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ABSTRACT

The study analyad the relationship between participatory leadership antpl@yee
commitment in Gvernment secondary schoatsSoroti District using threeogectivesnamely

to establish the relationship between duty delegation and employee commitment; to assess the
relationship between participatory decision making and employee commitment and to establish
the relationship between staff representation and @yaplcommitmenfThe cross sectional

design wasused complementedith both qualitative andugntitativeapproachesrhe study
population was 108lementgrom which a sample of 80 respondewtssselectedising simple

and purposive sampling techniqueseThsponse rate 856.9%was obtained from which key
findings obtained include a positive relationsleipists between dutydelegation(.297**),
participatory decision making.341**), staff representation(.496**) and employee
commitment. From the studit, was concluded thalelegation of authority is an important
aspect for ensuring proper handling of student affairs although some tasks were difficult for
teachers to execute as they had less experience, fewer of school employees engaged in decision
making and coming up with school policies while representing staff on the school board of
governors would help subordinate stafices beheard, howevefewer ofsubordinateviews

were considered for discussid®ecommendationsadeincludetimely provisionof necessary
support to teachersto successfully accomplish @ghted tasks,ncrease level of staff
participation in deision making byfrequently holdingstaffanddepartmentaineetingsuse of
guestionnaires and suggestiboxes, regulaholding of BGG meetings so that teach@rs

concerns are discussadd ensuringlemocratic election of teachérgpresentatives.
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CHAPTER ONE

INTRODUCTION
1.0Introduction
The study investigatednto the relationship betweeramicipatory leadership and employee
commitment inGovernment Secondary Schools in Sorastfict. Participatory leadership is
the independent variable in this study while employee commitment is the dependent variable.
This chapter presents the backgrotmdhe study, statement of the problem, purpose of the
study, objectives of the study and research questions. In addition it presents the hypotheses,
scope, justification and significance of the study. It also gives the operational definition of
terms anctoncepts.

1.1 Background to the study

This section introduces background to the s

following perspectives: Historical, Theoretical, Conceptual and Contextual background.
1.1.1 Historical background

Creating a pol of committed employees has been a key desire by many organizations and
employers for purposes of increasing productivity. Taylor (1,9h1)is classical worki T h e
Principles of Scdawmninsightto enilayeeacgnemitraemtt \iforking in

the steel industry, Taylor observed thleenomenon of workers deliberately workibglow

their capacity. This is what Taylor called soldiering (Mindtools, 2015) .This attitude mainly
arose from a belief among workers that if they became more productige ¢é them would

be needed and jobs would be eliminated. Tayl

to work was strongly motated by money

One of the earliegireludes to the study of employee commitment was the Hawthorne studies.

These studies which were conducted between 1924 and1935 have primarily been credited to

1



Elton Mayo of the Havard Business School (Sonnenfield, 1985). These studies sought to find

outt he effects of wvarious conditions on wor ke
improvements in working conditions led to increagedductivity, employee commitment

increased among workers only after realizing that they were participating fretlwere

working without coercion from their supervisgiccel Team, 2015).

In Uganda since thpublic servicecame into existence during colonial timgevernment
employees have largely been less committed to their Binse the 1980sgovernment
ministries have gone through a frustrating period of poor performance marked by failure to
achieve the expected outconasscaptured in various AuditoeGh e r a | §Qbicai, 20pdo r t s
In a bid to enhance employee commitment and service delivery, goverimmmeduced the

Uganda Public Service Standing Orders 2010 and the Public Service Act.

Leadership is one of the most observed and least understood phenomena on earth
(Burns,1978Evidence from anthropology suggests that there are no human societies without
some form of leadership/ugt,2006) Across ages a number of individual leaders have taken
charge of a group and led it to safety, victory or prosperity. For example religious figures like
Jesus, Mohammed and Buddha, military leaders like Alexander ¢laé gndNapoleon; and
political leaders like Mandela. Across societleagers have bedreld in hgh esteem and their
actions seen asiore acceptabléor the welfare of societyLeaders thus play a key role in

shaping the destiny of their followers indlag their commitment to a given cause.

It seems that whenever a group of people come together like in a sdtiod, a leader
follower relationship naturally developBherefore from the above historical perspective there
was need for research to armythe relationship between participatory leadership and

employee commitment in government secondary schools in Soroti district.



1.1.2 Theoretical background

This study wasinchored on two theories namely the P&bal Theoryand the Two Bctor

theory. Tte Pathg o a | theory stat esorstyleaftf eac tlse aedmp losy eb
satisfaction, motivation and effectiveness (Pold#turdoch, 2013).The PathGoal Theory

was developed by psychologist Robert House in 1971 and was redefined and upta®éd in

House (1996)notesthatan effective leadeshouldguideemployees in choosing the best paths

for reaching their individual goals as well as the organizational gos¥#hen these goals are
successfully fulfilledemployee commitment is sustained. Fanployees to achievehe

required goals, a leader ought to support, helmativate themby creating an environment

where they actively participate in the daily running of the organization through delegtion

duty and consultation of employees.

The Two Factor theory also known as Herzberg motivation hygiene theory or dual theory was
developed by Frederick Herzberg a behavioral scientist in B89 attempts to explain
satisfaction and motivation in the work plagavasi & Amoako,2011).The theorgtates that
there are certain factors in the work place that cause job satisféctaiivators)while a
separate set of factofBygiene factorstause dissatisfactiofiRiley, 2015. Hygiene factors

are those factors which are essential for existehomotivation at the work place for example
pay, company policies, supervisory practices and working conditlbrisese factors are
absent then there will be dissatisfaction and as a tesaiployee commitment declines.
Motivational factors yield positivesatisfaction and motivate the employees for superior
performancegRiley, 2015).They include recognition, growth and promotional opportunities,

responsibility and meaningfulness of work.

The theory suggestiatwhen leaders guarantadequacy of thaygiene factors, basiteeds

of employees will bdulfiled and any element of dissatisfaction and loss of commitment

3



arising from the work environmermg removed(Kwasi & Amoako, 2011). Effective leaders
mustensurethator ker s & p ar t itccdaypfiatran thewwoik place is iecreasedy
because through participation employsells and competencies are put to maximum use
(Kwasi & Amoako, 2011). Employees will find wio stimulating and rewarding, stay

committed byworking to the best of theirkality (Ju-Chun, 2013).
1.1.3 Conceptual Background

Two concepts constitute major variables of the study. These are participatory leadership and
employee commitment. Before defining participatory leadership it is important to get an
understanding of the ogept of leadership. According to Doyle and Smith (2001) leadership

is about thinking and acting creatively to influence the actions, beliefs and feelings of others.
Leaders seem to come to the forefront when there is a crisis or problem. Being a éxatteeth

means carrying the fate of those you lead.

Participatory leadership (Grimsly, 2015) is a style of management where decisions are made
with the most feasible amount of participation from those who are affected by the decisions. It

focuses on decenmization of decision making and sharing of power.

Employee commitment is a multidimensional concept that has been studied over years in
public, private and nonprofit sectors (MegeRAllen, 1991) .This is because of the significant

role that employees @y in the growth of organizations. Employee commitment is defined as
attachment and loyalty to the organization (Kheirkhah, Al&drathi, 2014). It is a bond
employees experience with their organizations (Nieuwoudt, 2@btprding to Meyer and

Allen (1991) and Lau (2011) it is also seen as an attitude that shows three dimensions namely:
affective, continuance and normative commitment. Employees who are committed to their
organization generally feel a connection with that organization, fit in andttaelthey

understand the goals of the organization (Nieuwoudt, 2014).



1.1.4Contextual Background

The studywas conducted in Sorotiifirict one of the beneficiaries of the Universal Secondary
Education (USE) as well as other interventions designedtealdr t eacher sd6 conc
stakeholders in education (MOES, 2013%oroti Dstrict has six government secondary
schools with over 100 teachers whose commitment has largely been low .One of the issues
confronting education in SoratiiBltrict is the failire of teachers to follow the Progesnal code

of conduct(Education Service Commission, 202hich demands regular lesson attendance,
guidance of learners and support of school programs. The magnitude of the problem according
to ASSHU Report (2015) isamifested in form of absenteeism, late coming and failure to meet
deadlines by teachers. It is also seen in lack of job ownership and patriotic attitude, poor sense
of belonging and low level of excitement at work. Urwick and Kisa (2014) paint a gloomier
picture by observing that some teachers have resorted to part time teaching in other schools
commonly called moonlighting while others engage in private businesses instead of teaching.
Even those who report to school give little contact time to the lesar@élate there have been
complaints of sabotage, rumor mongering, cligues and conflicts among staff as they trade
accusations on each other opeor performance (BOG Minutes, 2015). This trend is leading

to loss of government resources and goodwilhfimarents who prefer to transfer their students

to private schools where teaching is deemed to be satisfactory (ASSHU, 2015).
1.2 Problemstatement

According to the Education Sector Strategic Plan 2801/5,Education in Uganda is seen as a
key factor in tle achievemenof National Development PlafiNDP) objectives and Uganda
Vision 2040 (MOES2008).For that matter deliberate efforts have been put in place to boost
up the education sector. Through the African Development Bank (ADB) IIl and IV projects;

expansions of classrooms, provision of textbooks and other learning aidbdevealone.



Training of science and mathematics teachers under SESEMATaprchas also been done.

An attempthasbeenmade to ensureeachingisat t r act i ve t hirSchangehf t he
Servce (ESC 2011 that creates a career ladder for teachers and school administrators.
Payment of 30% top up allowances to all scietsahers haveeen effected (Ministry of

Public Sevice, 2012). Teachers in Sorotidrict have equally befieed from the above

interventions.

I n spite of all the above interventions, te
violation of the teachersdé professional <code
since 2008 have concluded thadker absenteeism is high (MOES, 20113R012 the rate of

teacher absenteeism was estimated at 17%.There is also a trend of teachers being present at
school but not teaching or guiding studentsktcor r i cul ar acti vities. T
deadines of assignments is common. This appalling scenario is further echoed by Nganzi,
Munyua and Okendo (2014) who note that the teaching profession in Uganda is facing a lot of
instability; shown by poor performance, absenteeism and high turnover. Thmedets/ely
affected the rate of syllabus coverage, stud
ability to participate in ceurricular activities (MOES, 2013). Many teachers seem to be
discouraged by the nature of leadership of their institistiand have often voiced their
concerns (BOG Minutes, 2015). This state of affairs might make it difficult for government to
successfully implement the much anticipated curriculum reforms in lower secondary school
whichare expected to kick off in 20IBhis is because teachers play a pivotal role in the success

of any educational reforms. Learners with inadequate skills relevant for economic and social
transformation of society will continue to be churned out of these schools. Soroti as a district

will fail to produce students who are qualified to compete favorably for admisspastn
secondarynstitutions. Government resources will continue to be wasted. Therefozenths

dire need for research tanalyze the relationship betweenty delegation, g@rticipatory
6



decision making and staff representatma employee commitment iro&ernmet secondary

schools in Soroti Btrict so as to reverse this trend.
1.3 Purpose of the study

The study aimedt analyzing the relationship between Participatory leadership and Employee

commitment inGovernmat SecadarySchoolsn Soroti Dstrict.
1.4 Objectivesof the study

1) To establish theaelationship betweemuty delegdon and employee commitment in

Governmat secondary schools in Sorotisiict.

2) To assess thaelationship betweenparticipatory decision nkdng and employee

commitment in Gvernmat secondary schools in Sorotisiict.

3) To establish theelationship betweestaff representeon and employee commitment in

Governmat secondary schools in Sorotisiict.
1.5 Research gestions

1) What is theelationship between duty delegation @maployee commitment in governmnte

secondary schools in Sorotidixict?

2) What is the relationship betweernrfi@patory decision making and employee commitment

in government secondargtsols in Soroti Bstrict?

3) What is the relationship between staff representation and employee commitment in

governmat secondary schools in Sorotisiict?
1.6 Hypotheses of thetudy

1) There is gositiverelationship between duty delegation and employee commitment.



2) There is apositive relationship between participatory decision making and employee

commitment.
3) There is gositiverelationship between staff representation and enggl@pmmitment.
1.7 Conceptual famework

Figure 1below shows a conceptualmeworkwhich provides an explanation dmow the
independent variablgérticipatory leadershjmffects employee commitmeas adependent

variable in G@vernment secondary schools in Soistrict.

