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Abstract
This study sought to assess the contribution of organisational support in explaining resilience among secondary school teachers in Nakawa Division. It was guided by three key objectives namely; 1) to examine the relationship between managerial support and employee resilience, 2) supervisor support and employee resilience, and co-worker support and employee resilience. 
The study was conducted using a cross sectional design which involved a quantitative approach. Questionnaires were used for the purpose of data collection. The population for the study included teachers from 10 selected private secondary schools in Nakawa division.  90.2 % of the targeted sample was realised and analysed. 
The correlation results showed positive relationships between variables examined, thus there a positive relationship between managerial support and employee resilience, Supervisor support and employee resilience, and co-worker support and employee resilience. 

The study has therefore has given an insight on the drivers of employee resilience in Ugandan context. Finally, further research is needed to examine the other factors that promote employee resilience since the result that showed that the variables examined in this study explains 28% variance.
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CHAPTER ONE
INTRODUCTION
1.0 Overview
This chapter presents the background of the study. In the background the main concept of resilience is introduced and its centrality to employees organisational life. The circumstances that necessitates the need for resilience are also discussed and the theories that can address the issues. The chapter also has the problem statement, the purpose of study and the research hypotheses. It also has the conceptual framework and the scope of the study.

1.1 Background to the Study
Employees’ state is an important determinant of their performance. Many organisations have acknowledged that their employees have been instrumental in achievement of their strategic objectives (Cartwright & cooper, 2009). However, given the environmental forces, the employees like any other person are susceptible to threatening shocks that test their ability to cope (Baird et al., 2013). The shocks may emanate from work related factors or external. Internally, the employees may have tight deadlines, relationship issues or pending interventions that are likely to cause concern and depression. Externally, employees may have marital challenges, having to deal with a chronically ill relative, being sick themselves, and even losing a loved one. Some of such shocks may be too much that threaten the employees life (Dutton et al., 2014). This means that the ability to recover, cope, adapt or thrive also known as employee resilience (Nasall et al., 2014) is important. Resilient employees are able to bounce back easily from life threatening shocks and are contrasted to other conditions such as stress and depression.

From the available literature, right from the classical management that can be traced in the early 1900’s, organisations have always attempted to get the best out of their employees always. This means that the organisations aim to have employee perform consistently and progressively rather than decline at a given moment. Nevertheless, this has not been the case given the upswings and downswings that an employee’s go through in their life. The employees face challenges both at work and externally which has an impact on how they respond.  Unfortunately, early management theories had little attention to personal issues requiring employees to ‘leave their personal emotions’ at the gate (Flam, 1990). However, this could not be sustained for long since the impact of suppressing human feelings would eventually be demonstrated in declined performance (Robinson, 2005).
After the rise of the Human Relations movement in 1940 the concept of employee resilience gained wide   the attention of scholars, organisational practitioners, employee representatives and even medical professionals for a number of reasons (Rickli, 2010). On one fold, a full time employee in a conventional work setup spends two thirds of their wakeup time at work. This means that their state of health and mind affects their organisation, which is basically determined through their productivity and thus a concern to organisational practitioners (Benlionglu & Baskan, 2014). Equally, the employees’ representative is concerned about the welfare of the employees and will thus be on the look out to intervene whenever the lives of the employees are threatened. On a related measure, the medical practitioners are concerned with the health of the public they serve and the employees are part of them. The organisational scholars on the other hand, are always looking for interventions that organisations can undertake to enhance employee resilience through assessing workable mechanisms from different contexts. 

While it is clear that at times, employees and external factors can be instrumental in building resilience, there has always been a question of what contribution does the user organisation has? In this respect, the concept of organisational support has been vital. Employees have for long been said to assess the contribution of the organisation to their well being in return for their service to the organisation. It has therefore been said that employees’ equate the organisation to a human being and decide whether their organisation has been supportive or not. This they do through weighing the behaviour of the employer’s agents who include the managers, supervisors and co-workers. Thus the concept of organisational support which can be instrumental in helping people when they have a difficult time becomes instrumental whenever the concept of employee resilience is examined. This is so since an employee needs support if they are to get back to their former state easily after a life-threatening shock. 

In respect to the theories that can be employed to guide employee resilience, at, both job-demand-resources (Bakker & Demerouti, 2007) and conservation of resources (COR) theories (Hobfoll, 2010) will be of interest in   this study. Job-demand- resource model argues that employee resilience can be achieved if the resources at their exposure are adequate to help the employees meet the demands of their job. This means that an employee’s work requires a set of resources such as the knowledge, competences, effort and other resources that are in terms of emotional, social and psychological. A good balance is attained if the employees have all these resources in place otherwise, a deficient can cause the employee to break down. This theory will be employed to assess whether organisational support can be an important source of the resources that an employee’s requires at work. However, it is important to note that the theory restricts itself to only employee’s work. As earlier indicated, employees job is just only one of the many factors that pose a threat to employees’ and relying on this theory only poses a serious limitation to a study on employee resilience.
 Conservation of resource theory on the other hand, posits that resources losses that may lead to stress are compensated by the resources that a person, including employees, has accumulated over time (Hoblof, 2010). Therefore, a rational person will always engage in accumulating and conserving resources such that whenever some are used up, they still have a good stock that can be utilised whenever need be. In relation to employee resilience, this theory provides a good understanding that upon a life shock, whether presented by organisational or external factors, an employee will need to utilise the resources that they may have accumulated that are in form of social, psychological and even tangible if they are to bounce back easily. However, the theory was not clear where the resources can be derived from. In this study, it is advanced that the possible source of the resources could be the managers, supervisors and co-workers that an employee works with. 
Given the provided background on the concepts and the possible applicable theories, this work will specifically assess the interrelationship between organisational support and employee resilience. Organisational support will assess the contribution of managers, supervisors and co-workers and an important source of resources that help build employee support. Since the players in the study under review are the teachers, managers will be the Schools’ principals, head teachers and their deputies. The kinds of support they offer are related to administration factors like financial, pro-employees policies, issues of long term leaves, career-progression initiative, leadership, and models. Supervisors in this case happen to be the Director of Studies and subject heads. They would be expected to offer support that is related to scheduling of subjects, address issues of short term leaves, coaching, mentoring, trying to understand an employee welfare both internal and externally and providing the tools that employees require at work. Co-workers on the other hand can offer moral, relational, and even stand in for a fellow colleague, make visits among others. All that support can either fall under social, psychological and tangible support. The said support is arguably essential to foster employee resilience, that will be assessed in terms of either recovering from a challenging situation, coping with a situation that may not be reversed, adapting to living to new demands, or recovering and becoming better than the situation was before a challenge (Cooper, Liu & Tarba, 2014).
In terms of what is known about teacher’s work in the Ugandan context, there are compelling reasons to believe that they operate under conditions that pose a threat to their wellbeing and thus the concept of resilience is worth investigating. In particular, secondary school teachers in Uganda have varied issues that have been raised over time that are said to impact on their wellbeing leading to breakdown. The government teachers have salaries and arbitrary transfers as being key concerns. For a long period now, teachers have been clamouring for salary increment citing the high living conditions. Some out of frustrations have being noted to result into drinking. On the other hand, teachers have always complained about being transferred arbitrarily being forced to separate from their spouses and children. While at times the government argues that it is within good practices to carry such transfers, the cases where some teachers have refused to move to their new stations while others either leave teaching profession or join private institution (Ahimbisibwe, 2015; Ampurire, 2017; MoES, 2019) indicates work related shocks to which some employees fail to cope with.

In private secondary schools some hard hitting work place forces have been reported that leave employees stressed. For instance, a recent critical analysis of what private secondary schools go through by Dr. Droti a curriculum specialist and Dr Mutenda an education specialist indicated that the teacher are prone to burnout(Mbabaali, 2019). In the analysis, that some teachers work for 2880 minutes a week which is above double the recommended. This occurs due to the schools, in a bid to compete for performance, subject teachers to teach longer hours, administer weekly tests, and do extra roles. This leaves them with almost no time to relax. Coupled with other factors such teachers at times break down while others get sick. This case has been reported in Nakawa division where some teachers have failed to bounce back after such tiring work schedule coupled with family issues like marital problem. For instance over 70% of teachers in Mbuya College reported that their work is strenuous and they rarely get time to relax which leads to some of them becoming very exhausted. With all that in question, a notable gap is that, there is scarcity of such works that have assessed the concept of resilience in Nakawa Division. The division has some of major private secondary schools that compete to win public attention as best performing schools in the country. This provided an opportunity to undertake a scholarly inquest of how such teachers can be resilient hence this study. 

1.2 Statement of the problem

Employee’s ability to positively respond to live shocks is an important determinant of their performance at work. However, many employees have continued to break down under the various life shocks and fail to bounce back which eventually affects their performance at work and at worst leading to health complications like is the case with some teachers in Private secondary schools in Nakawa (Mbabaali, 2019). The school administrators appear to be concentrated much on the school performance and thus subject teachers to long hours of work. They assume that pay is all that the teachers want forgetting that the teachers have other social-psycho and emotional needs that need to be attended to if the employees are to bounce back from life shocks. It was thus important to examine the measures that the affected schools can take to ensure that teachers are resilient and this study seeks to do so. 
1.3 Purpose of the study
The purpose of the study was to assess the contribution of organisational support on employee resilience among teachers of selected secondary schools in Nakawa division.

Objectives of the study
i. To establish the relationship between co-worker support and employee resilience among teachers in Private schools in Nakawa Division.

ii. To establish the relationship between supervisor support and employee resilience among teachers in Private schools in Nakawa Division. 

iii. To establish the relationship between managerial support and employee resilience among teachers of Private schools in Nakawa Division.
1.4 Research Hypotheses

Ho1: There is no relationship between co-worker support and employee resilience among teachers in Private schools in Nakawa Division.

Ha: There is a relationship between co-worker support and employee resilience among teachers in Private schools in Nakawa Division.

Ho2: There is no relationship between Supervisor support and employee resilience among teachers of Private schools in Nakawa Division.
Ha: There is a relationship between Supervisor support and employee resilience among teachers of Private schools in Nakawa Division.
Ho3: There is no relationship between managerial support and employee resilience among teachers of Private schools in Nakawa Division.

Ha: There is a relationship between managerial support and employee resilience among teachers of Private schools in Nakawa Division.

1.5 Significance of the study

· It is expected that this study would help secondary schools in Nakawa to devise means that can improve employee resilience.

· This study would be of importance to other schools on how they can improve employee resilience.

· The results of this study would be informative to the consultants who may be hired by schools to help them devise mechanisms that can improve teachers resilience.

· The study would further be of importance to the ministry of Education and Sports in devising models that can help build resilience among teachers in the country.
· Finally, future researchers who may be aiming to undertake a similar study would find this work useful in terms of literature review.

· The study would help to promote working relationships among teachers, reduce teachers reporting of misconduct, react fairly and efficiently in response to concerns.
1.6 Scope of study

The scope was divided into content scope, geographical and time scope as elaborated below:
Content scope
Organisational support was assessed as the independent variable of the study. The three dimension of the variable includes managerial, supervisor, co-worker support. Employee resilience which was assessed as recovery, coping, adaptation and thriving will be assessed as the independent variable.
Geographical scope

This study was conducted in Nakawa division. Ten private secondary schools were represented. The selected schools includes Bishop Cipriano Kihangire, SS Progressive SS. Kintatale, St. Kizito Bugolobi, Lake Side College, Mbuya College, Bukoto High School, Crane High School and King Solomon College Kyambogo
Time scope

The study mainly explored data for five operational years of selected private schools in Nakawa Division that is 2015 to 2018 because this is the time when most teachers in private schools in Nakawa Division were not resilient.

Study Setting
The study was conducted in Nakawa Division. This is one of the divisions in Kampala. It is one of the divisions of Kampala district and  in the eastern part of the city. It borders Kira Town , Wakiso District , Kawempe Division , Kampala Central Division, Makindye Division and Lake Victoria . the division has parishes of Bugoloobi, Bukoto, Butabika, Kiswa, Kiwaatule, Kyambogo, Kyanja, Luzira, Mbuya, Mutungo, Nabisunsa, Naguru, Nakawa, and Ntinda. The school has over 30 registered private secondary schools.

CHAPTER TWO

STUDY LITERATURE

2.0 Introduction

This chapter presents the literature presents the scholarly works relating the definition of the variables of the study. It also expounds on the theories that were used in this study. Finally it presents the literature that guided the development of the research hypotheses.

2.1 Literature Survey
Teachers in Uganda play a leading role in ensuring that learning takes place. They play an alternative role to parent and raising responsible citizenly. However, a number of issues have been raised regarding their plight. Burnout has been identified to be a negative outcome of at times inhospitable situation that teachers encounter which indicates that some of the teachers have failed to demonstrate resilience. In a recent study conducted in the Ugandan context, Ngware et al.(2016) observed that private secondary school teachers have a high rate of teachers who have experienced burnout due to huge responsibility placed on them to register high scores in order to ensure their schools compete effectively in their studies. The scholars advised that there was a need to assess the mechanisms that can be employed to mitigate the effect of the current situation at private schools.

In another study Vamuluen(2013) had observed that although teachers in Urban areas in Uganda were the major casualties of burnout, teachers in rural areas had a share of their challenges too. The scholar, in a comparative study discovered that teachers who failed to demonstrate resilience had experienced related challenged that were associated with little or no support offered from their school. Again, the scholar realized that teachers from private schools were more affected than their counterparts in public schools. The main difference was that the government would easily allow teachers who were in difficult situation to take leave and still earn while private schools would rarely accord their teachers such an opportunity.

Bashuka, Lubega and Mirembe(2017) further observed that neither of public or private teachers were immune from the challenges and life shocks. The scholars who assessed the current situation of Ugandan teachers, argued that, the teachers well being was not adequately addressed in both private and government institutions. They argued that teachers operate in stressful conditions that see some of them break down. As a solution, the scholars proposed that the schools needed to initiate mechanisms that can easily trace a teacher who is in difficulty and help them before they break down.

