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ABSTRACT

Culture includes deep patterns of values, belirtsteaditions that have been formed
over the course of history. In the study, the sthkatiure is defined as the element of
school environment that is developed over time. phgose of this study was to
investigate the influence of organizational cultare teachers’ job commitment in
public primary schools whose focus was in Ndhiwa-8ounty Kenya. It was guided
by three objectives which included the followinga &€xamine the influence of
adhocracy culture on primary school teachers’ jommitment; to determine the
influence between job motivation and teachers’ ¢golnmitment; and to determine
how staff collegiality influences teachers’ job awmitment. The study used
descriptive survey design to collect data. Thegbpppulation was consisting of 224
teachers from which a sample of 196 teachers vaardomly selected for study. The
researcher used random sampling technique becawadlews generalizability to a
larger population with a margin of error that iatstically determinable. The data
was gathered using questionnaires which were filad returned by 190 teachers
representing 97 percent return rate. To examinéntheence of adhocracy culture on
teachers’ job commitment, the researcher used émmu tables to analyse the
research objective; to determine the influence alif motivation on teachers’ job
commitment, the researcher used frequency tabldspancentages to analyse the
data; to determine how staff collegiality influesceeachers’ job commitment, the
researcher used frequency tables and percentageslyse the data. The analysis of
data was aided by the Statistical Package for S&isences (SPSS) computer
software processed data was presented in the férpercentages and tables upon
which data could be interpreted easily. Accordimghte study, 90 percent of teachers
indicated that school culture influenced their jobmmitment positively. For
example, 91 percent of the teachers were motivdtexlto team teaching and 88
percent of the teachers were highly committed wiigan permission for creativity.
The teachers were asked to indicate whether jobvaimn influenced their job
commitment, 57 percent of the teachers agreedtiiegt are not committed due to
poor remuneration. Teacher collegiality, adhocragyure and motivation influenced
their job commitment positively. For example 90.586 the teachers who were
involved in decision making were highly motivatddis could be because they felt
respected, recognized, honored as teachers inrésgective schools. Likewise when
teachers are motivated, a culture of hard work, madgment and team spirit is
enhanced which in turn affect job commitment puslyi. The study revealed that a
number of schools embraced team teaching, teastlependence, creation of ad hoc
teams, little formalization if activities, innovati, clearly stated goals, participation
and decision making and having good relations wither teachers in and outside
their schools. The study also revealed that teacéwer not committed and motivated
to their work because of poor remuneration pack@pe.researcher suggests that the
government should address these issues of poorneration with the concern it
deserves. On conclusion, 97.8 percent of the teadneNdhiwa Sub-county are
highly committed to their work. The study recommeitiat other studies on the same
should be carried out in other sub-countries, t@stigate whether schools in these
districts are experiencing the same cultural chgls. The researcher recommends
that head teachers should create a culture thaitagch standard or a rule book for
teachers to follow and adopt a leadership stylé theudes teachers in decision
making.
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CHAPTER ONE

INTRODUCTION
1.1 Background of the Study
Organization theory and research has focused ghymar the outcomes of relevance to
employers, such as turnover intention, actual tenoand on-the-job behaviour. Today
there’s a growing emphasis on links to employeewant outcomes, including employee
health and wellbeing (Meyer, 2002).The current aese with antecedent variables or
organizational culture involved in the developmeuit affective, normative and

continuance commitment.

An organizational culture encompasses the sharédulated, or not articulated values,
beliefs and behaviours that contribute to the umispcial and psychological environment
of an organization; it is the ‘glue’ that guideshbeiour and shapes organizational
decision making (Haberberg, 2008). Organizationdtuce is reinforced by artifacts,

such as icons, stories, heroes, rites and ritwatsnding people what an organization
stands for (Hesket, 2011). In management circlebume is often viewed as something

which can be used to manipulate employees (Kaglao4).

Organizational research originally focused strongly the surveying of corporate
climates, but in 1980s the organizational climaiacepts were to some extent replaced
by the concept of organizational culture (Deal &dpPson, 1999). Mackenzie (1983),
notes that organizational culture is the beliefistuales and behavior which characterize a
school. It is the shared experiences both in sclaool out of school (traditions and
celebrations), a sense of community of family asai staff stability and common goals
permeate the school. An effective organization rhesiundamentally concerned with the
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personal investment of its employees. People havmtwilling to give at least a day’s
work for a day’'s pay, and willing at times to adjubeir needs to those of the
organization (Maerh, 1989). Quality and innovatioan organization are closely related
with organizational culture. The organizationaltate is the key variable which is able to
push the organizations’ success (Khurosani, 2003ducational researchers, the degree
of teacher commitment is one of the most importasypects of the performance and
quality of school staff. Commitment is here defiresithe degree of positive, affective
bond between the teacher and the school. It doesefer to a passive type of loyalty
where teachers stay with their jobs, but are ratyénvolved in the school or their work

(Reyes 1990; Rowan 1990; Rosenholtz1989.)

According to Lumley (2010), organizational committhecan be used to understand
intensity and stability of an employee’s dedicatiom an organization. However,

(Lambert, O’Donnell &McCarthy, 2006) suggested tloaganizational commitment is

the structural phenomenon of trading between warkard organizations. Gbadomosi
(2006) states that if an individual's attitude i®ne favorable towards the organization,
the higher the individuals acceptance of the gdahe organization and the individual
will be more willing to put more effort in the ongiaation. In addition, if the person is

highly committed, he will feel that he is workingrfhimself and not for other people.

Besides, Maerh (1989) stated that individual is watted to an organization not because
of a general positive feeling but because of edoas interests such as pensions and
family concerns. There are few situations whichdlga high commitment among
employees. First is when the employees own aneé\lin the mission and values of
their organization. Second is when they are mutuaiddy to apply their devoted effort

2



in the attainment of their organizational goalsir@tis when they have intense desire to
remain serving in their organizations (Robbins &uer, (2003); Jans, (1989); Hunt &
Morgan, 1994; Mowday, Steers, and Porter, (1982ghkl committed employees
possess strong intentions to oblige their orgaitimaand have low intentions to leave
(Hunt and Morgan, 1994; Robbins and Coulter, (2008pwday, Steers & Porter,
(1982). In addition Valentine, (2002) suggestedt teanployees who are highly
committed to their organization more easily ac@equt adhere to the organizational goals
and objectives. Maser, (1997) identified that theemce of job satisfaction in employees

will lead to reduced organizational commitment.

Mbiti (2007), observes that schools are social wimgions with defined rules and
procedures that determine the degree of activaimes$ behavior of each member. The
system of education in Kenya is highly selectiverein primary level, while access to
schooling is limited and advancement is solely dase students’ performance in
examination. Most governments view education asita investment and, therefore
spend large sums of tax payer's money each yegréwmision of education at all levels.
Thus, there is a serious concern on the part ogtivernment to ensure that the money
provided for education is spent wisely. In KenyaREexamination are used as basis to
access performance level of different primary sthawo the country. Examinations are
used among others to measure the level of candidelteevement and clarify the
candidates’ level of education, training and empiepnt. The outcome of the results is
affected by various factors facing the studentsh region. School culture is the key
predictor of the performance in schools for botle tieachers and the learners. A
considerable number of educators believe that dshuwave cultures with them (Deal,
1990) which is why the suggestion that schools @r¢ures themselves (Sergiovani,
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2001). (Deal and Peterson (1999) reported thatuoriltakes form, overtime, as people
cope with problems, stumble into routines and ltuand treat traditions and ceremonies

to reinforce underlying values and belief”.

Adhocracy culture is reported to be one of theuralttype that is most condusive to
innovation since it emphasizes flexibility and detton over stability and control and
external differentiation over internal integrati@ameron and Quinn, 2006).Adhocracy
is a flexible, adaptable and informal form of orgation that is defined by a lack of
formal structure .it operates in opposite fashiomtbureaucracy. In the last decades,
innovation has been increasingly regarded as aatrfactor to maintain competitiveness
in a globalized economy. According to Loomley (208@novation is a key driver of
economic and social progress. Also, innovatioroissaered as a mechanism to enhance

any organizations’ ability to adapt to changingiemvments.

Public services, including education, although thity not tend to operate within
competitive markets and have the same incentivebuasesses to innovate (Lekhi,
2007), there are important arguments to push foovation in education as a means to

maximize the value of public investment.

At the teacher level, the degree of change wasigiyaelated to the extent to which
teachers interact with each other and others pirayitkchnical help. Within the school,
collegiality among teachers, as measured by thguémecy of communication, mutual
support, help etc., was a strong indicator of imp@atation success (Fullan, 1991).he

further discusses what he terms “the primacy oéqeal contact” through which teachers



can be introduced to new ideas that they can tlveeps, modify or reject. This is

important for teachers coming for the first timéia teaching setting.

Little (1990) contends that schools benefit fronomoting closer collegial networks
among their teachers in other ways as well. Onetiged benefit is the orchestration of
the daily work of teaching across classrooms. Tewcivho work collegially are better
prepared to support one another. Jarzabkowski, 2608aled that primary teachers

greatly value the social and emotional aspectsauftier collegiality.

1.2 Statement of the problem

Organizational development depends on analysisi@dewtification of the factors that
contribute to the effectiveness of the organizatime willing to get employees
commitment, which leads to improved productivityheT complete knowledge and
awareness of organizational culture should helpriprove the ability to examine the

behavior of an organization which assists to mamlagerganization (Brooks, 2006).

