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ABSTRACT:

Higher education in underdeveloped countries like Uganda has changed over the past 20 years,
and innovation is crucial to addressing these changes. Based on the combined theoretical
perspective of: Social exchange theory, Denison’s organizational cultural model and Spritzer’s
empowerment model, the present study examines the relationship between perceived
organizational support (POS), servant leadership (SL), organizational culture (OC), and innovative
work behavior (IWB) among academic staff in Uganda’s public universities. Specifically, this
study focused on examining the relationships between: i) POS and IWB ii) SL and IWB iii) OC
and IWB i1v) POS and psychological empowerment (PE) v) SL and PE vi) the mediating effect of
PE on the relationship between POS and IWB vii) the mediating role of psychological
empowerment on the relationship between SL and IWB. To achieve the study’s objectives, a cross-
sectional and mixed-method study approach- which combines quantitative and qualitative methods
was adopted using a sample of academic staff from Uganda’s public universities. Based on 308
valid observations, the quantitative data analysis included structural equation modeling, zero order
correlations, and descriptive statistics using SPSS 19 and AMOS V.21tvm. For mediation analysis,
the bootstrap approach using AMOS was used. The qualitative data was collected from 10
universities; the point of saturation was reached after 28 senior managers and analysed using the
Gioia methodology with the aid verbatim quotes to account for the emerging themes. The findings
of direct effects confirmed a positive relationship between POS, SL, OC and IWB. The findings
also established that the relationship between POS, SL and IWB is positively and partially
mediated by PE. This study concludes that the alternative path to improvements in IWB integrates
individual (perceived organizational support, servant leadership, and psychological
empowerment) and organizational perspectives (organizational culture), especially in public
university setting. The results provide support to the theoretical grounding of this research. Based
on the study’s findings, policymakers- that is, the NCHE, the Ministry of Education, and Sports,
as well as other relevant government agencies, ought to prioritize development of IWB. To
accomplish this, governments and organizations can foster a psychologically enabling
environment, promote collaboration and information exchange, provide employees with
development and growth opportunities, and reward and acknowledge creative thinking. Innovation
can also be further stimulated by encouraging open communication, accepting different
viewpoints, and questioning assumptions. From the theoretical viewpoint, this study emphasizes
the role of the individual level factors in IWB studies, and the mediating influence of PE in
explaining the relationship between POS and SL with IWB. This study is not without limitations.
First, it was based on cross-sectional research design. Since cross-sectional studies are inherently
prone to common methods bias, a longitudinal approach in the replication of the study is advised
to explore the development of IWB construct over time. Also, this study solely considered POS,
SL, OC and PE as factors explaining IWB. We suggest that other factors and dimensions should
be the focus of future studies.

Keywords: Perceived Organizational Support, Servant Leadership, Organizational Culture,
Psychological Empowerment, Innovative work Behavior
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CHAPTER ONE:

INTRODUCTION
1.1 Background to the study:
As a result of the recent global developments, the higher education sector is currently under
constant pressure to maintain its market share, find a workforce that contributes more value, and
increase supply while maintaining quality (Abidi et al., 2022; Alshathri, 2020). This problem is
made worse by increased competitiveness and digital transformation (Tanveer et al., 2022;
Aboobaker et al., 2021). Consequently, it becomes extremely vital to manage innovative work
behavior (IWB) in institutions of higher learning (IHL) (Ibus et al., 2020; Dan et al., 2020).

Over the past two decades, the theme - IWB has consistently gained significant attention
from both scholarly and business spheres due to its relevance not only for gaining a competitive
edge (Tanveer et al. 2022), adaptability to societal changes (Johari, Wahat, and Zaremohzzabieh
2021), increased client satisfaction (Ibus, Wahab, and Ismail 2020) but also in promoting
organizational viability (Sadry, Zeerak, and Popalzai 2022). This implies that IHL, specifically
Universities need to manage academic staff’s innovative behavior to adapt to a world that is
evolving rapidly, update instructional technologies, and get fresh perspectives, cultivate students’
innovative thinking and maintain competitiveness (Zeng & Xu, 2020; Tanveer et al., 2022; Wao
et al., 2022). IWB is defined as the contribution of individuals and groups within an organization
to the implementation of new duties, services, goods, or concepts related to the workplace to
produce desired results (Tanveer et al., 2022).

Research indicates that although THL is a major force behind economic growth and social
development, as well as a center for knowledge and innovation, job creation, and poverty

alleviation, their rate of innovation is insignificant (Osano, 2021; Ardianti et al., 2024; Kruger &
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APPENDIX 1

4.14.3 Exploratory Factor Analysis (EFA)

EFA was used to assess the construct validity. Before performing CFA with the items that
had survived after EFA, we began with EFA to establish a factor structure to be confirmed through
CFA. The primary applications of factor analysis are the examination of theoretical framework
and the reduction of variables from complex conceptions into more interpretable and significant
elements (Barclay 1995). According to Hair et al. (2010), a variety of criteria should be taken into
account while deciding how many factors to keep or retain. By placing all objects into their
intended factors with factor loadings more than 0.5 and eigenvalues greater than 1.0 for each factor,
a set of stopping criteria was established to decide the initial number of factors to keep or retain.
To evaluate the dimensionality and factor loadings of our scales and to improve the measures, we
employed principal component analysis as the extraction method and Varimax with Kaiser
Normalization as the rotation method during EFA. This study relied on the principal component
analysis as this is the most effective approach for inferential statistics (Field, 2009). Moreover,
since Varimax with Kaiser Normalization is widely recommended and assumes that factors
correlate, it was deemed a necessary rotation method in this study.

Condensing a large data set to a more manageable size while preserving the crucial
information intended to be measured by the study variables, confirming that the questionnaire
items measure the underlying variables, and recognizing the structure of the primary variables
were the objectives of EFA (Field, 2009). It is assumed that the items that grouped together

measure the same underlying construct, as stated by Kerlinger, (1986). As a result, Field (2009)
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excluded from the study any items that had loadings below 0.5 and those that were cross loading
on other components with values greater than 0.5.

Additionally, KMO were taken into consideration in determining the sampling adequacy
and to verify whether or not the items were correlated. According to Kaiser (1974), the Bartlett
test values should be (sig. <.05), and the values of the sampling adequacy must be greater than .70.
for variables. According to the study's findings, every KMO value was higher than the suggested
0.7, and every Bartlett's test value was significant at 0.000 below the suggested cutoff of 0.05 (EFA
Results Matrix). This demonstrated that all constructs' items correlated, a prerequisite for
component analysis, and that the sample data was sufficient. This was done on every item in our

study variables for every study concept, as seen below.

4.14.3.1 Exploratory Factor Analysis (EFA) for perceived organizational support

The study data's results demonstrated that 12 items loaded well with a single factor on the
perceived organizational support (POS) construct. The data was subjected to principal component
analysis (PCA) with Varimax and Kaiser normalization. The sample data was sufficient with KMO
(.820) and Bartletts' test (.000) as both showed satisfactory results, indicating that the items of the
POS constructs were correlated. Factors with eigen values greater than 1 and items with loadings
greater than 0.50 were the only ones included. The single factor also had significant loadings
between.787 and.647, according to the results, explaining 51.86% of the variance. The POS
variable (see table 4.8 below), was sufficiently explained by the items that loaded above 0.5. (see

Appendix-1 for detailed).
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Table 4.8: EFA for perceived organizational support

S/N Item Item Label Loading
code
1 POS1 My contribution to the wellbeing of this university is valued. 7187
2 POS5  This university considers my best interests when making decisions 743
that have an impact on me.
3 POS16  This university does its best to make my work interesting 725
4 POS6  Help is available from this university when I have a problem 710
5 POS8  The university is prepared to go above and beyond to support me to 707
do my work effectively
6 POSI12 If given the opportunity, the university would take advantage of me.  .687
7 POS9 My efforts are noticed as much as possible by management .647
8 POS7  This university cares about my well-being. .643
9 POS10  This university is willing to help me when I need a special favor .610
10 POI13 This university shows a lot of concern for me. .607
11 POSI11 This university cares about my general satisfaction at work. 547
12 POS14 This university cares about my opinion 543

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .820, Bartlett's Test of Sphericity —
Approx. Chi-Square- 230.586, df-10; Sig .000.

