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Abstract

The intent of this research was to explore explicitly the relationship between
participation in decision-making and the employee perceptions about trust,
psychological contract breach and organisational commitment. While most of
these constructs have received a lot of attention in literature, little research
exists on how they are interrelated as far as organisational studies are
concerned. Therefore the main focus of this research was to explore these
relationships.  Participation in decision-making was hypothesized to have
positive relationships with trust and organisational commitment, and a
negative relationship with psychological contract breach. The research was
conducted on a total of 50 information technology professionals. The results
indicate there is no significant relationship between participation and trust as
well as organisational commitment. However, there is a significant negative
relationship between participative leadership and the perceived breach of the
psychological contract at the organisational level.

MBL Research Report = Innocent Dlamini — November 2005 i



J
p—
ap———

=

Declaration

| declare that this research report is my original, unaided work.

This report is submitted in partial requirement for the degree of Masters in
Business Leadership (MBL) at the Graduate School of Business Leadership
(SBL) of the University of South Africa (UNISA). To the best of my knowledge
it has not been submitted before for any degree or examination at this or any

other university.

Innocent M Dlamini

November 2005

MBL Research Report = Innocent Dlamini - November 2005 i



1
y——
l——
=

Acknowledgements

A number of individuals have made invaluable contribution to the success of
this research and [ wish to thank them. First and foremost, it has been a great
pleasure to have carried out this research under the guidance of Professor
Stelia Nkomo. | also wish to recognize the contribution made by Dr. Solomon

Lebese who was mistakenly assigned as a supervisor for this project.

Special thanks goes to Sidumo Masango who assisted with the statistical
analysis. | also wish to thank my wife Sihle who has been very supportive
throughout the MBL course. Owethu and Unathi thank you for the inspiration.
Above all, | thank GOD for giving me strength and courage to face challenges.

MBL Research Repon — Innocent Dlamini — November 2005 iv



~

Table of Contents

ADSIraC occoiviiiivrirrienienees
Declaration.........coeeoeiene
Acknowledgements...
Table of Contents......ccovveeeciiviinrerriaererns

LISt Of T DI oo eee e eeeee e eeseee e vsaseesesaassmbassssraasesasnrnnnnsassassassbanssaserannnnnsassertissenanes

List of Figures .....cccooecvecnmcnnanniiin

Chapter 1: Orentation.......c..ccoeccevecrrecrnnnans
1.1 Introduction.....c..ccooccovcrvcnvnncnininnns
1.2 Research objective ........cccceeunns

1.3 Definition Of teIINS ...cove e eeeeseeesreteeeesreeseessrneseranees

1.4 Problem statement...

1.5 Importance/benefits 01" thc study ..................................................

1.6 Contribution of the study ...
1.7 Delimitations of the study................
1.8 Organisation of the report ...
Chapter 2: Literature review ..
2.1 Participation in Dccmlon Makmg
2.2 Psychological Contract ..

2.3 THUSE e ettt cirtee et ecre e re e v n e s e e s e e eena g essas s sss s esssabsenans
2.4 Organizational COMMItMENT.....cc.ccnueirremmrminiinnisirore e

Chapter 3: Research design...
3.1 General design ...
3.1.1 CIasschatlon of dcsugn
3.1.2 Method of data collccllon

3.1.3 Power of researcher to producc effccts in the vanablcs

3.1.4 Purpose of study....

3 L5 TIME QIMICISION o eeeiiiiieeeeeee e eeree et eeee s eee s st ss s easseasearsanr s aresssesrast st brarbnans

3.1.6 Topical scope ..
3.1.7 Research envrronmenl

3.2 Measurement instrument and data collccllon
3.2.]1 InStrument deSigN .......ccoueciieimccmreinccrrrerenerne et vt s bbb
3.2.2 Instrument Validily. ...t s
323 Reliability. ..ot e
3.2.4 Data ColleCtion .......cocecovvciveirmeiimeie v
3.3 POpUlation ...
3.3.2 Sampling frame........cecovecmvcrrecreeecrne s

3.3.3 Sample type...ccovreiceccs

3.3.4 Sample SIZ€ ...corneerviiiviiie e

3.4 Data analysis methods...........c..ccocovnininnn
3.4.1 Editing........oounne

A2 COING..ccriiiiiiriiiricriic s e e

3.4.3 Analysis...
3.5 Results presentation ........coovvevveenrvnnes

3.6 Limitations of the study ..........cccovvrvvearvecnniinens

MBL Research Report - Innocent Dlamini — November 2005



.!,
————
=t

Chapter 4: Research Results ...,
4.1 Frequencies ........cooiiieinininiennsniens
4.1.1 Total sample
4.1.2 Age groups...
4.1.3 Gender... .
4.1.4 Number of years wnh current employcr .
4.1.5 Number of years with current manager ..
4.1.6 Position held.......
4.1.7 Education Level ..

4.2 Descriptive statistics .. e aneares

4.3 Correlations and other anal yses .. -

4.4 Hypotheses Testing....
Hypothesis 1
Hypothesis 2.

Hypothesis 3......ccoviiiiviivirnnins
Hypothesis 4...

Chapter 5: Dlscussmns . .

Chapter 6: Conclusions and rccommcndauons............................................................
FUIUTE TESEATCH .. .etieiives sttt rre bt b st s b e n s g gt a b n st sr e benn e

Chapter 7: Article for publication.....................

8.0 References......c..ccoevivcinin

9.0 Bibliography ...

10.0 Appendices....
Appendix A. Quesnonnalre "
Appendix B Cover Letter...
Appendix C. Frcquencies...............................
Appendix D Descriptive SLatiStCS ..ot st
Appendix EANOVA ..ot

MBL Research Report — Innocent Dlamini — November 2005

s 28
e 28
e 28
e 28
e 29
RC ) |
e 32
e 32
e 33
o33
v 34
e 37
e 37
e 38
O
1 |

.43

48
48

20
s
v 14
vernens 15
Y b
82
e 84
.86

97

vi



Y

List of Tables

Table 3.0-1 Research design strategies.....

Table 4.0-1 Total frequencies ... .

Table 4.0-2 Frequencies by Agc groups

Table 4.0-3 Frequency distribution by gender
Table 4.0-4 Frequencies by number of years wuh employer .

Table 4.0-5 Frequencies by number of years with current managcr e
Table 4.0-6 Frequencies by position held ...
e 33
33
veirinenns 30
creren B4
e B4
..
e85
coenen 85
ceeen 85

Table 4.0-7 Frequencies by education level .........ocoooneiiiinnniniincn

Table 4.0-8 Descriptive statistics table...

Table 4.0-9 Correlation analyses ...................

Table C 1. Frequencies by gender ...

Table C 2 Frequencies by age groups .
Table C 3. Frequencies by number of ycars Wlth current employcr

Table C 4. Frequencies by number of years with current manager ...

Table C 5. Frequencies by position held .......

Table C 6. Frequencies by education.............

Table C 7. Frequencies by Salary...........oiiinini i
Table D 1. Descriptive statistics overall ...,
veinn 80

.87

Table D 2. Descriptive statistics by gender = male ................
Table D 3. Descriptive statistics by gender = female ...............

Table D 4. Descriptive statistics by age group = 20-30 years ........ccccoeovinininnninnns
Table D 5. Descriptive statistics by age group = 30—40years..........cocovvvneinrnnne.
Table D 6. Descriptive statistics by years with employer = less than 1 year ..............
Table D 7. Descriptive statistics by number of years with employer = 1-5 years.......
Table D 8. Descriptive statistics by number of years with employer = 6-10 years...
Table D 9 Descriptive statistics by number of years with employer = 11-15 years...
Table D 10. Descriptive statistics by number of years with employer = 15+ years.....
Table D 11. Descriptive statistics by years with manager = less than | year............
Table D 12 Descriptive statistics by number of years with manager = 1-5 years .......
Table D 13 Descriptive statistics by number of years with manager = 6-10 years ...
Table D 14 Descriptive statistics by Position held = Technician ..............cccoiviiiniens
93
.93

.94

Table D 15 Descriptive statistics by Position held = Supervisor...................
Table D 16 Descriptive statistics by Position held = Manager.............c.cooine
Table D 17 Descriptive statistics by Position held = Other.........c.coceviiiinnne,

Table D 18 Descriptive statistics by Education = Technikon ...
Table D 19 Descriptive statistics by Education = University degree ............c.ooevenenn,
Table D 20 Descriptive statistics by Education = Post graduatc degree.....c.ccovvervinnne.
e 96
e 97
e 98

...98

Table D 21 Descriptive statistics by Education = Other...

Table E 1 One way ANOVA (commitment vs. age) ...
Table E 2 Test of Homogeneity of Variances (commltment vs. agc)

Table E 3 ANOVA (commitment vs. age)....

Table E 4 Oneway ANOVA (commltmem Vvs. years w1th cmployer)

Table E 5 Test for homogeneity (commitment vs. years with cmploycr)

Table E 6 ANOVA (commitment vs. years with employer) ......cccovviviicninnnnninneas

MBL Research Report — Innocent Dlamini — November 2005

R |
e 28
e 28
reren 29

.31

32
.32

85
86

g7

..B8

88
89

..89

90
90

.91

91

.92

92

94
95
95

..99
100
100

vii



A

==

List of Figures

Figure 4.1. Graph showing age distnbution... revereen et st erearearerenesssiseranisraereres 20
Figure 4.2 Pie chart showing gender dlsmbutlons rererinine e nnessnen 30
Figure 4.3 Graph of frequencies by number of years w1lh employer .......................... 31

MBL Research Report — Innocent Dlamini — November 2005 viii



=<

Chapter 1: Orientation

1.1 Introduction
A number of studies have been conducted on the effectiveness of

participative leadership especially in decision-making, but the findings have
not been consistent {(Lam, Chen & Schaubroek, 2002; Yukl, 2002; Miller &
Monge, 2001; Leana, Locke & Schweiger, 1990; Parker, 1998}, and therefore
the effects of participative leadership are still unclear. Some studies have
reported a direct relationship between participative leadership and
subordinate performance while others have reported no relationship at all.
Others have reported relationships between participation and such variables
as job performance, employee satisfaction, employee productivity and
organisational behaviour; the most widely adopted notion being that
participation has a positive effect on employee performance.

However, other field experimental studies have found that the motivational
effects of participative leadership de not affect performance {Latham, 1983).
Several researchers have explanations for these inconsistencies in the
findings of participative leadership. Lam et al (2002), states that the
inconsistencies in the findings may be explained by the absence or presence
of moderating variables. They also suggest that when studying the
relationship between participation and performance, researchers should look
beyond the situational and methodological moderators towards examining
psychological predispositions. They studied individual difference variables
associated with locus of identity and efficacy beliefs about participating as
moderators of the effects of participative decision-making on individual and
group performance. In turn they found self-efficacy in regard to participation in
decision-making and idiocentrism moderated the relationship between
perceived paricipative decision-making opportunity and individual

performance.

This study therefore is directed towards examining other psychological
predispositions based on the belief that participative leadership in decision-
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making affects other psychological variables namely trust, organisational
commitment and the psychological contract, which in turn affects employee
performance. Hence this study is designed to examine the relationships
between participative leadership in decision-making and employee trust,
psychological contract as well as the organisational commitment in

information technology teams.

1.2 Research objective
The primary objective of this research is to determine the relationship

between participative leadership behaviour in decision-making and employee
trust, perceptions of the psychological contract, and organisational
commitment in information technology based teams in Swaziland. In essence,
the research seeks to establish if there is a relationship between participative
leadership behaviour in decision-making and the aforementioned affective

employee variables.

1.3 Definition of terms
¢ Leadership is the process of influencing others to understand and

agree about what needs to be done effectively and the process of
facilitating individual and collective efforts to accomplish shared
objectives (Yukl, 2002).

» Participative leadership is the type of leadership behaviour whereby the
leader makes efforts to encourage and facilitate participation in making
important decisions (Yukl, 2002).

o« A psychblogical contract is an individual's belief in mutua! obligation
between that person and ancther party, such as an employer
(Rousseu, 1989). This belief is based on the perception that an
exchange of promises has been made (e.g. of employment or career
opportunities) to which the parties are bound. It is an unwritten set of
expectation between everyone in an organisation and unlike the written

contract is continually changing.

MBL Research Report — Innocent Dlamini - November 2005 2
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Organisational commitment is concerned with feelings of attachment to
the goals and values of the organisation, one’s role in relation to this as
well as attachment to the organisation in a manner other than
instrumental value (Cook, 1980).

Trust is defined as reflecting three facets, which are expectation or
believe, involves a willingness to be vulnerable and there is some level
of dependency between two people (Whitener, Korsgaard & Werner
1998).

Autocratic decision-making is when the manager makes a decision
alone without asking for opinions or suggestions from other people.
Consultation is when the manager asks other people for their opinions
and ideas then makes the decision alone.

Joint decision is when a manager meeis with other to discuss the
decision problem and make a decision together.

Delegation is when the manager gives an individual the authority and

responsibility for making a decision.

1.4 Problem statement
Does participative leadership have a positive relationship with employee

perceptions of trust, the psychological contract, and organisational

commitment?

Sub Problems

What is the relationship between participation in decision-making and
the psychological contract?

What is the relationship between participation in decision-making and
the trust of employees?

What is the relationship between participation in decision-making and

employee organisational commitment?

MBL Research Report — Innocent Dlamini — November 2005 3
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1.5 Importance/benefits of the study

Apart from generating interest and inciting more research on the effects of
participation, this study is important in that it will shed ideas on the effect of
participative leadership behaviour in shaping the antecedents of employee
behaviour that have been discussed. When this is achieved, managers can
use the findings as a guideline on whether to use participation to positively

improve employee behavior and hence performance.

1.6 Contribution of the study
This study will help to give a new dimension to the measurement of

effectiveness of participative leadership. A number of research studies have
been conducted using a variety of methodologies and the results have been
inconsistent. This study will add another dimension by examining a number of
affective employee outcomes. The results of this study should incite further
research in the measurement of effectiveness of participative leadership and
its consequences. It will also help to improve leadership development

programmes in technology management in Swaziland.

1.7 Delimitations of the study
This study is limited to Information Technology professionals and therefore,

any findings cannot be assumed to apply to all other professionals. While the
variables of concern may exhibit relationships as they are assumed, it is worth
mentioning that it is rarely easy to diffuse relationships between psychological
variables without taking into account any intervening variables. This implies
that even if this study can show relationships between participation in
decision-making and employee behaviour, the results, while sufficient, are not
conclusive if the other intervening variables such as organisational culture,
other dyadic relationships are not taken into account.

1.8 Organisation of the report
The first part of this document (Chapter 1) introduces what this research is all

about and what is to be achieved through it. Chapter two covers the related

MBL Research Report ~ Innocent Dlamini - November 2005 4
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literature and reviews the relevant theories guiding this research. Chapter
three explains in detail how this research was conducted and explains the
intricacies of the research methodology adopted to carry out this research.
Chapter four presents the findings while chapter five presents the discussions.
The conclusion and recommendations from the study are presented in
chapter six. The last chapter of this document presents a draft article for

publication.

MBL Research Report — Innocent Dlamini — November 2005 5
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Chapter 2: Literature review

2.1 Participation in Decision Making
Participative ieadership, according to Yukl (2002) involves efforts by a leader

to encourage as well as facilitate panicipation of followers in making
decisions. Some refer to it as participative decision-making {PDM) (Sagie,
Elizur & Koslowsky, 1995). Parnell and Crandall (2003) define participative
leadership as processes that results in transfer of decision power from leader
to subordinates. They also argue that the emphasis on specific techniques of
PDM has not resulted in a clear understanding of this phenomenon.

Ryan (1999) defines participation as an opportunity to influence decisions,
including structures and processes that encompass participation and
involvement. In this study participative leadership is described as the actions
undertaken by a leader to ensure that followers have a say in decisions. While
participative leadership has been further broken down to include autocratic
leadership, consultation, joint decision-making and delegation (Yukl, 2002),

for purposes of this study it is taken to imply participative decision-making.

According to the Vroom and Yetton Model, the decision procedure used by a
leader affects both the quality of the decision and the acceptance of the
decision by those that have to implement it (Yuki, 2002). The mode! also
identifies other aspects of the situation that render one decision effective in a
situation and not effective in another. It identifies five procedures used for
making decision namely, a leader makes a decision by him/herself using
information available, subordinates provide the necessary information and
then the leader makes the decision in such a way that the role of the
subordinates is providing information, problem is shared with subordinates
individually and then the leader makes the decision without necessarily
reflecting subordinates influence, the problem is shared with subordinates in a
group through which they provide ideas and suggestions and then the leader
makes the decision and lastly the problem is shared with the subordinates in

MBL Research Report - Innacent Dlamini - November 2005 6



a group and in a group alternatives are evaluated and a consensus reached.
Each of these procedures reflects a certain amount of participation by the

subordinates.

