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ABSTRACT

The purpose of this study was to investigate thiluence of managers’ leadership
styles on employees’ access to their rights in atloie based NGOs in Busia District.
Busia was chosen because there exist rampant oasaisor rights violations. The
study was guided by four research objectives. Thjectives sought information on
the extent to which managers’ leadership styledeofiocratic, autocratic, laissez-faire
and charismatic influence employees’ access ta thghts. The literature review
relevant to this study laid the background for ttedy. The study employed
descriptive research design. The target populationprised of 10 managers and 360
employees. The sample size was therefore 10 managdrl60 employees totaling to
170 respondents. Data was collected using questimmand interviews. Data were
analyzed by use of descriptive statistics. Fromshely findings the most popular
leadership style used by managers was democrétiough employees also indicated
that their managers used autocratic style. Demioceatd charismatic leadership
styles were found to enable higher percentage dgbl@mes’ access their rights.
While autocratic leadership style was found to éogressive and largely did not
enable employees access their rights. The studgluded that whilst managers’
leadership styles influenced employees’ acces$da tights, the leadership styles
played insignificant role in enabling employeesiiaand join trade unions. This right
was found to be influenced by other factors sucho@mnizational policies and
employment contracts. The study recommended thatgeas leadership skills need
to be enhanced through frequent training to be abléandle better the human
resource in their organizations and that manageedocation based NGOs should
ensure that organizations keep abreast with curregulations as well as any
subsequent amendments or repeals so as to catnfiboyees rights adequately.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Leadership is often seen as a key factor in coatoig and aligning organization
processes (Lewis Packard & Lewis 2009). While thvecept has been extensively
studied, there is still much to be discovered reéiggr how leadership influences
variables such as organizational culture, climaig @mployee rights. Armstrong
(2002) defines leadership as the process of infiumgnand supporting others to
work enthusiastically towards achieving the objexdi It is largely recognized
and accepted by practitioners and researchersldghdership is important, and
research supports the notion that leaders do bomérito key organizational
outcomes (Kaiser, Hogan & Craig 2008). Effectivadership increases an
organization’s ability to meet all challenges, udihg the need to manage a
diverse workforce fairly and equitably (Moorhead @riffin, 2004). Thus
employees’ access to their rights may highly depgmeh the nature of leadership

within the organization.

In China, China Labor Watch report (2010) reveakst tdue to poor leadership
practices in organizations the labor conditionssuppliers of Adidas were far
from satisfactory with weekly working hours exceweglithe legal time limit by

150% on average. Employees also beaten by seguiiyls and deaths caused by



heat stroke. This has forced the China governneeredently enact specific laws

detailing organizations obligations towards labghts (Lan & Pickels, 2011).

Leadership style is the manner and approach ofigiraydirection, implementing
plans and motivating people (Newstrom & Davis, 1)99&cording to Chen and
Chen (2008), previous studies on leadership haeatifted different types of
leadership styles which leaders adopt in managirg@rozations. Among the
more prominent leadership styles are Lewin's (198&nocratic, autocratic and
laissez-faire leadership styles. The democratiddeanvolves people in decision
making. The leader sets the boundaries within whidtordinates participation or
consultations are welcome. Under autocratic ledugerstyle, the leader makes
decision without consultation causing the greatesel of discontent from
followers in relation to other styles where asars$ez-faire type of leadership a

leader consciously minimizes his/her involvemerdecision making.

In Thailand, Yukongd (2010) study on Thai employeestends that employees
whose managers were perceived to be more democegticted a higher degree
of satisfaction with participation, with their jobnd perceived influence in
decision making than employees under managers ipedcéo be autocratic.

Participation and influence in decision making at&ibutes that may enable
employees feel free to express themselves thusngaiiheir right to freedom of

expression. Omolayo (2012) also found out in higlgthat two leadership styles

i.e. autocratic and democratic influenced positiyjeb satisfaction of workers in



tertiary institutions in EKkiti state, Nigeria. Higbb satisfaction of workers is a
reflection of employees’ needs being well catexdaihd in an organization these
needs may revolve around employee rights such ter bemuneration and good
working conditions. According to llard et al. (198Bigh job satisfaction
enhances employees’ psychological and physical bewly, which relate

positively to employees’ access to their rights.

In South Africa, the Bill of Rights has concurrgntlenshrined a variety of
fundamental rights that in principle offer protectiin the work place. Despite
this established protective legal framework SoutfricAn schools regularly
witness incidents where fundamental rights of ethrsaare infringed by the
leadership of schools. Numerous educators are rdlyreonvinced that their
rights are put second to the rights of learnergnein cases of physical or
psychological violence against them (Rossouw, 20IRjs has forced educators

to threaten industrial action.

The manager’s leadership styles are importantdiiti@ing employees’ access to
their rights, in Ghana for instance the labor lagrevide for certain labor
practices and standards to govern the operatiorsmpfloyers as well as their
responsibilities towards their employees. In spitéhe existence of local labor
regulation and international labor standards, semeloyers and organizations’
leadership act contrary to and in clear violatidrswuch regulations and standards

(Amankwah & Anku-Tsede, 2013). For example in aeagsh conducted on



professional Ghanaian women, the outcome showed mhast Ghanaian
organizations make employees work for more than dffifgulated eight hours
provided for in the Labor Act of Ghana, with no diume pay (Aryeetey, Kanbur,
&Nissake, 2011).This has forced the National LaBommission, the institution

tasked to ensure compliance with the labor reguatin Ghana to up its game.

Jerotich (2013) also found out that the principa#adership styles influences
employees access to their rights of non-discrinenatcompensation, working in
safe and healthy environment and freedom to jo&mldrunion in secondary
schools in Nandi East District. The researcher esgthat democratic and
charismatic leadership styles enable high percentdgemployees access their
rights, while autocratic and laissez-faire stylésy/ed minimal role in facilitating

employees’ access to their rights of compensatioth @on-discrimination for

teachers and support staff. In this case the masidgadership styles may enable
employees’ access their rights. She suggestedefurtsearch on the topic be

done on a large area so as to apply the findintisnaly.

The world over, the employee rights protection laseasingly become an
important issue for differing organizations. (Léau & Chang 2013). Prominent
international institutions such as United NationdNJ}, the World Trade

Organization (WTO), and the International Labor @mgation (ILO) have issued
declarations or guidelines concerning the prinaiped practices of employee

rights (Montgomery & Maggio, 2009). Many NGOs, suat United Students



Against Sweatshops (USAS) the Workers Right Consort(WRC) and the
Institute for Global Labor and Human Rights haverbédedicated to monitoring
and promoting employee rights since the 1990’s (Bp02011). Labor rights or
workers’ rights are a group of legal and claimeghts having to do with labor
relations between workers and their employers Usaditained under labor and
employment law. In general, these rights debate® ha do with negotiating

workers’ pay benefits and safe working conditioh€(convention 2006).

The ILO and several other groups have sought iatemmal labor standards to
create legal rights for workers across the worltde Tore labor standards are
identified by the International Labor Organizati@hO) in the declaration of the
Fundamental Principles and Rights at work and dadelw recognized to be of
importance. These core labor standards cover issuet as freedom of
association, collective bargaining, equality of ogipnity and treatment, wages,
safety and health (Amankwah & Anku-Tsede, 2013)s Kvorth noting that the
ILO may not possess the relevant enforcement andtisaing mechanism to
compel compliance with some of these standardss@ k&andards may however
be binding on international parties or states wlay mmave included them in their

agreements or treaties (Amankwah & Anku-Tsede, 013

Recent literature suggests that an organizatiorptadyp responsible employee
practices make committed employees and reduce gemiaation’s transaction

cost through improved employee relations (Jone8518hen & Zhu, 2011). In



addition equal and competitive salary systems tefployees advance their
careers in the organization and improve employdssfaetion (Shen & Zhu,

2011). The satisfied employee could be more coreohiéind intent on staying in
the organization (Schwepker, 2001). The resultowelr employee turnover and
absenteeism help retain skilled workers therebyravipg performance, reducing
lost time from occupational accidents and illnesd &wering labor insurance
(Mose& Hwang, 2010). Gomez, Balkin & Cardy (200Avé also indicated that
discrimination and bad health and safety practinethe organization not only

create a legal liability but also lead to poor emypke morale and low job

satisfaction which in the long run will affect pemhance. Thus, this study
expects that the manager’s leadership styles nfayeirce employees’ access to

their rights in education based NGOs in Busia idistr

Despite the existence of substantial body of imgletation guidelines and
literature on employees’ rights, many organizatitesdership teams still adopt
irresponsible employee practices such as child rlafod appalling work

conditions (Lee, Lau & Chang, 2013). It appearsistlsome employers blatantly
violate such regulations others do so in ignoraf®mankwa & Anku-Tsede

2013). They employ leadership styles which infriraye employees’ rights thus
making it hard to retain the best talent in thegamization. Leadership now on

any level must be creative and flexible.



The Kenya Bill of Rights 2010 guarantees for a wiglege of rights. Basically the
constitution guarantees for a wide range of rightsange of general principles
underpinning labor rights are anchored in the dtuigin itself. Section 41 of the
new constitution categorically states that everspe has the right to fair labor
practices amongst which includes fair remuneratioeasonable working
conditions, right to form or join or participate fine activities and programs of a
trade union and can go on strike (Republic of Ker3@L0). The word in the
document sounds sweet to the ear but evidence stiawst is easier said than
done. Few Kenyan workers have access to the rigated in the supreme law as
demonstrated in the recent strike actions by warkar key sectors, namely
Kenyatta National Hospital Staff, University academtaff and non-academic
staff, secondary and primary school teachers arsfapavorkers (International
Trade Union Confederation, 2012). With unparallel@gpunity, employers
violate these rights day and night (The Star, 20TB)s means that it is only the

leader’s style of leadership that can enable engalsyaccess their rights.

