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CHAPTER ONE
INTRODUCTION

1.1 .Background of the study

Employee management relationship is basic for ogarozation .The goal and objectives
of the organization will be achieved when theréis employee management relationship.
To develop such relationship employers and empbyd®uld work in close contact.
Therefore this leads to employee satisfaction whiithcts to increase productivity. The
leader is responsible for satisfying the needshef drganization .But can also hold the
leader responsible for the needs of the individu#the organization (Robert, j, 2003:177)

Although the work environment varies gextigrit is expected that relationship is mutually
Respectful and this develop free frontitigs

Leaders of a community create a climate of synemy mutual support and a culture in
which team work and individual excellence are assiljequal importance (Robert, |,
2003:109)

Interpersonal effectiveness achieve personal dpuedot and demonstrate positive
relationship skills via effective communicationspect for others, and awareness of their

impact on others.

A leader is one who influences others to attaingdaaders set direction, motivate people
to overcome obstacles and move the organizatiorarttsvhis/her ideas further (snell,
2003:376-380)

The work environment has important bearing on tffeciency &satisfaction of the

employees. A dimly lighted, poorly ventiled and woed place of the work hampers
efficiency. The workers are forced to spend morergy to accomplish tasks which they
can do with much lesser efforts in otherwise caaditPoor working conditions have been
found to cause greater fatigue, negligence, abisegnindiscipline and insubordination

among leaders and employees (Mirzas.SauyadainZ004:3



Government policy promotes employees participaisra means of improving company
performance, particularly by charging employeestuakts and improving the work

environment
1.2. Statement of the problem

The function of the leader in the work plagdo get jobs done through employee. To do
this the manager should be able to creative comduenvironment for both parties.The
function of the basic teacher union also has tkparsibility of keeping the interest of the
teachers and creating conducive environment tdhéedlucational policy practiced properly

as well

Path goal theory states that effective leaderfluence employee satisfaction and
performance by making their need satisfaction oget on effective job performance.
Thus, leaders strengthen the performance —to-owoexpectancy and the value of those
outcomes by ensuring that employees who performn jbles well have a higher degree of

need fulfillment than employees who perform po¢8yeven, |, 2000:442)

Conducive environment includes good employeanagement relationship which is a
relationship where there is a mutual exchange dfievdbetween these two parties. It is
possible to say there is a good employee managemlatbnship when the two parties feel
close to each other ,interact well, communicateljrand responsive.

In mekdela primary school since | am a mamifethe school and as | have seen the
employees most of the time shows negligence, abseencarelessness, indiscipline and
they are not interested to give information askgdHte principal timely. Generally the
employee murmur and exchange backbite to each.dther leads to their own group which

is challenging and disturbing the safety workingisanment.



1.3 Basic research Questions

Based on the above problems, the student reseassked the following questions to be

addressed

1. What did employees’ management relationship edela primary school look like?

2. What efforts were made by the management to negh@&mployees’ management
relationship?

3. What were the factors that affect employee mamegt relationship in mekdela primary
school?

1.4 Obijectives of the study

1.5

1.4.1 General objective

The general objective of this study was to assegdayee management relationship in the

case of mekdela primary school.
1.4.2 Specific objectives

1. To explain the kind of employee managementiceiahip practiced in mekdela primary

school.

2. To identify the efforts made by the managemenenhance employee management

relationship.

3. To investigate the factors that affect employe@nagement relationship in mekdela

primary school
Significance of the study

This research paper will serve to Mekdella primaghool as a mirror to see the
implementation of employee management relationabijities so as to design appropriate
strategies. In addition, this study will have rsigance for the student researcher to relate

theoretical lesson with practical management prastiand to get in touch with problem



solving skill. Moreover, the study may serve asrsewf information for other researchers

who want to conduct similar study at a wider scale.
1.6 Scopef the study

The study focused on assessment of employee maeagegiationship particularly by
taking the case of Mekdela primary school. Duehtmrtage of money and unavailability of
information the study considers only in studying tmekdela primary school which is
located in Addis Ababa Nefas silk lafto subcity.dAalso this study focused on data of
February 2011 up to February 2013 because theadatavailable. Furthermore the student

used tabulation and percentage to make easy caopand to make easier interpretation.

1.7 Research design and methodology

1.7.1Research design

Research design refers to a set of methods aneqwoes that describe research variable.
The research conducted under descriptive researethoas in order to describe
information at hands. Descriptive research helpsg® both quantitative and qualitative

measurement methods.
1.7.2 Population and Sampling techniques

The number of population that was participatechia study was all 106 employees. Out of
106, 78 were teachers and principal who lead thacand 28 were administrative

workers. Since it was manageable the student @ssransed census method.
1.7.3 Types of data collected

The student researcher used both primary and sappddta. The primary data so as to get
first hand information from the respondents andosdary data so as to save time and
reducing data gathering costs.



1.7.4 Methods of data collection

There were two basic methods by which the studesgarcher used to collect data that was
questionnaire and interview. The questionnaire diagibuted to the employees and was
returned to the student researcher. The primarg dats obtained through distributing
questionnaire and interviewing the principal. Thecadary data was gathered from
different text books written related with the suibjematters and from the school

publications.

1.7.5 Data analysis methods

In order to analyzed and interpreted the raw fdélct¢ was obtained from respondents
through questionnaire and interview the studergarher used quantitative and qualitative
method of data analysis. Qualitative used to desayualitative data that was interview in
logical manner, where as quantitative method usedhterpret the facts by supporting

percentage and tabulation.
1.8 Limitation of the study

As it was stated, the general objective of the ystwds to assess employee management
relationship. For doing the research the followlmgitation were encountered. Such as:
Unwillingness to give information due to fear, disepersonal problem unwillingness to
return back the questionnaire timely, limited fin@h resources. But being patience the

student researcher overcome the problem.



1.9 Organization of the study

The research paper was organized in to four chapt€hapter one contained the
background of the study, statement of the probtasectives of the study, methodology of
the study, significance of the study, scope of #hedy, limitation of the study and

organization of the study.

Chapter two showed about review of related liteeguegarding employee management

relations ships.

Chapter three deals with data presentation, asalged interpretations. Finally,

summary, conclusions and recommendations was pgessander the fourth chapter.



CHAPTER TWO
REVIEW OF RELATED LITRATURE

2.1 Employee Management Relationship

In today's competitive environment success depeowisemployee using their full talent.
Whether the organization is large or small it isotlgh these employees that its goals and
objectives are achieved. Employees at all levelroake or break the organization, so that they
must be made to work at their full effort and taldemployees need something to keep them to
work even if each person’s reason to work is déifer This something impacts the moral,
productivity and /or the quality of life of the efogee. Most organization strives for high
employee morale and productivity and low turnovex ereating conducive environment for
them to work. Conducive environment can be effecbyd good employee management
relationship (www.accel-teem.com accessed on Dec2013)

Employee management relationship is a processctirapanies use to effectively manage all
interactions with employees in order to achieveaargational goal and objectives. This is the
role of the human resource department to manage abiivity by training and coaching
manager’s executives to effectively establish ak lafter the relationship their employees and
to measure and monitor that relationship to detaenwhether objectives and goals are being
achieved or no. It requires ongoing attention tlsatmanagers and their human resource
departments should be alert all the time for sifjdiscontent as well as carefully monitoring the
results of more formal assessment even if it casuiigective [ittp://smallbusiness.chron.com
accessed on Dec,12,2013).

According to cole (2002:382) “employee managemel#tionship is a contractual relation that
exists between an employee and employer even vesgrects of the relationship are subject to
collective agreement.”The contract is not only &tem document it also encompasses unwritten
or implied terms and can include custom and pracéis well as formal matters. When an
employer hires a new employee she/he is not bringmy a new member of work force but also

is starting a new relationship.



Since this relationship is in close area or conthey necessary develop a relationship, which
requires greater attention. Managing this relatigmgs vital to business success as strong

relationships can lead to greater employee happiaed even increased productivity.

The relationship between employer and employeeldhzei mutually respectful considering the
degree of closeness which depends on both the gerpnd the employee-some want this
relationship to be at distant and in doing so, ems$luat there is no confusion as to the hierarchy
that exists between them. Others prefer to becoimedly with their employees, seeing this as a
way to rise up employee happiness. While neithéionps entirely right or wrong, it is wise to
avoid getting too close, as doing so can causelitieebetween employer and employee to
become blurred Cole (2009:50). The relationshipukh@lso be one of mutual reliance. The
employer is relaying up on the employee to perfdrish /her job and in doing so, keep the
business running smoothly. Conversely, the emplagaelaying on the employer to pay him
/her and enable him/her to support him/ her anderng@lly his/her family fittp://small

business.chron.com accessed on Dec 12, 2013).

