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Collaborative Leadership, Staff Empowerment, and Administrative
Efficiency: A Quantitative Analysis in a Zimbabwean Private University

ABSTRACT

1. Background: Achieving administrative efficacy is paramount for Higher Education
Institutions (HEIs), particularly those operating in financially constrained and complex socio-
economic contexts like Zimbabwe. This study critically investigates the contribution of
collaborative leadership practices and staff empowerment to perceived administrative efficiency,
addressing a significant empirical gap in the African HEI literature.
2

2. Methods: Employing gqua_ntitative, cross-sectional, correlational case study design, data
were gathered from a census-like sample of 334 administrative and academic staff at a selected
private university. Perceptions were measured using established, high-reliabilifjlikert scales.
The analysis proceeded with Pearson correlation to establish relationships and Multiple Linear
Regression to determine the unique predictive power of the independent variables.

3. Results: The results demonstrated that staff hold significantly positive perceptions of
collaborative practices (Mean=4.12) and empowerment (Mean=3.98). A strong, significant
1Bsitive association was confirmed between collaborative practices and administrative efficiency
(r=10.732, p<0.001), and between staff empowerment and adminifirative efficiency (r = 0.689,
p < 0.001). Regression analysis indicated that both collaboration (beta = 0.449, p < 0.001) and
empowerment (beta = 0.380, p < 0.001) were powerful and unique predictors, collectively
accounting fofJ61.2% (R2=0.612) of the variance in efficiency perceptions. Demographic
characteristics were found to be non-significant predictors.

4. Conclusion: The study concludes that an organizational climate characterized by trusting
collaboration and autonomous empowerment is the dominant factor driving perceived
administrative efficiency. These findings provide compelling quantitative evidence that HEI
leadership should strategically prioritize and cultivate these relational and psychological
dynamics to optimize resource utilization and operational effectiveness in challenging
educational environments.

Keywords: Administrative efficiency, collaborative practices, empowerment, higher education,
quantitative, Zimbabwe.

1. INTRODUCTION

The contemporary higher education landscape demands not only academic excellence but also
operational sophistication and financial prudence (Dugan, 2024). Efficient administrative
functionality serves as the critical scaffolding that supports core institutional missions—teaching,
research, and community engagement. In Zimbabwe, HEIs navigate a unique environment
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marked by acute resource limitations and recurrent economic volatility (Ang’ana&Ongeti,
2023a). Under these pressures, the optimization of administrative efficiencydefined as the astute
management of time, process, and human resources to attain objectives with maximum effect
and minimum waste (Hoy & Miskel, 2017) becomes a non-negotiable imperative for institutional
longevity.

Despite this pressing need, there is a paucity of context-specific empirical research identifying
the internal organizational factors that truly enhance administrative efficacy within the
Zimbabwean HEI setting. This deficiency constitutes a crucial knowledge gap, as institutional
policy requires evidence-based solutions tailored to local realities. This research directly
addresses this void by quantitatively examining two key human-centric drivers: collaborative
practices and staff empowerment.

Collaborative practices are understood as the pervasive system of cooperative interactions,
mutual support, and seamless information flow across organizational boundaries, designed to
achieve shared institutional objectives (Willems & van Houten, 2024). Staff empowerment, on
the other hand, is the deliberate provision of control, autonomy, and psychological ownership
over one's professional responsibilities, enabling initiative and decentralized decision-making
(Conger & Kanungo, 1988). The study operates under the guiding principle of Collaborative
Leadership, which posits that a shared governance approach creates the requisite climate for both
high collaboration and deep empowerment (Ang’ana&Ongeti, 2023b), ultimately translating into
better administrative outcomes.

Therefore, this paper aims to provide rigorous quantitative evidence by statistically investigating
the associations and unique predictive power of perceived collaborative practices and perceived
staff empowerment on perceived administrative efficiency within a specific Zimbabwean private
university. The find§@gs are intended to offer pragmatic, evidence-based recommendations for
leadership practices in the HEI sector.