The above studies, although addressing generalities of the challenges faced by Ugandan teachers have one thing in common. The studies show that Ugandan teachers are working in condition that creates shocks in their life. Since there may not be a complete elimination of causes of such shocks, given the reality of life, there is a need to come up with mechanisms to help an employee who encounters a school (Mbabaali, 2019).. In real life for instance, a human being will at one point lose a loved one, have a sick relative among others. Thus the teachers, apart from work life challenges, they will equally encounter the aforementioned challenges. It is therefore important that continued studies are conducted to examine the mechanisms that can be employed in the Ugandan context to address the plight of teachers.
2.2.1 Literature Review

2.2.1 Employee resilience

There is a consensus that human beings regardless of their status will at times experience challenges, shocks or situations that threaten to break them down. As such employees are in the same bracket. How the employees respond to such a situation becomes an important issue since it has an impact on their performance at work. The ability to bounce back ensures that an employee is able to maintain performance which is an important positive move in their career and also their organisation.

As a negative effect, some employees after a shock break down and become unable to get back to their former status fast (Bardoel et al., 2014). This is mainly due to the toll that a given shock has on their bodies. They may either become emotionally, psychologically or even physically stressed that they fail to gain strength to get back to normalcy easily. An employee who for instance has family challenges say facing a divorce, have an abusive spouse, one who has lost a close loved one, or who has a sick relative amid other social challenges like heavy debts, will likely undergo mental and emotional fatigue which when not addressed may lead to depression. At workplace, an employee may have toxic relationship with colleagues have a lot of work among others. Whatever the case, the employee comes to work and is expected to be in a good state if they are to perform their duties as expected. It is at such point when the concept of resilience becomes important.

Resilience is a positive and desirable ability that enables a person undergoing a life threatening shock to continue to their normal status easily. Many scholars have attempted to define the desirable concept and given the different perspectives, there has over time emerged some differences in conceptualisation although there is a consensus in what a resilient person is able to do (Cooper, Liu & Tarba, 2014).

In one of the definitions, resilience has been advanced as the  ability  to  learn  from stressful  challenges,  develop  a  positive  attitude  and emotion,  and  then  bounce  back  to  life (Cartwright & cooper, 2009). It can thus be seen that, according to the scholars, learning from a challenge and adopt a positive attitude and be able to bounce back is a core indicator of a person who is resilient. This definition supports an earlier view that had indicated that resilience is the ability to bounce back from adversity (Fredrickson, 2001). Again life challenges are advanced as a situation that resilience responds to. However, the scholars did not go ahead to indicate the mechanisms through which the learning occurs. 

In a related perspective, employee resilience is viewed as a strategy for surviving and thriving in the face of workplace adversity (Jackson, Firtko & Edenborough, 2007). This definition appreciates the fact that workplaces can at times turn hostile and an employee has to get devise means of maintaining their balance, with the ones capable being considered to be resilient. While that is largely true, the scholars needed to go ahead and indicate how the employees did that to make their definition more clear. Again, the scholars appear to only have restricted themselves to workplace diversity while in the real world employees are likely to face adversity outside workplaces and whose impact can have an impact even in their workplace. 

A rubber band has also been used to demonstrate the concept of resilience. In this respect, it has been argued that, just as a rubber band can be stretched to varying lengths and snaps back into place,  so is a resilient person(Hersberger, 2012). In a further demonstration, the scholar argued that a resilient person is one who develops life skills that allow them experience stressors but then can recover pre-stressor levels. In this case, the definition ably demonstrates how the life challenges in life can disturb a person’s balance. Again, it undertakes to indicate that a person can learn to deal with situations and be resilient. This suggests that a person can be resilient over time and also that one person can be more resilient than another. However, the rubber band example appears to be more simplistic and may not clearly articulate the dynamics of an employees’ life.

A more radical view presents resilience as  bouncing back from setbacks, remaining effective in the face of tough demands and difficult circumstances, and growing stronger in the process (Cooper, Flint-Taylor & Pearn, 2013). The definition, though acknowledging the widely held view of dealing with a situation positively, goes further to even suggest that it can be demonstrated through, remaining unaffected, and again if affected, a person may even emerge stronger after a difficult situation. As such, the definition suggests that even though a similar challenge may hit different people, resilience can be demonstrated in different facets, with some being able to bounce back to their former state after the challenge, others being unaffected, while others emerge more stronger. 

For the purpose of this study, the four dimension definition advancing resilience as the ability to recover, cope, adapt, and thrive (Naswall et al., 2014). Ability to recover indicates that an employee who has been struck by challenges bounces back. Coping on the other hand, appreciates the fact that a challenge may not disappear, like would be the case of a person facing long term life threatening situation as having cancer but has the ability to work without worry. Adapting indicate that a victim is enduring with a challenging situation and has developed. Finally, thriving shows that regardless of the challenges, a person fully recovers and records success as if that the challenges have been fully dealt with. To provide a more complete view, the scholars advancing this definition also admitted that while the said definition mainly relates to learned abilities, one need not to lose the sight of the fact that some individuals, given their traits, are likely to be more resilient than others.
2.2.2 Organisational Support

The concept of organisational support is based on the view that employee’s are sensitive of the behaviour exhibited by the organisation towards them. In this respect, it is presumed that the employees have the ability to equate the organisation into human nature and thus decide whether the organisation has been supportive or not. However, since an organisation in itself can’t be a human being, the human agents in the organisation including managers, supervisors and co-workers are the one whose actions an employee will judge to make their verdict. 

The concept of organizational support can be traced from early works of Blau(1964) which later came to be among the expectations under psychological contract. Accordingly, an organisation-employee relationship is viewed as an exchange where each party benefits from the other. The organisation expects the employees to be productive, committed and loyal, while the employees as an exchange expect the organization to care about their welfare.

As to what amounts to organisational support, a number of scholars have advanced their views. In one of the contributions, organisations have been presented as either being supportive, indifferent, and unsupportive and at worst as cruel ( Lancaster

HYPERLINK "https://www.emeraldinsight.com/author/Di+Milia%2C+Lee" & Milia, 2014).  This view is a representative of what employees undergo in their workplaces in respect to the relationships with managers, supervisors or fellow colleagues. In some situations employees feel they have benefited from their organisations or at worst have been hurt in the process. 

The term global view about an organisation, held by an employee has also been used to explain organisational support (Burns, 2016). In this respect, the employee assesses the organisation in its entirety including processes, people and interventions undertaken which affects them as individuals or as groups. The accumulation of all aspects then can guide the employee to judge whether their organisation has been supportive or not. This appears to be a more plausible view since an employee’s life in an organisation can be explained as any other life journey where at a time of need, one would expect to be helped. Again, the perspective appear to incorporate other actions that an organisation can do at their time of need whether at workplace or outside. 

In another perspective, organisational support has been viewed from its different manifestations including fair treatment at work place, supervisory support, rewards and favourable job conditions (Benlionglu & Baskan, 2014; Hassan, ul-Hassan & Shoaib, 2014). It thus can be seen that organisational support is an accumulation of both tangible and intangible benefits that an employee derives from their workplace.  

For the purpose of this work, organisational support will be assessed from three dimensions namely, managerial support, supervisor support, and co-worker support. Managerial support will make reference to the managers who in this case could be the Principals, Head teachers and their deputies, and Director of studies. These leaders by the virtual of their responsibility offer support in such terms as rewards, working tools, empowerment, among others (Kafeel, Kausar & Rana,2017) The support could be physical, social or psychological in nature.
Supervisor support is considered given the fact that the supervisors are the closest people to the employees and are expected to monitor, formulate work plans and recommend employees for various interventions like training, transfers (Abid, Zahra & Ahmed, 2016). In the context of the study, the supervisors could be the heads of departments, the heads of subjects and the coordinators of subjects. Again they can offer tangible, social, or psychological support.

Finally co-worker supports refer to the support the colleagues either as groups, teams, or individually offer to a colleague (Beigi et al., 2012). In this study fellow teachers will be assessed.

2.3 Theoretical review

This study employed Conservation of Resources (COR) and Job demand-resources model. The theory is associated with Hobfoll (1989:2010) and is premised on the assumptions that in life, people strive to retain, protect, and build resources. The loss of resources leads to stress and other negative effects like burnout and is threatening. In relation to employee resilience, the accumulated resources act as a buffer to protect the employees and any source of personal resource becomes important.

The scholar argued that the resources can be acquired from different sources which may include relatives, colleagues, organisations, and even strangers. The resources can be either tangible or intangible.

Following COR theory, many organisations and people in different disciplines have adopted means of adding to resources at the disposal of each party in order to ensure that depletion of the same is compensated in order to avoid negative results.

An observable weakness however is that, the theory apart from clearly indicating the reasons why people seek to acquire and protect resources, it falls short of clearly elaborating on how acquisition of resources occurs and the dynamics thereof. 

In this study, the theory is considered important in explaining that employee resilience is enhanced by the resources that are at their disposal and that when such resources are plenty, the loss related to shocks and other strenuous conditions will be countered. As such, since shocks and other environmental adversities require that an employee responds using either emotional, psychological and physical resources, the support derived from the organisation will help offset the deficit (Shin, Taylor & Seo, 2012). Practically, when considering a teacher who may have a sick relative, failure to attend to such a situation would lead to stress and even exhaustion of personal resources. However, as proposed in this study, an employee who acquires emotional, social, and tangible support from the organisation may be able to attend to the patient. Such support may be in terms of money from the manager, which may help them to buy drugs and take the relative to hospital, a leave by their supervisor to allow them attend to the patient, and possibly comfort and social support from co-workers. This means that the resources that they would have to deal with the current situation would be replenished.

However, much as the theory is clear on the need for resources, it fails to show how the resources are actually acquired and the dynamics related to receiving the same from an organisation. The theory was mainly generic aimed to explain how a person can be resilient thanks to the resources at their disposal. In organisations, such resources can be acquired through different means and the source and quantity of the same could be varied.
The Job demand-resource theory has also been found to be relevant in this study. The theory was advanced by Bakker and Demerouti (2007). The scholars specifically examined workplaces in particular jobs and tasks. In this respect, the scholars argued that a job requires the input of an employee in terms of emotion, psychological and physical resources. A teacher for example is expected to work to employ emotional resources when dealing with students, colleagues and the parents. They would also have to employ psychological resources when dealing with students and their own issues. The theory goes ahead to advance the view to claim that should it happen that there is an imbalance of the demand and available resources for use, when it is against an employee they are likely to experience stress and burn out. On the other hand if the resources at their disposal are adequate, the employee is likely to remain strong and resilient.

In this study, the theory is adopted in appreciation of the fact employees spend much of their wake-up time at work. Currently in Uganda, it has been noted that private secondary school teachers are spending a lot of hours at school. As such job demand-resource theory becomes even more applicable. It is advanced that the resources, if being replenished through organisational support, will ensure that the teachers have what is required of them in plenty and enhances resilience.

One of the major weaknesses of the theory is that it only deals with job and the requirements thereof and thus assumes that the causes of stressors are only work related. However in actual sense, stressors or the demands that face the employees as human beings cannot be restricted to their jobs only. Indeed an employee while at work can just receive a phone call from home that would require a response through different types of resources. As such it would be simplistic to assess an employee from just a restricted area (Lilius et al., 2011).

2.4 Organisational Support and Employee Resilience

There is both theoretical and empirical evidence that has consistently shown that organisational support is instrumental in enhancing employee resilience. Conservation of resources theory (COR) (Hobfoll, 2010) purport that people strive to retain, protect, and build resources and that the potential or actual loss of these is valued. In relation to resilience, it has been argued that, the availability of resources can cancel the loss experienced by employees who suffer from a challenging situation. Organisational support thus comes in to help an employee to either adapt, or get back to equilibrium after an adversity which is a demonstration of resilience. As such, organisational support becomes a key antecedent of employee resilience.

Equally, the job-demand resources theory fits in to explain how organisational support can be instrumental in promoting employee resilience. The theory purports that in an organisation, both job and organisational demands places a demand on employees’ resource including emotional, social and tangible demand (Bakker & Demerouti, 2014). It can be in form of energy, brains to do work and social attractiveness needed when either offering a service or for production purpose. The employee can only be stable if the resources at their disposal are in balance or above the demand. However if the demand are too much, the employee is likely to experience the negative impacts including depression and burn out. With this it is possible to deduce that organisational support adds into the resources that an employee has at their disposal which enhances resilience.

Further, it has been noted that an employee who faces challenges, responds effectively with their personal resources like hope, positive coping and emotional intelligence. Organisational support has been found to be one of the organisational resources that help to build an employee’s personal resources means that helps the employees to successfully counter the effect of challenging circumstances (Caesens et al., 2016). The support offered in such forms as emotional, social and tangible support builds upon what an employee already possesses. This view squarely presents organisational support as a means to an employees’ resilience. It is thus important to assess the degree to which the Ugandan teachers feel is the contribution of organisational support to resilient.

In respect to the empirical studies, a study conducted in a big hospital, organisational support that was in form of co-worker and supervisor support was found to be important in explaining resilience among employees who consistently faced challenges. The hospital had unique characteristics like having the highest retention rate and the best performance despite the challenges. The study was prompted by the fact that the billing department, despite employees being under too much pressure and other challenges, they consistently demonstrated such persistence.  Lilius et al. (2011) undertook a qualitative study and found that the employees were there to help each other. Some of the support was emotional, standing in for others, and also more and tangible support. With that, it was discovered that organisational support was a key antecedent of resilience. However, much as the study shows a direct relationship between variables, it would not be generalised given the weakness associated with a qualitative study. Again, the context in which it was conducted is completely different from Uganda and employing the finding to that study in the Ugandan context requires that further studies are conducted to ascertain whether the perspective is applicable.

