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1\BSTR.-\CT 

The stud~ set ,,ut t,, (,,n1paratl\el~ anal~sc h''" lcadcr,hip qualit~ 1ntlucn(c pcrfonnan(e 111 
l ·gandan l ni\crsities. l"'' uni\crsitic' "ere ("'''en '"'c \\a' a puhla( l · ni\cr,1t~ .1nJ an,,ther 
\\3S pri\ah: l ' ni\crsit~ . 

S~(ifi(all~ the stud~ S\)Ught ll': C'.\alllinc the llUalat~ and nature ,,f fcaJcr,h1p 111 ( rulu 
l 'ni\c~it~ and t ·ganda \tart~rs l ni,cr,it~: c\pf,,rc the ctTc(t ,,f c111pf,,~cc (''n11111t111cnt 1n 
the ~rf,,nnan(c ,,f { iu lu and t · ganda \,art~ rs l n i\ er'\ it ie': and ana I~ 'e the ''rgan ''at h 'na I 
(Ulture in (lulu and l ·ganda \tart~r" l ni\cr,itic' anJ h''" the~ atlc(t pcrf~,rn1an(c u1 thc'c 
r ni\ crsitics . 

The design \\3S rnaj,1rl~ qu.1nt1t,1ti\C in nature. surr,,rtcd h~ (ft''' 'C(lll'nal dc,1gn 
(\1rrelati"'" sune~ dc~1~n "a' u'ed "'help (,1pturc the c\tcnt '"'f rclat1,·'n' and e\planat·'~ t•' 
the m,~el. Findings inJi(atc th,1t tran~1(ti,,nal lcadcr,h1p and tr,1n,f,,n11atll'nal leadcr,t11r 
\\Cre all pra(ti~cJ in the t\\,, ( fll\Cf'\ltiC'< (iulu l lli\Cf,lt~ haJ the h1ghc't pcrf,,rlllelll(C in 
transa(til''nal lc~1Jcr,hq' ,1, (,,111pared "' th'"'"C ,,f l ganda \ t.1rl~ r' l n1' er,1t~. f 1nrk'~ cc' 
"ere ~ .. ,mn11ttcd "' their lll"\lltuti,,n, ernrl,,~cc' arrr,ncJ the rr''' 1'1'''1' 1n ,,r~an1,at11,nal 
1~ulturc anJ the'"'' 1n,t1tut1t'"' ''ere rclat1\cl~ pcrf,,rn11n~ ''ell ,,n (Cr1a1n 1nd1~at,,r, 

\\·c rc(,,111111cnd th~1t 1n'\t1tuth'f1' ,h,,ulJ I i'tcn h"' all it~ hcncfi~1anc' and the\ ,h,,ulJ he le'' 
hurcau~rati(. ~1pprc~1atc their Crnp),,~ee·, ~~lrccr JJ\3J1(CtllCJ1t'\. '-UpCr\ l'•'f' 'h•"'UJd huJIJ tru't 
'' ith their 'll~'rd1n.lte'. 'uper' ''''r' ,h,,ulJ n1a~e pcr'''nal ~l(rtfi(c' t•' their 'llf'Cr' ,,,-,r, f.,r 
the hcnetit ,,f the 1n,t1tUth'f1' ~1nJ 'urer\l'''r' ,h,,ulJ find ''Ul \\hat their crnrJ,,~ec·, \\ant and 
t~ h' get f, 'r t hern 

If instituti,,n, .. 1re hl unrr'''C ,,n their ~rf.-,rnl.lfl(C. the~ ~h.,uld CJ1(4"llJfJ~C the ernr'·'~ec' ft' 

he p.irl ,,f their Jep.1rlrncnf.;. 'lJ((e'' .1nJ failure'. rnak.c cmpJ,,~cc' he cnl•'t1t'nall~ atta(hcJ ,,, 
their ''rg~1ni'dti''"' anJ rnak.c the cn1pl,,~cc' l1~e the '"rgan1,ath'"' 'u(h that 1t hc('°'TTIC' 
ditli~ult f,,r thcrn "" lea\ e their ,,r~an1~1th'f1' . 

' ' 
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CH PTE 0 E 

I T ODlJCTIO . 

t .0 I atroduction 

This study \\·as ahout leadership qualit~ and organisational perfonnance an ( ·gandan 

uni,·crsities. It spccificall) looked at ((lmparati\ e stud\ of Gulu l. ni' ersit~ and ( ganda 

~l~n l~ni\·ersi~ ~k")zi. This chapter presents hackground of the stud~. problem \tatement. 

purpose of the stud~. stud~ ,)hje,ti\es. research questions. scope of the stud~ and significance 

of the stud\ . . 

I.I &.cqrnuad to the !tad~· 

The stud~ l,f Leadership is a critical fach'r in the success or failure 0f an 0rgani\ati0n . 

therefore retl~t their leadership ( \faritz. 1 QQ5 and Bass 1 QQ7)_ Leader' are etTC\:ti\ e "hen 

the influence the~ exert ('\er their suh.."'rdinate' \\Ork to"ards achie,ing organi~tional 

success tach'r in the success ('f failure ,,fan institution (Bass. 1 QQO). Dimma ( 1 Q8Q) he lie' e' 

that leadership is und,,uhtedl~ the critical determinant 0f the success of an organilatioo. and 

thus detennine~ ('rganisational performance in the competiti\e global market. Demand for 

great leaders is gr,)\\ ing in m(xtem times. as soc id) and tcchnolog) is hecoming increasing I~ 

advanced. The e\er (hanging business en\ ironment has created a need for leaders \\'ho can 

mcc:'I the demfids and ~hallenges of organizations functioning in complex competiti~·e 

cn"·ironments. "ith the "orld open for trade . 

Leadership affects all of us in some fashion at 90lne point in our li,·es: " ·hen rece1~1n, 

direction from our parents: the peer pressure and toeial status concerns ~·e ha,·e as ~·outh: 

instructions from teachers. coaches.. and aduhs: intaactions "ith communih members and . 
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authl'lrity figures (P'-)licc. judge~ S(":ial ''')rkcrs): experiences \\ .. ith panners: and perhap' the 

most intluential leaders t\.lr the largest duration of our tim~. hosses . It has hecn found that 

leaders in an \'rtzanizati\'" can rnake the JitTcrence hct\\cen success and failure (I u''icr "'al 

The imponan~c of leadership as an integral pan of qualit~ management i' "ell documented . 

(Saraph .. BcnSl'n and S'hr,l('der. 1 Q8Q .. .\nderson. Rungtu~natham. and Schroeder. I QQ4. 

Bla~k and p,,ner. 1<l%. ·\hire. (1,,lhar and \\-aller. 1QQ6) .. l.eader~hip. "hich include' 

management ,,,mmitment. is c,,ntained in' irtuall~ e\e~ detiniti,,n nf total quaht~ and e'e~ 

andi\ idual ,,r ,,rgani1ati,,n that "1shes t('\ take their initial step~ ,1n their .l'"urne~ tn\' ard 

'luali~ must hegin \\ ith a near sighted e'\aminatif'n ,1f its ,,rgani1ati,,n leader~hip (arahtlit~ 

and ~ulture ·· (\ta'Jr(' and \faur'"'· JQQQ. p.~:) Feigenhaum stated that --qual1t~ t,-xia~ ha~ 

~007. p.~8 ). Juran stated that ··attaining quali~ leader~hip requires that upper manager~ 

pcrsonall~ take charge ,,f the quali~ initiati\e.·· ~Juran ct al. JQQ5. p1~8l Quali~ and 

leadership are ~1,,~el~ aligned and therefore in defining Qualit~ l.eader~hip. leaders~ip '' fir't 

defined h~ the trait'. qualities and heha\ i,"'r' ,,fa leader . 

Quali~ leadel'hip is "here qualit~ principles hecome .. a hasis for guiding. emp0"ering and 

supporting the Cl°'nstant pur,uit of excellence b) the emplo)ees thr<"ughout the organization·· ., 
(Feigenhaum. 1007. p38l . In this regard the emphasis is on .. creating the ro~-cr of an 

en,·ironment ,,f trust. openness and h(1nest communication to encourage the de' elopment of 

indi\ idual qua Ii~ impro' ement entrepreneurs.. (Feigenhaum. 1007. p~Q). The leader 

spccificall~ ··has the rcsponsihili~ to impro,·c the system. i.e . to make it f)<'~sihle. on a 

continuing hasis. for e~eryonc to do a bcncr job with greater ~tisfaction .. (Deming. 1986. 
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p248). This leader .. instead of heing a judge, \\·ill be a colleague. counseling and leading hi' 

~'pie on a day to da~ has is. learning from them and with them·· (Deming. I Q86. p I 17 ). 

\\'hilc these arc the rrinciples upon \\"hich qualit~ leadership is huil~ ho" it i~ applied 

nlcans that it is "necessary to appl~ the entire arra) of quality kno\\ ho\\ (the qualit) 

dis~iplines) throughout the entire compan) to all functions and all le\ els and to do so in a 

coordinated \\·a~ .. (Juran et al. I QQ5. p I 18). 

The leadership style that m,,st relates to qualit~ leadership. is transfnnnational lcader,hip 

"hich .. scan:hcs fr,r \\3) s to help moti\ate f('"lllO\\ers h~ ~tist~ ing high •)rder need\ and more 

full)· engaging them in the pn~css ,,f the \\Ork .. (lfnmer. JQQ7. p175) . Thi' i\ dircctl~ 

··related tt1 qualit~ hc'ause transt(,nnatit.,nal leaders are ahle "' 'omrnuni,atc and rcinfor'e 

,-alues and c'.\press an inspirati,,nal 'isit.'n "°"using on qua lit~ . The~ als,, encourage qua lit~ 

impro,ement h~ huilding trust and reducing fear. creating a\\arcnc's f(,r change. dc,ch,ping 

a culture t\"l supf"'rt that change and initiating nc'' prt.',hlem s(1h ing strategic, .. (Luria. 100R. 

p31 ). It is interesting"' nt.,te that [)cming in his ~)ok. Out of the (~risis. in chapter 1. '' hich 

is titled ·Principle'\ t~'r Transf,,rmatit.1n. · stated that --the joh t.lf management i' not 

supen isit.1n. hut leadership . The required transfonnation flf the \\ estem st~ le nf management 

requires that managers he leaders" (Deming. 1 Q86. p56' ). 

For more than a decade. ,,rganisati0nal en\ ironments ha,·e experienced radical changes . As a 

result of greater ~ompetiti,1n in the global marketplace the maj(1rit~ of organisations ha\ c 

greatl~ streaml'Yd their ('pcrations (C'ollis & ~ontgomc~·. 1 QQ5). E\e~ moment pre~nt~ a 

diverse set of challenges and ohstac les : la" s and regulations are e\·oh ing. the economy is 

altering. and. most importantl~. no <'ne is a\\·are of \\hat prohlems or ohstacles \\ill arise. 

Furthermore. organisations can als0 perform well or poorl~ due t0 C'.\temal forces. such as 

interest rates and taxation. To remain competitive in such an en\ ironment. an organisation 

needs to get the most out of its assets. es pee ial ly the human assets. 

3 



The ()xford Dictional) pro,·ides the simplest definition of a leader ·lhe person follo\\'ed hy 

othersu thus leadership implies the abilil)· to intlucn~ others. Leaders can aptl~ he descrihcd 

as ·1he hn,kers of time and relationships"· (Krahenbuhl. 2004 ). Leadership in higher 

education invol,·es a relationship or .. in the \\ords of \iorrill (2007) a ··follo"er~hip''. A~tin 

and Astin (2000) concur hy defining leadership as a .. collahorati\e endca\our amClng grClup 

membcrs0

• Bennis and Nannus ( 1 Q85) 'onsider that leaders mu~t estahlish a deep relation\hip 

\\·ith the group. to identi~ and represent the group·s interests ··11 is collecti\e. there is a 

symbiotic relatil'nship hct\\een leaders and follo"ers. and "hat makes it collecti,·e is the 

subtle interpla~ hch\ccn the t0llo\\ers· needs and "ants and the leader's capaci~ to 

~nd. l'ne "a~ f'r another. this coll~ti\e aspirations. Leadership can mo\e follo"e~ to 

higher degrees l"'f consciou~ness. such as lihc~. freedom. justice and self actuali7.ation ... The 

authors made a ~lear difleren'e het,,een leadership and management. for them management 

means to he in charge ,,f something. to ha'e the responsibili~. "hile leadership i~ the ahili~ 

to influence others.. tl' guide them in a defined course. direction. or action. Other auth(\~ 

present ditlerent perspe,ti\es that 'hallenge the traditional mental models of leadeN1ip. 

Greenleaf ( 1 QQ6') tl"'r example. introduced the concept of leader as a sen·ant HThc ~n·ant 
~ 

leader is scr.ant first: it begins "ith the natural feeling that one "ant.~ to sen·e .. to ser.·e fi~t . 

Then conscious choice brings one to aspire to lead. That person is sharpl~· different from one 

who is leader first ... Furthermore. Block ( 1993.. 1996) introduces an interestin1 and ., 
altemati~·e 'onccpt: Ste\\ardship. "here he challcnaes traditional line~ of command and 

control. organizational structures and the distribution of po\\·er. He pmpo~s a ncv.· order 

fostering democrac)'.. sen·ice. responsibility Md partnership. ··ste\\·ardship holds the 

possibili~ of shifting our expectations of people in po~·er. Pan of the meaning of 

Slewardsh ip is to hold in trust the " ·c 11 bein1 of IOIM larger enti~· -our organiz.ation.. our 
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~llntmunit~. the earth itself'. Through ,,ut this study. I \\ill he u~ing the tenn leader to mean 

indi,·iduals in l''rganisati,,ns "ho assuntc a fonnal leadc~hip rnle example 'UJ'Cr' i'or' and 

rather than leadership as a rl'lc ( ~f u~I. I QQ8). m~ t\,cu' i' nn indi\ idual' "ho h\ 'irtuc of 

I Q5Q). 

instituti,1ns. ·\II ru~li~ anJ pri' ate higher educati .. ,nal 1nst1tuth'n' arc currenth managed 

Thi" ·\(t (rcatcJ the 

estahhshment and 1nanagcn1cnt ,,f 1n,t1tut1t'"" ,,f higher learning~ Regulate the ~uaht~ t'f 

\\. ithin ca~ h i n't 1tut j,,n. the la" J'h'' ides for: the Chance I lnr '' hn is the ti tu Jar and ..._ 

(hancellf'r ''h'"' j, the chief c'\ecutl\e f"'f the instituti,)n. and the head of the adm1n1,tratl\c 

and implemcntati,,n ,,rgan (if the instituti(,n. The senate \\hich is the academic decisu'n 

making~~~ in the instituti .. 1ns designing and regulating academic polic~ including re~arch. 

' ' transmissi,"'n ,,f ~n._,,, ledge. adn1issif'n. e'\amination~. the confcnncnt t"'\f degree~ and 

'ertificates. rules pertaining ""' academic standards and other suh hodie\ cnmmittees of the 

atx_1\e hodies. The roles and functions of leadership arc toda~ integrated in higher education 

where acadcm ic leaders need to lead. moti\·ate or direct their units tn accnmmodate 

trans format inn ,,)llaborati\el~. Jfigher education leadership toda~ is confronted not onl~ h\ 
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transformation but also with the task of simullaneOUlly movin1 univenities forward . 

• 
Increasingly, measurement of educational outcomes is a core ingredient of assessin1 the 

value offered in any higher educational system. The management of hiah« institutions leaves 

a lot to be desired in tenns of rampant viol~ strikes and hooliganism which interrupt the 

institutions programmes and that is why the researcher wants to examine the relationship 

and orpnisational pcrfonnancc especially in higher institutions of 

lamina. 

Recent studies not onl~ highlight the di,·ersit)" of uni\·ersities. departments and leaders but 

also the constant change. adjustments and turbulent en\ ironment of higher education during 

the past fe\\ years (Hanna. 2003 ). The context of the higher education leadership mantle is 

~namic. complex and multidimensional (Filan &. Seagren. 2003. p. 21 ). The elusi,·eness of 

the leadership notion has enticed researchers to interpret capture and analyse the essence of 

leadership in higher education from different pcnpecti,·es. As Bums ( 1978) noted. 

··Leadership is one of the most obscn·ed and least understood phenomena on earth ... 

Although these studies identified leadership as a concrete and o~·able phenomenon. no 

consensus has as yet been reached on the exact characteristics of a successful leadetin higher 

education (Buller. 2006). The issue of leadership in higher ed~tion pretents numerous 

opportunities to in' estigate leadership qualit) and practices. 

Leadership in · her education encompGWn a much matt complex meaning that 1'e8Ches 

beyond 1 single authorit)· figure and rcvol~·es around the needs.. aspirations and expeclmlions 

of bolh the leader 'A·ho aspires to lead and tho9C who choole to fol lo~ (Keith &. Levin. 2002). 

Effeaiw academic leadership can be viewed as beina lhc biggest advan• a university Qn 

haw in a resource-hungry. competitive higher edUCMion environment (Ramsden. 1991). 
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Clearly not all leaders are the same, so "·hat constitutes a leader? Is it their unique personality 

' 
traits; specific skills that are learned; or a combination of both of these factors? Docs it 

depend upon the situation a leader encounters~ Why do some leaders embody positi\'e moral. 

ethical and empo\\'Cring behaviour ''hile others do not? \\'hat constitutes functional 

leadership and high quality leader-member (or follO\\·cr) relationships? \\'hat is the role of the 

leader. the follower and the organization to ensure effective and successful leadership? \\'hat 

makes the difference to poor. good or great leadership? 

Leadership_ makes a difference to organizational efTecti\·eness and that is the numher one 

reason people leave their jobs hecause the) feel they are being treated poorly b) their bo~scs 

(Lussier ~' al. 2004 ). For those employees ''ho sta) '' ith supen isors the~ percei\·e as 

"busive. there is a higher association of lo\\ er commitmenl higher conflict het,,een ''ork and 

family. and ps) chological distress (Lussier ct al. 2004) . stress related claims. ah~nteeism. 

turnover. and the loss of creati\ ity and producti\·ity (Lussier et al. 2004 ). 

lsoke (I 997) re\·eals that at \ takerere l~ n i\·ersity. programmes \\ere interrupted h) strikes 

o\·er issues such as delays in payment of allo"·ances. Since then. unrests ha,·e continued at 

Makerere and other public uni\ersities. James Odi)"a. Communication (September 17&. 2008) ... 
said that Gulu t_· ni,·ersi1' has \\ itnessed a series of strikes and demonstrations b'· both staff . . 

and students o\·er delayed or non payments of allo\\ances. On 21st ~a)' 20 I 0. The Dai~,-

.\lonitor rcponed that Lugazi l.~ ni,·ersit)· "as facing closure and the reasons that the Di~tor 

for National Council of Higher Education gave to TM Daill· .\fonitor "·as that of ., 
inappropriate qualified staff in the library. failure to pay salaries to lecturers.. financial 

problems. 

Mafabi. cited in lsoke. 1997 obsen·ed that the failure or success of an)' institution of hiahcr · 

learning \\·orld" ide highly depends on the manqement/leadership st)· le employed in that 

institution. 
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I .J Ge eral objective of tlae study 

The pUf"P''SC of this study \\·as to investigate the relationshir het\\ecn leadership qualit~ and 

"'rganilati"'nal pertorman~e in higher institutions of learning in L tzanda . 

1.4 Specifi~ Objecth-es 

1. To examine the qualit) and nature of leadership in (iulu l ·ni,cr~it~ and l ganda 

ii. To explore the etl~t "'f emplo~ee commitment in the Jlerfonna~e of (julu and 

l"ganda \tarty~ l'ni,ersities. 

111. T\' anal~ se the \)rgani~ti,,nal culture in Gulu and l ganda \tart~ r~ l ni\ er,itie' 

I.~ Rneanh Quntions 

1. \\ 'hat are the leadership qualities in (lulu and l ganda \fart~r' l n1\er,1ties 1 

ii . \\hat is the etlect ,,f empl'"'~ ee ~,,mm1tment 1n the perf(~nnance (°'f Ciulu and 

111. \\·hat is the etl~t ... 1f '"'rgan1~tional culture 1n the perfonnaoce nf (iulu and 

1.6 Coa~eptual frame•·ork 

The ideal 'onceptualizati,,n of leadership qualit) and pert0nnance in l ·ganda l ni,ersit1e~ i' 

built on the idea that leadership qualit~ is po~·cr and influence that directs people to 

etTccti\·el~ perf~ as in the figure helo" : 
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Fig11n I: 

I 
Ernpl, '~ ec 
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i 
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~ 
I 

' "u I tu re 

1.6. l l•terprttation of conceptual frame" ork 

Pert~'rman'e 1s taken J' JepcnJent 'aria~le and l.eadership qua lit~ j, taken a' independent 

1. ~ ~ope of the stud~ 

Spatial ttft>pt' the '1uJ, dre" re'P''ndent~ from Gulu t nl\er~1t\ and t ganda '1an'n 

. ' L ni\ersit' '\. k,1zi 

1.8 Sieaificance of the ~tud~· 

It '''as hoped that the findings of the stud~ \\'OUld be of henefit 1n numher <"'f situation~ 



The findings of the stud~ \\·ould be useful to the polic)' makers and implementer~ in the 

various l lni\ ersities. The stud~ "ould shed light on the relationship hct\\ een lcadcr,hip 

st) les of supcf\ is..lrs and the uni\·ersity·s pcrfonnance. It \\·ould help the uni\er~it~ 

administration ll' kno\\ leadership prohlems in l tganda 1 ·gandan 1 ·ni\er~itie~ and come up 

Y.ith the best leadership style to use. In tum this "''uld help uni\ersitie~ idcntif~ the need for 

appropriate leadership s~ le to use in their institutions. 

The findings Y.ould be used hy thl1se in\Ol\ed in supef\ ision and m,1nitoring of uni,er~it1e\. 

pcrfonnall\."'e in l ganJan l · n i\ ersities. The Jl''I itical leaders in the \tin i'tf) 0f Education and 

Sports might henetit fr,,111 the stud~. hecause the findings might guide them in prinriti7ing the 

.all<leation l,f res .. ,urces. A~ frxusing l'n the specific leadership factors "hich influence 

performan,e . In tenns ,,f the '~stem ,,f pert~'nnance appraisal (,f the instituti•"'ns. the findingC1. 

of the stud~ ,,,,uld indicate the strength ,,f leade~hip ~t~ le~. and their ~'°'ntrihutif'n "" the 

The stud~ "''ulJ 'hed light ''" the 'ie" of leadel'hip as in,0h ing m("re than t~ leader" s 
At 

personalit) and t~1':u,ing '°'n leaders as dominated h~ head~hip . 

requirement for the 3\\ard t.'f the \taster of Ans in Public .~dministration 0f Gulu l ·ni\·enit) . 

