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[bookmark: _Toc22387029]ABSTRACT
The study examined the factors influencing decision making in urban authorities in Uganda, basing on a case study of Kampala Capital City Authority. It was guided by the three research objectives; i) to examine how KCCA provide timely and accurate information as a way of creating strategic solutions, ii) To assess how KCCA ensures inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority, iii) to examine how KCCA enables the implementation of laws and regulations for improved city development. 
The study used a phenomenological approach which enables the researcher understand how respondents experience factors influencing decision making, it used a sample size of 63 respondents however only 60 questionnaire were filled and returned. Findings revealed that decisions go through a uniform and old practiced system; these decisions often relate to the amount of information business owners, directors or managers and gather in a timely period.
In conclusion, it was observed that employee voice is the key element of the information factor in the employee involvement in decision making on organizational citizenship behavior. In recommendations, the study suggested that the stakeholders need further help in understanding the benefits of employees’ participation in management for the employees and for the company. 
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[bookmark: _Toc447954278][bookmark: _Toc4518324][bookmark: _Toc5712170][bookmark: _Toc5718916][bookmark: _Toc22387031]INTRODUCTION
[bookmark: _Toc447954279][bookmark: _Toc4518325][bookmark: _Toc5712171][bookmark: _Toc5718917][bookmark: _Toc22387032]Background to the study
The study examines the factors influencing decision making in urban authorities in Uganda. It is based on a case study of Kampala Capital City Authority.
Kampala Capital City Authority is significant for this study because it is a good representative and prominent urban authority that is responsible for urban decision making in Uganda. According to information from the Website (https://www.kcca.go.ug/about-the-authority) the Authority is the governing body of the Capital City and administers Capital City on behalf of the central government subject to this Act. The authority is important for this study because it comprises of a wide range of decision making policies within a large scope of time
The study about factors influencing decision making in urban authorities in Uganda is important because it has been observed by Abaasi (2016) that effective management of performance is critical if the goals and objectives of the organization are to be achieved. Urban authorities serve to succeed and the achievement of the strategy through individual output places the attention directly on performance. Joab (2013) also explains that urban authorities make strategic decision which influences the stakeholders they represent, therefore consensus among team members facilitates the implementation of those decisions.
Kampala Capital City Authority (KCCA) is the legal entity, established by the Ugandan Parliament, and is responsible for the operations of the capital city of Kampala in Uganda. It replaced the Kampala City Council (KCC). The affairs of the capital city of Kampala were brought under the direct supervision of the central Ugandan government. The city clerk, formerly the highest financial officer in the city, was replaced by the executive director, who is answerable to the Minister of Kampala Capital City Authority, currently Beti Kamya-Turwomwe. The elected mayor became the lord mayor, now a largely ceremonial position. In addition to the politically elected councilors, the expanded KCCA Council has members from the following professional bodies as full voting members:[6] Uganda Institute of Professional Engineers, Uganda Society of Architects, Uganda Medical and Dental Practitioners Council, and Uganda Law Society.
According to Kampala Capital City Authority Strategic Plan (1999), the following are the policy objectives underlying decision making in the authority;
1. To provide timely and accurate information that can create significant strategic solutions
2. To embrace inclusiveness of all relevant employees for success of strategic processes in the authority
3. To enable authority management recognise and identify a problem
4. To enable authority to implement the laws and regulations for improved city development.
This study examined whether Kampala Capital City Authority is achieving the above set decision making objectives.
[bookmark: _Toc22387033]Statement of the problem
In spite of the clearly stated above KCCA’s decision making policies, there is still evidence that the authority has hindering factors that affect the process of decision making. 
During a management board meeting held on 16th April 2018, it was revealed that there is a problem of lack of adequate information which often times leaves management adrift in a sea of uncertainty. This is because decision making involves too many complex variables that need to be examined.
In the same meeting, it was revealed that the situation is more made more challenging since employee participation in decision making process is very limited. A senior board member was sited mentioning that most of the employees left out of the decision making process have more valid and reliable information which could be very crucial to the success of decision making process, however most of these employees are left out. 
It was further noted that the physical and organisational environment at the authority is also very complex; this affects the nature and implementation of decisions. It was noted that employees are very sensitive and lack trust and goodwill amongst themselves which makes them unmotivated to make proper sound decisions. It is based upon this evidence that the researcher was motivated to undertake the study.
[bookmark: _Toc22387034]
Purpose of the study
The purpose of the study was to examine the factors influencing decision making in urban authorities in Uganda, basing on a case study of Kampala Capital City Authority.
[bookmark: _Toc22387035]Research objectives
The study was guided by the following research objectives;
1. To examine how KCCA provide timely and accurate information as a way of creating strategic solutions.
2. To assess how KCCA ensures inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority.
3. To examine how KCCA enables the implementation of laws and regulations for improved city development. 
[bookmark: _Toc22387036]Research questions
The study was guided by the following research questions;
1. How does KCCA provide timely and accurate information as a way of creating significant strategic solutions?
2. How does KCCA ensure inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority?
3. How does KCCA enable the implementation of laws and regulations for improved city development?
[bookmark: _Toc447954288][bookmark: _Toc4518334][bookmark: _Toc5712180][bookmark: _Toc15995723][bookmark: _Toc447954284][bookmark: _Toc4518330][bookmark: _Toc5712176][bookmark: _Toc22387037]Hypothesis of the study
The study tested the following hypothesis:
Ho: There is no significant relationship between decision making and performance of KCCA.
Hi: There is a significant relationship between decision making and performance of KCCA.
[bookmark: _Toc443067246][bookmark: _Toc443067968][bookmark: _Toc447954285][bookmark: _Toc4518331][bookmark: _Toc5712177][bookmark: _Toc15995724][bookmark: _Toc22387038]Study scope
The study was limited to examining how KCCA ensures timely and accurate information as a way of creating strategic solutions, how KCCA ensures inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority and how KCCA enables the implementation of laws and regulations for improved city development
[bookmark: _Toc496028726][bookmark: _Toc22387039]Significance of the study
Stakeholders who are to benefit from the findings of the study are identified below:
To the government of Uganda
The study findings intend to particularly help the government in a better understanding of the decision making and how to improve on the process, as well as provide valuable information for future interventions. It aims at informing policies towards setting up of decision making, and show how the concept can be used as a powerful management tool to improve the way organizations and stakeholders can achieve greater transparency. 
To Kampala Capital City Authority
This study intends to provide relevant information to KCCA about the effective decision making and this enables the stakeholder to not only understand the aspect but also appreciate the importance of the concept.
To other organisations
The study intends to provide general information to other public organisations on decision making policies and how they can be improved so as to formulate and implement good organisational culture
To the researcher
The accomplishment of the study aims at helping the researcher to acquire skills about the processing of research work and as well as data analysis and further enable the researcher to acquire a Master on Business Administration of Nkumba University.
To other researchers
This study also intends to contribute to the body of knowledge about decision making process and can be used as a reference material by other researchers. 
[bookmark: _Toc22387040]Setting of the study
Kampala Capital City Authority (KCCA) is the legal entity, established by the Ugandan Parliament; that is responsible for the operations of the capital city of Kampala in Uganda. It replaced the Kampala City Council (KCC)
The headquarters of KCCA are located on Nakasero Hill in the central business district of Kampala. The headquarters are immediately south-west of the Uganda Parliament Building. The main entrance to the KCCA Complex is located on Kimathi Avenue, which comes off of Parliament Avenue. The coordinates of this building are 0° 18' 54.00"N, 32° 35' 9.00"E (Latitude: 0.315000; Longitude: 32.585832)
The affairs of the capital city of Kampala were brought under the direct supervision of the central Ugandan government. The city clerk, formerly the highest financial officer in the city, was replaced by the executive director, who is answerable to the Minister of Kampala Capital City Authority, currently Beti Kamya-Turwomwe. The elected mayor became the lord mayor, now a largely ceremonial position. In addition to the politically elected councilors, the expanded KCCA Council has members from the following professional bodies as full voting members:[6] Uganda Institute of Professional Engineers, Uganda Society of Architects, Uganda Medical and Dental Practitioners Council, and Uganda Law Society.
Kampala is divided into five divisions, each headed by a popularly elected mayor. Those divisions are preserved under the new KCCA Law. It is not yet clear what the roles of those five mayors will be in relation to the Lord Mayor and the KCCA Executive Director. The table below gives the names of the mayors
[bookmark: _Toc15995727]