An examination of school culture is important bessguas Goodland’s study (1984)
points out, “alike as schools may be in many waach school has an ambience (or
culture) of its own and, further, its ambience niighggest to the careful observer useful
approaches to making it a better school” (p. 8I).Eenturies teaching has been
characterized as a profession that is “emotiontdking and potentially frustrating”

(Lambert, O’Donnell, Kusherman, & McCarthy, 2006he rate at which teachers leave
the profession is significantly higher than the aléyre rate in other professions. In the
recent past, with the creation of the county gowvemnt, teachers have left teaching job
for county jobs. In Ndhiwa District, teachers haveen appointed to become ward
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administrators, sub-county administrators, chieficefs, ministers, members of the
county service boards and governors. In Ndhiwa DEffise, the data shows that 11

teachers have left teaching for the said jobs (D&ifise, Ndhiwa March 28, 2014).

Organizational culture and commitment has tighatrehship. Norms, symbols, values,
beliefs and the base of assumption commitmenttapes! in here. Culture is also viewed
as a control mechanism to make an organization goment. Organization which has a
stronger and richer culture will have more comndittend more loyal employees
(Khurosani, 2013). This study is quite importantcdnese the level of teachers’ job
commitment in Ndhiwa District is questionable. Thss evident when teachers are
transferred on disciplinary grounds. Teachers amn perating personal businesses at
times they should be in school. They go as low féexing Boda Boda services to the
locals. Teachers report to work late and leave veaity as is evident in schools which
are not situated near the roads. This study ignagaite important in that the
performance of pupils over the years in Ndhiwariishas been very poor. This may be
as a result of teachers' Teachers’ job commitmemtldvonly be seen when pupils’
performance are good. This is supported by theetahbwn below obtained from the

DEOQ'’s office on the trend in KCPE performance irhiNvea Sub County.

Table 1.1 K.C.P.E Performances in Ndhiwa Sub Count2008-2013

Year 2008 2009 2010 2011 2012 2013
Mean scor 222.42: 240.0¢ 211.4C 237.7° 209.1C 249.6¢
Rank in the county 5/6 4/6 6/6 6/6 5/6 4/6

Source: K.C.P.E



1.3 Purpose of the study
The purpose of the study was to investigate thiiente of organizational culture on

teachers’ job commitment in public primary schaol®ldhiwa Sub-County, Kenya.

1.4 Objectives of the study
The study strived to achieve the following objeesiv
i) To examine the influence of adhocracy culture amary school teachers’ job
commitment in public primary schools in Ndhiwa stdanty, Kenya
i) To determine the influence of job motivation onclears’ job commitment in
public primary schools in Ndhiwa sub-county, Kenya
iii) To determine how staff-collegiality among the membef staff influences
teachers’ job commitment in public primary schoais Ndhiwa sub-county,

Kenya

1.5 Research questions
i) To what extent does adhocracy culture of a schdt¥cta teachers’ job
commitment?
i) What is the influence of job motivation on teachgbs commitment?
iii) How does staff-collegiality among the teachers uiafice teachers’ job

commitment?

1.6 Significance of the study

The research findings may enlighten the educatiakefolders on the effects of
organizational cultures on teacher’s job commitm&his may help them in formulating
policies geared towards addressing low commitmerdt high staff-turnover in the

7



Kenyan education system. This would help in redyc¢he teachers’ dissatisfaction and
boost their morale to make them embrace positieies and on the other hand change

from cultures which do not ensure high job commitine

The findings would also assist the District EdumatDffice in finding effective solutions
to the problems affecting teachers’ commitment glatton to cultures of the
organizations. They will design more realistic paogs for improving performance in
relation to making teachers committed in their wdrkis would also help the Ministry of
Education in redesigning development training paogmnes for the school head teachers
in order to sharpen their management skills on teoenhance teachers’ job commitment

by creating appropriate organizational culturedinithe school.

1.7 Limitation of the study

Limitations are conditions beyond the control cf tesearcher that may place restrictions
on the conclusions of the study and applicatioatter situations Orodho (2009). In this
study, the respondents feared giving out infornrmatess some of them considered
confidential. However, the researcher assured éepandents that their identity will be
confidential. The study was carried out in Ndhiw# SCounty but most schools are in

rural setup and so the findings might not be gdizedin urban setup.

1.8 Delimitation of the study

Orodho (2003) states that delimitation is the bamdThe study was concerned with
finding out the influence of organizational cultune teachers’ job commitment in public
primary schools in Ndhiwa district and not privagehools within the district. The

respondents were the teachers, leaving out pamamipprt staff and pupils.
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1.9 Basic assumptions
In conducting this research, it was assumed that;
1) That the responses from the teachers will be anetlection of the effects of
organizational culture on teachers’ job commitment.
i) That the respondents will cooperate in giving infation about effects of
organizational cultures on teachers’ job commitment
iii) That the respondents will be interested in chantieg organizational cultures in

relation to improving teachers’ job commitment éed be.

1.10 Definition of significant

Adhocracy —refers to the teachers’ behaviors characterizetidigg creative, adaptive
and flexible in response to a changing school legranvironment in relation to problem
solving and decision making.

Collegiality — refers to teachers’ involvement with their peemsan intellectual, social
and/or emotional level in a school.

Commitment— refers to the degree of positive, affective bbetiveen the teacher and
the school as well as the teacher’s emotional atatlectual willingness to teach.
Motivation — refers to the forces that make a teacher to wawkrds achieving the goals
and objectives of the school.

Organizational culture — refers to the behavior of teachers and pupils gtteool and
the meanings they attach to their actions. Thesdlerir habits, symbols, school vision,

school mission, school motto and school values.



1.11 Organization of the study

The research project is organized in five chapt@mapter one consists of the background
of the study which is composed of the following:eThackground of the problem;
statement of the problem; purpose of the studyeaihjes of the study; research
guestions; significance of the study; limitatiorfstlee study; delimitations of the study;

basic assumptions; definition of significant termsgd the organization of the study.

Chapter two consists of the literature review whiefil be considered under the
following sub-headings; introduction, the conceprtolture, organizational culture and
teachers’ job commitment, collegiality and teachgds commitment, job motivation and
teachers’ job commitment, adhocracy culture andhess’ job commitment, summary of

literature review, theoretical framework and corinapframework.

Chapter three consists of the research methodabtie study which will be considered
under the following sub-headings; introduction, eaesh design; target population,
sample and sampling techniques; the research memts; instrument validity;

instrument reliability; data collection procedurasd data analysis techniques.

Chapter four covers data analysis and discussibfiadings. This chapter will describe
the statistical design that was used and the stafisnalysis that will be undertaken. The
description will be set out in terms of researclesiions which this study will seek to
test. Chapter five includes a summary of the retedndings, conclusions and

recommendations and suggestions for further relBearc
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CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter presents a review of literature reladethe study. It begins with the concept
of culture, organizational culture and teacher§ gmmmitment, adhocracy culture and
job commitment, job motivation and job commitmer@taff collegiality and job
commitment, summary of literature review, theomdtidramework and conceptual

framework.

2.2 The concept of culture

Maslowski (2001) defines school culture as “theibassumptions, norms and values
and cultural artifacts that are shared by schoohbegs, which influence their function at
school” (p 8-9). In effort to prove the importanmfeschool culture Fyans, Jr. and Maerh
(1990) examined the effects of five aspects of ethwlture: school community,
comparative achievements, academic challenges,gmémn for achievement and
perception of school goals. Stolp and Smith (198ént further to say that it is the
historically transmitted patterns of meaning thatlude the norms, values, beliefs,
ceremonies, rituals, traditions and myths which tma@yinderstood, in varying degrees by
members of the school community for the purposéhisf study, school culture will be
defined as the element of school environment thdeveloped over time. School culture
involves the beliefs and values of its members guided behavior, it accounts for the
underlying assumptions that are present with celtlircan be predicted with confidence
that teachers’ job commitment will be higher whergamizational culture helps in

determining organizational success. The knowleddecuature prevailing in an
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organization as a whole helps in better harnessfnguman resources, enabling their

effective development and utilization (Thompson éthans, 1990).

Teaching can be a highly satisfying career, espgcimhen you find your special niche.
A teacher who feels comfortable in her school igerlikely to have a positive attitude
towards her work. On the other hand, a teacherfetls at odds with her school culture
often finds it difficult to maintain a positive attde towards her work (Rosenholtz,
1989). School culture can also affect how problemes solved, the way new ideas are
implemented, and how people will work together. iBagrs in isolated settings soon
abandon their initial humanistic notions about tegdo students’ individual needs in
favor of a routine technical culture characteribgch more custodial view, where order is
stressed over learning, and where students aredreaore impersonally, punitively and

distrustfully (Rosenholtz, 1991).

2.3 Organizational culture and teachers’ job commitnent

Paul (1993) describes school culture as “the contynloeld belief of teachers, students
and principals” that guide their actions. Accordity Mintzberg and Quinn (1991),
culture is not an article of fashion, but an indih part of a deeper organizational
‘character’ in which the collective interests andity of an organization is built up
through shared beliefs, habits and traditions. pbiat they are making is that ‘culture’
should not be the subject of a temporary fad, batfocal point of long-term research
into the working organizations. Schein (2004) agytieat super financial models of
culture should be avoided in favor of deeper, mwmplex anthropological models’,
since culture is the result of a complex group rewy process, in which leaders in
particular play a key role. Schein, adds two otbetical elements to the concept of

12



sharing-(1) some level of structural stability (icellture is not only what is shared openly
but what is deep rooted and subconscious), anddat@grning of integration (i.e. joining
the separate elements of culture into a whole-fiserce, according to Schein, of what

we mean by ‘culture’. (Luthans, 2011).

Cameron and Quinn (2006) observe that over thesysarolars have, for the most part,
documented the models and practices that have dgiré®en tried by corporate
management. The reason the organizational cultagignored as an important factor in
accounting for organizational performance is thhancompasses the taken-for-granted
values, underlying assumptions, expectations, cblie memories, and definitions
present in an organization. It represents “howghiare around here.” It reflects the
prevailing ideology that people carry inside the#ads. It conveys a sense of identity to
employees, provides unwritten and often unspokededjones for how to get along in the
organization, and it enhances the stability of sloeial system that they experience.
(Cameron & Quinn, 2006)Once an organization istetiand begins to develop, an
organization should ensure that there is soliditg acceptance of core values to ensure

that culture maintains itself (Luthans, 2011).

