 		   CEMS Research Focus Areas 2026

	Department
	Human Resource Management

	Discipline
	Academics’ work experience (work engagement, meaning, leadership); Career management / development; Employee wellbeing; Flexible working Arrangements; High performance work organisations and systems; HRM practices on individual, group and organisational level; Organisational citizenship behaviour; Organisational justice; Positive work behaviour; Retention; Talent Management; Employee remuneration/compensation; executive remuneration.

	Research Focus Area
	Human Resource Management and Organisational Behaviour

	Total RFA capacity in HRM and OB for 2026
	14 PhD and 41 Masters

	Total	RFA	capacity	for	the Department of HRM for the 2026
academic year 1
	25 PhD and 58 Masters



	Supervision team details:
	Academic Profile
	Capacity

	Dr N Takawira
[footnoteRef:1](Contact person for this RFA) [1:  Please note that consulting the research focus area leader is no assurance that your application will be approved.  If, however, your application is approved, it is also not a guarantee that she will be allocated as your supervisor.] 


Email: takawn@unisa.ac.za

ORCID: 0000-0003-2748-6867


	Dr Ndayiziveyi Takawira is a senior lecturer in the department of Human Resource Management. She completed her PhD degree in Psychology in 2018, with the title: Constructing a psychosocial profile for enhancing the career success of South African professional women. She is registered as an HR Professional with the South African Board of People Practices (SABPP) and an Industrial Psychologist with the Health Professions Council of South Africa (HPCSA). She has published several articles in accredited journals. She furthermore contributed to a chapter in the Springer - Psychology of Retention book. She has also successfully supervised a few Masters’ students. Her research interests include employee engagement, job embeddedness, retention, career development, psychosocial factors, (emotional intelligence, career adaptability, self-efficacy and career preoccupations) perceived organisational support and social support. She prefers quantitative methodology research.
	1 PhD (co-supervision
4 Masters 


	Prof N Ferreira
Email:  ferren@unisa.ac.za

ORCID:  0000-0003-0436-9289
	Prof N Ferreira is a professor in the Department of Human Resource Management. She completed her doctoral degree at Unisa in 2012, with the title: Constructing a psychological profile for staff retention. She is a registered chartered HR professional (at the SABPP). Prof Ferreira authored and co-authored several articles published in national and international journals and presented papers at several national and international conferences. She has also successfully supervised several Masters’ and doctoral students.  She serves as Section Editor of the South African Journal of Industrial and Organisational Psychology (SAJIP). Her main research interest concern is employee and career wellbeing as well as adaptability, job/career embeddedness, organisational commitment and the psychology of retention in the current world of work. 
	1 PhD
2 Masters 


	Prof I Potgieter
Email: visseil@unisa.ac.za

ORCID: 0000-0002-0763-7632
	Prof IL Potgieter is an NRF rated professor in the Department of Human Resource Management. She completed her doctoral degree at Unisa in 2012, with the title: Constructing a career competency model for sustained employability. She is a registered Industrial Psychologist (at the HPCSA) as well as a registered chartered HR professional (at the SABPP). Prof Potgieter authored and co-authored several articles published in national and international journals and presented papers at several national and international conferences. She has also successfully supervised several masters and doctoral students. She serves as Section Editor of the South African Journal of Industrial and Organisational Psychology (SAJIP) and African Journal of Career Development (AJCD). Her main research interest concern is employee and career wellbeing as well as employability, psychology of retention and positive coping in the workplace.
	1 PhD

	Prof M Coetzee
Email: Coetzm@unisa.ac.za
ORCID: 0000-0003-3671-4163

	Prof Mariette Coetzee is an associate professor in the Department of Human Resource Management. She completed her doctoral degree at the University of Pretoria in 2005. Prof Coetzee served on the Presidential Commission for the Remuneration of Public Office Bearers. She authored and co-authored several articles published in national and international journals and presented papers at several national and international conferences. She has also successfully supervised several masters and doctoral students. Her main research interest concern is organisational justice, remuneration, organisational behaviours such as empowerment, citizenship behaviour, employee creativity and initiative, remote work, work-life balance, and women in the workplace.
	2 PhD
3 Masters