Further, a research that assessed the contribution of workplaces in explaining resilience among Finish old workers found that organisational support, and organisational justice were among the factors (Trifoglio, 2018). The study employed a quantitative approach and had 359 respondents whose age averaged 57.  The scholar was thus able to have a generalizable result given the large number of participants. This was a strong significant indicator that organisational support can be considered to be a predictor of employee resilience. However, while the study accomplished an important phase of understanding the factors that explain resilience, its applicability in the Ugandan context would require that a study is conducted for comparison purpose. Finland is a different context that may not be comparable to Uganda. Again the study assessed different factors and thus did not assess organisational support on its own. It thus provides an opportunity to conduct a study whose main purpose to assess the impact of organisational support. 

In yet another study, workplace interventions that improved wellbeing were found to be important predictor of employee resilience. The result is thus suggestive that organisational support can be considered to be a factor that explains resilience. The study was conducted in New Zealand where a total of 216 respondents from two organisations took part in a survey. The aim of the study was to examine the role of personality and workplace intervention that improved well being on employees’ resilience and then the organisational resilience (Tonkin, 2016). It was found that some personality trait like persistence determined the degree of resilience an employee was to exhibit. It also emerged that organisational interventions that improved employee well being resulted into employees who were resilience. Among the said interventions was the support the employees received from their supervisors, supportive leadership and improving on the working condition. Thus while the scholar did not mention the interventions as organisational support, a critical assessment indicate that they actually were. Thus the study adds to the consistency that has been observed associating organisational support with employee resilience. However, the mind behind the study was to examine the workplace interventions and traits rather than assess the actual contribution of employee support. As such, the said gap provides an opportunity to undertake a study assessing the impact of organisational support on employee resilience.

Elsewhere in Netherlands, a study conducted to come up with a framework that can be used to enhance resilience among military members relied on both the various studies conducted over time and also interview with some members. It emerged that, organisational support categorised under the organisational resources, offered through the leaders and comrades was part of the key determinants of resilience (Paradeis et al., 2015). The study signified that social cohesion and camaraderie among the military members acted as a buffer and also offered support to them enhancing their resilience. The leadership support was mainly felt through deployment which enabled the members active. Thus the study indicated that organisational support is important in advancing resilience. However, the study was meant to benefit the members of the military who by nature of work have a different work environment that it is like teachers. It would thus be expected that intervention targeting a given section of workforce like teachers, would be conducted based on outcomes of a study in the same category of teachers.

Conclusively, the available literature has shown consistent results that the three dimensions of organisational support, managerial support, supervisor support and co-worker support as being key antecedents of employee resilience. However, many of the available studies have mainly been done on a more broad terms and organisational support comes in as just one among other variables. As such studies assess the contribution of organisational support are scarce. Further the studies have assessed different categories of employees from different unrelated contexts. This suggests that in assessing the contribution of organisational support in explaining resilience among Ugandan teachers, it would be plausible that a study is conducted in the same context hence this study. As shown from the available literature, the following conceptual frame work provides a pictorial summary of the study aims. 
2.5 Conceptual Framework






Adopted from job-demand-resources (Bakker & Demerouti, 2007) and conservation of resources (COR) theories (Hobfoll, 2010), Nasall et al.(2014), and Rickli (2010), and modified by the researcher in 2019.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter presents the methodology that was adopted in carrying the study. In particular, the chapter elaborates on the research design, the sampling procedure, the measurement instrument and the data collection method. Finally the section has research ethics and also outlines the anticipated challenges.
3.2 Research design


The study used a cross-sectional survey design in which various people were interviewed meaning that data was collected at one point in time. The cross-sectional study has advantages in that data was collected from several different categories of people in a relatively short period. Both quantitative and qualitative approaches were used because they complemented each other. 

3.2.1 Research Approach

A phenomenological research approach was followed which focused on understanding why something is happening rather than describing why it was happening. Quantitative and qualitative approach using a case study was followed. Both quantitative and qualitative approaches were used because they complemented each other. Qualitative approach was descriptive, used conceptualization and was helpful in explaining variables. It was helpful in obtaining information from the key informants who gave information through a key informant interview guide and quantitative approach, which used statistics, was used to explain numerical values, (Mugenda & Mugenda, 2003). Quantitative approach was helpful in obtaining information from the teachers in selected schools in Nakawa division using a questionnaire.
3.2.2Research Strategy

The study employed a case study strategy because it allowed the collection of large amount of data from a sizeable population in an economical way. In case study, a single person, program, event process, institution, organization social group or phenomenon was investigated within a specified period using a combination of appropriate data collection devices (Cresswell, 1994).

3.2.4 Research duration

The study considered the period 2014 to 2018. The period of five years was deemed sufficient to assess organisational support and employee resilience among private secondary school teachers in Nakawa division. Data collection and processing took a period of 4months. 

3.2.5 Research classification

The study was explanatory in nature focusing on explaining organisational support and employee resilience among private secondary school teachers in Nakawa division. 
3.3 Study Population.

The targeted population for this study was the 430 teachers from 10 selected private owned secondary schools in Nakawa Division (Nakawa Division Teachers Association, 2019).  The teachers formed both the unit of inquiry and unit of analysis.

3.4 Sample size determination

The sample size was determined guided by the Krejcie and Morgan table of 1970. The table shows that a sample size of 205 respondents is appropriate for a population of 430. Those were the respondents to whom the questionnaire be distributed. 
3.5 Sampling techniques
In this study, a stratified random sampling technique was employed to select the actual respondents for this study. Since different schools have different population size of teachers, it was appropriate that the distribution of questionnaires should be according to the size such that the school with the highest number of teachers got the highest number of questionnaires. This was achieved through stratification.

Upon, identifying the number of questionnaires that were to be allocated to each school, the selection of the actual respondents was done using random sampling technique. The technique gives an equal opportunity for each teacher to be selected. The method thus enhances objectivity of the study since it reduces bias.

Table 3.1: shows both the population and sample of the selected respondents

	School
	Population
	Sample
	Sampling Technique

	Bishop Cipriano Kihangire SS
	57
	27
	Simple random

	Progressive SS. Kintatale
	43
	21
	Simple random

	St. Kizito Bugolobi
	56
	27
	Simple random

	Amka Classic
	30
	15
	Simple random

	Lake Side College
	45
	21
	Simple random

	Mbuya College
	32
	15
	Simple random

	Biina Islamic Secondary School
	34
	16
	Simple random

	Bukoto High School
	42
	20
	Simple random

	Crane High School
	55
	26
	Simple random

	King Solomon College Kyambogo
	36
	17
	Simple random

	Total
	430
	205
	


3.6 Data Sources
Primary Data

In this study, the primary data was collected through the use of questionnaires through a survey. The questionnaires were self-administered since the targeted respondents were teachers and are thus well versed in English which was the language used for the questions. This is the data that were eventually used to provide the results of this study

Secondary data 
In this study secondary data was accessed through review of available literature. Specifically, journal articles, published dissertations and published reports were the sources of this data. 

3.7 Measurement of Variables

The questionnaire that was employed for this study contained statements examining the different variables used in the conceptual Framework. It contained options that the respondents rated, anchoring their responses on a 5 point likert scale such that, 1= Strongly Disagree, and 5= Strongly Agree.

Employee resilience was measured by a questionnaire adopted from the work of Naswall et al. (2014). The questionnaire attempted to assess the key dimensions of the variable including recovery, coping, adaptability and thriving. 
Organisational support was measured using a questionnaire adopted from Eisenberger et al. (1986). The questionnaire assessed the different dimension of organisational support that includes supervisor, manager, and co-workers’ support. 

3.8 Questionnaire Method

A questionnaire method is a research method consisting of a series of questions and other prompts for the purpose of gathering information from respondents. Questionnaire survey was used to collect primary data from teachers in selected private secondary schools in Nakawa division. Closed-ended questionnaires were used. Questionnaire survey was preferred by the researcher because of its objectively wide geographical coverage and cheapness to administer, in addition to the fact that considerably large samples can be used to produce reliable and dependable results. A survey method was used because the population is large to observe directly (Mouton, 2016). This study majorly employed the survey method because it is cheaper and convenient given its flexibility as has been observed by several studies (Gingery, 2013).

Interview Method

Interview refers to the method of collecting data by asking people questions and following up or probing and prompting their answers (Deakin & Wakefield, 2014). This method was used to collect data from head teachers and school administrators in the selected private secondary schools in Nakawa Division. This method is usually preferred by the researcher because key informants are well informed in regards to the topic of study and hence provide key information. In addition, this method produces reliable and dependable results since the respondents provide quality information about the study. Therefore this study adopted the qualitative interview method to obtain qualitative data. According to Shamoo & Reshik (2015), qualitative interview is a type of framework in which the practices and standards be not only recorded, but also achieved, challenged and as well as reinforced. 

3.4.2 Data Collection Procedure

A supportive letter from the School of Business Administration duly signed by the Dean was obtained, introducing the researcher to the head teachers in the selected secondary schools in Nakawa Division. This helped in creating a free environment for the respondents to respond to the questionnaires and also participate in the interviews

Gender of respondents

Respondents were asked to identify their gender category. Responses to this question are shown in table 3.2

Table 3.2: Gender of respondents
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	114
	67.1
	67.1
	67.1

	
	Female
	56
	32.9
	32.9
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data

As seen in table 3.2, results indicate that majority of the respondents were male as represented by 67.1% and 32.9% were females. This can be interpreted to mean that both male and females were well represented in this study and thus the finding of the study did not suffer from gender bias. It also means that most of the in the selected schools are male.

Age group

Respondents were asked to state the age group in which they belonged and information obtained is presented in table 3.3

Table 3.3: Age group
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	20-30
	25
	14.7
	14.7
	14.7

	
	31-40
	102
	60.0
	60.0
	74.7

	
	41-50
	35
	20.6
	20.6
	95.3

	
	50 - 59
	8
	4.7
	4.7
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data

According to results in table 3.3, it indicates that 60.0% were aged between 31-40 years and 14.7% were aged between 20-30 years. This can be interpreted to mean that this is the most active and mobile age group which most schools prefer because they are more flexible and can easily perform the required task with minimum supervision. 20.6% were aged between 41-50 years and 4.7% were aged 50 - 59 years. This is an indication that respondents were well distributed in terms of age. 

Number of years served 

The study sough to know from the respondents the number of years they had served in  their schools and Responses to this question are presented in table 3.4
Table 4.4: Number of years served in the respective schools
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Less than a year
	25
	14.7
	14.7
	14.7

	
	1- 4 years
	60
	35.3
	35.3
	50.0

	
	4-8 years
	44
	25.9
	25.9
	75.9

	
	Above 8 years
	41
	24.1
	24.1
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data

According to results in table 3.4, 35.3% had served in the schools for a period of 1-4 years, 25.9% had served for a period of 4-8 years, 24.1% had served above eight years and 14.7% had served for less than a year. Since the majority had served for more than four years, it can be interpreted to mean that these individuals had enough knowledge about, organization support and employee resilience hence provide reliable and relevant information.

Highest level of education

Respondents were asked to state the highest levels of education attained and the results are captured in table 3.5
	Table 3.5: Highest level of education

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	
	
	
	
	

	
	Masters
	2
	1.2
	1.2
	1.2

	
	Degree
	162
	95.3
	95.3
	96.5

	
	Diploma
	6
	3.5
	3.5
	100.0

	
	
	
	
	
	

	
	Total
	170
	100.0
	100.0
	


Source: Primary data
As seen in table 3.5, results indicate that 3.5% had diploma level, 95.3% had degree level, 1.2% had attained masters. This can be interpreted to mean that all the respondents could understand the content of the questionnaires and thus provided correct answers that can be relied on. 
3.7 Data collection instrument

The data was collected using a self administered questionnaire. The targeted respondents were secondary school teachers who are well conversant in English. They therefore did not require to be assisted in reading the questionnaire.

3.7.1 Self-administered Questionnaires
Brymen & Bell (2007), state that a standardized questionnaire is a reliable tool that could be utilized for quantitative method projects. Questionnaires were used to collect data from the both the school administrators and teachers in the selected private secondary schools in Nakawa Division.  The questionnaire was used in this case because it had proved to be an invaluable instrument of collecting a wide range of information from a large number of individuals especially when it comes to people in view of whether organizational support influences employee resilence among teachers in private secondary schools Nakawa Division as specified by appendix I (Sekaran, 2003). The questionnaires are popular because the respondents fill them in at their own convenience and are appropriate for large samples.  The questionnaire was designed with closed ended questions (Amin, 2005). The questionnaire was constructed by the researcher. It  had two sections; Section A considered the social-economic characteristics of the respondents while section B had statements organized along the research questions and based on a five point Likert scale (Strongly agree=5, Agree=4, Neutral=3, Disagree=2, Strongly disagree=1). 

3.7.2 Interview guide
The researcher prepared and used a semi-structured interview guide to conduct interviews with head teachers and schools administrators. Interviews were chosen because they were thought to provide in-depth information about a particular research issue or question. Still, interviews were chosen because they made it is easy to fully understand someone's impressions or experiences, or learn more about their answers as compared to questionnaires. According to Mugenda (2003), interviews are advantageous in that they provide in-depth data which was not possible to get using questionnaires.Like questionnaires, interviews were also a source of primary data as specified in appendix II. 

3.8 Reliability Analysis

A research tool is considered reliable if independent administration of it or a comparable instrument consistently yields similar results under comparable conditions (Jacobs & Razavier, 1990). To test the reliability of the instrument used for this study, a Cronbach Alpha reliability coefficient test was conducted. As shown in table 3.1 below, all the questions had a score of above 0.7 and were thus all used since this is considered reliable (Nunnally, 1978). 
Table 3.6: Reliability statistics
	Variable
	No. of items
	Cronbach Alpha

	Managerial Support
	6
	0.840

	Supervisor support
	8
	0.844

	Co-worker Support
	7
	0.780

	Employee Resilience
	20
	0.944


3.9 Validity of the research instrument

Validity is the degree of accuracy a research instrument is in measuring the intended variables. To ensure this was achieved, the questionnaire that used for the purpose of this study was mainly adopted from the previous scholars who have developed a validated instrument. A pre-test of the questionnaire with ten people was further done to establish the questions that had issues. A revision was done for the questions that were identified as vague before the collection of data.
 3.10 Data Processing
Of the 205 questionnaires that were distributed, 170 were retrieved by the time the data collection was called off. Upon examination, all the questionnaires were found useful for analysis. As such, 82.9% response rate was realised.  The questionnaires were then entered into SPSS package 22 for analysis. The analysis consists of percentages, correlations and regressions as per the requirement of the research objectives. Percentages provide the demographic factors. A correlation analysis assessed the relationship between the variables under investigation. Regression on the other hand, provides answers as to whether the hypotheses are supported or not and will also show the contribution of each dimension under the independent variable in explaining the dependent variable.
3.11 Ethical Considerations 

Ethical principles are a requirement that should be observed when conducting a study (Creswell, 2014). These principles include, among others, recruitment of respondents on voluntary basis, being observant to the intellectual property and authorship, and ensuring anonymity of the respondents. All the said principles and other guidelines included in the Nkumba University research Handbook were adhered to throughout the study. 

