CHAPTER FIVE

SUMMARY, DISCUSSION AND CONCLUSION

5.1 Introduction

This chapter summarizes and discusses the findings of the study. The focus of this
study was participatory management (PM), organizational commitment (OC) and the
relationship between participatory management and organizational commitment in female
government high schools in Mashhad, Iran.

The main objective of the study was to determine the extent of participatory
management, that is, the participation of teachers in the decision-making process in high
schools in Mashhad city in Iran. Participatory management 1s a new phenomenon in Iran
under the concept of school based management (SBM) and local autonomy. In addition,
this study had investigated the extent of organizational commitment among high school
female teachers in Mashhad district. Organizational commitment among teachers had been
problematic in Iran because of the low status of the teaching profession, or because of the
increasing workload of teachers.

Another objective of the study was to determine the extent of relationship between
participatory management and organizational commitment in female government high
schools in Mashhad city. The study also examined the problems and constraints affecting
the use of participatory management. Also investigated were the extents of differences of
participatory management and organizational commitment with regard to the different
districts, teachers’ age-groups, and teaching experience of teachers.

This study mvolved 903 teachers from female government high schools i seven
districts of Mashhad during the academic year 2007-2008. A stratify random sampling

procedure was used to choose the required teachers for this study.
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A questionnaire on participatory management and organizational commitment was
constructed, in which the items were derived from readings of relevant literature discussed
in Chapter Two. This procedure 1s to ensure face and construct validity of the instrument.
Later, the instrument developed in English was translated to the Persian language by two
professors in Ferdowsi University who were experts in Persian language and familiar with
the educational management area.

The data were analyzed using the SPSS (Statistical Packages for the Social
Sciences) programs, Version 13. Statistical methods such as mean, standard deviation, ¢-
test, Pearson correlation, regression, analysis of variance (ANOVA) and multiple analysis

of variance (MANOV A) were used to derrve the findings of this study.

5.2 Overall Summary of Research Findings

Overall findings of this research has yiclded in Table 5.1 until Table 5.5 next
pages. These tables summarize the main findings, extracted from the extensive analyses

made in Chapter Four before.
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Table 5.1

Summarizes the Main Findings Regarding Research Question Number |

Components Results
e The overall mean score and the overall ¢-test value for the Trust component indicate that there was a prominent level of Trust component
in Participatory Management in the female government high schools in Mashhad district. In fact, this situation was the same for all the
seven districts.
e The result also shows that the Districts IV and V had high mean values and Districts I, VI and IT had low mean value. The value of the
Trust standard deviation was the highest for District VI, meaning the preatest disagreement was among the teachers in the District VI in
(PM1) answering the survey questionnaire, and the teachers in the District IV had more agreement about the Trust component.

e The teachers expressed most favourably on the item for “The school head has confidence in teachers’ work and encourages active
participation of students in organizing co-curricular activities”.

Decision making

(PM2)

e The overall mean score and the overall #-fest value for the Decision making component indicate that there was a prominent
level of Decision making component in Participatory Management in the female government high schools in Mashhad district.
In fact, this situation was the same for all the seven districts.

e The result also shows that the Districts IV and V had high mean values and Districts I1I and I1 had low mean value .The value
of the standard deviation was the highest for District VI, meaning the greatest disagreement was among the teachers in the
District VI in answering the survey questionnaire, and the teachers in the District IV had more agreement about the Decision
making component.

o The teachers expressed most favourably was on the item for “The school head incorporates or implements teachers’
suggestions in managing the school”.
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Table 5.1 (Continued.).

Components

Results

Team working

(PM3)

eThe overall mean score and the overall t-test value for the Decision making component indicate that there was a prominent level of
Decision making component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation
was the same for all the seven districts.

e The result also shows that the Districts IV and V had high mean values and Districts IIT and IT had low mean value . The value of the
standard deviation was the highest for District VI, meaning the preatest disagreement was among the teachers in the District VI in
answering the survey questionnaire, and the teachers in the District ['V had more agreement about the Decision making component.

e The teachers expressed most favourably was on the item for “The school head incorporates or implements teachers’ suggestions in
managing the school”.

Share power

(PM4)

eThe overall mean score and the overall t-test value for the Team working component indicate that there was a prominent level of Team
working component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation was
the same for all the seven districts.

e The result also shows that the Districts ['V and VII had high mean values and Districts 1T had low mean value . The value of the standard
deviation was the highest for District VI, meaning the greatest disagreement was among the teachers in the District VI in answering the
survey questionnaire, and the teachers in the District I had more agreement about the Team working component.

eThe teachers expressed most favourably on the item for,” Students can take part in different work teams in this school”.

Motivation

(PM3)

e The overall means score and the overall ¢-fest value for the Motivation component indicate that there was a prominent level of Motivation
component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation was the same for
all the seven districts.

e The result also shows that the Districts I'V and V had high mean values and Districts IT had low mean value. The value of the standard
deviation were the highest for District V, VI, VII meaning the greatest disagreement were among the teachers in the District V, VI, VII in
answering the survey questionnaire, and the teachers in the District [V had more agreement about the Motivation component.

eThe teachers expressed most favourably were on the item for” The school head believes in providing genuinely high-quality education by
the teachers/staffs for the students™.
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Table 5.1 (Continued).

Components

Results

Communication

(PM6)

eThe overall means score and the overall ¢-test value for the Communication component indicate that there was a prominent level of
Communication component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation
was the same for all the seven districts.

e The result also shows that the Districts VII had high mean values and Districts ITTI had low mean value. The value of the standard
deviation was the highest for District 111, meaning the greatest disagreement was among the teachers in the District I1I in answering the
survey questionnaire, and the teachers in the District I1 had more agreement about the Communication component .

eThe teachers expressed “There is open access for free Communication between students and the school head”.

Involvement

(PM7)

eThe overall means score and the overall t-test value for the Involvement component indicate that there was a prominent level of
[nvolvement component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation
was the same for all the seven districts.

e The result also shows that the Districts I'V had high mean values and Districts IT had low mean value. The value of the standard deviation
was the highest for District 111, meaning the greatest disagreement was among the teachers in the District 11l in answering the survey
questionnaire, and the teachers in the District TV had more agreement about the Involvement component .

e The teachers expressed “The school head encourages the teachers to keep the Teachers” Council active in this school”.

Collaboration

(PM8)

eThe overall means score and the overall t-fest value for the Collaboration component indicate that there was a prominent level of
Collaboration component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation
was the same for all the seven districts.

e The result also shows that the Districts I'V had high mean values and Districts IT had low mean value. The value of the standard deviation
were the highest for District I1, VI, meaning the greatest disagreement were among the teachers in the District IT, VI in answering the survey
questionnaire, and the teachers in the District IIT had more agreement about the Collaboration component.

eThe teachers expressed “The school head collaborates with the school community in organizing some events”.
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Table 5.1 (Continued).

Components

Results

Democracy

(PM9)

eThe overall means score and the overall t-test value for the Democracy component indicate that there was a prominent level of
Democracy component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation was
the same for all the seven districts.

e The result also shows that the Districts VI had high mean values and Districts I had low mean value. The value of the standard deviation
was the highest for District I, meaning the preatest disagreement was among the teachers in the District II in answering the survey
questionnaire, and the teachers in the District [, I'V had more agreement about the Democracy component.

e The teachers expressed “The teachers feel comfortable sharing their opinions with each other about their work, school, and students, and
teachers can express ideas about and criticize educational issues and school organization”.

Transparency
(PM10)

eThe overall means score and the overall t-fest value for the Transparency component indicate that there was a prominent level of
Transparency component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation
was the same for all the seven districts.

eThe result also shows that the Districts I'V had high mean values and Districts [ had low mean value. The value of the standard deviation
were the highest for District VI and VI, meaning the greatest disagreement was among the teachers in the District VI and VII in answering
the survey questionnaire, and the teachers in the District I'V had more agreement about the Transparency component.

e The teachers expressed “The school head informs the teachers about new circulars and policy directives”.

Innovation
(PM11)

eThe overall means score and the overall ¢-zest value for the Innovation component indicate that there was a prominent level of Innovation
component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation was the same for
all the seven districts.

e The result also shows that the Districts V and IV had high mean values and Districts I and III had low mean value. The value of the
standard deviation was the highest for District I, meaning the greatest disagreement was among the teachers in the District 111 in
answering the survey questionnaire, and the teachers in the District [ and I'V had more agreement about the Innovation component.

eThe teachers expressed “The school head encourages the teachers to initiate new changes and innovations in the curriculum”.
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Table 5.1 (Continued).

Components Results
eThe overall means score and the overall t-test value for the Respect component indicate that there was a prominent level of Respect
component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation was the same for
Respect all the seven districts.
(PM12) e The result also shows that the Districts I'V had high mean values and Districts II and I had low mean value. The value of the standard

deviation was the highest for District V1I, meaning the greatest disagreement was among the teachers in the District VII in answering the
survey questionnaire, and the teachers in the District IV had more agreement about the Respect component.
e The teachers expressed “Staff and teachers present mutual respect while communicating with each other, parents, and students”.

Problem solving
(PM13)

e The overall means score and the overall t-test value for the Problem solving component indicate that there was a prominent level of
Problem solving component in Participatory Management in the female government high schools in Mashhad district. In fact, this situation
was the same for all the seven districts.

e The result also shows that the Districts I'V had high mean values and Districts IT and ITT had low mean value. The value of the standard
deviation was the highest for District VI, meaning the greatest disagreement was among the teachers in the District VI in answering the
survey questionnaire, and the teachers in the District TV had more agreement about the Problem solving component.

eThe teachers expressed “The school head tries to find solutions in cooperation with the teachers to solve problems”.

Identifying common
goal (PM14)

e The overall means score and the overall #-tfest value for the Identifying common goal component indicate that there was a prominent level
of Identifying common goal component in Participatory Management in the female government high schools in Mashhad district. In fact,
this situation was the same for all the seven districts.

e The result also shows that the Districts IV had high mean values and Districts IIT had low mean value. The value of the standard deviation
was the highest for District 1T and VII, meaning the greatest disagreement were among the teachers in the District IT and VII in answering
the survey questionnaire, and the teachers in the District TV had more agreement about the Identifying common goal component.

eThe teachers expressed “The school head provides for the teachers’ being regularly informed about the goals of this school™.
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Table 5.1 (Continued).

Components

Results

Equalitarian
(PM15)

eThe overall means score and the overall rtest value for the Equalitarian component indicate that there was a prominent level of Equalitarian
component in Participatory Management in the female government high schools n Mashhad district. In fact, this situation was the same for all the seven
districts.

eThe result also shows that the Districts VII had high mean values and Districts I1 had low mean value. The value of the standard deviation was the
highest for District III, meaning the greatest disagreement was among the teachers in the District III in answering the survey questionnaire, and the
teachers in the District IV had more agreement about the Equalitarian component.

eThe teachers expressed “The school head believes that as long as the teachers work under her supervision, she must protect all of them”.

Participatory
Management

(PMO)

eOverall, the mean value and the overall #fest value was more than 60 except for the Share power (PM4) component . The highest mean value is for the
Respect (PM12) component whereas the lowest mean value is for the Share power (PM4) component.

eThe overall mean scores for the Participatory Management and standard deviation value indicate that there was a prominent level of Participatory
Management in the female government high schools in Mashhad districts. In fact, this situation was the same for all the seven districts.

eThe level of Participatory Management for 14 components was prominent or favourable except for the Share power (PM4) for the female government
high schools in Mashhad districts, Iran.

eThe results also show that District IV had high mean value and District I had low mean value. The value of the standard deviation was the highest for
Districts VI and VII, meaning that the greatest disagreement was among the teachers in these two districts in answering the survey questionnaire.
However, the teachers in District I'V had more agreement about the Participatory Management.

Organizational
Commitment
(0C0)

eOverall, the mean value and the overall #fest value was more than 60 . The highest mean value is for the Invelvement (OC9) component whereas the
lowest mean value is for the Stabilizing (OC2) component.

eThe overall mean scores for the Organizational Commitment and standard deviation value indicate that there was a prominent level of Organizational
Commitment in the female government high schools in Mashhad districts. In fact, this situation was the same for all the seven districts.

eThe level of Organizational Commitment for 9 components was prominent or favourable for the female government high schools in Mashhad districts.
eThe results also show that District VI and VII had high mean value .Cn the other hand, District | and V had low mean value. The value of the standard
deviation was the highest for Districts I, meaning that the greatest disagreement was among the teachers in this district in answering the survey
questionnaire. However, the teachers in District III had more agreement about the Organizational Commitment.
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Table 5.2

Summarizes the Main Findings Regarding Research Question Number 2

Components

Results

Willing to exert
effort (OC1)

e The overall means score and the overall ¢-zest value for the Willing to exert effort component indicate that there was a prominent level of
Willing to exert effort component in Organizational Commitment in the female government high schools in Mashhad district. In fact, this
situation was the same for all the seven districts.

e The result also shows that the Districts IV and VI had high mean values and Districts I and V had low mean value. The value of the
standard deviation was the highest for District VI, meaning the preatest disagreement was among the teachers in the District VI in
answering the survey questionnaire, and the teachers in the District [ had more agreement about the Willing to exert effort component.

e The teachers expressed “T always like my organization; therefore, I try to put in extra efforts for the progress of this educational
organization”.

Stabilizing (OC2)

eThe overall means score and the overall t-test value for the Stabilizing component indicate that there was a prominent level of Stabilizing
component in Organizational Commitment in the female government high schools in Mashhad district. In fact, this situation was the same
for all the seven districts.

e The result also shows that the Districts I11 had high mean values and Districts V had low mean value. The value of the standard deviation
was the highest for District VII, meaning the greatest disagreement was among the teachers in the District VII in answering the survey
questionnaire, and the teachers in the District IIT had more agreement about the Stabilizing component.

e The teachers expressed “T like my job that binds me to this organization”.