. ' . .\bo,·c all. this stud' \\ill al~' help the re~archer to compile a di~~rtation "hich is a 

requirement for the a\\ard of the \1aster of ·"rts in Public Administration 0f Gulu l ~ nivcni~· . 

10 



CHAPTER TWO 

REVIEW OF RELATED LITE RA TlJRE 

2.0 Introduction 

This chapter c,,nsists of a critical re\ 1e\\ ,,f rele\'ant literature. The re\ 1c" cncompa\\C\ 

nature and qualit~ ,,f leadership. crnplo~ce cornmitrncnt. ''rganisational culture and 

or~anisational perfonnancc . ... 

2.1 Lndenhip Quali~· 

Concept and Histo~ of leadenhip 

leadership as a suh_iect '-'f scientific stud~ did nt.'t hegin until the 1 Q_~o·s and I Q40·s ( Ra~s 

JQQO) . :\CC\°'trding tt.' ·fu~I (~010) the understanding ,,f leadership hcha\inr since the JQ~o·s 

and the l'ni\ersit~ ,,f \fichigan .. (p . .i~). ()uring this time leadership theorists "ere interested 

in etl~ti\e leadership heha\ it.1r. and mca,ured ho'' often leaders u~d the~ hcha' if'rs . Such 

research indicated that t'''-' hr,"ad categ,,rics of leader heha\ ior e'.\isted: heha' iors fO\:u~d nn 
... 

In the I Q60. s and I Q7(Y s leadership the,"rists hegan to focus on ho'' leaders make decisions. 

pani,ularl~ t.'n issues such as panicipation of and delegation to f0llo'' ers ( Rass 1 Q<X}). The 

' relationship het'' een the leader and the foll0\\·cr \\CTC also explored. soch as \\·hcthcr the 

leader changed their heha' ior for ditlerent follo\\·crs. Theories and ideas introduced during 

this de\·elopment period include the Leader-Member Ex,hange thco~. implicit leadership 

theories. impressi.:'n management con,epts and self-management concepts. 
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,·\gain. the interest shit\ed hl\\arJs P''''~r as theorists \\anted to learn n1ore ahout hn\\ leader' 

intlucn~eJ Jle''ple "'~a~ l'Ut requests. \\'hat resulted \\as the a~kno\\ ledgemcnt of diflcrent 

the 1 Q8tr s ). 

resear~hed during th1' rha"c in~luded re'Car~h on ~r'''s-tun~tinnal team'. 'Clf-managcd 

teams. \irtual team'. memhcr ~kill and r,,lc clarit\ . . 

' In the 1qqo·, and ~noo·, a' t'rgani7atic,nal failures attributed to unethical de'\:isioo making 

in,reased. intere't in ethical leadership and influence on leader \ alues and integri~ gre". 

\\·hat resulted fr,,m this t~~u~ ,,n ethics "ere: Ethical Leadership. Transforming I eadcrship. 

Sen·ant Leadership. Spiritual Leadership. and Authenti' leadership. There "as al~1 an 
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increased interest in studying leadership in non-Western cultures. and leadershir differences 

among y.-omcn and men. 

Leadership Defined 

.'\1though there has been much in\·estigation in the stud~ and practice nf leadership. there still 

isn·t a generally accepted definition '"'f leadership. In a Jl<'pular tc'.\th<)()k ,,n leadership. l'ukl 

(.20 I 0) defined leadership as ··the process of influencing 0thers to understand and agree ahnut 

\\hat need~ to he d,"'nc and h''" "' df' it. and the pn1'ess of facilitating indi\ idual and 

collecti,·e efl(,ns to acc('tnpl ish shared ohjecti\ es·· ( p. R). ·r uk rs de fin it ion state~ that 

leadership includes etl~'rts ""' influence and facilitate the current '' '"'rk ,,f the group. and it al~ 

ensures that the gr,,up is read~ ""' meet future challenges. 

Alth,,ugh 't·ukr s definiti,1n is c,1mprchcnsi\ c. there arc man~ researchers '' h,,,e definitions 

,1f leadership f(l\:Us m,1rc narr''"I~ . F,1r c'ample. Hemphill & (~00ns (IQ57) hclie\e 

leadership is. ··the hcha\ i,.1r ,1f an indi' idual directing the acti,·ities of a group to,,ard a shared 

goal .. (p. 7). Katz and Kahn ( 1 Q78) he lie' c leadership is .. the influential increment "'er and 

abt1\·e mtX:hanical c,,mpliance '' ith n"'utine directi\es of the 0rgani1ati0n .. (p. ~8). The 

reason for the \3~ ing dcfiniti,1ns is hccau~ researchers define leadership according to their 

o\\·n perspecti\ e. the areas ,,f leadership that most interest them. and the specific aspect~ (°'f 

leadership the~ anempt h"' e'.\plore. :·\ consequence of this is that "hen conducting leadership 

studies. different, leadership researchers select different definitions of leader~hip S<' as to 

eliminate an~ ~onfusi,1n in the interpretation of their research result.\ . This can lead to 

difficult) in interpreting results across studies to understand the broader topic of leadership. 

Because of the C•..1nceptual ambiguit~. leadership ma)· ne,·er he defined in a "-a~ that all 

researchers agree on. 
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The choi~~ \)f a definition of leadenhip is of cr1ti~al importance to 1.-denhip dcvelopnent . 

. .\t\cr all. ,,ne has "' kn''" srcciticall~ ~·hal is bein1 de\·cloped. For the JlUrpoK~ of thl\ 

~r. th~ definiti,,n \,f leadershir I \\·ill UK is Yukr ~ dcfiniti('" of leader,hir. hecau~ 1t 

t(.lCuses l'n leadership as a pn~css_ and addre~scs acti\'ttics I helie\e are 'nt1cal to a leader 

su-:cessfull~ fulfilling their ~sponsibilitics.. namcl~ in, oh ing othel"' to undef\tand and a~ree 

upon a ,,lmm,~n goal and plan. and \\Orlin~ to ac~ompli~h '"'llecti' e and 1nd1\ 1dual 

obj~ti\eS. 

The imfl\..lrtan~e ~,f leadership as an integral part ,,f qualit~ management i' ''ell d•xumented 

(Saraph. BenS\'n and Schr,"leder. 1 Q~Q .. ~\ndel"'S("fi. Rungtu~natham. and ~hr,"'Cder. 1 <N4. 

Black anJ p,,ner. I \Nfl. ..\hire. (jf-.lhar and \\"aller. I QQ6 ) . ..Leader4'hip. "h•~h 1n~ lude~ 

~s,ripti\e m,l\Jel ''" h\'\\ h' a~h1e\e 1t'· (Grand1,,I and C1cr~h''"· JQQ-r. r--'A' Indeed .. an' 

indi\ 1Jual "'r ,,rgan1zation that "1she~ "' take their in1t1al ste~ """ their J•"'Ume~ t''" ard 

qualit~ mu~t heg1n ''1th a near 'ighted e'\am1nati,)n of its organi1ati'"" leader,h1r ~ara~d 1t~ 

and ~ulture .. t \faur,, and \taur''· 1 Q<N. pJ 7) Feigenhaum stated that .. qua ht~ h~a~ ha' 

~,,me the f,,unJath'n t~"'r ~'-'"'tant management inno,atioo and leader~•r .. f Fe1genhaum. .._ 

200~. r.lX) Deming c;;.tated a~'ut hi~ ~""'k. Out ,,f the Cr1si~. that ··~tuall~. m'"4't t'f th1~ ~~ 

is in\,,heJ "1th leadership. Juran stated that Hatta1ning quali~ l~ir requ1re~ that urrer 

manage~ pef"'S(\nall~ take ~harge ,1f the quali~ initiati\e .·· (Juran~, tll. 1 QQ~. r 1 ~~) 

' 
\\ nile quali~ and leadership are closet~ aligned. it i~ better first to define leader~ur h~ the 

traits. quaf itles and hcha'\ iors of a leader. \\hat trait~ reflect quali~ leader~tur and ~ hich 

leadership th~1rie~ are most cl~ly aligned to it. "B<lth te.denhip the,~~ and TQ\1 ha'e 

had as ptima~ objecti\·es the enhanced performance of orpnintions and increased _iot' 

satisfaction fr\f' emplo~·ees·· (Puffer and \1cCarth~. 1~. pl09). The ke~ difference~ in 
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leadership bct\\·cen TQM and traditional organizations are as follows: Strategic lcadcr~hip is 

more irnportant in TQM organi1.ations because TQM is more likel)' to empha\i1c that internal 

s~-sterns he aligned \\'ith external environments: Visional)· leadcrshir hccause the succe\~ of 

TQ\t depends on employees sharing a common 'ision or goal: ()c~igning re" ard s~ stems for 

all stakeholders to foster creati\'it)· and inno\·ation: Ernpo\\ennent and team\\ork. timel~ 

responses to customer concerns by ha\'ing all employees take a leadership role a' "ell a\ 

share infi."'nnation and expertise·· (Pufler and ~tcCarth~. IQQ6. pl ~5). 

Perhaps the leadership style that most relates to qualit~ leadcf'hip. is tran~fnnnatinnal 

leader~hip \\hi~h ··searchc~ for \\a~s "' help moti•.-ate f(,11(,\\Cf' h~ ~ti\f~ ing high nrdcr 

needs and more full~ engaging them in the process of the ''ork·· ( Jfnmer. 1 QQ7. p2 7~) Thi~ 

1s directl~ .. related h' qualit~ hecause transfonnational leaders arc ahlc tn cnmmunicatc and 

qualit~ impr"''cment h~ huilding tru\t and reducing fear. creating a''arcne~~ f,,r change. 

de\ ek,ping a culture to SUPJ"'rt that change and initiating ne\\ rrnhlem ~" ing 4'tratcgic~" 

(Luria. ~008. r~ I) . It is interesting to n,1te that Deming in hi~ hook. Out of the c· ri~i~. in 

chapter 2. ''hich is titled ·Prin,iplcs ft)r Transff'nnati0n." stated that .. the j0h of managem~nt 

is nt1t supen isil,n. hut leadership . The required transfonnation of the "estcm ~t' le '"f 

management requires that managers he leaders·· (Oeming. IQ86. p~4) . 

Quali~ leadership is ''fere qualit~ principle~ hecomc 0
8 ~is for guiding. emro\\ering and 

supponing the ~onstant pursuit of excelleoce hy the employee~ throughout the <"'rganiration .. 

(Feigenbaum. 1007. p38). In this regard the emphasis is on "creating the ~"'"er of an 

en\ ironment of trust. openness and honest communication to encourage the de,·el<'pment of 

indi,·idual qualit~ impro,ement entrepreneurs·· (Feigenbaum. 2007. p39). The leader 

specificall) .. has the responsibilit) to impro,·e the s)·stem. i.e . to make it possible. on a 
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continuing basis_ for everyone to do a better job with pater satisfaction .. (Deming. I 986 . 
. 

p:!48). This leader "instead of being a judae, will be a colleaaue. counselin1 and leading his 

people on a day to day basis. learning from them and with them .. (Deming. I 986. p I I 7). 

\\'hile these arc the principles upon "·hich quality leadership is huill ho" it is applied 

means that it is 0 necessal)' to apply the entire arra~ of quality kno" ho" (the qualit~ 

disciplines) throughout the entire company to all functions and all le\els and to do so in a 

coordinated ~·a)··· (Juran et al. I QQ5. p 128). 

Po1'·er aad influence tlaeorin 

There are t\\·o types of pl1\\er and influence theories name1~: 1) throrie~ that c0nsider 

le:ldership in terms of the influence or etTects that leaders ma~ ha\e on their follo,,ers (social 

fX"'"er thel'f) and transformational leadership theof)) and :! ) theories that C('nsider leadership 

in terms of mutual influence and reciprocal relationships het\\een leader~ and follo"er~ 

(s .. xial exchange theof) and transacti .. ,na1 leadership theof) )_ 

2.1.1 Tnau~tio•al Leadenhip 

Bass and . ..\' olio (I QQ7) describe the transactional leadership st)· le a~ heing ha~d on 

traditil'nal bureaucratic authorit) and 1egitimac)" Transactional leaders are able to entice 
..... 

subordinates to perform and therehy achie'e desired outcom~ b~ promising them re"ards 

and benefits for the accomplishment of tasks (Bass. 1 qq(}). Bass (I Q90) deS(:rihes the 

transactional leader· s relationship \\·ith the subordinates as ha,-ing three phases. F irstl)·. he 

recognises what su:'°rdinates "ant to get from their work and ensures that the~ get what the)· 

want gi,en that their performance is satisfactol). Secondl)'. ""-ards and promi~4' of revr·anls 

are exchanged for employee· s effort. Lastl~. the leader responds to his emplo) ee · s immediaae 

self interests if they can be met through completing the work. 
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Transactional leaders att those leaders \\'ho implement structure and arc understanding 

t''"ards their emrl,,yees (Seni,,r. IQ97). Bass (198S:27) indicates that tran~'tional leade~ 

.. generall~ retle\:t ,,n h\l\\ to marginall~ impro\c and maintain the performance. ho" to 

e'\e~ute decisions'" . This form of leadershiJl emrhasiTeS the ~larification nf goal\. \\Ofk 

rrincirles and standards. assignments and equipment (Bass. I Q85 ). Tran~ctional leader' 

fr":us their energies on task completion and compliance and rel~ ''" organi~tional re" ard~ 

and punish111ents to influence emplo~ ee perf(,rmance. \\ ith re'' ard heing contingent on the 

follov.er~ ca~ ing ,,ut the r,,Jes and assignments as defined h~ the leader (Ra~~ and A\ 01i0. 

~000: \lester. t'I al.. :!00)). In ,,ther '''"'rds. the leader rev.ards ,,r di~ipllne4' the fr,114'"er' 

leader pursues a cost-henefit. e~('n,,mic e'\c hange tn meet suhordinates · ~urrent material and 

1 qg~ L Theret~'re. transacti,,nal leaders are thought "' ha' e an exchange-ha~d relattf'n'hip 
... 

fr~al pt.'int of tran~cti,,nal leadership is on r,,Je elucidation . The leader a~si~t~ the f,"IJO\\er in 

understanding rrec isel~ "hat needs t0 he achie\'ed in order t0 meet the organization· s 

' ohjecti' e~ (Bass. 1 Q85 ). Leaders "ho displa~ a transactional leader~hip s~ le define and 

Bass and A\·01io. IQ<Xla: .a\,olio. \\·aldman and Yammarioo. JQqJ : \1e~er and Botha. 2000). 
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Transactional leadership occurs \\·hen leaders approach followers either to correct a problem 

or to establish a~ agreement that will lead to better results. Additionally. transactional 

leadership concerns the style of leadership whe~ the leader makes work beh&\'iour more 

instrumental for followers to reach their own existing goals "hile concurrcntl~ contributing 

to the goals of the organisations (Brand. ~' al .. 2000). Transactional leaders arc suited to a 

more stable business environment " ·ith linle competition" as characterized b~ the husinc~s 

arena prior to the 1980s (Tichy and De\·anna.. 1986). In a stahle en\·ironment. transactional 

leaders manage "hat they find and lea\·e things much as they found them \\hen they mo\·e on 

(Ho\\·ell and A \·olio. 1993). Ho\\C\er. the current compctiti\·e husine~s en\·ironment requires 

a ne" st)·le of leadership in order to ensure the organisation· s sun i\·al and perfonnance. 

r.imely transformational leadership (Bass. 1985 ~ Brand. et al.. 2000). 

2.2.2 Transformational Leadenhip 

The ditTerence bct\\CCn transformational and transactional leadership lies in the \\a~ of 

moti\ ating others. A transformational leader" s heha\ iour originates in the per~onal 'alue~ and 

beliefs of the leader and moti\ ates subordinates to do more than expected (Bas~. 1 Q85 ). Bums 

( 1 Q78) identified transformational leadership as a process "here. hone or more persons 

engage\\ ith others in such a , .. a~ that leaders and follo\\ers raise one another to hilfler le, els 

of moti\·ation and moralit\ ·· . .. 

For transformational leadership st) le. the follo~·er feels trust admiration. loyalt)· and respect 

to\\·ards the leader. and is moti\·ated to do more than " ·hat \\·as originall~ e'.\pected to do 

(Bass. 1 Q85: Ka°f & Kahn. 1978). The transformational leader moti\·ates h) making follo\\·er 

more a\\ are of the importance of task outcome~ inducing them to transcend their o~n self· 

interest for the sake of the organization or team and activating their higher-order needs. He 

encourages follo\\·ers to think criticall~· and seek new ways to approach their jobs. resultin1 in 

intellectual stimulation (Bass et al.. 1994 ). As a result. there is an increase in their le,·el of 

performance. satisfaction. and commitment to the goals of their organization (PodsakofT ~' al. 
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I 996). 

Bass (I QQO). proposed four behaviours or components of transfonnational leadership to 

include charis1na~ inspirational moti\·ation. intellectual stimulation. and indi\·idual 

consideration. 

Charisma. or idealized influence or attributes. is characteri1ed h~ \ 1s1on and a ~nse of 

mission. instilling pride in and among the group. and gaining res(lCCt and trust (I lumphrey~ & 

Einstein. 2~3). Charismatic beha,·iour also induces follo\\ers to go hc~ond ~If-interest for 

the good of the group. pro\ iding reassurance that ohstacles \\ill he O\ ercome. and promoting 

confidence in the achie\ement and execution influence (C~onger and Kanung0. 1998: •fo\\ell 

'1.1d Frost. 1 Q8Q) and follo\\ers place an inordinate amount 0f c0nfidence and trust in 

charismatic leaders (H0\\ell and :\\olio. 1991). 

lnspiratil'•nal moti\ation is usuall~ a ''"'mpani0n 0f chari~a and is concerned \\ith a leader 

setting higher standards. thus hecoming a sign of reference . Bass ( 1985 ). pt"'ints out f0llt)\\e~ 

kx1k up h"' their inspiratit.,nal leader as one pro\·iding emoti0nal appeal to increase 3\\ areness 

and understanding of mutuall~ desirahle goals. This is characterized h~ the communication of .. 
high expectations. using s~ ml~)ls to focus efT,1rts. and expre~sing important purpose in simple 

\\a~ s. The leader al'' a~ s heha\·es talking optimisticall~ about the future. articulating a 

compelling \ision fi."r the future and pro,·iding an exciting image of organizatit."'nal change 

(Bass and A\olio. 1994). The moti\ation occurs by providing meaning and challenge to the 

' follo\\ers .. " ·ork: indi,·idual and team spirit are aroused and. enthusiasm and optimism are 

displayed. The leader encourages follo\\'ers to envision anracti,·e future \tatcs. for the 

organization and themsel\·es (Bass et al. 1997). 

Intellectual stimulation pro,·ides follo\\·ers " ·ith challenging ne" ideas and encourages them 
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to break a\\·ay from the old ways of thinking (Bass. l 98S). The lea<kr is characteri1cd as one 

pnlmoting intelligence. rationality. logical thinkina. and careful problem ~ol\' ing . The 

attributes in~lude seeking differing pcrspecti\·es when sol\'ing problems. suggesting ne\\ 

\\a~ s l,f exa111ining how to complete assignments and encouraging re-thinking of ideas that 

ha\e nl1t been questioned in the past (Bass and Avolio. 1~4) . The leader encourage~ the 

follo\\·ers to be innovative and creati,·e by questioning assumptions. reframing prohlems. and 

approaching old situations in nc\\· "ays. 

Finally. the founh dimension of transfonnational leadership i~ .. indi\ idual consideration .. 

~·hich is concerned "ith de, eloping fl..,.llo,,ers hy coaching and menh,ring ~Bas.~. 1 Q85: Rass 

l... . .\,,1fi,,. JQQO). The leader pa~s close attention to the inter-1ndi,idual ditTerence~ among 

the fl1lk)\\ers and act as mentor to the f01lo\\er . He teaches and helps others de,elop their 

stren21hs. and list~r\s attenti,eh to others·· concerns (Bass and ·"'''lio. )Qq4) . Follo"er~ are - . 

treated indi' idual h in order to raise their le' els of matur1t' and t0 enhance efTecti\ e "a'\ 0f . . . 

addressing their goals and challenges (Ba~"· 1 Q85). 

Some ~\)mmon characteristics 0f transf{)nnational leaders are : the~ sec themsel~·cs a-.~ \:hange 
~ 

agents: are \ ·isi,,naries \\ho ha\e a high le, el of trust in their intuition: are risk-tak~ hut not 

rC\:kless: can articulate core values \\ hich guide their O\\TI heha\ iour: ha\·e e~certional 

C('gniti\e skills and deliberate hefore taking actioo: believe in people and sho" scn~iti,·i~ to 

their needs: and. sho\\ flexihilit) and an opennns to learning from e'perience ( Lus~icr. R .. 

' 2004 ). Transfonnational leaders are usually charismatic: ha,·c articulate , ·isions: are 

considerate and anenti\ e to follo\\·crs' nttds and motivations: and ha\·e ~k i II~ and abilities 

that influence f0llo~·crs to share their \ ·ision. Tbere is a lot of ~rch hehind thi~ popular 

leadership thcor)· ("Sorthouse. 1 ~7. p. 144 ). 
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S\',nie lin1itatillns in~lude the tcnden'y for supporters of thi~ th~or~ to ~e the leader a' the 

t~xus l,f all c'changes rath~r than in an interdependent pn"ess '' ith fnllo" ers It i' a difficult 

~hallcn~e h' train leaders to he transfonnational and 'i,i,1na~ . It can al'n he ~en a\ 
.... 

auhX'ratic in that one person's \'ision hecomes the standard f(,r the nrgani1atit,n . There ''al"' 

a strl'ng attachment to charisn1atic leadership '' hich highlight~ trait the,,~ ~,,n1pt,ncnt(\ and 

usin~ ~1 'arict~ '"f n1eans. 