CHAPTER FOUR

THE RELATIONSHIP BETWEEN CO-WORKER SUPPORT AND EMPLOYEE RESILIENCE

4.1 Introduction

This chapter deals with the first objective of the study; the relationship between managerial support and employee resilience in private secondary schools in Nakawa Division. 
In relation to resilience, it has been argued that, the availability of resources can cancel the loss experienced by employees who suffer from a challenging situation. Organisational support thus comes in to help an employee to either adapt, or get back to equilibrium after an adversity which is a demonstration of resilience. As such, organisational support becomes a key antecedent of employee resilience.

Equally, the job-demand resources theory fits in to explain how organisational support can be instrumental in promoting employee resilience. The theory purports that in an organisation, both job and organisational demands places a demand on employees’ resource including emotional, social and tangible demand (Bakker & Demerouti, 2014). It can be in form of energy, brains to do work and social attractiveness needed when either offering a service or for production purpose. The employee can only be stable if the resources at their disposal are in balance or above the demand. However if the demand are too much, the employee is likely to experience the negative impacts including depression and burn out. With this it is possible to deduce that organisational support adds into the resources that an employee has at their disposal which enhances resilience.

Out of the 205 questionnaires distributed 170 were filled and returned by the respondents representing 82.9% response rate.
	4.2 My school organizes training workshops to facilitate skills development 

The study sought to know from the respondents whether the co-workers visit them whenever they have problems and results obtained are summarised in table 4.1
Table  4.1: My school organizes training workshops to facilitate skills development


	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	18
	10.6
	10.6
	10.6

	
	Agree
	92
	54.1
	54.7
	64.7

	
	Strongly agree
	60
	35.3
	35.3
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 4.1, indicate that 92(54.1%) agreed that the schools organize training workshops to facilitate skills development, 60(35.3%) strongly agreed and 18(10.6%) were not sure. 152(89.4%) of the respondents generally agreed that their schools organizes training workshops to facilitate skills development, this means that the schools organize training workshops to facilitate skills development. 

4.3 My co-workers assist me willingly when I am overwhelmed with work
The respondents were asked whether their co-workers assist them willingly when they are overwhelmed with work and the results obtained are summarized in table 4.2
	Table 4. 2: : My co-workers assist me willingly when I am overwhelmed with work

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	43
	25.3
	25.3
	25.3

	
	Disagree
	59
	34.7
	34.7
	60.0

	
	Not sure
	19
	11.2
	11.2
	71.2

	
	Agree
	28
	16.5
	16.5
	87.7

	
	Strongly agree
	21
	12.3
	12.3
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)
Findings in table 4.2, indicate that 43(25.3%) strongly disagreed with the statement that the co-workers assist willingly when they are overwhelmed with work, 59(34.7%) disagreed, 19(11.2%) were not sure, 28 (16.5%) agreed and 21 (12.3%) strongly agreed. 102(60.0%) of the respondents generally disagreed that their co-workers assist them willingly when they are overwhelmed with work. 

 4.4 Collaborate with others to handle challenges at work
The study sought to know from the respondents they effectively collaborate with others to handle challenges at work and finding are presented in table 4.3
Table  4.3: I effectively collaborate with others to handle challenges at work

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	120
	70.6
	70.6
	70.6

	
	Disagree
	34
	20.0
	20.0
	90.6

	
	Not sure
	7
	4.1
	4.1
	94.7

	
	Agree
	5
	2.9
	2.9
	97.6

	
	Strongly agree
	4
	2.4
	2.4
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)
Findings in table 4.3, indicate that 120(70.6%) strongly disagreed with the statement that they effectively collaborate with others to handle challenges at work, 34(20.0%) disagreed, 7(4.1%) were not sure, 5 (2.9%) agreed and 4 (2.4%) strongly agreed. 154(90.6%) of the respondents generally disagreed that they effectively collaborate with others to handle challenges at work. 

4.5 My co-workers offer advice to me when I am stuck
The respondents were asked whether co-workers offer advice when they are stuck and responses are presented in table 4.4
Table  4.4:  My co-workers offer advice to me when I am in need

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	52
	30.6
	30.6
	30.6

	
	Agree
	64
	37.6
	37.6
	68.2

	
	Strongly agree
	54
	31.8
	31.8
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)
Findings in table 4.4, indicate that 52(30.6%) were not sure, 64 (37.6%) agreed and 54(31.8%) strongly agreed. 118(69.4%) of the respondents generally agreed that their c0-workers offer advice whenever they are in need. This could be interpreted to mean that there is team work.
4.6 My co-workers help me to perform my work better
The study asked respondents whether the co-workers help them to perform better and results obtained is contained in table 4.5
Table  4.5: My co-workers  help me to perform my work better
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	26
	15.3
	15.3
	15.3

	
	Disagree
	55
	32.4
	32.4
	47.7

	
	Not sure
	7
	4.1
	4.1
	51.8

	
	Agree
	34
	20.0
	20.0
	71.8

	
	Strongly agree
	48
	28.2
	28.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)
According to results in table 4.5, 26(15.3%) strongly disagreed with the statement that co-workers help them to perform work better, 55(32.4%) disagreed, 7(4.1%) were not sure, 34(20.0%) agreed and 48(28.2%) strongly agreed. 82(48.2%) of the respondents generally agreed that co-workers help them to perform work better. However, the 47.7% who disagreed could mean that there are those who do work independently without consulting their colleagues.
4.7 Teachers have access to work-life balance practices
The study sought to know from teachers whether they have access to work-life balance practices and results obtained are contained in table 4.6
Table  4.6: Teachers have access to work-life balance practices
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	18
	10.6
	10.6
	10.6

	
	Disagree
	20
	11.8
	11.8
	22.4

	
	Not sure
	30
	17.6
	17.6
	40.0

	
	Agree
	54
	31.8
	31.8
	71.8

	
	Strongly agree
	48
	28.2
	28.2
	100.0

	
	Total
	63
	100.0
	100.0
	


Source: Primary data (2019)

According to results in table 4.6, 18(10.6%) strongly disagreed with the statement that teachers have access to work-life practices, 20(11.8%) disagreed, 30(17.6%) were not sure, 54(31.8%) agreed and 48(28.2%) strongly agreed. 102(60.0%) of the respondents generally agreed that teachers have access to work-life balance practices. 

Inferential Analysis

This section reports the results of the correlation and regression analysis conducted to examine the relationship between co-worker support and employee resilience in private secondary schools in Nakawa dividion. In order to establish whether there is a relationship between co-worker support and employee resilience, Pearson Correlation and regression analyses were performed.

Table  4.7: Standard Correlations of co-worker support and employee resilience in private secondary schools in Nakawa division
	
	Co-workeer support 
	Employee resilience  

	Co-worker support 
	Pearson Correlation
	1
	.189

	
	Sig. (2-tailed)
	
	.000

	
	N
	170
	170

	Employee resilience  
	Pearson Correlation
	.189
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	170
	170

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


Results of the correlation analysis (r<0.189, p<0.001), show that a significant weak correlation between co-worker support and employee resilience in private secondary schools in Nakawa division. These findings were subjected to a test of significance (p) and it is shown that the significance of the correlation (p = .000) is less than the recommended critical significance at 0.01. Thus, the relationship was significant. Because of this, the hypothesis “There is a significant relationship between co-worker support and employee resilience” was accepted. 

Table  4.8: Model summary on co-worker support and employee resilience in private secondary schools in Nakawa division.
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.189a
	.036
	.005
	.399

	a. Predictors: (Constant), co-worker support 


A finding in Table 6.13 shows a weak linear relationship (Multiple R = .189) between co-worker support and employee resilience in private secondary schools. Going by the adjusted R Square, it is shown that co-worker support account for 5.0% change in employee resilience in private secondary schools in Nakawa division.   
Table  4.9: ANOVAb of co-worker support and employee resilience in private secondary schools
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.184
	1
	.184
	1.150
	.000b

	
	Residual
	4.946
	168
	.643
	
	

	
	Total
	5.130
	169
	
	
	

	a. Dependent Variable: employee resilience 

	b. Predictors: (Constant), co-worker support


Computed overall F statistics [F (1.150) = .184, p < 0.00] was significant with an adjusted R square of 0.005; suggesting that 5% of the variations in employee resilience can be accounted for by the independent variables. 

CHAPTER FIVE

RELATIONSHIP BETWEEN SUPERVISOR SUPPORT AND EMPLOYEE RESILIENCE AMONG TEACHERS IN PRIVATE SCHOOLS IN NAKAWA DIVISION
5.0 Introduction

The concept of supervisor support can be traced from early works of Blau(1964) which later came to be among the expectations under psychological contract. Accordingly, an organisation-employee relationship is viewed as an exchange where each party benefits from the other. The organisation expects the employees to be productive, committed and loyal, while the employees as an exchange expect the organization to care about their welfare.

As to what amounts to organisational support, a number of scholars have advanced their views. In one of the contributions, organisations have been presented as either being supportive, indifferent, and unsupportive and at worst as cruel ( Lancaster

HYPERLINK "https://www.emeraldinsight.com/author/Di+Milia%2C+Lee" & Milia, 2014).  This view is a representative of what employees undergo in their workplaces in respect to the relationships with managers, supervisors or fellow colleagues. In some situations employees feel they have benefited from their organisations or at worst have been hurt in the process. 

The term global view about an organisation, held by an employee has also been used to explain organisational support (Burns, 2016). In this respect, the employee assesses the organisation in its entirety including processes, people and interventions undertaken which affects them as individuals or as groups. The accumulation of all aspects then can guide the employee to judge whether their organisation has been supportive or not. This appears to be a more plausible view since an employee’s life in an organisation can be explained as any other life journey where at a time of need, one would expect to be helped. Again, the perspective appear to incorporate other actions that an organisation can do at their time of need whether at workplace or outside. 

5.1 Training helps to facilitate prevention of personal problems

Respondents were asked whether training helps to facilitate prevention of personal problems in schools and results are presented in table 5.1

Table 5. 1: Training helps to facilitate prevention of personal problems
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	18
	10.6
	10.6
	10.6

	
	Agree
	94
	55.3
	55.3
	66.9

	
	Strongly agree
	58
	34.1
	34.1
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.1, indicate that 18(10.6%) were not sure with the statement that training helps to facilitate prevention of personal problems, 94(55.3%) agreed, 58(34.1%) strongly agreed. 142(89.4%) of the respondents generally agreed that their co-workers assist them willingly when they are overwhelmed with work. 

5.2 My supervisor strongly considers my goals and values 

Respondents were asked whether their supervisor strongly considers my goals and values and results are presented in table 5.2

Table 5 .2: My supervisor strongly considers my goals and values
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	18
	10.6
	10.6
	10.6

	
	Disagree
	27
	15.9
	15.9
	26.5

	
	Not sure
	16
	9.4
	9.4
	35.9

	
	Agree
	58
	30.0
	30.0
	65.9

	
	Strongly agree
	51
	34.1
	34.1
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.2, indicate that 18 (10.6%) strongly disagreed with the statement that their   supervisor strongly considers my goals and values. 27(15.9%) disagreed, 16(9.4%) were not sure, 58(30.0%) agreed and 51(34.1%) strongly agreed. 109(64.1%) of the respondents generally agreed that their supervisor strongly considers my goals and values.
Respondents were asked whether the reward systems are clearly known by employees and results are presented in table 5.3
5.3 Reward systems are clearly known by employees

Table 5 .3: Reward systems are clearly known by employees

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	34
	20.0
	20.0
	20.0

	
	Agree
	45
	26.5
	26.5
	46.5

	
	Strongly agree
	91
	53.5
	53.5
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.3, indicate that 34 (20.0%) were not sure with the statement that reward systems are clearly known by employees. 45(26.5%) agreed and 91(53.5%) strongly agreed. 136(80.0%) of the respondents generally agreed that reward systems are clearly known by employees.

5.4 Teachers are always involved in decision making about organizational change
Respondents were asked whether teachers are always involved in decision making about organizational change and results are presented in table 5.4

Table 5 .4: Teachers are always involved in decision making about organizational change
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	21
	12.4
	12.4
	12.4

	
	Disagree
	33
	19.4
	19.4
	31.8

	
	Not sure
	13
	7.6
	7.6
	39.4

	
	Agree
	49
	28.8
	28.8
	68.2

	
	Strongly agree
	54
	31.8
	31.8
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.4, indicate that 21 (12.4%) strongly disagreed with the statement that teachers are always involved in decision making about organizational change. 33(19.4%) disagreed, 13(7.6%) were not sure, 49(28.8%) agreed and 54(31.8%) strongly agreed. 103(60.6%) of the respondents generally agreed that teachers are always involved in decision making about organizational change.