2. LITERATURE REVIEW AND THEORETICAL FRAMEWORK
2.1. Administrative Efficiency in Higher Education

Administrative efficiency is universally acknowledged as a determinant of institutional quality
and student satisfaction (Woods & Roberts, 2018). While structural and technological elements
contribute (Allen et al., 2022), the human dimension—how staff interact and are managed—
often holds the key to unlocking true operational effectiveness, especially where capital
investment is constrained. The focus here is on perceived efficiency, recognizing that employee
assessment often dictates the lived experience and practical functioning of administrative
systems.

2.2. The Role of Collaboration and Social Exchange
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Organizational literature consistently links high levels of cooperation to superior performance
(Sarkar et al., 2025). This phenomenon is theoretically grounded in Social Exchange Theory
(SET) (Blau, 1964). SET proposes that positive workplace interactions, characterized by trust,
mutual assistance, and shared goals, initiate a cycle of reciprocity, fostering greater commitment
and discretionary effort among employees. In the HEI environment, this collective effort
minimizes procedural bottlenecks, facilitates integrated planning between academic and
administrative units, and accelerates problem resolution, directly boosting administrative speed
and accuracy (Ang’ana&Ongeti, 2023a).

2.3. Empowerment, Autonomy, and Performance

The efficacy of staff empowerment is explained by Empowerment Theory (Conger & Kanungo,
1988). This theory suggests that granting employees autonomy and ownership satisfies
fundamental psychological needs, leading to increased self-efficacy, internal motivation, and a
sense of responsibility (Fawcett et al., 1995). Empowered administrative staff are less reliant on
hierarchical approval, enabling them to make timely decisions, innovate on processes, and
resolve operational issues promptly, thus directly improving overall efficiency (Herin et al.,
2025; Igbal et al., 2024).

(0]
2.4, Integrated Theoretical Framework

This study integrates Social Exchange Theory and Empowerment Theory under the meta-
framework of Collaborative Leadership. This overarching leadership style, emphasizing shared
responsibility and partnership, is hypothesized to be the antecedent factor that simultaneously
nurtures both high collaboration and high autonomy. This synergistic relationship then
culminates in enhanced perceived administrative efficiency. Figure 1 illustrates the integrated

Social Exchange

Theory (SET)
Collborative

. Empowerment
Leadership Thltjaory (ET)

(CL)

theoretical framework that guided this study.

Figure 1. Integrated Theoretical Framework
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Source: Authors’ Construction Based on literature(Blau, 1964; Fawcett et al., 1995)
3. MATERIALS AND METHODS
3.1. Research Design, Setting, and Ethics

This investigation employed a rigorous quantitative, cross-sectional, correlational design,
executed as a single-case study at an urban-based private university in Zimbabwe. The
quantitative approach was necessary for the precise measurement of fierceptions and the
statistical testing of relationships and predictive models (Ghanad, 2023). Ethical approval was
secured from the university's Institutional Review Board (IRB) prior to any data collection,
ensuring compliance with all established research protocols.

3.2. Population and Sampling Strategy

2
The target population encompassed all administrative and academic staff. A stratified random
sampling approach was implemented to ensure that the sample composition accurately mirrored
the distribution of staff across various academic and administrative units, thereby enhancing the
internal representativeness of the findings (Lee et al., 2025).

A total of 334 valid questionnaires were returned from 350 distributed, achieving an outstanding
response rate of 95.4%. This rate effectively minimizes the potential for non-response bias. The
demographic profile (Table 1) revealed a workforce primarily holding Master's degrees (72.5%)
and possessing significant institutional experience (59.9% served 5-10 years), providing a
credible basis for efficiency perceptions.

