
Strategic Decision Making Entrepreneurial Self-Efficacy

Rumour Management Demographics Influence 

Online ISSN : 2249-4588
Print ISSN : 0975-5853

VOLUME 14          ISSUE 4          VERSION 1.0



 

 

 

Global Journal of Management and Business Research : A 

Administration and Management 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 
Global Journal of Management and Business Research : A 

Administration and Management  

Volume 14 Issue 4 (Ver. 1.0) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Open Association of Research Society 



 

 

 

 

 

 

© Global Journal of 
Management and Business 

All rights reserved. 

This is a special issue published in version 1.0 
of “Global Journal of Management And 

Business Research.” By Global Journals Inc. 

All articles are open access articles distributed 
under “Global Journal of Management And 

Business Research” 

Reading License, which permits restricted use. 
Entire contents are copyright by of “Global 

Journal of Management And Business 
Research” unless otherwise noted on specific 

articles. 

No part of this publication may be reproduced 
or transmitted in any form or by any means, 

electronic or mechanical, including 
photocopy, recording, or any information 

storage and retrieval system, without written 
permission. 

The opinions and statements made in this 
book are those of the authors concerned. 
Ultraculture has not verified and neither 

confirms nor denies any of the foregoing and 
no warranty or fitness is implied. 

Engage with the contents herein at your own 
risk. 

The use of this journal, and the terms and 
conditions for our providing information, is 

governed by our Disclaimer, Terms and 
Conditions and Privacy Policy given on our 

 

By referring / using / reading / any type of 
association / referencing this journal, this 

signifies and you acknowledge that you have 
read them and that you accept and will be 

bound by the terms thereof. 

All information, journals, this journal, 
activities undertaken, materials, services and 
our website, terms and conditions, privacy 
policy, and this journal is subject to change 

anytime without any prior notice. 

Incorporation No.: 0423089 

License No.: 42125/022010/1186 

Registration No.: 430374 

Import-Export Code: 1109007027 

Employer Identification Number (EIN): 

USA Tax ID: 98-0673427 

website 
.

http://globaljournals.us/terms-and-condition/
menu-id-1463/

Research. 2014.
Sponsors:                   

Open Scientific Standards  
Open Association of Research Society

Reg. Number: 0423089

Global Journals Headquarters
301st Edgewater Place Suite, 100 Edgewater Dr.-Pl, 
Wakefield MASSACHUSETTS, Pin: 01880,
United States of America

Global Journals Incorporated
2nd, Lansdowne, Lansdowne Rd., Croydon-Surrey, 
Pin: CR9 2ER, United Kingdom

Global Journals
E-3130 Sudama Nagar, Near Gopur Square, 
Indore, M.P., Pin:452009, India

Press Inquiries: press@globaljournals.org 
Investor Inquiries: investors@globaljournals.org 
Technical Support: technology@globaljournals.org 
Media & Releases: media@globaljournals.org

Global Journals Inc.  

http://www.globaljournals.org/global-journals-research-portal/guideline/terms-and-conditions/menu-id-260/
http://www.globaljournals.org/global-journals-research-portal/guideline/terms-and-conditions/menu-id-260/
http://www.globaljournals.org/global-journals-research-portal/guideline/terms-and-conditions/menu-id-260/


John A. Hamilton,"Drew" Jr.,  
Ph.D., Professor, Management 
Computer Science and Software 
Engineering 
Director, Information Assurance 
Laboratory 
Auburn University 

Dr. Wenying Feng 
Professor, Department of Computing & 
Information Systems 
Department of Mathematics 
Trent University, Peterborough, 
ON Canada K9J 7B8 

Dr. Henry Hexmoor 
IEEE senior member since 2004 
Ph.D. Computer Science, University at 
Buffalo 
Department of Computer Science 
Southern Illinois University at Carbondale 

Dr. Thomas Wischgoll 
Computer Science and Engineering,  
Wright State University, Dayton, Ohio  
B.S., M.S., Ph.D. 
(University of Kaiserslautern) 

Dr. Osman Balci, Professor
 

Department of Computer Science 
Virginia Tech, Virginia University 
Ph.D.and M.S.Syracuse University, 
Syracuse, New York 
M.S. and B.S. Bogazici University, 
Istanbul, Turkey 

Dr. Abdurrahman Arslanyilmaz 
Computer Science & Information Systems 
Department 
Youngstown State University 
Ph.D., Texas A&M University 
University of Missouri, Columbia 
Gazi University, Turkey 

Yogita Bajpai 
M.Sc. (Computer Science), FICCT 
U.S.A.Email: 
yogita@computerresearch.org

 

Dr. Xiaohong He 
Professor of International Business  
University of Quinnipiac  
BS, Jilin Institute of Technology; MA, MS, 
PhD,. (University of Texas-Dallas) 
 

Dr. T. David A. Forbes 
Associate Professor and Range 
Nutritionist 
Ph.D. Edinburgh University - Animal 
Nutrition  
M.S. Aberdeen University - Animal 
Nutrition 
B.A. University of Dublin- Zoology 

Burcin Becerik-Gerber 
University of Southern California 
Ph.D. in Civil Engineering  
DDes from Harvard University 
M.S. from University of California, Berkeley 
& Istanbul  University 

  

Integrated Editorial Board
(Computer Science, Engineering, Medical, Management, Natural 

Science, Social Science)



Dr. Bart Lambrecht 
Director of Research in Accounting and 
FinanceProfessor of Finance 
Lancaster University Management School 
BA (Antwerp); MPhil, MA, PhD 
(Cambridge) 

Dr. Söhnke M. Bartram 
Department of Accounting and 
FinanceLancaster University Management 
SchoolPh.D. (WHU Koblenz) 
MBA/BBA (University of Saarbrücken) 

 
Dr. Carlos García Pont 
Associate Professor of Marketing 
IESE Business School, University of 
Navarra 
Doctor of Philosophy (Management),  
Massachusetts Institute of Technology 
(MIT) 
Master in Business Administration, IESE, 
University of Navarra 
Degree in Industrial Engineering, 
Universitat Politècnica de Catalunya 

Dr. Miguel Angel Ariño 
Professor of Decision Sciences 
IESE Business School 
Barcelona, Spain (Universidad de Navarra) 
CEIBS (China Europe International Business 
School). 
Beijing, Shanghai and Shenzhen 
Ph.D. in Mathematics 
University of Barcelona 
BA in Mathematics (Licenciatura) 
University of Barcelona 

 
Dr. Fotini Labropulu 
Mathematics - Luther College 
University of ReginaPh.D., M.Sc. in 
Mathematics 
B.A. (Honors) in Mathematics 
University of Windso 

Philip G. Moscoso  
Technology and Operations Management 
IESE Business School, University of Navarra 
Ph.D in Industrial Engineering and 
Management, ETH Zurich 
M.Sc. in Chemical Engineering, ETH Zurich 

 
Dr. Lynn Lim 
Reader in Business and Marketing 
Roehampton University, London 
BCom, PGDip, MBA (Distinction), PhD, 
FHEA 

Dr. Sanjay Dixit, M.D. 
Director, EP Laboratories, Philadelphia VA 
Medical Center 
Cardiovascular Medicine - Cardiac 
Arrhythmia 
Univ of Penn School of Medicine 

 
Dr. Mihaly Mezei 
ASSOCIATE PROFESSOR 
Department of Structural and Chemical 
Biology, Mount Sinai School of Medical 
Center 
Ph.D., Etvs Lornd University 
Postdoctoral Training,  
New York University 

 
Dr. Han-Xiang Deng 
MD., Ph.D 
Associate Professor and Research 
Department Division of Neuromuscular 
Medicine 
Davee Department of Neurology and Clinical 
NeuroscienceNorthwestern University 
Feinberg School of Medicine 



Dr. Pina C. Sanelli 
Associate Professor of Public Health 
Weill Cornell Medical College 
Associate Attending Radiologist 
NewYork-Presbyterian Hospital 
MRI, MRA, CT, and CTA 
Neuroradiology and Diagnostic 
Radiology 
M.D., State University of New York at 
Buffalo,School of Medicine and 
Biomedical Sciences 

 
 
 
Dr. Roberto Sanchez 
Associate Professor 
Department of Structural and Chemical 
Biology 
Mount Sinai School of Medicine 
Ph.D., The Rockefeller University 
 
 
 
Dr. Wen-Yih Sun 
Professor of Earth and Atmospheric 
SciencesPurdue University Director  
National Center for Typhoon and 
Flooding Research, Taiwan 
University Chair Professor 
Department of Atmospheric Sciences, 
National Central University, Chung-Li, 
TaiwanUniversity Chair Professor 
Institute of Environmental Engineering, 
National Chiao Tung University, Hsin-
chu, Taiwan.Ph.D., MS The University of 
Chicago, Geophysical Sciences 
BS National Taiwan University, 
Atmospheric Sciences 
Associate Professor of Radiology 
 