Loyalty and
allegiance
(0C3)

eThe overall means score and the overall t-test value for the Loyalty and allegiance component indicate that there was a prominent level of
Lovalty and allegiance component in Organizational Commitment in the female government high schools in Mashhad district. In fact, this
situation was the same for all the seven districts.

e The result also shows that the Districts VI had high mean values and Districts [ had low mean value. The value of the standard deviation
was the highest for District VII, meaning the greatest disagreement was among the teachers in the District VII in answering the survey
questionnaire, and the teachers in the District 111 had more agreement about the Loyalty and allegiance component.

e The teachers expressed” I was taught to believe in the value of remaining loyal to one organization”.
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Table 5.2 (Continued).

Components Results
e The overall means score and the overall t-test value for the Maintaining membership component indicate that there was a prominent level
of Maintaining membership component in Organizational Commitment in the female government high schools in Mashhad district. In fact,
Maintaining this situation was the same for all the seven districts.
membership e The result also shows that the Districts III had high mean values and Districts [ had low mean value. The value of the standard deviation
(0C4) was the highest for District I, meaning the greatest disagreement was among the teachers in the District I in answering the survey
questionnaire, and the teachers in the District 111 had more agreement about the Maintaining membership component.
® The teachers expressed “T like to maintain membership and remain in this organization™.
eThe overall means score and the overall f-test value for the Aftachment component indicate that there was a prominent level of
Attachment component in Organizational Commitment in the female government high schools in Mashhad district. In fact, this situation
Attachment was the same for all the seven districts.
(0C5) o The result also shows that the Districts VI had high mean values and Districts V had low mean value. The value of the standard deviation

was the highest for District [, and V meaning the greatest disagreement was among the teachers in these District in answering the survey
questionnaire, and the teachers in the District IV had more agreement about the Attachment component.
e The teachers expressed” I feel like “part of the family” at my organization”.

Feeling of obligation
to organization

(0Co)

e The overall means score and the overall t-test value for the Feeling of obligation to the organization component indicate that there was a
prominent level of Feeling of obligation to the organization component in Organizational Commitment in the female government high
schools 1n Mashhad district. In fact, this situation was the same for all the seven districts.

e The result also shows that the Districts I1I and VII had high mean values and Districts V had low mean value. The value of the standard
deviation was the highest for District I, and VI meaning the greatest disagreement was among the teachers in these District in answering
the survey questionnaire, and the teachers in the District I1I had more agreement about the Feeling of obligation to the organization
component.

eThe teachers expressed “I feel obliged to remain with my current employer in this organization™.
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Table 5.2 (Continued).

Components

Results

Identification and
internalization
value (OC7)

eThe overall means score and the overall ¢-test value for the Identification and internalization value component indicate that there was a
prominent level of Identification and internalization value component in Organizational Commitment in the female government high
schools in Mashhad district. In fact, this situation was the same for all the seven districts.

e The result also shows that the Districts VII had high mean values and Districts II, V and VI had low mean value. The value of the
standard deviation was the highest for District VI meaning the greatest disagreement was among the teachers in this District in answering
the survey questionnaire, and the teachers in the District I1I had more agreement about the [dentification and internalization value
component.

eThe teachers expressed “I praise the important values of my school organization™.

Identification and
acceptance goal
{0C8)

eThe overall means score and the overall t-test value for the Identification and acceptance goal component indicate that there was a
prominent level of Identification and acceptance goal component in Organizational Commitment in the female government high schools in
Mashhad district. In fact, this situation was the same for all the seven districts.

eThe result also shows that the Districts VI and VII had high mean values and Districts I, [T and I'V had low mean value. The value of the
standard deviation was the highest for District I meaning the greatest disagreement was among the teachers in this District in answering the
survey questionnaire, and the teachers in the District ITT had more agreement about the Identification and acceptance goal value component

e The teachers expressed “I try to identify and accept my organization’s goals”.

Involvement
(0OCH

eThe overall means score and the overall t-test value for the Involvement component indicate that there was a prominent level of
Involvement component in Organizational Commitment in the female government high schools in Mashhad district. In fact, this situation
was the same for all the seven districts.

e The result also shows that the Districts VI had high mean values and Districts IT had low mean value. The value of the standard deviation
was the highest for District I meaning the greatest disagreement was among the teachers in this District in answering the survey
questionnaire, and the teachers in the District V had more agreement about the Involvement component.

eThe teachers expressed “I like to engage in scientific activities and extra curricular programs relating to my job”.
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Table 5.3

Summarizes the Main Findings Regarding Research Question Number 3

Components Results
eThere were significant liner correlations among the fifteen components of Participatory Management and Organizational Commitment.
Also Identify common goal (PM14) and Transparency (PM10) had the strongest linear correlation with Organizational Commitment rather
than other component and Trust (PM1) had the poorest liner correlation with Organizational Commitment.
PM and OC e The results show, District VII and V had the highest correlation and District I'V had the lowest correlation.
eThere is a strong evidence to show that, from teachers™ perspectives, when managers promote a higher level of Participatory Management
(PM), then teachers tend to have a higher level of Organizational Commitment (OC), while as to managers with a lower level of PM,
teachers tend to have a lower level of OC.
e There were significant liner correlations among the fifteen components of Participatory Management and Willing to exert effort (OC1).
PM and Willing to | Also Identify common goal (PM14) and Transparency (PM10) had the strongest linear correlation with Willing to exert effort (OC1) rather
exert effort than other component and Trust (PM1) had the poorest liner correlation with Willing to exert effort.
(0C1) e The results show, District VII and V had the highest correlation and District IV had the lowest correlation.
eThere were significant liner correlations among the fifteen components of Participatory Management and Stabilizing (OC2). Also Problem
PM and Stabilizing solving (PM13) had the strongest linear correlation with Stabilizing (OC2) rather than other component and Trust (PM1) had the poorest
(0C2) liner correlation with Stabilizing,
eThe results show, District V and VII had the highest correlation and District I'V had the lowest correlation.
eThere were significant liner correlations among the fifteen components of Participatory Management and Loyalty and allegiance {(OC3).
PM and Loyalty and Also Identify common goal (PM14) had the strongest linear correlation with Loyalty and allegiance (OC3) rather than other component
allegiance and Trust (PM1) had the poorest liner correlation with Lovalty and allegiance.
(0C3) eThe results in show, District VII and V had the highest correlation and District [ and District VI had the lowest correlation.
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Table 5.3 (Continued).

Components Results
eThere were significant liner correlations among the fifteen components of Participatory Management and Maintaining membership
PM and Maintaining | (OC4).Also Transparency (PM10) had the strongest linear correlation with Maintaining membership (OC4) rather than other component
membership and Trust (PM1) had the poorest liner correlation with Maintaining membership.
(0C4) e The results show, District VII had the highest correlation and District ITT had the lowest correlation.
eThere were significant liner correlations among the fifteen components of Participatory Management and Attachment (OC5).Also
PM and Identify common goal (PM14) had the strongest linear correlation with Attachment (OC3) rather than other component and Trust (PM1)
Attachment had the poorest liner correlation with Attachment.
(0C5) eThe results show, District VII had the highest correlation and District VI had the lowest correlation.
eThere were significant liner correlations among the fifteen components of Participatory Management and Feeling of Obligation to the
PM and Feeling of | Organization (OC6). Also Collaboration (PM8) and Identify common goal (PM14) had the strongest linear correlation with Feeling of
obligation to Obligation to the Organization (OC6) rather than other component and Trust (PM1) had the poorest liner correlation with Feeling of
organization (OC6) Obligation to the Organization.
eThe results show, District VII had the highest correlation and District [V had the lowest correlation.
eThere were significant liner correlations among the fifteen components of Participatory Management and Identification and
PM and internalization value (OC7). Also Collaboration (PM8) and Identify common goal (PM14) had the strongest linear correlation with
Identification and Identification and intemalization value (OC7) rather than other component and Trust (PM1) had the poorest liner correlation with
internalization Identification and internalization value.
value (OC7) e The results show, District VII had the highest correlation and District V had the lowest correlation.
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Table 5.3 (Continued).

Components

Results

PM and
Identification and
acceptance goal

eThere were significant liner correlations among the fifteen components of Participatory Management and [dentification and acceptance
goal (OC8). Also Identify common goal (PM14) had the strongest linear correlation with Identification and acceptance goal (OCS) rather
than other component and Trust (PM1) had the poorest liner correlation with Tdentification and acceptance goal.

e The results show, District VII and IT had the highest correlation and District V had the lowest correlation.

{OC8)
eThere were significant liner correlations among the fifieen components of Participatory Management and Involvement (OC9). Also
PM and Identify common goal (PM14), Involvement (PM7) and Democracy (PM9) had the strongest linear correlation with Involvement (OC9)
Involvement rather than other component and Share power (PM4) had the poorest liner correlation with Involvement.
(0C9) e The results show, District VII and IIT had the highest correlation and District IT had the lowest correlation.
Table 5.4

Summarizes the Main Findings Regarding to Research Question Number 4

PM and
Educational level

e There was a significant differences between PM and educational levels. Also there was a significant difference between all of components
of PM and educational levels except Trust (PM1), Share power (PM4) and Communication (PM6). Teachers believe an increase in the
levels of education causes a decrease in Participatory Management.

Diploma > upper diploma > bachelor > master
eThere was a significant difference among Participatory Management components and educational level in District [ and 11
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Table 5.4 (Continued).

Components Results
eThere was a significant difference between PM and age group. Also there was a significant difference between all of components of PM
PM and and age group. Teachers believe an increase in the group of age causes an increase in Participatory Management except in age group 31 to
Age category 40 years.
51 vears or more > 41 to 50 years > 20 to 30 years
eThere was a significant difference among some components of Participatory Management and educational level in District I, IT, TTI, V and
VII.
PM and eThere was a significant difference between PM and being in job. Also there was a significant difference between all of components of PM

Year of service

and being in job. Teachers believe an increase in the being in job causes an increase in Participatory Management except in being in job 11
to 20 years.

31 years or more > 21 to 30 yvears > 10 years or less

eThere was a significant difference among some components Participatory Management and being in job in District I, T, TIT, IV, VI and
V1L

PM and
Other teachers’
demography

e There was not a significant difference between Participatory Management and being in school.
eThere was not a significant difference between Participatory Management and teaching experience.
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Table 5.4 (Continued).

Components Results
eThere was a significant difference between OC and educational levels. Also there was a significant difference between all of components
OC and of OC and educational levels. Teachers believe an increase in the levels of education causes a decrease in Organizational Commitment.

Educational level

Diploma > upper diploma > bachelor > master

eThere was a significant difference among some components of Organizational Commitment and educational level in District I, 11, 11T and
VII.

OC and
Age category

eThere was a significant difference between OC and age group. Also there was a significant difference between all of components of OC
and age group except Identification and internalization value (OC7) and Identification and acceptance goal (OCS8) Teachers believe an
increase in the group of age causes an increase in Organizational Commitment except in age group 31 to 40 vears.

51 vears or more > 41 to 50 years > 20 to 30 years

eThere was a significant difference among some components of Organizational Commitment and educational level only in District 11, 11,
and VIIL.

OC and
Year of service

e There was a significant difference between OC and being in job. Also there was a significant difference between all of components of OC
and being in job except Stabilizing (OC2). Teachers believe an increase in the being in job causes an increase in Organizational
Commitment except in being in job 11 to 20 vears.

31 years or more > 21 to 30 years > 10 years or less

e There was a significant difference among some components Organizational Commitment and being in job in District ITI, VI and VII.

e There was not a significant difference between OC and being in school and teaching experience.

OC and
Other teachers’
demography

eThere was not a significant difference between Organizational Commitment and year of service in school.
eThere was not a significant difference between Organizational Commitment and teaching experience.
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Table 5.5

Summarizes the Main Findings Regarding to Research Question Number 4

Components

Constraints in
implementing
Participatory
Management

Results

eThe overall means score and the overall t-test value for the constraints in implementing Participatory Management indicate that there was
not a prominent level of constraints in implementing Participatory Management in the female government high schools in Mashhad district.
In fact, this situation was the same for all the seven districts.

eThe result also shows that the Districts I11 had high mean values and Districts V had low mean value. The value of the standard deviation
was the highest for District I, meaning the greatest disagreement was among the teachers in answering the survey questionnaire, and the
teachers in the District V had more agreement about the Trust component.

eThe teachers expressed that there were many constraints in implementing Participatory Management in high schools and they are as
follow:

1-Lack of a formalized document cause the teams to operate under informal practices that do not promote trust and Limit their effectiveness
as decision makers, consequently the school head retains the sole authority to endorse or reject a teacher’s recommendation.

2-Time constraints and technical decisions make teachers unable to attend team meetings.

3-Employee barriers exist when non-managerial staffs resist involvement in Participatory Management due to the lack of an organizational
climate supportive of employee participation.

e The teachers expressed there were not many constraints in implementing Participatory Management in high school as follows:

1-fear that their effective involvement in Participatory Management will lead to changes in the organization of work that are not to their
benefit such as increased workloads or even loss of jobs.

2-The school head views Participatory Management as a quick fix solution, underestimating the complexity of shared decision making that
inevitably results in the discouragement of teachers.

3-Little or no training is provided for the teachers when making the transition to a Participatory Management/ governance structure.
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5.3 Discussion of the Findings

Education 1s a high priority for Iranians, and the Ministry of Education (MOE)
of the Islamic Republic of Iran is determined to implement many reforms and
innovations in order to improve the development and operation of the education system.
One of the reform policies initiated by the MOE 1s the decentralization policy. This
policy was enforced in 2002, and it laid a suitable groundwork for performing school-
based management (SBM).

School-based management underscores decentralization, in which contribution
of staff ideas, delegation of executive powers and creating flexability in programs
should be in accordance with the school environment. School-based management is a
policy which will gradually empower teachers to play a bigger role in management
decisions in schools. Fulfilment of this policy requires a shift in the attitudes toward
participatory management. Participatory management is a process where subordinates
share a significant degrec of decision-making power with their immediate superiors
(Gono, 2001; Riesgraf, 2002).

