-286. doi: http://dx.doi.org/10.2307/20159578 

Gözükara, İ., & Simsek, Ö. F. (2016). Role of leadership in employees' work engagement: 

Organizational identification and job autonomy. International Journal of Business 

and Management, 11(1). doi: http://dx.doi.org/10.5539/ijbm.v11n1p72 

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: 

Development of leader-member exchange (LMX) theory of leadership over 25 years: 

https://uwcscholar.uwc.ac.za/home



 

 

65 

Applying a multi-level multi-domain. The Leadership Quarterly, 6(2), 219-247. doi: 

https://doi.org/10.1016/1048-9843(95)90036-5 

Gunsalus, C., Luckman, E. A., Burbules, N. C. & Easter, R. A. (2019, Janaury 10). Inside 

Higher Education. Retrieved from Fostering Trust in Academic Departments: 

https://www.insidehighered.com/advice/2019/01/10/why-trust-crucial-academe-and-

what-you-can-do-cultivate-it-opinion 

Guo, J., Ergovan, E., & Seitl, V. (2021). Remote work and leadership during the COVID-19 

Pandemic: An exploratory study on how remote work is affecting leadership styles 

and employee motivation. Jonkoping University: International Business School. 

Retrieved from https://urn.kb.se/resolve?urn=urn:nbn:se:hj:diva-52953 

Hinkle, D. E., Wiersma, W., & Jurs, S. G. (2003). Applied statistics for the behavioral 

sciences (Vol. 663). Boston: Houghton Mifflin. 

Huselid, M. A. (1995). The impact of human resource management practices on turnover, 

productivity, and corporate financial performance. Academy of Management Journal, 

38(3), 635-672. doi: http://dx.doi.org/10.5465/256741 

International Trade Organization Teleworking during the COVID-19 pandemic and beyond - 

A Practical Guide. (2020). Retrieved from 

https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_protect/@protrav/

@travail/documents/instructionalmaterial/wcms_751232.pdf 

Iqbal, S., Farid, T., Khan, M. K., Zhang, Q., Khattak, A., & Ma, J. (2020). Bridging the gap 

between authentic leadership and employees communal relationships through trust. 

International Journal of Environmental Research and Public Health, 17(1), 1-14. doi: 

http://dx.doi.org/10.3390/ijerph17010250 

Jameson, J. (2013). E-Leadership in higher education: The fifth “age” of educational 

technology research. British Journal of Educational Technology, 44(6), 889-915. doi: 

http://dx.doi.org/10.1111/bjet.12103 

Jere, J. N. (2020). Investigating university academics behavioural intention in the adoption of 

e-learning in a time of COVID-19. South African Journal of Information 

Management, 22(1), 1-9. Retrieved from https://dx.doi.org/10.4102/sajim.v22i1.1280 

Kang, H. K. (2013). The prevention and handling of the missing data. Korean Journal of 

Anesthesiology, 64(5), 402-406. doi:https://doi.org/10.4097/kjae.2013.64.5.402 

Kaur, P., Stoltzfus, J., & Yellapu, V. (2018). Descriptive statistics. International Journal of 

Academic Medicine, 60-63. doi: http://dx.doi.org/10.4103/IJAM.IJAM_7_18 

Kawaguchi, S., Takemura, Y., Takehara, K., Kunie, K., Ichikawa, N., Komagata, K., & 

Komiyama, C. (2021). Relationship Between Teams’ Leader–Member Exchange 

Characteristics and Psychological Outcomes for Nurses and Nurse Managers: A 

Cross-Sectional Study in Japan. SAGE Open Nursing, 7. doi: 

https://doi.org/10.1177/23779608211025981 

Kelly, J. (2019, November 22). People don’t leave bad jobs, they leave bad bosses: Here’s 

how to be a better manager. Retrieved from Forbes: 

https://uwcscholar.uwc.ac.za/home



 

 

66 

https://www.forbes.com/sites/jackkelly/2019/11/22/people-dont-leave-bad-jobs-they-

leave-bad-bosses-heres-how-to-be-a-better-manager-to-maintain-and-motivate-your-

team/?sh=309d288422b9 

Kempner, F. (2024). Digital media and organisational environment as main influence factors 

for e-leadership. International Journal of Learning and Change, 16, 2-3. doi: 

http://dx.doi.org/10.1504/IJLC.2024.137492 

Kicheva, T. (2022). Employee Engagement in Remote Work. Economic Studies journal, 

Bulgarian Academy of Sciences: Economic Research Institute, 31(6), 154-171. 

Retrieved from 

https://econpapers.repec.org/scripts/redir.pf?u=https%3A%2F%2Fwww.iki.bas.bg%2

FJournals%2FEconomicStudies%2F2022%2F2022-6%2F09_Tatyana-

Kicheva.pdf;h=repec:bas:econst:y:2022:i:6:p:154-171 

Kitapçi, H., Çakar, N. D., & Sezen, B. (2005). The combined effects of trust and employee 

identification on intention to quit. Elektronik Sosyal Bilimler Dergisi, 4(12), 33-41. 

Retrieved from https://dergipark.org.tr/en/download/article-file/69842 

Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, S. P., & Bakker, A. B. 

(2021). COVID-19 and the workplace: Implications, issues, and insights for future 

research and action. American Psychologist, 76(1). doi: 

https://doi.org/10.1037/amp0000716 

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 Organizational Behavior, 38(6), 792-812. doi: 

https://doi.org/10.1002/job.2167 

Kowalski, G., & Ślebarska, K. (2022). Remote Working and Work Effectiveness: A Leader's 

Perspective. International Journal of Environmental Research and Public Health, 

19(22). Retrieved from https://doi.org/10.3390/ijerph192215326 

Koys, D. J. (2001). The effects of employee satisfaction, organizational citizenship behavior, 

and turnover on organizational effectiveness: A unit-level, longitudinal study. 

