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Addressing the underside of student unrest in South African universities using collegial leadership as approach
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Abstract

Universities in South Africa are confronted with student unrest, which has hindered the effective university education process. They have faced various shortages of academic activities and teaching and learning because of protests and subsequent management responses that culminated in the closures of universities at most times. Student unrest has made it difficult to actualise the set predetermined goals and objectives of the university. These challenges have severally been linked to problems with tuition fees, financial support for students, adequate and conducive hostel accommodation, student socio-economic background and university management styles. Among the management styles, according to the literature and observation, is the decision-making process where the issues concerning students are decided upon. This study explores the potential of the collegial leadership approach to enhance the university decision-making process towards alleviating student unrest in universities. This study is located within a transformative paradigm to transform social unrest in the university system. Conceptual analysis was employed to make sense of the adopted approach as a veritable tool for managing the power differential between the students and the university management. The study found that collaboration and teamwork, consensus building and organisational relationships are the dimensions of managing student unrest in universities. The recommendation is that collaborative management style, teamwork, consensus building and organisational relationships are encouraged in the university management process.

Contribution: This article seeks to contribute to the higher education management system by providing a collegial leadership model. As an integral part of the university system, this model addresses student unrest and improves transformative prospects for the institution. By exploring new ways of managing internal conflict resolution, change is fostered, and improved conditions are cultivated. In this way, it directly responds to the journal’s focus on the transformation of higher education, making it an essential read for scholars and practitioners specialising in this field.
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Introduction

Student unrest is a disruptive and often violent act committed by students against universities or colleges in order to force a change. This type of unrest usually arises out of frustration with the administration or faculty. Student unrest activities include: protests, strikes, riots and occupations. In recent years, student unrest has become an increasingly worrisome phenomenon in South Africa, with several universities being forced to close their doors because of student protests (Maringira & Gukurume 2016; Oxlund 2016). This type of unrest disrupts the education of those involved and puts the safety of both students and staff at risk (Maringira & Gukurume 2021; Mavunga 2019). This makes student unrest a scary reality in many universities across South Africa. The root causes of this unrest are complex and varied, but they often include frustration with inadequate resources, poor living conditions, a lack of institutional support, funding support and limited accommodation of student voices in the management process (Aluede et al. 2005; Amutabi 2002; Iwara, Kilonzo & Iwara 2018; Muswede 2017; Rhoads 1998). This issue has been extensively researched, and there is clear evidence that it is a real and pressing concern to prove its existence not just in South African institutions but also in other African institutions (Balsvik 1998; Czerniewicz, Trotter & Haupt 2019; Heffernan 2015; Hove & Dube 2022; Nkinyangi 1991). Unfortunately, it does not seem to be going away anytime soon as it continues unabated.

South Africa has a long history of violence, even predating the apartheid regime. The country’s experience with discrimination and oppression has led to a sense of powerlessness among many citizens (Maylam 2017; Modiri 2012). In 2012, the South African National Violence confirmed that South Africa was the most violent society in the world (Burton & Leoschut 2013). This may have sparked student unrest on campuses, as students come from all walks of life and are used to hostile ways of seeking justice. This is not to argue that the causes of student unrest are dependent on the socio-economic or socio-cultural background of the students, but the argument is to say that it may have led to the constant violent ways of agitation by South African students. To support this, the assertion echoed by Cornell et al. (2022) and Steinberg (2018) is that violence is rampant in communities. For example, political conflict, police brutality and financial exclusion of some university students are replicated in the university environment. That is, students, based on their experience, believe that university management is powerful and is in the position of power to attend to their needs. Here, students see themselves as powerless and marginalised and therefore need to raise their voices in violent ways.

Student unrest is a continuous issue on most South African campuses, and it has been fuelled by different factors. These factors include a hike in tuition fees, lack of financial support for students, inadequate and unconducive hostel accommodation, socio-economic background of the students and university management styles (Aluede et al. 2005; Calitz & Fourie 2016; Cini 2019; Greeff et al. 2021; Kulati 2003; Lawton-Misra 2019). Tuition fees have been escalating over the past few years, and this has made it difficult for students from poor socio-economic backgrounds to afford university education. In addition, universities have been struggling to provide adequate financial support for students, resulting in many students having to work part-time jobs in order to make ends meet. This has left them feeling exhausted and unable to focus on their studies. Furthermore, the quality of hostel accommodation has been declining, and many students have had to live in cramped and unsafe conditions (Wanie et al. 2017). In addition, university management styles have often been viewed as autocratic and unresponsive to student concerns, which has led to frustration and resentment among many students (Moodley 2019). One can say that there is a lack of or limited inclusive decision-making system in managing the university and its social occurrences. A lack of inclusive decision-making makes students feel deprived of being listened to by the institution’s leadership and management. Consequently, these factors have all contributed to student unrest in South African communities, but this study is more interested in the lack or absence of inclusive decision-making as one of the major causes of student unrest in universities.