Employee management relationship can be definedtashnique used by small companies and
major Corporation to preserve a pleasant work enwirent, prevent conflict and increase
company morale, productivity and employee retentivet keep the companies profit margin
from dropping and keep staff members happy. Prggerhdled relationship between employee
and employer increases employee productivity. Egg#ananagement relationship can improve
the overall business culture and such thing inclogl@munication, conflict management, and

quality of work life, work systemhttp://smallbussiness.chron.cauocessed on Dec 12, 2013)

2.2 Definition of communication

In one organization there should be communicatetmvben the management and the employee
.Since if there is communication idea will be sklafeom one side to the other .As a result

solution will be found easily without disturbingetlorganization.

According to (Arun K.R, 2002:452).Communicationidefl as



1. Communication is the sum of all the thinge @erson does when he wants to create
understanding in the mind of another. It is a beidd meaning. It involves a systematic and

continuous process of telling, listening and unerding.

2. Communication is the intercourse by words, Iett messages, intercourse of thoughts or

opinions known to other.

3. Communication is the process of passing infolonaand understanding from one person to

another.

4. Communication may be broadly defined as the gg®of meaningful interaction among
human beings. More specifically, it is the procéss which meanings are perceived and

understandings are reached among human beings.”

5. Communication is a way in which one organizatiorember shares meaning and

understanding with another.
2.3 characteristics of communication

For the occurrence of communication there shouldduece, material media and receiver. That
is to mean a person that produce a message andanbat listen the message .In addition to
this the message is a must to occur, because witheasage no communication. Generally
according to (Arun K.R, 2002:452) the charactersstof communication is determined by the

following

1. It involves at least two personsCommunication involves at least two persons, aesend
and a receiver. The sender is called communicatdrthe receiver of the message is
known as communicate. A person who speaks, writdssoes some instructions is the
sender and the persons for whom the communicaBomeant or who receives the

message is the receiver or communicates.



2. In it message is a mustA message is the subject matter of communicatizamgle the
contents of the letter or speech, order, instrastior the suggestions. A communication must

convey some message.

3. It is written, oral or gestural. Communication is generally understood as spokenrien
words .But in reality, it is more than that. It indes everything that may be used to convey

meanings from one person to another.

4. It is a two way processlt involves both information and understanding. @aumnication is
not complete unless the receiver has understooantssage properly and his/her reaction or
response is known to the sender. Understandinigei®nd result of communication but it does

not imply agreement.

5. Its primary purpose is to motivate a responselhe primary purpose of communication is to

motivate a response or influence human behavior.

6. It is formal or informal . Formal communication follows the formal channaisvided in the
organization structure. In formal communicatiorerthis no direct communication between the
managing director and the accounts clerks. Infore@nmunication flows from informal
channels of communication which are not providetheorganization structure. These channels

develop among members because of personal cothaotsgyh working with each other.

7. It flows up and down and also from side to sideCommunication flows downward from a
superior to subordinates and upward from subordit@a superior .1t also flows between two or

more persons operating at the same level of awyhori

8. It is an integral part of the process of excharey.lt refers to the change of ideas, feelings,

emotions and knowledge and informatiob&tween two or more persons.



2.4 Types of effective communication

Effective communication in management manifest in different way (Graham and Bennet,

1995:121)
1. Formal or Informal Communication

Formal Communication: type of communication arranged or approved by the management.

Informal Communication: type of communication which is unofficial and unplanned.

2. One way or two way Communication

One way communication: Communication in which the sender makes no provision for reaction
from the receiver

Two ways Communication: This is formed in such a way that a response from the receiver is
provided for and encouraged.

3. Upward, Downward, or Lateral Communication

Upward communication: Type of communication in which information flows from a lower level
to a higher level.

Downward Communication: Type of communication in which information flows from a higher
level in the organization to a lower.

Lateral Communication: Information flows from one level to another having the same
communication.

4. Organizational Communication: Information exchange between a person and a group.
2.5. Objectives of communication

1. To convey the right messagegCommunication is meant for conveying the rightseage to

the right person. The message conveyed shioeildell understood and accepted .1t is not only
meant for simple understanding or acceptance oitilshbe translated in to practice as well .The
receiver should understand it correctly so thatnteey be able to carry out the message

effectively.



2. To serve co-ordination Communication serves as a tool to co-ordinate floete of all who

are involved in running a business .Without comroation co-ordination is a remote possibility.
3. To create industrial relations.Communication aims at good industrial relations.

4. To develop managerial skil.Communication is a learning process. Facts, inébion’s,
ideas, need etc., enrich the knowledge of the exesuwho tries to make use of the acquired

knowledge which results in to an increase in hsdem and skill.

5. To create effectiveness of policieRolicies and programmers of the enterprise need
communication to those who are the executive thEffective communication translates the
policies in to effective instrument of putting tlegganization on the rail of its progress.
Effectiveness of the policies can be judged on riik of its progress .Effectiveness of the

policies can be judged from its success whicheddp on effective communication system.

6. To boost morale. All these help in boosting the morale of the emples/who are responsible
to accomplish the given task and thereby assursubeess of the enterprise. The efficiency of
employees improves with effective system of comroattion .Productivity goes up and cost of
production show a declining trend if the communamatis effective and workers have
understood its letter and spirit (Arun K.R, 200@X15

2.6. Importance of effective communication

When there is effective communication, the orgairawill continue in existence and can
accomplish the organization goal. Furthermore It e easy to co-ordinate the workers. This
may be justified by the following importance of exftive communication written by the author
(Arun K.R, 2000:521)

1. Basic to existence of organizatiorCommunication is basic to an organization’s exise -
from birth of the organization through its contingilife .\WWhen communication stops, organized

activity ceases to exist.

2. Helps in smooth working of an enterpriseEffective communication helps in the successful,
smooth and unrestricted working of the enterprgkeorganizational interaction depends on the

communication. The manager coordinates human aysiqgal elements of the organization in to



an efficient and working unit that achieves commobjectives .lt is the process of

communication that makes cooperative action passibl

3. Basis of managerial functions.No function of management is possible without the

communication process. This is clear from the foitg:

() Planning. Planning is the most important amading functions of management. It requires
extensive communication among the executives thergiersonnel, who translate the plan into

action.

(i) Organization. Organization decides the vari@asivities of the concern, divides them in to

workable units and delegates authority to perfdremt.

(iif) Leadership .Effective leadership requires efficient system of communication in the
organization. A good leader may direct or leadshisordinate only when an efficient system of
communication is present .1t brings both the leadet the subordinate in close contact to each

other.

(iv) Motivation .An efficient system of communicati enables management to change the
attitude , to motivate influence and satisfy thebordinates .Most of the conflicts in business

are not basic but are caused by misunderstamaitiyes and ignorance of facts .

(v) co -ordination According to William Hanuman,”Good communicatiomsin coordinating

activities.”

(vi) Control. Communication aids in controlling the activitiesiolividuals, departments and

groups. The facts and, standards and informatiec@mmunicated to the concerned parties.

(vii) Evaluation .The management evaluates the performance in thé difgfixed standards
bringing out the deviation and tries to locate théntries to remove such deviations in the next

plan. This requires proper communication.

4. Maximum production at minimum cost .Every organization aims at getting maximum
output at minimum cost. For this purpose it regsiran effective internal and external

communication system.



() ininternal field effective communication sgat co-ordinates the physical and mental powers
and makes the maximum output at minimum cost ples$ip removing misunderstandings
among people , establishing good human relatiodsoperating production activities efficiently

and economically .

(ii) in external field .An efficient communicatiosystem helps in improving public opinion ,
having contacts with government departments andingetmarket information in order to

achieve the primary goals.

5. Prompt decision Information must be received before any meanindégision is taken. In
order to make prompt decision fact collecting pescis necessary. Communication is a primary

requirement for this purpose.

6. Prompt implementation Communication to subordinates concerned in ntisdeto
implement the decision effectively. Thus implemépta requires an effective system of

communication.

7. Building human relations. Man is the most active and effective factor of prebn. Good

human relations are the basis of co-operation.

8. Good morale.Morale is that element of human aspect which ma¢wa@he man to work in a

right sprit. Good communication removes the possitnf misunderstanding among the parties
concerned. Workers know what they have to do and. hbcreates a sense of co-operation
among them. It increases the morale of the workers each worker is satisfied from his/her

work

9. Avoid illusion. lllusion is the great enemy communication .Whikessing through various
stages information may be distorted by interestesitigs and create illusion and
misunderstanding among persons. An efficient sysiEgsommunication removes illusions and

misunderstanding by communicating facts and figures

10. Contact with external parties.Communication helps contacts with the outside warid
with outside agencies such as customers ,assomatmher manufacturers , advertisers ,
suppliers ,trade unions ,research councils anditutiens , etc .It increases the goodwill of the

firm .1t helps in creating favorable attitude oétpublic towards organization .