In the article of participation, satisfaction, and productivity, Lam, Chen and
Schaubroek (2002) quote (Locke & Scweiger, 1979) as having defined
participative decision making as joint decision-making or influence-sharing
between leaders and their subordinates. They found that issues such as self-
efficacy in regard to decision-making moderated the relationship between
perceived participative  decision-making opportunity and individual
performance. Several other definitions of participative leadership as well as its
relationship to other variables exist and as Greiner (1973) noted, the differing
views among management educators and social theorists on what exactly is
meant by participative leadership has resuited in considerable confusion.

The confusion around participative leadership has considerable effects on the
studies of this phenomenon in relation to other variables. Miller and Monge
(2001) suggested that the wide-ranging conceptualization and operational
definitions of participation might have resulted in the varying strengths of the
relationship between participation and satisfaction that researchers have
identified. To eliminate conceptualization problems, for the purposes of this
study, the researcher adopts a limited conceptualization of participative
leadership to include delegation, consultation, joint decision-making and
power sharing (Yukl, 2002). Even though there is confusion over this topic,
the effects of participation in decision-making on employee attributes cannot
be downplayed.

Vroom (2000) suggested that even under several different conditions,
increasing participation leads to more decision acceptance (buy in),
commitment to the decisions and better motivation to implement the
decisions. It is also confirmed that having an input in a decision makes
subordinates feel the leader values them and affirms that they are not only
respected but, their status is of high order (Korsgaard, Schweiger & Sapienza,
1995). Subordinates are also given some indirect control over decisions when

MBL Research Report - Innocent Dlamini — November 2005 7
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they are allowed voice in the decision-making process and, therefore, are
likely increase their commitment towards organisational objectives.
Participation, as some researchers have established, has some effect on
psychological variables, which in turn affect performance. In this study, it is
suggested that participation will affect employee bahaviour through trust,
psychological contract and the organisational commitment variables.

Preston, Bottger, Hallein and Yetton (1985) suggest that managers use
participation as a means of protecting both the quality and acceptance of a
decision. Comparing how managers respond to problems of low or high
structure can test this they claim, and, that the use of participation will also
depend on whether the manager has sufficient information to solve the
problem. They conclude that problem structure will determine whether a
manager does or does not use participation, and that participation is used
more where the problem is unstructured and less where the problem is

structured.

Information Technology (IT), according to Benamati and Lederer (2000) is
continuously changing and causing difficulties for IT managers. Because of
this continuous change and the expense associated with acquiring new IT
solutions, selecting the wrong solution can be very costly. It is for this reason
that it is a complex challenge to IT managers to realize the potential of the
ever changing IT while avoiding the risk of failure (Benamati & Lederer, 2000).
Again the new technology that comes with every change makes it difficult for
IT managers to become experts in everything. This is further aggravated by
the fact that in each solution of IT, there is usually different expertise needed
to implement the solution. This implies that IT managers will generally not

have all the information required to make the most critical decisions.

From the above, it can be suggested that information technology decisions
are more likely to be unstructured and therefore need input from different
experts. A problem is usually unstructured if the solution is a non- routine and
the nature or source of information to the problem is unknown (Preston et a/,

1985) and this typically represents IT problems. The decision has to be of

MEBL Research Report — Innocent Dlamini — November 2005 8
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high quality because, as mentioned above, costs of making mistakes are very
high. Using the Vroom’s (2000) normative model, which suggests that
participation is related to problem structure, it is proposed that IT managers

will use more participation.

H1. Information technology leaders will generally on average (4} use high
levels of participation in decision-making.

2.2 Psychological Contract

Psychological contract of employees is based on the beliefs of what the
employee owes the organisation and what the organisation owes the
employee in return. It is the individual’'s belief regarding terms and conditions
which define the exchange agreement between that individual and another
party as defined by Robinson (1996) taking it from Rousseau (1989). It
practically reflects what employees believe an employer owes the employees.
By nature, this construct is highly flexible with undefined set of terms, which
are interpretative. Robinson (1996) states that psychological contracts, unlike
the formal contracts, are inherently perceptual in nature which means that one
party's understanding of the contract may not be the same as the
understanding of another party. This inherently makes the psychological

contract subjective.

The psychological contract is not static and will change over time and hence
employees will believe that the employer owes them different things at
different times in the course of their employment. When the employees do not
receive what they believe they ought to have, they are likely to feel that the
employer has breached their psychological contract. Psychological contract
breach occurs when the employees perceive that the employer has not
fulfilled their expectations such as high salary, promotions, job security and
sufficient power and responsibility (Robinson, 1996).

MBL Research Report — Innocent Dlamini — Novemnber 2005 9
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Employees who experience psychological contract breach may exhibit
behavior that is not aligned to that required by their employers such as lower
citizenship behavior, reduced commitment and performance (Robinson,
1996). For example employees may not take an active role in decision-making
even when the opportunity has been availed to them. This creates a problem
in trying to evaluate the relationship between participation and the
psychological contract. It becomes difficult to establish the causality between
participation and psychological contract breach because a breach may occur
due to other variables resulting in employees deciding not to take part in
decision making, while on the other hand, a breach may occur because
employees are excluded in the decision-making process yet they feel they
ought to participate.

In the study of trust, Robison {1996) found trust to have a moderating effect
on the psychological contract. Like all contracts, trust forms the basis of the
psychological contract and acts as a guideline in the interpretation of
behaviours within this relationship. The existence of trust at the very
beginning of this relationship will form a positive foundation for the way in
which behaviour is going to be interpreted throughout the existence of this
relationship. As a result, employees with low trust in the initial engagement of
the employment contract will experience a decline in trust if they perceive that
a psychological contract breach has occurred. However it is not the purpose
of this study to evaluate the moderating effect of trust, so as far as the
relationship between participation and the psychological contract, the
following hypotheses are made:

H2a: There is a negative relationship belween participation in decision-making
and the perceived breach of the psychological contract of employees who
believe they are entitled to participation in decision-making.

H2b: There is no relationship between participation in decision-making and

the perceived breach of the psychological contract of employees who do not
believe that they are entitled to participation in decision-making.

MBL Research Report — Innocent Dlamini — November 2005 10
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2.3 Trust
The construct of trust, according to Zhu, May and Avolio (2004), has been

given a considerable amount of attention in organizational sciences literature.
This they attest is so because trust has potential consequences on
organizational effectiveness and performance. In literature, trust has been
defined to include willingness of one party to expect another party to perform
a particular action that is important to the trusting party while in no position to
control the actions of the trustee (Whitener, Brodt, Korsgaard & Werner, 1998,
Brockner, Siegel, Daly & Martin, 1997; Cook & Wall, 1980). Robinson (1996)
defines trust as “one's expectations of beliefs about the likelihood that
another's future actions will be beneficial, or at least not detrimental, to one's
interest” {p. 576). This definition is adopted for this study.

The trusting party must be willing to be vulnerable to actions of the trustee
and have confidence that the trustee will act in the interest of the trusting
party. Whitener et af (1998), state that a combination of the agency and social
exchange theories integrates economic factors and social processes that help
in the understanding of the development of trust. According to the Social
Exchange theory, trust develops through an exchange of benefits between
two parties (Brockner, Siegel, Daly & Martin, 1997).

Zhu (2004) and his colleagues identify two types of trust namely conditional
and unconditional trust. They describe conditional trust as one in which the
two parties are willing to transact as long as both parties behave appropriately
using similar understanding of situations. This trust they claim is usually
sufficient to facilitate a number of social exchanges. Unconditional trust
however they define as being characterized by shared values that structure
the social situation becoming the primary vehicle through which trust is

experienced.

Connell, Ferres and Travaglione (2003) cite a couple of writers who maintain
that trust is developed through an organization’s leaders. It is for this reason

MBL Research Report — Innocent Dlamini ~ November 2005 11
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that Whitener et al (1998) advises that it is better that managers be
encouraged to make the first move to initiate trust and that the initiation
process is a challenge of management. There are several ways in which
managers can initiate trust and these include keeping promises, treating
employees fairly and engaging in transparent behavior. Connell et af (2003)
cite perceived organizational support, procedural justice and transformational

leadership as predictors of trust.

Managerial behavior has an important influence on the development of trust in
the relationships between managers and employees (Whitener et al, 1998).
According to Whitener et al (1998) there are five managerial behaviors that
influence employees’ perception of managerial trustworthiness, these being
behavioral consistency, behavioral integrity, sharing and delegation of control,
communication, and demonstration of concern. As far as the sharing and
delegation of control, Whitener et al (1998) state that participation in decision-
making and delegating control are key components of trustworthy behavior.
They cite several researchers who found participation in decision-making to
have an influence in the development of trust between managers and

employees.

From definition of trust, it is proposed that managers who engage in
paricipative decision-making must believe and trust that subordinates have
the ability and potential to influence the decision positively. Managers
therefore have to be willing to be vulnerable to the actions of the subordinate
so as to allow participation in decision-making, with the basic assumption
being that individuals act in self-interest. Because trust invoives the
willingness to remain vulnerable by setting out faith in another person with the
hope that it will be reciprocated, a manager who initiates participation is likely
build the trust of employees as indicated by the Social Exchange theory.

When managers engage in participation, they indicate a certain amount of
trust on the subordinates and in turn, subordinates are more likely to return
the trust. Ritchie and Miles (1970) found that where participation was valued

and practiced, subordinates satisfaction with their managers was closely

MBL Research Report - Innocent Diamini - November 20035 12
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related to the amount of trust and confidence, which managers have in them.
This suggests that there is a relationship between participation and trust.
Ideally, those employees who are afforded a chance to impact on the decision
that affect their jobs and the organization are likely to believe that their leaders
demonstrate concern and this should increase their level of trust in their
leader (Whitener et af, 1998).

When employees have greater influence in decisions it is therefore proposed
that they will be more trusting.

H3: There is a positive relationship between participation in decision-making
and the employee perception of trust in their leader.

2.4 Organizational Commitment
Cook and Wall (1980) state that the concept of organisational commitment is

concerned with feelings of attachment to the goals and values of the
organisation, one’s role in relation to this as well as attachment to the
organisation in a manner other than instrumental value. Another definition of
organisational commitment is “the relative strength of an individual’s
identification with and involvement in a particular organisation”, (Harrison &
Habbard, 1999: 611). Youset (2000) states that organisational commitment
has three basics components namely: a strong belief in and acceptance of
organisation’s goals and values; a willingness to exert considerable effort on
behalf of the organisation; and a strong intent or desire to remain with the

organisation.

Organisational commitment is defined as the extent to which an organisation’s
workforce is willing and capable of carrying out their roles to the achievement
of organisational objectives. Allen and Meyer (1990) identify three types of
organisational commitment. These are affective commitment, continuance

commitment and normative attachment.
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Affective commitment is emotional attachment to the organisation whereby
the organisation has an emotional value to the individual. In such a case, the
individual is strongly committed to the organisation such that the individual
identifies with the organisation and is proud to be a part of it.

Continuance commitment is a result of the perception of costs associated with
leaving the organisation. Allen and Meyer refer to Kanter's (1968) definition of
continuance commitment as cognitive continuance commitment, which occurs
when there is a profit associated with continued involvement in the
organisation and cost associated with leaving. The higher the risk associated,
the greater the chance that this kind of commitment will be substantial.

Normative commitment is when employees feel an obligation to remain with
the organisation. This kind of commitment is aftributed the social set-up of the
individual which may make them to believe that it is the “right and moraf” thing

to stay with the organisation.

There are several researchers who have noted that participation in decision-
making has a favorable influence on the organizational commitment of
employees. Harrison and Habbard (1999) concluded from their research that
job satisfaction, participative decision-making, and age were predictive of
organizational commitment of employees. Zhu, May and Avolio (2004) found
that prior research had shown that organizational commitment was greater for
employees whose leaders encouraged their participation in decision-making.
They also cite Mathieu and Zajac (1990) as having suggested that leadership
dimensions, such as initiation structure, consideration, communication, and
participative leadership were all antecedents of organizational commitment at
the individual level.

According to Yousef (2000}, there is a lot of previous research that has been
done to establish the relationship between leadership behavior and
organizational commitment but unfortunately there have been no consistent
findings. In his study however, (Yousef, 2000} he found that subordinates who
perceived their superiors as adopting consultative or participative leadership
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behavior were more committed to their organizations, more satisfied with their

jobs and were highly performing.

Allen and Meyer (1990) noted that there are differences in the
conceptualization of organizational commitment and these differences can be
attributed to the different psychological states reflected by commitment, the
antecedents’ conditions leading to its development and the behaviors
resulting from it. They also state that the three types of organizational
commitment can be viewed as types of aftitudinal commitments reflecting
different psychological states. This has led to some of these inconsistencies in

establishing relationships involving organizational commitment.

Because of the conceptualization of the three types of organizational
commitment, and the fact that they develop independently as Allen and Meyer
(1990) put it, it is proposed that participation will have different relationships
with each of these. Allen and Meyer (1990) suggest that in their earlier
research, there was strong evidence that affective organizational commitment
was due to experiences that fulfil employee’s psychological needs.
Continuance commitment develops because of the magnitude of investments
while normative commitment was influenced by individuals social
experiences. Taking these findings into account, the following propositions are
made:

H4a: Participation in decision-making will have a positive relationship with

affective organizational commitment in employees.

H4b: Participation in decision-making will have no relationship with

continuance organizational commitment.

H4c: Participation in decision-making will have no relationship with normative
organizational commitment.
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Chapter 3: Research design

According to Cooper and Schindler (2003}, a research design is a plan for
selecting the sources and the types of information that will be used to answer
the research questions. It acts as a framework for specifying and outlining the
relationships among the variables of concern as well as being a blueprint for
defining all the procedures to be used in arriving at the answers the research
is aimed at finding. It therefore acts as a guideline to the researcher about
how the data is to be collected, how it is to be analysed and how the results
are to be presented. Another element of the research design is that it

specifies the time dimension in which the research is to be carried out.

3.1 General design

Using the definition and classification of Cooper and Schindler (2003), the

following table defines how this research has been constructed.

Table 3.0-1 Research desi

n strategies

Category

Options

This research

Classitication of design

o Exploratory study
o Formal study

Formal study

Method of data
collection

o Monitoring/
observation

¢ Interrogation/
communication

Communication

Power of researcher to ¢ Control - Ex post facto
produce effects in the Experiment
variables » No control — ex

post facto

Purpose of study

» Descriptive study
o Causal study

Descriptive study

Time dimension

e Cross sectional
study

» tongitudinal
study

Cross sectional

The topical scope

» Statistical study
« Case study

Statistical study

The research
environment

¢ Field conditions

e Laboratory
conditions

¢ Simulations

Field conditions

Source Cooper and Schindler 2003 (P 147)
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3.1.1 Classification of design
The classification of the design specifies how the hypothesis is to be handled.

In an exploratory study, the main aim is usually to develop a hypothesis while
in the formal study the main aim is to test hypothesis resulting from research
questions. This study is a formal and statistical one, aimed at testing the

following hypothesis derived from the research questions:

H1. Information technology leaders will generally on average (4) use more

participative leadership style in decision-making.

H2a: There is a negative relationship between participation and the perceived
breach of the psychological contract of employees who believe they are
entitled to participation in decision-making.

H2b: There is no relationship between participation and the perceived breach
of the psychological contract of employeas who do not believe that they are

entitled to participation in decision-making.

H3: There is a positive relationship between participation in decision-making

and the employee perception of trust.

H4a: Participation in decision-making will have a positive relationship with

affective organizational commitment in employees.

H4b: Participation in decision-making will have no relationship with

continuance organizational commitment.

H4c: Participation in decision-making will have no relationship with normative
organizational commitment.

3.1.2 Method of data collection
The method of data collection defines how the data required to answer the

research questions is be collected. Data can be collected by monitoring /
observation whereby the researcher only inspects activities of objects or
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nature to get data rather than eliciting responses from anyone. It can also be
collected by communication/interrogation, which involves questioning subjects
and collecting their responses by the researcher. For this research
communication interrogation was selected because subjects had to report

(self report) about their experiences.

3.1.3 Power of researcher to produce effects in the variables
When the researcher has the ability to manipulate variables and/or control

them, the resulting study can be classified as experimental. However if the
researcher has no control over variables but can only report about them, as in
the case of this study, the study is referred to as ex post facto.

3.1.4 Purpose of study
The two options of the purpose of the study include descriptive and causal

studies whereby the former is concerned with explaining relationships among
variables while the latter is concerned with causality between variables. In this
study, because it could not be established as to whether any of the variables
causes another, it warrants that only the relationships be studied. Of prime
importance was to establish any correlation between the variables.

