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Abstract
The study aimed to develop a guideline for strengthening the implementation of the corporate governance framework in Zimbabwe State-Owned Enterprises (SOEs), using the Zimbabwe Electricity Supply Authority (ZESA) as a case study. SOEs in Zimbabwe frequently face significant financial and service delivery challenges, which can hinder competitiveness and economic progress, posing fiscal risks for the government. Enhancing the effectiveness and productivity of SOEs through reinforced corporate governance is crucial to address these issues. The study was grounded in the agency, transaction cost, and stakeholder theories. The objectives were to establish how the corporate governance framework is understood at ZESA, examine institutional governance practices, determine aspects of effective corporate governance, and develop an implementation guideline. A descriptive research design was used, with data collected through a quantitative Likert scale questionnaire and qualitative interviews. Findings indicated that ZESA implements various corporate governance principles, but a comprehensive model encompassing openness, accountability, and ethical decision-making is needed. The study concludes that strengthening corporate governance in ZESA requires a dedicated leadership committed to high ethical standards and governance practices. The developed guideline provides a framework for effectively implementing corporate governance in Zimbabwe's SOEs.
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Introduction
State-Owned Enterprises (SOEs) play a crucial role in the economic development of many countries, including Zimbabwe. However, these entities often face significant financial and service delivery challenges, which can hinder competitiveness and economic progress, resulting in a financial burden and posing fiscal risks for the government (Masinge, 2011). To address these issues, numerous governments and international organizations have implemented strategies to enhance the effectiveness and productivity of SOEs through the reinforcement of corporate governance (Agyemang & Castellini, 2015).
Corporate governance is a system of rules, practices, and processes by which a company is directed and controlled (OCED, 2016). It encompasses the relationships between a company's management, its board, its shareholders, and other stakeholders, and provides the structure through which the objectives of the company are set and the means of attaining those objectives and monitoring performance are determined (OCED, 2016). Effective corporate governance is essential for SOEs, as it can improve their financial and operational performance, enhance transparency and accountability, and reduce the risk of mismanagement and corruption (Agyemang & Castellini, 2015) 2015).
The Zimbabwe Electricity Supply Authority (ZESA) is one of the largest SOEs in Zimbabwe, responsible for the generation, transmission, and distribution of electricity. ZESA has faced significant challenges in recent years, including financial losses, poor service delivery, and allegations of corruption (ZESA, 2023). Strengthening the corporate governance framework within ZESA is crucial to addressing these issues and improving the overall performance of the organization.
The present study aimed to develop a guideline for strengthening the implementation of the corporate governance framework in Zimbabwe's SOEs, using ZESA as a case study. The specific objectives of the study were to:
1. Establish how the corporate governance framework is understood at ZESA.
2. Examine institutional governance practices in ZESA.
3. Determine aspects that show the effectiveness of good corporate governance practices in ZESA.
4. Develop a guide for the implementation of the corporate governance framework in ZESA and other SOEs in Zimbabwe.

Theoretical Framework
The study was grounded in three key theories: the agency theory, the transaction cost theory, and the stakeholder theory.
The agency theory (Jensen & Meckling, 2012) suggests that the separation of ownership and control in organizations can lead to conflicts of interest between the principal (the owner) and the agent (the manager). In the context of SOEs, the government (as the owner) may have different objectives and priorities than the management of the SOE, leading to agency problems. Effective corporate governance can help align the interests of the principal and the agent, reducing the risk of mismanagement and ensuring that the SOE is run in the best interests of its stakeholders.
The transaction cost theory (Williamson, 1979) posits that organizations should be structured in a way that minimizes transaction costs, such as the costs of negotiating, monitoring, and enforcing contracts. In the context of SOEs, effective corporate governance can help reduce transaction costs by improving transparency, accountability, and decision-making processes.
The stakeholder theory (Freeman & McVea, 2005) emphasizes the importance of considering the interests of all stakeholders, including shareholders, employees, customers, suppliers, and the community, in the management of an organization. In the context of SOEs, effective corporate governance can help balance the interests of various stakeholders and ensure that the SOE is responsive to their needs and concerns.

Methodology
This study employed a descriptive research design to explore the implementation of corporate governance tenets at ZESA. A descriptive research design is particularly effective for this purpose, as it allows for the systematic collection of data that reflects the current state of affairs concerning corporate governance (Creswell, 2014). This design facilitates a comprehensive understanding of the existing governance practices, as it employs both qualitative and quantitative methods to gather a wide range of insights (Bryman, 2016). 
The use of a structured Likert scale questionnaire provided a quantitative measure of respondents' perceptions regarding corporate governance. This method is advantageous for quantifying attitudes and opinions in a standardized way, allowing for statistical analysis (Fowler, 2014).  High response rates (81.25% overall) enhance the reliability of the findings, making them more credible (Johnson & Johnson, 2021). The reliability analysis (Cronbach’s Alpha) further supports the consistency of the constructs measured (Heale & Twycross, 2015). Qualitative interviews provided deeper insights into the organizational culture and governance practices at ZESA. This approach is beneficial for exploring complex issues that cannot be adequately captured through quantitative measures alone (Patton, 2015). Combining both qualitative and quantitative methods allows for triangulation, enhancing the robustness of the findings by cross-verifying evidence from different sources (Denzin, 2017).
Stratified Random Sampling was employed to ensure that different divisions within ZESA were adequately represented, which is crucial for obtaining a comprehensive view of governance practices across the organization (Creswell, 2014).
Purposive Sampling for Interviews was used in selecting key informants such as directors and managers allowed for targeted insights into governance issues, as these individuals have a significant understanding of the corporate governance framework (Etikan et al., 2016).
The use of SPSS for quantitative data analysis and NVivo for qualitative data analysis strengthens the methodological rigor, as these tools are widely recognized for their capabilities in handling complex data sets (Field, 2013; QSR International, 2020). The combination of a descriptive research design, quantitative and qualitative methodologies, and robust sampling techniques ensured a comprehensive exploration of the corporate governance framework at ZESA. This methodological approach not only provides a clear picture of current practices but also identifies areas for improvement, aligning with the study's objectives to enhance governance in Zimbabwe's state-owned enterprises.

Findings and Discussion
The findings were presented in a narrative fashion, which aligned with the research objectives and the key informant interview data was analyzed using NVivo version 20, while the quantitative data collected from the structured questionnaire was examined using Statistical Package for Social Sciences (SPSS) version 23. Microsoft Excel was utilized specifically for generating graphs and pie charts to present certain quantitative facts. 
In the study, a total of 61 study participants provided data with 53 who completed the questionnaire while 8 were interviewed as shown in Table 1 below with the respective response rates.
[bookmark: _Toc129383569]
Table 1: Response rates
	Data collection tool
	Sample size
	Number of respondents
	Response rate (%)

	Questionnaire
	59
	53
	89.8

	Key informant interview 
	11
	8
	72.7

	Overall response
	
	87.1


According to the data presented in Table 1, the response rate of 81.25% is indicative of a high level of acceptability and credibility for both the quantitative and qualitative conclusions of the study. According to Johnson & Johnson (2021), a response rate of above 60% is often considered satisfactory, and the resulting research findings would be deemed reliable. According to Payne (2021), a response rate of at least 75% is considered to be a genuine reflection of the study population and is deemed satisfactory for any research. In addition, de Vaus (2013) suggests that if the response rate of a study is less than 50%, the reliability of the findings is reduced to the extent that they may no longer be valuable for providing genuine insights into the investigated topics or influencing policy. Based on these statements, there is a consensus in the literature that a response rate of at least 60% is sufficient for drawing conclusions.

Fig 1: Gender of respondents
The Figure above shows that there were 42 (61) male study participants and 19 (39%) female research participants. The proportion of males (61%) to females (39%) indicates that there were a greater number of males in management positions at the ZESA main office. According to Landrum & Chastain (1995), there is still a significant gender disparity in many businesses across several sectors. This aligns with the Gender schema hypothesis, which proposes that gender disparities arise from societal expectations and the process of socialization, rather than solely from biological factors (Lynott & McCandless, 2000).
Since the year 2000, men globally, including Zimbabwe, have consistently maintained a larger ratio of employment to population compared to women (Statista Research Department, 2022). Therefore, this claim could partially elucidate the frequent occurrence of a higher number of men occupying managerial roles in comparison to women. However, it is important to note that this does not imply that women work less than men (Masripatin et al., 2015). This explains the reason for the higher number of male volunteers in the study compared to their female colleagues. 

Table 2: Respondents’ age groups 
	Age groups 
	Frequency
	Percent
	Valid Percent
	Cumulative      Percent

	
	20-30
	8
	13.1
	13.1
	13.1

	
	30-40
	15
	24.6
	24.6
	37.7

	
	40-50
	21
	34.2
	34.2
	71.9

	
	50+
	17
	28.1
	28.1
	100.0

	
	Total
	61
	100
	100
	100


According to the data presented in Table 2, the largest proportion (34.2%) of the sampled employees fell within the age range of 40 to 50, while 28.1% of the participants were in the age group of 50 and above. This indicates that the participants possessed sufficient maturity to offer valuable perspectives on the study's needs. The age distribution observed in this study closely resembles the findings of (Vicente, 2020) in State-Owned Enterprises (SOEs), where the majority of employees fell within the age bracket of 40 to 50 years. Moreover, as reported by the Zimbabwe National Statistics Agency (2022), the age group considered to be economically active spans from 15 to 50 years, with the largest portion falling within the 40 to 50 age range. This indicates that the age patterns of the study participants align with the age distribution of the national labour force in the country.
Respondents’ employment experience at ZESA
Figure 2 below outlines the respondents’ employment experience in five categories of years.  

Fig 2: Length of service at ZESA
The data in Figure 2 indicates that the majority of the respondents (24 = 39.3%) had worked at ZESA between 6 to 10 years while 13 (21.3%) had worked for more than 15 years. This reveals that the respondents had adequate experience required in the study regarding implementation of the corporate governance framework in the Zimbabwe Electricity Supply Authority (ZESA).
[bookmark: _Toc27478989][bookmark: _Toc69392426][bookmark: _Toc161654480]Level of education
It was critical in this study to collect the highest level of education for the respondents. This was used as a proxy indicator of the level of comprehension of the issues addressed in the study. Thus, the highest level of education of the respondents are presented in Figure 3 below.


Fig 3: Respondents’ highest level of education
According to the information presented in Figure 3, the majority of the participants (44%) had completed their undergraduate degrees, while 23% had obtained master's degrees. Furthermore, it is observed that 21% achieved a diploma and 12% obtained a certificate qualification. Based on these statistics, almost one-third (67% = 44% + 23%) of the participants had achieved either a bachelor's or master's degree. Based on the observed distribution of respondents' highest level of education, it can be inferred that they possessed adequate knowledge and intellectual ability to effectively react to the study's questions and provide the necessary viewpoints.

[bookmark: _Toc27478991][bookmark: _Toc69392427][bookmark: _Toc161654481]Reliability test
Reliability tests were carried out first to measure the consistency and reliability of the respective constructs of the questionnaire. Cronbach’s Alpha values were obtained for the questionnaire used in the study. Table 3 below shows the Cronbach’s Alpha values for each construct.
Table 3; Reliability analysis
	Constructs
	Number of items
	Cronbach’s Alpha value

	Understanding of Corporate Governance Framework
	5
	0.804

	Institutional governance practices at ZESA
	8
	0.727

	Aspects that show effectiveness of good corporate governance practice at ZESA
	5
	0.808

	Aspects that reveal limited good corporate governance practice at ZESA
	4
	0.874



The data in Table 3 above shows that the measurement scales were reliable since all the Cronbach’s Alpha of the construct are above 0.70. Such findings are in tandem with Heale & Twycross (2015) who claim that for constructs to be reliable, values should be greater than 0.70.

Discussion 
The data presentation commences with the utilization of descriptive statistics, which are then corroborated by qualitative findings, in accordance with the mixed methods technique employed in the study. The study presents and discusses descriptive statistics, including arithmetic means (M) and standard deviations (SD), for all four study objectives. The standard deviations quantify the degree of consistency in the replies, specifically the spread of the responses around the mean. It was crucial in this study to utilize standard deviation analysis in conjunction with the mean to obtain more profound understanding of the extent to which the answers varied within each measured variable. The selection of these descriptive statistics was based on the recognition that utilizing both the mean and standard deviation enhances comprehension of the data. Descriptive statistics condenses data to a degree where one may readily infer patterns and significance in accordance with the objective of a study such as this.
The study questionnaire utilized a Likert scale style, which consisted of the following response points: 1=Strongly Disagree; 2= Disagree; 3= Neutral; 4= Agree; and 5=Strongly Agree. The interpretations of the descriptive statistics for each category of constructs examined are derived from the scale applied to each item in the questionnaire.
[bookmark: _Toc161654483][bookmark: _Hlk154851138]Understanding of corporate governance at ZESA
[bookmark: _Hlk157453778]The findings in this section focused on the respondents’ understanding of corporate governance as it applied to ZESA. Table 4 outlines the descriptive statistics of the arithmetic mean and the standard deviation regarding respondents’ responses.  

[bookmark: _Toc105761330][bookmark: _Toc107237658]Table 4: Participants’ understanding of corporate governance at ZESA
	Descriptive Statistics

	Elements of understanding the Corporate Governance Framework 

	N
	Mean
	Std. Deviation

	[bookmark: _Hlk154836511]CGF promotes honesty and accountability in management 
	53
	4.52
	.930

	CGF helps the organisation’s value of transparency by improving client confidence 
	53
	3.92
	.715

	CGF facilitates the efficient and effective management of the organisation 
	53
	3.79
	1.304

	[bookmark: _Hlk157069513]CGF promotes organisations to comply with the laws and the societal moral expectations 
	53
	3.64
	.732

	CGF reduces the opportunities for complacency and fraud 
	53
	2.17
	.807

	Overall mean
	3.91
	0.897



The respondents were asked a series of questions to determine the predominant understanding of corporate governance at ZESA. The responses are summarized in Table 4 using a mean score format. The data clearly shows that the highest average score is 4.52, showing a considerable agreement among respondents regarding the idea that 'CGF encourages honesty and accountability in management'. This finding aligns with a study conducted by Claessens & Yurtoglu (2013), which determined that implementing a corporate governance structure aids in establishing confidence among stakeholders and enhances the long-term prosperity and durability of a firm. Honesty and accountability within a corporation are the result of having a diverse and independent board, ensuring openness, and adopting efficient internal controls (Bhasin, 2017).
The findings are supported by some of the key informants who stated that: 
“…Corporate Governance in the business arena [in ZESA] incorporates transparency, fairness, independence, accountability, among other things…”. [Interviewee 07].
“Corporate governance involves processes, practices and structures by which this organization is directed and controlled. The main objective being to enhance transparency and accountability …” [Interviewee 04]
“Corporate governance encompasses various elements which all culminates in the promotion of transparency, accountability and ethical conduct in the affairs of the organization …” [Interviewee 03]
An analysis of the quotes above shows that the use of strong corporate governance procedures at ZESA guarantees that its operations and decision-making processes are easily understood by stakeholders. This level of transparency cultivates trust among all the individuals involved and therefore, enhances the assurance and honesty in the actions of the organization. According to Table 4, the respondents expressed disagreement with the idea that 'CGF minimizes the potential for complacency and fraud', as indicated by the lowest mean score of 2.17. This corroborates a previous study conducted by Mapuva (2011) and Tsiga et al.( 2016), which found that political influence hampers the efficacy of corporate governance to some extent.
Furthermore, the preceding Table 4 displays a mean score of 3.91, accompanied by a standard deviation of 0.897. The average score of 3.91 suggests that the respondents largely agreed with the five conceptions used to assess their comprehension of the corporate governance framework at ZESA. The author supports Hove & Ndawana, 2018) argument that by following corporate governance standards, ZESA may effectively tackle its difficulties and enhance its overall performance. The study participants' responses to the six assertions showed a low overall standard deviation (SD) of 0.897, indicating that there was little variation from the mean score of 3.91 (Agreed). From the interviews conducted, the aspect of governance as it related to how issues on corporate governance are understood by the organisation featured prominently as displayed in Figure 4 following a Word Tree textual analysis generated from the NVivo application.   
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Fig. 4: Word tree on governance
[bookmark: _Toc161654484]Figure 4 reinforces the descriptive statistics shown in Table 4.3, which identified the variables employed in the study to assess several aspects of comprehending the corporate governance framework at ZESA. Upon careful examination of Figure 4, it becomes evident that the phrase 'governance' was referenced from several significant viewpoints, including institutional, practices, framework, and corporate. 
Institutional governance practices employed at ZESA
A critique of the institutional governance practices currently being employed at ZESA was conducted and the findings are illustrated in Figure 5 below. 

Fig. 5: Respondents views on institutional governance practices at ZESA

Figure 5 demonstrates that ZESA implements many corporate governance techniques, as indicated by the significant proportion of respondents who consistently responded 'always' to all the factors examined in the study. All the factors included in the study indicate the existence of a board at ZESA that facilitates the enforcement of corporate governance inside the organization. The discovery validates the conclusions of previous researchers, such as Alzoubi & Selemat (2012), who emphasized the crucial function of a board of directors in ensuring oversight and accountability of the executive management, thereby safeguarding the interests of the owners. All participants unanimously agreed that the board meets the minimum requirement of convening four times yearly, resulting in a perfect score of 100% for this question. The study found that the highest level of disapproval, at 34%, was detected when examining whether the board had independent access to senior management staff. 
The findings align with the ZESA annual report (2022) which indicates that ZESA adheres to sound corporate governance principles. However, certain stakeholders have expressed concerns about the lack of transparency in ZESA's activities, although this is only applicable to a few specific areas. As a result, there is a dearth of confidence in the company's leadership, making it challenging for stakeholders to ensure the company's responsibility. 
In addition, the findings depicted in Figure 5 indicate that ZESA implements commendable institutional procedures, such as the establishment of a board that assumes the responsibility of overseeing the organization's management. In addition, the board is responsible for selecting the CEO and granting approval for senior management appointments. In addition, the board is responsible for approving the organization's strategic plan and providing a fair and comprehensible evaluation of the organization's performance, among other duties. An institutional practice of this nature directs the organization towards its strategic objectives and ensures that ZESA adheres to applicable laws, regulations, and ethical standards. The results align with the findings of Eccles et al. (2014), which state that a Board of Directors plays a crucial role in making significant decisions that affect an organization's operations, financial stability, and long-term viability. 

[bookmark: _Toc161654485][bookmark: _Hlk154941956]Indicators that reflect effective good corporate governance practices at ZESA
Table 5 below shows the descriptive statistics of responses from the 53 respondents on indicators that reflect effective good corporate governance practices at ZESA. 
Table 5: Indicators that reflect good corporate governance practices at ZESA
	Descriptive Statistics

	Aspects that show effectiveness of good corporate governance practices at ZESA 
	N
	Mean
	Std. Deviation

	[bookmark: _Hlk157475400]Sub committees have got adequate skills and knowledge to meet their demands of the jobs 
	53
	4.87
	.214

	Sub-committees report regularly to the board 
	53
	4.72
	.218

	Sub committees advise the board, senior management regarding the organizational threats and opportunities
	53
	4.32
	.345

	[bookmark: _Hlk157476775]Sub-committees have adequate and sufficient resources to perform their duties 
	53
	3.19
	.538

	Overall mean
	4.19
	.315


The table above, labelled as Table 5, displays the highest average score of 4.87. This number indicates that most of the participants strongly agreed that sub-committees possess sufficient abilities and expertise to fulfill their work requirements. The discovery aligns with the observations made by (Hahn et al., 2018), who found that due to the strict regulations in the electricity supply industry, the manage   ment and boards of organizations in this sector tend to attract individuals with a comprehensive understanding of regulatory frameworks, compliance standards, and legal obligations. The finding was supported by key informant interviews, and one of the interviewees emphasized that:
“…the Board of Directors of ZESA has the responsibility of establishing robust internal controls and risk management procedures to ensure the organization works with optimal efficiency and effectiveness. This encompasses routine audits, financial reporting, and risk assessments aimed at identifying and mitigating potential hazards. It is crucial for the members of the sub-committees to possess expertise and experience in their respective sectors in order to effectively carry out their responsibilities”.
Moreover, the data shown in Table 5 indicates that the respondents expressed a neutral stance (mean score of 3.19) on the availability of adequate resources for sub-committees to carry out their responsibilities. In addition, the average score was 4.19, with a standard deviation of 0.315. The respondents' total mean score of 4.19 indicates a general consensus on the five conceptions that were formulated to assess various facets of successful good corporate governance at ZESA. The study participants' replies to the five assertions show a low standard deviation (SD) of 0.315, indicating that their responses do not differ considerably from the overall mean of 4.19 (agree). Hence, the standard deviation indicates that the replies given for the five statements were relatively homogeneous or closely clustered. 
The in-depth interviews confirmed these findings by highlighting crucial markers that demonstrate strong corporate governance processes at ZESA. In-depth qualitative analysis of frequently mentioned words, Text Search of the frequent word was carried out using NVivo software and Figure 6 illustrates the most frequently mentioned indicators. 
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Figure 6: Respondent’s word cloud

An examination of Figure 6 above indicates that accountability, engagement, and stakeholders were important topics discussed during the interviews. The signs of excellent corporate governance practice mentioned above align with those identified by other academics, such as (Patrício & Fisk, 2017), who concluded that accountability and responsibility are crucial indicators of strong corporate governance practice. Accountability, as defined by Greenspan (2020), refers to the concept of individual employees assuming ownership of their acts and being held responsible for their decisions or actions. Accountability, in essence, guarantees that individuals possess an understanding of the repercussions of their actions and are motivated to rectify any errors they commit.
In order to assess the level of ZESA's adherence to the corporate governance framework, a regression analysis was conducted using the Statistical Package for Social Sciences (SPSS). The findings of this analysis may be found in Table 6 and Table 7 below:

Table 6: Regression Model summary report
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.078a
	.608
	.579
	.852

	a. Predictors: (Constant), To what extent does ZESA comply with the tenets of corporate governance?