1 1 . Vital for existence.Thus communication is vital for the very existernéean organization
.George R.Terryremarked,”communication serves as a lubricantefosy for the smooth

operation of the management process.”(lbid)
2.7. Developing good management employee relations

In order to develop good management relations ntiagdollowing consequences positive. These

are:

» Ask, rather than tell, others to do things.

+ Be clear.

 Be polite.

* Know people’s names, and use them

* Recognize that everyone has a life outside work.

 Show sensitivity, be accommodating, and dqory.
For harmonious working relations the staff vintlve the following guidelines:

v' Keeping an even tone in your voice help everybooik wfficiently .Correcting errors
are best accomplished privately, politely, andqgisely.

v' Try to give precise and clear instructions .Vagued aambiguous instructions are
stressful for anyone who is trying to fulfill them.

No one is perfect, of course .If you make a mestakimit it. If someone else makes a mistake,

remember that your irritation is rarely anotheengon.
2.8. Building successful employee management relatiships

According to (Sue Fox) there are different leadgrgiractices essential for high performing
teams. Since high performing teams are compronasédyh performing individuals, this model
works equally well to show managers how to streagtthe employee management relationship

and keep employee satisfaction high.

2.8.1. Promote understanding of shared goals andgk relevance.



For employees to work together effectively, theysinunderstand group and individual goals
.When this understanding is poor, work ineffici&scilower work quality and low employee

morale often are the result.

Lack of goal clarity often is misidentified as amdividual performance issue .This leads to
blame , conflict and increased turnover by frustlaémployees who are working hard but not
getting the results the organization expects .Oftmganizations will address this through

personnel changes , but because they are addressymgptom and not the cause , the problems

will inevitably resurface.

When employees understand shared goals, talentgaanean cultivate an atmosphere focused
on problem solving, removing performance barriard delivering outcomes. This eliminates
finger-pointing because when everyone understarfus relevance of everyone else’s
contributions, employees have increased awarenefisew interdependencies and thus have

more respect for one another.

As a result, employees feel more valued and fimir thvork more motivating, which leads to a
greater commitment to the company, better indiMideantributions and higher employee
satisfaction. This creates opportunities for insegh collaboration and greater efficiencies,

leading to improved team and organizational peréoroe.

Effective managers promote better understanding pafpose by communicating the
organization’s mission, values and strategic objest To carry this good communication full
circle, the effective manager also provides opputies for employees to give feedback on this

information and then takes it back to top managemen

The organization benefits from the perspective®mployees in the trenches who often are
closest to the customer and closing the feedbaok kkan enhance the manager-employee
relationship by showing employees their opinionsl anput have value and can make a
difference

2.8.2. Ensure Adequate Knowledge and Resources



Talent managers can’t have a high-performing omgimn without competent and
knowledgeable employees who have the resourcesoatslthey need to do their jobs. People
enjoy doing work they can do well. If they are fedcto do work they aren’t qualified for, they

will not be happy and work performance and qualitly suffer.

When employees lack knowledge, they also will ussources inefficiently. Mistakes will be
common, and quality issues will be prevalent. Whmtessary resources are unavailable,
knowledgeable employees will become discouragedictwitan lead to frustration and,
subsequently, high turnover.

Like a lack of understanding, a lack of knowledge ceveal itself in the guise of poor individual
performance. The organization is likely to respamth personnel changes instead of better
training, increasing the chance the organizatidhexperience the same problem at some point
in the future.

When employees are knowledgeable and have goodroes) they are better-informed, solve
problems more quickly and make more data-drivensdets. In addition to knowing what they
need to know, knowledgeable employees have a hettdgrstanding of what they don’t know,
which also can contribute to better decision makiogss the organization.

Employees who make good decisions experience ssiccea regular basis. This contributes to
job satisfaction and empowers employees to solgblpms and make more decisions, which in

turn

, will make them feel more valued, more loyal, mbkely to stay with the organization and
more likely to produce higher-quality work.

To produce these results, the effective managemresemployees are in jobs that make the most
of their skill sets, and provides ongoing developtr&s job responsibilities and qualifications
change. To do these two things effectively, marageust take the time to get to know their

people by listening carefully for potential perfance issues and providing timely feedback.



As members of the most-distracted, information-packnd fast-moving workforce in history,
good listening skills have never been more impadrtéalent managers cannot assume they know
what employees want. Effective listening can helprgone slow down and fully consider a
situation before reacting.

When managers model good listening skills, emplsye#l learn to seek them out when they
have a problem. Thus, managers will hear more, goaldbad, in time to give feedback that can

make a difference.

Timing can differentiate feedback from criticismarly feedback allows employees to make
changes and can impact a situation. Untimely fegdbao matter how well-intended, isn’t

useful and often is perceived as an assignmeriaaféor criticism.

Managers that provide ongoing development can helijd strong employee relationships.
Development includes providing time and opportesitifor cross training and personal
development and takes into consideration indivigolalcompetencies and organizational needs.
Again, this investment in individuals makes thenelfgalued, can increase loyalty to the

company and will pay off in higher organizationatformance.(Arun K.R,2000:457)
2.8.3. Facilitate Effective Interaction

Even if talent managers promote a shared purposengnwell-trained, knowledgeable
employees who have unlimited resources, it is allyuimpossible for individuals to achieve
anything as a group without effective interactidneffective employee interactions lead to
inefficient coordination efforts, and in today’s skplace, nearly every significant project

requires cross-functional and cross-disciplinatgriaction and cooperation.

Miscommunication causes poor information sharing msakes it difficult to get the right people
involved at the right time to make the best deasioConsequently, people attempt problem
solving and decision making in isolation or withetiwrong people. This can result in poor

decision making, prolonged decision making or, evwerse, no decision making at all.



On the other hand, effective interaction can statellopportunities for collective learning for
both manager and employee and greatly enhance gegpjob satisfaction. On an enterprise
level, effective interaction creates a culture @faboration and encourages sharing of ideas and

information that is critical for innovation.

Managers can facilitate healthy employee interastilm many ways. One, they can create
environments in which people are comfortable askihgllenging questions. When managers
respond without defensiveness, they model a kegwehnecessary for productive interaction.
The best managers model effective interpersonaeh which starts by asking questions and

listening. This is easy to say, but often diffictatdo.

Building strong, valuable manager-employee relatgps starts with the basics: effective
problem-solving and decision-making processes.dxample, in meetings, do talent managers
have an agenda and stick to it? Do they make sungy@ne is heard and that certain individuals

are not allowed to dominate the discussion?

Do they make sure someone without a personal agkmildates the meeting? Considering
these questions can encourage productivity and dpeéime for more personal engagement

between manager and employee.

An organizational climate that promotes individlggrning also can facilitate effective manager-
employee relationship building. Research shows sémeercent of employees say they learn
the most when working with a colleague, which engites the need for effective interaction

between employees, and particularly between masager employees.

Interactive problem solving through listening arsking questions models positive interaction
between managers and employees. When employedisataranagers don’'t make decisions or

work in isolation, it gives them permission to the same.

When the three leadership/performance managemetegies — to promote understanding,
ensure knowledge and facilitate interaction — areplace, everyone thrives: the individual,
teams and the organization. But unless all threeimplemented effectively at the critical

manager-employee level, the other two are rendaredlly ineffective.



For example, a group’s goal clarity and knowledge aub optimized without effective
interaction among its members. Employees and masagest have good understanding in order
to have effective interaction, but having underdtag doesn’t always ensure effective
interaction will take place. An organization couldve the most knowledgeable and talented
people in place, but without clear understandingwfpose and effective interaction, employees
will become frustrated. Further, the most knowledde employees are in high demand in the

market, and they often are the first to seek opymities elsewhere.

The lynchpin to the effectiveness of all these tegies lies in the manager-employee
relationship. When this relationship isn’t succeksfindividual, team and organization

performance all will eventually suffer.

When companies refocus on this critical relatiopstiirough a renewed emphasis on basic,
effective management practices, they can improveivitual, team and organizational
performance, increase employee satisfaction arehgttien talent management and retention
efforts. Hence it comes to performance managenittngn often told but wise lesson: If talent
managers want their organizations to thrive, thesstncontinually cultivate the people and the

relationships responsible for making them.(Sue fox)
2.8. 4. Motivation

Motivation is derived from motive which means aeadneed emotion or organic state which
prompts a man to an action. Motive is an interakdr that integrates a man’s behavior. As
the motive is within the individual, it is necesgdo study needs, emotions etc. In order to
motivate him/her to work (Arun k .Rachana,20@0:4.