5.5 My supervisor offers me with required tools and equipment
Respondents were asked whether their supervisor offers them with required tools and equipment and results are presented in table 5.5

Table 5.5: My supervisor offers me with required tools and equipment
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	25
	14.7
	14.7
	14.7

	
	Disagree
	50
	29.4
	29.4
	44.1

	
	Not sure
	16
	9.4
	9.4
	53.5

	
	Agree
	30
	17.7
	17.7
	71.2

	
	Strongly agree
	40
	28.8
	28.8
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.5, indicate that 25 (14.7%) strongly disagreed with the statement that their supervisor offers them with required tools and equipment. 50(29.4%) disagreed, 16(9.4%) were not sure, 30(17.7%) agreed and 40(28.8%) strongly agreed. 70(46.5%) of the respondents generally agreed that their supervisor offers them with required tools and equipment.
5.6 The school has a great deal of personal meaning for me
Respondents were asked whether the school has a great deal of personal meaning for them and results are presented in table 5.6
Table 5.6: This school has a great deal of personal meaning for me
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	29
	17.0
	17.0
	17.0

	
	Disagree
	20
	11.8
	11.8
	28.8

	
	Not sure
	27
	15.9
	15.9
	44.7

	
	Agree
	31
	18.2
	18.2
	62.9

	
	Strongly agree
	63
	37.1
	37.1
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.6, indicate that 29 (17.0%) strongly disagreed with the statement that their school has a great deal of personal meaning for them. 20(11.8%) disagreed, 27(15.9%) were not sure, 31(18.2%) agreed and 63(37.1%) strongly agreed. 94(55.3%) of the respondents generally agreed that their school has a great deal of personal meaning for them.

5.7 I feel a strong sense of belonging to my school

Respondents were asked whether they feel a strong sense of belonging to their school and results are presented in table 5.7
Table 5. 7:  I feel a strong sense of belonging to my school
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	4
	2.4
	2.4
	2.4

	
	Disagree
	23
	13.5
	13.5
	15.9

	
	Not sure
	5
	2.9
	2.9
	18.8

	
	Agree
	66
	38.8
	38.8
	57.6

	
	Strongly agree
	72
	42.4
	42.4
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.7, indicate that 4 (2.4%) strongly disagreed with the statement that they felt a strong sense of belonging to their school. 23(13.5%) disagreed, 5(2.9%) were not sure, 66(38.8%) agreed and 72(42.4%) strongly agreed. 138(81.2%) of the respondents generally agreed that they felt a strong sense of belonging to their school.
5.8 All in all, I am satisfied with my job
Respondents were asked whether all in all, I am satisfied with my job and results are presented in table 5.8

Table 5.8: All in all, I am satisfied with my job

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly  disagree
	19
	11.2
	11.2
	11.2

	
	Disagree
	15
	8.8
	8.8
	20.0

	
	Not sure
	3
	1.8
	1.8
	21.8

	
	Agree
	42
	24.7
	24.7
	46.5

	
	Strongly agree
	91
	53.5
	53.5
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.8, indicate that 19(11.2%) strongly disagreed that they are satisfied with their job. 15(8.8%) disagreed, 3(1.8%) were not sure, 42(24.7%) agree, and 91(53.5%) strongly agreed. 132(88.2%) of the respondents generally agreed that they are satisfied with their job. 

5.9 I often think of leaving the school
Respondents were asked whether they often think of leaving the school and results are presented in table 5.9
Table 5. 9: I often think of leaving the school

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	65
	38.2
	38.2
	38.2

	
	Agree
	41
	24.1
	24.1
	62.3

	
	Strongly agree
	64
	37.7
	37.7
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 5.9, indicate that 65 (38.2%) were not sure with the statement that they often thought of leaving the school. 41(24.1%) agreed and 64(37.7%) strongly agreed. 105(81.8%) of the respondents generally agreed that they often thought of leaving the school.
. Inferential Analysis

This section reports the results of the correlation and regression analysis conducted to examine the relationship between supervisor support and employee resilience in private secondary schools in Nakawa division. In order to establish whether there is a relationship between supervisor support and employee resilience in private secondary schools, Pearson Correlation and regression analyses were performed.

Table 5.10: Standard Correlations of supervisor support and employee resilience in private secondary schools in Nakawa division
	
	Supervisor support 
	Employee resilience  

	Supervisor support 
	Pearson Correlation
	1
	.712**.

	
	Sig. (2-tailed)
	
	.000

	
	N
	170
	170

	Employee resilience  
	Pearson Correlation
	.712**.
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	170
	170

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


Results of the correlation analysis (r<0.712, p<0.01), show that a significant and positive correlation between supervisor support and employee resilience in private secondary schools in Nakawa division. These findings were subjected to a test of significance (p) and it is shown that the significance of the correlation (p = .000) is less than the recommended critical significance at 0.01. Thus, the relationship was significant. Because of this, the hypothesis “There is a significant relationship between supervisor support and employee resilience in private secondary schools in Nakawa division” was accepted. The implication of these findings is that supervisor support positively improve on employee resilience. 

Table 5.11: Model summary on supervisor support and employee resilience in private secondary schools 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.712a
	.507
	.492
	.238

	a. Predictors: (Constant), supervisor support


A finding in Table 5.11 shows a strong linear relationship (Multiple R = .712) between supervisor support and employee resilience in private secondary schools in Nakawa division. Going by the adjusted R Square, it is shown that supervisor support account for 49.2% change in employee resilience in private secondary schools. 
Table 5.12: ANOVAb of supervisor support and employee resilience in private secondary schools
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	82.763
	1
	13.794
	37.216
	.000b

	
	Residual
	16.679
	168
	.643
	
	

	
	Total
	99.442
	169
	
	
	

	a. Dependent Variable: employee resilience 

	b. Predictors: (Constant), supervisor support


Computed overall F statistics [F (77.216) = 13,794, p < 0.00] was significant with an adjusted R square of 0.492; suggesting that 49.2% of the variations in employee resilience can be accounted for by the independent variables. 

CHAPTER SIX

THE RELATIONSHIP BETWEEN MANAGERIAL SUPPORT AND EMPLOYEE RESILIENCE AMONG TEACHERS OF PRIVATE SCHOOLS IN NAKAWA DIVISION
6.0 Introduction

This chapter deals with the third objective of the study.

 6.1 Schools organize training workshops to facilitate skills development

Respondents were asked whether the school organize training workshops to facilitate skills development and results are presented in table 6.1

Table 6.1: schools organize training workshops to facilitate skills development
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	18
	10.6
	10.6
	10.6

	
	Agree
	48
	28.2
	28.2
	38.8

	
	Strongly agree
	104
	61.2
	61.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.1, indicate that 18 (10.6%) were not sure with the statement that their   school organizes training workshops to facilitate skills development. 48(28.2%) agreed and 104(61.2%) strongly agreed. 152(89.4%) of the respondents generally agreed that their school organizes training workshops to facilitate skills development.

6.2 My school provides flexible work arrangement whenever I have a problem
Respondents were asked whether their school provides flexible work arrangement whenever they have a problem and results are presented in table 6.2

Table 6.2: My school provides flexible work arrangement whenever I have a problem
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	38
	22.4
	22.4
	22.4

	
	Disagree
	36
	21.2
	21.2
	43.6

	
	Not sure
	16
	9.3
	9.3
	52.8

	
	Agree
	30
	17.6
	17.6
	70.4

	
	Strongly agree
	50
	29.4
	29.4
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.2, indicate that 38 (22.4%) strongly disagreed with the statement that their   school provides flexible work arrangement whenever they have a problem. 36(21.2%) disagreed, 16(9.3%) were not sure, 30(17.6%) agreed and 50(39.4%) strongly agreed. 80(56.0%) of the respondents generally agreed that their school provides flexible work arrangement whenever they have a problem.

6.3 The school provides the teachers with health insurance scheme
Respondents were asked whether their school provides the teachers with health insurance scheme are presented in table 6.3
Table 6.3: The school provides the teachers with health insurance scheme

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	43
	25.3
	25.3
	25.3

	
	Disagree
	59
	34.7
	34.7
	60.0

	
	Not sure
	28
	16.5
	16.5
	76.5

	
	Agree
	19
	11.1
	11.1
	87.6

	
	Strongly agree
	21
	12.4
	12.4
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.3, indicate that 43 (25.3%) strongly disagreed with the statement that their   school provides the teachers with health insurance scheme. 59(34.7%) disagreed, 28(16.5%) were not sure, 19(11.1%) agreed and 21(12.4%) strongly agreed. 40(23.5%) of the respondents generally agreed that their school provides the teachers with health insurance scheme. This means that there are only few schools that have an insurance scheme for their teachers.
6.4 My school has a flexible rewards and benefit to accommodate the diverse needs of the teachers
Respondents were asked whether the schools has a flexible rewards and benefit to accommodate the diverse needs of the teachers and results are presented in table 6.4
Table 6. 4: My school has a flexible rewards and benefit to accommodate the diverse needs of the teachers
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	24
	14.1
	14.1
	14.1

	
	Disagree
	37
	21.8
	21.8
	35.9

	
	Not sure
	6
	3.5
	3.5
	39.4

	
	Agree
	55
	32.4
	32.4
	71.8

	
	Strongly agree
	48
	28.2
	28.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.4, indicate that 31 (18.2%) strongly disagreed with the statement that their school has a flexible rewards and benefit to accommodate the diverse needs of the teachers. 10(5.9%) disagreed, 11(6.5%) were not sure, 38(22.2%) agreed and 80(47.1%) strongly agreed.118 (69.3%) of the respondents generally agreed that their school has a flexible rewards and benefit to accommodate the diverse needs of the teachers.
6.5 The teachers have access to employee assistance programmes
Respondents were asked whether teachers have access to employee assistance programmes and results are presented in table 6.5
Table 6.5: The teachers have access to employee assistance programmes

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	31
	18.2
	18.2
	18.2

	
	Disagree
	10
	5.9
	5.9
	24.1

	
	Not sure
	11
	6.5
	6.5
	30.6

	
	Agree
	38
	22.2
	22.4
	52.9

	
	Strongly agree
	80
	47.1
	47.1
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.5, indicate that 31 (18.2%) strongly disagreed with the statement that the teachers have access to employee assistance programmes. 10(5.9%) disagreed, 11(6.5%) were not sure, 38(22.2%) agreed and 80(47.1%) strongly agreed.118 (69.3%) of the respondents generally agreed that the teachers have access to employee assistance programmes.
6.6 My school is committed to practicing and testing its emergency plan and ensuring that they are effective
Respondents were asked whether their schools are committed to practicing and testing emergency plan and ensuring that they are effective and results are presented in table 6.6

Table 6.6: My school is committed to practicing and testing its emergency plan and ensuring that they are effective
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	24
	14.1
	14.1
	14.1

	
	Disagree
	37
	21.8
	21.8
	35.9

	
	Not sure
	6
	3.5
	3.5
	39.4

	
	Agree
	55
	32.4
	32.4
	71.8

	
	Strongly agree
	48
	28.2
	28.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.6, indicate that 24 (14.4%) strongly disagreed with the statement that their school is committed to practicing and testing its emergency plan and ensuring that they are effective. 37(21.8%) disagreed, 6(3.5%) were not sure, 55(32.4%) agreed and 48(28.2%) strongly agreed.103 (60.6%) of the respondents generally agreed that their school is committed to practicing and testing its emergency plan and ensuring that they are effective.
6.7 Our school maintains sufficient resources to absorb some unexpected changes
Respondents were asked whether their school maintains sufficient resources to absorb some unexpected changes and results are presented in table 6.7

Table 6.7: Our school maintains sufficient resources to absorb some unexpected changes
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	27
	15.9
	15.9
	15.9

	
	Disagree
	30
	17.6
	17.6
	33.5

	
	Not sure
	13
	7.6
	7.6
	41.2

	
	Agree
	48
	28.2
	28.2
	69.4

	
	Strongly agree
	52
	30.6
	30.6
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.7, indicate that 27 (15.9%) strongly disagreed with the statement that their school maintains sufficient resources to absorb some unexpected changes. 30(17.6%) disagreed, 13(7.6%) were not sure, 48(28.2%) agreed and 52(30.6%) strongly agreed.100 (58.8%) of the respondents generally agreed that their school maintains sufficient resources to absorb some unexpected changes.
6.8 If key people are unavailable, there are always others who could fill their role
Respondents were asked whether if key people are unavailable, there are always others who could fill their role and results are presented in table 6.8
Table 6.8: If key people are unavailable, there are always others who could fill their role
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	24
	14.1
	14.1
	14.1

	
	Disagree
	10
	5.9
	5.9
	20.0

	
	Not sure
	4
	2.4
	2.4
	22.4

	
	Agree
	62
	36.4
	36.4
	58.8

	
	Strongly agree
	70
	41.2
	41.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.8, indicate that 24 (14.1%) strongly disagreed with the statement that if key people are unavailable, there are always others who could fill their role. 10(5.9%) disagreed, 4(2.4%) were not sure, 62(36.4%) agreed and 70(41.2%) strongly agreed. 132(77.6%) of the respondents generally agreed that if key people are unavailable, there are always others who could fill their role.
6.9 I approach the head of department when I need their support
Respondents were asked whether they approach their heads of department when they need their support and results are presented in table 6.9

Table 6. 9: I approach the head of department when I need their support

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	10
	5.9
	5.9
	5.9

	
	Agree
	90
	52.9
	52.9
	58.8

	
	Strongly agree
	70
	41.2
	41.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.9, indicate that 10(5.9%) not sure with the statement that they approach the head of department when they need their support. 90 (52.9%) agreed, 70(41.2%) strongly agreed. 160(93.1%) of the respondents generally agreed that they approach the head of department when they need their support.
6.10 I approach the head teacher when I need his/her support
Respondents were asked whether they approach their head teachers whenever they need his/her support and results are presented in table 6.10

Table 6.10: I approach the head teacher when I need his/her support

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not sure
	10
	5.9
	5.9
	5.9

	
	Agree
	90
	52.9
	52.9
	58.8

	
	Strongly agree
	70
	41.2
	41.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

 Findings in table 6.10, indicate that 10(5.9%) not sure with the statement that they approach the head teacher when they need his/her support. 90 (52.9%) agreed, 70(41.2%) strongly agreed. 160(93.1%) of the respondents generally agreed that they approach the head teacher when they need his/her support.
6.11 I tend to bounce back quickly after hard times
	Respondents were asked whether I tend to bounce back quickly after hard times and results are presented in table 6.11

Table 6. 11:  I tend to bounce back quickly after hard times

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	27
	15.9
	15.9
	15.9

	
	Disagree
	27
	15.9
	15.9
	31.8

	
	Not sure
	16
	9.4
	9.4
	41.2

	
	Agree
	51
	30.0
	30.0
	72.2

	
	Strongly agree
	49
	28.8
	28.8
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

	Findings in table 6.11, indicate that 18(10.6%) strongly disagreed with the statement that they tend to bounce back quickly after hard times.20 (11.8%) disagreed, 30(17.6%) were not sure, 54(31.8%) agreed and 48(28.2%) strongly agreed. 102(60.0%) of the respondents generally agreed that they tend to bounce back quickly after hard times.
6.12 It takes me a short time to recover from a stressful event
Respondents were asked whether It takes them a short time to recover from a stressful event and results are presented in table 6.12

Table 6. 12: It takes me a short time to recover from a stressful event

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	18
	10.6
	10.6
	10.6

	
	Disagree
	20
	11.8
	11.8
	22.4

	
	Not sure
	30
	17.6
	17.6
	40.0

	
	Agree
	54
	31.8
	31.8
	71.8

	
	Strongly agree
	48
	28.2
	28.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.12, indicate that 18(10.6%) strongly disagreed with the statement that they take a short time to recover from a stressful event.20 (11.8%) disagreed, 30(17.6%) were not sure, 54(31.8%) agreed and 48(28.2%) strongly agreed. 102(60.0%) of the respondents generally agreed that they take a short time to recover from a stressful event.