Personnel Psychology, 54(1), 101-114. doi: 

https://psycnet.apa.org/doi/10.1111/j.1744-6570.2001.tb00087.x 

Krantz, J. (1989). The managerial couple: Superior‐subordinate relationships as a unit of 

analysis. Human Resource Management, 28(2), 161-175. doi: 

https://doi.org/10.1002/hrm.3930280204 

Lehmann-Willenbrock, N., & Kauffeld, S. (2010). Development and construct validation of 

the German Workplace Trust Survey (G-WTS). European Journal of Psychological 

Assessment. doi: http://dx.doi.org/10.1027/1015-5759/a000002 

Li, F., & Betts, S. (2003). Trust: What It Is And What It Is Not. International Business & 

Economics Research Journal (IBER), 67-75. doi: 

http://dx.doi.org/10.19030/iber.v2i7.3825 

https://uwcscholar.uwc.ac.za/home



 

 

67 

Li, M., & Xiao, W. (2023). Research on the Effect of E-Leadership on Employee Innovation 

Behavior in the Context of “Self” and “Relationship”. Journal of Organizational and 

End User Computing, 35(1). doi: http://dx.doi.org/10.4018/JOEUC.317090 

Liao, C. (2017). Leadership in virtual teams: A multilevel perspective. Human Resource 

Management Review, 27(4). doi: 

https://psycnet.apa.org/doi/10.1016/j.hrmr.2016.12.010 

Ligami, C. (2020, October 29). E-leadership should be required from senior managers. 

University World News African Edition. Retrieved from University World News 

African Edition: 

https://www.universityworldnews.com/post.php?story=20201026063422942 

Liu, C., Ready, D., Roman, A., Van Wart, M., Wang, X., McCarthy, A., & Kim, S. (2018). E-

leadership: an empirical study of organizational leaders’ virtual communication 

adoption. Leadership & Organization Development Journal. doi: 

http://dx.doi.org/10.1108/LODJ-10-2017-0297 

Lok, S. Y., Ling, Y. H., Ponnampalam, P. K., & Chen, Y. S. (2019). Predictors of Intention to 

Quit among Academic Employees in the Higher Education Institutions. Global 

Business and Management Research, 11(2), 276-281. Retrieved from 

https://www.proquest.com/openview/4d852ee279ee8fd29857915ee853c6da/1?pq-

origsite=gscholar&cbl=696409 

López-Cabarcos, M. Á., Vázquez-Rodríguez, P., & Quiñoá-Piñeiro, L. (. (2022). An 

approach to employees’ job performance through work environmental variables and 

leadership behaviours. Journal of Business Research, 140, 361-369. doi: 

https://doi.org/10.1016/j.jbusres.2021.11.006 

Macey, W. H., Schneider, B., Barbera, K. M., & Young, S. (2009). Employee Engagement: 

Tools for Analysis, Practice and Competitive Advantage. Oxford:Wiley-Blackwell. 

doi: http://dx.doi.org/10.1002/9781444306538 

Mahbobi, M., & Tieman, T. K. (2015). Introductory Business Statistics with Interactive 

Spreadsheets – 1st Canadian Edition. Canada: BCcampus Open Education . 

Mahdum, M., Hadriana, H., Primahardani, I., & Muryanti, M. (2023). Digital Workplace and 

E-Leadership at the University of Riau’s Civic Education Study Program. SHS Web of 

Conferences, 1-9. doi: http://dx.doi.org/10.1051/shsconf/202317302003 

Maheshwari, G., Clarke, S., Nguyen, Q.-A., McClelland, R., & Kunte, M. (2024). Effect of 

E-leadership on employees' outcomes in the higher education sector during COVID-

19 and beyond: A case study from Vietnam. . Educational Management, 1-28. 

Mäkikangas, A., Juutinen, S., Mäkiniemi, J., Sjöblom, K., & Oksanen, A. (2022). Work 

engagement and its antecedents in remote work: A person-centered view. Work & 

Stress, 1-25. doi: http://dx.doi.org/10.1080/02678373.2022.2080777 

Masalonis, A. J., & Parasuraman, R. (1999). Trust as a Construct for Evaluation of 

Automated Aids: Past and Future Theory and Research. Proceedings of the Human 

Factors and Ergonomics Society Annual Meeting, 43(3, 184-187. Retrieved from 

https://doi.org/10.1177/1541931 

https://uwcscholar.uwc.ac.za/home



 

 

68 

Maslach, C., & Leiter, M. P. (1997). The truth about burnout: How organizations cause 

personal stress and what to do about it. San Francisco: Jossey-Bass. 

Mhlanga, D., Denhere, V., & Moloi, T. (2022). COVID-19 and the Key Digital 

Transformation Lessons for Higher Education Institutions in South Africa. Education 

Sciences, 12(464), 1-17. doi: https://doi.org/10.3390/educsci12070464 

Mineo, D. L. (2014). The Importance of Trust in Leadership. Research Management Review, 

20, 1 - 6. doi: https://doi.org/10.55248/gengpi.4.723.17881795 

Mmako, D. M. (2016). Employee Engagement: Evidence from TVET Colleges in South 

Africa. Proceedings of the 28th Annual Conference of the Southern African Institute 

of Management Scientists, 42-56. Retrieved from 

https://www.up.ac.za/media/shared/643/ZP_Files/2016/Papers/hrl5_full.zp97846.pdf 

Mobley, W. H. (1977). Intermediate linkages in the relationship between job satisfaction and 

employee turnover. Journal of Applied Psychology, 62(2), 237-240. doi: 

http://dx.doi.org/10.1037/0021-9010.62.2.237 

Mohammad, K. (2009). E-Leadership: The Emerging New Leadership for the Virtual 

Organization. Journal of Managerial Sciences, 3(1), 1-21. Retrieved from 

https://www.qurtuba.edu.pk/jms/default_files/JMS/3_1/01_khawaj.pdf 

Mourão, L., Costa, R. B., Abbad, G. D., Legentil, J., Martins, L. B., & de Oliveira, H. S. 

