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This study aimed to examine the level of organizational 
management factors at Nanning University. The research 
focused on four dimensions: leadership effectiveness, 
organizational culture, teacher competency, and knowledge 
sharing. A descriptive research design was employed to 
describe the current condition of organizational management 
based on the perceptions of university employees. The sample 
consisted of 276 academic and administrative staff members 
from Nanning University, selected from a population of 890 
lecturers using Yamane’s formula at a 95% confidence level. A 
structured questionnaire was used as the research instrument, 
and the data were analyzed using frequency, percentage, 
mean, and standard deviation.  

Th e  fin d in gs  revea led  th at  th e  overa l l  leve l  of 
organizational management factors at Nanning University was 
at a high level, with a mean score of 3.86 and a standard 
deviation of 0.77. Among the four dimensions, leadership 
effectiveness had the highest mean score (M = 4.09, S.D. = 
0.72), followed by teacher competency (M = 4.02, S.D. = 0.73), 
organizational culture (M = 3.77, S.D. = 0.77), and knowledge 
sharing (M = 3.58, S.D. = 0.75). All dimensions were interpreted 
at a high level, indicating that employees generally perceived 
the university ’s organizational management positively. 
However, knowledge sharing received the lowest mean score 
among the four dimensions, suggesting that the university may 
further strengthen opportunities for staff members to 
exchange professional knowledge, teaching experience, and 
work-related information. The results of this study provide 
useful information for university administrators to improve 
internal management, enhance staff collaboration, support 
teacher development, and promote institutional effectiveness. 
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Introduction  

Organizational management is an important foundation for the effective development of 
higher education institutions (Comstock et al., 2023). In the context of university management, 
strong organizational management helps institutions improve internal coordination, support 
teaching quality, enhance staff participation, and create a positive working environment. For 
universities, especially institutions that are responsible for cultivating skilled and professional 
talents, organizational management is closely connected with the daily work of teachers, 
administrative staff, and academic departments. Therefore, understanding the current 
condition of organizational management factors is necessary for identifying strengths and 
areas that may require improvement (Williams III et al., 2023). Nanning University, as a higher 
education institution in China, plays an important role in providing education, developing 
talents, and supporting regional social and economic development. As the university continues 
to develop, the effectiveness of its internal management becomes increasingly important. 
Good organizational management can help the university strengthen communication, improve 
work efficiency, support teachers’ professional growth, and create a collaborative 
organizational culture (Jang & Alexander, 2022). However, different staff members may have 
different perceptions of the current management situation. Therefore, it is useful to examine 
the level of organizational management factors from the perspective of teachers and 
administrative staff. 

This study focuses on four major dimensions of organizational management factors: 
leadership effectiveness, organizational culture, teacher competency, and knowledge sharing. 
Leadership effectiveness refers to the ability of leaders to provide direction, make appropriate 
decisions, support staff, communicate clearly, and solve problems effectively (Henshaw, 2022). 
Effective leadership can help guide teachers and staff toward common institutional goals and 
create confidence in university management. Organizational culture refers to the shared 
values, beliefs, working atmosphere, teamwork, and level of trust within the university. A 
positive organizational culture can encourage cooperation, responsibility, and commitment 
among staff members (Brown et al., 2022). Teacher competency is another important 
dimension of organizational management. It refers to teachers’ professional knowledge, 
teaching skills, technical ability, and capacity to perform teaching responsibilities effectively 
(Miller-Cotto et al., 2022). In a university setting, teacher competency directly supports the 
quality of education and student development. Knowledge sharing refers to the willingness 
and behavior of staff members to exchange ideas, teaching experiences, professional 
knowledge, and work-related information. When knowledge sharing is encouraged, teachers 
and administrative staff can learn from one another, improve their work performance, and 
support institutional development.  

This research is designed as a descriptive study. It does not aim to test causal 
relationships or examine the impact of one variable on another. Instead, the purpose is to 
describe the current level of organizational management factors in Nanning University. By 
using descriptive analysis, the study can present the overall level of organizational 
management factors and the level of each dimension. The findings can provide useful 
information for university administrators, department leaders, teachers, and staff members to 
better understand the existing management condition of the university. In summary, this study 
is important because it provides a clear picture of organizational management factors in 
Nanning University. By examining leadership effectiveness, organizational culture, teacher 
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competency, and knowledge sharing, the study can help identify the strengths of the 
university’s internal management and provide a basis for future improvement. The results may 
also support the development of practical management strategies that enhance institutional 
effectiveness, staff collaboration, and educational quality. 