' these leaders attempt tf' ele,ate the needs ,,f the follo\\er in line "ith the leader·s <'"" 2oal~ .... 

helie\e that transt~1miational leaders also ha\e the abili~ f(' align penple and the s~~tem~ ~"' 

there is integrit~ thn."'ughout the organ1sat1on . Moreo,er. transff,rmati,"'nal leader~ are 
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rcsponsihle fl'r rnotivating their crnployecs 10 go hcyond ordinary cxpc,tation' hy apfM!al ing 

h' their hi~hcr order needs and n1oral value~. Thi~ leadership ha~ Cf'n4'i,tcntl~ "'h"\'" .... 

is r,,siti\el~ (,,nnc(tcd \\ith leader,· cffc(ti,ene~~ tBa''· J4Q~) . Rc,car(h h~ Pn111n an\1 
... 

transa(ti.Jnal leadcr~hir~ theret~'re the'e t\\\) leadership st~ le" arc n.1t mutual I~ c'(lu'-i\C. a' a 

' The transt~~rmati,"'nal leaders arc pr .. )a(ti\C in many different and unique \\3~ s The~ leaders 

maturit~ le' cl \)f the needs .. ,f their a5'sc":iate~ (from securit' needs t•' needs t~..,r a' hie\ cmcnt 

and self-de\el .. ,prnent) . The' (OO\in(e their associates to stri'e t~'r a hi.iher le,cl \~f 
~ 



achie\'ement as \\·ell as higher le\·cls of moral and ethical standard~. Through the 

' 

de\·elllpment of their associates. they optimize the development of their Ofll&ni1ation as "·ell. 

High perfi.,nning ass~iates build high performing organiz.ations. 

HO\'J.ler and Potter (I 997) extend the notion of transfonnational leadership to idcntif~ \e\Cn 

key competences of ·~scendent leaders··: those able to engage the emotional \uppor1 of 

their follo\\·ers and thus efTecti\·el~ transcend change. The competences identified are ~tting 

direction. ~ning an example. Ct)mmunication. bringing out the hest in reople. heing a leader 

\\ho is a change agent and pro\ iding decision in a crisis and amhiguous situations . 

The a~1,·e beha\ iours of the transfonnational style of leadership are C()ntra.~ted to a pa~si\ e. 

: .• eftecti\e laissez-faire leadership s~ le. \\here no attempt is made h~ the leader t.:) moti\ ate 

"as identified h~ Rass and . .\\olio ( 1QQ4) in the Full Range Leadership [)e,elopment \t0del 

a..' a non-transactit"'nal factt)r. Furthennore. laissez-faire l~dership st~ le is characteri-.ed h~ 

leaders ''ho a\·oid decision-ma~ing. the pro\ ision of re"ards and the pr0\ isac•n '"'f ~""'~itl\ e or 

negati\e feedback to their suhordinates. Ytith the leader clearl~ abdicating re~ponsihilit~ tt."' 

others (Bass and A\olil.). JQQ7~ •~artog and \an Muijen. 1qq1. in \-tester. et al.. 1003~. 

Differenta aad ~imilaritia beht·eea tra•udiollal a•d tn•1for•atiotlal lead~nllip 

Transactional leadership ha~ been the traditional model of leadership \\ith it~ roots from an 

' organisational or business perspecti,·e in the 'bottom line". Stephen Cove~ •litin@ in 

·Principle-Centred Leadership· suggests that transformMional leadership ·· ... focmes on it. 

·top line ... and otlers contrast ~·een the ~·o (a 1election being): 
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-·-- - - ·- -- - - - - ·--- -·---
Tnnsactional leadership 

--

r Tn sformational Leadenhip 
I 
I 

.......___ - - -- - ----·-- - -- ---- - -- ........ - · - -- - - ·-- - ·-
Builds ,ln rnan·s nc..-cd tll i.zet a ioh done and · Buildsl'naman·sncedformean1ng 

~ . 

~ --·· --- ----- - +--- - - . . - - - · - - -

Is pre,~cupied "ith JX'"·cr and ~'sition. Jl''litics Is preoccupied \\ ith purpt,,e~ and 'alue\. 

and per~s 

- - -· - -- ---- -------·-- - · - -

Is mired in Jail~ atlairs Tran~cends daih atlair' 

----- - _______ _..,_. __ . __ ____ _ --- ·- -- --- -

Is shl,n-term and hard d~1ta ,,rientated Is orientated '"" ard lnng-term gnal~ "1thout 

compr,"'mising human \alue' and principles 

----- - --- - - -- --- ·- ----- - .. ..... - ----

- - - - - - __ ___._ - -- -- ------ --- - - - - - - - --- . -- .. 

h.elies ''" hurnan rclati,,ns "' luhri~ate hun1an Relea~s human P..'tent1al -- 1dent1f~ 1ng and 

. . 

inter J~t1,,n, 

- - ----- -- - - _,. ___ --- ---- - - ---

r,,11,,\\S and fulfil· .,,Je e're~tati,,ns h~ strl\1ng l)esign' and redesign' 

mcanin~ful and ~hallcn~in~ 
~ ~ ~ 

- - - --

SupJ".'rl' stru~ture' and '~'tern' that rc1nfr,r~e Aligns internal stru(tures and ''stem' ..-.... 

- · - - ~ ---- - - ------------- - · - -

2.2 [mplo~·ee c·ommitment 

A "ide 'ariet\ ,,f defin1ti,)ns and measure of organizational 'omm1tment c'"~t- Beckeri. 

' Randal. and Riegel (I QQ5) defined the tenn in a three dimension~ : a stron1.1 de,1re to remain a 
.... 

mem~r ,,fa parti\:'.ular organization. a "ilhngness to exen high le\ els of etlort~ on hehalf of 

the organization and a define helief in and acceptabilit~ of the 'alue~ and goal~ of the 

To 'orth,raft and 'eale (I QQ6'). comm1tment i~ an attitude retle,ting an emplo~ee'" 
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lo\'alt,· to the organization. and an ongoing process through which organization memhc~ . . 
. 

express their Cl'nccm fr)r the organization and its continued success and ''·ell hcing . 

tlrgani1atillnal Clltnmitment is determined hy a numhcr of factor. including pcr\onal 

factors \e.g .. age. tenure an the l'rganization. disix,sition. internal nr C:\tcrnal control 

attrihuti,,ns): organizational factors (ioh design and the leadcr~hip ''~le nf nne\ 

super\ isllf)~ non-organizational factors (a\ailability of altcmati,·es) . ,i\ll these things atlect 

subsequent commitment (~0rtcratl and ~calc. 1 QQ6 ). 

~to" Jay. ~orter. and Steer ( 1 Q81) sec Cl'mmitment as attachment and lo~ alt~ . The~ 

authl'rs de~rihe three comf)\)nents l,f Cl'mm itrnent : an ident i ficat inn '' ith the g0a I~ and 

\alues ,)f the organi1atil1n. a desire to hcll'ng to the <'rgani1atinn: and a '' ilhngness to 

:\ sirnilar detinit1 ·"'l l''f c .. ,mn1itment emphasizes the importance nf heha\ if'Ur in (feating it . 

hl1unJ h' his actions and it is these action~ that sustain his acti\ ities and in\ nh cmcnt F rnm 

this detiniti('n. it can he inferred that three features nf heha\10ur are imJ"'rtant in hinding 

indi' iduals h.., act : 'isihilit~ ,,facts. the C:\tent to "hich the nutcomes are irre,ocahle: and the 

degree h.., \\ hi~h the pers .. 1n undertakes the a~ti'-1n \Oluntaril~ . To Salancik therefore. 

~ommitment can he increased and harnessed to obtain supJ".1rt for the 0rganizatinnal end' and 

interests through such things as participation in decision-making. 

Ba.~d ,..,n the multidimensi(lnal nature of organizational commitment there is gro\\·1ng 

' supfl<.1rt tl1r a three-component model proposed b~· \fe~er and ·"lien ( 1QQ1 ). All three 

com~"'nents ha\ e impli~ations for the continuing participation of the indi' idual in the 

organization . The three components are : 
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AfYectil·~ Commltme t involves the employees'emotional attachment to~ identification " ·ith. 

and in\ oh·ement in the organization. Affective commitment shows the le\·el of employee 

attachn1ent \\·ith the organization including beliefs. " ·illingness and desire regarding 

organiLational goal achievements. Affective commitment of employees to"ard the 

organi1ation has three different shapes; one is identification. second is fonnation and third is 

maintaining. In affective commitment emotion for the organi1ation is formed at the 

beginning stage. follo"'ed hy identification of emotions "ith the organi1ational goals and 

objecti\·es and finally maintaining these emotions to"ard the organization . Therefore Jaros ct 

al. (I QQJ) says that atlecti\·e commitment of employee is a psychological attachment "ith the 

organi1ation . Atl~ti\·e commitment has close relationship \\ith the personal characteri~tics 

a., age. gender. tenure. and organizational characteristics. 

Contiauan~ Commitment in\ohes commitment hased on the co~ts that the employee 

associates \\ ith lea\ ing the '°'rganizati<",n . Emplo~ces ha\e different stake~ henetits anached 

\\ ith their organizati0n \\ hich are gi\ en tn them at the time of retirement. It is called 

continuous commitment or emotional attachment of the employees. Continuous commitment 

is based on the Becker's Bet theory (I Q60) " ·hich state that employee made long in\·estment 
..._ 

of time in the ('rganization and lea\·ing the organization gi,·e loss. therefore emplo~·ee sho" 

intention to sta~ \\ ith the organization. The in\i·estment of emplo~·ee in the organi1ation 

includes time. \\Ork. etTon. ahilities and relationship \\·ith other emplo~·ees "hich cannot 

found in next joh. Therefore the turno\er of the employees remains lo"· in the organiz.ation 

' and o\erall there is a positi,·e effect on the performance of the organizations. This is also 

psychological attachment of employee "ith organiution because employee percepcion of 

loss. Major \ ·ariables associated " ·ith the continuous commitment are in,·estment and 

altemati\·e employment. 
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ormative Commitment invol\·es the employees' feelinp of obligation to ~tay within the 

. 
organi1ation. Nonnati\·c commitment is referred to the loyalty to the employee ''·ith the 

organi1ation and employee has obliged feeling toward the organization. ()hli~ations arc 

de,·elopment in the employee .. \\Jhen an employee kno\\·s about the in,·estment of organi1,ation 

on hirn her. In the starting stage of feeling of obligation. cmplo~ec has kno,,.n ahout 

organization time and money in\'estment on his/ her training. This e\tahli~h a feeling of 

remain ,,·ith organization ,,·hich is also called moral commitment. 

The employee relationship '' ith the organization ,-anes from emplo~ee to emplo~ec and 

reflects ditTerent degree of attachment '' ith the organi1ati0n. It is possihle one empl0~ ee has 

r.ore atl~ti\e C\'mmitment "hile 0ther do not ha\e. also possihle that fe,, empl0~ees ha\e 

atTecti\ e and normati\ e commitment tO\\ ard the 0rgani1ati0n and do not ha\ e continuou~ 

Cl'mmitment. Then!ft're the degree 0f emplo~ ee attachment '' ith the t°'rgani1ation changes 

from person to person. 

Guest (1991) concludes that high organizational commitment as associated \\ith lo\\er 

turn''' er and absence. hut there is no clear link to pcrfonnance. It is prohahl~ "isc not h"' 

expect to<.1 much from commitment as a means of making a direct and immediate impact on 

performance. It is not the same as moti\·ation . Commitment is a broader concept and tend~ t() 

"ithstand transito~ aspects of an employee's job. It is possible to be dis~tisfied "ith a 

particular feature of a joh "hile retaining a reasonabl~· high le,·el of commitment to the 

organization as a ''hole. \\·hen creating a commitment strateg). Ann strong. 1 qqq asserts that 

··it is di tlicult to Jcny that it is desirable for management to ha\ e defined strategic goals and 

\·alues .. ~nd it is equally desirable from management point of \ ·ie\\ for emplo~ ees to beha\'C 

in a \\ay that support those strategies and \'ah1es:· Creating commitment includes 

communication. education. training programme~ and initiati,·es to increase in,·oh ement and 

o\\·nership and the de\'elopment of performance and reward management S)'Stcms. 
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Studies on commitment have provided strona evidence that affective and nonnative 

' 
commitments are positively related and continuance commitment is negati\·ely connected 

"ith organi1ational outcomes such as pcrfonnance and citi1cnship behaviour (J1ackcn. 

8\Cill. and HandsdotT. I 994: Shore and \\'ayne. 1993) . .. 

Dornstein and Matalon (I Qq8) describe eight \ '&riablcs that are rele\ ant to organizational 

commitment. These arc interesting \\Ork. co\\·orkcr's attitudes to\\ ards the organi1ation. 

organizational dependency. age. education. emplo~ment altemati\·es. attitude of famil~ and 

friends. Th~ \ ·ariablcs explain 65°10 of the \·ariance in organizational commitment . (ilis~n 

and Derrick in Ade,·emo and .~remu (I Q99) in their stud\ of 319 human sef\ ice organization . .. 

\\Orkers anal\-zed the etTects of multiple predictors (joh. organization. and \\Orker 

~.1aracteristics) l'" satisfaction and commitment. The~ sho\\ed that skill \arie~ and role 

amhiguit~ are hest predictors of satisfaction. \\ hile leadership and the organ11ation·~ age are 

the hest predich '"~ of commitment. Ellemer. Gilder. and Heu, el ( 1 Qq8) fl"'Und that 

background \·ariahles as gender. le,el of education. or team size \\ere not clearl~ related t0 

three fonns of commitment. :\deyemo ( 2000) reported a positi,·e C()rrelati<"n heh\een 

educatil'" and organizational commitment. ln'ing. Coleman. and Cooper ( 1 Q<)7) found that 

age \\3.S not related to organizational commitment. \1e:yer and Allen (1984) earlier argued 

that age might he correlated ""ith commitment b~ postulating that it scn·es ~ prox~ f0r 

seniority that is asS<.1Ciated \\ ith opportuni~ to bdter one's position in the " ·ork . On the i~sue 

of gender. \1athieu and Zajac ( 1990) reponed its relationship to organizational commitment. 

Similarly. it '-"·as found hy ln·ing. et al. ( 1 Q97) that the men in their sample had higher level 

. ' of comm1tmcnt than the \\·omen 

Martins and Sicholls in Mullins ( 1999:813) ,-i~· commi1ment as encapsulating b)· Maivinl all 

of yourself \\·hile at ~·ork~·. This commitment entails things as u~ing time construc:liwty. 

attention to detai I. making that extra effort. accephn1 change. co-operation " ·ith othen. ~If 

development respecting trust. pride in abilit~ wking improvements and giving lo~·al 
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support. He says that there arc three pillars of commitment and they include: 

(I) A sense of belonai•I to t e oraaaizatio• 

This builds upon the loyalt)· essential to successful industrial relation~. The sense 

of belonging is created by n1anagers through ensuring the \\orkforce i~ infonned. 

in\·ol\·cd and sharing in success: 

(II) A sense of excitement in the job 

lmpro,·ed results \\·ill not be achie,·ed unless "orke" can al~ feel a ~nse of 

e:\citement a~.'ut their \\Ork "hich results in the moti\ation to perform " ·ell . Thi~ 

sense "'f e:\citement can he achie\ed h~ appealing h1 the higher-le\el need~ nf 

pride. trust and accountahi lit~ for resu Its: and 

(Ill) Confidence in management 

The senses (lf hell1nging and e:\c itement can he frustrated if "0rker~ do n0t ha\ e 

respe'\:t for. and confidence in. management leadership. This re~pect •~ enhanced 

through attention t(' auth('rit~. dedicati0n and competence . 

. .\ large measure of the success of the companies studied deri,·es from their maMgelJlent 0f 

people and from creating a climate for commitment. For example: .. if people feel tru~ted. the~ 

"ill make extraordina~ etTorts to sho" the trust to he \\arTantcd· . Ho\\e,·er. creating 

commitment is hard . It takes time. the path is not al\\·ays smooth and it requires dedicated 

managers (Mullins. I QQq:S 13 ). 

' So•rca of Commitment 

Hellriegel ( 200 I : 56') argues that as \\ ith job satisfaction.. the sources of organiz.alional 

commitment may \a~· from person to person. Employees· initial commitment to .,. 

organization is determined largely by their indi,·idual characteristics (e.g. pcnonalit)· and 

attitudes) and how \\Cll their early job experiences match their expectations. 
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Later, organizational commitment continues to be influenced by job experiences. " 'ith many 

of the same factors that lead to job satisfaction also contributing to organi1ational 

commitrnent or lack of commitment: pay, relationship5 "·ith supervisors and co-"orkers. 

'"orking conditions. and opportunities for advancement. (),·er time. organizational 

commitment tends to become stronger because indi\·iduals de\·elop deeper ties \\ ith the 

organization and their CO-\\'Orkers as they spend more time " ·ith them: seniorit~ often bring~ 

ad\·antages that tend to de\·elop more positi\'C attitudes; and opportunities in the joh market 

may decrease with age. causing "·orkers to become more strongly attached to their current 

job (Hellriegel. 2001 :55). 

Relation to .Job Beha,·iour 

~ .anagers are interested in the relationships bet\\een organizational commitment and job 

beha\ iour because the lack of commitment often leads to lo" tumo\cr. The stronger an 

employee·s c'-1mrn•tment is to the organization. the less likely the person is to quit . Strong 

commitment is also correlated \\ ith lo" absenteeism and relati,·el~ high producti\ i~ . 

. '\ttendance at \\Ork (heing on time and taking little time ofl) is USUall~ higher for employees 

"ith strong organizational commitment. Moreo,·er. committed indi,·iduals tend to he more 

goal directed and \\aste less time \\hile at \\Ork. \\hich has a positi\·e impact on producti\it~. 

Effecti\e management can foster increased commitment and lo~al~ to the organi1ation 

(Hellriegel. 1001: 5.i ). 

Strategies for lncrea..~ing Employee Commitme•t 

There arc many }ays to build employee commitment and employers often fail to realize that 

some of the most effecti\'C things they can do to develop and sustain moti\ ated. committed 

emplo)ees costs , .el) little or nothing at all. ~el900 (1999:01) proposes the po"·er of the fi~ 

I as bclo"·· 
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Interesting work. No one wants to do the same boring joh over and over. day after 

day. \t1l)reo\'er. \\'hilc any job \viii always require some boring. repetitive tasks. everyone 

should ha\·c at least a pan of their job be of high interest to them . 

Information. Information is ~\\· er. and employees \\·ant to he cm po\\ ercd \\ ith the 

infomlation the\' need to know to do their johs hetter and more etTccti\el~ . Further. more . 

than e\·er .. employees \\·ant to knO\\ .. hO\\ they are doing in their johs and ho\\ the compan~ is 

doing in its business. l)pen channels of communication in an organi1ation allov. cmplo~ccs to 

be informed .. ask questions. and share information. 

ln,·ol,·ement .. ~tanagers today are faced \\ ith an incrcdihlc numher of opportunities 

and problems and. as the speed of business continues to increase dramaticall~. the amount of 

L.ne that the~ ha\c to make decisions continues to decrease . In\())\ ing empln~ecC\ in 

decisi(,n-making. especially \\hen the decisions atTect them dirtXtl~. is hoth respectful and 

practi~al. Those ~I "'~st"-' the prohlem typicall~ ha\e the hest insight as to \\hat to do . A(\ one 

in,·ol\e others. one increases their commitment and case in implementing nc'' ideas or 

chan~e . -
Independence. Fe" en1pl,)~ees ''ant their e\e~ action t0 he closel~ monitored . \fo~t 

empl,)~ ees apprcc iatc ha' ing the fle'.\ibi lit~ to do their j0bs as the~ see fit. Gi\ ing pcorle 

latitude increases the chance that they '' i II pert\."nn as one desires .. and bring additi("'nal 

initiati\ e. ideas. and energ~ to their j0hs. 

Increased ,- i~ihility. [\·e~·one apprC\:iates getting credit "hen it is due . Occasions to 

share the successes of emplo~ ees "ith others arc almost limitless. Gi\·ing employees ne\\· 

. . ' ' opportun1t1es t0 pertorm. learn. and gro\\· as a form of recognition and thanks is hight~ 

moti\ ating for most people. 

\1ullins ( 1QQQ:8I5) concludes that a high le\·el of employee commitment implies \\illingness 

to \\Ork for the organization·s benefit: but that its continuation depends on the reciprocal 
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commitment by the organization to its members. In the current industrial climate. there needs 
. 

to be concern not only for producing goods or services. but also for the encouragement of 

innovati\·e. cxrloratory and creative ideas that go beyond y.·hat can he prescribed for the joh. 

and for the arplication to "·ork of intuiti\·e as y.·ell as explicit knoy.·lcdgc. These multiple 

llbjecti\·es can only be achieved if managers consider. y.·ith care. exactly "hat kinds of 

commitment they are aiming for. and design policies and practices according I~. 

2.J Organisational Culture 

Organisational culture has assumed considerable importance in the .21 \t century. hecause of 

its impact on emplo~ce perfonnancc and job satisfaction. It is the imperati\e of e\ef) 

organisation to understand its O\\ n dynamic culture so that managers can capitalise on the 

i· .sights generated b~ the cultural perspecti\ e to '' ield greater contr0I o\ er their 

organisati'-1ns. The culture of an organisati(ln has an important impact on its perfonnance . 

\\'ith the ever - changing technolog~ and fa~t - raced husiness arena. companie~ toda~ are 

grappling to find ne'' and in no\ ati\ e ''a~ s of impro\·ing perfonnance "ith the min 1mal 

addition of cost. \tan~ companies ha\ e no" turned to exploring the sociol(lgical a~pcct of the 

business in order to impro\e profitahilit). Culture is one aspect that is not tangihle. yet it 

pla~ s a \Cry important role to the success 0f an~ business enterprise. 

What i~ oraanizational culture? 

There is no single definition for organizational culture. The topic has been ~tudied from a 

\ariety of perspe'9i\es ranging from disciplines such as anthropolog) and ~iolog)·. to the 

applied disciplines of organizational bcha\·iour .. management science. and organiz.ational 

commitment. The follo"·ing definitions arc views of authors from the applied Kience5 • 

disciplines and are more rele\·ant to the scope of this research document. 

Robbins (2000:34) postulates that culture. as a conce~ has had a long and chequered histon· . 
., 
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In the last decade, it has been used by some organizational researchers and managers to 
. 

indicate the climate and practices that organiz.ations develop around their handling of people 

l'r to refer to the espoused \·alues and credo of an organization. 