[bookmark: _Toc22387041]Arrangement of the study
Chapter one presents introduction to the study. 
Chapter two: Presents study literature. It highlights literature survey, literature review and the conceptual framework of analysis. 
Chapter three: Presents study research methodology. It highlights research design and data collection and management. 
Chapter four: Presents the demographic characteristics of the respondents. 
Chapter five: Presents findings on how KCCA provides timely and accurate information as a way of creating significant strategic solutions. 
Chapter six: Presents’ findings on how KCCA embraces inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority. 
Chapter seven: Presents findings on how KCCA enables the implementation of laws and regulations for improved city development. 
Chapter eight: Links the findings to the literature review and suggest ways forward for decision making in KCCA
Chapter nine: Presents summary and conclusion to the study
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[bookmark: _Toc15995730][bookmark: _Toc425627301][bookmark: _Toc447954314][bookmark: _Toc4518339][bookmark: _Toc22387044]Introduction
This chapter presents the study literature. It is made up of three sections comprising of the literature survey, literature review and conceptual framework. 
[bookmark: _Toc15995731][bookmark: _Toc22387045]Literature survey
No scholarly study such as the one being undertaken has so far been done on Kampala Capital City Authority. However, there are similar studies in other areas. Below are reviewed the major ones.
Waiswa (2008) carried out a study about the impact of decision making, reward management in Uganda’s public sector. The study revealed that effect of employee participative decision making on job satisfaction was positive. Money and Graham (1999) found that, Pay has been often mentioned as a motivator for performance and a determinant of job satisfaction. To sustain their ability to produce and implement strategic decisions, top management teams must maintain positive affective relationships among their organizational members/employees. It was also revealed that, decision quality, consensus, and affective acceptance are, together, all necessary for sustainable high performance of the employees as well as the organization. However, the study did not provide any literature on how authorities ensure timely and accurate information as a way of creating significant strategic solutions; it is the aim of this study to fill the identified gap.
Nakagiri (2014) also carried out a study about decision making and organisational behavior in public organisation. Her study focused on Kampala Capital City Authority. The study revealed that job satisfaction has a partial mediation on the relationship between decision making, reward management and job performance. Adams et al., (1977) suggested that high pay levels represent high outcomes that should motivate and satisfied employees to adjust their inputs (performance) upward. When people feel their strategic decision-making processes are fair, they display a high level of voluntary cooperation based on their attitudes of trust and commitment, so they are satisfied and that will enhance their individual/employee performance. Conversely, when people feel that the processes are unfair, they refuse to cooperate by hoarding ideas and dragging their feet in conceiving and executing strategic decisions and that will lead to a job dissatisfaction and reduce the individual/employee performance (Kim & Mauborgne, The study also provided recommendations that reward management and decision making just does not promote job performance, but enhance job satisfaction which ultimately leads higher performance of the employees. However, Nakagiri’s study did not discuss on how inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority
[bookmark: _Toc4518340][bookmark: _Toc15995732][bookmark: _Toc22387046]Literature review
Issues relating to factors influencing decision making in urban authorities are not unique to Kampala Capital City Authority. They have been widely studied by scholars in similar environments elsewhere outside the context of Kampala Capital City Authority. Below is the review of some of the major studies in this area. The review has been undertaken in order to derive the conceptual framework within which the situation of Kampala Capital City Authority may be put in its proper perspective.
Decision making can be defined as choosing between alternatives. It can be regarded as an outcome of mental processes (cognitive processes: memory, thinking, evaluation) leading to the selection of a course of action among several alternatives. Decision making involves mapping the likely consequences of decisions, working out the importance of individual factors, and choosing the best course of action to take. (Muindi , 2011)
The Decision making is dynamic process, and there are many feedback loops in each of the phases. Feedback loops can be caused by problems of timing, politics, disagreements among managers, inability to identify an appropriate alternatives or to implement the solution, turnover of managers, or the sudden appearance of a new alternative. The essential point is that decision making is a dynamic process. This dynamic process has both strategic and behavioral implications for the organizations. Recent empirical research indicates that the decision making process that involves making the right strategic choices does lead to success decisions for the organization.
Leonard, Scholl, and Kowalski (1999) argue that the decision-making is a fundamental function in organizations and the quality of the decisions that managers make influences their effectiveness as managers, and the effectiveness of managers, in turn, affects the success or failure of the organization and also these decisions very much affect employee and the organizational performance.
Taylor (2005) explains that the effective implementation of a strategic decision requires the active cooperation of the team members. To effectively usher a decision through this complex web of operational details, team members must do much more than simply agree to or comply with the decision. They must both understand and commit to the decision if it is to be implemented effectively and that will enhance organizational performance through the individual/employee performance.
Smith (2001) asserts that in order to increase the workers commitment and humanize the workplace with the intention of improving work performance and good citizenship behavior, managers need to permit a high degree of employee involvement. Thus, the involvement of workers in decision making is considered as a tool for inducing motivation and satisfaction in the workers leading to positive work attitude and high productivity 
Kuyea & Sulaimonb, (2011) explains that quality of decisions made is very important for the smooth functioning of an organization. It is a known fact that decision making is not just about selecting the right choices or compromises. Unless a decision has degenerated into work, it is not a decision. It is at best a good intention. Decisions made become effective only after they are implemented.
Somers (1998) observe that organizational management is required to make a large number of decisions on a continuous basis. These decisions are required to be made for the smooth running of the organization. The performance of the organization is greatly influenced by these decisions. Hence, making decisions is a matter of a huge responsibility for the management not only against the organization itself, but against their employees and other stakeholders, as well.
In the words of Scott (2008) the decision making process can be explained as a proposal considered by the management in the context of the organization and its strategic position. Alternatives, risks and potential outcomes are considered and then a decision is reached. There can also be a post audit and a feedback loop. The decision making process of the management is subject to human error as the management personnel have personalities, prejudices and a self-interest bias. Importantly, they have different attitudes to and appetites for risk.
The decisions of the management are influenced by the decision making environment which consists of a unity of management’s experience, beliefs and perceptions on one side, and decision support tools and techniques on the other side.
Rousseau (2002) notes that for determining the effectiveness of the decision made, the performance of the organization is normally measured on the basis of eight performance parameters. These performance parameters include (i) profitability, (ii) organizational effectiveness, (iii) continuous improvement, (iv) productivity of the processes, (v) quality of the processes and the products, (vi) quality of work life, (vii) safety and health at the workplace, and (viii) social responsibility. In short organizational performance can be defined in a broad sense a measure of association of all the performance variables which influence the functioning of the organization.
As stated earlier, decision making consists of selecting choices or compromises in order to meet the objectives of the organization. It ranges from the managerial decisions to the routine operational decisions. Further, the decisions to be made by the management can be of (i) technical nature, (ii) administrative nature, and (iii) financial nature.  Decisions can also be (i) routine decisions, (ii) tactical decisions, or (iii) strategic decisions. All these types of decisions impact the performance of the organization.
Kaufman (2016) opines that technical decisions and financial decisions are not the administrative type of decisions and hence they are to be made by those management personnel who are having deep knowledge of the technological processes or financial matters respectively. However, the three types of decisions namely technical, financial, and administrative etc. are not to contradict each other but support each other.
Reis (2000) states that there are some decisions which are made by rules of thumb and making short cuts. Also, sometimes decisions are made by sacrificing some part of the problem which means making some compromises. Such decisions are not quality decisions and hence are not very effective for improving the performance of the organization.
There are decisions which are made in normal working environment while there are other decisions which are made under conditions of emergency. There are decisions which are made in a hurry while there can be some other decisions which are delayed. Generally decisions are required to be taken within normal available time to be effective (Rorty, 2003)
Morgan (2014) notes that there are some decisions which are made at individual level while there are other decisions which are made by a group of management personnel. Either of these decisions can be quality decision and can be effective in improving the performance of the organization. Group level decisions need more time. Generally criticality of the problem decides whether the decision is to be made at the individual level or at the group level 
Meyer (1999) observes that there are cases when management makes decisions under panic. Panic decisions are also made under conditions of emergency. There are other cases when management is to make decisions under stress. Decisions made under panic as well as under stress are always low in quality and in effectiveness. These decisions normally do not help in improving the organizational performance.
There can be some decisions which are made under pressure. Pressure for certain decisions may come from authorities, regulatory bodies, stakeholders, market, suppliers, or environment. Pressure for certain decisions can also be there because of financial reasons. Decisions made under pressure can have adverse impact on the performance of the organization since these decisions may not be quality decisions (Mead, 2005)
Some decisions can be made to please certain people while some other decisions can be made out of revenge. Some decisions are made to give favors to someone while denying normal benefits to others. Also there are some decisions which are made to receive certain undue benefits/rewards while some other decisions are made to get popularity. Decisions, which are made because of these reasons, are normally not fair decisions and hence not the quality decisions. Such decisions usually have an adverse impact on the performance of the organization (Ibid).
Kalimullah (2010) suggested that there are some decisions which are made in a routine manner. Such decisions are made based on the set procedures in the organization. Usually there are earlier cases of similar decisions for guidance in such cases. These are those decisions which are easier to make. On the other hand there are decisions for which there are no earlier decisions available to management for guidance. Such decisions are difficult to make and management is to follow one of the techniques of decision making to ensure that the correct decisions are made and also to ensure that the decision making is not delayed. However, in all the cases of decision making, it is the ability to make wise, educated decisions which is essential for the management.
Homan (2000) explains that Decision making is normally the basis of competitive advantage and value creation in the organization.  Improvement in the decision making can be the key to superior organizational performance. The quality of decision making can become the key differentiator between success and failure in the organization.
Some decisions may not have a major influence on the organizational performance while the other decisions do have a considerable influence on the performance of the organization. Some decisions may have a short time impact while other may have a long time impact. Some decisions may impact the organizational performance immediately while the other decisions may have an impact on the organizational performance after a lapse of certain time. Some decisions may impact the performance in a small way while the impact of some other decisions may be very big on the performance of the organization. Some decisions may have negative influence on the organizational performance, while the other decision can have positive influence on the performance. However, in all the cases, it is the quality of the decision which is an important factor in influencing the organizational performance (Bishop, 2009) 
Badu (2008) notes that management with rational decision making style make decisions thorough search for logical evaluation of alternatives. In the case of the intuitive decision making style, management rely upon hunches and feelings for making the decisions. In the event of the dependent decision making style, management seek further advice and direction from others for making the decisions. Management while following the avoidant decision making style attempts to avoid decisions with the hope that the problem will solve itself with time. In the case of spontaneous decisions making style, management makes sudden and impulsive decisions.
Campbell et al (1999) observes that muddle strategy is generally followed during the emergency conditions and consists of incremental decision making. The focus is on crisis management or ‘putting out fires’, rather than selecting a better course of action. This usually starts with minor safety shortcuts that continue until they reach the point where the management finds that some serious mistakes have occurred. Management under such conditions usually downplays the significance of change in the situation by engaging in superficial decision making. Risk management is also not done in such situation. Hence decisions made under such strategy generally are not quality decisions.
Participatory decision making remains a central theme in business, policy and practice research. The focus of management has been to establish the positive or otherwise negative effects of management practices on performance. Participation in management (PM) has been used interchangeably to mean shared leadership, employee empowerment, employee involvement, participatory decision-making, dispersed leadership, open-book management, or industrial democracy. These coinages have come about as a result of the long quest to enhance employee contribution to management decisions so as to achieve organizational objectives and productivity. However this has become a major challenge of management in recent times. Organizations that focus on their employees tend to increase to employee satisfaction, commitment and organizational success 
Decision making in many organizations are done by top management team without considering the input of the employees at the other managerial levels. In these organizations the decisions taken by top management is however implemented by the lower level of employees. Because lower management do not take part in the decision making, it sometimes becomes difficult for some of the decisions taken by top management to be implemented especially when the decisions seem not to be favorable. Somech (2003) argues that flatter management and decentralized authority structures carry the potential for achieving outcomes unattainable by the traditional top-down bureaucratic structures.
According to Klein (2017), he proposed that there are three models of the psychological effects of employee ownership. The first is the “intrinsic satisfaction model” of employee ownership which suggested that the mere fact of employee ownership increases employee’s commitment and satisfaction which leads to positive impact on productivity. The second model is the “instrumental satisfaction model” of employee ownership. By this model, employee ownership increases employee influence in decision making which turns to increase the commitment level of the employee. The last model is the “extrinsic satisfaction model” which suggests that employee ownership increases organizational commitment and productivity thus employee ownership is financially rewarding to the employee. Steinheider et al. (2002) argued that there is significant relationship between employee commitment and participation in decision making and the former is manifested in positive job attitudes.
In order to achieve effective participatory decision making by employees, managers need to approach the method of employee’s participation in decision making with an open mind. With this mechanism, even though not all suggestions or ideas will be agreed upon, it however paves way for creativity and innovation. Employees should also be willing to participate in decision making process. 
Employees will only be able to make the right decisions if they have acquired the right skills and knowledge concerning those decisions to be made. Management or managers who want to practice participatory decision making must provide employees with the necessary training, information or knowledge so they can make effective and efficient decisions. It is known that employees may not participate in decision making process because they lack the necessary skills or knowledge. 
[bookmark: _Toc4518341][bookmark: _Toc15995733][bookmark: _Toc18377727]

[bookmark: _Toc22387047]Conceptual framework
Figure 1: A conceptual framework showing a relationship between the independent and dependent variable.
Independent variable						Dependent variableDecision making
· Fulfillment of goals 
· Reliable data
· Commitment for needed action

· KCCA Human Resource policy
· Employee attitude
· Government policy

Influencing factors
· Timely and accurate information
· Inclusiveness of relevant employees
· Implementation of laws and regulations