	Dr M Bezuidenhout
Email: bezuiml@unisa.ac.za

ORCID: 0000-0001-8873-7573


	Dr Magda Bezuidenhout is a Senior Lecturer in remuneration management in the Department of Human Resource Management. She completed her PhD in 2016. She has a strong Human Resource practitioner and management background. She is a registered general practitioner at the South African Board of Personnel Practitioners (SABPP); a registered Master Reward Specialist with the South African Reward Association (SARA), a certified academic assessor; presenter at numerous national and international peer reviewed conferences. She has published several articles in accredited journals. As a learning facilitator, Magda is involved in post-graduate supervision and lecturing in the field of remuneration management and particularly executive remuneration. Four of the MCom students she supervised graduated Cum Laude. She furthermore contributed a chapter in a Human Resource Management book entitled “Human Resource Management in Southern Africa. Contemporary Theories and Professional Practice Standards” and is a co-author of the book: “Remuneration Management: A South African Perspective”. Her main research interest includes all aspects of employee remuneration (financial wellness), including executive remuneration (both within private and public sectors). This includes all aspects within remuneration that affects Human Resource Management Practices. Magda has over two decades wide-ranging South African Government and Parastatal institution experience in the field of Human Resource Management and 14 years’ experience in higher education.
	2 Masters


	Dr AJ de Bruyn
Email: dbruyaj@unisa.ac.za

ORCID: 0000-0003-0503-5

	As a senior learning facilitator, Dr Anita de Bruyn is involved in post-graduate supervision and lecturing in the field of employment relations. Anita is a seasoned practitioner and academic in the field of Human Resource Management and specifically employment relations. She is a registered master labour practitioner, serves on the Higher Education Quality Board at the South African Board for People Practices (SABPP); a certified academic assessor; presenter at numerous national and international peer reviewed conferences, author of peer reviewed accredited journal articles and reviewer at several academic journals. Her diverse, academic team members are specialists in employment relations.
	1 Masters


	Dr A Deas
Email: deasaj@unisa.ac.za
ORCID: 0000-0002-3034-781X

	Dr Alda Deas is a senior lecturer in the Department of Human Resource Management. She is a master practitioner registered at the South African Board for People Practices (SABPP). She completed her PhD in 2017. The study focused on the development of a psychological profile for diverse employees within the higher education environment. She has authored and co-authored a couple of articles published in accredited journals.  She also contributed several chapters in books and co-edited the book “Redefining the psychological contract in the digital era: issues for research and practice”. Her main research interest concerns the psychology of employee retention, the psychological contract and career preoccupations.
	1 PhD 
(co-supervision)
2 Masters


	Dr M du Plessis
Email: vannim@unisa.ac.za 
ORCID: 0000-0003-4766-291X  
	Dr Melissa du Plessis is a senior lecturer in the Department of Human Resource Management. She is registered as a HR Professional with the South African Board of People Practices (SABPP) and an Industrial Psychologist with the Health Professions Council of South Africa (HPCSA). She completed her PhD degree in Psychology in 2018. Dr du Plessis’s research focus area is on individual and organisational well-being. She has published on coping mechanisms, occupational stress, thriving, work-life wellness and flourishing. Additionally, master's and doctoral students are supervised in exploring employee well-being. Her work aims to uncover strategies and initiatives to navigate challenges in the new world of work, understand sources of stress, and promote thriving and flourishing in personal and professional spheres. 
	1 PhD
(co-supervision)
2 Masters


	Dr L Engelbrecht
Office: NSR 3-15
Email: engell@unisa.ac.za
ORCID : 0000-0002-4758-8898