In the recently enacted Kenyan labor laws of utneosicern are the Work Injury
Benefit Act and the Occupational Safety and He&tt which basically are
concerned with ensuring that oppressive practicesgat rid of at work place
(Republic of Kenya, 2010). Work Injury Benefit Acs, an act of parliament that
seeks to provide for compensation to employeesmank related injuries and
diseases contracted in the course of their emplayraad for other connected

purpose. On the other hand the Occupational SafedyHealth Act (OSHA) No.



15 2007 provides for the safety and welfare of woskand all persons who are
lawfully present at work places. OSHA introduceanpuilsory annual safety and
health audits, risks assessment and the requirenfenta health and safety

statements by all employers.

In Busia, international and local NGOs (USAID-fuddaphia plus, Red Cross,
UNICEF, World Vision, Child Fund and Family Life Hdation Programme)
work in partnership with the sub county educatiéfice to promote the provision
of quality education by providing facilities andsoeirces (MOEST Busia County,
2014). Managers of these NGOs should facilitateetimployees’ access to their
rights so as not to compromise the quality of etlanaservices they offer. Access
to rights affects employees’ satisfaction, thusetihg work related outcome

(Jerotich, 2013).

In Busia District, most employees of education bad&QO’s are not informed of
their rights while others fear demanding for theifhis increases their
vulnerability to exploitation by the managementgdod example is where some
employees put in extra working hours without ovedipay (Busia Labor office
Annual Report, 2014). To make matters worse theynat members of any trade
union, yet they are supposed to be automatic memile KUDHEIHA Union
(COTU affiliate) hence cannot benefit from colleetibargaining. According to
the Busia District Labor Office Annual Report (201#nost labor rights

complaints involve non-payment of wages and termbenefits and lack of



freedom to join a union. If this inability of empkees to access their rights is not
addressed adequately, it may lead to poor employeeale and low job
satisfaction which will in turn affect performan¢&omez et al, 2007). The
general problem is that the leadership of NGOs usi8 focus mostly on goal
attainment with less regard to the influence ofléxahip styles upon access to
employee rights, thereby infringing on their rigatsd making them have low job

satisfaction.

1.2 Statement of the Problem

There is paucity of research on the influence ohagars’ leadership styles on
employees’ access to their rights, not only in Keebyt more so in Busia District.
Despite the Kenyan government enacting progredaiver laws to foster good
employer-employee relationship, there still exrst:pant labor rights complaints
as lodged by employees in Busia (Busia Districtofabffice Annual report,

2014). Most of these complaints involve non-payn@nivages, non-payment of
terminal benefits and lack of freedom to join aamijust like in Ghana as
attested to by Aryeetey et al, (2011). Need theeetxists of establishing if the
managers leadership styles is the variable influgnemployees’ access to their

rights.

The above notwithstanding, there is scarcity ofligtsiin Busia District analyzing
the extent and nature of employee rights, the itpasuch rights violations on

productivity and the role of managers leadershifestin ensuring that employees



access their rights, particularly in education dabE50Os. This study therefore
seeks to fill a gap in research by investigating thfluence of managers’
leadership styles on employees’ access to theftsign education based non-

governmental organizations in Busia district.

1.3 Purpose of the Study

The purpose of this study was to investigate tflaence of manager’s leadership
styles on employee access to their rights in edutdtased Non-Governmental

Organizations in Busia districts.

1. 4 Objectives of the study

The objectives of the study were:

i. To establish the influence of democratic leadershyfes to employees’ access
to their rights in education based NGOs in Busistiiit.
ii. To examine how autocratic leadership style inflesnemployees’ access to
their rights in education based NGOs in Busia istr
iii. To establish the influence of laissez-faire leddigrsstyle on employees’
access to their rights in education based NGOsusiaBDistrict.
iv. To determine the extent to which charismatgadership style influence

employees’ access to their rights in educationd&i&sOs in Busia District.

10



1.5 Research Questions

The study was based on the following research funesst

How does democratic leadership style influence egg®s’ access to their
rights in education based NGOs in Busia District?

How does autocratic leadership style influence eyg®s access to their
rights in education based NGOs in Busia?

What is the influence of laissez-faire leadershipleson employees’

access to their rights in education based NGOsusiaBDistrict?

In what ways does charismatic leadership styleuarfte employees’

access to their rights in education based NGOsusiaBDistrict?

1.6 Significance of the study

The study findings would help policy makers such Bsachers Service

Commission (TSC) and regulators provide an effectwechanism to protect

employee rights and ensure an effective complianttelabor regulations. The

study is also expected to generate useful knowl#uggewill inform new areas of

research. The study findings may also be used gy NGO council and

management trainers like Kenya Education Managenhesittute (KEMI) to

develop programs that can equip the managers of N&10 principals of schools

with skills to protect employee rights.

11



1.7 Limitation of the Study

The major limitation of this study was, it was matssible to control the attitude
of the respondents which may have affected thalialof responses. The study
was also carried out in one district and not thel@tcountry and therefore the

findings were generalized to other areas of thextgu

1.8 Delimitation of the Study

The study was confined to employees of educaticeddNGOs in Busia District.
The study focused on the influence of managersldeship styles of democratic,
autocratic, laissez-faire and charismatic on eng®gy access to their rights in

Busia district.

1.9 Basic Assumption of the Study

The study was based on the following assumptions:

I.  The organization had a manual on employee rights

ii.  Respondents had knowledge of their rights

1.10 Definition of significant terms

Autocratic leadership refers to dictatorship method of running an orgamnan.

Charismatic leadership refers to the guidance provided to an organizakign

one or more individuals seen as heroic or inspiring

12



Core Labor standard refers to important human rights recognized inekljid

ratified human rights instruments.

Democratic leadershiprefers to the leadership which takes into accobet t

sentiments of other people before making a decision

Employee rightsrefer to legal benefits of employees.

Laissez-farerefers to the leadership approach which allowddhewers to make

own strategies and decision.

Leadership style refers to the way of guiding a group of peopledogviding

purpose, direction and motivation.

Manager refers to the leader of an NGO

1.11 Organization of the Study

The study is organized in five chapters.

Chapter one consists of background to the studtersient of the problem,
purpose of the study, objectives, research questisignificance of the study,
limitations, delimitations, basic assumptions, digfbn of the significant terms
and organization of the study. Chapter two expowndéterature review on the
concept of leadership and leadership styles, deatiocteadership, autocratic
leadership, laissez-faire, charismatic leadershimrsary of literature review,

theoretical and conceptual framework. Chapter thoeers introduction, research

13



design, target population, sample size and samplingcedure, research
instruments, reliability, instruments validity, datollection procedures and data
analysis techniques. Chapter four consists of datysis, interpretation and
discussion while chapter five deals with a summairythe research findings,

conclusion and recommendations of the study andesigns for further research

14



CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This section reviews literature related to theuefice of leadership styles on
employee rights. It mainly focuses on literaturated to influence of democratic,

autocratic, Laissez-faire and charismatic leadprstyle on employee rights.

2.1 General Concept of Leadership and Leadership #aies

Leadership is described in many different ways.nBu2008) defines leadership
in an organization as a process in which one pessonessfully exerts influence
over others to reach desired objectives. Leadershdefined as influence, the art
or process of influencing people so that they wstrive willingly and
enthusiastically towards the achievement of grooplg (Koontz & Weinrich,
1988). Leadership focuses on getting people to mavéhe right direction,

gaining their commitment and motivating them toiaeé their goals.

According to Sagimo (2002), leadership is the d@rinanaging consequently, a
manager can be a leader, if he/she has the abilibfluence others. Leadership is
thus skill of a manager which enables him/her gpire subordinate’s potential to
enhance efficiency and also meet their requiremiente process of achieving

organizational goals (Lee & Chuang, 2009). Leadprstere implies that the

15



official leader has to motivate subordinates anargntee them of their rights, for

them to work towards desirable goals.

Armstrong (2006) refers to leadership style asajweroach managers use to deal
with people in their teams. There are many styfeleadership, a good case can
be made for using an appropriate style accordinght situation, but it is
undesirable to be inconsistent in the style usesimmlar situations. Betts (2000)
identifies three basic leadership styles; demagratutocratic and laissez faire.
Peterson (1988) in his study found out that autacidaadership style is most
efficient in terms of productivity while democratieadership style is the most
effective in maintaining good morale and a steadyll of work. He further noted
that absence of leadership style brings about tdc#lirection from the leader
resulting in low morale and lack of interest in tverk. Democratic leadership

style therefore correlates positively with emplay/esecess to their rights.

2.2 Democratic leadership and employee access tethrights

Democratic or participative leadership style cassisf the leader sharing the
decision making abilities with group members byrpoting the interest of the
group members and by practicing social equalitys{€o 2002), Probst (2005)
agrees with Foster when he observes that emplogeelsyed in decision making
improve understanding and perception among collesgand superiors and
enhance personal value in the organization. Theodgeatic style can therefore

motivate superior employee task and extra role operdnce by empowering

16



employees and placing importance on their needsig€@o& Kanungo 1998).
This not only increases job satisfaction of empésyebut it also helps to develop
their skills which impacts positively on their riigh Thus this leadership style may

have an influence on employees’ access to thditgig

Research carried out by Kahais, Sosik & Avolio (2P8iffered with this view; in

their findings there was no difference in the fregey of supportive remarks or
critical remarks in teams working with participaiand with autocratic. Hence
suggesting that workers or employees cease toenatidifference between these
leadership styles and are able to respond to lmwthsf which subsequently cast
doubt over the values of leadership styles. Howaegotich (2013) argues that
democratic leadership enables high percentage pfogees’ access their rights
without restriction. She further notes that eveautfh the style gives room to
employees’ view it didn't do much to enable the Eup staff of secondary

schools in Nandi district to join trade unions.