School-based management policy is a policy which will gradually transfer some
power and authority to schools, and thus will bring about the involvement of many
sectors around schools to participate in the learning-teaching process (Khorshidi, 2004).
Implementing this policy requires the school managers to believe in the benefits of
participatory management. So, the gradual shift to participative management in the
workplace 1s both inevitable and necessary (Wood et al., 2004) and the attitude toward
participatory management in school is of great importance (Tasdighi, 2004). The
findings of the present study correspond with reports of Esmati (2004), Azemeir Yazdi

(2002), Akbari (2004), and Jafari (2006).
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In addition, researchers report that participatory management is being used more
than other forms of administration and this promotes a good educational environment
(Ahmadi, 1996; Danesh, 2007, Estarvan, 1998; Ramizani, 1996; Sharifi, 2002;
Tasdighi, 2004).

Participatory decision making 1s better than individual based decision making
because it produces widely acceptable policies and decisions. In this respect, female
teachers are willing to participate in school (Zeyarati, 2006).

Managers attempting to providing maximum opportunities for organizational
members to participate or be involved in decision making (Owens, 2001; Wood et al.,
2004) allow free flow of information through open communication channels (Matthews
et al., 2003; Owens, 2001; Wood et al., 2004) and grant authority, freedom and
autonomy for organizational members to make decisions affecting their work
(Matthews et al., 2003; Wood et al., 2004).

Overall results of this study indicated that participatory management was high or
at favorable level among the teachers in school management in Mashhad districts; hence
female teachers were not denied from participatory management.

The findings indicate that Respect (PM12) component was strongly present in
high schools whereas Share power (PM4) component was weakly present in high
schools. Furthermore, the overall results of this study indicated that organizational
commitment was high or at favorable level among the teachers in Mashhad districts.
Hence female teachers were committed to their school as a workplace. The findings
indicate that the Involvement (OC9) component was strongly present in high schools
whereas the Stabilizing (OC2) component was weakly present in high schools.
Therefore there were significant linear correlations among the fifteen components of
participatory management and organizational commitment. Furthermore Identify

common goal (PM14) and Transparency (PM10) had the strongest linear correlation
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with organizational commitment rather than other components. Trust (PM1) had the
poorest linear correlation with organizational commitment. Hence, there is strong
evidence to show that from the teachers’ perspectives, when managers promote a higher
level of participatory management (PM), then teachers tend to have a higher level of
organizational commitment (OC). Correspondingly when managers have lower level of
PM, then teachers tend to have a lower level of OC.

With regard to the results, participation in school enlightenment’s vision of
common goal, Transparency and Respect show that teachers are willing to increase
Involvement in their job in school. It is further noticeable that Share power component
was weakly present in high schools and hence teachers were weakly present in
Stabilizing in high schools.

Despite Trust component being an essential human value that should be
developed 1n every organization (Stanley, 2005), the findings of this study showed that
Trust had the weakest lincar correlation with organizational commitment. Managers
ought to improve the trust component because it is a critical relationship and lack of
trust can affect an organization’s productivity significantly.

Additionally, organizational commitment 1s a vital component in any effective
organization (Brantley, 1993) and it is important to achieve human resources
capabilities (Chang, 20006).

Teacher commitment has been 1dentified as a key aspect of a school’s capacity
for reform (Geijsel at al., 2003) and rencwal through insights and it determines the
quality of teaching and the quality of school improvement.

One of the ways of improving job commitment i1s by instituting a spiritual
program. Evidence is emerging that workplace spirituality programs not only lead to
beneficial personal outcomes such as increased positive human health and psychological

well-being but that they also deliver improved employee commitment, productivity and
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reduced absenteeism and turnover (Fry et al., 2005; Giacalone & Jurkiewicz, 2003;
Malone & Fry, 2003).

According to Parniyan (2000) and Hafezy (1998), there is a significant
connection between gender and organizational commitment. According to Adin (2001)
female teachers have more problems for membership in organization than male
teachers. Hence female teachers have more commitment than male teachers in
educational organizations in Iran (Hafezy, 1998; Parniyan, 2000).

The results of this study show that there were empirical and theoretical
relationships between participatory management and organizational commitment of
teachers in female government high schools in Mashhad, Iran. The findings indicate that
participatory management and organizational commitment were moderately related. The
statistical analysis showed that moderate correlations exist among the entire components of
participatory management and organizational commitment. Hence, it can be posited that
a high participatory management by school managers would lead to a high
organizational commitment among teachers.

Studies done by Akbari (2004), Adebzadeh (2004), and Keshvary (2003)
showed that their research findings differ from the results of the present study. They
showed there were no significant differences among teachers of different educational
levels with respect to their perception of participatory management in Mashhad city.
According to Zeyarati (2006) and Motamed Shariati (2005), teachers who have more
than 10 years service use participatory management more than teachers of other age
groups. However, the findings of this study were not supportive of Adebzadeh (2004)
and Keshvary (2003) who found no significant differences between participatory
management and years of service among teachers in Mashhad districts.

Besides, there are significant differences among educational level of teachers

with respect to their organizational commitment. The findings of this study were
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supportive of Adin (2001) Parniyan (2000) Hafezy (1998) and Khosravi (2005) because
they found there were significant differences in participatory management among
teachers with different years of service in Mashhad districts. Moreover results of this
study correspond with the findings of Chen and Francesco (2000), Steers (1977), Meyer
and Allen (1984) and Yoshimura (2003) where they report that there is a significant
difference of organizational commitment among employee’s age. In contrast, these
results disagree with the findings of Fung (2006) and Keong and Sheehan (2004) where
they report that there is no significant difference between organizational commitment

and employee’s age.

5.4 Implications of the Findings

The findings 1mplies that the policy makers in (MOE) should pay attention to
activate Teachers Training Centers (TTC) and increase the level of trainee teachers to at
least a diploma and ensure entrants be at lcast 18 years old. Furthermore there 1s need
for TTC to enlist the services of trained personnel who have experience in teacher
education. They will be able to mould the trainees into efficient and effective teachers.
Hence teacher training centers have suitable background to improve participatory
management. Improvement of employee academic qualification and teachers’
professional skills have been among the basic policies followed by the authorities of
MOE in recent years. In this regard, by attracting the assistance and contributions of
higher education centers affiliated to MOE as well as with the help of other
organizations, a proper ground has been created to provide teachers with higher
education. Also, suitable facilities have been provided for teachers to continue their
studies up to master and PhD degrees. Furthermore the school principals should have
the required related qualifications, knowledge and skills. Regarding this issue some of

the most important items are as follows:
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elmproving the existing management system by recognizing the existing
situation, refining training and stabilizing the principals.

e Attracting qualified and competent principals in accordance with the
determined scientific and specialized skills for their appointment.

eDeveloping motivation in the principals regarding establishment of a
scientific system for evaluating the principals’ performance

eDelegation of authority to the principals according to school-based policies

eContinuous training and improving the principals’ knowledge and academic
qualifications

Participatory management features that are carried out to help fulfil the
objectives of education may provide positive feedback that would help not only to
reform but also refine the educational system. These features include:

eThe necessity of informing the executive personnel of the results of
participatory management in order to reduce their resistance against the reforms.

eThe participatory management occurring in the education system which
facilitates the fulfilment of the aims are welcomed more willingly. Moreover, feedback
on the system will lead to more effective reforms.

eln the classification of the results obtained through Participatory management,
one should establish a classification spectrum. Sometimes the results of the reforms are
quite satisfactory in one place and at the same time it may not have any positive effect
in another region or the results may be unsatisfactory. So it is essential to regard the
region being covered by the reforms and to estimate the expected coefficient of the

results.
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5.5 Suggestions for Further Study

Since this study examined participatory management and organizational
commitment as a multidimensional phenomenon that had not been previously studied in
Iran, it 1s an area with promising potential for future research. Much of the previous
research on participatory management and organizational commitment in the workplace
examined a small number of components, but in this study the researcher considered
participatory management with fifieen components and organizational commitment
with nine components. So the findings of this study have expanded the understanding
on factors which could affect teachers and create a need for continued research in this
arca. Hence, a similar study should be conducted to include different female
government high schools in various regions of the country to confirm the results of this
research.

It is recommended that this study should be replicated in male schools in Iran. It
would be interesting to explore the diversity of findings for male teachers as a study
sample. In addition it is recommended that this study be replicated in different schools
other than public and private service departments. Any follow-up study should use the
same research instruments to determine whether the results of the original study could
be extended to other organizations.

Future research should continue to explore and recognize other components of
participatory management and organizational commitment. As mentioned in this study,
deeper knowledge in this arca will allow managers to understand more fully the
organizational commitment of teachers. Continued research is needed to understand
more thoroughly the positive influence of participatory management on organizational

commitment.
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5.6 Conclusion

Decentralization policy in Iran in recent years had triggered a movement in
education which driven by the belief that it would enhance the quality of education and
efficiency of administration of the education system. The policy had led to school based
management with a broad autonomy to many areas in school management. One of the
spin-offs of school based management was participatory management in schools by
which teachers, students, and parents were given more zooms in school improvement
cfforts.

This research examined the relationship between PM and organizational
commitment in female government high schools in Mashhad, Iran. This study examined
PM and organizational commitment as multi dimensional phenomena that had not been
previously studied in Iran. The previous research on participatory management and
organizational commitment in the workplace examined a small number of components.
The findings of this study have expanded the understanding on factors which could

affect teachers and create a need for continued rescarch in this area.

This study shows that female teachers were involved in participatory
management and were committed to their profession and organization. Findings of this
study show that there were empirical and theoretical relationships between participatory
management and organizational commitment of teachers in female government high
schools in Mashhad, Iran.

Although, participatory management increased decision-making power in
schools, it is however a tool and not a goal in itself. This study found that some critical
components of participatory management have certain amount of effects on

organizational commitment. Participatory management provides schools with the
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opportunity to increase teachers’ professionalism through various activities such as
identify common goal, team work, collaboration, transparency. and respect.

In this study, the managers did not consider participatory management as a quick
fix solution, but the important constraints of participatory management was lack of a
formalized document, and this caused teams to operate under informal practices.
Additionally, the school head retains the sole authority to endorse or reject a teacher’s
recommendation. Since, managers did not have trust in teachers. Since one major
barrier to the success of participatory management in female high schools was
underestimating the complexity of shared decision making thus principals should try to
provide suitable situation to implement participatory management and give results of
participatory management in order to reduce their resistance of teachers. More over
feedback of the system lead to more effective performance.

The findings of this study could be used to make some changes to the
management process of high schools, improve organizational commitment of teachers,
and improve organizational performance of schools in Iran. In addition, the findings
could be used to obtain a more comprehensive view on the applicability of participatory
management in enhancing organizational commitment of staff and organizational
performance of schools. Application of the findings would bring about a suitable
platform for initiating changes in female high schools in Iran to enhance organizational
commitment and thus optimize participation in the teaching learning process.

The findings of this rescarch suggested theorctically that participatory
management was a means of democratic decision making process which could lead to a
more open and progressive school climate and development based on the spirit of

collegiality, autonomy, and commitment.
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Appendix A: The English Questionnaire

PART ONE OF THE SURVEY : PARTICIPATORY MANAGEMENT

—q-é Directions: § E £ =
E Please read the following statements on individuals’™ perceptions about your school. Please mark with a tick (v) the E E E £
statements according to the scale given from I (totally not prominent) to 5 (very prominent). Please make sure to mark all | 2| 5| €| § £
the items. Thank you for your cooperation. z i ; E i
IR
R R | R e
1 | There is a high level of trust among the teachers/ staffs in this school.
2 | The school head has a complete trust in the teachers /staffs.
3 | The school head delegates duties and responsibilities to the teachers/stafls.
4 | The school head expresses confidence the in teachers’ work.
5 | The school head encourages active participation of students in organizing co-curricular activities.
6 | There is active involvement of teachers/staffs in decision making processes in this school.
7 | Decisions are made by collective agreement in this school through meetings at various committee levels.
8 | The school head incorporates or implements teachers’/statfs’ suggestions in managing the school.
9 | The school head always seeks students’ 1deas regarding students’ welfare and services in the school.
10 | The school head always consults teachers/staffs in resolving some 1ssues/problems.
11 | Decisions are made cooperatively between the school head and the different work teams.
12 | There are work teams that coordinate efforts with appropriate individuals and teams in this school.
13 | Students can take part in different work teams (such as Basij, Shoray daneshamozy, Emdad...) in this school.
14 | There are differentiated member roles with definite tasks to be performed in the work teams.
15 | Team-work 1s encouraged and practiced in this school mn sports, cultural activities, and co-curricular activities.
16 | School head encourages teamwork among the staffs and the students.
17 | There is a culture of teamwork and cooperation in this school.
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18 | The school head delegates some responsibilitics and power (authority) to the teachers/stafls in implementing
administrative policies.

19 | The school head and teachers share power in designing and implementing the curriculum.

20 | Student associations are given the power to organize students’ activities and programs.

21 | The school head delegates’ responsibilities to the teachers/staffs to act as a representatives mn meetings that are arranged
outside the school.

22 | Teachers are given the power to discipline the students in both the classes and the school.

23 | Performance evaluation is done by teachers themselves, heads of the departments, and the school head.

24 | The school head is result-oriented but gives teachers/staffs the freedom to come up with their own ways of doing their job.

25 | The school head believes in providing genuinely high-quality education by the teachers/staffs for the students.

26 | The school head believes that if she gives autonomy to teachers/staffs, then they will perform their responsibility in the
best way.

27 | Teachers/staffs receive useful and constructive feedback about their performance from the school head.

28 | The school head gives praise and recognition when the teachers/staffs do a good job.

29 | The school head introduces winners of “Excellent Teacher Award” and “Excellent Teaching Award” to the Ministry of
Education.