Schein (I QQQ:200) defines culture as a pattern of shared basic assumptions that the group 

learned as it sol\1ed problems of external adaptation and internal integration that has \\orkcd 

"·ell enough to be considered \·al id and .. therefore .. to be taught to nc'' memhcrs as the correct 

" ·ay to perceive .. think .. and feel in relation to those problems. 

~ullins (I QQQ:53) defines organizational culture as the coll<!\:ti0n of traditions. \ ·alucs. 

beliefs. policies. and attitudes that constitute a pel"\·asi\·e context fore\ erything one does and 

thinks in an organi1ation. As"athappa (2003:479) refers to culture as a. --<:omple'.\ "hole 

"hich includes kno\\ ledge. hel iet: art. morals. la". custom. and 0ther capahi Ii ties and habits 

acquired h~ man in a societ) ··. 

Collins and Porras (1000:338) state that organizational culture refers to a system of shared 

meaning held b~ members that distinguish one organization from other organi1ations. The~ 

belie,·e that these shared meanings are a set of ke)· characteristics. and that the orp~ization 

\·alues and the essence 0f an organization's culture can be captured in se\·en pnma~ 

characteristics. These characteristics are: 

lnno,·ation and ri5k - taking. The degree to \\·hich employees arc encouraged to be 

inno,· ati~·e and take risks: 

' Attention to detail. The degree to " ·hich employees are expected to exhibit precision 

anal' sis and attention to detai I: ,; 

Outrome orientation. The degree to which management focuses on results or 

outcomes rather than on the techniques and processes used to achie\·e those 

outcomes: 
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People orientation. ·rhc degree to which managen1cnt deci~ions take into 

CllnsiJcratil'" the ctTcct of outcomes on people \\ ithin the organi1atinn: 

Team orientation. The degree to which \\Ork acti\'ities arc organi7cd around team\ 

rather than indi\ .. iduals: 

Ag~ressi,·ena~. The degree to "hich people arc aggrcs~i' e and cnrnpctiti\ e rather 

than easygoing: and 

Stahili~·. The degree h' "hich organizational acti\ ities c1nphasi1e 1na1nta1n1ng the 

status quo in ,,,ntrast h' gr,1\\ th. 

~h:h ,,f these ~haracteristics c'ists (ln a ,,,ntinuurn frflm In'' "' high . :\pprai~ing the 

ultun:. 

:he high I~ spc~ific. \1,,st dctiniti,,ns refer tn ,«,me s0rt ('f \alucs. hclicfs. and attitude' that arc 

held h' indi\ idual' and the ,,rcani1atinn . 
~ 

l -pt)n c),,sc c'an11nath'n '"-.,f the definitions. it can he assumed that there e'.\1st~ a general 

agreement that '"rgan i1ational culture comprises common he liefs. attitudes. and 'alues. These 

'alues acct:,rd1ng. h1 \ f '"'f'rhead and (rri tlin ( 1 qq5 :616 ). he Ip emplo~ ees understand ho" the~ 

The cultural " ·eh 

\1ullins (I QQ9:806) prc~nts a cultural " ·eb. as illustrated in the figure helo". It brings 

together di tTerent aspects for the anal~ sis of organizational culture. 
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The cult ral eb of a oraaaization 

Source: \ ·tullins ( 1 QQQ:806) 

The different aspects "'f the cultural "eh are as foll0"·s: 

Routinn-the \\a\ s that memhers of the organization heha\ e to\\ard~ each other and 

t('\'ards th"'se outside the l'rgani1ation and "hich make up hf'" things are done 0r ho" 

things shl"uld happen: 

Rituals -the special e\ ents through \\ hich tM organ1zat1on emphasize~ "hat is 

particularl~ important and can include formal organizational proces~s and infonnal 

processes: 

Stories- h.'ld h\ members <'f the organization "hich emhed the pre!tent and flag up 

important e\ en ts and personalities. and ~picall~ ha\·e to do "ith slk:ce~s. failure~. 

heroes. \ i llains. and ma\ cricks: 

S~·mboh-sttch as logos. 0ffices. cars. titles. t}'J>C of language or term in('\)~ commonl~· 

used "h ic h hecomes a shorthand representation of the nature of the organization: 

Power !tru~tura- the most po\\·erful individuals or groups in the organization which 

may be based on management position and 9eniori~·. hut in some organir.ations_ 

power can be lodged "ith other le,.·els or functions: 
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Control Systems- the measurement and reward systems that emphasize what it is 

. 
important to monitor, and to focus attention and activity upon ~ for example, 

ste\\ardship of funds or quality of service: and 

(lrganization structure-which reflects power structures and del incate important 

relationships and activities within the organization. and in\ol\'cs both formal structure 

and control and less formal systems. 

·"" of these aspects. " ·hich make up the cultural Y•eb .. help define and de\elop the culture of 

an organization. An organization·s culture can be disseminated h~ analysing each aspect of 

the cultural Y.eb. 

Tbe importance of organizational culture 

\1ullins (I QQQ :807) attests that culture helps to account for \ariations am0ng 0rganizations 

and managers. lx"'th nationally and intemationall~. Culture helps to e'.\plain '' h~ different 

groups of people percei\-e things in their O\\ n "ay and perform things di fTerentl~ from other 

groups. Culture can help reduce complex it~ and uncertaint). It pro,·ides a con~i~tenc~ in 

outlook and \'alues. and makes possible the process of decision-making. co-<."'rdinati0n and 

control. .. there is nothing accidental about cultural strengths .... there is a relationship 8erneen 

organizational culture and its performance ... 

Saiyadin (2003:258) explains that culture performs the follo\\ing functions:-

Culture supplemef ts rational management: creation of " ·ork culture i~ a time- consuming 

process. Therefore. organization culture cannot suddenly change the heha\·iour of people in 

an organization. Culture communicates to people through symbols. \'alue~ physical !Cttin~ 

and language. and. thereb~· supplements the rational management tools such as tcchno'°IY 

and structure: 

Culture facilitates induction and socialisation: induction is a process through ~·hich ne~ 
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.!ntrants to an organization arc sociali1ed and indoctrinated in the expectation\ of the 

'"rgani1ati,)n: its c~ltural nonns .. and undefined conduct. The newcomer imbihes the culture of 

the ,,rganiz.ati,)n. "hich ma~ invol\·c changin(Z his ... her anitude~ and beliefs to achae\ ing an 

internalised (,,nunitment to the organi1ation: 

Culture pr,,anotes a code of conduct: a stmng culture in an organ11at1on e'pltcitl~ 

communicates modes \,f beha\ iour "'' that people are conscious that cenain heha\ iour~ arc 

e!Xpected and others "ould ne\er be 'isihle. The presence 0f a strong culture \\0uld he 

e\·ident \\here members share a set of beliefs. \alues. and assumptions \\hich \\0uld influence 

their he ha' j,,ur in an in\ isihle ''a~. \\·here culture has heen fu 11~ assimilated h~ pe0ple. the~ 

persistent I~ indulge in a typical heha' i,1ur in a spontane,1us "a~ . Prnmntinn nf the culture of 

..-.• alit~ ~an he!lp J(hie\c good business results: and 

Suh~ultures ~"'ntrihute tl'' '"'rQanizati,"'nal di\ersit\: sub~ultures. and suh-~' ~terns '"'f 'aluc~ 
~ . 

and assumpti,,ns '' hi~h ma\ he based ,,n departmentali~ti0n. act1\ 1t~ (entres. or 

pe"°'plc \\ ithin the macr,, ''rganizati..-'n Suh-cultures can atTe.:t the organizath"n 1n man~ "a~' 

( i) the~ ma~ perpetuate and strengthen the existing culture: (ii) the~ ma~ promnte '~"mething 

(beliefs and \ alue') ")r ~('unter culture "hen in a difficult 'ituation . 

Culture and or2ani1.ational performance 

Denison ( 1 Q8.i) t~'und. in his stud~ nf 0rganizational culture. that comran1e~ "1th a 

participative culture reaped a return on in,estment. ~·hich a\·eraged nearl~ rn ice that of finns 

"'ith less effi.:ieJ .:ultures. His .:ondusion "'as that cultural and heha' ioural aspects of 

organizati,1ns "ere intimatel~ linked to both short-term perf0nnance and Jc,ng-tenn sun-i,·al 

A ba~ic problem in much management thinking and writin~ is an impatieoce in ~<'"in~ the 

great potential of organizational culture .. .\s~iated \\ith this is a hias for a premature 
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distinction between the good and the bad values and i~ trivialization of culture. 

\.'verstressing the roie of management and the employment of causal thinkina. 

Premature nonnati\·ity: the idea of good culture 

. ..\SS\\\:iated " ·ith the technical interest of optimizing means for accomplishment of goals is an 

underde\elopcd capacit) to reflect upon nonnati\·e matters. \rie\\ ing cultures as mean~ leads 

to evaluations of them as more or less ·good·. i.e. as uscfu I. "ithout consideration "hether 

this goodness is the same as usefulness or if usefulness ma~ be \e~ multidimensional. The 

more popular literature argues that ·good" or ·,,aluable" cultures - often equated "ith ·~trong· 

cultures - are characterized h\ nonns beneficial to the compan~. to custome~. and t0 

mankind and h~ ·good" perfonnance in general: 

Good cultun.'J art' chart1ct«·ri:ed h.\· norm.'i alki valw.'i .{upportn"l' of e\·cellen<e. teaml4·nrt 

profitohi/11y. hone.{ty. a Cll!Uomer .{('n·ice orienlalion. pritle in nne ·~ M·ork. and cnmm1tmen1 

to tli.: t>f)lc.1ni:a11on .\fo.'il of all. the.\ · are .tupportil'e of adaptahility the C<lf><K 11\ to thrn-e 

o,·er rht~ Ion~ run de.(piU' tat,w competition. ne"· re~ulatinn~. rw'\4 . tc<-hnn/0~1cal 

Je,·elopmenl.'i. a1kl the ttra11u n_l~rolt· th. f Ba~r. 1914() · I 0 J 

Good ~ultures are. according to this author. cultures that incorporate all g00d thing~ in 

peaceful co-existen,e .. ~lso man~ other authors cager to appeal to practitioners f~u~ on 

highly positi\e-sounding \irtues. attitudes. and bcha\iour claimed to he useful t0 the 

achie,ement of '('rporate goals as defined by management (e.g. Deal and Kenned~. 1 Q8~: 

Trice and Be~er. 198~). Kilmann et al. ( 1Q8S: 4) argue that ·a culture has a ~iti,·e implM:t 

on an 0rganizatio't " ·hen it points beha\lior in the right direction ..... ~ltemati,·el~. a culhft 

has negati\ e impact \\·hen it points beha,·ior in the wrong direction·. According to Wilkins 

and Patterson ( 1 Q8S: 272): "The ideal culture i§ chlrxterized h~· a clear assumption of equity. 

a clear sense of collecti,·e competence. and an ability to continuall~ appl)' the coll«tive 

competence tone\\ situations as well as to alter it when necessal'\. 
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The effects of oraanizational culture on perfor aace 

There are four vie,~s on the relationship between orpnizational culture on perfonnance: 

I Perhaps the most common one is the so-called strong-culture thesis. It has often been 

assumed that commibnent of an organization·s employees and managers to the same set of 

values. beliefs and nonns will have positive results - that the 'strength" of 'corporate 

culture· is directly correlated \Vith the level of profits in a com pan)· (e.g. Denison. I 984 ). 

Researchers adopting this hypothesis tend to place ne" kinds of human relations 

(involving employees in decision-making. allo"·ing them some discretion. de\·eloping 

holistic relations. etc.) at the core of organizational culture (e.g. Peters and \\'atennan. 

I 982: Ouchi. I Q8 J ). It is frequently argued that a distinct organizational culture 

contrihut~s to performance through facilitating goal alignment - a common culture make~ 

it easier tl' agree upon goals as ''ell as appropriate means for attaining them. There are 

also fll'siti\e etTccts on moti\ation - a shared culture encourages reople to identi~ "ith 

the organization and feel belongingness and responsibili~ for it it is assumed (Bro" n. 

:'! There are also. ho\\e\·er. researchers that suggest the re,·ersc relationship het\\een culture 

and performance: that high performance leads to the creation of a ·strong· cocporate 

culture (cultural homogeneity). It is possible that success brings about a common set of 

orientations. beliefs and \·alues. A panicular \\·orkplace spirit may de'\·elop and there ma~ 

be little incenti\·e or encouragement to question '\\·ays of doing thing~·. thus forming 

broad conscns1s and possibly conformism. This culture may be more than just a by· 

produ(t of high performances: \·alucs and meanings ma~ reproduce a successful 

organization and thus contribute to performances. It ma)· also be a source of COMerV•tism 

and a liabilit)· in situations calling for radical chanae. 
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_, :\flllther iJea dra\\s upon contingenc~ thinking to suggest that under certain c''ndition~ a 

particular t~ pe l,f culture is appropriate, c\·en necessary. and contrihute~ to cflic icnc\ . 

\\"il~ins and (luchi (I Q8.l).. ft)r example. consider culture an im~)nant r(gulalo~ 

mc~hani~n1 in l'rganizatillnal settings too comple' and amhiguou\ tn he controlled h\ 

traditi'-'nal rneans ( burcaucrac~ and the marlct). In corporate situati''"~ \\here thc\c mean~ 

('f regulati'-'n function \\·ell. COffl\'rate c"'ntrol as a distinct t~"rm i~ le~~ ~ign1ficant 

cultures that arc a~lc h' respt,nd tf' ~hangcs in the en\ 1r,,nmcnt . 4\uch ~ulture~ are 

~ulturcs · arc S4.:lf~, iJcntl~ supcri,)r. fhcre easil~ enters an clcn1cnt t~f taut'"'''"'g~ here 

Ar""'" n ( J ')~:') r~mar"-s. there are ,,r~anizati<."ns that are relati\ eh "tahle and fit \\1th a 
~ . 

It is \e~ ditli~ult tn 1n,estigate and te't these dl\er'e ideas. The relati,eh fe\\ ~'~tematK 

ideas ha\ e rC\:ei' ed mu(h empirical support ( Br0\\·n. I qq5 ~ ('al<"ri and Sam 1n. 1 QQ I. Siehl 

and \fartin. I QQO) Siehl and \tartin find imix1rtant meth0dof,,gi,al defi,1en,1e' 1n all these 

' ~tudies Jnd sugge~t that the idea l"'f a ~orporate ~ulture concept ,annot he hn~ed ~•mrl~ and 

tightl~ tf' ~nrporate results . 
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2.4 Oraanizational Performance 

Llne of the irnporta~t questions in business has been why some or~ani1ations succeeded " ·hile 

l'thers taileJ. <Jrganization perfonnance has been the most important is\uc for c\-el') 

l'rganization ~ it profit or non-profit one. It has been \·cry important for manager' to kno\\ 

,,·hich ta~tors influence an organization· s perfonnancc in order for them to take appropriate 

steps to initiate them. Ho\\·e,·er. defining. conceptualizing. and measuring pcrfonnanc.: ha\c 

not been an easy task. Researchers among themselves ha\·e different opinions and definitions 

of perf't."lrmance. \\ hich remains to be a contentious issue among organi1.ational re~archers 

(Barney. I QQ7). The ~entral issue concerns '' ith the appropriateness of' arinus approaches to 

the concept utilization and measurement of organizational perfonnance ( \'enKatraman & 

R manuiarn. I Q86 ). 

Dcfi111rio11 o( < )rf!a111:atio11al I'crf(,rniance 
. . 

Researchers anll1ng themsehes ha\e ditTerent l1pinions of perfonnance . Pcrf(,nnancc. in fa~t. 

~l,ntinues h1 be a c'-1ntentious issue aml'ng organi1ational researchers ( Ramc~. 1 QQ7, F nr 

example. according tl1 Ja\ier (2002). pcrfonnancc is equi\alent to the famous ~r~ fc~.-,n0m~. 

(.~000 ). ,1rgan i7ati,1nal pert(,nnance is the organizati0n · s ahi Ii~ to anain it~ goals h~ u~ing 

resources in an ctlicicnt and etlecti\ e manner. Quite similar to Daft ( 2000). Richardl"' ( ~001 ) 

defined nrganizatil'nal perfr)rmance as the ahilit~ of the organiTation to achie\e it~ goal~ and 

objecti\es. Organi1ati ... 1nal performance has suffered from not only a definition pr,1hlem. but 

also from a conce~tual problem. This is "hat Hefferman and Flood (2000) stated . 

The~ stated that as a concept in modem managemcnl organizational performance suffered 

from problems of conceptual clarit) in a number of areas. The first "as the area of definition 

"hile the second \\as that of measurement. The term performance \\as sometime~ confu~ 

with pn."lductivity. According to Ricardo (2001 )_there \\·as a difference bc~·een performance 
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and producti,·ity. Prllducti\·ity was a ratio dericting the volume of work completed in a given 

amount of time. Performan~c \\as a bnlader indicator that could include producti\ it~ a.\ \\ell 

a..' qualit). C\.lnsistcnc~ anJ llthcr fa,tors . In result oriented e\·aluation. producti\·it) mea~ure~ 

\\ere t~ pi~all) ~"'nsiJcn.'\i. 

Ri~ardo (200 I) argued that performance measures ~0uld include result-oriented heha\·ior 

( ~ritcrion-based) and rclati\ e ( "''rmati\ e) rncasures. edu~ation and training. concept' and 

instruments~ in~luding management de\clnpn1ent and leadership training. "hich "ere the 

nC'\:CS~ building ski tis and attitudes of perfonnance management. ~1encc. from the ah<'\·e 

literature re\·ie''. the t~rm ··pcrfi>r,,1anc<~ ·· ~hl~uld he hroader ha.~d "hi(h include 

etl~ti\enes~ etlicien~'. e~0nom'. qua I it~. ~onsisten~~ heha\ inr and normati\ e measure~ 

(Ricard\. 1001 l. 

The nc't is..,ue that \\J."\ ah\a\s a~keJ ah\,ut ,,rganizati,1nal perf(,nnance "as "hat fact0r~ 

determine ,)rgani1atil'nal ~ .rt~"rmance . ·\cc"~rd1ng h"' Jfansen and \\·emerfelt ( 1 Q8Q) 1n the 

husine~S roli~~ literature. there \\Cre t\\,, 1na_1,,r streams <.'f research \)0 the detenn1nant(\ '°'f 

,,rganizati~,nal perfl°"rmance . <)ne "a' ha~d on ec,"n<.'mic tradit1''"· emphas111ng the 

1mp<'nance of e"\temal mart..:et fach~r' 1n detennining organizati0nal perf<."'nnance . The other 

line of resear~h "as huilt l'n the heha\ h"'ral and S4X:ll"''"~gical paradigm and~~ 0rganizational 

fa~tors and their ·fit' "ith the en' in,nmcnt as the ma_inr determinant ,,f ~uc~e~~ -

The e~t"n0mic m,"'1el '"f ('rganizatinnal performance Jlff'' ided a range <'f major determinants 

'"'f organizational rr,"'fit \\ h1ch included : 

( i) Characterista~s •f the industl) in "hich the organization competed. 

(ii) The organization·~ p<'Sition relati' e to its competitors. and 

(iii) The quali~ of the finn · s resoorces. 

Orpniutional m,...Jcl of firm performance focused on (lf'[Wlizational factor~ \UCh M human 

resources pol~ies. organizatj()nal culture. and organintional climate and leadership ~· le~ 
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and producti\'ity. Producti\'ity ''·as a ratio depicting the volume 0f " ·ork completed in a gi\'en 

anll1unt l,f tirne. Pcrfornlancc \\·as a hroader indicator that c0uld include produ(ti\ it~ as ''ell 

as llualit~. c'"'nsistcncy and l'thcr t:1~tors. In result l1ricntcJ C\ aluatinn. prndu(ti\ it~ rnca\urc' 

( critcril'n-hascd) and relati\'c ( Ol'm1ati\ c) n1casurc~. edu(at ion and training. concert~ and 

instnnncnts. including n1anagcn1cnt Jc,cll'rn1cnt and leaJer,hip training. ''hich ''ere the 

nccess.af\ hui_lding skills and attitudes ,,f pcrt~"'nnancc n1anagen1cnt. Hence. fn,111 the ahn\e 

literature re\ ie\\. the tcn11 .. ,.,(·rtonna'k(' .. slh'uld he hr,,aJcr ha4'cd '' hich include 

Ii ne ""f research '' Js hu ilt ,,n the heh a\ 1' 'ra I 3 nd " ... xi,, 1. 'g 1 ca I pa rad 1 ~n1 and "-cl\\ l"'rgan 11at1 '"'na I .._ 

f i ~ Charactl."'istic~ (lf the industn in\\ hich the organizatic'n c.:,mpeted. 

resources pt1licies. organizational culture. and l1rganizational climate and Jeader~hip s~ Jes. 
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.~nother study by Chien (2004) found that there were five major factors dctcnnining 

'-'rganizati(lnal pert\.1rmance, namely: 

( i) Leadership styles and environment. 

(ii) Organizational culture. 

(iii) J,,b design. 

( i\·) Model of moti,·e. and 

(') Human resource J")licies . 

. \feasuremt'nl o( < >~c.1ni:tllional I'«'rforn1anct"' 

Pre\ '''US research had used man~ 'ariahles h' measure organi7.ati(.'nal performance_ These 

, ·ariables include protltahi lit~. gross pn,fit. return 0n asset ( R(l.\ ). return 0n an\ estment 

(ROI). return "'n equit~ tR<)F). return "'n ~le (R<1S). re,enue gn'\'1h. market 'hare. stock 

pr1~e. sales gr\'" th. e'fll'rt gn''' th. I iquidit~ and "'perational efli( ienc~ ( Snn" & Jlrehinial. 

JQ83~ Sege\. JQ87: Smith.(ruthrie & Chen. 1Q89: Parnell & \\ ·right. 1QQ3. Th,...,ma~ & 

Ramas"am~. JQQ(l~ Gimenez. ~00()) _ .\lth,,ugh the impl'rtance "'f organi7ati"1nal perfnrmaoce 

is "idel~ recognized. there ha-~ heen considerahle dehate ahout ~'th issue~ of temi 1n0lo~ 

and c0nceptual ha~~ t0r pert0rmance measurement ( F"1rd & Schellenberg. 1 QR~) '" single 

measure "'f pert~'rmance ma~ full~ e'plicate all aspe'(ts of the tenn ~ Sno" & Hret.iniak. 