				         Intervening variable




Source: Adopted from Reagan (2018) and modified by the researcher
The conceptual framework reflects two variables namely influencing factors as the independent variable and decision making as the dependent variable. In other words, it’s conceptualised that decision making depends on influencing factors. In this study, influencing factors is conceptualised by its dimensions of, timely and accurate information, inclusiveness of relevant employees implementation of laws and regulations and recognise and identify problem. All the above elements of the independent variable were assessed and their relationship with decision making. Decision making is conceptualised as fulfillment of goals, reliable data and commitment for needed action





[bookmark: _Toc485719110][bookmark: _Toc4518342][bookmark: _Toc15995734]

[bookmark: _Toc22387048]CHAPTER THREE
[bookmark: _Toc485719111][bookmark: _Toc4518343][bookmark: _Toc15995735][bookmark: _Toc22387049][bookmark: _Toc431048969][bookmark: _Toc449689073][bookmark: _Toc452137287]METHODOLOGY
[bookmark: _Toc485719112][bookmark: _Toc4518344][bookmark: _Toc15995736][bookmark: _Toc22387050]Introduction
[bookmark: _Toc485719113][bookmark: _Toc4518345][bookmark: _Toc15995737][bookmark: _Toc371183507][bookmark: _Toc382298583][bookmark: _Toc382299649]This chapter presented research methodology. It highlights research design and data collection management.
[bookmark: _Toc22387051]Research design
[bookmark: _Toc31907][bookmark: _Toc485719114][bookmark: _Toc4518346][bookmark: _Toc15995738]According to 	Owen (1996) a research design involves identifying, describing and justifying each of the following for the study: Under this section the following are identified, and explained; research approach, research strategy research duration and research classification.
[bookmark: _Toc22387052]Research approach
[bookmark: _Toc426800022][bookmark: _Toc431048970][bookmark: _Toc449689074][bookmark: _Toc30247][bookmark: _Toc485719115][bookmark: _Toc4518347]The research approach is important because it can be used to test the validity of the research hypothesis. In the research approach the researcher used a phenomenological approach which enables the researcher understand how respondents experience factors influencing decision making.
[bookmark: _Toc15995739][bookmark: _Toc22387053]Research strategy
[bookmark: _Toc426800023][bookmark: _Toc431048971][bookmark: _Toc449689075][bookmark: _Toc20382][bookmark: _Toc485719116][bookmark: _Toc4518348]This study relied on a case study approach since it was difficult to establish what goes on in respect to factors influencing decision making in urban authorities in Uganda. For the reason of effective access, Kampala Capital City Authority was selected. Answering the research questions would be impossible in the wide scope of the private sector. 
[bookmark: _Toc15995740][bookmark: _Toc22387054]Research duration
[bookmark: _Toc426800024][bookmark: _Toc431048972][bookmark: _Toc449689076][bookmark: _Toc32357]The study adopted a longitudinal approach basing on two operational years (2017-2018) of Kampala Capital City Authority to gather the relevant information about the variables. The researcher carried out the study in a period of six months. 
[bookmark: _Toc485719117][bookmark: _Toc4518349][bookmark: _Toc15995741][bookmark: _Toc22387055]Research classification
[bookmark: _Toc483931471][bookmark: _Toc485719118][bookmark: _Toc4518350]The study used quantitative and qualitative techniques. It involved collecting and converting data into numerical form, hence used of statistical calculations where conclusions were drawn. According to Gossa (2016) this means understanding the specific type of research to be used, it is important because it explains the purpose of carrying out the research. 
[bookmark: _Toc15995742][bookmark: _Toc22387056]Limitations of the study
The following are the challenges and bottlenecks the researcher encountered during the study and how they were solved.
[bookmark: _Toc485719119][bookmark: _Toc4518351][bookmark: _Toc15995743]Low-response: The researcher faced a problem of non-response from the respondents about particular questions especially through interview sessions probably because they may be too busy. The researcher overcame this limitation by administering many questionnaires as possible so as to eliminate higher likelihood of low response.
Inflexible design: The survey that was used by the researcher from the very beginning, as well as the method of administering it, cannot be changed all throughout the process of data gathering. This inflexibility is viewed as a weakness of the survey method. 
[bookmark: _Toc22387057]Data collection and management
Data collection is a process of gathering and measuring information on variable of interest. The data was collected in a systematic way that enabled the researcher to answer stated research questions and as well to test the hypothesis and evaluate the outcome.
[bookmark: _Toc485719120][bookmark: _Toc4518352][bookmark: _Toc15995744][bookmark: _Toc22387058]Study population
[bookmark: _Toc485719121][bookmark: _Toc4518353][bookmark: _Toc15995745]According to Koffi (2002), this is the total number of respondents from which the sample size is derived. Uganda Bureau of Statistics (2016) notes that Kampala city has an estimated population of 1,557,300 people trading during day time, it is also observed that KCCA employment structure bears 1,332 employees. However, for purposes of this study, the target population of this study included among others staff. They were selected because they are expected to have accurate knowledge required in understanding of factors affecting decision making.
[bookmark: _Toc490211767][bookmark: _Toc22387059]Target population
The target population of this study consisted members from local government, central government and Kampala Capital City Authority because they are directly involved in issues of decision making process and these are estimated to comprise of 0.0048% of KCCA personnel that the study used as respondents, thus the target population was 75 individuals (0.0048/100*1,557,300= 75 individuals). The focus on this segment of the population is justified with the fact these individual’s tasks and responsibilities are directly related decision making process.
[bookmark: _Toc22387060]Sample size and selection method
[bookmark: _Toc485156970][bookmark: _Toc485415433][bookmark: _Toc7766857][bookmark: _Toc22387061]Sample size and determinant 
Koffi (2002) states that, this is the act of choosing the number of observations or replicates to include in a statistical sample. The sample size is an important feature of any empirical study in which the goal is to make inferences about a population from a sample. In this study therefore, a sample size of 63 respondents was selected for the study. It is observed that in many cases, a researcher is un-able to cover the entire population, in which case he/she takes part of the population known as a sample. He further expounds that the researcher is forced to sample in order to save money, time and other resources.
The sample size was determined using the following formula by Yamane (1967:886).
n =    N 	Where
n = Sample size
N= Population size
e = margin of error at 95% confidence level

e = Margin of error/0.05

      1 + N (e2)
n=   75
    1 + 75 (0.052)
n=   75
     1 + 75 (0.0025)
n= 63
[bookmark: _Toc485719122][bookmark: _Toc4518354][bookmark: _Toc15995747][bookmark: _Toc22387062]Sampling techniques
[bookmark: _Toc485719123][bookmark: _Toc4518355][bookmark: _Toc15995748]According to McCabe (2005), sampling techniques are important in identifying the population of interest. In this study, the following are the sampling methods that were employed
The researcher used purposive method of sampling. This method is important because it is dictated by the nature of the study which aims at getting information from specific respondents. 
Convenience sampling was also used by the researcher for convenience purposes just in case the selected staffs are not available at the time of the interview. 
Simple random sampling was also used. This method is important because it gave respondents equal chances of participating in the study and as such eliminating elements of bias. 
[bookmark: _Toc22387063]Data collection procedure
In order to collect required data from Kampala Capital City Authority, the researcher obtained an introductory letter from the Dean of School of Business Administration and Information Technology of Nkumba University. The letter was delivered to Kampala Capital City Authority to seek permission to conduct the research in their organisation. After the researcher collected data on how decision making is affected by influencing factors from respective respondents.
[bookmark: _Toc15995749][bookmark: _Toc485719124][bookmark: _Toc4518356]

[bookmark: _Toc22387064]Data collection sources
Primary data
The study used face to face interviews in order to save time and the primary data was collected by using structured questionnaires that was self-administered by the respondents.  
Secondary data
Secondary data was collected through document reviews and other sources such as textbooks, business reports/ manuals, journals so as to get enough relevant information about the research topic.
[bookmark: _Toc534514001][bookmark: _Toc425432021][bookmark: _Toc485719125][bookmark: _Toc4518357][bookmark: _Toc15995750][bookmark: _Toc22387065]Data collection instruments/tools
[bookmark: _Toc534513994][bookmark: _Toc425432014]In this study the researcher used interviews and questionnaires to collect primary data from the respondents, as well as documentary review to collect secondary data from libraries, resource centers and the internet. This enabled the researcher to capture both qualitative and quantitative data. The interviews helped the researcher to capture qualitative data through detailed discussions about the study variables, whereas the questionnaire mostly captured quantitative data particularly form the closed-ended questions.
[bookmark: _Toc348441366][bookmark: _Toc485719126][bookmark: _Toc4518358][bookmark: _Toc15995751][bookmark: _Toc22387066]Self-administered questionnaire
The researcher used a semi-structured questionnaire with closed ended questions. These closed-ended questions contained predetermined alternative answers for the respondent to choose from in the process of responding to the question. The questions in the questionnaire were constructed in the simplest language possible to enable participants respond to them with ease. The questionnaire were designed in such a way that each besides the socio-demographic questions, specific questions were asked for each specific objective of the study. The questionnaire was applied to field workers and support staff in order to save time since it would consume more time to interview all of them.
A Likert scale or more accurately a Likert-type scale, is a psychometric scale commonly used in questionnaires, and was to be used in this research. When responding to a Likert questionnaire item, respondents were specifying their level of agreement or disagreement on a symmetric agrees-disagree scale for a series of statements. Thus, the scale captured the intensity of their feelings. The format of a typical five-level Likert item was : 1. strongly disagree; 2. Disagree; 3. Not sure; 4. Agree and 5. Strongly agree.
[bookmark: _Toc485719127][bookmark: _Toc4518359][bookmark: _Toc15995752][bookmark: _Toc22387067]Interview guide
[bookmark: _Toc485719128][bookmark: _Toc4518360][bookmark: _Toc15995753]Face to face interviews were conducted alongside self administered questionnaires so as to enhance response to questions generally regarded as sensitive. The researcher used structured and face to face interviews because they provided first-hand information; data was collected because it is less costly and has the ability to clarify questions. In this method, interview guides were drafted and questions were asked and then noted responses corresponding the asked questions. 
[bookmark: _Toc22387068]Validity and reliability of the instruments
[bookmark: _Toc483931487][bookmark: _Toc485719129][bookmark: _Toc4518361][bookmark: _Toc15995754][bookmark: _Toc22387069]Validity of the instrument
A pre-test of the research instrument to establish its validity was done. The instrument was given to two experts who provided their opinions on the relevance of the questions using a 5- point scale of relevant to not relevant. It was further pre-tested by administering it to probable respondents (n=10) and test their understandability of the items. Items that were found not to be relevant were eliminated and those found not to be understood were adjusted for understandability for the final research instrument that was used.
CVI= No of items *100
         Total Items
CVI= 60 * 100
         63
CVI= 95.2%
The content validity ratio index was computed and obtained as 0.952 as a basis for eliminating randomness within the factors considered in the instrument. With 95.2% score the researcher remained confident that the instruments used in the study were valid for adoption and use since it is above the 0.5 or 50% recommended by Kothori (2004).
[bookmark: _Toc483931488][bookmark: _Toc485719130][bookmark: _Toc4518362][bookmark: _Toc15995755][bookmark: _Toc22387070]Reliability of the instrument
[bookmark: _Toc485719131][bookmark: _Toc4518363][bookmark: _Toc15995756]Reliability is the degree to which an assessment tool produces stable and consistent results (Fraser, 2004). This is important because it enables the researcher to make conclusions of the study. Reliability of the questionnaire items was tested using the Cronbach’s alpha coefficient. Reliability of this study’s instruments was ascertained by pre-testing the questionnaires and interview guide. The researcher established the reliability of the questionnaire using reliability analysis by analysing the scale reliability of the instruments under SPSS software.
[bookmark: _Toc22387071]Data processing
The collected data was edited, coded and cross checked for completeness using Ms Excel and exported to SPSS for analysis version 20.
[bookmark: _Toc483931490][bookmark: _Toc485719132][bookmark: _Toc4518364][bookmark: _Toc15995757][bookmark: _Toc22387072]Data analysis
After processing, the summarized data was analysed using both descriptive statistics mainly through the relationship of the study variables.
[bookmark: _Toc14687867][bookmark: _Toc15995758][bookmark: _Toc22387073]Access to data collection sources
In order to collect required data from Kampala Capital City Authority, the researcher obtained an introductory letter from the Dean of School of Business Administration of Nkumba University. The letter was delivered to Kampala Capital City Authority to seek permission to conduct the research in their corporation. Official acceptance was communicated to School of Business Administration by Kampala Capital City Authority. After the researcher collected data on factors influencing decision making in KCCA from the study respondents
[bookmark: _Toc483931491][bookmark: _Toc485719133][bookmark: _Toc4518365][bookmark: _Toc15995759][bookmark: _Toc22387074]Ethical considerations
Ethical issues were considered during data collection, the researcher obeyed the rules and rights of the respondents. This was done so as to ensure that the rights to privacy and protection of the respondents were not infringed. Assurance of no other use of the information given apart from the study purpose was also granted. Furthermore, in relation to ethics and confidentiality in research, the researcher ensured the responsibility of ensuring that information about the subjects and their Results remained confidential and that they are used for no purpose other than the research for which was intended for