Source: Primary data

4.14.3.2 EFA for Servant leadership

Results from our data showed that 31 items loaded well on servant leadership construct

with a total of seven factors namely conceptual skills, empowerment, subordinates' growth &

success, putting subordinates first, ethical behavior, emotional healing, and creating value for the

community. The principal component analysis (PCA) using Varimax with Kaiser Normalization

was done on the data to test the components of servant leadership which extracted seven factors

with Eigen values of greater than 1. These factors of conceptual skills (19.999), empowerment
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(6.931), subordinates' growth & success (6.222), putting subordinates first (5.688), ethical
behavior (5.186), emotional healing (4.803), and creating value for the community (4.498) were
extracted, and accounted for 53.32% of the total variance in servant leadership. Both the KMO
(.864) and Bartletts’ test (.000) displayed satisfactory results, which indicated that servant
leadership constructs' items were correlated, and the sample data was sufficient.

Also, to compute the loadings on each of the servant leadership factors, only items with
loadings greater than 0.50 and factors with eigen values greater than 1 were included. Additionally,
the results showed that 9 items had significant loadings between .625 and .505 on factor 1
(conceptual skills), which accounted for 19.999% of the variance, other significant loadings
ranging from.707 t0.527, with 5 items loaded well on factor 2 (empowerment), accounting for
6.931% of the variance. Furthermore, 4 items had significant loadings on factor 3 (subordinates'
growth & success) between .753 and .560, which explained 6.222% of the variance, and 3 items
had significant loadings on factor 4 (putting subordinates first) between .744 and .703, which
explained 5.688% of the variance.

Also, 3 items with significant loadings between .707 and.674 on factor 5 (ethical behavior)
and 3 items with significant loadings between .761 and .503 on factor 6 (emotional healing) both
loaded well and explained 5.186% and 4.803% of the variance, respectively. Lastly, 3 items loaded
well on factor 7 (creating value for the community), with significant loadings between.741 and.685
that explained 4.498% of the variance. The SL variable (table 4.9 below), was sufficiently

explained by the items that loaded above 0.5. (see Appendix-1 for detailed Table 4.9).
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Table 4.9: EFA for Servant Leadership

S/N Item

code

Item Label 1

10

11

12

13

14

15

SLE1

SLE2

SLE3

SLE4

SLES

SLE6

SLE7

SLES

SLC1

SLC2

SLC3

SLC4

SLC6

SLG1

SLG2

Empowerment

My supervisor gives me the .664
responsibility of making important
decisions about my job.

My supervisor encourages me to .625
handle important work decisions on my
own.

My supervisor gives me the freedom to .611
handle difficult situations in the way

that I feel is best.

When I have to make an important .563
decision at work, I do not have to

consult my supervisor first.

My supervisor gives me the confidence .555
I require to succeed

My supervisor always solicits and acts .537
on my feedback

My supervisor always provides me 535
with additional responsibility

My supervisor has confidence in my  .530
ability to succeed at this university.
Conceptual skills

My manager can tell if something
work-related is going wrong.

My manager has the capacity to

effectively solve complicated issues.

My supervisor has a thorough
understanding of our university and its
goals.

My supervisor can solve work

problems with new or creative ideas

I have the ability to evaluate different
aspects of university operations.
Subordinates’ growth & success

My supervisor prioritizes my

professional growth.

My supervisor is interested in making

sure that I achieve my career goals.

707

.643

.642

.626

527

753

.676
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SLG3 My supervisor provides me with work .599
experience that enables me to develop
new skills.
SLG4 My supervisor is interested in learning .560
about my career aspirations at this
university.
Putting subordinates first
SLF2 My supervisor puts my best interests 744
ahead of his/her own.
SLF3 My supervisor sacrifices his/her own 741
interests to meet my needs.
SLF4 My supervisor does whatever she/he .703
can make my job easier.
Ethical behavior
SLB1 My supervisor holds high ethical 707
standards
SLB2 My supervisor is always honest .689
SLLB3 My supervisor would not compromise 674
ethical principles to achieve success.
SLB4 Honesty is more important to my 147
supervisor than financial gain.
SLB5 My supervisor upholds the highest .657
moral standards established by this
university.
Emotional healing
SLH1 IfI have a personal problem, I 761
approach the supervisor who provides
much needed assistance.
SLHS My supervisor shows empathy to me 739
SLH6 My supervisor positively copes with 503
my strong emotions
Creating value for the community

SLV1 My supervisor emphasizes the 741
importance of giving back to
community.

SLV3 My supervisor participates in .692
community activities

SLVS5 My supervisor encourages me to .685
volunteer in community service.
Eigen values 19.999 6.931 6.222 5.688 5.186 4.803 4.498
% Of Variance 11.644 8.249 7.980 6.640 6.445 6.209 6.159
Cumulative 11.644 19.893 27.873 34.513 40.958 47.167 53.326
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Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .864; Bartlett's Test of Sphericity —
Approx. Chi-Square- 1433.680; df-435, Sig .000.

4.13.3.3 EFA for organizational culture

Results from our data revealed that 17 items loaded well on the construct of organizational
culture with a total of four components or dimensions. All the extracted components had eigen
values greater than 1 and the loadings above 0.5. Involvement (20.272), consistency (12.941),
adaptability (9.356), and mission (7.651) factors were extracted and accounted for 50.221% of the
total variance in the organizational culture construct. The KMO was sufficient at .741 and the
Bartlett’s test was significant (p-.000) to assume that the data were likely to factor well due to
appropriate correlations between the study variables. To ascertain the loadings on each component
of organizational culture, only items with absolute values greater than.50 were included. The
components of organizational culture were tested using principal component analysis with

Varimax and Kaiser Normalization (table 4.10 below).

Table 4.10: EFA for organizational culture

S/N  Item
code Item label 1 2 3 4

Involvement

1 OCI1 Most workers in this university are highly involved 738
in their work

2 OCI2 Everyone has access to information when they need 719
1t.

3 OCI3 Work is organized so that everyone sees the 715

relationship between his or her job and the goals of
the university
4 OoCl14 Authority is delegated; therefore, people act on their .659

own
5 OCI5 The capacity of employees is constantly improving. .648
6 OCI6 Problems decrease because employees have enough .643

skills to perform their job.
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11

12

13

14

15

16
17

OCC1
0oCC2
0CC3
OCC4

OCC5

OCAl

OCA2

OCA3

OCM4

OCMS5
OCM6

Consistency

Leaders and managers are aligned with what they
preach.

The university has a consistent set of values
Consensus is easy to reach within the university
Key issues are solved by reaching an agreement
among members

Working in teams with colleagues from different
departments is easy

Adaptability

The university’s procedures are very flexible and
easy to change

The university’s response to competitors in the
education environment is adequate

Changes are generated using client’s comments and
recommendations

Mission

There is a shared vision of the university in the long
run.

Leaders look at things in the long-term perspective.
Short-term and long-term thinking are aligned in the
university.

Eigen values

% Of Variance

Cumulative %

706
.654
.593
551

523

811

.634

.619
818
.616
.598

20.272 12.941 9.356 7.651
18.883 12.308 9.750 9.280
18.883 31.191 40.941 50.221

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .
Approx. Chi-Square- 824.746; df-435; Sig .000.

741, Bartlett's Test of Sphericity-

4.13.3.4 EFA for psychological empowerment

From the psychological empowerment construct, 4 factors with Eigen values greater than

1 were extracted through Exploratory Factor Analysis, namely: meaning (20.416), competence

(12.479), self-determination (10.008), and impact (9.202) were extracted and explained 52.105%

of the total variance in psychological empowerment construct. The analysis (EFA) loaded 16 items

with a KMO of .801 and significant Bartlett test results (p- 0.00), indicating that the sample data

were adequate and thus, the data were likely to factor well due to significant correlations.

Additionally, loadings on each factor of psychological empowerment were only calculated

for components whose absolute values were greater than 0.50. As a result, five items on factor 1
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(meaning) had significant loadings ranging from .720 to .582 and explained 20.41% of the
variance, three items on factor 2 (competence) loaded well and explained 12.47% of the variance
in psychological empowerment with significant loadings ranging from .751 to .698, and three
items on factor 3 (impact) had significant loadings ranging from.753 t0.525 and explained 10.00%
of the variance in the psychological empowerment construct 3 items with significant loadings
between .736 and .698, loaded on factor four (Self-determination) explaining 9.20% of the
variance in the psychological empowerment construct. The components of psychological
empowerment were tested using principal component analysis with Varimax and Kaiser
Normalization. The items loading higher than 0.5 adequately explained the psychological

empowerment construct (table 4.11 below).

