ORGANISATIONAL JUSTICE, RESILIENCE AND PSYCHOLOGICAL WELL-BEING
OF TEACHERS IN GOVERNMENT-AIDED SECONDARY SCHOOLS IN NAKAWA

DIVISION, KAMPALA CAPITAL CITY AUTHORITY, UGANDA

SHALLON AMUTUHAIRE

21/U/GMED/16250/PE

A DISSERTATION SUBMITTED TO THE DIRECTORATE OF RESEARCH AND
GRADUATE TRAINING IN PARTIAL FULFILMENT OF THE REQUIREMENTS
FOR THE AWARD OF THE DEGREE OF MASTER OF EDUCATION
IN POLICY, PLANNING, AND MANAGEMENT

OF KYAMBOGO UNIVERSITY

OCTOBER, 2024



DECLARATION
I, Shallon Amutuhaire, affirm that this dissertation is solely out of my effort and was written in
an ethical manner following the guidelines of the Kyambogo University Directorate of Research
and Graduate Training. I confirm that it was strictly developed in pursuit of the master’s degree

at Kyambogo University.

Signature: .......ooviiiiii Date: .ooooviiii



APPROVAL

We, the undersigned supervisors, confirm that this study has been developed under our guidance

and observation. It is recommended for submission and assessment with our approval.

Signature: ..........coviiiiiiiiii Date: ..o

Dr. Wilson Mugizi

Signature: .........coooviiiiiiiii Date: ..o

Dr. Joseph Rwothumio

il



DEDICATION
This study is dedicated to those whose unwavering support and encouragement made this
academic undertaking possible. Specifically, I dedicate it to God, the ultimate source of wisdom,
inspiration, and resources, with heartfelt gratitude and reverence. To my father, Amos Kateebire,
and Aunt Mary Mbabazi, your unconditional love and confidence in my capabilities have
remained my constant motivation throughout this challenging journey. Your sacrifices and

understanding have allowed me to pursue my academic aspirations wholeheartedly.

il



ACKNOWLEDGMENT
I want to thank God for blessing me with vigour, guidance, wisdom, and resources, and my
research supervisors Dr. Wilson Mugizi and Dr. Joseph Rwothumio for their fundamental support
as I carried out this study. Their expertise and motivation were instrumental in enabling me to
successfully compile the study. I also recognize my friends and colleagues, Annet Kyasimire and
Sharon Asiimwe, whose company and shared experiences have made the academic process
enjoyable and fulfilling. Your support has proven to be an essential pillar of strength during
moments of self-doubt. To all the teachers’ government-aided secondary schools in Nakawa-
Division who generously contributed their time and insights to this study, I am sincerely grateful
for your cooperation, without which this research would not have been possible. Lastly, I
recognize the countless scholars, researchers, and pioneers in my field of study whose relentless
pursuit of knowledge has laid the foundation for my academic journey. May this humble
contribution add to the ever-growing reservoir of knowledge. Thank you all for being a part of

this milestone in my life.

v



TABLE OF CONTENTS

DECLARATION......coccevverrurcrercresnces i
APPROVAL......ccovurvinrrinurnnennnes e di
DEDICATION......covcerverruccrercaecncee iii
ACKNOWLEDGEMENT .....ccoviiiinuinrinninsuissenssessssssssssesssssssssssssssssssssssssssssssssssasssssssssssssssssssssass iv
TABLE OF CONTENTS c.ucotiriininnuicsenninsnisssnssssssssssssssssssssasssssssssssssssssssssssssssssssssssssssssssssssssssssss v
LIST OF TABLES........cccecvvenruenennnes ix
LIST OF FIGURES. ........ccccevvvuecueeenennnes xi
ABSTRACT ...ccuevvervensninsursnesnnns . xii
CHAPTER ONE ........ccccevvurererruensurens 1
INTRODUCTION.....ccceeuerueruecrecrecrennes 1
1.0 TNETOAUCLION ...ttt ettt et et et e et e et e st e e bt e enbeenbeesnbeenneeenseeneas 1
1.1 Background t0 the STUAY .......cccuiiiiiiiiieiie et st 1

1. 1.1 HiStorical PEIrSPECLIVE. ......cccoiviririririririiirieieieeeeeietceteieieei ettt 1
1.1.2 Theoretical PErSPECLIVE. .....ccviirieiiieierieiirieierie ettt 4
1.1.3 Conceptual PEISPECLIVE. ......ccuoiviririririririricieieeteetetececciciei ettt 5
1.1.4 Contextual PErSPECLIVE. .....ccviiiiriiiiiieiirieiirie ettt 6

1.2 Statement of the Problem ...........ccooiiiiiiiiii e 7
1.3 PUrpose 0f the STUAY ...c..eoiiiiiiiiiiii ettt 9
1.4 ODbjJectiVes OF the STUAY .....eeviiiiieiieee ettt ettt nae e e e 9
1.5 Research HYPOthESEs. .......ooiuiiiiiiiiiiieieece ettt ettt 9
1.6 ScOPe Of the StUAY....cc.oiiiieiie ettt et e e e 10
1.6.1 GeographiCal SCOPE. .....ccviriririririririrrre ettt 10



1.6.2 CONLENLE SCOPE. c.veuvirvirienienieiieiietisie st st ste ettt ettt st st ste st et et e st e bt ebesbesbesbeae st e e enesseesesbesaenean 10

1.6.3 TIIME SCOPE. ..evuvevererrieieieieiiaiitt sttt sttt ettt ettt b bbbttt ettt ettt ettt b b b enebeaene 10

1.7 Significance of the STUAY ......cccueiiiiieeeeeee e e 11
1.8 Conceptual FrameWOTK .........cccuviiiiiiiiieeiee ettt e e e e e e e e e enee 11
1.9 Operational DefINItionS ........ccccviiiiiiieiieeeiee ettt e e e e ve e e sare e e eaeeeaseeesaeeennns 13
CHAPTER TWO.......rvveruenuccnennnes 14
LITERATURE REVIEW.....iiiniinniinniininnsisssisssissssissiosssissssssssssssssssssssssssssssssesssssssses 14
2.0 INETOAUCTION ..ttt ettt e h e et e et e et e e bt e eab e e seeeabeesseeenbeesseesnseans 14
2.1 TheoretiCal REVIEW .......cc.eiiiiiiiiiiiiieiie ettt ettt ettt e st e et e e enneeas 14
2.2 LAETatuI® REVIEW ....eeiiiiiiiiiiiet ettt ettt ettt et e et e b e enbeesseesaneens 15
2.2.1 Organisational justice and psychological Wellbeing. .........cccceoevreeinnccninnccnrrecene 15
2.2.2 Employee Resilience and psychological well-being..........c.coovvvvirirvevicicieicicecccee, 17
2.3.3 Organisational Justice, Employee Resilience and Psychological Well-Being................ 19
CHAPTER THREE .............cccuceureuenune. 21
METHODOLOGY ...uceverruerrurcrercvecnces 21
3.0 INErOAUCTION ...ttt ettt et e sbb e st e sae e et e sbee st e e nbee e 21
3.1 RESCATCH AESIZN.c..uiiiiiiiiiieiieecite ettt et e et e et e et e e e b e e enseeenneeeennes 21
3.2 Study POPUIALION ...eveeiiiieeiiee e et e et e et e e b ee e b eeenseeenneeennes 21
I BT 111010 (IS /SRS 22
3.4 Sampling TECHANIQUE.......cccuiiiiiiiieeiie ettt e et e e eesaaeeeabeeenseeesseeennes 22
3.5 Measurement of Variables and Data Collection Instruments.............coceeniieiiinicnieennenne 23
3.6 Data Collection INSIUMENT ......ccouiiiiiiiiiiiieie et e 23
3.7 Procedure of Data ColleCtion ............cooiiiiiiiiiiiiiiieeiceeeee e 24

Vi



3.8 QUALILY CONIOL...cciiiiiiiiiieiiee et e e e e e e e e b e e easeeenseeensaeeennes 24

38,1 VaAlIAILY. 1ottt sttt b ettt ettt ae e ne e ens 24
3.8.2 REIADIIILY .ottt e e e es 26
3.9 Data Management and ANALYSIS........cccuieeruieeriieeeiiieeeiieeeieeeereeesreeesreeesereeeseseeeeseessseeennns 28
3.10 Ethical ConSiAerations........ccc.eeiiiiiuieiieeiie ettt ettt et et e s e eabe e 29
CHAPTER FOUR........ccccevervuerruecennne 30
DATA PRESENTATION, ANALYSIS AND INTERPRETATION .......cccccveneerensensensunsacsaennee 30
4.0 INETOAUCTION ..ttt ettt et et e et et eeabeesbeeeab e e seesabeenaeeenbeenseesnseans 30
4.1 Teacher’s Demographic CharacteriStiCS.......cuvuiereeriuieriiieiienieeieesiee et e see et ebee e 30
4.2 Descriptive Results on psychological wellbeing............coccoeviiiiiiiiiiiiiiiiiieceee 32
4.2.1 Feeling of COMPELEINCY. ....ccvvvrueuiirieieiiirieieerreeie ettt 32
4.2.2 Descriptive results for interpersonal fit............ccocieviiiiiieriiiiiieniiceee e 35
4.2.3 TRITVINE. wvenietiieieieiestet ettt ettt b ettt b bt sb et b et st e st b et et eneebenene 39
4.2.4 Perceived RECOZNITION. ....c.ccuiuiuiuiiiiiiiiiiririres ettt 41
4.2.5 Desire for INVOIVEMENL. .......c.cuciiiriiiiiireiciece ettt 44
4.2.7 Structural model for Psychological Wellbeing............cccoceueeuiiiiininininininnnnnsseeenes 48
4.3 OrganiSatioNal JUSLICE ......ccveieiuiiiiiiieeiiie ettt et e e st e e s tee e sb e e e snbeeenseeenseeennes 49
4.3.1 Procedural JUSTICE. ......cceueuiririiieiiirieici ettt 50
4.2.4 Organisational JUSTICE. .......cccceeueuiiiiiniriniririrrrss ettt 59
4.2.5 Organisational Justice MOdEl..........ccuvueiriiriiriceeee e 60
4.2.6 Organisational Justice and Psychological Wellbeing Structural Model ......................... 62
A4 RESIHIEICE ...ttt sttt b e bttt sat ettt sae e b ebe it 64
4.4.1 Living AUthentiCally. .....c.cccceeuiiiiiiiiiirirnrr et 64

vii



4.4.2 Maintaining PErSPECLIVE. ....ccvieivieirieieieirieiee ettt ettt ns 68

4.4.3 MANAZINE SLIESS. w.vvvevererereieteteteieieitititstse ettt sttt sttt et bebebebebeaeseseaes ettt st e e ee e senenaesenenes 71
4.4.3 EMPLOYEE RESIIIENCE .....ecviieeiieiiieiisietsie ettt 75
4.4.4 Structural Model for Employee ReSIlIeNCe ..........covueveviieveicicieiiiiiiicienisesssesssseeienes 76

4.4.5 Organisational Justice, Employee Resilience and Psychological Wellbeing

Moderation MOEL.........c.ooiiiiiiiic s 78

4.4.6 Organisational justice, employee resilience and psychological wellbeing..................... 80
CHAPTER FIVE .........uecrecrecnenne 81
DISCUSSION, CONCLUSION AND RECOMMENDATION ....coocierecruisensaecsanssecssessacsseeses 81
5.0 TNEFOAUCTION ...ttt ettt ettt e bt e st et esabe e beeenbeesbeesnbeenneeenne 81
5.1 Discussion of the FINAINGS .......cccoiiiiiiiiiiiiiie et 81
5.2 CONCIUSIONS ...ttt ettt ettt ettt et e et e bt e eabe e bt e sabeesbeesase e seeenseesseesnbeenseeenne 84
5.3 ReCOMMENAALION. ...c..eiiiriiiiiiiieiieieeeet ettt sttt b e st e b 85
5.4 Limitations and Suggestions for Further Research ..............coccooiiininiininiee 87
REFERENCES.......uicecennnns 88
APPENDICES........covererecrecnennes 101
APPENDIX A: Questionnaire for Teachers...........cooccieiiiiiiiiiiiieee e 101
APPENDIX B: Letter Of INtrodUCHION .......cccceviiiiiiiiniiiiiiieniecieeiceieeestesieee et 109

viii



LIST OF TABLES

Table 3.1: Population and Sample SiZe.........cccueeeiiiieiiiieiieeeeee et e s 22
Table 3.2:Operationalization of Variables, Instrument, their Sources and Reliabilities ............... 23
Table 3.3: Heterotrait Monotrait (HTMT) Ratio Correlations for Discriminant Validity............. 25
Table 3.4: Reliability, Convergent Validity (AVE) and Collinearity (VIF) .......cccceevvieiiiieennnne 26
Table 4.1: Teachers' demographic characteriStiCS ..........evvureriuiieriiieeeiie et 31
Table 4.2: Descriptive results for the feeling of cOmMpPetency ......ccceeeevveeriieiriiieiiie e, 32
Table 4.3: Summary table for the feeling of competency .........cccocevveriiniiiiiniininiinieceee, 34
Table 4. 4: Descriptive table for interpersonal fit ...........cccveeviiieiiiiciiieee e 36
Table 4. 5: Summary Table for Interpersonal Fit..........ccccooiiiiiiiiiniiniiiiccceeceee 37
Table 4. 6: Summary results for TRIIVING .......ccoooiiiiiiiiiiciiecce e 39
Table 4. 7: Summary Results for TRIiVING.........cocvieviiiiiiiiiiieeieie e 40
Table 4.8: Perceived reCOZNITION. .........icvvieiieiiieiieeteeeiee et esite et esteeeteeseeeeseessaeeseesssesnseessnesnsaens 42
Table 4. 9: Summary results for perceived reCOZNIION ........cc.eeeevieeriieeriieecee e 43
Table 4. 10: Desire for INVOIVEMENL ........cociiiiiiiiiiiiiiceee e 45
Table 4. 11: Summary Table for Desire for Involvement ............ccccoeevveiniiiiniiiiniiece e, 46
Table 4.12:Summary table for psychological wellbeing............cccceeveiiieviiieiniiiiniece e, 48
Table 4. 13: Procedural JUSTICE .......cooiiiiiiiiiiiieiieeieeee ettt 50
Table 4. 14: Descriptive results for Procedural Justice ..........ccceovevieeriiiiriiieiriieciie e 52
Table 4. 15: Summary Table for Distributive JUSHICE.......c.ueevvviieriiiieiieeeie e 54
Table 4. 16: Summary Table for Distributive JUSHICE.......cuevvvviiiiiiiiiieeeie e 55
Table 4. 17: Descriptive Table for Interpersonal Fit...........ccccoviviiiiiiiiiniiiieecee e 57
Table 4. 18: Summary results for interpersonal JUSLICE .........cceevevveeriiieeriiieeriie e 58

1X



Table 4. 19: Overall Summary Table for Organisational JUStICE ..........ccccvveeriiririieeeiiie e 60

Table 4.20: Organisational Justice and Psychological Wellbeing Structural Equation Model

PrEdICtIONS ...couvieiiiiiieieeeeeee e 63
Table 4. 21: Descriptive Results for Living Authentically ..........cccooeeiieeniiiiniiieie e, 65
Table 4.22: Summary Results for Living Authentically ...........ccccovveveiiieniiiieiice e 67
Table 4. 23: Descriptive Table for Maintaining Perspective..........ccoeeuveeeiiieiriieeniee e ceee e 69
Table 4. 24: Summary Table for Maintaining Perspective.........ccccceeeevveeeiieeniieeeeiie e 70
Table 4. 25: Descriptive Statistics for Managing Stress ..........coceeveevvereerenieneenenieneeneeeeeeenes 72
Table 4. 26: Summary for Managing StreSS..........cooerieriiririinienenienieeeteee et 74
Table 4. 27: Overall Summary Table for Employee Resilience..........c.cccoceeviinieninicniinenncneenne. 75

Table 4.28: Employee Resilience and Psychological Wellbeing Structural Equation Model
PrEdiCtIONS ...couvieiiiiiiieeieetee e e 78
Table 4. 29: Structural Equation Model for Organisational Justice, Employee Resilience and