Characteristic Category Frequency (n) Percentage (%)
Age Below 40 79 237
40-60 148 443
61+ 107 320
Gender Male 284 85.0
~ Female 50 150
Highest Education First Degree 56 16.8
Master's Degree 242 72.5
PhD/Doctoral 36 10.8
Years of Service  Below 5 years 34 102
5-10 years 200 599
11-15 years 100 299

Table 1. Staff Profile of Quantitative Survey Respondents (N=334)
3.3. Instrumentation and Measurement

A structured, self-administered survey was used, employing 5-point Likert scales (1 = Strongly
Disagree, 5 = Strongly Agree). The measurement scales exhibited high reliability:
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Perceived Administrative Efficiency (Dependent Variable): Assessed perceived
effectiveness, timeliness, and resource optimization (alpha = 0.964).

Perceived Collaborative Practices (Independent Variable): Measured inter-
departmental cooperation and information sharing.

Perceived Empowerment and Autonomy (Independent Variable): Captured decision-
making control and ownership.

) .
34. Data Analysis

Data were analysed using SPSS version 27.0. Statistical methods were precisely aligned with the
research questions:

1.

Descriptive Statistics: Computed means and standard deviations to summarise staff

perceptions. 15

2. Pearson Product-Moment Correlation: Used to quantify the strength and direction of
associations.

3. Multiple Linear Regression (MLR): Employed to assess the unique contribution (beta)
of each organizational factor to@dministrative efficiency, controlling for demographic
variables. Statistical significance was set at p <0.05.

4. RESULTS

4.1. Descriptive Findings

Descriptive analysis (Table 2) provides a baseline understanding of staff perceptions.

Variable Mean Standard Deviation (SD)
Perceived Administrative Efficiency 385 072
Perceived Collaborative Practices 4,12 0.65

Perceived Empowerment and Autonomy 398  0.78

Table 2. Descriptive Statistics of Main Study Variables (N=334)

Staff reported the highest mean for Perceived Collaborative Practices (Mean=4.12), indicating a
deeply embedded culture of cooperation. Perceived Administrative Efficiency scored
positively (Mean=3.85), suggesting that staff generally evaluate institutional operations as
effective.

4.2. Correlational Analysis

The correlational findings (Table 3) reveal compelling associations between the core study
variables.

Variable 1 2 3
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1. Perceived Administrative Efficiency 1
2. Perceived Collaborative Practices 0.732 1
3. Perceived Empowerment and Autonomy 0.689 0.795 1

Table 3. Pearson Correlation Matrix for Main Study Variables (N=334)
p<0.001

1. Collaboration and Efficiency: A very strong, highly significant positive correlation
exists between perceived collaborative practices and perceived administrative efficiency
(r=0.732, p < 0.001).

2. Empowerment and Efficiency: A strong, highly significant positive correlation exists
between perceived staff empowerment and perceived administrative efficiency (r = 0.689,
p<0001).

3. Demographics: The analysis confirmed that demographic characteristics (Age, Gender,
Education. Years of Service) shoyggd no statistically significant correlations with
perceived administrative efficiency (p > 0.05).

4.3. Multiple Linear Regression Analysis

The MLR model was highly significant (F(2, 331) = 260.67, p < 0.001) and accounted for a
substantial 61.2% of the variance in perceived administrative efficiency (R2=0.612).

Predictor Standardized Beta (f) t Sig. (p)
Perceived Collaborative Practices 0449 8875 <0.001
Perceived Empowerment and Autonomy 0.380 7502 <0.001

Table 4. Multiple Linear Regression Predicting Perceived Administrative Efficiency
(N=334)

Both independent variables were confirmed as unique and highly significant predictors of
administrative efficiency. Collaborative Practices emerged as the strongest predictor (beta =
0.449), closely followed by Staff Empowerment (beta = 0.380).

5.1 DISCUSSION

The study's quantitative results provide powerful, localized evidence supporting the central role
of organizgfgnal human dynamics in administrative outcomes. The fact that the model explains
over 60% of the variance in efficiency perceptions underscores the paramount importance of
these two factors.