6.13 I usually come through difficult times with little trouble
Respondents were asked whether they usually come through difficult times with little trouble and results are presented in table 6.13

Table 6. 13: I usually come through difficult times with little trouble

	Frequency

Percent

Valid Percent

Cumulative Percent

Valid

Strongly disagree

18

10.6

10.6

10.6

Disagree

20

11.8

11.8

22.4

Not sure

30

17.6

17.6

40.0

Agree

54

31.8

31.8

71.8

Strongly agree

48

28.2

28.2

100.0

Total

170

100.0

100.0

Source: Primary data (2019)




Findings in table 6.13, indicate that 18(10.6%) strongly disagreed with the statement that they usually come through difficult times with little trouble.20 (11.8%) disagreed, 30(17.6%) were not sure, 54(31.8%) agreed and 48(28.2%) strongly agreed. 102(60.0%) of the respondents generally agreed that  they usually come through difficult times with little trouble.
 6.14 I successfully manage a high workload for long period of time
Respondents were asked whether they successfully manage a high workload for long period of time and results are presented in table 6.14
Table 6.14: I successfully manage a high workload for long period of time
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	8
	4.7
	4.7
	4.7

	
	Disagree
	20
	11.8
	11.8
	16.5

	
	Not sure
	2
	1.2
	1.2
	17.7

	
	Agree
	20
	11.8
	11.8
	29.5

	
	Strongly agree
	120
	70.5
	70.5
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.14, indicate that 8(4.7%) strongly disagreed with the statement that they successfully manage a high workload for long period of time.20 (11.8%) disagreed, 2(1.2%) were not sure, 20(11.8%) agreed and 120(70.5%) strongly agreed. 140(82.3%) of the respondents generally agreed that they successfully manage a high workload for long period of time.
6.15 Feelings of anger, loss and discouragement last for a short time
Respondents were asked whether feelings of anger, loss and discouragement last for a short time and results are presented in table 6.15
Table 6. 15: Feelings of anger, loss and discouragement last for a short time
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	5
	2.9
	2.9
	2.9

	
	Disagree
	8
	4.7
	4.7
	7.6

	
	Not sure
	8
	4.7
	4.7
	12.3

	
	Agree
	57
	33.5
	33.5
	45.9

	
	Strongly agree
	92
	54.1
	54.1
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.15, indicate that 5(2.9%) strongly disagreed with the statement that feelings of anger, loss and discouragement last for a short time.8(4.7%) disagreed, 8(4.7%) were not sure, 57(33.5%) agreed and 92(54.1%) strongly agreed. 149(87.6%) of the respondents generally agreed that feelings of anger, loss and discouragement last for a short time.
6.16 I effectively adapt to change at work
Respondents were asked whether they effectively adapt to change at work and results are presented in table 6.16
Table 6. 16:  I effectively adapt to change at work
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	11
	6.5
	6.5
	6.5

	
	Disagree
	30
	17.6
	17.6
	24.1

	
	Not sure
	3
	1.8
	1.8
	25.9

	
	Agree
	54
	31.8
	38.8
	57.7

	
	Strongly agree
	72
	42.3
	42.3
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.17, indicate that 11(6.5%) strongly disagreed with the statement that they effectively adapt to change at work 30(17.6%) disagreed, 3(1.8%) were not sure, 54(31.8%) agreed and 72(45.3%) strongly agreed. 126(74.1%) of the respondents generally agreed that they effectively adapt to change at work.

6.17 I positively respond to feed back even if it is a criticism
Respondents were asked whether they positively respond to feed back even if it is a criticism and results are presented in table 6.18
Table 6. 17: I positively respond to feed back even if it is a criticism
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	18
	10.6
	10.6
	10.6

	
	Disagree
	41
	24.1
	24.1
	34.7

	
	Not sure
	45
	26.5
	26.5
	61.2

	
	Agree
	18
	10.6
	10.6
	71.8

	
	Strongly agree
	48
	28.2
	28.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.17, indicate that 18(10.6%) strongly disagreed with the statement that they positively respond to feed back even if it is a criticism. 41(24.1%) disagreed, 45(26.5%) were not sure, 18(10.6%) agreed and 48(28.2%) strongly agreed. 66(38.8%) of the respondents generally agreed that they positively respond to feed back even if it is a criticism.

6.18 I remain calm during challenging times at work
Respondents were asked whether they remain calm during challenging times at work and results are presented in table 6.18
Table 6. 18: I remain calm during challenging times at work

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	9
	5.3
	5.3
	5.3

	
	Disagree
	33
	19.4
	19.4
	24.7

	
	Not sure
	51
	30.0
	30.0
	54.7

	
	Agree
	20
	11.8
	11.8
	66.5

	
	Strongly agree
	57
	33.5
	33.5
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.18, indicate that 9(5.3%) strongly disagreed with the statement that they remain calm during challenging times at work. 33(19.4%) disagreed, 51(30.0%) were not sure, 20(11.8%) agreed and 57(33.5%) strongly agreed. 77(45.3%) of the respondents generally agreed that they remain calm during challenging times at work.

6.19 I always persevere long challenging times at work
Respondents were asked whether they always persevere long challenging times at work and results are presented in table 6.20

Table 6. 19: I always persevere long challenging times at work

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	28
	16.5
	16.5
	16.5

	
	Disagree
	17
	10.0
	10.0
	26.5

	
	Not sure
	32
	18.8
	18.8
	45.3

	
	Agree
	44
	25.9
	25.9
	71.2

	
	Strongly agree
	49
	28.8
	28.8
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.19, indicate that 28(16.5%) strongly disagreed with the statement that they always persevere long challenging times at work 17(10.0%) disagreed, 32(18.8%) were not sure, 44(25.9%) agreed and 49(28.8%) strongly agreed. 93(54.7%) of the respondents generally agreed that they always persevere long challenging times at work.
6.20 I positively respond to high levels of uncertainty at work
Respondents were asked whether they positively respond to high levels of uncertainty at work are presented in table 6.21

Table 6. 20: I positively respond to high levels of uncertainty at work

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	26
	15.3
	15.3
	16.3

	
	Disagree
	55
	32.4
	32.4
	47.7

	
	Not sure
	7
	4.1
	4.1
	51.8

	
	Agree
	34
	20.0
	20.0
	71.8

	
	Strongly agree
	48
	28.2
	28.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)
Findings in table 6.20, indicate that 26(15.3%) strongly disagreed with the statement that they positively respond to high levels of uncertainty at work 55(32.4%) disagreed, 7(4.1%) were not sure, 34(20.0%) agreed and 48(28.2%) strongly agreed. 82(48.2%) of the respondents generally agreed that they positively respond to high levels of uncertainty at work.
6.22 I re-evaluate my performance and continually improve the way I do my work
Respondents were asked whether they always re-evaluate my performance and continually improve the way I do my work and results are presented in table 6.21
Table 6. 21: I re-evaluate my performance and continually improve the way I do my work
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	27
	15.9
	15.9
	15.9

	
	Disagree
	52
	30.6
	30.6
	46.5

	
	Not sure
	9
	5.3
	5.3
	51.8

	
	Agree
	39
	22.9
	22.9
	74.7

	
	Strongly agree
	43
	25.3
	25.3
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.22, indicate that 18(10.6%) strongly disagreed with the statement that they re-evaluate their performance and continually improve the way do their work. 27(15.9%) disagreed, 16(9.4%) were not sure, 51(30.0%) agreed and 58(34.1%) strongly agreed. 109(64.5%) of the respondents generally agreed that they  re-evaluate their performance and continually improve the way do their work.

6.23 I learn from past mistakes at work to improve the way 1 do my job
Respondents were asked whether they learn from past mistakes at work to improve the way they do my job are presented in table 6.23
Table 6. 22: I always persevere long challenging times at work
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	18
	10.6
	10.6
	10.6

	
	Disagree
	27
	15.9
	15.9
	26.5

	
	Not sure
	16
	9.4
	9.4
	35.9

	
	Agree
	51
	30.0
	30.0
	65.9

	
	Strongly agree
	58
	34.1
	34.1
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.23, indicate that 18(10.6%) strongly disagreed with the statement that they learn from past mistakes at work to improve the way they do their job. 27(15.9%) disagreed, 16(9.4%) were not sure, 51(30.0%) agreed and 58(34.1%) strongly agreed. 109(64.5%) of the respondents generally agreed that they learn from past mistakes at work to improve the way they do their job.

6.24 I am able to adopt to change
Respondents were asked whether they are able to adopt to change and results are presented in table 6.24

Table 6. 23: I am able to adopt to change
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	8
	4.7
	4.7
	4.7

	
	Disagree
	36
	21.2
	21.2
	25.9

	
	Not sure
	8
	4.7
	4.7
	30.6

	
	Agree
	38
	22.4
	22.4
	52.9

	
	Strongly agree
	80
	47.1
	47.1
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.24, indicate that 8(4.7%) strongly disagreed with the statement that they are able to adopt to change. 36(21.2%) disagreed, 8(4.7%) were not sure, 38 (22.4%) agreed and 80(47.1%) strongly agreed. 118(69.5%) of the respondents generally agreed that they are able to adopt to change.

6.25 I can stay focused and think clearly under pressure
Respondents were asked whether they can stay focused and think clearly under pressure and results are presented in table 6.25
Table 6. 24: Stay focused and think clearly under pressure
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	16
	9.4
	9.4
	9.4

	
	Disagree
	35
	20.6
	20.6
	30.0

	
	Not sure
	3
	1.8
	1.8
	31.8

	
	Agree
	44
	25.9
	25.9
	57.7

	
	Strongly agree
	72
	42.3
	42.3
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.25, indicate that 16(9.4%) strongly disagreed with the statement that they can stay focused and think clearly under pressure. 35(20.6%) disagreed, 3(1.8%) were not sure, 44 (25.9%) agreed and 72(42.3%) strongly agreed. 116(68.2%) of the respondents generally agreed that they can stay focused and think clearly under pressure.

6.27 The school encourages diversity of ideas
Respondents were asked whether the school encourages diversity of ideas and results are presented in table 6.26

Table 6. 25: The school encourages diversity of ideas
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	20
	11.8
	11.8
	11.8

	
	Disagree
	19
	11.2
	11.2
	22.9

	
	Not sure
	2
	1.2
	1.2
	24.1

	
	Agree
	59
	34.7
	34.7
	58.8

	
	Strongly agree
	70
	41.2
	41.2
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.26, indicate that 20(11.8%) strongly disagreed with the statement that their school encourages diversity of ideas. 19(11.2%) disagreed, 2(1.2%) were not sure, 59 (34.7%) agreed and 70(41.2%) strongly agreed. 129(75.9%) of the respondents generally agreed that their school encourages diversity of ideas.

6.28 The school encourages diversity of people
Respondents were asked whether they always persevere long challenging times at work and results are presented in table 6.27

Table 6. 26: The school encourages diversity of ideas
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	19
	11.2
	11.2
	11.2

	
	Disagree
	25
	14.7
	14.7
	25.9

	
	Not sure
	3
	1.8
	1.8
	27.6

	
	Agree
	55
	32.4
	32.4
	60.0

	
	Strongly agree
	68
	40.0
	40.0
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.27, indicate that 19(11.2%) strongly disagreed with the statement that their school encourages diversity of people 25(14.7%) disagreed, 3(1.8%) were not sure, 55 (32.4%) agreed and 68(40.0%) strongly agreed. 123(72.4%) of the respondents generally agreed that their school encourages diversity of people.

6.29 I seek assistance at work when I need specific resources
Respondents were asked whether they seek assistance at work when they need specific resources and results are presented in table 6.28

Table 6.27: I seek assistance at work when I need specific resources

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	32
	18.8
	18.8
	18.8

	
	Disagree
	25
	14.7
	14.7
	33.5

	
	Not sure
	13
	7.6
	7.6
	41.2

	
	Agree
	48
	28.2
	28.2
	69.4

	
	Strongly agree
	52
	30.6
	30.6
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.28, indicate that 32(18.8%) strongly disagreed with the statement that they seek assistance at work when they need specific resources 25(14.7%) disagreed, 13(7.6%) were not sure, 48 (28.2%) agreed and 52 (30.6%) strongly agreed. 100(58.8%) of the respondents generally agreed that they seek assistance at work when they need specific resources.