Psychological Wellbeing..........ccceeiiieiiiiiiiiiieniieiee e 80



LIST OF FIGURES

Figure 1.1: Conceptual FramewWoOrK ..........cccooociiiiiiiiiiiiciic et e 12
Figure 4. 1: Histogram for feeling of COMPELENCY........eeeviiieiiiieiiieeiieecee e 35
Figure 4. 2: Histogram for interpersonal fit............cccooiiiiiiiiiiiie e 38
Figure 4. 3: Histogram for TRITVING.......ccooviiiiiiiiciiccie ettt eeae e 41
Figure 4. 4: Histogram for Perceived RecCOgnition ...........cccecviieiiiieiiiieeieccee e 44
Figure 4. 5: Histogram for Desire for Involvement ............cccccvvveiiiieiiieeciecceeeeee e 47
Figure 4. 6: Structural model for psychological wellbeing...........ccccocevieriiiiniininiinicniccnne 49
Figure 4. 7: Histogram for procedural JUSTICE .........ccceeriiiriiiriiiiieiiieie e 53
Figure 4. 8:Histogram for distributive JUSTICE.........eeiuieriiiriieiiieiie et 56
Figure 4. 9: Histogram for Interpersonal JUSTICE .........cccuiiriieriiiiiiiiierie e 59
Figure 4. 10: Organizational Justice Model........c..cccooviiriiiiiiiniiniiicceee e 61
Figure 4. 11: Organisational Justice and Psychological Wellbeing Structural Model .................. 62
Figure 4. 12: Histogram for Living Authentically .........cccccoceeviriininiiniiniiinicceceeee 68
Figure 4.13: Histogram for Maintaining Perspective ..........ccccovveveriiinieneeienieneeeeeneeeesene 71
Figure 4. 14: Histogram for Managing StreSs.........oueiuiriiririerienieienienieeee st 74
Figure 4. 15: Employee Resilience Model..........c.ccoiiiiiiiiiiiiniiniiiiccccce e 76
Figure 4. 16: Structural Model for Employee Resilience and Psychological Wellbeing.............. 77

Figure 4. 17: Organisational Justice, Employee Resilience and Psychological Wellbeing

MOAETAION IMOAEL ... eeseeenenenan 79

xi



ABSTRACT

This study examined the influence of organisational justice, resilience and psychological well-
being among teachers in government-aided secondary schools in Nakawa Division, Kampala
Capital City Authority in Uganda. The objectives of the study were: to assess the influence of
organisational justice on the psychological well-being, examine the influence of organisational
resilience on the psychological well-being and determine the role of employee resilience as a
moderator on the relationship between organisational justice and psychological wellbeing of
teachers in government-aided secondary schools in Nakawa Division. Organisational justice was
studied in terms of distributive justice, interpersonal justice, and procedural justice. Resilience
was studied in terms of living authentically, maintaining perspective and managing stress, while
psychological well-being was studied in terms of feeling of competency, interpersonal fit,
perceived recognition, and desire for involvement. Guided by the correlational research design,
this study was quantitative and involved a sample of 184 teachers who provided questionnaire
data. SmartPls was used to do partial least squares structural equation modelling (PLS-SEM) and
descriptive statistics analysis of the data. Descriptive statistics revealed that teachers'
psychological well-being and resilience of teachers were high but organisational justice was low.
Structural Equation Modelling revealed that the influence of organisational justice on the
psychological well-being of teachers was positive but insignificant. However, employee
resilience had a positive and significant influence on psychological well-being. Further, the study
revealed that the moderating effect of teacher resilience on the influence of organisational justice
on the psychological well-being of teachers was negative and insignificant. It was concluded that
interpersonal justice is more important than distributive and procedural justice, resilience is vital
for teacher psychological well-being and combining organisational justice and resilience is not a
requirement for promoting teacher psychological well-being. Therefore, the study recommends
that head teachers should improve on their implementation of procedural and distributive justice
in schools, school head teachers should promote resilience among teachers, and head teachers
should not emphasize promotion of resilience alone but neglecting organisational justice.

Xii



CHAPTER ONE

INTRODUCTION
1.0 Introduction
Employee psychological well-being has become the focus of managers in organizations today
(Arslan et al., 2022). This is because it is essential for employees' overall health and plays a
crucial role in their ability to cope with stress, build and maintain relationships, achieve personal
goals, and lead a fulfilling life (Sharma & Branscum, 2020). Therefore, it was important to
examine factors related to it in organizations, specifically in schools. In this study, it was
conceived that organisational justice moderated by employee resilience significantly influenced
teachers' psychological well-being. This was investigated by the study. The psychological well-
being of employees has become the focus of managers in organizations today (Arslan et al.,
2022). This is because it is essential for employees' overall health and plays a crucial role in their
ability to cope with stress, build and maintain relationships, achieve personal goals, and lead a
fulfilling life (Sharma & Branscum, 2020). Therefore, it was important to examine factors related
to it in organizations, specifically in schools. In this study, it was conceived that organisational
justice moderated by employee resilience significantly influenced teachers' psychological well-

being and was investigated.

1.1 Background to the study

This section presented historical, theoretical, conceptual and contextual perspectives of the study.

1.1.1 Historical Perspective
Psychological well-being is a complex and evolving field. However, its origins were traced back

to the period of ancient civilizations, where various forms of mental health treatments were used,
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including meditation and spiritual practices (Chadda & Rajhans, 2021). In ancient Greece, the
physician Hippocrates wrote about the psychological well-being concept of mental health and
identified several related mental states as emotional and psychological disorders. Early
philosophers like Aristotle and Confucius wrote about the importance of a healthy mind and the
relationship between virtue and happiness (Graiver, 2021). In the 20th century, various theories
and models of psychological well-being were developed, including Abraham Maslow’s hierarchy
of needs, which posited that basic physiological and safety needs must be met before individuals
can focus on self-actualization and personal growth (Desmet & Fokkinga, 2020). Positive
psychology saw a rise in popularity in recent years and focused on the study of human strengths
and virtues and how they contribute to overall mental health and the prevention of health

problems (Sharma & Branscum, 2020).

The psychological well-being of teachers varies across the world. According to Klette et al.
(2021), in European countries, educators often experience low psychological well-being
exhibited by high stress and exhaustion, except in Finland, Sweden, and Denmark, where the
welfare of teachers is good (Evans et al., 2022). According to United Kingdom data, compared to
other occupations, teachers have higher proportions of reported cases of work-related pressure,
unease, and despair (Snyder et al., 2019). Teachers often face heavy workloads, including lesson
planning, grading assignments, and administrative tasks; long working hours; lack of resources;
behavioural issues among students; parental and administrative pressure; limited autonomy due
to the curriculum guidelines; workplace bullying from fellow teachers; inadequate support;
parent-teacher communication; physical demands; and emotional labour (Travers & Cooper,

2018).



In many African countries, teachers also experience low psychological well-being, with a feeling
of being undervalued and unsupported by society and governments (Kambasu, 2021). With the
COVID-19 pandemic, reductions in teacher mental health increased, resulting in significant
stress and uncertainty as they had to adjust to new ways of instruction and deal with student
needs, often with limited support. Due to low psychological wellbeing, there are high rates of
teacher turnover, with the annual turnover rate at 20-30% (Grissom & Bartanen, 2019). Taking
the example of Ghana, many teachers reported high levels of stress and burnout (Peele & Wolf,
2020). In Tanzania, teachers reported feeling vulnerable (Falk et al., 2019), while in Kenya, they
asked for transfers from one school to another, were sent from work, were on sick leave, and got

involved in drug abuse (Baraza & Simatwa, 2017).

In Uganda, the psychological well-being of teachers is also low. Results of a study done in
Uganda indicated that 63% of the educators lacked satisfaction, with only 37% having a great
feeling of mental health (Kambasu, 2021). According to a UNESCO report, only 16% of teachers
desired to remain in their current positions, which suggests that 84% of instructors in
government wanted to resign. According to the study, 47% of teachers were unhappy with their
jobs, 59% would not want to continue working as teachers if they could start their careers over,

and 37% of teachers intended to retire after a year (Mugizi et al., 2019).

Previous studies on psychological well-being suggest that the factors relating to it, among
others, include organisational justice, optimism, hope, gratitude (Kardas et al., 2019), and
resilience (Li & Hasson, 2020), among others. Studies further reveal that other factors, namely
job security, joy (Kundi et al., 2021), and individual differences (Iannello, 2021), moderate the

factors relating to psychological well-being. However, in Uganda, a recent problem that requires
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attention is organisational justice following the introduction of discriminatory pay, with science
teachers paid approximately 4 million shillings and their counterparts in the arts paid less than
one million. This thus attracts the attention of this proposed research, which looks at how
organisational justice in schools has affected the well-being of teachers and if teachers have the
resilience necessary to sustain their well-being. Therefore, this investigation investigated the
impact of organisational justice on the psychological well-being of teachers, moderated by their

resilience.

1.1.2 Theoretical Perspective

Distributive justice (DJT) and resilience theories guided the study. The distributive justice theory
was developed by John Rawls in 1971 (Sikombe & Phiri, 2021). DJT suggests that employee
perceptions of fairness are based on the outcomes they receive, such as pay and promotions.
Accordingly, employees are most satisfied when they perceive that outcomes are distributed
fairly (Rasooli et al., 2019). According to DJT, employees evaluate the fairness of outcomes in
terms of whether they believe the outcomes are proportional to the inputs or contributions of
employees. When employees felt that there is a fair distribution of job outcomes, they develop
positive attitudes, such as psychological well-being (Omar et al., 2018). Distributive justice has
three constituents: distributive justice, procedural justice, and interpersonal justice (Khaola &
Rambe, 2021). DJT was the basis for assessing the impact of organisational justice on employee
psychological well-being. However, DJT does not explain the relationship between employee
resilience and psychological well-being. Hence, employee resilience in psychological wellbeing

is explained by the employee resilience theory.



An investigation of hardship and a fascination with how negative experiences in life affect
humans is the foundation of resilience theory (Van Breda, 2018). The origins can be traced to the
seminal studies of Michael Rutter done in 1964 and 1965 (Shean, 2015). Resilience is a
psychological concept that discusses a person's capacity for change, adversity, and adaptation.
The three concepts in the Resilience Theory are survival, recovery, and thriving, which explain
the phase that a particular individual might be in either while or after going through hardship
(Ledesma, 2014). Resilience suggests that individuals can come back and recover from difficult
situations and that they can even grow and learn from these experiences, as indicated by
authentic living, finding one's calling, maintaining perspective, managing stress, building
connections, and staying healthy (Nartova-Bochaver & Maltiby). Resilient individuals have
higher general well-being (Bogaerts et al., 2021). Therefore, the resilience theory explains the
relationship between employee resilience and psychological well-being. Hence, it was the

foundation for studying the impact of employee resilience on teachers’ wellbeing.

1.1.3 Conceptual Perspective

The main variables in this study are psychological well-being, organisational justice, and
employee resilience. Psychological wellbeing encompasses a person's emotional health, sense of
purpose, life satisfaction, and overall mental balance, contributing to their ability to function
effectively in daily life (Bulent & Guven, 2022). According to Bulent and Guven (2022),
psychological well-being is a multifaceted concept that describes the state of striving towards a
purposeful life and using one’s strengths and abilities to achieve that goal. In this study,
psychological well-being referred to interpersonal fit, a feeling of competency, thriving,
perceived recognition, and a desire for involvement (Sandilya & Shahnawaz, 2018).

Organisational justice refers to the perception of fairness within a workplace, encompassing fair
5



treatment, equitable distribution of resources, and transparency in decision-making processes
(Sikombe & Phiri, 2021). Organisational justice refers to the perception of fairness and equity
within an organization. Operationally, it was defined based on the Distributive Justice Theory in
terms of distributive justice, procedural justice, and interpersonal justice (Omar et al., 2018).
Resilience refers to individuals or system's ability to adapt, recover, and thrive in the face of
adversity, stress, or challenging situations (Bochaver et al., 2020). Employee resilience is about a
staff member's capability to change and come back from challenges such as crises, disruptions,
or changes (Winwood et al., 2013). In this study, based on Nartova-Bochaver et al. (2020),

resilience refers to living authentically, maintaining perspective, and managing stress.

1.1.4 Contextual Perspective

The four government-aided secondary schools in Nakawa Division were the study context. The
schools were Kyambogo College School, Nabisunsa Girls’ School, Kalinabiri Secondary School
and Luzira Senior Secondary School. However, in Ugandan schools, the psychological well-
being of teachers was generally low. For instance, it was reported that 63 percent of teachers
report feeling low (Kambasu, 2021). With respect to organisational justice, the teachers felt
overwhelmed, under-supported, and undervalued, especially following the discriminatory pay,
with science teachers paid higher salaries than those of arts subjects (Oryang, 2023). For
example, arts teachers were dissatisfied with the organisational justice in the schools, especially
following the implementation of discriminated pay, in which science teachers are paid more than

their arts counterparts (Tumusiime, 2022).

Thus, arts teachers felt under-supported and undervalued (Oryang, 2023). Attempts to protest

discriminatory pay by teachers were quelled with threats of dismissal (Nafula, 2022). Further,
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research has revealed that teachers suffer challenges including heavy workloads, a lack of
support, and a low public image (Wabule, 2020). However, little that had been done to
investigate the resilience of teachers in their daily professional encounters in the study context.
The above contextual evidence suggested that teachers’ well-being was low, there were
organisational challenges, and teachers’ resilience had not been explored. This study thus studied
the impact of organisational justice on the psychological well-being of secondary school

teachers, moderated by employee resilience.

1.2 Statement of the Problem

Psychological well-being, which describes good mental health, is essential for an individual's
general health and well-being. It plays a part in determining how individuals deal with stress,
relate to others, and make choices. It is associated with better performance and productivity at
work and lowers rates of absenteeism and presenteeism (Sikombe & Phiri, 2021). Psychological
well-being is associated with better physical health outcomes, lower rates of mortality, better
physical health, and lower healthcare costs (Kundi et al., 2021). Psychological well-being is
related to better functioning (Bulent & Guven, 2022). Despite the recognized importance of
psychological well-being, it was low among teachers in Uganda. Approximately 63 per cent of
educators were unhappy with the profession (Kambasu, 2021). Teachers did not feel
psychologically at ease at work, with only 16% of teachers wanting to stay in the profession,
suggesting that 84% of them wanted to leave. A large percentage (59%) of the teachers would not
join the teaching field if they were to begin a new one, and 37% wished leave their positions
within the next year (Mugizi et al., 2019). Ndyamuhaki (2023) reported that teacher shortage

loomed in Uganda as stress related ailments surged. According to the study released by Save, the



Children 50% of the teachers in the country are not happy with their profession (Namutebi,

2022).

In Nakawa Division, a good number of teachers both in primary and secondary schools, transfer
their services to available NGOs, request for early retirement and are often absent from work
which are indicators of low psychological well-being (source; a status update on the
psychological well-being of teachers in Nakawa division by the Directorate of Education

2023/2024)

Besides, organisational justice was lacking in schools. Teachers were dissatisfied with the
implementation of discriminated pay, by which science teachers were paid more than their arts
counterparts (Tumusiime, 2022). The art teachers felt under-supported and undervalued (Oryang,
2023). Attempts to protest discriminatory pay by teachers were quelled with threats of dismissal
(Nafula, 2022). Therefore, teachers remained on their jobs because of their resilience, but with
low psychological well-being. If the situation of low mental health among teachers remained,
there would be high turnover and inefficiency at work, hindering and negatively influencing
teaching and learning in schools. However, empirical evidence was absent in the context of
Uganda on the impact of organisational justice on teachers’ psychological wellbeing, moderated
by teacher resilience in the setting of Uganda. This study thus examined the influence of
organisational justice on teachers’ psychological well-being, moderated by their employee

resilience.



1.3 Purpose of the Study
The study investigated the influence of organisational justice on the psychological well-being of
teachers moderated by employee resilience in government-aided secondary schools in the

Nakawa division, Kampala Capital City Authority-Uganda.

1.4 Objectives of the study
Specifically, the study:
1. Assessed the influence of organisational justice on the psychological well-being of teachers
in government-aided secondary schools in the Nakawa division.
ii. Examined the influence of organisational resilience on the psychological well-being of
teachers in government-aided secondary schools in the Nakawa division.
iii. Determined the role of employee resilience as a moderator on the relationship between
organisational justice and mental health of teachers in government-aided secondary schools

in Nakawa Division.

1.5 Research Hypotheses
The following research hypotheses guided the study:
1. Organisational justice has a significant influence on the psychological well-being of teachers
in government-aided secondary schools.
ii. Resilience has a significant influence on organisational justice of teachers in government-
aided secondary schools.
iii. Teacher resilience has a moderating effect on the influence of organisational justice on the

psychological well-being of educators in government-aided secondary schools.



1.6 Scope of the Study

1.6.1 Geographical Scope.

The study took place in Nakawa Division. The study was completed on government-aided
secondary schools in the area. The government schools were Kyambogo College School,
Kalinabiri Senior Secondary School, Nabisunsa Girls’ School, and Luzira Secondary School.
This area was studied to discover the organisational justice aspects exhibited by head teachers in
such urban-based schools and how this influenced teachers’ psychological well-being. The study
was carried out in Nakawa, Uganda because it was assumed that the schools being in the city and
considering the high standard of living and the discriminatory pay policy, the teachers in the

schools suffered higher levels of low psychological wellbeing.

1.6.2 Content scope.

The content areas were organisational justice, resilience, the mediating variable, and dependent
psychological well-being. Organisational justice was studied in terms of distributive justice,
procedural justice, and interpersonal justice. Resilience was looked at as covering living
authentically, maintaining perspective, and managing stress. Psychological well-being was
studied in terms of interpersonal fit, the feeling of competency, self-acceptance, positive

relations, and purpose in life.