Dr. Michael R. Rudnick 

M.D., FACP 
Associate Professor of Medicine 
Chief, Renal Electrolyte and 
Hypertension Division (PMC)  
Penn Medicine, University of 
Pennsylvania  
Presbyterian Medical Center, 
Philadelphia 
Nephrology and Internal Medicine 
Certified by the American Board of 
Internal Medicine 

Dr. Bassey Benjamin Esu 

B.Sc. Marketing; MBA Marketing; Ph.D 
Marketing 
Lecturer, Department of Marketing, 
University of Calabar 
Tourism Consultant, Cross River State 
Tourism Development Department 
Co-ordinator , Sustainable Tourism 
Initiative, Calabar, Nigeria
 

Dr. Aziz M. Barbar, Ph.D. 
IEEE Senior Member 
Chairperson, Department of Computer 
Science 
AUST - American University of Science & 
Technology 
Alfred Naccash Avenue – Ashrafieh



 

Dr. George Perry, (Neuroscientist) 
Dean and Professor, College of Sciences 

Denham Harman Research Award (American Aging Association) 

ISI Highly Cited Researcher, Iberoamerican Molecular Biology Organization 

AAAS Fellow, Correspondent Member of Spanish Royal Academy of Sciences 

University of Texas at San Antonio 

Postdoctoral Fellow (Department of Cell Biology) 

Baylor College of Medicine 

Houston, Texas, United States 

Dr. R.K. Dixit  
M.Sc., Ph.D., FICCT 
Chief Author, India 
Email: authorind@computerresearch.org 

  

 

 

 

 

President Editor (HON.)

Chief Author (HON.)

Dean & Editor-in-Chief (HON.)

Vivek Dubey(HON.)

MS (Industrial Engineering), 

MS (Mechanical Engineering) 

University of Wisconsin, FICCT 

Editor-in-Chief, USA 

editorusa@computerresearch.org 

Er. Suyog Dixit
(M. Tech), BE (HONS. in CSE), FICCT 
SAP Certified Consultant 
CEO at IOSRD, GAOR & OSS 
Technical Dean, Global Journals Inc. (US) 
Website: www.suyogdixit.com 
Email:suyog@suyogdixit.com 

Pritesh Rajvaidya 
(MS) Computer Science Department 
California State University 
BE (Computer Science), FICCT 
Technical Dean, USA 
Email: pritesh@computerresearch.org

Sangita Dixit
M.Sc., FICCT 
Dean & Chancellor (Asia Pacific)  
deanind@computerresearch.org  

Luis Galárraga 
J!Research Project Leader 
Saarbrücken, Germany

Suyash Dixit

(B.E., Computer Science Engineering), FICCTT 
President, Web Administration and 

Development CEO at IOSRD 
COO at GAOR & OSS

,



 

 

Contents of the Volume 

 

i. Copyright Notice 
ii. Editorial Board Members 
iii. Chief Author and Dean 
iv. Table of  Contents 
v. From the Chief Editor’s Desk 
vi. Research and Review Papers 

 
1. The  Impact of National Cultural Distance on Foreign Direct Investment in 

Iraq. 1-7 
2. Strategic Decision Making and Firms in Growth Stage. 9-15 
3. Behavioural Aspects of Managerial Potentials of Nigerian Women. 17-20 
4. Dimensions of Entrepreneurial Self-Efficacy and Firm Performance. 21-28 
5. A Comparative Study of Motivating Potential Score of Employees of Public 

and  Private  Commercial  Banks: An Assessment of Demographics 
Influence. 29-39 

6. Teacher’s   Remuneration   and   their   Attitude   to   Work  in  Cross  River  
State. 41-43 

7. Do I Matter? How Organizations can Motivate and Retain Employees. 45-48 
8. Internal Revenue Leakages Prevention and Control in the Local Government 

System. 49-55 
9. Rumour  Management  in  the  Educational  System: Theoretical Perspective. 

57-60 
 
vii. Auxiliary Memberships 
viii. Process of Submission of Research Paper 
ix. Preferred Author Guidelines 
x. Index 



Global Journal of Management and Business Research: A 
Administration and Management 
Volume 14 Issue 4 Version 1.0  Year 2014 
Type: Double Blind Peer Reviewed International Research Journal 
Publisher: Global Journals Inc. (USA) 

 Online ISSN: 2249-4588 & Print ISSN: 0975-5853 

 

The Impact of National Cultural Distance on Foreign Direct 
Investment in Iraq 

 By Ghassan Faraj Hanna & Mohamad Saleh Hammoud 
  

 

 

 

 

  
 

   

 
© 2014. Ghassan Faraj Hanna & Mohamad Saleh Hammoud. This is a research/review paper, distributed under the terms of the 
Creative Commons Attribution-Noncommercial 3.0 Unported License http://creativecommons.org/licenses/by-nc/3.0/), permitting 
all non-commercial use, distribution, and reproduction in any medium, provided the original work is properly cited. 
 

Abstract- Political and security risks coupled with cultural distance have profound effects on foreign 
investments by multi-national enterprises. A qualitative case study was conducted to investigate the 
impact of cultural distance on foreign direct investment in the heterogeneous and post-conflict country of 
Iraq. Data were collected from interviews with 15 business and government subject matter experts, and 
from a review of publically available documents. The findings showed majority of foreign investment was 
from Arab countries and Iraq’s neighbors. There was limited investment by Western firms in Iraq, outside 
its oil and gas sector, and those taking place were mainly in the housing construction market. Kurdistan 
region attracted significant investment activities. Wholly-owned and joint ventures characterized mode of 
entry by MNEs. Substantial number of investment licenses issued did not materialize due to hurdles 
brought about by government agencies. Statistical data regarding the real dollar amount of foreign 
investment in Iraq are still lacking. The findings showed an important role played by Iraqi expatriates as 
facilitators of foreign investment. Implications to other post conflict and heterogeneous countries are 
presented and recommendations made.

Keywords: foreign direct investment; iraq; post-conflict country; cultural distance; decision making; 
multinational enterprises; international business.

GJMBR-A Classification: JEL Code: E29, P45

TheImpactofNationalCulturalDistanceonForeignDirectInvestmentinIraq

Strictly as per the compliance and regulations of:

Walden University, Northcentral University, USA



The Impact of National Cultural Distance on 
Foreign Direct Investment in Iraq

Ghassan Faraj Hanna α & Mohamad Saleh Hammoud σ 

Abstract- Political and security risks coupled with cultural 
distance have profound effects on foreign investments by 
multi-national enterprises. A qualitative case study was 
conducted to investigate the impact of cultural distance on 
foreign direct investment in the heterogeneous and post-
conflict country of Iraq. Data were collected from interviews 
with 15 business and government subject matter experts, and 
from a review of publically available documents. The findings 
showed majority of foreign investment was from Arab 
countries and Iraq’s neighbors. There was limited investment 
by Western firms in Iraq, outside its oil and gas sector, and 
those taking place were mainly in the housing construction 
market. Kurdistan region attracted significant investment 
activities. Wholly-owned and joint ventures characterized 
mode of entry by MNEs. Substantial number of investment 
licenses issued did not materialize due to hurdles brought 
about by government agencies. Statistical data regarding the 
real dollar amount of foreign investment in Iraq are still lacking. 
The findings showed an important role played by Iraqi 
expatriates as facilitators of foreign investment. Implications to 
other post conflict and heterogeneous countries are presented 
and recommendations made. 
Keywords: foreign direct investment; iraq; post-conflict 
country; cultural distance; decision making; 
multinational enterprises; international business. 

I. Introduction 

ost-conflict or in conflict countries, such as Iraq, 
are characterized by damaged economies and 
fragile states’ institutions that require rebuilding as 

a precondition for sustainable economic development 
(The World Bank, 2011). Foreign direct investment has 
become a valuable tool to rejuvenate industries, rebuild 
infrastructures, and eventually aid in the process of 
peace   building   (Turner,   Aginam  &  Popovski,  2008). 
However, international business transactions involve 
interactions by individuals with different cultural value 
systems. Multinational enterprises (MNEs) operating in 
different countries face the burden of adapting to local 
culture manifested by the nation’s political economy, 
people’s customs, language, education, and religion 
(Tihanyi, Griffith & Russell, 2005). The difference 
between  MNEs’  home  culture   and   that  of  their  
host  countries of operation, that is, cultural distance, 
has  been   addressed  extensively  by  current  literature 
 
Author α: ISL Business Consulting, San Diego, CA, USA.                     
e-mail: ghanna@islbci.com 
Author σ: College of Management and Technology, Walden University, 
Minneapolis, MN, USA. 

(Drogendijk & Slangen, 2006; Fiberg & Loven, 2007; 
McSweeney, 2002; Rozkwitalska, 2013; Tihanyi et al., 
2005). The underlying concept of cultural distance is the 
effect on business relationships and management of 
MNEs by the behavior of people of different cultures. 
Cultural distance has been used as an explanatory 
variable in the entry mode choices made by MNEs in a 
foreign country (Fiberg & Loven, 2007). 