Participatory Leadership (V)

Employee @ommitment (DV)

Duty Delegation

— Affective commitment
1 Individual delegation

1 Group delegation 1 Organization identification

1 Organization prestige

1 Emotional attachment

Participatory decision making Normative commitment
f Consultation T Loyalty
1 Meetings 1 Compliance

1 Obedience

Continuance commitment

Staff representation

1 Altruism
1 Board representation f Consciousness
T Workerso coungrp |

1 Courtesy

Figure 1. Conceptual framework showing the relationship between participatory style
and employee commitment

Source: From literature (Herzberg, 1959; Meyer& Allen, 1991; Somech, 2010)
The conceptual framework abowessimes that when leaders practice duty delegation,
affective, normative and continuance commitment is sustained artft@igemployees.in

8



addition hrough participatory decision making leaders will encousedigetive, normativand
continuance commitment among their employeemally when staff representation is
implemented by laders, the level of affective, normativeand continuance commitment
increases among their employederefore it is theorized that participatory leadership

positively relates to employee commitment in government secondary schools.
1.8 Justification of the study

There is a big problem of employee commitment in many secgrsthools in Uganda Soroti
district inclusive. In a bid to improve performance of the education sector, many government
interventions have tended to focus on building infrastructure, training, remuneration and
provision of learning materialOES, 2013however little focus has been put on the nature

of leadership of secondary schools as a critical component ohtezhed success. This study
therefore gesa long way to find out why despite many government interventions employees

are less committed tdieir work in secondary schools.
1.9 Significance of the study

This researcimay goa longway to assist MOES through the SecondasytSo ol s 6 depart
implement participatory approaches of leadership so as to ensure employee commitment.
Consequently teaelns may benefit from the study results once MOES implements
management policies that make their work enjoyable. fiaigimprove their motivation to

deliver high quality service to students. The studay in addition add to the body of

knowledge and actsaa reference point for future researchers on employee commitment.



1.10 Scope of the study
1.101 Geographical £ope

The studywasconducted in Soroti Btrict North East of Uganda. ttoveed four out of six
Government secondary schools where a declisenvice delivery has been evident. The study
coveedteaching staff; bad teachers and their deputfadministrators)These are core staff
directly affected by management practices that are introduced from time to time in the school

setting.
1.102 Time scope

The studyfocusedon the period between 2007 and 201is is the period USE Program was
initiated and it brought in new challenges of management of secondary schools due to increased

student enrolment.
1.10.3 Content scope

The content of thestudy was on grticipatory leadershi@nd specificallylimited to the
independent variabldimensions of duty delegation, participatory decisiweking and staff
representation anaployee commitmerthe dependent variable wameasured using the three

dimensions of normative, affectiv@@ continuance commitment
1.11 Operational definitions
The key concepts in this study are defined operationally as follows:

Participatory leadership is a form of leadership where employees directly or indirectly

contribute to organizational decisions and policies.

Duty delegation refers to an arrangement where an employee or group of employees is
assigned to perform tasks done by his supervisor withira of making that employee gain

experience and skills.
10



Participatory decision making refers to a system in which employees take part in giving

views and opinions that are used to run an organization.

Staff representationis a system where employees granted an opportunity to choose some

of their members to participate in policy making organs of the institution.

Employee commitmenti s defined as the | evel of an em

involvement in an organization.

Continuance commitment refers to commitment based on the cost that the employee

associates with leaving the organization.

Affective commitmentr ef er s t o an empl oyeeds emotional

and involvement in the organization.

Normative commitmentis definedas t he empl oyeeds feelings of

organization.
1.12 Limitations

There is limitation to all forms of research because it is impossible to control all variables
(Hamilton, 2005).This studywas limited due to the scope whichdid not allow for
generalization of researcmdlings. This is becausecibvered onlyfour Governmet secondary
schools in Soroti Btrict. The sample was equally small and restri¢tettachers. Hamilton
(2005) argues that acknowledging limitations in your study reduces the likelihood of readers
raising arguments to dispute your findings. Through a combination of qualitative and
guantitative data, the use gfiestionnairesinterviews and document analysis; an increased

volume of datavascollected thus making the study fairly credible.
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CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction

In this chapter the researcher reviews a selection of related literature as found in journals,
working papers, magazines, textbooks, newspaper articles and internet or online sources. The
Literature review is categorized in three parts. This includes: theoretical review, actual

literature review and summary.
2.1 Theoretical review

The PathGoal Theorydeveloped byPsychologistHouse in 1971 and reformulated 1996

formsa major theoretical basis of thisstudyh e t heory st ates that a
an empl oy e e 0 smojivation asdeetfectisehesghe sirengih of the theorytisat

it teaches leaders that the role of leadership is to help and clarify what needs to be done to
achieve a goallherefore in order for employees to achieve the required goals the leader must
help, support and motivate therithe keader can do this in de ways helping employees
identify their goals, clearing obstacles and offering appropriate rewards along t{feolsgn
Murdoch, 2013). House (1996) theorizesthat participation is a key motivator that enables
employees achieve both individual and organizational gBalsicipation can be enhanced by
consulting employeesconsidering their ideas and expertise before making a decision.
Participation makes emptees feel valueddowever the Patigoal theory has been dogged by

a string of criticisms.The theory is so broad anehcompassesany different sets of
assumptions making its usability difficult so as to improve leadership in any organization
(Northouse2010).Not all aspects of the theory have been given equal attention because a great
deal of research has tended to focus on directive leadership with less emphasis on participative
and achievement oriented leadersiNprthousg(2010)criticizesthe practtal outcome of the
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theory which suggests that leaders should provide coachindance and direction to
subordinateso help them define and clarify goalthe potential danger in this type of helping
leadership is thagubordinates may easibhecome depwlent on the leader to accomplish any
simple taskDespite these shortcomindle path goal theory offers leaders a road map about
ways to improvee mp | oy e e s 0and performarnicbove allat nses different types of

leadership to deal with issuemotivation in order to get the job well done.

Herzbergdéds two factor theory i ntr kabwncasdd i n
widely respected theories explaining motivation and employee commi{eshieldsKara

& Kaynak, 2005). Herzbergheorizesthat there are certain factors that an organization can
introduce to increase employee commitm@notivators). There are other factors that would
demotivate an employee if not present but would not in themselves actually motivate

employees to wrk harder (Hygiene factors).

Herzberg believes that organizations should motivate employees by adopting a more
participatory approach of leadership ambleavorto improve the nature and content of the
actual job(Kwasi & Amoako,2011) .Leaders can do shihrough delegating more power to
employees tanake decisionsver a wide range of their working lifEmpowerment)Kwasi

and Amoakd2011) note that employees can also be given a greater variety of tasks to perform
(job enlargement) and a wide rangenadre complex and challenging tagfsb enrichment).
Therefore in order to retain employees it is important for leaders to ensure autonomy and
independence of employees, recognition of employee performance, provision of opportunities
to use skills and alities, job rotation and promotion opportunities{@hun,2013).Critics of
theHerzeberg Teory argue that it fails to recognize substantial differences among individual
employees.Different employees might have different needs and thus require different

motivators(Yew & Manap,2012).The theory doe®t take into account the various job factors
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that might cause satisfactiondissatisfactionSome job factor scales are not purely motivation
or hygiene factors as argued by Yew and Mai2812).The strongpoint of the theory is that
when leaders identify the hygiene factdrasic needs of employees are fulfilled and elements
of dissatisfactionare removed.By applying the theoryemployees can be motivated
consequently fulfilling their esteem ansklfactualization needs. This increases their
commitment to the organizatiowhile the current study is largely informed by theéhHPgoal

t heor y an dtwddaetorzheobyg is @f esessity to test these theories in the specific
context of Participatoryeadership an@mployee commitment in Sordiistrict Secondary

Schools

2.2Duty delegation and employee commitment

Delegation is the process of giving decision making authority to lower employees. According
to Musenze, Mayende andibega (2014)elegation is conceptualized as a process that
involves assigning important tasks to subordinates and giving them responsibility for decisions
formerly made by the manager. This involves giving employees authority to make decisions
without seeking prior gwoval from the manager. Tasks can be delegated to individual
employees or groups of employees. For the process to be successful, the worker must be able
to obtain the necessary resources and cooperation needed for successful completion of the
delegated tsk (Zwilling, 2013). According tdhe biblical book of Exodus, chapter &od
delegated to Moses the task of leading the Israelites out of Egypt to the Promised Land.
Therefore delegation can be carried out by an even powerful and an all knowing emitéxgycon

to the view that people delegated because of personal limitations (Bealdaer and

Hammond 2000).
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The concept of empowering employees has been gaining increasing attention and has been
linked to both personal and organizational effective€ssiger 1989;Stewart 1989).There

is need to empower employees so that responsibility is shared and consequently long term
organizational goals are achieved. According to Gul, Akbar and Jan (2012) employees should
be given chance to initiate their ideas irdar to foster a culture of sharing and justice.
Delegation is a key strategy which if applied carefully can lead to retention of staff (Gul, etal.
2012). Findings by Rudolph and Peluchete (2011) suggest that delegation helps the manager
to harness additi@ energy towards achieving organizational goals and objectives. As a result
internal functioning of the organization is strengthened by building a team that can respond to
any challenges. Rudolph and Peluchete (2011) further note that delegation ptbeides
manager with a mechanism of selling his agenda to the subordinates and gaining their
commitment. It allows the manager to focus on long term strategic issues than short term
routine issuesrhe above studies would have been moreaduif they did notreat delegation

as a general concepthis study conceptualizekelegatioras individual and grougelegation

while exploring theirrelationship with employee commitment in government secondary

schools.

Through delegation of authority employers abée to create organizational justice in the work
place which is likely to increase employee commitment. A study carried out by Moghini,
Kazemi and Samiie (2013) found that there is a strong positive relationship between
di stributive | uuslityotwork lien These finging segne te suggest that by
delegating authority, employers are giving a signal of their fairness in the distribution of work,
tasks, rewards and promotions. Therefore delegation improves quality of decision making and

emppbyeeso6 ful fil | me nRhelam fColduitt,Scott and Luvingsters 20092 ap at a
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One way to enhance transparency in an organization is through assignment of responsibility
to employees to perform some tasks. Klein (2012) suggests that trawgpeoatributes to

mutual trust and cooperation amongst staff of an organization. Employees perceive
transparency as an action that promotes their status. The very act of keeping employees updated
with work related information elicits a high level of appation. Delegation of duty
strategically places employees in the information chain in an organization. Therefore they are

able to understand what goes on.

Delegation of authority is one way to prepare employees for promotion and career
development. As thesuccessfully handle delegated responsibility, they are building their
career pat hs. Morrow (2011) suggests that
commitment. These results are supported by Van Dyk and Coetzee (2012) who found that
medical wokers and information technology professionals who felt positive about possibility

of career advancement in their organization were more likely to feel emotionally attached to
their organizationAlthough these studies used well designed tools and delieeddlegation

they remain largely detached from secondatyool subsector with its lque workconditions

and are not specifically linked to the thremdnsions of employee commitment as is the case

in the present study.

Other researches present@ntrary view on the role of delegation in enhancing employee
commitment and performance. One such research carried out by Angst and Borowiecki (2014)
notes the negative effects of transferring decision making rights from a principal to an agent.
Results Bowed that agents did not favour delegation and considered the task entrusted to them
to make decisions as burdensome. This study suggests that delegation may be a demotivator
and thus lowering employee commitment. These findinggdme with other remarchers like

Davies (201pwhotheorizes that delegation can be counterproductive if the manager delegates
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the wrong task, delegates to the wrong person and does not give proper guidance. Employees
often react negatively to any assignments in the workeplthey lack the competencies and
gualifications to perform the new role (Rao, 2015). Therefore when a wrong person is promoted
or cajoled into a position he or she has little enthusiasm or preparation for, his commitment
will be low (Davis 2015).Whenreployees are not recognized and credited for successfully
accomplishing delegated tasks, their commitment will de¢lvélling, 2013)In the above

studies no specific linkage was made with individual mug delegation of taskét also

remains outstandg that some of the studies such as thodedwes 015),Rao(2015) Angst

and Borowiecki(2014) relatedduty delegation tperformancethis study directly relates duty

delegation to the three dimensions of employee commitment.

2.3 Participatory decision making and employee commitment

Human resource managers have used participatory decision making as a tool to signal to
employees that they are valued by the organizations they work in (Morrow, 2011). Leaders can
ensure that employees participatel@cision making by often consulting them on a wide range

of issues regarding their work life and organizational policies. Consultation can be done
through suggestion boxes, questionnaire surveys and face to face discussion with individual
employees. Meatgs between employees and leaders can be held from time to time as an
effectiveway of enhancing participatioMany studies have been conducted suggesting that
participatory leadership creates positive outcomes that ultimately enhance employee

commitment(Rafiei, Amini& Foroozandah, 2014).