1.6.3 Time scope.
The period of study was from January 2023 to March 2024. This was because the study would
be cross-sectional, collecting data about what was taking place at the time with respect to

teachers' organisational justice, resilience, and psychological well-being. Still, at the time, the
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schools were open, enabling the researcher to access the teachers. The period selected was

sufficient for field entry, data collection and analysis.

1.7 Significance of the Study

This investigation will contribute to policymakers, schools, and the body of knowledge. For

Policy makers, it will inform policy decisions, as the findings can be used to find areas for
improvement and make fair policies. Furthermore, the findings may also inform the
operationalization of the teacher policy that is supposed to improve teacher management. For the
schools, the study will help create a more positive and productive school environment for
teachers and students alike by informing policy decisions and promoting organisational justice in
government-aided secondary schools. This was because the study will identify organisational
justice practices that can enhance the psychological well-being of teachers and can be
benchmarked by secondary school leaders. Besides that, the proposed investigation will enhance
the bulk of the information on the study variables. This might be the basis for further research on

the study variables.

1.8 Conceptual Framework
The conceptual framework (Figure 1.1) describes the linkage between organisational justice,

resilience and the psychological well-being of teachers.
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Independent Variable Dependent Variable

Organizational Justice Psychological Wellbeing
- Distributive justice - Interpersonal fit
- Procedural justice - Feeling of competency
- Interpersonal justice A ”| - Thriving

- Perceived recognition

- Desire for involvement
Moderating Variable

Employee resilience
- Living authentically
- Maintaining perspective
- Managing stress

Figure 1.1: Conceptual Framework

Source: Conceptual framework based on ideas adapted from (Malik, & Garg (2018), Sandilya

and Shahnawaz (2018), and Omar et al., (2018).

Figure 1.1 displays that organisational justice is in terms of distributive justice, procedural
justice, and interpersonal justice. Accordingly, organisational justice leads to psychological well-
being in terms of interpersonal fit, the feeling of competency, thriving, perceived recognition,
and desire for involvement in this study. The framework further displays that the association
between organisational justice and psychological well-being is moderated by employee
resilience. Employee resilience is in terms of living authentically, maintaining perspective, and

managing stress.
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1.9 Operational Definitions
Employee resilience: This referred to living authentically, maintaining perspective and

managing stress.

Organisational justice: This referred to distributive justice, procedural justice, interpersonal and
justice

Psychological Wellbeing: It referred to interpersonal fit, feeling of competency, thriving, desire

for involvement and perceived recognition.
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CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
This part encompasses a review of related theories and works. The literature review has been
organized and presented according to the themes in the study objectives. The literature review

contains previous studies’ empirical results and the identified gaps that the study intends to fill.

2.1 Theoretical Review

The Distributive Justice Theory (DJT) and Resilience Theory (RT) guided the study's
investigations. Distributive theory was developed by John Rawls in his 1971 book "A Theory of
Justice (Sikombe & Phiri, 2021). The distributive justice theory suggests that workforces form
perceptions of fairness based on the outcomes they receive, such as pay and promotions, among
others. This theory argues that employees are most satisfied when they perceive that outcomes
are distributed fairly (Shandiliya & Shahnawaz, 2008). According to the distributive justice
theory, employees evaluate the fairness of outcomes in terms of whether they believe the
outcomes are proportional to the inputs or contributions of employees. The distributive justice
theory posits that when employees are satisfied and perceive that work outcomes are fairly
distributed, they develop psychological well-being. This is because workforces perceive that they
are being treated equitably and that they are valued members of the organization (van Der Voet,

2021).

Distributive justice encompasses distributive, procedural, and interpersonal aspects (Khaola &
Rambe, 2021). Distributive justice is about how resources are shared between members of a

society (Omar et al., 2018). Procedural justice concerns the processes of resolving disagreements
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and distributing resources (Sikombe & Phiri, 2021). Based on DJT, this study assessed how
organisational justice in terms of distributive, procedural, and interpersonal aspects influence

employee psychological well-being.

Resilience theory is a psychological concept that discusses one’s ability to adapt and deal with
stress, adversity, and change. The origins of resilience theory can be traced to the seminal studies
of Michael Rutter done in 1964 and 1965 (Shean, 2015). Resilience has several components that
include living authentically, maintaining perspective, and managing pressure. An authentic life is
one in which an individual’s needs are met, he felts fulfilled, experiences self-actualization, and
flourishes. Authentic living involves a balance between what is occurring within us and how we
express and represent ourselves outside (Gino et al., 2020). Maintaining perspective means
having the capability to see a situation objectively in the larger picture. It can involve stepping
back from a situation, looking at it from different angles, and considering how it will impact you
in the long term (Chen & Bonanno, 2020). Managing stress involves identifying the sources of
stress in one’s life and taking steps to reduce or eliminate them (Nartova-Bochaver et al., 2021).
Guided by the Resilience Theory, the influence of employee resilience in terms of living
authentically, maintaining perspective, and managing stress on psychological well-being was

examined.

2.2 Literature Review

2.2.1 Organisational justice and psychological well-being.

Organisational justice relates to the workers' perception that managers are considering their
opinions, communicating information about decisions, and treating them fairly and honestly

(Omar et al., 2018). Organisational justice influences employee well-being because employees
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felt psychologically okay when they perceive equal treatment (Abbas et al., 2021). In their study,
Ajala and Bolarinwa (2015) researched organisational justice and investigated the psychological
health of workers in Osun State, Nigeria's local government. According to the study, distributive
justice and psychological health are significantly related. In their study involving workers in the
information technology field in Turkey, Duyar et al. (2020) explored the effects of organisational
justice on employee well-being. The findings of the study showed that organisational justice had

a positive influence on employee well-being.

Huong et al. (2016) examined the effects of organisational justice and employee well-being in
the tourism industry in Australia. The findings showed that organisational justice is associated
with employee well-being. Further, McParland et al. (2022) investigated the link between
organisational justice and discomfort among workers at big companies in the United Kingdom.
The findings revealed that organisational justice, or distributive justice, was a predictor of
psychological well-being. In the Ndjabou¢ et al. (2012) review, the authors sought to: (1) identify
likely studies examining the relationships between organisational justice and mental health in
commercial nations between 1990 and 2010; (2) assess the degree to which organisational justice
affects mental health independently of the DCS and ERI models; and (3) discuss theoretical and
empirical overlap and differences with prior models on eleven studies. They provided evidence
that procedural justice and relational justice were associated with mental health. The authors
discovered several prospective studies on informational and distributive fairness. A systematic
review of the relationship between organisational justice and mental health that was conducted in
industrialized countries between 1990 and 2010 found that low procedural justice and
interpersonal justice were linked to an increase in mental health issues and sick days (Niimo,

2018).
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Snyman (2021) conducted a cross-sectional quantitative study on 493 employees at one open-
distance school in South Africa to experimentally explore the mediating role of organisational
justice and trust on the link between the psychological contract and employees' fulfilment.
Evidence from descriptive, correlational, and inferential statistics shows that employees'
perceptions of their obligations to their employers, their level of job satisfaction, and the health
of the psychological agreement as a whole form the basis of the psychological contract, which
influences how satisfied they are with retention strategies via psychological mechanisms
including distributive justice and relationships of trust with managers and supervisors. No

significant moderating effects were found.

Nevertheless, knowledge and evidence gap surface from the literature above. At the contextual
level, studies by Huong et al. (2016) and Abbas et al. (2021) were carried out in Asia, while
McParland et al. (2022) and Duyar et al. (2020) were done in Europe, with Ajala and Bolarinwa
(2015) in Nigeria, Ndjaboue et al. (2012), and Syman (2021) in South Africa. At the
experimental level, the study by Huong et al. (2016) reported that informational justice had the
strongest influence on employee mental health, followed by procedural justice, interpersonal
justice, and distributive justice, yet with salary disparities in Uganda, distributive justice might
have the strongest influence. These knowledge and evidence gaps make it essential for this study

to further examine the association between the variables.

2.2.2 Employee Resilience and psychological well-being.
Employee resilience is the capacity to adapt and leap back from challenges and difficulties in the
workplace (Ndswall et al., 2019). Employee resilience creates a positive work attitude,

satisfaction, and environment that supports employees’ mental health (Teng-Calleja et al., 2020).
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Brooks et al. (2015) conducted a comprehensive analysis of risk and resilience elements
influencing the psychological well-being of emergency responders and identified suggestions for
corrective measures by hand searches on 61 publications. They performed thematic analysis on
their results to identify factors predicting wellbeing. The results showed that key themes were:
pre-deployment factors, such as readiness and training; peri-deployment factors, such as
deployment length and timing; traumatic exposure, emotional involvement; leadership, inter-
agency cooperation, support, role, demands and workload, safety/equipment, self-doubt/guilt,
and coping mechanisms, and post-deployment factors, such as post-deployment support and

media, as well as personal and professional development.

Fernandes et al. (2019) studied the effect of a training Programme on the resilience and mental
health of Portuguese teachers who are still in the classroom. The study revealed that resilience
influenced teachers’ well-being. Relatedly, Klainin-Yobas et al. (2021) examined the influence of
anxiety, resilience, and mental health among youths in the Philippines. Results from SEM
indicated that resilience was a significant predictor of psychological well-being. Further, Li et al.
(2019) examined the direct and indirect relationships between family resilience and quality of
life using cancer survivors and principal careers at a public hospital, China. Their structural
equation modeling (SEM) results showed that resilience had uninterrupted and indirect impacts

on quality of life, which pointed to psychological well-being.

Li and Hasson (2020) carried out a systematic review of the link of resilience and well-being in
undergraduate nursing students across cultural settings in China. The review revealed that the
interaction between resilience, stress, and well-being was high. Charoensap-Kelly et al., (2021)

examined the effects of employee resilience and relational satisfaction among workers in Croatia,
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Thailand, and the United States during the early period of the coronavirus disease 2019
pandemic. The findings indicated that employee resilience positively predicted psychological
well-being. However, knowledge and methodological gaps emerged. At the context level, all the
studies were skewed outside the local context of Uganda, while at the methodological level, Li
and Hasson (2020) carried out a review, hence the need for an empirical study. Therefore, this

investigation will be carried out in Uganda and will be empirical.

2.3.3 Organisational Justice, Employee Resilience and Psychological Well-Being.

Several scholars have shown the moderating influence of employee resilience on mental health.
For example, Pauly et al. (2021) studied the moderating role of resilience on personal mental
health during the COVID-19 pandemic among residents of Luxembourg. The findings indicated
that resilience had a moderating impact on personality and mental health. In a review, Demetriou
(2021) aimed to assess how people were doing in terms of general mental health and well-being
throughout the COVID-19 pandemic lockdown. It included a review of the results from four
studies that looked into issues such as people's mental health and life satisfaction, the function of
psychological resilience, hope, and flexibility as defensive elements for mental health during the
lockdown, as well as the effects of social isolation on working mothers and the stress and anxiety
faced by college students as they attempt to adjust to distance learning. To mitigate the negative
effects of the lockdown and the physical and social segregation methods, resilience, hope, and

activity level were important mediating elements.

Perez-Gomez et al. (2022) investigated the role of resilience as a moderating variable among
COVID-19 survivors in Mexico. The findings indicated that resilience moderated the effects of

COVID-19 on mental health. However, knowledge and evidence gaps emerged. At the
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contextual level, none of the studies were conducted in the context of schools in Uganda or
teachers. At the empirical level, none of the studies indicated how employee resilience
moderated organisational justice but showed how it moderated other factors related to employee
psychological well-being. Riepenhausen et al. (2022) in an article reviewed 99 studies that
looked at the relationships between results-based resilience and pertinent other results that are
thought to be associated with resilience and optimistic mental reassessment, a significant sub-set
of positive appraisal style. The results reported that encouraging mental reassessment is
favorably connected to several resilience-related outcomes and moderates the relationship
between stress and undesirable results. It also acts as a mediator between resilience and other

resilience elements, indicating that it is a proximal resilience factor.

Traunmiiller et al. (2022), in a study examining the shielding effects of resilience on mental
health during the beginning stage of the COVID-19 in Austria, reported that resilience moderated
the relationship between organisational justice and psychological wellbeing. Charoensap-Kelly et
al. (2021), in a study involving employees in Croatia, Thailand, and the United States reported
that behavioral outcomes, including psychological well-being, were determined by interaction
with employee resilience during situations of crisis. Wang et al. (2022) examined the mediating
influence of resilience in this regard, as well as the relationship between inspiration and well-
being. Resilience is therefore seen in this evaluation of the literature as acting as a mediator in
the connection between learners' motivation and well-being. However, contextual,
methodological, and evidence gaps emerge. These contextual, methodological, and evidence
gaps attracted the need for this study in the context of Uganda to find the moderating role of

resilience on organisational justice and the psychological well-being of teachers.
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CHAPTER THREE

METHODOLOGY
3.0 Introduction
In this section, the researcher described the methods that were used while obtaining and
analysing the data collected. The data collected and analysed was the basis for the presentation of

the findings and subsequent discussion.

3.1 Research design

This study was only quantitative, involving the study problem and its predictor and moderator
variables through the collection and analysis of numerical data. Therefore, the study adopted a
correlational research design. The correlational research design is a method for testing
relationships between or among variables of interest. Correlational studies determine whether a
predictive relationship exists (Stangor & Walinga, 2019). The primary focus of the correlational
research design was to reveal the degree of a relationship amongst three variables, namely the
independent, dependent, and moderating variables. The correlational research design will help in
collecting the data necessary for testing the direct and interactional relationship between the
variables. Therefore, the study was able to draw statistical inferences on the relationship between

the variables.

3.2 Study population
The study was planned to obtain responses from representative teachers in Nakawa Division. The
target population was 440 teachers in the four secondary schools of the division. The target

population was from four (4) government schools (KCCA Annual Report, 2019). This population
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was selected because they can easily report on organisational justice in the schools and their own

employee resilience and psychological well-being.

3.3 Sample size

The sample size was 184 teachers determined using the Krejcie and Morgan (1970) (see
Appendix A). The sample size of teachers from each school was determined using proportionate
sampling to ensure that each school is equitably represented. The sample is presented in Table

3.1.

Table 3.1: Population and Sample Size

Category Target population Sample size
Nabisunsa Girls School Government 108 50
Kalinabiri Senior Secondary School Government 64 30
Kyambogo College school Government 82 38
Luzira Senior Secondary School Government 84 66
Total 338 184

3.4 Sampling Technique

The sample was determined using simple random. With simple random sampling, each
individual was chosen by chance based on the sampling frame containing the names of the
teachers who would participate in the study (Berndt, 2020). The simple random sample was
selected using a sampling frame provided by Excel containing the names of all the teachers in the
schools. The simple random sample helped in collecting the data required for the findings to be

generalized.
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3.5 Measurement of Variables and Data Collection Instruments

The study used a Self-Administered Questionnaire (SAQ) to collect data based on already-made
instruments adapted from earlier scholars and researchers, as indicated in Table 3.2. Since the
reliability of variables was already guaranteed by the earlier tools, the variables are likely to be

valid too.

Table 3.2:Operationalization of Variables, Instrument, their Sources and Reliabilities

Variable Nature of Indicators Sources
variable
Psychological =~ Dependent Interpersonal fit (Malik & Garg (2018), Nikolaou (2003),
wellbeing Sandiliya & Shahnawaz, (2008)
Feeling of Bulent & Giiven (2022), Nikolaou,
competency (2003), Sandiliya & Shahnawaz, (2008)
Self-acceptance, (Malik & Garg (2018), Nikolaou,
Perceived (2003),
recognition
Thriving Nikolaou,  (2003), Sandiliya &
Shahnawaz, (2008).
Desire for Bulent & Giiven (2022), Nikolaou,
involvement (2003),
Organisational Independent Distributive justice, = Omar, et al. (2018), Sandilya and
Justice variable Procedural justice, Shahnawaz (2018), and Sikombe & Phiri
and Interpersonal (2021).
justice.
Employee Moderating Living authentically,  Nartova-Bochaver,et al. (2021), (Malik,
resilience Variable Maintaining & Garg (2018) Winwood, Colon, &
perspective McEwen, (2013),
Managing stress Jeevitha, et al, (2017), Nartova-

Bochaver, (2021), (2022), Winwood,
Colon, & McEwen, (2013)

3.6 Data Collection Instrument
This study was quantitative; therefore, the data collection tool was a self-administered
questionnaire (SAQ). The SAQ comprised three sections, namely, A through C. Section A

focused on the demographic characteristics of the respondents, namely gender, age, education
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level, experience, and responsibility in the school. Section B was on psychological well-being,
Section C was on organisational justice, and Section C was on employee resilience. The ranking
of the indicators was on a five-point Likert scale (1 = strongly disagree, 2 = disagree, 3 = not
sure, 4 = agree, and 5 = strongly agree). The SAQ was selected because it will collect the data

necessary for quantitative analysis.

3.7 Procedure of Data Collection

After the proposal was accepted by the school of education, it was handed in to the Directorate of
Research and Graduate Training (DRGT) for approval. The researcher obtained a letter from
DRGT, which was presented to the head teachers, who gave the researcher access to the teachers.

The researcher collected the data from the teachers personally.