Table 4.11: EFA for psychological empowerment

S/N Item
code Psychological empowerment 1 2 3
Meaning
1  PEM2 My work activities are personally meaningful to me 720
2 PEM3 The decisions I make at work correspond with my .662
standards and beliefs of the university
3 PEM4 I am accountable for the outcome of my work. .600
4 PEMS The purpose of my work is related to the university .593
values and standards
5 PEM6 The purpose of my work is related to the standards set 582
by the university.
Competence
6 PEC2 [Iam confident in my ability to perform my work 751
7 PEC3 My work is well-designed to fit my skill level. 709
8 PEC4 I periodically receive training to advance my skills. .698
9 PECI1 I have mastered skills necessary for my work 575
Self-determination
10 PES2 I have a great control over my job activities 753
11 PES3 I have an opportunity to use personal initiative in my 728
work
12 PES4 I determine the way to improve in my job .530
performance
13 PESS I feel independent at my workplace 525
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Impact
14 PEI2 My opinion counts in the university decision-making
15 PEI3 I have a significant influence on service quality.
16 PEI4 My work contributes to the company's overall goals

Eigen values 20.416 12.479 10.008
% Of Variance 15.419 12.889 12.889
Cumulative % 15.419 28.308 40.923

736
12
.698
20.416
11.183
52.105

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .801; Bartlett's Test of Sphericity —
Approx. Chi-Square- 441.501; df-105; Sig .000.

4.13.3.5 EFA for innovative work behavior

In order to identify patterns in data and to reduce data to manageable levels, we executed
an Exploratory Factor Analysis (Field, 2006). This test generated acceptable content validity
indices that were greater than 0.5 (Field, 2006). The analysis indicated that 19 items loaded
adequately well on the innovative work behavior construct and the test extracted a total of five
components or dimensions with eigen values greater than 1. The five factors of idea exploration,
idea generation, idea promotion, idea realization and idea sustainability accounted for 51.966% of
the total variances in innovative work behavior. The KMO of .618 and the significant Bartlett’s
test results (p- 0.00) were satisfactory, indicating that the sample data was adequate and thus, likely

to factor well.

To determine the loadings on each of the components, only items with absolute values
greater than .50 were included. This construct was tested using principal component analysis with
Varimax and Kaiser Normalization. Taken together, the five dimensions explained approximately
50% of the total variance. As shown in Table 4.12 below, the KMO (.618), factor analysis, Eigen
values, and percentage of variance for the five innovative work behavior components: idea
exploration (14.033), idea generation (11.916), idea promotion (9.660), idea realization (8.270),

and idea sustainability (8.270), are adequate and amenable to factorial analysis.
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Table 4.12. EFA for Innovative work behavior

S/N Item
code Item label | 2 3 4 5

Opportunity exploration

1 IWOI1 Iam able to develop ideas and solutions for 819
creative opportunities in my field

2 IWO2 I share ideas with my colleagues or supervisors 7125
about opportunities for the development of
working methods within the university

3 IWO3 [Ishare ideas with my supervisors about the .683
opportunities to find solutions to the problems we
face at work

4 IWO6 I discuss with my colleagues the possible .670
opportunities to change work patterns to achieve
better results
Idea generation

5 IWGI Ipropose new ideas for development within the 741
university

6 IWGS Isuggest improvements to ideas expressed by .664
colleagues or bosses at work

7 IWG6 When putting ideas into practice, I test evolving 595
solutions for work shortcomings.

8 IWG7 In order to make my work easier, I look for .586
unique and innovative tools.
Idea promotion

9 IWP1 TIam able to convince others of the importance of 768
an improved idea.

10 ITWP2 I propose the new idea to key people authorized 752
to allocate resources to this new idea

11 ITWP3 I promote supervisors’ and colleagues’ new ideas 701

12 IWP5 Tillustrate how the new idea can be applied 562
gradually and practically to others
Idea realization

13 ITWR4 I determine the necessary requirements for 725
realizing a new idea.

14 TWRS I keep colleagues informed about progress in .652
achieving the new idea

15 IWR1 I test solutions for unexpected problems that arise .641
when new ideas are put into practice

16 TWR3 I monitor progress during the process of putting 545
new ideas into practice
Idea sustainability

17 TWS4 Idiscuss with colleagues how to consolidate .691

newly implemented ideas in the university.
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18 IWS5

19 IWS7

I am aware of the steps that can be taken to make .682
the implementation of the proposed idea a success

I initiate strategies to anchor the new idea in .670
existing procedures or structures of the University

Eigen values 14.033 11.916 9.660 8.270 8.086
% Of Variance 12.103 10.538 10.345 9.788 9.192
Cumulative % 12.103 22.640 32.985 42.774 51.966

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .618; Bartlett's Test of Sphericity — Approx. Chi-

Square - 508.992; df-136; Sig .000
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APPENDIX 2

Table 5.6: CFA for Perceived Organizational Support

Item Item label Standardized | AVE | P-Value
code regression
estimates (R2)
POS5 This university considers my best interests when .59 .68 Ak
making decisions that impact on me.
POS6 Help is available from this university when [ have .58 HEE
a problem
POS9 My efforts are ever noticed as much as possible by .62 HEE
management
POS10  This university is willing to help me when I need .70 koK
a special favor
POS11 This university cares about my general satisfaction .71 wERE
at work.
POS12  If given opportunity, the university would take .78 HEE
advantage of me.
POS14  This university cares about my opinions. .76 koK
POS15  This university is proud of my achievements at .70 HEE
work.
Composite construct reliability .78
Table 5.7: CFA for Servant Leadership
Item Item label Standardized AVE P-Value
code regression
estimates (R2)
SLV1 My supervisor emphasizes the importance of giving .76 .64 otk
back to community.
SLV2 My supervisor is always interested in helping people .53 otk
in our community.
SLVS My supervisor encourages me to volunteer in .70 otk
community service.
SLB2 My supervisor is always honest .82 otk
SLB3 My supervisor would not compromise ethical .85 otk
principles to achieve success.
SLB4  Honesty is more important to my supervisor than .89 ok
financial gain.
SLB5 My supervisor upholds the highest moral standards .84 ok
established by this university.
SLH1 If T have a personal problem, I approach the 47 otk

supervisor who provides much needed assistance.
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SLHS My supervisor shows empathy to me .64 oAk
SLH6 My supervisor positively copes with my strong .68 kK
emotions
SLEl My supervisor gives me the responsibility to make .59 otk
important decisions about my job.
SLE2 My supervisor encourages me to handle important .58 otk
work decisions on my own.
SLC1 My manager can tell if something work-related is .61 otk
going wrong.
SLC6 I have the ability to evaluate different aspects of .54 kK
university operations.
SLG1 My supervisor prioritizes my professional growth. .70 otk
SLG2 My supervisor is interested in making sure that I .76 oAk
achieve my career goals.
SLG3 My supervisor provides me with work experience that 77 ol
enables me to develop new skills.
Composite construct reliability .81
Table 5.8: CFA for Organizational Culture
Item Item label Standardized AVE P-
code regression Value
estimates (R2)
OCA1 The university’s procedures are very flexible and easy 54 .69  EEE
to change
OCA2 The university’s response to competitors in the 91 otk
education environment is adequate
OCA3 Changes are generated using client’s comments and .62 otk
recommendations
OCI1  Most workers in this university are highly involved in .94 otk
their work
OCI2  Everyone has access to information when they need it. Sl otk
OCM4 There is a shared vision of the university in the long .59 ook
run.
OCMS Leaders look at things in the long-term perspective. 73 ok
OCM6  Short-term and long-term thinking are aligned in the .70 otk
university.
OCC1 Leaders and managers are aligned with what they .87 otk
preach.
OCC3  Consensus is easy to reach within the university 47 HAx

Composite construct reliability .85
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Table 5.9: CFA for Psychological Empowerment

Item Item label Standardized | AVE | P-Value
code regression
estimates (R2)
PEMA4 I am accountable for the outcome of my work. .68 .64 *akk
PEMS The purpose of my work is related to the university .79 *HE
values and standards
PEM6 The purpose of my work is related to the standards set .65 Hkk
by the university.
PEC3 My work is well-designed to fit my skill level. 57 *akk
PEC4 I periodically receive training to advance my skills. 52 *HE
PES3 I have an opportunity to use personal initiative in my .60 Hkk
work
PES4 I determine the way to improve in my job performance .77 Hkk
PESS I feel independent at my workplace .56 Hokok
PEI2 My opinion counts in the university decision-making .55 *HE
PEI3 I have a significant influence on service quality. 72 Hokok
Composite construct reliability .83
Table 5.10: CFA for Innovative Work Behavior
Item Item label Standardized AVE P-Value
code regression
estimates (R2)
IWO1 I am able to develop ideas and solutions for creative .63 .61 otk
opportunities in my field
IWO2 I share ideas with my colleagues or supervisors about 73 otk
opportunities for the development of working
methods within the university
IWO3 1 share ideas with my supervisors about the Sl ook
opportunities to find solutions to the problems we face
at work
IWO6 I discuss with my colleagues the possible 52 otk
opportunities to change work patterns to achieve
better results
IWG1 I propose new ideas for development within the 52 otk
university
IWG5 I suggest improvements to ideas expressed by .69 otk
colleagues or bosses at work
IWG6  When putting ideas into practice, I test evolving .93 otk
solutions for work shortcomings.
IWG7  Inorder to make my work easier, I look for unique and .67 otk
innovative tools.
IWS4 I discuss with colleagues how to consolidate newly .68 otk

implemented ideas in the university.
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IWS5

IWS7

IWP1

IWP2

IWP3
IWP5

IWR1

IWRA4

IWRS

I am aware of the steps that can be taken to make the
implementation of the proposed idea a success

I initiate strategies to anchor the new idea in existing
procedures or structures of the University

I am able to convince others of the importance of an
improved idea.