	Dr Louise Engelbrecht is a senior lecturer in the sub-section of Human Resource Development in the Department of Human Resource Management at Unisa. She is registered as an Industrial Psychologist and Psychometrist with the Health Professions Council of South Africa (HPCSA) and a Chartered HR professional with the South African Board for People Practices (SABPP). She completed her MCom Degree with specialisation in Industrial and Organisational Psychology in 2012 at the University of Pretoria. She published a couple of articles, chapters and presented papers at international conferences. She completed her PhD degree in 2021. Her thesis focused on constructing a career satisfaction and employability profile for knowledge workers. Her research interests include career development, positive career outcomes (employability, career satisfaction, wellbeing, sustainable careers), career cognitions and career resources.
	Refer to capacity in the HRD research focus area

	Dr A Furtak
Email: hyraam@unisa.ac.za
ORCID: 0000-0003-1180-5835
Google scholar profile:
https://scholar.google.co.za/citations?hl=en&user=T-t3oR2EsSoC  
Web of Science ID:
https://publons.com/researcher/2065662/aleksandra-maria-furtak/
Scopus ID:
https://www.scopus.com/authid/detail.uri?authorId=57216644125
	Dr Aleksandra Furtak is a senior lecturer in the Department of Human Resource Management, lecturing in remuneration practices. She is registered as an HR Professional (Learning & Development) with the South African Board of People Practices (SABPP) and an Industrial Psychologist with the Health Professions Council of South Africa (HPCSA). In 2020 she graduated with a PhD degree in Industrial and Organisational Psychology. Her study focused on the development of a conceptual model of volunteer well-being. She furthermore co-authored a book on remuneration management, has published articles in accredited journals and co-supervises students in the Human Resource Management department. Her research interest is the well-being of employees in the workplace.
	1 PhD 
2 Masters 


	Dr M Kirsten
Email: kirstm@unisa.ac.za
 ORCID: 0000-0001-5739-9882
	Dr Kirsten is a senior lecturer in Labour Relations Management in the Department of Human Resource Management and a registered Master HR Professional with the SA Board for People Practices (SABPP). She is a recognised scholar in the field, having co-authored several books on employment relations management and human resource management, published articles in accredited journals, and presented papers at national and international conferences. She previously served as Associate Editor of the South African Journal of Labour Relations (now the African Journal of Employee Relations).

Dr Kirsten holds a PhD in Industrial and Organisational Psychology. Her doctoral research focused on developing a psychological profile for enhancing employment relations within the South African organisational context.  Her current research explores the dynamics of employment relations in the new world of work, with a particular emphasis on fostering trust and fairness between employers, employees, trade unions, government, and communities.  This includes investigating how fulfilling psychological contracts influences a range of employee attitudes (e.g., organisational commitment, job satisfaction, engagement) and behaviours (e.g., organisational citizenship behaviour, performance, innovation), as well as employee well-being. Her work considers the complex interplay of factors such as historical labour relations dynamics, the Fourth Industrial Revolution (4IR), Green HR practices, and evolving social contracts. Dr Kirsten's research contributes to a deeper understanding of how to build high-quality employment relations that benefit organisations, employees, and society at large, aligning with the UN Sustainable Development Goals for decent work, economic growth, and well-being
	1 PhD 
(co-supervision)
1 Masters


	Dr M Lerotholi
Email: lerotmy@unisa.ac.za
ORCID: 0000-0002-1496-3874

	Dr Mpho Lerotholi is a senior lecture in sub-section of Human Resource Development in the Department of HRM at Unisa. She is registered as an OD/HR specialist with the South African Board for People Practices (SABPP). Prior to the lecturer role, she has worked for 15 years in OD/HR environment for UNISA and NHLS as a specialist and OD senior manager. Her focus areas are Talent management, Organisation development, Performance management, rewards and remuneration. She is busy with her PhD: Talent management, work engagement and retention of professional nurses in Gauteng academic hospitals.
	1 PhD (co-supervision)
2 Masters

	Dr T Molotsi
Email: molottk@unisa.ac.za
ORCID: http://orcid.org/0000-0002-7278-1227