[bookmark: _Toc495927656]

[bookmark: _Toc22387075]CHAPTER FOUR
[bookmark: _Toc487894300][bookmark: _Toc495927657][bookmark: _Toc22387076]DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS
[bookmark: _Toc495927658][bookmark: _Toc22387077]Background information of respondents
In this section, respondents were asked to provide their background information and their responses are presented in tables below:
[bookmark: _Toc495927659][bookmark: _Toc22387078]Gender
Respondents were asked to identify the gender in which they belonged to. Responses are presented in table 4.1
	[bookmark: _Toc486673258][bookmark: _Toc489397261][bookmark: _Toc495927660][bookmark: _Toc18377759][bookmark: _Toc22387079]Table 4.1: Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	27
	45.0
	45.0
	45.0

	
	Female
	33
	55.0
	55.0
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data
According to results in table 4.1, it is indicated that 27(45.0%) belonged to the male gender while the majority 33(55.0%) belonged to the female gender. This can be interpreted to mean that data was mostly collected from female participants; this means that most of the information about the study was gathered from female respondents hence the study did not suffer from gender bias.
[bookmark: _Toc495927661][bookmark: _Toc22387080]Age
Respondents were also asked to identify the age bracket in which they belonged to. Responses to this question are presented in table 4.2
	[bookmark: _Toc486673112][bookmark: _Toc486673260][bookmark: _Toc489397263][bookmark: _Toc495927662][bookmark: _Toc18377761][bookmark: _Toc22387081]Table 4.2: Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	20-30
	21
	35.0
	35.0
	35.0

	
	31-40
	27
	45.0
	45.0
	80.0

	
	41-50
	8
	13.3
	13.3
	93.3

	
	Above 50
	4
	6.7
	6.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data
As seen in table 4.2, results revealed that 27(35.0%) belonged to the age bracket between 20-30 years, another age bracket identified with a significantly high response was 21(45.0%) who belonged between 31-40 years of age. For purposes of this study, this can be interpreted to mean that these individuals are mature and have more knowledge about the factors influencing decision making in KCCA, hence assumed to provide reliable information about the study variables.
[bookmark: _Toc495927663][bookmark: _Toc22387082]Level of education
Respondents were asked to identify their highest level of education. Responses to this question are presented in table 4.3

	[bookmark: _Toc486673114][bookmark: _Toc486673262][bookmark: _Toc489397265][bookmark: _Toc495927664][bookmark: _Toc18377763][bookmark: _Toc22387083]Table 4.3: Level of education

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Certificate
	9
	15.0
	15.0
	15.0

	
	Diploma
	15
	25.0
	25.0
	40.0

	
	Degree
	26
	43.3
	43.3
	83.3

	
	Masters
	6
	10.0
	10.0
	93.3

	
	Others, specify
	4
	6.7
	6.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data
According to results in table 4.3, it is indicated that 15(25.0%) had diplomas and 26(43.3%) had degrees, these categories generated high percentage responses compared to the rest and it can be interpreted to mean that the individuals had more knowledge practical about decision making in KCCA and its related factors that influence the process, hence provide reliable and relevant information about the study.







[bookmark: _Toc22387084]CHAPTER FIVE
[bookmark: _Toc22387085]TIMELY AND ACCURATE INFORMATION AS A WAY OF CREATING STRATEGIC SOLUTIONS
[bookmark: _Toc22387086]Introduction
This chapter deals with the first objective of the study: how KCCA ensures timely and accurate information as a way of creating strategic solutions. It aims at examining the situation at KCCA with intention of establishing whether the authority has made effort to ensure that there is timely and accurate information needed to provide strategic solutions.  Out of the 63 questionnaires, only 60 were filled and returned, this presented a response rate of 95.2% which is above average of 50% and this is acceptable to provide reliable data. 
Information plays an important role in an organization because it guides every decision an organization makes or expects to make. Thus, information is important in the decision-making and problem-solving processes, and without the right information, organizations are bound to make mistakes in these key processes.
Part of management is gathering and distributing information, and information systems can make this process more efficient by allowing managers to communicate rapidly. Email is quick and effective, but managers can use information systems even more efficiently by storing documents in folders that they share with the employees who need the information. This type of communication lets employees collaborate in a systematic way.
Respondents were asked the following questions in relation to exploring how timely and accurate information is used as a way of strategic solution in KCCA.
[bookmark: _Toc22387087]There is systematic flow of information for management of KCCA
Here the researcher sought to determine whether there is a systematic flow of information for management. The responses to the question are highlighted in table 5.1
	[bookmark: _Toc486673283][bookmark: _Toc489397270][bookmark: _Toc495927669][bookmark: _Toc18377768][bookmark: _Toc22387088]Table 5.1: There is systematic flow of information for management

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	13
	21.7
	21.7
	21.7

	
	Agree
	20
	33.3
	33.3
	55.0

	
	Strongly agree
	27
	45.0
	45.0
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
A seen in table 5.1, results indicate that 21.7% of the respondents mentioned they were not sure, 33.3% agreed while 45.0% strongly agreed respectively. Since majority of the respondents generally agreed, it means that KCCA uses this system to improve their business decision making process. Respondents stated that decisions go through a uniform and old practiced system; these decisions often relate to the amount of information business owners, directors or managers and gather in a timely period. This means that the system is designed to promote the flow of information from frontline operations to managers responsible for making business decisions.
[bookmark: _Toc22387089]All employees are involved in decision making to ensure fast flow of information
Respondents were asked whether employees are involved in decision making as a way of ensuring that there is fast flow of information. Responses to the question are summarised in table 5.2
	[bookmark: _Toc486673285][bookmark: _Toc489397272][bookmark: _Toc495927671][bookmark: _Toc18377770][bookmark: _Toc22387090]Table 5.2: All employees are involved in decision making to ensure fast flow of information

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	4
	6.7
	6.7
	6.7

	
	Disagree
	5
	8.3
	8.3
	15.0

	
	Not sure
	7
	11.7
	11.7
	26.7

	
	Agree
	19
	31.7
	31.7
	58.3

	
	Strongly agree
	25
	41.7
	41.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 5.2 indicate that 6.7% of the respondents generally agreed to the statement, this was presented by 41.7% and 31.7% who strongly agreed and agreed respectively. Since this was the majority, it can be concluded to mean that employees feel empowered in taking part of strategic solution for the authority. During an interview session, one key respondent expressed that;
“All employees are ideally allowed to take part in decision making process, however, due to large numbers of employees throughout the authority, our views and opinions through decision making process are passed on to management through appointed representatives. These representatives are usually per department, this is because not all employees can be heard or listen to at the same time”. 
This means that employees actively engage in decision making process in KCCA.
[bookmark: _Toc22387091]There is collaboration of employees towards achieving project task
With the aim of determining whether there is collaboration of employees towards achieving project tasks, responses to the question are presented in table 5.3
	[bookmark: _Toc486673289][bookmark: _Toc489397276][bookmark: _Toc495927675][bookmark: _Toc18377772][bookmark: _Toc22387092]Table 5.3: There is collaboration of employees towards achieving project task

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	25
	41.7
	41.7
	41.7

	
	Disagree
	24
	40.0
	40.0
	81.7

	
	Not sure
	2
	3.3
	3.3
	85.0

	
	Agree
	6
	10.0
	10.0
	95.0

	
	Strongly agree
	5
	5.0
	5.0
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
According to results in table 5.3, it is indicated that 41.7% of the respondents strongly disagreed, 40.0% disagreed, and this was the majority response and can be implied to mean that there is a weak sense of teamwork amongst employees at KCCA. It was revealed that the expression of open dialogue has been characterised by rising controversies between authority departments and amongst employees. The sharing of information other than reaping benefits often times exposes the weakness of employees and this to some extent reduces on collaboration in carrying out project tasks. 
[bookmark: _Toc22387093]KCCA has a communication strategy which helps in ensuring a standard for organisational communication
Respondents were also asked whether the authority has a communication strategy which helps in ensuring a standard for organisational communication. Responses to the question are presented in table 5.4
	[bookmark: _Toc486673287][bookmark: _Toc489397274][bookmark: _Toc495927673][bookmark: _Toc18377774][bookmark: _Toc22387094]Table 5.4: KCCA has a communication strategy which helps in ensuring a standard for organisational communication