LopezCabarcos, MachadbopesSampaiede Pinho and Vazquedzodriguez (2015) in a
study on hotel workers in Portugal observe that through participation employees feel that they

are treated well and thus experience higbleisatisfaction .This in turn results into high levels
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of organizational commitment. Although this research presemesesting findings, it is
narrowedonly to affective and normative dimensions of employee commitrnenthis study
is broader andconsiders continuance commitment as a third dimension of employee

commitment.

Participatory decisiomaking boostshe morale of employees in the work place according to
French (1960) as cited by Elelad Field42010).Increased morale makes employeesdme
more productive; develop new knowledge, skills and attitudes (Bhatti et 2011).
Consequently employees feel recognized because of their participation and cdhatude
management views them agelligent, competent and valued partners. Thisgases their

affective commitment to the organization (Mclaggan, Beduidenhddtha, 2013).

Sukirno and Sienthai (2011) in a study based on University lecturers suggest that participatory
decision making positively affects employee performance and coremitrit was observed

t hat the higher the | evel of | ecturersodo pa
commitment to the organizational vision and the higher their perform@heecurrenstudy

tests this relationship specifically with employee commitment in secondary schools other than

employee performance in University as done by Sukirno and Sienthai (2011).

French (1960) cited by Elele and Fields (2010) further notes that particidatosjon making

helps employees attahigher order needs like sadkpression, respect, independence and
equality which serve to increase their commitment. Cotton (1988) argues that this perception
of being recognized and valued leads to employee gaiiaand in turn greater productivity.
Rafiei, Amini and Foroozandeh (2014) suggest that in order to improve employee performance,
there is a need to enhance the three dimensions of commitment: affective, normative and

continuance commitment.
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Research gygests that participatory decision making promotes cooperation and prepares
employees and managers to embrace changes that come from time to time. Metsamuuronen,
Kuosa and Laukkanen (2013) in a study carried out in Finland note that through participation,
cooperation is enhanced between school administrators with teachers and their associations.
This kind of openness helps implement changes in the education system. Employee
participation thus positively affext affective commitment(Rogiest, Segers&Van

Witteloostuijin, 2015).

Organizations arrive at high quality decisions whenever employees are involved in the decision
making process (Mille& Monge, 1986). This is because decisions made in conjunction with
employees are arrived at based on a better pooffaimation. Employees often have more
complete knowledge of work in their departments than do managers. Employees who
participate and make an input in decisions are better equipped to implement any assignments

related to those decisions.

Additional literature suggests that employee participation in decision making influences their
perception of workplace fairness and justice (Le@abarcos etal. 2015).This affects their
relationship with a supervisor which in turn may increase affective and normativeitnent.

Morrow (2011) also concurs with the view that perceived organizational support increases the
affective commitment of employees in the long rlihese studies wouldave been more
valuable if an attempt to consider all the three dimensions dbgegcommitment was done
Researchers further note that participatory decision making enhances teamwork @&@andell
Sim, 2014).1n the modern working environment it is important than ever before to work as a
team. Due to globalization and technologichlanges it is important for employees and
management to get along as a team. By patrticipating in the decision making process feelings

of full membership in the team are positively strengthened (Rakd®iin, 2014)Most of the
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above studies have conceptmatl participatory decision making as a one on dimect
interaction between an employee andnagement and thus narrowitg) scope.The current
study broadens thecope of participatorgecisionmaking toinclude staff and departmental
meetingsand alsoformal and informal consultation3.he effects of participation may vary

according to thelifferentforms it takesand this is what the current study strives to find out.

Although many research findings support the view that there is a positive relatiween
participatory decision making and employee commitment, others offer contrary views. Kalyal
and Saha (2008); Elele and Fields (2010); Musenze, Mayende and Lubega (2014) lend
credence to this contrary view. This inconsistency in findimfsrms the pesent study.
Researcltonducted by Kalyal and Saha (2008) in the public sector of Pakistan suggests that
employee participation has a negative impact on affective commitment and continuance
commitment. These findings seem to question the widely heldthivparticipatory decision
making positively relates with employesammitment This study also remains largely
inconclusive because the dimension of normative commitmagsinot put intaonsideration,

agap the present study tries to fill specifically in the context of secondary schools.

Elele and Fields (2010) found inconsistent results on the relationship between participatory
decision making and employee commitment based on the cultural backgroume o
respondents. A study on employee commitment and participatory decision making was carried
out to compare Nigerian and American employees. For Nigerian employees participatory
decision making positively related to affective and normative commitmehnnhainrelated to
continuance commitment. For American employees participatory decision making related
positively to affective and normative commitment and negatively related to continuance
commitment. This study therefore suggests that commitment mayatedreo individual

characteristics of employeedMusenze, Mayende and Lubega (2014) theorize that decision
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making has no impact on employee commitment. Their study based on a sample of primary
school teachers equally did not consider all the threesons of employee commitment a

gap this study addresses.

Reviewed literature iglominated by studies that suggéisé importance of participatory
decision making in enhancing employee commitment but fall short of addressing hletne t
dimensions oEommitment. This study offetsetter understanding of the relationship between
participatory decision nkéng and employee commitment by includiagthe three dimensions
of affective, normative and continuance commitmémtaddition, it is only thefinding of
Musenze, Mayende and Lube@014 which has a similar context otherwise the rest have

different milieu.

2.4 Staff representation and employee commitment

Staff representatioris one form of employee involvement programs that aims at increasing

wor kerso contr ol and autonomy to I mprove the
job satisfaction (Fulton,2015).In the modern world of work representation is seen as some form

of democracy(Estlund,2014). Staff representation is a form of partpansivhich employees

make decisions and consequently increase their organizational commitment (Javaherizadeh,
Mehrabi, Haery& Naie, 2013).Through representation of employees, work place conflicts are
removed by systematically improving communication cledsinRepresentation motivates

lower employees because they fdwelt their interests are well catered for. Research findings

by Dezso and Ross (2012) reveal that female representation in top management increases

motivation and commitment of women at loweanagerial levels.

Representation of employees in the decision making process has been a major goal since late
nineteenth century. I n the mid 196006s deman(
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the surface by a wave of radicalism that swept thrdghtern Europe and America (Stephens,
2013). Available literature reveals that representative participation programmes are widely
required by | aw I n Western Eur o pmaking s a
(Estlund,201%However such schemes remain largafgprmal in the Ugandan labour market

. In 1994, the Council of European Union passed a directive on establishment of a European
Workers Council. Most developed countries in the world now mandate some form of employee
representation (Estlund, 2014) busthargely remains ineffective in the developing world like

Uganda.

Two major forms of representation exist: workers councils and board representatives (Estlund,
2014) . Board representatives are employees \
andr epresent the interests of the organizat/
establish broad policies that are used to run the organization. They are tasked to defend the
professional interests of the workers by ensuring that the existing rulesyesements are

applied properly (Fulton, 2015). This helps create good working conditions which

consequently enhance employee commitment (Javaherizadieh2€t 3).

Workers councils are groups of nominated or elected employees who must be consulted
wherever management makes decisions that affect employees. Workers decide what their
needs are and they mandate a temporal delegate to pursue them. Such a delegate can be changed
if he is believed to have betrayed the mandate. Fulton (2015) theorizes thatsaarincils

are powerful institutions that advocate for wellbeing of employees. For example according to

the June 2013 legislation in France the workers council must be consulted annually on the

strategic direction of the company and its consequencesipioyees (Fulton, 2015).
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Available literature reveals that in major European countries like Britain and France employee
representation has also been tigio Trade unions as well as nonon fora (Estlund, 2014

Civil Society Organizations also offer sonferm of workes representation in Britain
(Williams, Abbott& Heery, 2011). Their representational achievements include: raising the
profile and awareness of workersodéd probl ems,
influencing government policy (Wiams etal., 2011). Estlund (2014) theorizes that various
representative schemes are associated with employee perceptions of security, dignity, fairness
and justice at work. This therefore points a positive link between staff representation and
employeecommitment It is evident that researchers have picked keen interest in the subject of
staff representatioas seen by a large number of studies in the various forms of representation
and the likely benefits associated with representation. fitaeg largef focusedn satisfaction

rather than commitmentVhat is lackingis a specific investigation into the relationship
between staff repsentation andll the three dimensions of employee commitment in
secondaryschools Therefore his study directly relatestaff representation analffective,

normative and continuancemmitment in the context of government secondary schools.

Nsubugads (2008) support of staff represent
any organizations are composed of ingght people whose ideas are crucial in the day to day
operation of these schools. Teachers have capacity to advise effectively on academic matters.
This therefore makes it crucial to represent their views. Nsubuga (2008) therefore contends that
employeerepresentationis one way of distributing leadership, enhancing team work and
organizational effectivenesAvailable literature reveals that Uganda National Teachers Union
(UNATU) i s one of the avenues of teaclerso r
officially registered as a union in 2003 and has membership of more than half the teachers in

Uganda(MOES, 2013). Educati on Act (2008) provides for
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Board of Governors (BOG) in each school in Uganda. Two teachersaoemdically elected
among the staff to participate in policy formulation for their schaithough this arrangement

is meant to give teachers a platform to influence the policy making process in their schools
(Education Act, 2008), its effectiveness immoting employee commitment remains largely
unknown. Another platform for teacher representation is through the Parents, Teachers
Association (PTA).In this arrangement; two teachers are democratically elected to represent
teacher sd i nt e ecatigetcanmiitee The dbeve |Refatire i xthe Ugandan
context remains largely general without any direct link between staff representation and the

three dimensions of employee commitment.

Estlund (2014) suggests tratineffectiverepresentation may adversely affect employees by
creating feelings of insecurity and injustice at the work plapehurch, Richardson, Tallby,

Danford and Stewart (2006) argue that representation has to be effective so that employees get

a voice to persaade management in a particular or general course of alttisimportant that

the workers and their representatives have
structure of making decisions and polici€his helps build trust ancommitment Upchurch
(2006)furtherobserves that he | ev el of effectiveness of wo
analyzing the qualitative and quantitative outcome soth representation Therefore
representation should not merely be nomibakt vibrant if it is to lead to employee
commitment.This study is meanto discover theeffectivenessof board representatiom

enhancing all the three dimensions of employee commitment.

2.5 Summary of literature review

The study aimed at analyzing the relationship between Participatory leadership and Employee

commitment in Government Secondary Schools in Soroti Distritdraturewas capture
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from secondary sources on participatory leadership and employee comnatoherass most

cited from developed countries. To not&aidable literature is largely inconclusive and
inconsistent on the relation between participatory leageastd employee commitment. Some
researchersuggesa positive link between Participatory leasigp and employee commitment

while others offer contrary views. Supporters of this positive relationship argue that
participation is a form of motivation that builds a bond between @mployee and his
organization and this consequently increases emplogeenitment. Those with opposing

views argue that participation creates unnecessary burdens on an employee by enlarging his
job demands which in turn reducemployee commitment. These inconsistent findings have
dominated literature over time and may coué& geneating more debate. This study was

necessary so as to provide information to fill the gap.