The robust predictive power of collaborative practices validates the tenets of Social Exchange
Theory within the Zimbabwean HEI context. Collaboration acts as a powerful, low-cost
institutional resource, ensuring that resource limitations are effectively counteracted by the
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synergy of collective effort. High collaboration means fewer administrative tasks fall through
departmental cracks, faster information retrieval, and more integrated solutions to student and
faculty issues.

Similarly, the strong contribution of staff empowerment is consistent with Empowerment
Theory. By decentralizing decision-making, HEI leadership empowers staff to act as self-
regulating problem-solvers. This is crucial in environments where centralized bottlenecks can
severely cripple responsiveness. Empowered staff members exhibit greater initiative and
ownership, directly translating into process streamlining and improved efficiency (Herin et al.,

2025).

The finding that demographic variables are non-significant is highly practical, suggesting that an
HEI’s focus should be on transforming organizational culture and leadership behaviour, which
are malleable, rather than being constrained by the composition of the workforce. The high
ratings and strong predictive capability of both collaboration and empowerment suggest that the
university's leadership has successfully implemented elements of a Collaborative Leadership
style, which is demonstrably paying dividends in operational effectiveness.

52 LIMITATIONS

While this study offers valuable quantitative evidence, its insights are derived from a single
private university in Zimbabw@gThis specificity, while providing an in-depth understanding of
the chosen context, naturally limits the direct generalizability of the findings to the broader,
diverse landscape of Zimbabwean higher education institutions or to different national contexts.

6. CONCLUSION AND IMPLICATIONS

This quantitative case study decisively demonstrates that a high level of perceived collaborative
practices and staff empowerment are the most significant and independent predictors of
perceived administrative efficiency in this Zimbabwean private university. For leadership across
the HEI sector, this research offers a clear mandate: administrative efficiency is fundamentally a
function of organizational climate and psychological dynamics, not just structural or financial
resources.

6.1. Implications for Practice

1. Strategic Investment in Collaborative Culture: University policy must move beyond
mere rhetoric on teamwork. Leadership should implement formal mechanisms—such as
cross-functional administrative committees, joint training initiatives, and performance
metrics that reward inter-departmental goal attainment—to foster sustained collaboration.

2. Devolve Decision-Making: To maximize empowerment, leadership should
systematically review and streamline administrative protocols, delegating decision-
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making authority for routine and non-critical tasks to the lowest competent level. This
enhances staff ownership and operational speed.

3. Leadership Development: The findings advocate for prioritizing Collaborative
Leadership training, focusing on developing skills in consensus-building, trust creation,
and shared visioning, as this style is the key enabler for both high collaboration and
empowerment.

6.2. Implications for Future Research

While this study establishes strong quantitative associations, future research should utilize a
mixed-methods design to explore the specific qualitative processes and mechanisms by which
collaborative leadership behaviors foster empowerment and translate into measurable
improvements in efficiency (e.g., reduction in process cycle time, cost savings). Furthermore,

comparative studies across various HEI types (public vs. private) within Zimbabwe are
warranted to enhance the generalizability of these vital findings

Acknowledgments
The authors extend their sincere gratitude to the administrative and academic staff of the private
university for their valuable participation in this study. Their willingness to contribute insights

was instrumental in the successful completion of this research.

Funding Statement

This research received no specific grant from any funding agency in the public, commercial, or

not-for-profit sectors.

Declaration of Interest

Conflicts of interest: none.

REFERENCES

Abu-Bader, S. H. (2021). Using statistical methods in social science research: With a complete
SPSS guide. Oxford University Press.