According to Dunning’s eclectic paradigm, a 
firm’s ownership and internalization advantages, in 
addition to locational advantages, are important 
determinants of foreign direct investment (FDI) choice of 
entry mode (Dunning 2001). Existing literature on the 
role of location specific factors impacting FDI entry 
strategies (see Figure 1) included host country political 
and security risks, market size, human capital, 
technological gab, cultural distance, state and 
economic institutions, corruption, natural resources, 
openness of economy, and banking system (Alvarez & 
Marin 2009; Kim & Hwang, 1992; Poelhekke & van der 
Ploeg, 2010; Teixeira & Grande, 2012; Zvirgzde, Schiller 
& Diez, 2013). In utilizing FDI, MNEs attempt to exploit 
their competitive positions abroad by transferring their 
ownership advantages to host countries with natural 
resources, cheap labor, or sufficient size markets (Hu, 
Ma, & Ze,n 2012). 
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Figure 1 : FDI Locational Framework

Post conflict countries, such as Iraq, and due to 
their political instability tend to attract smaller amounts 
of FDI than those with more stable state and economic 
structures. In contrast to political and security risks, 
culture is interacted in market actions and conditions in 
a given country through people’s beliefs, traditions, 
customs, practices, and value system (Keillor, Hauser & 
Griffin, 2009). Hofstede (1983, p. 76) defined culture as 
“.. its essence is collective mental programming; it is 
that part of our conditioning that we share with other 
members of our nation, region, or group but not with 
members of other nations, regions, or groups”. 

Large cultural distance limits a firm’s ability to 
exploit its ownership advantages in foreign markets. 
Competing against local companies would be difficult 
as is the case in managing local employees, customers, 
suppliers and relationships with government officials. 
Acquiring local business will allow the foreign firm to 
understand the host country’s environment as well as 
establish the necessary local business networks (Hu et 
al., 2012). In host countries where MNEs have strong 
technological advantages and international presence, 

greenfield and joint-venture investments are utilized. 
MNEs have also relied on the skills and knowledge of 
host country expatriates to manage operations in their 
countries of origin, although the number of those 
expatriates is small compared to home country 
expatriates (Joshi & Ghosal, 2009). MNEs send their 
own home country employees to manage their foreign 
operations in accordance with their home country 
culture (Patrick, Felicitas & Albaum, 2005). Those home 
nationals, while lacking good understanding of local 
culture, tend to have a better understanding and greater 
commitment to MNEs corporate goals than those hired 
locally (O’Donnell 2000). Due to MNEs preferring their 
own home country expatriates to run their operations 
abroad, the role of host country expatriates in narrowing 
the cultural distance between that of their employers 
and their countries of origin seems to be contingent on 
availability of opportunities provided to them by their 
employers. 

Cultural distance, as used by current literature, 
refers to differences between cultures of national 
groups; each having their own characteristics of shared 
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single dominant language, political system, educational 
system, army, as well as shared mass media, market, 
and national symbols (Schwartz, 1999). In 
heterogeneous countries with distinctive cultural groups 
(i.e. minorities), such as Iraq, the description of national 
culture referred to that of the dominant majority group, 
and in case of Iraq, that of its Arab majority. Kurds, as 
the dominant ethnic group in the semi-autonomous 
Kurdistan region of Iraq have a distinct culture 
compared to that of Iraqi Arabs, who dominate other 
parts of the country. 

As a post conflict country with ongoing low 
scale insurgency, Iraq suffers from violent activities of 
terrorists groups that target civilian population as well as 
economic targets. The semi-autonomous Kurdistan 
region has enjoyed a relative security compared to other 
parts of Iraq. Investment activities in Kurdistan region 
have been more active compared to other parts of Iraq 
(Hanna, Hammoud & Russo-Converso, 2014).  

This study addressed a need in current 
literature, that of the impact of host country distinctive 
cultures in heterogeneous and post-conflict countries, 
such as Iraq, on foreign direct investment and its mode 
of market entry. The research questions that were 
addressed are:  
1. What is the impact of cultural distance on foreign 

direct investment activities in the post-conflict 
country of Iraq?  

2. How does cultural distance affect MNEs choice of 
market entry mode in Iraq? 

3. What is the role of regional differences in influencing 
MNEs decisions to invest in Arab and Kurdish parts 
of Iraq? 

The first research question will address impact 
of cultural distance in influencing MNEs decisions to 
invest in the post-conflict country of Iraq. The second 
question will address the choice of mode of market 
entry (e.g. greenfield investment, joint ventures or 
Merger and Acquisitions) foreign direct investments take 
in Iraq. The third question will address the role of 
regional differences in influencing MNEs decisions to 
invest in a particular region of the host country.  

II. Research Method 

This study utilized a qualitative research method 
and explorative case study design to answer the 
research questions. Qualitative research examines a 
setting or a phenomenon from the perspective of deep 
understanding rather than micro-analysis of limited 
variables, as the case is with quantitative research. 
Instead of trying to prove or disprove a hypothesis, 
qualitative research seeks themes, theories, and general 
patterns to emerge from the data.  Qualitative research 
is “hypothesis generating” (Merriam, 1988, p. 3) rather 
than hypothesis testing as is the case with quantitative 
research. 

Despite the limitations of a single-country study, 
each case produces a more detailed picture and 
provides practical policy inferences. Single case study 
could be used as a comparative method when using 
“concepts that are applicable to other countries to make 
larger inferences beyond the original country used in the 
study” (Landman, 2008, p. 28). Case study was chosen 
due to the need for an in-depth understanding of cultural 
distance, as a locational factor, and the challenges 
facing FDI in a heterogeneous and post-conflict country, 
such as Iraq. The primary data for the case study were 
collected through one-on-one interviews with subject 
matter experts (SMEs) while secondary data were 
collected through conducting a review of publically 
available documents (e.g. reports by government 
agencies and private organizations). As with all data, 
analysis and interpretations were required to bring order 
and understanding. 

Determining sample size in qualitative studies is 
based on the concept of saturation when the collection 
of new data does not shed any further light on the issue 
under investigation (Sandelowski, 1995). To ensure 
most or all important perceptions are covered, 
qualitative samples must be large enough but not too 
large to cause data to be repetitive, and eventually 
redundant (Mason, 2010). In purposeful sampling, a 
small sample that has been systematically selected for 
typicality and relative homogeneity provides far more 
confidence that the conclusions adequately represent 
the average members of the population than does a 
sample of the size that incorporates substantial random 
or accidental variation (Maxwell, 1998). Based on the 
research topic, a sample size of 15 SMEs was sufficient 
to satisfy the concept of data saturation and to meet the 
research purpose. The participants were Iraqi 
government officials, employees of MNEs investing in 
Iraq, and members of the academia or professionals 
familiar with the topic. The selection of SMEs was based 
on the demonstrated knowledge by the selectee of 
foreign direct investment and Iraq reflected either by job 
position or publications that confirm knowledge in the 
subject area.  Employees of MNEs were chosen for their 
professional knowledge in the subject rather than as 
representatives of their respective employers. The 
interviewees were solicited to explain SMEs’ views on 
what they consider to be the factors impacting FDI in 
Iraq, specifically cultural distance, and why they believe 
so. A semi-structured and an in-depth interviewing 
format were utilized for the collection of data.  

Interviewing was performed in Iraq.  English was 
the main language of interviewing, however, in 
interviewing Iraqi officials, Arabic language was used 
when appropriate.  The researchers were well versed in 
both Arabic and English with native-level proficiency in 
both languages, and were well aware of cultural 
sensitivities and practices. Most Iraqi officials 

© 2014   Global Journals Inc.  (US)

3

G
lo
ba

l 
Jo

ur
na

l 
of
 M

an
ag

em
en

t 
an

d 
Bu

sin
es
s 
R
es
ea

rc
h 

  
  
  
V
ol
um

e 
X
IV

 I
ss
ue

 I
V
 V

er
sio

n 
I

Ye
ar

  
 (

)
A

20
14

The Impact of National Cultural Distance on Foreign Direct Investment in Iraq



interviewed were English-speaking individuals, having 
been educated in English-speaking western nations. 

Data processing consisted of carrying out 
activities such as checking the completeness and 
quality of collected data, checking the relationships 
between data items (e.g., interviews, field notes, 
reports), and preservation of source confidentiality and 
anonymity.  Data were then converted into electronic text 
format suitable for both preservation and dissemination.  
Data analysis included a description of sample 
population, coding of collected data, displaying of data 
summaries to facilitate interpretations, drawing 
conclusions, and finally developing strategies for 
confirmation of the findings. 

III. Research Results 

All the 15 participants (SMEs) lived and/or 
worked in Iraq, where the interviewing took place. Table 
1 is a display of interview participants’ qualifications. 
Pseudonyms A1 thru A15 were assigned in order to 
protect confidentiality of the participants; it was the 
responsibility of the researchers to ensure no data were 
linked back to anyone individual.  