Most researchers have limited measurement of employee commitment to only one dimension
contrary to Meyer and Allen (1991, 1997) three dimensional analysis of employee
commitment. The current study addresses all the three dimensions of employee commitment:
affective, normative and continuance commitment. Anotherngapdwas thatmost of the

studies reviewed looked at a cross section of employees in various fields outside secondary
education and in the context oféign countries. This study wascessarto provide an insight

into the relationship between participatory leadership and employee commitment among

teaching staff in the Ugandan context and specifically secondary schools.
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CHAPTER THREE
METHODOLOGY
3.1 Introduction

This chapterdescribes the research design, study population, sample size determination,
sampling techniques and procedure. In addition it also desdgéb@gollection methods, data
collection instruments, quality control of data collection instruments, procedudataf

collection, data analysis and measurement of variables.
3.2Research design

In a bid to estalish the relationship between participatory leadership and employee
commitment, the researcher usedcross sectional design. Babbie (1989) defines cross

sectional studies as studies designed to study a phenomenon by taking a cross section of it at a
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time. It involves using different groups of people who differ in the variable of interest but share
other common characteristics. The justification for this research design is supported by the
arguments of Mann (2003) and Kumar (2014) who observe that cross sectional designs help
find out the prevalence of a problem or phenomenon for the population sogpbgvithin

the population at a given point in time. This research des@pieit easyto compare subject
teachers, heads of department and administrators on the problem of employee commitment in
the period of studyln addition oth qualitative andjuanttative approaches weresed.
Qualitative approach hetdd togive detailednorn-numericinformation (Amin, 2005) while

guantitative approach hedgdtest theories and relationshigsantitatively
3.3 Study population

A population is the complete collectiganiverse) of all the elements that are of interest in a
particular invetigation (Amin, 2005).he study population was 100 teachers drawn fiam

out of sixgovernment secondary schools. Thiese schools were randomly sampled because
they all had the same characteristic of being government aided and implementing USE
ProgramThe target population wasitegorized as follows: school administrators 06, heads of

department 30; and subject teachersF8dm theseategories the study sampiasdrawn
3.4 Sample size determination

The studywasconducted on a sample of 80 respondents as drawnatarget population of
100 from four government secondary schools in Soroti distridhe sample sizevas
determined wusi ng (K0 jaldei fa detemrmahatiovi oofr thye asanipls. The

formula for getting sample size according to Krejcie and Morgan is given as follows:

3 = X2NP (1-P)
d? -1y +332P (1-P)

Where
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S = Required Sample size

X = Zvalue (e.g. 1.96 f®5% confidence level)

N = Population Size

P = Population proportion (expressed as decimal) (assumed to be 0.5 (50%)
d = Degree of accuracy (5%), expressed as a proportion (.05)

Table 3.1 Population, sample sizeand sampling techniques

Category of | Target Population Sample size | Sampling technique
respondents (N) (S)

School administrators 6 6 Purposive technique
Heads of department 30 24 Simple random sampling
Subject teachers 64 50 Simple random sampling
Total 100 80

Source: Primary data

In Tablel above, the sample is estimated at 80 using theiKrejc and Mor ganodés (19
of sample determination from a population of H®ments The researcher udgurposive

sampling for school administrators in line with arguments of Palys (2008) that researchers
should purpasely get respondents who meet certain criteria or have had particular life
experiencePurposive samplingzasused for school administratdsscause this category forms

a particular sub group with vast experience on educational managemdeateiily operation of

schools that would inform this studyieads of department and subject teacheresampled
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using simple random technique because theyhomogeneous (all are trained teachers on

government payroll).

3.5 Data collection methods

According to Sekaran (2003) data collection methods form an integral part of reseagoh des
The methods provided belowelped the researcher collect data from both primary and

secondary sources.

3.5.1 Questionnaire survey method

A set of questionsvasprepared and priad where upon respondents/gaheir answers by
ticking the most appropriate responses. Ddaacollected byadministering printed questions

to subject teachers, and heads of department in relation to participatory leadership and
employee commitment. This method ensurgdthering of data from a large number of
respondents at a relatively low cost (Amin, 200Bgspondents we able to complete
guestionnaes in their own time which helpechprove accuracy of respees. Questionnaire
method helpedtona i nt ai n praacy because raspanse®were keminymous or

confidential (Amin, 2005).
3.5.2 Interviewmethod

According to Mugenda and Mugenda (2008nin (2005) an interview is where a researcher
orally asks questions and the respondent gives answers that are recorded by the interviewer.
The reseatwer was able to get primary data through direct intd#ien with school
administratorslt helpedthe researcher gain moirgsight on the phenomenon as he \abke

to even observe newerbal cenmunication of the respondenData obtained through
interviewing respondentshelped the researchetriangulate informaon got through

guestionnaires and document analysis. School administratresasked questions on their
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views on delegation, participatory decision making and staff representation and how these

variableswererelated to employee commitment in their sais.
3.5.3 Document analysis

This is a social research method which is used as a tool for obtaining relevant documentary
evidence to support and validate facts (Owen, 2@Hjcal examination of private and public
recorded information related to theuss under investigation wasidertaken. An efforivas

made taeviewseveradocumentsncludingstaff minutes, duty rotas, lesson attendance reports
and MOES circulars. Document analygias done as provided a secondary sourcd data

that the researchessal to triangulate dat&rom other methods and thus makigneaningful
conclusion. Documenrdnalysisalso provided backgroundnformation ofrespondentsvhich

helped corroborate data from questionnasmedinterviews(Yanow,2007; Owen 2014.
3.6 Data collection instruments

The following data collection instrumentgere used namelguestionnaire, interview guide

and documentary review checkilist.
3.6.1 SeKadministered questionnaire (SAQ)

Amin (2005) desgbes a questionnair@s a selreport instrument used to gather information

about variables of interest in an @stigation. The researchmepare questions about the topic

under investigation based on the research objectives anothleges. The questionnaire
consised of three parts. Sectiondontairedi t e ms on r e s podnntbenatiors 6 b ac
Section Bcoveed participatoryleadership while section Contaired items on employee
commitment. Itemsvereconstructed by the researcher to measure participatory $&guero

measure employeeommitment, the researchexdaped the revised version of Three

Component Modg[TCM) employee commitment survey developed by MeyerAdlah. This
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instrument has widely been used and proved to be very re{ilger & Allen, 2004). This
guestionnaire which is closed ended and based on apbu® Likert Scale was self
administered. This type of questionnaire has the ability to limit inconsistency and also save
time. The five point Likert scale measures the degree to which @spisnagree or disagree

with the statement.
3.6.2 Interview guide

The researcher preparan interview guide so as to be systematic when asking questions, save
time and avoid getting confused which can irritate respondents. The interviewhgdithe
following subcomponents; introduction, delegation, participatory decision making and staff
representation. Following the above guide the reseamwhggble to formulate appropriate

guestions.
3.6.3 Documentary review check list

The researcher develega chek list to guide the reading amtntaired possible readings and
sour@es of information. This includedocuments pertaining to teacher attendance, student
performance, MOES instruments, staff responsibility lists, minutes of staff meetings and

briefings. Inaddition itcontairedBOG and PTA minutes and correspondences.
3.7 Data quality control

The researchaeansuredlata quality control through application of two key reskarinciples

of validity and eliability.
3.7.1 Validity

Validity is the measure ategree of the extent to which the instruments used during the study
measure the issues they are intended to measure (Amin Z@D®nsure alidity of the
instruments, theyveredeveloped under close supervision of the supervisor. Questenes
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pretestedo that unclear questions in the instrumeeteidentified and reformulated to fit the
objectves of the study. Those that wéoend to be irrelevarweredroppedTo ensure validity

wasobtainedthe Content Validity Index (CVI) was calculated.

CVI=  Number of items declared valid
Total number of items

The validity computations were made and the results are provided in Table two

Table 3.2 Validity ratings

Raters Valid questions Validity ratings
Rater one 37/43 0.86
Rater two 39/43 091
Raterthree 41/43 0.95
Average validity rating =08 (validity

Source: Primary data

Based on the results provided in Table 2 above, the validity ratings are representative of a valid
instrument as supported by Amin (2005) who suggests thaistmment is accepted to be

valid if the average index is 0.7 and above (Amin, 2005).
3.72 Reliability

Amin (2005) defines reliability as the degree of consistency that the instrument demonstrates.
Reliability of the instrumentvastested using the Cronbach Alpha method provided by the
SPSS. Cronbach alpha is a measure of internal consigtehow closely related a set of items

are as a group. It is given by the following formula;

J'I\'Ir 18

CTERN=1)E
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Here N=Number of items, C bar=the average inter iewarianceamong items and V bar

equals the average varian@ée results that were obtained grevided in Table 3 below

Table 3.3 Reliability scores

Category of variable Reliability score Items/questions
Delegation 0.768 9
Participatory decision making 0.816 8
Staff representation 0.802 8
Employee commitment 0.856 18

Source: Primary data

Based on the reliability results presented in Table 3, it can be observetphizat@efficient

of 0.70 and abovevhichindicates a high level of liability of the instrument was obtained
3.8 Data collection procedure

Having had the research proposgb@yed, the researcher obtagan introductory letter from

the esearchcentre, Uganda Management Institddeproceed tahe field. The researcher
visited the respective in charge offices where the field letter was presented. At this point,
permission wa granted and this allowed the ras# assistants to preseéhe questionnaires

for selfadministration.The researcher was solely responsible foarang all interview
scheduleswhich were done withschool administratorsOn the other hand, &#st of
documentary informatiomwasprovided to the schoadministrators so that they weaeailed
adequate time to gather documeiitse exercise lasted three weeks.

3.9 Data analysis

Data analysis was done both quantitatively and qualitatively as explainesl snlitsections

3.9.1 and 3.9.2 respectively.
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3.9.1 Quantitative data analysis

Data from questionnairewas sorted and cleaned for erro®ptions to each item in the
administered questionnaire weransformed into codes. Thereafter datsentered into the

SPSS computgrackageThis package was preferred because it can perform highly complex
data manipulation and analysis using simple instructions. It also gives perfect graphical
representation of data and above all makes importationtaffdan sources like excel easy.

Data presentation and analysis involved editing, coding and tabulation. Editing was done to
ascertain whether all questionnaires were answered or not. Data was coded so as to enable the
researcher ndertake quantitative alyais. Data from questionnairesvas analyzed by
categorizing responses into frequency counts and percentages. In addition descriptive statistics
in form of measures of central tendenggre utilized to draw conclusions from responses.
Pearson correlatioroefficientwasused to test the relationship between; duty delegation and
employee commitment, participatory decision making and employee commitment, staff
representation and employee commitment.

3.9.2 Qualitative data analysis

Data obtained from interwes wasreorganized into meaningful shorsantences. Eventually
these werarranged into themes in line with the research questions and objectives. According
to Braun and Clarke (2006) Thematic analysis is a qualitative analytical method for identifying,
analyzing and reporting patterns within data and helps to @gamid describe data in detall
.While aware of the possibility of disparities between qualitative and quantitative data, an

attempt to ensure mutuality between the wasmade.
3.10 Measurenent of variables

There are four main levels of measurement that variables can have. These include: nominal,

ordinal, interval and ratio. Ordinal measuremeasused to measure the main study variables
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of participatory leadership and employee commitmerite Tive point Likert scalewvas
thereforeused. The Likert scale is an ordinal psychometric measurement of attitudes, beliefs
and opinions (Lamarca, 2011).This scale ranges from Strongly A@)eeAgree (4),
Undecided(3), Disagree (2), and Stronghjisagree (1)It therefore allowedrespondents to
respond in alegree of agreement which magigestion answering easy. Respondentstck
the appropriate boxes. The Likert scaé#ed coding and analysis of results and above all it is
the most frequentlysed scale in social studies (Lamarca, 2011). Nominal ecaapplied to
background variables of the respondents which include: age, geratés| status, education
level, working expeience and employment positiolm order to detamine the relationspi
between prticipatory leadership andmployee commitment the study adegthe correlation
analysis as a statistical technigueere correlation indicaseasurd the relationship between

the variables.
3.11 Ethical issues

Researchers need to be sensiti@e ethical principles regarding informed consent,
confidentiality and anonymitgAmerican Psychological Associatio2Q02).When conducting

research on humanthere is need to minimize harm and risks while maximizing benefits
(Shamoa& Resnik,2015).Acknowledgement lettersereobtained from heads of institutions
participating in the research as proof of official consent. Participeeresinformed about the

purpose of the research, its expected duration and procedures so that they pdrticipate
voluntarily. In line with the guidelines of APA (2002), practical security measuegstaken

to ensure that confidaat records wee stored in a secure areawithlimitked c ess. Par t i c
identities werekept anonymous by use of codes instead of their nanhds writing the

research report. All items on the questionnaires and interview guetesarefully worded in
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an effortto avoid raising issues that were likedyoffend participants. This ensulthe integrity

of the research process.

CHAPTER FOUR
PRESENTATION, ANALYSIS AND INTERPRETATION OF FINDINGS

4 .0Introduction

The previous chapter provided the methodology used for the Stinil/.chaptempresents
analyzs and interpretdindings of the study. The chapter starts with a response rate,
repondent so b ac k g r o udesdriptive statisticsnira addittom, qualitatide
information from interview as well as the documentary reviews was presémigccordance
with the study objectives

4.1 Response ate

The study used both thiaterview guide and seladministeredjuestionnaires toollect data
from key respondentsThese instruments yieldesh overallresponse ratand details are
provided inTable4.1 below.

Table 4.1: Response rate results

Respondent Instrument Planned Actual Percentage
(%)
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Administrators | Interview guide | 6 5 83.3%

Teachers and | Questionnaire | 74 67 90.2%
HODs

Total 80 72

Average 86.9%

response rate

Source: primary data

Results presentad Table4.1labove reveal that out of 74 questionnaaéministered, 67 were
returned fully completedonstituting 90.5% and out of six planned interview sessionspfive
them were actually conducted constituting 83.3%. Additionallyhé&urfindings revealed an
averagaesponse rate of 86.9% obtained fronthdastrumens. According to Blaikie (2009)
samples with response rates above 50% are regarded to be good enougbspbiise rates
approximating 60% should be the goal of every reseaatwmrding to Fincham2008)The
responseaate inthis study is above PO which suggests that the study represents a survey

population as recommended by Amin (2005).