	Dr Tebogo Molotsi is a senior lecturer in the department of Human Resource Management. She is registered as a Chartered HR Professional with the South African Board of People Practice (SABPP). She completed her PhD degree in 2021. She has many years of practical experience as an HRM manager. Dr Molotsi’s doctoral thesis focused on the management of risk from an HRM perspective within an ODeL university. She specialises in qualitative methodology, specifically Interpretive Phenomenological Analysis. Dr Molotsi also focussed on human capital risk management in her masters’ dissertation. She published her work in an accredited journal and presented a paper at an international conference on risk management. 
	1 PhD
(co-supervision)
2 Masters 


	Dr EC Rudolph (Liné)
Email: rudolec@unisa.ac.za
ORCID: 0000-0001-5568-1702


	Dr Liné Rudolph is a senior lecturer in the Department of Human Resource Management presenting Advanced Human Resource Management. In 2019, she graduated with a PhD degree in Industrial and Organisational psychology focusing on the well-being of employees (caregivers) in the workplace. Prior to joining the academic world, she gained over a decade of wide-ranging experience in the military and corporate sectors. She is registered with the SABPP and the HPCSA as an Industrial Psychologist. Her main research interest concerns the well-being of employees at work. Dr Rudolph has authored several peer-reviewed accredited journal articles and is involved in postgraduate supervision in the Department of Human Resources Management. 
	1 PhD
(co-supervision)
2 Masters 



	Dr A Snyman
Email: snymaam@unisa.ac.za
ORCID: 0000-0001-5302-8769

	Dr Annette Snyman is a senior lecturer in the Department of Human Resource Management. She is an HR Associate (Learning and Development) registered at the South African Board for People Practices (SABPP). She obtained her MPhil Labour Relations degree in 2014. She finalised her PhD in Management Sciences (Human Resource Management) in 2021 with her thesis entitled: “A framework for staff retention in the higher education environment: Effects of the psychological contract, organisational justice and trust”. Dr Snyman has authored and co-authored several articles published in accredited journals.  She has also co-supervised two MCom students to completion. Her main research interest concerns employee retention, organisational commitment, intention to leave, the psychological contract, organisational justice, -engagement, -citizenship, -support and trust.
	4 PhD
(co-supervision)
4 Masters 




	Ms L Diedericks
Email: diedel@unisa.ac.za
ORCID: 0000-0003-1502-7102

	Mrs Diedericks is a registered Industrial Psychologist with approximately 15 years of experience in the private sector within the field of human resource development prior to pursuing her academic career.  Her research interests focus on all aspects concerned with talent management.  Talent management generally deals with the flow of employees into, through and out of the organisation.  Typical topics may include recruitment and selection, leadership and management development, mentoring, and high-potential employee development. Mrs Diedericks is currently enrolled for her PhD in Industrial and organisational psychology.  Her research focuses on developing a framework for the identification of high potential candidates within organisations.
	1 Masters

	Dr L Naidoo
Email: naidol@unisa.ac.za
ORCID: 0000-0001-7766-8066


	Dr Linda Naidoo is a lecturer in the sub-section of Human Resource Development in the Department of Human Resource Management. She is registered as an HR Associate with the South African Board for People Practices (SABPP). Dr Naidoo has approximately 7 years of working experience in a private higher education institution and 10 years’ experience as a lecturer at UNISA. She completed her PhD in 2023 at the University of South Africa. Her research focuses on the interrelationships between leadership, employee empowerment and organisational citizenship behaviour within an Open Distance Higher Education Institution.
	1 Masters



	Ms S Wärnich
Email: warnis@unisa.ac.za  
ORCID: 0000-0002-4862-7908

	Ms Wärnich is a senior lecturer in Human Resource Management in the Department of Human Resource Management.  She is registered as a Master HR Professional with the SA Board for People Practices (SABPP). She has co-authored several books on human resource management; published articles in accredited journals and presented papers at national conferences. She is currently busy with her PhD in Industrial and Organisational Psychology researching the onboarding of newcomers in organisations. Her research focus areas include organisational commitment; the psychological contract; employee engagement and employee retention.
	2 Masters
(co-supervision)