> Nature of motivation

An ending process Man is social animal. He has innumerable wanmtsatisfy. This induces

him/her to work. Satisfaction of wants is unendamgcess.

A psychological concept It arises from inside the individual. It canrim forced upon from

outside.



Concerned with individual .Each individual is an integrated organized whdepart of
him/her alone cannot be motivated because motivasia psychological fact concerned with

the whole individual.

Hampered by frustration. A man becomes frustrated if he fails in satigfyany of his basic

needs in spite of his/her best efforts.

Goals and motivation Goals and motives are inseparable. A man workactieve some
individual goals. After the goal is achieved he/sh@o longer interested in work .Goal means

satisfaction of needs.

Therefore, It is very essential for the managen@knhow the goals or motives or needs of each
individual, so that they may be pushed to work bgaing them towards achievement of their

goals.

The self concept as a unifying forceUnifying forces run through each individual’s tioisy

.Unifying force means drive to actualize his/hemamage.

Interplay of factors .Motivation is due to interplay among three groapactors:

(i) Influences operating within an individual thathss/her goals, needs and values.

(ii))  Influences operating within the organization that brganization structure,
technology, physical facilities, nature of jobs.

(iii) Forces operating in the external environmeat is ,culture , customs ,norms

of the society

Positive and negative motivation. Positive motivation implies use of incentives suah
increase in pay, reward, promotion etc. for betterk .Negative motivation means to emphasize

penalties such as threat of demotion, fear of ddgsb etc.

Different from job satisfaction. Motivation and job satisfaction are related thougot
synonymous. Motivation is a drive to satisfy a wadhis goal oriented behavior. On the other
hand, satisfaction refers to contentment experetadeer the satisfaction of want. Motivation is

a process whereas job satisfaction is the outcamersequence.



> Importance of motivation

1. Utilization of human resource. According to E.F.L Breech the problem of motwatis the

key to management actions and in its executioit fereager motivation induces people work.

2. Utilization of other resources. All resources except human resource can produceesaits,

unless men try to put them in action.

3. Willingness to work. Motivation influences the willingness of peomenmork and willingness

comes from within.

4. Good labor relations. In an organization all the members of the stafike their efforts to
achieve the objectives of the organization and yaut the plans in accordance with the
policies and programmers laid down by the orgaten if the management introduces

motivational plan.

5. Basis of co-operation. To show their loyalty to the group and to tbeganization , to carry
out properly the activities allocated and generdlly play an efficient part in achieving the

goals which the organization has undertaken.

6. Improvement of skill and knowledge. All the members of an organization try to be
efficient as possible and to improve up on theiif akd knowledge so that they may be able to
contribute to the progress of the organizatiomasch as possible because they know that they
will get what has been promised and mutuallyy thél be able to satisfy their personal as

well as social needs.

7. Building human relations. As the human concept of labor has changed andlabuerer is

treated as human being, motivation builds humaatiahs.

8. Tool of management. Motivation is an important tool in the handd management to
direct the behavior of subordinates in the desirednd appropriate direction(Arun
K.Rachana,2000:480-483).

2.8.5. Morale



Morale is often defined as being equivalent to galisfaction. Thus, Guion, (1958:99) defines
morale as the extent to which an individual's neads satisfied and the extent to which the

individual perceives that satisfaction as stemnfiog his total work situation.

Other definition stresses the group aspects of feaf@limmer, (1961:311) suggests that morale
is feeling of being accepted by and belonging tgr@up of employees through adherence to

common goals.

v’ characteristicsof morale

1. State of mental health. Morale is related to the state of mental heaidthich is closely
associated with loyalty, egoism, enthusiasm etc.

2. ldentification of group interest .Morale is an identification of group interest ofiet
enterprise, fellow workers and requirements ofjde

3. Subjective feeling. Morale is the subjective feeling of the employdé® morale of a group
is said to be high when the group shows an attitfdstisfaction.

4. Affects behavior, performance and discipline. Morale affects human behavior, performance
and discipline. It cannot be measured directly mutreflected in productivity, employee

discipline ,absenteeism, turnover etc

v Importance of morale

1. Higher production. Higher production and productivity of workers atfee direct result of
high morale. Higher productivity is the direct résof the positive attitude of the workers about

work that is high morale will yield more productiand better quality.

2 Harmonious relationships. Morale is an index of good feelings about théovelworkers and

the organization
3. Success. High morale leads to success and low morale brogfeat in its wake.

4. Solution of labor problems. High morale assists the management to solve aklaor

problems such as labor turnover, absenteeism, ¢cijglise, etc.



5. Utilization of psychological factors. The management has recognized the importancegbf hi
morale. It has realized that low morale has longnga effects damaging to the organization.
(Arun k.Rachana,504-505).

v Suggestions to promote morale

1. Sound wage structure. Workers accept a just and fair wage correspondingtheir
qualification and efficiency.

2. Security of job. The management should consistently follow a peelopolicy ensuring the
security of job to the competent employees sotliegt may divot their time fully with their heart

and soul.

3. Deegation of authority. Delegation of authority to subordinates at diffiet levels is

desirable in order to boost the morale of the empés.

4. Grievance procedure. The management must establish a sound grievancedure to ensure

the employees of the impartiality fairness of tagous decisions taken by it about them.

5. Suggestion Scheme. The management should invite suggestions fromwibriers for the
improvement in the job contents, leadership behlawaiod the general environment of the
organization. If any suggestion is considered adwgeous to the organization, it should be
properly rewarded and organized. This will imprdlie morale of the employees.

6. Joint consultation. To improve organizational relations and redutiee labor unrest , the
management should establish joint consultation cittees in the organization consisting of the

representative of workers and the managementninagreed number to consider the matters.

7. Employees counseling .The executives in the organization should sitetiogr with the

workers discuss and exchange views on the burnioglgms of the organization and the
industry. They should listen the grievancesd acomplaints of the workers. Regular
meetings may be arranged with the workerdniote or give suggestions on the required.

This will develop a sense of togetherness and aserenorale.

8. Recognition. Every worker desires that his achievements in dhganization should be

recognized by the superiors and he/she expect# ¢oedhis/her works



9. Sound communication. The management should maintain a sound commioricaystem
with the employees so that any information concgrihem may be passed on to them. Some
progressive management publish regular bulletinsitaming the latest news , views and
developments about the working and the workerseofdrganization and circulate them among

the employee .1t satisfies their ego and helpsitaaiing high morale. (lbid)
2.9. Meaning of conflict

Conflict is a disagreement between two or more [geopit can between groups, departments,
organization and countries etc. who perceives thay have incompatible concern. Conflict
exists whenever an action of one party is percebyednother party as preventing or interfering
with their goal or action. (Cook and Phillip, 20884)

Conflict has also been detained as a process iawvdn individual purposefully makes an effort
to offset the effort of another individual by blacy and this causes frustration in

accomplishment of his or her goals or further madrimterest in the future (Dwivedi, 2001:519)

Poor communication may create conflict between mpleyer and an employee in the work
place. Conflict is an endemic problem any socialasion an inevitable part of life, that is,
whenever people who have different goals and differout looks on life come together
conflicts is evitable. It occurs in work place whsvo or more people are unable to reconcile

constructive views, ideas or opiniortp://www.ehow.com accessed on Jan,1,2012)

Conflict when properly managed leads to positiverses of competitiveness and collaboration
in a work place. On the other hand when conflicts @h managed can create division, low

morale and chaos in the same environment (Mc Dastell, 2007:2)

Organizational conflict that is not being handlggbr@priately can be identified by a number of
signs including loss of productivity, disagreemesttjkes, destruction, obstruction and break

down.

Conflict was considered as counterproductive taaoizational goals but experts believe that
conflict free cooperative organizations tend todme statement unresponsive to market change.

Moreover it is impossible to wipe off conflict cotepely and conflicts are not altogether bad



they have creative element as well. Therefore ffarteshould be on harnessing conflict for
improvement rather than fighting considering itrhard (Ahuja &shkla 2002:290)

2.10. Types of conflict
Conflict classified in to two different forms.

(I) Intra personal conflict

Intra personal conflict occurs within individuaflirencing his physical and psychological health
and adjustment with the environment and furthessifeed as frustration, role and goal conflict.
(Dwivedi, 2001:522)

Frustration occurs when an individual is blockeddeytain barriers from the conflicting and
ambiguous role demands on the individual and caude®st stress, perceptual bias and
divergent role expectation and goal conflict arisgkere attainment of one precludes

accomplishing another. (Ibid)
(1) Organizational conflict

According to (Dwivedi, 2001:527) organizational @an classified as institutionalized conflict
and emergent conflict. Institutionalized conflictrises from formal organization and
technological process and emergent conflict afiees personal and social reasons.