The finding of Carey (2013) confirms that university management in the United Kingdom is not inclusive enough to accommodate collaborative management, where students and their leaders have a say in the management process. To support this, Garwe (2017) showed that student voices were not heard and this resulted in student protests on campuses. On another note, the lack of inclusive decision-making among the university stakeholders has created a wider disparity in the relationships that exist between students and university management (Gamede 2021), hence creating undue power deferential where the university authorities assumed the position of power over the students and the students also banked on the use of protest and violence to dismantle the assumed powerfulness of the university authorities. It is, therefore, imperative that university stakeholders engage in inclusive decision-making to create relationships of mutuality and respect. When one group assumes a position of power over another, it creates feelings of resentment and frustration that can lead to conflict. Inclusive decision-making ensures that all voices are heard and considered and that everyone feels a sense of ownership over the decisions that are made. This leads to a greater need for a collegial leadership model to ensure peaceful university operations that will ultimately lead to a positive and productive learning environment. Then the question such as ‘how a collegial leadership model can be positioned as a tool to ensure an inclusive management style to reduce student unrest’ was answered.

Research objectives

Based on the above question and problem, the following research objectives were raised to guide the study. That is, the study explores:


	The assumptions of the collegial leadership approach towards managing student unrest in universities.

	The link between the assumptions of collegial leadership approach and management of students’ unrest in universities.



Methodological lens

The transformative paradigm is a worldview concept that emphasises change and transformation (Mertens 2007, 2016). It is based on the belief that social problems are caused by unequal power relationships (Mertens 2010). This paradigm aims to empower those facing social problems by helping them understand and change the power dynamics that are causing the problem. Therefore, the study is located within a transformative paradigm that aims to bring about social change by challenging and changing the existing power differentials between students and university authorities. The paradigm shift is based on the realisation that most social problems are caused by unequal power relations. In a traditional research paradigm, the researcher is seen as an objective observer who is detached from the people being studied. This detached researcher does not challenge the existing power relations but instead reports on what they observe. On the other hand, the transformative paradigm sees the researcher as an agent of change who works with the people facing the problem to challenge and change the existing power structures (Nyahodza 2019). The researcher in this study galvanises knowledge and expertise to provide solutions capable of bridging the gap between the university stakeholders, students and university authorities towards transformational social change within the university system.

The collegial leadership model theory in this study stands as data. This theory was positioned to be analysed as a veritable tool for the effective management of student unrest in the university. The author employed concept analysis to make sense of the theory as a method of data analysis to allow intellectual argument towards meaning making. A concept analysis is an examination of a particular concept, which can be anything from a concrete object to an abstract idea (Laurence & Margolis 2003). The purpose of a concept analysis is to clarify the definition of the concept and to explore its implications (Najafi et al. 2021). The researcher used analytical tools such as definitions, logical induction and deductions and argument within the existing literature. This well-conducted analysis provides valuable insights into how the collegial leadership approach can help to ensure an inclusive decision-making management style in universities. This study was taken from a larger project ethically approved by the Walter Sisulu University, South Africa ethics committee, with ethical approval number FEDREC 03-11-21.

Presentation of collegial leadership theory

The term ‘collegial leadership’ was first coined in the early 1970s by educational theorists and researchers who were seeking to create an alternative to the traditional and hierarchical model of leadership (Turner 1998). In contrast to the top-down approach of the traditional model, collegial leadership is based on the belief that all members of an organisation are equally capable of leading and that collective decision-making is more effective than relying on a single leader (Singh 2013; Singh, Manser & Mestry 2007). While the concept of collegial leadership has been around for several decades, it has only recently begun to gain mainstream attention. There has been a growing movement among educators and administrators in recent years to adopt a more collaborative, decentralised approach to leadership (Fahmi et al. 2016; Ibrahim, Akanbang & Laube 2020). This shift is largely because of the recognition that collegial leadership can promote creativity, innovation, collective decision-making and problem solving (Bezzina 2000; Timperley & Robinson 1998; Wijngaarden, Hitters & Bhansing 2020).