3.8 Quality control

3.8.1 Validity.

The researcher established the content validity of the tools using face validity. Validation of the
instrument focused on clarity, completeness, and relevance of the questions in relation to the
study constructs (Clark & Watson, 2019). Since the study used tools developed by earlier
scholars, their validities have already been established. After data collection, validity was
confirmed using Confirmatory Factor Analysis, convergent validity, and discriminant validity.
Using Factor Analysis, indicators of the different constructs considered valid were those that
loaded highly above 0.50. Items loading low or cross-loading were deleted. For convergent
validity, the values were considered above 0.5 which is the minimum, while for discriminant

validity, the values were below the maximum value of 0.90 (Rogge, et al., 2019). This ensured
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the validity of the results. The validity results follow in the measurement model below in Table

3.3.

Table 3.3: Heterotrait Monotrait (HTMT) Ratio Correlations for Discriminant Validity

Measures PW DI FC IF PR T
PW

DI 0.209

FC 0.253 0.891

IF 0.594 0.576 0.442

PR 0.602 0.845 0.844 0.779

T 0.233 0.575 0.600 0.673 0.669
Measures 0J DJ 1J PJ

oJ

DJ 0.071

1 0.857 0.474

PJ 0.892 0.069 0.878

Measures ER LA MP MS

ER

LA 0.893

MP 0.838 0.771

MS 0.796 0.501 0.372

Source: Primary data (2024)

DI = Desire for Involvement, DJ = Distributive Justice, ER = Employee Resilience, FC=
Feeling of Competency, IF = Interpersonal Fit, 1J = Interpersonal Justice, LA = Living
Authentically, MS = Managing Stress, MP = Maintaining Perspective, OJ = Organisational
Justice, PJ = Procedural Justice, PR = Perceived Recognition, PW = Psychological Wellbeing, T
= Thriving

Table 3.3 shows that the Heterotrait-Monotrait ratio of correlations (HTMT) condition was

fulfilled because all values did not exceed 0.90. Therefore, the measures were discriminately

valid.
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3.8.2 Reliability

The reliabilities of the indicators of the various constructs were tested using Cronbach’s Alpha
(o) and composite reliability using Smart Pls. Both Cronbach’s Alpha- and Composite-Reliability
were attained at 0.70 and above (Lai, 2021). However, Composite Reliability was preferred
because Cronbach’s Alpha had the inadequacy of assuming that all indicator characteristics were
the same in the population, which affects the strength of reliability values (Stangor & Walinga,
2019). This ensured the reliability of the Instrument. Further Average Variance Extracted (AVE)
for construct validity and Inflation Value Factor (VIF) testing Collinearity were tested. The

results are presented in Table 3.4.

Table 3.4: Reliability, Convergent Validity (AVE) and Collinearity (VIF)

Measures (1] CR AVE VIF
Desire for Involvement 0.920 0.938 0.715 1.504
Feeling of Competency 0.731 0.848 0.650 2.234
Interpersonal Fit 0.828 0.878 0.592 2.149
Perceived Recognition 0.839 0.895 0.689 2.144
Thriving 0.515 0.783 0.651 1.559
Distributive Justice 0.926 0.953 0.871 3.449
Interpersonal Justice 0.875 0.910 0.669 1.018
Procedural Justice 0.957 0.979 0.959 3.462
Living Authentically 0.845 0.928 0.866 2.004
Maintaining Perspective 0.890 0.914 0.603 1.820
Managing Stress 0.889 0.912 0.568 1.245

Source: Primary data (2024)

Composite Reliability (CR) and Cronbach’s Alpha (o) were used to determine the internal

consistency of the measurement tool. Composite reliability (construct reliability) refers to a
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measure of internal consistency in scale items. Thus, the reliability of a construct should be at
least 0.70 (Lai, 2021). On the other hand, Cronbach Alpha is a statistical tool that demonstrates
that tests and scales that have been constructed or adopted for research projects are fit for
purpose (Taber, 2018). In testing reliability, Composite Reliability (CR) was preferred because of
Cronbach Alpha’s limitation of assuming that all indicator traits are the same in the population,
lowering reliability values. Moreover, Cronbach’s Alpha is sensitive to a number of items in the
scale and generally tends to underestimate internal consistency reliability (Lai, 2021). However,
Composite Reliability is liberal as it takes into account the outer traits of indicator variables
(Tavakol & Dennick, 2011). Results show Cronbach’s Alpha and Composite Reliability for study
constructs. The results show that values for composite reliability that were used to test the
reliability of all the Constructs, all above 0.7 indicating the satisfactory level of reliability for the
items measuring the Constructs. This is because, according to Lai (2021), the minimum level of

composite reliability is 0.70. Therefore, the data obtained was reliable.

Further, Convergent Validity, which refers to an assessment that measures the level of correlation
of multiple indicators of the same construct, was established using Average Variance Extracted
(AVE). Average Variance Extracted (EVA) measures convergent validity, showing that variations
in items were explained by the constructs. In this study, AVE values were greater than the
acceptable threshold of 0.5, confirming convergent validity. The results in Table 3.3 show the
average variance extracted (AVE) for each construct and the dimension. All constructs had AVE
values greater than the acceptable threshold of 0.5 confirming convergent validity. To further
ensure that the constructs were independent, Factor Analysis was carried out on indicators of
different constructs, measuring study variables using structural equation modeling. All those

indicators with values above 0.50 were considered valid measures of the constructs (Hair Jr. et
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al., 2020). The results are presented in the appropriate models in Chapter 4. With respect to the
VIF test, which is a measure of Collinearity affirming the independence of the variables, the
values obtained were below 5, which is the standard metric for measuring Collinearity (Hair Jr.
et al., 2021). This meant that the measures (constructs) were independent of one another and thus
the independent variables could independently predict the dependent variable. Therefore, the

condition of Collinearity did not exist.

3.9 Data Management and Analysis

After the data had been collected, the researcher first carried out data processing. The data for all
three objectives were analysed using the same data analysis methods because they all require
descriptive and inferential analysis. Descriptive analysis involved calculating frequencies,
percentages, means, and standard deviations using SPSS. Inferential analysis involved structural
equation modelling and moderation analysis using Smart Pls. Data analysis enabled the carrying
of descriptive analysis and making inferences after the data had been collected, the researcher
first carried out data processing. Coding, putting the data into the computer using SPSS 24.0,
analyzing the data using frequency tables to identify problems, and editing the data to fix errors
were all steps in the processing of quantitative data. The data for all three objectives were
analyzed using the same data analysis methods because they all require descriptive and
inferential analysis. Descriptive analysis involved calculating frequencies, percentages, means
and standard deviations using SPSS. Inferential analysis involved structural equation modeling
and moderation analysis using Smart Pls. Data analysis enabled carrying of descriptive analysis

and making inferences.
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3.10 Ethical Considerations

In carrying out of the study, ethical issues were strictly observed including informed consent,
anonymity, confidentiality, balancing risks and benefits, and dissemination of the findings.
Informed consent was observed, by making it a point that the study participants get involved
knowingly and freely. To ensure anonymity, the researcher made sure that the study participants
remained anonymous. Confidentiality involved making sure that no information offered by the
respondents was revealed. Balancing threats and benefits was guaranteed by making sure that the
teachers provide responses in confidence. With regard to the dissemination of the findings, the

results were: findings were published in online peer-reviewed journals for access by.

During the study, ethical issues observed were informed consent, anonymity, confidentiality, and
privacy. Respondents were made to understand, why they should take part in the investigation.
They freely chose to take part in the study. Study participants remained unknown in their
responses. Confidentiality was followed throughout the research process. Participants were made
aware, that the information they provided would be shared. Participants, who refused to provide

personal information on grounds of privacy, had their wishes respected.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.0 Introduction
This part is a presentation, analysis, and interpretation of study results on organisational justice,
resilience, and psychological well-being of teachers in government-aided schools in Nakawa
division, Kampala — Uganda. The results include descriptive statistics, correlation and

confirmatory regression results, and qualitative explanations.

4.1 Teacher’s Demographic Characteristics

This section presents data on the demographic characteristics of the teachers, which are gender,
age group, level of education, responsibility in the school, and teaching experience. The sample
size of the study was 184 for the teachers, which was determined using the Morgan and Krejice

(1970) table. The results are presented in Table 4.1 on page 30.

The findings in Table 4.1 indicate that (48.4%) of the teachers were males, with females being
(51.6%). The results suggest that the larger percentage of teachers was of females. Nevertheless,
responses of both female and male students were captured, since the population of male teachers
was equally high with a difference of (3.2%). The data on the age group of teachers showed that
a larger percentage (51.6%) was 30 to 40 years, followed by up to 30 years (32.1%), then those
between 40-50 years (15.8%), and only (0.5%) above 50 years. These results suggest that
teachers of different categories of age were involved in the study. Thus, the results were
representative of teachers of different ages. The results on the education level of teachers
revealed that the majority (47.8%) were bachelor’s degree holders, followed by (31.5%) with

diplomas, and (20.7%) were postgraduates. The results implied that teachers were extremely

30



trained and thus could capably respond to the question items in the questionnaire because of

proficiency in English.

Table 4.1: Teachers' demographic characteristics

Variables Categories Frequency Percent
Sex Male 89 48.4
Female 95 51.6
Total 184 100%
Age groups up to 30 59 32.1
40-50 years 29 15.8
50 and above 1 0.5
Total 184 100%
Education Diploma 58 31.5
Bachelor’s degree 88 47.8
Post graduate 38 20.7
Total 184 100%
Responsibility Subject teacher 60 32.6
Class teacher 73 73
Head of subject 30 16.3
Head of department 21 11.4
Total 184 100%
Working experience Less than 5 years 47 25.5
5-10 years 100 54.3
10 years and above 37 20.1
Total 184 100%

Source: Primary data (2024)

The results thus show that teachers held various responsibilities in the schools with (32%) being
subject teachers, (39.7%) being class teachers, (16.3%) being heads of subjects and (21%) being
heads of departments. These results meant that teachers with diverse observations according to
their responsibilities in the schools participated in the study. Additionally, still, the representative
teachers each had different years of teaching experience. Teachers who have taught between 5

and 10 (54.3%) with the highest numbers, followed by those who have taught between 10-37
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years (20.1%) and those who have taught for less than 5 years (25.5%). Therefore, the results
were representative of teachers of different educational experiences, which provided a more
comprehensive understanding of their perception of various age groups of teachers, enhancing

the quality and validity of the research.

4.2 Descriptive Results on psychological wellbeing
Psychological well-being was studied as a multi-dimensional construct, describing interpersonal
fit, feeling of competency, thriving, desire for involvement, and perceived recognition. The

descriptive results on the same follow here.

4.2.1 Feeling of Competency.
The construct of feeling of competency was the first aspect of psychological well-being. The

construct was studied using seven items, as indicated in Table 4.2.

Table 4.2: Descriptive results for the feeling of competency

Feeling of competency SD D NS A SA Mean
I know my value as a teacher 1 8 2 99 74 4.29
within this school this school (0.5%)  (4.3%) (1.1%) (53.8%) (40.2%)

[ know I am capable of teaching 5 3 - 109 67 4.25
my students effectively (2.7%) (1.6%) - (59.2%) (36.4%)

I confidently deliver all my 8 - 8 81 92 4.39
lessons to students (4.3%) - (1.6%) (44.0%) (50.0%)

I use student-centered methods 8 - 5 100 71 4.27
to deliver lessons to students (4.3%)) - (2.7%) (54.3%) (38.6%)

I prepare effective lesson plans 18 - 28 80 58 3.97
and conduct lessons accordingly  (9.8%) - (15.2% (43.5%) (31.5%)

I easily work with others 0 8 2 100 74 4.30
professionally (0.0%) (4.3%) (1.2%) (54.3%) (40.2%)

I consider the individual needs 1 9 9 104 68 4.24
of every student as I teach (0.5%)  (4.9%) (1.1%) (56.5%) (37.0%)

Source: Primary data (2024)
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The findings in Table 4.2 on whether teachers knew their value as teachers in their respective
schools cumulatively indicated that most teachers (94%) agreed, (1.1%) were not sure, and
(4.8%) disagreed. The mean (mean = 4.29), which is high, agreed, meaning that teachers knew
their value at the respective schools very well. With regards to whether teachers were capable of
teaching their students, cumulatively the majority percentage (95.6%) agreed while (4.3%)
disagreed. The mean is high (mean = 4.25), showing that teachers knew well, that they were
capable of teaching their students. As to whether teachers confidently delivered all their lessons
to students cumulatively, the highest percentage (92.9%) agreed, (2.8%) were not sure, and
(4.3%) disagreed. The mean is high (mean = 4.39), showing that teachers confidently deliver

their lessons.

As regards using student-centred methods to deliver lessons to students, the biggest number of
teachers (92.9%) agreed, (2.7%) was not sure, and (4.4%) disagreed. The mean (mean = 4.27)
showed that teachers rated their use of student-centred methods to teach their students well.
Regarding whether teachers prepared effective lesson plans and conduct their lessons
accordingly (75%) agreed, (15.2%) were not sure, (9.8%) disagreed. The mean is high at (mean
= 3.97), showing that prepare effective lesson plans and conduct lessons accordingly. As to
whether teachers easily worked with each other, (94.5%) agreed, (1.1%) was not sure, (5.4%)
disagreed. The mean is high (mean = 4.30) showed that teachers easily work with each other
well. Regarding whether teachers considered the individual students’ needs while teaching,
cumulatively the majority percentage (93.5%) agreed, (1.1%) were not sure and (5.4%)
disagreed. The mean is high (mean = 4.24) showed that teachers consider the individual needs of

students while teaching well. The descriptive results are shown in Table 4.3.
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Table 4.3: Summary table for the feeling of competency

Descriptive Statistic  Std. Error
Feeling of Mean 4.24 0.04
competency 95% Confidence Lower Bound 4.16

Interval for Mean Upper Bound 4.32

5% Trimmed Mean 4.33

Median 4.28

Variance 0.31

Std. Deviation 0.55

Minimum 1.86

Maximum 4.86

Range 3.00

Interquartile Range 0.43

Skewness -3.25 0.18

Kurtosis 11.48 0.36

Source: Primary data (2024)

The results in Table 4.3 show a mean = 4.24 close to the median = 4.29 with a negative skew

(skew = -3.25), which suggested that the teachers felt highly competent. The average mean also

meant that teachers rated their feeling of competency to be good. The low standard deviation

(0.56) indicated a normal distribution of the responses. The normal distribution of results 1s also

displayed by the normal curve in Figure 4.1.
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Figure 4. 1: Histogram for feeling of competency

Source: Primary data (2024)

The results in Figure 4.1 show a high mean = 3.96, which indicates that teachers agreed that their
feeling of competency was good. With the low standard deviation (0.534) and the curve in the
figure showing normality, it was inferred that the results on organisational justice by teachers

were normally distributed.

4.2.2 Descriptive results for interpersonal fit.
The second concept of psychological well-being was interpersonal fit. It was studied using 10

Items. It was studied using six Items, as shown in Table 4.4.
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Table 4. 4: Descriptive table for interpersonal fit

Interpersonal fit SD D NS A SA Mean
Within this school this 12 - 11 98 63 4.15
school, we value one (6.5%) - (6.0%) (53.3%) (34.2%)

another

I enjoy working with my 5 4 4 91 80 4.29
fellow teachers (2.7%) (2.2%) (2.2%) (49.5%)  (43.5%)

I get along well with all - 9 13 103 59 4.15
teachers - (4.9%) (7.1%) (56.0%)  (32.0%)

Within school, this school 2 12 19 95 56 4.04

have a relationship of (1.1%) (6.5%) (10.3%) (51.4%) (30.4%)
trust with each other

We help each other 4 36 42 73 29 3.47
within this school (2.2%) (19.5%) (22.8%) (39.7%) (15.8%)
Within this school, we 10 32 50 72 20 3.33

display kindness towards (5.4%) (17.4%) (27.2%) (39.1%) (10.9%)
each other

We respect each other - 12 36 51 42 3.90
within this school - (6.5%) (19.6%) (51.1%) (22.8%)
We show positive 2 8 - 106 6 4.25
feelings towards each (1.1%) (4.3%) - (57.6%)  (37.0%)

other within this school

Source: Primary data (2024)

The results in Table 4.4 regarding whether teachers valued one another cumulatively, (6.5%) of
the teachers disagreed, (6.0%) were not sure (87.5%) agreed. The high mean (4.15) means that
teachers rated their value of one another in the schools as high. Regarding whether the teachers
enjoyed working with each other in the schools (4.9%) disagreed, (2.2%) were not sure, (93%)
agreed. The mean is high at (mean = 4.29), showing that teachers highly enjoy working with one
another in schools. As to whether teachers got along well with one another cumulatively, (4.9%)
disagreed, (7.1%) were not sure, and (88.1%) agreed. The mean is high at (4.15) shows that

teachers get along with each other well. As concerns whether teachers have a relationship of trust
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with each other, (4.9%) disagreed, (10.3%) were not sure, (81.7%) agreed. The mean (mean =

4.04) shows, that teachers value each other well.