Okoth (2002) asserts that participative leadersbguires a leader with power
who is willing to share it. With his or her powehe leader sets the boundaries
within which subordinate participation or consutias are welcome. Okumbe
(1998) agrees with this view when he states thatodeatic style rests on the idea
that workers should be involved in making of pagi It considers the needs,
rights and freedom of workers. Nganyi (2001) alsesses that a person’s basic

needs, rights and freedom must be guaranteed apdated by the organization.
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These assertions impact positively on employeegitsi access for the leadership

provides for rights of individuals and freedom gpeession.

Researchers have found this leadership style asobrtee most effective and
leads to higher productivity, better contributiororh group members and
increased group morale (Asmub & Svennerig, 2008eterson (1985) differs
with this view, he argues that in terms of produttj autocratic style is the most
efficient but concurs with them that democratidestig effective in maintaining
good morale and a steady level of work. While ithe most effective leadership
style, it does have some potential downsides.tiraBons where roles are unclear
or time is of the essence democratic leadershigezhto communication failures
and uncompleted projects. It is important to haeaty of time to allow people to
contribute, develop a plan and then vote on thé dmsse of action (Martindale,

2011). By so doing the interest of the employeeg beacatered for.

2.3 Autocratic leadership and employee access todlin rights

Autocratic leadership is a leadership style thatasg used when a leader who
dictates policies and procedures, decides whatsgas to be achieved, and
directs and controls all activities without any miegful participation by the
subordinates (Hackman & Johnson 2009). This medwesefore that this
leadership style encompasses a consistent continatiindividual's behaviors
and attitudes towards group members and may haweflarnce on employees’

access to their rights.
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Access to employee rights should be facilitated tbg manager’'s style of
leadership. However, this may prove to be diffiagt Bass (1990) found out in
their research that autocratic leadership doesaket care of the social-emotional
dimensions of groups such as maintaining group sioheand promoting group as
a variable social entity. Yet this is required &zifitate employees’ freedom of
association especially when joining and participgtin the activities of a trade
union. Empirical evidence indeed, shows that aatoxrleaders negatively
influence group stability and effectiveness (Vany/egal. 2004), group climate
and feelings of being content and happy (Bass, J1991ls means that autocratic

leadership may influence employees’ access to thgtits negatively.

Laferia (2008) states that authoritarian leadex® leahuge blind spot, a condition
that has contributed to the downfall of many mansig&ccording to the research,
this condition is what leads to strikes in schogts:slow by employees and some
managers to be sacked. Jerotich agrees with Lafghan she states that
autocratic leadership played minimal role in faating employees’ access to their
rights of compensation and non-discrimination feadhers and support staff.
lowa leadership studies also reflected this ledulerstyle in negative light.

Caldwell & Sprinks (1993) affirm that there is ntage for an autocratic leader

who is unwilling to empower others.

This style of leadership is best where the leader dll the information to solve

the problem and is short of time and the employeswell motivated (Okoth,
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2002). Otherwise if used in excess it can leadewolution as Lewin et al's
experiments discovered. This leadership style cativate employees by making
provisions for them to access their rights for efifee and efficient realization of

the tasks in the organization.

2.4 Laissez-Faire leadership and employee accésgheir rights

The term Laissez-Faire in French literally meansetgpeople do as they chose
(Merriam-Webster Inc, 2005). Bass and Avolio (199®@fined Laissez-Faire
leadership as the absence of leadership, the awxxedaf intervention, or both,
with Laissez-faire (avoiding) leadership, there gemerally neither transactions
nor agreements with followers. Decisions are oftetayed; feedback, rewards
and involvement are absent. It allows independénte&iscourages team building
and shows no concern for workers needs or welfRobljins & Judge 2009). The
lack of concern for the employees or workers neadd welfare impacts
negatively on employees access to their rights usecdor them to access their

rights there is need for support and concern fioenléaders or the management.

Research shows that this leadership style has megative productivity,

satisfaction and cohesiveness than any of theeaftiivns of leadership (Zerras &
Lassiter, 2007). Cherry (2011) differs with thigwi when she states that while
the conventional term of laissez-faire leadershiplies a hands off approach,
many leaders still maintain open communication amel available to group

members for consultations and feedback. Thus mdsead employee needs.
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Okumbe (1998) identifies the advantage of laiss@zfleadership as; facilitating
easy acceptance of decisions and employee provitlieg own motivation.
However he points out that it is disadvantageouesthere is no control and
chaos and conflict arise due to unguided freedoewih in his study agrees with
Okumbe when he pointed out that Laissez faire keshie offered little or no
guidance to group members and leaves decision makim to group members.
He notes that this style is effective in situatioviz'ere group members are highly
gualified in an area of expertise. However, absesfckeadership brings about
lack of direction resulting in low morale and lack interest in the work

(Peterson, 1988) thus impacting negatively on eyg#e’ access to their rights.

2.5 Charismatic leadership and employee access teetr rights

Charismatic leadership is defined by Max Weberesdimg on devotion to the

exceptional sanctity, heroism or exemplary charastean individual person and
of the normative patterns or order revealed oriomthby him. While Rowden

(2000) defines charismatic leadership as the behaviendencies and personal
characteristics of leaders that create an excegitjostrong relationship between
them and their followers. There are three perschatacteristics of charismatic
leaders, which are extremely high confidence, damie and strong convictions
in his or her belief (Robbins & Coalter, 2003). Frdhe characteristics of a

charismatic leader, it is evident that such leadprsnay address employee
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grievances and needs out of a strong desire toeinfle the followers and by so

doing may facilitate access to their rights.

Hearst newspaper (2013) points out that while nararismatic leaders are able
to win over the employees those who take on theefanl self-serving reasons may
fail to get all employees to buy their intentio@harisma alone is not enough to
make a quality leader for an organization. Thiswitherefore contrasts Max
Weber’s view as it points out that this leaderdtype can be abused for personal
interest. In this case employees’ access to thgints may be influenced

negatively.

According to Weber a charismatic leader does net ha be a positive force. One
of its minus points is that the whole environmeninot conducive for personal
development. Either deliberately or otherwise, idmaatic leaders tend to act as a
block for upcoming talents. If that happens therpleyee access to their rights

may be influenced negatively.

2.6 Summary of Review of Literature

The chapter reviewed different leadership styles #re adopted by managers in
running of organizations. The reviewed styles ideld democratic, autocratic,
laissez-faire and charismatic styles. Foster (2@@&2ned democratic leadership
as consisting of the leader sharing the decisiokimgaabilities with group
members by promoting the interest of the group nemland practicing social
equality. Hackman & Johnstone (2009) defined aatiticieadership style as a
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leadership that dictates policies and procedureglég what goals to be achieved,
directs and controls all activities without any miegful participation by the
subordinates. Bass & Avolio (1990) defined laiskeme leadership as the
absence of leadership, the avoidance of interventow both. While Rowden
(2000) defined charismatic leadership as the benalviendencies and personal
characteristics of leaders that create an excegityjostrong relationship between
them and their followers. Literature review seenos position democratic

leadership as the most likely to give desired tesul

Despite the literature reviewed, it remains clelaat tlimited studies on the
influence of manager’s leadership style on emplsyaecess to their rights have
been done. Most of the studies have focused onr othgables other than
employees’ rights. Having this in mind, this studgeks to fill this gap in

research.

2.7 Theoretical Framework

The theoretical part of this study was on pathtgtheeory. The modern
development of this theory is usually attributed Martin Evans and Robert
House (Okumbe, 1998). The theory states that a&t&saddehavior is contingent to
employee satisfaction, employee motivation and eyg# performance. The
theory emphasizes on how leaders can facilitate pesformance by showing
subordinates how performance can be instrumentahcimeving the desired

rewards.
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The path-goal theory stresses that effective ledgeris a function of the
interaction between leader's behavior and situatiorariables which enacts
performance. Effective leader clarify the path éiphtheir followers achieve goals
and make the journey easier by reducing roadblaeiks pitfalls. According to
Northouse (2007) the theory is useful becausenirnds leaders that their central
purpose as a leader is to help subordinates defimgereach their goals in an

efficient manner.

The theory was applicable to this study in the sghst managers as leaders of
education based NGOs can facilitate task perforem@ycshowing employees the
relationship between performance and employeessacte their rights which
leads to job satisfaction. The entire employee [amn will also be able to make
a perception on his/her style of leadership and dtstribution towards
achievement of their goals, i.e. their rights. Titervening variables include age
of the leader, education qualifications, trainingd @anvironment and followers

characteristics.
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Fig 2.1 Conceptual Framework on Managers LeadershipStyles and

Employees Access to their Rights

Democratic
leadership style —

Autocratic
leadership style —
Leadership Employees access
> Process to their rights
Laissez-Faire

leadership style [

Charismatic
leadership style —

The conceptual framework shows that there would abdéink between the

leadership styles and employees’ access to thgitsi It is expected that
managers who adopt democratic and charismatic sstyeve employees who
register a higher degree of access to rights gitxah they are considerate and
allow employees to participate in decision makinbis is contrary to managers
who use autocratic and laissez-faire styles fory thee not considerate of

employee’s needs and employees lack freedom tbeairneeds and interests.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This section deals with research methodology thas wsed in the study. It
consists of the following sub topics research destgrget population, sample
size and sampling procedures, research instrumaalidity, and reliability of the

instruments, data collection procedures and datbysis techniques.