Literature Review and Theoretical Framework  

Concept of Organizational Management 

Organizational management factors refer to the internal conditions, systems, practices, 
and human elements that support the effective operation of an organization (Huey Jr et al., 
2023). In the context of educational institutions, organizational management  factors are 
especially important because schools, colleges, and universities depend not only on physical 
resources and formal policies, but also on people, leadership, culture, professional capability, 
and knowledge exchange. For this study, organizational management factors are examined 
through four dimensions: leadership effectiveness, organizational culture, teacher competency, 
and knowledge sharing (Hyter, 2022). These four dimensions are consistent with the approved 
descriptive direction of the study, which focuses on examining the level of organizational 
management factors rather than testing organizational performance as a separate dependent 
variable (Wang et al., 2022). Organizational management is not limited to administrative 
control or formal rules. It also includes the ways in which leaders guide staff, how staff 
members work together, how professional knowledge is developed, and how information is 
shared across departments (Abdalla & Moussa, 2024). In educational institutions, management 
is closely connected with teaching, learning, curriculum implementation, staff development, 
student services, and institutional planning. When organizational management is strong, 
teachers and staff are more likely to understand their responsibilities, cooperate with one 
another, and contribute to institutional goals. When organizational management is weak, 
communication problems, unclear responsibilities, lack of cooperation, and low professional 
motivation may occur (Nadeem, 2024). Descriptive research is useful when the researcher 
aims to understand the present situation of a phenomenon. In this study, the present situation 
refers to the level of organizational management factors in Nanning University. The study can 
show whether the overall level is high, moderate, or low, and it can also show the level of each 
dimension (Banwo et al., 2022). This type of information is useful for administrators because it 
provides evidence for reflection and improvement. For example, if leadership effectiveness is 
rated highly, it may suggest that staff members perceive leaders as supportive and capable. If 
knowledge sharing is rated lower, the university may need to create more opportunities for 
communication and collaboration. 

Dimensions of Organizational Management 

1. Leadership effectiveness is a key dimension of organizational management in 
vocational colleges. It refers to leaders' ability to guide, support, communicate with, and 
coordinate teachers and administrative staff to achieve institutional goals (Fitrianto & Farisi, 
2025). Effective leaders provide clear direction, make sound decisions, solve problems, and 
create a supportive work environment. In vocational colleges, leadership is particularly 
important because it must balance academic development with practical skills training 
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(Oladejo et al., 2022). Communication is a central aspect of leadership effectiveness, enabling 
leaders to explain policies, clarify responsibilities, and encourage staff participation (Haskins & 
Roets, 2022). Effective leaders also support staff by addressing challenges related to teaching, 
administration, curriculum changes, and technology while promoting professional 
development (Chang & Viesca, 2022). Strong problem-solving skills help institutions respond 
to operational issues, improve training facilities, and adapt to labor market demands (Krejcie & 
Morgan, 1970). In this study, leadership effectiveness is examined descriptively to determine 
how teachers and administrative staff perceive its current level (high, moderate, or low), rather 
than to test its effect on organizational performance (Fonsén et al., 2023). 

2. Organizational culture refers to the shared values, beliefs, norms, and working 
environment that shape interactions within an institution (Arar et al., 2022). In vocational 
colleges, a positive culture promotes teamwork, trust, communication, and collab oration 
among teachers and administrative staff, supporting teaching, student development, and 
institutional improvement. Conversely, a weak culture may result in poor communication, 
limited cooperation, and unclear work values (Xu et al., 2025). Open communication, shared 
responsibility, and continuous improvement are essential elements of organizational culture. 
Vocational colleges must adapt to changes in educational policies, technology, and industry 
needs, making collaboration and innovation particularly important (Xia, 2023). A supportive 
work environment also encourages staff commitment and enhances institutional effectiveness 
(Shiferaw et al., 2023). This study examines teachers' and administrative staff's perceptions of 
organizational culture to describe its current level and identify areas for improvement rather 
than establish causal relationships (Tan et al., 2023). 