I propose the new idea to key people authorized to
allocate resources to this new idea

I promote supervisors’ and colleagues’ new ideas

I illustrate how the new idea can be applied gradually
and practically to others

I test solutions for unexpected problems that arise
when new ideas are put into practice

I determine the necessary requirements for realizing a
new idea.

I keep colleagues informed about progress in
achieving the new idea

Composite construct reliability .86

46

46

.67

76

.60
75

45

.86

49

koK

koK

koskk

koskok

kskosk
skokok

sk

koksk
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QUESTIONNAIRE:

INNOVATIVE WORK BEHAVIOR AMONG ACADEMIC STAFF IN PUBLIC

INTRODUCTION: -

This Questionnaire has six sections: Section A is on background information, Section B taps
questions on perceived organizational support, section C is on servant leadership. Section D is on
organizational culture; section E is on psychological empowerment and Section F relates to
employee innovative work behavior. We appreciate the time and work you have put into this study.

APPENDIX 3

UNIVERSITIES IN UGANDA

SECTION A: BACKGROUND INFORMATION

This part contains statements concerning general information about the participants. Please read
the following statements and checks the category that best describes your situation and tick ().

Please tick the most applicable to you (\)

VARIABLE ()
1. Gender
Male 1
Female 2
2. Staff Title
Teaching Assistant 1
Assistant Lecturer 2
Lecturer 3
Senior Lecturer 4
Associate Professor | 5
Professor 6
3. Academic Qualification
Bachelor’s Degree | 1
Master’s 2
PhD 3
4. Age in Years
20-29 | 1
30-39 | 2
40-49 | 3
50-59| 4
More than 60 | 5
S. Work Experience (Years)
1-5 | 1
6-10| 2
11-15] 3
16-20 | 4
More than 20 | 5
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SECTION B: PERCEIVED ORGANIZATIONAL SUPPORT
Listed below is a series of statements that represent possible feelings that individuals might have
about organizational support. Please indicate the degree of your agreement or disagreement with
each statement by ticking () the number that best represents your feelings.

1=SD 2=D 3=N 4=A 5=SA
Strongly Disagree Disagree | Neutral | Agree Strongly Agree

S/N | Statement SDID [N |A |SA
1 My contribution to the wellbeing of this university is valued. 1 [2 |3 |4 |5
2 This university values the extra work I do. 1 2 |3 |4 |5
3 My values and goals are taken seriously by this university. 1 2 |3 |4 |5
4 The University does not disregard my complaints. 1 2 |3 |4 |5
5 This university considers my best interests when making 1 |2 |3 |4 |5

decisions that have an impact on me.

Help is available from this university when I have a problem 1 2 |3 |4 |5
7 This university cares about my well-being. 1 [2 |3 |4 |5
8 The university is prepared to go above and beyond to support me | 1 2 13 |4 |5

to do my work effectively
9 My efforts are ever noticed as much as possible by management | 1 2 |3 |4 |5
10 | This university is willing to help me when I need a special favor |1 |2 |3 |4 |5
11 | This university cares about my general satisfaction at work. 1 2 |3 |4 |5
12 | If given the opportunity, the university would take advantageof |1 |2 |3 |4 |5

me.
13 | This university shows a lot of concern for me. 1 [2 |3 |4 |5
14 | This university cares about my opinions. 1 2 13 |4 |5
15 | The university is proud of my achievements at work. 1 [2 |3 |4 |5
16 | This university does its best to make my work interesting. 1 2 13 |4 |5

SECTION C: SERVANT LEADERSHIP
Listed below is a series of statements that represent possible feelings that individuals might have
about Servant Leadership. Please indicate the degree of your agreement or disagreement with
each statement that best describe servant leadership by ticking (V) the number that best represents
your feelings.

1=SD 2=D 3=N 4=A 5=SA
Strongly Disagree Disagree | Neutral | Agree Strongly Agree
S/N | Statement [SD/D [N |A [SA
Conceptual skills
1 My manager can tell if something work-related is going wrong. 1 2 |3 |4 |5
2 My manager has the capacity to effectively solve complicated 1 2 3 4 5
issues.
3 My supervisor has a thorough understanding of our university 1 2 3 4 5
and its goals.
4 My supervisor can solve work problems with new or creative 1 2 |3 |4 |5
ideas
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5 My supervisor allows me to come up with answers for complex 1 2 3 4 5
problems

6 I have the ability to evaluate different aspects of university 1 2 3 4 5
operations.
Empowering

1 My supervisor gives me the responsibility to make important 1 2 3 4 5
decisions about my job.

2 My supervisor encourages me to handle important work decisions | 1 2 3 4 5
on my own.

3 My supervisor gives me the freedom to handle difficult situations | 1 2 3 4 5
in the way that I feel is best.

4 When I have to make an important decision at work, I do not 1 2 3 4 5
have to consult my supervisor first.

5 My supervisor gives me the confidence I require to succeed 1 2 3 4 5

6. My supervisor always solicits and acts on my feedback 1 2 |3 |4 |5

7 My supervisor always provides me with additional responsibility | 1 2 |3 |4 |5

8 My supervisor has confidence in my ability to succeed at this 1 2 |3 |4 |5
university.
Subordinate’s growth & success

1 My supervisor prioritizes my professional growth. 1 (2 |3 (4 |5

2 My supervisor is interested in making sure that I achieve my 1 (2 |3 (4 |5
career goals.

3 My supervisor provides me with work experiences that enableme |1 |2 |3 |4 |5
to develop new skills.

4 My supervisor is interested in learning about my career 1 2 3 4 5
aspirations at this university.

5 I'm encouraged to take part in all of this university's skill-training | 1 2 |3 |4 |5
initiatives.

6 I benefit from special mentoring programs in this university 1 2 |3 |4 |5

7 My supervisor regularly provides and asks for feedback 1 2 3 4 5
Putting subordinates first

1 My supervisor cares more about my success than his/her own 1 2 3 4 5

2 My supervisor puts my best interests ahead of his/her own. 1 2 |3 |4 |5

3 My supervisor sacrifices his/her own interests to meet my needs. | 1 2 |3 |4 |5

4 My supervisor does whatever she/he can to make my job easier. 1 2 3 4 5
Ethical Behavior.

1 My supervisor holds high ethical standards 1 2 3 4 5

2 My supervisor is always honest 1 2 |3 |4 |5

3 My supervisor would not compromise ethical principles to 1 2 3 4 5
achieve success.

4 Honesty is more important to my supervisor than financial gain. 1 2 3 4 5

5 My supervisor upholds the highest moral standards established 1 2 |3 |4 |5

by this university.
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6 At this university, my supervisor treats me with dignity and 1 2 3 4 5
respect.

7 My supervisor values the diversity of her staff members. 1 2 3 4 5
Emotional healing

1 If I have a personal problem, I approach the supervisor who 1 2 |3 |4 |5
provides much needed assistance.

2 My supervisor cares about my personal well-being. 1 2 |3 |4 |5

3 My manager takes time to talk to me on a personal level. 1 2 3 4 5

4 Without having to ask, my manager can tell when I'm not happy. |1 2 |3 |4 |5

5. My supervisor shows empathy to me 1 2 3 4 5

6 My supervisor positively copes with my strong emotions 1 |2 [3 |4 |5
Creating value for the community

1 My supervisor emphasizes the importance of giving back to 1 2 |3 |4 |5
community.

2 My supervisor is always interested in helping people in our 1 2 3 4 5
community.

3 My supervisor participates in community activities 1 2 3 4 5

4 I am encouraged by my manager to participate in the community | 1 2 |3 |4 |5
related activities.

5 My supervisor encourages me to volunteer in community service. 2 |3 |4 |5

6 My supervisor donates to local charities 2 3 4 5

SECTION D: ORGANIZATIONAL CULTURE
Listed below are several statements that represent possible feelings that individuals might have
about Organizational Culture. Please indicate the extent to which you agree or disagree with each
statement that best describe Organizational Culture by ticking (V) the number that best represents
your feelings.