Collegial leadership theory posits that effective leaders are those who can build strong relationships with their colleagues (Hoy, Smith & Sweetland 2002). These relationships are based on trust, respect and mutual cooperation, and they allow leaders to effectively leverage the skills and expertise of their team members (Williams 2015). That is, the theory emphasises the importance of leaders working together with their colleagues rather than trying to exert their authority over them. In a collegial leadership environment, decisions are made through consensus-building and open dialogue, and both leaders and followers are committed to the success of the team (Ghamrawi 2010). This type of leadership has been shown to be especially effective in situations where creativity and innovation are valued. By encouraging collaboration and nurturing a spirit of camaraderie and trust, collegial leaders create an atmosphere where new ideas can flourish (Unsworth & Parker 2003), boosting morale, improving performance and ensuring positive behaviours.

This approach is based on the belief that collective wisdom is greater than individual intelligence, and those diverse perspectives can lead to more creative and effective solutions. One of the benefits of collegial leadership is that it allows leaders to leverage the strengths of their team members (Bovbjerg 2006; Charner-Laird et al. 2016). By working together, leaders can identify and capitalise on each team member’s unique talents and expertise, which leads to more efficient and effective decision-making and a deeper understanding of complex problems (Yu et al. 2010). In response to this trend, some experts have proposed the implementation of a collegial leadership model at universities. This approach would involve giving more power to subordinates, who would then make decisions through a process of collective deliberation. The hope is that it would lead to a more democratic and responsive form of management, which would be better equipped to deal with organisational conflict, including student unrest. While it is still unclear whether this model would be effective in practice, it represents an intriguing response to the challenges posed by campus protests. When applied to the context of universities, this theory suggests that university leaders should involve students in decision-making processes to foster greater ownership and buy-in for university policies. This approach is likely to result in improved management of student unrest, as students will feel more invested in the decisions made about their university experience. Additionally, by adopting a collegial leadership style, university leaders can build relationships of trust and mutual respect with students, which will also help to defuse tension and conflict.

Assumptions of collegial leadership theory

Having conceptualised the collegial leadership theory, one can argue that it processes some unique assumptions that stand as its principles. They are collaboration and teamwork, consensus building and organisational relationships. These assumptions are discussed below.

Collaboration and teamwork

From the theoretical presentation above, one can argue that one of the major assumptions of collegial leadership theory is collaboration. The theory promotes collaboration among the people, colleagues and all organisational stakeholders (Bolden, Petrov & Gosling 2008; Singh 2005). This means that the theory promotes working together among colleagues and all organisational stakeholders who are responsible for actualising the organisation’s predetermined goals. The theory believes that by working together, everyone can benefit with adequate consideration of the mutual ways of doing things. For example, by collaborating, colleagues can share ideas and resources which can lead to better outcomes for the organisation. Furthermore, all stakeholders can have a say in decision-making which can help ensure that the organisation meets their needs. Ultimately, collegial leadership theory provides a framework for cooperation that can improve the effectiveness of an organisation (Shrifian 2011). Additionally, according to collegial leadership theory, teamwork is essential for an organisation to succeed with an argument that all stakeholders, including management, employees and shareholders, should work together collaboratively. Doing so, they can pool their knowledge and resources to achieve common goals.

Consensus building

Based on the above presentation, one of the major assumptions of collegial leadership theory is consensus building, most peculiar to conflict management. Collegial leadership theory emphasises the importance of developing consensus among team members to make effective decisions. This approach is based on the belief that collective decision-making is more likely to result in successful outcomes than unilateral decision-making (Bates 2014). When team members are able to share their perspectives and reach an agreement on a course of action, they are more likely to be committed to implementing that plan and achieving the desired results. Additionally, collegial leadership theory suggests that conflict should be managed in a way that leads to consensus rather than confrontation (Mausethagen, Prøitz & Skedsmo 2019). By encouraging team members to discuss their differences and reach an agreement, collegial leaders can help minimise conflict and promote cooperation.