As for helping one another cumulatively, (21.8%) disagreed, (22.8%) were not sure, (55.5%)

agreed. The mean is average (mean = 3.47) shows that teachers rated their helping one another to

be fair. Regarding whether teachers displayed kindness towards one another cumulatively,

(22.8%) disagreed, (27.2%) were not sure, (50%) agreed. The mean (3.33) shows that the

teachers rated their displaying kindness to one another as poor. As concerns whether teachers

respected one another cumulatively, (6.5%) disagreed, (19.6%) were not sure, (73.9%) agreed.

The mean is high (3.9), showing that teachers respect one another highly. Regarding whether the

teachers showed positive feelings towards each other within this this school cumulatively, (5.4%)

disagreed, (94.4%) agreed. The mean is high at (4.25), showing that the teachers show positive

feelings towards one another highly.

Table 4. 5: Summary Table for Interpersonal Fit

Descriptives Statistic  Std. Error
Interpersonal fit Mean 3.95 0.040

95% Confidence Lower Bound 3.87

Interval for Mean Upper Bound 4.01

5% Trimmed Mean 4.01

Median 4.00

Variance 0.296

Std. Deviation 0.54

Minimum 1.88

Maximum 5.00

Range 3.13

Interquartile Range 0.38

Skewness -2.25 0.18

Kurtosis 6.58 0.36

Source: Primary data (2024)
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The results from Table 4.5 show a mean = 3.95 close to the median = 4.00 with a negative skew
(skew = -2.245) and a low standard deviation = 0.54 suggesting that the results were normally
distributed. The average mean also suggested that the students rated their interpersonal fit to be

high. The normal distribution of the results is also displayed by the normal curve in Figure 4.2.
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Figure 4.2: Histogram for interpersonal fit

Source: Primary data (2024)

The results in Figure 4.3 show a high mean = 3.95 which indicate that teachers reported their
interpersonal fit to be good. With the low standard deviation (0.544) and the curve in the figure
showing normality, it was inferred that the results on feeling of competency by teachers were

normally distributed.
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4.2.3 Thriving.

Thriving was the third concept of psychological well-being. The construct of Thriving was

studied using seven items as shown in Table 4.6.

Table 4. 6: Summary results for Thriving

Item SD D NS A SA Mean

I find teaching within this 55 73 29 18 9 2.20

school exciting (29.9%)  (39.7%) (15.8%) (9.8%)  (4.9%)

I like teaching within this 37 78 21 31 17 2.53
(20.1%)  (42.4%) (11.4%) (16.8%) (9.2%)

I am proud of teaching within 49 95 11 24 5 2.15

this (26.6%)  (51.6%) (6.0%)  (13.0%) (2.7%)

Teaching within this school 4 13 12 121 34 3.91

this school gives my life (2.2%) (7.1%)  (6.5%)  (65.8%) (18.5%)

meaning

teachers use suitable language 3 7 126 26.1 4.19

while speaking to each other (1.6%) (3.8%) (68.5%) (26.1%)

Within this school this school, 2 4 8 104 66 4.24

we commit ourselves to (1.1%) (2.2%) (4.3%) (56.5%) (35.9%)

accomplishing

Within this school, we look for 35 48 41 48 12 2.75

stimulation in teaching (19.0%)  (26.1%) (22.3%) (26.1%) (6.5%)

Source: Primary data (2024)

Table 4.6 shows that regarding whether teachers found teaching in their respective schools

exciting cumulatively, (69.6%) disagreed, (15.8%) were not sure, (14.7) % agreed. The low

mean (2.20) shows that teachers do not find teaching in their respective schools exciting.

Concerning whether teachers liked teaching in their schools cumulatively (62.5%)

disagreed,

(11.4%) were not sure, (26%) agreed. The mean is moderate at 2.53 meaning that teachers rated

their liking of teaching in their schools fair. As for being proud of teaching in the schools and not

any other cumulatively, (78.2.6%) disagreed, (6.0%) were not sure (15.7%) agreed. The mean is
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moderate at (2.15) which means that teachers are not proud of teaching in their respective
schools. Regarding whether teaching in the schools gave their lives meaning cumulatively,
(9.3%) disagreed, (6.5%) were not sure (84.3%) agreed. The mean is high (mean = 3.91)

meaning that teaching in the schools fairly gives the teachers’ lives meaning.

As to whether teachers used suitable language while speaking to each other, cumulatively (1.6%)
disagreed, 3.8 were not sure and 94.6% agreed. The mean is high (mean = 4.19) meaning
teachers highly use suitable language while speaking to each other. Regarding whether teachers
committed themselves to accomplishing challenging tasks cumulatively, (3.3%) disagreed,
(4.3%) were not sure, (84.3%) strongly agreed. The mean is high (mean = 4.24) meaning that
teachers highly commit themselves to accomplishing challenging tasks. As to whether teachers
looked for stimulation in teaching (45.1%) disagreed, (22.3%) were not sure, (32.6%) agreed.
The mean is low 2.75 indicating that teachers are not sure whether they for stimulation while

teaching.

Table 4.7: Summary Results for Thriving

Descriptives Statistic Std. Error
Thriving Mean 3.14 0.03

95% Confidence Lower Bound 3.06

Interval for Mean Upper Bound 3.21

5% Trimmed Mean 3.11

Median 3.00

Variance 0.29

Std. Deviation 0.54

Minimum 2.00

Maximum 5.00

Range 3.00

Interquartile Range 0.71

Skewness 0.75 0.17

Kurtosis 0.39 0.35

Source: Primary data (2024)
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The results in Table 4.7 show a mean = 3.14 close to the median = 3.03 with a positive skew
(skew = 0.75) and a low standard deviation = 0. 54 suggesting that the results were normally
distributed. The mean also proposed that the teachers rated their Thriving to be high. The normal

distribution of the results is also displayed by the normal curve in Figure 4.3.
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Figure 4. 3: Histogram for Thriving
Source: Primary data (2024)

The results in Figure 4.3 show a high mean (mean = 3.14) which indicates that teachers rated
their Thriving to be average. With the low standard deviation (0.539) and the curve in the figure
showing normality, it was inferred that the results on Thriving by teachers were normally

distributed.

4.2.4 Perceived Recognition.

Perceived recognition was the fourth concept of psychological well-being. It was studied using

five items, as shown in Table 4.8.
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Table 4.8: Perceived recognition

Perceived Recognition SD D NS A SA Mean
I feel that my superiors 29 9 5 79 62 3.74
within this  this school (15.8%) (4.9%) (2.7%) (42.9%)  (33.7%)
recognize my teaching

I felt that my work efforts 36 68 41 27 12 2.52
are appreciated (19.6%) (37.0%) (22.3%) (14.7%) (6.5%)

Within this school, I felt 23 17 9 116 19 3.49
that my fellow teachers (12.5%) (9.2%) (4.9%) (63.0%) (10.3%
recognize my teaching

abilities

The head teacher gives me 72 28 8 72 4 2.50
quality feedback (39.1%) (15.2%) (4.3%) (39.1%) (2.2%)

I have the opportunity to 23 28 5 119 9 3.34
share my opinions (12.5%) (152%) (2.7%) (64.7%)  (4.9%)

Source: Primary data (2024)

Table 4.8, regarding whether teachers felt that their superiors recognize their teaching efforts

cumulatively, (20.7%) disagreed, (2.7%) was not sure, (42.9%), and the majority (76.6) agreed.

The mean is high (mean = 3.74), showing that teachers feel that their superiors highly recognized

their teaching efforts. Concerning whether teachers felt that their work efforts are appreciated by

their superiors, cumulatively (5.6%) disagreed, and (22.3%) were not sure, (21.2%) agreed. The

moderate mean (mean = 2.52%) showed that teachers feel that their superiors appreciate their

teaching efforts. As to whether the teachers felt that their fellow teachers recognize their teaching

ability, (21.5%) disagreed (4.9%), and (73.30%) the majority agreed. The high mean (mean =

3.49) showed that the teachers perceive that their peers recognize their teaching abilities.

Regarding whether the head teacher gave teachers feedback on their teaching cumulatively, the
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majority (54.3%) disagreed, (4.3%) were not sure, (41.3%) agreed. The average mean (mean =
2.50) shows that teachers rated feedback from head teachers about their teaching fair. As for
being provided with opportunities to share their opinion for the betterment of their schools,
(27.7%) disagreed, (2.7%) were not sure, and (69.6%) the majority agreed. The high mean (mean
= 3.34) showed that teachers have opportunities to share their opinions for the betterment of their

schools.

Table 4. 9: Summary results for perceived recognition

Descriptives Statistic Std. Error
Perceived Mean 3.12 0.067
recognition 95% Confidence Lower Bound  2.98

Interval for Mean Upper Bound 3.25

5% Trimmed Mean 3.15

Median 3.40

Variance 0.882

Std. Deviation 0.93

Minimum 1.00

Maximum 5.00

Range 4.00

Interquartile Range 1.40

Skewness -0.760 0.18
Kurtosis -0.540 0.36

Source: Primary data (2024)
The results in Table 4.9 shows a mean = 3.12 (close to the median = 3.40) with a negative skew
(-0.760), which suggests that the results were normally distributed. The low standard deviation

(0.88) also indicated a normal distribution of the responses. The mean is high (3.12), meaning
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that teachers rated their perceived recognition as good. The normal distribution of the results is

also displayed by the normal curve in Figure 4.4.
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Figure 4. 4: Histogram for Perceived Recognition

Source: Primary data (2024)

The outcomes in Figure 4.4 show a high mean (mean = 3.12) indicating that teachers agreed that
their perceived recognition was high. With the low standard deviation (0.539) and the curve in
the figure showing normality, it was inferred that the results on perceived recognition by teachers

were normally distributed.

4.2.5 Desire for Involvement.

Desire for involvement was the fifth concept of psychological well-being. It was studied using

six items as shown in Table 4.10.

Table 4.10
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Table 4. 10: Desire for Involvement

Desire for involvement SD D NS A SA Mean
I make effort to take initiatives that 10 8 5 96 65 4.08
contribute to the development (5.4%) (4.3%) (2.7%) (52.2%) (35.3%)

I care about the good functioning of 11 7 - 89 77 4.0
this school (6.0%) (3.8%) - (48.4%) (41.8%)

[ seek to be in the know of 7 1 4 95 66 4.09
whatever is taking place (3.8%) (6.5%) (2.2%) (51.6%) (35.9%)

I  participate in  professional 8 5 4 100 67 4.16
development events (4.3%) (2.7%) (2.2%) (54.3%) (36.4%)

I cooperate with others to carry out 7 10 3 91 73 4.16

peer and self-evaluation about work  (3.8%) (5.4%) (1.6%) (49.5%) (39.7%)

Source: Primary data (2024)

The outcomes in Table 4.10, it shows that concerning whether teachers made an effort to take
initiatives that contribute to the development of the school, cumulatively (9.7%) disagreed,
(2.7%) were sure, (and 87.5%) agreed. The mean is high (mean = 4.08), meaning that teachers
make efforts to contribute to initiatives for the development of their respective schools. As to
whether teachers cared about the good functioning of their respective schools cumulatively
(9.8%) disagreed, (90.2%) agreed. The mean is high (mean = 4.0), meaning that teachers care

about the good functioning of their respective schools.

As to whether teachers sought to be in the know of whatever was taking place in the schools,
cumulatively (10.3%) disagreed, (2.2%) were not sure (87.5%) agreed. The high mean (mean =
4.09) shows that teachers seek to be in the know of whatever is taking place in the schools.
Regarding whether teachers participated in professional development events organized or

teachers in the schools, cumulatively (7%) disagreed, (2.2%) were not sure, and (and 90.7%)
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agreed. The mean is high (mean = 4.16) showing that teachers highly participate in professional
events organized in their schools. Regarding whether teachers cooperated with others to carry out
peer and self-evaluation about work performance cumulatively, (9.2%) disagreed, (1.6%) were
not sure, (89.2%) agreed. The mean is high (mean = 4.16) meaning that teachers rated their

carrying out peer and self-evaluation about work performance as good.

Table 4. 11: Summary Table for Desire for Involvement

Descriptives Statistic Std. Error
Desire for Mean 4.14 0.06
involvement

95% Confidence Lower Bound 4.01

Interval for Mean Upper Bound 4.25

5% Trimmed Mean 4.25

Median 433

Variance 0.696

Std. Deviation 0.83

Minimum 1.00

Maximum 5.00

Range 4.00

Interquartile Range 0.33

Skewness -2.47 0.17

Kurtosis 5.19 0.35

Source: Primary data (2024)

The results in Table 4.11 show a high mean = 4.14 and a median = 4.33 with a negative skew
(skew =-2.47), which recommends that the results were normally distributed. The average mean
also meant that teachers rated the desire for involvement to be good. The low standard deviation
(0.83) indicated a normal distribution of the responses. The normal distribution of results is also

displayed by the normal curve in Figure 4.5.

46



307 Mean = 3.12
Std. Dev. = 939
M=184

5]
o
1

Frequency

2.00 3.00 4.00

Perceived recognition
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Source: Primary data (2024)

The results in Figure 4.5 show a high mean = 4.13, which indicates that teachers rated their
desire for involvement as good. With the low standard deviation (0.534) and the curve in the
figure showing normality, it was inferred that the results perceived by teachers were normally

distributed.

4.2.6 Psychological Wellbeing.

To establish how overall the teachers rated their psychological well-being, an index was
calculated for the five measures, namely interpersonal fit, feeling of competency, thriving,
perceived recognition, and desire for involvement. The results on the same are presented in Table

4.12.
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Table 4.12:Summary table for psychological wellbeing

Descriptives Statistic Std. Error
Psychological Mean 0.033

95% Confidence Lower Bound 4.51

Interval for Mean Upper Bound 4.64

5% Trimmed Mean 4.62

Median 4.66

Variance 0.206

Std. Deviation 0.45

Minimum 2.81

Maximum 5.30

Range 2.48

Interquartile Range 0.40

Skewness -1.81 0.179

Kurtosis 4.03 0.356

Source: Primary data (2024)

The results from Table 4.12 how a mean = 4.51 close to the median = 4.66 with a negative skew
(skew = -1.81) and a low standard deviation = 0.45 suggesting that that the results were normally
distributed. The average mean also proposed that the teachers rated their psychological to be

good.

4.2.7 Structural Model for Psychological Wellbeing.
Figure 4.6 shows the variable of psychological well-being which was studied in terms of feeling

of competency, interpersonal fit, thriving, perceived recognition, and desire for involvement.
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Source: Primary data (2024)

Figure 4.6 describes the measures of psychological well-being. Psychological well-being was
studied in terms of five factors namely, desire for involvement, perceived recognition, feeling of
competency, and thriving and interpersonal fit. Three out of seven items for the feeling of
competency loaded highly, all eight items loaded for interpersonal fit, six out of six items loaded
for the desire for involvement, all five items loaded for perceived recognition, and five out of
seven items for thriving. The constructs that measured the same loaded above the minimum

validity value (0.5) when using factor analysis.

4.3 Organisational Justice

Organisational Justice was studied in terms of procedural Justice, distributive Justice, and

interpersonal justice.
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4.3.1 Procedural Justice.
Procedural Justice was the first concept of organisational Justice. It was studied using seven

items as shown in Table 4.13.

Table 4.13: Procedural Justice

Procedural Justice SD D NS SA A Mean
I am provided a chance to give my 64 94 10 12 4 1.90
input in the processes of this school ~ (34.8%) (51.1%) (5.4%)  (6.5%) (2.2%)

The decisions taken within this 76 96 1 10 1 1.72

school are based on accurate (41.3%) (52.2%) (0.5%)  (5.4%) (0.5%)
information

The decisions taken within this 76 96 1 10 1 1.72

school are based on accurate (41.3%) (52.2%) (0.5%)  (5.4%) (0.5%)
information

Work procedures within this school 71 101 0 9 3 1.76
are free from bias (38.6%)  (54.9%) (0.00%) (4.9%) (1.6%)
I have the opportunity to appeal the 82 88 2 10 2 1.70
outcomes (44.6%) (47.8%) (1.1%) (5.4%)  (1.1%)
The procedures uphold ethical and 70 103 1 6 4 1.76
moral standards (38.0)% (56.0%) (0.51%) (3.3%) (2.2%)
I have had influence over the 69 103 0 7 4 177

decisions arrived at by procedures (37.5%) (56.5%) (0.00%) (3.8%) (2.2%)
within this this school

Source: Primary data (2024)

According to Table 4.13, regarding whether teachers were provided a chance to give their input
in the processes of their schools cumulatively, (85.9%) disagreed, (5.4%) were not sure, (and
8.7%) agreed. The very low mean (mean = 1.90), which lies on code 1 on the Likert scale, shows
that teachers rated their chance of providing input processes as very poor. As to whether the
decisions taken in the schools were based on accurate information cumulatively, (93.5%)
disagreed, (0.5%) were not sure (5.9%) agreed. The low mean (mean = 1.72) shows that teachers
rated the base of decisions on accurate information low. As regards the decisions taken within

this school within this school were based on accurate information (93.5%) disagreed, (0.5%)
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were not sure (5.9%) agreed. The low mean (mean = 1.72) shows, that the teachers think,
decisions taken in the schools are not based on accurate information. As to whether work
procedures in the schools were free from bias cumulatively, (93.5%) disagreed, (0.00%) were not
sure, (4.9%) agreed and (1.5%) disagreed. The low mean (mean = 1.76) shows that teachers rated

the procedures to be containing some bias.