The independent variable in this study, as shown in Table 6, is the amount to which ZESA adheres to a corporate governance framework. The dependent variable, on the other hand, is the practice of good governance. The regression study specifically examined ZESA's level of adherence to the criteria outlined in the Corporate Governance Framework. Achieving an R-squared value of 0.608 implies that ZESA conforms to the principles of corporate governance to a significant extent, around 60.8%. The correlation coefficient of 0.78 indicates a robust positive linear relationship between the variables. This indicates a correlation between ZESA's operations and corporate governance practices.
The results align with those of ZEST (2021), who determined that "ZESA exhibits a dedication to corporate governance principles, although there are areas in which the organization can enhance its performance." Regarding this matter, a key source expressed that by consistently improving its corporate governance standards, ZESA can strengthen its responsibility, openness, and overall efficiency as the main energy supplier in Zimbabwe.
[bookmark: _Toc64187722]When creating the regression equation, the following regression coefficients were obtained as shown in table 7 below:

Table 7: Regression coefficients 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.381
	.325
	
	7.332
	.000

	
	To what extent does ZESA adhere to the tenets of corporate governance 
	.238
	.131
	.203
	1.808
	.034

	a. Dependent Variable: ZESA complies with the tenets of a corporate governance framework
	


Based on the information provided in Table 7, it is evident that the level of compliance was 2.381 when there was no corporate governance framework in place, indicating a zero influence. Furthermore, compliance grew by 0.238 for each unit of adherence to the framework.
The interviewees emphasized the correlation between the corporate governance structure and the level of adherence. When questioned about the level of adherence to the corporate governance framework, one of the interviewees stated that:
“…the board of directors at ZESA has a crucial responsibility in setting strategic goals, supervising management, and ensuring compliance with corporate governance standards. The board consists of a wide variety of abilities and experiences in order to efficiently carry out its responsibilities. ZESA conducts frequent evaluations of its performance, which includes assessing its adherence to corporate governance standards. The purpose of these evaluations is to identify areas that require development and to ensure a continual process of enhancing performance”. [Interviewee 02].
The above quotation reveals that certain interviewees recognize the significance of the corporate governance framework and its direct impact on the implementation of excellent corporate governance principles within firms. Ultimately, the study concluded that most of the participants expressed a strong agreement about the sub-committees' sufficient expertise and competence to fulfill their work requirements. The study examines indications of excellent corporate governance practice that align with those identified by other researchers, such as Patrício & Fisk (2017), who emphasized the importance of accountability and responsibility as key indicators of good corporate governance practice.
[bookmark: _Toc161654486]Guidelines for strengthening implementation of the Corporate Governance Framework in ZESA
The study revealed some gaps in the implementation of the Corporate Governance Framework at ZESA. The findings established that the majority of the participants agreed (Overall mean score 3.91) with the elements on understanding of what needs to be done though in most cases it was not being implemented. Furthermore, the respondents agreed on most of the aspects that showed effectiveness of good corporate governance practices at ZESA (overall mean score 4.19). These results indicated gaps in the implementation of corporate governance at ZESA as they all fell short of the highest Likert scale of 5. 
Strengthening the implementation of corporate governance framework in ZESA requires a comprehensive model that addresses various aspects such as transparency, accountability, and ethical decision-making. Below is a model for strengthening the implementation of corporate governance framework in ZESA.
     Leadership    
commitment
Board of Directors
Risk Management Framework
Financial Reporting
Corporate Governance Framework
Monitoring and Evaluation of performance


					






Fig. 7: Model for the implementation guideline
To enhance the execution of the corporate governance framework at ZESA, the initial step is to guarantee that the leadership is fully dedicated to upholding the utmost standards of ethical conduct and governance. The researcher found that most of the participants disagreed with the idea that CGF (Corporate Governance Framework) may limit opportunities for complacency and fraud. This was supported by the mean score of 2.17. The study's findings validate Moore's (2012) assertion that the optimal performance of a company is directly connected to corporate governance. This is because corporate governance enables shareholders to understand how they may ensure a return on their investment. Consequently, it is imperative for leaders to demonstrate commitment in order to bridge these gaps. Interviews confirmed this assertion when one participant expressed that:
“Leadership plays a crucial role in the implementation of the corporate governance framework by fostering an ethical culture within the corporation. This can be accomplished by creating and disseminating a code of conduct that clearly defines desired behaviours, along with offering frequent training on making ethical decisions”.
The second phase is assuring the efficacy of the Board by focusing on its makeup and independence. The composition of the board of directors should consist of members possessing a wide range of talents, experiences, and desired backgrounds in order to guarantee efficient supervision and decision-making. However, the study did not indicate the presence of such diversity. The board, along with its sub-committees, should be well equipped to carry out its duties. It is crucial to note that the survey found that most of the participants opted for a neutral stance (with a mean score of 3.19) when asked about whether sub-committees have sufficient and appropriate resources to carry out their responsibilities. The neutrality of the respondents can be understood by considering the influence of external circumstances, as suggested by (Wright & Lansbury, 2019) who posit that respondents may choose to give neutral responses when they are afraid of the consequences of expressing their true opinions.
Furthermore, it is crucial to guarantee that the board members possess independence and are devoid of any conflicts of interest. One way to accomplish this is by setting specific standards for autonomy and consistently evaluating the independence of the board. This aligns with the conclusions of Marashdeh (2021), who found that effective board oversight is crucial for every organization as it provides strategic guidance. In its absence, decisions that are not in the organization's best interest may be taken.
The third phase involves the establishment and execution of a risk management framework. The framework is crucial for the identification, evaluation, and reduction of risks that may affect ZESA's operations and reputation. In addition, the framework would include robust internal controls to protect assets, ensure the accuracy of financial reporting, and ensure compliance with laws and regulations.
The fourth phase entails implementing transparent financial reporting standards, which is crucial for establishing confidence with stakeholders. ZESA shall comply with global accounting standards and furnish transparent, precise, and punctual financial data. The analysis revealed that ZESA has deficiencies in its financial reporting methods, as noted by several key informants. One of the respondents revealed that:
“…the International Financial Reporting Standards (IFRS) mandates organizations to constantly adhere to accounting procedures over time, unless there is a valid justification for altering them. However, ZESA routinely modifies its accounting policies or implements them in an inconsistent manner, indicating a lack of adherence to IFRS”.
The remark above emphasizes the importance of complying with international standards in the context of financial reporting. This would enhance the execution of the corporate governance system. The study also determined the necessity of engaging in open and transparent communication with stakeholders, including as shareholders, employees, consumers, and regulators, in order to uphold trust and confidence. The literature analysis revealed that ZESA lacks transparent and open communication with stakeholders, as its official outlets, such as its website, do not provide current information on the organization. The organization's financial situation, performance measures, and important initiatives, which should be easily accessible, are not readily accessible. Hence, it is imperative to enhance the degree of transparency with stakeholders in the execution of the corporate governance structure.
The last stage involves implementing a consistent monitoring and assessment of key performance indicators (KPIs) associated with corporate governance to track advancement and pinpoint areas that require enhancement. An indication that ZESA does not consistently monitor and assess its Key Performance Indicators (KPIs) is the absence of transparency and public accessibility of its information, as previously determined in the study. Mare & Mate (2017) state that a proficient organization that emphasizes enhancing performance would consistently release and revise its Key Performance Indicators (KPIs), enabling stakeholders to ensure the corporation is responsible for its advancement. Regular reviews of the effectiveness of the corporate governance structure can be accomplished by conducting internal audits or outside evaluations. This supports the conclusions made by Hove & Ndawana (2018), who determined that ZESA's assessment procedures have been criticized because they lack distinct performance indicators and benchmarks. This hinders the evaluation of the organization's strategies and activities, as well as the identification of areas that need development.
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The objective of the study was to create a set of instructions for implementing a corporate governance framework in state-owned enterprises (SOEs), with the Zimbabwe Electricity Supply Authority (ZESA) serving as a specific example. The study was driven by five primary research aims. The objectives of this study are as follows: (1) to clarify the understanding of the Corporate Governance Framework at ZESA, (2) to analyze the institutional governance practices in ZESA, (3) to identify the indicators of effective corporate governance practices in ZESA, (4) to identify the indicators of limited good corporate governance practice in ZESA, and (5) to create a guide for implementing the Corporate Governance Framework.
In addition, the study employed a mixed methodological and convergent research design, utilizing a standardized questionnaire and interview guide. The findings were given in Chapter four. Thus, this chapter finishes by highlighting these points, offering suggestions, and outlining potential avenues for future research. Thus, the study determined that most of the participants possessed a sound comprehension of corporate governance at ZESA, and identified the presence of certain institutional governance procedures implemented at ZESA. Moreover, the study revealed a correlation between ZESA's operations and practices in assessing its adherence to the corporate governance framework. The results were in line with those of ZEST (2021), which indicated that ZESA exhibits a dedication to corporate governance principles, but there are areas in which the organization can enhance its performance. 
[bookmark: _Toc107584760][bookmark: _Toc161654494]Conclusions of the Study
The primary aim of the study was to determine the level of comprehension of the Corporate Governance Framework at ZESA. The survey results indicate that the respondents largely agreed with the five concepts used to assess the comprehension of the corporate governance framework at ZESA. This is supported by an overall mean score of 3.91. Furthermore, the phrase 'governance' was cited by the key informants from various significant viewpoints, including institutional, practices, framework, and corporate. Hence, the study's findings indicated that most of the respondents comprehended the concept of corporate governance in relation to ZESA.
The second objective aimed to analyze the institutional governance processes at ZESA. The study found that ZESA implements several corporate governance principles, as indicated by the significant proportion of respondents who consistently answered 'always' to all the variables used to measure this feature. The survey participants concurred that the board convened at least four times per year. The study found that the highest level of disapproval, at 34%, was detected when examining whether the board had independent access to senior management staff.
The third objective aimed to produce measures that accurately represent the implementation of effective corporate governance processes at ZESA. The study findings indicate that the most commonly cited metrics were accountability, engagement, and stakeholder engagement. The fourth objective aimed to determine the degree to which ZESA adheres to the requirements of the corporate governance framework. A regression analysis was conducted to examine this aspect. The findings indicate a positive linear relationship between the measured variables, with a 60.8% observed compliance of ZESA with the principles of corporate governance. This indicated a correlation between ZESA's operations and practices in assessing its adherence to the corporate governance framework.
The ultimate goal was to create a model that would enhance the execution of the corporate governance framework in ZESA. The study has shown that improving the application of the corporate governance framework in ZESA necessitates a complete model that encompasses openness, accountability, and ethical decision-making. The model emphasizes that the leadership of the institution must be dedicated to maintaining high standards of ethical conduct and governance practice. 
[bookmark: _Toc107584761][bookmark: _Toc161654495]Research Implications
Corporate governance is a critical aspect of any organization, particularly in the public sector. The Zimbabwe Electricity Supply Authority (ZESA) is no exception. The conclusions of the study indicated that the study has a contribution to both the organization ZESA and policymakers in Zimbabwe as discussed below:
The results of this study have important consequences for the organization (ZESA) and the individuals or groups with an interest in it. The suggestions derived from this study are essential for promoting openness, accountability, and ethical conduct inside an organization. Implementing the approach at ZESA would increase the organization's decision-making processes, improve risk management techniques, and reinforce its overall governance structure.
Implications of the study on the organization-ZESA
Corporate governance is an essential component of all organizations, especially those in the public sector. Implementing a corporate governance framework at ZESA has the potential to boost investor confidence. An effective corporate governance system demonstrates to investors that the organization is dedicated to being transparent, accountable, and adhering to ethical business standards. The heightened assurance can allure both local and international investors, resulting in amplified capital influx into the company and the capacity to cater to the home and industrial energy consumption demands.
The results of this study can enhance the enforcement of regulations by ZESA. By following defined protocols and optimal methods in corporate governance, the corporation may guarantee compliance with legal obligations and regulatory benchmarks. This further solidifies ZESA's standing as a conscientious corporate entity. Enhanced adherence to regulations can result in streamlined processes, decreased legal liabilities, and a more advantageous business climate that fosters economic expansion. Moreover, implementing efficient corporate governance processes helps optimize operations, minimize inefficiencies, and manage hazards inside the firm. By improving decision-making processes and implementing effective oversight, ZESA has the potential to achieve enhanced financial management and performance. This can result in enhanced profitability, enduring expansion, and comprehensive economic advantages for the organization and its stakeholders. 
[bookmark: _Toc107584763]Implications of the study on policy 
The study can provide valuable insights for policy decisions targeted at improving openness, accountability, and stakeholder involvement within the business. Furthermore, the study can provide valuable insights for policy makers seeking to improve stakeholder involvement in ZESA. For example, the study can offer valuable understanding of the mechanisms involved in identifying and interacting with stakeholders, as well as the methods for ensuring that stakeholder perspectives are taken into account in decision-making processes. Additionally, this study can contribute to the development of strategies for effectively addressing conflicts of interest among various stakeholder groups. This feature validates the adoption of the Stakeholder Theory in this study.
Additionally, the study can provide valuable insights for policy decisions aimed at improving accountability in ZESA. The report provides valuable information on how to monitor and evaluate the performance of an organization's leadership, the role of independent auditors, and the methods for addressing instances of non-compliance with corporate governance standards. Furthermore, the research on the establishment of a protocol for adopting a corporate governance structure in ZESA might provide valuable insights for making informed policy choices to improve openness inside the business. 

Conclusion and Recommendations
The study concludes that strengthening the implementation of the corporate governance framework in ZESA and other SOEs in Zimbabwe requires a dedicated leadership committed to high ethical standards and governance practices. The developed guideline provides a comprehensive framework for effectively implementing corporate governance in Zimbabwe's SOEs, emphasizing the importance of openness, accountability, and ethical decision-making.
Based on the findings, the following recommendations are made:
1. ZESA's leadership should demonstrate a strong commitment to upholding high ethical standards and governance practices, setting the tone at the top.
2. ZESA should enhance transparency and accountability by regularly publishing financial and operational performance reports, and engaging with stakeholders.
3. ZESA should establish robust risk management and internal control systems to prevent and detect corruption and other forms of mismanagement.
4. The Zimbabwean government should provide the necessary resources and support to enable ZESA and other SOEs to effectively implement the corporate governance framework.
5. Further research should be conducted to explore the implementation of corporate governance in other SOEs in Zimbabwe and assess the impact on their performance and overall contribution to the country's economic development.
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Abstract
The study aimed to explore the conditions necessary for successful de-dollarisation in Zimbabwe. A mixed-method research design was employed, with exploratory research and case studies  applied. A target population of policymakers, business leaders, financial sector experts, and the general public was identified for the research. The study was conducted in Harare, Zimbabwe, using a sample of 80 respondents. Data collection tools included questionnaires shared via Google Forms. The data was analysed in Statistical Package for the Social Sciences (SPSS) software, focusing on descriptive statistics, correlation, regression, and factor analysis. The study identified macroeconomic stability, supportive regulations, and a stable domestic currency as the most critical conditions for de-dollarisation. Public trust and confidence were identified as the most crucial challenge to be addressed for successful de-dollarisation. Domestic industry stimulation was identified as the biggest opportunity in the de-dollarisation process. The research therefore recommended that in addition to pursuing macroeconomic stabilisation programs, Zimbabwean Government and Monetary Authorities should strive to restore public trust and confidence in the de-dollarisation process and also enact supportive regulations, including those that boost demand for local currency.
Key words: exchange rate policy, dollarisation, macroeconomic policies, hyperinflation, confidence. 

[bookmark: _Toc139052548][bookmark: _Hlk176424885]Introduction
[bookmark: _Hlk176425596]De-dollarisation in Zimbabwe is a complex issue involving the introduction of a new local currency to replace foreign currencies as legal tender. The dollarisation process, which was introduced to stem out the country's hyperinflation in 2009, has significant implications for the socio-economic and political landscape. The Reserve Bank of Zimbabwe confirmed this in its 2009 Midyear Monetary Policy Statement, stating that the Zimbabwean dollar had lost its functions as a medium of exchange and store of value. However, Bonga et al. (2014) argue that dollarisation only brings stability in its initial stages and is not viable in the long term. They suggest that the long-term benefits of de-dollarisation through institutional elements can support economic stability and growth. Emerging Market Economies (EMEs) are increasingly de-dollarising to regain control of their economies through monetary and fiscal policies and regain their sovereignty, which is embodied in their local currencies (Bonga et al, 2014).
Mecagni et al. (2015), postulates that deposit dollarisation remained stable in sub-Saharan Africa from 2001 to 2012, while loan dollarisation was stable in Latin America, the Caribbean, and sub-Saharan Africa. However, East Asia, the Pacific, Europe, and Central Asia experienced a decline in loans issued in foreign currency, leading to falling dollarisation or increased de-dollarisation. Changes in international power patterns and technology revolutions pose challenges to the US dollar's dominance established by the Bretton Woods system. Xiang (2022) argues that the de-dollarisation of the world economy is accelerating as non-US economies, led by China, are increasingly becoming the engine for world economic growth. Instabilities caused by the Russian-Ukraine war have also led to many countries seeking safer havens in other currencies apart from the US dollar.
[bookmark: _Hlk176427240]In Zimbabwe, the government adopted a basket of foreign currencies in 2009, dominated by the US dollar, to stabilize the economy (RBZ, 2009). However, this dependence on the foreign currency has posed challenges such as limited access to cash, high transaction costs, and loss of monetary and fiscal policy autonomy and flexibility. Successful de-dollarisation requires careful planning and the creation of conditions that support the use of a local currency (Imam, 2022). Since the introduction of the multi-currency regime in 2009, Zimbabwe's monetary authorities, the Ministry of Finance and Economic Development, and the Reserve Bank of Zimbabwe (RBZ), have been working on currency reforms to combat inflation and tackle macroeconomic instability. However, the stability was short-lived, with annual inflation dropping to negative levels in February 2016 and rising to 4% by July 2018, primarily driven by food inflation. To regain control of monetary policy tools and national pride, Zimbabwe reintroduced the Zimbabwean dollar through Statutory Instrument (S.I) 142 of 24 June 2019, outlawing the use of foreign currency as legal tender in Zimbabwe, except the Zimbabwean Dollar.
However, the seemingly stabilized inflation started rising again, with all items annual inflation rising to levels above 200% in April 2021 and further to levels above 250% by July 2022 (RBZ, 2022). This suggests that de-dollarisation requires more reforms, supportive conditions, and policies than simply changing the law. The Zimbabwean government has been attempting to adopt the Zimbabwean dollar as its primary currency, but the US dollar remains the primary medium of exchange. This has led to persistent shortages of US dollars and difficulties in domestic transactions, posing challenges for the country's economy and financial system regulation. Metu (2020), emphasized that the Zimbabwean government has also been complicit in perpetuating the use of the US dollar by charging and pegging certain duties and taxes in US dollars. The concept of de-dollarisation has gained traction as a possible solution to address these challenges. However, monetary authorities' efforts to de-dollarise have not been successful, with a multitude of Statutory Instruments (SIs) primarily responding to market conditions. 
Therefore, this study aims to explore the conditions necessary for successful de-dollarisation in Zimbabwe, focusing on economic, political, and social factors that will shape this process. By examining the experiences of other countries that have undergone similar transitions, the research seeks to identify best practices and potential pitfalls in de-dollarisation efforts.
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[bookmark: _Toc139052573]Theoretical Framework
Although Missaglia (2019) argues that there is little theoretical literature on dollarisation and hence de-dollarisation, Levy -Yeyati et al. (2021) submitted that literature on dollarisation primarily referred to the substitution of foreign currencies (informal dollarisation) and its influence on the management of monetary policy. The research uses two connected theories: Quantity Theory of Money (QTM) and Purchasing Power Parity Theory (PPPT) as the most relevant to the Zimbabwean situation. 
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The Quantity Theory of Money, proposed by Irving Fisher in 1911, is a key economic theory that explains the relationship between the quantity of money in an economy and the level of prices within that economy (Dauda et. al., 2013). It assumes full employment and no excess capacity, and any alteration in the money supply (M) would be accompanied by a proportional change in the price level (P). The theory highlights how changes in the quantity of money impact the purchasing power and perceived value of each monetary unit (Handa, 2009).  Despite criticism, the QTM offers a strong explanation for hyperinflation and plummeting currency value in Zimbabwe before 2009. To maintain low inflation levels, central banks should maintain a low rate of money growth, which helps mitigate the risk of excessive inflationary pressures and promotes price stability. The RBZ needed to reduce money supply and money supply growth, leading to low inflation, restore confidence in the local currency, and support de-dollarisation.
Voinea (2013) defined the Purchasing Power Parity Theory (PPPT) as a mathematical model that explains the impact of inflation on currencies and exchange rates. It suggests that identical goods should have the same price across different countries, based on the law of one price. This principle assumes that goods of comparable quality and denominated in the same currency are equivalent. However, the PPPT has some limitations, such as the assumption that exchange rates will quickly adjust to equalize the price of identical goods and that goods are freely traded between countries. Despite these, the PPPT is relevant to de-dollarisation, as it provides a framework for understanding how currency exchange rates can be adjusted to equalize the buying power of different currencies. Countries must manage their exchange rates to avoid large inflation swings and maintain currency competitiveness in international trade. Identifying factors leading to dollarisation can help reduce future episodes and facilitate a smooth transition.
[bookmark: _Toc139052578]Empirical Literature Review
The empirical literature on de-dollarisation has grown in recent years, as more countries have considered or attempted to de-dollarise. Mecagni et al. (2015) noted that although numerous countries have endeavoured to de-dollarise their economies, only a handful have achieved success in these endeavours. Israel, Poland, Bolivia, and Peru are noteworthy examples that demonstrated the comprehensive policy measures required for de-dollarisation. In sub-Saharan Africa, Angola and Sao Tome and Principe also offer relevant case studies in de-dollarisation. According to the IMF, only four out of 85 countries surveyed during 1980–2001 succeeded in de-dollarization. Of those, only two countries, Poland and Israel, appear to have had lasting reversals with minimal side effects. Mexico and Pakistan's de-dollarization is too early to determine its sustainability. In Poland and Israel, both countries embarked on a successful disinflation program initially built around a strong exchange rate anchor.
Catão and Terrones (2016) suggest that most Latin American countries had resorted to the use of the US dollar after their local currencies were debased of their primary functions by hyperinflation in the 1970s. The process of de-dollarisation is typically gradual and can be observed through the sequential loss of functions performed by domestic currencies. Initially, domestic currencies may lose their medium of exchange function. However, they may still retain their unit of account function for smaller transactions. While domestic currency use decreases for some transactions, local currency transactions continue in most cases. This progression demonstrates the gradual shift away from foreign currencies for various transactions, with the coexistence of foreign and domestic currencies being a characteristic feature during the de-dollarisation process. By the early 1990s, the local currencies in those countries further lost their store of value function, thus prompting financial institutions to commence taking deposits, lending, and drafting financial contracts in two or more currencies (Catão & Terrones, 2016; Levy -Yeyati et al., 2021).
Although most emerging economies in Latin America had dollarised by the 1990s, Catão and Terrones (2016), submitted that this phenomenon started reversing in the early 2000s. The new trend showed that most of the countries were de-dollarising. While global factors have played a significant role in driving de-dollarisation efforts, the pace of this process has varied among different countries. This suggests that de-dollarisation requires careful consideration of country-specific factors such as macroeconomic and regulatory policy factors. Having made the foregoing observations and remarks, this research, thus, focuses on the empirical evidence from the few success stories of de-dollarisation.
Garcia-Escribano (2010) and Martín and Chávez (2012) identified three groups of factors that contributed to successful de-dollarisation. Macro-economic stability, prudential regulations and the development of domestic capital markets are crucial elements in the process of de-dollarisation. Garcia-Escribano's (2010) research emphasizes the significance of macroeconomic stability in driving de-dollarisation efforts. Factors such as inflation, exchange rate flexibility, and sovereign credit risk significantly impact de-dollarising countries. Countries like Peru and Bolivia used an inflation-targeting framework in 2002 to contain hyperinflation, while Israel used inflation targeting and a flexible exchange rate regime to stabilize their domestic currency. According to the African Development Bank (2006) countries like Angola and Poland also combated hyperinflation and combined it with exchange rate flexibility policies to restore confidence in their local currencies. De-dollarising countries also eliminated public debt, reducing sovereign credit risk. Israel reduced its fiscal deficit from 19% of GDP in 1985 to 10% in the late 1990s (Mecagni et al., 2015). Peru pursued large fiscal surpluses and built reserves, resulting in public debt levels below 30% of GDP. Therefore, the reduction in hyperinflation, flexible exchange rate policies, and extermination of public debt significantly contribute to the de-dollarising countries' macroeconomic stability.
Prudential regulation is crucial for maintaining financial stability and preventing crises. It helps in de-dollarisation by reducing financial instability and promoting local currency use (Sosa & Garcia, 2010). Central banks in countries with high foreign currency borrowing and lending have implemented measures to reduce incentives, such as increasing reserve requirements targeting foreign currency and lowering those in domestic currency. In Peru, stringent liquidity requirements were imposed in favor of local currency, while in Israel, domestic reserve requirements earned higher rates, encouraging local currency transactions. Regulations were introduced to account for risks associated with foreign currency deposits, including stronger requirements for borrowers who do not generate income in foreign currency. In Sao Tome, de-dollarisation was primarily driven by prudential regulations, resulting in a decline in foreign currency loans and increased domestic currency-denominated deposits.
Peru's government had intentionally established its capital market to trade only in the local currency, the soles, through market-making programs and encouraging the issuance of private bonds in soles. This increased liquidity in the local currency and rejuvenated the capital market in domestic currency. The public sector began servicing its public debt with local currency bonds, leading to significant strides in de-dollarisation. The Peruvian government's efforts have contributed to the country's successful development of a debt market in domestic currency.
Kokenyne et al. (2010) suggest that greater exchange rate flexibility can deter foreign currency deposits, as they face exchange rate risk. Market players adapt to this by developing hedging instruments to manage risk over time. To reduce exposure to exchange rate risk, market players may increase the proportion of assets and liabilities denominated in the local currency, aiding de-dollarisation. Countries facing hyperinflation often use the exchange rate as a nominal anchor to control inflation, restoring economic stability.
Liu and Papa (2022) and Kokenyne et al., (2010) concur that unbiased taxation may also encourage de-dollarisation. They propose that taxes should be levied equally between foreign currency and domestic currency financial transactions, such that no one prefers foreign currency over local currency. Financial liberalization, where banks are free to determine interest rates, increases the chances that domestic real interest rates are positive, which in turn helps promote the use of the local currency, thus promoting de-dollarisation (Alvarez-Plata and García-Herrero (2007). 
To aid de-dollarisation, the central government must transact in local currency as much as possible. Raising taxes in local currency and public payments for wages, goods, and services in local currency can support an increase in the demand for the local currency as observed in Angola. Both the Africa Development Bank (2006) and Kokenyne et al. (2010) concur that to support de-dollarisation, the domestic payments system should provide terms that are at least as favourable as those for foreign currency payments.
[bookmark: _Toc139052579]Conceptual Framework 
Figure 1. below gives a visual overview of the interactions between the relevant variables and attendant concepts to assist in conceptualising the study.
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Figure 1: Conceptual framework
The conceptual framework is built around three key concepts which are: (1) drivers of dollarisation (input variables), (2) conditions for successful de-dollarisation (moderating factors), and (3) outcomes of de-dollarisation (output variable). The drivers of dollarisation are the input variables, which include economic, political, and social factors. These drivers influence the level of dollarisation in the economy, which is the output to the process of de-dollarisation. Economic factors include high inflation, currency instability, and financial sector fragility. Political factors include weak institutions, corruption, and general political instability. Social factors include a lack of trust in the domestic currency and monetary authorities and a preference for holding dollars.
The moderating variables are the conditions for successful de-dollarisation, which include a stable macroeconomic environment, effective exchange rate management, comprehensive policies and prudential regulations that promote financial sector development and use of domestic currency, and establishment of local currency capital markets. Implementation of these moderating conditions requires effective leadership and strong political will for successful de-dollarisation. The output of the process is the level of de-dollarisation achieved, which can have both positive and negative outcomes for the economy and financial sector as observed in Latin American countries (Garcia-Escribano, 2010; Martín & Chávez, 2012). Positive outcomes include improved macroeconomic stability, increased monetary policy independence, and a stronger financial sector. Negative outcomes include short-term economic disruptions and potential risks to financial stability.
[bookmark: _Toc139052582][bookmark: _Toc132302887][bookmark: _Toc132302888]Methodology
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The study used the pragmatism research philosophy, providing practical solutions for the Zimbabwean government's success in de-dollarisation. The study used an exploratory research design and case studies to draw lessons from limited literature. The research targets a diverse population, including policymakers, financial sector experts, business leaders, and the general public, providing valid insights into the effects of different policy actions. From the target population, a sample size of eighty (80) respondents was calculated using Raosoft® for statistical analysis (Sample Size Calculator by Raosoft, Inc., n.d.). A stratified random sampling technique was used to select the participants for the study, with each target group in the population representing a stratum. Stratified sampling has been advocated as one of the appropriate techniques to use in a mixed method research (Dawadi et al., 2021; Teddlie & Yu, 2007). In this research therefore, to reach the sample size of 80, twenty (20) participants were drawn from each of the four strata using simple random sampling or systematic sampling within each stratum. This often improves the representativeness of the sample by reducing sampling error (Dawadi et al., 2021; Igwenagu, 2016; Teddlie & Yu, 2007). This sampling technique is appropriate for selecting a representative sample of participants from different sectors of the economy. This can help to ensure that the study captures a diverse range of perspectives and experiences related to dollarisation and de-dollarisation.
Data collection methods included surveys, interviews, and focus groups, conducted face-to-face and virtually. SPSS was used to analyse quantitative data from questionnaires, while physical inspection of qualitative data was conducted for open-ended questions. Validity and reliability tests were conducted to ensure quality. The study adhered to high ethical standards, including informed consent, confidentiality, and anonymity. A non-disclosure agreement was distributed to protect participants' rights. 
Presentation and Discussion of Results
3 [bookmark: _Toc139025077][bookmark: _Toc139052077][bookmark: _Toc139052615]
[bookmark: _Toc139052621]The demographic information of the respondents was analyzed, with a focus on gender, age, level of education, profession, and years of work experience. The study found that 66% of participants were males, while 34% were females. The research had an equal number of participants from four distinct groups: policymakers, business leaders, financial experts, and the general populace. However, a 66% male representation indicates that the field of study is still heavily dominated by males. The age profiles were grouped into the ranges of 18-30, 31-40, 41-50, and over 50 to look for patterns or differences in their understanding of de-dollarisation, its benefits, challenges, and risks. The 18-30 age group was more risk-tolerant and optimistic about de-dollarisation, while older respondents (over 50) were more reserved or concerned due to past experiences with currency issues from 2008.
Professions of the respondents, such as economists, policymakers, and financial professionals, had different viewpoints on de-dollarisation. Knowing the professions of the respondents would help understand the basis of their acceptance or skepticism towards de-dollarisation. The study analyzed the years of experience of respondents in their respective fields, with 62.1% having less than 5 years of experience. However, most respondents were not policy makers or business owners during the hyper inflationary era of 2008, resulting in a lack of professional appreciation for the pitfalls of a weak local currency. The highest education attainment was found to be 55.2 percent with a bachelor's degree and 31% with a postgraduate degree. This indicates that respondents with higher education levels had a better understanding of the effects of de-dollarisation on inflation, currency rate stability, and trade dynamics.
On reliability tests, the Cronbach's Alpha coefficient of 0.652 indicated that the questionnaires were reliable instruments. Furthermore, the mean scores for each question item ranged between 3.27 and 4.86, which was expected given the wide range of questions to a variety of respondents. The Item-Total Statistics further probed whether the questions were measuring the same concept by analyzing how the scale means and Cronbach's Alpha coefficient moved if the respective question was removed from the questionnaire. 
[bookmark: _Hlk179465144]A correlation analysis was done in order to test the strength of the relationship between de-dollarisation and macro-economic stability. The parameters for macro-economic stability for the study included but not limited to interest rates, inflation, exchange rates and unemployment rates. A correlation coefficient of -0.615** between de-dollarisation and macroeconomic stability indicates a strong negative relationship between the two variables. Higher levels of de-dollarisation are associated with lower levels of macroeconomic stability in Zimbabwe. De-dollarisation can impact indicators of macroeconomic stability, such as inflation, unemployment, GDP growth, interest rates, and exchange rates. The results from the study are consistent with findings by Catão and Terrones (2016) who observed that de-dollarisation in Peru led to massive macro-financial instability characterised by high inflation and high unemployment. Mendoza and Terrones (2014) also observe that de-dollarisation in Chile was characterized by “credit booms” which drove up interest rates as government struggled to grapple runaway inflation rates. The switch to the Zimbabwean dollar led to high demand for the US dollar, causing exchange rate fluctuations.
A regression analysis was used for to measure challenges and opportunities associated, with with predictors being Financial Sector Stability, Public Trust and Acceptance, Salaries and Price Adjustments, Economic Stability, Domestic Industry Stimulation. The R value of 0.795 suggests a strong relationship between the variables related to the challenges and opportunities associated with transitioning to a non-dollarised economy in Zimbabwe. For example, the more stable the financial sector, the more the economy can easily be de-dollarised. The R square value of 0.631 suggests that approximately 63.1% of the variance in the dependent variable (challenges and opportunities) can be explained by the independent variables (related factors). The ANOVA results (Table 1) shows a significant difference in challenges and opportunities in Zimbabwe's transition from a dollarised to a non-dollarised economy across different groups. The p value of 0.004 indicates these differences are unlikely to have occurred by chance alone, possibly due to demographics, economic sectors, or other relevant variables.
[bookmark: _Toc139024938]Table 1: ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	
	Regression
	45.032
	5
	9.006
	5.482
	.004b