3. Teacher competency is an important dimension of organizational management 
because competent teachers contribute to instructional quality, professional development, 
and institutional improvement. It includes subject knowledge, teaching skills, classroom 
management, collaboration, and continuous learning (Tierney, 2023). Previous studies show 
that competent teachers improve educational quality by participating in curriculum 
development, mentoring colleagues, and adopting effective teaching practices (Arifin et al., 
2024). In higher education, collaboration through team teaching, research, and professional 
learning strengthens teaching effectiveness and knowledge sharing (Sirathanakul et al., 2023). 
However, teachers' participation in institutional decision-making is often limited, reducing 
their sense of ownership and engagement (Idris et al., 2023). In this study, teacher competency 
is examined descriptively to understand how teachers and administrative staff perceive the 
current competency level within the university. 

4.  Knowledge Sharing Knowledge sharing refers to the exchange of knowledge, skills, 
experiences, and professional practices among teachers and administrative staff (Shiferaw et 
al., 2023). In vocational colleges, it supports continuous learning, improves teaching quality, 
and strengthens collaboration in response to changing educational and industry needs. 
Knowledge sharing occurs through formal activities such as meetings, workshops, and training, 
as well as informal interactions among colleagues (Olan et al., 2022). Its effectiveness depends 
on trust, communication, leadership support, and organizational culture. Regular knowledge 
exchange enables staff to improve teaching methods, solve workplace problems, and share 
best practices (Clark et al., 2023). Knowledge sharing is also valuable for supporting new 
teachers by helping them understand institutional procedures, teaching strategies, and 
classroom management through guidance from experienced colleagues (Hava & Babayiğit, 
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2025). This study assesses the perceived level of knowledge sharing among teachers and 
administrative staff to describe current organizational management practices. 

Objectives 

1. To examine the overall level of organizational management factors in vocational 
colleges. 

2. To examine the level of each dimension of organizational management factors, 
including leadership effectiveness, organizational culture, teacher competency, and knowledge 
sharing. 

Methodology  

Research Design 

This study employed a quantitative descriptive research design to examine the level of 
organizational management factors at Nanning University. The descriptive approach was 
appropriate because the study aimed to describe the current organizational management 
conditions rather than to test hypotheses or examine causal relationships. The study focused 
on four dimensions of organizational management: leadership effectiveness, organizational 
culture, teacher competency, and knowledge sharing. Data were collected from teachers and 
administrative staff using a structured questionnaire with a five-point Likert scale. Descriptive 
statistics, including frequency, percentage, mean, and standard deviation, were used to 
analyze the data and describe the overall level of organizational management factors and each 
individual dimension. 

Population and Sample 

The population comprised academic and administrative staff at Nanning University, with 
a total of 890 academic personnel. The sample size was determined using Yamane's (1973) 
formula at a 95% confidence level and a 5% margin of error, resulting in a sample  of 276 
respondents. A simple random sampling technique was employed to ensure that each member 
of the population had an equal chance of selection. 

Research Instrument 

Data were collected using a structured questionnaire consisting of two sections. The first 
section gathered demographic information, including gender, age, educational qualification, 
work position, and years of work experience. The second section measured four dimensions of 
organizational management: leadership effectiveness, organizational culture, teacher 
competency, and knowledge sharing. Responses were rated on a five-point Likert scale ranging 
from 1 (Very Low) to 5 (Very High). The questionnaire was reviewed by experts to establish 
content validity and was pilot-tested to assess reliability using Cronbach's alpha coefficient. 
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Data Collection Procedure 

After obtaining approval from the university, questionnaires were distributed to the 
selected respondents. Participation was voluntary, and respondents were informed about the 
purpose of the study, confidentiality, and anonymity of their responses. Complet ed 
questionnaires were screened for completeness, coded, and entered into the Statistical 
Package for the Social Sciences (SPSS) for analysis. 

Data Analysis 

The data were analyzed using SPSS. Frequency and percentage were used to summarize 
respondents' demographic characteristics, while mean and standard deviation were used to 
determine the overall level of organizational management factors and each of the fou r 
dimensions. The findings were presented in tables and interpreted according to predefined 
mean score ranges.  