Why does culture exert such a powerful influenceaasthools’ effectiveness? Because
the culture tells people in the school what isytiniportant and how they are to act. As(
Bruce, 1992)says “ the power of the school culton@del lies in the recognition that
movement of school towards greater effectivenesst imegin with attention to the subtle,

habitual regularities of behavior that comprisechiure of the school.”
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Insim (2002) examined the effects of teacher empmeat on teacher commitment and
student achievement. The findings were that rewandsprofessional development were
positively related to teacher commitment. Schw&t@90) says that “many teachers in
unfavorable school contexts lack strong commitntertheir school social systems. “Her
findings point out to a significant correlation Wween poor school culture and inhibited
teacher collaboration. School culture is importéort student and teacher motivation,
teacher collaboration, school reform, problem sw@yi community building, and

achievement.

2.4 Collegiality (team-work) and teacher’s job comntment

A review of the literature indicates that collegilrelates to teachers’ professional
development. According to Harris& Anthony (2001 );entral theme underlying many of
the current attempts to promote teacher developnt&x# been the notion that
collaboration and collegiality contribute to teacheggrowth and development. Madiha
(2011) defined collegiality as the cooperative tieleship among colleagues while Barth
(1990) defined collegiality as what happens wheuncatbrs work collaboratively with

colleagues.

According to Mullins (2005), team work and coop&rnatare essential in an organization.
The team aims at effective work and the team mesngleould therefore not be divided
between conflict factions. The best teamwork is mtieere is a shared goal by members
of an organization or when people are committethéosame objectives and understand

their roles in achieving those objectives.
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The term collegiality refers to the cooperativatieinship between colleagues. However,
the exact meaning of the term remains conceptuatue in the literature. It is often
used interchangeably with ‘collaboration’. Jarzakgki (2002), however, tries to
differentiate between collegiality and collaboratiby defining collegiality as teachers’
involvement with their peers on any level, be telkectual, moral, political, social and/or
emotional. According to her collegiality encompass®oth professional and
social/emotional interaction in the workplace whitellaboration mostly relates to

professional sphere of relationships.

Collegiality among educators is considered as aerg&l component of successful and
effective organizations. Teacher collegiality is v#tal determinant of a teacher
commitment and high professionalism. Teacher cilitg positively influenced
professional commitment among teachers Barth (1980%trong positive impact of
teacher collegiality on professional commitment agischool teachers necessitates
school leadership to focus on this aspect if teactse desired to remain highly
committed and developed to the teaching profesdtwocedia-social and behavioural
sciences. 2012 available at http.//www.sciencedioem. Strong collegial relationships
among school teachers have consistently been gigbti as an important factor for
school improvement and success (Dufour, 2004;€,i{tL990). The literature on school
effectiveness shows that the most promising styateg sustained substantial school
improvement is developing the ability among schgmrsonnel to function as

professional collegial communities (Goldenberg,£20byce, 2004).
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The negative effects caused by the psychologicalatisn that characterized most
schools (Bruffeee, 1999; Heider, 2005) have alsmlacated the adoption of a collegial
approach in schools’ cultures and shifted the emighiaom individual efforts to group
work, from independence to interdependence. Edtgai® being encouraged to act as
team players, in order to bring effective learnmgcomes for students and management
effectiveness for school organizations. Strengthgeninterpersonal relations among
teaching personnel is thought to influence schawoifgssional culture and leads to
increased involvement and ownership among tea¢erdrews & Lewis, 2002). It also
plays a significant role in improving teaching andtructional practices and fostering

innovation (Brownell, 2006).

Little, 1990 says that the whole community gaing thonfidence of a better
understanding of the programs being taught. Teadbecome more open to new ideas,
teaching methods, and resources. They become rdapgadble and self-reliant in times
of change, and cope better with new demands thatdwormally exhaust the energy

and resources of teachers working on their own.

2.5 Job motivation and teachers’ job commitment

Motivation is defined as “those psychological psses that cause the arousal, direction
and persistence of voluntary actions that are dwatted” (Kreitner and Kinicki, 2001).
Mathis and Jackson (2002) define motivation as ttesire within a person causing that
person to act”. They contend that people act f& @ason: to reach a goal. Motivation

is, therefore, a goal directed drive and seldonuiscim a void.
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According to Bennell (2004), work motivation refeis psychological processes that
influence an individual behavior with respect te thttainment of workplace goals and
tasks. The received wisdom among the occupatiagahmlogists is that ‘pay on its own
does not increase motivation’. However, pecuniatives are likely to be dominant
among teachers in countries where pay and otheeriahtenefits are too low for
individual | and household survival needs to be.iff@nly when these needs have been
met is it possible for higher order needs, whighthe basis of true job satisfaction to be

realized”.(Bennell, 2004).

Teachers working in public school systems in maryetbping countries are poorly
motivated due to a combination of low morale, powentives, inadequate controls and
other behavioral sanctions. For example, the 20680c&tion for All (EFA), country

assessment for Pakistan notes that poor teacheration is a ‘colossal problem’, which

is seriously compounded by political interferentieis widely asserted that teacher
motivation is reflected in deteriorating standawfs professional conduct, including
serious misbehavior, and poor professional perfonea Teacher absenteeism is
acceptably high and rising, time on task is low d&alting and teaching practices are
characterized by limited effort with heavy relianoa traditional teacher-centered
practices. The 2004 World Development Report surimesrthese concerns about
teachers. ‘Cases of malfeasance among teacherslisiressingly present in many
settings: teachers show up when drunk, are phygigalsive, or simply do nothing. This

is not low quality teaching — this is not teachaiall (World Bank, 2004).
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Today most institutions, especially private se@ducational institutions are becoming
aware that they must become increasingly creatiek ianovative when it comes to
motivating and satisfying their teachers (Acheangp@B003). Most of them are offering
several incentive packages to keep their memberforpgng higher compared to
government institutions. These include free medaaak, free transportation and free

teachers’ child education (Acheampong, 2003).

2.6 Adhocracy culture and teacher’s job commitment

In an “adhocracy” culture, the organization leamsards the flexible end of the vertical
axis, but it is more externally focused (Khuros&®04). The main goal of such an
organization is to create; adaptability, creatidtyd agility are encouraged and the result
is a high degree of innovation. Teams are quickgated and disbanded to in the best
interest of the whole” (Dressler, 2006). Dressletes that consensus is characterized by
a cooperative search for solutions where disagraeiseaccepted as a positive force,
every voice matters, and decisions are reachedhénirtterest of the group. Dressler
continues to say that the root of the word adhgciacad hoc — implying something
temporary, and dynamic. Most people have sievedroad hoc task force or committee
that disbands as soon as its task is completedo&adhbies are similarly temporary. They
have been characterized as “tents rather than gsdlan that they can reconfigure
themselves rapidly when new circumstances arisenafor goal of an adhocracy is to
foster adaptability, flexibility and creativity ifincertainty, ambiguity and information
overload are typical (Cameron & Quinn, 2006).Adlaogrculture is a culture that is able
to adapt to the environment. Adhocracy culture nsoaganizational culture that will
provide a larger opportunity for its individual ¢evelop their specific own way, on one
condition that the way is consistent with the aina organization (Khurosani, 2004)
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All members of the organization have the authowithin their areas of specialization
and in coordination with other members to make slens and to take actions affecting

the future of the organization. There is an absentgerarchy (Richard, 1996)

2.7 Summary of literature review

Schein (1992) notes that, indeed, a strong orghaoimd culture has generally been
viewed as a conservative force. However, in conhttasthe view that a strong
organizational culture may be dysfunctional foramgations that need to be change-
oriented, he argues that just because a ‘strongnargtional culture is fairly stable does
not mean that the organization will be resistanthange. This view was supported by
Collins and Porras (1994) in their famous studyil{Bo last) of organizations that had

strong and lasting performance.

Denning, (2011) argues that changing an organizatigulture is one of the most
difficult leadership challenges because it comgrise interlocking and mutually
reinforcing system of goals, values, processes podetices, and assumptions; it is a
large-scale undertaking and requires a well-thotigiigh strategy not likely to be
successful, because the interlocking will take cuedl maneuvers the attempted change

inexorably back into the existing system (Dennz@l1)

Alvin (1996) notes that adhocracies will get mommmon and are likely to replace

bureaucracy. He also wrote that they will often eoim form of a temporary structure,

formed to resolve a given problem and dissolve@rafirds. According to Robert
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Waterman teams should be big enough to represepars of the bureaucracy that will

be affected by their work, yet small enough totgetwork done efficiently.

Patterson, Purkey, and Parker (1986) summarizey¢heral knowledge base regarding
school culture: school culture does not affect badtaand achievement of elementary
and secondary school students (though the effealassroom and student variables
remains greater). School culture does not fall fitbesky; it is created and thus can be
manipulated by people within the school. Schooktuwek are unique; whatever their
commonalities, no two schools will be exactly alike. nor should they be. To the extent
that it provides a focus and clear purpose forsttigool, culture becomes the cohesion
that bonds the school together as it goes aboutigsion. Though we concentrate on its
beneficial nature, culture can be counterproductwel an obstacle to educational
success. Culture can also be oppressive and disationy for various subgroups within

the school. Lasting fundamental (e.g. changesanhieg practices or decision making
structure) requires understanding and, often,iafighe school’s culture; cultural change

is a slow process.