3.1.5 Time dimension
The time dimension defines the time frame in which the research is

conducted. A research carried once representing a picture at one point in time
is referred to as a cross sectional study. This is how the current study was
conducted, as the picture defined was between May 2005 and November
2005. However this study examines variables such as the psychological
contract that are ideally captured easily using longitudinal study, which is
repeated in a long time. The reason why this had to be a cross sectional study
is that this research is allowed only in the designated period as it has to be
covered in the tuition period of the MBL programme.
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3.1.6 Topical scope
The topical scope defines the emphasis that the study is placing in terms of

understanding the variables of interest. A statistical study like the current one
for example, outlines the population's characteristics using sample
characteristics to make inferences. In such a case a sample is used to make
generalizations about the population based on validity and hypotheses tested
quantitatively, The other alternative scope is a case study that emphasizes a
complete analysis of fewer events and places less emphasis on hypotheses.
The choice to make this study a statistical one was based on the fact that
there are quantitative measures of analysing the variables of concern.

3.1.7 Research environment
The environmental conditions under which a research is conducted can either

be field conditions or laboratory conditions. Because the subjects of this
research were in their field conditions this study was therefore done under

field conditions.

3.2 Measurement instrument and data collection

3.2.1 Instrument design
For this research, an instrument was developed to consist of already existing

instruments for measuring trust, organisational commitment, psychological
contract, and participative leadership. The questions were either on a five
point or a seven point Likert scale. Questions for measuring the perceived
breach of the psychological contract were taken from those of Rousseau
(1990). Questions for the measurement of trust in the leader were those
developed by Brockener, Siegal, Daly and Martin (1997). For organisational
commitment measurement, the questionnaire items were those developed by
Allen and Meyer (1990).

The last part of instrument was that of measuring participative leadership.

Participative leadership was divided into two sets namely larger organisational

participative leadership reflecting senior managers in the organisation and
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that for departmental reflecting the immediate manager. The first set was
used to measure the general participative decision opportunity in the company
and it was sourced from Lam, Chen and Schaubroek {2002). The other set
was used to measure perceived participation in relation to the line manager
and was sourced from Heller and Wilpert (1977). The reasoning behind this
was that, while the focus of this study's attention was on the immediate
manager, the larger organisation leaders have an impact on the participative
state of an organisation. The first set was therefore required as a control to
give a larger understandi_ng,,.o;' the organisation wide state of participative

-

leadership. wd

A set of questions was developed to capture demographic information. These
variables include age, gender, education and income group. Other variables
included in the questionnaire were the number of years under a current
manager, number of years in the organisation and the leve! of position held in

the organisation.

The questionnaire was combined to show
e Structured questions for measuring trust, psychological contract and
organisational commitment (closed questions).
o Structured questions for measuring participative leadership (closed
questions)
e Structured questions for collecting demographic variables

(See Appendix a for the full questionnaire)

3.2.2 Instrument Validity.
Instrument validity is concerned with establishing whether the instrument is

measuring what it has been designed to measure or how truthful the research
results will be. Validity was not a concern for the measurement instrument
designed for this research because it utilises already validated measures of
trust, psychological contract, organisational commitment and participative
leadership. This implies that issues of content validity, criterion related validity

and construct validity were not to be worried about.
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The scale for measuring the participative decision making opportunity, i.e.
perceived panticipation, according to the initial users (Lam et a/, 2000) has a
Cronbach alpha of .95 and the other from Heller and Wilpert (1977) has a
Cronbach alpha of .95. The scales for the measurement of organisational
commitment are those designed by Allen and Meyer (2001) and were
reported to have the following alphas: Affective commitment scale, .87,
continuance commitment scale, .75 and normative commitment scale, .79.
The coefficient alpha for the scale of measuring psychological contract breach
was reported to be .78. Lastly the scale for measuring trust in the leader was
reported to have a coefficient alpha of .75.

3.2.3 Reliability
Reliability is concerned with whether the instrument is measuring the same

thing time and time again. The extent to which results are consistent over time
and are an accurate representation of the total population under study
represents reliability. If the resulls of a study can be reproduced under a
similar methodology, then the research instrument is considered to be
reliable. To test the reliability of the instrument, a test re test approach was
used. Ten respondents were asked to complete the questionnaire and the
answers were noted. Two weeks later the same 10 respondents were asked
to complete the same questionnaire and the new answers were compared
with the old answers. The results showed 93 percent reliability. These final 10
questionnaires were included in the total list of respondents used for the

research.

3.2.4 Data Collection
For data collection the researcher adopted the procedure of self- administered

surveys, which was either mailed or hand delivered. The questionnaire was
mailed or hand delivered to the head of the department to be issued out to
staff. While this method provided a cost advantage, it posed disadvantages
such as a large non- response error and poor response. To curb this, the
researcher sent a follow up correspondence exactly 1 week after the
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questionnaires had been dispatched. The questionnaires were also
accompanied by a covering letter {(appendix b) providing respondents with a
chance to indicate interest in the findings of the study. This was aimed at
generating interest and increasing the response rate. A total of 25
questionnaires were mailed while 45 were hand delivered. In total 57 were
returned which indicated a response rate of 81%. Of the 57, 11 were
incomplete which necessitated call backs. The eventual usable number was
the targeted 50.

3.3 Sampling

3.3.1 Population
Cooper and Schindler (2003) define the population as the entire collection of

elements about which the researcher makes inferences. This research is
aimed at making inferences about information technology workers in the
Kingdom of Swaziland. The population element normally referred to, as the

unit of analysis, is each information technology person.

3.3.2 Sampling frame
The sampling frame selected was the Computer Society of Swaziland list.

However this list was almost 10 years old and therefore not accurate. It is for
this reason that there were difficulties in generalising the findings across the
population. This decreased the effectiveness of a probability sampling

procedure.

3.3.3 Sample type
Due to old age of the sampling frame, the researcher opted to use a non-

probability sampling procedure. It has been noted above that the benefits of a
probability sampling procedure will diminish if the sampling frame is flawed.
The sampling method adopted was a convenience quota sample. The quotas
included representation from parastatals (15), non- governmental
organisations (10), government departments (10) and private companies (15).
While this sample procedure may not have been scientific, it was sufficient for
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the purposes of this research. The only problem that arose was that it created

difficulties in generalising findings for the entire population.

3.3.4 Sample size
Because of the problems arising from the fact that there was no ideal

sampling frame and that the sampling was non-probability sampling, it
became necessary to increase the sample size for this research in order to
get a good estimation of the characteristics of the population. While
generalization of the population characteristics may not be achieved for the
purpose of this research, a bigger sample lets the researcher make fair
assessments about the population of interest. It is therefore, for that reason
that the ideal sample size was targeted to be at 50. The total population was
estimated to be around 200. This is because Information technology is
relatively a new field and its adoption is slow in Swaziland and hence there

are few IT professionals.

3.4 Data analysis methods
Because this is an exploratory study, the analysis of the data at first included

using the basic statistical tools such as means and standard deviation. To test
each of the five hypotheses, as the causality in each of the hypothesis is
unknown, correlation was tested as well as analysis of variance. Testing
hypothesis one (H1) involved testing the means of the perceived paricipation.

3.4.1 Editing
Editing is aimed at detecting errors and omissions, eliminating them as much

as possible to ensure that a minimum data guality standard is achieved.
Editing did not pose a great challenge for this research, as most of the
guestions were closed questions. There was however, no field editing as the
questionnaire was seif-administered. It was necessary though to make call
backs for incomplete or inconsistent answers so as to be able to get the
required sample of 50.
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3.4.2 Coding
The questions were almost all designed in a five or seven point Likert scale as

shown in appendix A, which renders coding unnecessary. Coding however
was done for the demographic variables such as gender. A “1” represented a
male while a “2” represented a female. For the age, a “1” represented less
than 20 years of age, 2 represented ages between 20 and 30 years, 3
represented ages 31 to 40, 4 represented ages 41 to 50 and 5 represented
ages above 50 years.

Further coding was done for the number of years the respondents had been
with the present employer which had the same scale as the number of years
the respondents had been with a current manager and was classified as
follows:

Less than 1 year was represented by a 1, 1 to 5 years represented by a 2, 6
to 10 years represented by a 3, 11 to 15 years represented by a 4 and above
15 years was represented by a 5.

Leve! of position in the company was coded as follows: technician was
represented by a 1, supervisor by a 2, manager by a 3, senior manager by a 4
and other by a 5. Education was coded as follows: high school was
represented by a 1, technikon by a 2, university degree by a 3, post graduate
by a 4 and other by a 5. Lastly, salary level per annum was coded as follows:
1 for less than E20 000, 2 for E20 000 to 50 000, 3 for E50 001 to E100 000,
4 for E100 001 to E200 000 and 5 for greater than E200 000.

The aspect of coding that warranted attention of the researcher was the
questions with reverse answers. These questions were used in the
measurement of the extent to which respondents trusted their immediate
managers as well as measuring respondents’ organizational commitment. The
questions were all on a seven point Likert scale which means that if a
respondent had selected a 1, it was coded as a 7 and vise versa. A 2 was
coded as a 6 and vise versa while a 3 was coded as a 5 and vise versa. A 4
remained unchanged as it represented a neutral point of the variables.
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3.4.3 Analysis

While this is an exploratory study, all the constructs have been tried and
validated. Each technique of measuring the variables was either a five-point
or seven-point Likert scale representing interval data. The variables showing
respondents’ expectations from the employer were averaged to give the
variable psychological contract expectations. The variables showing what was
received from the employer were averaged to produce the variable -
psychological contract met expectations. The perceived psychological
contract breach measure was then created by taking the average value of
each of the variables the respondents expected their employers to tulfill
(psychological contract expectations) and then subtracting the average value
of the variables that were met (or unmet} by the employer (psychological
contract met expectations), as done by Robinson (1999). {See section A of
Appendix A for the variables). For example let us assume that in the
expectations {measured on a seven-point Likert scale) on the variable
“expected promotion to a better job” a respondent scored 5 and on the met
expectation variable {measured on a seven-point Likert scale) “received
enough promotion to a better job" the respondent scored 3. Creating the
psychological contract breach then involved taking the expected value (5) and
subtracting the received value (3), 5-3 =2. This discrepancy represented a
breach. If the values had been 3 and 5 for expectations and met expectations
respectively the result would be a -2 showing that the variables was met more
that expected. As a result the values of the psychological contract breach
would range between -7 showing a variable not expected but highly met and 7
showing highly expected variable but not met at all.

To derive the construct of trust (trust in the immediate manager) the variables
in section b of the questionnaire were averaged. (See appendix A for the
variables). Variables in section ¢ subsection 1 of the questionnaire were
averaged to produce the affective organizational commitment construct.
Section ¢ subsection 2 was averaged to produce continuous organizational
commitment while section ¢ subsection 3 was averaged to produce the

normative organizational construct. The same was done for section d
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variables to obtain participative leadership and perceived participation
constructs.

Once the data was in the right format, through the use of a statistical program
(SPSS), the researcher used frequency tables, pie charis as well as
histograms for the exploratory analysis. Hypotheses were tested using
Pearson's (product moment) correlation coefficient for those that represent
two constructs, and analysis of variance (ANOVA} was also tested. For those
hypotheses representing more than two variables, the hypothesis was tested
using multiple correlation and multivariate analysis of variance.

3.5 Results presentation

The results are presented in frequency tables, pie charts, histograms and
tables.

3.6 Limitations of the study
Quantitative research requires skills in sampling design issues, sampling

methods, survey design, instrument design, statistical techniques, and how
they are all applied in a communications research context. The extent to
which these skills are used in planning and carrying out a quantitative study
determines both the quality of the data and the ability to generalize to the total
population. For this reason, the lack of a suitable sample frame resulting in
the use of non-probability sampling means that the results of this study cannot
be generalized for the whole population of [nformation technology

professionals.

The use of questionnaires and other standardized survey instruments may be
inadequate for uncovering deep-seated reactions. Variables such as the
psychological contract are better captured by a longitudinal study, as a cross
sectional requires the respondents to respond about instances that happened
a long time ago. The result is that there is a limitation in the capture and
measurement of the psychological contract as well as its perceived breach.
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Another limitation is caused by fact that some factors have not been taken
into account in this study. For example personal attributes, values, education,
organisational state, are factors necessary when evaluating the relationship
between participative leadership and such constructs as psychological

contract, organisational commitment and trust.
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Chapter 4: Research Results

As mentioned in the research design, a total of 50 questionnaires were used
for data analysis. These 50 are from respondents in the following categories:
parastatals (15), non- governmental {10} organisations, government
departments (10) and private companies (15). Below are the results showing
the demographic variables of the respondents.

4.1 Frequencies |

4.1.1 Total sample
Table 4.0-1 Total frequencies

Age | Gender | Years Years |Position | Education | Salary
Groups with with held
Employer| manager
N Valid 50 50 50 50 50 50 50
Missing 0 0 0 0 0 0 o]

All the respondents completed the information required as shown in table 4.0-
1.

4.1.2 Age groups

Table 4.0-2 Frequencies by Age groups

Frequency Percent Cumulative
Percent
Valid Less than 20 1 2.0 2.0

Years

20 - 30 Years 30 60.0 62.0

31 -40 Years 17 34.0 96.0

41 - 50 Years 1 2.0 98.0

51 Years plus 1 2.0 100.0
Total 50 100.0
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A total of 30 respondents were between the ages of 20 — 30 years, 1 less than
20 years, 17 between 31- 40 years, 1 between 41-50 years and 1 over 5t

years. Table 4.0-2 and figure 4.1 show the age distribution of the
respondents.

Figure 4.1. Graph showing age distribution
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Lass than 20 Years 31-40 Years 51 Years plus
20 - 30 Years 41-50Years
Age Groups
4.1.3 Gender
Table 4.0-3 Frequency distribution by gender
Frequency Percent Cumulative
Percent
Valid Male 40 80.0 80.0
Femaie i0 20.0 100.0
Total 50 100.0
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The results show that of the 50 respondents, 40 were male and 10 were
fernale which reflects a bias towards the males. This is depicted in table 4.0-3
above and figure 4.2 below.

Figure 4.2 Pie chart showing gender distributions
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4.1.4 Number of years with current employer

Table 4.0-4 Frequencies by number of years with employer

Frequency | Percent Valid Cumulative Percent
Percent
Valid Less Than 1 10 20.0 20.0 20.0
Year

1-5Years 25 50.0 50.0 70.0
6-10 Years 10 20.0 20.0 20.0
11 - 15 Years 3 6.0 6.0 96.0
15 Years + 2 4.0 4.0 100.0

Total 50 100.0 100.0

As expected, the results showed that a big proportion of the respondents had

been with their current employer for not more than 5 years. Actually, 10 % of

the respondents had been with their current employer for over 19 years. 25 of

the respondents had been with their current employer for years ranging

between 1 to 5 as depicted in table 4.0-4 above and figure 4.3 below,

Figure 4.3 Graph of frequencies by number of years with employer
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4.1.5 Number of years with current manager

Table 4.0-5 Frequencies by number of years with current manager

Frequency Percent Valid Percent| Cumulative
Percent
Valid Less Than 1 12 24.0 24.0 24.0
Year
1-5 Years 33 66.0 66.0 80.0
6-10 Years 5 10.0 10.0 100.0
Total 50 100.0 100.0

The results show that most of the respondents (32} had been with their
current manager for years ranging between 1 and 5 years. 12 had been with
their current manager for less than a year while 5 had been with their current
manager for years ranging between 6 — 10 years. As expected, none of the

respondents had been with their manager for over 10 years.

4.1.6 Position held

Table 4.0-6 Frequencies by position held

Frequency Percent |Valid Percent| Cumulative
Percent
Valid Technician 20 40.0 40.0 40.0
Supervisor 8 16.0 16.0 56.0
Manager 10 20.0 20.0 76.0
Other 12 240 240 100.0
Total 50 100.0 100.0

Regarding the positions held by respondents, the results show that the most
position held was that of technician at 20 respondents. 12 respondents could
not classify their position in the scale provided while 10 were managers. The
remaining 8 held supervisory positions. According to this, the majority of the

respondents are below supervisor level.
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Table 4.0-7 Frequencies by education level
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Frequency Percent Valid Percent| Cumulative
Percent
Valid High School 1 20 20 2.0

Teachnikon 15 30.0 30.0 320

University 21 42.0 42.0 74.0
degree

Post graduate 5 10.0 10.0 84.0
degree

QOther 8 16.0 16.0 100.0

Total 50 100.0 100.0

Most respondents were university graduates according to the results (21).15

of the respondents had attended technikon education while 5 had post

graduate degrees. Only one respondent was a high school leaver.