Results 

Table 1 The summary of total levels of organizational management 

Variable Mean S.D. Cronbach’s Alpha Interpretation 

Leadership Effectiveness 4.09 0.72 0.842 High 

Organizational Culture 3.77 0.77 0.836 High 

Teacher Competency 4.02 0.73 0.806 High 

Knowledge Sharing 3.58 0.75 0.797 High 

Overall Scale 3.86 0.77 0.855 High 

 
Table 1 presents the summary of the total levels of organizational management at 

Nanning University. The overall scale had a mean score of 3.86 and a standard deviation of 0.77, 
which was interpreted as a high level. This indicates that employees generally perceived 
organizational management at the university positively. Among the four dimensions, 
Leadership Effectiveness had the highest mean score (M = 4.09, S.D. = 0.72), followed by 
Teacher Competency (M = 4.02, S.D. = 0.73), Organizational Culture (M = 3.77, S.D. = 0.77), and 
Knowledge Sharing (M = 3.58, S.D. = 0.75). Although all dimensions were at a high level, 
knowledge sharing received the lowest score, suggesting that it may need further 
improvement. The Cronbach’s Alpha values ranged from 0.797 to 0.855, indicating acceptable 
reliability. 

Discussion 

The findings indicate that the overall level of organizational management factors at 
Nanning University was high (M = 3.86, SD = 0.77), suggesting that teachers and administrative 
staff generally perceived the university's management practices positively. This finding 
addresses the first research objective and indicates that the institution has established a 
supportive organizational environment characterized by effective leadership, collaborative 
organizational culture, competent teaching staff, and active knowledge-sharing practices. In 
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vocational higher education, these organizational management factors are widely recognized 
as essential foundations for improving institutional effectiveness, employee commitment, and 
educational quality (Van Knippenberg & Hogg, 2003). 

The high overall organizational management level is consistent with previous research 
demonstrating that effective organizational management contributes to a supportive 
institutional climate that enhances collaboration, staff engagement, and continuous 
organizational development (Scherzinger & Brahm, 2023). Although this study employed a 
descriptive research design and therefore does not establish causal relationships, the findings 
suggest that the existing management practices at Nanning University have been positively 
recognized by employees. Such positive perceptions are important because staff attitudes 
toward organizational management often influence their willingness to cooperate, participate 
in institutional initiatives, and support organizational change. 

Regarding the second research objective, all four dimensions of organizational 
management were rated at a high level. Leadership effectiveness obtained the highest mean 
score, followed by teacher competency, organizational culture, and knowledge sharing. This 
pattern suggests that leadership is perceived as the strongest organizational management 
component within the university. Effective leadership provides strategic direction, facilitates 
communication, supports employee development, and promotes organizational stability, all of 
which are essential characteristics of successful higher education institutions (Assoratgoon & 
Kantabutra, 2023). The finding also supports Deng et al. (2023), who argued that leadership 
effectiveness strengthens organizational coordination and encourages employees to perform 
their responsibilities more effectively. 

Teacher competency was identified as the second-highest dimension, indicating that 
respondents perceived teachers as possessing adequate professional knowledge, pedagogical 
skills, and technological competence. This finding is consistent with previous studies suggesting 
that teacher competency is a critical organizational resource that enhances instructional 
quality and institutional competitiveness, particularly in vocational education where practical 
and industry-related competencies are highly valued. Continuous professional development 
and lifelong learning therefore remain essential for sustaining educational quality in rapidly 
changing educational and technological environments. 

Although organizational culture was also evaluated at a high level, its mean score was 
comparatively lower than leadership effectiveness and teacher competency. This finding may 
indicate that while respondents generally perceive a positive organizational c limate, 
opportunities remain to strengthen shared values, collaboration, trust, and employee 
engagement across departments. Previous studies have demonstrated that a strong 
organizational culture enhances communication, promotes teamwork, and facilitates 
institutional adaptation to environmental changes, thereby contributing to sustainable 
organizational performance (Scherzinger & Brahm, 2023). 