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	2
	3.3
	3.3
	3.3

	
	Disagree
	3
	5.0
	5.0
	8.3

	
	Not sure
	5
	8.3
	8.3
	16.7

	
	Agree
	21
	35.0
	35.0
	51.7

	
	Strongly agree
	29
	48.3
	48.3
	100.0

	
	Total
	60
	1000.0
	100.0
	


Source: Primary data (2019)
The results in table 5.4 indicate that 35.0% of the respondents agreed while 48.3% strongly agreed to the statement, this was the majority response and can be interpreted to mean that KCCA has standards they uphold throughout their communication. Respondents also revealed that management trains all employees to help them remain consistent in communications standards so employees know what the authority stands for and how to communicate with co-workers and clients in a variety of situations. This means that the authority has clearly written communication standards, it is often exercises in reporting which is done weekly and monthly. 
[bookmark: _Toc22387095]The authority uses all available forum for sharing timely information
Respondents were asked whether the authority uses all available forums for sharing timely information. Responses to this question are captured in table 5.5
	[bookmark: _Toc495927687][bookmark: _Toc18377776][bookmark: _Toc22387096]Table 5.5: The authority uses all available forum for sharing timely information

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	16
	26.6
	26.6
	26.6

	
	Disagree
	21
	35.0
	35.0
	61.6

	
	Not sure
	12
	20.0
	20.0
	81.6

	
	Agree
	8
	13.3
	13.3
	94.9

	
	Strongly agree
	3
	5.0
	5.1
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
As seen in table 5.5, it is indicated that majority of respondents generally disagreed; this was presented by 26.6% who strongly disagreed while 35.0% disagreed to the statement respectively. This can be interpreted to mean that there are available and active forums in place for timely flow of information, but they are rarely or never used. Respondents stated that most if not all employees commonly use emails through the authority mail server or placing calls for sharing information, however, other forums like communication groups, information boxes, or meetings are not used as common communication forums for information. This means that not all forums are utilised to share information. 
[bookmark: _Toc22387097]The information provided is used by management to make timely decisions
Respondents were also asked whether the information provided is used by management to make timely decisions. Responses to the question are summarised in table 5.6
	[bookmark: _Toc486673299][bookmark: _Toc489397286][bookmark: _Toc495927685][bookmark: _Toc18377778][bookmark: _Toc22387098]Table 5.6: The information provided is used by management to make timely decisions

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	8
	13.3
	13.3
	13.3

	
	Agree
	23
	38.3
	38.3
	51.7

	
	Strongly agree
	29
	48.3
	48.3
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
As seen in table 5.6, it is seen that 48.3% of the respondents strongly agreed to the statement while 38.3% agreed respectively. The results also show that there was a combined percentage of 86.6% of the respondents who generally agreed, this means that management relies on the available information to make decisions. During an interview session, one key respondent expressed that;
“All department heads or representatives hold meetings on the first day of every week, in which pending and important issues are discussed and acted upon. There is a consistent preparing of weekly and monthly reports which has very crucial details and information, these are forwarded to management and decisions are made based on these reports, this means that failure to deliver or prepare the reports, halts decision making”.
[bookmark: _Toc22387099]There is a feedback process to ensure timely and accurate information throughout the authority
Respondents were also asked whether there is a feedback process that ensures timely and accurate information throughout the authority. Responses to the question are presented in table 5.7
	[bookmark: _Toc486673297][bookmark: _Toc489397284][bookmark: _Toc495927683][bookmark: _Toc18377780][bookmark: _Toc22387100]Table 5.7: There is a feedback process to ensure timely and accurate information throughout the authority

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	5
	8.3
	8.3
	8.3

	
	Disagree
	3
	5.0
	5.0
	13.3

	
	Not sure
	4
	6.7
	6.7
	20.0

	
	Agree
	17
	28.3
	28.3
	48.3

	
	Strongly agree
	31
	51.7
	51.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 5.7 show that majority of the respondents generally agreed to the statement, this was presented by 51.7% of the respondents who strongly agreed and 28.3% who agreed respectively. This means that the actions decided upon during decision making are communicated to the respective persons within the authority. The respondents also indicated that feedback is highly motivating and energizing in the view of most employees, this is because it has links to employee satisfaction and productivity. The feedback process makes employees feel involved and identified with the authority 
[bookmark: _Toc22387101]Management produces regular reports to update on current situation on a daily basis
Respondents were asked whether management produces regular reports to update on current situation on a daily basis. The responses to the question are summarised in table 5.8
	[bookmark: _Toc486673293][bookmark: _Toc489397280][bookmark: _Toc495927679][bookmark: _Toc18377782][bookmark: _Toc22387102]Table 5.8: Management produces regular reports to update on current situation on a daily basis

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	9
	15.0
	15.0
	15.0

	
	Agree
	18
	30.0
	30.0
	45.0

	
	Strongly agree
	33
	55.0
	55.0
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 5.8 show that 55.0% of the respondents strongly agreed, 30.0% agreed to the statement respectively. Since this was the majority it can be implied to mean that management is always in the know of all affairs that take place within the authority. The department heads delegate to an assigned employee to prepare weekly reports, these reports should reflect all the crucial daily issues that occur within the authority, this also takes concern of the pending issues which are yet to be handles or managed. It was also revealed that these weekly reports are aligned with a monthly report which is provided and forwarded to the board for review. 

[bookmark: _Toc22387103]CHAPTER SIX
[bookmark: _Toc22387104]INCLUSIVENESS OF ALL RELEVANT EMPLOYEES IN DECISION MAKING PROCESS FOR SUCCESSFUL STRATEGIC PROCESSES IN THE AUTHORITY
[bookmark: _Toc22387105]Introduction
This chapter deals with the second objective of the study: how KCCA ensures inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority. It aims at examining the situation at KCCA with intention of establishing whether the authority has made effort to ensure successful strategic processes. 
The participation of workers in decision making processes in the company can be somewhat defined as the participation in managing changes, namely in the work that deals with the future position or future rights of workers. Preparing workers to deal with changes or changed circumstances is also the main reason for including employees into the decision making processes. 
It needs to be highlighted that preparing workers to deal with changes or changed circumstances is not the only reason for including employees into the decision making processes. The importance of including workers into the decision making processes is also recognised by the European legal order which defines the purpose of workers cooperating in management processes and determines the minimal operation frameworks of the employee representatives.
Respondents were asked the following questions in relation to exploring how employee inclusiveness ensures successful strategic processes.
[bookmark: _Toc22387106]Involving employees in decision making contributes to organisation success
Respondents were asked whether involving employees in decision making contributes to organisation success. Responses to the question are presented in table 6.1
	[bookmark: _Toc486673312][bookmark: _Toc495927698][bookmark: _Toc18377787][bookmark: _Toc22387107]Table 6.1: Involving employees in decision making contributes to organisation success

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	1
	1.7
	1.7
	1.7

	
	Disagree
	4
	6.7
	6.7
	8.3

	
	Not sure
	8
	13.3
	13.3
	21.7

	
	Agree
	23
	38.3
	38.3
	60.0

	
	Strongly agree
	24
	40.0
	40.0
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
According to results in table 6.1, it is indicated that majority of respondents that were in agreement of the statement, this was presented by 40.0% who strongly agreed and 38.3% agreed respectively. Since this was the majority it can be interpreted to mean that actively engaging workers in the decision-making process increases overall authority morale. It was revealed that KCCA has a distinct separation of power between management and workers; however, active employee involvement lowers that gap, opening the lines of communication between supervisors and employees. 
[bookmark: _Toc22387108]Authority encourages employee inclusiveness in decision making and gain professional stake for effective strategic performance
Respondents were also asked whether authority encourages employee inclusiveness in decision making and gain professional stake for effective strategic performance. The responses to the question are captured in table 6.2
	[bookmark: _Toc495927700][bookmark: _Toc18377789][bookmark: _Toc22387109]Table 6.2: Authority encourages employee inclusiveness in decision making and gain professional stake for effective strategic performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	17
	28.3
	28.3
	28.3

	
	Disagree
	19
	31.7
	31.7
	60.0

	
	Not sure
	7
	11.7
	                11.7
	71.7

	
	Agree
	10
	16.7
	16.7
	88.4

	
	Strongly agree
	7
	11.6
	11.6
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
As seen in table 6.2, the results show that 28.3% of the respondents strongly disagreed while 37.7% disagreed to the statement respectively. Since this was the majority response it can be interpreted to mean that management does not entire call upon all employees to take part in decision making process. It was showed that in some cases employees only get to find decisions made by management without prior knowledge about the development. This is because the authority is a public entity and some decisions are commonly decided upon by the government. However, 16.7% and 11.6% generally agreed that to a small extent the authority allows employee inclusiveness in decision making.
[bookmark: _Toc22387110]Actively engaged workers in the decision-making process increases overall authority morale
Respondents were also asked whether actively engaged workers in the decision-making process increases overall authority morale. Responses to the question are obtained in table 6.3
	[bookmark: _Toc486673318][bookmark: _Toc489397305][bookmark: _Toc495927704][bookmark: _Toc18377791][bookmark: _Toc22387111]Table 6.3: Actively engaged workers in the decision-making process increases overall authority morale

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	8
	13.3
	13.3
	13.3

	
	Disagree
	5
	8.3
	8.3
	21.7

	
	Not sure
	5
	8.3
	8.3
	30.0

	
	Agree
	25
	41.7
	41.7
	71.7

	
	Strongly agree
	17
	28.3
	28.3
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 6.3 show that 28.3% of the respondents strongly agreed to the statement while 41.7% agreed respectively. This means that employees taking part in decision making shows that they are prioritised and valued in the authority; this alone can boost the work morale of the employees. During an interview session, one key respondent expressed that;
“When our opinions are given a platform to be heard by management, we develop a sense of belonging within the authority and this to any active loyal employee will ultimately have the morale boosted. When our morale is lifted, we act 100% more committed to the authority with the aim of achieving the set goals and objectives”.
[bookmark: _Toc22387112]Employee participation in decision making increases job satisfaction and positive attitude
Respondents were asked whether employee participation in decision making increases job satisfaction and positive attitude. The responses are summarised in table 6.4
	[bookmark: _Toc486673322][bookmark: _Toc489397309][bookmark: _Toc495927706][bookmark: _Toc18377793][bookmark: _Toc22387113]Table 6.4: Employee participation in decision making increases job satisfaction and positive attitude

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	7
	11.7
	11.7
	11.7

	
	Agree
	19
	31.7
	31.7
	43.3

	
	Strongly agree
	34
	56.7
	56.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
Results in table 6.4 indicate that 56.7% of the respondent strongly agreed while 31.7% agreed respectively to the statement. There was a combined positive percentage of 88.4% who generally agreed to the statement, since this was the majority it can be implied to mean that employees understand their ideas are an important contribution to the authority, and gives them the power to influence the outcome of their work, leading to increased job satisfaction and a positive attitude, not only toward their position but also to KCCA itself. Respondents further indicated that through participatory decision making, productivity is expected to increase since commitment by employees towards implementation of decisions to achieve enhanced productivity and overall organizational goals will be high and help reduce agitations, misconceptions and lack of commitment on the part of employees.
[bookmark: _Toc22387114]Employee inclusiveness improves on workplace as a successful strategic process
Here the researcher sought to determine whether employee inclusiveness improves on workplace as a successful strategic process. Responses to the question are summarised in table 6.5
	[bookmark: _Toc486673324][bookmark: _Toc489397311][bookmark: _Toc495927708][bookmark: _Toc18377795][bookmark: _Toc22387115]Table 6.5: Employee inclusiveness improves on workplace as a successful strategic process