Table 1 : Participants' Qualifications 

Participant Pseudonym              Qualifications  
A1 Member of Iraqi Parliament 

(chairman of relevant 
parliamentary committee) 

A2 Member of Iraqi Parliament 
A3, A4 Member of Advisory Commission - 

Iraqi Prime Minister’s Office 
A5, A6, A7 Employee (A5 a manager) of Iraq 

National Investment Commission 
– Council of Ministers 

A8 Manager, Iraq’s Ministry of Oil 
A9 Manager, Iraq’s Ministry of 

Electricity 
A10 Manager, Economic Section, 

Iraq’s Council of Ministers  
A11*,A12*, A13* Managers (A13 was Vice Pres- 

ident) at foreign oil companies 
investing in Iraq  

A14 Manager, Board of Investment - 
Kurdistan Regional Government 
(KRG) – Iraq  

A15* Consultant, employee of a 
German firm providing advice on 
investment policy to Board of 
Investment, KRG – Iraq 

Note. *Participant’s firm will not be declared, since the 
individual participated as a SME rather than 
representative of his company. 

Table 2 is a display of the responses by SMEs 
on questions asked. Six (or 40%) out of the 15 
participants thought there are other factors besides 
political stability and security that account for larger FDI 
activities in Kurdistan region compared to other parts of 
the country. There was also a perception that anti-

Westerner propaganda by Iraqi Arab nationalists over 
the period of 1958 -2003 has created a suspicious 
environment among Iraqi Arab masses distrustful of 
foreign investment, especially that by Western firms. In 
contrast, Kurds tend to be more welcoming of 
Westerners due to their shared experience of being 
protected against Baghdad’s attacks (during Saddam 
era) by the no-fly zone imposed by Western powers. 

Table 2 : Participants Responses 

Factor Name Number of 
participants 

agreeing 

Number of 
Participants  
disagreeing 

Political stability was the 
reason for larger FDI 
inflows in Kurdistan 
compared to other parts 
of Iraq 

9 6 

Kurdish political and 
group culture more 
open to FDI than Iraqi 
Arab 

9 6 

Kurdistan Regional 
Govern- ment policies 
are more committed to 
FDI than federal 
government 

13 2 

Nine (or 60%) out of the 15 participants agreed 
with the concept that Kurdish political and group culture 
is more open to FDI than that of Iraqi Arabs. Also, an 
overwhelming responses of participants 13 (or 87%) out 
of the 15 thought foreign firms faced less obstacles in 
conducting their business in Kurdistan compared to 
other parts of Iraq. Participants attributed that to policies 
and commitment of Kurdistan Regional Government 
(KRG) to attracting FDI to the region.  
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Table 3 : Value of Investment Licenses Issued in Kurdistan Region in Millions of US Dollars*. 

Investors’ 
Nationality 2007 2008 2009 2010 2011 2012 2013 

Foreign 735 273 129 1,069 288 602 2,444 
        
Joint Venture 457 148 13 129 278 20 2,750 
        
National 2,773 1,605 4,022 3,686 2,637 5,240 7,225 
        
Total value 3,966 2,026 4,164 4,883 3,204 5,863 12,419 
        
Number of lice- 
nses issued 

51 63 76 107 80 136 129 

    Note. *Data from report by Kurdistan Board of Investment (2014). 

Tables 3 and 4 show the values of investment 
licenses issued by Kurdistan Board of Investment (KBI) 
and Iraqi National Investment Commission (NIC) 
respectively. Data in Table 3 covered the period of 2007- 
2013, while that of Iraqi National Investment 
Commission in Table 4 was only available for the period 
2011-2013. The total value of investment licenses issued 
by NIC in 2011 was over $11 billion, in 2012 $17.6 billion 
and in 2013 was $27.3 billion showing a healthy 
increase in investment value despite a noticeable 
decrease in number of licenses issued; 300 to 238 to 
159 licenses for years 2011, 2012 and 2013 respectively. 
The increase in 2013 was attributed to five licenses 
totaling in value $20.9 billion issued to a combination of 
two United Arab Emirates (UAE) investors (totaling $16 
billion), one Jordanian (totaling $4 billion), one Indian 
(totaling $450 million) and one by Iraqi investors (totaling 
$500 million). All the five licenses were on hold pending 
resolutions of problems with different government 
agencies. 

Table 4 : Value of Investment Licenses Issued in Iraq 
(Excluding Kurdistan Region) in Millions of US Dollars*. 

Investors’ 
Nationality 2011 2012 2013 

Foreign 3,443 10,129 22,074 
Joint Venture 295 292 166 
National 7,365 7,208 5,075 
Total value 11,103 17,630 27,315 
Number of 
licenses issu- 
ed 

300 238 159 

Note. *Data from unpublished reports (in Arabic) by 
NIC; “NIC Achievements for Year 2011”, “NIC 
Achievements for Year 2012”, “NIC Achievements for 
Year 2013”. 

For the same period of 2011-2013 the total 
value of investment licenses issued by KBI also showed 
a steady increase and amounted to $3.2 billion in 2011, 
$5.8 billion in 2012 and $12.4 billion in year 2013. In 
contrast KBI more than doubled the number of licenses 
issued in 2013 compared to those issued in 2007. In 
2011, there were 80 licenses issued totaling in value 

$3.2 billion, while those in 2013 were 129 licenses 
totaling $12.4 billion.  While the total value of investment 
more than quadrupled in 2013 compared to 2011, this 
increase in investment value in Kurdistan was attributed 
to two major investments, one by UAE investors and the 
other by a joint Iraq/Iran venture. The two licenses were 
worth a total of $4.4 billion. 

The data in Tables 3 and 4 show investments by 
foreign entities including those of limited number of 
Western and Asian firms (refer to Table 6 for a 
breakdown by foreign nationality). While one could 
argue that political instability in Iraq was the reason for 
the reluctance of Western firms to invest, the relative 
stability of Kurdistan region gives more credence to 
factors such as cultural distance. Further, most of the 
foreign investments reported in Tables 3 and 4 were in 
Iraq’s real estate sector rather than in its industrial. Table 
5 shows the value of licenses issued by NIC and KBI to 
foreign investors interested in wholly-owned real estate 
construction projects. The percentage of foreign 
investment in the housing sector that were issued by 
NIC were 82.6%, 94.2% and 96.4% of total value of 
licenses issued to foreign investors for the years 2011, 
2012, and 2013 respectively. While those issued by KBI 
were 94.6%, 81%, and 99.3% for years 2011, 2012, and 
2013 respectively. 

 

 

 

 

 

 

 

 

 

 

 

© 2014   Global Journals Inc.  (US)

5

G
lo
ba

l 
Jo

ur
na

l 
of
 M

an
ag

em
en

t 
an

d 
Bu

sin
es
s 
R
es
ea

rc
h 

  
  
  
V
ol
um

e 
X
IV

 I
ss
ue

 I
V
 V

er
sio

n 
I

Ye
ar

  
 (

)
A

20
14

The Impact of National Cultural Distance on Foreign Direct Investment in Iraq



Table 5 : Total Investment by Foreign Investors in Housing Sector 2011 – 2013 in Millions of US Dollars*. 

 2011 2012  2013 
 Amount in 

Housing 
Total 

Foreign 
Invested 

Amount in 
Housing 

Total 
Foreign 
Invested 

Amount in 
Housing 

Total 
Foreign 
Invested 

Kurdistan 
Region 

233 246 528 651 2,824 2,843 

       
Iraq 
(excluding 
Kurdistan) 

2,910 3,520 9,386 9,963 21,285 22,074 

                     Note. *Data from unpublished reports (in Arabic) by NIC; “NIC Achievements  for  Year  2011”, “NIC                                                                                                                                                                                                                                                                         
             Achievements   for   Year   2012”,  “NIC   Achievements  for  Year 2013”  and  by  Kurdistan  Board  of 

Investment (2014). 

Investment in a real estate construction projects 
does not qualify as FDI since it is an investment made 
for quick profit, and where investors’ relationship with 
the project comes to an end as soon as construction is 
completed and the housing project is sold to 
prospective buyers. Such projects hold no long-term 
interests by the foreign investors as is required for 
projects to qualify as FDI. It should also be noted that 
data shown in Tables 3 and 4 excluded investment 
licenses issued for firms investing in Iraq’s oil and gas 
sectors. Both the NIC and KBI charters exclude them 
from issuing such licenses. Currently, and until the time 
the Hydrocarbon law is approved by Iraqi parliament, all 
work with foreign oil companies is conducted by Iraq’s 
Ministry of Oil and Kurdistan Regional Government.  

Table 6 shows the nationality of foreign firms 
that were issued investment licenses by Iraqi NIC and 
KBI. The findings showed most of foreign investors in 
Iraq were Arabs, Turks, and Iranians indicating a closer 
proximity to Iraq’s culture. This confirms that cultural 
distance as locational factor attracts investors when the 
cultural difference is small. The data showed limited 
number of investors from countries with a large cultural 
distance with that of Iraqis, Arabs, or Kurds. The number 
of licenses (greenfield projects) issued for Western and 
Asian firms investing in Iraq (including Kurdistan), as 
shown in Table 6, and for Year 2011 were a total of 13 
licenses (29.5% of total foreign issued) compared to 31 
for Arabs, Turks, and Iranians, while for Year 2012 there 
were 14 licenses (34% of total foreign issued) and 27 
respectively. For Year 2013, there were 5 licenses 
(15.6% of total foreign issued) issued to western firms 
compared to 27 for Arab, Turkish, Iranian and Asian 
firms. It should be noted that not all licenses issued to 
foreign investors were actually “foreign”. 