2.8 Theoretical framework

This study was based on Mc Gregor's theory Y afrkwmotivation which is of
assumption that people are not naturally lazy aed work as natural as rest. They will
therefore exercise self-direction and control ifncoitted to the objectives and that they
can learn to accept or seek responsibility (Okun#f®)7). The theory recognizes the
ability of people to make innovative decisions goimary school teachers are no
exception. The primary school management can éffdgt apply this theory in the
creation of an enabling work environment where sthmultures are maintained or
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changed to boost the teachers’ morale and henggjabecommitment. A strong school

culture should allow quality interpersonal relasbips between the teaching staff and
hence reduce antagonism which in the long run pvdimote teachers’ job commitment.
Teachers will react to situations not because #eyforced to but because they will
perceive work as their responsibility. This will keathem be creative and innovative

when carrying out school activities.

Mc Gregor’s theory Y is easy to understand anday rnelp focus managers thoughts on
the different ways people relate to work. Its wesdsis that, its methodology was flawed
(his sample was not representative so the resadtsat be generalized) and his
conclusions were not representative of even higdthdata. Contrary to what the theory
suggests, most people in his sample did not f&dl ihe extremes of orientation towards

work he suggested but tended to be a continuumeeetthe two.

This study was also based on the e Three- companedetl theory of organizational
commitment (TCM) by John Meyer and Natalia AllenheT model argues that
organizational commitment has three distinctive ponents: Affective commitment is
your emotional attachment to an organization. Iti ymave a high level of affective
commitment, you enjoy your relationship with youganization and are likely to stay.

You stay because you want to stay.

Continuance commitment is the degree with which ymlieve that leaving the
organization would be costly. If you have high lewé continuance commitment, you
will stay with an organization because you feelttly@u must stay. Normative
commitment is the degree you feel obligated todifganization or believe that staying is
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the right thing to do. Here, you believe you ouighstay. A teacher's commitment profile
is the interaction between these e three componEntsexample, you may work at a
prestigious educational institution that gives yamugood salary and makes you feel
important. You will have affective commitment besawou enjoy your work and you
want to stay, but will also have continuance commeitt because you don’t want to lose
the pay and the prestige associated with the wirally, given the nature of the work,

you may feel you ought to stay to help with theeadional research.

The three components can have a significant effieaetention, work performance, and
teacher wellbeing. There is a negative relationdfepveen affective, normative and
continuance commitment and a teacher’s intentiorotontarily leave an organization. In
other words, low affective, continuance and norwegatcommitment increases the
likelihood that a teacher will leave the organiaatiwhile high levels of affective,

continuance and normative commitment are relatedtention rates.
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2.9 Conceptual framework

Figure 2.1: Factors influencing teachers’ job commment
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The conceptual framework is based on the input gg®a@and output. The framework

shows that different types of school cultures pnesea school and are explored by both

the teachers and the administration, during thenabprocess of teaching and learning,

will have an effect on the teachers’ job commitméiris conceptualized in stages; school

cultures present in schools, teaching and leamingess, and teachers’ job commitment.

School cultures include; adhocracy culture, jobivadion and collegiality.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter presents a detailed description adameh methodology used in the study.
Methodology focuses on description of researchgiediarget population, sample size
and sampling procedures, research instrumentsyment validity, instrument reliability,

data collection procedures and data analysis tquksi

3.2Research design

Research design is the pattern that the reseantdnds to follow, the plan or strategy for
conducting the research (Oso & Onen, 2009). Thelystwas conducted through
descriptive survey design. According to Mugenda dhdyenda (2003), a descriptive
study research helps the researcher to determoheegort the way things are, possible
behaviors, attitudes and values. This enabledabkearcher to examine and describe the
characteristics of the variables of teacher job mitment in primary schools in Ndhiwa
Sub County Kenya that are affected by organizatiaudture. The design involved
interviewing and administering of questionnairessémple individuals. The researcher

collected information about teachers’ attitudesnigms, habits or other issues.

3.3 Target population

Mugenda and Mugenda (2003), describe target papualas that population which a
researcher wants to generalize the results of dy ¢tw Target population of this study
comprise 224 teachers in Ndhiwa district, Kenya (Boffice, Ndhiwa on March 35

2014).
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3.4 Sample size and sampling procedure

A sample is a representative part of a populatitose properties are studied to gain
information about the whole, Webster, (1985). FEhga (1999) say that 10 percent can
be picked from a large population. However, Mul§$890) observes that in a small
population of 30 cases one or two cases can besilefe they may not cause much

difference in terms of resources and time.

Sampling is a procedure a researcher uses to gp#umie, places or things to study
Orodho and Kombo, (2002). This study used randompsag technique to get the

schools. Out of the224 teachers, 196 teachersrardomly selected for study.

3.5 Research instruments

A research instrument is a device or tool usedydhering and collecting data with the
view to answering stated research questions (O8mé&n 2004). The overalls aim of this
study is to determine the relationship betweencseteelements of organizational culture
and teachers’ job commitment. The researcher wamlynaoncerned with views,
opinions perceptions and attitudes and such infoomaan be collected through use of

guestionnaires.

The questionnaire that was designed to collect ftata the teachers had five sections.
Section A collected data on the background inforomatsection B collected data on

teacher job commitment, section C collected datanfinence of teacher collegiality on

teachers’ job commitment, section D collected aatanfluence of adhocracy culture on
teachers’ job commitment and section E collectstd @n influence of job motivation on

teachers’ job commitment.
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3.6 Instrument validity

Validity is the degree to which a test measures whgables it claims to measure,
(Kathuri & Pals, 1993). To enhance content validitg researcher instruments were
appraised by the project supervisors. A pilot studg conducted. Ambiguous questions

were modified or discarded after the teachers stibdniheir filled questionnaires.

According to Best and Kahn, (1993), expert judgreamt be employed to check content
validity of research instrument. Advice from thepswisors in the Department of
Educational Administration and Planning, UniversifyNairobi was used given that they

are experts in research writing.

3.7 Instrument reliability

Mugenda and Mugenda (2003), define reliability aneasure of the degree to which a
research instrument yields consistent results tax dfier repeated trials. To establish the
reliability of the study, the researcher used tes#st method. This involved the
researcher administering the same instruments twitlee same group of subjects. There
was a time lapse between the first test and thensetest. The researcher selected an
appropriate group of subjects and administeredebito the same subjects. Keeping all
the initial conditions constant, the researcher iathtered the same test to the same

subjects a second time thereafter correlating¢hees from both testing periods.

3.8 Data collection procedures

The researcher obtained permit from the National€d of Science, Technology and

Innovation. The researcher visited the DEOs oftcemake arrangements and create
rapport. The researcher also contacted the headshwibls to inform them about the
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proposed study. The questionnaires were admindstanel collected the same day to
avoid respondents discussing questions and therefifluencing the outcome of the

research.

3.9 Data analysis techniques

According to Orodho (2009) data analysis is thecess of searching and arranging
interview transcripts, field notes, data, and otmaterials obtained from the field. The
researcher used tallying, coding schemes and doelet $n analyzing data which were
collected during piloting of the research instrumealculations of frequency

distributions, percentages and other statisticewene.

Qualitative data was analyzed by organizing it icéegories on the basis of the themes,
concepts or similar features. Quantitative data waaalyzed manually. The computed
data was then analyzed using descriptive statisfibg statistics calculated included
frequencies and percentages. Interpretations ofl#t@ were done within the frame of

reference of the research problem.
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CHAPTER FOUR

DATA ANALYSIS, INTERPRETATION AND DISCUSSION

4.1 Introduction

This chapter accounts for the presentation, disousand interpretation of the research
findings whose data was collected from various sadpnts. The findings of this study
are presented in frequency, categorized, quantiéied processed using quantitative

methods.

This chapter is represented in two sections agvis]

Section one deals with the demographic charadtistf the respondents, and section
two deals with the findings according to the reskaguestions which addressed the
extent to which adhocracy culture affects teachgrls’ commitment, the relationship
between job motivation and teachers’ job commitmant the influence of staff

collegiality on teachers’ job commitment.

4.2 Response rate of the respondents

The respondents who were sampled to take partgrstiidy were 224 participants.

Of the sampled teachers only 190 returned the mumstires. This section therefore
gives the response rate of categories of resposidéné response rate of the participants
was 97% of teachers. In order to examine the infteeof organizational culture on
teachers’ job commitment in any institution theeggher saw that the characteristics of

the sampled respondents formed part of the study.
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Table 4.1: Questionnaire return rate

Target Samples Response Return rate
respondents %
Teachers 196 190 96.9

This implies that response rate was good for thgetad respondents since it was more
than 50 percent. According to Mugenda (2003), gaerse rate above 50 percent is

satisfactory and one should proceed to data asalysi

4.3 Demographic description of the respondents

4.3.1 Teachers gender

Every educational system at every level dependsillyean teachers for the execution of
its programmes. Teachers are the greatest aidoitg) and therefore, their demographic
information is as important to the study just asesrch questions are to any given study.
The respondents were asked to indicate their gefithés was to enable the researcher
identify the number of teachers by gender in the-caunty. Wahn (1998) found out
women to be higher in continuance commitment thamn rfalthough the difference
between the two groups was somewhat modest). fida§is were presented in the Table

4.2 below.

Table 4.2: Demographic description of teachers

Variable Frequency Percentage %
Gender

Male 112 59

Female 78 41

Total 190 100

Source: field survey
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The findings on Table 4.2 show that there were nmaaée teachers than female teachers
in public primary schools in Ndhiwa sub-county. Ngé& sub-county is mostly inhabited
by the Luo who mostly believe that a woman is fog home. They also believe that
women who are working are not disciplined as thegract with other women who are
single who are believed to be immoral. This coulsbamean that not many female
teachers secured employment chances as their roatgecparts. The teachers service
commission should ensure equity in employment tth lgenders in order to motivate

pupils career selection.