4.2 Background information of respondents

The background informatioaf the respondents ewtituted their age, gender, marital status,
edua@tion level, and work experience anémployment position. The details obtained are

provided in thesubsequergub sections

4.21 Age of espondents

Respondents were requested to indicate their age. The details are provided bHelol\e4r?.

Table 1.2: Age of the respondents

Age of respondents Frequency Percentage
(n) (%)
Below 30 years 7 10%
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317 40 years 33 50%

41- 45 years 15 22%
Above 46 years 12 18%
Total 67 100%

Source: primary data

Table 4.2above presents respondérage esultswhich reveal that majority of respondents
are between 341 years of ag®0%).This isa group ofenergetic and ambitious people who
are likely to achieve a lot and be committed to their work if management tiees
opportunity to participate in decision making of government schooladdition the results

suggesthe ageepresentativeessof the respondents that paitiated in the study.

4.2.2 Gender of respondents

The respondents were requedtethdicate their gendend the findings obtaineate provided
in the tablebelow.

Table 4.3Gender of respondents

Gender Frequency Percentage
(n) (%)

Male 49 73%

Female 18 27%

Total 67 100%

Source primary data

Table 4.3above showsgender of respondentwho formed thisstudy with 73% (49)
respondents being male and 27% (18) were female respontieese revelationsuggesthe

gender representativenessaairkersin the Government Secalary Schools in Soroti District
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whoparticipated in this studyn addition fewer female teachers may imply limited role models

for those aspiring to pursue a teaching career.

4.2.3 Marital status of respondents

Respondents of this study indicated their marital status. The quantifiedgineliained are

providedin the tablebelow.

Table 4.4 Marital status of respondents

Marital status Frequency(N) Percentage(%)
Single 9 14%

Married 57 85%
Separated 1 1%

Total 67 100

Source: primary data

Table 4.4above shows marital status of respondents guitimtifiedresults revealing that 14%

(9) respondentsvere single while 85% (57)espondentsvere married and 1% (lyas

separatedSince a majority of respondents were married it suggests that employees in
government secondary schools were likely to be committed to their work as they look to their
jobs as a source of financial support to their families. The rdault®rsuggest thatesponses

receivedabout the study were provided by single, married apadsted respondents.

4.2.4 Highest education level

Respondents of this study indicated thegiucation level and findings obtained aresented
in Table4.5below.

Table 4.5. Education level of respondents

Education level Frequency Percentage
(n) (%)

PGD 10 15%

Bachelors 38 57%
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Diploma 19 29%
Total 67 100%
Source: primary data

Quantifiedresults as presented in Table dbove reveal that 57% (n=38) were degree holders,
29% (n=19) were diploma holders and 15% (n=10) respondents were PGD holders which
reveals thatesponses to the study were received from respondents with different academic
levels. All respondents in thistudywere able to write and read arkey thereforeprovided

their own opinions about theparticipatory leadership and employee commitmenglsin

GovernmenBecondary School in Sorddistrict.

4.25 Work experience of respondents
The respondents dhis study were requested to provide their opinion about their work
experience and findings obtained are presented in Aabbelow.

Table 4.6: Respondents' work experience

Work experience Frequency Percentage
(n) (%)

Less than a year 2 3%

1-5 years 5 8%

61 9 years 17 25%

10 years and above 43 64%

Total 67 100%

Source Primary Data

Table 4.6above shows the work experience of respondents who participated in the study.
Findings reveal that 3% (n=2) had worked for less than a year, 8% (n=5) had worked for a
period between one to five years, 258&X7) had worked for a period between six toenin
years and majority 84 (n=43) had worked for 10 years and above. The resudjgest work
experiencerepresentativeess of employees inhte Government Secondary Schools who

participated in this studyin addtion, it can be argued that since a majoafyrespondents
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(64%) had worked for over 10 yeatBey had devoted a reasonable time of their workirife

the teaching profession and were likely to be committed to their jobs.

4.3 Empirical findings on participatory leadership and employee commitment n

secondary schools in Sorotilistrict .

This section provides findings on participatory leadership and employee commitment
descriptively and inferentially based on the objectives of the study namely to establish the
influence of duty delegation on employee commitment in Government secondaoyssicho
Soroti District; to assess the influence of participatory decision making on employee
commitment in Government secondary schools in Soroti District and to establish the influence
of staff representation on employee commitment in Government secasulteryls in Soroti

District.

4.3.1Duty delegation and employee commitment

The first objective of the study was establish the influence of duty deléga on employee
commitment in @vernment secondary schools in Soroti Disttitthis studydutydelegation
was measured usingne questionsbased on a fivgoint likert scale (15), which were fily

answered withh e s p o n d e n eliéited pooyidedinTable4.7 below.

Table 4.7 Respondents opinion aboutluty delegation

Questions about duty dekgation Percentage Response
(%)
SA A ub |D SD

5) @ 13 @ |1

Delegation of authority to employees to han 33% 54% | 2% | 7% 4%
studentsod affairs i s a (22) (36) | (1) (5) (3)
I am del egated tcacurribudam  15% 44% | 13% | 19% 9%

activities in my school (20) 29 | 9 | (13 (6)
Management delegates me authority to carry outr, 21% 56% | 9% | 10% | 4%
chall enging tasks | i ke (14) (37) | (6) (7) (3)
Some tasks are delegatecetoployees to performas  42% 46% | 5% | 5% 2%
team (29) 31) | (3 (3) (1)
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Clear instructions are often given on how to han 22% 54% | 12% | 8% 4%

delegated duties in my school (15) (36) | (8) (5) (3)
Employees are often delegated power to design 18% 45% | 9% | 19% 9%
working schedules in my school (12) (30) | (6) | (13) (6)

All employees have equal chance of being deleg| 15% 43% | 6% | 28% 8%
power to handle studen (20) 29 | 4 | (19 (5)
Management delegates power to employees to hg 20% 57% | 8% | 12% | 3%
studentdearning and discipline without interferenc  (14) (38) | (5) (8) (2)
| am delegated authority to make decisions relatg 17% 57% | 5% | 15% 6%
studentsdé | earning 12) 38 | (3 | (10) (4)
Source primary data

Table4.7 above comprises of questioasked orduty delegation and opiniorfrequencies
percentages andean scorgskor interpretation purposesth agree and strongly agree show
agreedscores; undecided scores are not combined wiritsgy disagred and diagreed

represenbr showdisagreedcores

Results obtained reve#itat 826 (n=58) respondents agreed thatlehation of authority to
employes to handle studeris af f ai r s wa s inaheicschool) biaweverdrl% ct i c e
(n=8) respondents disagreed a#th (n=1) respondentvas undecided While 59% (n=39)
respondents agreed that they weetegaed to handle studerdits -cuwicular activities in their
schoo) 28% (n=19) respondents disagreed a6 (n=9) respondents reserviteir opinions.

The resul suggest that in Government secondary schools delegation is a key ingredient in the
dynamics of management and therefore a process school administrators follow in dividing
school work assigned to them so that tipeyform what trey know best or can perform
effectively. This act motivated staff and therefore made them committed to their work. The
findings are in line with what a key informant observed tfiathen teachers are given
opportunity towork asheads oflepartmentpatronsof clubs or members in committeesythe

perform the tasks willingly and they get motivated

A review of staff minutes, duty rosteland departmental reports corroborated findings from

guestionnaires and interviews that management frequently dedégatherpower to handle
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a diversity of studentso affairs (So®tiSS way t

Minutes of Staff Meeting, 20}5

Further to note77 %( n=51) ofrespondents agreed that management delegatedtitbority

to carry out more challenging tasks for instanlcea n d | i ng st u.dleenressltd di s C
suggests that subordinate sechadministrators are encouragaad therefore stay committed

to their school tasks and their completitmaddition, the respondents were @b use their
personal judgement in ensuring that prevailing disciplinary guidelines were observed and
appropriate measures taken to mitigate any threats from students hence a show of commitment.
The above opinions are supplemented with qualitative statiesnthat were recorded during an
interview on the delegation of challenging tasks which revealed figgtegation of
challenging tasks helps make teachers feel that they are trusted and are part of the school
systero .

In addition88% (n=60)espondentsgaeed thatasks wee delegated to employees to perform

as a teammhowever% (n=4) respondents disagreed &% (n=3) respondents were not sure

In addition, 76% respondents agreed that clear irtgtngcwere often giveon how to handle
delegated duties in their schoolewever 126 respondents disagreed and 12% respondents
were undecidedheaning hat the school administrati@mcouraged its employees to work as a
whole towards accomplishment of defined tasks and thaiking as a team caused synergy

and a sense of belonging which revealed employee commitment withigottegnment

secondary schoals

Quantified results totaling t63% (n=42) respondents agreed thangoyees wee often
delegated power to design their working schedulebeir schoos. On the other han@8%
(n=6) respondents disagreed 8% (n=6) respondents were not su&milarly, 58% (n=39)
respondents agreed thdlt employees ha@&qual chance of being @gated power to handle
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st u d karrting, howeveb% (n=4) respondents disagreed aB&%o (n=24) respondents
reserved their comment$he results suggest th@glegationwas formally handled meaning

that administrative powers were formally delegated teges with the intent to accomplish
school tasks and in the event, the delegated showed commitment to work for the schools. The
results can be supported by a respondent sdid fall teachers had opportunity to be

appointed as claggachers, headsf clubs and societiex members of school committees

Finally, 77% (n=52) respondents agreed thaimagement delegatgubwer to employees to
handle students learning and discipline without interferenoaever8% (n=5) respondents
were undecided and 15% (n=10) respondeisgreed to the statemeS8tmilarly, mean=3.66,
74% (n=50) respondents agreed that they weedéegated authority to make decisions related
t o st ud e monstlieledLd¥a(m=14) resgondents disagreed &% (n=3) respondents

were not sure

The above findings reveal that school management formally vested their confidence in some
of the teachers to continue executing school related tasks in case their superiors were off the
schools for instance on annualear out for a short trip to oversee school activities including
students learning and discipline. The ability to execute such tasks meant that the delegated
persons were committed to accomplishing school work hence commitment. The findings are
in line with a key respondent who observed fh#&achers were in the frontline of enforcing
student discipline and the school administration relied on the reports from teachers to make

final decsions when disciplining studeot
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4.3.1.1Correlation results for duty delegation and employee commitment

The corelation techniquebfvariate) was used to establish whether relationship either
negative or positive existed betwedalegation and employee commitmenhe table
provided below shows the results

Table 4.8 Correlation results for duty delegation

Duty Employee commitmen
delegation
Duty delegation Pearson Correlation 1 297
Sig. (2tailed) .015
N 67 67
Employee commitment Pearson Correlation 297** 1
Sig. (2tailed) .015
N 67 67

**_Correlation is significant at the 0.05 ley@-tailed).

Source primary data

The Pearsorcorrelationfindings presented inTable4.8 abovereveal a positive relationship
betweerduty delegation and employee commitment with valiies0297*), is significant at
0.05 (.000), N 67. The results suggestatincrease in delegation corresponds to increase in
employee commitment in government secondary schools in Soroti digtectfore the null
hypothesis is rejected and the research hypothesis affirmed.

4.3.1.2Regressiomnresults for duty delegation and employee commitment

A regression analysis specifically the model summary was used to establish the vawigtion

delegation and employee commitment

Table 4.9 Regression results for duty delegation

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

1 297 .088 .074 51455
a.Predictors: (Constantjiuty delegation

Source primary d ata
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The Table4.9aboveyeveal the correlation coefficie(R), using the predictodutydelegation,
was .297*, R2(.089), adjusted R(.074). Theresultsuggestshatduty delegatiorexplaired a
7.4% (074*100) variation inemployee commitment in Government secondary schools in

Soroti District with the remaining percentage of 92.6% attributed to other factors not studied.

4.3.1.3 Hypothesis oe

The null hypothesis (HO) was rejected and the alternate hypothesithétiihere is a positive

relationship between dutjelegationand employee commitmeatdcepted

4.3.2Participatory decision making and employee commitment

The second objective was to assess the influence of participatory decikiog oraemployee
commitment in G@vernment secondary schools in Soroti Disttietthis study participatory
decision makingvas measured using eight questions based on -gpdwe likert scale (15),

which werefully answered with respondesdbpinions elicited provided in the Table below.