30 | The school head understands teachers' needs and tries to motivate the teachers/staffs to get things done in this school.

31 | The school head encourages different extra curricular programs for the students such as debates, scientific exhibitions, and
sports.

32 | The school head shares information and knowledge openly within this school.

33 | The school head has mectings with teachers/staffs regarding some of the school and official issues.

34 | The school head establishes the impression of free communication for the teachers to express ideas and suggestions.

35 | The school head listens to the teachers/staffs in this school and benefits from their suggestions.

36 | There is an opportunity for free communication between the students and the school head.

37 | Teachers/staffs receive useful information related to their jobs by both the school head and the other teachers in this

school.
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38 | The school head takes part in giving solutions to the teachers’/staffs” problems.

39 | The teachers/staffs are actively involved in extra curricular programs in the school such as Bahman22nd Celebration,
Teacher’s Day, Students’ Day, and Research Week.

40 | The school head and teachers are jointly involved in the process of teaching and learning in this school.

41 | The school head encourages the teachers to keep the Teachers” Council active in this school.

42 | The school head encourages the students to engage in scientific activities such as Olmpiad, Kharazmy Festival and the
other scientific occasions.

43 | The teachers/statfs have the opportunity to express their ideas relating to mobilized classes, the library and the laboratory.

44 | The school head provides opportunities for the teachers/staffs to upgrade academic research work.

45 | The school head is considerate in helping the teachers to solve their personal problems in order to minimize the
disturbance effects.

46 | Teachers/staff have many opportunities to express their ideas in appropriate forms in this school.

47 | In order to increase educational information the school head tries to establish collaboration with other schools.

48 | The teachers/staffs cooperate with the school head in managing the school.

49 | The school head collaborates with the school community in organizing some events.

50 | The school head encourages teachers/staffs to collaborate with governmental educational centers/offices in designing
educational curriculum and programs for the students.

51 | In order to raise educational knowledge and skills, the school head encourages active collaboration between the students
and teachers in conducting extra-curricular activities and projects.

52 | The school head allows teachers/staffs to feel free and discuss their professional problems in this school.

53 | The students have the right to freely express their ideas and make suggestions relating to students’ activities and programs
in this school.

54 | Teachers/stafls can express ideas about and criticize educational 1ssues and school organization.

55 | The school head practices democracy in decision making by getting the teachers and students involved.

56 | The teachers/staffs fecl comfortable sharing their opinions with each other about their work, school, and students.

57 | The school head believes that democracy is important for a peaceful environment in this school.
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58 | The school head always shares critical information relating to teachers’/staffs” activities with them in this school.

59 | The teachers/staffs receive information about official and management issues from the school head.

60 | The students can obtain uscful information relating to their programs and activities from the school management.

61 | The school head scts up different meetings for the teachers/stafts to give useful information and knowledge related to their
work.

62 | The school head informs the teachers/staffs about new circulars and policy directives.

63 | In thig school, the teachers/stafls share all the information with colleague that are needed to do their job effectively.

64 | The school head provides timely feedback regarding teachers’/staffs’ work.

65 | The school head actively secks new i1deas to initiate new changes in the management of this school.

66 | The school head encourages the teachers/staffs to initiate new changes/ innovations in the curriculum.

67 | The school head encourages innovations for creating change in this school.

68 | The school head believes that this school has a pool of creative teachers/staffs and students.

69 | The school head allows the students to bring in new ideas related to the students’ activities and programs.

70 | The school has made impressive achievements due to some innovations made.

71 | After completion of a job, the school head shows his appreciation towards the teachers/staffs.

72 | The teachers/stafls express mutual respect while communicating with each other, parents, and students.

73 | The school emphasizes the culture of respect.

74 | The school head shows politeness and respect to the students.

75 | The school head considers other people’s opinions and suggestions.

76 | The teachers/statfs respect their school head as a competent professional.

77 | The school head tries to find solutions in cooperation with the teachers/staff s to solve problems.

78 | The school head gets teachers’ 1deas and opinions and makes constructive use of them in solving problems.

79 | Meetings are being used by the teachers/staffs for solving school problems and issues.

80 | The school head believes in the teachers’/staffs’ having the potential to solve the problems on their own.

81 | The school head supports teachers’/staffs’ participation for finding solutions to the current problems work issues.

82 | The school head defines ways and means for achieving school/organizational goals to the teachers/staffs and students.
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83 | The school head encourages the teachers/staffs to overcome resistance towards achieving school/organization’s goal.

84 | The school head believes that the teachers/staffs should help to identify and accept the school’s/organization’s goals.

85 | The teachers/stafls have a good understanding of the goals of this school /organization.

86 | The teachers/staffs have an opportunity to participate in the goal setting processes in this school.

87 | The school head tries to define the school’s/organization’s goals for students so that they get familiar and understand the
organization's goals

88 | The school head provides for the teachers’/staff s” being regularly informed about the goals of this school /organization.

89 | The directions of activities and programs planned reflect the school’s goals.

90 | The school head promotes equal opportunity for educational progress for all the students.

91 | The school head tries to balance up power inequity.

92 | The teachers/statfs belicve they have ample opportunitics to work together with each others in this school.

93 | The school head believes all of the teachers/staffs have equal rights in using the school facilities in this school.

94 | The school head believes that as long as the teachers/staffs work under her supervision, she must protect all of them.
95 | The school head feels responsible for the teachers’/staffs’ success or failures.

96 | The school head believes an equitable distribution of work for all the teachers/staffs in this school.

PART TWO OF THE SURVEY: TEACHERS’ ORGANIZATIONAL COMMITMENT
Directions:

Please read the following statements on individuals’ perceptions about your commitment. Please mark with a tick (v) the statements according to the

scale given from 1 (totally not prominent) to 5 (very prominent). Please make sure to mark all the items. Thank vou for your cooperation.

97 | I'feel that I don’t have options to consider leaving this educational organization.

98 | Right now, performing my duties as a member of the organization board is a matter of necessity as much as I desire
another organization which may not match the overall benefits that I have here.

99 | I owe a great deal to the organization and I willingly to exert much effort on behalf of the organization.
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100 | I believe this organization provides a suitable environment that I am interested in exerting effort for doing my work.
101 | T always like my organization; therefore, I try to put in extra efforts for the progress of this educational organization.
102 | Jumping from organization to organization does not seem at all uncthical to me.

103 | I like my job that binds me to this organization.

104 | I believe another organization may not match the overall benefits that I have here.

105 | T always feel my organization is a good organization and I am interested in being stable in this organization.

106 | I feel as if this organization’s problems are my own.

107 | I believe that a person must always be loyal to his or her organization.

108 | I was taught to believe in the value of remaining loyal to one organization.

109 | This organization deserves my loyalty.

110 | I feel honored in this organization.

111 | I would be very happy to spend the rest of my career with this organization.

112 | If I got another offer for a better job elsewhere, 1 feel it would be wrong to leave my organization.

113 | Things were better in the days when people stayed with one organization for most of their careers.

114 | T would not leave my organization right now.

115 | T like to maintain membership and remain in this organization.

116 | I feel like “part of the family’ at my organization.

117 | I feel ‘emotionally attached ‘to this organization.

118 | I praise this organization and I am willing to attach to it.

119 | I believe attachment to this organization is right.

120 | I would feel guilty if T leave my organization now.

121 | Even if it were to my advantage, I do not feel it would be right to leave my organization now.

122 | I feel a strong obligation to the organization; hence, I enjoy discussing my organization matters with people outside of it.
123 | One of the major reasons [ continue to work for this organization 1s that I feel a sense of moral obligation to remain.
124 | I am apathetic about issues relating to this organization in the mass media.

125 | I'believe this organization has the potential to be really good; hence, I feel obliged to this organization.
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126 | I feel obliged to remain with my current employer in this organization.

127 | I would feel guilty if T were reluctant to my job in this organization.

128 | The value of this organization has a great deal of personal meaning for me.

139 | The organization's values are very close to my own values.

130 | I praise the important values of my school organization.

131 | I'try to Identify and keep up to my organization’s value.

132 | T identify and respect the organization's rules, rewards and values.

133 | I try to internalize the organmization’s goals.

134 | I try to identify and accept my organization’s goals.

135 | My goals are near to the organization’s goals.

136 | I feel obliged to the force that binds an individual to the courses of action relevant to the organizational goals.

137 | The organization's goals are clear to me.

138 | I am willing to engage in teacher’s council actively.

139 | T am willing to help other teachers to solve their personal problems.

140 | I like to express my ideas for enhancing the quality of classes, library and laboratory.

141 | I like to engage in scientific activities and extra curricular programs relating to my job.

142 | T believe this organization provides a good condition for involvement in the process of teaching and learning for me.

PART THREE OF THE SURVEY: CONSTRAINTS IN IMPLEMENTING
PARTICTPATORY MANAGEMENT

Directions:
Please answer the following items honestly and accurately by marking the boxes with a tick (v) from 1 (fotally not prominent) to 3 (very
prominent). Thank you for your cooperation.

143 | Teachers/staffs fear that their effective involvement in participatory management will lead to changes in the organization
of work that are not to their benefit such as increased work loads or even loss of jobs.

144 | Adversarial relations between the school head and teachers/staff occur as a result of previous and /or current autocratic
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144 | practices that place high value on tradition and maintenance of the status quo.

145 | The school head views participatory management as a quick fix solution, underestimating the complexity of shared
decision making that inevitably results in the discouragement of teachers/staff.

146 | A lack of teachers’/staffs’ commitment causes the school head to endorse the shift from a top-down hierarchical
governance structure.

147 | Little or no training 1s provided for the teachers/staffs when making the transition to a participatory management/
governance structure.

148 | The quality of products and /or process appears to deteriorate rather than improve because of the higher standards, which
initially result in term discouragement.

149 | Adversarial relations between the school head and teachers/staffs occur as a result of previous and /or current autocratic
practices that adhere to a rigid burcaucratic government structure.

150 | Time constraints and technical decisions make teachers unable to attend team meetings.

151 | Employee barriers exist when non-managerial staffs resist involvement in participatory management due to the lack of an
organizational climate supportive of employee participation.

152 | Lack of a formalized document cause the teams to operate under informal practices that do not promote trust and limit
their effectiveness as decision makers, consequently the school head retains the sole authority to endorse or reject a
teacher’s recommendation.

153 | The school head acknowledges the benefits of participatory management but does not know how she could confidently
empower team members to make decisions and be held accountable.

154 | Teachers/staffs do not comprehend the concept of participatory management, thus they fail to work closely together to find
the best ways of getting the job done.

155 | The school head’s lack of confidence in teachers’/staffs’ ability to contribute to the process is counteractive toward the

fostering of a new participatory management philosophy.

398



Appendix A: (continued.).

PART FOUR OF THE SURVEY : TEACHERS’ DEMOGRAFPHICS

Directions:
1. Please answer the following items honestly and accurately.
2. For each item, please select and put ONE tick (\) in the brackets provided.

156 | 1-What 1s your educational level?
Diploma ¢ Upper part diploma ¢  Bachelor ¢ Master ¢

157 | 2-How old are you?
20-30 ¢ 3140 + 41-50 + 51 or more 4

158 | 3-How many years of service do you have in school?
10 or less ¢ 11-20 ¢ 21-30 ¢ 31 or more 4

159 | 4-How many years of service do you have?
10 or less ¢ 11-20 ¢ 21-30 ¢ 31 or more ¢

160 | 5-How many years of teaching experience do you have?
10 or less ¢ 11-20 ¢ 21-30 ¢ 31 or more ¢
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Appendix B: Component of Participatory Management and Organizational Commitment

PARTICIPATORY MANAGEMENT

g E QUESTIONS BERIF QUESTION
= =
8 z
1 | There is a high level of trust among teachers/ staff in this school. High level of trust among teachers
2 | The school head has a complete trust in teachers /staff. Head has a complete trust in teachers
§ 3 | The school head delegates duties and responsibility to teachers/staff. Head delegates responsibility
= 4 | The school head expresses confidence in teacher’s work. Head expresses confidence in teacher
5 | The school head encourages active participation of students in organizing Head encourages participation of students
Co-curricular activities.
6 | There is active involvement of teachers/staff in decision making process in this school. Involvement teachers in decision making
& 7 | Decisions are made by collective agreement in this school through meetings at various | Decisions are made by collectively
= committee levels.
E 8 | The school head incorporates or implements teachers/staff suggestions in school | Head incorporates teachers’ suggestions
2 management
§ 9 | The school head always seeks students’ ideas regarding students” welfare and services in | Head always seeks students’ ideas
=] school
10 | The school head always consults teachers/staff in resolving some issues/problems. Head consults teachers in resolving issues
11 | Decisions are made cooperatively between the school head and the different work teams. Decisions are made cooperatively
s _Eﬁ 12 | There are work teams that coordinate efforts with appropriate individuals and teams in this | Work teams that coordinate efforts
g 'E school.
= £| 13 | Students can take part in different team work (such as Basij, Shoray daneshamozy, | Students take part in different team work
Emdad...) in this school
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the Ministry of Education.