4.3.2 Teachers teaching experience

The respondents were asked to indicate the teaelxipgrience. This was to demonstrate
experience of teachers in the field. Its data wadsist in relating teachers’ commitment
and teachers experience in the sub-county. Irvimd) @oleman (1997) suggest that job
experience early in one's career plays a promineh in the development of
commitment. It is commonly felt that experienceregases the level of commitment of
workers in an organization, and this may be thes ecagler normal circumstances. The

findings are presented in Table 4.3 below.

Table 4.3 Teachers teaching experience

Teaching experience Frequency Percentage %
0-3 years 46 24

4-6 years 59 31

Above 6 yeatr 85 45

Total 190 100

The findings in Table 4.3 above indicated thatriiagority of teachers had worked in the
profession for 6 years and above. Some had workeddtween 4.6 years while the last

category had worked for between 0-3 years.
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According to the data collected the lowest reprizdem of teachers defines the rate at
which the government employs teachers. As the lgldeachers reach their retirement
age, the teaching fraternity will be faced withreis. The TSC in conjunction with the

MOE should employ teachers to curb the shortageaxfhers in public primary schools

that exist currently

4.3.3 Year of Service in current station

The respondents were requested to indicate the ewailtyears they had stayed in their
current stations. Ladd (2008) revealed that, omameeteachers with more than 20 years
of experience are more effective and committed teanhers with more experience. This
was to determine the teachers’ knowledge on theitaes$ carried out in their respective
schools. The data could assist in relating the @otwlture and teachers job commitment

in Ndhiwa sub-county. The findings are presentddveén Table 4.4.

Table 4.4 Year of Service in current station

Years in current station Frequency Percentage %
0-3 year: 12C 63

4-6 years 43 23

Above 6 years 27 14

Total 190 100

The findings revealed that a majority of teachead btayed in their current stations for
between 0-3 years. This meant that in Ndhiwa subyg there is no overstaying in one
particular school. Teachers who stay in one scfarahbove 6 years could influence the
new teachers into poor cultures. On the other htathers who don’t overstay in one

station for long helps in bringing new and positideas and practices.
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4.3.4 Teachers highest professional qualification

Moreover, level of education could help teachersutmerstand better instructional
supervision practices and teaching methodologyrlii@agHammond (2000) in his study
evaluating the evidence as to whether the teacksification matters indicate that
middle and high school students learn better freachers who hold Bachelor's or
Master’s degree in subjects they teach and frope®enced teachers than they do from
less experienced ones. The respondents were askedidate their highest qualification
status. The academic level attained by the teachasso enable the researcher identify
the influence of teachers’ job commitment on thewrel of education. The findings are

presented in the Table 4.5 below.

Table 4.5 Teachers highest professional qualificatn

Highest professional qualification Frequency Peragtage %
P1 112 59

Diploma 46 24

Degree 26 14

Masters 2 1

Others 4 2

Total 190 100

The data in Table 4.5 above shows that majorityteafchers interviewed were P1
certificate holders. This shows that majority ohdkers in Ndhiwa sub-county public

primary schools have only attained the minimum ifjgation in the teaching profession.

The teachers should be encouraged to join collégeattainment of higher education

qualifications. The margins between job groupsimis of salary should be magnified so

as t attract other teachers in enrolling for cosiradnich will make them attain such
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salaries. The existing margin between job groupsoidinny such that the difference

cannot be felt nor noticed.

The academic qualification should also lay a fodiotatowards teacher promotion from
one level to the other. The TSC should work oublicp where highly qualified teachers

are considered in terms of scholarships and pramstio boost their morale.

4.4 Findings according to the research questions
This section gives a summary of research questbtise study. The section presents and

discusses the findings of the study according ¢dlinee research questions.

4.5 Response on the influence of job motivation oreachers’ job commitment by
teachers

4.5.1 Willingness to put great effort beyond whats normally expected

The respondents were requested to indicate thentexte their agreement on their
willingness to put effort in great deal beyond wisahormally expected in order to help
their institutions be successful. A very committeerson takes his/her identity from
his/her organization’s affairs and enjoys from lgeima member of the organization

(Saronghi, 1996). The findings are presented iHeTalb below.
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Table 4.6: Willingness to put great effort beyondvhat is normally expected

Extent of agreement Frequency Percentage %
Strongly disagree 0 0

Disagree 4 2.10
Undecided 3 1.57

Agree 73 38.42
Strongly agree 112 59.94

Total 190 100

This meant that 98.6% of teachers in Ndhiwa subitolove their work. This could be

because the teachers range highest in terms ofjttesatisfaction. This is seen when

teachers organize with pupils to have morningduaitand evening tuitions for the pupils.

Teachers can also be seen carrying books to mairkgdihe weekends.

4.5.2 Teachers talking about their institutions wih others

The respondents were asked to indicate whethertéilegd about their institutions with

their friends. The findings are presented in Tabkbelow.

Table 4.7 Teachers talking about their institutions

Extent of agreement Frequency Percentage %
Strongly disagree 1 0.5

Disagree 3.1
Undecided 2.6

Agree 91 47.8

Strongly agree 87 45.7

Total 190 100
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The data revealed that 93.5% of respondents tadlexdit their institution with their
friends which are also a form of commitment. Thigild be because the teachers are
finding their institutions welcoming and conflicrek. This makes them become
emotionally attached to their institutions. The tfalsat majority of the respondents
indicated that they talked about their schools r@atginstitutions with their friends is a

good development for their schools.

4.5.3 Loyalty to the institution
The respondents were further requested to indiwatgher they pledge loyalty to their

institutions or not. The Table 4.8 below represémsfindings.

Table 4.8 Loyalty to the institution

Extent of agreement Frequency Percentage %
Strongly disagree 40 21.0
Disagree 68 35.7
Undecided 12 6.3

Agree 36 18.9

Strongly agree 34 17.8

Total 190 100

According to the findings above, majority of teachdo not pledge their loyalty to their
institutions. Teachers are not bound intellectuatlgmotionally to their institutions. This
means that they are not committed to their causectbns. TSC, MOE and the county
education stakeholders should motivate teachetsatdhey get emotionally attached to

their institutions.
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4.5.4 Acceptance of almost any type of assignmentarder to keep working for their
institutions

The respondents were asked to indicate their degraeceptance of almost any type of
assignment in order to keep working for their ingibns. The findings were presented in

the Table 4.9 below.

Table 4.9 Acceptance of almost any type of assignnten order to keep working for

their institutions

Extent of agreement Frequency Percentage %
Strongly disagree 11 5.7

Disagree 36 18.9
Undecided 23 12.1

Agree 47 24.7

Strongly agree 73 384

Total 190 100

The findings revealed that 63.1 percent of the oedpnts would accept any type of
assignment in order to keep working with their iagion. This meant that the

respondents were cooperative and disciplined iin line of work.

4.5.5 Teachers values and the institutions valuesesathe same

The respondents were requested to indicate whdliear values and their institutions

values were the same. The findings were present&dble 4.10 below.
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Table 4.10: Teachers values and the institutions Wi#es are the same

Extent of agreement Frequency Percentage %
Strongly disagree 13 6.8

Disagree 58 30.5
Undecided 13 6.8

Agree 67 35.2

Strongly agree 39 20.5

Total 190 100

Table 4.10 above revealed that 55.7 percent ofdBpondents agreed that their values
and institution’s values are the same. This coelthécause the institutions employed and
cultivated anticipated values required of an iostih. This helped the schools to

experience peace and cohesion.

4.5.6 Proud of the institution
The teachers were also required to indicate tleegllof agreement on them being proud

of their institution. The findings were presentadiable 4.11 below.

Table 4.11: Proud of the institution

Extent of agreement Frequency Percentage %
Strongly disagree 2 1.0

Disagree 2 1.0
Undecided 5 2.6

Agree 67 35.2

Strongly agree 114 60.0

Total 190 100

Results in Table 4.11 above showed that 95.2 pemfethe respondents are proud of

their institutions. This could be because theirosth offer them all that is required in
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order to teach. This is a good indicator of themenitment. When you are proud of your
institution that means that as a teacher you fiappimess in your place of work. The

school offers you what you require as a teacher.

4.5.7 Inspiration from the institution

On the question of whether their institutions insphem, the findings were as per the

Table 4.12 below.

Table 4.12 Inspiration from the institution

Extent of agreement Frequency Percentage %
Strongly disagree 3 15

Disagree 12 6.3
Undecided 14 7.3

Agree 74 38.9

Strongly agree 87 45.7

Total 190 100

On the question of whether their institutions imgpihe respondents, findings in table
4.12 above indicated that majority of the teaclveese inspired by their schools. This
would mean that their institutions nurture theirkaimons as teachers in connection to
service delivery. In addition this meant that thestitutions offered them instructional

materials which are enough and relevant. This miesswork systematic and easier.

4.5.8 Glad to have chosen teaching profession
The respondents were asked to indicate whetherateeglad to have chosen the teaching

profession or not. The findings were presentetiénttable 4.13 below.
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Table 4.13 Glad to have chosen teaching profession

Extent of agreement Frequency Percentage %
Strongly disagree 3 15

Disagree 9 4.7
Undecided 5 2.6

Agree 47 24.7

Strongly agree 126 66.3

Total 190 100

The results indicated on the table above showedhgority of the respondents are glad
they chose teaching profession. This shows a leighl lof commitment of the teachers to
their profession. When a teacher loves to teactviievork day and night to make his
work be felt in the community and the country agé& For your impact to be felt, you

must be committed in your work.
4.5.9 Teachers care for the fate of the institution
The respondents were asked to indicate whether tiaeg about the fate of their

institutions. The findings were presented in Tablel below.