Knowledge sharing received the lowest mean score among the four dimensions, 
although it remained within the high-level category. This result suggests that knowledge 
exchange practices may not yet be fully institutionalized throughout the university. Effective 
knowledge sharing enables organizations to transfer tacit and explicit knowledge, improve 
problem-solving, support innovation, and strengthen organizational learning (Arif et al., 2025; 
Kessi et al., 2025). The comparatively lower score may reflect barriers such as limited cross-
departmental collaboration, insufficient knowledge management systems, or inadequate 
incentives for sharing professional expertise. Similar challenges have been reported in higher 
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education institutions where knowledge sharing depends not only on technological 
infrastructure but also on organizational culture, trust, and leadership support. 

Overall, the findings demonstrate that Nanning University possesses relatively strong 
organizational management practices across all measured dimensions. Leadership 
effectiveness appears to provide the organizational foundation supporting teacher 
competency, organizational culture, and knowledge-sharing activities. Nevertheless, 
strengthening organizational culture and knowledge-sharing mechanisms may further enhance 
institutional collaboration and organizational learning. Because this study is descriptive, these 
findings should be interpreted as reflecting employees' perceptions rather than demonstrating 
causal relationships. Future studies employing inferential statistical techniques could examine 
how organizational management factors influence institutional effectiveness, employee 
performance, and educational outcomes. 

 
Practical Implications 
 
The findings offer several practical implications for university administrators and 

policymakers seeking to strengthen organizational management in vocational higher 
education. First, the university should continue strengthening leadership effectiveness through 
participatory leadership, transparent communication, and evidence-based decision-making 
while providing ongoing professional development and greater staff involvement in 
institutional decisions. Second, organizational culture should be reinforced by promoting 
collaboration, mutual trust, and shared values through interdisciplinary projects, professional 
learning communities, mentoring, and team-building activities. Third, teacher competency 
should remain a strategic priority through continuous professional development, digital 
pedagogy, industry partnerships, and research capacity building to improve teaching quality 
and curriculum relevance. Finally, knowledge sharing requires greater attention, as it received 
the lowest mean score. The university should establish knowledge management systems, 
including digital repositories, communities of practice, mentoring, and incentive programs to 
promote organizational learning, innovation, and long-term sustainability. 

From a research perspective, this study contributes empirical evidence on organizational 
management in a Chinese vocational university. However, because it was limited to a single 
institution and employed a descriptive cross-sectional design, future research should include 
multiple institutions and use more advanced methods, such as structural equation modeling, 
multilevel analysis, longitudinal designs, or mixed methods, to better examine the relationships 
among organizational management, employee outcomes, and institutional performance. 

Conclusion 

This study found that the overall level of organizational management factors at Nanning 
University was high, indicating positive employee perceptions across all examined dimensions. 
Specifically, leadership effectiveness, organizational culture, teacher co mpetency, and 
knowledge sharing were all rated at high levels. Among these, leadership effectiveness 
achieved the highest mean score, suggesting that university leaders were perceived as 
supportive, competent, and effective in guiding institutional develop ment. Teacher 
competency was also highly rated, reflecting strong professional capabilities among the 
academic staff. Despite the generally positive findings, knowledge sharing received the lowest 
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mean score among the four dimensions, although it remained within the high-level range. This 
suggests that there is still room for improvement in fostering a more collaborative environment 
that promotes communication, the exchange of professional experiences, and collective 
learning among staff members. 

Overall, the findings align with the study's objectives by providing a comprehensive 
assessment of organizational management factors at Nanning University. The results 
contribute to the understanding of organizational effectiveness in higher education and 
highlight the critical role of effective leadership, a supportive organizational culture, competent 
faculty, and knowledge-sharing practices in strengthening institutional performance. Future 
institutional development initiatives should prioritize strategies that enhance knowledge-
sharing mechanisms to further improve organizational effectiveness and sustainable academic 
excellence. 

Recommendations 

Based on the findings, Nanning University should continue strengthening effective 
leadership, organizational culture, and teacher competency to enhance institutional 
performance. Since knowledge sharing received the lowest mean score, the university should 
promote greater collaboration through professional learning activities, communication 
platforms, and opportunities for experience exchange among staff. 

This study contributes to the body of knowledge by demonstrating the importance of 
leadership effectiveness, organizational culture, teacher competency, and knowledge sharing 
as key factors influencing organizational management in higher education.  

Future research should examine these factors in different institutional contexts and 
explore additional variables, such as organizational commitment, innovation, and employee 
engagement, to further understand higher education effectiveness. 