14 | There are differentiated member roles with definite tasks to perform in team work. There are differentiated member roles
= & 15 | Teamwork is encouraged and practiced in this school in sports, cultural activities, and co- | Teamwork is encouraged and practiced in
3 % curricular activities. school
= £| 16 | School head encourages teamwork among staff and students Head encourages teamwork
17 | There is a culture of teamwork and cooperation in this school. There 1s a culture of teamwork
The school head delegates some responsibilities and power (authority) to teachers/staff in | Head delegates some power
18 | implementing administrative policies.
19 | The school head and teachers share power in designing and implementing the curriculum. Head and teachers share power in
5 designing
2 20 | Student associations are given the power to organize students’ activities and programs. Student associations are given the power
2 21 | The school head delegates’ responsibility to teachers/staff to act as a representative in | Head delegates representative to teachers
E meeting that are arranged outside school.
= 22 | Teachers are given the power to discipline students in classes and school. Discipline students in classes by teacher
23 | Performance cvaluation is done by teachers themselves, head of departments, and the | Performance evaluation is done by
school head. teachers
24 | The school head 1s result-oriented but gives teachers/staff the freedom to come up with their | Head is result-oriented
own ways of doing their job.
The school head believes this school provides genuinely high-quality education to students | Head believes this school provides
25 | by teachers/staff. high-quality education
= 26 | The school head believes that if she gives autonomy to teachers/staff, then they will | Head believes teachers perform their
'% perform their responsibility in a best way. responsibility
= 27 | Teachers/staff receive useful and constructive feedback about their performance from head | Teachers receive useful feedback
s school.
= 28 | The school head gives praise and recognition when teachers/staff do a good job. Head gives praise and recognition
29 | The school head introduces “Excellent Teacher Award” and “Excellent Teaching Award” to | Head introduces “Excellent Teacher

Award”
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g 30 | The school head understands teachers' needs and try to motivate teachers/staff to get things | Head understands teachers' needs
E done in this school.
2 31 | The school head encourages different extra curricular programs for students such as | Head encourages extra curricular
= debates, scientific exhibition, and sports. programs
32 | The school head shares information and knowledge openly within this school. Head shares information
= 33 | The school head has meetings with teachers/staff regarding some of the school and official | Head has meetings with teachers
2 1ssues.
.§ 34 | The school head establishes impression of free communication for teachers to express idea | Head establishes free communication
g and suggestion by teacher.
£ 35 | The school head listens to teachers/staff and benefit from their suggestions i this school. Head listens to teachers
g 36 | There 1s open access for free communication between students and school head. There 1s communication between students
© 37 | Teachers/staff receive useful information related to their job by school head and other | Teachers receive useful information
teachers in this school.
38 | The school head takes part in giving solutions to teacher/staff’s problems. Head give solutions to teacher’s problems.
39 | Teachers/staff are actively involved in extra curricular programs such as 22Bahman | Teachers are involved in extra curricular
celebration, teacher’s day, students’ day, research’ week... in this school. programs
= 40 | The school head and teachers are jointly involved in the process of teaching and learning in | Head and teachers are involved in
E this school. teaching
E 41 | The school head encourages teachers to make the teachers” council active in this school. Head encourages teachers’ council
g 42 | The school head encourages students to engage in scientific activities such as Olmpiad, | Head encourage students to engage
S Kharazmy festival celebration and another scientific meeting. learning activities outside the school
43 | Teachers/staff have the opportunity to express their ideas relate to mobilize class, library | Teachers express their ideas
and laboratory.
44 | The school head provides opportunitics for teachers/staff to upgrade their academic paper.

Head provide opportunities for teachers
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school.

45 | The school head is considerate in helping teachers to solve their personal problems for | Head helps teachers to solve their
minimizing disturbance effect. problems
46 | Teachers/staff have many opportunities to express their ideas in appropriate forms in this | Teachers express ideas in appropriate
school. forms
47 | In order to increase educational information the school head tries to establish collaboration | Head tries to establish collaboration with
with other schools. other schools.
E 48 | Teachers/staff cooperate with the school head in managing the school Teachers cooperate with the head
E 49 | The school collaborates with the community in organizing some events School collaborates with the community
g 50 | The school head encourages teachers/staff to collaborate with government agencies in | Head encourages teachers to collaborate
= educating in designing educational curriculum and programs for students. with government
S 51 | In order to raise educational knowledge and skill, the school head encourages active | Head encourages collaboration between
collaboration between students and teachers in conducting extra-curricular activities and | students and teacher
projects.
52 | The school head allows teachers/staff to feel free and discuss about their professional | Head allows teachers to feel free
problems 1n this school.
53 | Students have the right to freedom for expressing ideas and suggestion relating to students’ | Students express ideas
- activities and programs in this school.
E 54 | Teachers/staff can express ideas and criticisms about educational issues and school | Teachers express ideas about school
2 organization.
£ 55 | The school head practices democracy in decision making with teachers and students. Head practices democracy in decision
A making
56 | Teachers/staff feel comfortable sharing their opinions with each other about their work, | Teachers sharing their opinions
school, and students.
57 | The school head believes that democracy 1s important for a peaceful environment in this | Head believes that democracy 1s important
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58 | The school head always share critical information relating to teachers/staft” activities with | Head share critical information
them in this school.
59 | Teachers/staff receive information about official and management issues from the school | Teachers receive information from head.
o head.
5 60 | Students can obtain useful information relating to their programs and activities from the | Students obtain useful information from
g school management. head
2 61 | The school head sets up different meetings for teachers/staff to give useful information and | Head sets up different meetings
= knowledge related to their work.
B 62 | The school head informs teachers/staff about new circulars and policy directives. Head inform teachers about new circulars
63 | In this school teachers/staff share all the information with colleagues that are needed to do | Teachers share all the information with
their job effectively. collcagues
64 | The school head provides timely feedback regarding teacher/staff’s work. Head provides timely feedback
65 | The school head actively seeks new ideas to initiate new changes in the management of this | Head actively seeks new ideas
school.
g 066 | The school head encourages teachers/staff to initiate new changes/ innovations in the | Head encourages teachers to initiate new
h= curriculum. changes
2 67 | The school head encourages innovations for creating change in this school. Head encourages innovations
E 68 | The school head believes that this school has a pool of creative teachers/staff and students. | Head belicves that this school has creative
teacher
69 | The school head allow students to bring new idea relate students’ activities and programs. Head allow students to bring new idea
70 | The school head has made impressive achievements due to some innovations made. Head has made impressive achievements
71 | After completion of a job, the school head shows his appreciation towards teachers/staff. Head shows his appreciation towards
9 teachers
% 72 | Teachers/staft express mutual respect while communicating with each other, parents, and | Teachers express mutual respect
%4 students.
73 | The school emphasizes the culture of respect. School emphasizes the culture of respect.
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5 74 | The school head shows politeness and respect to students. Head shows respect to students.
% 75 | The school head considers other people’s opinions and suggestions. Head considers other people’s opinions
~ 76 | Teachers/staff respect their school head as a competent professional. Teachers respect school head
77 | The school head tries to find solutions in cooperation with teacher/staff to solve problems. | Head tries to find solutions cooperatively
o 78 | The school head gets teachers’ ideas and opinions and makes constructive use of them in | Head gets teachers’ ideas and opinions
= solving problems.
E 79 | Meetings are being used for teachers/staff for solving school problems and issues. Meetings are arranged for teacher
% 80 | The school head believes teachers/staflf have the potential to problem solving alone. Head believes teachers can problem
= solving alone.
E 81 | The school head supports teachers/staff’s participation for finding solutions to problems on | Head supports teachers for finding
current work issues. solutions
82 | The school head defines ways and means for achieving school/organizational goals to | Head defines ways of achieving school
teachers/staff and students. goals
83 | The school head encourage teachers/staff to overcome toward the achieve | Head encourage teachers for achieving
school/organization’s goal. goal.
—=| 84 | The school head believes teachers/staff should help to identify school/organization’s goal | Teachers should help to identify goals
& Si and to accept it.
£ §| 85 | Teachers/staff have a good understanding of the goals of this school and organization. Teachers understand the goals
2 & 86 | Teachers/staff have an opportunity to participate in the goal setting process in this school. Teachers participate in the goal setting
= E 87 | The school head tries to define school/organization’s goal for students so that they are | Head tries to define school’s goal
© familiar and understand the organization's goals.
88 | The school head provides for teachers/staff regular information about the goals of this | Head provides for teachers information
school and organization. about the goals
89 | The directions of activitics and programs planned reflect the school’s goals. Programs planned reflect the school’s

goals.
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90 | The school head promotes equal opportunity to educational progress for all students. Head promotes equal opportunity for
students.

91 | The school head tries to balance up power inequity. Head tries to balance up power inequity.
= 92 | Teachers/staff believe they have ample opportunities to work together with others in this | Teachers work together with others
= school.
_E 93 | The school head believes all of the teachers/staff have the same weight in using the school | Head believes teachers have the same
T; facilities in this school. weight in using 1 facilities
3 94 | The school head believe as long as teachers/staff work in school Head believes teachers must protect by

or under her supervision, she must protect all of them. him
95 | The school head feels responsible for teacher/staff’s success or failures. Head feels responsible for teachers
96 | The school head believes an equitable distribution of work for all teachers/staff in this | Head believes an equitable amount of
school. work for all teachers
ORGANIZATIONAL COMMITMENT

97 | Ifeel that1 don’t have options to consider leaving this educational organization. I don’t have options to leave this org.
5 98 | Right now, performing my duties as a member of the organization board is a matter of | Performing my duties is a necessity
E= necessity as much as I desire another organization which may not match the overall benefits
5 that I have here.
! 99 | I owe a great deal to the organization and I willingly to exert much efforts on behalf of the | I owe a great deal to the organization.
g organization.
2 | 100 | I believe this organization provides a suitable environment that I am interested to exert | This organization provides a suitable
= effort for doing my work. environment
= 101 | I always like my organization thercfore I try to put in extra efforts for the progress of this | I try to put in extra efforts for organization

educational organization.
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Appendix B: (continued.).

102 | Jumping from organization to organization does not scem at all unethical to me. Jumping from organization does not
. uncthical
E 103 | I like my job that binds me to this organization. I like my job
E 104 | I believe another organization may not match the overall benefits that I have here. Another organization may not match the
;},3 benefits I derive here

105 | I always feel my organization is a good organization and I am interested to be stable in this | My organization is a good organization.

organization.
2 o 106 | I feel as if this organization’s problems are my own. Organization’s problems are my own.
g 2l 107 | I believe that a person must always be loyal to his or her organization. Person must be loyal to her organization.
= 'a was taught to believe in the value of remaining loyal to one organization. ave lovalty to organization.
= 108 | I ght to bel he val f g loyal o Ih loyalty g
- % 109 | This organization deserves my lovalty. Organization deserves my loyalty
— 110 | I feel honored in this organization. 1 am honored
o 111 | I would be very happy to spend the rest of my career with this organization. I spend the rest of my career with org
g 5 112 | If T got another offer for a better job elsewhere I fecl it was wrong to leave my organization. | It was wrong to leave my organization.
g & 113 | Things were better in the days when people stayed with one organization for most of their | People stay with one organization.
52 careers.
would not leave my organization right now. would not leave my organization.

Z 9114 | Twould notl y organization righ T would not 1 v arganizati

115 | Ilike to maintain membership and remain in this organization. I like to maintain membership

116 | I feel like “part of the family’ at my organization. I am part of the family” at my org
- 117 | I feel “emotionally attached ‘to this organization. I attached to org.
g 118 | I praise this organization and I am willing to attach to it. I praise this org
5 119 | I believe attachment to this organization 1s right. Attachment to organization is right
S 120 | I would feel guilty if I leave my organization now. I feel guilty if T leave my org
<< 121 | Even if it were to my advantage, I do not feel it would be right to leave my organization | I do not leave my org

now.
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Appendix B: (continued.).

122 | I feel a strong obligation to the organization hence I enjoy discussing my organization with | I feel obligated to the org
42 people outside of it.
.2 g 123 | One of the major reasons I continue to work for this organization 1s that I feel a sense of | I feel obligated to remain.
?D "5 moral obligation to remain.
:5 E 124 | T am apathetic about issues relating to this organization in mass media. I am apathetic to this org
w21 125 | I believe this organization has the potential to be really good hence I feel obliged to this | this organization has the potential I fecl
o S organization. obliged to org
= S| 126 | I feel obliged to remain with my current employer in this organization. 1 obliged to remain with my current
o employer

127 | I would feel guilty if I am reluctant to my job in this organization. I feel guilty if T am reluctant to my job
= 128 | The value of this organization has a great deal of personal meaning for me. The value of organization has meaning for
= o me.
é .‘E 139 | The organization's values are very close to my own values. Organization’s values are close to my own
5= values.
s g 130 | I praise the important values of my school organization. I praise the important values of org
_§ & 131 | I try to Identify and keep up to my organization’s value. Identify and internalization values
— 132 | Iidentify and respect the organization's rules, rewards and values. I respect to organization's rules
= 3 133 | I'try to internalize of the organization’s goals. I internalize of the organization’s goals.
2 §| 134 | I try to identify and accept my organization’s goal. I acceptance organization’s goal.
é % 135 | My goals are near to organization’s goals. My goals are near to organization’s goals.
‘£ 2| 136 | I feel obliged to the force that binds an individual to courses of action relevant to the | I bind to organizational goals.
-é’ = organizational goals.

= 137 | The organization's goals are clear to me. Goals are clear to me.

138 | I am willing to engage in teacher’s council actively. I engage in teacher’s council
E 139 | T am willing to help other teachers to solve their personal problems. I help teachers to solve problems
g 140 | I like to express my ideas for enhancing the quality of classes, library and laboratory. I like to express my 1deas
— 141 | T like to engage in scientific activities and extra curricular programs relating to my job. I like to engage my job.
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Appendix B: (continued.).

142 | T believe this organization provides a good condition for involvement in the process of | Organization provide condition for
teaching and learning for me. teaching and learning
CONSTRAINTS IN IMPLEMENTING PARTICTIPATORY MANAGEMENT
143 | Teachers/staff feared that their effective involvement in participatory management would | PM lead to work loads or loss of jobs
lead to changes in the organization of work that were not to their benefit such as increased
work loads or even loss of jobs.
144 | Adversarial relations between the school head and teachers/staff occurred as a result of | Adversarial relations between head and
previous and /or current autocratic practices that Placed high value on tradition and | teachers
maintenance of the status quo.
145 | The school head views participatory management as a quick fix solution, underestimating | PM as a quick fix solution
5 the complexity of shared decision making that imevitably resulted in the discouragement of
= teachers/stafl.
E 146 | A lack of teachers/staff’s commitment causes the school head to endorse the shift from at | A lack of teachers/staff’s commitment
g top down hierarchical governance structure.
3 147 | Little or no training was provided for teachers/staff when making the transition to a | Little or no training was provided for
participatory management/ governance structure. teacher
148 | The quality of products and /or process appeared to deteriorate rather than improve because | The quality of products
of the higher standards, which initially resulted in term discouragement.
149 | Adversarial relations between the school head and teachers/staff occurred as a result of | Adhered to a rigid burcaucratic
previous and /or current autocratic practices that adhered to a rigid bureaucratic government | government structure.
structure.
150 | Time constraints and technical decisions make teachers unable to attend team mectings. Time constraints prevent teachers from

attending meetings.
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Appendix B: (continued.).