	Dr SF Mohamed
Email: ahmedsf@unisa.ac.za
ORCID: 0000-0003-2032-1410

	Dr Sumaiyah Mohamed is a senior lecturer in the department of Human Resource Management. She is registered as a Chartered HR Practitioner with the South African Board of People Practices (SABPP) and an Industrial Psychologist with the Health Professions Council of South Africa (HPCSA). She completed her PhD degree in Industrial and Organisational Psychology in 2023, with the title: “From ‘me’ to ‘we’: The intersection between work-related spousal support and female managers’ career advancement amongst dual-career couples in South Africa”. She has also published articles in accredited journals. Her research interests include work-family conflict, work-family integration, dual-career couples, female managers, women's career advancement and social support. She has over 14 years of working experience in the South African higher education sector.
	2 Masters
(co-supervision)


	Prof L Paul Dachapalli
Email: paulla@unisa.ac.za
ORCID: 0000-0001-6736-4376

https://scholar.google.com/citations?user=fSgzX_IAAAAJ&hl=en&oi=ao
Google scholar

https://www.webofscience.com/wos/author/record/KCL-3353-2024
web of science 

	Prof L. Paul Dachapalli is an Associate Professor in the Department of Human Resource Management. She is registered as a Chartered Human Resource Practitioner with the South African Board for People Practices (SABPP). She completed her doctoral degree at UKZN in 2012, the title of her thesis is “The level of, and relationship between, job insecurity and locus of control in an environment undergoing major restructuring”. Prof Paul Dachapalli authored and co-authored several articles published in national and international journals and also presented papers at several national and international conferences. She serves as a Section editor for the South African Journal of Human Resource Management (SAJHRM). She also co-authored several chapters in book in the field of training management. She has over 23 years of working experience in the South African higher education sector. Her research focus areas is on Talent management, Employee engagement, job satisfaction, future of work, organisational commitment. 
	2 Masters
2 PhD 
2 Masters (Co-supervision)
2 PhD (Co-supervision)

	Dr Thuli Ngonyama-Ndou
Email: engonyl@unisa.ac.za
ORCID: 0000-0001-6669-8155

Google Scholar: https://scholar.google.com/citations?user=tm-POcsAAAAJ&hl=en


	Dr Thuli Ngonyama-Ndou is a Senior Lecturer in the Department of Human Resource Management. She obtained her Doctor of Philosophy (PhD) in Psychology from the University of KwaZulu-Natal in 2016. She is an Industrial Psychologist registered with the Health Professions Council of South Africa (HPCSA) as well as an HR Auditor and a Master HR Professional registered with the South African Board of People Practices (SABPP). She has vast experience as an HR practitioner. She has lectured in the field of human resources management, organisational behaviour and strategic management. She has supervised Masters’ and co-supervised doctoral students to completion. She has authored and co-authored journal articles, conference proceedings and book chapters. She has presented at conferences. She is an external examiner at various institutions and a reviewer of three journals.
	Refer to capacity in the HRM & Organisational behaviour research focus area

	Ms. Esther Chigo
(Contact person for this focus area)

Email: maimeem@unisa.ac.za

ORCID: https://orcid.org/0000-0002-0799-8593
	Ms. Esther Chigo is a Lecturer in the Department of Human Resource Management. Her research interests focus on all aspects of Performance Management which include Employee motivation, Rewards management, cultivating high-performance culture, Organisational Commitment, Job Satisfaction, Synchronising organisational and individual performance, Efficient performance appraisals, and Organisational justice. Ms. Chigo is currently enrolled for her Doctoral degree specialising in Human Resource Management. In her Doctorate, she focuses on developing a framework for the performance management system that enhances the academic staff motivation and organisational commitment while minimising turnover intentions.  She has authored and co-authored journal articles, conference proceedings, and book chapters. She has presented various research papers at conferences. Ms. Chigo specialises in qualitative interpretive research design, specifically case and phenomenological studies. She has over 20 years of working experience in the South African higher education sector.
	3 Masters (Co-Supervision)