4.2 Descriptive statistics
Table 4.0-8 Descriptive statistics table

N Mean Std. Variance Skewness
Deviatlon
Statistic Statistic Statistic Statistic Statistic
Psychological 50 5.2573 1.0012 1.002 -.429
contract

Expectations

Psychological 50 3.7364 .9851 .990 045
contract met
expectations

Trust in leader 50 4.8067 7185 516 585

Psychological 50 1.6209 1.3716 1.881 350

contract breach

Affective 50 4.0800 .8829 .966 209
Commitment

Continuous 50 3.9500 .9459 895 -.381
Commitment

Normative 50 3.89300 .8384 703 -193
commitment

QOrganization wide 50 2.7960 1.0988 1.207 -124
participation

Perceived 50 3.1686 1.2698 1.612 -.301
participation

Valid N (list wise) 50
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An analysis of the data shows that on average most the respondents
expected from the employer, things such as promotion 1o a better job, high
pay, training, career development, long term job security and generous leave.
They also expected, on average, to participate in decision making, to
participate in job design as well as to be consulted about major activities of
their companies. This is reflected by a mean of 5.257 on the psychological
contract expectations. It was also observed that respondents, on average
expected to participate in decision making as reflected by a mean of 5.46 on
this variable. On the other hand, respondents marginally participated in
decision making, with this variable having a mean of 3.76.

The results also reflect that on average most respondents marginally received
less that they had expected from their employers as depicted by a mean of
3.736. This implies that most respondents perceived that there was a breach
in their psychological contract and the mean of 1.521 confirms that. On
average respondents generally trusted their immediate managers and this is
reflected by a mean of 4.808. As far as organisational commitment is
concerned (all three facets), respondents were moderately committed to their
organisations. The results also show that the respondents were unsure of the
extent of the padicipative leadership of their organisations. They also
marginally participated in decision making as reflected by a mean of 3.1868.

4.3 Correlations and other analyses
Table 4.0-9 below depicts the correlation analysis of the constructs. From this

analysis, the results reflected that at a 95% confidence level, the only
significant correlations were between the following: affective organisational
commitment and psychological contract expectations with r= 0.305, affective
commitment and psychological contract met expectations with r= 0.352,
organisation wide participative leadership perception and psychological
contract met expectations with r= 0.566 and the last one between organisation
wide participative leadership perception and psychological contract breach
with r= -0.428. The only important aspect of these correlations is that there is
a negative relationship between participation in decision-making at the
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organisational level and the perceived psychological contract breach. This
means that senior managers' leadership style as far as participation in
decision-making is concerned had an influence in the perceived breach of the
psychological contract of employees in the Information Technology sector.

Analysis of variance done for mean comparison of the three organisational
commitment variables and age reflected that at 95% confidence level, there
was no significant difference between the age groups. However age groups
less than 20 years, 41-50 years and 51 years plus only had one respondent,
which rendered the test to be limited in showing any significant difference.
Analysis of variance done for mean comparison of the three organisational
commitment variables and the number of years with current employer also did
not show any significant difference at 95% confidence interval. Again the
limiting factor is that the respondents were not evenly distributed among the
number of years with the employer. Analysis of variance for mean
comparisons between genders also reflected no significant difference
between males and females. See Appendix E
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4.4 Hypotheses Testing

Hypothesis 1
H1. Information technology leaders will generally on average {4) use more

participative leadership style in decision-making. To test this hypothesis, the
construct perceived participation was used. Because perceived participation
was measured on a five-point Likert scale, high levels of participation were
assumed to be at an average of 4.

This translates to the following:

Ho Average perceived participation is not equal to 4.

Ha Average perceived participation is equal to 4.

To test this hypothesis, the mean of perceived participation was tested as

shown below.

When the
« Sample mean = 3.1686

» The hypothesized mean =4
+ Standard deviation = 1.2698

« Sample size= 50:

The observed t-value is -4. 63.

Using the 95 % level of significance, the hypothesized value of 4 was
rejected. This meant that the Hy holds and therefore the average perceived
participation is not equal to 4 and as a result it cannot be proven statistically
that information technology leaders will generally use more participative
leadership. This is an unexpected result, as the decisions in this industry tend
to be unstructured and therefore it would have been expected that leaders
would generally use more participative leadership style in decision-making.
While the sample mean was found to be 3.1686, it cannot be proven
statistically that this mean implies that on average leaders would generally

use more participative leadership style in decision-making.
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Hypothesis 2
H2a There is a negative relationship between participation in decision-making
and the perceived breach of the psychological contract of employees who
believe they are entitled to participation in decision-making.
This translates to the foliowing:
Ho There is no negative relationship between participation in decision-making
and the perceived breach of the psychological contract of employees who
believe they are entitied to participation in decision-making.
Ha There is a negative relationship between participation in decision-making
and the perceived breach of the psychological contract of employees who

believe they are entitled to participation in decision-making.

Before testing this hypothesis it was necessary to establish as to whether a
breach had occurred or not. To do that, using the scale of the psychological
breach the mean was estimated to be 1 for those who expected to participate
in decision-making.

Testing the psychological contract breach mean.

By virtue of the way the breach is constructed, it was assumed that
respondents who expected participation will experience a certain amount of
breach = 1. The statistics show that breach had a mean of 1.5208. In order to
test the hypothesis that the mean of breach would = 1, testing for the mean

was necessary and the following is what was found

When the
« Sample mean = 1.5209

» The hypothesized mean =1
« Standard deviation = 1.3716

« Sample size= 50:

The observed t-value is 2. 69.
Using the .05 level of significance, reject the hypothesized value, i.e. reject
that the psychological contract breach of the respondents is = 1. It was
established that the psychological contract breach could not be proven
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statistically while a mean of 5.46 was found to show that most respondents
expected to participate in decision-making.

From the above, hypothesis H2a was then tested using the correlation
between perceived participation and the psychological contract breach found
in table 4.0-3 and this shows that at 35% confidence level the correlation
coefficient is -0.024 and was insignificant. This implied that the null hypothesis
holds and therefore no relationship was found between participation in
decision-making and the perceived breach of the psychological contract for
those employees who believed they were entitled to participate in decision-

making.

H2b: There is no relationship between participation and the perceived breach
of the psychological contract of employees who do not believe that they are
entitled to participation in decision-making.

This translates to the following:

Ho There is no relationship between participation in decision-making and the
perceived breach of the psychological contract of employees who do not
believe that they are entitled to participation in decision-making.

Ha There is a positive relationship between participation in decision-making
and the perceived breach of the psychological contract of employees who do
not believe that they are entitled to participation in decision-making.

This hypothesis was tested as the one above, except that instead of an
estimated mean of 1 for the psychological contract breach, the mean was
estimated tobe a -1.

Testing the psychological contract breach at a mean o

By virtue of the way the hreach is constructed, it was assumed that
respondents who did not expect participation would not experience breach
and therefore mean estimated at -1. The statistics showed that breach had a
mean of 1.5209. In order to test the hypothesis that the mean of breach would
= -1, testing for the mean was necessary and the following is what was found
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When the
« Sample mean = 1.5209

« The hypothesized mean = -1
« Standard deviation = 1.3716

+ Sample size= 50:

The observed t-value is 12, 100.
Using the .05 level of significance, reject the hypothesized value, i.e. reject

that the psychological contract breach of the respondents is = -1. It was
established that the psychological contract breach could not be proven
statistically while a mean of 5.46 was found to show that most respondents

expected to participate in decision-making.

From the above, hypothesis H2b was then tested using the correlation
between perceived participation and the psychological contract breach found
in table 4.0-9 and this shows that at 95% confidence level the correlation
coefficient is -0.024 and is insignificant. This implied that the null hypothesis
holds and therefore no relationship was found between participation in
decision-making and the perceived breach of the psychological contract of
employees who do not believe they are entitled to participate in decision —

making.

In summary, these results show there is no relationship between participation
in decision-making and the perceived breach of the psychological contract,
irrespective of whether the employees expect to participate in decision-
making or not. At the organizational level however, using the 95% confidence
level, participation in decision-making has a negative relationship with the
perceived breach of the psychological contract with a coefficient of -0.428.

Hypothesis 3
H3: There is a positive relationship between participation in decision-making

and the employee perception of trust in their leader.

This translates to following:
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Hg There is no positive relationship between participation in decision-making
and the employee perception of trust in their leader
Ha There is a positive relationship between participation in decision-making
and the employee perception of trust in their leader.

Hypothesis 3 was tested from the correlation between participation in
decision-making and the employee perception of trust in the leader and
according to table 4.0-9 at a 95% confidence level, the correlation between
perceived participation and trust in the leader had a coefficient of 0.124 and
was not significant. This implied that the null hypothesis holds and therefore
no positive relationship was found between participation in decision-making
and the employee perception of trust in the leader.

Hypothesis 4
H4a: Participation in decision-making will have a positive relationship with

affective organizational commitment in employees.

This translates to following:

He There is no positive relationship between participation in decision-making
and affective organizational commitment.

Ha There is a positive relationship between participation in decision-making
and the affective organizational commitment.

Hypothesis 4a was tested using Pearson’s correlation between participation in
decision-making and affective organizational commitment, and as shown in
table 4.0-9, at a 95% confidence level, the correlation coefficient is -0.144 and
was not significant. As a result the null hypothesis was accepted meaning
there was no statistical positive relationship between participation in decision-
making and the affective organizational commitment.

Hab; Participation in decision-making will have no relationship with

continuance organizational commitment.

This translates to following:
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Ho Participation in decision-making wili have no relationship with continuance
organizational commitment

Ha Participation in decision-making will have a relationship with continuance
organizational commitment.

Hypothesis 4b was tested using Pearson’s correlation between participation in
decision-making and continuance organizational commitment, and as shown
in table 4.0-9, at a 95% confidence level, the correlation coefficient is -0.121
and was not significant. As a result the null hypothesis was accepted meaning
there was no statistical positive relation between participation in decision-
making and continuance organizational commitment.

H4c: Participation in decision-making will have no relationship with normative
organizational commitment.
This translates to following:
Ho Padicipation in decision-making will have no relationship with normative
organizational commitment.
Ha Participation in decision-making will have a relationship with normative

organizational commitment.

Hypothesis 4¢ was tested using Pearson's correlation between paricipation in
decision-making and normative organizational commitment, and as shown in
table 4.0-9, at a 95% confidence level, the correlation coefficient is 0.143 and
was not significant. As a result the null hypothesis was accepted meaning
there was no statistical positive relation between padicipation in decision-

making and continuance organizational commitment.
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Chapter 5: Discussions

This study examined the relationship between participation in decision-making
and perceptions of psychological contract breach, the relationship between
participation in decision-making and trust in the leader and the relationship
between participation in decision-making and organisational commitment. The
main aim was to establish whether any relationships exist between these

constructs as well as contributing to research on participative leadership.

The resuits show that while participating in decisions involving departmental
issues has no influence on the issues of trust, psychological contract and
organisational commitment, participating in decisions involving wider
organisational issues has a bearing on how employees perceive a breach in
their psychological contract. Participation in decisions involving wider
organisational issues was found to have a negative relationship with the
perceived breach of the psychological contract. The resuits indicate no
support for most of the hypotheses and a moderate support for one.

The study revealed that Information technology leaders do not necessarily
use high levels of participation in decision-making. While Information
technology decisions may have been assumed to be unstructured, according
to the study there is no evidence to support the assumption that more
participation in decision-making will result from the decision structure. This is
not to suggest that the normative model Vroom (2000} did not apply but that
there was no evidence to support it. It must be mentioned though that there
was no attempt made to evaluate the structure of the decisions, as it was not

part of this research.

The implication is therefore that it may not be true that IT decisions are
unstructured as assumed. Another explanation is that while acquiring IT
solutions may involve unstructured decisions, IT is still at its infancy in the
country. As a resuit there may not be intense spending to acquire the resent

solutions. An implication for IT leaders according to this finding is that they
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need to be more participative. While the study may not reveal that
paricipative leadership improves certain employee behaviours, there are
several studies that have shown that participative leadership may improve

employee satisfaction and therefore performance.

The study also revealed that at the departmental level, i.e. between
subordinates and immediate manager, participation has no relationship with
the perceived breach of the psychological contract. However, at the
organisational level, participation in decision-making has a negative
relationship with the perceived breach of the psychological contract. When
employees feel they are participating in organisational issues they feel that
their psychological contract has not been breached. This is an important
finding because senior managers are the ones who set the tone of an

organisation.

This result is not surprising given the fact that senior managers are viewed as
the ones who are responsible for steering the direction of organisations.
Invariably they are also the ones who make (or do not make)} offers or
promises to employees and are certainly the ones who contro!l things such
remuneration, company decisions and so forth. It therefore follows that their
leadership style (especially participative leadership) will have an impact on the
psychological contract of employees. As Robinson (1996) suggested, the
effects of a psychological contract breach may be enduring, and hence it is
difficult to undo the perceived breach such that it is possible that this
relationship between participation in decision-making and the perceived
breach of the psychological contract is negative in nature. This is so because
any attempts by senior managers to practise participative decision-making

may be rejected when there is a perceived psychological contract breach

If managers' leadership styles (paricipative leadership) have a negative
relationship with the perceived breach of the psychological contract of
employees, it means that the less participative senior managers are, the
greater likelihood that employees perceive their psychological contract to
have been breached. The inverse is true i.e. the more participative senior
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managers are, fewer and to a less extent is the number of employees who
may perceive that their psychological contract has been breached. This has
an important implication for senior managers. As Robinson (1996) found out,
the psychological contract breach is negatively related employee
performance, civic virtue behaviour and intentions to remain with the
organisation, as such senior managers may want to ensure that their
leadership practices do not result in a perceived psychological contract
breach.

Another revelation from the study is that participation in decision-making has
no relationship with perception of trust in the leader. While Whitener et al
(1998) and other researchers have found participating in decision-making to
have a relationship with trust in managers, this study reveals a different
picture. There are explanations for this deviation. First of all, there are several
predictors of employees’ trust in managers in¢luding participation in decision-
making. Participation in decision-making alone cannot be expected to
cultivate trust if the other predictors are non-existent. It would be incorrect to
assume that trust alone will determine the level of trust between managers

and employees.

Secondly, as mentioned before, there are several ways which a leader can
make decisions namely, a leader makes a decision by him/herself using
information available, subordinates provide the necessary information and
then the leader makes the decision in which case the role of the subordinates
is providing information, problem is shared with subordinates individually and
then the leader makes the decision without necessarily reflecting subordinates
influence, the problem is shared with subordinates in a group through which
they provide ideas and suggestions and then the leader makes the decision
and lastly the problem is shared with the subordinates in a group and in a
group alternatives are evaluated and a consensus reached. Each of these
procedures reflects a certain amount of participation by the subordinates. It is
therefore inherently logical that each of these decision-making procedures

and how it is practiced will cultivate varying levels of trust.
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While the managers of the group studied may have practiced participative
decision-making, there may have been other intervening variables of the
organizational culture which may have prevented the development of trust. As
such, without any attempts to establish how these intervening variables
prevents or engender the development of trust, it is inconclusive to suggest
that there is no relationship between participation in decision-making and
trust. However, there are important implications of this finding as far as

organizational dynamics are concermned.

Trust has been noted to play a big role in determining an organisation’s
character by influencing factors such organisational structure, control
mechanism, job design, communication and job satisfaction (Connell et a,
2003). As organisations are being pushed towards flat, team-oriented
structures whereby employees perform multidimensional work and are given
autonomy to make decisions, there is a much wider requirement for trust
between employees and managers (Whitener ef al, 1988). It is therefore
imperative for leaders to cultivate trust but it is of interest that participative
leadership alone may not necessarily be sufficient to cultivate trust between

managers and employees.

While participative leadership has its own merit, managers should not be
disillusioned that because they encourage participation in decision-making,
they are also cultivating trust. Instead managers are encouraged to cultivate
trust through the whole list of behaviours such as procedural justice,
communication, behavioural consistency, transformational leadership,
behavioural integrity, demonstration of concern and participative decision-

making, which are necessary to engender trust.

Lastly the study showed that pariicipating in decision-making has no
relationship with the organisational commitment of information technology
employees. While some researchers have found participation in decision-
making to have a favourable effect on organisational commitment, (Yousef,
2000) this study reflects a different relationship. There are quite a number of
explanations for this condition. Firstly, the fact that IT is still a new field implies
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that there is no sufficient skill pool of IT personnel. If that is the case, it means
organisations have to compete for IT skill. If the supply of the IT skill is less
than the demand for it, it therefore follows that according the demand and
supply economics, the price will play an important role on whether a person

stays committed to an organisation.

Age is also predictive of organisational commitment and as it can be seen
from the results, many of the respondents are in the 20-30 year bracket. At -
this stage people are usually not worried about their pension and more willing
to explore new avenues. Again the fact that a majority of the respondents
have not been with their current employer for more that five years means they
have not accumulated much obligation to stay in the organisation. This is so
because during this time, there usually is not enough investment in the
organisation in terms of time, pension fund and other intrinsic personal

sacrifices towards the organisation.
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Chapter 6: Conclusions and recommendations

As far as the aim of this study is concerned, which was to examine the
relationship between participation in decision-making and perceptions of
psychological contract breach, of the relationship between participation in
decision-making and trust in the leader and of the relationship between
participation in decision-making and organisational commitment, it can be
concluded that this study was fairly successful. The results of this study
showed an interesting finding as far as the relationships were concerned.
While most the hypotheses were not supported by the results, the findings
have a number of implications for leaders. This is so because the variables
used in this study have been repeatedly established to have important effects

and consequences for organisational effectiveness.