240
241
242

243
244
245
246

247
248
249

250
251
252

253
254
255

256
257

258
259

260
261
262
263
264
265
266
267
268
269

270
271

Ahmed, S. K. (2024). How to choose a sampling technique and determine sample size for
research: A simplified guide for researchers. Oral Oncology Reports, 12, 100662.
https://doi.org/10.1016/j.00r.2024.100662

Al-Adwan, A. S., Al-Adwan, M. M., & Smedley, J. (2020). Exploring students’ acceptance of e-
learning using the original and extended technology acceptance model in the context of COVID-
19 pandemic. Education and Information Technologies, 25(6), 5217-5239.
https://doi.org/10.1007/s10639-020-10212-0

Alam, M. M. (2025). Survey of Employee Empowerment: Insights and Approaches using Data
Mining. International Journal of Advanced Research and Multidisciplinary Trends (IJARMT),
2(1),244-250.

Ali, A.,Soofi, A. H., Jabbar, A, & Shahid, A. (2025). The Impact of Employee Empowerment
and Job Satisfaction on Organizational Performance. The Critical Review of Social Sciences
Studies, 3(1), 1918-1927.

Allen, S.J., Rosch, D. M., & Riggio,R. E. (2022). Advancing leadership education and
development: Integrating adult learning theory. Journal of Management Education, 46(2), 252—
283. https://doi.org/10.1177/10525629211046467

Amante, V. D. (2025). Companion (2025) and Toxic Transactional Relationships: Social
Exchange Theory.

Ang’ana, G. A., &Ongeti, W. J. (2023a). Collaborative Leadership and Performance: Towards
Development of a New Theoretical Model. Journal of Business. 11(6),297-308.

Ang’ana, G. A., Ongeti, W. J., & Chiroma,J. A.(2023b). Conceptualizing and Measuring
Collaborative Leadership in an Organizational Context. Journal of Human Resource &
Leadership, 7(6), 101-129.

Babbie, E. R. (2016). The practice of social research (14th ed.). Cengage Learning.

Blau, P. M. (1964). Exchange and power in social life. John Wiley & Sons.

Blau, P. M. (2017). Exchange and power in social life. Routledge.

Boparai, R., & Darlington, M. (2024). ‘Intersectional collaboration’: A new form of leadership

from the WomenEd movement. School Leadership & Management,44(5), 648—672.
https://doi.org/10.1080/13632434.2023.2269553

Born, D. H., Correa, M., & George, B. (2025). Authentic leadership across levels: Unlocking
global potential. Organizational Dynamics, 54(1), 101143.
https://doi.org/10.1016/j.oredyn.2024.101143




272
273

274
275

276

277
278
279

280
281
282
283

284
285

286
287

288
289

290
291

292
293
294
295

296
297

298
299
300

301
302

303
304

Cattaneo, L. B., & Chapman, A. R. (2010). The process of empowerment: A model for use in
research and practice. American Psychologist, 65(7), 646—659. https://doi.org/10.1037/a0019293

Conger,J. A., & Kanungo, R. N. (1988). The empowerment process: Integrating theory and
practice. Academy of Management Review, 13(3), 471-482. https://doi.org/10.2307/258093

Dugan, I. P. (2024). Leadership theory: Cultivating critical perspectives. John Wiley & Sons.

Emerson, K., Nabatchi, T., & Balogh, S. (2012). An integrative framework for collaborative
governance. Journal of Public Administration Research and Theory, 22(1), 1-29.
https://doi.org/10.1093/jopart/murQ1 1

Fawcett, S. B., Paine-Andrews, A., Francisco, V. T., Schultz,J. A., Richter, K. P., Lewis, R. K.,
Lopez, C. M., & Fisher, L. (1995). Using empowerment theory in collaborative partnerships for
community health and development. American Journal of Community Psychology, 23(5),677-
697. https://doi.org/10.1007/bf02506994

George, D., & Mallery, P. (2024). IBM SPSS statistics 29 step by step: A simple guide and
reference. Routledge.

Ghanad, A.(2023). An overview of quantitative research methods. International Journal of
Multidisciplinary Research and Analysis, 6(08), 3794-3803.

Grégoire, G. (2014). Multiple linear regression. European Astronomical Society Publications
Series, 66,45-72. https://doi.org/10.1051/eas/ 14660045

Hammer, M., & Champy, I. (1993). Reengineering the corporation: A manifesto for business
revolution. Harper Business.