3.2 Research Design

The study adopted descriptive research design fmoex the influence of
managers’ leadership styles on employees’ accedbkeio rights in education
based NGOs in Busia. According to Mugenda and Mdgegi2003), descriptive
research design helps to obtain information conegrine existing phenomena by
asking individuals about their perceptions, ateéudbehavior or values.
Descriptive research design was chosen becausse# both qualitative and
guantitative data unlike other research methodss €habled the researcher to

gather data from a large number of samples.

3.3 Target Population

Kombo and Tromp (2006) define target populationaagroup of individuals,

objects or items from which samples are taken faasarement. The target
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population consisted of 320 employees and 10 masagelO education based

NGOs in Busia District (MOEST Busia County 2014).

3.4 Sample Size and Sampling Procedures

A sample is a group of individuals or objects from population with

characteristics that are representative of the latipn, while sampling is a
process of selecting a given number of subjectsnfie defined population
(Orodho, 2013). Stratified sampling was used tcegatize education based
NGOs into groups with similar characteristics otemmational, national and
community based organizations. This was to enthaethe different groups of

NGO categories were well represented in the sample.

In selecting employees, proportionate random sargphas used to sample 160
employees representing 50% and 10 managers’ repimege00% for this study.
According to Gay (1992) a sample of at least 10%hef population is a good
representation where the population is larger abfb 2vhere the population is
small therefore 100% and 50% was a good represemiait the target population.
Using random sampling enabled the researcher tairolst sample that was a

replica of the target population.
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3.5 Research Instruments

This study employed both questionnaires (closedapah ended) and interview
schedules (semi-structured) as the tools for daltaation, for both managers and

employees. Mugenda and Mugenda (1999) observeéhthatse of questionnaires

is a popular method of data collection in educabenause of the relative ease or
cost effectiveness with which they are construaed administered to the large
samples. Anonymity of respondents is possible amlhelps the respondents to
be honest when filling out the questionnaire. Tvetssof questionnaires were
used to collect the data, one for the managersrendther one for the employees.
A two section questionnaire was designed: sectimoyered personal data while
section B measured the extent of access to sortie @mployee’s rights. For the
closed ended questions, the respondents were edquartick appropriately. For
the open ended questions the respondents werergddoi give their opinions.
The interviews for the managers were used to ttikatg data collected through

guestionnaires.

3.6 Validity of the Instruments

Validity is the degree, to which an instrument meas what it purports to
measure (Kothari, 2004). Content validity refersth® degree to which the
research instrument or test measures what it shmddsure (Kasomo, 2007).
Mugenda and Mugenda (2003) further outlines thypeg of validity in the data
as construct, content and criterion related. Cantahidity was ascertained by
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having the instrument appraisal by the research&ujgervisors as experts as
suggested by Mugenda and Mugenda (2003). Theirestigns were incorporated
in the construction of sample items of the instrotae A pilot study was

conducted in two education based NGOs which weténihe study as indicated

by Wilkinson (1991). Irrelevant, ambiguous and iequaiate items were corrected.
3.7 Reliability of the instruments

Reliability is a measure of the degree to whicheaearch instrument yields
consistent results or data after repeated trialsgévida, 2003). Test-retest method
was used to test the reliability of the instrumentsis is because it shows the
consistency of subjects’ scores obtained by th&ument over time (Kasomo,
2007). Test-retest method involves administeringg $ame instruments twice to
the same group of respondents. Punch (2008) comtéimat a correlation
coefficient of above 0.70 indicates that the instent is reliable. The managers
and employees ‘gquestionnaires were administeraxhatweek interval to check
their reliability. The scores from both testing ipes were then correlated. The
coefficient of reliability was estimated using thH&earson product moment

correlation coefficient formula indicated below;

R= N2xy — (Zx)(Zy)
INEX? - (x2[Nzy? - (zy)?)

Where,=x = Sum of scores in x distribution
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2y = Sum of scores in the y distribution

>x*=Sum of squared scores in x distribution

>y?=Sum of squared scores in y distribution.

2Xy= Sum of the product of point x and y scores

N= the number of point x and y scores
3.8 Data collection procedures

The researcher obtained a permit to conduct theareB from the National
Commission of Science, Technology and Innovatiornetéer of introduction and
notification was written to managers with copiestite District Commissioner
(DC) and the District Education Office (DEO) Busighe researcher personally
administered the questionnaires and ensured teaepondents understood what
was required of them. The researcher assured gpomdents of confidentiality
and gave them time to fill in the questionnairese Tesearcher collected the filled

guestionnaires for data analysis after one week.
3.9 Data analysis techniques

Data analysis is the process of bringing order raedning to raw data collected
(Best and Khan, 2004).Once the instruments weréeatetl, the researcher
checked them for completeness and consistency.qliestionnaires generated

both qualitative and quantitative data. Quantimilata was analyzed by the use
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of descriptive statistics with the help of Statati Package for Social Sciences
(SPSS) program and presented through percentageguehcies, cross
tabulations, tables, bar graphs and pie chartslitQiine data was analyzed using

content analysis then thematically presented iratise forms.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND

INTERPRETATION

4 .1 Introduction

This chapter presents the findings of the studye parpose of this study was to
investigate and establish the influence of managkyadership styles on
employees’ access to their rights in education d&80s in Busia Kenya. Data
analysis was performed using SPSS version 19. Qaiive¢ data were analyzed
using frequencies, percentages, cross tabulatiaides, bar graphs and pie
charts. Presentation was done using tables, cliadtgraphs for easy yet effective
communication. This style of analysis is influencby Kerlinger's (1973),
principles of data analysis and interpretation, rehiie research analyst breaks

down into constituent parts to obtain answers seaech questions.

4.2 Questionnaire return rate

A total of 10 questionnaires for managers and l@&stjonnaires for employees
were administered to the respondents. In this stody of 160 questionnaires
issued to the employees, 128 questionnaires weressfully filled and returned.
Out of 10 questionnaires issued to the managergea# filled and returned. This
gave a return rate of 80 percent on employees’'tquesires and return rate of

100 percent on managers’ questionnaires. Accorttinglugenda and Mugenda
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(2003) a 50 percent response rate is adequateerg@@m is good and above 70
percent is rated very well. This commendable retata was due to extra efforts
that were made via personal calls and visits toindrthe respondents to fill in

and return the questionnaires.

4.3 Demographic characteristics of the respondents

The study initially sought to inquire informationnovarious aspects of
respondents background i.e. the gender, age, a@adgmlification, working
experience of both managers and employees. Thiernattion aimed at
ascertaining the appropriateness of the responderasiswering the questions
regarding the influence of managers’ leadershiestpn employees’ access to

their rights.

4.3.1 Gender of managers and employees

The study sought to find out the gender of the aedpnts. This was meant to
establish if there was fair representation of bgémders. The findings are as

shown in Table 4.1
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Table 4.1 Distribution of managers and employees hyender

Gender managers emplo
F % F %
Male 6 60 67 52.2
Female 4 40 61 47.7
Total 10 100 128 100

From Table 4.1, majority of managers were male @viinorities were females.
In addition, male employees were more than femakech also depict disparity
in gender recruitment of employees in NGOs in Bu3istrict. This is to be
expected because men have traditionally been wgrkinthe NGO world long
before women. This information on distribution omagers and employees by
gender is important to this study for if managend amployees are of different
gender they bring about diversity of ideas whichymafluence positively

employees’ rights
4.3.2 Distribution of managers and employees by adamic qualification

The study sought to establish the academic quatifin of the respondents. This
was meant to establish whether the respondentsquaitdied and knowledgeable
enough to understand their rights. This was to ensyppropriateness of the

respondents in answering the questions. The filsdang as shown in Table 4.2
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Table 4.2 managers and employees academic qualifican

Level of education managers employees
F % F %

Secondary 0 0 20 15.6
Certificate 0 0 34 26.6
Diploma 0 0 44 34.4
Degree 7 70 21 16.4
Masters 3 30 09 7.0
Total 10 100 128 100

The study shows that majority of managers from ation based NGOs were
degree holders while few had masters. While theontgjof employees from
education based NGOs had post-secondary qualdicatiThis information shows
that the respondents were knowledgeable enoughcanttl give valid and
reliable information on the influence of managelgadership styles on
employees’ access to their rights. The subsequemios shows findings on the

duration the managers had served in the capacityaoiager.

4.3.3 Distribution of managers according to workingexperience

The managers were asked to state the duration thieat had served in a
managerial capacity. This was aimed at establishihgther they had had long
experience necessary to understand employee agltshe means of facilitating

access to these rights. The findings are showmabiel4.3
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Table 4.3 Distribution of managers by working expeience

Working experience Frequency percentay
in years

1-5 2

6 -10 6 60
11-15 2 20
16 and above 0 0
Total 10 100

Data in Table 4.3 shows that majority of the mamsgead served in the
managerial capacity for 6-10 years, minority haseved for more than 10 years.
This shows that majority of managers had enoughemempce in working as
managers to give credible information with regardheir leadership styles and

employees access to their rights.

The following sub- section looks at the working expnce of the employees.

4.3.4 Distribution of employees by working experiece

The study also sought to find out the experiencengployees by asking them the
number of years they had been in service. Thismeant to establish if they had
adequate experience to point out incidences ofilihato access their rights. The

findings are as shown in the Table 4.4.
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Table 4.4 Distribution of employees according to w&ing experience

Working experienc

In years Frequency Percentage

1-5 72 56.3
6-10 33 25.8
11-15 15 11.7
16 and above 6 6.3
Totals 128 100

The study shows that the majority of the employ&éasl worked in their
organizations for 1-5 years indicating that mosthefm are still in their active
years. This could also be attributed to the faat thost of them are not permanent

in employment and work on contract.