6.30 I use change at work as an opportunity for growth
Respondents were asked whether they use change at work as an opportunity for growth and results are presented in table 6.29

Table 6. 28: I use change at work as an opportunity for growth
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	22
	12.9
	12.9
	12.9

	
	Disagree
	20
	11.8
	11.8
	24.7

	
	Not sure
	5
	2.9
	2.9
	27.6

	
	Agree
	32
	18.8
	18.8
	46.5

	
	Strongly agree
	91
	53.5
	53.5
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.29, indicate that 22(12.9%) strongly disagreed with the statement that they use change at work as an opportunity for growth, 20(11.8%) disagreed, 5(2.9%) were not sure, 32 (18.8%) agreed and 91 (53.5%) strongly agreed. 123(72.3%) of the respondents generally agreed that they would use change at work as an opportunity for growth.

6.31 I would be very happy to spend the rest of my career with this school
Respondents were asked whether they would be very happy to spend the rest of my career with this school and results are presented in table 6.30

Table 6. 29: I would be very happy to spend the rest of my career with this school
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	11
	6.5
	6.5
	6.5

	
	Disagree
	49
	28.8
	28.8
	35.3

	
	Not sure
	18
	10.6
	10.6
	45.9

	
	Agree
	42
	24.7
	24.7
	70.6

	
	Strongly agree
	50
	29.4
	29.4
	100.0

	
	Total
	170
	100.0
	100.0
	


Source: Primary data (2019)

Findings in table 6.30, indicate that 11(6.5%) strongly disagreed with the statement that they would be very happy to spend the rest of my career with this school, 49(35.3%) disagreed, 18(10.6%) were not sure, 42 (24.7%) agreed and 50 (29.4%) strongly agreed. 92(54.1%) of the respondents generally agreed that they would be very happy to spend the rest of my career with this school.

. Inferential Analysis

This section reports the results of the correlation and regression analysis conducted to examine the relationship between managerial support and employee resilience. In order to establish whether there is a relationship between managerial support and employee resilience in private secondary schools in Nakawa division, Pearson Correlation and regression analyses were performed.

Table 6. 30: Standard Correlations of managerial support and employee resilience in private secondary schools in Nakawa division.

	
	Managerial support 
	Employee Resilience  

	Managerial support 
	Pearson Correlation
	1
	.618**

	
	Sig. (2-tailed)
	
	.000

	
	N
	170
	170

	Employee resilience  
	Pearson Correlation
	.618**.
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	170
	170

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


Results of the correlation analysis (r<0.618, p<0.01), show that a significant and positive correlation between managerial support and employee resilience in private secondary schools in Nakawa division. These findings were subjected to a test of significance (p) and it is shown that the significance of the correlation (p = .000) is less than the recommended critical significance at 0.01. Thus, the relationship was significant. Because of this, the hypothesis “There is no significant relationship between managerial support and employee resilience in private secondary schools in Nakawa division” was rejected and the alternative hypothesis that there is a significant relationship between managerial support and employee resilience was accepted. The implication of these findings is that managerial support have positively improved on the employee resilience in private secondary schools in Nakawa division. The positive nature of the relationship implied that an improvement in managerial support can lead to an improvement in employee resilience in private secondary schools in Nakawa division. 

Table 6. 31: Model summary on managerial support and employee resilience in private secondary schools in Nakawa division.
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.618a
	.382
	.345
	.666

	a. Predictors: (Constant), managerial support


A finding in Table 6.32 shows a strong linear relationship (Multiple R = .618) between managerial support and employee resilience. Going by the adjusted R Square, it is shown that managerial support account for 38.2% change in employee resilience in private secondary schools in Nakawa division. This implies that managerial support is so essential in realizing improved employee resilience in private secondary schools.  
Table 6. 32: ANOVAb of managerial support and employee resilience in private secondary schools
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	8.321
	1
	5.446
	27.032
	.000b

	
	Residual
	9.065
	168
	.643
	
	

	
	Total
	10.123
	169
	
	
	

	a. Dependent Variable: employee resilience 

	b. Predictors: (Constant), managerial support


Computed overall F statistics [F (27.032) = 5.446, p < 0.00] was significant with an adjusted R square of 0.345; suggesting that 34.5% of the variations in employee resilience in private secondary schools can be accounted for by the independent variables. 

CHAPTER SEVEN

HARMONIZATION OF FINDINGS ON ORGANISATIONAL SUPPORT AND EMPLOYEE RESILIENCE AMONG PRIVATE SECONDARY SCHOOL TEACHERS IN NAKAWA DIVISION

7.1 Introduction

This chapter presents a discussion on the finding and compares it with other available literature. It also has recommendations of the results, and also provides conclusions. 

7.2 Managerial Support and Employee Resilience

The result showed that managerial support enhanced employee resilience. Thus, where the managers, in this case the school principals, school heads and deputies provided the teachers with adequate salaries and allowances, the teachers were able to bounce back to their former state, cope with situations or even become better after life challenges. This is so since such a life challenge may have required financial or tangible intervention. Equally, the finding indicated that when the said heads of schools were able to accord the employees with an environment which is friendly, such as having flexible rules and regulations, provide places where teachers can relax from, the employees exhibited resilience. Finally where the heads of schools personally visit, have a word of encouragement and even emphathise with a teacher who have had a life challenges such as loss of a loved one, social and other form of difficulty, such a teacher is likely to get back easily rather than break down.

As an explanation, top managers play an important role in formulating policies and allocating resources in an organisation. Adopting employee friendly policies which are backed by resources, means that organisations is in a position to help her employees that may be in challenging situations (Anderson et al., 2017). Their role in providing resources thus, amount to the physical support that drives employee resilience.

Further, managerial support comes in two fold to provide the needed resources to help build resilience among the employees. In one fold, managers own contribution, either physically, socially or psychologically, amount to the resources an employee needs to boost resilience (Gamble &Vaux, 2014). On the other fold, managers act as models or symbols that influence other players including supervisors and employees. The latter are likely to emulate what their leaders do. Thus, if managers offer support to an employee who may be undergoing a difficult time, the other members are likely to emulate them.

The above result supports findings in other studies from different contexts that have shown managerial support as a good predictor of employee resilience. For instance, Paradeis et al.(2015) and Chun-Mei Lv a, Li ZhangC(2017) indicated that managers have a critaical role of creating a good working climate that can foster resilience among the employees. Other schalars like Cooper et al.( 2013) and Craig(2019) observed that managers can actively offer assistance to an employee who is undergoing a hard time which increases the level of employee resilience. As such the managers have been found to be instrumental in enhancing resilience by either creating a good working environment or being part of the people that offer direct support to the employees.

7.3 Supervisor Support and Employee Resilience

The results show that supervisory, who in the current study happen to be the director of studies and heads of subjects, support promotes teachers’ resilience. This means that when these supervisors offer social support that can be in terms of visits and encouraging words whenever the teachers face challenge, these teachers easily get over the said challenge. It also meant that when these supervisors are sensitive of employees’ needs to take an off and also take reduced amount of work given a situation that would otherwise be stressful to a teacher and accord the teachers with such requests, the teachers are able to bear with a difficult situation that resulted to such a request.  The results further mean that when the supervisors are sensitive of employees’ psychological needs which translates into their encouragement to the teachers and creating a working environment where the teachers are free to share their mind and other stories, being empathetic and being responsive to teachers’ requests, the teachers are easily able to go through some difficult times without breaking down. Finally the results show that, the supervisors availing the required tools to their teachers, they easily cope with hard situations that could be related to work factors.

There are a number of explanations that can be advanced to explain the results. One of the explanation is that, a supervisor is the employees’ immediate superior. This means that whenever an employee in this case a teacher needs immediate assistance like taking a leave say to attend to a sick relative, the immediate person to inform is the supervisor (Trifoglio, 2018). A positive response from a supervisor may be both psychological and social impacting on employee support. Offering the employee the leave they would want psychologically satisfies the employee and when accompanied with words of sympathy, has a social impact. The benefiting teacher is likely to gain strength to solve their current difficult and also the work demand is reduced. This has been found to have a strong impact in restoring the employee’s state which is an indication of resilience.

Again, the supervisors’ play a leading role when allocating tasks and designing work. In a school context, this entails the timetable designing and the subjects to be taught. When these supervisors are sensitive of the load that a teacher is to undertake given their situation, this can help the employees cope with situations (Nguyen et al., 2016). At times some teachers may be going through a situation that would require them to do light duties for a given period of time or that require them leave early. For instance, a teacher may be having a sick relative they need to attend to alongside their work. In such circumstances, when the supervisor accommodates such requirements to alter employees work schedule, this is likely to build resilience. There are many registered cases where supervisors have been instrumental in promoting coping and healing in organisations indicating resilience (Dutton et al., 2011). 

Further, the best human resource practices expect that a supervisor act as a coach, counsellor or a mentor to employees. These roles, when effectively played, require that a supervisor engages themselves in whatever issue may be affecting an employee and try to help the employee go through it. That being the case then, a supervisor is able to detect a change in employee state of mind, even where, an employee may have not informed them (Kolski-Andreaco, 2012). A supervisor then can engage the employee to understand the nature of challenge that an employee may be faced in and try to help them which enhances resilience. Thus, by the expected roles, a supervisor plays an important role in building resilience among the employees that are under them.

The above results are in consistent with findings from various studies conducted in different contexts.  For instance, Kolski-Andreaco(2012) and VandePol(2019) found that the different forms of support a supervisor offers that include social, psychological and tangible support is instrumental in building employee resilience. Trifoglio (2018) and Guyen et al.(2016) on the other hand identified the different forms of support individually and found that each has a given weight of contribution in fostering employee resilience.

7.4 Co-worker support and Employee Resilience

The results showed that co-workers support promoted employee resilience. This means that the assistance that a teacher receives from the fellow workers in terms of tangible, social and psychological support is instrumental in building resilience as demonstrated in recovering, coping, adapting or thriving given the situation.

There are different explanations that can be advanced to explain the results. From one perspective, a co-worker is a colleague who is at an equal level in terms of positional status.  Given the near zero power differences then, an employee are likely to be open to some of the fellow workers. It becomes easy to share the situation at hand especially when the employee is undergoing a difficult situation. Warm company and other social support offered by fellow workers account for social resources that an employee requires to get back into their former state after such a situation (Zhu, Zhang  &  Shen,  2019). This has been found to be instrumental in building resilience among employees.

Another explanation can be the closeness and camaraderie that is generally developed among people of the same status. Such relationship mainly acts as a buffer to situations and by default, the employees act swiftly to defend a colleague. When this is the case with the teachers, a teacher who may be undergoing a challenge whether work related or externally can always count on colleagues to offer any kind of support be it social, psychological or tangible support (Wilson, Rickard &Tamkin, 2014). This enhances employee resilience.

Further, the results can be accessed from the possibility of an employee who is currently be under a difficult situation being in a situation that colleagues have gone through before and overcome. Sharing of a situation with people willing to listen and ones that can relate to the situation has been found to be one of the means that foster resilience (Kohll, 2017). The employees who have undergone such situation can offer an invaluable advice on how to go through. Equally, the employees may also help the employee handle the situation with less difficulty. There are studies that have shown that an employee who may have gone through a similar situation becomes instrumental in helping the employees cope.

In yet another explanation, employees form the majority of workers in an organisation. This means that they are a large group that form the organisational environment. The employees can make an organisation hospitable through being supportive to each other. On the contrary, employees can make an organisational environment hostile. A hospitable environment has been found to boost employee resilience (Villavicencio-Ayub, ‎2014). This means that where employees are supportive and care about each other, the employees who may be undergoing a challenging time can easily bounce back given the co-workers support.  

Again the above results support other various studies that have examined the key antecedents of employee resilience. Co-worker support has been identified as one of those critical. Among the scholarly works in support includes ones Zhu et al.( 2019),Wilson et al.( 2014), (Kohll, 2017) and Villavicencio-Ayub( ‎2014).

 CHAPTER EIGHT

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
8.0 Introduction
This chapter presents the summary, conclusions and recommendation to the study.

8.1 Summary of the findings

The summary is built on the three objectives of the study that is;

i. To establish the relationship between co-worker support and employee resilience among teachers in Private schools in Nakawa Division.

ii. To establish the relationship between supervisor support and employee resilience among teachers in Private schools in Nakawa Division. 

To establish the relationship between managerial support and employee resilience among teachers of Private schools in Nakawa Division
8.1.1 Co-worker support and employee resilience

The study revealed that co-worker support needs other social support offered by fellow workers account for social resources that an employee requires to get back into their former state after such a situation of difficult times. This means that they are a large group that form the organisational environment. The employees can make an organisation hospitable through being supportive to each other. On the contrary, employees can make an organisational environment hostile. A hospitable environment has been found to boost employee resilience
8.1.2 Supervisor support and employee resilience

The study also found that supervisor support facilitates employee resilience as it gives the employee hope that they have someone to rely on in situations of depression and times of need.

A supervisor is the employees’ immediate superior and therefore is critical in providing hope to the supervisee. 

whenever an employee in this case a teacher needs immediate assistance like taking a leave say to attend to a sick relative, the immediate person to inform is the supervisor. A positive response from a supervisor may be both psychological and social impacting on employee support. Offering the employee the leave they would want psychologically satisfies the employee and when accompanied with words of sympathy, has a social impact. The benefiting teacher is likely to gain strength to solve their current difficult and also the work demand is reduced. This has been found to have a strong impact in restoring the employee’s state which is an indication of resilience.

Again, the supervisors’ play a leading role when allocating tasks and designing work. In a school context, this entails the timetable designing and the subjects to be taught. When these supervisors are sensitive of the load that a teacher is to undertake given their situation, this can help the employees cope with situations. At times some teachers may be going through a situation that would require them to do light duties for a given period of time or that require them leave early. For instance, a teacher may be having a sick relative they need to attend to alongside their work. In such circumstances, when the supervisor accommodates such requirements to alter employees work schedule, this is likely to build resilience. There are many registered cases where supervisors have been instrumental in promoting coping and healing in organisations indicating resilience

8.1.3 Managerial support and employee resilience
The study revealed that managerial support is key in enhancing employee resilience. Whenever management has shown support, the teachers have tended to have confidence and go through bad situation more easily compared to when the management has shown no support.