	
	Residual
	26.286
	16
	1.643
	
	

	
	Total
	71.318
	21
	
	
	

	a. Dependent Variable: Challenges and opportunities associated with de-dollarisation

	b. Predictors: (Constant), Financial sector stability, public trust and acceptance, Salaries and Price adjustments, Economic stability, Domestic industry stimulation

Table 2 below presents the regressions coefficients on the challenges and opportunities associated with dedolarization.


[bookmark: _Toc139024939]Table 2: Regression Coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	.593
	1.285
	
	.461
	.651

	
	Economic stability
	-.379
	.178
	-.355
	-2.125
	.050

	
	Public trust and acceptance
	.974
	.262
	.626
	3.711
	.002

	
	Salaries and Price adjustments
	.358
	.158
	.351
	2.269
	.037

	
	Domestic industry stimulation
	-.673
	.244
	-.548
	-2.753
	.014

	
	Financial sector stability
	.328
	.210
	.299
	1.561
	.138

	a. Dependent Variable: Challenges and opportunities associated with de-dollarisation


The study identifies economic stability as a significant challenge in Zimbabwe's de-dollarisation process, with a coefficient of -0.379 and a significance level of 0.050. Public trust and acceptance are also considered significant challenges, with a coefficient of 0.974 and a significance level of 0.002. The choice of de-dollarisation should have gone through a referendum, allowing the public to choose their best solution.
Salaries and price adjustments are identified as key challenges, with a coefficient of 0.358 and a significance level of 0.037. Domestic industry stimulation is seen as a key opportunity, with a negative coefficient. Financial sector stability is perceived as a key opportunity, with a coefficient of 0.328 and a significance level of 0.138. Maintaining stability in the financial sector is important for a successful de-dollarisation process. Players in the financial sector, particularly the central bank, can help by implementing de-dollarising policies properly, providing incentives to financial sectors who adhere to new policies, and monitoring and adjusting debt rates when necessary. Thus, public trust and acceptance pose the greatest challenge in Zimbabwe's de-dollarisation process, largely due to a historical precedent where people were skeptical of the local currency's efficacy.
[bookmark: _Toc139024941]To establish key conditions necessary for successful de-dollarisation in Zimbabwe, factor analysis was used in order to ascertain the most important conditions. The variables included macroeconomic stability, supportive regulations, stable domestic currency, local-currency denominated financial products, trust and confidence in the new currency, low and stable inflation, and effective policy communication. First, a KMO and Bartlett’s test was done to measure adequacy and sphericity. The KMO measure is suitable for factor analysis, with a significant difference from zero, indicating sufficient correlation among variables. This supports the validity of factor analysis in identifying key conditions for successful de-dollarisation in Zimbabwe. To assess the strength and quality of each condition, Eigenvalues were extracted for each identified key condition. Adewumi, (2019) posits that, “Eigenvalues represent magnitude, or importance”. Factors with Eigenvalues close to one are considered strong, while those close to zero are weak. Table 3 shows Eigen values for macroeconomic stability, supportive regulations, stable domestic currency, local-currency denominated financial products, trust and confidence in the new currency, low and stable inflation, and effective policy communication.

	Table 3: Total Variance Explained

	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	3.718
	53.113
	53.113
	3.718
	53.113
	53.113
	2.993
	42.757
	42.757

	2
	1.005
	14.353
	67.466
	1.005
	14.353
	67.466
	1.730
	24.710
	67.466

	3
	.829
	11.838
	79.304
	
	
	
	
	
	

	4
	.711
	10.154
	89.458
	
	
	
	
	
	

	5
	.350
	5.002
	94.461
	
	
	
	
	
	

	6
	.248
	3.540
	98.000
	
	
	
	
	
	

	7
	.140
	2.000
	100.000
	
	
	
	
	
	

	Extraction Method: Principal Component Analysis.



The study focused on the key conditions for successful de-dollarisation in Zimbabwe, with macroeconomic stability being the strongest condition. This stability is influenced by factors such as stable exchange rates, favourable balance of payments, and interest rates. Supportive regulations are also crucial, with an Eigenvalue of 1.005 indicating that they play a pivotal role in the process.
Stable domestic currency is moderately important for successful de-dollarisation, with an Eigenvalue of 0.829 suggesting that maintaining a stable domestic currency is relevant but not significant. Local-currency denominated financial products are moderately important, with an Eigenvalue of 0.711 suggesting that the availability of these products is somewhat important. Trust and confidence in the new currency is weak, with an Eigenvalue of 0.350 suggesting that building trust and confidence is somewhat essential for successful de-dollarisation. Low and stable inflation is relatively smaller, with an Eigenvalue of 0.248 suggesting that maintaining low and stable inflation is somewhat relevant in the de-dollarisation process. However, this low Eigenvalue does not corroborate empirical evidence and case studies, which show that low inflation is one of the fundamental precedents for de-dollarisation. Effective policy communication is a weak condition, with an Eigenvalue of 0.140. 
To analyse the variance in each key condition, communalities are used, which are the R-square values of the conditions' components. The Table 4 below shows the communalities for each key condition for de-dollarisation. 
	[bookmark: _Toc139024942]Table 4: Communalities

	
	Initial
	Extraction

	Macroeconomic stability 
	1.000
	.828

	Supportive regulations 
	1.000
	.808

	Stable domestic currency
	1.000
	.691

	Local-currency denominated financial products
	1.000
	.626

	Trust and Confidence in the new currency
	1.000
	.682

	Low and stable inflation
	1.000
	.739

	Effective policy communication 
	1.000
	.348


The “Extraction” column represents magnitude of the strength of the association. Geert van den Berg (2019) postulated that variables with communalities that are lower than 0.40 do not contribute much to measuring the phenomenon under study, suggesting that effective policy communication is the only weak variable possibly due to the proliferation of the internet and better access to information by the public.
[bookmark: _Toc139052633]Conclusions and Recommendations
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The research aimed to explore the conditions necessary for a successful de-dollarisation process in Zimbabwe. The specific objectives included ascertaining the relationship between de-dollarisation and macro-economic stability, analyzing the challenges and opportunities associated with transitioning from a dollarised to a non-dollarized economy, and identifying key conditions necessary for successful de-dollarisation in Zimbabwe. The study demonstrates that macroeconomic stability, supportive regulations, stable domestic currency, local-currency denominated financial products, trust and confidence in the new currency, and low and stable inflation are essential conditions for successful de-dollarisation in Zimbabwe. Macroeconomic stability appears to be the most influential factor, followed by supportive regulations and stable domestic currency. A lack of trust and acceptance among the public regarding the benefits, effectiveness, and potential risks associated with de-dollarisation, also featured as a important factor.
[bookmark: _Toc138465050][bookmark: _Toc138516602][bookmark: _Toc138516716][bookmark: _Toc138542924][bookmark: _Toc138889870][bookmark: _Toc138941591]The de-dollarisation process presents a significant challenge to monetary authorities, but it also presents opportunities for industry stimulation. Public trust and acceptance are crucial for successful de-dollarisation, as low levels can lead to catastrophic failure. Building trust and confidence requires effective communication strategies, transparency, and engagement with the public. Public perception challenges may stem from fears of currency devaluation, uncertainty about the new currency's stability, or skepticism about the government's ability to manage the transition effectively. Addressing these challenges requires a multifaceted approach in addressing the root causes of public concerns, providing reassurance through policy communication, policy consistency, and implementing measures to stabilize and strengthen the new currency.
The following is a summary of key recommendations that the Government and Monetary Authorities may consider:
(i) Address the challenges related to public trust and acceptance by implementing effective communication strategies. Engage with the public, provide transparent information about the benefits of de-dollarisation, and address concerns and misconceptions to build confidence in the new currency and the overall de-dollarisation process.
(ii) Prioritise measures to maintain macroeconomic stability, including controlling inflation, managing fiscal deficits, exchange rates, and interest rates, and implementing sound monetary policies. Stable economic conditions provide a solid foundation for successful de-dollarisation and promote confidence in the local currency.
(iii) Establish clear and supportive regulations that provide guidance and clarity for businesses, financial institutions, and the general public during the de-dollarisation process. Both government and monetary authorities must address issues such as exchange rate mechanisms, banking regulations, and legal frameworks to support the use of the local currency and ensure a smooth transition.
(iv) Enhance policy communication efforts to ensure that objectives, progress, and changes related to de-dollarisation are effectively communicated to all stakeholders. They should also regularly engage with businesses, financial institutions, and the public through clear and transparent communication channels to manage expectations, address concerns, and maintain support for the de-dollarisation process.
(v) There is also a need to strengthen the institutional framework to support de-dollarisation efforts and maintain macroeconomic stability. This includes ensuring the independence and effectiveness of monetary and fiscal authorities, enhancing financial sector regulation and supervision, and promoting transparency and accountability in economic governance.
A sectoral analysis could be conducted in future to explore the impacts of de-dollarisation on different sectors, such as agriculture, manufacturing, mining, or services. This analysis could provide insights into the specific challenges and opportunities faced by each sector, enabling the identification of sector-specific challenges, opportunities, and policy considerations. By examining performance, vulnerabilities, supply chains, trade dynamics, employment patterns, and policy interventions within each sector, policymakers can formulate targeted strategies to support sectoral resilience and promote overall macroeconomic stability
[bookmark: _Toc139052652]
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Abstract
This study investigated the impact of COVID-19 on organizational operations of parachurch organisations in Mutare, Zimbabwe for the period December 2019 to February 2022.  The main purpose of this research was to analyze and evaluate the impact COVID-19 had on organizational operations of Parachurch organizations. The advent of COVID-19 came with a lot of challenges that affected organizational operations and parachurch organisations was not spared as lockdown measures were implemented by the Ministry of Health (MOH) under the Government of Zimbabwe to curb the spread of the disease. The study employed an inductive approach in which questionnaires were administered to a sample of 60 participants drawn from Scripture Union Zimbabwe (SUZim), Family Aids Caring Trust (FACT), Simukai, Youth Alive and Hope Alive in Mutare. The study results showed that COVID-19 had a negative impact on organizational strategic plans and operational objectives of the organization. The findings also identified the impact COVID-19 had on staff and beneficiaries of the organization’s operations. The findings indicate the importance of organisations being proactive and prepared for unforeseen eventualities, and the need to equip and empower human resources with technology and tools for online execution of work in case of eventualities.
Keywords: COVID-19, Organizational operations, risk mitigation, protection motivation theory, social services.
_______________________________________________________________________
Introduction
Worldwide fatalities were caused by the COVID-19 pandemic, also known as the corona virus. Medical Times Today reported that the pandemic spread to 217 countries worldwide (Cohut, 2021).  There was over 5 million deaths worldwide, with 275,255 deaths on the African Continent and 5,386 and over 233,571 instances in Zimbabwe (World Ometer, 2022). The world economy was predicted to shrink by 5.3% in 2022 as a result of this pandemic (Cohut, 2020). Millions of people died as a result of the pandemic between 2019 and 2022, and it only slowed down as a result of various medical researchers' reaction mechanisms and the lockdown measures implemented by various governments as they upheld World Health Organisation (WHO) health protocols.
The business sector was slowed down through the lockdown measures implemented by the Ministry of Health (MOH) under the Government of Zimbabwe to curb the spread of the disease whilst essential services providers had to operate with a skeleton staff of 10 to 20% (Ministry of Health, 2021). The church was also affected by the stringent lock down measures, initiated by MOH, which prohibited all public and social gatherings as well as requiring social distancing in public transport and inside buildings (Isabelle, 2020)[footnoteRef:1]. On social welfare issues, usually attended to by parachurch organizations, operations were paralyzed and their strategic plans stalled as human resources were sent on lock downs. These operational modalities are hypothesised to have an influence on the achievement of operational goals. As such, this study seeks to evaluate the impact of COVID-19 on operational goals within parachurch organizations.  [1:  Parachurch organizations which usually worked together with churches in social welfare issues like these were needed at this time but were not spared. Parachurch organizations are Christian faith-based organizations that work across denominations filling the areas that individual churches may not be able to specialize in such as social welfare, evangelism and discipleship (Wilson, 2021).] 