4.3.5 Distribution of employees according to the pe of NGO

Employees were required to indicate the NGO typedr thrganizations belong to:
To simplify the analysis open ended responses 00 l{@e were aggregated into
three main groups using stratified sampling: indional 20%, national 34%,

CBO 46%. The findings are as shown in Table 4.5.
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Table 4.5 Distribution of employees according to fye of NGO.

Type of NGO Frequency Percenta
International 26 20
National 43 3¢
CBO 59 £
Totals 128 1(

Majority of employees were from CBOs a few fromeimational organizations.

Information on the distribution of employees wapartant to this study to ensure

that each type of NGO patrticipate in the studycfedible findings.

4.4 Leadership styles used by managers in NGOs

The study also sought to establish the leaderdiyipssadapted by the various

managers in NGOs in Busia. The managers were dskade the extent to which

they applied various attributes that denote a lesduije style. The responses were

matched with respective leadership styles and &badlusing frequencies and

percentages as indicated in Figure 4.1.
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Figure 4.1 Managers leadership styles
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From Figure 4.1, 50 percent of managers appliediémeocratic leadership style.
This means that they delegated authority to emgleyand encouraged them to
contribute in decision making. It is also an indicathat they enhanced job
performance and job satisfaction which relate pedit to employees access to
their rights. This supports a study by Omaloyo &#j{2012) which found out
that democratic leadership style influenced posiyiyob satisfaction of workers.
30 percent of managers applied autocratic leadestiyle. This shows that such
managers observed close supervision of their erapkyBut in relation to the
findings, the percentage is low. This may be aited to the fact that managers

are aware that this type of leadership can leadotslow by employees, thus
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leading to organization failure. Huka (2003) notdtht this style curtails
individuals’ initiative, leading to dissatisfacti@and low morale, the result being
professional burn out and low performance. An iatian of low employees’

access to their rights.

The other leadership style that was rated wasdaifsre which was supported by
10 percent of managers. The reason behind the iadopt the style could be

because the managers wanted the employees to Ibeamérparcel of the

organization’s decisions thus gaining their riglot freedom of expression.
Therefore they needed their contribution in thening of the organization. The
fact that this leadership style is not highly preed by the managers is an
indicator of support of Ayademi’s study (2010) irhi® State, Nigeria which

showed that Laissez-faire leadership style is netoaated with desirable
outcomes among employees. From the study 10 pewnfentanagers adopted
charismatic leadership style, this shows that tlamagers relied on charismatic
leadership to impact employees’ performance. Theagers believed more in
themselves than employees and had a vision of extliaary goals and had the
ability to motivate employees to achieve betterfgrerance. The findings are
similar to Poon (2000) who postulates that a chaat&c leader tends to believe

more in him or herself than in their team.

The findings were in agreement with the interviegsponses in which the

majority of the managers indicated that they emgibgemocratic leadership.
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This was because a majority of managers indicated they did not issue
circulars to employees frequently and that workdiieas were arrived at after

consultations with employees.

4.4.1 Employees views of leadership styles usedrbgnagers in NGOs

Still on the question of leadership employees wgineen items in tables to

determine the leadership styles employed by theagens. They were expected to
rate the extent to which their managers engagednious leadership styles using
a five point likert scale ranging from strongly egrto strongly disagree. The

responses were as shown.

41



Figure 4.2 Managers leadership styles as viewed bynployees
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Figure 4.2 shows that managers who used Laisseziadership style were the
least rated by the employees and formed 12.2 %s iBhan indicator that they
rarely engaged in this style showing that manadiersot trust employees’ ability
to work without supervision and so adopted othadéship styles. The number
of employees who were for the opinion that managsesl autocratic leadership
style was 23.5 %. This shows that majority of thenagers did not adopt the
style. Previous study by Schwartz (2007) found thdt where autocratic
leadership style was used, workers expressed dtisir and anger which
significantly lowered their job satisfaction. Indicng low levels of employees’

access to their rights.
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The percentage number of employees who were foopin@on that managers in
Busia district exhibited democratic leadershipesiylialities was 48 percent. This
implied that employees felt involved in the deamsimaking and were given
opportunity to air their views.16.3 percent of gmaployees were of the opinion
that managers employed charismatic leadership .styld@s indicates that
managers spark a sense of belonging towards thaniaegion and inspires
employees towards achieving good performance. ifdéenfs from employees on
leadership styles were in agreement with the masafm both indicated that the
dominant leadership style was democratic leadershipsmall number of
respondents indicated that their managers usedsofetic leadership style. This
could be attributed to the fact that charismatiadkrship qualities are not

common and not easy to come by.

4.5 Democratic leadership styles and employee acsés their rights

The first research objective sought information lmw democratic leadership
style influences employees’ access to their rigfits. address this objective
managers were requested to indicate their levelgpéement with a number of
relevant statements on employees’ access to thghisras reflected in the
manager’'s managerial role. The responses were oatedfive point Likert scale
where 5=Strongly agree, 4=Agree, 3= Neither agreedisagree, 2=Disagree,

1=Strongly agree. The findings were as follows
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Table 4.7 Managers responses on democratic leadeighand employees’

rights
Strongly  Agree Disagre! Strongly
Agree Disagree
F % F % F % F %
Non discriminatiol 1 200 3 60 1 200 O 0

=

Compensaticin cast of injury at 20 2 40 1 20 1 20
work place
Safe and healthy workir 2 40 3 40 1 20 O 0

environment

Freedom to join a unic 0 0 0O 0 3 60 2 40
Access to leawt 2 40 3 60 O 0 0 0
Over time pa 0 0 1 20 2 40 2 40

Staff inductionand developme 2 40 2 40 O 0 1 20

As evidenced in Table 4.7 majority of managers datéid that they could
facilitate access to the rights of non-discrimioati compensation, safe and
healthy environment, leaves and staff induction arafessional development.
This means that democratic managers involved erepoyn decision making and
were considerate of employees’ interests and ne&tiere by impacting
positively on their morale and job satisfactionistin turn results in high job

performance. The findings suggested that manageng democratic style played
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minimal role in facilitating freedom to join a tdinion and access to overtime

pay leading to low employee morale and job satigfac

In order to further seek information on the influenof democratic leadership
style on employees’ access to their rights, em@sy®were requested to indicate
their level of agreement on the extent to whichytheted a number of relevant
statements on employees’ access to their rights.rébponses were rated using

the scale given below:

5=Very high  4=High 3=Fairly high 2=Low =Yery low

Table 4.8 Responses of employees on democratic leeship and employees’

rights
Very high  High Low Very low
F % F % F % F %
Non-discrimination 16 26.z 32 52t 9 14¢ 4 6.€

Compensation in case of injund5 24.€ 31 50.& 10 164 5 8.2

at work place

Access to safe and healthg@ 32.& 29 47t 6 9.& 6 9.
working environment

Freedom to join a trade union 0 O 5 8.z 33 541 23 37.i
Access to leaves 22 361 28 45¢ 8 131 3 4¢
Overtime pay 0 O 5 8.z 28 45¢ 28 45¢
Employee recruitment, selectio?5 41 27 44: 9 14¢ 0 O

and promotion
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As depicted in Table 4.8 a high percentage of eygas indicated that they could
access most of their rights under managers whoamg@ldemocratic leadership
style. This indicated that democratic managers wereultative and considerate
therefore employees could freely articulate theieds and interests, were free to
decide when to take their leaves, air views onkihd of working environment
and were afforded equal opportunities for promatibims impacted positively on
employee morale and job satisfaction leading tohhigchievement of

organizational goals.

However consistent with the managers’ results & Ipgrcentage of employees
indicated that they could not access their righbvtertime pay and join a trade
union under democratic leadership style. This automn overtime pay is in

agreement with a previous study by Aryeetey et28l1{). This outcome also
implies that as much as democratic leadership swyfesiders the needs, rights,
and freedom of workers it could not enforce thevmions of The Labor

Relations Act, 2007 of Kenya that provides for tigits of an employee to join a
trade union, hence employees could not unionizés frtay be attributed to the
fact that, unionizing put forth a strong force oehblf of their membership,
particularly in dealing with employee benefits amdge negotiations and that
threatens most NGOs. It is therefore crucial thadliés tasked with ensuring
compliance to labor laws up their game so as tarenthat the NGOs leadership

allowed employees to unionize for collective bangag.
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Managers and support staff were asked to give tpenions on the measures that
can be taken to facilitate employees’ access ta tights in NGOs in Busia
district. They suggested that employees shouldrenthey are furnished with
written employment contracts with clearly statedotoyees’ rights and in case of
violation of employees rights, there should be @sdr They also suggested that
managers of NGOs should organize for training @ogr to sensitize them on
employees’ rights and labor laws for most of theerevwery green in as far as
rights were concerned. From the findings both marsagnd employees vouched
for democratic leadership style, however employe#sstrongly that as much as
the leadership style enabled them access theitsrighey still faced a lot of
difficulties in accessing their right to form arairj trade unions of their choice for
collective bargaining. This was even after spirgdfbrts to petition the leadership

to allow employees to unionize.

Majority of employees indicating that they couldcass their rights without
restriction under democratic leadership style isiststent with the views of
Robbin and Judge (2009) that democratic leaderstyle seeks to build teams
and provides for interest of team through consensigmsuring and input
encouragement. This type of leadership style wasntlost popular among the
others. This is consistent with the findings of ¥eti(1998) that a consultative
(democratic) style prevailed in studies carried autnon-western countries

particularly Arab countries. In contrast Al-Hajj€h984) assumed that Middle
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Eastern managers encouraged autocratic leaderabighey had a negative

impression about the ability of subordinates.