Institutionalized conflict: this kind of conflict originates from division afork .1t involves
oppositions and clashes between and within depattm&his type of conflicts has briefly
considered as

+ Individual Vs Individual conflict: is common at wooccurs when each department and team
strives only for its own goal such as status pgestpower, money etc. by disregarding the
goals of other department or team.

+ Individual Vs organization conflict: it exists wh there is a difference between the need
of psychologically mature individual and a formaiganization.

¢+ Hierarchical conflict: the most typical hierarcHia@nflict occurs between the labor and
management group, when the manager attempts tootmubordinate too tightly and
subordinates resists.



¢+ Functional conflict : arises from the organizatibitame work ,this kind of conflict occurs

between departments and has a built in potentiahvihey try to meet and resolve problems

or conduct yearly planning .

¢ Line staff conflict: arises from or within therganizational structure .Both staff and line

persons have different responsibility and eachugns group is equipped with divergent

stereotypes towards each other. This personaliiggravated due to divergent criteria for

attainment of goal in the organization.

Emergent conflict occurs from social and personal reasons in aamzgtion and it has been

classified as individual Vs informal, Formal - imfieal, status and political conflict.
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Individual Vs informal group conflict: arises whemdividual seeks to accomplish his
goals through his informal group which demands wtmamount of conformity or
understanding behavioral pattern.

Formal -informal conflict: is common at work imfoal expectation may contradict
formal expectation because informal organizatiomehtneir own specific goals ,norms
and values which may totally opposed to thosdoomal organization.

Status conflict: occur largely by technological mhas and initiation of actions. Seniority
and age is no more criteria for accomplishing higétatus in this era of technological
growth but also young specialist may supersedeosg@rsons in enterprise because of
their expertise.

Political conflict: arises when an individual orogp attempt to get a head, regardless of
the means of adopted to do so. An individual magn ggomotion by undermining
seniority or performance of another individual miaformal way in contradiction to the
prescribed system of merits of seniority .Therefiie causes a political conflict in the

organization.

2.11. Managing conflict

According to Louren Nelson (ehow contributors) anlver of conflict management strategies are

available. Some of them are



Avoidance: instead of facing the problem and deglinth the conflict you avoid the issue
together. It may provide temporary agreement biltselve the problem causing the conflict
to happen gain usually as lose-lose approach.

Accommodation: involves one side making concessida. Typically classified as lose-win
approach as the person making concession doesc®ve anything for their efforts, but the
recipient of the concession wins.

Competition: occurs when at least two mutually essle solutions are presented for a
problem and one must be selected. It is classdge@in-lose approach as only one solution
can be selected.

Compromise: is a conflict management strategy whérparties involved make a sacrifice
to achieve a common goal. It usually classifiedoas-lose approach as each side must give
up something importance. This approach can be@essful one is long term relationship but
may breed frustration in short term engagementitgato dissatisfaction with the final
product of interaction.

Collaboration: occurs when parties involved in aftiot work together to develop a solution

that meets everyone needs(http://www.ehow.com)



CHAPTER THREE
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

This part of the study is about the presentatioalysis, and interpretation of the data gathered
from the respondents.

Mekdela primary school has 106 employees. As tmeban of employees is manageable, all the
employees have been included in the study (cenagsuged).Interview and questionnaires were
used as data gathering tools. Interview was coedueith school principal, and questionnaires
were prepared and distributed to employees’ .Od06fquestionnaires distributed to employees,
98 guestionnaires were completely filled and regdrhack to the student researcher.

3.1. General characteristics of respondents

Table 1, shows the general characterist€srespondents which includes their gender
distribution ,age distribution, educational le\asdd service year.

Table 1: General characteristics of respondents

No | Item Respondents
Number Percentage ( %)
1 Gender
Male 38 38.8
Female 60 61.2
Total 98 100
2 Age
Below 18 year - -
18-35 year 62 63.3
36-55 year 25 25.5
Above 55 year 11 11.2
Total 98 100
3 Educational level
Below 12 grade 5 5.1
12 complete 7 7.1
Certificate 6 6.1
Diploma 59 60.2
Degree 21 21.5
Above degree - -
Total 98 100
4 Service year
Below 6 month - -
6 month to 5 year 25 25.5
6 year-10 year 43 43.9
11 year-15 year 9 9.2
Above 15 year 21 21.4

Total 98 100




According to item 1 of table 1,with respect to sbstribution, out of 98 employees 38
(38.8%) were males .And 60(61.2% ) of thlespondents were females .So this shows
the majority of respondents were Females. Ragardge distribution of respondents
62(63.3%) were within the age range of from 18-38g£25(25.5%) fall within the age range of
36-55years.The rest 11(11.2%) of the employees watiegorized above 55 years. This shows
the majority of the respondents were young. Thiglies they may not be interested to stay for a
long time in school for the future.

Concerning educational level of respondeb{®1% ) were below 12, 7(7.1% ) were 12
complete ,6 (6.1%) were certificate ,59 (60.2%revdiploma holder and 21(21.5%) were
degree holder .This shows the majority employesre diploma holder. This implies now a
day the policy put that every elementary schooughdave at least diploma holder employee.
As a result the school almost fulfilled it.

Regarding service year 25 (25.5 %) were @thm® to 5 year ,43(43.9% ) were 6-10
year,9(9.2% ) were 11-15 year and 21(21.4% Yyewabove 15 year. So this shows the
majority of the respondents were experienced.

3.2 Analysis of findings of the study

To investigate the employee management relatione by mekdela primary school ,some
general and specific questions were raisedh® school and specifically issues related
employee management communication ,employeeticipation and way of conflict
management. Thus in this part of study respsnfrom employees were summarized in
the form of percentage and responses frohod principal were also presented.

Table 2: Respondents Answer related to wgrktondition of the school

No | Item Respondents

Numbetr Percentage ( %)

1 | To what extentare you comfortable with the
working condition of your school?
Very comfortable - -
Comfortable 30 30.6

Indifferent 5 5.1
Uncomfortable 63 64.3
Very uncomfortable - -
Total 98 100

As indicated in item 1 of table 2,30 (30.6%)espondents replied as comfortable ,5(5.1%)
replayed indifferent and 63(64.3%) employee agptl uncomfortable. This indicates that the
majority replied uncomfortable. This showsatththe employee were not interested to
stayed for along time inthe school.



Table 3: Respondents response about maintaimanagement relationship

No | Item Respondents
Number Percentage ( %)

1 How do you rate the effort made by school
principal in maintaining smooth employee
management relationship?

Very high 6 6.1
High 6 6.1
Medium 21 21.4
Low 49 50.0
Very low 16 16.4
Total 98 100

Concerning the effort made by the schoolgpal to maintaining smooth management
relationship ,6(6.1%) replied very high ,6(6)1%eplied high ,21( 21.4%) replied medium
,49(50%) replied low and 16(16.4%) repliedry low. This shows the majority were
not satisfied by the effort made by thengpal that is why the majority reply loand
very low. This implies the employees may leavestigool in the future.



Table 4: Respondents response related to comatigric

No | Item Respondents
Number Percentafe
1 How do you evaluate the application
of good communication in your
school?
Very adequate - -
Adequate 32 32.7
Neutral 8 8.1
Inadequate 58 59.2
Very inadequate - -
Total 98 100
2 | Is there any formally arranged
communication flow within the
school?
Yes 28 28.6
No 59 60.2
| do not know 11 11.2
Total 98 100
3 If your answer for question
number 2 is Yes ,what kind of
communication
Upward 10 35.7
Downward 15 53.6
Lateral 3 10.7
Diagonal - -
Total 28 100
4 | There is open communication
between you and your principal
Strongly agree - -
Agree 29 29.6
Neutral 8 8.2
Disagree 61 62.2
Strongly disagree - -
Total 98 100
5 How do you rate the efforts of
the principal in communicating
the values, mission ,visions and
objectives of the school?
Very high 10 10.2
High 40 40.8
Medium 36 36.7
Low 12 12.3
Very low - -
Total 98 100




tem 1 of table 4 describes that the extemtwhich good communication is applied in
the school. As the table indicates 32(32.7pblgd adequate,8(8.1%)replied
neutral,58(59.2%)replied inadequate .This shows timajority replied degree of
communication is not enough. This implies theha®l principal was in problem to coordinate
the workers.

Again initem 2 of table 4, respondents were dsieout availability of formal communication
flow. Accordingly ,28(28.6%)replied yes , 59(B%)replied no and the remaining
11(11.2%)replied | do not know. This shows théte school performs its activities
randomly as the interest of the management.