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	6
	10.0
	10.0
	10.0

	
	Agree
	24
	40.0
	40.0
	50.0

	
	Strongly agree
	30
	50.0
	50.0
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
According to results in table 6.5 it is indicated that a high percentage of respondents generally agreed to the statement, this was presented by 50.0% who strongly agreed and 40.0% who agreed respectively. This means that employee inclusiveness can improve on diversity in workplace. It was reported that employee inclusiveness improves workplace by bringing diverse viewpoints and perspectives to the authority; these elements help develop great new strategies for desired success through higher revenue, more innovation, better decision making, higher rates of job acceptance when you make offers to qualified candidates, and better performance.  
[bookmark: _Toc22387116]The expression of viewpoints opens dialogue between co-workers
Respondents were asked whether the expression of viewpoints opens dialogue between co-workers. Responses to the question are captured in table 6.6
	[bookmark: _Toc486673316][bookmark: _Toc489397303][bookmark: _Toc495927702][bookmark: _Toc18377797][bookmark: _Toc22387117]Table 6.6: The expression of viewpoints opens dialogue between co-workers

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	20
	33.3
	33.3
	33.3

	
	Disagree
	15
	25.0
	25.0
	58.3

	
	Not sure
	2
	3.3
	3.3
	61.6

	
	Agree
	13
	21.7
	21.7
	83.3

	
	Strongly agree
	10
	16.7
	16.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 6.6 show that majority of the respondents that is 33.3% and 25.0% strongly disagreed and disagreed respectively. Since this was majority it can be interpreted to mean that the difference in viewpoint amongst employees does not usually result in voice and sharing possibilities. It was indicated that there is lack of number of skills beyond talking, setting aside ego, listening without judgment that is greatly absent in majority of employees, and this is a problem. It was indicated that many employees within KCCA have alternative perspectives which is a tough ask in the end. 
[bookmark: _Toc22387118]Employee inclusiveness leads to increase in effectiveness, and ultimately an increase in good teamwork and performance
Respondents were also asked whether employee inclusiveness leads to increase in effectiveness, and ultimately an increase in good teamwork and performance. Responses to the question are summarised in table 6.7
	[bookmark: _Toc495927696][bookmark: _Toc18377799][bookmark: _Toc22387119]Table 6.7: Employee inclusiveness leads to increase in effectiveness, and ultimately an increase in good teamwork and performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	34
	56.7
	56.7
	56.7

	
	Disagree
	17
	28.3
	28.3
	85.0

	
	Not sure
	2
	3.3
	3.3
	88.3

	
	Agree
	3
	5.0
	5.0
	93.3

	
	Strongly agree
	4
	6.7
	6.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 6.7 show that 56.7% of the respondents strongly disagreed to the statement while 28.3% disagreed respectively. Since majority of the respondents generally disagreed, it can be implied to mean that there is poor teamwork amongst employees. It was revealed that poor teamwork leads to delayed or poor execution of project tasks, this was attributed to the fact that decisions of lower employees are not taken into serious consideration and often times lack backup or recommendation. It is usually the decisions of the top management officials that are put in consideration and this greatly hinders teamwork and effectiveness.
[bookmark: _Toc22387120]Employee inclusiveness makes staff feel a stronger bond of responsibility
Here respondents were asked whether employee inclusiveness makes staff feel a stronger bond of responsibility. The results to the question are obtained in table 6.8
	[bookmark: _Toc486673291][bookmark: _Toc489397278][bookmark: _Toc495927677][bookmark: _Toc18377801][bookmark: _Toc22387121]Table 6.8: Employee inclusiveness makes staff feel a stronger bond of responsibility

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	8
	13.3
	13.3
	13.3

	
	Disagree
	9
	15.0
	15.0
	28.3

	
	Not sure
	7
	11.7
	11.7
	40.0

	
	Agree
	20
	33.3
	33.3
	73.3

	
	Strongly agree
	16
	26.7
	26.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 6.8 indicate that majority of the respondents generally agreed to the statement, this was presented by 26.7% and 33.3% who strongly agreed and agreed respectively to the statement. This means that employees feel a sense of belonging within the authority through participation in decision making. During an interview session, one key respondent stated that;
”The interpersonal barriers that exist between individuals in the workplace often manifest themselves as a lack of diversity, respect, or inclusiveness. However, these barriers usually exist because of simple ignorance. In other words, individuals do not have a deep enough understanding of the people they work with”.

[bookmark: _Toc22387122]CHAPTER SEVEN
[bookmark: _Toc22387123]THE IMPLEMENTATION OF LAWS AND REGULATIONS FOR IMPROVED CITY DEVELOPMENT
[bookmark: _Toc22387124]Introduction
This chapter deals with the third objective of the study: how KCCA enables the implementation of laws and regulations for improved city development. It aims at examining the situation at KCCA with intention of establishing whether the authority has made effort in implementation of laws and regulations for improved developments. 
Decision making is more than simply selecting an option from the ones you have discovered in the research step of the process. Remember, decision making begins with stating the decision that needs to be made, researching the options, selecting the one most appropriate for your needs, and implementing and evaluating the decision to ensure it is effective and appropriate. 
Implementing a decision requires a step-by-step course of action, as well. It is advisable to create a framework for action, inform all stakeholders of the final decision that has been made and once a decision is made, it is vital to translate it to action in a reasonable time frame; otherwise, the entire process has been an exercise in futility.
Respondents were asked the following questions in relation to exploring how city development is improved through implementation of laws and regulations. 

[bookmark: _Toc22387125]There is bureaucracy in decision making process which slows city development
Respondents were asked whether there is bureaucracy in decision making process which slows city development. Responses are presented in table 7.1
	[bookmark: _Toc486673314][bookmark: _Toc489397301][bookmark: _Toc495927719][bookmark: _Toc18377806][bookmark: _Toc22387126]Table 7.1: There is bureaucracy in decision making process which slows city development

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	5
	8.3
	8.3
	8.3

	
	Agree
	22
	36.7
	36.7
	45.0

	
	Strongly agree
	33
	55.0
	55.0
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 7.1 show that 55.0% of the respondents strongly agreed to the statement while 36.7% agreed respectively. Since this was the majority it can be implied to mean that decision making in KCCA is disseminated through absence of arbitrary exercise of power by an authoritarian. It was indicated that the recommendations or steps suggested in the decision process go through long process of red tape, this is usually due to long awaited reliable and valid information which takes time to go through the authority channels of communication. It was also revealed that different members have different ideas on city development. 
[bookmark: _Toc22387127]Implementation of decision making adheres to monitoring and evaluation
The respondents were also asked whether the implementation of decision making adheres to monitoring and evaluation. Responses to the question are summarised in table 7.2
	[bookmark: _Toc486673339][bookmark: _Toc489397326][bookmark: _Toc495927721][bookmark: _Toc18377808][bookmark: _Toc22387128]Table 7.2: Implementation of decision making adheres to monitoring and evaluation

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	3
	5.0
	5.0
	5.0

	
	Disagree
	2
	3.3
	3.3
	8.3

	
	Not sure
	5
	8.3
	8.3
	16.7

	
	Agree
	29
	48.3
	48.3
	65.0

	
	Strongly agree
	21
	35.0
	35.0
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 7.2 show that 35.0% of the respondents strongly agreed to the statement while 48.3% agreed, this shows that majority of the respondents generally agreed and can be interpreted to mean that monitoring the implementation of the decision and analyzing its results is the main way of assessing the decisive process itself. The respondents also noted that monitoring and evaluation of implemented decision provides the capacity to make decisions and implement them to increase flexibility and responsiveness of the authority’s city development programs. 
[bookmark: _Toc22387129]KCCA trains staff to ensure implementation of decisions
Respondents were asked whether KCCA trains staff to ensure implementation of decisions. Responses to the question are presented in table 7.3
	[bookmark: _Toc486673347][bookmark: _Toc489397334][bookmark: _Toc495927729][bookmark: _Toc18377810][bookmark: _Toc22387130]Table 7.3: KCCA trains staff to ensure implementation of decisions

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	7
	11.7
	11.7
	11.7

	
	Disagree
	5
	8.3
	8.3
	20.0

	
	Not sure
	3
	5.0
	5.0
	25.0

	
	Agree
	19
	31.7
	31.7
	56.7

	
	Strongly agree
	26
	43.3
	43.3
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
According to results in table 7.3, it is indicated that most of the respondents generally agreed to the statement, this was represented by 43.3% who strongly agreed and 31.7% who agreed respectively. This means that KCCA ensures that the decisions passed are effectively executed through training staff who will implement the process. Respondents stated that various decisions made require different expertise to ensure that they are implemented. This is evidenced through the different projects carried out throughout the city, to ensure successful implementation at times the authority even brings in expatriates to ensure that the decisions are put into action. 
[bookmark: _Toc22387131]Management plays an active role in city development decisions
Respondents were also asked whether management plays an active role in city development decisions. The responses to the question are highlighted in table 7.4


	[bookmark: _Toc486673345][bookmark: _Toc489397332][bookmark: _Toc495927727][bookmark: _Toc18377812][bookmark: _Toc22387132]Table 7.4: Management plays an active role in city development decisions

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	4
	6.7
	6.7
	6.7

	
	Agree
	22
	36.7
	36.7
	43.3

	
	Strongly agree
	34
	56.7
	56.7
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
As seen in table 7.4, results indicate that majority of the respondents that is 56.7% strongly agreed while 36.7% agreed respectively. The results can be used to conclude that management oversees the process and steps of the development decisions made. During an interview session, one key respondent expressed that;
”Just like decisions development decisions are gathered through collected information, management plays an active role in ensuring these decisions are passed and implemented. All the decisions and changes in what to demolish or put up are actively decided upon by all management members, however, it should be noted that some major recommendations are decided upon by employees within the authority”.
[bookmark: _Toc22387133]Both managers and staff understand the benefits of acquiring city development knowledge
Respondents were asked whether managers and staff understand the benefits of acquiring city development knowledge. Responses are obtained in table 7.5
	[bookmark: _Toc486673335][bookmark: _Toc489397322][bookmark: _Toc495927717][bookmark: _Toc18377814][bookmark: _Toc22387134]Table 7.5: Both managers and staff understand the benefits of acquiring city development knowledge

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	15
	25.0
	25.0
	25.0

	
	Disagree
	25
	41.7
	41.7
	66.7

	
	Not sure
	8
	13.3
	13.3
	80.0

	
	Agree
	7
	11.7
	11.7
	91.7

	
	Strongly agree
	5
	8.3
	8.3
	100.0

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
According to results in table 7.5, it is indicated that majority of the respondents that is 41.7% and 25.0% generally disagreed to the statement; this means that having city development knowledge decisions do not seem relevant and as important to most employees at KCCA. Respondents stated that to ensure smooth implementation of city development, staff are expected to have a clear understanding about the procedures and practice of law in their respective positions, however, this tends to be majorly concerned with those employees who responsibilities are directly linked to this process, which is not good. 
[bookmark: _Toc22387135]KCCA has a step by step course of action of implementing laws and regulations decisions
Respondents were also asked whether KCCA has a step by step course of action of implementing laws and regulations decisions. Responses to the question are presented in table 7.6
	[bookmark: _Toc22387136]Table 7.6: KCCA has a step by step course of action of implementing laws and regulations decisions