Leadership styles influence employees access torights to some extent as a
similar pattern is shown in other related studiResults from several studies
indicate that there is a relationship between peedeleadership style and job
satisfaction of employees, job satisfaction implieat employees are contented
with access to their rights in the work place. Blsa(2012) study on teachers of
public and private schools in Lahore found thadé&ahip style yield healthy

degree of impact upon the employees’ satisfactimhcpality improvement.

4.6 Autocratic leadership style and employee accetstheir rights

The second objective in the study was to examine dgtocratic leadership style
influences employees access to their rights. Toiesehthis objective, the
managers were asked to indicate their level ofeagest on the extent to which a
number of relevant statements on employees’ atodbeir rights are reflected in

their managerial role. The responses were ratedfve point Likert scale where:

5=Strongly agree 4=Agree 3=Neither agree isagtee  2=Disagree

1=Strongly agree
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Table 4.9 Managers responses on autocratic leadeipland employees’ rights

Strongly Agree

Disagree Strongly

agree disagree
F % F % F % F %
Non discriminatiorof employee 1 33: 1 33: 0 O 1 33.c
Employee compensation in case 0 O 1 33: 1 33: 1 33.c
injury at work place
Safe and healthy workir 2 66.€6 1 33.2 0 O 0 0
environment
Freedom to join a trade uni 0 O 0O O 1 33: 2 66.€
Access to leawt 1 33: 2 66 0 O 0 0
Staff induction and profession 1 332 1 33 1 33% O 0
development
Fairness in employee selectic 0 O 1 33: 1 33: 1 33.c

appraisal and promotion

As depicted in Table 4.9 a majority of autocratiamagers could facilitate access to

the rights of non discrimination, safe and healityrking environment, leaves and

staff induction and development. The results inipbt even though autocratic leaders

were not consultative and considerate of employeesds but achievement of

organizational objectives, they were compelledauailitate access to these rights for

high employee performance. The results suggest it@tagers using autocratic
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leadership style played insignificant role in fdating compensation in case of
employee injury at work place and freedom to joiraae union.

Employees who had indicated that their manageraméscratic were requested to rate
a number of relevant statements on access to righténfluenced by autocratic
leadership style. The responses were rated usingctile below;

5=Very high 4=High 3=Fairly high 2=Low 1=¥ low

Table 4.10 Employee responses on autocratic leadeiis and employees’

rights
Strongly  Agree Disagree  Strongly
agree disagree
F % F % F % F %
Employees not discriminat 2 6.7 3 10 14 46.7 11 36.7

Safe and healthy working environm 2 66.€6 1 33.2 0 O 0O O

Staff induction and profession 7 23.2 12 40 6 2C 5 16.7
development is fair

Freedom to join a trade uni 0O O 2 6.7 16 53 12 4
Employee compensated by 1 3 1C 4 13 14 467 1 30
organization in case of injury
Access to leaves 10 33 14 46.7 4 13: 2 6.7
Employees paid over tir 0O O 3 10 20 66.7 7 23.

Fairness in employee selecti 2 6.7 7 23.2 11 4C 11 36.7

appraisal and promotion
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From the study findings in Table 4.10, the majonofyemployees indicated that they
could not access the right to non- discriminatioer autocratic managers. This is
contrary to the findings from managers which showedt employees were not
discriminated. This may be because autocratic mesafrive by means of divide and

rule with performance being the driving force, hetite variation.

The findings from the study also had a high pemmgatof employees indicating that
autocratic managers don't facilitate compensatidgrenever members are injured in
the work place, don’t pay over time, not fair in@oyee selection and promotion and
prevented employees from unionizing. These findiags in agreement with the
results from the managers responses. These re$ultged that autocratic managers
made decisions without meaningful participationeloyployees thus denying them the
freedom of expression and association leadingwodmployee job satisfaction which
in turn results in low performance. It also appetirat the provisions of the Labor
relations Act, 2007 of Kenya concerning union fotima and employee entitlement
are somewhat not abide by autocratic managers dWNi@ Busia district. This may
be due to the fact that autocratic leadership sen&een on employee needs and
interests but achievement of organizations’ gdalstead these managers tend to rely

much on employee contracts that do not addressuatidy employee rights.

These results imply that autocratic leaders use gomver to achieve their personal
objectives and goals and those of the institutigthout paying much attention to the

rights of the employees. This is reflected by Mdl(1998) who pointed out that the
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influence of leadership will differ according toethype of power used by the leader
over their subordinates; hence leaders will be neffective when they know and

understand the appropriate usage of power ( Hextsaly, 2001).

As depicted by the research findings, it is cléat tautocratic leaders played minimal
role in facilitating employees’ access to the rigbt compensation, non-discrimination
and overt time pay. These three rights are greatlyenced by the leadership style
while the right to safe working environment, leaeesl freedom to join a trade union
may be influenced by other factors such as org#ioiza policies and safety standards

given by the ministry of labor.

Employees were also requested to indicate if tlad/dny difficulty in accessing their
rights. A majority affirmed that they experiencetbtof difficulties in accessing most
of their rights under autocratic leadership and thee to fear of severe consequences
they dared not agitate for them. Thus a majority eofiployees were left quite
demoralized, fearful and discouraged to work hardtie realization of organizations’

goals.

The managers and employees were also asked tdhgireviews on what they think
should be done to facilitate access to employdesim NGOs in Busia district. They
pointed out that the labor officers from the ministhould conduct regular audits and
inspections of NGO operations to ensure compliawdé the labor regulations,
especially those regulations dealing with employaaghts. They also felt that

employees should be furnished with written contraxftemployment detailing terms
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of employment and that there was need to sengtizgloyees on their rights because
most of them did not belong to a trade union ardl i@ information on how they can
unionize. In addition they opined that managersN@&Os be trained on leadership

skills and labor laws so as to effectively mandggrthuman resource.

The autocratic leader seems to influence employsa=sess to their rights and this is
in agreement with Chen and Silverthorns (2005) wbioted out that leadership style
affects a range of factors such as job satisfacpenformance, turn over and stress
which impact directly on employees’ access to thghts. Studies also carried out by
Jerotich (2013) on leadership styles and emplogeess to their rights suggested that
autocratic leadership enabled a high percentageeadthers’ access the rights to

freedom to join a trade union and safe working emrent.

4.7 Laissez-faire leadership style and employee to their rights

The third objective of this study was to establible influence of laissez-faire
leadership style on employees’ access to theirtgigho address this objective,
Employees who had suggested that their managerogedpaissez-faire leadership
style were requested to indicate the extent to kvthey rated a number of relevant
statements on employees’ access to their rightednorganization. The responses

were rated using the scale given below;

5= Very high 4=High 3=Fairly high 2=Low 1=¥ low
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Table 4.11 Responses of employees on laissez-féaadership and employees’

rights

Very high  High Low Very low
F % F % F % F %

Non discrimination of employees4 25 6 37t 3 18 3 18.¢

Employee compensation in casé 6.2 2 128 9 56.2 4 25
of injury at work place

Safe and healthy working3 18.¢ 8 50 3 18¢ 2 12t
environment

Freedom to joinatradeunion O O 2 12,8 10 62t 4 25

Over time pay 1 6.2 2 128 8 5C 5 31t
Access to leaves 5 31t 7 436 2 125 2 12t

Fairness in employee selectiod 25 5 31t 6 378 1 6.8
appraisal and promotion
Staff induction and professionaR  12.t 4 25 7 43 3  18.¢

development

From Table 4.11 majority of employees indicatedt thimder laissez-faire
leadership style they could access their rightsoof-discrimination, access to safe
and healthy working environment and access to kaMeis is consistent with the
findings from the managers. This implies that lezs$aire leadership allowed
employees independence and let them do as theye d¢has they could easily
access these rights. Interestingly many also inelicahat managers who used

laissez-faire leadership style facilitated fair aefflective employee selection,
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employee appraisals and promotion. These couldtbbuded to the existence of

strong organizational policies that have to be ezthéo by everybody.

The study findings also had a high percentage gdl@yees indicating that they
had difficulty in accessing the rights to compeiwgtovertime pay and joining a
trade union. This implies that since laissez-fagea hands —off approach, the
employees lacked a leader to facilitate accessdseet rights. This is consistent
with the views of Robbins and Judge (2009) who ahdteat laissez-faire leader
allows independence but discourages team buildimdy shows no concern for

workers needs or welfare.

These findings are also consistent with the viev8ass (1990) in a study of
employee level of job satisfaction which indicatattthe level of job satisfaction
under laissez-faire leadership is less than undenodratic leadership. Erkutlu
and Chafra (2006) found that laissez-faire leadprstyle in a boutique hotel led
to negative results in organizational performangehsas low satisfaction, high

stress and low commitment by followers.