(2023). A short scale for managerial support to teleworkers. Psico-USF, 28, 165-177. 

Retrieved from https://doi.org/10.1590/1413-82712023280113 

Mukaka, M. (2012). Statistics corner: A guide to appropriate use of correlation coefficient in 

medical research. Malawi Medical Journal: The Journal of Medical Association of 

Malawi, 24(3), 69-71. Retrieved from 

https://preview.ncbi.nlm.nih.gov/pmc/articles/PMC3576830/pdf/MMJ2403-0069.pdf 

Ndelu, H., & Utete, R. (2023). Article Organisational Culture of South African Higher 

Education in the post COVID-19 Period. Journal of Social Sciences and Humanities , 

20(4), 29-37. doi:https://doi.org/10.17576/ebangi.2023.2004.03 

Ndevu, Z. (2023, March). The Impact of the Covid-19 Pandemic on Employee Working 

Conditions. Administratio Publica, 31, 22-42. 

Nel, J. (2016). The research paradigms: Positivism. Publishing and the Mentoring Network 

Journal, 1-2. Retrieved from https://www.intgrty.co.za/2016/07/19/the-research-

paradigms-positivism/ 

NFR. (2024). HEMIS - Staff. Retrieved from National Research Foundation: 

https://www.nrf.ac.za/information-portal/hemis-staff/ 

Ning, L., Yan, J., & Mingxuan, J. (2007). How does organizational trust benefit work 

performance? Frontiers of Business Research in China, 1(4), 622-637. doi: 

http://dx.doi.org/10.1007/s11782-007-0035-7 

Nunnally, J., & Bernstein, I. (1994). The Assessment of Reliability. Psychometric Theory, 3, 

248-292. 

https://uwcscholar.uwc.ac.za/home



 

 

69 

Oleksa-Marewska, K., & Tokar, J. (2022). The impact of e-leadership effectiveness on 

turnover intentions of remote employees. 25(4), 381-403. Retrieved from 

https://ersj.eu/journal/3088/download/The+Impact+of+E-

Leadership+Effectiveness+on+Turnover+Intentions+of+Remote+Employees.pdf 

Özyilmaz, D. A. (2010). Vertical Trust in Organizations: A Review of Empirical Studies over 

the Last Decade. Mustafa Kemal University, Department of Business Administration, 

1-28. Retrieved from https://www.ajindex.com/dosyalar/makale/acarindex-

1423909439.pdf 

Panteli, N., Yalabik, Z. Y., & Rapti, A. (2018). Fostering work engagement in 

geographically-dispersed and asynchronous virtual teams. Information Technology & 

People. doi: https://doi.org/10.1108/ITP-04-2017-0133 

Parent-Lamarche, A. (2022). Teleworking, Work Engagement, and Intention to Quit during 

the COVID-19 Pandemic: Same Storm, Different Boats? International Journal of 

Environmental Research and Public Health, 1-19. Retrieved from 

https://doi.org/10.3390/ijerph19031267 

Park, Y. S., Konge, L., & Artino, A. R. (2020). The Positivism Paradigm of Research. 

Academic Medicine, 95(5), 690-694. doi:10.1097/ACM.0000000000003093 

Pham, T. M., Pandis, N., & White, I. R. (2024). Missing data: Issues, concepts, methods. 

Seminars in Orthodontics, 37- 44. doi: https://doi.org/10.1053/j.sodo.2024.01.007 

Phelps, K. C. (2014). So much technology, so little talent”? Skills for harnessing So much 

technology, so little talent”? Skills for harnessing. Journal of Leadership Studies, 

8(2), 51–56. doi:10.1002/jls.21331 

Pienaar, J. (2005). Career dilemmas of academics within a changing South African Higher 

Education Institution. Unpublished Doctoral dissertation. Retrieved from 

https://www.sajournalofeducation.co.za/index.php/saje/article/view/31/14 

Plaskoff, J., & Frey, E. (2024). Strategically addressing the post-COVID organization: the 

hope of employee experience. Strategic HR Review, 23(2), 70-78. Retrieved from 

https://doi.org/10.1108/SHR-01-2024-0001 

Pongton, P., & Suntrayuth, S. (2019). Communication satisfaction, employee engagement, 

job satisfaction, and job performance in higher education institutions. ABAC Journal, 

39(3), 90-110. Retrieved from https://core.ac.uk/download/pdf/233618153.pdf 

Putriastuti, B. C., & Stasi, A. (2019). How To Lead The Millennials: A Review of 5 Major 

Leadership Theory Groups. Journal of Leadership in Organizations, 1(2), 96-111. 

doi: http://dx.doi.org/10.22146/jlo.46562 

Rahman, S. (2020). Relationship between Job Satisfaction and Turnover Intention: Evidence 

from Bangladesh. Asian Business Review. doi:10.18034/abr.v10i2.470. 