Herin, T. L., Mattalatta, M ., Ilyas. J. B., &Naninsih, N. (2025). Enhancing Employee
Performance Through Knowledge Management, Innovation Capabilities, Learning Organization,
And Empowerment: An Empirical Study of The West Papua Provincial BPD. Devotion: Journal
of Research and Community Service, 6(2), 145-165.

Hoy, W. K., & Miskel, C. G. (2017). Educational administration: Theory, research, and practice
(9th ed.). McGraw-Hill Education.

Hunziker, S., &Blankenagel, M. (2024). Cross-sectional research design. In Research design in
business and managenient: A practical guide for students and researchers (pp. 187-199).
Springer Fachmedien Wiesbaden. https://doi.org/10.1007/978-3-658-44445-5_15

Huxham, C., & Vangen, S. (2005). Managing to collaborate: The theory and practice of
collaborative advantage. Routledge. https://doi.org/10.4324/9780203019808

Igbal, J., Shagirbasha, S., & Madhan, K. (2024). Empowering frontline service employees:
Examining the link between psychological empowerment, prosocial motivation and proactive




305
306

307
308
309
310

311
312
313
314

315
316
317
318

319
320
321

322
323
324

325
326
327

328
329
330

331

332
333
334

335
336
337

behavior through the lens of horizontal collectivism. Journal of Service Theory and Practice,
34(5). 664—688. https://doi.org/10.1108/JSTP-12-2023-0309

Joseph, W.G., Muriithi, I. W., Muhamad, M. M., Asiat, M., & Joyce, S. I. (2025). Expanding
Educational Opportunities in Private Universities and its Impact on Social Inclusion and
Diversity in Public Universities in Western Uganda. International Journal of Social Sciences &
Educational Studies, 12(2), 54-74.

Khine, K. L. L., & Nyunt, T. T. S. (2019). Predictive big data analytics using multiple linear
regression model. In Big Data Analysis and Deep Learning Applications: Proceedings of the
First International Conference on Big Data Analysis and Deep Learning (pp. 9-19). Springer
Singapore. https://doi.org/10.1007/978-981-13-9824-2 2

Kim,J.,Choi, W., & Yoon, J. (2025). How transformational and ethical leadership promote
organizational citizenship behavior: The roles of change-related self-efficacy and leader-member
exchange. Leadership & Organization Development Journal, 46(2),221-235.
https://doi.org/10.1108/LODI-08-2024-0391

Lee,G.S.,Hong, K. H., Kim, S. H., & Son, C. K. (2025). Estimation for Two Sensitive
Variables Using Randomization Response Model Under Stratified Random Sampling.
Mathematics (2227-7390), 13(2). https://doi.org/10.3390/math 13020216

Lin, S., Bun, M., Gaboardi, M., Kolaczyk, E. D., & Smith, A. (2024). Differentially private
confidence intervals for proportions under stratified random sampling. Electronic Journal of
Statistics, 18(1), 1455-1494. https://doi.org/10.1214/24-EJS2173

Mwenda, F. K., Kiflemariam, A., & Kimani, S. W. (2023). Work Relations Stressors and
Performance of Faculty: A Cross Sectional Survey in Private Universities in Kenya. Open Access
Library Journal, 10(4), 1-12. https://doi.org/10.4236/0alib.1 110058

Mwila, P. M. (2025). Influence of quality assurance framework on quality of education
programmes offered in private universities in Tanzania. Quality Assurance in Education, 33(1),
167-178. https.//doi.org/10.1108/QAE-05-2024-0089

Nadel, S.F. (2013). The theory of social structure. Courier Corporation.