Table4.1Q0 Respondent$ opinion about participatory decision making

Questions about participatory decision Percentage Response
making (%)
SA A ub D

- 6 @ 1@ 1@ |@
| participate in making decisions on hq 42% | 51% 1% 3% | 3%
to improve the teaching process in 1 (28) | (34) (2) (2) (2)
school
| am often consulted to make policii 13% | 58% 8% 15% | 6%
regarding teaching and learning in r (9) (39) (5) (20) | 4
school
My opinion is sought by management| 10% | 65% | 6% 13% | 6%
designing teaching programs for n (7) (43) 4) (9) 4)
school
Staff participation in making decisior 28% | 57% 3% 8% | 5%
related to teaching is a culture in r (19) | (38) (2) (5) (3)
school.
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Employees are encouraged to give th 39% | 51% | 3% 2% | 5%
opinion on how to improve teaching | (27) | (34) (2) (1) 3)
my school.
| am often consulted to make suggestit 8% | 31% | 19% | 31% | 8%
regarding welfare of employees in n (5) (21) (13) (21) | (5)
school.
Management consults employees abj 37% | 54% 5% 5% | 0%

students discipline in my school. (25) | (36) (3) (3) (0)
Staff meetings are often held in n 83% | 12% 3% 0% | 2%
school. (56) (8) (2) (0) (1)

Source primary data

Table 4.10above comprises of questions askegarticipatory decision makingnd opinions
(frequentes and percentaggs-or interpretation purposes both agree and strongly agree show
agreed scores; undecided scores are not combined while strongly disagreeshgretd

represenbr show disagreed scores.

The results reveahat many respondents hadrticipatel in making decisions on how to
improve the teaching process their schoos. The resuk suggest that the government
secondary school administrators used the boftoim approach in ensuring participatory
decision making and therefore valued every empldy@eeut as far as strategic planning of
the schools was concerned and as a result, gegdostayed committed to their work. The
findings can be supported by a key respondent saidfigeneralstaff meetings as well as
departmental meetings are often heldeve teachers make suggestions that administration

relies on improving the teaching atehrning process.

Key quantified findings reveal that 71% (n=48) respondents wiéea consulted to make
policies regarding teaching and learningheir schoos however, 2% (n=14 disagreedand

8% (n=5) were undecided. Similarly, 75% respondents agreed that their opinion had been
sought by management in designing school teaching programs nevertheless 19% respondents
disagreed and 6% teachers remained un sure about the question asked gdesteduhat

school administrators including teachers and head teachers engaged in developing long term
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school strategies specifically on teaching and learniiys such administrators showed
commitment towards the management of schools to which theyattached. The findings
concur with an interviewee who observed tlitdachers are often consulted to make

suggestions becausieey havedechnical knowledge in their respective teaching sulijects

On whether staff had participatedmakingdecisions rel@d to teaching wsa culture irtheir

school, ithad the following opinions namely 85% (n=57) respondents agreed, 3% (n=2) were
not sure and 13% (n=8) disagreed respectivilyaddition, on whetherneployeeswere
encouraged to give their opinion on how itnprove teaching irtheir schools; ithad the
following responses namely 90% (n=61) respondents agreed, 3% (n=2) were undecided and
7% (n=4) disagreedThe findings suggested that collective fdetk was elicited and
incorporated in the creation of sdia@ore values, symbols, artifacts and future plans for the
better of the schools. Teachers were seen to exhibit a sense of belonging and therefore
commi t me nt Schoa admiaistration vélues and encourages teachers to give ideas
and viewghat arecritical in enhancing learninggwas a qualitative opinion that was provided

by one of the interviewees during an interview session on making decisions.

| am often consulted to make suggestions regarding welfare of employees in myvgafiool
another questn asked The question had the following opinions elicited nan&99o (26)
respondents agreed, 22% )1fespondents were undecided and 39% (26) respondents
disagreed respectively. The school leadership always ensured that teachers and other school
admiristrators @ellbeing in terms of housing arallowances (medical and transport) among
others werelosely monitored through fedzhckand therefore their provision meant titae
employees remained committed to their school jobs. One of the key informdiotted that
fteachers participate in drawing school budgets where issues of welfare of school employees
are exhaustively discussed.
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Additionally, 90% of respondent&ndicatedthat school management consulttdployees

about studentsdiscipline intheir school. The result meant that since most teachers were in
close contact with most students, it was easier to point out indiscipline cases amongst students
and therefore formally inform school management about overall school discipline. The
confidencethat management vests in its employees explains how committed they are. The
findings can beihked to one informant who satldatii r e g cohsaltation of teachers makes

them feel part of the school system and be ready to defenithé community.

Conclusively, 95% respondents agreed that stafftingsareoften held intheir schoos, 3%

were undecided and 2% respondents disagreed respeciikielyesult meant that the school
leadership formally communicated a matrix of meetings to its employdwsh wvere
frequently held within their school parameters. The Imgjdif meetings meant that views or
suggestionsvere shared amongst all members hence a feel of work commitment. The findings
relate wih a respondent whobservedthat firegular meetings ge staff an opportunity to
internalize the vision and core values of the scholol additiondocuments reviewed showed

that staff meetings were often held in the beginning and etarofwhichis a clear indicator

that teacherbad an avenue to air otliieir views( Soroti SS Staff meeting Minutes,2Q15

4.3.21 Correlation results for participatory decision making and employee commitment
The correlation technique (bivariate) was used to establish whether relationship either
negative or positive existethietween participatory decision makin@nd employee

commitment. The results are presentedabl€4.11below

Table 4.11 Correlation results for participatory decision making

Participatory Employee
decision makingl commitment
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Participatory decision makirigearson Correlation 1 341

Sig. (2tailed) .005

N 67 67

Employee commitment Pearson Correlation 341 1
Sig. (2tailed) .005

N 67 67

**_Correlation is significant at the 0.05 leveH@iled).

Source primary data

The Rearson correlation findings presented in the above table reveal a positive relationship
betweerparticipatory decision makingnd employee commitment with values (r 341**),

is significant at 0.05 (.0Q5N =67.This suggests that increase in participatory decision making
corresponds to increase in employee commitment in government secondary schools in Soroti
district. Therefore the null hypothesis is rejected and the research hypothesis affirmed.

4.3.22 Regresn results for participatory decision making and employee commitment

A regression analysis specifically the model summary was used to establish the variation
participatory decision makingnd employee commitment

Table 4.12 Regression results for particpatory decision making

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

1 347 116 .103 .50645
a.Predictors: (Constantparticipatory decision making

Source primary data

The table abovereveal the correlation coefficiefR), using the predictorparticipatory
decision makingvas 341**, R2was.116, adjusted Ras.103 which suggest that any variatio
in employee commitment by 186 was explained byarticipatory decision makingn
Government secondary schools in Sobostrict. The remaining 89.7% would be attributed to

other factors not part of the study.
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4.3.23 Hypothesistwo

The null hypothesis (HO) was rejected and the alternate hypothesithétiihere is a positive

relationship between participatory decisioraking and employee commitmeatepted

4.3.3Staff representationand employee commitment

The third objective was toestablish the influence of staff representation on employee

commitment in government secondary schools in Soroti Disthictthis study, staff

representatiowas measured using eight questions based on gdive likert scale (15),

which werefully answered with respondesdiopinions elicited provided iffable4.13below.

Table 4.13 Respondents opinion about staff representation

Questions about staff representation

Percentage Response

decisions related to working conditiong

(%)
SA A ubD D SD
| | G @& 16 @ [
| am effectively represented in the boq 55% | 34% 9% 0% | 2%
of governors of my school. (37) | (23) (6) (0) (1)
Management includes one or ty 49% | 37% | 10% | 2% | 2%
employees to participate in making (33) | (25) (7) (1) (1)
decisions related to staff welfare in r
school.
Employees have freedom to choose tll 72% | 22% | 4% 0% | 2%
representatives to the board | (48) | (15) (3) (0) (1)
governors.
There is an arrangement of sta] 53% | 39% 5% 0% | 3%
representation in the board of govern{ (36) | (26) (3) (0) (2)
of my school.
Employees play a big role in makin 16% | 47% | 13% | 18% | 6%
decisions concerning working conditio| (11) | (31) 9) a2) | 4
in the board of governors of my schoo
My interests in relation to workin| 36% | 48% | 6% 8% | 2%
conditions are catered for through st (24) | (33) 4) (5) (2)
representation in board of governors.
Staff representation in the board | 36% | 49% 6% 8% | 2%
governors is an effective way ( (24) | (33) 4) (5) (2)
addressinge mpl oyees o6 p
school.
Management considers opinion of st 16% | 54% | 15% | 10% | 5%
representatives before making g (11) | (36) | (10) (7 3)

Source primary d ata
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Table 4.13above comprises of questions asked on staff representation and opinions
(frequencies, percentages and mean scores). For interpretation purposes both agree and
strongly agree show agreed scores; undecided scores are not combined while strongly

disagreed and disagreed represershow disagreed scores.

The resultseveal that many school employees agreed that theyeffertively representeid

the board of governors of thaichool Similarly, a portion of 94% respondents agreed that they

had freedom to choose their representatives to the board of governors despite the fact that 2%
(n=1) respondents disagreed and 4% (n=3) reserved their opihf@eesult suggests that the
school bard of governors comprises of nerecutive and executive members with each
category well represented thus employee views or their ideas were represented by a member
on the boarénd therefore employees felt represented and committed to theirvienteault

can be supported by an interviewee who observed fifaaff representatives are

democratically elected during staff meetings as stipulated in the Education Act aj 2008

Many respondents 86% (n=58) agid¢leat school management includatk or two enployees

to participate in making decisisnrelated to staff welfare in their schpdlowever10%
(n=7)respondents were undecided and 4% (@isayreedin addition, 63% (n=44) employees
agreed that they played a big role in making decisions concerning working conditions in the
board of governors of their school despite 13% (n=9) being undecided and 24% (n=16)
disagreeing respectivelyhe result suggesthatschool employees are valued and their input
wasconsidered critical to the management of the schools which reflected a sense of belonging
and therefore a driving force towards better job commitment. The findings are in lin@nwith

interviewee who sdi fiinvolving teacher8representatives in discussing issues of welfare
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ensures that teachdsiews are incorporated in school plans and proper feedback is always

delivered by the representatives to their members

To supplement the above, astudyobBod of Governords files show
part of the 12 members who constituted this committee and played an important role in decision

making(BOG minutes 2015.

There is an arrangement of staff representation in the board of govermoyssahoolwas
another question that was asked with the followingiopmobtained nameB2% respondents
agreed, 5% respondents were not sure and 3% respondents disagreed resgdwivetylts
meant that there exists a formal way or criterion upbithstaffis to be represented the
board of governorsand such is seen tdetter employee commitment on the jofo
complement, one informant saidGuidelineson operations oboard of governors are clear

and duly followed tera&acsdasmmodate teacherso i

Findings obtained further revealed that 84% respondents indicated thattdrests in relation

to working conditions are catered for through staff representation in board of governors.
Further to note, 70% respondents agreed that management considers opinion of staff
representatives before making any decisions related to working conditions however, 15%
disagreed and 15% respondents were undecidezliresult meant that school administrators
discussed issues linked to suitable workingenvironment for employeefor instance
comfortable staff room, teaclsdquarters for accommodation and membership to a number of
SACCOs which drives staff and bsig their commitment to their job3.o supportthe
guantified findings was an interviewee who expressed satisfaction thait eac her s
motivated to work because management considers the views of their represeniati

designing work schedules and other i1issues th
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Conclusively results evealthat $aff representation in the board of governors is an effective

way of addressi ng e mgwhiochyneantsthatthe boartd Was nelisbleifon s c h
identifying and mitigating a number of issues that negated the commitment of teachers and
other employees within the schools. To match on the findings was a key informant who voiced

out that fithrough staff representation in the board of governt@achers feel issuedfecting

them are given audienge

4.33.1 Correlation results for staff representationand employee commitment
The correlation technique (bivariate) was used to establish whether relationship either
negative or positive existed betwestaff representatioand enployee commitment. The

Table 4.14orovided below shows the results.

Table 4.14 Correlation results for staff representation

Staff Employee
representation commitment
Staff representation Pearson Correlation 1 496+
Sig. (2tailed) .000
N 67 67
Employee commitment Pearson Correlation 496** 1
Sig. (2tailed) .000
N 67 67

**_Correlation is significant at the 0.05 leveH@iled).

Source: primary data

The Pearsorcorrelation findings presented in the above table reveal a positive relationship
betweenstaff representatiorand employee commitment with values (r Z9E*), is
significant at 0.05 (.000), N = 6¥his suggests thaicrease in staff representation corresponds

to increase in employee commitment in government secondary schools in Soroti district.