	Dr M Holtzhausen
Email: holtzmme@unisa.ac.za

ORCID ID:     0000-0001-8339-4591

	Dr M Holtzhausen is a senior lecturer in Labour Relations Management in the Department of Human Resource Management.  She has co-authored several books on employment relations management and human resource management; published articles in accredited journals and presented papers at national and international conferences. Dr Holtzhausen completed her PhD Business Studies, with specialisation in Human Resource Management. Her research focused on the development of a framework for conflict management within a SA ER context. Her research area focuses on conflict management and related areas, e.g., leadership, employee voice, organisational culture, employee engagement, organisational trust, conflict types, and interpersonal conflict handling styles. She is a National Research Foundation grant holder. Maggie has wide-ranging industry experience in the field of ER and has been in the academic world for many years, gaining valuable academic experience. She is a certified academic assessor and moderator. Maggie is passionate in assisting her students on their academic journeys.

	1 PhD (Co-supervision) 
1 Masters

	Prof Sumei van Antwerpen
Email: vanans@unisa.ac.za 
ORCID : https://orcid.org/0000-0002-5915-3584
ResearcherID: www.researcherid.com/rid/O-8737-2014 
	Prof Sumei van Antwerpen is an Associate Professor who has authored accredited publications, both local and international. She has been in the academic field for the past 32 years. She has been presented at conferences and is an external examiner at several HEIs and a reviewer for journals (local and international). Her areas of expertise include employee well-being, and human capital (morale, motivation, engagement, trust, equity, organisational culture, gender issues), Her Masters’ degree was titled: Male Administrative Support Staff in Trade and Industry: A Profile and her Doctoral degree titled: Key success factors influencing the productivity of administrative employees in the South African public sector. Candidates may use a qualitative, quantitative, OR mixed methods approach as a research methodology.
	1 PhD (co-supervised)
2 Masters

	Ms SD Rajaram
Email: rajarsd@unisa.ac.za


https://orcid.org/0000-0001-7828-9412

	Ms SD Rajaram is a lecturer in the sub-section of Human Resource Development in the Department of Human Resource Management. She is registered as an HR Professional in Learning and Development with the South African Board for People Practices (SABPP). Ms Rajaram has approximately 15 years of working experience at various private higher education institutions, including Unisa. She has two honours degrees, one in Industrial Psychology from University of Kwa-Zulu Natal and the other in Business Management with specialisation in HR (Cum Laude) from Unisa. Ms Rajaram’s master’s degree (Cum Laude) from Unisa, focused on training and development in small businesses (SMEs). Her further studies is within Industrial and Organisational Psychology. Ms Rajaram co-authored three academic books in HR, presented at various national and international conferences and published an article in International Conference Proceedings. Ms Rajaram is also a SUSI Scholar and represented South Africa in the United States at Suffolk University and Harvard in 2023 and has expanded her research expertise and collaboration. Her research focus areas include AI-Driven HR in Industry 4.0, Remote and Hybrid Work Post-COVID, Employee Well-being and Mental Health in a Digital Era, Sustainable HR for a Green Economy, Upskilling Workers for AI and Industry 4.0 and AI and Job Security in Industry 4.0. These focus areas align with the Sustainable Development Goals and HR.

	6 Masters (Co-Supervision)


‘
	
	

	Research scope
	This research focus area focuses on topics related to the management of employees in an organisation and include topics such as leadership, organisational justice, organisational citizenship behaviour, workplace treatment/well-being, work wellness and positive work behaviour, financial wellness of employees, employee selection, retention, workplace flexibility, commitment, employability, high performance work organisations and systems, employee remuneration and workforce diversity. This RFA also includes specific research with regards to academics within the changing distance, contact and blended higher education contexts.