In item 3 of table 4 , employees were requestdddicate the type of communication in the
school. Hence 10(35.7%) replied upward , 15(53.68plied downward and 3(10%) said

lateral. This shows out of 28 respondentsntioee than half said communication was
from principals to subordinates. In case pém communication takes place between
employee and principal ,29(29.6%)responded agi@Besponded neutral and

61(62.2%)responded disagree. The majority iedpllisagree. This implies there were
communication barrier. And in item 5 of tabfewhich is regarding efforts made by the
principal in communicating the values, missiobjectives , 10(10.2%)replied very high

,40(40.8%)said high ,36(36.7%)said medium and 13@eplied low. This shows the

majority knew the mission ,vision and objectivef the school. Or this shows the majority
had an information about values ,missiongvisand objectives of the school. This implies
the employees know the school values, missionyvaiohand objectives of the school.



Table 5: Employee participation rating by empgley

No Item Respondents
Number | Percentage (%
1 | Howdo you rate principalsin giving atient
to employees view and narrow the gap with
them?
Very high 2 2.0
High 27 27.6
Medium 11 11.2
Low 54 55.1
Very low 4 4.1
Total 98 100
2 | How do you rate the commitment of the
principals to motivate the employees?
Very high 1 1.0
High 19 194
Medium 16 16.3
Low 59 60.2
Very low 3 3.1
Total 98 100
3 | How do you rate principals in keeping aier
of employee?
Very high - -
High 29 29.6
Medium 15 15.3
Low 49 50.0
Very low 5 5.1
Total 98 100
4 | The school facilitate or prepare effective
interaction between you and your principal
Strongly agree 3 3.1
Agree 23 23.4
Medium 11 11.2
Disagree 57 58.2
Strongly disagree 4 4.1
Total 98 100

In item 1 of table 5 shows that 2(2%) of thespondents said the principals giving
attention to employees view to be very highile 27(27.6%) responded high ,11(11.2%)
were medium , 54(55.1%) replied low and 4(4.B¥}Yhe respondents felt giving attention
to be very low. This shows the majority salow .This implies the school

principals

ignores the employees ,it results in problenctdating effectiveness of the progress.




In case of commitment of the principals iterofZable 5 shows 1(1%) of the respondents
said the motivation was very high where ad99(%) put high , 16(16.3%) medium .But for
59(60.2%) was low and 3(3.1%) very low. Thebows the majority felt sad about the
commitment of the principals in motivating themployees. This implies that the employees
may become less productive in their work.

According to item 3 of table 5 ,29(29.6%) reglhigh that principals kept the morale of
employee ,15(15.3%) replied that medium ,49(50%glied low and 5(5.1%)replied very low.
This implies the majority is not satisfiday the principals action of keeping morale of
employees. Item 4 of table 5 concerning theeradtion between the employee and
principal 3(3.1%) indicated strongly agree,23(28)4agree ,11(11.2%) medium ,57(58.2%)
disagree and 4(4.1) strongly disagree. This impiliee majority put that there were small
attention was given concerning preparation ofkinh enough and suitable interaction
program.This implies that the employees may noehmsitive attitude to the principals.



Table 6: Employee treatment rating by employee

No Item Respondents
Number| Percentage (%)
1 To what extent principals are competent in
giving clear instruction to employees?
Very competent 3 3.1
Competent 26 26.5
Indifferent 7 7.1
Incompetent 58 59.2
Very incompetent 4 4.1
Total 98 100
2 To what extent principals are polite?
Very high 5 5.1
High 46 46.9
Medium 20 20.4
Low 23 23.5
Very low 4 4.1
Total 98 100
3 To what extent principals respect employees?
Very adequate 5 5.1
Adequate 44 44.9
Neutral 21 21.4
Inadequate 22 22.4
Very inadequate 6 6.2
Total 98 100
4 How do you put fairness in distributing work
load
Very adequate 1 1.0
Adequate 24 24.5
Neutral 12 12.3
Inadequate 50 51.0
Very inadequate 11 11.2
Total 98 100
5 The school principals call their employees by
names
Strongly agree 30 30.6
Agree 35 35.7
Neutral 22 22.5
Disagree 11 11.2
Strongly disagree - -
Total 98 100




When considering employee treatment item 1loieté ,3 ( 3.1% ) replied very competent in
giving clear instruction , 26 (26.5% )said catgnt ,7 (7.1% ) replied indifferent , 58
(59.2% ) replied incompetent ,and 4 (4.1% )replie@ry incompetent. This shows the
majority was not satisfied by the school pipal knowledge in delivering clear
instruction.

From the total size of respondents in caseslmowing politeness of the principals, 5
(5.1%) said very high , 46 (46.9% )high , 20.426 ) medium,23 (23.5% )low and 4
(4.1%)very low. This shows that the migjorof the respondents were satisfied bye th
principal’s politeness. Moreover , 1 (1.0% )deted very adequate , 24 (24.5% )adequate
12(12.3% )neutral , 50(51.0% ) inadequate an@1112% )very inadequate for fairness in
distributing work load. This shows there wadividual difference in distributing work load.

In item 5 of table 6 ,respondents were askedeflect on the statement which reads as
principals call employees by name 30 (30.6% )egpbtrongly agree,35 (35.7% )agree ,22
(22.5% )neutral and 11 (11.2%)disagree . Thisows the school principals knew their
employees very well.

Table 7: Performance appraisal and feedback

No ltem Response
Number Percent (%)
1 The principal execute fair performance
appraisal and give timely feedback
Strongly agree 2 2.1
Agree 11 11.2
Neutral 11 11.2
Disagree 63 64.3
Strongly disagree 11 11.2
Total 98 100

According to table 7,2 (2.1%) felt strongly reg ,11 (11.2%) felt agree ,11 (11.2%) felt
neutral ,while 63 (64.3%) responded as disagaed 11(11.2%) informed strongly disagree.
This shows that there was a problem of ngjviimely feedback.This implies the employee
did not learn from their problem.



Table 8: Employee management relationship

No Item Response
Number Percentage (%

N

1 How do you rate the effort of the
principals in arranging get together ,lunc
program ,or any socialization event?

-

Very high - -
High 17 17.3
Medium 15 15.3
Low 51 52.0
Very low 15 15.4
Total 98 100
2 How do you evaluate the employee

management relationship which is practided
in your school?

Very poor 6 6.1
Poor 52 53.1
Medium 15 15.3
Good 23 23.5
Very good 2 2.0
Total 98 100

In regarding table 8 of item 1, 17 (17.3%)plied high , 15 (15.3%) replied medium ,
51(52%) replied low and 15 (15.4%) repliedrw low. This shows more than half of the
respondents said low. This implies principals madell effort to made interactions between
principal and employees.

Regarding the open ended question raised, whom ailp tlink is responsible to manage
employee management relationship; the majority garehs the responsibility of the principal
specially by searching employee’s interest with sisbool objective. Furthermore, under the
open ended question called, what do you think #®ult of poor management employee
management relationship, the majority proposed ldasls to less productivity, disagreement,
misunderstanding and leaving the school.

Moreover ,concerning evaluating employee managemetdtionship ,table 8 of item
2,6(6%)replied very poor,52(53.1%)replied poor,B8%)replied medium,23(23.5%) replied
good and 2(2%)replied very good. This shows theoriigjreplied poor. This implies in the
school there was a problem of employee manageraktionship.

Again for the question raised in the other openedndf your answer was poor or very poor;
what was your reason, according to the majoritthefrespondents: since there was not formally
arranged communication , the principals are nofgssionals, just sides for their relatives ,did
not have clear conflict resolution method and ditdhmave counseling method. In addition it was



asked ,what needs to be done to improve employsemgement relationship .Therefore the
majority provided that the school principals sholkdopen for every employee ,they should give
true answer instead of giving pretext ,they shardnge regular meeting time , they should
treat the employees equally ,they should evaluage @mployee performance ,they should
peacefully solving problem ,they should give feexkbamely , they should give the incentive to

the employee, they should prepare counseling prnogttaey should identify needs and problems
of the employees.
Table 9: Availability of conflict in the schookeasons, and resolution mechanism

No Item Respondents
Number Percentage (%
1 Do you know about conflict?
Yes 93 94.9
No 5 5.1
Total 98 100
2 Is there any conflict in your school?
Yes 58 59.2
No 24 24.5
| do not know 16 16.3
Total 98 100
3 What do you think the consequences of
conflict in your school?
Disagreement 55 56.1
Loss of good result 36 36.7
Abstraction and breakdown - -
Strike 7 7.2
Others -
Total 98 100
4 Is there any conflict resolution mechanism
your school?
Yes 15 15.3
No 51 52.0
| do not know 32 32.7
Total 98 100
5 If your answer for the above question is
yes ,what kind of conflict resolution is
used ?
Avoidance 11 73.3
Accommodation - -
Competition - -
Compromise 4 26.7
Others - -
Total 15 100

~—

Regarding table 9 of item 1, 93(94.9%) had ewkedge about conflict but the remaining 5
(5.1%) did not know about conflict. Furthermos8 (59.2%) informed that there was conflict



,24(24.5%)informed no conflict at all but 1®(3%) said that | do not know. Therefore the
majority replied conflict was occurred in the schobhis shows that there was

institutionalized conflict in the school. Regardiognsequence of conflict in item 3 of table 9,

55(56.1) replied disagreement, 36(36.7) replied tfgesult whereas the remaining 7(7.2%) said
strike. This implies that there was conflict andesults in more of disagreement. This resulted in
problem of effective job performance.