Robyn, A., & Du Preez, R. (2013). Intention to quit amongst Generation Y academics in 

higher education. SA Journal of Industrial Psychology, 39(1), 1-14. doi: 

http://dx.doi.org/10.4102/sajip.v39i1.1106 

https://uwcscholar.uwc.ac.za/home



 

 

70 

Roman, A. V., Van Wart, M., Wang, X., Liu, C. K., & McCarthy, A. (2019). Defining  

e‐leadership as competence in ICT‐mediated communications: an exploratory 

assessment. Public Administration Review, 79(6), 853-866. doi: 

http://dx.doi.org/10.1111/puar.12980 

Roodt, G., & Bothma, C. F. (2013). The validation of the turnover intention scale. SA Journal 

of Human Resource Management, 11(1), 1-12. doi:10.4102/sajhrm.v11i1.507 

Rousseau, D., Sitkin, S., Burt, R., & Camerer, C. (1998). Not so different after all: A cross-

discipline view of trust. Academic Management Review, 23, 393-404. doi: 

http://dx.doi.org/10.5465/AMR.1998.926617 

Safonov, Y., Maslennikov, Y., & Lenska, N. (2018). Evolution and modern tendencies in the 

theory of leadership. Baltic Journal of Economic Studies, 4(1), 304-310. doi: 

http://dx.doi.org/10.30525/2256-0742/2018-4-1-304-310 

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of 

Managerial Psychology,, 21(7), 600-619. doi:10.1108/02683940610690169. 

Sarstedt, M., & Mooi, E. (2014). Regression Analysis. Evidence Based Nursing, 

doi:10.1007/978-3-642-53965-7_7.  

Sathye, M. (2004). Leadership in Higher Education: A Qualitative Study. Forum: Qualitative 

Social Research, 5(3), 1-14. doi: https://doi.org/10.17169/fqs-5.3.571 

Saurage-Altenloh, Susan, Lartey, F. M., Randall, P. M., & Tate, T. D. (2023). Evidence of 

the Great Resignation: Remote Worker Engagement and Intent to Stay Leave during 

the COVID-19 Pandemic. Journal of Human Resource and Sustainability Studies, 

560-578. doi: https://doi.org/10.4236/jhrss.2023.113032 

Scandura, T. A., & Meuser, J. D. (2022). Relational dynamics of leadership: problems and 

prospects. Annual Review of Organizational Psychology and Organizational 

Behavior, 309-337. doi: https://psycnet.apa.org/doi/10.1146/annurev-orgpsych-

012420-091249 

Schaufeli, W. (2012). Work engagement: What do we know and where do we go? Romanian 

Journal of Applied Psychology, 14(1), 3-10. Retrieved from 

https://www.researchgate.net/publication/230580677_Work_Engagement_What_Do_

We_Know_and_Where_Do_We_Go_Work_Engagement_in_Everyday_Life_Busines

s_and_Academia 

Schaufeli, W., & Bakker, A. (2004). Utrecht Work Engagement Scale. Domplein: Utrecht 

University, 15. Retrieved from 

https://www.wilmarschaufeli.nl/publications/Schaufeli/Test%20Manuals/Test_manual

_UWES_English.pdf 

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work 

engagement with a short questionnaire: A cross-national study. Educational and 

Psychological Measurement, 66(4), 701-716. doi: 

http://dx.doi.org/10.1177/0013164405282471 

https://uwcscholar.uwc.ac.za/home



 

 

71 

Schaufeli, W. B., Salanova, M., González-Romá, V., & Bakker, A. B. (2002). The 

measurement of engagement and burnout: A two sample confirmatory factor analytic 

approach. Journal of Happiness Studies, 3(1), 71–92. 

doi:https://doi.org/10.1023/A:1015630930326 

Schlechter, A. (2006). The Influence of Transformational Leadership, Emotional Intelligence 

Trust, Meaning, and Intention to Quit on Organisational Citizenship Behaviour. 

Unpublished Doctoral dissertation. doi: http://dx.doi.org/10.13140/RG.2.1.2327.7042 

Schnackenberg, A. K., & Tomlinson, E. C. (2016). Organizational transparency: A new 

perspective on managing trust in organization-stakeholder relationships. Journal of 

Management, 42(7), 1784-1810. doi: 

https://psycnet.apa.org/doi/10.1177/0149206314525202 

Sekaran, U., & Bougie, R. (2016). Research Methods for Business (7th ed.). Willey. 

Retrieved from www.wileypluslearningspace.com 

Senthilnathan, S. (2019). Usefulness of Correlation Analysis. Social Science Research 

Network Electronic Journal, 1-10. doi: http://dx.doi.org/10.2139/ssrn.3416918 

Serhat, E., Oya, E., Hakan, K., & Orhan, C. (2012). The effect of the perception of 

organizational trust and organizational support on intention to quit and individual 

performance: An empirical study of the Turkish state universities. African Journal of 

Business Management, 6(30). doi: http://dx.doi.org/10.5897/AJBM11.471 

Shockley, K. M., Allen, T. D., Dodd, H., & Waiwood, A. M. (2021). Remote worker 

communication during COVID-19: The role of quantity, quality, and supervisor 

expectation-setting. Journal of Applied Psychology, 106(10), 1466 - 1482. doi: 

https://psycnet.apa.org/doi/10.1037/apl0000970 

Shukla, V., Pandiya, B., Gupta, S., & Prashar, S. (2022). The Great Resignation: An 

Empirical Study on Employee Mass Resignation and its Associated Factors. Research 

Square, 1-36. doi: http://dx.doi.org/10.21203/rs.3.rs-1690874/v1 

Sibamba, V. M. (2017). The role of trust in job satisfaction and work engagement among 

bank employees. (Doctoral dissertation, North-West University (South Africa), 

Potchefstroom Campus). doi: http://hdl.handle.net/10394/25849 

Simbula, S., Guglielmi, D., & Schaufeli, W. B. (2011). A three-wave study of job resources, 

self-efficacy, and work engagement among Italian schoolteachers. European Journal 

of Work and Organizational Psychology, 20(3), 285-304. 

doi:10.1080/13594320903513916. 