Table 4.14 Teachers care for the fate of the instition

Extent of agreement Frequency Percentage %
Strongly disagree 2 1.0

Disagree 0 0

Undecided 5 2.6

Agree 76 40.0

Strongly agree 107 56.3

Total 190 100
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The findings revealed that 96.3% of the teachersccéor the fate of their institutions.
This could be because the teachers’ are workintgaehdnd to make their institutions
better places than they found them. This was ar dledication that the teachers are

committed to making their institutions a bettergglahan they found it.

4.5.10 Best institution to work for
The respondents were further requested to indiedtether they could regard their
institutions as the best institutions as the bestitutions. Findings were presented in the

Table 4.15 below.

Table 4.15 Best institution to work for

Extent of agreement Frequency Percentage %
Strongly disagree 10 5.2

Disagree 48 25.2
Undecided 12 6.3

Agree 61 321

Strongly agree 59 31.0

Total 190 100

Further investigations revealed in table 4.15 abthed majority of the respondents
indicated that their schools are the best schaolgark with. This was a clear indication
that a number of the institutions provided condecand relevant teaching and learning
environment which is a great motivation for teashérhe teachers were seeing their

institutions as motivators in themselves.
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4.5.11 Highly committed to my job
When the respondents were asked to indicate whehiegr were highly committed to

their job, the findings were presented in Tablé4.1

Table 4.16 Highly committed to my job

Extent of agreement Frequency Percentage %
Strongly disagree 0 0

Disagree 4 2.1
Undecided 0 0

Agree 57 30.0

Strongly agree 129 67.8

Total 190 100

The data revealed that a majority of the resporsdeste highly committed to their jobs.
This meant that teachers are working as they ap@rexl to. They report to work and out
of work at the appropriate times, which shows cotnrant. Meyer and Allen (1991), in
an exploratory and confirmatory analysis of facttrat can significantly predict job
satisfaction, and organizational commitment amohge kxollar workers, reported that
promotion, satisfaction, job characteristics, ewi¢ and intrinsic exchange, as well as

extrinsic rewards, were related to commitment.

4.5.12 Not much committed due to poor remuneration

The respondents were requested to indicate whekiesr were not much committed

because of the poor remuneration. The data ole Bab7 below presents the findings.

41



Table 4.17 not much committed due to poor remuner&in

Extent of agreement Frequency Percentage %
Strongly disagree 74 38.9
Disagree 61 32.1
Undecided 14 7.3

Agree 12 6.3

Strongly agree 29 15.2

Total 190 100

The findings revealed that a majority of the regjmoris were not considering the poor
remuneration as a commitment factor. This meansthigae could be other factors other
than poor remuneration that affects teachers’ phraitment. These other factors should

be sought and revealed measures put in place tesgithe issues.

4.5.13 Working whole heartedly to increase performace in my institution
The respondents were requested to indicate whetbgmwere working with the whole of

their hearts. The findings were presented in T4l& below.

Table 4.18 Working whole heartedly to increase pedrmance in my institution

Extent of agreement Frequency Percentage %
Strongly disagree 4 2.1

Disagree 2 1.0
Undecided 5 2.6

Agree 45 23.6

Strongly agree 134 70.5

Total 190 100

This meant that the respondents were highly coranhith their job.
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4.5.14 Teachers love to teach because of the momgtiactors.

The respondents were further requested to indisditether they loved to teach just
because of the monetary factors. As is known alwggople work because of the
monetary reward thereafter. This would help theeaesher to determine whether the
teachers regarded teaching as a call or as a prafied he findings were presented in the

Table 4.19 below.

Table 4.19 Teachers love to teach because of thematary factors.

Extent of Agreement Frequency Percentage
Strongly disagree 58 30.5
Disagree 43 22.6
Undecided 6 3.1

Agree 55 25.9
Strongly agree 28 14.7

Total 190 100

Source: field survey

The data revealed that there was a fifty-fiftys@awhy people teach slightly more than
a half of the respondents don’t love teaching bseaof the monetary factor while
slightly below a half of the respondents love téaglibecause of the monetary factors.
This is a clear indication that people chose msifin because they love it while others

go for teaching as a last resort; a means of gukiiead on the table.
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4.6 Response on the influence of staff collegialipn teachers’ job commitment

The respondents were requested to indicate thentextie agreement to which the

following opportunities were provided in their sa® Retallick and Butt (2004) studied

the workplace relationships of Canadian teachethk tieir peers in relation to their

professional well-being and learning. The asset Health peer inter-collegial relations

are characterized by positive encouragement, stuppbaring, recognition, trust and

mutual respect and caring for each other.

Table 4.20 Staff collegiality factors

No. Factors Agree Disagree  Undecided

1. My school offers clearly stated90.5% 6.8 5.2%
goals and objectives

2. Opportunities in participatior s 90.5% 7.3% 2.1%
in decision making and problem
solving
Opportunities for team teaching 91% 1% 7.8%
Opportunities for good relation94.7% 4.2% 1%
with other teachers in and
outside school

5. Opportunities for seeing othe®7.3 1.0% 1.5%
teachers in the school as best
friends

6. Opportunities to be helpful t097.3% 2.1% 0.5%

others

It is worth noted that majority of the teachersemgt that the above opportunities are

present in their institution and motivates thenwiirk. The extent of agreement ranges

from 90% to 97%. This is a positive developmenttha schools. This shows that the job

commitment and motivational level for the teachems high. However, a few teachers
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indicated that the factors were not present inrteefools and thus low motivation and
commitment level. It is important to recognize tlsis that the government and the
education stakeholders can put some measuresde fdamotivate these categories of

teachers to give off their best.

A majority of schools offered clearly stated goafsd objectives of their schools. In a
learning institution, goals and objectives of thetitutions are owned by the teachers.
This will make them work collectively as a staff tealize the set goals and objective
when they are clearly set, teachers know exactlgtwhrequired of them and as a team
work towards achieving them. Almost all schoolsestdd for the study involve their

teachers indecision making and problem solvingassifeachers would feel recognized
and honoured when their voices are heard in lirtk decision making. By this they will

be motivated and committed towards achieving tigamizational goals and objectives.

Teachers in the selected schools embrace the idésam teaching in their schools.
Teachers could be seen tackling a subject joimtlyareas where someone is good at.
Team teaching enhances the culture of collaboratwhthus builds positive ties among
the teachers of a staff. For teachers to work tmgetthese must be good relations
amongst them. This will ensure peace and cohenitimei staff, school and community at
large. Presence of conflicts deters developmentd knmvers commitments. The

respondents are having good relations in and authkigir schools.

The teachers in the selected schools work in adtyeatmosphere. They regard other
teachers as colleagues and assistants. The vahengf helpful to others was present in
most schools. Teachers work together as they landshito help in whenever need arises.
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4.7 Response on the effects of adhocracy culture tgachers’ job commitment
The respondents were requested to indicate thentextie agreement to which the

following opportunities could influence their jobramitment.

Table 4.21 Adhocracy culture on job commitment

No. Factors Agree Disagree  Undecided

1. Opportunities to use speciaB6.8% 6.8% 6.3%
abilities or aptitudes

2. Permission for creativity 88.4% 6.8% 4,7%

3. Opportunity to be innovative95.2% 2.6% 2.1%

and advance knowledge

4. Opportunities for creation of adr4.2% 11.0% 14.7%
hoc teams
5. Opportunities for little 70% 17.8% 12.1%

formalization of activities on

problem solving

Creative teachers are always filled with enthusiasm love for their work. Teaching

with and for creativity are included in all the cheteristics effective teaching such as
high motivation, high expectations, the ability riotice, engage and motivate (Morris,
2006). They will always exercise their potentiaisl deel that they are satisfied. A culture
of creativity will enhance teachers’ commitment.blEa 4.21 above indicated that
majority of the respondents agreed that presenappbrtunities to use special abilities
or aptitudes influenced their job commitment. OBlB8% disagreed and 6.3% were
undecided. Teachers who are given freedom to wsegpecial abilities feel recognized,
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appreciated and wanted in their various schoolss Will make the teachers to have an
inner drive to make their institutions a bettercglahan they found them. Teaching is a
noble profession. Teacher who advance their knayderbme out to be good teachers in
terms of new ideas and/or content matter. The Wway handle their lessons is advanced

and thus creates job satisfaction and job commitmen

Creation of ad hoc teams, panels or committeesvarg important in a learning
institution when need arises. This helps the mamsagerun schools smoothly and issues

arrested before emergencies are realized.

When formalization of issues is reduced, teachexdrae to decide on whatever is good
and needs to be done. This will enhance teachesingtment to accomplishing

whatever was started by them.

Further findings showed that majority of the regpemts agreed that when given
permission for creativity they would be highly coiitted to their work. Creativity makes
teaching and learning so real and enjoyable. Adtbams help in strategic planning and
operational planning in schools. Respondents wiseraquested to indicate their extent
of agreement on whether little formalization ofigities on problem solving influences
their job commitment.. Little formalization of isssihelps in arresting potential problems

and that makes the teachers to be creative andgatae.

It is worth noting that a majority of the respontieragreed that their level of job

commitment would go up when the above opportunaiesavailed in their institutions.
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This highlights on what needs to be done or stremgtd in public primary schools to

make teachers love their work.

4.8 Response on job motivation

The respondents were requested to indicate thelinés about job motivation in their

schools. The findings are presented in the Tal22 Below.