	Reading: Subject Field

	This is a selection of articles and/or recent books in this RFA. ‎Further reading over and above these is essential:
· Abbas, S. G., & Roger, A. 2013. The impact of work overload and coping mechanisms on different dimensions of stress among university teachers. @GRH, 3(8), 93–118. doi: 10.3917/grh.133.0093
· Ablanedo-Rosas, J. H., Blevins, R. C., Gao, H., Teng, W.- Y., & White, J. 2011. The impact of occupational stress on academic and administrative staff, and on students: An empirical case analysis. Journal of Higher Education Policy and Management, 33(5), 553–564. doi: 10.1080/1360080X.2011.605255
African Journals Online (AJOL)
· Alzyoud, A. A., Othman, S. Z., & Mohd Isa, M. F. 2015. Examining the role of job resources on work engagement in the academic setting. Asian Social Science, 11(3). doi: https://doi.org/10.5539/ass.v11n3p103 
· Anisman, H. (2016). Health psychology. London: Sage.
· Archibong, I. J., Bassey, A. O., & Effiom, D. O. 2010. Occupational stress sources among university academic staff. European Journal of Educational Studies, 2(3), 217–225.
· Bergeron, D.M., Shipp, A.J., & Furst, S.A. 2011. Organisational citizenship behaviour and career outcomes: The cost of being a good citizen. Journal of Management. http://dx.doi: 10.1177/0149206311407508.
· Bernstein, C., & Trimm, L. 2016. The impact of workplace bullying on individual wellbeing: The moderating role of coping. SA Journal of Human Resource Management/SA Tydskrif vir Menslikehulpbronbestuur, 14(1), a792
· Bezuidenhout, A. 2015. Implications of distance educator’s changing work role for academic workload. Distance Education.  http://www.tandfonline.com/action/showCitFormats?doi=10.1080/01587919.2015.1055055
· Bezuidenhout, A. 2018. Analysing the importance-competence gap of distance educators with the increased utilisation of online learning strategies in a developing world context. International Review of Open and Distributed Learning. Accepted for publication, in process.
· Bezuidenhout, A. & Cilliers, F.V.N. 2010. Burnout, Work Engagement and Sense of Coherence in female academics in Higher Education Institutions in South Africa. South African Journal of Industrial Psychology: 35(1), 61-80. 
· Bezuidenhout, A. & Cilliers, F.V.N. 2011. The influence of age on burnout, work engagement and sense of coherence of female academics at two universities in South Africa. South African Journal of Industrial Relations, 35(1), 1-10.
· Bezuidenhout, M.L. 2020. The effect of the economic crisis on pay-performance link in South African state-owned enterprises. South African Journal of Business Management, 52(1), a1747. https://doi.org/10.4102/sajbm.v52i1.1747.
· Bezuidenhout, M.L., Bussin, M.H.R., & Coetzee, M. 2018. The chief executive officer pay-performance relationship within South African state-owned entities. South African Journal of Human Resource Management, 16 (0), a.983. https://doi.org/10.4102/sNSRarm.v16i0.983.
· Bezuidenhout, M.L., & Bussin, M.H. 2020. The year-on-year analysis of the relationship between chief executive officer remuneration and stat-owned company performance in South Africa. South African Journal of Human Resource Management, 18(0), a1411. https://doi.org/10/4102/sajhrm.v18i0.1411
· Bezuidenhout, M.L., Grobler, A., & Rudolph, E.C. 2013. The utilisation of a career conversation framework based on Schein’s career anchors model. South African Journal of Human Resource Management, 11(1), Art.#491, 10 pages. http://dx.doi.org/10/4102/sajhrm.v11i1.491.
· Bezuidenhout, M.L., Rudolph, E.C., & Furtak, A.M. 2019. Self-perceived employability attributes of adult learners within an open distance learning environment. Journal of Contemporary Management, 16:106-139. 
· Biswas, S., & Kapil, K. 2017. Linking perceived organizational support and organizational justice to employees’ in-role performance and organizational cynicism through organizational trust. Journal of Management Development, 36(5), 696–711. https://doi.org/10.1108/JMD-04-2016-0052
· Bwowe, P.W., & Marongwe, N. 2018. Implementing a total reward strategy in selected South African municipal organisations. South African Journal of Human Resource Management 16(0), a927. https://doi.org/10.4102/sajhrm.v16i0.927.
· Bussin, M., & Smit, E. 2014. Sustainable remuneration. HR Future, 06, 34-35.
· Bussin, MHR & Ncube, M. 2017. Chief executive officer and chief financial officer compensation relationship to company performance in state-owned entities. South African Journal of Economic and Management Sciences, 20 (1), a1644. https://doi.org/10.4102/sajems. V20i1.1644.
· Bussin, M., & Mouton, H. 2019. Effectiveness of employer branding on staff retention and compensation expectations. South African Journal of Economic and Management Sciences 22(1), a2412. https://doi.org/10.4102/sajems.v22i1.2412.
· Carlson, C.,& Bussin, M.H.R. 2020. Relationship between executive pay and company financial performance in South African state-owned entities. South African Journal of Human Resource Management, 18(0), a1211. https://doi.org/10.4102/sajhrm.v18i0.1211
· Catano, V., Francis, L., Haines, T., Kripalani, H., Shannon, H., Stinger, B., & Lozanzki, L. (2010). Occupational stress in Canadian universities: A national survey. International Journal of Stress Management, 17(3), 232–258.
· Coetzee, M., & Bezuidenhout, M.L. 2019. The relationship between chief executive officer compensation and the size and industry of South African state-owned enterprises. South African Journal of Human Resource Management, 17 (0), a1120. https://doi.org/10.410/sajhrm.v17i0.1120.
· Cohen-Charash, Y., & Spector, P. 2001. The role of justice in organizations: A meta-analysis. Organizational Behavior and Human Decision Processes. 86(2):278-321.
· Collier, D., Idensohn, K., & Adkins, J. 2010. Income inequality and executive remuneration: assessing the role of law and policy in the pursuit of equality. South African Journal of Labour Relations, 32 (2), 84-109.
· Conceicao, S. C. O. 2006. Faculty lived experiences in the online environment. Adult Education Quarterly, 57(1), 26-45.
· Cooper, R. and Baird, M., 2015. Bringing the" right to request" flexible working arrangements to life: from policies to practices. Employee Relations, 37(5), p.568.
· Cooper, C. L., Quick, J. C., & Schabracq, M. J. 2009. International handbook of work and health psychology (3rd ed.). Chichester, UK: Wiley.
· Coyle-Shapiro, J. A.-M., Pereira Costa, S., Doden, W., & Chang, C. 2019. Psychological contracts: past, present, and future. Annual Review of Organizational Psychology and Organizational Behavior, 6, 145–169. https://doi.org/10.1146/annurev-orgpsych-012218-015212
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· Effective Induction and/or on-boarding practices of academic staff members
· Professional development of academics
· Effective human capital development processes of academics
· Psychological flourishing within an academic context