[bookmark: _Hlk103462888]COVID-19 pandemic effects have been severe and widespread across organisations, with persistent negative impact on business and employee performance (Farooq & Sultana, 2022). Employees were affected by stress, de-motivation, fear of loss of earnings, fear of business closure, salary cuts due to reduced working hours. According to Farooq and Sultana (2022), the working from home (WFH) concept decreased employee productivity during the COVID-19 pandemic. The management of parachurch organizations was affected negatively and efforts to try and survive in this environment had to be made. There was an inevitable diversion from the core business to coping mechanisms. Globally, for the past decade natural disasters have claimed 0.1% of total deaths which are around 60 000 lives annually (Montana State University, 2020). However, with COVID-19 there was accelerated number of deaths to figures unseen before (Ministry of Health, 2021). 
[bookmark: _Hlk103461637][bookmark: _Hlk103461596]To assess further damage that was done to society, economy and businesses, a survey of more than 5,800 small businesses was conducted between March 28 and April 4, 2020 (Meyer et al., 2022). The survey showed that most organisations’ operations were derailed with some businesses incurring unbudgeted for expenses as they tried to abide by the WHO health protocols in order for them to be allowed to operate. COVID-19 has had a negative impact on task and contextual performance (CP) and a positive impact on adaptive performance (AP) (Park & Park, 2019). The question faced by many businesses and Parachurch organizations was how to minimize the impact of the epidemic on their operations, its performance results and, most importantly, on employees. These were the main issues of concern for every organizational leader and it was anticipated that this study will provide recommendations to guide future response to pandemics/shocks of such magnitudes as COVID-19. 
The Mutare population is estimated at 184,205 and a huge proportion of these people relied and benefited from the operations of these Parachurch organisations before COVID-19 came (Zimbabwe National Statistics Agency, 2022).  During the COVID-19 pandemic, over 5,000 families that usually received assistance from five parachurch organizations suffered a huge blow as none of the organizations could reach out to them (Chipenda, 2022). All staff and employees of these organizations were sent on lock down and other restrictions making it impossible to carry out the core strategic plans and duties.
Globally, a lot has been documented regarding the impact COVID-19 had on human life. However, regarding its impact on organisational operations of Parachurch organisations, in particular within the African context, little has been documented with specific reference to Zimbabwe. Therefore, it is against this background that this study sought to investigate the impact of COVID-19 on organisational operations of Parachurch organisations with specific reference to the case of Scripture Union Zimbabwe (SUZim), Family Aids Caring Trust (FACT), and Simukai, between 2019 and 2022.
Literature Review
Theoretical Underpinning
[bookmark: _Hlk105834556]	This paper is anchored on two main theories, the Protection Motivation theory developed by Rodgers in 1975 and the Resource based theory by Barney in 1991.  
The Protection motivation theory (Rodgers, 1975) describes how individuals are motivated to react in a self-protective way (Westcott, 2017). This theory best fits the study because it proposes that human beings themselves are based on threat appraisal and coping appraisal (Westcott, 2017). Threat appraisal sees the severity of situations and examines its seriousness while coping appraisal responds to the situation as humans relate (Westcott, 2017). The COVID-19 pandemic caused self-motivation in finding a self- protective way and survival both for self and for the organization (Westcott, 2017). Therefore, the protection motivation theory deals with people coping and making decisions in harmful and stressful times or in events of life that threaten them (Westcott, 2017). The theory attempts to predict what motivates behaviour change (Westcott, 2017).
The protection motivation theory postulates three crucial components which are: the magnitude of noxiousness of a depicted event, the probability of the event occurrence and the efficacy of the protective response (Rodgers, 1975). Thus, considering that the pandemic emerged with rapid spread, high fatality rate and limited knowledge hindered protective response, as such, this was one of the worst disasters ever to happen. The probability of the event occurrence seeks to analyse how the situation or event can be stopped from happening again in future. Vaccinations have been manufactured against COVID-19 and countries are slowly accepting them considering what may happen in the future with the disease (WHO, 2020). People all over the world have become aware of the best practices during a pandemic from careful hand washing, restrictions in schools, businesses and public places (Rogers, 2021). The primary concern being the survival of the human race. From time to time, organizational environments undergo cataclysmic changes so sudden and extensive that they alter the trajectories of entire industries, overwhelm the adaptive capacities of resilient organizations, and surpass the comprehension of seasoned managers (Vahlne et. al.,  2017). 
The Resource based theory (Barney, 1991) focuses on internal resources to deliver superior competitive advantage – firm resources are critical for surviving the pandemic and resulting in economic disruption. This helps to look at internal resources in order to develop capabilities and competences to deliver (Edwards, 2014). Due to lockdowns, many organizations have suffered in donation revenue and had significant cash flow problems. With stringent donor measures on the use of finances, many Parachurch organizations have had more pressing concerns with respect to the long-term plans covered in their agreements with key stakeholders.
The crisis caused businesses and non-profit organisations to think outside the box in Zimbabwe and the world over by prioritising survival, reducing their exposure where possible even if it means laying off or not paying staff (Ahmed et al., 2022). According to the resource based theory, in order to survive the pandemic, the loss of business and revenue could be solved with simple training on applications and digital functions that can keep organisations in touch with their donors and beneficiaries (Baldwin, 2020). However, the efficient use of online applications is always frustrated by the age-old Zimbabwean question of high data costs and lack of adequate ICT infrastructure systems across the country (Moyo, 2021). 
Empirical Review
The impact of covid 19 globally, continentally and nationally in Zimbabwe has been disruptive to societal values of meeting and visiting each other as a people. The negative impact of COVID-19 was felt in the five continents of the world. While Europe has the world’s best economies, it was not spared by this current pandemic as it brought crisis in the operations of the economy and industry. A huge percentage of funding for humanitarian work done by Parachurch organization do come from Europe. However, it has been reported to the European parliament that the pandemic, because of lockdowns and restrictions in Europe and rest of the world, badly affected businesses and the church with its worship services (Honey, 2020). This overnight shift in parameters dealt churches and Parachurch organisations a huge blow to their tithe’s income and donations for their charitable activities carried out by the latter (Alcorn, 2021). 
In Asia, the impact of COVID-19 in investments has greatly plummeted by a staggering 24.4% in India while Philippines staggered by 33.1% (Sawada & Sumulong, 2021). In Africa, businesses were heavily affected also due to its trade links with Europe and the other continents, and due to lack of economic resilience and diversification (Gondwe, 2020).  Africa faces greater risk being the last region to register COVID-19 cases while Africa had already been experiencing challenges of trade (Gondwe, 2020). The governments of several African countries which include Western and Southern African countries implemented a series of vulnerability reduction measures to contain the transmission of the virus (Bwire, 2021). The employed measures included closure of international airports, closure of borders of countries like Zimbabwe and South Africa, closure of schools and churches, freezing of public transport and private and outlawing huge gatherings (Gondwe, 2020). The lockdown included curfews, quarantines and nationwide lockdowns. In Zimbabwe, the President of the Republic pronounced measures that were meant to protect the population from the hotspot South Africa by closing the borders and testing all that were coming into the country (Nordling, 2020). Over three decades with economic crisis, the health sector has always been heavily affected by the hyperinflation, corruption and other failed deliverables (Bullough et al., 2020). The health sector was understaffed and gone for years with the health workers protesting for poor remuneration. As a result, people were dying of myriad of diseases like cholera, malaria and others. 
The Parachurch organisations in Zimbabwe and those under study in Mutare have also not been spared the negative effects of COVID -19 pandemic. On Parachurch organisations, it was a moment of closing operations by every Parachurch organization, some who were focusing solely on health (Haywood et al., 2021). Those who were in the health sector were to distribute medications and educate people of diseases including COVID-19 (Haywood et al., 2021). The vast number of beneficiaries in Mutare operating area were all disadvantaged by the pandemic as each organization had to close down. 
The COVID -19 pandemic has brought new threats making them vulnerable to various problems and threats facing  orphans due to AIDS. While lockdown measures were necessary to curb the spread of the virus, they have brought negative side effects mainly on the general performance of business and economy. This, in turn has a direct bearing on all sectors of the economy including non-productive sectors such as charitable and voluntary organisations. The Parachurch organisations are no exception to these knock down effects of the pandemic.   
[bookmark: _Hlk103888011][bookmark: _Hlk103889901][bookmark: _Hlk103890257]The COVID-19 pandemic is a serious challenge of great proportions. Measures of containment ranged from lock down of different countries, practice of hygiene, banning of gatherings, screening, testing, isolation, quarantine, and contact tracing (Willey et al., 2020). The social life of people had been curtailed by banning of social gatherings, international migrations Thus, even Christians were prohibited from gathering in church and turned to social media for virtual online ministry which are not always accessible to all people (Willey et al., 2020). Schools were closed, with some institutions turning on to e-learning which again is not accessible to all people especial in Zimbabwe which has been experiencing economic slump for some time (Wonodi, & Obi-Jeff, 2022). Many Statutory Instruments were gazetted by the governments with the parliament of countries giving the executive extra-ordinary powers to deal with the pandemic e.g., SI 67 of 2022 for Zimbabwe which calls to visitors to the country to produce PCR test and those leaving to get tested first.
Communities have had to find their own ways of accessing information on COVID-19 and the awareness through WHO health protocols because of restrictions. A major challenge had been the filtering of all sorts of conspiracies about the use of vaccination. Vaccination is a centrepiece of global response to the severe acute respiratory syndrome which cause COVID-19 disease (Wonodi, & Obi-Jeff, 2022). The hesitancy to take the vaccine is based on a conspiracy worldwide misinformation which spreads false narrative on social media platforms as a religious position, which the WHO has explained as overwhelming false information which threatened the efforts to curb the pandemic (WHO, 2021).
The closure of schools from March 2020, only to be reopened in October, affected the education calendar of 2020 by disrupting children’s continuous access to education. This also resulted in reduced opportunities for growth and development of children through educational and sports activities (Makombe, 2021). Furthermore, the quality of education, was heavily compromised especially for the economically incapacitated children, due to the shift to alternative education delivery methods such as the online learning (Makombe, 2021).  Learners whose passion is sport and other extra-curriculum activities could not access these anymore during this period and as a result they became idle and the period of growth that was missed has become difficult to compensate. Most sports have an age range and if that age point was surpassed during COVID-19, it denied the child the use of God given talent which could open doors for life and livelihood. The fear and frustration brought about by this makes it difficult for the young people to live a normal life.
Children in families headed by single parents were the most affected since their single parents, be they mothers or fathers and other guardians, had to spend more time engaging in informal income earning activities to continue supporting the family and such parents would therefore fail to provide home-schooling for their children (Spinelli et al., 2020). Parents were not prepared to be with their children for long with them out of school, they had no plan for education because of being overwhelmed by needs in the house since the whole family was home (Spinelli et al., 2020). The whole family being home means more consumption as people will have to take three meals per day as opposed when they are at work or school (Spinelli et al., 2020). Majority of single parents live through informal jobs and they needed to double their efforts to cope up with pressure at home. 
The pandemic was not friendly to people with other conditions like chronic illness and those with HIV/AIDS who were benefiting from the services of the Parachurch organisations (Waterfield et al., 2021). Whilst the number of HIV infections globally decreased there are subpopulations that remain at high risk due to limited access to prevention services offered by some of the parachurch organisations like FACT (Waterfield et al., 2021). According to Waterfield & Shah (2021) the persons living with HIV has high risk of COVID-19 infection, worse those who are older than 60 years of age, homeless, orphaned and vulnerable children too. The poverty-stricken areas with low incomes were most affected by the pandemic considering the unaffordability of health services (Waterfield et al., 2021). Thus, children were at high risk since in most disasters the people who suffer most are children, they are not assisted to understand or to cope psychosocially. 
Most Parachurch organisations obtain funds from Church tithes and offerings, donor funds from third parties internal or external to the mainstream Church (Resane, 2020). Due to lockdown measures, many Parachurch organizations suffered a huge drop in donation revenue and had significant cashflow problems (Resane, 2020). Businesses operating at reduced capacity for shorter hours, negatively impacts on  disposable income for congregants which was significantly curtailed, leading to little or even no inflow of funds from offerings, tithes and donations (Resane, 2020). While this was so, the church obligations did not change, thus paying for all utilities and staff thus, economically straining the church.
[bookmark: _Toc106306598][bookmark: _Toc106528530][bookmark: _Toc107244729]Mujaji (2020) confirmed a 50% decline in cash inflows linked to COVID-19-induced lockdowns, mainly due suspension of physical or in-person church worship services. Due to the stringent donor measures on the use of finances, many Parachurch organizations relying on donor funding had more pressing concerns on how to fund the goals of their social welfare activities (Mujaji, 2020). This is in line with the protection motivation theory which describes how individuals are motivated to react in a self-protective way. Threat appraisal sees the severity of a situation and examines its seriousness while coping appraisal responds to the situation (Resane, 2020). The COVID-19 pandemic caused self-motivation in finding a self- protective way and survival both for self and for the church and Parachurch organisations. Lockdown by nature affected greatly the collections in the church from Christians who are the major sources of income for the church and the parachurch. This brought a challenge to the church to do projects which should be able to support various activities and obligations that the church has (Tebitendwa, & Ssendege, 2021)The pandemic did not take away the obligations like salaries for priests and pastors, water and electricity charges, and security as well as maintenance of the properties.
Unfortunately, most of the online church platforms were and are still directed to the faithful few that can afford to pay for the online platform which mode is rarely aimed in the direction of those with no faith unless if the mass media is used (Mujaji, 2020). The mass media outreach programs are quite expensive for Parachurch organisations. While COVID19 has generated the possibility of making the church accessible to many, unfortunately, it has also restricted the church to only those who can access the electronic platform. This, inevitably, excludes most poor people who cannot afford to connect on the internet. Virtual platforms have many challenges as it is an innovation which in Africa it has never been as effective considering that the Africans are more relational than anything (Isabelle, 2020), 2020). However, is hard to monitor people on virtual platforms and to get inputs or feedback (Isabelle, 2020). More than a decade now mass media of television and satellite had introduced church on TV by Africans, but more people would prefer going physical because it is not their thing to be watching a preacher on a gadget or to listen to a voice which they don’t see the person. TV has always been seen as an elite  possession and not something that is rooted in people for serious ministry results. In Zimbabwe, research notes that internet access is around 0.07% in rural areas and therefore over emphasis on technology show that churches may concentrate in urban areas and as a result weakening the missionary role of reaching out to rural ((Mahiya & Murisi, 2022)
Methodology
	Given that this was an investigative undertaking of the impact of COVID-19 on organisational operations within parachurch organisations in Mutare, Zimbabwe, the authors employed a qualitative research methodology. This study employed a case study approach to investigate the impact of COVID-19 on organisational operations. The case study approach allows for empirical investigation of a particular contemporary phenomenon within its real life context using multiple sources of evidence.
A questionnaire with both closed and open ended questions was used to collect data and was administered to 60 participants from 3 parachurch organisations registered under the Social Welfare Act of Zimbabwe in Mutare (Scripture Union Zimbabwe (SUZim), Family Aids Caring Trust (FACT), and Simukai). The organisations were purposively selected out of a total of 9 organisations which represents 66.7% of the target population. 
Scripture Union is a worldwide bible reading movement which emanated from England in 1865 through a young man called Josiah Spiers and has stood the test of times for over 150 years in existence for the gospel of Christ to children and young people (Scripture Union, 2022). It is international, interracial, interdenominational Christian organization which spreads the word of God to children with relevant approaches, in over 140 countries of the world with over 40 countries in Africa including Zimbabwe (Scripture Union, 2022). In Zimbabwe it started in 1945 at Mutambara mission in Chimanimani district of Manicaland province (Anudu, 2020).
Family Aids Caring Trust (FACT) is headquartered in Mutare and is a Christian based national working organisation working through partnerships to improve health, reduce poverty among HIV infected population (Family Aids Caring Trust, 2022).  
Simukai is a street child rescue organisation based in Mutare and a Parachurch organisation which was a result of the coming together of Scripture Union, Catholic church and FACT.
Performance in the context of human resources is a broad because it may include  productivity, consistency, quality, and so forth (Hafeez and Rehman, 2014). On the other side performance can also be seen through the  results, a changed behaviour including management and leadership development and training skills (Hafeez and Rehman, 2014). In this study, performance of Parachurch organization will be measured in terms of how each organization attains or fails to achieve its goals.
Throughout the data collection process, ethical considerations were strictly followed to ensure that the privacy of the respondents would be respected and integrity of the information was maintained. Informed consent was obtained from the respondents, the purpose of the study was clearly stated and emphasis on participants’ privacy was also assured. Anonymity and confidentiality were also maintained for all the participants.
To improve reliability of data, the questionnaire was pilot tested to correct and remove any ambiguity in the questionnaire. Validity of the data collection instruments used in this study was enhanced by the fact that questions were derived from the research objectives, with each question being checked if it was linked to the research objectives. Furthermore, the questionnaires were checked for completeness and quality respectively. The questionnaire was also checked for legibility and consistency through the pilot study.
Presentation and Discussion of Findings
[bookmark: _37m2jsg][bookmark: _Toc107244753][bookmark: _Toc106307122]The researcher distributed self-administered questionnaires to a sample of 60 employees, beneficiaries and management from the three Parachurch organisations operating in Mutare, Manicaland Province with response rate averaging 72%. Most (40%) of the respondents were females. The work force was mostly young (between the age group 20-45 years) and could be industrious showing that they could do the task of delivering service during the impact of such disasters. The workforce at the chosen Parachurch organisations were academically and professionally qualified enough to deal with the issues of service delivery and attainment of organisational goals.  At least 37.9 % of the participants attained secondary school education, 29.3% primary school education, 26.4% had a degree or a professional diploma while 6.5 % had Masters degrees in various disciplines. Most of the workforce at Parachurch organisations had worked for more than five years and this showed that the workforce had adequate knowledge about service delivery. The three Parachurch organisations were manned by few permanent workers with the majority (65%) being voluntary workers.
Of the 60 participants, 46.67% strongly agreed the pandemic had a negative effect on management of Parachurch organisations, followed by 34% who said the negative impact was moderate, while 13.33% thought impact was mildly negative. There were, however, 5% of the participants who argued that the effect was mildly positive. The dimensions of effect include reduction in working hours, staff shortage, restrictions on intercity movements. There were many backlogs in terms of progress reports, annual audits, data collection and data analysis that needed employee’s attention, yet they had short working hours. The demand for services were extraordinary which brought emotional stress and physical stress for the short-staffed organisations leading to emotional exhaustion which resulted in reduced work quality and results.
[bookmark: _Toc106306629][bookmark: _Toc106307130][bookmark: _Toc107244761]The impact of COVID 19 on staff in Parachurch organizations is summarised in Figure 1 below.

[bookmark: _Toc106306868]Figure 1: Impact of COVID-19 on staff  
Figure 1 above showing loss of income at 43% of the participants proved this point to be the major factor affecting staff followed by ill health due to being infected by the disease or other health related effects at 22%. The third main factor was the loss of close family members  at 14 % while 11% cited home online working and 10 % negative changes in social life. 
Non-renewal of contracts and layoffs had  a major negative effect as a result of COVID-19 induced changes that affected employee performance. This had an effect on employee performance as it made them to feel insecure, unsafe, fearing being the next one to lose their jobs or to be laid off. This is supported by Brooke, (2020) who states that the feeling of insecurity reduces employee commitment and increases their stress, hence is a threat to employee performance.  
Health scares among employees was one of the ways in which COVID-19 induced changes affected employees negatively. Fear of mandatory COVID-19 testing for all employees returning to work after the first lockdown made some of the employees not to show up for work on the days when COVID-19 testing was being done, with others going as far as applying for sick leave in a bid to avoid being tested for COVID-19. As the pandemic was affecting employees work performance due to loss of income and health scares, a dying family member had an added  direct impact on the employees.
The home environment did not provide a conducive work environment  compounded by the lack of physical management and physical interactions of staff. Poor connectivity and high data costs compounded the failure to balance family and work time  Social life was disturbed as COVID-19 induced restrictions introduced social distancing, lack of visits to friends and relatives as part of their social life and social support system in face of stressful situations. Failure to communicate amongst employees led to indifference, individualism, lack of commitment and collaboration which then affected teamwork and then resultantly affected their performance.    
Of the 60 participants in the research study, 54% agreed COVID-19 had a very large negative effect on the strategic plans of the Parachurch organisations in Mutare, followed by 37% who agreed the disease affected to a large extent while a mere 9% agreed to a little extent.  Therefore, 91% agreed the disease had a significant effect on the strategic goals of the Parachurch organisations. Priorities shifted from strategic to essential, with strategic timelines affected as human resources were redeployed to essential services, whilst those deemed non-essential could not discharge their strategic assignments.
The research has shown that the COVID-19 pandemic had far reaching implications on the operations of Parachurch organisations as well as the attainment of their goals. The objective of reaching out to young people through social activities like social soccer, indoor games and imparting life skills programs to develop their physical and mental abilities was completely frustrated by the COVID-19 pandemic lockdown measures. The young people became idle, and some became involved in bad behaviour of taking drugs and substance abuse since nothing was now occupying them. The alarming rates of girls becoming pregnant and giving birth to children was not a norm for primary school learners. Provision of refreshments, meals and even shelter to the less disadvantaged such as children who are homeless commonly known as “street kids” and adults with no fixed lodgings commonly called ‘vagrants’ was a complete failure due to the strict travel restrictions and other lockdown measures. There were no more streets to hang around in as they were all deserted with restrictions and lockdowns implemented by government. The only option was for families to come together and live together working projects from home for sustenance. It was no longer an option to provide accommodation to big numbers of people in one place.
The physical distribution of free bibles and biblical materials in hotels, schools and other institutions with the objective of instilling Christian principles and moral values was not attained and the Parachurch organisations have had to come up with new strategies to distribute biblical materials online or through other means. The use of media platforms for bible and teachings as well as mass media thus the use of televisions.
The objective of evangelizing and seeking discipleship from young people through formation of interdenominational Scripture Union groups could be reached by evangelizing via the internet although this approach has limitations in that it is confined to those beneficiaries who can afford the data charges. Another innovation is to empower families to run the scripture union bible reading programs and if parents are forthcoming, it could be one of the best models to have families sit around together studying the word of God and doing discussions. Family devotions and learning together as a family is one of the best models that are demonstrated in the Bible. It is long lasting and makes families to grow together.
[bookmark: _Toc106306631][bookmark: _Toc106307132][bookmark: _Toc107244762]Coping mechanisms that were employed by the organizations in the face of the impact of COVID 19 are summarised in Table 1 below.
[bookmark: _Toc106306890]Table 1: Coping mechanisms employed by Parachurch organisations to counter the effects of COVID-19
	Coping Strategy
	Actual
	Percentages

	SWOT analysis to be conducted annually
	3
	5.0%

	Rotate staff periodically to learn almost all office duties to ensure continuity.
	2
	3.3%

	Establish a disaster recovery plan
	4
	6.7%

	Train and develop  workers on online working
	5
	8.3%

	Improve home working for voluntary workers
	3
	5.0%

	Develop a continuity plan
	6
	10.0%

	Improve efficiency
	7
	11.7%

	Improve effectiveness
	11
	18.3%

	Sustainability
	2
	3.3%

	Have alternative strategies ready when a threat occurs
	17
	28.3%

	Total
	60
	100.0%


The findings in Table 1 reveal that having alternative strategies is one of the most influential factors in coping with the impact of COVID-19 with a response rate of 28.3%. Improvement of effectiveness followed with 18.3%. This was followed closely by the improvement of efficiency at 11.7% and the need to develop a continuity plan in the event of disruption of  operations with 10.0 %.
[bookmark: _Toc106528569][bookmark: _Toc107244766]Summary, Conclusions and Recommendations
The main purpose of the research was to investigate the impact of COVID -19 pandemic on Parachurch organizations’ performance in Mutare, Manicaland province in Zimbabwe, for the period 2019-2022. A descriptive survey methodology was adopted, using both quantitative and qualitative methods. A random sampling method was used to come up with sixty (60) respondents as a sample.
Most (80.67%) of the study participants agreed the COVID- 19 pandemic affected the management of Parachurch organisations negatively. The negative impact was seen in staff or human resources where the impact saw workers either going home or taking forced leave of absence, the risky involved in operating as essential service provider, as well as the beneficiaries of programs offered by the parachurch organisations being left with no supplies. The challenge of sticking to budget lines when no activity was happening meant a moratorium on use of donor funds. Staff salaries were slashed as a result. On the effect of COVID-19 on the organization’s strategic plans, organisations ended up taking survival measures departing from the strategic goals of the organisations. 
Whilst the organisations adopted technology and virtual platforms to provide services and products  as a coping mechanisms, rural areas suffered the most in not accessing services online due to poor connectivity and unavailability of gadgets for use as well as the exorbitant costs of data to connect online.
From the study findings, it can be recommended that Parachurch organisations: 
· Should always organise and budget for unforeseen eventualities at all management levels in order to mitigate the effects of pandemics such as COVID-19 on their operations.
· Should encourage and equip their workers and beneficiaries to be able to work online in the event that such eventualities as the COVID-19 pandemic occur. 
· Should consider assisting their beneficiaries with accessing land and empower them to feed themselves. This, is a great lesson observed during the pandemic that if you do not have land to till one can actually starve because shops were closed and there were no longer usual food distributions. 
· Should support and capacitate local people and empower them to do the work than rely on workers from of parachurch organisations. Workers from parachurch organisations could just monitor those empowered.
· Capacitate schools and homes with skills that allow them to complement the work of para church organisation workers and ensure continuity of service in the event of disruptions in the magnitude of the Covid-19.
[bookmark: _Hlk107227036]The limitations of space and time are acknowledged and that the generalisations of these findings can be limited. A follow up study post Covid could present a more complete picture, hence an area of further study.
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Influence of Business Ethical Practices on Production Performance in the Manufacturing Sector: A Focus on Zimtile Private Limited, Zimbabwe
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Abstract
This study investigates the influence of business ethical practices on production performance within the Zimbabwean manufacturing sector, specifically at Zimtile Private Limited. It addresses the pressing issue of declining production efficiency, which has led to financial challenges, including high customer turnover and employee attrition. Employing a pragmatic research approach combining positivist and constructivist paradigms, the study utilized a mixed-methods design involving open and closed questionnaires, focus group discussions, and semi-structured interviews with 214 participants. Data were analysed using descriptive statistics and regression analysis, revealing that good corporate governance, financial integrity, and labor rights significantly impacted production performance. Contrary to expectations, corporate social responsibility was not statistically significant in determining production outcomes. The findings indicate a statistically significant positive correlation between business ethical practices and production performance; however, production performance was better explained by other factors beyond ethics. The study concludes that while ethical practices play a role, optimizing production efficiency remains the primary goal for manufacturing organizations. It recommends integrating ethical considerations into all organizational processes and adopting innovative methodologies, such as the Industrial Internet of Things and Lean Manufacturing, to enhance performance and sustainability in the sector.
Key Words: Business ethics, production performance, production efficiency, corporate governance, financial integrity, labour rights


Introduction
For centuries, the dichotomy of good versus evil, right versus wrong, has been explored in literature, religious texts, and films, reflecting the constant battle between ethical and unethical behavior in society (Industrial Psychology Consultants, 2020). This dynamic is no different in corporate settings, where organizations strive to present themselves as ethical, yet frequently face public scandals involving unethical practices. Such behavior often results in public relations crises, disruptions in operations, financial losses, and in extreme cases, the complete collapse of organizations.
In both the corporate world and academic circles, business ethics has become a highly topical issue (Grigoropaulo, 2019). Research shows an increasing trend of businesses failing due to unethical practices (Lings, 2014). Ethical initiatives, such as compliance programs, codes of conduct, corporate social responsibility (CSR), and ethical training workshops, have been developed over the past decades to promote ethical behavior among business participants(Varma, 2009). Despite these efforts, over 85% of global organizations still face challenges in maintaining ethical standards (Rossy, 2011).
Corporate scandals stemming from unethical business practices continue to plague industries worldwide, causing significant harm to stakeholders. According to the Global Business Ethics Survey (2018), 40% of employees believe that their organizations have weak ethical cultures, and 60% of consumers claim that business ethics influence their purchasing decisions (Industrial Psychology Consultants, 2020). Such unethical conduct can result in economic repercussions, including unemployment, reduced tax revenue, increased poverty, and reputational damage (Dupont & Karpoff, 2019).
No organization is immune to scandals. Notable corporate failures like Volkswagen, Lehman Brothers, and Enron highlight the pervasive nature of unethical behavior, even among industry giants (Hamilton & Micklethwait, 2016). In developing countries like Nigeria, unethical practices have led to large-scale corporate failures, as evidenced by the collapse of 26 banks in 1997 (Magaya, 2016).
In Zimbabwe, unethical business practices have contributed to the persistent failure of manufacturing organizations to meet their Key Performance Indicators (KPIs), further exacerbating economic difficulties (KPI Institute, 2021). Despite efforts such as the introduction of the National Code of Corporate Governance Zimbabwe (Zimcode) in 2015, Zimbabwe still ranks poorly on the Corruption Perceptions Index (Transparency International, 2020). The Zimbabwean manufacturing sector has been prone to scandals despite the hard lessons of the 2001–2009 economic difficulties seen through spiraling hyperinflation (Chigudu, 2015). Several large manufacturing organisations, including J.C. Conolly & Sons and Medlog Zimbabwe (ZWSC, 2018), were involved in labour and civil related cases. According to New Ziana (2022), Zimbabwe manufacturing organisations were still struggling with the issue of the government adopting some inconsistent policies at the expense of business. These include among others, management of the parallel market, arbitrage and the informalisation of currency markets. These downstream effects have led to continued unethical business practices according to CZI (2021).
Zimtile, Zimbabwe's leading manufacturer of concrete roof tiles, has faced significant ethical challenges in recent years, resulting in declining production performance, financial instability, and a loss of stakeholder confidence. Despite its historical success, Zimtile has struggled to meet its financial objectives, resulting in delisting from the Zimbabwe Stock Exchange and cancellation of export markets (Zimtile End of Year Report, 2021). This study sought to explore the impact of business ethical practices on the production performance of Zimbabwean manufacturing firms, using Zimtile as a case study.

Statement of the problem 
In Zimbabwe, the performance of manufacturing organizations has declined, preventing them from fulfilling stakeholder commitments (Dzanya, 2020). A report by the Confederation of Zimbabwe Industries (CZI) in 2021 indicated that 26% of manufacturing firms experienced reduced output. For Zimtile, this has manifested in an overall equipment effectiveness (OEE) of just 69%, leading to financial constraints, high employee turnover, and unsatisfactory customer retention (Zimtile End of Year Report, 2021). Despite implementing various business strategies aimed at improving production performance, the desired changes have not materialized. While existing research highlights the importance of ethics in public organizations, few studies have examined the relationship between business ethics and production performance in the private manufacturing sector, particularly in Zimbabwe. This study aimed to address this gap.