Therefore the null hypothesis is rejected and the research hypothesis affirmed
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4.33.2 Regression results fostaff representationand employee commitment

A regression analysis specifically the model summary was used to establish the vsta#ition

representatioand employee commitment

Table 4.15 Regression results for staff representation

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

1 496 .246 234 46799

a.Predictors: (Constant3taff representation
Source Primary data
The table aboveagveal the correlation coefficie(R), using the predictostaff representation
was 496, R2as.246, adjusted Ras.234. Theresulsreveal tha23.4% variance in employee
commitment in Government secondary schools in Soroti District was explainathify
representatioandthe remaining percentage of 7&@&an be attributed to other factorst part
of the study

4.33.3 Hypothesis hree

The null hypothesis (HO) was rejected and the alternate hypothesithétihere is a positive

relationship between staff representation and employee comméoeayted
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CHAPTER FIVE

SUMMARY, DISCUSSION, CONCLUSIONSAND RECOMMENDATIONS
5.0Introduction

This chapter presents the summary, discussion, conclusion and recommendations of the study.

It further presents the limitatiors the studyand areas of further studies.
5.1 Summary of the findngs
5.1.1 Duty delegation and employee commitment in Government secondary schools

The first objective of the studgstablished the relationship between duty delegation and
employee commitment in Government secondary schools in Soroti Distritttexefbre bsed

on quantifiedindingsrevealed thaihcrease in delegation corresponds to increase in employee
commitment In addition,individual and groupmlelegationrweretwo inseparable indicators of

duty delegation that were required to improve emgdogommitment.

5.1.2 Participatory decision making and employee commitment in Government

secondary schools

The second objective of the study wasssess the influence of participatory decision making
on empbyee commitment in @&ernment secondasgchools in Soroti Districkrom the study
findings, participatory decision making was found to positively relate with employee
commitmentwhich suggests thaincrease in participatory decision making would increase
employee commitment in government seamydschoolsTimely consultation and holding of
meetings would trigger a sense of belonging among em@@yekvould commit them to their

jobs.
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5.1.3 Staff representation and employee commitment in Government secondary schools

The third and final objdtve of the study was testablish the influence of staff represéiota
on employee commitment indBernment secondary schools in Soroti Distficm the study,

it wasestablished that a positive relationship existed between staff representation exyeéemp
commitmentwhich suggests thaincrease in staffepresentatio would increaseemployee
commitmentin government secondary schools in Soroti district.

5.2 Discussion of the findings
5.2.1 Duty delegation and employee commitment in Governmesécondary schools

The first objective of the study was to establish the influence of duty delegation on employee
commitment in Government secondary schools in Soroti District. Duty delegation was
categorized into individual and group from which questiese asked and the opinions are
thereby provided in the previous chapter. Opinions analyzed suggest agreement for and against
the questiondiat were asked. Mamgspondents agreed tledar instructions weraften given

to employees ohow to handle defgated duties itheir schools. Thegesults arén agreement

with Zwilling (2013) an¢gPeluchete anBudolph 011). Zwilling (2013) stresseghat for the
delegation process to Iseiccessfulthe worker must be able to obtain the necessary resources
and cooperation needed for successful completion of the delegated Rastolph ad
Peluchete (2011) further ndteat delegation provides the manager with a mechanism of selling
his agenda to thsubordinates and gaining their commitment. It allows the manager to focus
on long term strategic issues than short term routine issues. Delegation of authority still remains
an important tool that managers including school administrators use to exestgtenasnts
including leading and direicig an organization Despite the above agreed scores, it is evident
that a handful of respondents were either not sure or disagreed to thmestatdich explains

inconsistencen the prevailing instruction on delagn. Some of such inconsistenseems
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from the fact thata section oteachers require clear and simplified instructions as well as
continuous support to successfully handle any delegated Yablen managers fail to address
this, theyare viewedy theirteacherss oppressotsent on piling them with a lot of work and

consequently their commitment declines.

Similarly respondents agreed tltaey were delegated authority to make decisions related to

st ud e ming Dhesk endings are in agreemesith Moghini, Kazemi and Samiie (2013)

who found out a strong positive relationshi
quality of work life. The scholars suggest that by delegating authority, employers were giving

a signal of their fairness in the ttibution of work, tasks, rewards and promotions. Therefore

del egation i1 mproves quality of decrduiedsn mak
(ZapataPhelan et al.2009. Despite the above agreed scoresme respondentsere

undecided odisagreed that they were delegated authority to make deci§tuaould be due

to the tendencyof some school administrators sideling a section ofteachers who hold

contary views ancareseen as #hreat tothe head teachersSuch teachers are notsaged
responsibilitiesit is evident that some school administrators practice selective delegation and

rely only on a few teachers to handle some taSksce all teachers are professionals they

should be giverequal opportunity to make decisions relatedearning in their respective

disciplines as this will certainly keep them motivated.

Conclusivelyrespondents agreed tlstmetasks were delegated to employees to perform as a
team. The statement is in agreement wid@ul, Akbar and Jan (2012)ho sugg@st that
employees should be given chance to initiate their ideas in order to foster a culture of sharing
and justice. Delegation is a key strategy which if applied carefully can lead to retention of staff
(Gul, etal. 2012). Findings by Rudolph and Peluet{2011) suggest that delegation helps the

manager to harness additional energy towards achieving organizational goals and objectives.
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As a result internal functioning of the organization is strengthened by building a team that can

respond to any challeeg

The resultsof this studydo not agree with the findings of Davies(2015),Ra615) and
Borowiecki (2014).The above scholars suggest that delegation may not necessarily make
employees committed to their jol#sngst and Borowiecki (20)4notethe negative effects of
transferring decision making rights from a principal to an agent. Results showed that agents
did not favour delegation and considered the task entrusted to them ¢éodeeikions as
burdensomeDavies (2015) theorizes that delegatican be counterproductive if the manager
delegates the wrong task, delegates to the wrong person and does not give proper guidance.
Employees often react negatively to any assignments in the work place if they lack the
competencies and qualificationsgerform the new role (Rao, 2013). order to implement

group delegation, it can be argued tkedams must be carefully constituted if they are to
successfully handle any delegated task and keep employees comietieders with similar
expertise should constitute a team to successfully handle a delegated task. Employees need to

be empowered with a lot of information and resources that they rely on to execute their duties.

5.2.2 Participatory decision making and mployee commitment in Government

secondary schools

Participatory decision making was found to positively influence employee commitment in
Government secondary schools in Soroti District. In addition, it was found outirtiedy
consultations and holdingf meetings triggers more employee commitment. The statement is
a reflection of opinions elicited on participatory decision makingresmespondentagreed
that they participated in making decisions and specifically on how to improve the teaching
process n their schools.The results are in agreement with Morrq@2011) and Rafiei

etal(2014) Morrow (201) contendghat human resource managers have used participatory
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decision making as a tool to signal to employees that they are valued by the organizations they
work in. The scholar adds that leaders can ensure that employees participate in decision making
by often @nsulting them on a wide range of issues regarding their work life and organizational
policies. Consultation can be done through suggestion boxes, questionnaire surveys and face
to face discussiowith individual employeesRafiei et al(2014) further addhat meetings
between employees and leaders can be held from time to time as an effective way of enhancing
participation. Many studies have been conducted suggesting that participatory leadership
creates positive outcomes that ultimately enhance emplogeenitment. Some ofthe
respondentioweverdisagreed or were not suom the issue of participating in decision
making. This is an indicator that school administrators need to ensure that all categories of
teachers are consulted in making decisions antethptation to rely on the opinions of a few
teachers who are often supporters of the administrator be discouraged.

Secondly respondents agrebditemployeesvereencouraged to give their opinion on how to
improve teaching in their schodihe results are in line witklclaggan, Beduidenhout & Botha

(2013) who argue that because of participatomployees feelecognizel andconclude that
management views them as intelligent, competent and valued partners. This increases their
affective commiment to theorganizaion. Bhatti et al., (201Lacknowledgeshat increased

morale makes employees become mpreductive; develop new knowledge, skills and

attitudes.

Finally respondemstagreecthattheir opinion is sought by management in designinghiegc

programs fotheschool The findings have a linkage with Sukirno and Sienthai (R@tibse

study based on University lecturers suggestat participatory decision making positively

affects employee performance and commitment. It was observed that the higher the level of

|l ecturersd participation in decision making,

vision and the higher #ir performance. Additionally, Elelnd Fields (2010) further notieat
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participatory decision making helps employees attain higher order needs likgmel$sion,

respect, independence and equality which serve to increase their commitment.

The findings of this study howeveare in disagreementith Kalyal and Saha (2008yho
argue that participation has negative efemt commitment and Musenze etal (201¥h)o
found that decision making has no impact on employee commitinghe prevailing debate

it important thatschoolscomeup with a variety of avenues through which each member of
staff directly or indirectly gives an inpuh designingthe learning curriculum and the general
learning processThis will motivate and keep them committed to thgbs. A work
environment where opinions of lower level employees are not directly or indirectly given

audience by management creates feelings of frustration and loss of commitment.
5.2.3 Staff representation and employee commitment in Government secondaghools

Staff representation and employee commitment in Government secondary schools in Soroti
District were found to move in the same directidhe results are in agreement wihlton
(2015),Estlund (2014) Javaherizade(R013) Stephens2013) and Nsbuga(2008).Fulton
(2015)stresses that staff representation is one form of employee involvement programs that
aims at increasing workersodo control and auto

commitment and job satisfaction.

In additionrespndents agreed that they weféectively represented in the bdasf governors

of their schoolswhich is in line with what Javaherizadeh (2013) stessshat staff
representation is a form of partnership in which employees make decisions and consequently
increase their organizational commitment. Research findings by Dezso and Ross (2012) reveal
that female representation in top management increases tiwotimad commitment of wonme

at lower manageridevels. Stephens (2013) stresses that representation of employees in the

deci sion making process has been a major goa
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demands for employee representationeAmought to the surface by a wave of radicalism that

swept through Western Europe and America.

Somerespondentsvereundecided or disagreed with the statement that they were effectively
represented in thBOG. It can be arguethat infrequenBOG meetings anthilure to give

feedback to teachers on resolutions of such meetings is comparable to non representation. In
additionrespondents who disagreed that they were effectively representadedliection of

scenarios where head teachers mfuce el ecti on of teacherso r
through manipulation and threats to suit their personal interésexefore for effective
representation to kechieved, teachemust be given liberty to carry out democratic elections

and this will nrake them feel valed partners in the institution consequently increasing their

commitment.

Finally, many respondents agreed that staff representation in the board of governors is an
effective way of addr mdheir sclpolse The bamngne ssNnd6  pr o
agreementwith Ns u b u(@0® support ofstaff representation whicis based on the
argument that schools like any organizations are composed of intelligent people whose ideas
are crucial in the day to day operation of these schools. Tedtaeescapacity to advise
effectively on academic matters. This therefore makes it crucial to represent their views.
Nsubuga (2008) therefore contends that employee representation is one way of distributing
leadership, enhancing team work and organizatiefiettiveness. In addition, Estlund (2014)
suggests that an ineffective representation may adversely affect employees by creating feelings
of insecurity and injustice at the work plac&me ofthe respondentioweverremained
undecided or disagreed withe statement that representation in the BOG was an effective way

of addressing theproblems.There are instances where sonead teachertend to use BOG

as vehicles of advancing their personal intenebite disregarding staff welfaré light of the

62



above it is important for school administrators to effectively use BOGsatform to handle
issues affecting teactsethat arise from time to time for example remuneration, mgrk

conditions and career advancement. This will ensure increased coemtitm
5.3 Conclusion of the findings
5.3.1 Duty delegation and employee commitment in Government secondary schools

Based on the discussion held between duty delegation and emptoymitment, it can be
concluded that elegation of authoritprepares theesignated official to rightfully deal with
student s6 af f adumicslaraaivitiessntaogdheal howeverf@ver teachers
weredelegated tolt waslearnt that somechooltasks were difficult foteachers to execuss
they had less expence while delays were experienceddesigning of working schedules,

handling of studenédearning and discipline

5.3.2 Participatory decision making and employee commitment in Government

secondary schools

From the studyparticipatory decision makirgnd employee commitment were discussed with
the following concluded namelyhat fewerschool emploges engaged in decision making
while designing locaschool policies, teaching program&re time consuming. In additipn
fewer teachers and other administrators consulted aboutwblare anddisciplinary cases

amongstudentsvere on the rise

5.3.3Staff representation and employee commitment in Government secondary schools

From the study, it is concluded that represensichoolstaff portrays a sense of belonging of
subordinate staff voiceshile it was criticalfor teachergo discuss matters that affected them
and representingchoolstaff on the board of governors was an effective way of addressing

their problems andhowever fewer ofsubordinate viewsiere consideretbr discussion
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5.4 Recommendation®f the findings

Thefollowing aresome of the recommendations that the study came up with on participatory
leadership and employee commitment. The recommendations are in accordance with the

objectives of the study.
5.4.1 Duty delegation and employee commitment in Government secondary sots

The study came up with the following recommendations on duty delegatiaely: School
administrators need to empower teach®rgdelegating them power to take charge of daily
running of academic and non academspects of the school programme&dministrators
must providematerials andnformation necessarfpor the successful accomplishment of the
delegated taskso thatteachers arenotivated to perform. In additioHeads of depament,
class teachersand various commitee membersneed to begiven clearly written job
descriptions thaspell out the scope of tlaelegatedvork theyareto performso as to avoid
ambiguity. Inaddition eachers need to be delegataskswhile bearing in mind their interests
abilities and competence so that tdelegated task doesot become a burden andde-
motivator which diminishes commitmentAdministrators shouldendeavorto reward

employees when they successfully handle delegated tasks.