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	4
	6.7
	6.7
	6.7

	
	Disagree
	3
	5.0
	5.0
	5.0

	
	Not sure
	2
	3.3
	3.3
	3.3

	
	Agree
	22
	36.7
	36.7
	36.7

	
	Strongly agree
	29
	48.3
	48.3
	48.3

	
	Total
	60
	100.0
	100.0
	


Source: Primary data (2019)
The results in table 7.6 show that majority of the respondents generally agreed to the statement, this was presented by 48.3% who strongly agreed while 36.7% agreed respectively. This means that the authority understands the tools of decision making to becoming comfortable with the list of rules that frame the selection process. It was noted that KCCA has an active framework for action, which informs all stakeholders of the final decision that have been made and ready to be executed. 
[bookmark: _Toc495927709]

[bookmark: _Toc22387137]Hypothesis testing
Ho: There is no significant relationship between decision making and performance of KCCA; Hi: There is a significant relationship between decision making and performance of KCCA 
In this study, to facilitate the testing of the hypothesis of the study, the researcher used correlation analysis to test the implied hypothesis that there is no significant relationship between decision making and performance of KCCA. The results of the test are shown in the tables below.
	[bookmark: _Toc486673328][bookmark: _Toc489397315][bookmark: _Toc495927710][bookmark: _Toc18377818][bookmark: _Toc22387138]Table 7.7: Correlations

	
	Influencing factors
	Decision making

	

Influencing factors
	Pearson Correlation
	1
	.771**

	
	Sig. (2-tailed)
	
	.000

	
	N
	60
	60

	

Decision making
	Pearson Correlation
	.771**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	60
	60

	**. Correlation is significant at the 0.01 level (2-tailed).


According to results in table 7.7, the hypothesis was subjected to Pearson correlation and it yielded results indicated by (r (60) = .771, P<0.01), this meant that there is a significant correlation between influencing factors and decision making. This was further interpreted to mean that there is a statistically significant relationship between elements of the independent variable and dependent variable. 
In addition, the same hypothesis was subjected to a regression matrix ANOVA test, which yielded a linear relationship presented by (F (59) =84.931, P<0.01)
	[bookmark: _Toc486673329][bookmark: _Toc489397316][bookmark: _Toc495927711][bookmark: _Toc18377819][bookmark: _Toc22387139]Table 7.8: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	55.618
	1
	55.618
	84.931
	.000b

	
	Residual
	37.982
	58
	.655
	
	

	
	Total
	93.600
	59
	
	
	

	a. Dependent Variable: Decision making

	b. Predictors: (Constant), Influencing factors



From the ANOVA statistics in table 7.8, the processed data, which is the population parameters, had a significance level of 0.01 which shows that the data is ideal for making conclusion on the population’s parameter as the value of significance (p-value) is less than 0.05. This is an indication that influencing factors significantly facilitate decision making in KCCA.
	[bookmark: _Toc486673330][bookmark: _Toc489397317][bookmark: _Toc495927712][bookmark: _Toc18377820][bookmark: _Toc22387140]Table 7.9: Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-1.009
	.575
	
	-1.756
	.084

	
	Influencing factors
	1.230
	.134
	.771
	9.216
	.000

	a. Dependent Variable: Decision making


The test revealed that influencing factors facilitate decision making in KCCA, this is because the test yielded a significant relationship between the two study variables, this is shown by the Beta value which is positive presented by (p= .771, P<0.01).
In conclusion, it can be interpreted that KCCA decision making process is significantly affected by major influencing factors such as employee inclusiveness in the decision making process. 










[bookmark: _Toc22387141]CHAPTER EIGHT
[bookmark: _Toc22387142]TOWARDS HARMONISING INFLUENCING FACTORS OF DECISION MAKING IN KCCA
[bookmark: _Toc486280756][bookmark: _Toc486673354][bookmark: _Toc495600908][bookmark: _Toc15995846][bookmark: _Toc16873801][bookmark: _Toc22387143]Introduction
This chapter sets out to link study findings to the literature review by discussing the findings in relationship with literature review, and then suggest a way forward. Implications are, deduced, from the findings, discussed and interpreted basing on the research hypotheses of the study.
[bookmark: _Toc22387144]Timely and accurate information as a way of creating strategic solutions	
On the question of how KCCA ensures timely and accurate information as a way of creating strategic solutions, the results indicate that 33.3% agreed while 45.0% strongly agreed respectively to the statement that there is systematic flow of information for management, it was also showed that majority of the respondents (41.7% and 31.7%) generally agreed to the statement that all employees are involved in decision making to ensure fast flow of information. Results further revealed that 41.7% of the respondents strongly disagreed, and 40.0% disagreed to the statement that there is collaboration of employees towards achieving project tasks. The results also indicate that 35.0% of the respondents agreed while 48.3% strongly agreed to the statement that KCCA has a communication strategy which helps in ensuring a standard for organisational communication. It is indicated that majority of respondents generally disagreed, this was presented by 26.6% who strongly disagreed while 35.0% disagreed to the statement that the authority uses all available forum for sharing timely information. The results also show that there was a combined percentage of 86.6% of the respondents who generally agreed to the statement that the information provided is used by management to make timely decisions. Majority of the respondents presented by 51.7% strongly agreed and 28.3% who agreed respectively that there is a feedback process to ensure timely and accurate information throughout the authority. 
In regard to the results, Garry (2008) explains that execution is the result of thousands of decisions made every day by employees acting according to the information they have and their own self-interest. He further identified four fundamental building blocks executives can use to influence those actions clarifying decision rights, designing information flows, aligning motivators, and making changes to structure. (For simplicity’s sake he refers to them as decision rights, information, motivators, and structure.)
Karla (2014) asserts that in efforts to improve performance, most organizations go right to structural measures because moving lines around the org chart seems the most obvious solution and the changes are visible and concrete. Such steps generally reap some short-term efficiency quickly, but in so doing address only the symptoms of dysfunction, not its root causes. Several years later, companies usually end up in the same place they started. Structural change can and should be part of the path to improved execution, but it’s best to think of it as the capstone, not the cornerstone, of any organizational transformation. In fact, our research shows that actions having to do with decision rights and information are far more important about twice as effective as improvements made to the other two building blocks.
Martin (2003) adds that blurring of decision rights tends to occur as a company matures. Young organizations are generally too busy getting things done to define roles and responsibilities clearly at the outset. And why should they? In a small company, it’s not so difficult to know what other people are up to. So for a time, things work out well enough. As the company grows, however, executives come and go, bringing in with them and taking away different expectations, and over time the approval process gets ever more convoluted and murky. It becomes increasingly unclear where one person’s accountability begins and another’s ends.
One global consumer-durables company found this out the hard way. It was so rife with people making competing and conflicting decisions that it was hard to find anyone below the CEO who felt truly accountable for profitability. Decisions made by divisional and geographic leaders were routinely overridden by functional leaders. Overhead costs began to mount as the divisions added staff to help them create bulletproof cases to challenge corporate decisions (Ibid).
Whether someone is second-guessing depends on your vantage point. A more senior and broader enterprise perspective can add value to a decision, but managers up the line may not be adding incremental value; instead, they may be stalling progress by redoing their subordinates’ jobs while, in effect, shirking their own (Powers, 2011).
When information does not flow horizontally across different parts of the company, units behave like silos, forfeiting economies of scale and the transfer of best practices. Moreover, the organization as a whole loses the opportunity to develop a cadre of up-and-coming managers well versed in all aspects of the company’s operations (Neilson, 2012).
In recommendation, the study suggests that the stakeholders need further help in understanding the benefits of employees’ participation in management for the employees and for the company. 
[bookmark: _Toc22387145]Inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority
On the question of how KCCA ensures inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority, results indicated that majority of respondents that were in agreement of the statement, this was presented by 40.0% who strongly agreed and 38.3% agreed respectively that involving employees in decision making contributes to organisation success. The results show that 28.3% of the respondents strongly disagreed while 37.7% disagreed to the statement respectively that authority encourages employee inclusiveness in decision making and gain professional stake for effective strategic performance. The results show that 28.3% of the respondents strongly agreed to the statement while 41.7% agreed respectively that actively engaged workers in the decision-making process increases overall authority morale. There was a combined positive percentage of 88.4% who generally agreed to the statement that employee participation in decision making increases job satisfaction and positive attitude. It is indicated that a high percentage of respondents generally agreed to the statement that employee inclusiveness improves on workplace as a successful strategic process. The results show that majority of the respondents that is 33.3% and 25.0% strongly disagreed and disagreed respectively that the expression of viewpoints opens dialogue between co-workers.
In view of the above results, there is a line of logic which supports the view that an organization will benefit from the collaboration between managers and employees. Scholars have long argued that there is a close link between organizational effectiveness and individual effectiveness (Vollrath et al., 2008). This implies that in order to achieve organizational goals, managers must treat their employees fairly.
In the hierarchy of needs, employee involvement in organizational decision-making finds an adequate place. It might be expected that being involved in decision-making will be challenging for many employees and that at the same time it might increase their motivation (Ladd &Marshall 2004). According to Harber, Marriot and Idrus (1991), for instance, employee participation is now considered a key element in the successful implementation of new management strategies and plays an important role in determining the degree of job satisfaction commitment of the employee as well as their motivation.
The major problem for employee involvement in decision making is resistance to change by management (Bratton and Gold 2003). Managers create an organizational culture that reflects their own philosophies and styles of management and reinforce their strategies and control. Employee involvement in decision making poses threat to the more autocratic manager. Evidence provided by Rendal (1986) suggests, however, that many managers tend to resist participation because it is contrary to their habit-formed ways of thinking and behaving. In addition, failure to respond to employee commendations is an example that reduces employee involvement in decision making. 
If management does not acknowledge employees endorsements, employees rapidly conclude that management has no interest in their ideas. Many researchers have taken a more universal approach to studying employees’ involvement in decision making, arguing that participative decision making requires a certain context over and beyond a set of programs or techniques. 
Wagner (1994) argued that, without the redesign of work, employee involvement efforts can even have a negative effect. Participative approach such as delegation gave mixed results, especially in public organizations. In contrast, participative decision making that gives employees the opportunity to make substantive changes in their work is a tool for large-scale organizational change, (Bratton and Gold, 2003).
In recommendation, the study suggests that management could win the commitment of many employees and got their job done properly by not treating individual employees in isolation, but be involved in matters concerning them and the authority.
[bookmark: _Toc22387146]The implementation of laws and regulations for improved city development
On this question, the results revealed that 55.0% of the respondents strongly agreed to the statement while 36.7% agreed respectively that there is bureaucracy in decision making process which slows city development. The results showed that 35.0% of the respondents strongly agreed to the statement while 48.3% agreed that implementation of decision making adhere to monitoring and evaluation. It is indicated that most of the respondents generally agreed to the statement, this was represented by 43.3% who strongly agreed and 31.7% who agreed respectively that KCCA trains staff to ensure implementation of decisions. Results indicate that majority of the respondents that is 56.7% strongly agreed while 36.7% agreed respectively that management plays an active role in city development decisions. It is indicated that majority of the respondents that is 41.7% and 25.0% generally disagreed to the statement that both managers and staff understand the benefits of acquiring city development knowledge. The results showed that majority of the respondents generally agreed to the statement, this was presented by 48.3% who strongly agreed while 36.7% agreed respectively that KCCA has a step by step course of action of implementing laws and regulations decisions.
The roles and functions have some similarities to the private sector model of corporate governance, but in many ways the board’s role and function are substantially different for regulators (Uhrig, 2003). Depending on the nature of the institutional and legislative arrangements, the responsible minister has potential to exert more power than a shareholder over a company. The minister is responsible for many matters which a board would decide in the private sector, such as setting objectives and underlying policies. Public entities often have complex functions, delivering activities on behalf of government and multiple types of stakeholders. The broader accountabilities of regulators – to their responsible minister, to the legislature and to the community more broadly – are key differences to private sector companies
Where a multi-member decision-making body is chosen, a further consideration is the appropriate role for the body. In some cases, the multi-member body will be able to adequately make all the substantial regulatory decisions itself. Alternatively, decisions could be divided among decision-making body members (or sub-committees) with particular jurisdictions or specialist expertise, where collegiate decision making is not required. Here the relevant expertise can be leveraged upon through a formal institutional mechanism for technical decisions.
One issue is the potential for confusion between the role of the governing body as a decision-making structure and as a body representing the interests of stakeholders. Even where there is a consultation or nomination process through the relevant sector, the appointee’s role on a regulator’s governing body is to bring his or her particular expertise to the governance of the organisation, not to represent the interests of the sector (Pagliari, 2012).
There is also a risk that members of the governing body, once appointed, may perceive their role as representatives of a group they may have an interest in, rather than independently providing expertise for the governance of the organisation. This risk will be even greater if the regulator has an “industry development” objective. For these reasons, where regulators have a need for representative advice, this is better addressed through the formal establishment of advisory or consultative committees, either on an on-going or ad hoc basis
In recommendation, the study suggests that stakeholders need to tackle basic questions regarding the establishment of legal framework for employees’ participation in management. 