Organisational relationships

Organisational relationships are one of the major assumptions of collegial leadership theory based on the above theoretical analysis. This theory values the deliberate creation of mutual and professional relationships among the stakeholders in organisations (Singh 2013). Collegial leadership places a high value on organisational relationships, assuming that mutual and professional relationships among the stakeholders in organisations are deliberately created. These relationships are thought to improve communication and cooperation among members of the organisation. They also provide a supportive network that can help individuals reach their full potential. In addition, collegial relationships are believed to foster creativity and innovation (Mathisen 2011). Encouraging the free exchange of ideas provides a fertile ground for new solutions to emerge. Ultimately, the goal of collegial leadership theory is to create an environment in which all members of the organisation can thrive.

The links between the assumptions and management of student unrest

This section discusses and argues how collegial leadership theory could be positioned to address the issue of student unrest in the university system. These are discussed under the following sub-headings:


	collaboration and teamwork and management of student unrest,

	consensus building and management of student unrest,

	organisational relationships and management of student unrest.



Collaboration and teamwork, and management of student unrest

As universities become increasingly diverse and globalised, the need for effective collaboration and teamwork among students, faculty and staff has never been greater. At the same time, the number of incidents of student unrest on campuses around the world is on the rise. While the relationship between collaboration and teamwork and the management of student unrest in universities has been widely studied, there is still much to learn. However, the literature does confirm that there is a connection between these two areas. For example, many studies have shown that collaborative approaches to managing student unrest are more effective than traditional hierarchical models (Omodan, Dube & Tsotetsi 2018). This is likely because collaboration encourages dialogue and understanding, while hierarchy often leads to frustration and resentment. Furthermore, team-based approaches have also been shown to be more successful in managing human capital (Govender 2011). This is likely because teams are better able to identify and address the root causes of dissatisfaction. Thus, collaboration and teamwork are essential for effectively managing university student unrest.

Therefore, to effectively manage student unrest, universities must first foster a culture of collaboration and teamwork in the university system. By promoting open communication and mutual respect among all university community members, universities can create an environment in which students feel free to express their views without fear of retribution. Additionally, universities must provide training and resources to help students learn how to work together effectively in teams. By investing in collaboration and teamwork, universities can help prevent student unrest and create a more positive learning environment for all.

Consensus building and management of student unrest

In any educational institution, be it an elementary school, a high school or a university, one of the most important functions of the administration is to ensure the safety of the students. This becomes even more important when there is unrest among the student body. Student unrest can manifest itself in many forms, from protests and sit-ins to threats and violence. In such cases, it is essential for the administration to come up with a strategy for consensus building and to manage the unrest. This often involves creating a dialogue between the administration and the student body to understand the students’ grievances and find a resolution that is acceptable to both parties. In some cases, outside mediators may also need to be brought in to help facilitate the process (Liu et al. 2021). The goal is to prevent the situation from spiralling out of control and to maintain a safe and orderly environment for all students.

This is expedient because it is widely accepted that there is a relationship between consensus building and the management of conflict (Donais 2012), including student unrest in universities. This view is supported by a number of studies, which have shown that organisations that are successful in managing conflicts make use of consensus-building techniques (Donais 2012; Macdonald et al. 2009; Susskind, McKearnen & Thomas-Lamar 1999). For example, one study found that universities that make use of student input when making decisions about university policy are more likely to be successful in managing student unrest (Aluede et al. 2005). This is because students feel that their concerns are being listened to and taken into account, and as a result, they are less likely to take part in disruptive behaviour. In addition, universities that encourage dialogue between students and staff are more likely to successfully manage student unrest (Onivehu 2021). This is because students feel that they have a voice in the decision-making process, and as a result, they are less likely to resort to violence or other forms of disruptive behaviour. These arguments suggest that there is a strong relationship between consensus building and the management of student unrest in universities.

Organisational relationships and management of student unrest

In any organisation, there is always some relationship that management requires to maintain order and prevent chaos. This is especially true in an educational setting, where students of all ages and backgrounds must interact on a daily basis. However, by proactively establishing and maintaining positive relationships with students, university authorities can help to prevent or defuse these situations before they escalate. In addition, established relationships based on rules and procedures for handling conflict can also help to keep student unrest from spinning out of control. Being mindful of the potential for conflict and taking steps to address it proactively creates a calm and orderly learning environment for all students.