1 Q80). 

There "as also inc"1nsistent measurement of organizati0nal performance-although most 

rescar~hers (Kotter & f~esken. 1 qq1 ~ \1arc0ulides &. Heck. 1 qq3 ~ Denison & \faishrL 1995: 

Peter & Cra\\ f'-'r~. 2004~ Lee. 2005) measured organizational performance b)· usin1 

quantitati\·e data like return on in\estments. return on sales and so forth . The definition of 

performance has included both efficienc}-related m~~ "hich relate t0 the input/output 

relationship. and effecti\·ene~s related measures. \\·hich deal \\ ith i~~ues like husincss gro~th 

and employee satisfaction. ·"dditionall}. performance has al~ httn conceptualized using 
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financial and nonfinancial measures from both objective and perceptual sources. <>~icctivc 

1neasurcs include secondary source financial measures such as return on asset\. return on 

in' estn1cnt. and pn)tit grO\\·th . These measures arc nonhia~cd and arc particularl) u\cful for 

sin~lc-industn · studies because of the unifonnity in n1easurernent acros' all <'rgani1ation' in .. . 

the ~1rnple ( \' cnkatrarnan & Ramunujam. 1 Q8ll ). 

Financial measures enable researchers to construct trend analyses and hcnchmarking anal~ \C\ 

(Dre\\. JQQ7). Perceptual sources include crnplo~cc C\aluati,,ns of organi1ational 

etTecti\eness or financial health and their l)\crall Jc,el ,,f satisfaction. The~ suhjecti\e 

assessments l,f performance frequent I~ ha\ e hecn used in ,,rgani1atinnal then~ to C\ aluate 

are inadequate c --· ~ressi'""'"S nf the real "'"'rid. multi-g,,al e:\1stcn(C ,,f ,,rgani1atinns 

\lost practitioners seemed h' use the term /lt'rfonnance to dcscrihe a range of mca~urcmcnt~ 

including input etlicienc~. nutput cflicicnc~ and in snmc cases transact1nnal etli(icnc~ 

( Stannac~. I QQfl ) . .. \cc,,rdinc "' (),,,le ( 1 QQ.i ). there ''as nl' sins;zle mca~ure ,,r hcst me36ure <'f 
~ - ~ 

organizati,,nal pcrf,,rmancc. lfamel and Prahalad ( 1 Q8Q) and Do~ le ( 1 QQ4 ). h0,,c,er. argued 

that pn,fitabilit~ \\as the m'"'st comm,1n measurement used f0r organizati0nal perfonnance in 

hus1ness l1rgani1at~'ns. This 'ic'' is sup~'ncd h~ ~ash ( 1 QQ_l) ,.., h0 stressed that profitabilit)· 

''as the best indicator to identif~ "hether an organi7..ati0n met its ohjecti\Cs or not. Other 

researcher~ such as Galhraith and Schendel ( 1983) supported the use of return on assets 

(ROA). return on cquit~ (ROE). and profit margin as the most common me.a.4\ures of 

performance. Return on :\ssets (RO,.\) is deri\ed b)· di\-iding net income of the fi~al ~ear 

\\·ith total assets. Return on Equit~ (ROE) means the amount of net income returned as a 
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percentage of shareholders equit). It measures a corporation's profitability by revealing ho"· 

much prl1tit a company generates \\'ith the money shareholders ha,·e in\·ested. 

Richard,, (2001) emphasized that successful organiz.ations \\ere those \\·ith the highest return 

on equit~ and those \\hO had established perfonnance management system ualigning·· e\·el') 

asp«t ,,f the organization from top management to the factor\ floor. ()n the 0ther hand. 

~li~holas (I QqS) argued that many organizations did not gi,·e a balanced picture of 

organizational perfonnance. There "·as an o\·er-cmphasis on financial criteria "ith pre· 

occupation \\ ith past perfr1rmance. Perfonnance measures "ere usuall~ not linked t0 

strategie~ anJ goals l1f the ,,,erall organi1ation and the~ \\ere in"ard h'X'king and did not 

capture aspects ,1f pert~"rmance necessa~ to gain and retain customers or hui Id long term 

competiti\e ad\antage. Zou and Stan ( JQQ8) pn1ix1sed se\en categories 0f financial. non· 

financial. and ~ornposite scales "" mea,ure C'\P'"rt performance ha~d on a re\ ie" nf the 

empirical literature nct,,een 1 Q87 and 1 QQ7. The financial measures are sale~ mea~ure\. profit 

mea..'ures and gr'"''' th measures. "here as the n'"'n-fina~ ial measures are percei' ed succe\~. 

satisfacti'-"'n and goal achie\ement. Financial measures are more objecti\e C<"'mpared t0 the 

non-financial measures'' hi~h are m""'re suhjecti\·e. 

Financial Performance 

Finns· perfonnance is \\ idel~ measured through the financial success of the organization. 

Financial stress fl,r most profit-oriented finns can be a..~sessed both in terms of .. top-line·· 

(e.g .. sales) as "ell as Hhottom-line .. (e.g .. profitabilit)·) mea~ures (Oa\is et al.. 2000).Tbc 

profitahili~ of an trganization is an important financial indicator to reflect the effteienc)' of 

the l)rganization and the o"ne~ managers ahilit) to increase sales \\hi le keeping the van.hie 

costs do\\·n ( Da' is et al.. 2000). Profit margin. return on a..~s. return on equi~·. return on 

investment. and return on sales are considered to be the common mea..~ures of financial 

profitability (Robinson. 1982: Galbraith&: Schendel.. 191.~). 



Besides financial indicators as an evaluation of finn 's perfonnancc 1n an~ industl"\. other 

industry-specific rneasures of efTecti\'eness may also reflect the success of the organi1ation. 

These n1easurcs inc ludc job satisfaction. organizational 'on1m itmcnt. and cmplo~ cc tu mo\ er 

(\h)\\da~. p,,rter & Steers. 1982: ~1ayer & Schl)(1rman. 1QQ2: lfosmcr. )QQ~: Rich. 1QQ7: 

Zulkitli """ Jamaluddin .. 2000). Joh satisfaction is defined as a plca~urahlc or po~iti\C 

emotional state resulting fron1 the appraisal of one·s joh ''r _inh c:\pcricn'c~ (Rich. 1997). 

Similarl~. Robbins (~00.') dctincsj,,h satisfaction as a general attitude h'"ard one·~_ioh: the 

amount ,,f re\\ards recei\ ed sh,)uld at least he equal to the e:\pected . I fo\\ e\ er. acc<'rding to 

Hackn1an and ()ldharn ( 1 Q75). joh satisfaction is associated '' ith fi, e core dimensions : \kill 

\ariet\. task idcntit\. task sicniticance. autnn,1m\. and feedhack from the i<'h itself in '' hich - - ..... . . 

leading h' satisfacti,,n "ith supcn isi,,n. ~tisfacti .. ,n '' ith co-\\ or~er~. ~tistactinn '' ith '' ork. 

Joh ~tisfacti'-'n represents an attitude rather than a heha\ il''r. thus it has im~'rtant 

factors and \ alue preference' in most flf the ''rganizati,,nal bcha\ if'r researches ( Jfackman & 

l)ldham. 1 Q75: Hansen. \tf,rrn'' & Batista. 200~: Rf,hhins. 200_~ ). ()n the 0ther hand. 

organi1ati,1nal ct,mmitm~nt has hccn defined in man~ ''ays . Organizati0nal commitment 

refers tl"' the '' i I lingness t..-, C:\Crt etl~1rt in ,,rdcr to accomplish the nrgani1ati('na I goal~ and 

\alues. and a desfe to maintain mcmhcrship in that organi1ation (\f0\\da~ et al.. )q82: 

Reichers. I Q85: 'yhan. 2000: Rnhhins. ~OOJ ). The afTc~ti\e dimen~i0n of organizational 

commitment reflects the nature and qualit~ of the linkage het\\een an emplo)·ee and 

management (Oli,·er. I QQO). Organizational commitment can thus he influenced through 

intrinsic incenti\ es. Increased atTecti\ e organizational commitment is essential to the 
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retention of quality e1nployees (Nyhan.. 2000).Both job satisfaction and organi1ational 

commitn1cnt is in fact related to employees· turnover. Employees "·ho arc lo"· in job 

satisfactil'n and organizational commitment tend to have lo\\! morale and less moti\·ated. 

These employees ''ill have the tendency to leave their employment thereh~ increasing the 

tumo~·er rate (Hackman & Oldharn .. 1975: Reichers. 1985: Sulaiman. 1989 &1993: 'yhan. 

:!000; Robbins .. 2003 ). 

Job Satisfaction 

Locke and Lathan ( 1 Q76) gi,·c a comprehensi,·e definition of job satisfaction as pleasurahle 

or positi,·e emotional state resulting tr\1m the appraisal of ones jt'h or joh experience. Joh 

satisfaction is a result t"f emplo~ cc's perception of ho\\ ''ell their joh provide~ tho~ things 

th t are \ie\\cd as important. 1-\ccording to (~titchell and Lasan. IQ87). it is generall~ 

recognized in the '-'rgani1ational heha\ iour field that joh satisfaction i~ the most imp<'rtant 

and frequentl~ studied attitude. \\-hile I .uthan ( 1 QQ8) pt."sited that there are three important 

dimensi(1ns to joh satisfaction : 

Job satisfaction is an emotional response If' a j0h ~ituation . 1\s such it cannot he ~en. it can 

onl\ he inferred. Joh ~tisfaction is often dctennined h\ h(l\\ "ell outcome meet or exceed . . 

expectations. For instance. if organization participants feel that they arc \\orking much harder 

.... 
than others in the department hut arc recei\ ing fe\\er re\\ards they " ·ill probahl~ ha\e a 

negati\ e attitudes tO\\ ards the "ork. the hoss and or CO\\ orkers. On the other hand. if the~ 

feel they are being treated 'e~ ''ell and arc being paid equitahl~. the~ are like I~ to ha\ e 

positi\e attitudes to"ards the joh. Joh satisfaction represents se\·eral related attitudes ~·hich 

are most important1characteristics of a job about \\·hich people ha\e efTecti\e respon9e. Thne 

to Luthans are: the \\Ork itself. pa~. promotion opportunities. supen ision and co\\orkers. 

Job satisfaction is so important in that its absence often leads to letharg)· and reduced 

organi1..ational commitment ( Le~·inson. I Q<)7. Moser.. 1 Qq7). L.ack of job satisfaction is a 
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predich'r of quitting a joh ( .~lexander. Litchtenstein and Hellmann. I Qq7: Jamal. I Q97). 

Sometirnes \\orkers. tnay quit from public to the private sector and \'ice ver\3. ,l\t the other 

ti111es the lll(''·en1ent is fron1 one profcssiCln to another that is con~idcred a greener pasture. 

fhis later is C('n1111on in countries grappling \\·ith d\\'indling econ0my and it~ concomitant 

such as p<.X"'r conditions of sen· ice and late payment of salaries (' '' ag'''u. 1 QQ7 ). In ~uch 

countries. people tend to migrate tf' hetter and consistently paying johs ( Fafunv. a. I 971 ). 

Explaining its nature son1e researcher (e.g ... \rment0r. Forsyth. 1995. Flanegan. John"''"'" and 

Berret JQ96: Kadushin. and Kul~s. JQQ5) tend t0 agree that joh \atisfaction i' essentially 

controlled hy factors de~ribcd in :\de~ en1o's ( 2000) perspecti\ cs a' external h') the '' nd~er. 

From this 'ie,,point satist:1ctic'n l°'ll a .il'h might he 1n0ti\ated h~ the nature \"'f the joh. its 

JX , ·asi'e Sl'Cial climate and e\tent tc• ,,·hich ,,\,rkcrs peculiar needs arc met. \\.nrl\ing 

C('nditil'ns that are sin1i Jar h"' kx-al and intemati(lnal standard ( ()sachcn1i. 2000 t. and extent tn .... 

()ther researchers (e.c. \ta~f)\1nald. )QQ6: ()'Toole. 19~0) arQue in ta\0ur '"'f the c0ntr('I of 
~ .... 

jo1' satisfa~ti,,n 1'' fa~t,"'rs intrinsic h"' the "'-"'rkcrs. Their ariluments are hased on the idea that . - ... 

~ 

\\Orkers del1heratel\ decide t,, find satisfacti,"'n in their _i()hs and percei,·e them as 

Empll"'~ee tum\)\er is a rati() ~""'mpans'-"'n of the numher of empl0~ees a compan~ must 

t 
replace in a gi' en time period t'-) the a\ erage number of total empl0yees. Organizations in\·est 

a l'-1t on their emplo~ees in terms '-'f inducti0n and training. de\·eloping. maintaining and 

retaining them in their organization. Therefore. managers at all cost..4' must minimize 

emplo~ee·s tumo\·er. ·"lthough. there is no standard frame\\ork for understanding the 

48 



employees turnover process as whole. a Yt·ide range of factors have been found u~ful in 

interpreting employee tumo\'er Kevin ti al. (2004). 

Definition 

Emplo~ ecs · tumo\'cr 1s a much studied phenomenon Sha"· <'/ al. ( 1998). But there is no 

standard reason \\·hy people leave organisation. Employee turnover is the rotation of "orkers 

around the labour market betYteen firms. johs and occupations: and het'' een the states of 

employment and unemployment Ahassi ('f al. (2000). The term ... tumo\·er"· is defined hy Price 

( 1977) as: the ratio of the number of organizational members ''ho ha\·e left during the period 

being considered di' ided b~ the a\ erage nurnber of people in that organization during the 

period. Frequentl~. managers refer h.' turno,·er as the entire process associated \\ ith filling a 

,.a. anc~: Each tirnc a f"..1sition is 'acated. either \'oluntari I~ or in\ oluntari ly. a ne" employee 

must he hired and trained. This replacement cycle is knO\\n as tumo,er \\"oods. ( 1995). 

This term is als'-' ,1ften utilized in etTorts to measure relationships of emplo~ees in an 

organization as the~ lea\ e. regardless of rea,on ... l .nfolding moder· of 'olunta~ tumo\ er 

represents a di\·ergence from traditil"nal thinking (Hom and Griffeth. 1995) h~ flxusing more 

on the decisional asp«t of employee turno\er. in other \\Ords. sho" ing in~tan~cs of 

volunta~ tumo\er as decisions to quit. Indeed. the model is based on a theon of decision 

"' 
making. image theory Beach. (I QQO). The image theory describes the process of ho" 

indi\ iduals process information during decision making. The underlying premise of the 

model is that people lea\ e organizations after they ha\ e analyzed the reasons for quitting. 

Beach (I QQO) argues that indi\ iduals seldom ha\·e the cogniti\·e resources to systematically 

e\·aluate all i_nco~ng information. so indi\'iduals instead of simply and quickl)· com~ 

incoming information to more heuristic-type decision making altemati\·es. 
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Sourres or employee turnover 

Job related farton 

\1t.'St researchers (Rluedom. 1Q82: Kalliath and Reck. 200L Kramer et al.. 19'}~: Peters et 

al.. I Q8 L Saks. l QQ6) have attempted to ans\\·er the question of" hat determines pcorle'~ 

intcntil1n to quit by in\'estigating possihle antecedents of employees· intentions to quit . To 

date. there has been little consistency in findings. "hich is partl~ due to the diver~it~ 

emplo~ ed by the researchers and the lack of cnnsistenc~ in their findings . Therefore. there arc 

sc\·eral reas•Jns "h~ pe')ple quit from one '"'rgani~tif'n to another or \\ hy people lea\ e 

organisatit)n. The e'.\.perience 0f .i'-)h related stress ti0h stre~s ). the range factors that lead to 

job related stress ( stress(1rs). lack ,,f c"1mmitment in the t"'rgani~tinn~ and j0h dis~tisfaction 

decisit)ns "hich make ~)ne to quit . The~ are ("'\ther fact0rs like per~'nal agcnc~ refer" to 

~oncepts such as :~ sense f'\f J.",1\\erlessness. k~:us ,1f control and pc~nal cnntro1. L<Xus 

and J".1\\erful others are in C('ntr('I ,1f thee' cnts "hich 1nt1uence their Ii\ es Firth er al ( 2004) 

\fanu er al. ( ~00~) argue that emplo~ees quit fn"'m organizati('" due economic rea~1ns l 'ing 

~ 

and these can he used tc' predict the lahour tum()\ er 1n the market . (lood local labour market 

conditions imprl'1\ e ,1rganizational stahilit~ ~hen ish ( 1 Q8J ). Large organizat1nn~ can 

pro\ ide empl'-"~ ees "ith better (hances for ad\ ancement and higher "ages and heoce ensure 

organizational anachment (Ids\'" and Feaster 1990). Tre' or ( 2001) argues that local 

unemplnyment ratls interact "ith j0h satisfaction to predict tumn\·er in the market. Role 

stressors also lead t0 emplt1yees · tumo\er . Role ambiguit~ refers to the difference between 

\\hat people expect of us on the j0h and \\hat ~e feel we should do. Thi~ cau~s uncenaint} 

about "hat our r0le should he. It can he a result of misunderstanding "hat is expected. ho" 

to meet the expectations. or the employee thinking the job should be different Kahn et al. 
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\tu~hinsky. 19'>0. lnsutli~icnt intl'rn1atinn on ho"· to pcrfonn the jnh adequate I~. unclear 

crnpll))ccs h' feel less in\oh·ed and less satisfied \\ith their j,,hs and ~arccr'. le'' (tltnn11ttcd 

"'"uld a~cclerate the degn:e •-'f empl\)~ ccs quitting their johs due tn la(k nf role \.".lant~ 

\'oluntarih· , .s. in,·oluntan· turno,·e r . . 

There arc s,,n1c fach,rs that are. in part. he~ ,,nd the (,,ntr .. ,I •)f n1anagcn1cnt. \U( h a~ the death 

()rJ;?a n i1a tiona I factors 

()r~an1,~lti"'nal in,tahil1t\ h~1' hccn 'h''" n t'"' ha\e a hi~h decree ._,f h1ch tum•)\ er . lnd1~ath'n' .__ .. ..... ~ ..... 

... 
\i(e \Crsa (/uhcr. 2001, In •'rg.1ni1ati('n~ \\here there ''a' a high le\el t)f inctlicienc~ there 

Theref,,re. in situath'n" ''here l'\rgan11at1nns are n(''t stahle empl .. "'~ec~ tend ""' quit and 1.~,k 

led "' J1"en(hanttnent .. ,f statT and hence it leads to labour tum'''er. Theret~'re management 

'hould "')t u~ quantitati\e appn,ach in managing its emplo~ces . Adopting a '('st oriented 

approach to cn1pln~ ment (nsts increases lahour tumo\ er Simon rt al. ( ~007 ~ A II these 

approaches should he a\oided if managers "ant to minimi1e emplo~ee tumo\er an 1ncreac;e 
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organisatil)nal Cllmpetiti\ cncss in this environn1ent of globali1ation. Employee' ha\'C a strong 

need h' ~ inf~lmled. ()rganisation \\ith strong communication s)stcrns cn,io~cd lo\\Cr 

tumln cr ,,f statl ( La~'v. I QQ7). Ernployees feel comfortahlc to stay longer. in Jlt'sitinn' 

,, here thc' arc in\ l'~l\'cd in some le,·cl 0f the dee ision-111ak ing pn"l\:css. rhat i' crnplo~ cc' 

sh"luld full~ understand ahout issues that atlcct their ''orking atrll<'sphcrc (\1agncr ct al. 

(I QQ(l ). But in the absence openness· in sharing information. cmplo~ cc c1npo'' crmcnt the 

chances of continuity of cmplt.)yecs are 1nini1nal. Cost I~ <'I al. (I QR7) point~ nut that a high 

la hour tu mo' er rna~ n1can P''('f pcrst.)nnc I po lie ies. P<"'or rccru itment po lie ic~. poor 

A'· thesc t1~t('rs ..:,,ntrihutc h' high cn1pl,,~ cc turnf'' er in the ~n~e that there is nn proper 

and pa~ -related 'ariahlc" ha\ e a 1n,,Jcst ctlcct '°"'n turn'"'' er. Their anal~ '\IS al''" in( luded 

...._ 

pro,idc adclluate financial in(cnti\cs the rn,)rc likel~ empln~ees remain "ith 0rganiTati0n 

and \ice \Crsa . There are alsn ,,ther fach,rs ''hich make cmpln~ees to quit fr0m t."rgani~tlf'n~ 

and thc'e are ~"\\)r hiring practices. managcria I st~ le. lack nf recognition. lack ,,f cnmpetit '' e 

compensation '''tern in the t)rganisatinn and toxic "<'rkplace en\ in...,nmcnt Aha~si et al. 

( 1000). ' 
Strat~ie~ to minimize emplo~-ee turno,·er 

Strategies nn ho\\ to minimi7c cmplo~ce turno\er. confronted "ith pr0hlem~ 0f employee 

turno\er. management has several f)\)lic~ options viz. changing (or impr0\ ing existing) 

policies to\\ards recruitment. selection. induction. training. j0h design and "age pa~ment. 

52 



Policy chl1ice. however. must be appropriate to the precise diagnosis of the prohlem. 