Singh, A. (2014). Personality Traits and Turnover Intention among Front Level Managerial 

Personality. Journal of the Indian Academy of Applied Psychology, 40(2), 228-236.  

Singh, C., & Dr. Balu, L. (2019). A Study on Impact of Superior-Subordinate Relationship on 

Employee Turnover Intentions at Big Bazaar. International Journal of Research and 

Analytical Reviews, 6(1), 1-7. Retrieved from 

https://www.researchgate.net/publication/264235761_Personality_Traits_and_Turnov

er_Intention_among_Front_Level_Managerial_Personnel 

https://uwcscholar.uwc.ac.za/home



 

 

72 

Soane, E. (2013). Leadership and employee engagement. In Employee Engagement in Theory 

and Practice, 163-176. Routledge. 

South Africa's Universities and Colleges: Contact Details. (2016, March 17). Retrieved 2024, 

from Parent24: http://www.parent24.com/Learn/Tertiary-education/south-africas-

universities-and-colleges-contact-details-20160316. 

Stavrova, O., Spiridonova, T., van de Calseyde, P., & Meyers, C. E. (2023). Does remote 

work erode trust in organizations? A within‐person investigation in the COVID‐19 

context. Social and Personality Psychology Compass, 17(7). doi: 

https://doi.org/10.1111/spc3.12762 

Stewart, R. (1993). Superior-Subordinate Relationships. In: The Reality of Organizations 

(pp. 59-60). London: Palgrave Macmillan. Retrieved from 

https://doi.org/10.1007/978-1-349-23047-1_5 

Strukan, E., & Nikolić, M. (2017, May). Research on the impact of LMX leadership theory 

on mutual trust and organisational commitment of employees in Bosnia and 

Herzegovina. In IOP Conference Series: Materials Science and Engineering, 200(1). 

doi:10.1088/1757-899X/200/1/012004 

Sun, L., & Bunchapattanasakda, C. (2019). Employee Engagement: A Literature Review. 

International Journal of Human Resource Studies, 9. doi:10.5296/ijhrs.v9i1.14167 

Sutanapong, C., & Louangrath, P. (2015). Descriptive and Inferential Statistics . International 

Journal of Research & Methodology in Social Science, 1-14. 

Tabak, F., & Hendy, N. T. (2016). Work engagement: Trust as a mediator of the impact of 

organizational job embeddedness and perceived organizational support. Organization 

Management Journal, 13(1), 21-31. doi: 

http://dx.doi.org/10.1080/15416518.2015.1116968 

Talent Trends Report. (2024). Retrieved from SHRM: 

https://www.shrm.org/content/dam/en/shrm/research/2024-talent-trends-research-

overall-findings.pdf 

Taylor, B. (2017, July 18). Dimension Data. Retrieved from The Digital Workplace Report: 

Transforming Your Business: 

https://arbeidsdeskundigen.nl/akc/kennis/onderzoeksrapporten-en-

artikelen/document/4561 

Thanh, N. H., Van Quang, N., & Anh, N. N. (2022). The relationship between leadership 

style and staff work engagement: An empirical analysis of the public sector in 

Vietnam. Humanities and Social Sciences Communications, 9(1), 1-12. Retrieved 

from https://www.nature.com/articles/s41599-022-01354-7 

Theron, M., Barkhuizen, N., & Du Plessis, Y. (2014). Managing the academic talent void: 

Investigating factors in academic turnover and retention in South Africa. SA Journal 

of Industrial Psychology, 40(1), 1-14. doi: http://dx.doi.org/10.4102/sajip.v40i1.1117 

https://uwcscholar.uwc.ac.za/home



 

 

73 

Thokoa, R. L., Naidoo, V., & Herbst, T. (2021). A study of job satisfaction and work 

engagement at the National Treasury of South Africa. SA Journal of Human Resource 

Management, 19. doi: https://doi.org/10.4102/sajhrm.v19i0.1557 

Torre, T., & Sarti, D. (2020). The “way” toward e-leadership: Some evidence from the field. 

Frontiers in Psychology, 11. doi: https://doi.org/10.3389/fpsyg.2020.554253 

Treglown, L., Zivkov, K., Zarola, A., & Furnham, A. (2018). Intention to quit and the role of 

dark personality and perceived organizational support: A moderation and mediation 

model. PLOS ONE, 13. doi:10.1371/journal.pone.0195155. 

Triantafillidou, E., & Koutroukis, T. (2022). Navigating between the Clashing Rocks: 

Employee relations in the era of COVID-19. The Impact of COVID-19 on Human 

Resource Management, 33-44. doi: http://dx.doi.org/10.51432/978-1-8381524-4-4_3 

Trussell, G. (2015). Organizational Trust as a Moderator of the Relationship between 

Burnout and Intentions to Quit. Minnesota State University: Mankato. Retrieved from 

https://cornerstone.lib.mnsu.edu/cgi/viewcontent.cgi?article=1390&context=etds 

Tschannen-Moran, M., & Hoy, W. (2000). A Multidisciplinary Analysis of the Nature, 

Meaning, and Measurement of Trust. Review of Educational Research, 70, 547-593. 

doi:10.2307/1170781 

Van Breukelen, W., Schyns, B., & Le Blanc, P. (2006). Leader-member exchange theory and 

research: Accomplishments and future challenges. Leadership, 2(3), 295-316. doi: 

http://dx.doi.org/10.1177/1742715006066023 

Van der Hoven, A. G., Mahembe, B., & Hamman-Fisher, D. (2021). The influence of servant 

leadership on trust, psychological empowerment, job satisfaction and organisational 

citizenship behaviour on a selected sample of teachers. SA Journal of Human 

Resource Management, 1 - 12. doi: http://dx.doi.org/10.4102/sajhrm.v19i0.1395 

Van Wart, M., Roman, A., Wang, X., & Cheol, L. (2017). Operationalizing the Definition of 

E-leadership: Identifying the Elementsof E-leadership. International Review of 

Administrative Sciences, https://doi.org/10.1177/0020852316681446, 1-19. 