As to whether teachers had the opportunity to appeal the outcomes, arrived at when not satisfied
with them cumulatively (92.4%) disagreed, (1.1%) were not sure, (and 6.5%) agreed. The mean
is low (mean = 1.70), meaning that teachers rated their opportunity to appeal decisions low.
Concerning whether the procedures within this within this school upheld ethical and moral
standards (94.0%) disagreed (0.51%), were not sure, (5.5%) agreed. The mean is low (mean =
1.76) meaning that the teachers rated the procedures upholding ethical standards low. As for
having had influence over the decisions arrived at by procedures in the schools cumulatively,
(95%) disagreed, and none of the teachers were undecided (6%) agreed. The mean of 1.77 is low,
meaning the majority of the teachers think that the procedures applied in the schools do not
uphold ethical standards. As for whether teachers have had influence over the decisions arrived
at within the schools (94%) disagreed, and (6%) agreed. The mean is low at 1.77 meaning that

teachers rated their influence over decisions arrived at in schools low.
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Table 4.14: Descriptive results for Procedural justice

Descriptives Statistic Std. Error
procedural ~ Mean 1.76 0.05
justice 95% Confidence Interval for Lower Bound 1.65
Mean Upper Bound 1.86
5% Trimmed Mean 1.66
Median 1.71
Variance 0.515
Std. Deviation 0.71
Minimum 1.00
Maximum 4.71
Range 3.71
Interquartile Range 0.71
Skewness 2.29 0.179
Kurtosis 6.18 0.356

Source: Primary data (2024)

The results in Table 4.14 show a mean = 1.76 close the median = 1.71 with a positive skew
(skew = 2.29) which submitted that the outcomes were normally distributed. The low standard
deviation (0.72) indicated normal distribution of the responses. The normal distribution of results

is also displayed by the normal curve in Figure 4.7.
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Figure 4.7: Histogram for procedural Justice

Source: Primary data (2024)

The results in Figure 4.7 show a low mean (mean = 1.76) which indicates that teachers rated
their procedural justice low. With the low standard deviation (0.717) and the curve in the figure
showing normality, it was inferred that the results on procedural justice by teachers were

normally distributed.

4.2.2 Distributive Justice.
Distributive Justice was the second concept of organisational justice. It was studied using five

items, as shown in Table 4.15.
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Table 4.15: Summary Table for Distributive Justice

Distributive Justice SD D NS A SA Mean
The rewards reflect the effort I 66 103 4 9 2 1.79
put into my teaching within (35.9%) (56.0%) (2.2%) (4.9%) (1.1%)

this school

My rewards and benefits are 75 91 7 9 2 1.76
appropriate for the work I have (40.8%) (49.5%) (3.8%) (4.9%) (1.1%)
completed

My rewards and benefits in 67 105 2 9 1 1.75
teaching within this school are (36.4%) (57.1%) (1.1%) (4.9%) (0.5%)

justified given my efforts in

teaching

resources like  allowances, 71 100 3 7 3 1.76
bonuses, benefits are fairly (38.6%) (54.3%) (1.6%) (3.8%) (1.6%)
distributed within this school

I felt that career development 70 101 3 9 1 1.75
opportunities are distributed (38.0%) (54.9%) (1.6%) (4.9%) (0.5%)

fairly

Source: Primary data (2024)

According to Table 4.15 regarding whether rewards reflected the effort teachers put in teaching

cumulatively, (91.9%) disagreed, (2.2%) were not sure, (and 6%) agreed. The low mean (mean =

1.79) showed that teachers rated their rewards to be unfair. As to whether the rewards and

benefits were appropriate for the work completed in teaching cumulatively, (90.3%) disagreed,

(3.8%) were not sure, (6%) agreed. The mean is low (mean = 1.76). Concerning the rewards and

benefits of teaching within this school, is justified, given the efforts in teaching cumulatively

(93.5%) disagreed (1.1%), and was not sure (5.4%) agreed. The low mean (mean = 1.75) showed

that the teachers rated the rewards and benefits low. Regarding whether the teachers felt that

resources like allowances, bonuses, and benefits are fairly distributed in the schools

cumulatively, (92.9%) disagreed, (1.6%) were not sure, (and 5.4%) agreed. The mean (mean =
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1.76) shows that teachers rated the distribution of resources to be unfair. As to whether teachers
felt that career development opportunities are distributed fairly in schools cumulatively, (92.9%)
disagreed (1.6%) were not sure, (5.4%) agreed. The low mean (mean = 1.75) which lies on code
1 for strongly disagree showing that teachers felt that career development opportunities are

unfairly distributed.

Table 4. 16: Summary Table for Distributive Justice

Descriptive Statistic Std. error
Distributive Mean 1.76 0.052
justice 95% Confidence Lower Bound 1.66

Interval for Mean Upper Bound 1.86

5% Trimmed Mean 1.67

Median 1.70

Variance 0.512

Std. Deviation 0.71

Minimum 1.00

Maximum 5.00

Range 4.00

Interquartile Range 0.75

Skewness 2.00 0.179

Kurtosis 5.47 0.356

Source: Primary data (2024)

The results in Table 4.16 show a mean = 1.76 close to the median = 1.70 with a positive skew
(skew = 2.00) which suggested that the results were normally distributed. The low standard
deviation (0.72) indicated normal distribution of the responses. The normal distribution of results

is also displayed by the normal curve in Figure 4.8.
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Source: Primary data (2024)
The results in Figure 4.8 show a low mean (mean = 1.76) which indicates that teachers rated
their distributive justice low. With the low standard deviation (0.716) and the curve in the Figure

4.8 showing normality, it was inferred that the results of distributive justice by teachers were

normally distributed.

4.2.3 Interpersonal Justice.

Interpersonal Justice was third concept of organisational justice. It was studied in six items as

shown in Table 4.17.
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Table 4. 17: Descriptive Table for Interpersonal Fit

Interpersonal Justice SD D NS A SA Mean

Teachers within this within this 24 43 47 47 23 3.01
school listen to each other’s (13.0%) (23.4%) (25.5%) (25.5%) (12.5%)
concerns and take them

seriously

I am treated in a polite manner 3 20 7 91 63 4.34
by colleagues within this within (1.6%)  (10.8%) (3.8%) (49.2%) (34.1%)
this school

Within this within this school, 1 12 17 81 73 4.16
teachers treat each other with (0.5%) (6.5%) (9.2%) (44.0%) (39.7%)
dignity

we refrain from using improper 1 14 16 90 63 4.09
remarks within this within this (0.5%) (7.6%) (8.7%) (48.9%) (34.2%)
school

we take time to understand each 2 24 37 67 54 3.80
other’s perspectives within this (1.1%)  (13.0%) (20.1%) (36.4%) (29.3%)
school within this school

We apologize to each other if 4 13 29 64 74 4.04
we do a mistake or something (2.2%) (7.1%) (15.8%) (34.8%) (40.2%)
wrong

Source: Primary data (2024)

Table 4.17 shows that concerning whether teachers in the schools listened to each other’s
concerns and took them seriously cumulatively, (36.4%) disagreed, and (25.5%) were not sure,
(38%) agreed. The mean is moderate (mean = 3.01) meaning that teachers fairly listen to each
other’s concerns and take them seriously. Regarding whether teachers are treated in a polite
manner by colleagues in the schools cumulatively, (12.4%) disagreed, (3.8%) were not sure,
(83.3%) agreed. The mean is high (mean = 4.34) was average meaning that teachers treat each

other well. As to whether teachers treated each other with dignity, (7%) of the teachers disagreed,
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(9.2%) were not sure, (83%) agreed. The mean is high (mean = 4.16), which is moderate,

meaning that teachers averagely treat each other with dignity.

As to whether teachers refrained from using improper remarks within the schools, cumulatively
(8.1%) disagreed, (8.7%) were not sure, and (83.1) disagreed. The mean is high at 4.09, meaning
that teachers refrain from using improper remarks in the schools. Regarding whether teachers
took time to understand each other’s perspectives in the schools, cumulatively (14.1%)
disagreed, (20.1%) were not sure, and (65.7%) agreed. The mean is high at (mean = 3.80),
meaning that teachers take time to understand each other’s perspectives in the school. As to
whether teachers apologized to each other, if they do a mistake or something wrong,
cumulatively (9.3%) disagreed (15.8%) were not sure, (75%) agreed. The mean is high (mean =

4.04) meaning that teachers apologize to each other if they did a mistake or something wrong.

Table 4. 18: Summary results for interpersonal Justice

Descriptives Statistic Std. Error
Interpersonal Mean 3.85 0.05
Jjustice 95% Confidence Lower Bound 3.75

Interval for Mean Upper Bound 3.96

5% Trimmed Mean 3.91

Median 4.00

Variance 0.551

Std. Deviation 0.74

Minimum 1.50

Maximum 4.83

Range 3.33

Interquartile Range 0.67

Skewness -1.160 0.18

Kurtosis 0.636 0.36

Source: Primary data (2024)
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The low standard deviation (0.74) indicated a normal distribution of the responses. The normal

distribution of results is also displayed by the normal curve in Figure 4.9.
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Figure 4. 9: Histogram for Interpersonal Justice

Source: Primary data (2024)

The results in Figure 4.9 show a moderate mean (mean = 3.00), which indicates that teachers
rated their interpersonal justice fair. With the low standard deviation (0.742) and the curve in the
figure showing normality, it was inferred that the results on interpersonal justice by teachers

were normally distributed.

4.2.4 Organisational Justice.

To establish, how over all how the teachers rated their organisational justice in their schools, an
index was calculated for the three measures, namely distributive justice, interpersonal justice,

and procedural justice. The results on the same are presented in Table 4.19.
59



Table 4. 19: Overall Summary Table for Organisational Justice

Descriptives Statistic Std. Error
Organisational Mean 2.46 0.038
Justice

95%  Confidence Lower Bound 2.38

Interval for Mean  Upper Bound 2.53

5% Trimmed Mean 2.40

Median 2.38

Variance 0.274

Std. Deviation 0.52

Minimum 1.56

Maximum 4.44

Range 2.89

Interquartile Range 0.56

Skewness 1.70 0.179

Kurtosis 4.10 0.356

Source: Primary data (2024)

The results in Table 4.19 show a mean = 2.46 close to the median = 2.38 with a positive skew

(skew = 1.70) which suggested that the results were normally distributed. The low standard

deviation (0.52) indicated normal distribution of the responses.

4.2.5 Organisational Justice Model

Figure 4.10 shows that organisational justice was studied in terms of procedural justice,

distributive and interpersonal justice.
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Figure 4. 10: Organizational Justice Model
Source: Primary data (2024)

The structural model Figure 4.10 describes a concept of organisational Justice. The model shows
that organisational Justice is a multi-dimensional concept that includes interpersonal justice,
distributive justice, and procedural Justice. The factor loadings obtained show that two out of
seven of the indicators measuring procedural justice loaded highly and three out of five
indicators of distributive constructs loaded highly above the minimum validity value of (0.5)
when using factor analysis, as recommended by Hair et al. (2021). However, for interpersonal
justice, all the items were loaded and none was removed. Therefore, the items retained for all the
constructs in the model were valid measures of those constructs. Those items, that were dropped,

were excluded from subsequent analyses.
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4.2.6 Organisational Justice and Psychological Wellbeing Structural Model
To test whether organisational justice influenced the psychological well-being of teachers, a

structural equation model was developed. The results on the same are indicated in Figure 4.11.
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Figure 4. 11: Organisational Justice and Psychological Wellbeing Structural Model

Source: Primary data (2024)

The results in Figure 4.11 show that organisational Justice relates to psychological wellbeing.
Psychological wellbeing was studied in terms of five factors namely, desire for involvement,
perceived recognition, feeling of competency and thriving and interpersonal fit. Organisational
justice was studied in terms of procedural, distributive and interpersonal justice. The model
shows that with respect to psychological wellbeing, for the measure of interpersonal justice, six
indicators out of six were loaded, for procedural justice two out of seven indicators loaded and

for interpersonal justice, all the six indicators loaded. The study tested the hypotheses to the
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effect that organisational justice has relationship significant influence on psychological
wellbeing of teachers in government - aided secondary schools, teacher resilience had a
significant influence on organisational justice of teachers on government - aided secondary
schools, and teacher resilience has moderating effect on the influence of organisational justice
on psychological wellbeing of educators in government - aided secondary schools. While the
figure reveals the Betas and co-efficient of determination (R2), the details are presented in the

path-coefficient Table 4.20.

Table 4.20: Organisational Justice and Psychological Wellbeing Structural Equation Model

Predictions

Path Coefficients B Mean STD T P

Distributive Justice -> Psychological Wellbeing  -0.002 -0.033 0.108 0.021 0.983
Interpersonal Justice -> Psychological Wellbeing 0.759  0.763  0.032 23.54 0.000
Procedural Justice -> Psychological Wellbeing 0.053 0.080 0.097 0.551 0.581
R?=0.583

Adjusted R?=0.576

Source: Primary data (2024)

The results in Table 4.20 show that the influence of the constructs of organisational justice on
psychological well-being was tested. The results revealed that distributive justice (f = -0.002, t =
0.021, p = 0.983) negatively and insignificantly predicted psychological well-being.
Interpersonal Justice (B = 0.759, t = 23.54, p = 0.00) positively and insignificantly predicted
teacher psychological well-being, and procedural Justice (B = 0.053, t = 0.551, p = 0.581)
positively and insignificantly predicted teacher psychological well-being. The adjusted r2 =
0.576 suggested that organisational justice contributed to (57.6%) to psychological well-being.

Thus, the coefficient of determination suggested that (43.4%) of variation in psychological well-
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being was contributed to by other factors. Therefore, while interpersonal justice has a positive,
significant influence on teachers' psychological well-being, distributive and procedural justice do

not.

4.4 Resilience

Resilience was studied in terms of living authentically, maintaining perspective and managing

stress.

4.4.1 Living Authentically.

Living authentically was the first concept of resilience. It was studied in 10 Items, as shown in

Table 4.21.
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Table 4. 21: Descriptive Results for Living Authentically

Living authentically SD D NS A SA Mean
On a whole, I am satisfied 25 68 48 33 10 2.65
with myself (13.6%)  (37.0%) (26.1%) (17.9%) (5.4%)

I think it is better to be 27 8 3 102 44 3.70
accepted than to be myself (14.7%)  (4.3%) (1.6%)  (55.4%) (23.9%)

I am strongly influenced by 9 6 11 84 74 4.13
the opinions of others (4.9%) (3.3%)  (6.0%)  (45.7%) (40.2%)

I felt I know myself very 6 4 1 99 74 4.26
well (3.3%) (2.2%)  (0.5%)  (53.8%) (40.2%)

I am true to myself in all - 6 2 103 73 4.32
situations - (3.3%) (1.1%)  (56.0%) (39.7%)

I always stand by what I 6 4 2 103 69 4.22
believe in (3.3%) (2.2%)  (1.1%)  (56.0%) (37.5%)

I live in accordance to my 6 4 1 90 83 4.30
values and beliefs (3.3%) (2.2%)  (0.5%)  (48.9%) (45.1%)

I have important core values 6 4 - 93 81 4.30
and beliefs (3.3%) (2.2%) - (50.5%) (44.0%)

I know my strengths and I 10 0 2 94 78 4.30
make proper use of them (5.4%) (0.00%) (1.1%)  (51.1%) (42.4%)

I am able to change my 10 0 1 125 48 4.15
mood at school when I need  (5.4%) (0.00%) (0.5%)  (67.9%) (26.1%)

Source: Primary data (2024)

According to Table 4.21, concerning whether teachers were satisfied with themselves,

cumulatively (50.6%) disagreed, (26.1%) were not sure, (23.3%) agreed. The moderate (mean =

2.65) showed that teachers were averagely satisfied with themselves. Whether teachers thought

that it is better to be accepted than to be oneself cumulatively, (19%) disagreed (1.6%) were not

sure, (79.3%) agreed. The mean is high (mean = 3.70) shows that a high number of teachers

think it was better to be oneself. Regarding whether teachers were strongly influenced by the

opinions of others: cumulatively disagreed, (8.2%) disagreed, (6.0%) were not sure, (85.9%)

agreed. The high mean (mean = 4.13) showed that most teachers are strongly influenced by the
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opinions of others. As to whether teachers felt they knew themselves very well cumulatively,
(5.5%) disagreed, (0.5%) were not sure, (94%) agreed. The high mean (mean = 4.26) shows that
teachers feel that they knew themselves well. Regarding whether teachers were true to
themselves in all situations cumulatively, (3.3%) disagreed, (95.7%) agreed. The mean is high

(mean = 4.32), meaning that teachers are highly true to themselves in all situations.