1=SD 2=D 3=N 4=A 5=SA
Strongly Disagree Disagree | Neutral | Agree Strongly Agree
S/N | Statement sD|D [N [A SA
Involvement
1 Most workers in this university are highly involved in their 1 2 |3 4 5
work
2 Everyone has access to information when they need it. 1 2 |3 4 5
3 Work is organized so that everyone sees the relationship 1 2 3 4 5
between his or her job and the goals of the university
4 Authority is delegated; therefore, people act on their own 1 2 3 4 5
5 The capacity of employees is constantly improving. 1 2 |3 4 5
6 Problems decrease because employees have enough skills to 1 2 3 4 5
perform their job.
Consistency
1 Leaders and managers are aligned with what they preach. 1 2 3 4 5
2 The university has a consistent set of values 1 2 |3 4 5
3 Consensus is easy to reach within the university 1 2 3 4 5
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4 Key issues are solved by reaching an agreement among 1 2 3 4 5
members

5 Working in teams with colleagues from different departments | 1 2 3 4 5
is easy

6 There is a good alignment of goals and levels within the 1 2 3 4 5
university
Adaptability

1 The university’s procedures are very flexible and easy to 1 2 3 4 5
change

2 The university’s response to competitors in the education 1 2 3 4 5
environment is adequate

3 Changes are generated using client’s comments and 1 2 3 4 5
recommendations

4 Decisions are made using client’s input. 2 3 4 5

5 Failure is an opportunity for learning and improvement 2 |3 4 5

6 Innovation and risk are tools to improve university 1 2 |3 4 5
performance.

7 The university’s response to the reforms in the education 1 2 |3 4 5
environment is adequate
Mission

1 The university has a long-term goal and direction. 1 2 3 4 5
The achievement of stated goals is continuously monitored 2 |3 4 5

3 The university's managers are aware of what must be doneto | 1 2 |3 4 5
ensure their long-term success.

4 There is a shared vision of the university in the long run. 2 |3 4 5

5 Leaders look at things in the long-term perspective. 2 |3 4 5

6 Short-term and long-term thinking are aligned in the 1 2 |3 4 5
university.

7 Employees in this university understand what needs to be done | 1 2 |3 4 5
for them to succeed in the long run.

SECTION E: PSYCHOLOGICAL EMPOWERMENT

Listed below are several statements that represent possible feelings that individuals might have
about Psychological Empowerment. Please indicate the extent to which you agree or disagree with
each statement that best describe Psychological Empowerment by ticking (V) the number that
best represents your feelings.

1=SD 2=D 3=N 4=A 5=SA
Strongly Disagree Disagree | Neutral Agree Strongly Agree

S/N | Statement [SD|D [N [A [SA
Meaning

1 The university values my work. 1 2 |3 4 |5

2 My work activities are personally meaningful to me 1 2 13 4 |5

3 The decisions I make at work correspond with my standards and | 1 2 13 4 |5
beliefs of the university
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I am accountable for the outcome of my work.

[\

N

The purpose of my work is related to the university values and
standards

The purpose of my work is related to the standards set by the
university.

Competence

I have mastered skills necessary for my work

I am confident in my ability to perform my work

My work is well-designed to fit my skill level.

I periodically receive training to advance my skills.

DN DW=

I have confidence in my ability to deliver work that meets high
standards.

[ER U (JUR U —
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(o)

I possess the knowledge necessary to carry out my duties in this
university.

N

University employees are regularly trained to enable them to
perform efficiently

This university recruits experienced staff to achieve its goals

Self-Determination

I have freedom to choose how I want to carry out my work.

I have a great control over my job activities

I have an opportunity to use personal initiative in my work

I determine the way to improve in my job performance

I feel independent at my workplace

In this university, I take autonomous decision about my work

N[N [N [B|WIN—

I am able to independently regulate my actions pertaining work in
this university

(SR JUNY (JUNI U SR U— —
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Impact

I am capable of influencing on service delivery process

My opinion counts in the university decision-making

I have a significant influence on service quality.

My work contributes to the company's overall goals

My decisions have a significant impact on university performance

1
2
3
4
5
6

My work contributes to the university's overall strategy

[Say U [N U — U

[NSRL SN} SR S RE S RE V]

W[ W[ |W([W

PRI E RS

DN |||

SECTION F: INNOVATIVE WORK BEHAVIOR
The statements below indicate the variety of behaviors relating to developing ideas and obtaining
support to ensure their implementation. Please ticking (\) the box next to the number in the

range provided to indicate how well each of the following statements applies to your innovative

behavior.
S/N | Statement SD |D |N A | SA
Opportunity Exploration
1 I am able to develop ideas and solutions for creative 1 2 |3 4 5

opportunities in my field
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I share ideas with my colleagues or supervisors about
opportunities for the development of working methods within
the university

I share ideas with my supervisors about the opportunities to find
solutions to the problems we face at work

I share ideas with my colleagues about the opportunities to find
solutions to the problems we face at work

I never question the effectiveness of the current way of working
in the university

I discuss with my colleagues the possible opportunities to
change work patterns to achieve better results

I discuss with my supervisors the possible opportunities to
change work patterns to achieve better results

Idea Generation

I propose new ideas for development within the university

A

I am able to express personal opinions about basic problems in
the workplace

I share my own ideas for enhancing my work with university
colleagues.

I share with university colleagues about practical changes made
at work.

I suggest improvements to ideas expressed by colleagues or
bosses at work

When putting ideas into practice, I test evolving solutions for
work shortcomings.

In order to make my work easier, I look for unique and
innovative tools.

Idea Promotion

I am able to convince others of the importance of an improved
idea.

I propose the new idea to key people authorized to allocate
resources to this new idea

I promote supervisors’ and colleagues’ new ideas

I introduce to and encourage colleagues to use an idea or a new
solution

I illustrate how the new idea can be applied gradually and
practically to others

I am able to convince others of the importance of an improved
idea.

I get colleagues acquainted with the utilization of the new idea

Idea Realization

I test solutions for unexpected problems that arise when new
ideas are put into practice

I analyze solutions arising from unwanted effects, when putting
new ideas in practice
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I monitor progress during the process of putting new ideas into 2 4
practice

I determine the necessary requirements for realizing a new idea. 2 4
I keep colleagues informed about progress in achieving the new 2 4
idea

I critically think about the procedures that are followed when 2 4
putting the new idea into practice

I design practical (operational) strategies for similar future 2 4
situations

Idea Sustainability

I compare the results of the proposed ideas with the original 2 4
predetermined goals

I engage with colleagues to further develop the novel idea 2 4
I Initiate collaboration with other groups in the university to 2 4
apply the new idea in other contexts as well

I discuss with colleagues on how to consolidate newly 2 4
implemented ideas in the university.

I am aware of the steps that can be taken to make the 2 4
implementation of the proposed idea a success

I organize activities for professional development for 2 4
myself and my colleagues, to continue the development of the

new idea.

I initiate strategies to anchor the new idea in existing procedures 2 4

or structures of the University

241




APPENDIX 4

INTERVIEW GUIDE:

INNOVATIVE WORK BEHAVIOR AMONG ACADEMIC STAFF
IN UNIVERSITIES IN UGANDA

A. Background questions
Please probe for the following,
a) Title
b) Role at university
c) Educational background

d) Years of experience

e) Academic or non-academic staff

B. Innovative work behavior
d) How has the innovative work behavior been perceived by academic staff in public
universities of Uganda?
e) What factors, practices and processes drive innovative work behavior among academic
staff of public universities of Uganda?

f) What are the constraints to the innovative work behavior among the academic staff in

public universities of Uganda?
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APPENDIX 5

The matrix below describes how the interaction of POS, SL, and PE in Driving Innovative Work Behaviors among Academic Staff
in Public Universities

Table 5.2.2: Matrix showing successful innovation activities

Project/Activity | Perceived Servant Leadership Psychological Innovative Work Behavior
Organizational Empowerment
Support
Multi-chamber | e Recognition and Development of Competence Idea Exploration
Grain Silo Rewards — during a Conceptual Skills e Academic staff in Senior academic staff and
series of university Universities have several public top executives have

. . developed high level universities are regularly  scanned  the
ceremonies like N oo . . . .