Employee turno\'er attrihutahle to poor selection procedures. for exarnplc. is unlikely to 

impro\ e \\cre the policy modification to focus exclusively on the induction procc~s. Equally. 

emplo~ec tUffill\'er attrihutable to ''age rates \\hich produce earnings that arc not compctiti\·c 

'' ith ('ther firms in the local labour market is unlike I~ to decrease "·ere the policy adju~tment 

merely to enhance the organization· s pro\ is ion of on-the job training opportunities . (ii\ en 

that there is increase in direct and indirect costs of lahour tun10\ er. therefore. management 

are frequently e'.\horted ll1 identif~ the reasons \\ hy people lea\ e organi1ati .. ,n · s \() that 

appropriate action is taken b~ the n1anagcment. Extensi\ e research has sho'' n that the 

folio" ing categories of human capital management factors pro\ ides a core ~ct nf measures 

th."'' senior rnanagcmcnt can use to increase the etTecti\ eness nf their in\ estment in people 

and in1pnn e l)\'era II Cl1rJX)rate performance of business: F mpln~ ce engagement. the 

,.1rganizat1,)n·s capacit~ tn engage. retain. and nptimi1e the \aluc 0f its empln~ees hinges on 

h,1" "ell _jobs are designed. ho'' cm pin~ cc< tirnc is used. and the commitment and suppnrt 

that is sh<.)\\ n t .. 1 em pk'~ ees b~ the n1anagement \\Ou Id moti\ ate emplo~ ees It) sta~ in 

0rgani1ati'-)n·s. Kno\\ ledge accessihilit~. the extent 0f the 0rgani\3tion·s .. colla~'rat1\ene\s·· 

and its capac it~· for making knn\\ ledge and ideas "idel~ a\ ai la hie to empl<') ees. \\nu Id make 

emph.1~ees to sta~ in the ''rganisation. Sharing nf int0rmation sh0uld he made at all le~els of 

management. This acccssihi lit~ of information \\ould lead to strong perf0rmancc fn)m the 

emplo) ecs and creating strong corporate culture \teaghan ct al. ( 2002 ). Therefore: 

in formation accessibi lit~ ''nu Id make emplo~ ees feel that they are appreciated tt."'r their effort 

and chances of 'ea\ ing the organisation are minimal. \\·orkforce optimization. the 

organisation· s success in optim i1ing the pcrfonnance of the em pin~ ees h) e~tablishing 

essential processes tor getting \\Ork done. pro\·iding good \\orking conditions. establishing 

accountability and making good hiring choices \\Ould retain employees in their organisation. 

The importance of gaining better understanding of the factors related to recruitment. 
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rt:'\ulh. t.h~ 'l~Tllfl(.lfh:C. \\ h1(h rcflC(h the C\tCnt t,, \\ h1(h the l1'h ha" a '-Uh'i.tant1aJ nnrcl(T 



Brllll~~ fl al .. I ~88~ Kanungo. 1 Q8~). Joh in\4.)(\'emcnt has also been fi,und to he ncgati\el~ 

r~lateJ h' turn"" ~r intenti"'"s ( Blat and Boal. I Q89). Job satisfa~tion. career sati,faction. and 

,,rt..!ani~ui\'nal ~,,111111it1nent reflect a positi\·e attitude tO\\ards the organi1ation. thu' ha\ 1ng a 
~ 

,,r~ani~lti,,nJI ~,.'mmitment are C\1nsidered "'he related hut distingui\hahlc attitude' <Bron"c -

... 
'\upcrh~r~ cmP''" cr1ng su~"'rdinate~ h~ 



CHAPTER THREE 

RESEARCH METHODOLOGY 

.0 Introduction 

'his chapter gi\'es a detailed description of the research design. stud~ population. "1mpling 

•rocedure and size. the instruments. data collection and anal~ sis. 

•.I Research Desiin 

n this section ''e l<X)~ at the plan of actil,n. rnethodology. approaches and techniques that 

\ere u~d in the stud~. Specifically the stud~ adl1pted a cross-~ctional sun e~ design 

'hereb~ the 'i~'' s t)f the reSfl\)ndent ''ere sorted once llnl~. The approach used "as pure I~ 

1uantitati\ e design. It ''as in order to generate quantified data that ''as used t0 C:\plain the 

·elationship hct\\ ecn the stud\ 'ariahles. 

-\ research design is a plan. structure and "tratcg~ nf in\ estigation sn concei' ed as to 0hta1n 

inS\\ers to research qucstil)ns l'r pn)hlcms ( Kurnar. 1005 ). It is the s~ stematic plan for 

.:l)llecting data in order to pro\ ide ans\\ers ll' specific questions (Run~ on & •fahcr. 1 Q~8 ). 

fhe design ''a~ quantitati\ e in nature. The rc~archer" s interest \\as to k)("'k at the relationship 

..._ 
betv.een leadership qualit~ and organisational perfonnance in reference to t ·gandan 

l. ni\ersities and "'' achie\ c the general nhjecti\c of the stud~ h~ accounting for the 'ariance 

of the dependent 'ariahle h~ the ditlerent independent \ ariahle either separate)~ or in 

combination. 

' J.2 Stud~· Population 

Runyon and Haber (I Q88) defined population as 0 a complete set of indi' iduals. objects.. or 

measurements ha\ ing some common obsef'\·able characteristics. or a theoretical set of 

potential ohsenations.·· The stud~ \\as conducted in Gulu l.'ni,·ersit~ and l ·ganda \1any~ 

56 



I 

t · ni\e~it~- . It in\oh~ the . .\~ademic. Senior Administrative and Suppon \tafl of the t\\o 

J.J " mpli a Prottdure • d .. pie 

fhe stuJ~ used stratified sampling technique 1<' get responses from the ~tud~ P'Jlulation Thi\ 

te~hnique \\3S ~h,lsen ~aUSC ~ roJ)Ulation \\ithin a stratum ~(l\\\ homo~eneit~ 10 

~hara~teristi~s throughout the l.'ni\·ersitics. .-\IS() this enahled all the hcncficiaries '"'f the 

l'ni' ersities to he represented amon~t the respondents in the stud~ ~see Tahlc 3. 1) 

T•ble J. I:"•·~- POp•latio ••d.. mpli•a .._ ize 

Seni(lr . ..\Jm1nistrati\e 65 

-------------~--------------- ---------

-- . -- ·--
Total 200 80 

The detcnninatif\n '"'f this sample size \\35 ha.sed on t~ Ktt_icie and \1organ ( 1 Q70) tahle in 

sizes("'). the sample si1e ''a~ determined quantitati,el~ as from the f0rmula hclo" · 

~ N ' 
~ = I, _1 _+_N_(_• )-2' 

. ' 
\\ncre 

'=Total Sample population 

n= Sample size 

c= . .\cccpted error 

S1 
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... '.4 Oata ('olltttion Ttthniques and ln~trument~ 

(,,JJc~teJ u'1n~ the (r,,,,_,C(t11'n.1l ..;.ur•C' mcth,'1 ''hh:h ''·l'- .1drn1n1'-lcrcJ ~' ''cl' ,-,f 
~ 

... ' . .-.1 Source of Oata 

Priman Source~ 

' ' 3 . .-.3 Sttonda n Source~ 



·'·:' I nstru nu~nts 

J.~.~ re~tin2 the\ alidi~ and reliahili~ of the llata ( 'ollection ln\trument~ 

\ alidih 

~- -·lk.l~lJC' k' t'\~llU.ltt' the ~,~ntt"nt ,~f the tC'-f f(\ Cn,ure that It \\'1' rcrrc'('ntatt\(' ,~f the area 
.... 

Reha hi lit\ 

I . ' ·\ rCllJ~k mca,unng ln,trumcnt \\a' u~J t,, rr,xfu~e the ~me re~ult t)n J1tlcrcnt ,x~a'-h"\nS . 

"\U(h .i "J\ that their situath)n had n()f chan~ed and the' could not rememhcr the an,\\er the\ - . . 



ga\e hcfore. Correlation achic,·cd here \\·as cx~tcd to exceed 0.9. this i! as indicated in the 

ta h le he lo,,·: 

T1ble 3. 2 Reliabilih· .. 'tatlstic!I 
• 

- - ·~ - - - --·- - - -- - ----~- ------- -- - --- --- ----- -

'"' ''"" 

J.~.J 

Oata processing and anal~·-sis of coded data "as done b~ the u~ of stati~tical package of 

s .. ~ial ~iences (SPSS) on the ~''mruter . Each questionnaire ''a~ checked for accuracy. 

~l,nsistenc~· and completeness using the descripti\C statistics. and finall~ dra" ing prorer 

~''"~ lusion and recommendati,,n . 

J.6 Limitations 

.-\ maj.Jr limitation of the stud~ '"as the ~arci~ of recent literature relating to the relation~hip 

het'"een leadership and performan~e of schools in the i.·ganda context. ~tost of the recent 

literature that \\as accessible "as from \\estem countries. \\hich \\as not al\\ays rele,ant to 

the kl\:al situation in t · ganda. 

The stud~ "as also limited to a represcntati\·e sample due to the high expcn~s \\hich \\·ould 

be in,ohed in terms of time and funds if a longitudinal stud~ \\as to he conducted. 

Furthermore. the reprcscntati,·e sample to be used " ·u limited in scope to enable the 

I generalization of the findings from the stud~ on the effect of leadership on institutional ., 
pertnnnancc in l ; gandan uni,·ersities. The findings of this study would consequent I~· not be 

generali~ed to all schools in the counh)·. since different aeographical area.~ ma~ ha,·e their 

O\\ n peculiar characteristics in tcnns of location .. the socio-economic status and the culture of 

institution. 
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J. 7 ... umptions 

• Th~ pn,hlcrn ,,f prctctcn~c ~,,ntinucs to torment the institutions. 

• Puhlic l 'ni\crsities ,,pcratc under the same conditions ~o the finding~ 1n <lulu 

l : ni\ctsit~ appl~ l\' all ,,thcr public l 'ni \crsitics. 

• Pri,·ate l "ni\·ersities also operate under same conditions so the finding\ 1n t,:ganda 

\tan)·rs l "ni\crsit) appl~ to all other pri\ate l_'.ni,·ersities. 

3.8 Ethical Considerations 

rhc rcsean:hcr recei,cd an introdu,tion letter from the l "ni,crsit\ "' cnahle him '('lle\:t data 

fr,,m the'''"' l'ni,crsities. The resear\:her h~ use ,,f this introdu,ti('" letter ~('ught pcrmi\~ion 

fr-..'m the higher authorities hct~'re distrihution of the resear'h in~trument and la~tl\. the 

resP''nscs l'C\:ei,eJ fr\'m the res(l\'ndents ''ere treated" ith utmo~t \:f'nfidentialit~ . 

., 
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D PRE 10 , I p 10 

.a.o Introduction 

This ~hapter presents the findings of the study as well as their interpretation and anal~ ~is . The 

findings relate to the analysis of the data collected on Leadc~hip Quality and ()rgani~ti<'nal 

Pcrf\,rmance in L~gandan lJnive~ities Comparati\·e study of Gulu 1 · ni\'crsit~ and l ·ganda 

The study ,,.as carried out \\ ith the major aim of ans,\ering the re~arch quest inns u~ing the 

mcthodolo~· described in chapter three . 

The re!-earch objC\:ti\'es \\ere: h."' examine the qualit~ and nature of leadership in Gulu and 

t · ganda \ 1art) rs t · ni,-crsities. to anal~ se the efltxt of emplo~ cc c0mm itmcnt in the 

pcrforman"''e of Gulu and l ·ganda \.fa~rs t ·ni\'ersities. to explore the organisational culture 

in Gulu and l~ganda \fam·rs l "ni,-ersities and hoY. the~ affect perf0rmancc in these 

l . nivc~ities . 

4. I Data Presentation 

-1.1.1 Bio data information 

This section describes the characteristics of the respondents in the study as shoY.n in the 

I Table 4. I : Gender Distribution 

• 
Valid Cumulati~·e 

Frequency Percent Percent Percent 
\ 'alid Male 144 58.1 58.1 SI. I 

Female 104 41.9 41.9 100 ,_ 

Total 248 100 100 

Source: Field Research 
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8. 1°.., l,f the total number of respondents\\ hile l.t3°10 of the rnpondcnts were from 4S )ean 

Tahl~ 4. J: , larital Statu!I 

\~a lid (·um u I at i \ e 

Frequcnc~· Percent Percent Percent 

\' .iliJ Single 7Q -' l.Q 
'l.., ~.., - ... - ... 

\tarried 146 ~8.Q ~Q. I q 1. 1 

01\·on:cd Q J.6 ).6 Q4 .7 

Sc~rated I I 4.4 4.~ Qq.1 
\\·ido\\ed .., 0.8 0.8 100 -
Total ~47 QQ.6 100 

\t 1ssina ._. ~o rcsp,nse 1 0.4 
r"'tal 148 100 

Source . Field~ 

I . ' 
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1 Table 4. : 

' 
' ' . . 

: I 

: j 
'I 
I ' .. 

--- - - - -

H11~t Lc,~I of 
Edu(atKlft 

focal 

""-or•-~ ------- Total 

ua .. M.n,n 
Oulu Uni11•t!z Uniwn!!X 

0 l.t~I Count 11 16 ------------- -- ------ ------· 
~ Within H ... t Lftel 
ore .... 61r~ JI J•.- 100 oe~ 

------ ------ --- ---- -

"ofTGlll 44' 2 ..,.~ 6 ~·~ 
--·----

A l.~cl CCMll ll l 16 
----- - - -- - ------- - - -

~ within H1pat Lewi 
orEdYubon 11 J•.- 11r, 100 0-'e 

~ofT_. 'r~ I l-'e 6'~ 
0.,.... Count IJ q 22 

-._ "ichin H1pa1 lntt 
ofEducmon ~q ,.'e 40~~ 100 O"le 

- ------
~of Total 

- -·- .. -- --
Fnt~ptt Counl 11 72 

. - . - ·---- -- -- - ---- ---------- - - - ---- - - ··-- - -- ---

• .. "utnn H1pat Lewi 
ofE~ 

,,~ 2, 0-1• 100 0-'e 

---

•-.of Tocal 21 r'e 7 3•1e 2q 0-'e 
----- ·-- ·· - · -- --·-- - --

Posqir•1nc Coone 1 1 " 1~ 
---

• .. •1thm H1pa1 Ln'CI 
of E4'lullOll 7J 1·~ 26 .,.~ 100 ~'e 

-- ---- - - -------- - ----- - --- - --- .. 

'of ToCAI ...... 1 6.,. 6 CJ'la 
--------- ---- - - -- -· -- - -

M•ttn Counc 64 21 qi 
---- - --~----

-._ •1dHn H1pac lnel 
of Educalion .. ~ 304, 100 "'--
--------------- -- - - - - - --

·~of Total 
··-- --~ -- - -- -

Couna 10 

.\ ..... ff.pat lnel 
ofEMlllGn 

'' ----
100.,.. 

----- ---------------- -----~-------
'of Ta 

. -------
Counr 176 72 241 
, ..... H .... lftel 
of EM._ '' ·°" 100~ 

------------------- - ----- -----
~ofToW 100~ 

The study as seen from Table 4.4 revealed that mOll of the rapondent were Master holden 

with 92 (37.1%) of which 64 (25.1%) •ere from Oulu Uniwnily ad 21 (11.3%) •ac from 

Uganda Martyn Uniwnity Nkozi, folloMd by fmt de11ce n (29%) of which 57 (21.1%) 

were from Oulu Uaiwnity md II (7.M) ... hm Upnda Mlnyn Uniwnity Nkozi. then 

• 
·-- " -~- . ...._,, .. ·'-· ·~ , · . ._ ~l,3 . . • • :-. 

·- . . . : 

~: ·_··!)... .. '" '.' · ,~. ,..~' ~ ~ # *" ... ,· ... ; ,'·': ' # ~ "' " 

•, 'iL.i: • .... . . • . ~' •;.. • ' .......... • 
I ' ' . f< - .. • , ... ," ' - •

4 
' f. · ~ ',. ~ ' o f• ' • J,. I , • ' Iii iii ' ' ' ! I • - · ,,. ~ • ._ <i. • , , ' "' b : . .. ~ ., t· .. ~ -~~' • .;, . • ~.. ' ~-.... ' ' ·.~. . ' .. 

' .. ... , . . ..... "'' ···:"~ ~· . ~ ,. "' .... ~ ,..~, 
• • •,, ' ; ~ Oi' • ... .,,.. t 1 •, - ' ~ • • • ' ~, m; ~ ', • T ' 1'P' - l -• t H I ',1 

• • ~ j. , . '". • ": " ~ ·~ •" \•••, -. • '~ i -,. . • •, : ., I 

.. 



• 

: Diploma holders 22 ( .9'~) of \vhich 13 (5 .2%) \Vere from Oulu Univcnity and 9 (J .6%) 

= \\·ere from lJ ganda af't'.n Unive~itv 
• • 

ozi, A level had 16 (6.5%) of \\·hich 11 (4 .4%} 

- \\'ere from Gulu t Jni\'ersity \\·hile 3 ( 1.2%) \\'Cre from Uganda Marty" l_inivc~ity ~ko7.i. 0 

t lc\"cl hnd also 16 (6.5~10) of which 11 (4.4%) ,,·ere from Gulu Universit~1 ''·hilc ~ (2 .004) \\·ere 

fn,m l Jganda 1an~TS University Nkozi. Postgraduate Dirloma holdc~ \\·ere I~ (6 .0C'/ca) of 

\ "hi~h 11 (4.4°/o) ,,·ere from Gulu University and 4 ( 1.6~'0) \\·ere from l.~ganda \.farty~ 

l 'ni,·crsity Nkozi and PhD holders were also 15 (6.0°/o) of ,,·hich I 0 ( 4.0010) ''ere from Gulu 

l 'niversity and S (2.0%) were from Uganda Martyrs l~ni,·e~it)· . 'kozi . 

From the abo\·e table. \\'C can conclude that rclati,·ely. Gulu t~ni,·ersity has more qualified 

statT interms of Masters Degree holders of 64 (25.8°10) compared t0 l ·ganda '1tartyrs 

l ' ni,·ersi~· of 28 (I I . ~ 0 o) and PhD 10 (4 .~'0) of Gulu t· ni\·e~i~ ~ompared to ~ (1°-'o) of . . . 
I 
I 

i 

, Cganda Martyrs LTni\'ersit~ ~ko1i . 
: I 
~ i 
! Table ..t. 5: Catego~· of taff 
l 
· I 

\ ' alid Academic .. 
Senior Administrati\·e 

Frequency 

113 

78 

Cumulati,·e 

Percent \ 'a I id Percent Percent 

45.6 45 .6 45 .6 

. - ---- -
31.S 31 .5 77.0 

... 
- j ' . l 

r 

• 

_, .. 
•• 

- ---- . - ---

Support 57 23.0 23 .0 100.0 

Total 248 100.0 100.0 

----------. --------~------

Source: Field Rewch 

• 
I . • f' . I:~ 

Overall. we obsaw that a t<>bll of 248 respmld1 ... 
. ,. 

UnivcrsitiCS:.Majority of these respond4 . .... , • 
'·'"'.. 

~ r* .; , . . ,. 

Senior Adminislralive Slafrwida 71·0 " . · - . ( -·~ .~1 . ' .. ~ '-+. •. • • :~ ~ 

. . . 
' r 

ii. ,. 
· ... 

. ~--
1 . 

. ' ,. .' . 
.. 

~ . .. 
. ·~- ... I .; * ... . 
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Table 4. 6: Transactional Leadership 

Strongly 
Disagree Disagree 

Not 
Sure Agree 

Strongly 
Agree Total 

Supervisor revlards for effective 
performance 

Supervisor explains how to do work to 

Count 

% 

Count 

35 67 

14.1% 27.0% 

27 104 15 248 

10.9% 41.9% 6.0% 100.0% 

get reward_e_d _____ ________________ __________________ _ 21 57 18 134 18 248 

% 8.5% 23 .0% 7.3°/o 54.0o/o 7.3°/o I 00.0°/o 
-~--- - -----

Supervisor checks on quality of work 
from time to time 

15 
Count 

% 6.0°/o 

Supervisors asks for progress report on Count 
9 daily basis _ _ _ _ - ------ --

O/o 3.6°/o 
-------- --

Supervisor provides sufficient Count 
information about work 17 

o/o 6.9°/o 

Supervisor takes time to I is ten Count 17 
O/o 

- -------
Supervisor car°4· J for career 
advancement 

---

- - .. . 

Count 

- -- ------

Supervisor offers training opportunities Count 
in formal setting 

O/o 

Supervisor appreciates role in the Count 
workplace - ·---- . 

O/o 

-------
Supervisor demonstrates accurate Count 
decision in \\'Ork 

O/o 

22 

30 

12 I 0/o 

16 

6.5°/o 

8 

3.2°/o 

38 

15.3°/o 

51 

20.6°/o 

87 

35.2°/o 

34 

13.8°/o 

73 

29.4°/o 

52 

37 

74 

29.8°/o 

25 131 

10.1°/o 52 .8% 

22 122 

8.9% 49.2°/o 

20 93 

8. J 0/o 37.7°/o 

25 123 

10.2% 

55 82 

22 .2°/o 33 .1°/o 
----- --- - · 

29 113 

11 . 7°/o 45 .6°/o 

26 141 

10.5°/o 56.9°/o 

57 94 

23 .0°/o 37 .9°/o 

39 

15.7°/o 

44 

17.7% 

30 

12.1% 

47 

19. J 0/o 

16 

6 5°/o 

24 

9. 7°/o 

28 

11 .3°/o 

15 

6.0°/o 

248 

I 00.0°/o 

248 

100.0% 

247 

I 00.0°/o 

246 

248 

100.0°/o 

248 

248 

100.0% 

248 

100 . 0~'0 
-------------- - --

Supervisor gets well with me at 
_workpJ_~~~------ _ _ 

Count 
13 32 27 148 28 248 

O/o 5.2°/o 

Supervisor makes his/her attitudes clear Count 
to every member 9 

There is good communication flow Count 
between mJ: SU£~rvisor _and m~ _ __ ... __ 

8 

O/o 3.2°/o 
------ . 

Supervisor is supportive enough to 
enable me perform well 

Count 
8 

O/o 3.2°/o 

Supervisor encourages use of uniforfn 
procedures at _~~~o_!:kplace ___ _ 

Count 
13 

O/o 5.2°/o 

Average O/o 

Source: Field Research 

----- -- --- - - -- - -

59.7°/o 11.3°/o I 00.0% 
--- ------------·-·---- - - ---·-- -~ 

44 56 122 16 247 

22 .7°/o 49.4°/o 6.5°/o 100 . 0°1~ 

36 24 143 37 248 
- ----- -- ·--- - -- ---- -- - --- ---

14 .5°/o 9.7% 57.7°/o 14 .9%, 

83 25 107 25 248 

33.5% 10.1°/o 43 .1°/o 10.1% 

46 27 120 42 248 

18.5°/o 10.9°/o 48 .4°/o 

47.8°/o 
- -·-----------

11.4°/o 

From the Table 4.6, it is revealed that most respondents agree that transactional leadership 

was being practiced in their institutions (average of 59.2o/o} \Vhile only 28.3% said that 
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transaction leadership was not being practiced. From the transaction leadership items, most 

respondents agreed that th~re was good communication flow between them and their 

,-, supervisors (72.6%) while only 17.7% of the respondents disagreed with a view that there 

•1 was no good communication flow between them and the supervisors. Also to mention was 

that 71 % of the respondents agreed that their supervisors get well with them at their work 

places while only 18.1 % of the respondents disagreed that their supervisors get well with 

them at their workplaces. 