Future research
There are several limiting conditions which when improved upon can improve

the results of future research. First of all, one of the limiting conditions was
that the study was done on information technology professionals. While there
was absolutely nothing wrong with that, this was a shortcoming for this
research because as mentioned in the research design, information
technology is relatively new in Swaziland. As a result, there were not enough
respondents to carry out wider research on and on top that, there was no
suitable sampling frame. This presented serious issues and it is therefore
recommended that any future research be carried out with a wider population
that has the necessary sampling frame. It also means that it would be
incorrect to generalize the findings. Future research should broaden the

sample beyond IT professionals as well as increase the sample size.

Although there is not enough previous research that looks at the constructs in
the way it was done here, there is evidence to suggest that how senior
managers handle decision has a bearing on the psychological contract of
employees. It is therefore seen fit that any research that evaluates the
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relationship between participation in decision-making and employee
behaviour, take strong account of the way the senior managers handle
decision —making as this will have an effect on the perception of psychological

contract breach,

While the respondents studied had a chance to complete the questionnaires
on their own without any interference, it is clear that such a study would have
been done better with the researcher conducting face to face interviews. This
is s0 because this would have allowed the researcher to find more information
that ideally cannot be obtained through the use of a self-administered

questionnaire.

In this study, there was no effort made to establish how culture may have
intervened in shaping the relationships between the constructs. The mediation
role of culture in such relationships cannot be overlooked. For example
culture may be deterministic of how managers practise participation in
decision-making. The effect of culture therefore is one such aspect that

should be looked at in future research.
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Chapter 7: Article for publication

Abstract
The intent of this research was to explore explicitly the relationships between

participation in decision-making and the employee perceptions about frust,
psychological contract breach and organisational commitment. The main
focus of this research was to act as a dipstick in explonng if there are any
relationships. Participating in decision-making was hypothesized to have
relationships with trust, psychological contract breach and organisational
commitment. The results showed that there is no relationship between
participation and trust as well as organisational commitment. However there is
one significant finding, which is that participative leadership has a significant
negative relationship with the psychological contract breach at the

organisational level.

Introduction
The effectiveness of participative leadership has received a Iot of attention in

organizational literature. As a result, a number of studies have been
conducted on this subject especially in decision-making but the findings have
not been consistent (Lam, Chen & Schaubroek, 2002; Yukl, 2002; Miller &
Monge, 2001; Leana, Locke & Schweiger, 1990; Parker, 1999) and the effects
of participative leadership are still unclear. Some studies have reported a
direct relationship between participative leadership and subordinate
performance while others have reported no relationship at all. Others yet have
reported relationships between participation and such variables as job
performance, employee satisfaction, employee productivity and organizational
behavior, the most widely adopted notion being that participation has a
positive effect on employee performance. While there is almost a clear
indication that participation has eftects on a number of employee attributes,
the amount and nature of the influence has not been clearly identified.
Relationships have also not been clearly identified. In pursuit of further
information regarding the subject of participating in decision-making, this
study was designed to evaluate the relationships between participation in
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decision-making and employee attitudes namely the psychological contract,
trust and organizational commitment.

Participation in Decision Making
Participative leadership according to Yukl (2002) invoives efforts by a leader

to encourage as well as facilitate participation of followers in making
decisions. Some refer to it as participative decision-making (PDM) (Sagie,
Elizur & Koslowsky 1995). Parnell and Crandall (2003) define participative
leadership as processes that result in transfer of decision power from leader
to subordinates. They also argue that the emphasis on specific techniques of
PDM has not resulted in clear understanding of this phenomenon. Ryan
(1999) defines participation as an opportunity to influence decisions, including
structures and processes that encompass participation and involvement. In
this study participative leadership is described as the actions undertaken by
leader to ensure that followers have a say in decisions.

There is much confusion around the construct of participative leadership. This
confusion has considerable effects on the studies of this phenomenon in
relation to other variables. Miller and Monge (2001) suggest that the wide-
ranging conceptualization and operational definitions of participation might
have resulted in the varying strengths of the relationship between participation
and satisfaction that researchers have identified. To eliminate
conceptualization problems, for the purposes of this study, the researcher
adopts a limited conceptualization of participative leadership to include
delegation, consultation, joint decision-making and power sharing (Yuki,
2002). Even though there is confusion over this topic, the effects of
participation in decision-making on employee attributes cannot be

downplayed.

While there may be confusion around this construct, it is widely accepted that
it is important for organizational dynamics as it has effects on employees.
Vroom (2000) suggested that even under several different conditions,
increasing participation leads to more decision acceptance (buy in),

commitment to the decisions and better motivation to implement the
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decisions. It is also confirmed that having an input in a decision makes
subordinates feel the leader values them and affirms that they are not only
respected but their status is of high order (Korsgaard, Schweiger & Sapienza,
1995). Subordinates are also¢ given some indirect control over decisions when
they are allowed voice in the decision making process and therefore are likely
increase their commitment towards organizational objectives. Participation, as
some researchers have found out, has some effect on psychological
variables, which in turn affect performance. In this study, it is suggested that
participation will affect employee behavior through trust, psychological
contract and the organizational commitment variables.

Preston, Botiger, Hallein and Yetton {1985) suggest that managers use
participation as a means of protecting both the quality and acceptance of a
decision. They claim that the use of participation will also depend on whether
the manager has sufficient information to solve the problem and that problem
structure will determine whether a manager does or does not use
participation, and that participation is used more where the problem is

unstructured and less where the problem is structured.

Information technology (IT), according to Benamati and Lederer (2000) is
continuously changing and causing difficulties for IT managers. Because of
this continuous change and the expense associated with acquiring new IT
solutions, selecting the wrong solution can be very costly. It is for this reason
that it is a complex challenge to IT managers to realize 'the potential of the
ever changing IT while avoiding the risk of failure (Benamati and Lederer,
2000). Again the new technology that comes with every change makes it
difficuit for IT managers to become experts in everything. This is further
aggravated by the fact that in each solution of IT, there is usually different
expertise needed to implement the solution. This therefore implies that IT
managers will generally not have all the information required to make the

most critical decisions.

It can be suggested that information technology decisions are more likely to
be unstructured and therefore need input from different expers. A problem is
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usually unstructured if the solution is a non- routine and the nature or source
of information to the problem is unknown (Preston et al/, 1985) and this
typically represents IT problems. The decision has to be of high quality
because, as mentioned above, costs of making mistakes are very high. Using
the Vroom's (2000} normative model, which suggests that participation is
related to problem structure, it is proposed that IT managers will use more
participation.

H1. Information technology leaders will generally on average (4) use high
levels of participation in decision-making.

Psychological Contract
Psychological contract of employees is based on the beliefs of what the

employee owes the organization and what the organization owes the
employee in return, It is the individual’'s belief regarding terms and conditions
which define the exchange agreement hetween that individual and another
party, as defined by Robinson (1996) taking it from Rousseau (1989). By
nature, this construct is highly flexible with undefined set of terms, which are
interpretative. Robinson (1996) states that psychological contracts, unlike the
formal contracts, are inherently perceptual in nature which means that one
party's understanding of the contract may nol be the same as the
understanding of ancther party. This inherently makes the psychological
contract subjective.

When the employees do not receive what they believe they ought to have,
they are likely to feel that the employer has breached their psychological
contract because of these unmet obligations. Psychological contract breach
therefore, occurs when the employees perceive that the employer has not
fulfilled their expectations such as high salary, promotions, job security and
sufficient power and responsibility (Robinson, 1996). Employees who
experience psychological contract breach may exhibit behaviors that are not
aligned to those required by their employers such as lowered citizenship
behavior, reduced commitment, satisfaction and invariably performance. For
examplle employees may not take an active role in decision-making even

when the opportunity has been availed to them.
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It is proposed that if the employee believes that the organization owes to
them, the involvement in decision-making, participation will affect the
psychological contract. So as far as the relationship between participation and
the psychological contract, the following hypotheses are made:

H2a: There is a negative relationship between participation in decision-making
and the perceived breach of the psychological contract of employees who
believe they are entitled to participation in decision-making.

H2b: There is no relationship between participation in decision-making and
the perceived breach of the psychological contract of employees who do not
believe that they are entitied to participation in decision-making.

Trust
The construct of trust, according to Zhu, May and Avolio {2004), has been

given a considerable amount of attention in organizational sciences literature.
This they attest is s0 because trust has potential consequences on
organizational effectiveness and performance. In literature, trust has been
defined to include willingness of one party 10 expect another party to perform
a particular action that is important to the trusting party while in no position to
control the actions of the trustee (Whitener, Brodt, Korsgaard & Werner, 1998,
Brockner, Siege!, Daly & Martin, 1997; Cook & Wall, 1980). Robinson (1996)
defines trust as “one's expectations of beliefs about the likelihood that
another's future actions will be beneficial, or at least not detrimental, to one's
interest” (p. 576). This definition is accepted for this study.

The trusting party must be willing to be vulnerable toc actions of the trustee
and have confidence that the trustee will act in the interest of the trusting
party. According to the Social Exchange theory, trust develops through an
exchange of benefits between two parties (Brockner, Siegel, Daly & Martin,
1997). Zhu (2004) and his colleagues identify two types of trust namely
conditional and unconditional trust. They describe conditional trust as one in
which the two parties are willing to transact as long as both parties behave
appropriately using similar understanding of situations. This trust they claim is

usually sufficient to facilitate a number of social exchanges. Unconditional
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trust however they define as being characterized by shared values that
structure the social situation becoming the primary vehicle through which trust

is experienced.

Managerial behavior has an important influence on the development of trust in
the relationships between managers and employees (Whitener et al, 1998).
According to Whitener et al (1998) there are five managerial behaviors that
influence employees’ perception of managerial trustworthiness, these being
behavioral consistency, behavioral integrity, sharing and delegation of control,
communication, and demonstration of concern. As far as the sharing and
delegation of control, Whitener et al (1998) state that participation in decision-
making and delegating control are key components of trustworthy behavior.
They cite several researchers who found participation in decision-making to
have an influence in the development of trust between managers and

employees.

Connell, Ferres and Travaglione (2003) cite a couple of writers who maintain
that trust is developed through an organization’s leaders. It is for this reason
that Whitener et al (1998) advises that it is better that managers be
encouraged to make the first move to initiate trust and that the initiation
process is a challenge of management. There are several ways in which
managers can initiate trust and these include keeping promises, treating
employees fairly and engaging in transparent behavior. Connell et al cite
perceived organizational support, procedural justice and transformational
leadership as predictors of trust. While there is not enough evidence in
literature to support it, it is proposed that participative leadership will also act

as a predictor for trust.

From definition of trust above, it is proposed that managers who engage in
participative decision-making must believe and trust that subordinates have
the ability and potential to influence the decision positively. Managers
therefore have to be willing to be vulnerable to the actions of the subordinate
so as to allow participation in decision-making, with the basic assumption

being that individuals act in self-interest. Because trust involves the
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willingness to remain vulnerable by setting out faith in another person with the

hope that it will be reciprocated, a manager who initiates participation is likely
build the trust of employees as indicated by the Social Exchange theory.

Managers therefore have to have a certain amount of trust on the
subordinates so that participation can be used. When this happens,
subordinates are more likely to return the trust. Ritchie and Miles (1970) found
that where participation was valued and practiced, subordinates satisfaction
with their managers was closely related to the amount of trust and confidence,
which managers have in them. This suggests that there is a relationship
between participation and trust. ideally, those employees who are afforded
chance to impact on the decisions that affect their jobs and organization are
likely to believe that their leaders demonstrate concern and this should
increase their level of trust in their leader. When employees will have greater

influence in the decisions it is proposed that they will be more trusting.

H3: There is a positive relationship between participation in decision-making
and the employee perception of trust in their leader.

Organizational Commitment
Cook and Wall (1980) state that the concept of organisational commitment is

concerned with feelings of attachment to the goals and values of the
organisation, one's role in relation to this as well as attachment to the
organisation in a manner other than instrumental value. Another definition of
organisational commitment is “the relative strength of an individual's
identification with and involvement in a particular organisation®, {Harrison &
Habbard, 1999: 611). Yousef (2000) states that organisational commitment
has three basics components namely: a strong belief in and acceptance of
organisation's goals and values; a willingness to exert considerable effort on
behalf of the organisation; and a strong intent or desire to remain with the
organisation.

Organisational commitment is defined as the extent to which an organisation’s

workforce is willing and capable of caring out their roles to the achievement of
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organisational objectives. Allen and Meyer (1990) identify three types of
organisational commitment. These are affective commitment, continuance

commitment and normative attachment and are defined below.

Affective commitment is emotional attachment whereby the organisation has
an emotional value to the individual. In such a case, the individual is strongly
committed to the organisation such that the individual identifies with the

organisation and is proud to be a part of it.

The next type of organisational commitment is continuance commitment. This
is whereby commitment is a result of the perception of costs associated with
leaving the organisation. Allen and Meyer refer to Kanter's (1968) definition of
continuance commitment as cognitive continuance commitment, which occurs
when there is a profit associated with continued involvement in the
organisation and cost associated with leaving. The higher the risk associated,

the greater the chance that this kind of commitment will be substantial.

The last type has been defined as normative commitment whereby employees
feel an obligation to remain with the organisation. This kind of commitment is
attributed the social set-up of the individual which may make them to believe

that it is the “right and moral” thing to stay with the organisation.

There are several researchers who have noted that participation in decision-
making has a favorable influence on the organizational commitment of
employees. Harrison and Habbard (1999) concluded from their research that
job satisfaction, paricipative decision-making, and age were predictive of
organizational commitment of employees. Zhu, May and Avolio (2004) found
that prior research had shown that organizational commitment was greater for
employees whose leaders encouraged their participation in decision-making.
They also cite Mathieu and Zajac (1990) as having suggested that leadership
dimensions, such as initiation structure, consideration, communication, and
participative leadership were all antecedents of organizational commitment at

the individual ievel.
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According to Yousetf (2000), there is a fot of previous research that has been
done to establish the relationship between leadership behavior and
organizational commitment but unfortunately there have been no consistent
findings. In his study however, (Yousef, 2000) he found that subordinates who
perceived their superiors as adopting consultative or participative leadership
behavior were more committed to their organizations, more satisfied with their

jobs and were highly performing.

Allen and Meyer (1990) noted that there are differences in the
conceptualization of organizational commitment and these differences can be
atiributed to the different psychological states reflected by commitment, the
antecedents’ conditions leading to its development and the behaviors
resulting from it. They also state that the three types of organizational
commitment can be viewed as types of attitudinal commitments reflecting
different psychological states. This has led to some of these inconsistencies in

establishing relationships involving organizational commitment.

Because of the conceptualization of the three types of organizational
commitment, and the fact that they develop independently as Allen and Meyer
(1990) put it, it is proposed that participation will have different effects on each
of these. Allen and Meyer (1990) suggest that in their earlier research, there
was strong evidence that affective organizational commitment was due to
experiences that fulfill employee’s psychological needs. Continuance
commitment develops because of the magnitude of investments while
normative commitment was influenced by individual's social experiences.
Taking these findings into account, the following propositions are made:

H4a: Participation in decision-making will have a positive relationship with
affective organizational commitment in employees.

Hab: Participation in decision-making will have no relationship with
continuance organizational commitment.

Hd4c: Participation in decision-making will have no relationship with normative

organizational commitment.
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Method
A self- administered survey approach was used to test the hypotheses in this

study. The data was collected on participating in decision-making,

psychological, trust and organisational commitment.

Sample
The sampling used in this study was a convenience quota sample of 50

information technology professionals. 15 of the respondents were from
parastatals, 10 from non-governmental organisations, 10 from government
departments and 15 from private companies. Males dominated the sample at
40, while there were only 10 females. Five groups represented the ages of
respondents, namely less than 20 years, 20 — 30 years, 31-40 years, 41-50
years and over 51 years. The sample included persons in positions ranging
from technician to supervisor and ultimately manager. Some positions could
not be classified. The education levels of respondents ranged from high

school leaver to post graduate level.

Measures
The measurement instrument consisted of inventory for measuring trust,

organisational commitment, psychological contract, and participative
leadership. The questions were either on a five point or a seven point Likert
scale with the extreme ends being strongly agree and strongly disagree.
Questions for measuring the perceived breach of the psychological contract
were taken from those of Rousseau (1990) {Cronbach alpha = 0.78). One set
showed expectations while another set showed how these had been met.
Questions for the measurement of trust in the leader were sourced from those
of Brockener, Siegal, Daly and Martin (1997) (Cronbach alpha = 0.75). For
organisational commitment measurement, the questions were sourced from
those of Allen and Meyer (1990) with coefficient alphas ranging from 0.75 to
0.87.