Research objectives
The research objectives which guided the study were to: 
1. Identify the business ethical practices that significantly impact production performance in manufacturing organizations.
2. Determine other factors influencing production performance in the manufacturing sector.
3. Assess the relationship between ethical behavior and production performance in the context of Zimtile Private Limited.
The study focused specifically on the influence of business ethical practices on production performance, measured using Overall Equipment Efficiency (OEE). While various metrics exist for assessing production performance—such as throughput, demand forecasting, and production costs—this research prioritized production efficiency as it is regarded as a straightforward and effective means of monitoring and enhancing manufacturing processes (Dhara & Sharma, 2018). The sample included participants directly involved in Zimtile Private Limited's production processes. Notably, the study did not encompass the broader topic of organizational performance, as production performance is a contributing factor.
Regarding limitations, the study acknowledged the broad nature of ethics, concentrating solely on its impact on production performance within Zimbabwean manufacturing organizations. It focused exclusively on Zimtile Private Limited, which operates two factories in Harare and Bulawayo, thus identifying a specific research gap. Data were gathered from a limited sample of stakeholders, including employees, investors, suppliers, community members, and customers, which may restrict the generalizability of the findings.
Literature review
Theoretical Underpinning
Business ethics encompasses various theories that highlight either the consequences of actions or the duties involved in ethical decision-making. This study draws upon three key theories: Deontology, Teleology, and Lean Manufacturing.
Deontology Theory
Deontology, rooted in biblical ethics, emphasizes the nature of actions based on established rules rather than their outcomes (De George, 2015). Shelton and Smith (2021) describe this as a divine command theory, where ethical parameters are derived from God's directives. The German philosopher Immanuel Kant is a prominent figure in this field, asserting that morality is determined by adherence to duty rather than the consequences of actions (Benlahcene et al., 2018). This theory opposes consequentialist views, arguing that actions should be judged based solely on their inherent nature and the obligations they fulfill (Benlahcene et al., 2018). Despite its alignment with biblical principles, deontological ethics is often overshadowed by utilitarianism in business practices, though it remains a compassionate framework that some organizations adopt.
The deontology theory is well suited for evaluating governance practices like corporate integrity and labour rights, as these often require unwavering adherence to ethical codes. However, the theory’s rigidity might limit its application in dynamic, outcome-focused business settings.
 Teleology Theory
Teleology, popularized by William Paley, derives from the Greek word telos and is classified as consequentialist ethics. This theory posits that actions are morally right if they lead to desirable outcomes, specifically greater overall satisfaction compared to harm (Benlahcene et al., 2018). It advocates for actions that maximize happiness for all stakeholders involved, regardless of the means used to achieve those ends (Benlahcene et al., 2018). Teleological theories include egoism, which focuses on individual satisfaction, and utilitarianism, which aims to benefit the greatest number of people (Northouse, 2016).
This theory might justify unethical means if the ends are perceived as beneficial, posing risks in governance contexts. However, its focus on results aligns with the study's aim to correlate ethical behavior with production performance metrics.

Lean Manufacturing Theory
Lean Manufacturing (LM) theory, introduced by Womack in 1991 and formalized by Jones and Roos in Lean Thinking (1996), is a production control method aimed at eliminating waste and optimizing efficiency (Dhara & Sharma, 2018). This theory emphasizes empirical data-driven decision-making and the continuous improvement of manufacturing processes. Various metrics have been proposed to measure the impact of lean practices, focusing on attributes like Kaizen, Just In Time, and Quality Control (Bayou & Korvin, 2008). Overall Equipment Efficiency (OEE) serves as a key indicator of lean performance, reflecting machinery performance through throughput, product quality, and downtime, while also considering broader measures of efficiency (Dhara & Sharma, 2018).
This theory, does not inherently consider ethical dimensions, requiring integration with other frameworks like Deontology or Teleology. However, its operational focus ensures that the study remains grounded in measurable improvements, complementing the ethical perspectives provided by Deontology and Teleology.

Conceptual Framework
	The conceptual framework in Figure 1 below provides a bird’s eye view of the research so as to understand wholly the influence of business ethical practices on production performance  
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Figure 1: Conceptual Framework
Source: Developed by the Researcher (2022)

Understanding Business Ethics
Business ethics is a complex and evolving concept that varies based on the ethical perspectives organizations adopt. It is defined as the application of ethical values and morals to business processes, playing a vital role in shaping organizational conduct and stakeholder interactions (Grigoropoulos, 2019). Ethics, as described by Etuk (2014), focuses on preferred human conduct, while Beredugo and Ebitu (2015) view it as a framework of moral principles guiding behaviour. Turyakira (2018) emphasizes that business ethics encompasses core values such as honesty, fairness, and integrity, ultimately equipping participants to navigate moral complexities in strategic decisions (Ugoani, 2019).
Key ethical practices relevant to this discussion include Corporate Social Responsibility (CSR), Good Corporate Governance, Financial Integrity, and Labour Rights. CSR emphasizes the responsibility of organizations to operate sustainably and ethically, drawing from biblical principles, such as environmental stewardship (Byars & Kurt, 2018). The Triple Bottom Line framework by John Elkington highlights the need for organizations to balance social, environmental, and economic impacts (Byars & Kurt, 2018). Good corporate governance fosters transparency and accountability, contributing to sustainable growth (OECD, 2015), while financial integrity addresses ethical dilemmas in financial dealings, promoting a culture of honesty (Byars & Kurt, 2018).
Labour rights emphasize fair treatment and compensation for employees, which are crucial for enhancing productivity and organizational loyalty (CFSI, 2018). Corporate law provides a regulatory framework ensuring that business operations align with societal moral standards, thereby promoting ethical behaviour (Industrial Psychology Consultants, 2020). In terms of production performance, Zimtile Pvt Ltd has struggled to achieve its target of 85% Overall Equipment Efficiency (OEE), facing challenges that may be linked to unethical practices. Understanding the relationship between ethical practices and production outcomes is essential for Zimtile’s success as it navigates its performance challenges.

Formalism Principle in Business Ethics
[bookmark: _Toc130856912]	 Kantian ethics, popularized by the German philosopher Immanuel Kant, emphasizes formalism, which posits that there are fixed natural laws in ethics that apply universally without room for interpretation (Knowles, 2014). For instance, practices like slave labor are unequivocally deemed wrong. Kantian virtue ethics suggests that individuals should act rightly regardless of personal interests. While fully implementing this principle in a business context may be challenging, organizations can selectively adopt certain absolute ethical standards while allowing flexibility for ambiguous situations. Additionally, divine command theory integrates ethical decision-making with cultural norms, highlighting that business ethics should align with moral principles derived from religious teachings, as seen in Israel's historical context (NKV, 2019).
Utilitarianism, articulated by thinkers like John Stuart Mill, advocates for actions that maximize benefits for the majority (Knowles, 2014). This principle is illustrated in the biblical account of Jesus raising Lazarus, where the chief priests rationalized a decision that favored the majority over the individual (NKV, 2019). In business, utilitarianism suggests that decisions should prioritize the greatest good for stakeholders, yet it often proves difficult to apply practically, as organizations cannot consider the well-being of competitors. While utilitarianism focuses on outcomes, it may neglect the humane treatment of stakeholders.
Egoism, as described by Knowles (2014), is the pursuit of individual benefit regardless of the broader consequences. It emphasizes maximizing one's own advantages, often at the expense of others. Ethical egoism can be classified into individual and universal forms, where individual egoism concerns personal interests, and universal egoism pertains to everyone acting in their best interests, only considering others to the extent that it serves their own goals. This principle is generally unpopular among moral philosophies, as it often fails to address conflicts in business settings. Lastly, relativism posits that morals are shaped by the values and traditions of specific groups (Knowles, 2014). This principle is evident in biblical laws, such as those governing business conduct, and illustrates how organizations define their values within the framework of national laws, which can complicate ethical practices in multinational contexts.
Empirical Literature Review
	The study reviewed eight recent case studies relevant to the research, encompassing two from the USA, one from West Africa, two from East Africa, one from Southern Africa, and two from Zimbabwe. 
One significant focus was on the challenges corporations face in integrating ethics into their strategic management processes. McManus and White (2011) highlighted that despite the necessity of ethical commitments, organizations often struggle to align their strategic decisions with ethical principles, especially in light of rising corporate scandals. Their research emphasized the need for ethics to be a central component in strategic management, proposing that ethical considerations must guide decision-making to ensure long-term organizational success.
Another study by Maicibi et al. (2013) examined criminal and unethical behaviors in organizations, particularly in the context of misleading advertising and asset misuse in the USA. This research underscored the importance of human resources management in navigating ethical dilemmas to maintain organizational health. The findings indicated that failure to address such unethical practices could lead to significant setbacks, including potential legal repercussions. The study called for further exploration in this area, given the persistent prevalence of unethical behaviors in organizations worldwide.
Kehinde (2010) investigated the effects of ethical behaviors on organizational operations in Nigeria, revealing a positive correlation between ethical conduct and business performance. The research recommended implementing a robust code of ethics to guide employee behavior. Similarly, Msanze (2013) assessed the impact of employee ethical conduct on organizational performance in Tanzania, finding a significant relationship between ethical behavior and overall performance. This study highlighted that while ethical conduct is crucial, it is just one of many variables influencing organizational success. Furthermore, Mgaya (2016) explored workplace ethics within non-profit organizations in Tanzania, concluding that ethical practices are essential for mitigating issues like bribery and corruption, although they represent only one aspect of organizational performance.
Lloyd et al. (2014) analyzed ethical business practices in South Africa's automotive industry, finding that organizations with established codes of ethics and strong governance structures demonstrated higher ethical standards. In Zimbabwe, Chigudu (2015) and Chigudu (2020) conducted studies focusing on ethical conduct in the public sector, revealing legislative gaps that hindered effective ethical practices. Both studies indicated a relationship between ethics and organizational performance, particularly in public institutions, but noted a lack of research in the private manufacturing sector. This gap led to the current study, which aims to investigate the influence of business ethical practices on production performance specifically within Zimbabwe's private manufacturing sector, using Zimtile as a case study.
The theoretical and conceptual frameworks were developed in alignment with the study’s objectives, emphasizing the established link between ethics and organizational performance. The research sought to fill the gap in literature regarding the private manufacturing sector in Zimbabwe, comparing findings with previous studies across various sectors and regions to validate or challenge existing conclusions regarding the impact of ethical practices on production performance.
Methodology
The study adopted a pragmatism approach, blending quantitative and qualitative methods to enhance understanding (Creswell, 2011). The target population comprised 700 individuals, including employees, managers, suppliers, clients, and community members, with a sample size of 248 determined through stratified sampling techniques (Momoh, 2021). 
The study utilizes mixed methods, combining surveys (quantitative), interviews, and focus group discussions (qualitative), ensuring a comprehensive understanding of the research problem. Surveys were used to gather broad, quantifiable data from employees, clients, and suppliers. This method captured diverse perspectives on ethical practices and production efficiency. Whereas, Interviews provided in-depth insights from managers, who offered detailed accounts of organizational strategies and ethical challenges. Focus Group Discussions (FGDs): Captured community perspectives on CSR activities, offering context-specific data that complemented other findings (Abawi, 2017; Kumar, 2011).
This triangulation ensured that findings were robust, valid, and reflective of multiple stakeholder viewpoints.
The Participants were employees, managers, suppliers, clients, and community members, representing the ecosystem of Zimtile's production processes. The Information Sought was the participants’ perceptions of ethical practices (e.g., corporate governance, labor rights) and their impact on production performance metrics like efficiency and output quality.
Stratified Random Sampling was used for employees, suppliers, clients, and community members, ensuring representative data across demographics and roles. Purposive Sampling was applied for managers, whose expert insights into organizational governance and strategy were critical to the qualitative analysis.
A pilot study validated the research instruments, achieving acceptable reliability scores (Cronbach’s Alpha) across various constructs (UCLA, 2022). Ethical considerations were prioritized, ensuring participant consent and confidentiality. Overally, the methodology established a robust framework for investigating business ethical practices.

Presentation and Discussion of Study Findings
The findings were categorized into demographic data and main results, which include descriptive and inferential analyses. 
Data was collected through questionnaires, interviews, and focus group discussions (FGDs). The overall response rates were 86% for questionnaires, 92% for interviews, and 80% for FGDs, yielding a cumulative response rate of 85%, deemed excellent (Mungenda & Mungenda, 2012). The sample was predominantly male, with 72% of questionnaire respondents identifying as male and 28% as female. This aligns with findings from LFCLS (2021), indicating a male-dominated workforce in many industries.
Gender and Ethical Awareness
Among the respondents, 64% of men were strongly aware of business ethical practices compared to 56% of women. A notable %age of women (3%) reported being unaware of these practices, highlighting potential gender disparities in ethical awareness.
Age
The majority of respondents were aged between 30 and 39 years, with fewer participants in the 50-59 age range. This contrasts with LFCLS (2021), which indicated a higher proportion of younger employees in the workforce.

Age and Organizational Policy Awareness
Older respondents (50-59 years) showed stronger adherence to organizational policies, with 70% reporting compliance, while younger respondents (18-29 years) had the lowest adherence rates. This suggests a correlation between age and maturity regarding policy adherence.

Education
The educational background of the respondents indicated that 51% had ordinary level education, 31% held college certificates or diplomas, 12% had bachelor’s degrees, and 6% had postgraduate degrees. This educational distribution suggests a general understanding of business ethics among manufacturing sector employees.
[bookmark: _Toc130856956]Work Experience
The researcher administered questionnaires and conducted interviews to gather data and the experience and results are as shown in Figure 2 below
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Figure 2: Respondent’s Experience
Source: Survey Data (2022)
The Figure 2 above shows that majority 67% indicated that they have been with their current employer between 5-10 years followed by 29% with 1-5 years of manufacturing experience. Those with 10 years and above constituted the smallest %age of 4%.
Regarding the interview participants, who were mainly Zimtile management, the data show that 51% had experience of more than 10 years followed by those who had 5-10 years who constituted 47%. Those with 1-5 years constituted as little as 2%. From this distribution of work experience, it can be concluded that the responses they provided in the research were based on personal experiences at Zimtile. 
[bookmark: _Toc130856957]Work Experience and Application of Ethical Practices on Daily Operations
The research on the working experience and the application of ethical practices on daily operations was conducted and the following figure below shows the results
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Figure 3: Respondent’s Experience
Source: Survey Data (2022)
Figure 3 above illustrates that majority 90% of respondents indicated that they strongly apply ethical practices on daily basis have been with their current employer for 10 years and above, followed by 80% who had 5-10 years then 70% of those with 1-5 years working experience. 10% of those with 10 plus years of experience apply ethical practices, followed by 20% who had 5-10 years then 20% of those with 1-5 years working experience. Shockingly, 10% of those with 1-5 years’ experience neither apply nor unapply ethical practices on daily basis. It can be concluded that respondents apply business ethical practices based on their years of work experience.
Male participants who are more educated, have more working experience and aged are aware and apply business ethical practices more than their younger female counterparts who are less educated and experienced according to these findings.
[bookmark: _Toc130856958]Findings
[bookmark: _Toc130856959]Objective 1 Findings
The first research objective sought to identify business ethical practices that impact on production performance in manufacturing organisations under review. Below is a presentation on the first research variables of the study from 5 point-Likert scale. 
Table 1: Business Ethical Practices 
	
	Statement
	SA
	A
	N
	D
	SD

	BE1
	What is the influence of transparent business activities have on production performance
	38%
	24%
	9%
	12%
	17%

	BE2
	Does accepting diversity contribute to production performance
	29%
	34%
	16%
	16%
	5%

	BE3
	Does accepting stakeholder engagement in decision making contribute to production performance
	29%
	32%
	9%
	24%
	6%

	BE4
	Does empowering director/manager with independence contribute to production performance
	7%
	15%
	33%
	28%
	17%

	BE5
	Does  everyone’s involvement in decision making contribute to production performance
	50%
	28%
	8%
	7%
	7%

	BE6
	Does paying employees prevailing market wages rate contribute to production performance
	32%
	29%
	24%
	6%
	9%

	BE7
	Does the general cost of living contribute to production performance
	33%
	28%
	7%
	17%
	15%

	BE8
	Does the organisation’s ability to pay fair wages contribute to production performance
	40%
	32%
	18%
	8%
	2%


Source: Survey Data (2022)
The study indicated that a significant majority of respondents recognized the influence of various manufacturing practices on production performance. Specifically, 99% agreed that Total Productive Maintenance (TPM) has a positive impact, while 98% acknowledged the benefits of Six Sigma. Additionally, 96% supported the Define Measure Analyze Improve Control (DMAIC) framework, and 92% affirmed the role of Statistical Process Control (SPC). The Single Minute Exchange of Dies (SMED) garnered unanimous support, with 100% agreement regarding its influence. In contrast, only 72% agreed on the impact of the Supplier Input Process Output Customer (SIPOC) model, with 10% dissenting. Overall, 91% of respondents believed that lean manufacturing practices positively influence production performance.
The findings suggest that production performance is significantly affected by unethical practices and external factors, including weak national laws, poor economic policies, and inadequate ethical training. These challenges highlight the importance for organizations to focus not only on improving business ethics but also on enhancing the overall business environment. A transition from traditional methodologies to contemporary approaches in business ethics is essential for achieving better organizational outcomes.
Ultimately, the research underscores that ethical practices are crucial for successful production performance and should be integrated into all operational tasks. The third research objective specifically assessed the influence of ethical behavior on production performance, with detailed insights provided through correlation analysis conducted using SPSS. This emphasizes the need for organizations to prioritize ethical considerations to enhance their production efficiency and effectiveness.
Table 2: Lean Manufacturing Practices 
	
	Statement
	SA
	A
	N
	D
	SD

	LM1
	Does Total Productive Maintenance-TPM have influence on production performance
	88%
	11%
	1%
	0%
	0%

	LM2
	Does Six Sigma have influence on production performance
	90%
	8%
	2%
	0%
	0%

	LM3
	Does Define Measure Analyse Improve Control - DMAIC have influence on production performance
	85%
	11%
	2%
	2%
	0%

	LM4
	Does Statistical Process Control-SPC to production performance
	77%
	15%
	3%
	3%
	2%

	LM5
	Does FiveS have influence on production performance 
	50%
	28%
	8%
	7%
	7%

	LM6
	Does  Fish Bone Analysis have influence on production performance
	82%
	16%
	2%
	0%
	0%

	LM7
	Does Single Minute Exchange of Dies – SMED have influence on production performance
	93%
	7%
	0%
	0%
	0%

	LM8
	Does Supplier Input Process Output Customer - SIPOC have influence on production performance
	40%
	32%
	18%
	8%
	2%


Source: Survey Data (2022)
According to Table 2, a significant majority of respondents recognized the influence of various manufacturing practices on production performance. Specifically, 99% agreed that Total Productive Maintenance (TPM) impacts production, while 98% acknowledged the importance of Six Sigma. The DMAIC framework received 96% agreement, and 92% affirmed the role of Statistical Process Control (SPC). Additionally, 78% supported the idea that FiveS affects production performance, and 100% agreed on the influence of Single Minute Exchange of Dies (SMED). However, only 72% agreed on the Supplier Input Process Output Customer (SIPOC) model's impact, with 10% dissenting. Overall, 91% of the study population believed that lean manufacturing practices positively influence production performance.
The discussions reveal that production performance is significantly affected by various unethical practices and external factors, including weak national laws, poor economic policies, and inadequate ethical training. These challenges highlight the need for organizations to improve both their business ethics and overall environment to enhance performance. The shift from traditional to contemporary methodologies in business ethics is essential for achieving better organizational outcomes. Ultimately, the findings emphasize that ethical practices are crucial for successful production performance and should be integrated into all operational tasks. The third research objective assessed the specific influence of ethical behavior on production performance, further detailed through SPSS correlation analysis.
Table 3: Business Ethical Practices Correlation 
	
	Correlations

	
	Production performance
	Inclusion in decision making
	Accepting diversity at work
	Transparency management
	Director independence

	Production performance
	Pearson Correlation
	1
	.037
	*.027
	.022
	*.012

	
	Sig. (2-tailed)
	
	.603
	.696
	.756
	.869

	
	N
	210
	205
	207
	204
	206

	Inclusion in decision making
	Pearson Correlation
	.037
	1
	.015
	.043
	.002

	
	Sig. (2-tailed)
	.603
	
	.830
	.542
	.980

	
	N
	205
	205
	202
	199
	201

	Accepting diversity at work
	Pearson Correlation
	-.027
	.015
	1
	-.223**
	-.034

	
	Sig. (2-tailed)
	.696
	.830
	
	.001
	.627

	
	N
	207
	202
	207
	201
	203

	Transparency management
	Pearson Correlation
	.022
	.043
	*.223**
	1
	.173*

	
	Sig. (2-tailed)
	.756
	.542
	.001
	
	.014

	
	N
	204
	199
	201
	204
	200

	Director independence
	Pearson Correlation
	-.012
	.002
	-.034
	.173*
	1

	
	Sig. (2-tailed)
	.869
	.980
	.627
	.014
	

	
	N
	206
	201
	203
	200
	206

	
**Correlation is significant at the 0.01 level (2-tailed)
*Correlation is significant at the 0.05 level (2-tailed)


Source: Survey Data (2022)
The Pearson product correlation analysis revealed weak relationships between production performance and various workplace factors. Specifically, inclusion in decision-making showed a low positive correlation (r = 0.037, p < 0.01), indicating that greater inclusion leads to a negligible positive change in production performance. Conversely, accepting diversity at work had a low negative correlation (r = -0.027, p < 0.01), suggesting that increased acceptance of diversity is associated with a slight decline in production performance. Similarly, transparency management also exhibited a low positive correlation (r = 0.022, p < 0.01), indicating negligible positive effects on production performance. Additionally, director/manager independence was found to correlate negatively (r = -0.012, p < 0.01), implying that greater independence among managers may result in a marginal decrease in production performance.
The Pearson product correlation analysis from Table 3 below revealed varying relationships between production performance and several wage-related factors. Specifically, the correlation between production performance and cost of living wages was low but positively significant (r = 0.167, p < 0.01), indicating that higher cost of living wages result in a marginally positive change in production performance. Conversely, the correlation with the ability to pay fair wages was found to be low and negatively significant (r = -0.101, p < 0.01), suggesting that an increased ability to pay fair wages is associated with a slight decrease in production performance.
Additionally, the correlation with prevailing market-related wages was also low and positively significant (r = 0.072, p < 0.01), indicating negligible positive effects on production performance. In contrast, stakeholder engagement was negatively correlated with production performance (r = -0.116, p < 0.01), suggesting that greater stakeholder engagement may lead to a small decline in performance.