Although laissez-faire leadership style allows emgpks freedom, the findings
indicated that this freedom could not enable enmgdsyto access certain rights
which a leader plays crucial role in facilitatiorhis is consistent with the views
of Jerotich (2013) who pointed out that laisserefaipproach made it difficult for

employees to access the rights to compensatiofraadom to join a trade union.
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4.8 Charismatic leadership and employees’ accesstt@ir rights

The fourth research objective sought information the extent to which

charismatic leadership style influences employessiess to their rights. To
achieve this objective, employees who had suggetstadtheir manager used
charismatic leadership style were asked to indittegeextent to which they rated
relevant statements on employees’ access to filgatsr Their responses were as

shown in Table 4.12

Table 4.12 Employees responses on charismatic leesldp and employees’

rights

Very higr  High Low Very low

F % F % F % F %

Non discrimination of employees8 38.1 11 524 1 4§& 1 4§

Compensation access in case @éf 33.2 10 47.¢ 3 14°: 1 A4k
injury

Freedom to joinatradeunion O O 0 0 11 524 1C 47.¢
Safe and healthy workinglC 47.¢ 10 47.¢ 1 4& 0 O

environment
Access to leaves 13 61.¢ 8 38.1 O 0 0 0]

Over time pay 8 381 7 331 4 19.C 2 9t

Fairness in employee selectior§ 42.¢ 10 47¢ 2 95 0 O
appraisal and promotion
Staff induction and professionalll 524 10 47.¢ 0 O 0O O

development
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The study finding in Table 4.12 show that a mayoat employees indicated that
under charismatic leadership they could easily ss@most all their rights. This
implies that a charismatic manager plays a vité o facilitating employees
access to their rights since majority of the resiemts who identified this
leadership style pointed out that they had no mbin accessing their rights.
These findings are consistent with the views of Marber who described a
charismatic leader as one with exemplary chardhtdrresult in a person having
exceptional powers that result in being treated ssader. While the other types
of leadership showed variation in terms of how eyeés rated the managers and
access to their rights, the charismatic leader sdeaxceptional in positively
influencing employees to access their rights. Tharismatic leader is full of

energy and provide environment with positive reioément.

The findings also show that whereas charismaticldeship could guarantee
employees of access to almost all their rights,l¢heership played insignificant
role in enabling employees to join a trade uniontlodir choice for all the

respondents suggested that they could not joiad@etunion. The study results
may be due to organizational policies which at sneentradict the labor laws
thus deliberately hindering employees from uniargzior collective bargaining.

In addition, most of the NGO employees are on stesrh employment contracts,

which discourage them from unionizing
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter presents a summary of the study, asiwel and recommendations
of the study in line with the study on the influenaf managers’ leadership styles
on employees’ access to their rights in educatiasetd NGOs in Busia District,

Kenya.

5.2 Summary of the Study

The purpose of this study was to investigate tilaence of managers’ leadership
styles on employees’ access to their rights in atloe based NGOs in Busia
District. The study hoped to achieve this aim bniifying the existing
leadership styles employed by managers of educdiased NGOs in Busia
District. The study also sought to determine thdéluemce of managers’
democratic leadership style, autocratic leaderstyte, laissez-faire leadership
style and charismatic leadership style on empldysa=ess to their rights as well
as establishing ways of improving access to thgints in Busia District. The
study employed descriptive research design ancetiedgl0 education based

NGOs, 10 managers and 320 employees.

Data was gathered using both questionnaires (cl@setl open ended) for

managers and employees and interviews for managérsQuantitative data was
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analyzed by use of descriptive statistics and ptesein the form of tables, cross

tabulations, frequencies, pie charts and percestage

From the study findings, it was established thasthmeanagers of education based
NGOs used democratic leadership style. This is #amthat the managers
changed their leadership styles as conditions wambilizing and utilizing the
potential resources and creativity of members figh hgoal accomplishment,
while at the same time being considerate to emplogeeds. Laissez-faire
leadership was the least chosen by both managdreraployees 10 % and 12.2
% respectively. This indicates that laissez-fagaders are becoming fewer for the
leadership style is not associated with desirahie comes among employees

hence discouraged.

The finding indicated that the democratic leadgrsttyle which was the most
popular leadership style had over 70% of the enga@eyindicating that they could
access their rights of non-discrimination, facilda of compensation, safe and
healthy working environment, fair employee recr@trhand selection and leaves.
These results are in agreement with the findingsnfthe managers responses
however over 80 % of the employees indicated thal twere not paid for
working beyond the prescribed eight hours andttiey were not members of any
trade union. This may be because the organizatigmdicies, though in

contravention of the Kenyan labor laws, hinder nggns from facilitating access
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to these two rights. Access to these rights seentsetbeyond the powers and

control of the managers.

From the finding under autocratic leadership stifie highest responses in
agreement to facilitating access to the rights wipleyees were on safe and
healthy working environment, access to leaves ataff sanduction and
professional development. These findings couldttvéated to the fact that there
are certain safety requirements in organizatioomfthe Ministry of Labor and
therefore the managers had no choice but to abydé¢hém. On leaves, the
managers had no otherwise for they are aware obénefits that accrue when
employees are granted time off. Health wise, engdsyreturn refreshed and are
therefore able to expend their energies to endlgletganization perform. As for
the right of staff induction and professional deyshent it's provided for in
organizations policies. The rights that the mamageuld influence directly for
example non- discrimination and compensation thagicated with a lower

percentage. These may have been doled out dependipatronage.

The findings on laissez-faire leadership style hadr 60% of employees
indicating that they had no problem in accessirgright to non-discrimination,
safe and healthy working environment and accessedawes but over 80%
indicated that they could not access compensatiatase of injury. Employees
also had over 80% disagreement in their accesyedime pay and joining a

union. The three rights of compensation, over tpag and freedom to join a

60



union requires support from the manager and siaissdz-faire is a hands —off

approach the employees may have a problem in angabsem.

The finding on charismatic leadership style indéchtthat over 80% of the
employees who identified this leadership style emdp used by their managers
had no difficulties in accessing all the seven tsglof non-discrimination,
compensation, working in safe and healthy envireminleaves, overtime pay,
fair employee selection and appraisal, promotiord ataff induction and
professional development. This therefore implieat tbharismatic leaders take
into consideration the rights of employees. 100%raployees indicated that they
could not access the right to join a trade unibseems this right was beyond the
scope of the charismatic manager for its determingather factors other than

leadership styles.

5.3 Conclusions

On the basis of the findings of this study, théolwlng conclusions are made:

1. Managers adopted various leadership styles, wmélheinced employees’
access to their rights. The most popular style eyga by managers in education

based NGOs in Busia District is democratic leadprstyle because of its values.

2. Consultative approach in decision making enableligh percentage of

employees’ access their rights.
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3. Autocratic leadership style was found to be retesgive and largely did not

enable employees’ access their rights.

4. Employees found it difficult to unionize under tde four leadership styles.

5. Leadership styles influences employees accessosakll their rights.

5.4 Recommendations

The following are the recommendations

I. Bodies tasked with ensuring compliance to laborslawd employment laws

should up their game so as to put managers ancgearplon line.

ii. Managers should imbibe a mixture of leadershipestyh their organizations

in order to enhance employees’ access to theitsigh

iii. Managers’ leadership skills need to be enhanceuigifir frequent training to

be able to handle human resource in their orgaarmat

iv. Managers’ of NGOs should ensure that the orgamizdieeps abreast with
current regulations as well as any subsequent amemis or repeals, so as

to cater for employees rights adequately.

v. There is need for employees to join and participatéhe activities of the

union for collective bargaining.
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5.5Suggestion for further research

I. The current study focused on the influence of margideadership styles on
employees’ access to their rights in Busia Distrithe researcher
recommends further research on the influence ofagens’ leadership
styles on employees’ access to their rights isexduwut in various parts of

the country so as to assess the validity of theares findings.

ii. There is also need to conduct research on theemfl of trade union

activities on employees’ access to their rights.

iii. There is also need of conducting a research omtlugnce of corruption on

employees’ rights in NGOs in Kenya.
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APPENDIX |
LETTER OF INTRODUCTION
University of Nairobi,
Faculty of Education
Department of Educational
Administration and Planning
P.O Box 92
Kikuyu.
Dear Sir/Madam,
RE: REQUEST TO COLLECT DATA.
| am a post graduate student at the Departmento€d&ion Administration and
Planning in the University of Nairobi. | am currigntarrying out a research on
“Influence of Manager’s leadership styles on empks/ access to their rights in
Education based NGOs in Busia district.
You are kindly requested to allow me carryout ttuglg in your organization. The
identity of the respondents in your organizatiofi beé handled in confidence.
Thank you for your cooperation.
Yours faithfully,

Akello Stephen
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6.

APPENDIX Il
QUESTIONNAIRES FOR MANAGERS

Please indicate the correct option as honestlyossilple where applicable. For
the questions that require your opinion fill in thleanks. Kindly respond to all the
items.
Section A
what is your gender Mald | Femal ]
What is your age bracket 22-30 years [ ] 31-40ygd 41-49 years [ |
50 years and above [ |
How long have you been in this organization? Irnryea
1-5 _]6-10 [ ] 11-15 ] 16 and aboyve]

What is your highest professional qualification?

pHD [ ] Masted ] Degr|:| DipIoD

ANY Other SPECITY ... vt e
What is the type of NGO ; a) International organ"(zra:]

b) Community based organizat:l c) National orgaiigmn ]
How long have you served as a manager? 2-5 yep6s10 years [ |

11-15 years [ ] 16 years and above [ ]
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Section B

The following statements refer to the possible wayshich you might behave in

a managerial leadership rolelease indicate how you would behave by putting a
tick (V) at the appropriate rating below. Use the scaleryi

Key: 5= Always 4 = Often 3 = Occasionally =&Zeldom 1 = Never

Item 1 5 4| 3 2 1

7 1 am not bothered about attitudes of the staff
towards the organization’s performance but i j|am

rather concerned about getting the task done

8 Tough  supervisory practices/master  servant

relationship

9 The manager- employee relationship |is

characterized by fear

10 |1 tell employees what to do and how to do i, |
assert myself and serve as an example for| the

employees

11 | Members who do not meet the set objectives| are
threatened with punishment

12 | | act without consulting the group

2

13 | 1 get group approval in important matters before

going ahead

14 | Am friendly, supportive and considerate towards

others

15 | 1 promote and defend the interest of the group

16 |1 respect employees opinions regarding

organization’s improvement
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17 | 1 get superiors to act for the welfare of the group