Nguyen, T. D, Shih, M. H., Srivastava, D., Tirthapura, S., & Xu, B. (2021). Stratified random
sampling from streaming and stored data. Distributed and Parallel Databases, 39, 665-710.
https://doi.org/10.1007/s10619-021-07314-x

Sarkar, S., Kumar,R ., Yadav, A., & Singh, R. (2025). Impact of Leadership Styles on
Employees’ Performance: A Comparative Study. Journal of Business Management & Social
Sciences Research, 14(1), 47-61.




338
339
340

341
342
343

344
345

346
347
348

349
350
351

352
353

354
355
356

357
358

359
360
361

362
363

364
365

366

Sarstedt, M., Mooi, E., Sarstedt, M., & Mooi, E. (2019). Regression analysis. In A concise guide
to market research: The process, data, and methods using IBM SPSS Statistics (pp. 209-256).
Springer. https://doi.org/10.1007/978-3-030-14316-2_8

Schlappa, H., Munsie, L., & Ghasemi, K. (2020). The role of social capital in collaborative
innovation. International Journal of Collaborative Enterprise, 8(1),37-54.
https://doi.org/10.1504/LJCENT.2020.108422

Shouxin, L. (2024). Correlational Research. In The ECPH Encyclopedia of Psychology (pp. 327—
328). Springer. https://doi.org/10.1007/978-981-99-9017-9_100101

Spector, P. E. (2019). Do not cross me: Optimizing the use of cross-sectional designs. Journal of
Business and Psychology, 34(2), 125-137. https://doi.org/10.1007/s10869-018-0962 cross-
sectional

Srija, R., Kumar,J. S., & Muralidharan, K. (2025). An improvement in estimating the population
mean by using quartiles and correlation coefficient. Mathematics in Engineering, Science &
Aerospace (MESA), 16(1).

Stepanov, A. (2025). Comparison of Correlation Coefficients. Sankhya A, 87(1), 191-218.
https://doi.org/10.1007/s13171-024-00330-9

Sullivan, J., Williams, P., & Marshall, J. (2012). Collaborative leadership and social change: A
framework for practice. Journal of Community Practice, 20(4), 450-470.
https://doi.org/10.1080/10705422.2012.730303

Varghese, K. A., Ranwah, B. R., Varghese, N, & Varghese, N. (2025). Research Methodology
and Quantitative Techniques: A Guide for Interdisciplinary Research. Taylor & Francis.

Willems, J., & van Houten, R. (2024). Collaborative governance and public service delivery: A
systematic review. Public Management Review, 26(1), 1-25.
https://doi.org/10.1080/14719037.2022.2155823

Woods, P., & Roberts, L. (2018). Higher education management: An international perspective.
Routledge. https://doi.org/10.4324/9781315668616

Yin, R. K. (2018). Case study research and applications: Design and methods (6th ed.). Sage
Publications.




Collaborative Leadership, Staff Empowerment, and
Administrative Efficiency: A Quantitative Analysis in a
Zimbabwean Private University

ORIGINALITY REPORT

8% /o 3%

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS

2%

STUDENT PAPERS

PRIMARY SOURCES

.

journals.aua.ke

Internet Source

T

policyjournalofms.com 1,
Internet Source %
mdpi-res.com /
Internet Source %
WWW.SCirp.org /1
Internet Source %
www.frontiersin.org <’
Internet Source %
B Submitted to University of Ulster <
Student Paper %
www.mdpi.com <
Internet Source %
B www.researchgate.net <
Internet Source %
kuey.net /
n Internet Source < %
research-repository.griffith.edu.au /
10 <l%
Internet Source
link.springer.com
Internet Source <1 %




scholarworks.waldenu.edu <’
Internet Source %
www.sbp-journal.com ’
Internet Sour(BJ < %
etheses.bham.ac.uk '
Internet Source < %
ibedir.org.zm
-IlnternetSourceg <1 %
www.textileassociationindia.org /
Internet Source < %
Submitted to University of Arizona Global <
%

Campus (Canvas LTI 1.1)

Student Paper

Exclude quotes On Exclude matches Off

Exclude bibliography ~ On