Participative leadership was divided into two sets namely larger organisational
participative leadership reflecting senior managers in the organisation and
that for departmental reflecting the immediate manager. The first set was
used to measure the general participative decision opportunity in the company
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and it was sourced from Lam, Chen and Schaubroek (2002) (Cronbach
alpha=0.95). The other set was used to measure perceived participation in
relation to the line manager and was sourced from Heller and Wilpert (1977)
(Cronbach alpha = 0.95). The first set was required as a control to give a
bugger understanding of the organisation wide state of participative

leadership.

A set of demographic variables included age, gender, education and income
group. Other variables included in the questionnaire were the number of years
under current manager, number of years in the organisation and the level of

position held in the organisation.

Procedure
Self administered questionnaires were either mailed (25) or hand delivered

(45) to heads of departments. The questions were accompanied by a cover
letter, which promised summary of the results in return for participation. A total
of 57 questionnaires were returned and the required number (50) was

eventually reached by call backs, as some were incomplete.

Psychological contract breach was constructed as follows. The variables
showing respondents’ expectations from the employer were averaged to give
the variable -psychological contract expectations. The variables showing what
was received from the employer were averaged to produce the variable -
psychological contract met expectations. The perceived psychological
contract breach measure was then created by taking the average value of
each of the variables the respondents expected their employers to fulfill
(psychological contract expectations) and then subtracting the average value
of the variables that were met (or unmet) by the employer (psychological
contract met expectations), as done by Robinson (1999). (See section A of
Appendix A for the variables). For example let us assume that in the
expectations (measured on a seven point Likert scale} on the variable
“expected promotion to a better job” a respondent scored 5 and on the met
expectation variable (measured on a seven point Likert scale) “received
enough promotion to a better job” the respondent scored 3. Creating the
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psychological contract breach involved taking the expected value (5) and
subtracting the received value (3), 5-3 =2. This discrepancy represented a
breach. If the values had been 3 and 5 for expectations and met expectations
respectively the result would be a -2 showing that the variables was met more
that expected. As a result the values of the psychological contract breach
would range between -7 showing a variable not expected but highly met and 7

showing highly expected variable but not met at all.

To derive the construct of trust (trust in the immediate manager) the variables
in section b of the questionnaire were averaged. (See appendix A for the
variables), Variables in section ¢ subsection 1 of the questionnaire were
averaged to produce the affective organizational commitment construct.
Section ¢ subsection was averaged to produce continuous organizational
commitment while section ¢ subsection 3 was averaged to produce the
normative organizational construct. The same was done for section d
variables to obtain participative leadership and perceived participation

constructs.

Results
Correlation

From this analysis, the results reflected that at a 95% confidence level, the
only significant correlations were between the following: affective
organisational commitment and psychological contract expectations with r=
0.305, affective commitment and psychological contract met expectations with
r= 0.352, organisation wide participative leadership perception and
psychological contract met expectations with r= 0.566 and the last one
between organisation wide participative !eadership perception and
psychological contract breach with r= -0.428. These results mean that as far
as the relationship between participation in decision-making the psychological
contract, senior managers have an influence on it as compared to immediate

managers.

Analysis of variance done for mean comparison of the three organisational
commitment variables and age reflected that at 95% confidence level, there

MBL Research Report - Innocent Dlamini — November 2005 61



J
———
———

was no significant difference between the age groups. However age groups
less than 20 years, 41-50 years and 51 years plus only had one respondent
that rendered the test to be limited and showing any significant difference.
Analysis of variance done for mean comparison of the three organisational
commitment variables and the number of years with current employer also did
not show any significant difference at 95% confidence interval. Again the
limiting factor is that the respondents were not evenly distributed among the
number of years with the employer. Analysis of variance for mean
comparisons between genders also reflected no significant difference
between males and females.

Hypotheses Testing

Hypothesis 1

H1. information technology leaders will generally on average (4) use more
participative leadership style in decision-making.

To test this hypothesis, the construct perceived participation was used.
Because perceived participation was measured on a five point Likert scale,
high levels of participation were assumed to be at an average of 4.

At the 95 % level of significance, the hypothesized value of 4 was tested and
rejected.

Hypothesis 2

H2a There is a negative relationship between participation in decision-making
and the perceived breach of the psychological contract of employees who
believe they are entitled to participation in decision-making.

Before testing this hypothesis it was necessary to establish as to whether a
breach had occurred or not. To do that, using the scale of the psychological
breach the mean was estimated to be 1 for those who expected to participate
in decision-making.

Testing the psychological contract breach mean.

By virtue of the way the breach was constructed, it was assumed that
respondents who expected participation will experience a certain amount of
breach = 1. The statistics show that breach had a mean of 1.5209. In order to

MBL Research Report — Innocent Dlamini — November 2005 62



£

g——
P

test the hypothesis that the mean of breach would = 1, testing for the mean
was necessary and the following is what was found

When the
+ Sample mean = 1.5209

« The hypothesized mean =1
» Standard deviation = 1.3716

« Sample size= 50:

The observed t-value is 2. 69.
Using the .05 level of significance, reject the hypothesized value, i.e. reject
that the psychological contract breach of the respondents is = 1. It was
established that the psychologica! contract breach could not be proven
statistically while a mean of 5.46 was found to show that most respondents
expected to participate in decision-making.

From the above, hypothesis H2a was then tested using the correlation
between perceived participation and the psychological contract breach and
this shows that at 95% confidence level the correlation coefficient was -0.024
and is insignificant. This implies that no relationship was found between
participation in decision-making and the perceived breach of the psychological
contract for those employees who believed they were entitled to participate in

decision-making.

H2b: There is no relationship between participation in decision-making and
the perceived breach of the psychologicai contract of employees who do not
believe that they are entitled to participation in decision-making

This hypothesis was tested as the one above, except that instead of an
estimated mean of 1 for the psychological contract breach, the mean was
estimated to be a -1.

Testing the psychological contract breach at a mean of -1.
By virtue of the way the breach was constructed, it was assumed that
respondents who did not expect participation would not experience breach
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and therefore mean estimated at -1. The statistics show that breach had a
mean of 1.5209. In order to test the hypothesis that the mean of breach would

= -1, testing for the mean was necessary and the following is what was found

When the
« Sample mean = 1.5209

+ The hypothesized mean = -1
« Standard deviation = 1.3716

« Sample size= 50:

The observed t-value is 12. 100.
Using the .05 level of significance, reject the hypothesized value, i.e. reject

that the psychological contract breach of the respondents is = -1. It was
established that the psychological contract breach could not be proven
statistically while a mean of 5.46 was found to show that most respondents

expected to participate in decision-making.

From the above, hypothesis H2b was then tested using the correlation
between perceived participation and the psychological contract breach and
this shows that at 95% confidence level the correlation coefficient was -0.024
and is insignificant. This implies that no relationship was found between
participation in decision-making and the perceived breach of the psychological
contract of employees who do not believe they are entitled to participate in
decision —making.

In summary, these results show that there is no relationship between
participation in decision-making and the perceived breach of the psychological
contract, irrespective of whether the employees expect to participate in
decision-making or not. At the organizational level however, using the 95%
confidence level, participation in decision-making has a negative relationship
with the perceived breach of the psychological contract with a coefficient of -
0.428.
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Hypothesis 3

H3: There is a positive relationship between participation in decision-making
and the employee perception of trust in their leader.

Hypothesis 3 was tested from the correlation between participation in
decision-making and the employee perception of trust in the leader and at a
95% confidence level, the correlation between perceived participation and
trust in the leader had a coefficient of 0.124 and is not significant. This implies
that no positive relationship was found between participation in decision-

making and the employee perception of trust in the leader.

Hypothesis 4

H4a: Pariicipation in decision-making wifl have a positive relationship with
affective organizational commitment in employees.

Hypothesis 4a was tested using Pearson's correlation between participation in
decision-making and affective organizational commitment, and at a 95%
confidence level, the correlation coefficient was -0.144 and is not significant.
As a result there was no statistical positive relationship between participation

in decision-making and the affective organizational commitment.

Hab: Participation in decision-making will have no relationship with
continuance organizational commitment.

Hypothesis 4b was tested using Pearson’s correlation between participation in
decision-making and continuance organizational commitment, and at a 95%
confidence level, the correlation coefficient was -0.121 and was not
significant. As a result there was no statistical positive relation between

participation in decision-making and continuance organizational commitment.

H4c: Participation in decision-making will have no relationship with normative
organizational commitment.

Hypothesis 4¢ was tested using Pearson’s correlation between participation in
decision-making and normative organizational commitment, and at a 95%
confidence level, the correlation coefficient was 0.143 and was not significant.
As a result there was no statistical positive relation between participation in

decision-making and continuance organizational commitment.
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Discussion
The main aim of this study was to establish whether any relationship exists

between padicipative leadership and subordinates’ perceptions of
psychological contract breach, trust and organisationa! commitment. The
study revealed most of the hypotheses were not supported by the results.

According to the study Information technology leaders do not necessarily use
high levels of paricipation in decision-making. While Information technology
decisions may have been assumed to be unstructured, according to the study
there is no evidence to suppornt the assumption that more padicipation in

decision-making will result from the decision structure.

The implication is therefore that it may not be true that IT decisions are
unstructured as assumed. Another explanation is that while acquiring IT
solutions may involve unstructured decisions, IT is still at its infancy in the
country. As a result there may not be intense spending to acquire the resent
solutions. An implication for IT leaders according to this finding is that they
need to be more participative. While the study may not reveal that
paricipative leadership improves certain employee behaviours, there are
several studies that have shown that participative leadership may improve
employee satisfaction and therefore performance.

The study also revealed that at the departmental level, i.e. between
subordinates and immediate manager, participation has no relationship with
the perceived breach of the psychological contract. However, at the
organisational level, paricipation in decision-making has a negative
relationship with the perceived breach of the psychological contract. This
result is not surprising given the fact that senior managers are viewed as the
ones who are responsible for steering the direction of organisations. Invariably
they are also the ones who make (or do not make) offers to employee and are
certainly the ones who control things such remuneration, company decisions
and so forth. It is therefore not surprising that their leadership style {especially
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participative leadership) will have an impact on the psychological contract of

employees.

If their leadership style (participative leadership) has a negative relationship
with the perceived breach of the psychological contract of employees, it
means that the less participative senior managers are, the greater the number
and extent of employees who are going to perceive that their psychological
contract have been breached. The inverse is true i.e. the more participative
senior managers are, fewer and to a less extent is the number of employees
who may perceive that their psychological contract has been breached. This
has an important implication for senior managers. As Robinson (1996) found
out, the psychological contract breach is negatively related employee
performance, civic virtue behaviour and intentions to remain with the
organisation, as such senior managers may want to ensure that they
leadership practices do not result in a perceived psychological contract

breach.

Another revelation from the study is that participation in decision-making has
no relationship with perception of trust in the leader. While Whitener et al
(1998) and other researchers have found participating in decision-making to
have a relationship with trust in managers, this study reveals a different
picture. There are explanations for this deviation. First of all, there are several
predictors of employees’ trust in managers including participation in decision-
making. Participation in decision-making alone cannot be expected to
cultivate trust if the other predictors are non-existent. It would be incorrect to
assume that trust alone will determine the level of trust between managers

and employees.

Secondly, as mentioned before, there are several ways in which a leader can
make decisions namely, a leader makes a decision by him/herself using
information available, subordinates provide the necessary information and
then the leader makes the decision in which case the role of the subordinates
is providing information, problem is shared with subordinates individually and

then the leader makes the decision without necessarily reflecting subordinates
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influence, the problem is shared with subordinates in a group through which
they provide ideas and suggestions and then the leader makes the decision
and lastly the problem is shared with the subordinates in a group and in a
group alternatives are evaluated and a consensus reached. Each of these
procedures reflects a certain amount of participation by the subordinates. Itis
therefore inherently logical that each of these decision-making procedures

and how it is practiced will cultivate varying levels of trust.

While the managers of the group studied may have practiced participative
decision-making, there may have been other intervening variables of the
organizational culture with may have prevented the development of trust. As
such, without any attempts to establish how these intervening variables
prevents or engender the development of trust, it is inconclusive to suggest
that there is no relationship between participation in decision-making and
trust. However, there are important implications of this finding as far as

organizational dynamics are concerned.

Trust has been noted to play a big role in determining an organisation's
character by influencing factors such organisational structure, control and
mechanism, job design, communication and job satisfaction (Connell et al,
2003). As organisations are being pushed towards flat, team-oriented
structures whereby employees perform multidimensional work and are given
autonomy to make decisions, there is a much wider requirement for trust
between employees and managers (Whitener et al, 1998). It is therefore
imperative for leaders to cultivate trust but it is of interest that participative
leadership alone may not necessarily be sufficient to cultivate trust between

managers and employees.

While participative leadership has its own merit, managers should not be
disillusioned that because they encourage participation in decision-making,
they are also cultivating trust. Instead managers are encouraged to cultivate
trust through the whole list of behaviours such as procedural justice,

communication, behavioural consistency, transformational leadership,
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behavioural integrity, demonstration of concern and participative decision-

making, which are necessary to engender trust.

Lastly the study showed that participating in decision-making has no
relationship with the organisational commitment of information technology
employees. While some researchers have found participation in decision-
making to have a favourable effect on organisational commitment, (Yousef,
2000) this study reflects a different relationship. There are quite a number of
explanations for this condition. Firstly, the fact that IT is still a new field implies
that there is no sufficient skills pool to draw from. If that is the case, it means
organisations have to compete for IT skills. If the supply of the IT skill is less
than the demand for it, it therefore follows that according the demand and
supply economics, the price will play an important role on whether a person

stays committed to an organisation.

Age is also predictive of organisational commitment and as it can be seen
from the results, many of the respondents are in the 20- 30 year bracket. At
this stage people are usually not worried about their pension and more willing
to explore new avenues. Again the fact that a majority of the respondents
have not been with their current employer for more that five years means they
have not accumulated much obligation to stay in the organisation. This is so
because during this time, there usually is not enough investment in the
organisation in terms of time, pension fund and other intrinsic personal

sacrifices towards the organisation.

Conclusion and Future Directions

As far as the aim of this study is concerned, which was to examine the
relationship between participation in decision making and perceptions of
psychological contract breach, trust in the leader and organisational
commitment, and it can be concluded that this study was fairly successful.
While most the hypotheses were not supported by the results, the findings
had a number of implications for leaders. This is so because the variables
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used In this study have been repeatedly established to have important effects

and consequences for organisational effectiveness.

There are several limiting conditions which when improved upon can improve
the results of future research. First of all, one of the limiting conditions was
that the study was done on information technology professionals. While there
was absolutely nothing wrong with that, this was a shoricoming for this
research because as mentioned in the research design, information
technology is relatively new in Swaziland. As a result, there were not enough
respondents to carry out a wider research on and there was no suitable
sampling frame. This presented serious issues and it is therefore
recommended that any future research be carried out with a wider population
that has the necessary sampling frame. It also means that it would be
incorrect to generalize the findings.

While the respondents studied had a chance to complete the questionnaires
on their own without any interference, it is clear that such a study would have
been done better with the researcher conducting face to face interviews. This
is s0 because this would have allowed the researcher to find more information
that ideally cannot be obtained through the use of a self-administered

questionnaire,

In this study, there was no effort made to establish how culture may have
intervened in shaping the relationships between the constructs. The mediation
role of culture in such relationships cannot be overlooked. For example
culture may be deterministic of how managers practise participation in
decision-making. The effect of culture therefore is one such aspect that
should be looked at in future research.
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10.0 Appendices

Appendix A. Questionnaire

Participative Leadership Survey
Questionnaire

A Research Survey
Prepared by

Innocent Dlamini
34408967

UNISA SBL

2005
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SECTION A:  Int his section you will be asked questions about the expectations you had of
your employer and the extent to which those expectations have been met. Use the scale below

to respond to each item.

| = sirongly disagree
2 = sornewhat disogree
3 = Disagree

4 = neither

5= Agree

6 = somewhat agree
7 = strongly agree

Please indicate the extent to which you expected the following from your employer when you joined your org

(Please mark with a cross 'X')

1. Promoiion 10 a balter job

[1]2]3]4)s5]6]7

2. High pay

[213[4a]s5]6]7

3. Pay based on current level of pedomance

[2]73]a[5]6]7

4. Training

[213[4]5]617

5. Long-term job secunity

[2]3]4]si6]7

6. Carear gevelopment

[2(3]4[s516]7

7. Supporl with personal problems

T2]3[4[5]6 7

B. Genarous leave

1

[2]3[4ls5]6]7

9. Participate in decision making

[2[3F415]6]7

10. Participale in job design

[2]3Fa]5]61i7

11, To be consulled about major aclivities of the company

[213]4fs5]6]7

Please indicate the extent to which you have received the above

1. Received enough Promolion to a betier job

[2]3[4]s5[6]7

2. Received enough High pay

i2]3[as]6]7

3. Recaived Pay baged on current level of performance

[2]3]4[s5{6]7

4, Received {raining

{2]3[4]5]6]17
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5. Received long term job security

[2]3}a]s]6]7

6. Received career development

[2]3]4f5]6]7

7. Recaived support with personal problems

(23415067

8. Received generaus leave

i2[3la4]ste6]7

9. Paricipated in decision making

[2]3]4]s]6]7

10, Parlicipated in job design

1

l2]3[4[5l6]7

11. Were consulled aboul major aclivilies of the company

1

[2]3[485]6]7
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SECTION B: In this section, you should indicate the extent to which you trust your

immediate manager by responding to each of the items provided. Please use the scale below for

your responses.

| = strongly disagree
2 = somewhat disagree
3 = Disagree

4 = neither

5= Agree

6 = somewhat agree
7 = strongly agree

{please mark with a cross ‘'X’)

1. | {eel quite confident that my leader will always iry to ireat me fairy.