Table 4: Business Ethical Practices Correlation 
	
	Correlations

	
	Production performance
	Cost of Living
	Ability to pay
	Prevailing Market rates
	Stakeholder engagement

	Production performance
	Pearson Correlation
	1
	.161
	-.101
	.072
	-.116

	
	Sig. (2-tailed)
	
	.021
	.149
	.306
	.094

	
	N
	210
	205
	204
	204
	208

	Cost of Living
	Pearson Correlation
	.161*
	1
	-.044
	.052
	.095

	
	Sig. (2-tailed)
	.021
	
	.536
	.465
	.178

	
	N
	205
	205
	199
	199
	203

	Ability to pay
	Pearson Correlation
	-.101
	-.044
	1
	-.034
	.109

	
	Sig. (2-tailed)
	.149
	.536
	
	.632
	.124

	
	N
	204
	199
	204
	198
	202

	Prevailing Market rates
	Pearson Correlation
	.072
	.052
	-.034
	1
	-.089

	
	Sig. (2-tailed)
	.306
	.465
	.632
	
	205

	
	N
	204
	199
	198
	204
	208

	Stakeholder engagement
	Pearson Correlation
	-.116
	.095
	.109
	-.089
	1

	
	Sig. (2-tailed)
	.094
	.178
	.124
	.205
	

	
	N
	208
	203
	202
	202
	205

	*Correlation is significant at the 0.05 level (2-tailed)


Source: Survey Data (2022)
Objective 3 Discussions
The study highlighted a weak positive relationship indicating unethical stakeholder behavior, attributed to inadequate ethical practices within the organization. A strong correlation between business ethics and production performance was not established, aligning with findings from previous studies in regions such as the USA and Europe, which also noted a positive yet weak correlation (Msaze, 2016). While weak business ethics may contribute to poor production performance, it should be recognized that multiple factors influence production outcomes, as noted by Hian et al. (2004) and Msanze (2013).
Hypothesis Testing
To test the hypothesis regarding the relationship between business ethical practices and production performance, regression analysis was employed. The null hypothesis (H0) posited no relationship, while the alternative hypothesis (H1) suggested a relationship exists. Independent variables included Corporate Social Responsibility, Good Corporate Governance, Financial Integrity, and Labour Rights, with production performance as the dependent variable.
Regression analysis sought to predict the dependent variable's value based on the independent variables, assessing both magnitude and statistical significance. It was essential to test for normality of residuals to ensure accurate p-values. The model summary included the R value, indicating the strength of correlation, and the R-squared value, reflecting the proportion of variance in production performance explained by the independent variables. Results are detailed in Table 5.
Table 5: Summary of Regression Model
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.744a
	.524
	.424
	.36518

	a. Predictors: (Constant), Corporate Social Responsibility, Good Corporate Governance, Financial Integrity and Labour Rights


Source: Survey Data (2022)
As shown in Table 5, the value for R-squared 0.524 indicated that the study independent variables explain about 52.4% of the variance of the dependent variable. It clearly reflects that the independent variables influence production performance in the manufacturing organisation to a greater extent. Therefore, independent variables of this study significantly influence production performance.
Table 6: Coefficients of Multiple Regression
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	Labor Rights
	.340
	.075
	.455
	4.519
	.000

	
	Financial Integrity
	.301
	.093
	.407
	3.007
	.031

	
	Good Corporate Governance
	.499
	.069
	.576
	5.705
	.003

	
	Corporate Social Responsibility
	.049
	.069
	.076
	.705
	.483


Source: Survey Data (2022)
Using a significance level of 5%, an independent variable is considered statistically significant if its p-value is less than 0.05. According to the findings in Table 6, Financial Integrity (p-value = 0.032), Labour Rights (p-value = 0.000), and Good Corporate Governance (p-value = 0.003) were all statistically significant at the 5% level. This indicates that changes in these three business ethical practices positively impact production performance.
In contrast, Corporate Social Responsibility (CSR) (p-value = 0.483) was not statistically significant at either the 1% or 5% levels, suggesting that its implementation does not affect production performance in manufacturing organizations.
Hypothesis Interpretation of Coefficients
The coefficient for Financial Integrity was 0.301 (p-value = 0.031), indicating that higher Financial Integrity leads to improved production performance. Specifically, a unit increase in Financial Integrity results in a 0.301 increase in the likelihood of good production performance.
For Labour Rights, the coefficient was 0.34 (p-value = 0.00), signifying a significant positive effect on production performance at the 1% level. A unit increase in Labour Rights correlates with a 0.34 increase in good production performance.
Overally, the study concludes that Good Corporate Governance, Financial Integrity, and Labour Rights significantly influence production performance in Zimbabwe's manufacturing sector. However, CSR does not demonstrate a significant impact, despite being widely adopted. The researcher accepts the null hypothesis regarding CSR. Additionally, production performance is affected by various internal and external factors, including weak national laws, poor economic policies, and lack of ethical training, highlighting the complexity of the influences on manufacturing outcomes.
Conclusions and Recommendations
This study explored the influence of business ethical practices on production performance in Zimbabwe's manufacturing sector, with Zimtile Pvt Ltd as a case study. The findings showed a weak but positive correlation between ethical practices and production performance. The results indicated that ethics are indeed integral to organizational success, with the majority of respondents supporting the notion that ethical practices, particularly those based on Biblical principles, positively impacted performance. Respondents highlighted the importance of values such as honesty, fairness, and respect in achieving sustainable production performance (Chibarabada, 2015; Dupont & Karpoff, 2019).
Conclusions:
1. Objective 1: Ethical practices, such as honesty, objectivity, and fairness, were found to contribute significantly to organizational success. Organizations that integrate ethics into their operations experience enhanced performance, contributing to broader economic development (Rossy, 2011; Hamilton & Micklethwait, 2016).
2. Objective 2: Poor production performance in manufacturing organizations was largely attributed to weak business ethics, among other factors like outdated technologies and weak national laws. Improvement in ethical standards and business environments is critical for enhanced production (Mgaya, 2016; CZI, 2021).
3. Objective 3: Ethical failings, particularly among organizational leaders, contributed to declining performance. The study advocated for the integration of Biblical principles into business practices as a means to foster accountability and integrity, thereby enhancing production outcomes (Msaze, 2013; Shelton & Smith, 2021).
Research Implications: The research identified that ethical factors, though influential, were not the sole determinants of production performance. Other factors, such as Industrial Internet of Things (IIoT), Lean Manufacturing (LM), and team-building initiatives, also played pivotal roles. Organizational culture and policies must support ethical training and the implementation of systems like whistleblower programs to combat unethical practices (IPC, 2022; KPI Institute, 2021).
Recommendations:
1. Biblical Ethics in Business: Modern organizations should adopt Biblical principles to guide ethical behavior. These principles can serve as a universal standard for integrity and fairness in business (Samir, 2015).
2. Adoption of IIoT: Integrating IIoT technology can optimize production efficiency and reduce operational costs, driving higher production performance (AIQ, 2020).
3. Ethical Compliance: All participants should adhere to signed codes of ethics, and organizations should introduce whistleblower hotlines to report unethical behavior (Mgaya, 2016). The findings corroborate CFSI (2018), which highlighted that ethical labor practices increase productivity by fostering a committed workforce.
4. Capacity Development in Ethics: Continuous training and collaboration with industry participants are necessary to improve ethical standards in business (KPI Institute, 2021).
In conclusion, ethical practices serve as foundational elements for production efficiency, though their efficacy is influenced by broader systemic factors. This study underscores the necessity for organizations like Zimtile to adopt holistic strategies that integrate ethical frameworks with technological advancements, thereby driving sustainable growth. Future studies should expand beyond a single organization and include various sectors such as agriculture, healthcare, and education. Research should also investigate the potential of IIoT and other advanced technologies in boosting production performance across different industries (AIQ, 2020).


[bookmark: _Toc128060039][bookmark: _Toc130856984]References
Abawi, L. (2017). Research methods in education. New York, NY: Academic Press.
AIQ. (2020). Survey on manufacturing organizations that digitized processes. Industrial Journal, 45(2), 22-30.
Bayou, M. E., & Korvin, A. (2008). The impact of lean manufacturing practices on operational performance: A study of manufacturing firms in the USA. Journal of Manufacturing Science and Engineering, 130(1), 1-10. DOI: 10.1115/1.2826969. 
Benlahcene, N., Fadli, A., & Hachem, S. (2018). Ethical decision-making in business: A comparative analysis of deontology and teleology. Journal of Business Ethics, 152(3), 547-564.
Beredugo, J. U., & Ebitu, E. (2015). Business ethics in contemporary society: A framework for ethical decision-making. International Journal of Business and Management, 10(2), 1-9.
Byars, L. L., & Kurt, L. (2018). Business ethics: A managerial approach. New York, NY: McGraw-Hill.
Byoung, T., Hyoung, J. & Wook, C. (2013). Business ethics and organizational efficiency. Journal of Business Ethics, 39(3), 57-68.
Chibarabada, J. (2015). Business ethics in the Zimbabwean context. Journal of Business Studies, 32(1), 14-22.
Chigudu, D. (2015). Corporate governance failures in Zimbabwe. International Journal of Public Administration, 58(4), 39-47.
Chigudu, H. (2015). The impact of ethical practices on organizational performance in Zimbabwe. African Journal of Business Management, 9(10), 440-458.
Creswell, J. W. (2011). Research design: Qualitative, quantitative, and mixed methods approaches. Thousand Oaks, CA: SAGE Publications.
Cumming, D. (2015). Unethical practices in global financial markets. Journal of Financial Regulation, 12(3), 17-28.
CZI. (2021). Confederation of Zimbabwe Industries report. Harare, Zimbabwe: CZI.
Dhara, R., & Sharma, A. (2018). Lean manufacturing: A complete guide. Journal of Industrial Engineering and Management, 11(2), 129-148.
Dupont, C., & Karpoff, J. M. (2019). The economic effects of corporate scandals: A review of the literature. Journal of Business Ethics, 158(3), 751-773.
Elkington, J. (1997). Cannibals with forks: The triple bottom line of 21st century business. Oxford, UK: Capstone.
Etuk, S. (2014). Business ethics: An overview. International Journal of Business and Social Science, 5(6), 1-6.
Grigoropoulos, J. (2019). Business ethics in the 21st century: Challenges and opportunities. London, UK: Routledge.
Hamilton, A. & Micklethwait, J. (2016). Corporate scandals: Causes and effects. Journal of Corporate Governance, 49(3), 11-25.
Industrial Psychology Consultants. (2022). Ethics in the workplace: Global perspectives. Journal of Organizational Behavior, 54(6), 30-35. http://ow.ly/nMnI50MQpIP 
Kehinde, J. (2010). Ethical behavior and organizational performance in Nigeria: A study of selected firms. International Journal of Business and Management, 5(6), 100-109.
KPI Institute. (2021). Key performance indicators in business ethics. Journal of Corporate Performance, 27(1), 14-21.
Lings, I. (2014). The rise and fall of corporate ethics: Lessons from the past. Business Ethics Quarterly, 24(2), 145-167.
Lloyd, M., Naidoo, R. S., & Naicker, V. (2014). Ethical business practices in the South African automotive industry. South African Journal of Business Management, 45(1), 1-14.
Magaya, A. (2016). The impact of unethical practices on corporate governance in Zimbabwe. Journal of African Business, 17(2), 265-285.
Maicibi, N. A., Namasasu, R., & Muli, M. (2013). Unethical behavior in organizations: A case study of misleading advertising. Journal of Business Ethics, 113(2), 321-334.
Mgaya, P. (2016). Corporate failures and governance in Africa. Journal of African Business, 32(2), 44-52.
Msaze, S. (2013). Ethical behavior and its impact on organizational performance in Tanzania. Journal of African Leadership, 31(1), 12-20.
Northouse, P. G. (2016). Leadership: Theory and practice. Thousand Oaks, CA: SAGE Publications.
Rossy, K. (2011). The state of ethics in business: A global perspective. International Journal of Business and Social Science, 2(12), 1-10.
Samir, T. (2015). Corporate scandals: Unveiling unethical business practices. Journal of Business Ethics, 41(2), 22-30.
Shelton, K. & Smith, B. (2021). Biblical principles in business ethics. International Journal of Christian Ethics, 46(1), 31-42.
Transparency International. (2020). Corruption perceptions index 2020. Berlin, Germany: Transparency International.
Turyakira, P. (2018). Business ethics and corporate governance: A comparative analysis. African Journal of Business Ethics, 12(1), 1-10.
Varma, S. (2009). The role of ethical training in promoting ethical behavior. Journal of Business Ethics Education, 6(1), 111-122.
Womack, J. P. (1996). Lean thinking: Banish waste and create wealth in your corporation. New York, NY: Simon & Schuster.
Zimtile End of Year Report. (2021). Harare, Zimbabwe: Zimtile Pvt Ltd.
ZWSC. (2018). Annual report on the state of manufacturing in Zimbabwe. Harare, Zimbabwe: Zimbabwean Manufacturing Sector Council.




The nexus between Leadership and the Adoption of Information Communication Technology (ICT) by Law Firms in Harare
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Abstract
This study explored the role of leadership in the adoption of information and communication technology in law firms in Harare. The study investigated the role played by the leader in acceptance and hence adoption of ICTs, and to recommend ways for ensuring integration of ICT in day to day running of a law firm. The review of literature  explored the concepts of leadership and technology acceptance. The researchers also explored literature on how law firms in the other parts of the world and the region are taking advantage of advancement in ICT to obtain competitive advantage and retain customers. A mixed methods approach was used to collect data for the study. Findings showed that, while there is high awareness of the use of ICT in law firms, there are divided opinions on the contribution of leadership to the adoption of ICTs. It appears leaders are wary of the risks associated with technology advancements. The study recommends a proactive approach when adopting ICTs, with firms taking time to conduct in-depth research that includes looking at reviews from other firms that have used the technology before.
Key Words: technology adoption, legal services, leadership.
[bookmark: _Toc139179764]Introduction
The importance of technology Information Communication Technology (ICT) for business competitiveness cannot be overemphasized (Makiwa and Steyn, 2016) with others  stressing the need for speed, accuracy, security and proper management of information in legal practice (Owoeye, 2011). ICT encompasses technical communication methods, including personal computers, telephone systems, internet, and applications like e-commerce and video-conferencing. Olise, Anigbogu, Edoko, and Okoli (2014) further emphasize the importance of ICT in capturing, processing, storing, and accessing information. In today's competitive world, businesses must follow clients' expectations and adapt to their needs, as failure to do so may lead to losing clients to competitors. Leadership, as defined by Northouse (2016) and Yukl (2010), involves an individual influencing others to facilitate activities and relationships, emphasizing the interactive nature of the relationship between leaders and those being led.
Law firms provide a wide range of services to clients, including defending clients in courts, drafting contracts, and providing legal advice on partnership formation and trust documents. The availability of digital resources, such as online libraries, court judgments, and statutes, allows for quick access to information and faster data analysis (Owoeye, 2011). ICTs facilitate efficiency, accountability and reliability in businesses. However, the adoption of ICT depends on owner-manager support and the need for a leader who encourages employees to embrace and adapt to technology. Many employees are sceptical about ICT adoption due to fears of technology taking over their jobs and job redundancy. The International Labor Organization (ILO) has provided examples of how technology has caused job redundancy and job losses (ILO, 2023). To ensure employees feel their jobs are not under threat, decisive and concerned leadership is needed. Empathy is also necessary in handling situations where technology may result in job redundancy or re-assignment. Changes in the workplace can disrupt the equilibrium, and people need a trusted guide to navigate these issues .
The legal sector in Zimbabwe has been slow to adopt ICT due to its traditional approach to business. The legal profession interacts with companies in other sectors such as banks, manufacturing, and education, which have advanced ICT systems. International jurisdictions like Germany and France have been conducting international arbitrations remotely using tele-conferencing since 2005 (Giupponi 2022). In Zimbabwe, this trend is only recent as restrictions on movements due to Covid-19 have increased the need for ICT innovations to reduce backlogs of legal cases at courts. Kenyan lawyers have had to quickly adopt new ICT systems due to corporate clients' demands for ease of communication and the massive backlog of court cases in Kenya. This led Kenya Justice System to introduce virtual court sessions and electronic case management systems to clear the adopted backlog of cases (Njuguna, 2021).  In Zimbabwe, law firms adopted Zoom, WebEx, and Microsoft Teams online meetings to hold discussions with clients during the Covid-19 lockdown period.
In Zimbabwe the first phase of the Zimbabwe Integrated Electronic Case Management System (IECMS) was launched on May 1, 2022, covering the Constitutional Court, Supreme Court, and Commercial Court. The Labour and Administrative Courts were to follow on February 1, 2023, allowing for online application filing and document submission (The Judiciary Service Commission 2022).  However, it is important to note that other countries had started using electronic filing and eJustice several years before Zimbabwe did. For example, in France, the French Administrative Court started using electronic case filing in 2005 (Velicogna, Errera and Derlange 2013). This shows that Zimbabwe is lagging behind in terms of ICT adoption.
The use of ICT in law firms has been slow, with many adopting basic telephones and computers as word-processors due to the conservative nature of the legal profession. Only a few firms have adopted video-conferencing, online meeting tools, applications that automatically convert audio files to text files, comprehensive accounting systems, automated billing, online law libraries, and online filing of documents. This slow adoption is deliberate, as increased efficiency will lead to less billable hours for lawyers.
The slow uptake of ICT usage leads to frustration among law firm employees who may have to work long hours manually. Some clients have been inconvenienced due to delays in getting their cases heard in the courts. To address some challenges, law firms have adopted email communication, which is less costly, and telephone calls for urgent issues. Many law firms have an online presence through websites, but these are more marketing tools than providing in-depth information. Many ICT tools are not being used to full capacity, and users often do not receive proper training on how to use gadgets or proper usage. This study aims to explore the link between leadership and ICT adoption in law firms to explain the slow progress of ICT systems that have worked for law firms in other countries. Leaders are supposed to inspire their followers to work towards achieving set goals. More specifically, the study aims to determine the awareness of ICT options available to law firms in Harare, examine factors affecting ICT adoption by law firms, and ascertain the role of the senior partner (leader) in acceptance and adoption of ICTs. The research assess ICT options available for law firms to improve efficiency and record-keeping, as well as actual adoption of the available technologies based on some Harare law firms. The study's significance lies in its focus on the role of leadership in the adoption of ICTs by law firms, as well as the awareness of ICT tools that may lead to improved efficiency and early, proactive adoption of ICTs for business competitiveness and continuity.
Literature Review
Leadership is a complex process that involves mutual respect and understanding between leaders and their followers. Northouse (2016) defines it as a highly sought-after and valued commodity, while Kouzes and Posner (2017) argue it is a relationship between those who lead and those who choose to follow. The main concepts of leadership are influence, power, and motivation. Leaders are responsible for running organizations and are expected to influence their followers to handle greater responsibilities and uncertainties while remaining within the organization's goals and vision. The common ground between these two positions is mutual respect and understanding.
Davis (1989) model explains the use and acceptance of information systems and technology by individual users, based on their opinion and ease of use. The adoption of ICTs in law firms involves the end user must accept the acquired tools and learn to use them for tasks assigned to them. However, individual opinions may not be as significant as the decision to adopt ICTs is made at the organization's level. Leaders may seek the opinions of their followers before making decisions to acquire ICTs or research their usefulness to a law firm. Overall, the adoption of ICTs in law firms depends on the organization's level of decision-making.
[bookmark: _Toc139179781]Theoretical Framework
Several leadership theories have been put forward. Leadership is a complex concept that encompasses three key attributes: the leader's characteristics, the characteristics of the followers, and the characteristics of the situation or circumstances. Trait theories, based on innate traits such as intelligence, alertness, insight, responsibility, initiative, persistence, self-confidence, and sociability, suggest that a leader's traits are innate but not necessarily determining their leadership abilities. However, studies have shown that leadership also depends on the circumstances, and traits can be inborn or learned.
Behavioral theories, on the other hand, focus on the leader's behavior, which evolved from trait theories and assert that an individual can learn characteristics to enable them to lead people. Research focuses on task and relationship behaviors, with the behavioral approach evaluating leadership as a form of behavior that combines task and relationship aspects (Northouse, 2016). The situational theory of leadership focuses on how a leader behaves in a given situation, suggesting that a leader may need to adapt to prevailing circumstances to influence followers. This type of leadership is practical and useful in leadership trainings, as it considers the unique characteristics of each individual and their ability to influence others.
The Technology Acceptance Model (TAM) is a theory that explains how people and companies view and accept technology use in their jobs (Ajibade, 2018). It was developed by Davis (1989) and assumes that when a technology is perceived as user-friendly and useful, users are more likely to use it. However, the TAM's application in companies may not be suitable due to the fact that employees perform tasks as directed by their superiors or job descriptions, which follow company policies. Personal factors that shape human behavior and the inability to measure and re-measure consistently due to personal factors are not considered. In the workplace, company policies restrain attitudes and perceptions, leading employees to make adjustments to excel in their jobs. Personal experience with in-house ICT systems allows individuals to modify personal goals to align with organizational goals (Ajibade, 2018).. 
Empirical Literature Review 
According to Northouse (2016), leaders contribute significantly to the organizational culture through the accomplishment of mutual goals, which in turn contributes to the bottom line. Yukl (2010) posits that an ethical leader leads by example, creating an environment that aids the development and dissemination of a code of ethical conduct and allows for free discussions on ethics and integrity. Leadership styles tend to be related to the internal culture, both organizational and community. Zimbabwe, being in sub-Saharan Africa, has a high score on humane orientation and in-group collectivism, which means that people are generally expected to be considerate and sensitive to the needs of others.  In Zimbabwe, the spirit of Ubuntu guides many workplace relationships. Each person has a SHAPE or purpose for being alive, which includes special or spiritual gifts, heart, abilities, personality, and experiences. A few leadership types will be discussed below.
Transformational leadership involves considering emotions, values, ethics, standards, and long-term goals while constantly evaluating what drives followers (Northouse, 2016). It creates personal and professional commitments towards self-esteem and self-actualization, leading to noticeable changes in followers' personal goals. However, transformational leadership is rare in law firms due to profitability being rated higher than growth (Rhodes, 2013). Autocratic leadership is more common, leading to lack of trust and high turnover. In Zimbabwe law firms, managing partnership is usually on a rotational basis, leading to tense work relations and a lack of respect for others. Lack of succession planning and leadership development programs can lead to a leadership vacuum, potentially leading to firm splitting or collapse. Transformational leaders reduce stress in followers by showing idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration (Bass and Riggio 2006). Pseudo-transformational leaders are often seen as the opposite, using followers for personal gain and not truly caring for their followers (Waziri, Ali & Aliagha 2014).
Adaptive leadership is a leadership style that emphasizes adaptability to new circumstances and challenges (Northouse, 2016). Leaders must guide followers through uncertain times, providing support and understanding the need for change. Adaptive challenges are crucial, as followers often resist them due to fear of the unknown. To make progress, leaders must observe their people's struggles and organizational goals, understand their requirements, advise the best way, and move forward. Adaptive leaders take time to understand their followers' concerns and provide necessary support or push to make progress (Northouse, 2016).  
A leader's effectiveness can be measured by their influence on people, the organization, and the achievement of organizational goals. Other factors include changes in follower behavior and leader respect (Waziri et al., 2015) For instance, a new leader who leads by example may change an employee's lateness habit, demonstrating the power of leadership. This approach helps leaders achieve their organizational goals effectively. Mpofu and Watkins-Mathys (2011) argue that the decision to adopt new ICT systems is directly influenced by leadership within an organization, and lack of leadership support hinders the adoption of ICTs.
A leader's primary goal is to achieve organizational goals, and they exert influence over their followers to achieve a common outcome. This influence can occur through words and actions, exemplary behaviour, and a vision that inspires the target (Northouse, 2016). An agent's influence on organizational culture is higher in situations involving significant change, such as merging two law firms. Yukl (2010) proposes four levels of conceptualization to describe leaders and their influence on followers. These levels include commitment, compliance, resistance, and power.  Power refers to the extent to which a leader can exert influence over things, events, attitudes and behavior. Northouse (2016) states that power is part of the influence process and is essential for leader to effectively manage their followers and achieve organizational goals. Motivation is a vital aspect of leadership, driving individuals to work towards set goals. Leaders must coach their teams and provide timely feedback to keep followers motivated. An example of motivation is the SpeechExec application, which faced skepticism but was adopted by the managing partner, leading to faster turnaround and less typing for the secretary (Kouzes and Posner 2016). 
Information and Communication Technology (ICT) incorporating digital technology that includes personal computers, printers, operating systems, accounting packages, the internet, file and document management systems, telephone, and network devices has also been used to solve challenges in the justice system in France, such as e-Justice and electronic signatures, making access to justice easier and faster (Velicogna, Errera and Delange, 2013). Effective use of ICTs in law firms simplifies the task of keeping in touch with clients and processing paperwork. Today's tech-savvy customers often look for reviews or references online before engaging with a company. Law firms have adopted an online presence through websites and social media chat services, allowing ordinary citizens to ascertain the legal status of their concerns and decide whether to consult a lawyer. Individual lawyers also write articles in newspapers, online blogs, and maintain an online presence on sites like LinkedIn to attract and retain clients. Speech-to-text applications and optical character recognition (OCR) technologies save time in law firms by automatically converting speech to text. Online meetings have become increasingly popular due to Covid-19 restrictions, allowing law firms to meet in person via Zoom, Teams, and WebEx. Proper accounting is crucial for law firms, and online libraries like LexisNexis, Optima, and South African Law reports make research easier and provide in-depth knowledge (Chomiac-Orsa et al., 2019).
Electronic sources of legal information, such as knowledge bases and blogs, are essential for clients to understand legal standing and for the functioning of law firms. Zimbabwe law firms use Optima, South African Law Reports, and online judgments from high courts and the Supreme courts. Electronic discovery or eDiscovery is an ICT tool used to identify, collect, and produce electronically stored information for use in law suits or investigations (Kerikmae, Hoffmann and Chochia, 2018). An example of eDiscovery is seen in a high-profile divorce case before the Harare High Court, where lawyers for one litigant presented evidence that the man was legally married to another woman at the time of the civil marriage.
Integrated IT solutions are essential tools used in law firms to ensure smooth operations. These include accounting packages, word-processing tools, and speech-to-text applications. Case management software helps lawyers manage client and case information, simplifying communication and making all relevant information accessible. The Zimbabwe IECMS system, supplied by eSynergy, is used for the online court system used by the Administrative Court and the Labour Court (Judicial Service Commission 2023). Lexware, a package that includes case management, client relationship management (CRM), knowledge management, and billing, is also used by local law firms.
[bookmark: _Toc139179786]Law firms are renowned for their expertise in creating and transferring legal information assets, which requires proper document management to prevent wrong filing, over-writing, or corruption. Document management systems are part of knowledge management systems used by firms and institutions. Some law firms have created a repository of precedents, an example of knowledge management. However, competition is forcing law firms to adapt and move away from traditional methods. A database of precedents safeguards against loss of valuable information gained from years of experience in the legal field (Evans and Price, 2017). Comprehensive and timely backups of all information are crucial for law firms, as information assets are vital for court justice delivery and business continuity. ICT backup tools are essential for mitigating disasters and fulfilling statutory requirements for keeping financial information and client files for at least five years (Ntengenyane and Khayundi, 2021 ).
IT solutions for image creation fall into two categories: creating an image for the company or branding, and creating images of documents for archiving and easier retrieval. Branding for a law firm can be achieved by engaging a consultant to create a company website, which is accessible globally and available 24/7 (Du Plessis, 2011). Credibility of the law firm is enhanced by having links to relevant authorities in the justice system, such as the Law Society of Zimbabwe or the Zimbabwe Judicial Services Commission. Law firms can be ranked on internal online websites like Chambers Global and HG.org, making them visible internationally. This allows clients and international law firms to check rankings before making a decision. Additionally, law firms can convert physical documents into electronic format using scanners and OCR software, allowing them to create electronic copies of historical files. This process falls under document or knowledge management.
The availability of legal information, court judgments, and precedents over the internet is forcing law firms to prioritize information management and ensure the quality of their services (Evans and Price, 2017). Lawyers in law often set targets such as revenue, closed cases, and new business volume, leading to a focus on workload over knowledge sharing. Some lawyers view sharing knowledge as risking losing their competitive edge. Additionally, the challenge of making copies of documents for relocation between law firms is another issue (Evans and Price, 2017).
Law firms in Zimbabwe are facing pressure to adopt new ICT technologies due to compliance issues and outdated equipment. The adoption of IECMS by the Zimbabwe courts has forced firms to adopt systems compliant with the Judicial Service Commission's IECMS system (Gono, Harindaranath & Ozcan, 2019). In Zimbabwe, financial systems must comply with the Zimbabwe Revenue Authority's system. An international law firm used an Electronic Data Interchange (EDI) system for invoice processing and payment. Old equipment may not connect to new technologies, such as replacing an old printer with a USB-only one, requiring a new printer.
Law firms in Zimbabwe are increasingly relying on cloud technology for document storage, which can lead to system failures and loss of critical information. This has raised cybersecurity concerns, as hacking and other cyberattacks can lead to sensitive information loss. To protect sensitive documents, encryption and authentication are necessary. Law firms should choose a provider with a solid professional track record and specify safeguards for their data in the cloud service contract (Kolb, 2018). Cloud services can be used for applications, file storage, business continuity, email and collaboration, and document or knowledge management (Sohal and Gupta, 2020). It is crucial for law firms to specify safeguards and steps to be taken in case of a data breach.
[bookmark: _Toc139179789]Conceptual Framework
This study explores the roles of leadership in the adoption of information and communication technology (ICT). The framework is based on the Technology Acceptance Model (TAM) adapted by Ajibade (2018). The study's conceptual framework is illustrated in Figure 1 below. 
[image: ]
[bookmark: _Toc138675696]Figure 1;  Modified Technology Acceptable Model (Source: Ajibade 2018)
 The diagram illustrates how organizational rules and guidelines impact an individual's personal goals, which in turn, influence the nature of tasks to be executed using ICT technology. This interaction leads to an improved attitude towards ICT use, behavioral changes, and actual use of technology.
[bookmark: _Toc139179791]Methodology for The Study
The researchers chose a pragmatic approach to the study with the mixed methods research design being adopted integrating quantitative and qualitative methods. The researchers used simple random sampling to come up with a sample of 24 support staff and 6 senior leaders from 6 different law firms, making a total sample of 30 from a population of 2000 members operating in private practice, commerce, or civil service. for the study according to the Law Society of Zimbabwe.
This study utilized structured interviews and questionnaires to gather extensive data on the adoption of ICT in law firms. The questionnaires were based on the Likert scale, allowing participants to choose one of five responses. A semi-structured interview guide was used to gather more detailed data from managing or senior partners of the selected law firms. Triangulation was used to collect data from leaders and followers to understand their views on ICT adoption in law firms. The data was organized and analysed in SPSS, considering ethical considerations such as confidentiality and maintaining separate responses from different individuals to avoid conflict. Informed consent was obtained from participants. The study's findings could be applied to other law firms due to their similarity in nature.
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[bookmark: _Toc138930116]Research participants were drawn from both males and females. For the purpose of the study, the only distinction made was on the position held at the law firm. Participants fell into two broad groups. The main informant group was made up of leaders (people who hold influence in making decisions regarding ICT adoption or rejection at the law firm) and followers (support staff comprising secretaries, accounts personnel and clerks). The actual ages of the participants was not a factor in choice of participants. People in the leadership group are holders of at least a Bachelor’s degree in Law. The educational level of the support staff was not taken into consideration. Out of the six law firms targeted for key informant interviews, all of them responded enhancing the validity of the results. For the support staff questionnaire, the target sample was 30 people, with an 80% response rate. Likert scale data was collected from the questionnaires with means being calculated to measure the degree of agreement with the statements given. The key findings are presented below. 
Table 1: Responses from Support Staff Questionnaire
	Question
	N
	Mean
	Std Deviation