) cognitive abilities in their capable and skilled working environment to
graduatlon, the staff through training and to innovate. This earmark opportunities that
nnovators were workshops,  mentorship feeling of require innovation,
publicly recognized programs, and networking, competence has been especially in the area of
and given awards collaborations and developed through teaching and  learning,

o Trust and Open linkages  which  have mentorship research and community
Communication —— fostered academic staff’s programs, and engagement. This has been
ability to innovate training achieved through

throughout the . o .

Innovation and research opportunities collaborative research
development process policies in place in several projects, publications and
of the multi-chamber public universities Impact global networking
grain silo, innovators e Several universities initiatives.
were in  regular Subordinate have imparted
communication with Empowerment among their Idea Generqtion
the intended Several universities have academic staff a Staff crqatlvely d@elqped
beneficiaries and granted autonomy to their sense of control over the new 1d§a (mult1-gra1n 4

staff to innovate, and chamber silo). This was
other stakeholders their work

through research to

experimentation errors are
not punished

environment which

aided by literature review
and research studies,
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ensure they innovate

demand driven

products

Support and Resources
— GoU jointly with
BURIF provided
funding for the
development of a multi-
chamber grain silo at
Busitema University

Existence of  Grants
Management Units such as
TBIC, Makerere
University’s  Innovation
and Incubation Centre to
co-ordinate research and

innovation related
activities
University’s top

executives have delegated
decision making authority
among its staff and
improved communication
among its staff. This has
provided an enabling
innovative environment

Creating Value to

has promoted their
ability to innovate

e Staff have been
empowered to effect
change and influence
innovation decision-

making

Self-Determination

e Staff are granted
autonomy to make
decisions

e Through self-

efficacy, staff have
developed a feeling
of  capability to
participate in several

collaborative initiatives
involving colleagues and
industry  partners  and
participation in national and
international conferences.

Idea Promotion

Busitema University through
BURIF provided sufficient
resources to aid the process of
progressing this idea to
implementation stage. This
was achieved through research
seminars, department meetings
and workshops and the use of
social media.

Community innovations
Through community
engagement  initiatives,
several universities have
allowed community
innovations ~ such  as
COVIDEX, a drug being
COVID-19 pandemic
Development of | Care and Concern Development of Competence Idea Exploration
COVID-19 drug | e The University and Conceptual Skills e Academic staff Through environmental
the GoU cared and MUST  built capacity developed scanning, it was established
supported the through the Africa Centre competence through that COVID-I? pandemic
innovators to scale of Excellence for Pharm- training and necessitated an intervention,
Biotechnology and mentorship
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up the production
due to the efficacy of
the drug. Also, the
GoU  gifted the
developer of
COVIDEX, with 5
acres of land and 10
years of tax holiday
to support him in
scaling  up its
production.

Recognition and
Rewards

The innovators were
recognized and
rewarded, and the
drug secured
approval from the
National Drug
Authority.

Support and Resources

Through GoU,
innovators received
funding from
Uganda
Development Bank

Traditional Medicine
which equipped innovators
with the necessary
knowledge regarding the
innovation.

Subordinate
Empowerment
During the COVIDEX
development, innovators

under the project were
granted independence to
innovate and experiment.
University’s top
executives have delegated
decision making authority
among its staff and
improved communication
among its staff. This has
provided an  enabling

environment

Creating Value to
Community

As a result of this
innovation, local
(Ugandan), and
international community
benefited from the
medicinal herb- the

supportive treatment for
the COVID-19 and other
viral infections.

programmes for
innovation.

Impact

e Innovators of
COVIDEX were
able to effect change
regarding the
management of
COVID-19 and also
influence  decision

making like decision
on the lockdown.

Self-Determination
Through self-efficacy,
innovators developed a
belief in themselves and
were able to develop the
drug.

and innovators made use of
this opportunity.

Idea Generation

Staff ingeniously developed
the new idea (COVIDEX).
Participation in national and
international  conferences,
research studies and
literature  reviews, and
cooperative efforts
including colleagues and
industry partners helped
with this.

Idea Promotion
The innovator of COVIDEX
secured 2bn funding for
COVID clinical trials from
the GoU to progress the idea
to the implementation stage.

Idea Realization

The product (COVIDEX)
has been commercialized
and marketed through the
JENA Pharmacies and a
network of distributors and
retailers has been developed
to further scale up the
availability of the product.
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to scale up the
innovation.

Development of
Low-Cost
Malaria
Diagnostic Kit

Care and Concern

e Innovators led by
Prof. Emmanuel
Otuku, received
support from Gulu
University which
enabled them to
come up with a low-
cost malaria
diagnostic kit.

Recognition and

Rewards
e Prof. Emmanuel
Otuku and the team

were rewarded for
this innovation that
often generated fast
and reliable results.
Specifically, he is a
recipient of ‘The
Best Innovation in
the Health Care at
the 2020 Uganda
Health Care
Innovation Awards.’

Development of
Conceptual Skills
Through research and
training in tropical diseases
program, the WHO in
conjunction  with  the

National Health Research
Fund, provided funding
which enabled the project
team members to acquire
more knowledge,
competence and  skills
necessary for the project

Subordinate
Empowerment

During the development of
low-cost malaria
diagnostic kit, the
innovators  under the
project  were  granted
academic freedom by the
university to innovate and
experiment.

Top management of Gulu
University provided
considerable degree of
decision-making
autonomy to a team of

Competence
Through development
partner initiatives such

as European and
Developing  Countries
Clinical Trials’
Partnership, Uganda
National Health

Research Organization
and Gulu University,
Faculty of Medicine,
competence of team
members was enhanced

through several
mentorship
interventions.

Impact

As a result of this
innovation, the
community has received
widespread benefits.
Some of the documented
impacts of this
innovation include
improved malaria
diagnostic accuracy,
enhanced health worker
capacity, increased

access to healthcare, and

Idea Exploration

e Based on the environmental
scanning results that point
out the ever-growing health
threats of malaria in the
tropics, it has provided an
opportunity for this
intervention, and innovators
have seized this opportunity.

Idea Generation

Staff creatively developed the
new idea (low-cost malaria
diagnostic kit). This was aided
by research studies, literature
reviews, participation in
national and  international
conferences, and collaborative
efforts with coworkers and
industry partners.

Idea Promotion

The low-cost malaria diagnostic
kit innovator was able to
advance the secure funding
from the GoU, and other
development  partners  for
clinical trials.
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Support and Resources

Funding for the low-

cost malaria diagnostic

kit was obtained from

the GoU through the
National Health

Research Fund, WHO,-
Research and Training

in Tropical Diseases.

innovators on all project
related matters.

Creating Value to the
Community

e Due to its ease to use,
minimal training
requirements, rapid results,
and  affordability and
accessibility have made
this innovation suitable for
resource-limited settings.

contribution to malaria
control efforts.

Self-Determination
Through self-efficacy,
innovators developed a
belief in themselves and
developed the low-cost
Rapid Diagnostic Kit
for malaria testing.

Idea Realization

Private clinics and hospitals,
community  health  centres,
public health facilities,
pharmacies and drug shops have
been used to market the product.
Marketing  strategies  have
involved  training of the
healthcare workers, print and
electronic media advertising,
partnership with local
organizations, and word-of-
mouth referrals.

The Solar-
Powered Water
Purification
System

Care and Concern

This innovation was
aimed at increasing
access to clean
water, especially in
remote areas as well

as disaster relief

scenarios.
Recognition and
Rewards

The innovation team at

Makerere University

were recognized by the

Development of Conceptual
Skills

e Through training,
workshops,  mentorship
programs, networking,
partnerships, and
connections, Makerere

University has helped its
employees on this project
build high-level cognitive

capacities, which has
enhanced their innovation
capabilities.

e Makerere University has
policies in place regarding

Competence

The competency of
team members was
improved  through
several mentorship
interventions  and
development
partners like the
WHO, UNICEF, and
the GoU.

Impact

This innovation has
had a wide range of
positive effects on

Idea Exploration

e Top university executives
and senior academic staff
have been observing the
workplace  regularly to
identify areas that need
innovation, particularly in

the areas of research,
teaching and learning, and
community  involvement.
This has been accomplished
through international
networking efforts,
publications, and
cooperative research

innovation and research. the community. projects. This has led to the
University for this Environmental idea of developing an
.Breakthrough that Subordinate protection  through affordable  water  solar-
increased access to Empowerment reduced  chemical
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clean water especially in

rural areas, and in
refugee camps.

Makerere University
granted autonomy to its
staff to innovate, and
experimentation errors are
not punished

Existence  of  Grants
Management Units such as

MAKRIF  which  has
financially empowered
innovators.

Innovators on this program
have been delegated with
decision-making authority
on all matters about this
innovation  which  has
created an  enabling
innovative environment.