Table 4.22 Job motivation factors

No. Factors Agree Disagree  Undecided

1. Teachers always receive th63.6% 27.8% 8.4%
honour that should be accorded
to me

2. Teachers like the order of74.2% 16.3% 9.4%
activities in the institution

3. Teachers being proud of th€&0.0% 6.3% 3.6%
degree of independence in the
institutions

4. Feeling of not much motivated7.8% 34.7% 7.3%
due to poor remuneration

5. Teaching because of th&7.3% 57.8% 4.7%
motivational factors

6. Working with all their hearts t088.9% 3.1% 7.8%

make the institutions a better

place than they found it

Table 4.22 above revealed that 63.6% of the respusdagreed that they receive the
honor that should be accorded to them as teacfiéis. means that the government

should protect her teachers from unnecessary messs from the public so that their
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motivation and commitment levels are raised. Teeglshould receive honour from the

pupils, fellow teachers, administration and the oamity as a whole.

When our schools have order in their operationsflicts are reduced and teachers have
a systematic way of performing different duties. efhactivities are put in a particular
order issues of role conflicts are reduced andvidie are performed at the right
stipulated times. The respondents were furthercagikendicate whether they are proud
of the degree of teacher independence in theirdsh®esults showed that a majority
90% of the respondents enjoy teacher independenteeir institutions. This is a great
development. Teachers who are independent are sliveg to make decisions and to
perform their duties in time. These raise theif-esteem and eventually work with all
their hearts. On the question whether they weramath motivated to their work due to
poor remuneration, 57.8% agreed they are not ntetivdbecause of the poor pay.
Motivation cannot be only monetary. Akintoye (20G¥serts that money remains the
most significant motivational strategy as far baxs 1911, Fredrick Taylor and his
scientific management associate described moneyh@smost important factor in
monitoring the industrial workers to achieve gregbeoductivity. The government
should see into it that teachers are motivatediipgthem incentives, good allowances,
promotions in the right procedures etc. This i®aspnable percentage. This means the

government should work ways of motivating the temsto enjoy their work.

The respondents were further requested to indisditether they only love to teach

because of the motivational factors. Results rexk#hat 57.8% disagreed. Only 37.3%
said that they teach only because of the motivatitacttors. On the question whether the
teachers work with all their hearts to make thestitutions a better place than they found
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it, a majority of 88.9% were working with all ofélr hearts to make their institutions a
better place than they found it. Only 3.1% disadresile 7.8% were undecided. This

means a majority of teachers are highly motivatetitaerefore committed to their job.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATION

5.1 Introduction
This chapter presents a summary of the researdinfjg, conclusions, recommendations

and suggestions for further research.

5.2 Summary of the study

The purpose of this study was to investigate tHftuence of selected elements of
organizational culture on teachers’ job commitmieniNdhiwa sub-county Kenya. The
findings addressed the objectives and researchtigngsas highlighted earlier. The
objectives of the study were to examine the infagenf adhocracy culture on primary
school teachers’ job commitment, to determine thiéuénce of job motivation on

teachers’ job commitment, to determine how staffegiality among members of staff

influences teachers’ job commitment.

Past studies, for example, Kiambati (2012) examitmedeffect of selected elements of
organizational culture on students’ performanceKienya certificate of secondary
education in Maara District, Kenya. The findingewever, revealed that there is a high
influence of organizational culture on studentsfpenance in K.C.S.E. As a teacher, the
researcher has observed the need to study theemg#uof organizational culture on
teachers’ job commitment since it is important feachers to see the need of creating

positive cultures to enhance and improve teachascommitment.
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The study employed a descriptive study researatollect data from a large population
in order to establish the relationship betweenakdes where the population consisted of

teachers in Ndhiwa sub-county.

The researcher applied random sampling techniqugsttthe schools. Random sampling
allows generalizability to a larger population wahmargin of error that is statistically
determinable. It also allows the use of inferensi@ltistics; statistical indices calculated
on the sample can be evaluated to determine theeelegf which they accurately
represent the population parameters. Out of 22dhera, 196 teachers were randomly
selected for study. The researcher used self-adtared questionnaire for teachers to
determine reliability of the questionnaire, pretitgg through piloting was done.
Permission to carryout research was obtained fr@r\ational Commission for Science
Technology and innovation. The researcher had a@esyucall to the District Education
officer, Ndhiwa sub-county. The return rate was996 After collection of the
guestionnaires, the researcher read through tatascéheir numbers and to see whether
all the items had been responded to. The reseaatiadysed the data and presented the
data inform of percentages, frequencies and talgea which the data findings could be

interpreted easily.

5.3 Summary of findings of the study

5.3.1 Demographic information.

According to the study it was revealed that theerevmore male respondents than
females. This shows that more male teachers aréogetpthan females in Ndhiwa Sub

County Kenya. This might be because the area xéssible and so female teachers do
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not prefer to be employed in the area. Their malenterparts are hardy and can survive

the harsh conditions.

The study also revealed that 63 percent of the harac who responded to the
guestionnaire had served between 0- 3 years in theient stations. This showed that

most of the respondents had not stayed in theientstations for long.

The study found out too that, the 59 percent oft¢laehers who responded on the highest
level of education had obtained P1 certificate.sTimeant that they were qualified to
teach in primary school. This group with P1 cectife represented 59 percent of the
teachers interviewed. The rest of the respondehtpe2cent had Diplomas, 14 percent
Bachelors, 1 percent Masters and 2 percent othalifigations implying that they had

advanced pedagogy in teaching.

It was seen that from 190 teachers, all had tH# ggalifications to teach, unfortunately
the study revealed that, it is one thing being ggsionally qualified and being committed

to the job is another.

5.3.2 Feeling of teachers about their job.

On how teacher feel about their job, the study atacthat 98.3% of the respondents are
willing to put in great deal of effort beyond whigt normally required to help their
institutions. It is evident therefore, that thepmsdents had their institutions at heart.
Teachers put in great deal of effort when they giwaemile to make their institutions

excel in examinations and co-curricular activities.
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The study also revealed that 93.5% of the respdadetk to their friends about their
institutions as great schools to work for. The msdound out that majority of the
respondents were loyal to their institutions. Thelg revealed that most of the teachers
interviewed were loyal to their institutions. Beifmyal to an institution shows how a
teacher is committed to achieving the institutiopadls and objectives. For a teacher to

work towards achieving the same, he must be comdit his job.

The study revealed that 95.2% of the teachersviet@ed were proud of their institution
which is a good indicator of their commitment teithjobs. On the other hand 63.6% to
90% of the teachers were highly motivated by béingored as teachers, their schools
having orderly activities, high teacher independeand having their institution at heart.
On whether the respondents got inspiration fronir imstitutions, the study found out
that, the majority of the respondents 84.6% gopinesl by their schools. The study
further revealed that 91% of the respondents vgtad to have chosen the teaching
profession and had no regrets, 63.1% teachersviewezd indicated that their schools
were the best institutions to work for while 30.48%agreed. Concerning commitment to
job, 97.8% of the respondents indicated that theyewnuch commitment to their job.
This was further anchored on the finding that 63.69090% of the teachers were

committed.

The study further revealed that 21.5% of the redpats did not show much committed

to their job because of poor remuneration while 7@Pdhem showed commitment

despite low remuneration.
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5.3.3 Influence of staff collegiality on teachergbb commitment.

The study revealed that 90.5% to 97.3% of the ®a&chgreed that staff collegiality
highly influenced teachers’ job commitment. Teash&ho work together towards
achieving clearly set goals and objectives of aosthwill always be motivated.
Participation in decision making and problem sajvinakes teachers to feel a sense of
recognition and appreciation in an institution wheventually makes them committed to
the decisions they make. Teachers who work as @pgooomotes team teaching, goods
relations, friendship and sense of seeing otherehsul in their profession. This makes

teachers to have makes teachers to have highstefra and hence feel motivated

5.3.4 Adhocracy culture on job commitment

The study further revealed that 70% to 95.2% of téechers agreed that adhocracy
culture affect teachers’ job commitment positiveMhen teachers are given the
opportunities to use their special abilities oritapes, they tend to give their best.
Permission for being creative in schools promotailéure of creativity and innovation.
When teachers are given the opportunity to advanes knowledge, they come back
with new teaching methods and skills which makehe&ay enjoyable to both the teachers
and the learners. When you enjoy teaching you artévated to teach. Creation of ad hoc
teams which get disbanded thereafter engages tsach@roblem solving or decision
making. This makes them use their critical thinkiagilities and thus sharpens their
understanding of their institutions. The findingevealed that when there’s little
formalization in the schools, teachers feel ackeolged, honoured and recognized as
professionals and not as good-for-nothing. This esathem highly committed in their

job.
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5.3.5 Job Motivation.

The study revealed that 37.3% to 90% of the teaclyreed that job motivation
influences teachers’ job commitment. The resporgleagreed that when they are
honoured as teachers in and outside school, treyhighly motivated. This shows that
their work is appreciated. Institutions which hawrder in carrying out of their activities
makes teachers motivated because there won't becaolflicts and time wastage will be
limited. When teachers are given the opportumtipe independent, this motivates them.
Teacher will work hard in order to achieve whatequired of him. This will also give an
opportunity to be creative and innovative. The gtuevealed that the teachers are not
motivated due to poor remuneration. This is a conead the government should see
into it that it is addressed the best way possibdéachers don't just love to teach because
of the motivational factors. There are other faztwhich influence their lobe for teaching

and these include the institutional factors.

5.4 Conclusions

It can be concluded that organizational culturedatsa very high influence on teachers’
job commitment in public primary schools. The stugvealed that 97.8% of the
teachers in Ndhiwa sub-county are highly committetheir work. This could be because
of their schools cultures and motivational factor&uest (1991) concludes that high
organizational commitment turnover and absence, thete is no clear link to
performance. it is probably wise not to expectrnoach from commitment as a means of
making a direct and immediate impacts on perfoeea Generally culture like earlier
cited includes a range of activities and ideas ofaup with shared traditions, which are
transmitted and reinforced by members of the grihap is artistic and social pursuits,
expression and tastes valued by the organizatioh si$ its accepted and practiced
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manners and dress. It can therefore be concluded fine findings that the teachers in
Ndhiwa sub-country are committed to their job thaywhey are due to their school

cultures.