	ICT Enables you to work efficiently
	24
	4.50
	0.722

	There are more technologies that the firm could use but is not 
	24
	4.08
	0.584

	The technologies that the firm has not adopted would make me work more efficiently
	24
	3.54
	1.103

	ICTs are an integral part of business
	24
	4.58
	0.54


	Overall mean
	4.12



[bookmark: _Toc138930118]The table above shows the responses from both management and support staff demonstrate a high awareness of ICT options that are available to law firms in Harare. The mean for the statement about ICTs being an integral part of business is quite high at 4.58. This, in conjunction which the response to the first statement on whether ICT makes the participant work efficiently (with a mean of 4.50), shows a great appreciation of the role ICT plays in performing of day-to-day tasks. They revealed a number of applications for instance, Optima which is an application that is installed on the computer and allows a lawyer to look Zimbabwe case law and law reports. SpeechExec is another software that enables dictation of instructions or documents into a Dictaphone. The audio may be automatically converted into text, thereby cutting down on time spent typing, when the Dictaphone is connected to a computer that has the software installed. Audio files can be shared via email, WhatsApp or other means of file sharing. Fiscal software refers to the software and hardware used by the Zimbabwe Revenue Authority to record tax that is due from invoices paid by a company’s clients.
On factors that affect the adoption of ICTs by law firms in Harare, respondents demonstrated great awareness of factors that affect the adoption of ICT in their law firms. Efficiency was mentioned by all respondents showing that law firms take their work seriously. This may be due to awareness that sloppy work may lead to longer turnaround times on mandates. This is likely to result in loss of clients who may feel frustrated because of the long waiting times. One firm demonstrated a forward-looking position as implied by the firm having a designated IT resource to constantly research on available and emerging technologies. One respondent stated that “regulations pushed firms to adopt the use of business software” (Key Informant R2). The compulsory requirement by the Zimbabwe Revenue Authority (ZIMRA) for registered companies to make use of fiscal devices forced companies to implement accounting systems that are compatible with the system used by ZIMRA. Key Informant R4’s response that ICT adoption is due to the need to keep with international standards is confirmed by du Plessis (2011), who states that “many clients of law firms increasingly demand sophisticated online legal service delivery platforms” (du Plessis  2011, p. 2).
Table 2: Responses from Support Staff Questionnaire
	Statement
	N
	Mean
	Std Deviation

	ICT adoption is hindered by lack of funds
	24
	3.29
	.999

	ICT adoption is hindered by resistance to change
	24
	3.50
	1.474

	ICTs lead to changes in the firm
	24
	4.63
	.495

	Employees are required to test new ICT technologies before adoption
	24
	3,58
	1.018






	Overall mean
	3.75



The table above shows the mean of responses to ICT adoption being hindered by lack of funds is 3.29 with a standard deviation of 0.999. This implies that support staff members generally do not agree that ICT adoption in law firms is hindered by lack of funds. A similar result is shown on responses to whether ICT is hindered by resistance to change where the mean is 3.50 and standard deviation is 1.474. However, there is an almost unanimous agreement on ICT leading to changes in the firm with a mean of 4.63 and standard deviation 0.495. 
[bookmark: _Toc138930120]To ascertain the role played by senior or managing partner (the leader) in acceptance and hence adoption of ICTs,  key informants indicated that the person responsible for the day to day running of the law firm has the final say in whether an ICT tool is adopted or the proposal for acquisition is rejected or set aside for future consideration. The leader usually arrives at the decision to adopt ICT tools in consultation and agreement with other partners. One response pointed to a leader who prefers to avoid adopting new technologies in order to avoid risks that may come with implementation (Key informant R3). This response may be explained by Kolb’s (2018) claim that a large number (80%) of the big law firms in the United States have been hacked since 2011. Such scary statistics may make leaders of law firms hesitant to adopt ICTs. 
Table 3: Responses from Support Staff Questionnaire
	Statement
	N
	Mean
	Std Deviation

	ICT adoption is dependent on leadership direction
	24
	3.62
	1.377

	ICT adoption is a product of the leader’s vision
	24
	3.50
	1.251

	Leaders are willing to lead in adoption on ICTs
	24
	3.13
	1.296

	Leaders are more interested in the bottom line 
	24
	3.38
	1.135

	Leaders take time to explain new technologies to employees
	24
	2.50
	.933

	Overall mean 
	3.26



[bookmark: _Toc138930121]The table above shows the statement about ICT adoption being dependent on leadership direction had a mean of 3.62, while the statement on adoption of ICTs being a product of the leader’s vision had a mean of 3.50 and a standard deviation of 1.251. This shows that staff are generally not sure if adoption of ICTs is a result of leadership direction or vision. The same could be said about the statement on leaders being more interested in profits or the bottom line. This statement has a mean of 3.38 and a standard deviation of 1.135. With a mean of 2.50 and standard deviation of 0.933, responses from support staff members indicate that leaders do not normally take time to explain new technologies to employees. This may be due to the hesitation mentioned earlier on because the leader may not be confident of the technology adopted on whether it will expose the law firm to security breaches or not. 
While the leaders responded that the leader has the final say on ICT adoption, the followers were not sure. This could be due to the fact that the person in charge of day to day running authorizes capital expenditure (Capex), while the followers see ICT adoption merely as a result of compliance issues or a matter of necessity. Responses from key informants would support the hypothesis that leadership has a significant role in ICT adoption by Harare law firms, while responses from the questionnaire tend to be “not sure” judging from the overall mean of 3.26. The hypothesis that leadership has no significant contribution to the adoption of ICTs in law firms in Harare must therefore be rejected. It can, therefore, be concluded that leadership has a significant contribution to the adoption of ICTs in law firms in Harare.
[bookmark: _Toc138930122]On key recommendations, the respondents felt that the adoption of new ICTs in law firms is a significant investment that must yield positive results. To assess the return on investment, efficiency of employees and time taken by lawyers to complete mandates are crucial factors. One firm reported low utilization of existing ICT tools, such as Microsoft Word for email and Excel for spreadsheets. This resistance could be due to lack of knowledge, which can be corrected through training (Ruvinga and Zhou 2014). Senior lawyers in the law firm may prefer traditional methods, possibly due to the conservative nature of the legal profession (Njuguma 2021). Resistance to change is another issue that law firms should address. Leaders should focus on the end user when making decisions about adopting and implementing ICTs. Training, highlighting positive benefits, and having discussions with their followers demonstrate a caring attitude towards influencing followers to embrace changes and navigate uncertainties.
One firm did not have a budget for ICTs, leading to chaotic ICT functions. However, the firm has a wealth of legal expertise, with many senior lawyers with years of experience in the industry. If the leader is not conversant with ICT, they may perceive it as an accessory or unnecessary expense rather than an integral part of the business. Key informants R1 and R2 shared their experiences with the use of newer IT technologies, such as Microsoft Teams for client meetings and cloud backups. They believe these technologies simplify and speed up processes, leaving more free time for the office. This leadership's position demonstrates adapting to the times and adopting suitable technologies for the smooth flow of business. 
Table 4: Responses from Support Staff Questionnaire
	Statement
	N
	Mean
	Std Deviation

	People resist ICT adoption because they will be forced to learn new skills
	24
	3.46
	1.733

	Leadership support is necessary to navigate changes brought about by ICT adoption
	24
	4.50
	.834

	A budget for ICT is required annually
	24
	4.58
	.504

	ICT adoption is a matter of necessity
	24
	3.96
	1.233

	New ICTs are adopted regardless of employee input
	24
	4.04
	.690

	Employee innovation is encouraged 
	24
	3.50
	.978

	Comprehensive training is carried out when new ICTs are adopted
	24
	3.46
	1.103

	Overall mean
	3.93



From the results table above, it can be seen that the statements “Leadership support is necessary to navigate changes brought about by ICT adoption”, and “A budget for ICT is required annually” have high means (4.50 and 4.58 respectively). This may be interpreted to mean that participants mostly agreed with these statements. A mean score of 3.46 on the statements stating “comprehensive training is carried out when new ICT are adopted” and “people resist ICT adoption because they will be forced to learn new skills”, indicates that many participants either disagreed or were not sure. This is supported by Bhalerao and Patil (2021) who posit that where the person in the lead is not conversant with ICT, that person tends to think that ICT is meant for conglomerates, is just an accessory for business or unnecessary expense, and not an integral part to business. For any new ICT system to be useful to a law firm, training is a necessity. Training demystifies technology and that leads to changed perceptions. 
[bookmark: _Toc139179834]Some respondents to the questionnaire for support staff made additional comments that pointed out that senior members in their law firm partnership did not trust new technologies. This fact is confirmed by literature where senior individuals in higher positions are perceived to be less familiar with technology and prefer working the way they have always worked instead of moving with the times (Abbasi et al. 2015). However, mistrust in technology is also justified as systems are known to malfunction or fail outright. Another participant commented on the fact that, at their law firm, important documents are being backed up onto portable flash disks. Firms like this need to start formulating and implement a business continuity plan before disaster strikes.
Conclusions and Recommendations
This study aimed to determine the role of leadership in the adoption of Information and Communication Technology (ICT) in law firms in Harare. The research focused on the availability of ICT options, factors affecting ICT adoption, the role of leadership in ICT adoption, and ways to integrate ICTs into the day-to-day operations of a law firm. Using a mixed methods approach data was obtained from a sample of 24 support staff through a questionnaire and six key informant interviews involving senior managers/leaders in the legal fraternity. The data was analyzed in SPSS.
Results indicate that both the legal practitioners and their support staff are highly aware of ICT options available to them and they appreciate the desirable effects of using these ICTs on day-to-day work. Findings from the study have shown that law firms where senior partners make most decisions are mostly running using the traditional way. Due to limited experience with technology, these senior lawyers tend to regard new ICT offerings with suspicion. Failure to accept and use modern ICT may negatively impact law firm growth and may have pushed away tech-savvy clients.
Sometimes focusing on the bottom line is counter-productive because lagging behind in technology may actually lead to increased turnaround times resulting delays in fulfilling clients’ mandates. This in turn may frustrate customers who will protest by giving their business to someone else. Loss of customers translates to loss of revenue which results in shrinkage of that bottom-line. ICT adoption must not be taken blindly. 
Compliance issues also come into play. For example, when installing a backup power generator in an office park, there is need to assess sound and emission levels acceptable to other tenants as well as abide by terms and conditions of the lease agreement. 
However, some are not fully utilizing resources that they have. From the results of this study, the following recommendations can be pursued;
(i) There is need for training for users so that they can make use of the available resources. Leaders need leadership training. The potential benefits of some ICTs already adopted are not being fully exploited.
(ii) The researchers recommends semi-retirement for senior legal practitioners where the seniors will play a consultancy or advisory role while allowing energetic younger tech-savvy partners to take leadership roles to guide law firms into the future, keep abreast with technology and be globally competitive. As suggested by Rhode (2013), most senior lawyers still want to work although income is not the main driver. These seniors may be included in the firm to handle pro bono work.
(iii) A deliberate pro-active approach to ICT adoption is beneficial to law firms. This allows for proper planning of systems to purchase and when to purchase. 
(iv) Law firms need to set up of a disaster recovery plan. This approach will come in handy and will assist with business continuity should some aspect of ICT fail. 
Future research may focus on  exploring leadership training options for lawyers to fully embrace the ICT revolution and ensure optimal usage of the available ICTs.
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Abstract
This study examines the impact of organizational culture at Valley School in Nairobi, Kenya. It aims to improve employee motivation and job satisfaction. The approach involved utilizing Cameron and Quinn's (2011) “Organizational Culture Assessment Instrument (OCAI)” to evaluate various facets of organizational culture. Studies have shown that research on organizational culture in Kenya has primarily focused on corporate organizations (Ndege & Njoroge, 2022; Chimakati & Macharia, 2024), making this study particularly relevant and timely for educators. The study sample of 12 participants was drawn from 35 staff members, including administrators, teachers, and interns from different departments. The study utilizes Cameron and Quinn’s (2011) Organizational Culture Assessment Instrument (OCAI) as a methodological framework for analyzing the organizational culture at Valley School. Findings revealed that the participants identified the predominant current culture as Hierarchical and the preferred culture as Clan. This suggests that the workplace is highly formal and official, emphasizing productivity and stability, necessitating deliberate attention, training, and nurturing to empower and align employees with the organization's desired culture. The school was recommended to embrace a collaborative teamwork approach that promotes shared visions and values. It will empower employees in an environment that streamlines processes and establishes clear roles and responsibilities with regular feedback. The study proposed ways to enhance overall performance and productivity, thereby contributing to developing organizational culture and human resource management. This could lead to a more engaged and productive school community, fostering a sense of hope and motivation
Introduction
Building a robust, goal-oriented organizational culture is not just a management axiom but a crucial factor in the success and well-being of the school community, which cannot be overstated in today's globalized, dynamic, and competitive business environment (Emary et al., 2022; Mugo & Namusonge, 2023). Organizations like schools indicate a country's progress amidst global competition, with human capital hinging on its education system (Amtu et al., 2021). When an organization's culture aligns with its strategic objectives, it can significantly improve workers’ performance, customer satisfaction, and company results (Auer et al., 2022; Joseph & Kibera, 2019). Research has primarily focused on organizational culture in corporate organizations (Jaganjac et al., 2023; Ndege & Njoroge, 2022; Muchiri & Muathe, 2024; Chimakati & Macharia, 2024), making this study particularly relevant and timely for educators. Collins (2021) argued that organizational culture represents a relatively recent addition to organizational development, and its impact has necessitated the study of organizational culture. Specifically, culture encompasses traditions, values, philosophies, and ethics (Gallagher & Brown, 2007). Most importantly, an organization's culture, which is the focus of this study, plays a pivotal role in determining the success and well-being of the school community (Sabuhari et al., 2020). A positive culture can lead to a more engaged and productive school community, fostering a sense of hope and motivation. 
Organizational culture significantly impacts schools, directly impacting education and organizational development (Salimah et al., 2024, p. 100). A strong and positive organizational culture is not a nice to have but a must-have for achieving performance excellence in a globalized, dynamic, and competitive business environment (Kicir & Altunoglu, 2024). Conversely, a toxic or misaligned culture can lead to low motivation, high turnover, and decreased output, hindering our collective ability to educate students and contribute to nation-building. The negative consequences of a toxic culture are severe and urgent, highlighting the need for immediate action. 
Leaders, especially in schools, must adapt, innovate, and implement new leadership techniques to tackle emerging challenges quickly, including school culture (Zamroni, 2011, as cited in Rumanti & Aslamiah, 2022, p. 2337). Therefore, this study examines organizational culture dynamics in a Kenyan private school. This context is particularly relevant and timely for educators, as research in the past has focused on organizational culture in corporate organizations (Jaganjac et al., 2023; Ndege & Njoroge, 2022; Muchiri & Muathe, 2024; Chimakati & Macharia, 2024).
This paper examines the role of organizational culture among the staff of Valley School in Nairobi, Kenya. An organizational diagnosis tool used helped to accomplish the following objectives:
1. [bookmark: _Hlk172008098]To assess the existing and ideal organizational culture at Valley School Nairobi.
2. To examine how the leadership approach of the school influences its organizational culture;
3. To identify the elements that shape the preferred culture and their effects on the school; and
4. To develop strategies that the leaders at Valley School can utilize to foster a positive work environment.
This research examines the organizational culture at Valley School in Nairobi, Kenya, providing valuable insights into African educational settings. The study uses Cameron and Quinn's Organizational Culture Assessment Instrument (OCAI) to analyze how organizational culture impacts employee motivation and job satisfaction. The study discusses how organizational culture impacts staff experiences at Valley School, focusing on its connection to employee motivation and job satisfaction in education. It suggests that school leaders can improve the work environment through effective leadership and identifying key cultural elements to tackle staff performance issues. The research offers insights applicable to similar educational contexts in Africa, particularly in human resource management, and proposes strategies to boost employee engagement, retention, and training. Ultimately, the study aims to foster a supportive culture that benefits staff and enhances students' educational experiences.
Literature Review
Early definitions of organizational culture focused on shared values, beliefs, and norms that shape behavior within an organization (Schein, 1985). Culture was seen as a lens to understanding how organizations functioned and how employees interacted, and definitions expanded to include symbols, rituals, and artifacts (Schein, 1992). The understanding of culture evolved to include its influence on employee actions, drive, and effectiveness. Subsequent definitions acknowledged organizational culture as an intricate and diverse concept that covers aspects such as teamwork, creativity, and flexibility (Cameron & Quinn, 2011). Culture within a company is an ever-evolving, dynamic, and organizational culture improves “organizational performance, knowledge sharing, and innovation” but decreases unwanted cultural practices in corporations (David, 2019; Hartnell et al., 2019; Azeem et al., 2021). Kicir and Altunoglu (2024) added, "Organizational culture acts as the mortar that connects the bricks. Every institution has its unique culture, which has been adopted and shared by all employees over the years” (p.38). Due to the lack of a universal definition of culture that applies to all institutions, researchers have concentrated on categorizing organizational culture into different types and have emphasized situational studies (Kicir & Altunoglu, 2024). 
The Organizational Culture Assessment Instrument (OCAI) is a widely used framework developed by Kim Cameron and Robert Quinn in 2011 to assess and understand an organization's culture. It is based on the Competing Values Framework (CVF), which identifies four cultural quadrants: (1) Clan Culture – a collaborative, family-like atmosphere emphasizing employee involvement and participation. (2) Adhocracy Culture– innovative, entrepreneurial environment, emphasizing creativity and risk-taking. (3) Market Culture – competitive, results-driven culture emphasizing efficiency and productivity. (4) Hierarchy Culture – structured, bureaucratic organization emphasizing stability and control.
The Organizational Culture Assessment Instrument (OCAI) is a comprehensive tool designed to evaluate an organization's culture through a structured survey of 24 items. These items are systematically divided into six distinct categories, each focusing on a critical aspect of organizational dynamics: (1) Dominant Characteristics - his category explores the prevailing traits and behaviors that define the organization's identity. (2) Organizational Leadership – this section focuses on the leadership style that guides the organization. (3) Management of Employees – this category examines the approaches used in managing employees, including how they are motivated, developed, and recognized. (4) Organizational Glue – this aspect identifies what binds the organization, such as values, traditions, or informal networks. (5) Strategic Emphasis - this category analyzes the strategic priorities and focus areas that drive the organization forward. (6) Criteria of Success – this section examines how the organization defines and measures success. The OCAI is adaptable for organizational leaders to understand employee motivation and job satisfaction (Cameron & Quinn, 2011; Sabuhari et al., 2020).
Adaptive leadership entails inspiring individuals to confront and address issues, obstacles, and changes (Northouse, 2019, p. 392). It emphasizes the adjustments leaders need to make in response to evolving circumstances. It mobilizes people to address challenges and encourages individuals to adapt and embrace new approaches to deal with challenges and flourish (Heifetz et al., 2009; Heifetz & Linsky, 2017). It includes developing, articulating, and executing responsive strategies and is particularly useful during crises when quick and effective decision-making is essential (Goode et al., 2021). 
Figure 1.1: The Competing Values Framework (Source: Cameron and Quinn, 2016: 35)
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Northouse (2019) argued that adaptive leaders guide their efforts toward achieving adaptive work, focusing on communication processes between leaders and followers. This work mainly involves followers, who ideally operate within a supportive environment that allows for addressing potential changes in responsibilities, priorities, and beliefs. The model divides organizational improvement efforts into technical problems and adaptive challenges (Fig. 1.1). Some challenges are mainly technical. In contrast, others have both a technical and adaptive aspect, and some are primarily adaptive. Northouse's model prescribes six leadership behaviors to confront challenges.
Figure 1.2 Model of Adaptive Leadership, by Northouse, 2019