[213]4[s5]6]7

2. My manager would never try te gain an advantage by decefving workers.

[2]3]a4]5(6]7

3, 1 have complete faith in tha inlegily of my manager/supervisor

[273]als5]6[7

4, | eel a strong loyalty to my leader.

[ 1

[2§3f4fs]6[7

5, | would support my leader in almos! any emergency.

[2]3]405(6[7

6. | have a divided sense of loyally toward my leader.

[213[405]6[7

SECTIONC:  Inthis section, please tell us how you feel about your organisation. . Use the

scale below to respond to each item.

(Please mark with a cross ‘X’)

1

1 = strongly disagree
2 = somewhat disagree
3 = Disagree

4 = neither

5= Agree

6 = somewhat agree

7 = strongly agree

1. | would be happy to spend the resi of my career with this organisation

[ 1

[2f3]4]s5]6]7

2. 1 enjoy discussing my omanisation wilh people oulside it

[1T72]3Ta]5]6]7

3. I razlly tael as if this omanisalion's problems are my own

[1[2]314a15]6]7

4. | think thai | could easily become as attached o another organisation as | am {0 this one

[1T2]3T4]5]6 7

5. | do not feel like "part of the family’ &l my organisation.

J1J2]aJ4f5]6]7
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6. | do not feel emotionally attached' to this organisalion.

1 [2]3]4]s5)6]7

7. This grganisation has a greas deal of personal meaning for me

1 ]213[4]5[6]7

8. | do not feel a strong sense of belonging to my organisalion.

1[213]a]Js5]6 7

2

1. l'am nol alraid of what might happen il | quil my job withoul having ancther one lined up

1[2]3]s]516[7

2. |t would be very hard for me {0 leave my organisalion right now, eveniif | wanted to

1J2]3]4]s5f6]7

3. Too much in my life would be disrupted if | decided | wanted to leave my omanisation now

112[3]14[5]6]7

4. 1 wouldn'i be too costly for me to leave my organisation now

1[2]3T4a]s[e6 (7

5. Right now, staving with my organisation is & matter of necessity as much as desirg

1{21314f{s5]6]7

6. |ige! tha | have too lew options to consider leaving this organisaiion

t[2]314(5][6[7

7. One of the few serious consequences of leaving this erganisation would be the scarity of available
gltematives

1]2]3]|4|5]|6]7

8. One of the major reasons | continue to work for this organisation is that feaving would required
considerable personal sacrilice - another prganisation may not match the overall bansfits ) have hera

3

1. | think that people these days move {rom company to company too cften

121314567

2. | do nol balieve that a parson must always be toval to his or her organisation

1l213]4]5]6]7

3. Jumping from omanisation to organisation does not seem al all unethica to me

1[213]als]s6f7

4. One of the major reasons 1 continue to work for this organisation is that | believe ihat loyalty is important

and therefore feel a sanse of moral obligation lo remain

1| 234|567

5. It 1 got another ofter for a better job elsewhare | would nol feel it was right to leave my organisation

1]273T4fs5]677

B. | was taughl to believe in the value of remaining loyal to one organisation

112[3]4[5]6 (7

7. Things were better in the days when people stayed with one arganisation far most of their careers

1J2[3]4[s5)6 17

8. | do not think that wanling to be a "company man' or ‘company worman' is sensible anymore

L [213{4[5[6]7
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SECTIOND:  Inthis section, we want your perceptions about the leadership in your
organisation. Please use the scale below to respond to each item. P

| = strongly disagree
2 = somewhat disagree
3 = Neither

4 = somewhat agree

5 = strongly agree

(Please mark with a cross X’}

1. In this organisation, | have a high degres of infiuence in company decisions J1f2[3]4]s
2. In this organisation, | often pariicipate in decision regarding my job [1]2]314]5
3. In this organisation, | have a high degree of influence in decisions affecling me [1]2]3[4]5
4. In this crganisation, | can participate in setting new company policies l1]2]3]4]5
5. in this organisalion, my views have a real influence in company detisions bir]2]3l4ls

Now tell us about how much you are involved in each of the items indicated

Below. Use the scale provided.
1 = Always
2 = Sometimes
3 =Don’t know
4 = Rarely
5 = Never

Please tell us about your involvement in the following (please mark with a cross ‘X"

1. A decision to increase the number of positions in your deparimant J1]2]3]4aJs
2. A decision to choose one of several applicants lor a position within your depariment l1]2]3]4f5s
3. A decision 1o purchase a piece of equipment {machine, computer, server) 121345
4. A decision to promote someona in your depariment to a higher post [112[3[4is
5. A decision to increase the money allocation for your department during preparation of the organisational | I [ 2 [ 3[4 [ 5
budget

B. A decision to grant & merit wage increase to someone in your department [1 12345
7. A decision lo purchase operating supplies not called for in the budget [112[3[4]5
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SECTIONE: In this last section, please tell us a bit about yourself.

Age: (in years): (please mark with a cross ‘X’)
[ <20 20 - 30 [31-40 [ 41 - 50 | > 51

Gender: (please mark with a cross ‘X’)
[Male | Female |

How long have you worked for your present employer: (in years): (please mark with a
cross ‘X’)
[<«1 | 1-5 [6-10 [11-15 [>15 ]

How long have you worked with your current manager: (in years): (please mark with
across ‘X’)

[<1 [1-5 | 6-10 [11-15 [>15 |
Indicate the level your position is, in the company: (please mark with a cross ‘X')
Technician Supervisor Manager Senior Other

Manager
Piease tell about your education: (please mark with a cross ‘X’)
High school Technikon University Post graduate | Other
Degree
Please tell about your salary per annum: (please mark with a cross ‘X')
< 20000 20 000 — 50 50001 — 100000 | 100001- > 200 000
000 200000

Thank you for participation in this survey

MBL Research Report — Innocent Dlamini - November 2005 81



B~

Appendix B Cover Letter

P

GRADUATE SCHOOL OF BUSINESS LEADERSHIP
UNISA

Date
Dear Respondent

I need your assistance. I have attached a survey that I hope you will complete. . I am
a third year MBL candidate at the Graduate School of Business Leadership at the
University of South Africa. This survey is part of the research requirements for the
degree. The purpose of this research is to better understand leadership practices in
Swaziland. There is very little research on this issue and the present study will
contribute to filling that void. Specifically, the study aims to examine the relationship
between leader behaviours and several employee outcomes including organisational
commitment.

In return for your participation, [ would be happy to provide you with an executive
summary of the results of the research. If you are interested in receiving this
summary, kindly fill in your name and address on the form provided on the next page
and submit to the researcher by post or e-mail your details to the address below.

All information supplied in the questionnaire will be with treated anonymously and
will be used for academic purposes only. Thank you for taking time to complete the
survey. If you have any questions about the research, you can email me at

Sincerely

Innocent Dlamini
MBL 3 Student
UNISA SBL
Return Address
Box 204
Mbabane
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Email: innocent.dlamini @swazilotto.com
To be filled by respondents interested in the findings of the study

..................................................
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Appendix C. Frequencies

Tabte C 1. Frequencies by gender

Gender
Cumulative
Fraquency Parcent Parcent
Valid Mala 40 80.0 BO.O
Famala 10 20.0 100.0
Tolal 50 100.0
Table C 2 Frequencies by age groups
Age Groups
Cumulative
Froquency Parcent Parcent
Valid Loas than 20 Years 1 2.0 20
20 - 30 Yeam 0 60.0 62.0
31 - 40 Yeam 17 34.0 96.0
41 - 50 Ygam 1 20 g8.0
51 Years plus 1 2.0 100.0
Total 50 100.0

Table C 3. Frequencies by number of years with current employer

Years with Employer

Cumutative
Froquency Percant Valid Parceni Parcant
Valid Less Than 1 Year 10 200 200 200
1-5Yoears 25 50.0 50.0 70.0
6- 10 Years 10 20.0 200 90.0
11-15 Yoars K| 8.0 6.0 96.0
15 Years + 2 4.0 4.0 100.0

Taotal S50 100.0 100.0
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Table C 4. Frequencies by number of years with current manager

Years with manager

Cumutative
Frequency Parcant Vald Percent Percant
Valid Lass Than 1 Yoar 12 24.0 24.0 24.0
1-5Y¥eam o] 68.0 86.0 50.0
G- 10 Years L 10.0 10.0 1000

Tatal 50 100.0 100.0

Table C 5. Frequencies by position held

Poaltion held

Cunmwlathve
Froquency Parcont Valid Percant Parcani
Valig Technlcian 20 40.0 40.0 40.0
Suparvisor 8 16.0 i6.0 58,0
Manager 10 200 20.0 76.0
Othar 12 240 24.0 100.0
Total 50 100.0 100.0
Table C 6. Frequencies by education
Education
Cumulallve
Frequency Perconi Valid Percent Parcont
valid  High School 1 20 20 20
Technikon 15 30.0 30.0 320
Univarsity dogree 21 420 42.0 740
Past graduate degrea 5 10.0 10.0 B84.0
Other 8 16.0 18.0 100.0
Tolal 50 100.0 100.0
Table C 7. Frequencies by salary
Salary
Cumulaiive
Frequancy Parconi Valid Parcont Parcent
Valid E 20, 000 - ES0, 000 6 12.0 120 12,0
ES1, 000 - E100, 000 23 46.0 46,0 58.0
E100, 001 - E200, 000 13 26.0 26.0 84.0
E200, 000 plus B 16.0 16.0 100.0
Totwl 50 100.0 100.0
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Appendix D Descriptive Statistics
Table D 1. Descriptive statistics overall

Doscriptive Statlstics

N Moan Std. Variance Skewnasa

Statistic Statistic Stalislic Statisiic Statistic
m:;gu:' contract 50 52573 1.0012 1.002 -429
:::::l‘::i’g::' coniract met 50 3.7364 8951 280 045
Trust In teader 50 4.8067 7185 516 585
Pyschological contract breach 50 1.5209 1.3716 1.881 350
Allactive Comemitment 50 4.0800 5829 966 209
Continious Commilment 50 3.8500 5459 B85 - 381
Normnative commitmant 50 3.8300 B384 703 - 193
Leader porcoplion 50 2.7860 1.0988 1.207 -124
per particlpation 50 3.1685 1.2998 1.612 -3
Vatid N {listwisa) 50

Table D 2. Descriptive statistics by gender = male

Descriptive Statlstics ®

N Moan Sid, Varlanca Skewnoss
Statistic Statisiic Statistic Statistic Statistic
Em;":' contract a0 5.2830 1.0596 1123 -525
:mma' coniract mat 40 3.8068 9168 840 082
Trust in teader 40 47313 7059 498 812
Pyschological contrect broach 40 1.4761 1.4567 2122 A58
AHective Commitmant 40 4,0000 8454 B0 143
Conlinious Commitment a0 3.6688 9988 .998 ~.288
Normative commitmant 40 3.8219 .BESD 748 -.044
Leader perception 40 2.7150 1.0533 1.110 =176
par participation 40 3.2500 1.2801 1.682 -31B

Valid N (listwiso 40

3. Qunoes = Mala
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Table D 3. Descriptive statistics by gender = female

Descriptive Statistics ©

N Moan Sid. Varianco Shewness
Statistic Stalistic Statistic Statislic Statistic
::m::;f:' contract 10 5.1545 7595 577 3s7
:ﬂ:ﬂ*ﬂ‘:’ conirmct met 10 3.4545 1.2808 1.820 401
Trust in lpader 10 5.1000 7285 532 JI5
Pyschotogical contract broach 10 1.7000 1.0014 1.002 -.475
Allective Commitment 10 4.4000 1.1005 1.211 .256
Continigus Commitmant 10 4,2750 6341 402 &
Nomative commitment 10 4.3625 SE9G 324 A7
Leader percoption 10 3.1200 1.2728 1.620 -217
par participotion 10 2.8429 1.1881 1.431 -.560

Valld N {listwisa) 10

0. Gandar « Fomala

Table D 4. Descriptive statistics by age group = 20-30 years

Descriptive Statistics 8

N Mean Std. Varianco Skownoss

Siatistic Statistic Statistic Statigtic Statistic
:::':::;:’ contract 30 5.1682 1.0181 1.039 ~512
:::;'::’i:::' coniract frat 30 36939 11017 1.214 1851
Trust in leader k1] 49111 7875 620 4
Pyachological contracd broach ko) 1.4742 1.3545 1.835 059
Allective Commitment k1] 3.8958 5008 812 -.208
Continigus Commilmant k1] 3.6792 1.0168 1.034 653
Normative commitment 0 1.9792 .8135 842 -354
Loader pareaption 30 2.9467 14118 1.238 -.382
por participation ko) 3.0000 1.3284 1,759 -.0B8
Valid N (listwisa} 30

8. Age Groups = 20 - 30 Yoara
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Table D 5. Descriptive statistics by age group = 30-40yecars

Descriptive Statistlcs ®

N Maan Sid, Variance Skewnoss
Statistic Statistic Statistic Statistic Statistie
::;::mi::‘ contract 17 5.4292 1.0487 1.102 -401
::D‘:::::L“:' contret mel 17 3,7807 8994 09 069
Trust in lsader 17 4.6078 5881 344 -.625
Pyschological coniract breach 7 1.6524 1.5469 2383 594
Alfective Commitment 17 4. 2426 1.0548 1.112 605
Continlous Commitment 17 4.0809 8148 .6g4 .569
Nomativa commliment 17 a2 B060 821 149
Leader parcepllon 17 2.6000 1.0050 1.010 231
per panicipatlon 17 3.2353 1.1528 1.329 -.509

Vafid N {listwise 17

8 Ago Groupms = 31 - 40 Years

Table D 6. Descriptive statistics by years with employer = less than 1 year

Deacriptive Statlstlcs ®

—_——e,

N Moaan Std. Variance Skawnoas
Statislic Siatistic Statistic Statistic Statistic
::z::’:;i'::' contract 10 5.4908 1.0517 1,106 484
::D‘:::::::f:' contract mot 10 33818 472 718 023
Trust in feader 10 4.9667 .5855 320 -2
Pyschologica) contract breach 10 1.5091 1,1652 1.358 - 928
Affecive Commitment 10 4.2125 1.1396 1.299 =741
Continious Commilmani 10 3.8875 1.2353 1.526 -1.527
Normative commitment 10 4.1875 7003 490 152
Leader parcoption 10 3.2600 1.1027 1.218 -682
par participation 10 2.85M 1.3452 1.810 =114

Vald N (listwise

A Yoars wih Empicrpor = Leas Than § Year
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Table D 7. Descriplive statistics by number of years with employer = 1-5 years

Descriptive Statigtics ®

N Mean Std. Variance Skewmoss

Slatlstic Statistic Statlstie Stalistic Statistic
:m“:;::' contract 25 §.1145 1.0518 1,108 .52
::pﬂ:;gis' coniract mat 25 37418 1.0234 1.047 016
Trust In teader 25 4 8467 .BBSY 750 600
Pyschologica) eontract breach 25 1.3727 1.3247 1.755 450
Alteciive Comamitment 25 1. 76800 7580 575 -379
Caontintous Commitment 25 3.9150 B740 764 382
Normative cormmitmant 25 3.8250 802 842 138
Laader parcaption 25 2.8400 8916 Rk =130
par parlicipation 25 3.2600 1.2787 1.6835 - 456
Valid N (listwise} 25

8. Yoars wih Empigyss » 1+ 5 Yoas

Table D 8. Descriptive statistics by number of years with employer = 6-10 years

Cescriplive Statistics ®

N Maan Std. Variance Skewnass

Statistic Statlslic Statistic Statistic Stalistic
Zm::g::' cantract 10 53545 8720 948 410
:ﬂxf contract met 10 3.5909 12047 1.451 -on
Trust in leader 10 4,5000 3849 148 -.609
Pyschotogical conimct breach i0 1.7636 1.6978 2.882 580
Alleciive Commitmen! 10 4.2500 1.2047 1.451 1.036
Continlous Commitment 10 3.7250 7542 569 - 139
Normative commiument 10 3.5500 8395 883 .239
Loader parceplign 10 2.4000 1.0371 1.076 066
par pericipation 10 3.0000 1.3333 1,778 .008
Valid N !lisnﬁsa) 10