Thus, where the managers, in this case the school principals, school heads and deputies provided the teachers with adequate salaries and allowances, the teachers were able to bounce back to their former state, cope with situations or even become better after life challenges. This is so since such a life challenge may have required financial or tangible intervention. Equally, the finding indicated that when the said heads of schools were able to accord the employees with an environment which is friendly, such as having flexible rules and regulations, provide places where teachers can relax from, the employees exhibited resilience. Finally where the heads of schools personally visit, have a word of encouragement and even emphathise with a teacher who have had a life challenges such as loss of a loved one, social and other form of difficulty, such a teacher is likely to get back easily rather than break down.

8.2 Conclusions

This study set out to examine the contribution of organisational support in form of managerial, supervisor and co-worker in explaining employee resilience among teachers from selected private secondary schools in Nakawa Division. Both job-demand and Conservation of resources theory guided the study. The results indicated that, as expected, organisational support was found to be a good predictor of employee resilience. Thus, the said theories can be employed to explain employee resilience in the Ugandan context.
8.2 Recommendations

Given the findings of this study the following recommendations can be advanced.

Nakawa secondary principals, head teachers and their deputies should be sensitive of the teacher’s welfare. This means they offer supportive environment by coming up with employee-friendly policies for instance that allows employee to easily go on paid leave if they are faced with personal challenges. This can easily help healing and bouncing back to their normal status easily. 
The principals, head teachers and their deputy should be encouraged to set an example and play a symbolic role in helping the teachers who may be going through a difficult period. Such symbolic examples can include making a personal visit to the home of a teacher who for example be having a sick relative. This can boost the employee’s morale to see that the school they serve cares for them and it also encourages other teachers to do the same which promotes healing and recover.
The Director of studies and heads of subjects should offer immediate assistance to an employee undergoing difficult time. Such assistance may be giving an off or ensuring that other teachers relief them so that they may have time off their work. This promotes healing and recovery.
The director of studies and head of subjects should undertake counselling and other one-on-one help that a teacher may require when they are undergoing difficult time. As the supervisors, these members of staff are expected to be counsellors or coaches to help teachers deal with situations and get back to normalcy easily.

Fellow teachers should adopt a spirit of family-hood where they take each other as brothers and sisters to celebrate together and help each other whenever one is in difficulty. Colleagues are many and their synergies be it through social, psychological and even physical assistance to one of them that may be undergoing a difficult time may be helpful in building resilience. 
8.3 Limitations of the study
Much as by large the study has adequately answered the research questions there are limitations that are worth noting as elaborated hereafter.

The study adopted a cross sectional design and as such data collection was done once without repeat. This means that the results obtained refer to responses relating to just a given point of time. As such the study failed to incorporate the possible change in opinion over time and thus is less comprehensive as compared to a longitudinal study.

The study further used only quantitative approach that was accompanied by a cross ended questionnaire. This means that the respondents were restricted to the only choices in the questionnaire and had no opportunity to offer another opinion that they may have held or add to something that they might have deemed important in respect to the objectives of the study. As such, the study is less comprehensive than it would have been had a mixed method been employed.
8.4 Future research opportunity

Given the weaknesses and the findings of the study, the following emerge as areas for future studies.

There is an opportunity to undertake a similar by adopting a longitudinal design. This is likely to yield more comprehensive results.

There is an opportunity of conducting a similar study employing a mixed approach. This is likely to provide more comprehensive results.

There is also an opportunity to undertake a similar study assessing government owned schools. This can be important for comparison purposes.
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APPENDICES

  QUESTIONNAIRE

Introduction 

Dear Respondent, 

I am a student of Nkumba University, pursuing Master of Business Administration and currently carrying out research on the topic “Employee Resilience”

You have been identified as a key and valuable respondent in carrying out this research. It is purely an academic research being undertaken. Your responses will be treated with utmost confidentiality and will purely be used for the purpose of this study. It is a humble request to you therefore, to spare part of your valuable time and answer the following questions. 

I appreciate your cooperation

Tick where applicable 

(i) Background information 

Sex:  1.Male         
2.   Female 



Marital status: 
1.Single        
2. Married     
3.Widow
4.Widower 

Age 

	20 – 29
	30 - 39
	40 – 49
	50 -59
	60 and above

	1
	2
	3
	4
	5


Education Background

	Diploma
	Bachelor’s degree
	Postgraduate diploma
	Master’s degree

	1
	2
	3
	4


Years of service 

	Less than 1 year
	1-2 years
	3-4 years
	4-6 years
	8-10 years
	Above 10 years

	1
	2
	3
	4
	5
	6


ORGANISATIONAL SUPPORT (OS)

Listed below are a number of statements regarding the experiences that you may have had at your workplace.  Using the following scale, please indicate the extent to which you agree or disagree with the statements provided. Using the scale below, please indicate how much you agree or disagree with the statements such that 1= strongly disagree, 2= Disagree, 3= Not sure, 4=Agree, 5= strongly agree

	Co-workers support(CS)                                                                                               

	CS 1
	My school organizes training workshops to facilitate skills development
	1
	2
	3
	4
	5

	CS 2
	My co-workers assist me willingly when I am overwhelmed with work
	1
	2
	3
	4
	5

	CS 3
	I effectively collaborate with others to handle challenges at work.
	1
	2
	3
	4
	

	CS 4
	My co-workers offer advice to me when I am stuck
	1
	2
	3
	4
	5

	CS 5
	My co-workers  help me to perform my work better
	1
	2
	3
	4
	5

	CS 6
	Teachers have access to work-life balance practices.
	1
	2
	3
	4
	5

	Supervisor support (ss)

	SS 1
	Training helps to facilitate prevention of personal problems
	1
	2
	3
	4
	5

	SS 2
	My supervisor strongly considers my goals and values. 
	1
	2
	3
	4
	5

	SS 3
	The reward systems are clearly known by employees.
	1
	2
	3
	4
	5

	SS 4
	Teachers are always involved in decision making about organizational change.
	1
	2
	3
	4
	5

	SS 5.
	 My supervisor offers me with required tools and equipment
	1
	2
	3
	4
	5

	SS 6.
	 This school has a great deal of personal meaning for me.
	1
	2
	3
	4
	5

	SS 7.
	 I feel a strong sense of belonging to my school.
	1
	2
	3
	4
	5

	SS 8.
	 All in all, I am satisfied with my job.
	1
	2
	3
	4
	5

	SS 9.
	I often think of leaving the school.
	1
	2
	3
	4
	5

	Managerial support (ms)

	MS 1
	My school organizes training workshops to facilitate skills development
	1
	2
	3
	4
	5

	MS2
	My school provides flexible work arrangement whenever I have a problem
	1
	2
	3
	4
	5

	MS 3
	The school provides the teachers with health insurance scheme.
	1
	2
	3
	4
	5

	MS 4
	My school has a flexible rewards and benefit to accommodate the diverse needs of the teachers
	1
	2
	3
	4
	5

	MS 5
	The teachers have access to employee assistance programmes.
	1
	2
	3
	4
	5

	MS 6.
	My school is committed to practicing and testing its emergency plan and ensuring that they are effective.
	1
	2
	3
	4
	5

	MS 7.
	 Our school maintains sufficient resources to absorb some unexpected changes
	1
	2
	3
	4
	5

	MS 8.
	 If key people are unavailable, there are always others who could fill their role.
	1
	2
	3
	4
	5

	MS 9.
	 I approach the head of department when I need their support.
	1
	2
	3
	4
	5

	MS 10.
	 I approach the head teacher when I need his/her support.
	1
	2
	3
	4
	5


EMPLOYEE RESILIENCE (ERS)
In this section, please respond to each of the following statements in terms of how fast you bounce back when faced with a challenge.

	Strongly disagree
	Disagree 
	Not sure 
	Agree 
	Strongly agree

	1
	2
	3
	4
	5

	Recovery (rcv)

	RC 1
	I tend to bounce back quickly after hard times. 
	1
	2
	3
	4
	5

	RC 2
	It takes me a short time to recover from a stressful event. 
	1
	2
	3
	4
	5

	RC 3
	I usually come through difficult times with little trouble
	1
	2
	3
	4
	5

	RC 4
	  I successfully manage a high workload for long period of time.
	1
	2
	3
	4
	5

	RC 5
	Feelings of anger, loss and discouragement last for a short time
	1
	2
	3
	4
	5

	Coping (cp)

	CP 1
	I effectively adapt to change at work. 
	1
	2
	3
	4
	5

	Cp 2
	I positively respond to feed back even if it is a criticism
	1
	2
	3
	4
	5

	Cp 3
	I remain calm during challenging times at work
	1
	2
	3
	4
	5

	Cp 4
	I always persevere long challenging times at work
	1
	2
	3
	4
	5

	Cp 5
	I positively respond to high levels of uncertainty at work
	1
	2
	3
	4
	5

	Cp 6
	I re-evaluate my performance and continually improve the way I do my work.
	1
	2
	3
	4
	5

	Cp 7
	I learn from past mistakes at work to improve the way 1 do my job.
	1
	2
	3
	4
	5

	Cp 8
	I am able to adopt to change.
	1
	2
	3
	4
	5

	Cp 9
	I can stay focused and think clearly under pressure.
	1
	2
	3
	4
	5

	Thriving (trv)

	TV 1
	The school encourages diversity of ideas.
	1
	2
	3
	4
	5

	TV2
	The school encourages diversity of people
	1
	2
	3
	4
	5

	TV 3
	I seek assistance at work when I need specific resources.
	1
	2
	3
	4
	5

	TV4
	I use change at work as an opportunity for growth.  
	1
	2
	3
	4
	5

	TV 5
	I would be very happy to spend the rest of my career with this school.
	1
	2
	3
	4
	5


Krejcie and Morgan Article

EDUCATIONAL AND PSYCHOLOGICAL MEASUREMENT

1970, 30, 607-610.
DETERMINING SAMPLE SIZE FOR RESEARCH ACTIVITIES

ROBERT V. KREJCIE University of Minnesota, Duluth

DARYLE W. MORGAN Texas A. & M. University

The ever increasing demand for research has created a need for an efficient method of determining the sample size needed to be representative of a given population.  In the article “Small Sample Techniques,” the research division of the National Education Association has published a formula for determining sample size. Regrettably a table has not bee available for ready, easy reference which could have been constructed using the following formula.

s = X 2 NP(1 − P) ÷ d 2 ( N − 1) + X 2 P(1 − P).
s = required sample size.

X2 = the table value of chi-square for 1 degree of freedom at the desired confidence level

(3.841).

N = the population size.

P = the population proportion (assumed to be .50 since this would provide the maximum sample size).

d = the degree of accuracy expressed as a proportion (.05).

No calculations are needed to use Table 1.  For example, one may wish to know the sample size required to be representative of the opinions of 9000 high school teachers relative to merit pay increases.  To obtain the required sample size enter Table 1 at N = 9000.  The sample size representative of the teachers in this example is 368.  Table 1 is applicable to any defined population.

The relationship between sample size and total population is illustrated in Figure 1.  It should be noted that as the population increases the sample size increases at a diminishing rate and remains relatively constant at slightly more than 380 cases.

TABLE 1

Table for Determining Sample Size from a Given Population
	N
	S
	N
	S
	N
	S

	10
	10
	220
	140
	1200
	291

	15
	14
	230
	144
	1300
	297

	20
	19
	240
	148
	1400
	302

	25
	24
	250
	152
	1500
	306

	30
	28
	260
	155
	1600
	310

	35
	32
	270
	159
	1700
	313

	40
	36
	280
	162
	1800
	317

	45
	40
	290
	165
	1900
	320

	50
	44
	300
	169
	2000
	322

	55
	48
	320
	175
	2200
	327

	60
	52
	340
	181
	2400
	331

	65
	56
	360
	186
	2600
	335

	70
	59
	380
	191
	2800
	338

	75
	63
	400
	196
	3000
	341

	80
	66
	420
	201
	3500
	346

	85
	70
	440
	205
	4000
	351

	90
	73
	460
	210
	4500
	354

	95
	76
	480
	214
	5000
	357

	100
	80
	500
	217
	6000
	361

	110
	86
	550
	226
	7000
	364

	120
	92
	600
	234
	8000
	367

	130
	97
	650
	242
	9000
	368

	140
	103
	700
	248
	10000
	370

	150
	108
	750
	254
	15000
	375

	160
	113
	800
	260
	20000
	377

	170
	118
	850
	265
	30000
	379

	180
	123
	900
	269
	40000
	380

	190
	127
	950
	274
	50000
	381

	200
	132
	1000
	278
	75000
	382

	210
	136
	1100
	285
	1000000
	384


Note.—N is population size.

S is sample size.
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POPULATION SIZE UNKNOWN:

( 2
RANGE)
SAMPLE SIZE =
( ACCURACY LEVEL )?

CONFIDENCE LEVEL

Confidence Levels: Accuracy Levels:
a al2

.10 level = 1.28 1.64 Range X Desired Level
.05 level = 1.64 1.96 of Accuracy
.01 level = 2.33 2.58 (expressed as a
.001 level = 3.09 3.29 proportion)

POPULATION SIZE KNOWN:

X?NP (1-P)
SIZE =

& (N-1) + X?P (1-P)

X? = table value of Chi-Square @ d.f. =1 for desired confidence level
A0 = 2,71 .06 =384 .01 =6.64 .001=10.83

N = population size

P = population proportion (assumed to be .50)

d = degree of accuracy (expressed as a proportion)





ORGANISATIONAL SUPPORT





EMPLOYEE RESILIENCE


Recovery


Coping


Adaptation


Thriving








Managerial support: 


Pay


Benefits


Pro-worker policies








Supervisor support:


Monitoring


Coaching


Leave, 


Counseling,


Work schedules











Co-worker support:


Helping hand, 


Emotional, 


Psychological, 


Relational





PERSONALCHARACTERISTICS


Locus of control


Achievement orientation


Hardiness











96