To further confirm the argument, the finding of Sebake (2019) suggests that there is a positive relationship between collegial relationships and the management of student unrest. Specifically, when university management has strong collegial relationships with other stakeholders, including students, they are more likely to be responsive to student concerns and to take proactive measures to prevent and address student unrest. In addition, collegial relationships among university stakeholders result in increased communication and cooperation, which can help to resolve disputes before they escalate into full-blown crises (Birya 2020). Moreover, this kind of relationship provides a sense of shared purpose and community that can help reduce the stress and anxiety students feel during periods of turbulence. Ultimately, Chemutai, Onkware and Iteyo (2020) confirm that there is a clear link between organisational relationships and the effective management of student unrest in universities.

Conclusion and recommendation

The study found that the collegial leadership model can be positioned as a tool to ensure an inclusive management style to reduce student unrest in universities. The study indicated that collaboration and teamwork, consensus building and organisational relationships are the dimensions in which students could be adequately included in the process of making effective management decisions towards managing student unrest in universities. Therefore, the collegial leadership approach is likely to effectively reduce student unrest by ensuring that students are included in the decision-making process. This inclusion allows for a reduction in the feeling of disenfranchisement and isolation that often leads to unrest. That is, the study’s major argument showed a close relationship between management style and social unrest in the university system. Hence, collaborative management style teamwork, consensus building and organisational relationships are effective in mitigating social unrest in the university system. The study recommends that university management and authorities should ensure collaborative management style teamwork, consensus building and organisational relationship in their management process to mitigate social unrest in the university system towards peace and tranquillity. Lastly, the recombination may not be effective in all situations, hence the limitation of this study. Therefore, further studies could be conducted to empirically test the recommendations’ effectiveness.

Acknowledgements

Competing interests

The author declares that they have no financial or personal relationships that may have inappropriately influenced them in writing this article.

Author’s contributions

B.I.O is the sole author of this article.

Ethical considerations

Ethical clearance to conduct this study was obtained from the Walter Sisulu University Faculty of Education Research Ethics Committee (No. BEREC 01-09-21).

Funding information

This research received no specific grant from any funding agency in the public, commercial or not-for-profit sectors.

Data availability

Data sharing is not applicable to this article as no new data were created or analysed in this study.

Disclaimer

The views and opinions expressed in this article are those of the author and do not necessarily reflect the official policy or position of any affiliated agency of the author.

References

Aluede, O., Jimoh, B., Agwinede, B.O., & Omoregie, E.O., 2005, ‘Student unrest in Nigerian universities: Looking back and forward’, Journal of Social Sciences 10(1), 17–22. https://doi.org/10.1080/09718923.2005.11892454

Amutabi, M.N., 2002, ‘Crisis and student protest in universities in Kenya: Examining the role of students in national leadership and the democratisation process’, African Studies Review 45(2), 157–177. https://doi.org/10.17159/2223-0386/2017/n17a3

Balsvik, R.R., 1998, ‘Student protest – University and State in Africa 1960–1995’, in Forum for development studies, vol. 25, pp. 301–325, Taylor & Francis Group.

Bates, S.B., 2014, ‘Committee effectiveness in higher education: The strengths and weaknesses of group decision making’, Research in Higher Education Journal 25, 1–9.

Bezzina, C., 2000, ‘Educational leadership for twenty-first century Malta: Breaking the bonds of dependency’, International Journal of Educational Management 14(7), 299–307. https://doi.org/10.1108/09513540010378950

Birya, G.D., 2020, ‘The role of communication in crisis management in institutions of higher learning in Kenya: A case of Daystar University student unrest’, Doctoral dissertation, Daystar University, School of Communication.

Bolden, R., Petrov, G. & Gosling, J., 2008, Developing collective leadership in higher education, Leadership Foundation for Higher Education, Exeter.

Bovbjerg, K.M., 2006, ‘Teams and collegiality in educational culture’, European Educational Research Journal 5(3–4), 244–253. https://doi.org/10.2304%2Feerj.2006.5.3.244

Burton, P. & Leoschut, L., 2013, School violence in South Africa. Results of the 2012 National School violence study, Centre for Justice and Crime Prevention, Monograph series, 12. Cape Town.

Calitz, E. & Fourie, J., 2016, ‘The historically high cost of tertiary education in South Africa’, Politikon 43(1), 149–154. https://doi.org/10.1080/02589346.2016.1155790

Carey, P., 2013, ‘Student engagement: Stakeholder perspectives on course representation in university governance’, Studies in Higher Education 38(9), 1290–1304. https://doi.org/10.1080/03075079.2011.621022

Charner-Laird, M., Szczesiul, S., Kirkpatrick, C.L., Watson, D. & Gordon, P., 2016, ‘From collegial support to critical dialogue: Including new teachers’ voices in collaborative work’, Professional Educator 40(2), 1–7.