While data in Table 6 shows a combined total of 
eight licenses issued by NIC and KBI during 2011-2013 
for investors from the United States, it’s the opinion of 
the authors that four of them were actually issued to 
Iraqi expatriates rather than US nationals. The other four 
licenses issued under USA were two for 2011 worth 
$59.6 million that was not acted upon and cancelled 

(see Table 7) and another worth $300,000 (both issued 
by NIC). The other two for 2012, were the same 
$300,000 license reported again (hence, should be 
discarded) and a Hilton Hotel worth $14.8 million 
(issued by KBI). Same could be said about investors 
from Germany. The two licenses issued in 2011 and 
2012 by KBI were for Iraqi expatriates (of Kurdish 
ethnicity). Only the license issued by NIC in 2011 and 
worth $223 million could be attributed to a true German 
firm. It should also be noted that the total value of 
licenses issued by NIC for Asian firms (Korean, Chinese 
and Indian) for Year 2012 were worth $9.198 billion 
(mainly due to Korean planned investment of $7.75 
billion) and for Year 2011 was worth $303.3 million 
(Korean and Chinese). In 2013, NIC issued an 
investment license worth $450 million to an Indian firm, 
while those issued to Slovenian, British, Dutch, and 
Brazilian were worth a total of $433 million. Kurdistan 
Board of Investment issued in 2013 one license to an 
American investor (an Iraqi expatriate) worth $2.5 million. 
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Table 6 : Nationality of Foreign Investors and Number of Licenses Issued in Iraq and Kurdistan for 2011-2012 
(Excluding Oil and Gas Sectors)*. 

Iraq (excluding Kurdistan) Kurdistan 
2011 2012 2013 2011 2012 2013 

Turkey (16), USA 
(3), Germany (1), 
Lebanon (2), UAE 

(5), China (1), 
Kuwait (2), Italy 
(1), Denmark (1) 

Romania (1), 
Spain (1), Korea 

(1), Britain (1) 

South Korea (1), 
Canada (1), China 
(2), Iran (2), India 

(1), USA (3), 
Lebanon (3) 

Turkey (3), Kuwait 
(2), 

UAE (6), Finland 
(1), Egypt (2), 

Jordan (2) 

Slovenia (1), UAE 
(5), Lebanon (8), 

Kuwait (3), 
Turkey (1), 

Britain (1), Iran 
(1), Brazil (1), 

India (1), Holland 
(1), Jordan (1) 
Malaysia (1) 

Turkey (5), 
USA (2), 

Germany (1), 
Lebanon (1), 

Turkey (3), 
USA (2), 

Germany (1), 
Lebanon (2), 

UAE (1) 
Russia (1), 

Iran (1), 
Georgia (1) 

Turkey (3), 
USA (1), 

Lebanon (1), 
Iran (1) 
UAE (1) 

      Note. *Data from unpublished reports (in Arabic) by NIC; “NIC Achievements for Year 2011”, “NIC Achievements 
for Year 2012”, “NIC Achievements for Year 2013” and by Kurdistan Board of Investment (2014).

Table 7 : Electricity Investment Licenses Issued by NIC- 2011 in Millions of US Dollars*. 

Project Investing 
company 

Nationality of 
Investor 

Amount of 
Investment 

Province 

Providing 150 MW of 
electricity 

Dao al-Jameeh 
Company 

United Arab 
Emirates 

$125.5 Basra 

     
Providing 50 MW of 
electricity 

US Industrial 
Services 

USA $59.6 Basra 

     
Building power station Rotam Group Turkish $28.2 Najaf 

                    Note. *Data from unpublished report (in Arabic) by NIC- “NIC Achievements for Year 2011”. 
It should be noted that issuing licenses is no 

guarantee of start of work and many of those issued by 
NIC ended up not being acted upon due to problems 
faced by investors. Actually, according to NIC 
unpublished report of “NIC Achievements in Year 2013” 
(in Arabic) that was provided to researchers, the total 
value of licenses facing problems and on hold was 
$26.8 billion or 98.8% of the total issued of $27.3 billion. 
For Year 2012, those on hold were worth $6.9 billion or 
39.48% of total issued of $17.6 billion. This is a 
substantial number of investment licenses not acted 
upon due to hurdles brought about by government 
agencies. Table 7 shows three licenses issued by NIC in 
2011 totaling over $213 million that were investigated by 
researchers and shown as not acted upon by foreign 
investors due to hurdles created by Ministry of Electricity 
that was resisting at the time, any role by private 
investors in the electricity sector. 

Table 8 : Privately Owned Power and Refinery Plants - 
Kurdistan Region*. 

Name of firm with 
equity owned by 

expatriate 

Plant Total 
Capacity 

Mass Group Holding Three power pla- 
nts 

2.0 GW 

KAR Group One oil refinery 80,000 bpd** 
 Note. *All plants are wholly-owned and operated. 
** barrels per day (bpd). 

Table 8 shows wholly owned firms by MNE with 
major equity owned by Iraqi expatriates. Mass Global, 
the owner of all three privately-owned power plants in 
Kurdistan has its capital funded by a group of Iraqi and 
foreign investors.  Same could be said about the KAR 
Group the owner of an oil refinery in Erbil and a holder of 
a major profit sharing contract (PSC) oil contract in 
Kirkuk area. The two Iraqi expatriates (of Kurdish 
ethnicity) own four out of the six wholly-owned projects 
in Iraq.  The findings of this study showed no investment 
licenses issued by NIC to local Iraqi Arabs allowing them 
to invest in power plants or refineries, and whether such 
applications were made was not clear.  

While investigation of the role of expatriates was 
not an intended research question to answer, however, 
the findings of this study showed it as an important 
feature of FDI investment in Iraq. The findings agree with 
existing literature (Dobrai, Farkas, Karoliny & Poor, 2012; 
Wang, Tong, Chen, Kim & Hyondong, 2009). In the case 
of Iraq, at least, expatriate nationals were more willing to 
waive the political risks and uncertainties in their country 
of birth and invest there. Their extensive knowledge of 
their original country (culture, language, how the system 
works, etc.) have provided them with the necessary 
tools to make the right business contacts, work, and 
navigate easily within the system. Personal contacts play 
important role in business transactions around the 
world, and in a developing society like Iraq, where 
communal rather than individualistic culture dominates, 
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those contacts play a more critical role in facilitating 
those business transactions and resolving problems 
along the way.  

 

 

Table 9 : Comparison of Joint Ventures in Kurdistan Region and Rest of Iraq 2011-2012*. 

Iraq (excluding Kurdistan)  Kurdistan Region  
       2011     2012 2013    2011      2012 2013 
Iraqi/Greek (Iraqi 
expatriate) 

Iraqi/Turkish Iraqi/British 
Iraqi/Lebanese 

Iraqi/Turkish Iraqi/Dutch Iraqi/German 
 

Iraqi/Lebanese Iraqi/Lebanese  Iraqi/Spanish Iraqi/Pakistani Iraqi/Turkish 
Iraqi/Turkish Iraqi/Austria (Iraqi 

expatriate) 
 Iraqi/Jordanian Iraqi/Turkish Iraqi/UAE 

Iraqi/Iranian 
Iraqi/Egyptian Iraqi/Romanian  Iraqi/Korean/Canadian   
Iraqi/Egyptian Iraqi/Canadian 

(Iraqi expatriate) 
    

Note. *Data from unpublished report (in Arabic) by NIC, “NIC Achievements for Year 2011”, “Achievements for Year 
2012”, and Kurdistan Board of Investment (2014). 

Table 9 shows the nationality of joint ventures 
for years 2011-2013. Three investments were made by 
Iraqi expatriates in joint ventures with their co-nationals. 
While NIC data reported the joint ventures by citizenship 
of the investors, it’s also possible that certain reporting 
indicated as “foreign” might also refer to an Iraqi 
expatriate investing in his/her country of origin. The 
same could be said about reporting by Kurdistan Board 
of Investment.  

It’s noteworthy from results of Table 9 that 
cultural distance is small or non-existent in the case of 
joint venture licenses issued by NIC in 2011-2013, while 
those issued by KBI showed several foreign firms willing 
to partner with Kurdish investors. These findings 
confirmed earlier results of those of green field 
investments shown in Table 6. The data also shows the 
limited if almost non-existence of any joint venture 
projects with nationals of Western nations. This fact 
strongly points to the cultural estrangement that 
characterizes investment activities by Western firms in 
Middle Eastern countries, such as Iraq.  