5.4.2 Participatory decision making and employee commitment inGovernment

secondary schools

The recommendations identified for participatory decision making and employee commitment
include the followingnamely: Schoolsneed to increase the level of staff participation in
decisionmaking by holding frequentmeetingswith all levels of stafin a schoolterm. This

can be achieved through encouraging regular departmental meetings preferably weekly,
monthly and end of term. Suggestions of staff can also be obtained through suggestion boxes

that are put in various parts of the school. The suggestions receivid lsboeviewed weekly.
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In addition selfadministeredjuestionnaire® seek teachedgiews on various subjects will go
a long way to increase participation of those who may feel shy to express themselves in a

general meeting.
5.4.3 Staff representation ad employee commitment in Government secondary schools

The study identified gaps in the discussion held between staff representation and employee
commitment which included the following nameBgtection ofteacherd representatives to

BOG shouldbe democriacally conducted so that teachers are confident that their voice is
heard. Head teachers should avoid manipulating the elecboags so as to install in the BOG
representatives whareperceived to be thegympathizersSchools should holcegular BOG
meetings so that teachér®ncerns are addressed. Teachers need to be given timely feedback

on resolutions of BOG meetings

5.5 Limitations of the study

The study encountered a number of limitations that disadvantageptnieealizatiorof the

study fndings namely:

Accessibility to adequate information about the study as it was thought confidential. The ability
of the researcher to obtain sufficient information limited the use of more information for the
study nonethelespermission was later grantéor a limited period hence thisindered the

generalizingof the findings.

Secondly, the study was limited participatory leadership and employee commitnveimére
participatory leadership was confined to duty delegation, participatory deomsikimgand
staff representatiofRarticipatoryieadership cabeconceptualizedsing other dimensiathat
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were not studied thefore based on the results this vaasonstraint. Based on this, the study
findings could not bgeneralized

Lastly, SorotiDistrict is one of the many districts with Government aided secondary schools
and therefore a locality where the study was conducted however, what pHeatgpatory
leadership and employee commitm@mtGovernment schools in Soroti District may differ
from othe Districts elsewhere in Uganda. It would therefore be unwigeneralizehe study
findings.

5.6 Areas for further study

The following are areas identified for further studymely: Participatoryleadership and
employee commitment in private secondschoolsin Uganda. In addition another study can
be carried out on Participatofgadership and employee commitment in secondary schools
while focusing on non teaching staff Uganda. Acomparative studygan be conducted
between urban and rural schools participatory leadershipnd employee commitmeit

Uganda
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Appendices

Appendix |: Questionnaire

QUESTIONAIRRE FOR TEACHING STAFF

Dear sir/Madam

The purpose of this questionnaire is to examine the relationship between Participatory
leadership and Employee CommitmentSeacondary schools in Soroti district. This study is
part of the requirement for the award of Masters of Management Studies which lam pursuing
in Uganda Management Institute. Please answer questions freely and according to your
understanding. The responsesi give will be treated with utmost confidentiality and will only

be used for this study.

Your cooperation and support in this study will be greatly appreciated.

Thank you.

Osako Francis Joseph
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Section A: Background Information

In this section oftie questionnaire, please tick or circle the response that is applicable to you.
1. Age of the respondent

a. Below 30 year b.310 years c.445 years d.46 and above

2. Gender a. Male b. Female

3. Marital status

a.Single b. Married c. Divorced d. Widowed e. Separated

4. Highest education level

a. Diploma b. Bachelors degree  c. Post Graduate

5. Work experience

a. less than a year kblyears c.® years d.19ears and above

Section B: Participatory leadership

Please select an option which best represents your opiniorkimgtibe answer of your choice.
(In this case 1=strongly, disagree 2=Disagree, 3=Undecided, 4=Agree 5=strongly Agree)

B1: Delegation
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SNO | Statement

1 Del egation of authority
affairs is a common practice in my school.

2 |l am del egated power t o
activities in my school.

3 Management delegates me authority to carry out
chall enging tasks I ike h

4 Some tasks are delegated to employees to perform
team.

5 Clear instructions are given to employees on how to hg
delegatediuties in my school.

6 Employees are often delegated power to design
working schedules in my school.

7 All employees have equal chance of being delegated p
to handle studentsd | ear

8 Management delegates power to employ&eshandle
students learning and discipline without interference.

9 | am delegated authority to make decisions relate
studentsé6é | earning.

B2: Participatory decision making

SNO

Statement

| participate in making decisions on hdw improve the

teaching process in my school.

2 lam often consulted to make policies regarding teac
and learning in my school.

3 My opinion is sought by management in design
teaching programs for the school.

4 Staff participationn making decisions related to teachi

is a culture in my school.
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5 Employees are encouraged to give their opinion on ha
improve teaching in my school.

6 lam often consulted to make suggestions regarding we
of employees in my school.

7 Management consults employees about students disc
in my school.

8 Staff meetings are often held in my school.

B3: Staff representation

SNO | Statement

1 lam effectively represented in the board of governors of
organization.

2 Management includes one or two employees to participe
making decisions related to staff welfare in my school.

3 Employees have freedom to choose their representative
the board of governors.

4 There is ararrangement of staff representation in the bc
of governors of my school.

5 Employees play a big role in making decisions concer
working conditions in the board of governors of my scho

6 My interests in relation to working conditioase catered fo
through staff representation in board of governors.

7 Staff representation in the board of governors is an effe

way of addressing empl oye

8 Management considers opinion of staff representali
before making any decisions related to working conditio
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Section C: Employee Commitment
Please select an option which best represents your opiniakingtthe answer of your choice
(In this case 1=Strongly disagre2sDisagree,3=Undecided,4=Agree, 5=Strongly Agree)

C1: Affective Commitment

SNO| Statement 1 |23 4|5
1 | would be very happy to spend the rest of my career

this organization.

|l really feel as if this

| feel a strong sense of belonging to my organization.

| feel emotionally attached to this organization.

| feel like part of the family at my organization.

o O ) W N

This organization has a great deal of personal meani

me.

C2: Continuance Commitment

SNO | Statement 112,34 5

1 Right now staying with my organization is a matter

necessity as much as desire.

2 It would be very hard for me to leave my organization r

now even if | wanted to.

3 Too much of my lifewould be disrupted if | decided

wanted to leave my organization now.

4 | feel that | have too few options to consider leaving

organization.

5 If 1 had not already put so much of myself into t
organization, | might consider workirggsewhere.

6 One of the few negative consequences of leaving
organization would be the scarcity of available alternati
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C3: Normative Commitment

SNO | Statement 1 23 415
1 | feel an obligation to remain with my current employer.
2 Even if it were to my adyv

to leave my organization now.

| would feel guilty if | left my organization now.
4 This organization deserves my loyalty.
| would not leave my organization right ndgcause | havi

a sense of obligation to the people in it.

6 | owe a great deal to my organization.

Appendix II: Interview guide for school administrator s

Dear respondent,

This interview guide is designed to study the relationship betRadrtipatory leadership and
employee commitment in government secondary schools in Soroti district. This study is part
of the requirement for the award of Masters of Management Studies (MMS) which iam
pursuing at Uganda Management Institute. Since yoars®f the senior staff of the school |
believe you can give a true picture of how delegation of duty, participatory decision making
and staff representation are implemented in your organization and their effect on employee
commitment.The information yoigive will strictly be kept confidential and will be used only

for the purpose of this research.

Issues for discussion centre on the following areas;

1. Delegation of responsibility

Do you delegate some tasks to your employees to perform?

What activities ee teachers delegated to perform in your school?
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How does delegation affect their commitment to work?

2. Participatory decision making

How do you involve your employees in decision making in the organization?

How does participation in decision makiaffect their commitment to the organization?

3. Staff representation

How are teacherso interests represented in t
How are staff representatives to the school board of governors chosen?

How does staff representation affectyoue mpl oyeesd commi t ment ?

Thank you

OSAKO FRANCIS JOSEPH

Appendix Ill: Documentary review checklist

The following documents were reviewed namely

1. Schedules of staff duties andesponsibilities

2. Minutes of staff and departmental meetings

3. Staff Duty Attendance Records

4. Staff Appraisal Forms

5. Staff andStudentDisciplinary Record Books/Files

6. BOG MinutesandApproved Work Plans

7. Annual Census Statistical forms (ACS F)

8. StaffWeekly Duty Raters
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9. Summary records on submission of schemesark, lessorplans and work covered
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Appendix IV: Krejcie & Morgan Mathematical Table (1970)

10 10 100 30 280 162 800 260 2800 338
15 e 110 36 290 1635 850 263 3000 34l
20 15 120 g2 300 16¢ 00 269 3500 348
25 24 130 a7 320 175 950 274 4000 351
30 28 140 103 340 181 1000 278 4500 354
35 32 150 108 360 136 1100 285 5000 357
40 36 160 113 380 191 1200 201 G000 361
45 20 170 113 400 156 1300 287 7000 364
50 24 180 123 420 201 1400 302 8000 367
53 48 190 127 440 205 1500 306 000 368
60 32 200 132 460 210 1600 316 10000 370
65 36 210 136 480 214 1700 313 15000
10 58 220 e 500 217 1800 317 20000 377
15 63 230 e 550 226 1900 320 30000 378
80 66 240 128 600 234 2000 322 40000 380
83 76 250 152 630 242 2200 327 0000 381
o0 13 260 135 100 248 2400 331 15000 382
95 16 270 158 150 234 2600

335
Note: N & Population Ske;, S & Samples Ske Source: Krgicie & Morgan, 1970
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Appendix V: UMI field attachment letter

Your Ref:

Our Ref:

UGANDA MANAGEMENT INSTITUTE

Telephones: 256-41-4259722 /4223748 /4346620 Plot 44-52, Jinja Road
E 256-31-2265138 /39 /40 \_\ P.O. Box 20131
256-75-2259722 Mot Lo Kampala, Uganda
Telefax: 256-41-4259581 /314 \ AR 9 \Zz_/l ~0 »  Website: http://www.umi.ac.ug
E-mail: admin@umi.ac.ug W\ \ M\%W‘

o Ao Wasyalea ).
G‘ﬁ @\(\5\0% 6/09/

TO WHOM IT MAY CONCERN ﬁ ogp WE
@ 09
b:&

2 OGFUTY HEADTEP‘%%\
MASTERS IN MANAGEMENT STUDIES DEGREE RES X 174 SO%
Mr. Osako Francis Joseph

(Reg. Number 15/MMS/15/KLA/DAY/0016) is a student at Uganda
Management Institute pursuing a Masters in Management Studies

specializing in Human Resource Management.

G/35

In partial fulfillment for award of the Masters, he is conducting a
research study titled “Participatory Leadership and Employee
Commitment in Government Secondary Schools in Soroti District.”

This communication therefore serves to formally request you to allow
him access any information in your custody/organization, which is
relevant to his research.

Thank you for your co-operation on this matter

Yours Sincerely, :
/’7 '//Q LS Gl Tt
//‘//’4/&%‘)(}/‘\/ ¥ i Sl
Lugemoi Wilfred Bongomin.

CHAIRPERSON SCHOOL RESEARCH COMMITTEE
ISCHOOL OF BUSINESS AND MANAGEMENT]
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