All teachers working in Ndhiwa sub-county are tesrshwho are highly qualified and
have their schools’ interest at heart .Learningituisons should provide a conducive
teaching and learning environment as revealed bysthdy that 90.5% of the teachers
involved in decision making and teacher indepeneenithat make teachers feel a sense
of recognition sand appreciation which eventuallytivates them. The teachers feel that
they are poorly remunerated. This makes them nobnutted to their job. The
government should come in to arrest this situasonthat teachers feel wanted and

honored like the other civil servants.

5.5 Recommendations

Motivation strategies should be put in place, estlgan the area of teachers’ salaries .It
calls to the government to address this issue tv@hseriousness and attention it deserves
because when teachers are not satisfied in thgithere is likelihood of them being not
committed to their job. How this happens, the cquseices are many and are always to
the disadvantage of the learners. Teachers shaoalgdsitive change their altitude
position and view their work as more of call thaprafession because when learners are’
killed’ a whole nation feels the impact. They shibbk dedicated to their work and create
pleasure in their work. Head teachers should eraaulture that acts as standards or role
book for teachers to follow. There should be a gomgpbort among all the education

stakeholders.
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The study revealed that 90.5% of the teachers ajgpeeinvolvement in decision making.
Head teachers should adopt a leadership styleitlchtdes the teachers in decision
making. Teachers should be given opportunitiexpress their opinions and suggestions
before a decision that will affect them or the itagion is arrived at. This would diminish
resistance to changes and eventually shape thagiptine and ways of seeing things

positively. This would in turn translate to teachbeing committed.

5.6 Suggestions for further research
Based on scope and limitations of this study, tiwing areas for further studies are
suggested.

i) A replica of the study should be carried out inentlsub-counties other than
Ndhiwa sub-county, to explore whether primary s¢hao different sub-counties
are exposed to the same cultural challenges.

i) A study on relationships between school culture BKGIPE performance should

be investigated for comparative purpose.
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APPENDICES

Appendix: A
Introduction letter

University of Nairobi

Department of Educational

Administration and Planning

P.O. Box 30197

Nairobi
Dear Sir/Madam,
REF: INFLUENCE OF ORGANIZATIONAL CULTURE ON TEACHE RS’

JOB COMMITMENT: A STUDY OF NDHIWA DISTRICT; KENYA

| am a post graduate student in the department defc&ional Administration and
Planning, School of Education, University of Nairopursuing a Masterss Degree in
Education (Corporate Governance). | am collectintan influence of organizational
culture on teachers’ job commitment; “in Ndhiwa Subounty, Kenya”
| therefore request for your cooperation and aascs in filling this questionnaire. Your
identity will be confidential and the informatiomy give will be used for the purpose of
this study only.
Thank you,

Yours Faithfully,

Florence Achieng’ Orindah

70



Appendix: B

Questionnaire for teachers

You are kindly required to respond to the itemgha questionnaire with the highest
degree of honesty. Do not write your name anywherehe questionnaire. This
guestionnaire is strictly meant for the study tfene please feel free to respond since the
information provided will be used for the purpogehos study and your identity will be

confidential.

SECTION A
Background information
1. (a) Please indicate your gender ML Fen ]
(b) How many years have you served as a teacher?
0-3years [ 1 4-6 yeard | Above 6 year{ ]
(c) How many years have you served in your curreniostat?
0-3years[1  4-6 yeard ] Above 6 year{ ]

(d) What is your highest level of education? PT_] Diploma [ Degree[]

Masters [

ANy other SPeCIfY.... ...

71



Job commitment

SECTION B

The following statements describe how you feel alyour job. Read and indicate

by ticking the extent to which each describes yeating.

No.

Item

Strongly

disagree

Disagree

un-

decided

Agree

Strongly

agree

1)

| am willing to put in great deal «
effort beyond what is normally
expected in order to help this

institution be successful

2)

| talk about my institution to my
friends as a great institution to

work for

3)

| feel very little royalty to this

institution

4)

| would accept almost any type o
job assignment in order to keep

working for this institution

f

5)

My values and the institutior

values are the same

6)

| am proud o tell others that ar

part of this institution

7

| could just as well be working fc
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a different institution as long as

the type of work is similar

8)

This institution inspires the very
best in me in terms of job

performance

9)

In will take very little change in
my present circumstances to cau

me leave this institution

10)

| am extremely gland that | choos
teaching profession over other

professions

>

11)

| don’t have much to gain by

staying in this institution

12)

| find it difficult to often agree
with this institution policies on
important matters relating to its

employees

13)

| really care about the fate of this

institution

14)

For me this is the best of all
possible institutions for which to

work

15)

Deciding to work for this

institution a definite mistake on
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my part

16) | I am much committed to my job as
a teacher

17) | I am not much committed to my
job due to poor remuneration

18) | I will work with all my heart to
increase performance in my
institution

19) | I love to teach because of the

motivational factors
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SECTION C

Teacher collegiality (teamwork)

The following statements describe how you feel yasghool provides the given

opportunities. Read and indicate by ticking theeektto which each describes your

feeling.

No.

My school provides the

following

Responses

Tick as appropriate

Strongly

agree

Disagree

Undecided Agree Strongly

agree

1)

Clearly stated goals and

objectives

2)

Opportunities for
participation in decision
making and problem

solving

3)

Opportunities for team

teaching

4)

Opportunities for good
relations with other
teachers in and outside

school

5)

Opportunities for seeing

other teachers in the
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school as my best

friends

6)

Opportunities to be

helpful to others
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Adhocracy culture

SECTION D

The following statements describe how you feel ywoays of doing things influence job

commitment. Read and indicate by ticking the extentwhich each describes your

feeling.
No. | My school provides Responses
the following Tick as appropriate
Strongly Disagree| Undecided | Agree Strongly
agree agree
1) | Opportunities to us
special abilities or
aptitudes
2) | Permission for
creativity
3) | Opportunity to be
innovative and
advance knowledge
4) | Opportunities for
creation of ad hoc
teams
5) | Opportunities for

little formalization of
activities on problem

solving
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Job motivation

SECTION E

The following statements describe how you feel ymlr motivation influences job

commitment. Read and indicate by ticking the extentwhich each describes your

feeling.

No.

My school provides the

following opportunities

Responses

Tick as appropriate

Strongly

agree

Disagree

Undecided

Agree

Strongly

agree

1)

| always receive the
honor that should be

accorded to me

2)

| like the order of activities

in this institution

3)

| am proud of the degree (
teacher independence in

this institution

4)

| am not much motivated
to my job due to poor

remuneration

5)

| love to teach because o

the motivational factors

f

6)

I will work with all my
heart to make this

institution a better one than

| found it
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Appendix: C

Research authorization

I

»
==
NATIONAL COMMISSION FOR SCIENCE,

TECHNOLOGY AND INNOVATION

Telephone: +254-20-2213471, 9% Floor, Utalii House
2241349,310571,2219420 Uhuru Highway
Fax:+254-20-318245,318249 P.O. Box 30623-00100
Email:secretary@nacosti.go.ke NAIROBI-KENYA

Website: www.nacosti.go.ke
When replying please quote

Ref No. Date:

28™ October, 2014
NACOSTI/P/14/7650/3975

Florence Achieng’ Gabby
University ol Nairobi
P.O. Box 30197-00100
NAIROBI.

RE: RESEARCH AUTHORIZATION

Following your application for authority to carry out research on “Influence
of organizational culture on teacher job commitment in Ndhiwa District,
Kenya,”” 1 am pleased to inform you that you have been authorized to
undertake research in Homabay County for a period ending 31% December,
2014.

You are advised to report to the County Commissioner and the County
Director of Education, Homabay County before embarking on the research
project.

On completion of the research, you are expected to submit two hard copies
and one soft copy in pdf of the research report/thesis to our office.

"
DR. S. K. LA%HAT, oOGW
FOR: SECRETARY/CEO

Copy to:
The County Commissioner

The County Director of Education
Homabay County.
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Appendix: D

Research permit

“ THIS IS TO CERTIFY THAT' e ; '~ Permit No : NACOSTI/P/14/7650/3975

_MS. FLORENCE ACHIENG GABBY . . Date Of Issue : 28th October,2014
of UNIVERSITY OF NAIROBL, 66-40302  Fee Recieved :ksh 1000

"\ndhlwalhas been permitted to conduct
i research in omabay County

.on the tibpic;ulmﬂuf.ucs'oﬁ
ORGANIZATIONAL CULTURE ON
| TEACHERS JOB COMMITMENT IN v
NDHIWA DISTRICT.KENYA o ComiEETon e SoEes T

for t'hefpefriqdjemihg’: o Nt
& 315? December,2014

- Nati ‘knal Commfssmn for Science,
- Technology & Innovation

2 Gﬁvern_ment Ofﬁcers wxll not'b
wﬁhout pr for ' appm tmenf

appreved. 3 : ¢
4. Excavatwn filmin, anc} collectmn of iﬂﬂlugical

the relevant Government Mlmstnés. Co
5. Youare re(iun'ed tosubm ¢
) dport.” Nafldliﬁﬂ Commlssmn for Sclence, ‘ i

6. The Government. of Kenya reserves the right to Technology and Innovamm s e

" 'modify the t(mdmons of thls*p%!rmlt mcluding )
: itnot .

EARCH CLEARANCE
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Appendix: E

Study location

Luyia
Nandi
Key:
P A T N,
Gem Z\ e Kaju}lua—-*‘_ ______——--\.1 Il Ndhiwa
g AR Kisumu i sub-county
-

Kano

Kendu Bay
Karachuonyo o

Lake Victoria %/

= Kisii
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