151 | Employee barriers exist when non-managerial staff resists involvement in participatory | Lack of an organizational climate
management due to the lack of an organizational climate supportive of employee | supportive of employee participation.
participation.

152 | Lack of a formalized document caused teams to operate under informal practices that did | Lack of a formalized document

" not promote trust and limited their effectiveness as decision makers, consequently the

= school head retained the sole authority to endorse or reject a teacher’s recommendation.

E 153 | The school head acknowledges the benefits of participatory management but did not know | Management not knows how she could
E how she could confidently empower team members to make decisions and be held | empower team members to make
3 accountable. decisions.

154 | Teachers/staff do not comprehend the concept of participatory management, thus they fail | Teachers/staff do not comprehend the
to work closely together to find the best ways of getting the job done. concept of participatory management.

155 | The school head’s lack of confidence in teachers/staff ability to contribute to the process is | Head’s lack of confidence in teachers
counteractive toward the fostering of a new participatory management philosophy. ability to contribute to the fostering of a

new participatory management.
TEACHERS’ DEMOGRAPHICS
156 | 1-What is your educational level? Educational level
Diploma ¢ Upper part diploma ¢  Bachelor ¢ Master ¢
157 | 2-How old are you? Age group
20-30 ¢ 31-40 ¢ 41-50 ¢ 51 or more 4

158 | 3-How many years of service do you have in school? Year of service in school
10 orless ¢ 11-20 + 21-30 ¢ 31 or more 4

159 | 4-How many years of service do you have? Year of service
10 orless ¢ 11-20 ¢ 21-30 ¢ 31 or more ¢

160 | 5-How many years of teaching experience do you have? Teaching experience
10 or less ¢ 11-20 + 21-30 ¢ 31 or more 4
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Appendix C: The Persian Questionnaire
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Appendix D: ANOVA Comparing PM Components and Educational Level

Sum of dr Mean r Sig.
Squares Square

PM1 Between Groups 805.949 3 268.650 870 456
Within Groups 274509.822 889 308.785
Total 275315.771 892

PM2 Between Groups | g718 750 3 2906.250 7.171 0007
Within Groups 360290.727 889 405.276
Total 369009.477 892

PM3 Between Groups | 4377997 3 1459.076 3748 o1r*
Within Groups 346058.582 889 380267
Total 350435.809 892

PM4 Between Groups 1466.402 3 488.801 1.914 126
Within Groups 227263.295 890 255.352
Total 228729.697 893

PM5 Between Groups 3911.502 3 1303.834 4761 003%
Within Groups 243743.853 890 273.869
Toatal 247655.355 893

PMeé Between Groups 2437.098 3 812.366 2.078 102
Within Groups 347920.990 890 390.922
Toatal 350358.088 893

PM7 Between Groups | 5093 209 3 1697.736 4.784 003%
Within Groups 315827.418 890 354.862
Total 320920.627 893

PM8 Between Groups 5613.106 3 1871.035 5355 001%
Within Groups 310596.197 889 349.377
Total 316209.303 892

PM9 Between Groups 4176.045 3 1392.015 3.615 013%
Within Groups 342368.993 889 385.117
Total 346545.039 892

PM10 Between Groups | 3417 505 3 1139.198 3.095 026%
Within Groups 327255.686 889 368.117
Total 330673.282 892

PMi1 Between Groups | 4719 813 3 1573.271 3392 018%
Within Groups 412345.481 889 463831
Total 417065.294 892

PM12 Between Groups | 9413 476 3 871.159 2.527 056
Within Groups 306499.027 889 344.768
Total 309112.503 892

PM13 Between Groups | 5739 992 3 2244.331 5.736 0017
Within Groups 347820.182 889 391.249
Total 354553.173 892

PM14 Between Groups | 4569 302 3 1554.131 4735 003%
Within Groups 292124.973 890 328.230
Total 296787.365 893

PM15 Between Groups | 4345 776 3 1448.592 3.743 o011
Within Groups 343663.927 888 387.009
Total 348009.703 891

Note: * means statistically significant
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Appendix E: ANOVA Comparing PM Components and Educational Level in
Seven Districts

Sum of

Mean

Squares qf Square F Sig
Between Groups 3293.258 3 1097.753 4.028 009
Within Groups 40065.810 147 272557
Total 43359 .068 150
Between Groups 3950.650 3 1316.883 3129 028
Within Groups 61443816 146 420.848
Total 65394466 149
Between Groups 3026.955 3 1008.985 2.706 048
Within Groups 54444.072 146 372905
Total 57471.027 149
Between Groups 2505.705 3 835.235 3.005 032
Within Groups 40860.509 147 277963
Total 43366.214 150
Between Groups 2887.014 3 962.338 3.080 029
Within Groups 45930.098 147 312.450
Total 48817.112 150
E Between Groups 4223.200 3 1407.733 4,152 007
= Within Groups 49836.381 147 339.023
E Total 54059581 150
Between Groups 0044.761 3 2014.920 5.186 002
Within Groups 57111.913 147 388.51¢6
Total 63156.074 150
PM10 Between Groups 5611.303 3 1870.434 5.199 002
Within Groups 52882.495 147 359.745
Total 58493.798 150
PM11 Between Groups 3946.788 3 1315.596 2.689 049
Within Groups 71926.047 147 489.293
Total 75872.835 150
PM14 Between Groups 4509.906 3 1503.302 3910 010
Within Groups 56514.111 147 384.450
Total 61024.017 150
PM15 Between Groups 3275.645 3 1091.882 2,744 045
Within Groups 58490.723 147 397.896
Total 61766.368 150
Between Groups 1645.252 3 548.417 2,710 047
Within Groups 30153.334 149 202.371
Total 31798.586 152
E Between Groups 2023.631 3 674.544 2.697 048
= Within Groups 37263.985 149 250.094
= Total 39287.615 152
PM12 Between Groups 2311.141 3 770.380 2.829 041
Within Groups 40576.822 149 272328
Total 42887.962 152

Nofte: Other districts and other components did not have statistically significant

differences
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Appendix F: ANOVA Comparing PM Components and Age Group

Sum of Mean :
d F Sig.
Squares if Square &

PM1 Between Groups 3077.198 3 1025.733 3364 018%
Within Groups 271984961 862 304916
Total 275062.158 895

PM2 Between Groups | 5997 538 3 2309.179 5.658 001°%*
Within Groups 364051.147 862 408.120
Total 370078.685 895

PM3 Between Groups | 1(29] 032 3 3430.344 9.117 000%
Within Groups 335625.029 8072 376.261
Total 345916.061 895

PM4 Between Groups 7655.326 3 885.109 3.492 015%
Within Groups 226100.478 8072 253.476
Total 228755.804 895

PMS3 Belween Groups 2716.607 3 905.536 3316 019%
Within Groups 243576.800 8072 273.068
Total 246293.406 805

PM6 Between Groups | 5794911 3 1908.070 4.963 002%
Within Groups 342017.122 8072 384.436
Total 348641.333 805

rM7 Between Groups 7428.593 3 2476.198 7.092 000%
Within Groups 311448.022 8072 349157
Total 318876.616 805

PM8 Belween Groups 8844.665 3 2048.222 8.536 000%
Within Groups 307742.804 891 345.390
Total 316587.469 894

PM9 Between Groups | g024.657 3 2674.886 7.063 000%
Within Groups 337431.803 891 378.711
Total 345456.459 894

PM10 Between Groups | 10158 231 3 3386.077 9.467 000%
Within Groups 318686.080 801 357.672
Total 328844311 804

PM11 Between Groups R768.523 3 2022.841 6.385 000
Within Groups 407882.984 801 457781
Total 416651.507 804

PM12 Betwoen Groups | 5307 144 3 2129.048 6.279 000
Within Groups 302108.343 801 339.067
Total 308495.487 804

PM13 Between Groups 4635.462 3 1545.154 3.933 008
Within Groups 350006.335 801 302.824
Total 354641.797 894

PM14 Between Groups | 5339 967 3 2110.756 6.521 0007
Within Groups 288735.510 802 323.695
Total 205067.786 395

PM15 Between Groups | 5399 286 3 1676.429 4368 0057
Within Groups 341549.886 890 383.764
Total 346579.172 393

Note: * means statistically significant
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Appendix G: ANOVA Comparing PM Components and Age Group in Seven Districts

Sum of dr Mean r Sig
Squares Square
PM4 Between Groups 2046.095 3 682.032 2.696 048
ot Within Groups 38448.494 152 252.951
Total 40494.589 155
PM10 Between Groups 3427.002 3 1142.334 3.053 030
— Within Groups 54999351 147 374.145
= Total 58426.352 150
= PM14 Between Groups 3220.013 3 1073.338 2777 043
= Within Groups 56817.415 147 386.513
Total 60037.428 150
PMO Between Groups 3162.955 3 1054.318 3879 014
Within Groups 15493.102 57 271.809
Total 18656.057 60
PM2 Between Groups 4023.404 3 1341.135 3.340 025
Within Groups 22885917 57 401.507
Total 26909.321 60
PM3 Between Groups 3196.587 3 1065.529 2.835 046
Within Groups 21426.690 57 375907
Total 24623278 60
PM7 Between Groups 3730.440 3 1243.480 3472 022
Within Groups 20415.810 57 358.172
Total 24146.250 60
PM8 Between Groups 2531.078 3 843.693 3.301 027
Within Groups 14313.352 56 255,596
— Total 16844.430 59
= PM9 Between Groups 4877.616 3 1625.872 4723 005
= Within Groups 19277.697 56 344245
= Total 24155.313 59
= PM10 Between Groups 3242.712 3 1080.904 2823 047
Within Groups 21441.945 56 382.892
Total 24684.657 59
PM11 Between Groups 5431.237 3 1810.412 3389 024
Within Groups 29913909 56 534177
Total 35345.146 59
PM12 Between Groups 5050.367 3 1683.456 5342 003
Within Groups 17647.003 56 315125
Total 22697.370 59
PM13 Between Groups 4500.868 3 1500.289 434 008
Within Groups 19353716 56 345.602
Total 23854.583 59
PM15 Between Groups 5639.575 3 1879.858 4677 005
Within Groups 22908.599 57 401.905
Total 28548.174 60
PM2 Between Groups 3011.559 3 1003.853 2.709 049
- Within Groups 38161.427 103 370.499
= Total 41172987 106
‘E PMA4 Between Groups 1847.776 3 615.925 2.859 041
= Within Groups 22191.936 103 215.456
Total 24039.712 106
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Appendix G: (countinued)

District VII

PMO Between Groups 7843.021 3 2614.340 10.168 000
Within Groups 309080.391 152 257.108
Total 46923.413 155

PM1 Between Groups 4562.430 3 1520.810 5.402 001
Within Groups 42761.326 152 281.522
Total 47353756 155

PM2 Between Groups 9776.835 3 3258.945 9.004 000
Within Groups 55016.971 152 361.954
Total 64793 807 155

PM3 Between Groups 10288.802 3 3429.601 11.142 000
Within Groups A6788.786 152 307.821
Total 57077.588 155

PM4 Between Groups 4082.579 3 1660.860 7811 000
Within Groups 32318.392 152 212.621
Total 37300971 155

PMS5 Between Groups 5478.701 3 1826.234 6.859 .000
Within Groups 40471.336 152 266.259
Total 45950.037 155

PMo Between Groups 09127.527 3 3042.509 9.010 000
Within Groups 51330.372 152 337.700
Total 60457 .899 155

PM7 Between Groups 9672.609 3 3224.203 9.627 000
Within Groups 50904.790 152 334.900
Total 60577.399 155

PMS8 Between Groups 9522.186 3 3174.062 9.250 000
Within Groups 52159.024 152 343.151
Total 61681.210 155

PMO Between Groups 8810.355 3 2936.785 8.843 000
Within Groups 50477.256 152 332.087
Total 59287.611 155

PM10 Between Groups 9599.253 3 3199.751 9132 000
Within Groups 53256.846 152 350.374
Total 62856.099 155

PMI11 Between Groups 8907.819 3 2969.273 6.179 001
Within Groups 73044.570 152 480.556
Total 81952.388 155

PM12 Between Groups 7282.335 3 2427 445 6.518 000
Within Groups 56607.454 152 372.417
Total 63889.788 155

PM13 Between Groups 7764.026 3 2588.009 6.300 000
Within Groups 62437.655 152 410.774
Total 70201.681 155

PM14 Between Groups 9224.559 3 3074.853 89014 000
Within Groups 52432231 152 344.949
Total 61656.790 155

PM15 Between Groups 6697.075 3 2232.358 5.781 001
Within Groups 58699.334 152 386.180
Total 65396.409 155

Note: Other districts and other components did not have statistically significant

differences
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Appendix H: ANOVA Comparing PM Components and Years of Service

Sum of Mean :
d F Sig.
Squares if Square &

PM1 Between Groups 5600.178 3 1866.726 6.129 000%
Within Groups 268934.119 383 304.569
Total 274534297 886

PM2 Between Groups | 9981 049 3 3327316 8.178 000
Within Groups 350237.370 383 406.837
Total 369219.319 886

PM3 Between Groups | 9997 449 3 3332.480 8.781 000
Within Groups 335095.745 883 379.497
Total 345093.184 386