References 

Abdalla, H., & Moussa, A. (2024). Culturally responsive teaching: Navigating models and 
implementing effective strategies. Acta Pedagogia Asiana, 3(2), 91–100. 

Arar, K., Sawalhi, R., & Yilmaz, M. (2022). The research on Islamic-based educational leadership 
since 1990: An international review of empirical evidence and a future research agenda. 
Religions, 13(1), 42. 

Arif, M., Abd Aziz, M. K. N., & Ma’Arif, M. A. (2025). A Recent Study on Islamic Religious 
Education Teachers’ Competencies in the Digital Age: A Systematic Literature Review. 
Journal of Education and Learning (EduLearn), 19(2), 587–596. 

Assoratgoon, W., & Kantabutra, S. (2023). Toward a sustainability organizational culture model. 
Journal of Cleaner Production, 400, 136666. 

Banwo, B. O., Khalifa, M., & Seashore Louis, K. (2022). Exploring trust: Culturally responsive and 
positive school leadership. Journal of Educational Administration, 60(3), 323–339. 

Brown, M., Altrichter, H., Shiyan, I., Rodríguez Conde, M. J., McNamara, G., Herzog-
Punzenberger, B., Vorobyeva, I., Vangrando, V., Gardezi, S., O’Hara, J., & others. (2022). 
Challenges and opportunities for culturally responsive leadership in schools: Evidence 
from four European countries. Policy Futures in Education, 20(5), 580–607. 

Channuwong, S., Chaetnaloa, P., Wongwisutthirat, K., Weerachareonchai, P. (2024). Good 

https://so08.tci-thaijo.org/index.php/dhammalife/index


293 
 

 
           https://so08.tci-thaijo.org/index.php/dhammalife/index 
 

Journal of Dhamma for Life, Volume 32 Issue 4 (October-December 2026) 
 

governance principles in Buddhism for business and politics administration. Migration 
Letters, 21(S1), 818-827. 

Clark, A. M., Zhan, M., Dellinger, J. T., & Semingson, P. L. (2023). Innovating teaching practice 
through professional learning communities: Determining knowledge sharing and program 
value. Sage Open, 13(4), 21582440231200983. 

Comstock, M., Litke, E., Hill, K. L., & Desimone, L. M. (2023). A culturally responsive disposition: 
How professional learning and teachers’ beliefs about and self-efficacy for culturally 
responsive teaching relate to instruction. Aera Open, 9, 23328584221140092. 

Deng, C., Gulseren, D., Isola, C., Grocutt, K., & Turner, N. (2023). Transformational leadership 
effectiveness: An evidence-based primer. Human Resource Development International, 
26(5), 627–641. 

Fitrianto, I., & Farisi, M. (2025). Integrating local wisdom into 21st century skills: A contextual 
framework for culturally relevant pedagogy in rural classrooms. International Journal of 
Post Axial: Futuristic Teaching and Learning, 109–121. 

Fonsén, E., Szecsi, T., Kupila, P., Liinamaa, T., Halpern, C., & Repo, M. (2023). Teachers’ 
pedagogical leadership in early childhood education. Educational Research, 65(1), 1–23. 

Haskins, H. E., & Roets, L. (2022). Nurse leadership: Sustaining a culture of safety. Health SA 
Gesondheid, 27, 2009. 

Hava, K., & Babayiğit, Ö. (2025). Exploring the relationship between teachers’ competencies in 
AI-TPACK and digital proficiency. Education and Information Technologies, 30(3), 3491–
3508. 

Henshaw, L. A. (2022). Building trauma-informed approaches in higher education. Behavioral 
Sciences, 12(10), 368. 

Huey Jr, S. J., Park, A. L., Galán, C. A., & Wang, C. X. (2023). Culturally responsive cognitive 
behavioral therapy for ethnically diverse populations. Annual Review of Clinical 
Psychology, 19, 51–78. 

Hyter, Y. D. (2022). Engaging in culturally responsive and globally sustainable practices. 
International Journal of Speech-Language Pathology, 24(3), 239–247. 

Iskamto, D. (2023). Organizational culture and its impact on employee performance. 
International Journal of Management and Digital Business, 2(1), 47–55. 