Concerning for the open ended question ,what kfreboflict ,what was the reason and how the
management should trying to solve, the respondeamglied: the type of conflict occurred was

institutional and it was between employee andnagement due to conflict of interest, loss
of benefit ,load distribution ,negligence , sbcand economical right ,absentee ,improper use
of time ,buying lower quality of goods anaduld be solved through communication .

In case of item 4 of table 9 ,15(15.3% ) saidt tthere was conflict resolution ,51(52.0%)
replied that there was no conflict resolution noeltland 32(32.7%)replied | do not know. This
shows that the majority responded there was ndicbrésolution method. This indicates that it
create low morale, loss of productivity, disagreetn@&t the end concerning item 5 of table
9, out of 15 respondents 11(73.3%) said avoidandeda(26.7%) compromise. This shows the
majority said avoidance .This indicates this magvpte temporary agreement. As a result the
problem arise within a recent time.

Table 10 About counseling

No Item Response
Number Percentage
(%)
1 Is there any counseling program in your
school
Yes - -
No 82 83.7
| do not know 16 16.3
Total 98 100

From the total size of the respondents iseas counseling 82(83.7%) said yes, concerning
whether there was counseling program or not (1663%) said | do not know. This shows

that the majority said there was no counggtirogram. This implies it loss developing

a sense of togetherness and decrease moralendgilies the employee did not devote.

3.3 Analysis of Interview with &ool principal
This section briefly describes the intewieconducted with the school principal.

Q.1. What do you think the relationship betweprincipal and employee should be?



Ans. | think in order the teaching learnimgocess to be good ,the principal and the
employee should do their work together effeddyi and whatever any problem appears they
should communicate clearly and freely in a demtic way ,mutually respectful ,the
principal become friendly with their employees

On the other hand the majority of the erpeld said that there was no clear
communication in the school. But the majoridy the employee said the principal was
polite and respect the employee .This showat tine principal became polite and gave
respecting but in difficulty concerning commuriioa.

Q.2.What do you think the importance ofg@mployee management relationship?

Ans. It was known that without good commutima no work done properly that means
the organization goal and objectives will no¢ achieved .Because of this the following
are the importance of good employee managemelationship , the teaching learning
process becomes smooth this leads to the rdgidesult might be good ,the employee may
take responsibility given by the principaltarestingly, working environment becomes safe
and so forth.

On the contrary the majority of the empleysaid that the effort made by the school
principal was low and there was no good compation ,and also the majority of
employee replied working condition or workingveonment was uncomfortable. This shows
there was a difference between employee andipals.

Q.3.Which type of flow of communication woused to communicate with your
employees ?

Ans. The type of flow of communication we dses down ward communication but the
school used this type of communication flesimply unknowingly which means no
formally arranged or designed organizationalicstired.

Similar to the majority of the employee tlpeincipal also replied there was no formally
arranged communication in addition to this ofit28 employee 15(53.6%) replied there was
downward communication like that of the priradip These shows there were communication
barriers.

Q.4.Did forms of communication practicés your school?
Ans. No

The majority of the employee like that ofrmipal said that forms of communication was
not practiced in the school. This shows that tight message might not be addressed to the
concerned person or party ,might be coordinatiooblem existed, might be the effective of



communication like completeness ,conciseness ,etereess ,clarity , courtesy ,correctness
,consideration might not be addressed properly.

Q.5.What kind of employee management relationghgwacticed in your school?

Ans. The employee management relationship ipexttin our school so far was to some
extent it was good but | could not say huddvercent it was ok since it was not possible
to fulfill the interest of all employees.

On the other hand the majority of the emplogesl that the employee management
relationship practiced in the school was podiisT implies there was difference between
employee and the principal.

Q.6.What do you think the result of poorpémyee management relationship?

Ans. Itis well known that poor managementuhssin, the school does not accomplish the
goal and objectives according to the plan, thierest and performance of the employee
becomes very low ,the confidence of the ewgxan their work will decrease from time to

time ,work inefficiency ,low work quality ests

Path goal theory states that effective leadafkience employee satisfaction performance
by making their needs satisfaction contingent on effective job
performance(Steven,1,2000:442) and the schooicipal idea was related to the path goal
theory. This shows that without satisfying emplopegob performance.

Q.7. What do you think factors that affecositih employee management relationship?

The first and the most important factor thdfe@ employee management relationship is
transparency ,the others are making the werkvironment safe ,preparing formal
discussion time ,dividing the work fairly ,gng feedback to the workers timely, looking
every employee equally.

If this was so , on the contrary the mayorof the employee informed that there was no
timely feedback forwarded , there was no fdivision of work furthermore there was no

formally arranged discussion time. This showeere was difference between employee and the
principal.

Q.8.Is there any problem associated withplegee management relationship in your
school?

Ans. No problem existed.

Although the principal said no problem sodaisted ,the majority of the employee said
there was problem. This shows there wasréifiee between the employee and the principal.



Q.9. How would you manage conflict irouy school?

Ans . When conflict may happen first amat fmost we searching for the causes of
the problem next communicate with the eme@éyconcerning the problem that happened
at the end as much as possible tried taonecothe solution just using different

techniques(that using procedures ,policies etc)

On the contrary the majority of the emploge& the school had no conflict management
or conflict resolution method. This implies thevas difference between the employee and the
principal.

Q.10.1s there any counseling program your school?

Ans . No counseling program. But if somethihappen related to counseling the school
directed to employees who have large servibes made solutions for the problem
occurred and also before taking decision tireggd to give advice.

Similar to the majority of the employee th@pipal also said no counseling program in
the school. This implies there was no timest&hange and views on the burning issue of
the school.



CHAPTER FOUR

SUMMARY, CONCLUSION, AND RECOMMENDATION
4.1 Summary

When the student researcher did this study usectiggége research and in terms of data type
and it focused both qualitative and quantitativertirermore the population participated were

106 using census since it was manageable. Out®pagicipants, 98 participants returned the
guestionnaire. The study also used both primaryssedndary data .The data was collected by
using questionnaire and interview. On the contrarythe way of collecting the data the student
researcher was exposed with problem that was all phrticipants were not returned the

guestionnaire and some others were not returrtedety.

Generally the study attempted to address thinee basic questions in the first chaptér o
the paper .The major finding of the studg aummarized as follows.

» Among the respondents (61.2%) of them wereafe while the rest (38.8%) were
male.

» Age wise most of the respondents weresbet age ranges of 18-35.

» Regarding educational background of thespondents , the majority of
respondents (60.2%) were diploma.

» Regarding service year, (43.9%) of the respotsdeare from 6-10 years.

» With regard to working condition of the sohg the majority of the respondents
(64.3%) said uncomfortable.

> (50%)of the respondents said ,the effort magethe school principal to maintain
smooth management was low.

> (59.2%) of the respondents put inadequate eronmy the extent to which good
communication applied in the school.

> (60.2%) of the respondents said there wasfonmally arranged communication in
the school.

» Concerning whether there was open communitatio not between the principal
and the employee ,the majority of the resleos (62.2%) disagree.

» Regarding the efforts of the principal tommunicating the values , mission
,vision and objectives , (40.8%) of the respatsisaid high.

» In case of the principal giving attention émployees view and narrow the gap
with them , (55.1%)of the respondents said. low

» The majority of the respondents (60.2%), tbemmitment of the principals to
motivate the employees was low.

> (50%) of the respondents said that the pringipieeping morale of employee was
low.



More than half of the respondents (58.2%) dmsagabout the school facilitating or
preparing interaction between the principad the employee.

More than half of the respondents (59.2%) Saimbmpetent concerning the extent
in which principals giving clear instructic employees.

Regarding politeness of the principal (46.9%) of the respondents said high.
(51%) of the respondents ,said that thenésis in distributing work load by
principal was inadequate.

(45.9%) of the respondents said agree thatdheot principal call their employee
by names.

Regarding executing fair performance appraisdlg@ving timely feedback, the
majority (64.3%) said disagree.

(52%)of the respondents said that the effort th@ principal in arranging get
together ,lunch program ,or any socializaterent were low.