On the other hand, 39 .6o/o of the respondents agreed that their supervisors care about their 
' 

career advancements while 38.3% of the respondents disagreed about their supervisors caring 

about their career advancement. Also 49% of the respondents agree that their supervisors 

provide sufficient information about their work while 42.1 % disagree with the statement. 

These figures are almost the same therefore there is need for improvement in those area. 

Table 4. 7 : Transformational Leadership 

Strongly Not Strongly 
Disa~ree Disa~ree Sure A~ree A~ree Total 

Supervisor is a role model to follow Count 19 42 38 97 52 248 

o/o 7.7% 16.9% 15.3°/o 39.1% 21.0°/o I 00.0°/o 

I Have complete belief in my supervisor Count 21 94 42 70 21 248 
.1 % 8.5% 37.9% 16,9°/o 28.2% 8.5% ..,.00.0°/o 
f 

Supervisor makes everyone around himiher feel good Count 16 50 45 118 17 246 
% 6.So/o 20.3% 18.3% 48.0°/o 6.9°/o I 00.0°/o 

My Supervisor finds out what I need and tries to help me Count 
18 99 

~~it 
36 83 12 248 

% 7.3% 39.9% 14,5% 33.5% 4.8% I 00.0o/o 
Supervisor expresses appreciation when ii do a good]ob 

I 
Count 10 75 30 104 29 248 
% 4.0% 30.2% 12.1°/o 41.9% 11.7% 100.0% 

Supervisor gives personnal attentio~ when one seems to Count 
17 67 be neglecred 38 107 19 248 

% 6.9% 27.0% 15.3% 43.1°/o 7.7% 100.0o/o 
Supervisor encourages a look at problems from a Count 

13 42 30 different per~pective 122 41 248 

% 5.2% 16.9% 12.1% 49.2% 16.5°/o 100.0% 
----- -----

Supervisor talkes about importance of mutual trust Count 
13 41 24 among members 113 51 248 

% 5.2% 16.5°/o 9.7°/o 45 .6°/o 23 .0°/o 100.0°/o 
Supervisor provides coaching to help develop new skills Count 

------- -·--~- ·--· --
18 57 26 113 33 247 
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% 7.3% 23.1% 10.5% 45.7% 13.4% 100.0% 

i. Supervisor encourages me to participate in all decision Count . 23 . 82 22 102 19 248 
IJ makings that involve m~ work 

% 9.3% 33.1% 8.9% 41.1% 7.7% 100.0o/o 
., Supervisor consults me before making decisions that Count 32 62 20 105 29 248 . pertain me '• 
' 

% 12.9% 25.0% 8.1% 42.3% 11.7% 100.0% 

J am invited to address the administrative problems at Count 
m~ workElace 

33 60 25 107 23 248 ' 

% 13.3% 24.2% 10.1% 43.1% 9.3% 100.0% 

My supervisor guides me in solving administrative Count 20 68 
problems with fellow staff 

22 106 31 247 

% 8.1% 27.5% 8.9% 42.9% 12.6% 100.0% 

Supervisor makes personal sacrifice and goes beyond Count 31 77 66 57 17 248 
self intererst for the benefit of the University 

• % 12.5% 31 .0% 26.6% 23.0% 6.9% 100.0% 

Supervisor delegates part of his/her power to me after Count 36 70 16 100 26 248 
carefull~ coaching me 

% 14.5% 28.2% 6.5% 40.3% 10.5% 100.0°/o 

I Consider my supervisor to be ttusworthy Count 52 54 45 70 27 248 

% 21.0% 21.8°/o 18.1% 28.2% 10.9% 100.0% 

My supervisor exhibits honesty in his/her dealings Count 31 53 65 77 22 248 

% 12.5% 21.4o/o 26.2% 31.0o/o 8.9% 100.0% 

Supervisor goes extra mile to make it pleasant to be Count 
32 62 62 81 11 248 

member of his grouE 
% 12.9% 25.0% 25.0% 32.7% 4.4% 100.0% 

Average O/o 9.7°/o 25.9°/o 14.6°/o 38.8°/o 10.9°/o 

Source: Field Research 

Table 4.7 shows that transformational leadership is being practiced (49.7%) while 35.6o/o said 

that there was no transformation leadership style being practiced in their institutions. 68.6% 

of the respondents said that their supervisors talked about the importance of mutual trust 

' I 

among members while only 21.9% of the respondents said that their supervisors do not talk~ 

about the importance of mutual trust among the members. Also 65. 7% of the respondents 

agreed that their supervisors encouraged them to look at problems from a different 
: 
I 

I perspective. 

' On the· other hand, It is also important to note that much as most respondents agreed that 

there was transformational leadership being practiced, most respondents disagreed on the 

following issues; that their supervisors find out what they need and try to help them get 
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· (47.2%), that they have complete belief in their supervisors (46.4%), their supervisors make 

personal sacrifice and go bey9nd self interest for the benefit of their institutions ( 43 .5% ). 

:l Table 4. 8 : Employee Commitment 

.. .. 
Strongly Not Strongly 
Disa12:ee Disasree Sure A~ree A~ree Total 

I would be happy to spend the remainder of my Count 
21 50 61 85 31 248 

career with this University 
% 8.5% 20.2o/o 24.6% 34.3% 12.5% 100.0% 

I am proud to tell people that I work for this Count 
10 36 23 125 54 248 

Universit 
Ofo 4.0% 14.5°/o 9.3% 50.4°/o 21.8% 100.0°/o 

I feel a strong sense of belonging to this University Count 1 1 46 24 112 55 248 

% 4.4°/o 18.5% 9.7% 45.2°/o 22 .2°/o 100.0% 

I Feel emotionally attached to this University Count 41 79 25 71 32 248 

% 16.5% 31.9°/o 10.1°/o 28 .6% 12.9% 100.0% 
-· 

It is difficult for me to leave this University right Count 
20 97 

now 41 71 19 248 

% 8. 1 o/o 39.1% 16.5% 28.6% 7. 7°/o 100.0% 
-

I am not afraid ofleaving this University even if I do Count 
30 67 42 88 21 248 not have anotherjob offer 

% 12.1% 27.0% 16.9% 35 .5% 8.5% 100.0% 
-

I feel comfortable working with this liniversity Count 17 37 22 149 23 248 
% 6.9°/o 14.9% 8.9% 60.1% 9.3°/o 100.0% 

- -
I am proud to be working with this Unjversity Count 18 30 23 130 47 248 

O/o 7.3% 12 .1°/o 9.3% 52.4% 19.0°/o I 00.0o/o 
-

This University is the right organisation for me to Count 
20 33 46 121 28 248 spend my time work for 

O/o 8.1°/o 13 .3% 18.5% 48.8°/o 11.3°/o 100.0% 
-

I continue working in this University because loyalty Count 
12 36 30 105 65 248 is imQortant 

-
O/o 4.8% 14.5% 12.1% 42 .3% 26.2% I 00.0°/c, ~ 

-- -
I do not feel a sence of ownership towards this Count 

19 71 26 99 33 248 University 
% 7.7% 28.6% I 0.5°/o 39.9°/o 13 .3% 100.0% 

I feel as if this Department's successes and problems Count 
37 87 34 72 18 248 are my own 

% 14.9°/o 35 .1% 13.7% 29.0% 7.3% 100.0% 
. . 

I am satisfied working for this organisation Count 16 53 28 126 25 248 

' 
% 6.5% 21.4% 11 .3% 50.8% 10.1% I 00.0°/o 

--- -
I enjoy discussing this University with outsiders Count 25 81 22 86 33 247 

% 10.1% 32.8% 8.9o/o 34.8°/o 13 .4°/o I 00.0o/o 
Average O/o 8.56°/o 23.1°/o 12.9°/o 41.5°/o 14.0°/o 

Source: Field Research 
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, The table 4.8 reflect that more employees are committed to their institutions (55.5%). While 

31. 7% of the respondents were. not committed to their institutions. 

, In light of employee commitment, 72.2% of the respondents were proud to tell people that 

R they worked with their institutions, 71.4% of the respondents are proud to be working with 

i their institutions and 69 .4% of the re_spondents feel comfortable working with their 

. ; institutions. 

On the other hand, 50% of the respondents did not feel as if their departmental successes and 

~ problems were their own, 48% of the respondents did not feel emotionally attached to their 

institutions and 47% of the respondents did not find it difficult for them to leave their 

institutions. 

Table 4. 9: Organizational Culture 

~ .. 
Strongly Not Strongly 

~ 
Disasree Disasree Sure Asree A~ree Total 

The organisation makes me feel like it is my personal Count 30 75 25 85 33 248 
place 

O/o 
12.1°/o 30.2°/o 10.1°/o 34.3°/o 13.3°/o 100.0°/o 

People have more freedom at their work at this Count 
17 90 30 86 25 248 

organisation 
o/o 6.9% 36.3°/o 12.1% 34.7% 10.1°/o 100.0°/o 

The organisation has become more receptive to Count 20 89 45 82 12 248 
feedback 

·1 % 8.1°/o 35 .9°/o 18.1% " 33 .1% 4.8°/o I 00.0°/o 

There is more open communication within the Count 
28 83 31 93 Organanisation 13 248 

% 11 .3% 33.5% 12.5% 37.5% 5.2% 100.0% 

The organisation has become less bureaucratic Count 88 83 23 48 6 248 

% 35 .5°/o 33 .5% 9.3% 19.4% 2.4% 100.0% 

I Roles of employees are more clear in this organisation Count 19 43 24 132 30 248 
O/o 7.7°/o 17.3% 9.7% 53 .2°/o . I 12.1°/o I 00.0°/o 

Job description are very clear at my organisation Count 17 39 21 131 40 248 
O/o 6.<)0/o 15.7% 8.5°/o 52.8°/o 16.1°/o 100.0% 

The organisation always encourages innovation Count 20 77 60 80 1 1 248 

% 8.1°/o 31 .0% 24.2% 32.3°/o 4.4°/o I 00.0o/o 
The organisation encourages risk taking Count 29 88 61 60 10 248 

----
% 11.7°/o 35.5% 24.6% 24 .2% 4.0% 100.0% 

T earn work rather than individual work is encouraged at Count 
23 47 32 106 this Univers it~ 

40 248 
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o/o 9.3% 19.0% 12.9% 42.7% 16.1% 100.0% 

: Top management maintains a sense of order in this Count 28 68 33 90 28 247 
· lJ niversit}'. 

O/o 11.3% 27.5% 13.4% 36.4% 11.3% 100.0% 

1 Top management recieve special benefits not available Count 15 31 
to other em~IO}'.ees at this Universit:Y 

36 94 72 248 

% 6.0% 12.5% 14.5% 37.9% 29.0% 100.0% 

Top management are given higher respect compared to Count 31 20 21 10 I 75 248 
1 other em~lo}'.ees at this University 

% 12.5% 8.1% 8.5% 40.7% 30.2% 100.0% 

-\iost decisions are endorsed by top executives , Count 15 17 16 98 102 248 

% 6.0°/c, 6.9% 6.5% 39.5% 41.1°/o 100.0°/c, 

Employees who perform the best are paid extra for their Count 67 72 54 42 13 248 
1 efforts 

% 27.0°/c, 29.0°/o 21.8°/o 16.9°/o 5.2°/o 100.0% 

Employees are encourages to search for ways to work Count 23 64 54 94 13 248 
more effecientl:Y 

01o 9.3°/o 25.8% 21.8% 37.9% 5.2% 100.0% 

Employees work well in teams Count 22 45 44 116 21 248 

% 8.9% 18.1% 17.7% 46.8°/o 8.5°/o 100.0% 

Employees are treated fairly Count 30 61 25 109 23 248 
O/o 12.1°/o 24 .6°/o 10.1°/o 44 .0°/o 9.3°/o 100.0°/o 

I Employees recieve assistance to overcome any personal Count 
48 97 31 61 1 1 248 

I prC?blems 
O/o 19.4% 39.1°/o 12.5% 24.6°/o 4.4°/o 100.0°/o 

Leaders work hard to keep employees happy Count 44 67 29 92 16 248 
% 17.7°/o 27.0°/o 11.7% 37. J 0/o 6.5°/o I 00.0o/o 

Employees are always informed of what is happening Count 
34 84 35 76 19 248 in the Organisation 

o/o 13 .7°/o 33 .9°/c, 14.1°/o 30.6°/o 7. 7°/o I 00.0°/o 
---

Employees care for each other greatly Count 32 48 30 106 32 248 - - -- -- - - --
% 12.9°/o 19.4°/o 12.1% 42.7°/o 12 .9°/o I 00.0°/o 

- · - ·-

The University listens to all stakeholders and responds Count 
82 91 33 32 10 248 quickly to t~eir needs 

-- · -- -- -
% 33.1°/o 36.7% 13 .3% 12.9°/c, 4.0% 100.0% 

- - -- ·- - ---- - ·-
·1 Employees adapt quickly to new work requirements Count 22 72 62 74 17 247~ 

- ·- - -
% 8.9°/o 29.1% 25 .1% 30.0% 6. 9°/c, 100.0% 

Average O/o IJ.2°/o 26.) 0/o 14.4°/o J5,J 0/o 11.3°/o 

Source: Field Research 

r Table 4.9 indicates that 46.4% of the respondents were in agreement with the concept of 

organisational culture whil; ~9.3% of the respondents were in disagreed with the same. 

On the organizational culture items, 80% of the respondents agreed that most decisions were 

endorsed by the top executives, 70. 9% of the respondents said that top management were 
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j ~iven higher respect compared to other employees, 68. 9% of the respondents agreed that their 

· job descriptions were very clear at their institutions. 

: Also to mention 69.8% of the respondents disagreed that their Universities listened to all 

~ stakeholders and responded quickly to their needs, 69% of the respondents disagreed that 

1 their organizations had become less bureaucratic and 58% of the respondents also disagreed 

: that they received assistance to overcome any of their personal problem. 

· Table 4. 10: Organizational Performance 

.. .. 
Strongly Not Strongly 

.. Disagree Disagree Sure Agree Agree Total . There is formal written performance appraisal Count 13 19 19 130 66 247 
s~stem 

% 5.3o/o 7.7% 7.7% 52.6% 26.7% 100.0% 
; 

The performance ~t)praisal system used here is fair Count ~ 16 44 39 102 47 248 
O/o 6.5% 17.7°/o 15. 7°/o 4J.10fo 19.0% 100.0°/o 

j I am informed of hoe my performance is evaluated Count 41 60 27 95 24 247 

% 16.6% 24.3°/o 10.9% 38.5% 9.7°/o 100.0% 

I recieve feedback of performance evaluatmn results Count 
61 102 17 52 about myself 16 248 

. f 
O/o 24 .6% 41.1% 6.9°/o 21.0°/o 6.5% 100.0% 

I feel I am valued by this University Count 25 39 47 109 27 247 
------O/o 10.1% 15 .8% 19.0°/o 44.1% 10.9°/o 100.0°/o 

- . 

I recieve adquate training to do my job well Count 31 105 18 63 31 248 
% 12.5°/o 42.3% 7.3°/o 25 .4% 12.5°/o 100.0°/o 

I am not overwhelmed by my responsibilities Count 29 66 26 110 17 248 

·1 
% 11. 7°/o 26.6% 10.5% 44.4% 6.9% 100.0°/o ~ 

The orientation I recieved prepared me well for the Count 
26 44 31 job 119 28 248 

% I 0.5°/o 17.7% 12.5% 48 .0°/o 11.3°/o I 00.0°/o 
I Regularly think/worry about work issues ~hen i Count 

38 91 27 am at home 65 27 248 

% 15.3% 36.7% 10.9°/o 26.2°/o I 0.9°/o I 00.0°/o 

I 
I am satisfied with my income Count 107 80 20 34 7 248 

O/o 43 .1°/o 32.3% 8.1% 13 .7°/o 2.8°/o I 00.0°/o 
I would not leave this University eve JI had other Count 

50 83 72 alternatives 33 10 248 

% ----·- - 20.2% 33 .5% 29.0% 13 .3°/o 4.0% I 00.0°/o 
I have mastered the skills necessary to perform my Count 

9 16 25 work 138 60 248 
------ .. 

% 3.6% 6.5% 10.1% 55 .6°/o 24.2°/o 100.0% 
I have ample opportunities for advancement in this Count 

15 40 47 ~rofession 112 34 248 
- ---

% 6.0% 16.1% 19.0% 45 .2% 13.7% 100.0% 
My job motivates me to perform at the highest level ----- ----

Count 27 56 24 110 31 248 
% -----

10.9% 22 .6% 9.7% 44.4% 12.5% 100.0% 
-----
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: fhe job adds significant pressure and anxiety to my Count 41 83 23 75 26 248 
ife 

% 16.5% 3"3.5% 9.3% 30.2% 10.5% 100.0°/o 

: If i need extra training, it will be available• for me Count 32 86 58 55 17 248 

% 12.9% 34.7% 23.4% 22.2% 6.9% 100.0% 

.; i am satisfied with the benefits offered to me Count 66 100 20 47 15 248 
~ threugh this job 

% 26.6% 40.3% 8.1% 19.0% 6.0% 100.0% 

,· Average O/o 14.9°/o 26.4°/o 12.8°/o 34.4°/o 11.5°/o 
~ • 
1 Source: Field Research 

. As can be seen from Table 4.10, 45. 9% of the respondents agreed that their institutions were 

J performing while 41.3% of the respondents disagree that their institutions perform. 

, 79.8% of the respondents agreed that they had mastered the skills necessary for them to 

t perform, 79 .3% of the respondents also agreed that there was formal written appraisal 

~ systems in the~r institutions. 

l On the other hand, 75.4o/o of the respondents disagreed that they were satisfied with their 

i income, 65. 7% of the respondents disagreed that they received feedback of performance 

I 
:1 evaluation results, 66.9% of the respondents also disagreed that they were satisfied with the 

benefits to them through their jobs. 

4.3 Data Analysis 

·/ 4.3.1 Analysis of Variance 

I 
I 
I 

j 

The analysis of variance presents the average variations of responses on one variable between 

two groups on a particular scale. In this study, the groups studied were Gulu University and 

Uganda Martyrs University .Their responses were tested on the variables of transactional 

leadership, transformationa, 'eadership, employee commitment, organizational culture and 

organizational performance. The responses were teste~ on the scale of I to 5 in the order as 

Strongly Disagree, Disagree, Not Sure, Agree and strongly Agree respectively with a 

confidence level of 95% (0.05). 
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rhe result is as presented in the Table 4.11 below. 

Table 4. 11: Analysis of variance 

Std. 95°/o Confidence 

N Mean 
Dev. Interval for Mean 

1 C onstrw.:t Institution 
··-···---···· .. " 

Lower Upper 
F Sig 

Bound Bound 

· · ·- ···- -· -. ·- - -

. Transact10nal Gulu University 176 3.45 0.708 3.35 ... -6 -' . ) 

l cadersh1p lJ ganda Martyrs University 72 3.31 0.781 3 .12 3.49 

Total 248 3.41 0. 731 
...... , 
_) . _,_ 3.5 2 131 0.146 

·1 ransformat1onal Gulu l lniverslly 176 334 0797 ... 11 
.) . -- ... 4" ·' . . -

. I eadcrsh1p Uganda Martyrs University 72 2.96 0 879 ") 7--· ) 3.16 

Total 248 ... 1 ... () 838 3 12 ......... I 0 75 0.001 J . ... J ·' .. )_) 

·:: mployee Ciulu t ;nivcrslty 176 3.43 () 737 ....... 1 ·' . _,_ ... -4 J ) 

'..'omm1trnent t r gan<la Martyrs l lrnvcrsity 72 3 19 () 816 3.00 ... 19 -' . -

Total 248 3 36 () 766 3 26 .... 4 -·' ) 4 741 () 03 

C >rgan i1 at ion al Gulu llnivers1ty 176 3 15 () 627 3.06 .... ") -
J _) 

I C111ture I :ganJa rv1artyrs University 72 ") 8 -- ~ () 944 2 63 107 

rota I 248 3 0() () 7..t5 2 97 3.16 8 915 0 ()() 3 

Organ11at1onal (lulu l lniversity 176 3 ()) () 564 2 96 .... 1 .... -' -' 

Pcrfnrrnancc I ~ ganda ~v1artyrs l frnvcrs1ty 72 2 9() () x 13 2 77 ., I -·' ) 

rota) 248 3 02 0 645 2.94 .... I () 931 () 3.\6 J 

~ 

Frorn Table 4.11. \VC note that the responses frorn the t\vo Universities vary according to the 

variables tested. 

Specifically, 1n transactional tleadership. respondents frorn Gulu University had the highest 

performance (mean 3.45) as compared to those of Uganda Martyrs University (tnean 3.31 ). 

Ho\vcver. this performance was not of any significant importance since the significance level 

is ahove the present 0.05 (0.146) significance level. This means that the practice of 

transactional leadership is almost the same in the two Institutions 
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For Transformational leadership, respondents from Gulu University had also the highest 

·performance (mean 3.35) as coptpared to those of Uganda Martyrs University (mean 2.96). 

: This performance was of a significant importance since the significance level is below the 

~ present 0.05 (0.001) significance level. This means that the practice of transformational 

; leadership is not the same in the two Institutions. 

-< Respondents from Gulu University also had the highest performance for Employee 

1 Commitment (mean 3.43) as compared to those of Uganda Martyrs University (mean 3.19). 

if This performance was of a significant importance since the significance level is below the 

ii present 0.05 (0.03) significance level. This means that the level of commitment of the 

·I employees is not the same in the two Institutions. 

For Organisational Culture, respondents from Gulu University had also the highest 

performance (mean 3.15) as compared to those of Uganda Martyrs University (mean 2.85). 

· This performance was of a significant importance since the significance level is below the 

J present 0.05 (0.003). This means that the practice of transformational leadership is not the 

same in the two Institutions. 

Organizational performance had respondents from Gulu University with the highest 

·f performance (mean 3.05) as compared to those of Uganda Martyrs University (mean 2.96). 

However, this performance was not of any significant importance since the significance level 

is above the present 0.05 (0.336). This means that the practice of level of organizational 
I 

~ performance is almost the same in the two Institutions. 