Creating Value to the
Community
Through this innovation
several universities have
enormously contributed to
the community through the
provision of safe drinking
water which has reduced
waterborne diseases,
energy efficiency through
low operating costs and
minimal maintenance.

use and  waste
generation, access to
safe drinking water,
and community
empowerment as
communities can
manage their water
resources are part of
this.

Self-Determination
Self-efficacy allowed
innovators to believe in
themselves and create a
low-cost solar-powered
water purification
system

powered
system.

purification

Idea Generation

e The innovative concept (the
solar-powered water
purification system) was
imaginatively designed by
the staff. This was made
possible by research
investigations and literature
reviews, teamwork among
coworkers and business
partners, and involvement in
national and international
conferences.

Idea Promotion

Makerere University through
MakRIF provided adequate
funds to aid the process of
advancing this idea to the
implementation stage. This
was achieved through research
seminars, department meetings
and workshops and the use of
social media.
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APPENDIX 6

B U S1 1k MA P.O Box 236, Tororo, or 226 Busiallganda
Tel: +256-454448876/454448838
P N l\// ERSITY Fax: 4256454436517
WrSRING Heni
www.busitema.ac.ug

FACULTY OF HEALTH SCIENCES’ REC

M BUSITEMA UNIVERSITY
FACULTY OF HEALTH SCIENCES 04/12/2023
APPROVED VALID UNTIL

* O0L4DEC %  *

RESEARCH & ETHICS COMMITTEE
P. 0. BOX 1460, MBALE

To: Mercy Wanyana

+256782485880

Type: Initial Review

Re: BUFHS-2023-102: INNOVATIVE WORK BEHAVIOR AMONG ACADEMIC STAFF IN PUBLIC
UNIVERSITIES IN UGANDA

[ am pleased to inform you that at the 13th Meeting of 2023 convened meeting on 02/11/2023, the Busitema
University Faculty of Health Sciences REC meeting voted to approve the above referenced application.

Approval of the research is for the period of 04/12/2023 to 04/12/2024.

As Principal Investigator of the research, you are responsible for fulfilling the following requirements of approval:

—

. All co-investigators must be kept informed of the status of the research.

. Changes, amendments, and addenda to the protocol or the consent form must be submitted to the REC for re-

review and approval prior to the activation of the changes.

3. Reports of unanticipated problems involving risks to participants or any new information which could
change the risk benefit: ratio must be submitted to the REC.

4. Only approved consent forms are to be used in the enrollment of participants. All consent forms signed by
participants and/or witnesses should be retained on file. The REC may conduct audits of all study records,
and consent documentation may be part of such audits.

5. Continuing review application must be submitted to the REC eight weeks prior to the expiration date of
04/12/2024 in order to continue the study beyond the approved period. Failure to submit a continuing
review application in a timely fashion may result in suspension or termination of the study.

6. The REC application number assigned to the research should be cited in any correspondence with the REC
of record.

7. You are required to register the research protocol with the Uganda National Council for Science and

Technology (UNCST) for final clearance to undertake the study in Uganda.

o

The following is the list of all documents approved in this application by Busitema University Faculty of Health
Criancac REC



N\

No. Document Title Language Version Number Version Date
1 Protocol English 2 2023-11-23
2 Informed Consent forms ENGLISH 2 2023-11-23
3 Data collection tools ENGLISH 1 2023-10-28

Yours Sincerely

Dr.Edith Mbabazi
For: Busitema University Faculty of Health Sciences REC

TEMA UNIVERS! ¥
FAglilJL%'lY OF HEALTH SCIENCES
APPROVED VALID UNTIL

% 0 hDEC 29 *

\ RESEARCH & ETHICS COMMITTEE
P.O

_BOX 1460, MBALE
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APPENDIX 7

P.O. Box 236, Tororo, Uganda
BUSITEMA Gen: +256 - 45 444 8834

UNIVERSITY Dir: +256 - 45 443 6517

Pursuing Excellence Email: inf_o@adm.busitema.ac.u
www.busitema.ac.ug

DIRECTORATE OF GRADUATE STUDIES, RESEARCH AND INNOVATION

Date: 15/12/2023

Ref: BU/GS21/PAM/11
TO WHOM IT MAY CONCERN

RE: WANYANA MERCY MUGONOLA

Dear Sir/Madam,

This is to introduce to you the above-named Doctoral student in Business
Administration and Management (PhD, PAM), tenable at the Faculty of Management Sciences -
Pallisa. Her registration number is: BU/G21/PAM/11. and student number is: 2100403668.

Mrs. Mugonola intends to conduct a field-based study that combines quantitative and qualitative
approaches. This study is entitled, ‘Innovative Work Behavior among Academic Staff in
Public Universities in Uganda’ that should lead to the award of a Doctor of Philosophy in

Business Administration and Management of Busitema University.

The purpose of this letter is to request you grant her permission to conduct her study in your

institution. Any assistance rendered to her will be highly appreciated.

Yours sincerely;

Associate Professor, RWAHWIRE, Samson (PhD), FUNAS
Direcior DGSRI



APPENDIX 8

UNIVERSITY

P ursinng Ioxceller
FACULTY OF HEALTH SCIENCES RESEARCH AND ETHICS COMMITTEE (BUFHSREC)

Study #:
S—— @ BUSITEMA PARTICIPANT CONSENT FORM

PROTOCOL TITLE: Innovative Work Behaviour among academic staff in public universities in
Uganda

PRINCIPAL INVESTIGATOR: Wanyana Mercy Mugonola
1. PURPOSE OF THE STUDY:

Generally, the study seeks to explore strategies for enhancing innovative work behavior among
academic staff in public universities. The study's major objective is to improve innovative work
behaviors (IWB) by developing an IWB model that integrates the constructs of servant leadership,
perceived organizational support, organizational culture, and employee empowerment from three
different theories: social exchange, Denison's Organizational Culture Model, and Spritzer's
empowerment theory. Specifically, eight objectives underpin this study namely: 1) to examine the
relationship between servant leadership and IWB among academic staff of public universities, 2) to
examine the correlation between perceived organization support and IWB of academic staff of public
universities, 3) to assess the association between psychological empowerment and IWB among
academic staff of public universities, 4) to examine the degree of association between servant
leadership and psychological empowerment, 5) to determine the relationship between perceived
organizational support and psychological empowerment among academic staff of public universities,
6) 1o examine the mediating influence of psychological empowerment in the relationship between
servant leadership and IWB. 7) to examine the relationship between psychological empowerment and
academic staff IWB and finally, 8) to assess how the relationship between perceived organizational
support and IWB among staff of public universities is mediated by psychological empowerment.

2. INVESTIGATORS:

This PhD research in business administration and management is being conducted among academic
staff of the 10 public universities spread across all the regions of Uganda, with funding from Busitema
University. These universities include: Makerere, kyambogo. Busitema, Muni, Mbarara, soroti, lira,
mountain of the moon. Gulu and Kabale University. The principal investigator is Wanyana Mercy
Mugonola from Busitema University, and the work is supervised by Professor Mpaata Kaziba Abdul
(PhD) and Assoc. Prof. Musenze Abaasi Ibrahim (PhD) who are also senior members of staff at

Busitema University.
2. POPULATION:

[ he study population comprise 3,296 academic staff nested in the ten operational public universities in
Uganda. This population is derived from staff lists obtained from the respective HR Directorates as of
August 30, 2022 The consideration to study academic stafl’ from Uganda’s public universities is
informed by persistent reports of poor IWBs among this staff’ category relative to others such as
administrative staff (Wao et al., 2022). From this population, a sample of 357 respondents was drawn
using the statistical formula (Yamani, 1967) and these are expected to participate in this study. The

study employed proportionate stratified sampling technique due to lhg hglurok_gncm of the study
techniques

populaton and the technique's ability to yield accurate

uSIT
FA(BULYY OF HEALTH SCIENCES

A“‘R\)\‘L‘VAL!O\]NTIL
Pa 105
R +  O4DEC 24 *

EARCH 8 ETHICS COMMITTEE
LRES P O BOX 1460 MBALE




BUFHS-2023-102_ CONSENT FORM - INNOVATIVE WPDRK BEHAVIOR -

waj, 2019). The staff academic rank formed the stratification variable. on which basis strata
Zre formed. 1 therefore, request you to participate in the study as an cligible respondent.

4. PERIOD:

This is a 3 YR study programme. However, it is structured in such a way that the data collection shall
last between 3-6 months. This is the period through which the participants’ active involvement in the

study is envisaged.