Chemutai, B., Onkware, K. & Iteyo, C., 2020, ‘Nature of student unrest in secondary schools in Kericho County Kenya’, The International Journal of Social Sciences and Humanities Invention 7(11), 6293–6307.

Cini, L., 2019, ‘Disrupting the neoliberal university in South Africa: The #FeesMustFall movement in 2015’, Current Sociology 67(7), 942–959. https://doi.org/10.1177%2F0011392119865766

Cornell, J., Malherbe, N., Seedat, M. & Suffla, S., 2022, ‘Discourses of gender and political violence in South Africa’, Social Politics: International Studies in Gender, State & Society 29(1), 309–332. https://doi.org/10.1093/sp/jxab005

Czerniewicz, L., Trotter, H. & Haupt, G., 2019, ‘Online teaching in response to student protests and campus shutdowns: Academics’ perspectives’, International Journal of Educational Technology in Higher Education 16(1), 1–22. https://doi.org/10.1186/s41239-019-0170-1

Donais, T., 2012, Peacebuilding and local ownership: Post-conflict consensus-building, Routledge, London & New York.

Fahmi, F.Z., Prawira, M.I., Hudalah, D. & Firman, T., 2016, ‘Leadership and collaborative planning: The case of Surakarta, Indonesia’, Planning Theory 15(3), 294–315. https://doi.org/10.1177%2F1473095215584655

Gamede, N.W., 2021, ‘Factors that influence social protests and their effect on peace and stability in Africa’, in International Conference on Public Administration and Development Alternatives (IPADA), IPADA Conference, Thohoyandou, October 6–8, 2021, pp. 131–141.

Garwe, E.C., 2017, ‘Student voice: Embracing student activism as a quality improvement tool in higher education’, in S.L. Renes (ed.), Global voices in higher education, p. 189, IntechOpen, Croatia.

Ghamrawi, N., 2010, ‘No teacher left behind: Subject leadership that promotes teacher leadership’, Educational Management Administration & Leadership 38(3), 304–320. https://doi.org/10.1177%2F1741143209359713

Govender, P., 2011, ‘A team-based approach to leading and managing a rural primary school’, Doctoral dissertation, University of KwaZulu-Natal.

Greeff, M., Mostert, K., Kahl, C. & Jonker, C., 2021, ‘The #Feesmustfall protests in South Africa: Exploring first-year students’ experiences at a peri-urban university campus’, South African Journal of Higher Education 35(4), 78–103. https://doi.org/10.20853/35-4-4219

Heffernan, A., 2015, ‘Black Consciousness’s lost leader: Abraham Tiro, the University of the North, and the seeds of South Africa’s student movement in the 1970s’, Journal of Southern African Studies 41(1), 173–186. https://doi.org/10.1080/03057070.2015.991575

Hove, B. & Dube, B., 2022, ‘What now for the Zimbabwean student demonstrator? Online activism and its challenges for university students in a COVID-19 lockdown’, International Journal of Higher Education 11(2), 100–108. https://doi.org/10.5430/ijhe.v11n2p

Hoy, W.K., Smith, P.A. & Sweetland, S.R., 2002, ‘The development of the organisational climate index for high schools: Its measure and relationship to faculty trust’, The High School Journal 86(2), 38–49. https://www.jstor.org/stable/40364336

Ibrahim, A.S., Akanbang, B.A.A. & Laube, W., 2020, ‘Sustaining decentralised collaborative governance arrangements in Africa: A case study of land management committees in the Upper West Region, Ghana’, GeoJournal 87, 641–660. https://doi.org/10.1007/s10708-020-10276-3

Iwara, I., Kilonzo, B.M. & Iwara, V.O., 2018, ‘University of Venda and University of Zululand: A critique of the post 2017 student riots’, African Journal of Gender, Society & Development 121–137. https://doi.org/10.31920/2050-4284/2018/s1n1a7

Kulati, T., 2003, ‘From protest to challenge: Leadership and higher education change in South Africa’, Tertiary Education & Management 9(1), 13–27. https://doi.org/10.1080/13583883.2003.9967090

Laurence, S. & Margolis, E., 2003, ‘Concepts and conceptual analysis’, Philosophy and Phenomenological Research 67(2), 253–282. https://doi.org/10.1111/j.1933-1592.2003.tb00290.x