Varma, A., Jaiswal, A., Pereira, V., & Kumar, Y. L. (2022). Leader-member exchange in the 

age of remote work. Human Resource Development International, 25(2), 219-230. 

Vehovar, V. T., & Steinmetz, S. (2016). Non-probability sampling. ResearchGate, 1-18. 

Retrieved from https://www.researchgate.net/publication/307546330_Non-

probability_sampling 

Vermooten, N., Boonzaier, B., & Kidd, M. (2019). Job crafting, proactive personality and 

meaningful work: Implications for employee engagement and turnover intention. SA 

Journal of Industrial Psychology, 45(2), e1-e13. doi: 

http://dx.doi.org/10.33206/mjss.975318 

Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2021). Achieving effective remote working 

during the COVID‐19 pandemic: A work design perspective. Applied psychology, 

70(1), 16-59. doi: https://doi.org/10.1111/apps.12290 

https://uwcscholar.uwc.ac.za/home



 

 

74 

Wart, M., Roman, A., Wang, X., & Liu, C. (2017). Integrating ICT adoption issues into  

e-leadership theory. Telematics and Informatics, 34(5), 527-537. doi: 

https://doi.org/10.1016/j.tele.2016.11.003 

Wawrzynek, Ł. (2023). Network of trust relationships in the remote work model,. Scientific 

Papers of Silesian University of Technology, 169, 692-704. doi: 

http://dx.doi.org/10.29119/1641-3466.2023.169.41 

Welch, M. (2011). The evolution of the employee engagement concept: communication 

implications. Corporate Communications: An International Journal. doi: 

http://dx.doi.org/10.1108/13563281111186968 

Wolor, W. C., Solikhah, S., Fidhyallah, N. F., & Lestari, D. P. (2020, August 28). 

Effectiveness of e-training, e-leadership, and work life balance on employee 

performance during COVID-19. Journal of Asian Finance, Economics and Business, 

7(10). doi: https://ssrn.com/abstract=3717406 

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Work 

engagement and financial returns: A diary study on the role of job and personal 

resources. Journal of Occupational and Organizational Psychology, 82(1), 183-200. 

doi:10.1348/096317908x285633 

Yusoff, R. B., Ali, A. M., Khan, A., & Bakar, S. A. (2013). Psychometric evaluation of 

Utrecht Work Engagement Scale among Academic Staff in Universities of Pakistan. 

World Applied Science Journal;, 28, 1555-1560. doi: 

http://dx.doi.org/10.5829/idosi.wasj.2013.28.11.2014 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://uwcscholar.uwc.ac.za/home



 

 

75 

 

APPENDICES  

 

Appendix A: Poster sent via email to request participation in the research study 

 

 

 

 

 

 

 

 

 

 

 

https://uwcscholar.uwc.ac.za/home



 

 

76 

Appendix B: Cohen’s (1988) general rule of thumb for Interpreting the Size of a Correlation 

Coefficient (Cohen, 1988) 

 

 

 

https://uwcscholar.uwc.ac.za/home



 

 

77 

Appendix C: Approval letters received from Western Cape's Humanities and Social Sciences 

Research Ethics Committee, Rhodes University, the University of the Free State, the University 

of South Africa (UNISA) and the University of the Witwatersrand (WITS) 

 

https://uwcscholar.uwc.ac.za/home



 

 

78 

 

https://uwcscholar.uwc.ac.za/home



 

 

79 

 

https://uwcscholar.uwc.ac.za/home



 

 

80 

 

https://uwcscholar.uwc.ac.za/home



 

 

81 

 

https://uwcscholar.uwc.ac.za/home



 

 

82 

 

https://uwcscholar.uwc.ac.za/home



 

 

83 

 

 

 

 

Appendix E: Questionnaire shared and completed via Google Forms 

 

https://uwcscholar.uwc.ac.za/home



 

 

University of the Western Cape, Robert Sobukwe Road, Bellville 7535, Republic of South Africa 

  

Information Sheet: Questionnaire 

 

Topic: The influence of electronic leadership on work engagement, trust and intention to 
quit of university employees in South Africa 

 

Dear Participant,  

I, Tayla Malagas, am pursuing my Master of Commerce Industrial Psychology Degree in the 

Faculty of Economic Management and Science (EMS) at the University of the Western Cape, 

South Africa. I would like to invite you to take part in my research project. Please take time to 

read the following information carefully, and please feel free to ask questions if anything you 

read is not clear to you or if you’d like more information.   

 

What is the study about? 

Globally, employers and their employees, such as yourself, were faced with challenges of 

adapting to remote work during the COVID-19 pandemic. Employees working from home or in 

a remote environment within higher education institutions (HEIs) are managed by managers 

through electronic mediums, described in literature as e-leaders. The study is grounded in the 

e-leadership experiences of staff and its influence on work engagement, trust and intention to 

quit.  

The main goal of this research is to investigate how e-leadership influences work engagement, 

trust and intention to quit amongst employees across universities in South Africa. 
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Why are you being invited to participate this study? 

Whether it is on a permanent or temporary basis, we would like to understand your experience 

of how your leader influences your work engagement, your trust and intention when they lead 

you virtually or remotely.  

What will you be expected to do in this questionnaire/survey?   