Concerning the employee management relationphigticed in the school,
(53.1%)of the respondents said poor.

(94.9%) of the respondents knew about conflict.

(59.2%) of the respondents said yes concernirgjtven there was conflict or not.
Regarding the consequence of conflict , (&jdf the respondents said the
consequence took place resulted in disagreement.

More than half of the respondents (52%) s#igtre was no conflict resolution
mechanism in the school.

The majority of the respondents (83.7%)shal there was no counseling program
in the school.

As to interview response ,according to thengypal of the school the view
summarized as ,the principal and the emplosieeuld do their work effectively
and should communicate freely. In additiontlds the principal said no formally
arranged communication but unknowingly theosthput in to practice downward
communication. Furthermore the principal in oaadhsaid no problem existed on the
other hand there was no clear and known edungs program.



4.2. Conclusions
On the basis of the finding stated abotee, following conclusion can be drawn
» The employee management relationship practicedhensthool lacks effective
interactions between them lacks transparency, |&mkeal communication and
did not have clearly known counseling departmentciviis very important. As a
result these may retard the performance ofwibkkers and the productivity
or the service given by the organization tlesult in difficulty to accomplish
the goal and the objective of the organaratas well.

» Under this study one may understood that the eneglayere not treated well by
the principal, this is to mean there was unfaiatiment, and attention given to
employees view was insufficient. As a result tamployees might not fully
devoted to their work and employee did rm&ftow his or her self
initiation further more they became less res¢ed towards their job.

» The findings shows that effective communicatidacilitating effective
interaction, motivating employees, keeping moraleemployees, way in the
school of managing conflict were basic factors ibuthe school there was high
communication gap ,minimum employee participationsatisfactory conflict
resolution method and no counseling programwéen principals and
employees .Thus, this may result in informatimisunderstanding and delay
of decision of the organization.



4.3. Recommendations

Based on the findings of the study and kaion drawn the student researcher forwards
the following recommendation hoping that thenay contribute to a better and improved
leadership practice of mekdella primary school

e It is strongly recommended that the princigdl the school should improve the
relation they have with their employees thiougree discussion ,creating
opportunities for increased collaboration ,pdivg opportunities for employees to
give feedback , generally facilitate effectiv@eraction.

e The principals should understand the interest efdmployee, should equal attention
and treatment for their employee through promotigiging equal benefit based on
efficiency of the worker and giving a chance foe #tamployee to forward their view
and accepting it according to the importance.

* Without effective communication, out of involaent of employee and absence of
conflict resolution method the employee couddt carry out their role properly
because they are related to each other. Tdrerethe principal should improve
their communication with employees effectivetitfrough formal and informal
communication ,and also should prepare or designflict resolution method and
counseling program like that of different cuittees found the school.
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Appendix-A
St. Mary University

Business faculty

Department of management
Questionnaire to be filled by employee of mekdelgrimary school
Purpose

This questionnaire is designed by under graduasscstudent of St. Marry University. This
guestionnaire is designed to assess employee nrarageelationship in the case of mekdela
primary school. The data which will be gatheredordy for education purpose. Your true
response to the options is very important for thecessful completion of the study.

Instruction:

* You are not required to write your name.
« Give your response by puttingvamark on the space provide

I. General characteristics of the employee

1. Gender
A MAE [ ] B. FEMALE [ |
2. AGE
A. below 18 year [:] B 18-35 vyear l:l

C 36-55 year D D.above55year D

3. EDUCATIONAL LEVEL

A. below 12 [:] B. 12 complete [:] C. Certificate [:]
D. Diploma [:] E. Degree [:] F. Above degree [:]

4. SERVICE YEAR IN THE SCHOOL
A. Below 6 month [:] B. 6month to Syear [:]

C.6-10year ] D.11-15year | | EAbove 15year | |



Il. Employee management relation

1.To what extent are you comfortable with the working condition of your school?
A. Very comfortable D B. comfortable DC.Indifferent El D. Uncomfortable El
E .Very uncomfortable l:\

2. How do you rate the effort made by school principal of mekdella primary school to

Maintain the smooth management employee relationship ship
A. Very high D B. High \:l C. Medium D
D. Low D E. Very low D

3.How do you put the extent to which good communication applied in your school?

A. Very adequate \:l B .Adequate :l C .Neutral :l D. Inadequate D
E. Veryinadequate \:l

4. Is there any formally arranged communication flow within school?
A. Yes [:] B.No [::l C.l1do not know [::l
5. If your answer for the question number four is yes, what kind of communication is it?

(You can select more than one answer)

A. Upward :l B. Downward :l C. lateral :l D. Diagonal l::]

6. There is open communication between you and your principal?

A. Strongly agree [:] B. Agree \:l C. Neutral [:] D. Disagree [:]
E. Strongly Disagree El

7.How do you rate the effortsof the principal in communicating the values , mission,
Vision and objectives of the school?

A. Very highl: B. Highl:\ C. Medium[:\ D. low D E. Very low D
8. How dovyourate principals in giving attentionto employees view and narrow the gap with

them?

A. Very high l:\ B .high :\ C. medium D D.Iow:‘ E. Very low [::\



9.How do you rate the commitment of the principals to motivate the employees?

A Very high [:] B. High l:\ C. Medium [:] D. Low [:] E. Very low \:\

10. How do you rate principals in keeping morale of employees?

A Very high D B. High \:l C. medium [:] D. Low [:] E. Very low D

11. The school facilitates or prepares effective interaction between youand your principal?

A .Strongly agrees [::l B. Agree [:] C. Medium[:] D. Disagree [::l

E. Strongly disagree [:]

12. To what extent principals are competent ingiving clear instruction to employees?

A.Very competent [::l B. Competent[:] C .Indifferent [:]
D. Incompetent \:l E. Very incompetent :l

13.To what extent principals are polite?

A. Very high D B. High D C. Medium D D. Low D E .Very low D

14. To what extent principals respect employees?

A. Very adequate :l B .Adequate [:] C. Neutral [:] D. Inadequate :l

E. Very inadequate D

15.How do you put fairness in distributing work load?

A.Very adequate [:] B. Adequate [:] C. Neutral [:] D. Inadequate[:]

E. Very inadequate :l

16. The school principals call their employees by names?

A. Strongly agree :l B. Agree D C. Neutral \:::\ D. Disagree :l
E. Strongly disagree ‘:l

17.The principal execute fair performance appraisal and give timely feedback?

A. Strongly agree [:] B. Agree D C. Neutral [::l D. Disagree D
E. Strongly disagree [:]

18.How do you rate the effort of the principals in arranging get together ,lunch

[] [ ]

program ,or any socialization event?



A. Very high D B. High C. Medium D D. Low
E.Very low D

19. Whom do you think is responsible to manage employee management
relationship? How?

20. What do you think the result of poor management employee relationship?

21How doyou evaluate the employee management relationship which is practiced in your
school?

A. Very poor l:l B. Poor l:l C. Medium l:l D. Good l:\
E.Verygood [ |

22.If your answer for question No. 21is very poor ,or poor, what would be the

reasons?

23.In your opinion , what needs to be done to improve employees management

relationship in the school ?

24. Do you know about conflict?

A. Yes l:‘ B. No D

25.1s there any conflict inyour school?

A.yes D B .No l:\ C. | donot know D

26. If your answer for the above question is yes,

A. What kind of conflict isit?

B .Between whom does it occurs?

C. What was the reason?

D How the management trying to solve it?




27. What do you think the consequences of conflict in your school ?( You can select more
than one answer & put in ranking order)

A. Disagreement D B. Loss of good result D C. Abstraction &break down D

D. Strike l:\ E .Others (specify)

28.1s there any conflict resolution mechanism in your school?

A. Yes l:\ B. No D C.I do not know El

29.If your answer for the above question is yes, what kind of conflict resolutionis used?

A .Avoidance \:\
B .Accommodation D
C.Competition D
D. compromise l:\

E .Others (specify)

30. Is there any counseling program in your school?

A Yes D B .No D C.I do not know D

31.If your answer for the above question is yes ,what do you think its importance?
A .Developing positive change in the employee’s performance D

B. Finding a solution about problem D

C. Handling disputes D
D. Others (specify) \:\
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Interview Guides

1 .What do you think the relationship betwgancipal and employee should
be?

2. What do you think the importance of good empéoymanagement
relationship?

3. Which type of flow of communication is you usedcommunicate with your
employees?

4. Did forms of communication practiced in your col?
5. What kind of employee management relationshgrasticed in your school?
6. What do you think the result of poor employeaagement relationship?

7. What do you think factors that affect smooth kEy@e management
relationship?

8. Is there any problem associated with employerag@ment relationship in
your school?

9. How would you manage conflict in your school ?

10 .Is there any counseling program in your school ?
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