Regarding whether teachers always stood by what they believed in cumulatively, (6.6%)
disagreed, (1.1%) were not sure, (93.5%) agreed. The high (mean = 4.22) shows that teachers
highly stand by what they believe in. As to whether teachers live in accordance with their values
and beliefs cumulatively (5.5%) agreed, (0.5%) were not sure (94%) agreed. The mean is high
(mean = 4.30), indicating that teachers rated their living in accordance with what they believed
high. As to whether teachers had important core values and beliefs in the school, cumulatively
(5.5%) disagreed, (0.00%) were not sure (94.5%) agreed. The high mean (mean = 4.30) shows
that teachers live in accordance with the important core values they believe in. Regarding
whether teachers knew their strengths and made proper use of them when executing their duties,
cumulatively (5.4%) disagreed, (1.1%) were not sure (93.5%) agreed. The mean is high (mean =
4.30), indicating that teachers make proper use of their strength while executing their duties. As
to whether teachers were able to change their mood at school when they needed to, cumulatively
(5.4%) disagreed, (0.5%) were not sure, (94%) agreed. The mean is high (mean = 4.15) shows

that teachers make proper use of their strength.
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Table 4.22: Summary Results for Living Authentically

Descriptives Statistic Std. Error
Living Mean 4.03 0.04
authentically 95% Confidence Interval ~ Lower 3.94
for Mean Bound
Upper 4.12
Bound
5% Trimmed Mean 4.13
Median 4.20
Variance 0.370
Std. Deviation 0.61
Minimum 1.30
Maximum 4.60
Range 3.30
Interquartile Range 0.30
Skewness -3.55 0.18
Kurtosis 12.67 0.36

Source: Primary data (2024)

The results in Table 4.22 show a high mean (mean = 4.03) and a median = 4.20 with a negative
skew (skew = -3.55), which suggests that the results were normally distributed. The low standard
deviation (0.61) indicated a normal distribution of the responses. The normal distribution of

results is also displayed by the normal curve in Figure 4.12.

67



807 Mean = 4.03
Std. Dev. = B0
N =134

Frequency
7

209

T
1.00 200 3.00 4.00 5.00
Living authentically

Figure 4. 12: Histogram for Living Authentically
Source: Primary data (2024)

The results in Figure 4.12 show an average high mean = 4.03, which indicates that teachers live
authentically. The normality curve in Figure 4.14, it was inferred that the results of living

authentically by teachers were normally distributed.

4.4.2 Maintaining Perspective.

Maintaining perspective was the second construct of resilience. It was studied in seven items as

shown in Table 4.23.
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Table 4. 23: Descriptive Table for Maintaining Perspective

Maintaining perspective SD D NS A SA Mean
Nothing at work ever fazes me 4 1 5 110 64 4.24
for long (2.2%) (0.5%) (2.7%) (59.8%) (34.8%)

I refuse to accept things that are 4 1 1 88 90 4.41
bad for me (2.2%) (0.5%) (0.5%) (47.8%) (48.9%)
Negative teachers at this school 4 1 2 96 81 4.35
rarely affect my morale (2.2%) (0.5%) (1.1%)  (52.2%) (44.0%)

I often try to find humor in 4 1 1 77 101 4.47
difficult work place situations at (2.2%) (0.5%)  (0.5%) (41.8%) (54.9%)

this school

I often seek for support from 5 2 - 84 93 4.13
others  when  facing a (2.7%) (1.1%) - (45.7%) (50.5%)
challenging situation

When faced with challenging 4 1 - 113 66 4.28
situations within this school (2.2%) (0.5%) - (61.4%) (35.9%)

Source: Primary data (2024)

In Table 4.23 regarding whether certain things ever fazed teachers out at work for so long, for

long cumulatively (2.7%) disagreed, (2.7%) were not sure, (94.6%) agreed. The mean is at 4.24.

Regarding whether teachers refused to accept things that are bad for them within the schools,

(2.7%) disagreed, (0.5%) were not sure, (96.6%) agreed. The mean is high (mean = 4.41),

indicating that teachers refuse to accept things that are not good for them. As to whether negative

teachers at the school affected others’ morale cumulatively (2.7%) disagreed, (1.1%) were not

sure, (96.2%) agreed. The mean is high (mean = 4.35), showing that a high number of teachers

was rarely affected by negative teachers within the schools.
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As to whether teachers often tried to find humour in difficult workplace situations within the
schools, cumulatively (2.7%) disagreed, (0.5%) were not sure, (96.7%) agreed. The mean is high
at 4.47, showing that teachers try to find humour in difficult workplaces. Concerning whether
teachers often sought support from others when facing a challenging situation within the schools
(3.8%) disagreed, (0.00%) were not sure (96.2%) agreed. The mean is high at 4.13, showing that
teachers try to find humour in difficult workplaces. Regarding often seeking alternative solutions
when faced with challenging situations in the schools cumulatively, (2.7%) disagreed, (97.3%).
The high mean 4.28 showed that teachers seek for alternative perspectives when faced with

difficult situations.

Table 4. 24: Summary Table for Maintaining Perspective

Descriptives Statistic Std. Error
Maintaining Mean 4.36 0.042
perspective 95% Confidence Lower Bound 4.28

Interval for Mean Upper Bound 4.44

5% Trimmed Mean 4.44

Median 4.42

Variance 0.32

Std. Deviation 0.56

Minimum 1.14

Maximum 5.00

Range 3.86

Interquartile Range 0.29

Skewness -4.53 0.179

Kurtosis 23.22 0.356

Source: Primary data (2024)

The results in Table 4.24 show a mean = 4.36 and a median = 4.43 with a negative skew (skew =

-4.53), which proposes that the outcomes were normally distributed. The low standard deviation
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(0.56) indicated a normal distribution of the responses. The normal distribution of results is also

displayed by the normal curve in Figure 4.13.
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Figure 4.13: Histogram for Maintaining Perspective

Source: Primary data (2024)

The results in Figure 4.13 show a high mean (mean = 4.36) which indicates that teachers rated
their maintaining perspective fair with a low standard deviation (0.769) and the curve in the
figure showing normality, it was deduced that the results on maintaining perspective by teachers

were normally distributed.

4.4.3 Managing stress.

Managing stress was the third concept of managing stress. It was studied in eight items, as shown

in Table 4.25.
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Table 4. 25: Descriptive Statistics for Managing Stress

Managing stress SD D NS A SA Mean
I make sure 1 take breaks to 6 1 1 80 96 4.41
maintain my strength and energy  (3.3%) (0.5%) (0.5%) (43.5%) (52.2%)

I am careful to ensure that my 7 2 2 85 88 4.33

teaching within this school does (3.8%) (1.1%) (1.1%) (46.2%) (47.8%)
not rule my personal life

I build good interpersonal 5 2 1 92 84 4.35
relationships (2.7%) (1.1%) (0.5%) (50.0 %) (45.4%)
I involve in stress reduction 3 3 0 93 85 4.38
activities like games and sports (1.6%) (1.6%) (0.00%) (50.5%) (46.2%)
I have developed some reliable 2 5 1 101 75 4.32

ways to deal with workplace (1.1%) (2.7%) (0.5%) (54.9%) (40.8%)
stress

Termly holidays help me to relax 3 2 1 87 91 4.42
after a term's teaching (1.6%) (1.1%) (0.5%) (47.3%) (49.5%)
I always keep a smile on my face 3 4 1 86 90 4.39
and laugh regularly (1.6%) (2.2%) (0.5%) (46.7%) (48.9%)
I keep silent in certain situations 5 2 5 101 71 4.26
to avoid exploding issues 2.7%) (1.1%) (2.7%) (54.9%) (38.6%)

Source: Primary data (2024)

According to Table 4.25, concerning whether teachers took breaks to maintain their strength and
energy, as they carried out their teaching duties, cumulatively (3.8%) disagreed, (0.5%) were not
sure, and (95.7%) agreed. The mean is high (mean = 4.41), showing that teachers take breaks to
maintain their strength and energy as they carry out their teaching duties. Regarding whether
teachers were careful to ensure that their teaching in the schools did not rule their personal life
cumulatively (4.9%) (1.1%) were not sure, (94%) agreed. The mean is high at 4.33, meaning that
teachers are careful to ensure that their teaching does not affect their personal lives. Concerning

whether teachers built good interpersonal relationships with their colleagues at school,
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cumulatively (3.8%) disagreed, (0.5%) were not sure, (95.1%) agreed. The mean is high at 4.35

indicating that teachers build good interpersonal relationships with others at work.

As to whether teachers were involved in stress reduction activities like games and sports to relax
from work pressure after teaching within the schools, cumulatively (3.2%) disagreed, (0.00%)
were not sure, (96.7%) agreed. The mean is high at 4.38, meaning that teachers were involve in
stress reduction activities like games and sports to relax from work pressure after teaching in the
schools. As to whether teachers developed some reliable ways to deal with workplace stress,
cumulatively (3.8%) disagreed, (0.5%) were not sure, and (95.1%) agreed. The mean is high
(mean = 4.32), showing that teachers develop some reliable ways to deal with workplace stress.
As to whether termly holidays helped teachers to relax after a term of teaching, cumulatively
(2.7%) disagreed (0.5%) and were not sure (95.6%). The mean is high at 4.42, showing that
termly holidays help teachers to relax after a term's teaching. Concerning whether teachers
always kept a smile on their faces and laughed regularly while doing their teaching activities
cumulatively (3.8%) disagreed, (0.5%) were not sure, (95.6%) agreed. The mean is high at 4.39,
indicating that teachers keep smiles on their faces and laugh regularly while doing their teaching
activities. As for keeping silent in certain situations to avoid exploding issues cumulatively,
(3.8%) disagreed, (2.7%) were not sure, (93.5%) agreed. The mean is high at 4.26 showing that

teachers keep silent in certain situations to avoid exploding issues.
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Table 4. 26: Summary for Managing Stress

Descriptive Statistic Std. Error
Managing Mean 4.35 0.04
stress 95% Confidence Lower Bound 4.27

Interval for Mean Upper Bound 4.44

5% Trimmed Mean 4.44

Median 4.50

Variance 0.344

Std. Deviation 0.586

Minimum 1.00

Maximum 5.00

Range 4.00

Interquartile Range 0.25

Skewness -3.89 0.18

Kurtosis 17.15 0.36

Source: Primary data (2024)

The results in Table 4.26 show a mean = 4.35 and a median = 4.50 with a positive skew (skew =
-3.89) which suggests that the results were normally distributed. The low standard deviation
(0.59) indicated a normal distribution of the responses. The normal distribution of results is also

displayed by the normal curve in Figure 4.14.
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Figure 4. 14: Histogram for Managing Stress
Source: Primary data (2024)
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The results in Figure 4.14 show a high mean (mean = 4.36), which indicates that teachers rated
their management of stress as moderate. With the low standard deviation (0.586) and the curve in
the figure showing normality, it was inferred that the results on managing stress by teachers

normally distributed.

4.4.3 Employee Resilience

To establish how all the teachers rated their resilience, an index was calculated for the measures
namely living authentically, maintaining perspective, and managing stress. The results on the

same are presented in Table 4.27.

Table 4. 27: Overall Summary Table for Employee Resilience

Descriptives Statistic Std. Error
Resilience Mean 4.22 0.035

95% Confidence Lower Bound 4.15

Interval for Mean Upper Bound 4.30

5% Trimmed Mean 431

Median 4.36

Variance 0.24

Std. Deviation 0.48

Minimum 1.36

Maximum 4.68

Range 3.32

Interquartile Range 0.16

Skewness -4.04 0.179

Kurtosis 17.58 0.356

Source: Primary data (2024)

The results in Table 4.27 show a mean = 4.22 and a median = 4.36 with a negative skew (skew =
(-0.04) which suggested that the results were normally distributed. The low standard deviation

(0.48) indicated a normal distribution of the responses.
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4.4.4 Structural Model for Employee Resilience

Figure 4.15 shows that the construct of employee resilience was studied using three concepts:

living authentically, maintaining perspective, and managing stress.
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Figure 4. 15: Employee Resilience Model
Source: Primary data (2024)

Figure 4.15 describes the variable of employee resilience, showing its measures. Employee
resilience was studied considering three constructs: living authentically, maintaining perspective,
and managing stress. Two out of eight items were loaded for living authentically, seven out of
seven items were loaded for maintaining perspective, and eight out of eight items were loaded
for managing stress. The constructs that measured the same loaded above the minimum validity

value (0.5) when using factor analysis.
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Figure 4.16: Structural Model for Employee Resilience and Psychological Wellbeing
Source: Primary data (2024)

The model in Figure 4.16 shows that employee resilience relates to psychological wellbeing.
Figure 4.16 shows the relationship between the variable of employee resilience and
psychological well-being, showing their measures. Employee resilience was studied using three
constructs: living authentically, maintaining perspective, and managing stress. Two out of eight
items were loaded for living authentically, seven out of seven items were loaded for maintaining
perspective, and eight out of eight items were loaded for managing stress. The constructs that
measured the same loaded above the minimum validity value (0.5) when using factor analysis.
Structural Equation Model for resilience and Psychological Wellbeing. The model in Figure 4.16

shows that employee resilience relates to psychological wellbeing.
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Table 4.28: Employee Resilience and Psychological Wellbeing Structural Equation Model

Predictions

Path Coefficients B Mean STD T P

Living Authentically -> Psychological Wellbeing 0.437 0.401 0.130 3.351 0.001
Maintaining Perspective -> Psychological Wellbeing  (0.370 0.382 0.139 2.666 0.008

Managing Stress -> Psychological Wellbeing 0.174 0.196 0.114 1.530 0.126

R% =0.684
Adjusted R =0.679

Source: Primary data (2024)

The results in Table 4.28 show that the hypothesis that the effect that employee resilience has on
psychological well-being was tested. The results revealed that living authentically (f = 0.437,t =
3.351, p = 0.001) positively and significantly predicted psychological well-being, maintaining
perspective (B = 0.370, t = 2.666, p = 0.008) positively and significantly predicted teacher
psychological well-being, and managing stress (p = 0.174, t = 1.530, p = 0.126) positively and
insignificantly predicted teacher psychological well-being. The adjusted r? (0.679) suggested that
employee resilience contributed to (67.9%) of psychological well-being. Thus, the coefficient of
determination suggested that (32.1) of variation in psychological well-being was contributed by
other factors. Therefore the hypothesis to the effect that employee resilience relates to

psychological well-being was accepted.

4.4.5 Organisational Justice, Employee Resilience and Psychological Wellbeing Moderation
Model
The model in Figure 4.17 shows that employee resilience moderates organisational justice

influence on psychological wellbeing.
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Figure 4. 17: Organisational Justice, Employee Resilience and Psychological Wellbeing
Moderation Model
Source: Primary data (2024)

Figure 4.17 shows organisational justice relates to psychological well-being. Psychological well-
being was studied in terms of five factors, namely, desire for involvement, perceived recognition,
feeling of competency, and thriving and interpersonal fit. Three out of seven items were for a
feeling of competency, all eight items were for interpersonal fit, six out of six items were for the
desire for involvement, all five items were for perceived recognition and five out of seven items
were for thriving. The constructs that measured the same loaded above the minimum validity
value (0.5) when using factor analysis. As for employee resilience and organisational Justice, the
figure shows that employee resilience is not affected by organisational justice. The constructs of
resilience measured (-0.06), which is far below the minimum validity value (0.5) when using

factor analysis.
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4.4.6 Organisational justice, employee resilience and psychological wellbeing

Table 4.29 shows that organisational justice has an influence on employee resilience and

psychological wellbeing.

Table 4. 29: Structural Equation Model for Organisational Justice, Employee Resilience

and Psychological Wellbeing

Moderation effect B Mean STD T P

Employee Resilience -> Psychological Wellbeing  0.739  0.689  0.146 5.050 0.000
Organisational Justice -> Psychological Wellbeing 0.070  0.077  0.042 1.681 0.093
Employee Resilience x Organisational Justice -> -0.061 -0.088 0.079 0.770 0.442
Psychological Wellbeing

Source: Primary data (2024)

The results in Table 4.29 show that three hypotheses to the effect that organisational justice
affects employee psychological wellbeing (H1.1), employee resilience relates to employee
psychological wellbeing (H1.2), and employee resilience moderates psychological wellbeing
(H1.3) were tested. The results revealed that employee resilience (f = 0.739, t = 5.050, p =
0.000) had a positive and significant effect on psychological well-being. However, organisational
justice (B = 0.070) (t = 1.681) p = (0.093) positively but insignificantly predicted teacher
wellbeing. Employee Resilience (f = -0.061) (t = 0.770) (p = 0.442) had a negative effect and
insignificant moderating effect on psychological well-being. Therefore the hypothesis to the
effect that organisational justice affects psychological wellbeing was rejected. The hypothesis to
that effect that resilience affects employee wellbeing was accepted and the hypothesis to that fact

that employee resilience moderates employee psychological wellbeing was rejected.
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CHAPTER FIVE
DISCUSSION, CONCLUSION AND RECOMMENDATION
5.0 Introduction
Chapter five covers the discussion, conclusion, and recommendation of the study on
organisational justice, resilience and psychological well-being of teachers in government-aided
secondary schools in the Nakawa Division. The chapter also covers the limitations and

suggestions for further research.