Lawton-Misra, N., 2019, Crisis leadership at South African universities: An exploration of the effectiveness of the strategies and responses of university leadership teams to the #FeesMustFall (#FMF) protests at South African universities in 2015 and 2016, viewed 05 January 2023, from https://etd.uwc.ac.za/handle/11394/7096

Liu, L.A., Friedman, R., Barry, B., Gelfand, M.J. & Zhang, Z.X., 2012, ‘The dynamics of consensus building in intracultural and intercultural negotiations’, Administrative Science Quarterly 57(2), 269–304. https://doi.org/10.1177%2F0001839212453456

Macdonald, S., Myers, D., Smith, S.N., Johnston, C., Hernandez Llosas, M.I., Loh, L. et al., 2009, Consensus building, negotiaton, and conflict resolution for heritage place management, The Getty Conservation Institute, Los Angeles.

Maringira, G. & Gukurume, S., 2016, ‘Being Black’ in #FeesMustFall and # FreeDecolonisedEducation: Student protests at the University of the Western Cape’, An analysis of the #FeesMustFall Movement at South African universities, 35–48, viewed 25 January 2023, from https://csvr.org.za/pdf/An-analysis-of-the-FeesMustFall-Movement-at-South-African-universities.pdf#page=35.

Maringira, G. & Gukurume, S., 2021, ‘Politics, (Re)possession and resurgence of student protests in South African Universities’, Politikon 48(3), 486–505. https://doi.org/10.1080/02589346.2021.1952738

Mathisen, G.E., 2011, ‘Organisational antecedents of creative self-efficacy’, Creativity and Innovation Management 20(3), 185–195. https://doi.org/10.1111/j.1467-8691.2011.00606.x

Mausethagen, S., Prøitz, T.S. & Skedsmo, G., 2019, ‘School leadership in data use practices: Collegial and consensus-oriented’, Educational Research 61(1), 70–86. https://doi.org/10.1080/00131881.2018.1561201

Mavunga, G., 2019, ‘#FeesMustFall protests in South Africa: A critical realist analysis of selected newspaper articles’, Journal of Student Affairs in Africa 7(1), 81–99. https://doi.org/10.24085/jsaa.v9i2

Maylam, P., 2017, South Africa’s racial past: The history and historiography of racism, segregation, and apartheid, Routledge, London.

Mertens, D.M., 2007, ‘Transformative paradigm: Mixed methods and social justice’, Journal of Mixed Methods Research 1(3), 212–225. https://doi.org/10.1177%2F1558689807302811

Mertens, D.M., 2010, ‘Transformative mixed methods research’, Qualitative Inquiry 16(6), 469–474. https://doi.org/10.1177%2F1077800410364612

Mertens, D.M., 2016, ‘Advancing social change in South Africa through transformative research’, South African Review of Sociology 47(1), 5–17. https://doi.org/10.1080/21528586.2015.1131622

Modiri, J., 2012, ‘The colour of law, power and knowledge: Introducing critical race theory in (post-)apartheid South Africa’, South African Journal on Human Rights 28(3), 405–436. https://doi.org/10.1080/19962126.2012.11865054

Moodley, A., 2019, ‘Leadership in a time of crisis: A case of public receptiveness in South Africa’, Journal of Public Administration 54(4), 582–596. https://hdl.handle.net/10520/EJC-1bc9d650c9

Muswede, T., 2017, ‘Colonial legacies and the decolonisation discourse in post-apartheid South Africa – A reflective analysis of student activism in Higher Education’, African Journal of Public Affairs 9(5), 200–210. https://hdl.handle.net/10520/EJC-6a114147f

Najafi, F., Cheraghi, M., Pashaeipour, S. & Ghane, G., 2021, ‘Clarifying the concept of the four-season symphony (I SEA) in nursing practice: A Wilson’s approach to concept analysis’, Nursing Forum 56(3), 724–733. https://doi.org/10.1111/nuf.12572

Nkinyangi, J.A., 1991, ‘Student protests in sub-Saharan Africa’, Higher Education 22(2), 157–173. https://doi.org/10.1007/BF00137474

Nyahodza, L., 2019, Positioning open access in a transformative paradigm, UCT-Open, Cape Town.

Omodan, B.I., Dube, B. & Tsotetsi, C.T., 2018, ‘Collaborative governance and crisis management in Nigerian universities: An exploration of students’ activism’, in M.M. Dichaba & M.A.O. Sotayo (eds.), Rethinking teaching and learning in the 21st century, pp. 48–68, African Academic Research Forum, Pretoria.