You will be expected to complete four questionnaires – one for each variable being measured 

namely, employee experience of e-leadership, work engagement, trust in the leader and 

intention to quit. Furthermore, you are encouraged to be honest and answer truthfully with the 

guarantee of anonymity.  

What are the potential risks involved in this study? 

A potential risk of this study would perhaps be realization of your experiences with your leader 

and whether you or happy or unhappy. This could allow you to experience a mixture of 

emotions with your current job itself. This risk is however akin to having a conversation with a 

friend or a colleague where you become aware of unpleasant experiences. Should you however 

find yourself in a position where you need to talk to a professional, the supervisor of this 

research, who is a Registered Psychologist, can be contacted for debriefing.  

What are the potential benefits involved in this study? 

Potential benefits of this study includes both personal and research industry benefits.  

1. Personal benefits for you: You could have a better understanding of your e-leader and your 

experience within the remote work. This could initiate an understanding of whether you prefer 

the traditional or remote work environment.  

2. Potential benefits for knowledge creation: E-leadership is a new leadership style and a paucity 

of research exists. It is envisaged that the findings of this research will help current e-leaders 

evaluate themselves and reflect on what could be improved on. Lastly, this research will 

contribute to the number of Leadership Theories and assist with future research alongside the 

dominant researched styles.  
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Will my details be kept confidential? 

Yes, your personal and demographic information will be kept confidential. Only the researcher 

and supervisor will have access to the completed questionnaires with your personal information 

displayed. This information will be kept in a secured filed with shared access amongst the 

researcher and supervisor.  

In terms of the requirements of the Protection of Personal Information Act (Act 4 of 2013), 
please note additional information: 

What type of personal information will be collected? 

Gender, age, job title, tenure at the university. 

Who at UWC is responsible for collecting and storing my personal information? 

The researcher, Tayla Malagas, as well as her supervisor, Prof. Marieta du Plessis.  

Who will have access to my personal information outside of UWC? 

No one will have access to your personal information outside of the representative of UWC as 
mentioned above.  

How long will my personal information be stored? 

Electronic data will be kept on the researcher’s/supervisor password protected Google Drive 
for five years and deleted thereafter.  

How will my personal information be processed? 

Your personal information will be recorded on the survey platform, Google Forms, which will 
automatically save to a secured google drive with limited access which only the researcher 
and supervisor has access to.   

Who do I contact for further information? 

Should you have any require any further information, please do not hesitate to contact me Tayla 

Malagas on my cell phone 073 170 3285 or via email 3729019@myuwc.ac.za . Alternatively, 
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you may also contact my supervisor Prof. Marieta du Plessis in the Department of Economic 

Management and Sciences, University of the Western Cape (UWC), mduplessis@uwc.ac.za or 

021 9593175. 

To report any serious or adverse effects emergent from this research, please contact  the 
ethics committee below: 

 

Humanities and Social Sciences Research Ethics Committee  

Research and Postgraduate Support 

University of the Western Cape  

Private Bag X17 

Bellville 7535 

Tel: 021 959 4111 

Email: research-ethics@uwc.ac.za 

This information sheet is for you to download so that you can be aware of the purpose of the 

study. With your signature on the attached consent form, you indicate that you understand 

the purpose of the exercise. 
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Consent Form    

 
Project Title: The influence of electronic leadership on work engagement, trust 
and intention to quit of university employees in South Africa 

 
Researcher:  Tayla Malagas 
           
Please initial the boxes to show your agreement and understanding of what is expected for this 
study.  

 
1. I confirm that I have read and understood the information sheet explaining the   

above research project and I have had the opportunity to ask questions about the project. 
 
2. I understand that my participation is voluntary and that I am free to withdraw at any time 

without giving any reason and without there being any negative consequences. In addition,   
should I wish to withdraw, I may contact the lead researcher at any time to do so). 

 
3. I understand my responses and personal data will be kept strictly confidential. 

 
4. I give permission for members of the research team to have access to my responses without 

revealing any part of my identity. 
 

5. I understand that my name will not be linked with the research materials, and that I will not be 
identified or identifiable in the reports or publications that result for the research.  

 
6. I hereby agree that my anonymized responses collected through the questionnaire can be used for 
      this research.    
 
7.   I agree for the anonymized data collected to be used in future research 
 
 
 

 
In terms of the requirements of the Protection of Personal Information Act (Act 4 
of 2013), personal information will be collected and processed: 
 
☐ I hereby give consent for my personal information to be collected, stored, processed 
and shared as described in the information sheet. 
☐ I do not give consent for my personal information to be collected, stored, processed 
and shared as described in the information sheet. 
 
 
____________________  ____________________  ____________________ 
Name of Participant   Date    Signature 
(or legal representative)  
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____________________   ____________________ ____________________
   
Name of person taking consent              Date    Signature 
(If different from lead researcher) 
 
_______________________   _____________________ _____________________
  
Supervisor    Date    Signature 
 
Copies: All participants will receive a copy of the signed and dated version of the consent form and 
information sheet for themselves. A copy of this will be filed and kept in a secure location for research 
purposes only. 

 
                                                                                                                                                        

 

 

 

 

 
 
 
 
 

 

 

 

 

 

 

 

Researcher: 
 
Tayla Malagas  
Industrial psychology Master’s 
Student – EMS Department 
University of the Western Cape  
 
Email: 3729019@myuwc.ac.za 
Contact: 073 170 3296  

Supervisor: 
 
Prof. Marieta du Plessis 
Professor 
Department of Industrial 
Psychology 
University of the Western Cape 
 
Email: mduplessis@uwc.ac.za 
Tel: 021 9593175 

HOD: 
 
Prof. Bright Mahembe 
Professor 
Department of Industrial 
Psychology 
University of the Western Cape 
 
Email: bmahembe@uwc.ac.za 
Tel: 021 9593184 
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E-Leadership Questionnaire: The Six E-Competency (SEC) Model 

You are encouraged to be in a quiet stress-free environment whilst completing the below 
questionnaire.  