IV. Conclusions 

This study investigated the effects of cultural 
distance on foreign direct investment and its mode of 
entry that foreign investors choose to make in the post 
conflict country of Iraq. While parts of Iraq are scene for 
active insurgency, Kurdistan region has been relatively 
more secure. Most of the foreign investors were from 
Arab countries that share same culture and language of 
that of dominant group in Iraq, as well as from Iraq’s 
neighbors. The findings of this study showed foreign 
investors interested in Iraq included small number of 
Western firms’ demonstrating that cultural distance play 
an important role in investment decisions by MNEs. 
Limited number of joint venture licenses was issued by 
both Iraqi NIC and KBI. Some of those wholly-owned 
and joint ventures were between Iraqi expatriates and 
their local partners in their country of origin. 

 

Concerns with political instability and security 
continue to be the driving forces behind types of 
investment Iraq is attracting. The findings of this case 
study showed investments (excluding that in natural 
resources) by western MNEs in the post-conflict country 
of Iraq, were limited if not totally insignificant to its 
economic reconstruction. Despite their seeking short-
term engagements, such as those in the housing sector, 
Asian firms showed greater propensity to accepting 
higher risks and willingness to invest in Iraq, unlike their 
western counter parts that were mainly interested in 
Iraq’s oil and gas sector and showed no inclination to 
invest in other sectors of Iraq’s economy. The findings of 
this study suggest that post-conflict countries should 
direct their efforts (at least until stabilization of their 
economic, institutional and regulatory conditions was 
achieved) to attracting FDI from neighboring countries 
or those of smaller cultural distance. 

Substantial number of licenses issued by NIC 
ended up being cancelled or put on hold indefinitely due 
to hurdles caused by government agencies. Statistical 
data provided by NIC (pre-2012) do not account for 
such inactive or cancelled licenses. While total dollar 
amount of licenses issued by both NIC and KBI show 
continuous attraction of foreign investors to the Iraqi 
market, data about the final number of licenses that 
were acted upon along with the final dollar figure of 
actual foreign investment in Iraq is still lacking. 

Most of foreign investments in Iraq did not 
qualify as foreign direct investment due to inclinations by 
investors to engage in quick turn-around projects that 
yield fast profits and limit their exposure to long term 
risks.  Concerns with political instability and security are 
driving forces behind types of investment the post 
conflict country of Iraq is attracting.  It also reflects the 
view that foreign investors lack confidence in Iraq’s 
industrial sector and its pool of skilled labor or lack of. 
Iraq lost thousands of engineers and skilled labor who 
left the country due to the continuous internal strives.  
This in turn adds credence to the role the state has to 
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continue to play in the economic development of post 
conflict countries.  Unless major steps are taken by Iraq 
to divert substantial amounts of its oil proceeds into the 
industrial sector, Iraq and other post conflict countries 
with abundance of oil (or other natural resources) will 
continue to depend in the foreseeable future on goods 
manufactured by more advanced countries. Their 
economies will continue to be, in large part, a consumer 
of industrial products from developed economies and 
will continue to lag behind technological development. 

The phenomenon of expatriates playing the role 
of advocates for FDI should be encouraged by all 
governments of post conflict countries. The role played 
by Iraqi expatriates in influencing their employers’ 
decision to invest in their country of origin highlighted a 
variable of the ownership advantages that has not been 
addressed adequately by scholars investigating the OLI 
paradigm. The case of Kurdistan showed that in order to 
harness the technical expertise and financial power of 
expatriates, it is important to create the necessary 
conditions to encourage their return. Expatriates could 
bring a much needed talent that could help in the 
economic reconstruction and development of post 
conflict countries. Creating a peaceful environment, 
clear commitment to economic development and 
transparent policies that address corruption, as well as 
providing a legal framework that could adequately 
resolve disputes are but few of those policies that would 
go long ways to meet the needs of returning expatriates. 

Since this qualitative method defined and 
explained the constructs under exploration, a 
quantitative method could be utilized in the future to test 
the relationship between cultural distance, as a 
distinctive locational factor, and FDI inflows as well as its 
relationship with MNEs choice of mode of entry. It’s 
recommended that this type of quantitative research be 
developed to further examine the effects of cultural 
distance on performance of FDI in Iraq. 
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Strategic Decision Making and Firms in Growth 
Stage

Héctor Montiel Campos α, Alejandro Magos Rubio σ, Francisco A. Aguilar Valenzuela ρ 
& Gerardo Haces Atondo Ѡ 

Abstract- This paper shows partial results from a project 
research about Strategic Decision Making (SDM) of firms in 
different stages of the organizational life cycle. SDM has been 
studied in the context of the firms. However, there is not 
enough knowledge about how the entrepreneurs make 
strategic decisions when the firm is in a growth stage. The 
objective of this research was to examine the effects of 
specific factors associated with the decision maker influencing 
Entrepreneurial Orientation (EO) and how the EO influences 
the firm´s performance. The results were achieved by using 
empirical data from 173 firms in the growth stage. The results 
show that SDM has an effect on EO, and that there is a 
significant relation between EO and firm performance. The 
paper concludes with a discussion about the results and 
suggestions for future research of this topic. 
Keywords: strategic decision making, entrepreneurial 
orientation, firm performance, growth stage. 

I. Introduction 

esearch about Entrepreneurial Orientation (EO) 
began around three decades ago with the 
seminal ideas of Miller (1983), although he didn´t 

use the concept of EO in his initial study (Miller, 2011). 
EO has become a main topic in the field of 
entrepreneurship during the latest decades (Covin & 
Wales, 2012). The interest in EO can be found in the 
results of various studies that propose EO as a 
predictive variable of firm performance (Rauch et                    
al., 2009). 
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environments   and  strategies,  or  moderated  by  other 
conditions (Wiklund & Shepherd, 2005). 

In the interest of making progress in the study of 
EO, this research includes a new variable, this being the 
Strategic Decision Making (SDM) style adopted by the 
entrepreneur, since, by identifying the way in which the 
entrepreneur conceptualizes his firm and makes 
decisions, more knowledge on the EO´s nature could 
be gained and, accordingly, of the firm´s performance.  

Based on the former facts, the objective of this 
paper is to know to what extent specific factors of the 
SDM influence in the EO and how the EO influences the 
firm´s performance when it is found in a growth stage. 
Therefore, this study makes two important contributions. 
First, it proposes the SDM style as a precursory variable 
of the EO and the firm´s performance as consequence 
of the EO (Covin & Lumpkin, 2011). Second, it considers 
the organizational life cycle, specifically the growth state, 
as a factor that influences decision making, as well as in 
the EO and in the firm´s performance (Bonn & 
Pettigrew, 2009). 

In the next section of this paper a study of the 
literature related to this topic is presented, as well as the 
methodology used for this research. Later, the results of 
the study are presented, and finally, an argumentation 
and conclusions section is presented, in which 
suggestions for future research are included. 

II. Literature Review and Hypothesis 

a) Strategic Decision Making 
SDM has been a subject of study from different 

academic disciplines. Schwenk (1995) mentions that 
some research projects have focused on its contents 
and have identified a decision making process. Other 
works have focused on organizational factors that 
influence in the SDM process (Rajagopalan, Rasheed & 
Datta, 1993). 

In general, strategic decisions undertake the 
firm´s resources to reach posed objectives. According 
to Noorderhaven (1995), strategic decisions share four 
essential characteristics which are interlinked and they 
are key in this research. The first of them is complexity. 
When a situation is simple, that is, when it consists of a 
limited number of variables, the strategic decision 
making process becomes trivial. Campbell (1988) 
mentions that a decision´s complexity is found in the 
multiple trajectories that can be followed to reach a 

R 
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Certainly, a wide research on EO has been 
produced in which analysis of EO’s determinant factors 
abounds, as well as their consequences on 
performance. For example, some studies examine the 
founder-manager´s psychology as EO´s precursors 
(Simsek, Heavey & Veiga, 2010), and others study 
the context (Green, Covin & Slevin, 2008) and 
the relationship between the EO and the firm´s 
resources (Dess, Lumpkin & Covin, 1997). The
great majority of studies research the effects of EO 
on a firm’s performance, whether directly within different



result; or various results can be reached, considering 
that interdependence exists among the factors that lead 
to those results. The second characteristic mentioned 
by Noorderhaven (1995) is uncertainty. The decision-
maker does not know the possible results due to the 
multiple existing alternatives. This means that the 
information asymmetry influences on decision making 
given the uncertainty generated by not having the 
necessary information at the right moment. 

The third characteristic is rationality. The 
decision maker analyzes the advantages of all the 
possible trajectories that allow him to reach the specific 
objectives previously established. It is expected that this 
person has an extensive knowledge about the relevant 
elements involved in the situation as well as the 
resources which allow him to identify the option with the 
greatest value in his preference scale. The fourth and 
last characteristic mentioned by Noorderhaven (1995) is 
control. “Without control any pattern observable in a 
stream of decisions or actions at the level of an 
organization is the involuntary outcome of an interplay of 
causal forces rather than the intentional result of 
deliberate actions of individuals” (Noorderhaven,                
1995, p. 22). 