0. Yaara with Employor « @ - 10 Yoam
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Table D9 Descriptive statistics by number of years with employer = 11-15 years

Descriptive Siatistics ®

N Moan Std. Varance Skowness
Statistic Statistic Statislic Statistic Statlstic
::x:‘:::z::' contract 3 5.5455 1.0484 1.099 -1.373
:::::::’ig::' contraci mat 3 3.3030 1.0769 1150 1.718
Trust in leader 3 5.0000 7265 528 -1.830
Pyschological contrac breach 3 2.2424 21073 4441 -1.674
Allective Commitrmen: 3 4.6250 5728 328 835
Continious Commilment 3 4467 8323 .693 -1.058
Normative commitmant 3 47083 8884 474 27
Loader parcoption 3 23333 1.6289 2.657 1.815
per participation 3 3.0000 1.0000 1.000 -1.574

Valid N {listwiso

8 Years wih Emaioyor = 11 - 15 Yeas

Table D 10. Descriptive statistics by number of years with employer = 15+ years

Descriptive Statistics ®

N Maan Std. Varance Skawness

Stallsilc Statistic Statiste Statistic Statistc
Em;:' conitact 2 4.9545 5785 228
:;p"xg::' contraci met 2 29182 3857 149
Trust in [pader 2 4.7500 8250 81
Pyschatogical eoniract breach 2 1.1384 1828 3.718E02
Allecttve Commltiment 2 5.5000 071 500
Continious Commitrment 2 4.3750 1.2374 1.531
Normative commiiment 2 4.6875 587 283
Loader parcaption 2 2.6000 2.2627 5120
per participation 2 44288 8081 653
Valid N {listwise 2

& Yoars with Emptoyer = 15 Yoo «
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Table D 11. Descriptive statistics by years with manager = less than 1 year

Descriptive Statistics ®

N Mean Sid. Varance Skewness
Statigtic Statistic Statistic Statistic Statislic
m;uc;:l conimct 12 5.5720 8952 890 -591
:m:gr’ conimctmot 12 4.0882 5039 848 585
Trust in leader 12 4.9722 5310 .282 -.242
Pyschological contract breach 12 1.50348 1.1133 1.23¢ -.829
Altgclive Commitment 12 4.3125 1.0573 1.118 +1.030
Continlous Comnitmant 12 3.9688 1.1348 1.287 +1.785
Nomative eomumiiment 12 41667 7237 524 .068
Loader perception 12 3.4167 1.0667 1.138 -. P66
por perticipation 12 2.6786 1.3038 1.700 1908

Valid N {listwise 12

L Years wih monaged = Lesa Than 1 Yaar

Table D 12 Descriptive statistics by number of years with manager = 1-5 years

Dascriptive Statistics ®

N Mean Std. Variance Skowness
Statistic Statistic Statiatic Stualistic Statistic
Em;mi: coniract 33 5.1680 10223 1.045 -a27
::pf'ﬁ‘::gz' coniracl mel 33 3.5372 1.0451 1.092 188
Trust in leader Kk 47828 8031 645 696
Pyschological contract broach a 1,6309 1.5251 2.326 37
Allpctive Commitment Kk 3.83M1 7903 624 -.183
Continious Commitrment Kk 3.9470 8960 803 51
MNomnative commiiment Kk 3.7386 B514 725 -027
Loedar perceplion i) 2.5818 1.0421 1.088 078
per panicipation 33 31775 1.2531 1.570 -.269

Valid N {listwise)

B Yoam with manager = 1 -5 Yoom
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Table D 13 Descriptive statistics by number of years with manager = 6-10 years

Descriptive Statistics ®
—————e——,eeeee————eeeeeeeeeeeeeeeee— e, e — —  ——————

N Mean Sid. Yanance Skowness
Statistic Statistic Statistic Statistic Statisiic
m‘g‘: contract 5 5.0900 8930 798 744
:mﬁ' contract met 5 4.2545 7883 621 1.399
Trusi In teader 5 4.5667 4802 231 1.217
Pyschological contract broach 5 B364 5871 348 -.404
Allective Commiimant 5 5,1250 1.3229 1.750 361
Conlnious Commitment 5 3.9250 .9984 897 a4
Normatlve commitmaont 5 4,6250 5449 297 Bl
Leador parception 5 27200 1.1967 1.432 -.451
por participation 5 42857 4845 235 962

Valid N (lisiwiss

2. Yoars with manzpor = 6 - 10 Yoars

Table D 14 Descriptive statistics by Position held = Technician

Desgcriptive Statistics 2
—_—_

N Moan Std. Variante Skownass
Statistic Statistic Statigtic Suatistlc Statistic
Emﬁ' contract 20 5.0001 1.1051 1.221 .32
::p":::::g:’:’ coniract mel 20 3.5727 11168 1.247 a8
Trust in loader 20 5.0823 7541 589 56
Pyschotogical contract breach o] 1.4364 1.3070 1.708 738
Aligetive Commitment 20 4.1875% 9138 B35 A
Continious Commitmant 2 41313 9437 891 -784
Nomative commitment 20 4.1375 6488 421 -.648
Leader perception 20 2.5300 1.2351 1.525 A2
per participation o] 3.4857 1.2414 1.541 -.830

Valid N {listwise

0. Poaltion heid » Tochnicien
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Table D 15 Descriptive statistics by Position held = Supervisor

Descriptive Slatistics ®

N Mean Std, Variance Skewnass
Statistic Statistic Statistic Statlstic Slatistic
:mm:' contract 8 5.4318 7725 597 1,200
::p’:::::g:f:' coniract met 8 35114 8217 675 800
Trust in leader 8 4.5208 .7840 815 752
Pyschaloglcal contrac) breach 8 1.8205 1.4028 1663 +1.229
Afloctive Commitment 8 3.7500 4532 205 00D
Contirious Commitment B 4,1583 .6187 383 1.592
Normative commitment B 41718 4815 232 -.001
Leador parception ] 2.5500 7071 500 -.869
par parilcipation 8 A.6084 8133 861 -.136

Valid N (listwisa

2. Peaition held = Supenisar

Table D 16 Descriptive statistics by Position held = Manager

Descriptive Statisticg 2

N Maan Std. Varance Skownass
Statlstlc Statislic Statistic Siatistic Slatistie
E:m&":ﬂ:‘:’ conimet 10 5.4318 1.0695 1144 -488
::p’:;‘:ﬁgr' contract mal 10 40727 8084 653 1,485
Trust in leader 10 4.6500 6058 367 1,187
Pyschaipgical contract breach 10 13501 1.4593 2130 Ba4
Aljoctive Commitment 10 42375 107 594 -1.4680
Continious CGommitmant 10 3.6250 6038 345 -.08%
Normative commitment 10 3.4875 RAl 505 455
Leader parceplion 10 3.3200 1.0207 1.042 -1.540
par participation 10 2.2288 8939 799 187

Valid N {listwise) 10

4. Peaition heid « Manaper
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Tabte D 17 Descriptive statistics by Position held = Other

Descriptive Statistics °
— e}

N Maan Std. Vadanca Skewnass
Statisic Statislic Sialiglic Statistle Statistic

Fycloscal conract 12 5.4001 8234 883 004
Expeactations

:mﬁ gommct e 12 38788 1.0404 1.082 343
Trust in leader 12 4,6667 B5195 .34 344
Pyschological contract breach 12 1.5303 15107 2282 347
Affective Commlitment 12 3.8083 14323 2,081 403
Cantinigus Commitmeni 12 37813 1.2992 1.688 - 189
Noermative commitment 12 imz 1.2344 1.524 228
Leader percaption 12 2.9667 1.0577 1.1189 -419
per panicipation 12 3.0714 14989 2247 - 118
Valld N {listwiso 12

&. Posilon hakl = Other

Table D 18 Descriptive statistics by Education = Technikon

Descriptive Statistics @

N Mean Sid, Yadance Skowness

Slatistic Statistic Statislic Statistic Stalisiic
Em::g::i s 15 5.2242 10376 1.077 .328
z;fxﬁr:‘ onipeLonel 18 3.5989 o898 080 871
Trusiin leadar 15 4.7558 Bar2 805 .89
Pyscholpgical contraci bmach 15 1.6303 12800 1.668 -.393
Adtective Commitment 15 4.1887 7568 473 836
Contintous Commilrmant 15 4.1167 B758 456 067
Mornative commitment 15 4.0567 5955 355 682
Leader perception 15 2.8533 9148 .83z .530
per participation 15 3.3818 1.2168 1.481 - 478
Valid N (listwisa) 15

3. Education = Tochnikan
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Table D 19 Descriptive statistics by Education = University degree

Descriptive Statistics 2

————— e
N Maan Sid. Varlance Skewness

Statistic Statigtic Statislic Statistic Statistic
Zm::jgf wenimg 21 5.3815 11043 1213 .792
:m:g:’:’ goritast ol 21 3.8139 11169 1.248 .212
Trustin leader 21 4.9286 T80 513 1.280
Pyschalogical contract broach b4 1.5478 1 4687 2157 833
Allactiva Commitment 21 3.8988 1.13197 1.2681 361
Contindous Commitrmant 21 3.6250 1.0940 1.197 -133
Normative commitment 21 3.7957 8733 763 106
Lsader perception 21 2.5048 11910 1.418 -.005
per participation 21 3.1361 1.3706 1.679 - 263

Valid N (listwise 21

[

8. Ecucation = Univortity dagroa

Table D 20 Descriptive statistics by Education = Post graduate degree

Descriptive Statisting ®

N Mezn Std. Variance Skewness
Statistic Statistic Siatistic Stafistic Statistic
:ﬁ;’:;;i::‘ contract 5 5.1091 8377 407 445
::py:::alfifr:l coniract mat 5 4,3818 8505 423 -1.258
Tustin leader 5 4.8000 2173 4.722E.02 -.541
Pyschological contrac! braagh 5 7273 4979 248 -1.445
Alfactive Commitment 5 39500 9747 .950 -230
Conlirious Commilmsnt 5 4,0000 10789 1.164 257
MNormative commitrment 5 3.6750 1.1168 1.247 -472
Leader parception § 3.7200 8438 T2 -1.186
por participation 5 2.:43 1.2860 1.880 -.186
§

ValidN !lmwisag

. Education » Pesl gretuata cogro
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Table D 21 Descriptive statistics by Education = Other

Descriptive Statistics 8
e  — ——  — — ———  — —  -— - — .
N Mean Std. Variance Skewnnss
Statistic Statistic Statistic Statistic Statistic
Psycholagical conirac:
1. ; .
ations 8 5.2273 0205 1.041 231
Psychologieal contract met
; 3. x 6Aa7 21
e ;] 42086 8288 68 217
Trust in lsader 8 45208 5735 329 140
Pyschological contract breach 8 1.8068 1.7094 2822 -260
Allective Commitmen 8 4.3594 1.0382 1.078 83
Continlous Commitment 8 4.2969 7132 509 A20
Nomative commilment B 4.0625 a728 246 558
Leadar perceplion 8 3.1000 0381 .680 133
por participation 8 2.8214 1.1190 1,252 - 724
oA N gareies) S, B — S

2. Egucation s Oshar
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Appendix E ANOVA

Table E 1 One way ANOVA (commitment vs. age)

i~

Descriptives
- 85% Conlidence tntarval for
Meaan
Mean Sid. Davialion Std. Emer Lower Bound  Upper Bound Minimum Maximum
Altective Commitment Loss than 20 Years 1 4,0000 z 4.00 4.00
20- 30 Years 30 3.6958 9008 645 35585 42322 1,88 5.00
31 - 40 Years 17 42426 1.0546 2558 3.7004 4.7849 2.50 6,88
41 - 50 Years 1 60000 6.00 6.00
51 Years plus 1 5.0000 5.00 5,00
Total 50 4.0800 9829 1390 3.8007 4.3593 1.88 6.88
Continious Commitmenl Less than 20 Years 1 3.0000 ” . 3.00 .00
20 - 30 Years 30 18792 1.0968 1856 34995 4.2589 1.00 6.25
3 - 40 Years 17 4.0809 8148 1978 36519 4. 4358 3.00 563
41 - 50 Years 1 3.5000 3.50 3.50
51 Years plus 1 5.2500 2 . 3 5.25 5.25
Total 50 3.9500 9459 1338 36912 4.2188 1.00 6.25
Normative comrritrent Less 1han 20 Yaars 1 3.6250 . 3.63 3.63
20 - 30 Years 30 3.9792 8135 .1485 36754 4.2829 225 550
31 - 40 Years 1?7 377 8060 97 33063 4.2379 2.25 5.38
41 - 50 Years 1 4.2500 4,25 425
51 Years plus ) 5.1250 : ; 5.13 5,13
Total 50 3.9300 B384 1186 36417 4.1683 2.25 5.50
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Table E 2 Test of Homogeneity of Variances (commitment vs. age)

Test of Homogenelty of Variances

Levens Slatistic df1 di2 Sig.
Altective Commitment 1.092 4 45 372
Continious Cormmitrman) 1.09) 4 45 gl
Nomative commitmant 1.413 4 45 .245

Table E 3 ANOVA (commitment vs. age)

ANOVYA
—_————— e —————
Sum of Squares df Meoan Square F Sig.

Allective Commitment Betwoen Groups 6,006 4 1.502 1.635 .182
Within Groups 41.330 43 618
Total 47.338 49

Continious Commitrmant Between Groups A.2937 4 8OO 897 474
Wilhin Groups 40,607 45 902
Total 43.844 49

Normative commitment Between Groups 2120 4 530 .738 S
Wilhin Groups 32.322 45 718
Toal .442 49

—————— o F—————— e ———————————————— A ——————————————————————————————————————————,——
e e e ——————————— ————
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Table E 4 Oneway ANOVA (commitment vs. years with employer)

Descriptives

95% Confidance Intorval lor

Maan
Mean Std. Dwoviation Std. Error Lowar Bourd  Uppar Bound Minimum Maxdmrum
Psychological contract Less Than | Year 10 5.4909 1.0517 3326 4.7386 6.2432 3.55 6.82
Expociations 1-5 Yoars 25 5.1145 1.0516 2103 46805 5.5485 2.91 673
&- 10 Yoars 10 5.3545 9720 3074 4.6502 8.0409 3.82 673
11- 15 Yoars 3 5.5455 1.0484 6053 2.9410 6.1499 436 6.38
15 Yoars + 2 4.9545 5785 4091 -.2434 10.1525 4.55 538
Toual 50 5.2573 1.0012 1418 4.9727 5.5418 2.0 6.82
Psychological contract mot Less Than 1 Year 10 16818 8472 2070 3.3758 4.5879 2.91 5.82
oxpeciations 1.5 Yoars 25 37818 1.0234 2047 3.3194 41642 1.5 5.64
6- 10 Yoors 10 3.5809 1.2047 3810 2.7291 4.4527 173 5.55
11 - 15 Yoars 3 3.3030 1.0769 6218 6278 5.9783 2.64 455
15 Yoars + 2 28182 3857 a7z 3529 7.2835 3.5 4.09
Total 50 2.7364 9951 1407 3.4536 4.0182 1.73 5.82
Pyschological contraci broach Less Than 1 Yaar 10 1.5091 1.1652 3685 6756 2426 -82 2.64
1-5 Years 25 13727 1.3247 2649 6259 1.9195 .9 455
6- 10 Years 10 1.7636 1.6976 5368 5492 26780 -.09 4.36
14- 15 Yoars 3 2.2424 21073 1.2167 -2.9924 7.4773 -18 364
15 Yaars + 2 1.1384 1928 1364 -.5963 28690 1.00 .27
Total 50 1.5209 1.3716 1940 1.1311 1.9107 -84 4.55
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Table E 5 Test for homogeneity (commitment vs. years with employer)

Test of Homogenelty of Varlances

Lavano Statislic di1 di2 Sig.
Psychological contract
29 4 4 as57
Expociations 3 5
logical co
Psychol mn_nm niract met 5.009 4 4 a3
axpectalions

ical contracl breach

Table E 6 ANOVA (commitment vs. years with employer)

ANOVA
Sum of Squares dt Mean Square F Sig.

Psychological contract Betweon Groups 1.582 4 .396 74 826
Expoctations Wilhin Groups 47.592 a5 1056

Total 49.114 a9
Psychological contract mat Batwoen Groups i.392 4 348 332 .B55
axpociations Within Groups 47.125 a5 1.047

Total 48.517 49
Pyschotogical coniract breach Betweon Groups 997 4 749 78 823

Within Groups 89,190 45 1.982

Tolal 92.187 49
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