Organisational level:
· Investigating the impact of Human Resource Management practices on the role of academics
· Exploring practices of governance, management and leadership of academics
· Critically reflect on new trends in academe that may have an impact on the academic work environment



	Remuneration
/Rewards
	· The influence of remuneration on various organisational factors and organisational behaviours
· Income inequality and executive remuneration
· Sustainable remuneration
· Exploring remuneration governance within organisations
· Reward strategy as an effective employee retention tool
· Remuneration management and employee wellbeing
· Post Covid 19 employee benefits 
· Managing employee remuneration in the new normal

	Workplace commitment
	· The antecedents and consequences of workplace commitment (i.e. organisational, union and dual commitment)

	Discretionary employee behaviour
	· The antecedents and consequences of organisational citizenship behaviour and counterproductive work behaviour

	High quality employment relations
	· The consequences of organisational support, organisational justice, psychological contract fulfilment/violation in an employment relations context

	Organisational cynicism and trust

	· Antecedents of organisational cynicism and trust in employment relations and the influence of organisational cynicism and trust on relational attitudes and behaviour in the workplace

	HR in the digital career space
	Suggestion from Prof Potgieter
· Digital transformation in HR practices (investigating how emerging digital technologies – such as artificial intelligence, machine learning, and big data analytics – are reshaping HR functions)
· Digital talent management and remote work
· The role of HR within the new digital career world
· Digital leadership in HR
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