These four characteristics describe a general 
framework in which the SDM takes place and identifies 
cognitive factors that sustain the decision making style. 
The cognitive representations developed by the 
entrepreneur act as a trigger for the decision of acting 
entrepreneurially or conservatively and the outcomes of 
these decisions. 

b) Entrepreneurial Orientation 
The concept of EO has been found in literature 

about strategy and entrepreneurship as a construct 
which helps characterize the entrepreneurial behavior in 
an organization (Basso, Fayolle & Bouchard, 2009). 
Miller (1983, p. 771) mentioned that “An entrepreneurial 
firm is one that engages in product market innovation, 
undertakes somewhat risky ventures, and is first to 
come up with proactive innovations, beating competitors 
to the punch”. For Stevenson and Jarrillo (1990), a firm 
has an entrepreneurial behavior if its actions and 
processes are oriented towards the recognition and 
exploitation of business opportunities. From a more 
general focus, EO refers to the tendencies, processes, 
and behaviors that lead a firm to enter new or already 
established markets, with new or already existent 
products (Lumpkin & Dess, 1996). 

Research on EO has found evidence that leads 
to presume that the firms that adopt a greater EO have a 
better performance (Rauch et al., 2009; George & 
Marino, 2011). However, Covin and Lumpkin (2011) 
mention that the results are not conclusive yet and, 
although the differences in results may be attributed to 
different research designs, the differences reflect the 
fact that sometimes EO does not contribute to improve 

the firm´s performance. Now, the strength of this 
relation depends on the internal and external 
characteristics to the organization, wherefore the EO-
firm performance relation is more complex than a simple 
direct relation (Miller, 2011). 

Most of the studies have adopted Miller´s 
(1983) three sub-dimensions to become acquainted with 
a firm´s entrepreneurial behavior –innovativeness, risk 
taking, and proactiveness. Innovativeness is the firm´s 
proneness to support and encourage ideas and creative 
processes that lead to the development of new products 
and services. Risk taking reflects the firm´s tendency to 
undertake projects in which profits are uncertain and 
proactiveness refers to taking the initiative of pursuing 
new business opportunities in emerging markets. 

In contrast to firms adopting an EO, there are 
firms that adopt a more conservative orientation, which 
do not tolerate risk, are less innovative and passive in 
developing new markets and business opportunities 
(Miller & Friesen, 1982). A firm´s behavior can be 
classified along a continuum ranging from highly 
conservative to highly entrepreneurial and firm´s 
position in this continuum describes its EO (Lumpkin & 
Dess, 1996). 

Although EO favors a better performance for the 
firm, it is necessary for it to be directed appropriately 
within the organization, which implies seizing 
opportunities through the firm´s resources and 
capabilities (Covin, Green & Slevin, 2006). Hence, the 
managers must adopt a management style which 
privileges flexibility, speed, innovation, integration, as 
well as the constant challenges that emanate from 
changing conditions (Kuratko et al., 2005). 

c) Firms In Growth Stage 
The firm in the growth stage is prone to actively 

seek new investment opportunities and to enlarge the 
number of employees and clients (Jawahar & 
McLaughlin, 2001). The firm´s growth makes the 
management more complex, harder and more crucial. 
Managers need to focus more on the long-term effect 
their decisions have on organizational process, 
structures and systems (Smith, Mitchell &                        
Summer, 1985). 

Firms that are in the growth stage face the 
challenge of seizing opportunities. Nonetheless, in most 
occasions, these firms lack the necessary resources 
and capabilities as well as market power to allow them 
to respond faster to the circumstances within their 
competitive environment (Aloulou & Fayolle, 2005). Also, 
firms often aggressively challenge their competitors in 
the hopes of improving their competitive position and, 
ultimately their performance (Ferrier, 2001). In this 
sense, the entrepreneur exerts a dominant effect on this 
stage of the firm and he is capable of promoting a 
strong entrepreneurial culture, which may be 
transformed into a firm´s collective behavior (Meyer & 
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Heppard, 2000). Therefore, this study proposes that the 
SDM done by the founder-manager in a firm in the 
growth stage influences its EO and to figure out how the 
EO influences its performance. More formally, and given 
the previous review of literature on SDM and EO, this 
study establishes the following hypothesis: 

H1: The SDM style adopted by the manager when the 
firm is in the growth stage influences its EO. 

H2: The EO adopted by a firm when it is in the growth 
stage impacts its performance. 

III. Methodology 

a) Sample and Data Collection 
One of the challenges faced in this research 

was having a sample of firms in the growth stage in a 
particular industry. The data collection took place during 
2011 and 2012 generating a sample size that would 
allow a robust statistical analysis. The selection criteria 
were the following: (1) to have achieved between 5 to 20 
years operating in the market. This time frame is 
considered due to fact that, generally, the firm has 
stability and it’s searching for growth opportunities 
(Miller & Le Breton-Miller, 2005). (2) To have between 31 
and 100 employees –a standard for the medium-size 
firm defined by Mexico´s Secretaría de Economía. (3) 
To be a firm in the manufacturing industry. Based on 
these criteria, an initial sample of 1285 firms was 
achieved by using the Sistema de Información 
Empresarial Mexicano. 

As the purpose of this research was to explore 
relationships between variables, the survey method was 
used to collect information. A questionnaire was 
developed whose external validity was resolved with 
pilot tests performed with managers from firms in the 
growth stage. Doubts, confusion and writing issues in 
the questionnaire allowed it to be corrected. The definite 
questionnaires were sent electronically. 

Questionnaires were addressed to firms’ 
managers with a letter explaining the purpose of the 
study. A total of 173 questionnaires were obtained 
(13.4%). Response rate is low; nevertheless, this is 
common in this kind of studies. Given the sample’s size, 
concern arises about the results´ statistical 
generalization. Hence, the ANOVA test was performed 
to examine possible non-response bias, as suggested 
by Armstrong and Overton (1977). The results revealed 
that there was no evidence of systematic non-response 
bias. 

b) Measurements 
Strategic decision making. The first variable in 

this study was the SDM style adopted by the manager. 
This study followed the Noorderhaven (1995) proposal 
with the four cognitive factors which define the decision 
making style: complexity, uncertainty, rationality, and 
control. Eight items were generated to measure the 

degree of influence the cognitive factors hold in the 
decision making style, so the 7-point Likert scale was 
used to evaluate the 4 constructs. The Cronbach´s α for 
the SDM scale was found to be above the 0.80 
threshold (α = 0.84). 

Entrepreneurial orientation. The second variable 
in this study was the EO. The Miller/Covin and Slevin 
(1989) scale was used, which constrains the constructs 
that measure the 7-point Likert scale, a firm’s tendency 
towards innovativeness, risk taking and proactiveness. 
The average of the nine items evaluated the intensity of 
the EO, so that the bigger the average was, the more 
entrepreneurial strategic stance the firm had. 
Cronbach´s α for the EO scale was found to be above 
0.80 (α = 0.85). 

Firm performance. A frequent problem the 
research faces when evaluating firms´ performance is 
the lack of financial information. In the face of the 
absence of this information, some researchers 
(Chandler & Hanks, 1993; Wiklund & Shepherd, 2005) 
suggest evaluating the firm’s performance in 
comparison with its main competitors’ performance. 
Based on this proposal, the 5-item development 
evaluation scale was used, in which an internal 
efficiency and a sales’ performance is considered 
(Lichtenthaler, 2009; Parida et al., 2010). The 5 items 
were measured in a 7-point Likert scale where 4 points 
indicated a performance similar to its competitors. The 
Cronbach’s α for the firm’ performance scale was also 
found to be above 0.80 (α= 0.83) here. 

Control variables. Literature shows that the 
environmental conditions such as hostility and 
dynamism influence in the firm´s performance (Lumpkin 
& Dess, 2001), therefore, these factors were controlled 
during the analysis. In order to measure the hostility, an 
average of the three items was used in a 7-point 
semantic differential scale developed by Covin and 
Slevin (1990). The bigger the index, the more hostile the 
firm´s environment was. The coefficient alpha was 
acceptable (α= 0.86). The environmental dynamism 
was measured by the three items that integrate the 7-
point semantic differential scale by Miller and Friesen 
(1982). The bigger the average of the three, the greater 
the firm´s environmental dynamism. The coefficient 
alpha was acceptable (α= 0.82). 

c) Data analysis 
The information analysis followed two stages. 

During the first stage a confirmatory factorial analysis 
was performed to determine if the EO´s dimensions, the 
SDM´s dimensions, and the firm performance 
represented different constructs. Initial results 
suggested that it was not necessary to remove any item 
from the scale to improve the model fit in the sample. 
The model fit was assessed using χ2/df, Goodness-of-
Fit Index (GFI) (Jöreskog & Sörbom, 1996), and the 
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Comparative Fit Index (CFI) (Bentler, 1992). The 
threshold for χ2/df should be less than three or less than 
two in a more restrictive sense (Premkumar & King, 
1994). The values of GFI and CFI should be above 0.90 
(Jöreskog & Sörbom, 1996). 