Please provide, for statistical purposes, the following information about yourself. Mark the 

appropriate response with an (X).   

1. Your age (years)  
 

Below 20 
 

20 -35 
 

36 -50 
 

51-65 
 

       Over 65 
 

 

2. Your gender identity 

Male  
 

Female  
 

Non-binary  

Other  

 

3. Please state your job title: 
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4. Number of years worked at the university: 

1 - 2 
years 

 

3-5 years 
 

6-10 
years 

 

Over 10 
years 

 

 

The following 12 statements are about how you perceive or experience your leader at work.  

Please read each statement carefully and decide if your leader demonstrates it. If you agree, 
choose Yes by marking an X in the relative block. If you disagree, choose No by marking an X 
in the relative block.  

Please answer all the statements openly and honestly.  

Statement: Yes No 
In his/her traditional communication, the leader is clear, well organized, and allows for 

feedback to avoid errors and untested assumptions. 

  

In his/her traditional communication the leader sometimes conveys unintended 

messages that leave the receiver feeling insulted or angry because of tone or 

misunderstandings. 

  

The leader uses a rich variety of traditional communication methods.   

The traditional communication methods used by the leader improve communication 

and collaboration. 

  

The leader is able to motivate teams which operate primarily in a traditional mode.   

The leader is able to hold teams that primarily work in a traditional mode accountable.   
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The leader is effective in using traditional leadership communication to monitor 

organizational change. 

  

The leader is effective in using traditional communications to evaluate change 

initiatives. 

  

The leader has sufficient skills and inclination to deal with common work-related 

problems. 

  

The leader ensures that traditional communications balance the appropriate privacy 

and transparency concerns. 

  

Within the traditional environment the leader is able to create a sense of trust.   

The leader uses their traditional communications in a manner that supports honesty, 

consistency, follow-through, fairness, and general integrity. 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://uwcscholar.uwc.ac.za/home



 

 

University of the Western Cape, Robert Sobukwe Road, Bellville 7535, Republic of South Africa 

Work Engagement Work & Well-being Survey (UWES) 

The following 9 statements are about how you feel at work. Please read each statement 
carefully and decide if you ever feel this way about your job.  

If you have never had this feeling, cross the “0” (zero) in the space after the statement. If you 
have had this feeling, indicate how often you feel it by crossing the number (from 1 to 6) that 
best describes how frequently you feel that way.  

Please answer all the statements openly and honestly.  

  Almost 
Never 

Rarely Sometimes Often Very 
Often 

Always 

 0 1 2 3 4 5 6 
Definition Never A few 

times a 
year or 

less 

Once a 
month or 

less 

A few 
times a 
month 

Once a 
week 

A few 
times a 
week 

Every day 

 

1. ________ At my work, I feel bursting with energy. 

2. ________ At my job, I feel strong and vigorous. 

3. ________ I am enthusiastic about my job. 

4. ________ My job inspires me. 

5. ________ When I get up in the morning, I feel like going to work. 

6. ________ I feel happy when I am working intensely. 

7. ________ I am proud of the work that I do. 

8. ________ I am immersed in my work. 

9. ________ I get carried away when I’m working. 
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Trust in the leader: Workplace Trust Questionnaire 

The following 9 statements are about how much you trust your leader. Please read each 
statement carefully and decide if you ever feel this way about your job.  

A seven-point Likert-scale is presented below, ranging from 1 (strongly disagree) to 7 (strongly 
agree). Please select your answer by marking an X in the box. 

Please answer all the statements openly and honestly.  

 

Statement Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Either 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

 1 2 3 4 5 6 7 
I feel that my manager 
trusts his/her employees 
to work without excessive 
supervision. 

       

I feel that my manager is 
available when needed. 

       

I feel that my manager 
listens to what I have to 
say. 

       

I proceed on the basis 
that my manager will act 
in good faith. 

       

I act knowing that my 
manager will keep his/her 
word. 

       

I act on the basis that my 
manager displays integrity 
in his/her actions. 

       

I believe that my manager 
keeps personal 
discussions confidential. 

       

I think that my manager 
appreciates additional 
efforts I make. 

       

I believe that my manager 
follows promises through 
with action. 
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Intention to Quit: Turnover Intention Questionnaire 

The following 6 questions relates to your intention to quit. Please read each question carefully 
and decide if you ever felt or feel this way about your job.  

Indicate how often you feel it by crossing the number (from 1 to 6 for first 4 questions; 1 to 5 
for rest) that best describes how frequently you feel that way.  

Please answer all the statements openly and honestly.  

Never Rarely Sometimes Often Always 

1 2 3 4 5 
 Once a 

month or 
less 

A few 
times a 
month 

Once a 
week 

Every day 

 

________ How often have you considered leaving your job? 

________ How often are you frustrated when not given the opportunity at work to achieve 
your personal work-related goals? 

________ How often do you dream about getting another job that will better suit your 
personal needs? 

________ How often do you look forward to another day at work? 

 

Please use the below scale for the following question: 

To no 
extent 

To a 
little 

extent 

Somewhat To a 
large 

extent 

To a very 
large extent 

1 2 3 4 5 
 

 ________ To what extent is your current job satisfying your personal needs? 
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Highly 
Unlikely 

Unlikely Somewhat 
likely or 
unlikely 

Likely Highly likely 

1 2 3 4 5 
 

________ How likely are you to accept another job at the same compensation level should it 
be offered to you? 

 

 

 

 

Thank you for your participation in this research study.  
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