The adaptive leadership model's strengths are that it is prescriptive, flexible, and follower-centered and creates a holding environment where followers can discuss complex issues (Northouse, 2019, pp. 412 - 413). The criticism is that the concept still needs refinement because there is little empirical research and more conceptualization (Northouse, 2019, p. 414). 
Adaptive leadership fosters a culture of experimentation, collaboration, and adaptability, promoting learning, empowerment, and diversity. This approach creates a resilient and innovative environment for navigating complexity (Heifetz et al., 2009; Higgs, 2009). The COVID-19 pandemic (2019-2021) highlighted the importance of adaptive leadership in times of uncertainty. Influential leaders exhibit traits such as adaptability, decisive action, a commitment to economic stability, a focus on mission objectives, and attention to diverse stakeholder needs (Crane, 2022; Endzinaitė, 2024). Oduol (2021) noted that the pandemic significantly impacted the education sector, leading schools in Kenya and beyond to adopt innovative strategies for effective teaching and learning. Therefore, organizational culture influences adaptability and emphasizes the need for cultural transformation to enhance agility (Cameron & Quinn, 2011; Schein, 2010).
The Adaptive Leadership model and the Organizational Culture Assessment Instrument (OCAI) are connected through their shared focus on organizational adaptability, effectiveness, and cultural transformation. It emphasizes the importance of flexibility in responding to changing environments (Heifetz et al., 2010). It involves transforming organizational culture to address complex challenges (Endzinaitė, 2024). OCAI's competing values framework assesses an organization's cultural flexibility, aligning with adaptive leadership principles (Cameron & Quinn, 2011; Monira et al., 2024). OCAI assists in recognizing cultural strengths and weaknesses, guiding adaptive leadership strategies, and offering a framework for assessing and transforming organizational culture while supporting adaptive leadership efforts (Gul et al., 2024).
Using a diagnostic tool like OCAI to identify dominant cultural characteristics, adaptive leaders can implement strategies and cultivate a work environment that reflects the characteristics of a Clan culture, characterized by collaboration, community engagement, and strong interpersonal relationships, while also meeting the essential need for stability and structure inherent in a hierarchical culture (Cameron & Quinn, 2011). This balanced approach is vital in creating an atmosphere where staff and students can thrive in common organizational values, norms, and behaviors (Schein, 2010).
Heifetz et al. (2010) comprehensively examined the relationship between adaptive leadership and organizational culture. Their research underscored the critical role that cultural flexibility plays in enabling organizations to respond effectively to changing environments. The study highlighted how leaders who embrace adaptive strategies can foster a culture that promotes innovation, resilience, and responsiveness, ultimately leading to improved organizational performance.
Recent studies have indicated that an organization's culture influences how it functions and treats its customers and employees, aligning with shareholders' expectations (Sikilia & Miroga, 2018; Mugo & Namusonge, 2023). The implication for leading organizations experiencing culture change is that leaders can adapt. This explains why adaptive leadership is appropriate for understanding the role of organizational culture in schools, which may have experienced the attribution of staff and students, recruitment of new employees, or application of a new curriculum.
Balková and Jambal's (2023) study used the Organizational Culture Assessment Instrument (OCAI) to assess Czech companies' existing and preferred organizational cultures and their relationship with organizational size. Data was collected from 962 companies between 2019 and 2021 and analyzed using various statistical methods, such as Microsoft Excel and IBM SPSS 24. The results revealed that clan culture is the most prevalent in the Czech Republic, followed by hierarchical, market, and adhocratic cultures. The current distribution was (1) clan (31.72%), (2) hierarchical (25.46%), (3) market (21.5%), and (4) adhocratic (21.28%). In terms of desired culture, the order changed to (1) clan (35.3%), (2) hierarchical (22.91%), (3) adhocratic (22.63%), and (4) market (19.17%). A significant difference was found in cultural perceptions based on organizational size. A noted limitation was the unequal number of respondents in 2020 and 2021, affecting time-based comparisons. This study can be a reference for comparing organizational cultures across different nations.
Ibardaloza (2023) conducted empirical research on the relationship between adaptive leadership behavior and organizational effectiveness in higher education institutions in Catanduanes, Philippines, involving 235 respondents (21 leaders and 214 faculty members). The study used a concurrent mixed-methods approach with surveys and interviews. Key findings revealed that educational leaders exhibited high adaptive leadership behaviors, with institutions showing high organizational effectiveness. A significant relationship was identified between organizational effectiveness and adaptive leadership behavior, except in "strategy" and "skills and competencies." Challenges like ineffective leadership and management systems were identified as hindering factors, while solid leadership qualities and effective communication were noted as facilitating factors. The study confirmed a strong association between the two concepts in higher education settings.
Both models (adaptive leadership and OCAI) highlight the importance of assessing and potentially transforming organizational culture to improve effectiveness. Adaptive leaders can leverage insights from the OCAI to guide cultural change initiatives, focusing on engaging employees in the transition to achieve desired outcomes. In summary, the Adaptive Leadership model can inform leaders on how to navigate and help shape organizational culture as identified by the OCAI, enhancing the organization's effectiveness and responsiveness in a changing environment (Cameron & Quinn, 2011; Kotter, 2014).
Methodology
This study uses a quantitative research design to conduct an organizational diagnosis of the Valley School in Nairobi, Kenya. The sample population included all 35 staff members, comprising administrators, teachers, and interns from various departments. The sample of 12 staff was selected from the population, aiming to capture the perspectives of the entire school community (Creswell, 2014). Data collection involved surveys using the OCAI instrument to gather information on the school's culture, leadership, communication, and overall effectiveness. The surveyed data was analyzed using a guided approach to an online OCAI analysis spreadsheet (Excel-universe, n.d.). The integrated findings provided a comprehensive understanding of the school's strengths and areas for improvement, guiding informed decision-making and strategic planning.
Cameron and Quinn (2011) developed a model of four different organizational culture types: clan, adhocracy, market, and hierarchy cultures. They argued that an organization may have a dominant and a secondary culture and evolve or transition between cultures over time. The authors developed a tool widely used for assessing and understanding organizational culture, the Organizational Culture Assessment Instrument (OCAI) (Cameron & Quinn, 2011, p. 35). 
According to Cameron and Quinn (2011), the “Organizational Culture Assessment Instrument (OCAI)” table is used to assess and measure different aspects of organizational culture. The table is divided into two main sections: internal and external, each with four categories. The internal section comprises Clan, Adhocracy, Market, and Hierarchy, representing different organizational cultures. Clan culture focuses on flexibility and a family-like environment, while Adhocracy culture values innovation and risk-taking. Market culture is characterized by competitiveness and achievement, and Hierarchy culture emphasizes stability and formalized procedures. This assessment helps organizations identify gaps between their current and desired culture by understanding their current cultural position and developing strategies for their desired culture. In the next section is a table showing distribution trends of the current and desired culture according to its participants from the school.
Research Findings 
This research focused on Valley School in Nairobi. This section presents the research findings from the study. The table's current and desired values assess the current and preferred organizational culture. Table 1.0 shows a comparison between the current state and desired state of certain organizational aspects. It includes factors like "Internal Clan," "Flexibility," "Adhocracy," "External Market," "Stability," and "Hierarchy" (Cameron & Quinn, 2011, p. 75). The numbers under current and desired represent the assessment of these factors from data received. The numbers represent different aspects, and the desired column indicates the target values for each factor.

Tab. 1.0: The current and desired culture of Valley School
	
	Internal 
	Clan
	Flexibility
	Adhocracy
	External 
	Market
	Stability 
	Hierarchy

	Current
	20
	28
	17
	21
	15
	22
	18
	29

	Desire
	20
	31
	19
	23
	15
	21
	16
	25



Figure 1.2 shows that the school employees rated the dominant current culture as Hierarchical on a scale of 29. This means the workplace is highly formal and official, emphasizing productivity and stability. Success is defined by reliable delivery, seamless scheduling, and cost efficiency, with a focus on employee security and predictability (Cameron & Quinn, 2011). 
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The graph (Figure 1.3) illustrating the current and desired cultures at Valley School visualizes the significant disparity between the existing organizational culture and the preferred culture among employees. The dominant culture is categorized as Hierarchical, scoring 29. This indicates a structured and formal environment where productivity, stability, and adherence to established processes are prioritized. Such a culture efficiently ensures consistency and reliability but may stifle creativity, innovation, and employee engagement.
In contrast, the desired culture (Figure 1.4) is identified as Clan, scoring 31. This reflects a strong preference among employees for a more inclusive, friendly, and collaborative atmosphere. A Clan culture promotes teamwork, open communication, and a sense of belonging, which can lead to higher job satisfaction, loyalty, and overall employee well-being. 
Figure 1.5: Current and Desired Culture
 











The graph (Figure 1.5) depicts the existing and desired cultural dynamics at Valley School using the competing values framework. Hierarchical culture has a score of 29, and the goal is to transition to a Clan culture, scoring 31, which reflects a preference for a collaborative and supportive atmosphere that improves job satisfaction and loyalty. The gap between the current Hierarchical culture and the desired Clan culture signifies a critical need for a strategic shift in organizational culture. Employees are looking for an environment that fosters flexibility, collaboration, and personal connections rather than one focused solely on efficiency and traditional structures. Market culture elements suggest that while employees value a supportive atmosphere, they are also conscious of the competitive educational landscape in Nairobi. Balancing productivity with a collaborative culture will be essential for Valley School’s success and adaptability. The graph highlights the need for Valley School to enhance its efforts in transforming the organizational culture from a rigid hierarchy to a more dynamic and supportive Clan environment, which could significantly improve employee engagement and satisfaction.
Discussion of Findings
The findings reveal a significant disparity between the current and desired organizational cultures at Valley School. The current culture, characterized as Hierarchical with a score of 29, indicates a structured environment with a clear focus on productivity, stability, and adherence to established processes. This hierarchical approach often promotes efficiency but can limit innovation and employee engagement. The desire for a Clan culture, with a score of 31, suggests that employees seek a more inclusive, friendly, and collaborative setting. This shift underscores the importance of fostering relationships and support among colleagues, which can lead to increased loyalty and job satisfaction.
Analyzing the various cultural dimensions, internal Clan, Flexibility, Adhocracy, External Market, Stability, and Hierarchy—shows that employees value flexibility and clan dynamics more than the current emphasis on hierarchy and stability. The scores in the desired column indicate a preference for greater adaptability and innovation within the educational environment. These findings point to a need for leadership to recognize the changing values among staff and to facilitate a transition that accommodates increased flexibility and innovative practices in teaching and administrative approaches.
The preference for a Clan culture highlights the need for a supportive community among staff members (Tab. 1.0). Employees desire a workplace where they can express themselves and engage in meaningful relationships. Such an environment enhances teamwork and encourages employee motivation and commitment. Leaders are seen as role models in a clan setting, and prioritizing their role in nurturing this culture will be essential for achieving the desired organizational values. Implementing mentorship programs and team-building activities may be beneficial in cultivating this environment.
While the data reflects a dominant hierarchical culture, it is essential to recognize its relevance in maintaining order and structure within an educational institution. However, the findings indicate a greater need for Clan culture, which is often more effective in fostering creativity and collaboration. Organizations must strive to balance maintaining a necessary level of hierarchy and encouraging innovation and risk-taking. The school leadership should explore ways to empower staff by providing opportunities to share ideas and participate in decision-making processes, thereby blending these cultural dimensions.
The competitive landscape of the educational sector in Nairobi introduces external pressures that influence organizational culture. Market culture in the assessment indicates a recognition of the need for productivity and competitiveness in an increasingly challenging environment. This finding suggests that while educational institutions must emphasize innovation and a supportive culture, they must also remain aware of market dynamics. Strategic planning that aligns educational goals with market demands will be essential for sustaining the organization's success.
In summary, these findings provide a comprehensive view of the current and desired organizational culture at Valley School, emphasizing the need for change toward a more collaborative and innovative environment. The results target essential areas for development, guiding the school toward a culture that enhances employee satisfaction and educational effectiveness.
Conclusion and Recommendations
Adaptive school leaders can pinpoint specific areas that require attention and adjustment by analyzing the disparities between the organization's current and desired culture profiles. This analysis enables leaders to identify which cultural aspects to amplify, modify, or maintain at their current level. As illustrated in Figure 1.5, the organization's culture profile reveals a need to emphasize the clan and hierarchy quadrants, which suggests fostering a more collaborative and structured work environment. Conversely, the organization aims to de-emphasize the adhocracy and market quadrants, indicating a shift away from a purely innovative and competitive focus. Notably, the current culture profile highlights a significant deficiency in the clan culture type that requires deliberate attention, training, and cultivation to empower employees and align with the organization's desired culture. Below are some suggested ways to implement the following recommendations:
i) [bookmark: _Hlk182826331]The school of leadership should encourage cross-functional teams and committees at the workplace and implement team-building activities and social events (Klaic et al., 2020). Such events will recognize and reward staff team achievements. Gopinath et al. (2021) suggested that one way to improve is to recognize and reward staff team achievements with incentives and encourage committee participation, thereby improving employee motivation.
ii) Employees should craft and lavishly communicate a shared vision and values statement to align policies and practices (Lubis & Hanum, 2020). 
iii) The school should provide regular training and development opportunities to enhance the teachers’ skills. For example, delegate decision-making authority to appropriate levels involving teachers demonstrating a commitment to the organization because indecision affects organizational performance (Motloung & Lew, 2023). 
iv) Streamlining processes and reducing bureaucracy by implementing flexible work arrangements because a study by Hulu and Baene (2024) shows that there “is a deep understanding of how work-life balance and flexible work arrangements affect employee performance is crucial for organizational survival and success” (p. 162). This will encourage innovation and experimentation. 
v) Establish the secondary hierarchy culture. It is recommended that the leadership establish clear roles and responsibilities, clearly defined job descriptions and expectations, organizational structure, chain of command, accountability, and regular feedback (Schepers & Van der Borgh, 2020; Rogers, 2022). 
vi) Implementing a training program to enhance staff skills and knowledge can significantly improve organizational performance and productivity (Febrian & Solihin, 2024). Researchers have suggested that the enhancement of organizational culture is influenced by the training and development of staff (Panjaitan et al., 2023; Dante Manuel et al., 2023). 
By effectively implementing the proposed strategies, Valley School leaders can develop a work environment that embodies the qualities of a Clan culture, marked by collaboration and strong relationships, while fulfilling the essential need for stability and structure in a hierarchical culture. These strategies include promoting open communication among staff, organizing team-building exercises, and establishing mentorship programs to strengthen professional connections. Additionally, creating well-defined roles and responsibilities and transparent processes can ensure the stability and organization that a hierarchical framework requires. As methods are integrated, the school leaders can enhance their workforce’s skills and knowledge, fostering a more capable and motivated team. This supportive atmosphere will likely improve overall performance and productivity, benefiting student outcomes and the larger educational community. In essence, finding a balance between the collaborative spirit of a Clan culture and the structural stability of hierarchy can bring considerable advantages for staff and students.
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Abstract
The study of transformational leadership has gained prominence in organisational behavior research due to its potential to enhance employee work engagement. This article analyses key components of transformational leadership, specifically inspirational motivation, individualized consideration, intellectual stimulation, and idealized influence with special emphasis on their effectiveness in promoting employee engagement. Utilizing descriptive statistics from a sample of 200 employees, the study reveals significant insights into how these leadership components mutually interact to foster a motivated workforce. Findings indicate that while inspirational motivation is the most highly regarded component, the effectiveness of transformational leadership is nuanced and context dependent. This paper discusses the implications for leaders who desire to enhance employee engagement through transformational leadership strategies. In the mind of the authors, the paper provides useful insights regarding effective leadership practices for the promotion of employee engagement.

Introduction
Employee engagement is a critical factor in organisational success, influencing productivity, job satisfaction, and employee retention (Saks, 2006). In contemporary workplaces, the role of leadership has been identified as a significant determinant of employee engagement (Bakker & Demerouti, 2008). Among various leadership styles, transformational leadership has emerged as particularly effective in fostering an engaged workforce (Bass and Riggio, 2006). This article aims to explore the components of transformational leadership that are most effective in promoting employee work engagement, based on a study conducted at the National Railways of Zimbabwe (NRZ) from a sample of 200 employees.  

Literature Review
The concept of transformational leadership is demonstrated by leaders who inspire and motivate followers to achieve extraordinary outcomes while fostering their personal and professional development (Basu & Saha, 2020). In other words, this leadership style encourages leaders to motivate their team members to exceed their own self-interests for the sake of the organisation and personal growth. Often, transformational leaders achieve this through creating a compelling vision, demonstrating idealized influence, providing individualized consideration, and promoting intellectual stimulation among their followers. 

Steinmann, Klug, & Maier (2018) describe the four components of transformational leadership as follows: (i) inspirational motivation refers to leaders articulating a compelling vision and inspire enthusiasm among their followers; (ii) individualized Consideration is a situation where leaders provide personalized support and attention to individual team members; (iii) intellectual stimulation, leaders encourage creativity and innovation by challenging the status quo; and (iv) idealized influence is a situation where leaders serve as role models, earning the trust and respect of their followers. Fundamentally, through effectively utilizing these four key components, leaders can significantly enhance employee engagement and drive extraordinary outcomes within their organisations. Essentially, transformational leadership is characterized by its focus on inspiring and developing followers while fostering a collaborative and innovative work environment (Bass & Riggio 2006; Northhouse, 2019). From the scholars who extensively dealt with this leadership style (Northouse, 2019; Steinmann, Klug & Maier, 2018) it is increasingly accepted that the style not only benefits individuals but also contributes to the overall success and sustainability of the organisation. 

The key subject in this article is work engagement, which is understood as a positive, fulfilling, work-related state of mind characterized by vigor, dedication, and absorption into one’s work (Schaufeli et al., 2002). Scholarship on this concept has revealed that engaged employees are more likely to exhibit higher levels of productivity, creativity, and organisational commitment (Bakker et al., 2008). Given the importance of engagement in driving organisational performance, understanding the factors that influence it, particularly leadership styles, is essential. Understanding the relationship between transformational leadership style and employee engagement was crucial. Research has consistently shown a positive correlation between transformational leadership and employee engagement. For instance, a meta-analysis by Judge and Piccolo (2004) found that transformational leadership was significantly related to follower satisfaction, work engagement, and performance. Additionally, studies have highlighted that specific component of transformational leadership, such as inspirational motivation and individualized consideration, play crucial roles in promoting engagement (Imamoglu & Keskin, 2020; Lin & Dong, 2021). Despite the established relationships between transformational leadership and employee engagement, there is a need for more nuanced understanding of which components are most effective in specific organisational contexts. The current study sought to address this gap by examining the effectiveness of transformational leadership components in promoting employee engagement within the National Railways of Zimbabwe.

Methodology
The study employed mixed methods research approach with the quantitative aspect being the dominant one, utilizing descriptive statistics to analyse data collected from a survey administered to selected employees at NRZ. A total of 200 employees from various departments participated in the survey, which included items designed to measure the perception of transformational leadership and employee engagement. The survey utilized a Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree) for respondents to indicate their level of agreement with each statement. The qualitative dimension was through interviews conducted with eight purposively selected managers across all the departments.  

In terms of data analysis, descriptive statistics, including means and standard deviations, were calculated for each survey item to identify the key components of transformational leadership that most effectively promote employee engagement.  Furthermore, thematic analysis and extraction of powerful verbatim statements were used on qualitative datasets. 

Results
Table 1 below presents the means and standard deviations for the statements measuring the key components of transformational leadership.


	
Table 1: Key components of transformational leadership
	

	Statements measuring key components of transformational leadership to promote employee work engagement 
	N
	Mean
	Std. Deviation

	1.1 The leader's ability to inspire and motivate their team increases employee work engagement  
	200
	3.69
	1.280

	1.2  A leader's willingness to listen, support, and provide guidance to employees improves work engagement 
	200
	3.69
	1.280

	1.3  A leader's ability to give constructive feedback to employees increases employee motivation and engagement 
	200
	2.58
	1.375

	1.4 A leader's display of trust and confidence in their employees enhances employee engagement and job performance 
	200
	3.42
	1.529

	1.5  A leader's commitment to employee development and growth increases work engagement and productivity 
	200
	3.36
	1.454

	1.6  A leader's ability to create a positive work environment through teamwork and collaboration fosters employee engagement
	200
	3.59
	1.364

	1.7 A leader's openness to new ideas and innovation encourages employee work engagement and creativity 
	200
	3.59
	1.280

	Overall 
	
	3.42
	1.366



The results shown in Table 1 indicate that the highest mean scores of 3.69 (Agreed) for both inspirational motivation and willingness to listen underscore the significance of these components in enhancing employee engagement. In contrast, the lowest mean score of 2.58 for constructive feedback suggests a lack of consensus among respondents on its effect on employee work engagement. A mean score of 3.42 denotes that the respondents were indecisive to express if leader's display of trust and confidence in their employees enhance employee work engagement and job performance.  Similarly, a mean score of 3.36 indicates that the respondents were neutral on the notion that a leader's commitment to employee development and growth increases work engagement and productivity.  

Discussion
The findings highlight that inspirational motivation is viewed as the most effective component of transformational leadership for promoting employee engagement. By articulating a clear vision and inspiring enthusiasm, leaders can foster a shared sense of purpose among employees. This aligns with research by Hoang et al. (2019), which demonstrated that inspirational motivation positively impacts follower engagement. However, it is essential to note that while inspirational motivation can drive engagement for many, it may not resonate with every employee. As one of the interview participants noted, “the lack of resources or support can lead to disengagement, even in the presence of a compelling vision” (IP7). This suggests that while inspirational motivation is crucial, it must be complemented by practical support mechanisms to be most effective. In fact, seven of the eight interview participants were of the view that inspirational motivation is the most effective component of transformational leadership for promoting work engagement. On this aspect, IP3 commented that “Inspirational motivation encourages employees to be passionate about their work and have a shared sense of purpose with their leaders, leading to higher work engagement”.

Individualized consideration emerged as another key component influencing work engagement. By addressing individual employee needs and preferences, leaders can create an environment where employees feel valued and supported. This perspective aligns with findings from Imamoglu and Keskin (2020), which emphasized the positive relationship between individualized consideration and employee engagement.  However, implementing individualized consideration can be challenging. As noted by IP4, “personalizing attention for each employee may not be feasible in all settings, particularly in organisations with limited resources”. Thus, while individualized consideration is essential, its practical application may vary across different organisational contexts.

Regarding intellectual stimulation, the findings have shown that this encourages employees to think creatively and take risks, which can enhance engagement. This is emphasized by one of the interview participants who stressed the importance of fostering an “environment that challenges employees to innovate” (IP1). Nevertheless, studies elsewhere present mixed results regarding the efficacy of intellectual stimulation in promoting work engagement. For instance, while Shabir et al. (2019) found a positive correlation, Basu and Saha (2020) indicated a weaker relationship. This suggests that while intellectual stimulation can be beneficial, its impact may depend on contextual factors such as organisational culture, work conditions and employee characteristics.

Pertaining to idealized influence, this plays a crucial role in establishing trust and admiration between leaders and employees. Participants acknowledged that leaders who model positive behaviors can inspire higher engagement levels. This notion is supported by Prabawani et al. (2020), who found a positive relationship between idealized influence and follower engagement. However, Asare and Nagy (2019) pointed out that idealized influence may not directly impact engagement but rather operates through other factors such as leader-member exchange.

Conclusion
The study highlights the significance of transformational leadership components, particularly inspirational motivation, individualized consideration, intellectual stimulation, and idealized influence in promoting employee work engagement. While inspirational motivation emerged as the most effective component, punctuated by a leader's willingness to listen, support, and provide guidance to employees to improve work engagement. The nuanced interactions among the transformational leadership components underscore the complexity of leadership in enhancing employee work engagement. 

Implications for Practice
For leaders aiming to foster employee engagement, a multifaceted approach that incorporates all four components of transformational leadership is recommended. Leaders should strive to inspire and motivate their teams while also providing individualized support and encouragement for innovation. Additionally, modeling positive behavior through idealized influence can further enhance trust and engagement.

Future Research Directions
Future research should explore the contextual factors that influence the effectiveness of transformational leadership components in promoting employee engagement. Longitudinal studies could provide insights into how these relationships evolve over time and across different organisational cultures and industries.
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Never	
Does the board appoint the CEO and approves senior management appointments? 	Does the board approve the organisation’s strategic plan?	Does the board appoint external auditors?	Are the responsibilities of the board clearly documented?	Does the board have independent access to senior management staff?	Does the board meet a minimum of four times a year?	Does the organisation have an induction and orientation program for the new board	In your opinion, does the board provide balanced and understandable assessment of the organisations’ performance? 	0	0.06	0	0.12	0.34	0	0.04	0.26	Sometimes	
Does the board appoint the CEO and approves senior management appointments? 	Does the board approve the organisation’s strategic plan?	Does the board appoint external auditors?	Are the responsibilities of the board clearly documented?	Does the board have independent access to senior management staff?	Does the board meet a minimum of four times a year?	Does the organisation have an induction and orientation program for the new board	In your opinion, does the board provide balanced and understandable assessment of the organisations’ performance? 	0.12	0.18	0.16	0.21	0.27	0	0.25	0.38	Always	
Does the board appoint the CEO and approves senior management appointments? 	Does the board approve the organisation’s strategic plan?	Does the board appoint external auditors?	Are the responsibilities of the board clearly documented?	Does the board have independent access to senior management staff?	Does the board meet a minimum of four times a year?	Does the organisation have an induction and orientation program for the new board	In your opinion, does the board provide balanced and understandable assessment of the organisations’ performance? 	0.88	0.76	0.84	0.67	0.39	1	0.71	0.36	


Impact of Covid on staff
%	

Loss of income/ Allowances	Illhealth/Depresion/stress	Home working	Change in social life	Loss of Family members	5.2	2.7	1.4	1.2	1.7	
Current	
Clan	Adhocracy	Market	Hierarchy	28	21	22	29	Desire	
Clan	Adhocracy	Market	Hierarchy	31	23	21	25	



Males	Females	59	38	Less than 1 year	1-5 years	6-10 years	11-15 years	Over 15 years	3	7	24	14	13	
Certificate	Diploma	Degree	Masters	0.12	0.21	0.44	0.23	
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