Onivehu, A.O., 2021, ‘Causes, consequences and control of student protests’, Sociální pedagogika | Social Education 9(1), 8–21. https://doi.org/10.7441/soced.2021.09.01.01

Oxlund, B., 2016, ‘#EverythingMustFall: The use of social media and violent protests in the current wave of student riots in South Africa’, Anthropology Now 8(2), 1–13. https://doi.org/10.1080/19428200.2016.1202574

Rhoads, R.A., 1998, ‘Student protest and multicultural reform: Making sense of campus unrest in the 1990s’, The Journal of Higher Education 69(6), 621–646. https://doi.org/10.1080/00221546.1998.11780745

Sebake, B.K., 2019, ‘Managing higher education in the post fees must fall: Is the centre still holding?’, in International Conference on Public Administration and Development Alternative (IPADA), IPADA Conference, Johannesburg, October 6–8, 2021, pp. 131–141.

Shrifian, L., 2011, ‘Collegial management to improve the effectiveness of managers, organisational behavior in educational institutions’, Procedia-Social and Behavioral Sciences 29, 1169–1178. https://doi.org/10.1016/j.sbspro.2011.11.351

Singh, P., 2005, ‘Use of the collegial leadership model of emancipation to transform traditional management practices in secondary schools’, South African Journal of Education 25(1), 11–18.

Singh, P., 2013, ‘Transforming traditional bureaucratic management practices by employing the Collegial Leadership Model of Emancipation’, International Business & Economics Research Journal (IBER) 12(8), 953–968. https://doi.org/10.19030/iber.v12i8.7991

Singh, P., Manser, P. & Mestry, R., 2007, ‘Importance of emotional intelligence in conceptualising collegial leadership in education’, South African Journal of Education 27(3), 541–563.

Steinberg, J., 2018, ‘Xenophobia and collective violence in South Africa: A note of skepticism about the scapegoat’, African Studies Review 61(3), 119–134. https://doi.org/10.1017/asr.2018.56

Susskind, L.E., McKearnen, S. & Thomas-Lamar, J., 1999, The consensus building handbook: A comprehensive guide to reaching agreement, Sage, London.

Timperley, H.S. & Robinson, V.M., 1998, ‘Collegiality in schools: Its nature and implications for problem solving’, Educational Administration Quarterly 34(1_suppl), 608–629. https://doi.org/10.1177%2F0013161X980341003

Turner, S.A., 1998, A study of leadership theories from 1970 to 1999 and their implications for educational leadership practice, Brigham Young University, Michigan.

Unsworth, K. & Parker, S.K., 2003, ‘Promoting a proactive and innovative workforce for the new workplace’, in D. Holman, T.D. Wall, C.W. Clegg, P. Sparrow & A. Howard (eds.), The new workplace: A guide to the human impact of modern working practices, John Wiley & Sons, Chichester.

Wanie, C.M., Oben, E.E., Molombe, J.M. & Tassah, I.T., 2017, ‘Youth advocacy for efficient hostel management and affordable university students’ housing in Buea, Cameroon’, International Journal of Housing Markets and Analysis 10(1), 81–111. https://doi.org/10.1108/IJHMA-01-2016-0012

Wijngaarden, Y., Hitters, E. & Bhansing, P.V., 2020, ‘Cultivating fertile learning grounds: Collegiality, tacit knowledge and innovation in creative co-working spaces’, Geoforum 109, 86–94. https://doi.org/10.1016/j.geoforum.2020.01.005

Williams, M.M., 2015, ‘Effects of collegial principal leadership and trust on collaboration and teacher role stress’, Doctoral dissertation, University of Alabama Libraries.

Yu, H., Shen, Z., Miao, C., Leung, C., Chen, Y., Fauvel, S. et al., 2017, ‘A dataset of human decision-making in teamwork management’, Scientific Data 4(1), 1–12. https://doi.org/10.1038/sdata.2016.127

OPS/symbol.jpg
 — .\

\ U





OPS/CoverDesign.jpg
FAOSIS

Transformation in Higher Education

http://thejournal.org.za

Addressing the underside of student
unrest in South African universities
using collegial leadership as
approach

Bunmi . Omodan

Transformation in Higher Education 8(0), a273.
https//doi.org/10.4102/the.v8i0.273