18 | 1 provide any necessary training and coaching or
arrange others to do so

19 | I involve staff in making organization’s programs

20 | I consult staff before making decisions

3

21 | 1 expect employees to create their own targets| and
accomplish them on their own

22 | | fail to take necessary action

23 | I am less concerned with what staff members do

24 || delegate duties to members and expect them to
accomplish them without supervision

25 | | expect employees to find and correct their qwn
errors

4

26 || have a vision of extra ordinary goals and the
ability to motivate employees to achieve better
performance

27 | | tend to believe more in myself than employees

28 || have high confidence, dominance and a strong
convictions in my beliefs

29 || spark a sense of belonging towards (the
organization and inspire employees towards

achieving good performance
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The following are some statements on employeetgsigxisting in the
organizations. Please indicate by putting a tidkiie extent to which you agree

or disagree with each statement using the scaéngiv

Key: 5 =strongly agree 4 = Agree 3 = Neitherdgor Disagree2 = Disagree
1 = Strongly Disagree

STATEMENT 5 |4 |3 |2 1

30 | There is no discrimination of employees on any
basis

31 | Employees compensation in case of work related

injury is facilitated

32 | There is prompt and just compensation | of
employees in case of injury and diseases contracted

in the cause of employment

33 | The work place environment is safe and free ffom
health risks to employees

34 | Employees have adequate office space |and

furniture to work from

35 | Employees are allowed to join trade unions of their

choice

36 | Employees work for the stipulated 8 hours a day

37 | There is overtime pay for employees

38 | Employees are allowed leaves i.e. annpal,

maternity, paternal and compassionate leaves

39 | There is fairness in employee selection and

promotion

40 | There is fairness in staff induction and professaion

development
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41 | Staff performance appraisals are fairly done

42 | There is fairness in staff discipline

43. What are the challenges you face in facilitatemployee access to their
110|157

44, As an administrator, what leadership styles|d/gwu propose to be used

in organizations so as to promote and improve eyegl®’ access to their rights?

45. In your own opinion what steps can be takefadditate employees’ access to
their rights in NGOs in Busia DiStriCt?.........cccceeeeiiiiiiieieeeennen, e

46. What do you think the government should dartprove managers leadership
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APPENDIX IlI
QUESTIONNAIRE FOR THE EMPLOYEES

Kindly provide answers to these questions as hbnast possible. Responses to
these questions will be treated as confidential.
Please tick where appropriaté (
Section A: Demographic Information
1. What is your gender?

a) Maléj b) FemaID

2. How long have you been working with this organiaafl In years
b) 15[ ] be-11 1 ) 15abol |
3. What is your academic qualification?

MasterD Degréj DipImD

ANY Other SPECITY ...t e

5 What is your job title;
a. Program Coordinator [ ]

b. Program Officer D
c. Administrative AssistanD

d. Accountant D

Section B

The following statements relate to different leatigy styles that the manager
uses to in managing organizations. What is youellef agreement with the
following statement on the influence of leadersttjdes on employees’ access to
their rights. Use the scale given below.

Key: 5=Strongly Agree 4=Agree 3=Undecided 2=DisadgteStrong Disagree
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Item 1

5 Manager is not bothered about attitude of thi sta
towards the organizations performance but, he is
/she is rather concerned about getting the fask
done.

6 Tough supervisory practices/master seryant
relationship.

7 The manager-employee relationship is
characterized by fear.

8 Manager tells employees what to do and how to
do it asserts himself/herself and serves as an
example for the employees.

9 Members who do not meet the set objectived are
threatened with punishment.

10 | Acts without consulting the group.

2

11 | Gets group approval in important matters before
going ahead.

12 | Friendly, supportive and considerate towards
others.

13 | Promotes and defends the interest of the group.

14 | Provides necessary training and coaching or
arranges others to do so.

15 | Respects employee opinions regarding
organizations improvement.

16 | Gets superiors to act for the welfare of theugro

17 | Involves staff in making organizations programs

3
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18 | Expects employees to create their own targets an
accomplish them on their own.

19 | Fails to take necessary action.

20 | Less concerned with what staff members do.

21 | Delegates duties to members and expects them to
accomplish them without supervision.

22 | Expects to find and correct their own errors.

4

23 | Has a vision of extra ordinary goals and [the
ability to motivate employees to achieve better
performance

24 | Tends to behave more in him-or herself than
employees.

25 | Has high confidence, dominance and strong
convictions in his or her beliefs.

26 | Sparks a sense of belonging towards |the
organization and inspires employees towards
achieving good performance.

27 | Has good knowledge of appropriate social control
mechanism.

The table below presents various statements regaginployees’ rights indicate
the extent to which you rate each statement usiegctale given below.
Key: 5=Very High  4=High 3=Fairly High 2=Low=Very Low

STATEMENT 5 14 13| 2|1

28 | Employees are not discriminated on any basis

29 | Employees recruitment, selection and promotions

are fair
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30 | Staff induction and professional development is

fairly done

31 | The working environment is safe and healthy

32 | There are adequate fire extinguishers-buildings are

inspected regularly

33 | There are adequate offices and furniture foe staff

34| The work place environment is conducive for

working

35| There is freedom to join a trade union of your

choice

36 | Employees are compensated in case of injury at

work

37 | Compensation benefits are prompt and fair

38| You work for 8 hours as stipulated in the lalor

laws

39 | Employees are paid overtime

40 | Employees are allowed to take leave

41 | Staff discipline is fairly done

42 | Staff performance appraisal are fairly done

43| You are provided adequate and clean water at work

44 | Staff is well motivated by management.

.i) Do you have any difficulty in accessing someyofi right as an employee?

YesL ] b)ynd]
i) If yes what have you done about it and what tgsresponse?..........ccccccevvvvenees
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46 As an employee in the organization, which lead@rshyles would you propose to
be wused in the organization in order to improve easc to labor

47.Give reasons for the aboVe. ... ..o e,

48.In your own opinion, what measures can be takdadititate employee access to
their rights in NGOs in Busia DiStriCt..........cc.vviiiie e v
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APPENDIX IV
INTERVIEW SCHEDULE FOR MANAGERS

1. Interviewees’ current responsibility and job expade.
2. Leadership styles
a) What informs your decisions?
b) What is your mode of communication to staff?
C) What are your views on circulars and how often do gsue them?
d) How do you arrive at work deadlines?
3. Union formation
a) Does your organization encourage union formation?
b) Are you a member of any trade union? If yes, howehgou benefited
from it?
4. Safety and health
a) Do you have adequate fire extinguishers on albtn&lings?
b) How regular is the work place environment inspedigdhe government

inspectors?
C) What are some of the health hazards and how cgrbthalleviated?
d) Do employees have a medical cover? If yes, of hawh®

e) How do you ensure security of staff at work?
5. Working hours
a) How many hours do you work in a day?
b) Are they paid overtime when they work beyond thewad hours?
Leaves

a) How many types of leaves are you entitled to irary
b) Are you paid leave allowances?
6. Compensation
a) Do you facilitate employee compensation in casasjofy at work? If yes
how long does it take?
7. Policy
Is there a policy on employee right protectionhia brganization? Is it a reality or
a fiction?
9. In your own opinion what role have you played asnanager in enabling
employees’ access their labor rights?

Thank you for your participation
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APPENDIX V
LETTER OF RESEARCH AUTHORIZATION

Lo
Iy

—

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:

17" December, 2014
NACOSTI/P/14/0358/4302

Stephen Louis Akello
University of Nairobi
P.O. Box 30197-00100
NAIROBI.

RE: RESEARCH AUTHORIZATION

Following your application for authority to carry out research on “Influence
of managers’ leadership styles on employees’ access to their rights in
education based on Non Governmental Organizations in Busia District,
Kenya,”” 1 am pleased to inform you that you have been authorized to
undertake research in Busia County for a period ending 30™ October, 2015.

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

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

Y0
DR. S. K. LAN(;@\;!’, oGW
FOR: SECRETARY/CEO
Copy to:

The County Commissioner
Busia County.

The County Director of Education
Busia County.
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THIS IS TO CERTIFY THAT:

MR. STEPHEN LOUIS AKELLO

of UNIVERSITY OF NAIROBI, 0-100
BUSIA has been permitted to conduct
research in Busia County

on the topic: INFLUENCE OF
MANAGERS’ LEADERSHIP STYLES ON
EMPLOYEES’ ACCESS TO THEIR RiIGHTS
IN EDUCATION BASED NON
GOVERNMENTAL ORGANIZATIONS IN
BUSIA DISTRICT, KENYA

for the period ending:
30th October,2015

Applicant's
Signature

Permit No : NACOSTI/P/14/0358/4301
Date Of Issue : 17th December,2014
Fee Recieved :Ksh. 1000

ﬁb’] Secretary
National Commission for Science,
Technology & Innovation

CONDITIONS
You must report to the County Commissioner and
the County Education Officer of the area before
embarking on your research. Failure to do that
may lead to the cancellation of your permit
Government Officers will not be interviewed
without prior appointment.
No questionnaire will be used unless it has been
approved.
Excavation, filming and collection of biological
specimens are subject to further permission from
the relevant Government Ministries.
You are required to submit at least two(2) hard
copies and one(1) soft copy of your final report.
The Government of Kenya reserves the right to
modify the conditions of this permit including
its cancellation without noticeszthoew

82

National Commission for Science,
Technology and Innovation

RESEARCH CLEARANCE
PERMIT

Serial No. A 3 g U 3

CONDITIONS: see back page