PM4 Belween Groups 3189.059 3 1063.020 4150 006%
Within Groups 226438.089 884 256.152
Total 220627.147 887

PM3 Belween Groups 7293.257 3 2431.086 9.010 o000¥
Within Groups 238520.323 884 269.830
Total 245822 581 887

PMé6 Between Groups 7574.521 3 2524.840 6.582 000%F
Within Groups 330088.753 884 383.585
Total 346663.273 887

PM7 Between Groups | 11177 958 3 3725.986 | 10.790 |  goo*
Within Groups 305270.795 884 345329
Total 316448.753 887

PMS Between Groups | 5756 471 3 1752.157 4.998 002%
Within Groups 309553.985 883 350.571
Total 314810.456 386

PM9 Between Groups | g132 610 3 2710.870 7.188 000%
Within Groups 333014.060 883 377.139
Total 341146.671 386

PM10 Belween Groups 10382.192 3 3460.731 9.696 o0o®
Within Groups 315174.739 883 356.936
Total 325556.931 886

PMi1 Between Groups | 1368 008 3 4122.969 9.174 000
Within Groups 306818.566 883 449398
Total 409187.474 886

PM12 Between Groups 10357.860 3 3452.620 10.369 ooo*
Within Groups 204025.533 883 332.985
Total 304383.393 886

PM13 Between Groups 7327.255 3 2442.418 6.223 ooo*
Within Groups 346547.615 383 392.466
Total 353874.870 386

PMi14 Between Groups 8217.828 3 2739.276 8.448 000
Within Groups 286641.326 884 324.255
Total 204859.154 387

PM15 Between Groups | 7430 740 3 2543.580 6.663 000
Within Groups 336693.131 882 381.738
Total 344323.871 885

Note: * means statistically significant
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Appendix I: ANOVA Comparing PM Components and Years of Service in Seven

Districts
Sum of dr Mean F Sig
Squares Square
PMO Between Groups 2038.263 3 679.421 3.087 .029
Within Groups 32571.085 148 220.075
Total 34609.348 151
PMo Between Groups 3458.684 3 1152.895 3319 022
Within Groups 51413.078 148 347.386
Total 54871.762 151
PM7 Between Groups 3499.126 3 1166.375 3.646 .014
Within Groups 47339.582 148 319.862
Total 50838.708 151
E PM8 Between Groups 3070.642 3 1023.547 3.659 .014
= Within Groups 41396.483 148 279.706
= Total 44467.125 151
PMO Between Groups 31689.558 3 1229.853 4.112 008
Within Groups 44260.169 148 299.055
Total 47949.727 151
PMI10 Between Groups 3525.912 3 1175.304 3.717 .013
Within Groups 46798.760 148 316.208
Total 50324.672 151
PMI11 Between Groups 4681.686 3 1560.562 4.568 .004
Within Groups 50558.019 148 341.608
Total 55239.705 151
PM3 Between Groups 3311.857 3 1103.952 3.039 .031
= Within Groups 52667.304 145 363.223
= Total 55979.160 148
E PMI10 Between Groups 3376.388 3 1125.463 3.005 .032
= Within Groups 54677.432 146 374.503
Total 58053.820 149
PMI10 Between Groups 4737319 3 1579.106 4.507 .007
Within Groups 19969.128 57 350.336
Total 24706.447 60
PMI11 Between Groups 6560.382 3 2186.794 4.324 008
= Within Groups 28828.524 57 505.764
= Total 35388.906 60
= PM12 Between Groups 4002.741 3 1334247 4.067 011
= Within Groups 18698.636 57 3128.046
Total 22701.377 60
PM13 Between Groups 3487.293 3 1162.431 3.250 028
Within Groups 20386.477 57 3157.657
Total 23873.770 60
PM14 Between Groups 2654.054 3 884.685 3127 .033
Within Groups 16409.128 58 282.916
Total 19063.182 61
PM15 Between Groups 4016.231 3 1338.744 3.159 .031
Within Groups 24575.980 58 423.724
Total 28592.210 61
PMO Between Groups 2352.717 3 784.239 3.945 010
- Within Groups 29221.521 147 198.786
= Total 31574.237 150
= PM1 Between Groups 2110.463 3 703.488 2.776 .043
'g Within Groups 37258.058 147 253.456
Total 39368.522 150
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Appendix I: (countinued)

PM2 Between Groups 4929.224 3 1643.075 4.949 .003
Within Groups 48806.075 147 332.014
Total 53735.299 150
PM3 Between Groups 4228.907 3 1409.636 3.819 011
Within Groups 54259.922 147 369.115
Total 58488.829 150
PM4 Between Groups 2038.021 3 679.340 2.732 .046
Within Groups 36552.718 147 248.658
Total 38590.739 150
PM5 Between Groups 2052.889 3 984.29¢6 4.547 004
Within Groups 31824.270 147 216.492
- Total 34777.159 150
—]
= PMo Between Groups 2686.866 3 895.622 2.808 042
= Within Groups 46886.977 147 318.959
g Total 49573.843 150
PM7 Between Groups 2438.141 3 812.714 2.937 .035
Within Groups 40677.433 147 276.717
Total 43115.574 150
PM10 Between Groups 2596.659 3 865.553 3.187 .026
Within Groups 39924.114 147 271.593
Total 42520.774 150
PMI11 Between Groups 3643.902 3 1214.634 3.514 017
Within Groups 50806.785 147 345.624
Total 54450.687 150
PM12 Between Groups 3391.105 3 1130.368 4.268 .006
Within Groups 38928.350 147 264.819
Total 42319.454 150
PM1 Between Groups 3662.558 3 1220.853 3.458 .019
; Within Groups 38132.107 108 353.075
Total 41794.664 111
PMO Between Groups 4894.309 3 1631.436 5.810 .001
Within Groups 42679.253 152 280.785
Total 47573.562 155
PMI1 Between Groups 2458.651 3 819.550 2.762 044
Within Groups 45101.131 152 296.718
Total 47559.782 155
PM2 Between Groups 6039.344 3 2013.115 5.222 .002
Within Groups 58598.424 152 385.516
Total 64637.768 155
E PM3 Between Groups 4054.160 3 1351.387 3.633 .014
= Within Groups 56542.411 152 371.990
Ry
E Total 60596.571 1355
PM4 Between Groups 2198.692 3 732.897 3.125 .028
Within Groups 35642.728 152 234.492
Total 37841.420 155
PM5 Between Groups 4295.326 3 1431.775 5.182 .002
Within Groups 42000.081 152 276.316
Total 46295.407 155
PMo6 Between Groups 5305.927 3 1768.642 4.839 .003
Within Groups 55554.860 152 365.492
Total 60860.787 155
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Appendix I: (countinued)

District VIl

PM7 Between Groups 6247.506 3 2082.502 5752 .001
Within Groups 55035.654 152 362.077
Total 61283.160 155

PMS8 Between Groups 6652.003 3 2217.334 6.136 001
Within Groups 54926.002 152 361.355
Total 61578.005 155

PMO Between Groups 5216.675 3 1738.892 4.839 .003
Within Groups 54624.562 152 359372
Total 59841.237 155

PM10 Between Groups 7048.679 3 2349.560 6.245 .001
Within Groups 57188.944 152 376.243
Total 64237.623 155

PMI11 Between Groups 5505.445 3 1835.148 3.643 .014
Within Groups 76565.518 152 503.721
Total 82070.962 155

PM12 Between Groups 4778.194 3 1592.731 4.059 .008
Within Groups 59638.149 152 392.356
Total 64416.344 155

PM13 Between Groups 4740.624 3 1580.208 3.645 .014
Within Groups 65889.040 152 433.481
Total 70629.664 155

PMI14 Between Groups 6559.178 3 2186.393 5.989 001
Within Groups 55487.876 152 365.052
Total 62047.054 155

PMI15 Between Groups 5683.201 3 1894.400 4.785 .003
Within Groups 60183.646 152 395.945
Total 65866.847 155

Nofte: Other districts and other components did not have statistically significant

differences
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Appendix I: ANOVA Comparing PM Components and Years of Service in
School

Sum of Mean )
Squares @ Square F Sig
PM1 Between Groups 1679.457 3 559819 1.826 141
Within Groups 272499632 889 306.524
Total 274179.088 892
FM2 Between Groups 645.509 3 215.170 525 665
Within Groups 364511.337 889 410.024
Total 365156.846 892
PM3 Between Groups 1202.869 3 400,956 1.038 375
Within Groups 343401.283 889 386.278
Total 344604.152 892
PM4 Between Groups 1051.902 3 350.634 1.370 251
Within Groups 227780.370 890 255933
Total 228832.272 893
PM5 Between Groups 1273.850 3 424617 1.562 197
Within Groups 241995.562 890 271.905
Total 243269.412 893
PM6 Between Groups 891.896 3 297.299 774 509
Within Groups 341880.664 890 384.136
Total 342772.559 893
PM7 Between Groups 813.398 3 271.133 JT70 S11
Within Groups 313339.522 890 352.067
Total 314152.920 893
FM8 Between Groups | 3777 127 3 1092.376 3154 024%
Within Groups 307890.473 889 346.333
Total 311167.601 892
FM9 Between Groups 754.312 3 251.437 656 579
Within Groups 340750.959 889 383.297
Total 341505.271 892
PM10 Between Groups 235.789 3 78.596 216 886
Within Groups 323896.5406 889 364.338
Total 324132.334 892
PMI11 Between Groups 581.200 3 193,733 A20 739
Within Groups 410067.849 889 461.269
Total 410649.048 892
PM12 Between Groups 412.256 3 137.419 A08 47
Within Groups 299363.568 889 336.742
Total 200775.824 892
PM13 Between Groups 1193.711 3 397.904 1.014 386
Within Groups 348757 081 889 392.303
Total 349950.792 892
PM14 Between Groups 1395828 3 465.276 1.438 230
Within Groups 287808.320 890 323,481
Total 289294148 893
PMI15 Between Groups 2564.565 3 854.855 2.246 081
Within Groups 337932.259 888 380.554
Total 340496.824 891

Note: * means statistically significant
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Appendix KiANOVA Comparing PM Component and Years of Service in School in

Seven Districts
Sum of dr Mean F Sig
Squares Square
PMI15 Between Groups 1978.794 2 989.397 3.115 .047
— Within Groups 48274.220 152 317.594
Total 50253.014 154
Note: Other districts and other components did not have statistically significant
differences
Appendix L: ANOVA Comparing PM Components by Teachers’ Teaching
Experience in Seven Districts
Sum of df Mean r Sig.
Squares Square
PM13 Between Groups 2159.771 2 1079.886 3.146 .046
— Within Groups 49776.247 145 343.284
Total 51936.018 147
PMS8 Between Groups 4227.879 2 2113.939 5212 .007
Within Groups 58814.011 145 405.614
Total 63041.889 147
PMO Between Groups 3369.582 2 1684.791 3.924 .022
= Within Groups 62255.245 145 429.347
Total 65624.827 147
PMI12 Between Groups 3610.127 2 1805.064 |  5.754 004
Within Groups 45485.118 145 313.690
Total 49095.246 147

Note: Other districts and other components did not have statistically significant

differences
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Appendix M: ANOVA Comparing PM Components and Teaching Experience

Sum of Mean .
Squares @ Square F Sig
PMO Between Groups 504010 2 297.455 1.279 282
Within Groups 33734.609 145 232,652
Total 34329.519 147
PM1 Between Groups 1282.307 2 641.153 2.017 137
Within Groups 46092 .500 145 317879
Total 47374.807 147
PM2 Between Groups 1140.915 2 570.457 1.404 249
Within Groups 58894.49] 145 406.169
Total 60035.4006 147
PM3 Between Groups 1570.766 2 785383 2316 102
Within Groups 49165.173 145 339.070
Total 50735.939 147
PM4 Between Groups 922 812 2 461.406 1.718 183
Within Groups 38952.201 145 268.636
Total 39875.013 147
PMS5 Between Groups 189.812 2 94.906 370 692
Within Groups 37233.789 145 256.785
Total 37423.602 147
PM6 Between Groups 807.677 2 403.838 1.088 339
Within Groups 53801.720 145 371.046
Total 54609.396 147
PM7 Between Groups 394.160 2 197.080 571 566
Within Groups 50066.058 145 345.283
Total 50460.219 147
PMS8 Between Groups 1436.147 2 718.073 2.426 092
Within Groups 42920816 145 296.006
Total 44356.963 147
PMY Between Groups 258.007 2 129.003 394 675
Within Groups 47458.365 145 327.299
Total 47716.372 147
PM10 Between Groups 390.184 2 195.092 570 567
Within Groups 49602.296 145 342 085
Total 49992 480 147
PMI11 Between Groups 601.802 2 300.901 804 A50
Within Groups 54273.435 145 374300
Total 54875.238 147
PM12 Between Groups 311.683 2 155842 533 588
Within Groups 42401.232 145 292,422
Total 42712.915 147
PM13 Between Groups | 2150 771 2 1079.886 3.146 046
Within Groups 49776.247 145 343.284
Total 51936.018 147
PM14 Between Groups 423929 2 211.965 805 A49
Within Groups 38180.338 145 263.313
Total 38604.267 147
PMI15 Between Groups 916.465 2 458.233 1.366 258
Within Groups 48292 605 144 335.365
Total 49209.070 146

Note: * means statistically significant
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Appendix N: ANOVA Comparing OC Components and Educational Level

Sum of Mean )
Squares @ Square F Sig

ocC1 Between Groups 6521.376 3 2173.792 4.105 007%
Within Groups 469728.194 887 529.570
Total 476249.571 890

oC2 Between Groups 9014.012 3 3004.671 5518 001%*
Within Groups 484638.729 890 544 538
Total 493652.741 803

0c3 Between Groups 5260.006 3 1753.335 3.536 014%
Within Groups 441357.073 890 495 907
Total 446617.079 893

0C4 Between Groups 7428.385 3 2476.128 4138 006%*
Within Groups 532627.760 890 508.458
Total 540056.145 803