[bookmark: _Toc22387147]CHAPTER NINE
[bookmark: _Toc486512967][bookmark: _Toc486673356][bookmark: _Toc486841119][bookmark: _Toc496028856][bookmark: _Toc7553780][bookmark: _Toc15995851][bookmark: _Toc16873806][bookmark: _Toc22387148]SUMMARY AND CONCLUSION
[bookmark: _Toc486512968][bookmark: _Toc486673357][bookmark: _Toc486841120][bookmark: _Toc496028857][bookmark: _Toc7553781][bookmark: _Toc15995852][bookmark: _Toc16873807][bookmark: _Toc22387149]Introduction
This chapter comprises of summary of findings and conclusion of the study according to the study objectives. The conclusions are on a basis to the findings and relates to advice and the interventions that the researcher feels should be bought to the attention of KCCA to improve on decision making. The study ends by presenting the areas that the researcher considers vital for further studies
[bookmark: _Toc7553782][bookmark: _Toc15995853][bookmark: _Toc16873808][bookmark: _Toc22387150]Summary of findings
[bookmark: _Toc22387151]Timely and accurate information as a way of creating strategic solutions	
The findings under this objective revealed that decisions go through a uniform and old practiced system; these decisions often relate to the amount of information business owners, directors or managers and gather in a timely period. It was also indicated that employees feel empowered in taking part of strategic solution for the authority. It was revealed that the expression of open dialogue has been characterised by rising controversies between authority departments and amongst employees. Furthermore, management trains all employees to help them remain consistent in communications standards so employees know what the authority stands for and how to communicate with co-workers and clients in a variety of situations. The results revealed that indicated that feedback is highly motivating and energizing in the view of most employees, this is because it has links to employee satisfaction and productivity. Findings also showed that the department heads delegate to an assigned employee to prepare weekly reports, these reports should reflect all the crucial daily issues that occur within the authority.
[bookmark: _Toc22387152]Inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority
Under this chapter, the findings revealed that KCCA has a distinct separation of power between management and workers; however, active employee involvement lowers that gap. It was showed that in some cases employees only get to find decisions made by management without prior knowledge about the development. Results showed that through participatory decision making, productivity is expected to increase since commitment by employees towards implementation of decisions to achieve enhanced productivity and overall organizational goals will be high and help reduce agitations. It was reported that employee inclusiveness improves workplace by bringing diverse viewpoints and perspectives to the authority; these elements help develop great new strategies for desired success. It was indicated that there is lack of number of skills beyond talking, setting aside ego, listening without judgment that is greatly absent in majority of employees, and this is a problem. In addition, it was also established that It is usually the decisions of the top management officials that are put in consideration and this greatly hinders teamwork and effectiveness.
[bookmark: _Toc22387153]The implementation of laws and regulations for improved city development
The results under the third objective indicated that the recommendations or steps suggested in the decision process go through long process of red tape. It was also showed that monitoring and evaluation of implemented decision provides the capacity to make decisions and implement them to increase flexibility and responsiveness of the authority’s city development programs. Respondents stated that various decisions made require different expertise to ensure that they are implemented. Results showed that to ensure smooth implementation of city development, staff are expected to have a clear understanding about the procedures and practice of law in their respective positions. It was noted that KCCA has an active framework for action, which informs all stakeholders of the final decision that have been made and ready to be executed. 
[bookmark: _Toc22387154]Conclusion
This study established that employee voice is the key element of the information factor in the employee involvement in decision making on organizational citizenship behavior. Organizations should allow different voices to: know individuals who are dissatisfied in the organization; contribute to management decision making primarily with efficiency and productivity improvement; and create a mutuality of interest in the form of an employee-employer partnership aimed at securing long term viability. 
This study established that employee participation is the key element of the power factor in the employee involvement in decision making on organizational citizenship behavior. This is because employee participation plays an important role in determining the degree of job satisfaction. This in turn, increases the commitment of the employee as well as their motivation. Participation is a mental and emotional reflection that leads to the fulfillment of individual and organizational goals, especially if supported by the organization’s climate. Hence, fundamental factors in the success or failure of any organization is the influence of its people, and how well that influence is mobilized and concentrated towards meeting the organization’s objectives.
The relationship between supervisor and subordinate determine the nature of the exchange in terms of mutual trust, support and loyalty between them. Hence, managers should promote role clarity and employee well-being. Managers also should practice servant leadership because they have moral responsibility to serve both the needs of the organization in terms of nurturing, defending, and empowering the employees. Therefore, the study concluded that through the high quality of Leader-Member Exchange relationship motivates employees to engage in organizational citizenship behavior by increasing their sense of responsibility, desire to reciprocate, and trust in the organization.
Recommendation
In recommendation, the study suggests that stakeholders need to tackle basic questions regarding the establishment of legal framework for employees’ participation in management. 
The study suggests that management could win commitment of many employees and got their job done properly by not treating individual employees in isolation
The study suggests that the stake holders need further help in understanding the benefits of employees’ participation in decision making 
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Dear respondent, 
You are kindly requested to fill in the following questions to enable the researcher accomplish the study about the factors influencing decision making in urban authorities in Uganda. It bases on a case study of Kampala Capital City Authority, leading to the award of a Degree of Master of Business Administration of Nkumba University. Therefore the study is an academic work and thus the information given will confidentially be used for that purpose. You are kindly requested to give your own views, as no response is wrong, you may not disclose your name. 

SECTION A 
BACKGROUND INFORMATION
1. Gender 
	Male
	Female

	
	



2. Age (in years)
	20-30
	31-40
	41-50
	Above 50

	
	
	
	


3. Period of service at Kampala Capital City Authority (in years)
	Below 2 years
	2 - 5 
	6-10 
	Above 10 

	
	
	
	




4. Highest level of education
	Certificate
	Diploma
	Bachelor’s degree
	Master’s degree
	If others, specify

	
	
	
	
	



For section B, C, D, and E read the statement provided and indicate your most honest level of agreement to the statement using the scale of 1-5 where;
1=Strongly Disagree 
2=Disagree
3= Neutral
4= Agree
5= Strongly Agree
SECTION B: Timely and accurate information as a way of creating strategic solutions
	No.
	Statement
	Scale 

	1
	There is systematic flow of information for management 
	1
	2
	3
	4
	5

	2
	All employees are involved in decision making to ensure fast flow of information
	1
	2
	3
	4
	5

	3
	There is collaboration of employees towards achieving project task
	1
	2
	3
	4
	5

	4
	KCCA has a communication strategy which helps in ensuring a standard for organisational communication
	1
	2
	3
	4
	5

	5
	The authority uses all available forum for sharing timely information
	1
	2
	3
	4
	5

	6
	The information provided is used by management to make timely decisions
	1
	2
	3
	4
	5

	7
	There is a feedback process to ensure timely and accurate information throughout the authority
	1
	2
	3
	4
	5

	8
	Management produces regular reports to update on current situation on a daily basis
	1
	2
	3
	4
	5





SECTION C: Inclusiveness of all relevant employees in decision making process for successful strategic processes in the authority
	No.
	Statement
	Scale 

	1
	Involving employees in decision making contributes to organisation success
	1
	2
	3
	4
	5

	2
	Authority encourages employee inclusiveness in decision making and gain professional stake for effective strategic performance
	1
	2
	3
	4
	5

	3
	Actively engaging workers in the decision-making process increases overall authority morale.
	1
	2
	3
	4
	5

	4
	Employee participation in decision making increases job satisfaction and positive attitude
	1
	2
	3
	4
	5

	5
	Employee inclusiveness improves on workplace as a successful strategic process 
	1
	2
	3
	4
	5

	6
	The expression of viewpoints opens dialogue between co-workers
	1
	2
	3
	4
	5

	7
	Employee inclusiveness leads to increase in effectiveness, and ultimately an increase in good teamwork and performance.
	1
	2
	3
	4
	5

	8
	Employee inclusiveness makes staff feel a stronger bond of responsibility 
	1
	2
	3
	4
	5





SECTION D: The implementation of laws and regulations for improved city development
	No.
	Statement
	Scale 

	1
	There is bureaucracy in decision making process which slows city development
	1
	2
	3
	4
	5

	2
	Implementation of decision adheres to monitoring and evaluation
	1
	2
	3
	4
	5

	3
	KCCA trains staff to ensure implementation of decisions
	1
	2
	3
	4
	5

	4
	Management plays an active role in city development decisions
	1
	2
	3
	4
	5

	5
	Both managers and staff understand the benefits of acquiring city development knowledge
	1
	2
	3
	4
	5

	6
	KCCA has a step by step course of action of implementing laws and regulations decisions
	1
	2
	3
	4
	5