Jang, S. T., & Alexander, N. A. (2022). Black women principals in American secondary schools: 
Quantitative evidence of the link between their leadership and student achievement. 
Educational Administration Quarterly, 58(3), 450–486. 

Kessi, A. M. P., Pananrang, A. D., Muchsidin, F. F., Rizal, M., & Ramlah, R. (2025). The role of 
leadership in effective and efficient human resource management decision making. 
Paradoks: Jurnal Ilmu Ekonomi, 8(2), 509–524. 

Krejcie, R., & Morgan, D. (1970). Sample size determination table. Educational and Psychological 
Measurement, 30(3), 607–610. 

Miller-Cotto, D., Smith, L. V., Wang, A. H., & Ribner, A. D. (2022). Changing the conversation: A 
culturally responsive perspective on executive functions, minoritized children and their 
families. Infant and Child Development, 31(1), e2286. 

Nadeem, M. (2024). Distributed leadership in educational contexts: A catalyst for school 
improvement. Social Sciences & Humanities Open, 9, 100835. 

Nurhidayat, E., Mujiyanto, J., Yuliasri, I., & Hartono, R. (2024). Technology integration and 
teachers’ competency in the development of 21st-century learning in EFL classroom. 
Journal of Education and Learning (EduLearn), 18(2), 342–349. 

https://so08.tci-thaijo.org/index.php/dhammalife/index


294 
 

 
           https://so08.tci-thaijo.org/index.php/dhammalife/index 
 

Journal of Dhamma for Life, Volume 32 Issue 4 (October-December 2026) 
 

Oladejo, A. I., Okebukola, P. A., Olateju, T. T., Akinola, V. O., Ebisin, A., & Dansu, T. V. (2022). In 
search of culturally responsive tools for meaningful learning of chemistry in Africa: We 
stumbled on the culturo-techno-contextual approach. Journal of Chemical Education, 
99(8), 2919–2931. 

Olan, F., Arakpogun, E. O., Suklan, J., Nakpodia, F., Damij, N., & Jayawickrama, U. (2022). Artificial 
intelligence and knowledge sharing: Contributing factors to organizational performance. 
Journal of Business Research, 145, 605–615. 

Scherzinger, L., & Brahm, T. (2023). A systematic review of bilingual education teachers’ 
competences. Educational Research Review, 39, 100531. 

Shiferaw, R. M., Birbirsa, Z. A., & Werke, S. Z. (2023). Entrepreneurial leadership, learning 
organization and organizational culture relationship: A systematic literature review. 
Journal of Innovation and Entrepreneurship, 12(1), 38. 

Sirathanakul, K., Harnpanich, B., Channuwong, S., Bangbon, P., Niangchaem, L.,  
Sutthadaanantaphokin, K. (2023). The influence of human resource management on 

educational administration of Thai Private Universities. Migration Letters, 20 (S1), 423-
436. 

Tan, Y., Liu, Y., Long, G., Jiang, J., Lu, Q., & Zhang, C. (2023). Federated learning on non-iid graphs 
via structural knowledge sharing. Proceedings of the AAAI Conference on Artificial 
Intelligence, 37(8), 9953–9961. 

Van Knippenberg, D., & Hogg, M. A. (2003). A social identity model of leadership effectiveness 
in organizations. Research in Organizational Behavior, 25, 243–295. 

Wang, F., Khodarahmi, N., & Hannah Nguyen, H.-T. (2022). Culturally responsive leadership: A 
critical review of literature. Handbook of Global Leadership and Followership: Integrating 
the Best Leadership Theory and Practice, 1–17. 

Williams III, J. A., Mallant, C., & Svajda-Hardy, M. (2023). A gap in culturally responsive classroom 
management coverage? A critical policy analysis of states’ school discipline policies. 
Educational Policy, 37(5), 1191–1216. 

Xia, Z. (2023). Addressing the tasks and opportunities of agency using AI-based Chatbots. 
International Journal of Communication Networks and Information Security, 15(1), 25–42. 

Xu, X., Xia, Z., & others. (2025). Bibliometric analysis on organizational innovation research 
based on Scopus from 2012 to 2024. Iberoamerican Journal of Science Measurement and 
Communication, 5(1), 1–19. 

 

https://so08.tci-thaijo.org/index.php/dhammalife/index