0Cs Between Groups 9500.992 3 3169.997 4767 003%
Within Groups 591859.302 890 665.010
Total 601369.294 893

0Cé Between Groups 5837.820 3 1945.940 4.995 002%*
Within Groups 346702.096 890 380.553
Total 352539915 893

oC7 Between Groups 6702.653 3 2234.218 5.690 001
Within Groups 349449867 890 392.640
Total 356152.520 803

oCs Between Groups 3104.170 3 1034.723 2617 050%
Within Groups 351885.717 890 395377
Total 354080.887 893

0CY Between Groups 3041.844 3 1013.948 3.730 011%*
Within Groups 241916.687 890 271.817
Total 244958.531 803

Appendix O: ANOVA Comparing OC Components and Fducational Level in Seven

Districts
Sg&gﬁ dfr Mean Square F Sig.
0C5 Between Groups 6257.552 3 2085.851 2.793 042
— Within Groups 112036.800 150 746.912
Total 118294.352 153
0Cé Between Groups 2906.199 3 968.733 3.052 030
= Within Groups 46664.284 147 317.444
Total 49570.484 150
0C3 Between Groups 2663.010 3 887.670 3.358 025
= Within Groups 15068.128 57 264.353
Total 17731.137 60
oc7 Between Groups 3519.843 3 1173.281 3121 028
E Within Groups 57518.98%9 153 375.941
Total 61038.832 156

Note: Other districts and other components did not have statistically significant differences
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Appendix P: ANOVA Comparing OC Components and Age Group

Sum of Mean .
Squares @ Square F Sig

oc1 Between Groups 11148.573 3 3716.191 7.076 000%*
Within Groups 466863.436 889 525.156
Total 478012.009 892

oC2 Between Groups 6118.663 3 2039.554 3.704 011%
Within Groups 491139.322 892 550.605
Total 497257 985 895

oC3 Between Groups 9115.590 3 3038.530 6.141 000
Within Groups 441340.761 892 494777
Total 450456.351 895

ocC4 Between Groups 12496 .890 3 4165.630 5.989 000%
Within Groups 531660.649 892 596.032
Total 544157.539 895

0Cs Between Groups 14277.690 3 4759230 7216 .000%
Within Groups 588281.986 892 659.509
Total 602559.675 895

0Ce6 Between Groups 6023.241 3 2007.747 5.152 002
Within Groups 347605.428 892 389.692
Total 353628.669 895

oc7 Between Groups 3048.300 3 1016.100 2.569 053
Within Groups 352804.733 892 395.521
Total 355853.032 895

0cCs Between Groups 1718.163 3 572.721 1.447 228
Within Groups 353008.267 892 395749
Total 354726.430 895

oC9 Between Groups 3887.842 3 1295.947 4.779 .003%
Within Groups 241889.277 892 271.176
Total 245777.119 895

Note: * means statistically significant

Appendix Q: ANOVA Comparing OC Components and Age Group in Seven Districts

Sum of

Mean

Squares df Square F Sig
OCR Between Groups 3277.546 3 1092.515 3.102 029
_ Within Groups 51764.870 147 352.142
= Total 55042.416 150
£ 0C9 Between Groups 2215.449 3 738.483 2817 041
= Within Groups 38539.187 147 262.171
Total 40754.636 150
0Co Between Groups 4004.612 3 1334.871 6.365 001
% Within Groups 11953.818 57 209.716
= Total 15958.430 60
= OCl1 Between Groups 6092 188 3 2330.729 5877 001
Within Groups 22607.146 57 396.017
Total 29599334 60
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Appendix Q: (countinued)

Sum of dr Mean F Sig.
Squares Square
oc2 Between Groups 3588.839 3 1196.280 3244 028
Within Groups 21020.849 57 368.787
Total 24609689 60
0cC3 Between Groups 3512.571 3 1170.857 4.525 006
Within Groups 14747 747 57 258.732
Total 18260.318 60
OCc4 Between Groups 5147.420 3 1715.807 3.675 017
Within Groups 26613.997 57 466912
Total 31761.416 60
OcCs Between Groups 5375.121 3 1791.707 3.338 025
Within Groups 30592 .389 57 536.709
Total 35967.510 60
= OCs Between Groups 4762.273 3 1587.424 8.612 000
=) Within Groups 10506.411 57 184.323
= Total 15268.684 60
= OC7 Between Groups 4645.561 3 1548.520 6.817 001
Within Groups 12948.292 57 227.163
Total 17593.852 60
OC8 Between Groups 4122.171 3 1374.057 5.197 003
Within Groups 15070.042 57 264.387
Total 19192.213 60
oco Between Groups 2591.383 3 863.794 3.435 023
Within Groups 14335.667 57 251.503
Total 16927.049 60
OcCo Between Groups 5093.903 3 1697.968 4.614 004
Within Groups 55933.493 152 367.984
Total 61027.39% 155
oc1 Between Groups 9443.316 3 3147.772 6.103 001
Within Groups 78391.947 152 515.736
Total 87835.263 155
0cC3 Between Groups 0376.965 3 3125.655 5.315 002
— Within Groups 89396.205 152 588.133
g Total 98773.170 155
E oC4 Between Groups 7685.490 3 2561.830 4.428 005
= Within Groups 87949.718 152 578.617
Total 95635.208 155
ocCs Between Groups 9197.290 3 3065.763 4.542 004
Within Groups 102599.379 152 674.996
Total 111796.669 155
ocCe Between Groups 4427912 3 1475971 3.622 015
Within Groups 61948.137 152 407.554
Total 66376.049 155

Note: Other districts and other components did not have statistically significant

differences
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Appendix R: ANOVA Comparing OC Components and Years of Service

Sum of Mean :
Squares @ Square F Sig

oc1 Between Groups | g347 618 3 2782.539 5319 o001 ¥
Within Groups 460866.132 381 523117
Total 469213.750 384

0c2 Between Groups 4152 8RO 3 1384.293 2.507 058
Within Groups 488062.171 884 552.107
Total 492215.051 387

0c3 Between Groups 7473.053 3 2491.018 5.107 007
Within Groups 431158.780 884 487.736
Total 438631.833 387

oc4 Between Groups 15382.057 3 5127.352 R.652 ooo*
Within Groups 523875.186 884 502619
Total 539257.244 8R7

0Cs Between Groups 10102.378 3 3367.459 5.166 oo2*
Within Groups 576201.115 884 651811
Total 586303.493 8R7

0C6 Between Groups | 737 578 3 2437.193 6323 000
Within Groups 340735.377 884 385.447
Total 348046.955 887

oc7 Between Groups 3611.255 3 1203.752 3.040 028%
Within Groups 350071.007 884 306.008
Total 353682.263 887

ocs Between Groups 3887.003 3 1295.668 3.280 020%
Within Groups 349193.265 884 305015
Total 353080.268 887

009 Between Groups 3520.222 3 1176.407 4.324 00s¥
Within Groups 240502.896 884 272.062
Total 244032.119 887

Appendix S: ANOVA Comparing OC Components and Years of Service in Seven

Districts
Sum of Mean )
Squares qf Square F Sig
OC8 Between Groups 2597.662 3 865.887 3.024 037
= Within Groups 16610.100 58 286.381
Total 19207.762 61
OC4 Between Groups 4706.802 3 1568.934 2.808 043
= Within Groups 60333.205 108 558.641
Total 65040.007 111
OCo Between Groups 4145.581 3 1381.860 3.680 014
_— Within Groups 57072.628 152 375.478
z Total 61218.208 155
E OCl1 Between Groups 7148.654 3 2382.885 4.536 004
= Within Groups 79852.738 152 525.347
Total 87001.391 155
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Appendix S: (countinued)

Ssc?lrlrellr(:zz qf Sl\c/;SZ?e F Sig.
0C3 Between Groups 6104.047 3 2034.682 3.333 021
Within Groups 92803.450 152 610.549
Total 98907.497 155
OC4 Between Groups 6943.921 3 2314.640 3.967 009
Within Groups 88091.287 152 583.495
Total 95635.208 155
E O10%] Between Groups 6954.191 3 2318.064 3.393 020
:E Within Groups 103852.069 152 683.237
= Total 110806.259 155
QCs Between Groups 4923.507 3 1641.169 4.055 008
Within Groups 61521.220 152 404.745
Total 66444.727 155
QC9o Between Groups 2409.369 3 803.123 3.203 025
Within Groups 38108.740 152 250.715
Total 40518.109 155

Note: Other districts and other components did not have statistically significant differences

Appendix T: ANOVA comparing OC Components and Years of Service in School

Sum of dr Mean F Sig
Squares Square

ocCl1 Between Groups 1669.053 3 556.351 1.060 365
Within Groups 465391.838 887 524.681
Total 467060.892 890

oC2 Between Groups 824.867 3 274.956 499 683
Within Groups 489971.336 890 550.530
Total 490796.203 893

oC3 Between Groups 693.705 3 231.235 470 703
Within Groups 437896.461 890 492.018
Total 438590.166 893

oC4 Between Groups 1415.971 3 471.990 788 501
Within Groups 5332%6.147 890 599.209
Total 534712.119 893

ocCs Between Groups 2722.649 3 907.550 1.372 250
Within Groups 588589.367 890 661.336
Total 591312.017 893

ocCs Between Groups 625.502 3 208.501 539 656
Within Groups 344352.026 890 386.912
Total 344977.528 893

oC7 Between Groups 562.102 3 187.367 475 700
Within Groups 350893.410 890 394.262
Total 351455.512 893

oCs Between Groups 2456.399 3 818.800 2.074 102
Within Groups 351378.163 890 394.807
Total 353834.563 893

oCo Between Groups 2477.617 3 825.872 3.024 029%
Within Groups 243038.252 890 273.077
Total 245515.869 893

Note: * means statistically significant
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Appendix U: ANOVA Comparing OC Components and Years of Service in School in

Seven Districts
Sum of Mean .
df F Sig.
Squares Square
oc7 Between Groups 3181.768 3 1060.589 2.663 .050
=] Within Groups 58550.819 147 368.305
Total 61732.588 150
ocC7 Between Groups 3286.038 3 1095.346 3.095 029
Within Groups 52373.565 148 353.875
o Total 55659.604 151
= QCo Between Groups 4145.376 3 1381.792 3.861 011
Within Groups 52966.859 148 357.884
Total 57112.235 151

Nofte: Other districts and other components did not have statistically significant

differences

Appendix V: ANOVA Comparing OC Components and Teaching Experience

Sum of df Mean r Sig
Squares Square
oc1 Between Groups 1501.355 2 750.678 1.406 246
Within Groups 462375.496 866 533921
Total 463876.852 868
0Cc2 Between Groups 3720.066 3 1240.022 2.260 080
Within Groups 476350.800 868 548.791
Total 480070.875 871
0c3 Between Groups 2245813 3 748.604 1.510 210
Within Groups 430240.157 868 495,668
Total 432485.970 871
0cC4 Between Groups 1243.954 3 414.651 677 566
Within Groups 531951.598 868 612.847
Total 533195.551 871
0Cs Between Groups 3297.237 3 1099.079 1.656 175
Within Groups 576053.201 868 663.656
Total 579350.438 871
0C6 Between Groups 3699.006 3 1233.002 3.169 024%
Within Groups 337764.154 868 389.129
Total 341463.160 871
oc7 Between Groups 2490.286 3 830.095 2.087 100
Within Groups 345241.445 868 397.744
Total 347731.731 871
0Cs Between Groups 7560.222 3 2520.074 6.395 000%
Within Groups 342058.889 868 394.077
Total 349619.110 871
0C9 Between Groups 3125.943 3 1041.981 3.796 010%*
Within Groups 238235.394 868 274,465
Total 241361.337 871

Note: * means statistically significant
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Appendix W: ANOVA Comparing OC Components and Teaching Experience in

Seven Districts
Sum of Mean :
Squares qf Square F Sig
oc2 Between Groups 4413513 2 2206.756 3856 023
Within Groups 82972 677 145 572.225
Total 87386.190 147
0Cs Between Groups 3230.715 2 1615357 4.470 013
- Within Groups 52398.665 145 361.370
Total 55629 380 147
0Co Between Groups 5068.515 2 2534257 10.381 000
Within Groups 35395.053 145 244.131
Total 40467.568 147
QCo Between Groups 2898.151 2 1445.076 4.58% 012
= Within Groups 45785.739 145 315.764
Total 48683 .890 147
oCs Between Groups 2404 338 2 1202.169 3202 044
Within Groups 54061.223 144 375.425
- Total 56465.562 146
= 0C9 Between Groups 1730.235 2 865.118 3.094 048
Within Groups 40269.586 144 279.650
Total 41999821 146
0C6 Between Groups 3647310 3 1215770 3616 016
g Within Groups 33618.052 100 336.181
Total 37265362 103
0C0 Between Groups 2980.233 2 1490117 4512 013
Within Groups 35668.694 108 330.266
Total 38648.928 110
ocl1 Between Groups 5024.480 2 2512.240 4.125 019
Within Groups 65159.174 107 608.964
Total 70183.655 109
QcC2 Between Groups 4239.002 2 2119.501 4.160 018
Within Groups 55028.431 108 509.523
Total 59267433 110
QC3 Between Groups 3639.553 2 1815.777 4.356 015
Within Groups 45120.922 108 417.786
Total 48760.476 110
= 0C5 Between Groups 3990.330 2 1995.165 3.252 043
Within Groups 66259.197 108 613.511
Total 70249.528 110
0Ce Between Groups 3036.213 2 1518.106 3.298 041
Within Groups 49716.566 108 460.339
Total 52752.77% 110
0C7 Between Groups 2853.781 2 1426.890 3.176 046
Within Groups 48523.430 108 449291
Total 51377.211 110
oCs Between Groups 2616.553 2 1308.276 3.216 044
Within Groups 43930.335 108 406.762
Total 46546.888 110

Note: Other districts and other components did not have statistically significant differences
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