5. PROCEDURES:

A mixed methods approach will be used in this study using both quantitative and qualitative methods.
Through quantitative methods, data shall be collected from academic staff using questionnaires, while,
based on qualitative approach, this study shall rely on interviews and observation methods to enlist
data from senior executives from these ten public universities. The findings shall be triangulated to
provide a better understanding of the research problem, in this context, innovative work behaviour of
academic staff in Uganda’s public universities.

Through the institutions” respective directorates of HR, we shall establish contacts at each university

where the data will be collected; these individuals shall be informed about the purpose of the study
and a training secession shall be organized for them to facilitate smooth data collection process.
Considering the extent and magnitude of the exercise, we shall also employ three research assistants
with master's qualification to ease the entire data collection exercise. Participation in this study shall
be voluntary, and participants shall be informed of their right to withdraw at any stage and time of the
exercise should they desire to do so. As the study is of a mixed nature, two data collection tools have
been prepared namely: the questionnaire and the interview guide for the collection of quantitative and
qualitative data respectively. The questionnaire comprises of five parts: A- Demographic
characteristics, B- Items on perceived org support, C- Items on servant leadership, D- Items on
organizational culture, E- Items on psychological empowerment and, finally F- Items on innovative
work behavior. All items shall be anchored on a S-likert scale ranging from 1-Strongly Disagree to 5-
Strongly Agree. It is expected that completion of the questionnaire will on average last between 15-25
minutes. Also, the interaction (interviews) between the researcher and the participants are anticipated
to last between45 minutes to 1 hour per respondent, and the interviews shall be both hands recorded,
and video tapped before being transcribed for subsequent analysis. More importantly, SPSS V.19
shall be used for data exploration while structural equation modelling version 21 will be used for
testing of the hypothesized links in order to draw inferences. Finally, we shall rely on Nvivo v.12 as

the major analytical strategy for qualitative data.

6. RISKS:

This study anticipates some reasonably foreseeable risks of harm or discomforts for individuals and/or
groups that may result from participation in the research. The particular risks associated with
participating in this research are those of losing time, being reminded of unpleasant experiences in the
past, and facing legal issues that call for mandatory reporting. Also, physical risks or harms (e.g.,
fatigue, pain or discomfort), information risks (e.g., loss of privacy and/or breach of confidentality),
psychological or emotional risks (e.g.. fear, stress, confusion, loss of self-esteem) present a likelihood
of occurring. Aware of their potential occurrence, this study makes provisions for data and safety
monitoring for the progress of the research and the safety of the participants. For example, potential
research participants are provided with enough information to enable them to make an informed
decision about whether or not to participate in the study, thereby minumnizi ks, Also, this study

; ; . ahikd izin . .
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ata will be encrypted and safely kept so that only authorized personnel and the
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5, BENEFITS:

This study has benefits or significance to theory, practice, and participants. To theory, existing studies
have assumed an organizational perspective o innovation (Wao et al., 2022), yet innovation 1s as well
an individual level activity (Namono et al., 2021) since individuals develop. initiate, and apply new
ideas at work (Namono et al.. 2021). This study thus contributes by providing an additional individual
perspective 10 innovative work behaviour in public universities thereby broadening our understanding
of innovative work behaviour (IWB). Second. existing studies on perceived organizational support
(POS), servant leadership (SL) and organizational culture (OC) (Park & Kim, 2022: Sendjaya et al.,
2019: Aboramadan et al., 2020) are limited and thus, perpetuated the problem. Extant literature
sustains the view that IWB is influenced by SL (Olaleye & Solanke, 2021: Aboramadan et al., 2022)
and POS (Mustika et al., 2020: Park & Kim, 2022). However, these studies have not integrated
psychological empowerment (PE) as a psychological underlying mechanism through which POS and
SL affect IWB, thus, rendering these relationships unexplored. This study intends to bridge this gap by
investigating employee IWBs in Uganda’s public universities.

To practice, the study findings are likely to have practical significance. First, the empirical findings of

this study might inspire university management 1o encourage innovative culture among 'staﬂ. l.hc
study's findings highlight modalities to encourage staff in public universities 10 engage in innovauve

work behaviour. It is expected that human resource management policies and initiatives will bt.
developed, reviewed, and put into action based on the study's findings to 1mprove academic staffs

innovative behaviour in the Ugandan education sector.

To the participants, people who participate in this study may have a better understanding of a.ddilional
methods and procedures that might enable them and others to experience and increase their overall

sense of innovative work behavior.
8. COSTS:

Participants shall not be compensated for participation in this study.

9. PARTICIPANT’S RIGHTS:

Participation in this study is voluntary and your decision to participate in the study is made by free
will. devoid of compulsion or coercion. Signing the consent does not amount to waiver of personal

rights, including withdrawal from the study in any way.

(b). Withdrawal:

Withdrawal of an initial decision to participate in research is voluntary and your wishes to withdrawal
shall be respected and protected.

(c). Privacy:

The questionnaire shall not have any identifying information. For example, participants shall not be
required to list their names on the questionnair isl { effect has been provided for

on the tool. Thus, we shall also avoid ¢ u;@b’;ﬁ\ﬁ&?"ﬁg&LﬂY&st iescyly identify them, such as their
name, email, phone number, or address. InsteatP ARE AL Hhidhymoys data that cannot be linked to
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person without additional information. Secondly, we shall limit the scope and duration of
collection. In this way, we shall only collect data that is relevant and necessary for this rescarch
nd this shall later be deleted or destroyed after analysis. Through this approach, eftorts
ertaken to avoid asking questions that are too personal, sensitive, or intrusive, such as
directly related to this rescarch
Thus,

fic

Objcc(i\'cs. a
shall be und -
those related to health, income, or political views, as these are not even

topic. Third, we shall ensure respondent privacy by encrypting and securing the collected data
we shall use encryption techniques and password protection to prevent unauthorized access,
modification, or disclosure of the gathered data. Also, reliable and reputable platforms and tools 10
create and distribute the study questionnaires, and to store and transfer your data shall be used Online
survey software that offers encryption, security, and privacy features, such as SSL, HTTPS, or GDPR
compliance shall be used. Finally, in order to ensure privacy, we shall consistently follow and adhere
{0 ethical and legal guidelines, including principles and standards of ethical and responsible rescarch,
and comply with the laws and regulations of Uganda, as well as public universities, which represent
the context of our study. Thus, the dignity, autonomy. and confidentiality of the respondents shall be
respected, and we shall take necessary steps 10 avoid any harm, deception, or coercion.

(d). Confidentiality:

we shall collect anonymous data, which is not in any way

In order to protect confidentiality, \
ant. Thus, we shall collect data from

connected to information that can identify the individual particip .
participants without identifiers. Also. we shall adhere to good data collection and storage practiccs.

For example, we shall keep rescarch notes, interview transcriptions and any other identifying
participant information if any in a locked file cabinet, in the personal possession of the researcher. In
general, access 1o information about individual participants shall be restricted to the researcher,
research supervisors, and any research assistants on a need-to-know basis. All the research assistants
and 1 shall undergo training in data collection and storage practices and, we shall ensure that study
participants are not discussed outside the rescarch context. In order to protect against psychological,
social and legal harm, care shall be taken to avoid breaches of confidentiality in which this
information shall not be divulged to anyone else. Further, on completion of the study, questionnaires
shall be destroyed within six months. Since this study is of a mixed nature, collection of secondary
data. that is use of data that has already been collected will as well address concerns of

confidentiality in this study.
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10. CONTACTS:

Contact Wanyana Mercy Mugonola — Principal Investigator on (0782485880) for any other questions

or concerns you may have about this study: OR
Chairperson, Busitema University Faculty of Health sciences Research

Contact Dr. Edith Mbabazi,
) on +256 704 414441 for concerns with participants’ rights and other

Ethics Committee (BUFHSREC
ethical-regulatory issues.

DOCUMENTATION AND AUTHORIZATION OF INFORMED CONSENT

What does my signature or thumbprint on this consent form mean?
a) | have read this consent form and was given enough time to consider the decision to participate in
this study.

b) This research study has been satisfactorily explained to me, including possible risks and benefits.

¢) All my questions were satisfactorily answered. ERO\TY
Y] ,::\v SCIENCES
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ndcrsland that participation in this research study is voluntary and that I can withdraw at any

nme-

¢) 1amsig
f) 1give voluntarily
g) | will be provided with a co

ning this consent form prior to participation in any rescarch activities.
my permission 1o participation in this research study.

py of the fully signed consent form for my reference.

Date (DD/MM/Y_Y??)

O AR S - :
Name of Participant (PRINT) Participant’s Signature/I humbprint

e
A ——————————— —— —— .
Name of Investigator/Associate (PRINT) Signature of Investigator/Associate Date (DD/MM/YYYY)
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