. ' In conclusion therefore, we can say that relatively, Gulu University as far as quality 

leadership is concerned performs better than Uganda Martyrs University. However, as far as 

Organisational Performance is concerned, they are at the same level. 
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~1.3.2 Measuring Relationships amongst the variables 

fo measure the relationship amongst the study variables that is Transactional Leadership, 
' 

Jfransformational Leadership, Employee Commitment, Organisational Culture and 

; Organisational Performance, the Pearson Product moment correlation was used. Pearson 

! correlation measures relationships that exist between two variables in terms of either a 

,, positive perfect relationship ( + 1) or a negative perfect relationship (-1) at either 95% level of 

.. confidence (0.05) or 99% level of confidence (0.01 significance level). These relationships 

f are as indicated in the table xii below: 

• Table 4. 12: Correlations 

Transactional Tranformational Employee Organisational Organisational 

.. Leadershie Leadershie Commitement Culture Performance 
l Transactional Pearson 

Leadership Correlation 
Sig. (2-tailed) 

- · 
N 248 

. -
I 

f 

Tranformational Pearson 
.601(••) 

Leadership Correlation 
Sig. (2-tailed) .000 

N 248 248 
.. - - - . 

Employee Pearson 
.393(••) .435( ••) 

Commitement Correlation 
1 

Sig. (2-tailed) .000 .000 

N 248 248 248 

Organisational Pearson 
.382(••) .548(••) .506( ••) 

Culture Correlation 
Sig. (2-tailed) .000 .000 .000 

N 248 248 248 248 
-· 

Organisational Pearson 
.360(*•) .373(*•) 

Performance Correlation 
.493(••) .511(**) I 

Sig. (2-tailed) .000 .000 .000 .000 

N 248 248 248 248 248 

•• Correlation is significant at the 0.0 I level (2-tailed). . ' 
Table 4.12, we note that conceptually the variables presented positive relationships amongst 

each other. However, specifically we note that: 

Organisational Performance conceptually related highest with Organisational Culture (r = 

0.5. I I; p < 0.0 I). This is followed by Organisational performance and Employee 
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I . 
' t 

·:ommitment (r=0.493;p<0.01); Organisational performance and Transfonnational leadership 

Cr=0.373;p<O.O l ); and organizational performance and transactional leadership 
' 

· ~r=0.360;p<O.O 1 ). 

!Other notable strong positive relations included Transactional leadership and 

. transformational leadership (r=0.601;p<O.O1 ); transformational leadership and organizational 

.; culture (r=0.548;p<O.O I); organizational culture and employee commitment 

: (r=0.506;p<O.O l );transfonnational leadership and employee commitment (r=0.435 ;p<O.O I) 

I These results conform to ,Kast & Rosenzweig 1972 where he said that all the components of 

· ~ an organisational are related and changing one variables might impact on many others. 

• 4.4 Prediction model for Organizational Performance 

f In the study, we used the coefficient of determination (Adjusted R square) is used to explain 

J the variations in organizational performance caused by the independent variables of 

ij transactional leadership, transformational leadership, employee commitment, and 

t organizational culture as indicated in the model summary below: 

• 4.4.1 Model Summary 

., This uses coefficients of determination (R square) to explain the amount of variation in the 

dependent variable caused by the independent variables. 

Table 4. 13: Model summary 

. ' Change Statistics 

' . 
Adjusted Std. Error of R Square Sig. F 

Model R R Square R Square the Estimate Change · F Change dfl df2 Change 

.590(a) .348 .337 .525 .348 32.413 4 243 

a Predictors : (Constant), Organisational Culture, Transactional Leadership, Employee Commitement, Tranformational 

Leadership 
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1if able 4.13, we observe that the variations in organizational performance (dependent variable) 

'. S explained by the independent variables (Transactional leadership, transformational 
• 

deadership, employee commitment and organizational culture) at the tune of 34%. This means 

ahat a combined unit variation in the independent variable causes a 34% change in 

~ organizational performance. Additionally, the individual predictions of organizational 

' 

ii performance is hereby explained by the coefficients in the Table 4.14 below: 

"Table 4. 14: Coefficients(a) 

========================================================================= Standardized 
Unstandardized Coefficients Coefficients 

1t Model B Std. Error Beta t Sig. .. 
] (Constant) .992 .19] 5.188 .000 

Transactional . ] ] 2 .058 .127 1.930 .055 Leadership 
Transformational 

-.001 .056 -.001 -.013 .989 Leadership 
Employee 

.237 .053 .281 4.503 .000 Commitment 
Organisational 

.278 .057 .321 4.846 .000 Culture 
~ 

1 
a Dependent Variable: Organisational Performance 

· Table 4.14, the Unstandardized coefficient is used to explain the individual predicators of 

·/ organizational performance in our model. 

Observably, the model indicates that organizational culture is the best predictor of 

organizational performance (B=0.278;sig 0.000). This means that a unit variation in the facets 

of organizational culture would yield approximately 28% change in organizational 

I performance. This was f61l>wed by employee commitment (B=0.237;sig 0.000) and 

I 

I transactional leadership (B=0.112;sig 0.55). However, transformational leadership showed un 

insignificant negative prediction (B=-0.001 ;sig 0. 989). 
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CHAPTER FIVE 

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 

·s.o· Introduction 

iln this chapter a summary of the major findings is made, conclusions based on research findings are 

idrawn, possible recommendations are made and· areas for further research are suggested. 

15.1 Discussion 

.1 From the results, conceptually all the variables presented had positive relationships with 

' 
'.1 organisational perfonnance with organisational culture relating highest followed by employee 

1 commitment, transfonnational leadership and lastly transactional leadership. Much as all of these 

·1 variables had positive relationships, the findings further revealed that Oulu University ranked higher 

1 in all the constructs used; that is Transactional Leadership, Transformational Leadership, Employee 

! Commitment and Organisational Culture than Uganda Martyrs University Nkozi. Gulu University 

·• has better quality leaders than Uganda Martyrs University Nkozi although both institutions perfonn at 

f the same level. 

:a 5.1.1 Leadership qualities 
i 
· The findings revealed that transactional leadership and transfonnational leadership were all practiced 

1i in the two Universities with transactional leadership having an average of 59.2% (Table 4.6) and 

} 
transformational 49. 7°/o (Table 4. 7). Findings revealed that good communication existed between the 

leaders and subordinates, supervisors get well with subordinates, supervisors take time to listen to 

their subordinates and that supervisors talk about the importance of mutual trust amongst members, 

supervisors encourage a look at problems from a different perspective, supervisors are role models 

and supervisors provide coach(nl to help subordinates develop new skills. 
, 

Gulu University had the highest performance in transactional leadership (mean 3.45) as 

compared to those of Uganda Martyrs University (mean 3.31) . However, this performance 

was not of any significant importance since the significance level is above the present 0.05 
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10.146) significance level. This means that the practice of transactional leadership is almost 

·he same in the two Institutions 

·ror Transformational leadership, Gulu University had also the highest performance (mean 

'3 .35) as compared to those of Uganda Martyrs University (mean 2.96) Table 4.8. This 

·perfonnance was of a significant importance since the significance level is below the present 

:10.05 (0.00 I) significance level. This means that the practice of transformational leadership is 

4 not the same in the two Institutions. For example if institutions could care about their 

i employee's career advancements, supervisors could be trustworthy to their subordinates, 

i supervisors could make personal sacrifices to their supervisors for the benefit of the 

1 institutions and supervisors could find out what their employee's want and try to get for them 

1 could all imprcve on the leadership qualities. 

Transformational leadership is the best type of leadership quality for institutional 

• performance compared to transa~tional leadership (Homer, 1997), however, this study found 

I 
·~ out that transactional leadership quality is more significant in these institutions' performance 

l than transformational leadership. This has been because most subordinates do not have belief 
I 

i in their supervisors, supervisors do not find out what their subordinates need, supervisors do 

1 not find their supervisors trustworthy, supervisors do not delegate and supervisors do not 
·I 

coach subordinates. 

5.1.2 Employee Commitment 

The findings revealed that more employees were committed to their institutions (55.5%) 

compared to 31. 7o/o who we~ not committed. Therefore, if institutions are to improve on 

their performance, they should make their employees more proud to tell other people that 

they work for their institutions, make their employees proud to be working with their 

institutions and also make their employees feel comfortable working with their institutions. 
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··)n the other hand, respondents did not feel as if their departmental successes and problems 

were their own, did not feel emotionally attached to their institutions and did not find it 
' 

jifficult for them to leave their institutions. 

•Employee commitment was found to be significantly important for organisational 

.. perfonnance and a good predictor of organisational performance (B=0.23 7;sig 0.000) (Table 

14.14). This means that a unit variation in the facets of employee commitment will yield 

' approximately 24% in organisational performance. Therefore, if institutions are to improve 

, on their performance, they should encourage the employees to be part of their department's 

,, success and failures, make employees be emotionally attached to their organisations and 

·1 make the employees like the organisations such that it becomes difficult for them to leave 

1 their organisations. This is because the employees are not satisfied with these items in the 

f study. 
I 

• S.1.3 Organisational Culture 
. 
j The findings revealed that 46.4% of the respondents approved the prov1s1ons in 

·: organisational culture while 39.3o/o of the respondents disapproved were in disagreed with the 
I 

' ii same (Table 4. 9). The respondents agreed that most decisions were endorsed by the top 

.f executives, top management were given higher respect compared to other employees, their 

·/ 
,' job descriptions were very clear. 

On the other hand, most respondents disagreed that their Universities listened to all 

stakeholders and responded quickly to their needs, their organizations had become less 

bureaucratic and that they roc,ived assistance to overcome any of their personal problem. 

It was also found that Organisational culture was very significant and the best predictor to 

organisational performance (B=0.278;sig 0.000). This means that a unit variation in the facets 

of Organisational culture will yield approximately 28% in organisational performance. For 

example if the institutions could: listen to all its stakeholders and respond quickly to their 
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'.~ds, be less bureaucratic, pay extra to employees who perform to their best, give employees 

;;istance to overcome their pe~sonal problems, then it could have a strong culture and 

1~refore improved performance. 

~1.4 Organisational performance 

'enerally, we found that the two institutions were relatively performing well on certain 

idicators. The highest indicators being employees mastering the skills necessary for them to 

irform their work, having formal written appraisal performance appraisal system, having a 

·air appraisal system. 

urther more, the Pearson product moment correlation indicated that of the variables studied, 

~ganisational Performance had the best relationship with organisational culture. However, 

1etween the two institutions, Gulu University seem to measure relatively better (Mean 3.05) 

ompared to Uganda Martyrs University (Mean 2.96) on organisational Performance. 

J.2 Conclusions 

fhe study revealed that all the variables that is transactional leadership, transformational 

1eadership, employee commitment, organisational culture and organisational performance had 

oositive relationships amongst each other. It also showed that all the variables had significant 

'l.:Ontributions to organisational performance up to a tune of 34o/o. 

;Transactional leadership and transformational leadership are all practiced in the two 

. institutions but transactional leadership is better than transformational leadership for 

ferformance. Although Horner ( 1997) advocated that transformational leadership was the ,, 
i best in relation to quality leadership, the study established that it is transactional leadership 

I which is a good leadership quality. 

Employees of the two institutions are all committed to their institutions but Gulu University 

I employees are relatively more committed than Uganda Martyrs University employees. 
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APPENDICES 

APPENDIX I: RESEARCH WORK PLAN (TIMEFRAME) AUGUST 2010 TO 

OCTOBER 2012 

Apr- May- Jun- Jul- Aug Sep-
Activi 2010 2011 12 12 12 12 -12 12 
Writing of 
Syno sis. Se -10 
Research Proposal 
Writin . Oct-10 
Proposal 
Presentation. Nov-10 
Designing of 
Research 
Instruments. 
Pretesting of 
research 
Instruments. 

Data Collection 

Data anal 'sis. 
Writing of first 
draft of re ort. 
Submission of 
report. 
Presentation for 
VIVA VOCE. 
Production of final 
re ort. 

' 

Oct-
12 



APPENDIX II:BUDGET ESTIMATES (Ug.Shs) FOR RESEARCH 

I 
I 

' Report Total ' Proposal 
I 

, ~ I ITEM Unit Uni Unit Unit Amount Uni Amount TOTAL 
) I Measu ts Cost s ts 

. re 
! GADGETS 
1 Flask disk Pieces 1 20,000 

(500MB) 
· Sub-Total . 20,000 

I 1 SECRET ARIAL WORK 

Typing and Pages 30 1000 30 30,000 90 90,000 120,000 
editing 
Printing Pages 30 1000 30 30,000 90 90,000 120,000 .. 

I Binding Pieces 3000 10 30,000 10 30,000 60,000 
I. 
I Photocopying 200 300 60,000 900 180,000 240,000 

Sub-Total 540,000 
STATIONERY 

Printing Paper Reams 2 15000 30,000 

Writing Paper Reams 1 10000 10,000 

Sub-Total 40,000 
I 

: TRANSPORTA'"fION FACILITATION 

Trip to Uganda Martyrs University 4 240,000 

Administering and collection of questionnaires 300,000 

Sub-Total 540,000 

PERSONNEL/ ALLOW ANCES/F ACILIT A TION ... 
I 

Research Assistants 14 days for 2 assistants 30000 840,000 

Sub-Total 840,000 

I Data entry 150,000 

Data analysis 300,000 

' Report compilation 250,000 
I 

Sub-Total 700,000 

! Communication 200,000 I 

l charges/ Airtime 
1 Grand Total 
l I 2,880,000 
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APPENDIX III QUESTIONNAIRE 

· )ear Respondent 

· v1y name is Oboke Paul. I am a student of Gulu University, pursuing a Master of Arts in 

>ublic Administration and Management degree (MAPAM). I am undertaking a Research 

:ntitled ~'Leadership Quality and Organisational Performance in Ugandan Universities: 
:'omparative Study of Gulu and Uganda.Martyrs Universities" as a partial fulfillment for 

· he award of the Master's Degree. Based on your experience, I am convinced that you can be 

, L resourceful person to help me fill in this questionnaire for the purpose of this research. The 

nformation obtained from you is solely for the purpose of this research and will be treated 

Nith utmost confidentiality, purely for academic purpose. I therefore request you to spare a 

~ew minutes of your busy schedules to fill in this questionnaire to enable me accomplish this 

.ask. Your honest and sincere contribution is highly appreciated. 

fhanks in advance. 

1 Oboke Paul 

09/U/2885/MPA 

, Phone: 0774981400 

· Section A: Background infoi mation 

I. Sex: Male D Female D 

2. Age bracket: 

Belov.' 20 yrs D (20-24) D (25-29) D (30-34) D (35-39) D (40-44) 0(45-49) D 

(50-54) D (55 and above) D 

3. Marital status 

Widowed 

SingleD 

D 
Married D Divorced D Separated D 

Others (Specify) ............. . 

4. Highest level of educational level: 0 level D A level. D Diploma D First degree D 

Postgraduate D Masters D PhD D Others pecify) ............. . 

5. Name of Institution. Gulu University D Uganda Martyrs Unive(]ity 

6. Category of staff: Academic D Senior Administrative D Support D 

7.Rank within the category: t 

8. Position/Designation ........................................................................ . 

9. Department ....................................................... . 

I 0. Period of service with the Institution in years .............. . 
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9. Department .. ..................................................... . 
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SECTION B: 

Please tick the relevant box from column labeled I to 5 (on the right) 
' 

Key: 1 - Strongly Disagree, 2- Disagree, 3 - Not Sure, 4 - Agree and 5 - Strongly Agree. 

No Statement 1 2 3 4 5 

A · Transactional Leadership 

1 My supervisor rewards me for the effective performance I make. 

2 My supervisor explains to me how I should do my work to get rewarded. 

3 My supervisor checks on the quality of my work from time to time. 

My supervisor asks me to report on the progress of my work on a regular 
4 basis. ' 

I 5 My supervisor provides me with sufficient information about my work. 
I 

6 My supervisor takes time to listen to me. 

7 My supervisor cares for my career advancement. 

8 My supervisor offers me training opportunities in a formal setting. 
' I 

I 

9 My supervisor apJJ ·a.ciates my role in the workplace. I 

I 
r 10 My supervisor demonstrates accurate decision in his/her work. ; 

I 

I 
I 1 1 My supervisor gets along well with me at the workplace 
I , 
I 

I 12 My supervisor makes his/her attitudes clear to every member including me 

-
13 There is a good communication flow between my supervisor and me. 

14 My supervisor is supportive enough to enable me perform well. ~ 

I 
I 

15 My supervisor encourages the use of uniform procedures at the workplace. 

B Transformation leadership 

I 
1 My supervisor is a model for me to follow. I 
2 I have complete if lief in my supervisor. 

I 
3 My supervisor makes everyone around him/her feel good, including me. 

I 

' 4 My supervisor finds out what I need and tries to help me get it. I 
I 
t 

5 I can count on my supervisor to express appreciation when I do a good job. 



6 My supervisor gives personal attention to me when I seem to be neglected. 

My 
. 

look at problems from different supervisor encourages me to a 
• 

7 perspective. 

8 My supervisor talks about the importance of mutual trust among members. 
. 

9 My supervisor provides me with coaching to help me develop new skills. 

My supervisor encourages me to participate in all major decision makings 
10 that involves my work 

1 1 My supervisor consults me before making decisions that pertain to me. 

I am usually invited to engage in addressing administrative problems at my 
12 workplace. 

.. 

My supervisor guides 
. 

solving administrative problems with fellow me In 
13 staff. 

My supervisor makes personal sacrifice and goes beyond self interest for the 
14 be <efit of the University. 

My supervisor delegates part of his/her power to me on specific matters after 
15 carefully coaching me. 

16 I consider my superv 1sor to be trustworthy. 

17 My supervisor exhibits honesty in his/her dealings with me. 

My supervisor strives to go an extra mile to make it pleasant for me to be a 
18 member of the group. 

c Employee Commitment 

I would be very happy to spend the remainder of my career with this ... 
I University. 

") I am proud to tell people that I work with this institution. -
3 I feel a strong sense of belonging to this University. 

,, 4 I feel emotionally attached to this University. 

• 
s It is difficult for me to leave this University right now. 

I am not afraid of leaving this University .even if I do not have another job 
6 offer. 

7 I feel comfortable working with this University. 



8 I am proud to be working with this University. 

I feel that this Universjty is the right organisation for me to spend my time 

9 working. 

One of the major reasons that I continue working for this organization is that 

10 I believe that loyalty is important. 

1 1 l do not feel a sense of ownership towards this University. 
' 

12 I really feel as if this department's successes and problems are my own 

13 I am satisfied working with my department. 

14 I enjoy discussing this University with outsiders. 

) Organisational- Culture 

I The organization makes me feel like it is my personal place 

2 People have more freedom in their work at this organisation 

3 The organization has become more receptive to feedback. 

4 There is more open communication within the organisation 

5 The organization has r.~come less bureaucratic. 

6 Roles of employees are more clear at my workplace 

7 Job description for employees are clear at my workplace 

8 The organization always encourages innovation. 

9 The organization encourages risk taking. 

10 Teamwork rather than individual work is encouraged in this university. ... 

1 1 Top management maintains a sense of order in my workplace. 

Top management receive special benefits not available to other employees at 
12 my work place. 

Top Management are given higher respect compared to other employees at 
13 my workplace. ' 
14 In my workplace, most decisions are endorsed by top executives. 

15 Employees who perform the best are paid extra for their efforts. 

16 Employees are encouraged to search for ways to work more efficiently. 
.. 

• 



17 Employees at my workplace work well in teams. 

18 Employees are treated fairly in my organization. 

19 Employees receive assistance to overcome any personal problems. 

. 
20 Leaders work hard to keep employees happy . . 

Employees are always kept informed of what 
. happening 

. 
the IS in 

21 organization. . 

22 Employees care for each other greatly here. 

23 The University listens to all stakeholders and responds quickly to their needs. 

24 Employees adapt quickly to new work requirements in this place. 
.. 

E Organisational Performance 

1 There is a formal written performance appraisal system. 

2 The performance appraisal system used here is fair. 

3 I am informed of how my performance is evaluated. 

4 I receive feedback of performance evaluation results about myself. 

I 5 I feel I am valued by this University. 

6 I receive adequate training to do my job well. 

7 I am not overwhelmed by my responsibilities at work. 

I 
8 The orientation I received prepared me well for the job. 

9 I regularly think/worry about work issues when I am at home. 
... 

IO I am satisfied with my income. 

I I I would not leave this University even if I had other alternatives. 

12 I have mastered the skills necessary to perform my work. 

13 I have ample opportunities for advancement in this profession . 

• 
14 My job motivates me to perform at the highest level. 

15 The job adds significant pressure and anxiety ~o my life. 

16 If I felt that I needed extra training, it would be made available for me. 
! 

/ 11 I am satisfied with the benefits offered to me through this job. 
l . . . . 

This 1s the end of the questionnaire. Thank you very much for your valuable time . 
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APPENDIX IV INTRODUCTORY LETTER 

GULU 
P. 0. Box 166 
Gulu - Uganda 

UNIVERSJ.TY 
TEL +256 471 432923 
FAX +256 471 432094 
Email: fbds@gu.ac.ug 
URL: www.gu.ac.ug 

FACULTY OF BUSINESS AND DEVELOPMENT STUDIES 

Date: 21 st June, 2012 

TO WHOM IT MAY CONCERN 

RE: OBOKE PAUL 09/U/2885/M PA 

The above na1ncd person is a final year student of Gulu University pursuing 
a Master of Arts in Public Administration and Management (MAPAM) 
Degree of Gulu Univew:sity. 

As part of the requ_irements tor the award of the Master Degree, he is 
carrying out a research on the topic "LEADERSHIP QUALITY AND 
ORGANISATIONAL PERFORMANCE IN U(;ANDAN 
UNIVERSITIES: COMPARATIVE STUDY OF GULU UNIVERSITY 
AND UGANDA MARTYRS UNIVERSITY." 

Any assistance rendered to him in the process of data collection shall be 
highly appreciated. 

Yours faithfully, GULU UNIVERSi'ITV 

l 1 .lllN2012 • 

DEAN 
: • ' I i I r y n ' " u ~ l N [ \ ~ ~" 
! . 1 \I F UJ 1 · M l_ N T ~ T ll l> ~t ~ ~ _ . 
. ----·- ---- . --

Dean Faculty of Business and Developm~nt Studies 