5.1 Discussion of the Findings

This section presents the discussion of the findings of the study on organisational justice,
resilience, and psychological well-being of teachers in government-aided secondary schools in
the Nakawa Division. The discussion involves cross-referencing the findings of the study and

related literature of previous scholars.

Hypothesis One (H1): There is a significant relationship between organisational justice and

teacher psychological wellbeing in Secondary Schools

It was hypothesized in the first hypothesis that there is a significant relationship between
organisational justice and the psychological well-being of teachers. The hypothesis test results
showed that there was a positive and insignificant relationship between organisational justice and
the psychological well-being of teachers. Thus the hypothesis that there is a significant
relationship between organisational justice and the psychological well-being of students was
rejected. This result was inconsistent with the findings of previous studies. For example, Huong
et al. (2016) maintained the long-held notion that organisational justice and the well-being of

workers are linked. However, according to his study, informational justice had the highest impact
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on employee well-being, followed by distributive, procedural, and interpersonal fairness.
Relatedly in their study, Ajala and Bolarinwa (2015) found out that distributive justice and
mental wellness are closely related. Furthermore, McParland et al. (2022) in logistic analysis of
regression results exposed that organisational justice and distributive justice was a predictor of

psychological well-being.

Also, in their study involving Turkish workers in the information technology sector, Duyar et al.
(2020) concur with the other scholars that organisational justice had a positive effect on
employee mental health. Low procedural justice and interpersonal justice were linked to more
mental health issues and absences, according to a comprehensive evaluation of the impact of
organisational justice on mental health (Niimo, 2018). Snyman (2021) found out that
psychological contracts predicted satisfaction with the retention practices through the
psychological mechanisms of especially distributive justice and trust relationships with
supervisors and managers. Therefore, there is a positive and significant relationship between

organisational justice and the psychological well-being of teachers.

Hypothesis Two (H2): There is a significant relationship between resilience and teacher

psychological wellbeing in Government Aided Secondary Schools

The hypothesis on the constructs was to the effect that there is a significant relationship between
employee resilience and psychological well-being. The overall results for a hypothesis to
objective one to the effect that there is a relationship between employee resilience and
psychological well-being was positive and significant. This finding was consistent with the
findings of the previous scholars. Fernandes et al. (2019) found that employee resilience had an

influence on teachers’ well-being. Relatedly, Klainin-Yobas et al. (2021) specified that resilience
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was an important predictor of psychological well-being. Further, Li et al. (2019) concur in their
structural equation modeling (SEM) outcomes that resilience had direct and indirect effects on

quality of life, which pointed to psychological well-being.

Li and Hasson (2020) in a review revealed that the interaction between resilience stress and well-
being was high. Charoensap-Kelly et al. (2021) reported that outcomes demonstrated that
employee resilience positively affected psychological well-being. Brookset al. (2015) showed
that key themes of resilience that affect psychological well-being included pre-deployment
factors, such as readiness and training, peri-deployment factors, such as deployment length and
timing, traumatic exposure, emotional involvement, leadership, inter-agency cooperation,
support, role, demands and workload, safety/equipment, self-doubt/guilt, and coping
mechanisms, and post-deployment factors, such as post-deployment support and media, as well

as personal and professional development.

Hypothesis Three (H3): There is a moderating relationship effect of resilience, organisational

justice and teacher psychological wellbeing of teachers in Secondary Schools

The hypothesis on the constructs was to the effect that there is a significant relationship between
organisational justice, psychological well-being, and resilience was derived. The overall results
for a hypothesis to objective one to the effect that there is a relationship was significant
relationship between organisational justice, psychological well-being, and resilience were
negative and insignificant. This finding disagrees with the findings of the previous scholars.

Pauly et al. (2021) specified that resilience had a moderating effect on personality-mental health.
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Traunmiiller et al. (2022) suggested that resilience moderated the psychological well-being of
individuals. Charoensap-Kelly et al. (2021) reported that behavioral outcomes including
psychological well-being were determined by interaction with employee resilience during times
of crisis. Perez- Gomez et al. Demetriou, (2021) found out that resilience, hope, and activity
level were significant mediating factors in buffering the adverse impact of the lockdown and the
social/physical distancing measures (Wang et al., 2022). This review of literature held resilience

as a mediator in the relationship between learners’ motivation and well-being.

5.2 Conclusions
This section of the study presents the conclusions of study based on the objectives. Thus, the

following conclusions were drawn from the study objectives.

1. In schools, interpersonal justice is more important than distributive and procedural
justice. Listening to one another’s concerns and taking them seriously, treating one
another in a polite manner and with dignity, refraining from improper remarks, taking
time to understand each other and apologizing to each other if a mistake is made is the

highest form of justice in schools that contributes to teacher psychological well-being.

2. Resilience is vital for teacher psychological well-being. If teachers live authentically by
living in accordance to what they believe in and stand by what they believe in, their
psychological well-being would be high. More still, maintaining perspective by
refusing to get ‘phasing out’ for long at work, rejecting things that are bad, trying to
find humor in difficult workplace situations often reminding oneself of their past
successes and how they overcame previous challenges when carrying out my duties

seeking for support from others when facing a challenging situation and seeking for
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alternative perspectives when faced with challenging situations at work can help
improve psychological well-being. Managing stress by making sure they take breaks to
maintain their strength and energy as they carry out their teaching duties, being careful
to ensure that teaching does not rule their personal lives, building good interpersonal
relationships with my colleagues within this school, involving in stress reduction
activities like games and sports to relax from work pressure after teaching, developing
some reliable ways to deal workplace stress, relaxing during a terms’ teaching, keeping
a smile on my face and laughing regularly while doing teaching activities , keeping
silent in certain situations to avoid exploding issues can greatly improve psychological

wellbeing.

3. Combining organisational justice and resilience is not a requirement for promoting
teacher psychological well-being. This is because the moderating effect of resilience
was negative and insignificant. However, this was because while organisational justice

was low in the schools, resilience among the teachers was high.

5.3 Recommendation
This study examined the relationship between organisational justice, resilience and psychological
wellbeing of teachers in secondary schools. From the conclusion, the following
recommendations were made;
1. Head teachers should improve on their implementation of procedural and distributive
justice in schools. This should involve providing teachers a chance to give input in

processes of the school, making decisions based on accurate information, applying work
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procedures consistently, distributing resources and rewards fairly, and encouraging

teachers to have positive interpersonal relations at school to mention but a few.

2. School head teachers should promote resilience among teachers. This should involve them
counselling them on living authentically by living in accordance to what they believe in
and stand by what they believe in, their psychological wellbeing would be high. More
still, maintaining perspective by refusing to get ‘phasing out’ for long at work, rejecting
things that are bad, trying to find humour in difficult workplace situations often
reminding oneself of their past successes and how they overcame previous challenges
when carrying out their duties seeking for support from others when facing a challenging
situation and seeking for alternative perspectives when faced with challenging situations
at work can help improve psychological wellbeing. Managing stress by making sure they
take breaks to maintain their strength and energy as they carry out their teaching duties,
being careful to ensure that teaching does not rule their personal lives, building good
interpersonal relationships with my colleagues within this school, involving in stress
reduction activities like games and sports to relax from work pressure after teaching,
developing some reliable ways to deal workplace stress, relaxing during a terms’
teaching, keeping a smile on my face and laughing regularly while doing teaching

activities , keeping silent in certain situations to avoid exploding issues.

3. Head teachers should not emphasize promotion of resilience alone but neglecting
organisational justice. So, as head teachers promote resilience of the teachers, they should

as well promote organisational justice especially distributive and procedural which were
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low. Emphasis should also be made on ensuring interpersonal justice because of its

significance in promoting psychological wellbeing of teachers.

5.4 Limitations and Suggestions for Further Research

Interpersonal justice was found to have a significant relationship with psychological well-being
however some hypotheses were contrary to prior ones. This therefore calls for further studies on
how to ensure that teachers have good interpersonal relationships since it seems to be an
individual effort that depends on many factors. Organisational justice was found to positively but
insignificantly predict teacher well-being. Employee resilience had a negative and insignificant
moderating effect on psychological well-being because organisational justice was low. This
therefore calls for further studies on how to ensure better organisational justice. Also, since this
study was done in government-aided schools in Nakawa Division, further study should be done
in higher institutions of learning. Further, the study involved both arts and science teachers,
posing homogeneity challenges. Therefore, future researchers can consider only arts teachers.
More still, other study approaches should be used since this study was were limited and therefore

in-depth studies to lessen the effect on the homogeneity better
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APPENDICES
APPENDIX A: Questionnaire for Teachers
Kyambogo University
P. O.Box 1,

Kyambogo

April, 2023

Dear Respondent,

I am a student of Kyambogo University carrying out a study on organisational justice, resilience
and the psychological wellbeing of teachers in government aided schools in Nakawa Division,
Kampala, Uganda. The information offered will strictly be used only for academic purposes. I
wish to let you know that your participation in this study is out of your choice. I request you to
please accept to offer information for the success of this study. I pledge to keep your identity

confidential.

Yours Faith Fully

Amutuhaire Shallon
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Section B: Background Characteristics
Tick (V') where appropriate
Your gender: 1) Male 2) Female

Your age group: 1) Up to 30 years; 2) 30-40 years; 3) 40-50; 4) 50 and above

Your highest level of education attained: 1) Diploma; 3) Bachelor’ degree;

4) Postgraduate.

Your responsibility within this school: 1) Subject teacher; 2) Class teacher; 3) Head of Subject;
4) Head of department; 5) Specify others................cocoviiiiiiin.n.

Your teaching experience: 1) Less than 5 years; 2) 5-10 years; 3) 10 years and above

Section B: Psychological Wellbeing (Dependent Variable)
This subdivision presents items on Dependent Variable (DV). You are kindly requested to
indicate how you felt about your psychological wellbeing using the scale where, 1= Strongly

Disagree, 2 = Disagree, 3 = Not Sure 4 = Agree and 5 = Strongly Agree.

FC Feeling of competency SD | D NS (A SA

1 2 3 4 5

FCl1 I know my value as teacher within this school

FC2 |1 know I am -capable of teaching my students
effectively without a doubt

FC3 | I confidently deliver all my lessons to students

FC4 | I use student centred methods only to deliver lessons to

students

FC5 | Within this within this school, teachers I prepare

effective lesson plans and conduct lessons accordingly

FC6 |1 easily work with others at professional level which

has helped me to improve my abilities as a teacher
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FC7 | I consider the individual needs of every student as I
teach
IF Interpersonal Fit SD NS SA
1 3 5
1F1 Within this this school, teachers value one another
1F2 I enjoy working with my fellow teachers within this
school
1F3 I get along well with all teachers this school
1F4 Within this within this school, a relationship of trust
with each other has been built
1F5 Teachers help each other within this school
1F6 Within this this school, teachers display kindness
towards each other
1F7 Teachers respect each other this school
1F8 Teachers show positive feelings towards each other
within this school
T Thriving SD NS SA
1 3 5
T1 I find teaching within this this school exciting
T I like teaching within this school
I am proud of teaching within this school and not any
T3 other
Teaching within this within this school gives my life
T4 meaning
Within this school, teachers use suitable language while
T5 speaking to each other
Within this school, teachers commit themselves to
T6 accomplish challenging tasks
T7 Within this school, teachers look for stimulation in
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teaching

PR Perceived Recognition SD NS SA
1 3 5
PR1 I felt that my superiors within this within this school
recognize my teaching effort
PR2 | I sense that my work efforts are valued in school by my
superiors
PR3 Within this school, I felt that my fellow teachers
recognize my teaching abilities
PR4 | The head teacher gives me feedback on my teaching
quality
PR5 | I have the opportunity to share my opinions for the
betterment of this school
PR6 | Desire for involvement SD NS SA
1 3 5
PR7 | I make effort to take initiatives the contribute to the
development of this school
PR8 | I care about the good working of this school
PR9 | I make effort to contribute to attainment of the goals of
this school
PR10 | Within this school, I seek to be in the know of whatever
is taking place
PR11 |I participate in professional development events
organized for teachers within this school
PR12 | I cooperate with others to carry out self and peer

evaluation about work performance
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Section C: Organisational Justice
This section presents items on Independent Variable (IV). You are kindly requested to indicate
how you felt about your organisational justice experience using the scale where, 1= Strongly

Disagree, 2 = Disagree, 3 = Not Sure 4 = Agree and 5 = Strongly Agree.

PJ Procedural Justice SD |D NS | A SA

1 2 3 4 5

PJ1 I am provided chance to give my input in the processes

of the school

PJ2 The decisions taken this school are based on accurate
information
PJ3 Within this within this school, work procedures are

applied consistently

PJ4 Work procedures within this within this school are free

from bias

PJ5 I have the opportunity to appeal the outcomes arrived

at when not satisfied with them

PJ6 The procedures followed within this within this school

uphold ethical and moral standards

PJ7 I have had impact over the decisions agreed upon at

within this within this school

DJ Distributive justice SD | D NS |A SA

DJ1 The rewards reflect the effort I put into my teaching

within this school

DJ2 My rewards and benefits are appropriate for the work I
have completed in teaching within this school this

school

DJ3 My rewards and benefits in teaching within this this

school are justified given my efforts in teaching
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DJ4 I felt that resources like allowances, bonuses, benefits
are fairly distributed within this school
DJ5 I felt that career development opportunities are
distributed fairly within this within this school
1 Interpersonal Justice SD NS SA
1 3 5
1 Teachers within this within this school listen to each
other’s’ concerns and take them seriously
12 I am treated in a polite manner by colleagues within
this this school
1J3 Within this within this school, teachers treat each other
with dignity
4 Teachers within this within this school refrain from
improper remarks
s Teachers within this within this school take time to
understand each other’s perspective
1J6 Teachers within this within this school apologize to

each other if they do a mistake or something wrong
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Section D: Resilience
This section presents items on Moderating Variable (MV). You are kindly requested to indicate
how you felt about your resilience experience using the scale where, 1= Strongly Disagree,

2 = Disagree, 3 = Not Sure 4 = Agree and 5 = Strongly Agree.

LA Living authentically SD D (NS |A |SA

LA1 | On atotal, I am contented with myself

LA2 |1 consider it enhanced to be recognized than to be
myself

LA3 | I am strongly influenced by the opinions of others

LA4 | I felt I know myself very well

LAS I am real to me in most circumstances

LA6 | I continuously live by what I believe in

LA7 |1 live in accordance to my values and beliefs within
this within this school

LAS8 | I have vital core principles that I embrace to fast while
teaching within this within this school

LA9 | I know my individual strengths and use them properly
when executing my duties

LA10 | I able to alter my temperament at school

MP Maintaining Perspective SD D NS [A |SA

MP1 | Nothing ever tires me so much at work

MP2 | I refuse accept things that are bad for me within this
within this school

MP3 | Negative teachers at this school rarely affect my
morale and feelings

MP4 |1 often try to find humour in difficult workplace
situations within this within this school

MP5 | I often remind myself of my past successes and how I
overcame previous challenges when carrying out my
duties as a teacher

MP6 | I often seek for support from others when facing a
challenge situation within this within this school

MP7 | When faced with challenging situations at work, I often
seek for alternative perspectives
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MS Managing stress SD NS SA
1 3 5
MSI1 I take some time off to maintain vigour as I carry out
my teaching duties
MS2 | I am careful to ensure that my teaching within this
within this school does not rule my personal life
MS3 |1 build good interpersonal relationships with my
colleagues within this within this school
MS4 | I involve in stress reduction activities like games and
sports to relax from work pressure after teaching within
this school
MS5 | I have established some consistent ways to deal with
work anxiety
MS6 | Termly holidays help me to relax after a terms’
teaching
MS7 | I always keep a smile on my face and laugh regularly
while doing my teaching activities
MSS8 | I keep silent in certain situations to avoid exploding

issues
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APPENDIX B: Letter of Introduction

KYAMBOGO UNIVERSITY

ey TR B, WY AR R FOAMBPALA, LIC AMNIIA
TEL: #2500 14 - 2R5007 S 285001, weww. Kyambogpo o, g

SCHOOL OF EDUCATION
Department of Educational Planning and Ma nagement
e E

Date: Q00 June 2023

TO WHOM IT MAY CONCERN

Dear Sir/Madam

RE: AMUTUHAIRE Shallon- 21/U/GMED/6250/PE

This is to attest that Amuituhaire Shallon- 21 /U/GMED /6230/PE is a student
of the Department of Educational Planning and Management, School of
Education, Kyambogo University. She is carrying out research as one of the
requirements for the award of the Master of Education in Pelicy Planning and
Management. Accordingly, she needs data and any other information on the
topic titled:

“Organisationaal justice, resilience and the psychological wellbeing of
teachers in Government aided secondary schools, Nakawa Division,

Uganda™
Any assistance accorded te her is highly appreciated. She is strictly under

instructions to use the data and any other information gathered for research
purposes only.

Thank you.

-— |
ﬂsm\f{‘mrge Wi
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