The measurement of the model resulted in a 
good fit for growth firms’ sample (χ2/df = 2.88, GFI = 
0.890, CFI = 0.911). All the factor loadings are in 
acceptable ranges and significant at p=0.001, ranging 
from 0.62 to 0.82 indicating convergent validity 
(Anderson & Gerbin, 1988). The average variance 
obtained for the measurement of EO was 0.70 in growth 
firm´s sample, which is slightly higher than the threshold 
suggested by Bagozzi and Yi (1988). 

Regarding strategic making decision, the model 
resulted in a good fit also (χ2/df = 2.78, GFI = 0.90, CFI 
= 0.92). All the factor loadings were significant at p = 
0.001 with the range between 0.62 and 0.81. Regarding 
the measurement of firm´s performance, the model 
resulted in a good fit (χ2/df = 2.77, GFI = 0.940, CFI = 
0.921). All the factor loadings are in acceptable ranges 
and significant at p = 0.001, ranging from 0.69 to               
0.84 indicating convergent validity (Anderson &                     
Gerbin, 1988). 

The second stage in the analysis of information 
was to test the hypotheses using the correlation analysis 
and multiple regression analysis to determine how 
specific factors in SDM influence the EO and how the 
EO influences the firm´s performance. The multiple 
regression analysis had two models. The first one was 
processed with the EO as a dependent variable and the 
second one was processed with firm´s performance as 
a dependent variable. 

IV. Results 

In the place, Pearson´s correlations among 
complexity, uncertainty, rationality, control, EO, firm 
performance and the control variables were calculated 
(see Table 1). The correlation matrix reveals significant 
correlation results. For the EO there are positive and 
significant correlations to complexity, uncertainty and 
rationality. The control dynamism is also positive and 
significant. For firm performance, uncertainty and 
rationality had a positive and significant relation to firm 
performance. Additionally, there is a strong link with EO 
and dynamism. 

Table 1 : Descriptive statistics and correlation matrix 

 Variables Mean SD 1 2 3 4 5 6 7 8 

1 Hostility 3,88 2,01 1        

2 Dynamism 4,45 0,98 -0,04 1       

3 Complexity 4,57 1,01 -0,05 0,01 1      

4 Uncertainty 4,02 0,77 0,07*** -
0,10** 

0,11** 1     

5 Rationality 3,55 1,16 0,01 -
0,12** 

0,05 0,02 1    

6 Control 3,11 1,76 0,03** 0,03 0,07 0,04 0,01 1   

7 Entrepreneurial 
orientation 

4,36 0,88 0,03 0,21** 0,23*** 0,27** 0,21*** 0,07** 1  

8 Firm performance 4,73 0,95 0,01 0,22** 0,10** 0,23** 0,28*** 0,03** 0,24** 1 

*p <0,10; **p< 0,05; ***p <0,01 

The next analysis was the multiple regression 
analysis to prove the hypothesis. The main purpose was 
to investigate the effects of SDM on growth firm´s EO, 
and the effects of the EO on growth firm´s performance. 
The results can be noted in Table 2. Within the factors 
intervening in decision making, rationality was the one 
exerting the greatest influence on the on the firm´s EO 
(β = 0.24, p < 0.10 and, in second place, complexity 

was found (β = 0.19, p < 0.05). On the other hand, the 
two control variables exert a positive influence on the EO 
(Hostility, β = 0.17, p < 0.10; Dynamics, β = 0.15, p < 
0.10). The explained variance for the first regression (EO 
as dependent variable) is appropriate (about 17%). With 
this, the hypothesis 1 (H1) posed in this research is 
proved.
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Table 2 : Regression analysis 

  Dependent variables 

  Entrepreneurial 
orientation 

Firm 
performance 

Control and independent 
variables   

 Hostility 0,169* -0,224* 

 Dynamism 0,147* -0,203* 

 Complexity 0,193**  

 Uncertainty -0,09*  

 Rationality 0,244*  

 Control -0,02*  

 Entrepreneurial 
orientation  0,258*** 

    

Model summary   

 F-ratio 6,023 7,441 

 R2 0,198 0,235 

 R2 adjusted 0,173 0,221 

 Standart error of the 
estimate 1,011 0,455 

 Significance < 0,001 < 0,001 

*p <0,10; **p< 0,05; ***p <0,01 

Regarding the firm´s performance, EO was the 
variable with the greatest influence on performance (β = 
0.26, p < 0.10). Regarding the control variables (hostility 
and dynamism), they exerted a negative influence on the 
firm´s performance (Hostility, β = 0.22, p < 0.10; 
Dynamism, β = 0.20, p < 0.10). The explained variance 
for the second regression (firm performance as 
dependent variable) explained about 22% of the 
variation in performance. Regarding hypothesis 2, EO 
has a better impact on firm´s performance. With this, 
hypothesis 2 (H2) is proved. 

V. Discussion and Conclusions 

The general objective of this research was to 
examine the influence that the SDM style may have on 
the firms’ EO and how the EO influences the firm’s 
performance in the growth stage. We want to discuss 
two subjects that emerge from the results: (1) the 
influence of rationality, complexity and hostility on a 
firm’s EO, and (2) the link between EO and firm’s 
performance. 

Regarding the elements that distinguish the 
decision making, both, rationality and complexity affect 
the firm´s EO positively. It is important to highlight that 
rationality is the element with the biggest influence on 

the EO and performance. It indicates that firms become 
more analytical in their decision making. Managers need 
to think about the long-term effects of their decisions on 
organizational processes, structures and systems 
because the organization is moving towards a greater 
level of scrutiny. On the other hand, when the 
entrepreneur faces a complex decision making, that is, 
when the possible outcome or consequence is not as 
evident, then he may be more rational. The results show 
that this combination does not inhibit the firm’s EO or its 
performance, but, on the contrary, it promotes them. 
This means that we are facing a type of firm that is 
actively seeking new investment opportunities and to 
increase its staff, clients and geographical contacts 
(Jawahar & Mclaughlin, 2001). 

Finally, the relationship between EO and firm 
performance highlights once more that a firm that 
adopts an entrepreneurial posture achieves a better 
performance (Rauch et al., 2009). This may indicate that 
firms that adopt an entrepreneurial strategy are able to 
differentiate themselves from other firms through risk-
taking and proactive actions, and by developing 
innovative products leading to a competitive advantage. 
Thus, having an entrepreneurial posture represents a 
path for firm´s competitiveness. 
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The results shown in this study generate 
possibilities for future research. One of them may 
generate a more homogeneous sample. For this study 
only manufacturing firms were considered, but it would 
be interesting to find out how these variables behave in 
a particular industry, among them, the high-tech 
industry. These characteristics may show a different 
behavior of the variables in decision making. Moreover, 
a future research could consider a control variable on 
the number of staff members, in such way that whether 
this element influences in the EO or not, may be known. 
The firm´s agility can be distressed by the number of 
staff members, thus subtracting the ability to adapt to a 
more changing environment; in the other words, it can 
be a negative influence in its dynamic capabilities 
(Eisenhardt & Martin, 2000). It could be assumed that 
this behavior would remain the more advanced the firm 
is in its development stages, but for this, it would be 
worth to compare at least two stages of firm´s 
development. 

While the results of this paper help to better 
understand the SDM and its impact in the firm’s EO and 
subsequent performance, it is important to consider the 
results under certain limitations. The first one is that it 
would be interesting to know the evolution in strategic 
thinking of the same firm, although this would demand a 
long-term research. On the other hand, the acquired 
information on the firm´s development was obtained 
through qualitative and comparative assessments on 
the entrepreneur´s side. Although this way of obtaining 
information on the firm’s performance has proven to be 
reliable, it is important to rely on other types of 
information. 

The results shown in this study demonstrate the 
importance of the entrepreneur’s decision making and 
how it influences in the firm’s fate from the development 
stage the firm is in. The combination of several elements 
leads the entrepreneur to make decisions under 
conditions of uncertainty and incomplete information. 
This makes the heuristic a useful tool for decision 
making, since it can be conceived as a simplification 
strategy or rule that helps to deal with complex 
decisions (Bazerman & Moore, 2009). Ultimately, 
decision making is different in each firm and it 
influences on its EO and performance, so it demands 
the use of resources and different capacities to deal with 
the challenges it faces. 
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I. Introduction 

a) Problem Defination and Purpose of Study 
Women in our Nigerian society today are being 

under-mind by the male counterparts; they are they are 
treated as "underdogs". The women are being regarded 
as new comers in the managerial environment. As 
underdogs, women are regarded as "square pegs ill 
round holes"; when it comes to leader ship and top 
management positions. For this reason and for the fact 
that they have arrived skills and technical competences 
but also the total behaviour, relevant and consistence 
with effective acceptance and successful managers. 

Many reasons are usually advanced women as 
unsuitable material for leadership and top positions. that 
are either based on false premise or myths. Some of this 
include: 
1. The long held societal view that biology is destiny as 

a fallacy. This view maintains that a woman's 
biological make up makes her unsuitable for 
managerial positions. 

2. Sex - role stereotyping is a fallacy. The belief that 
some jobs are most suitable for females, while 
others are best for males is not based on tested 
knowledge. 

3. It is not longer true that a woman's place is only in 
the home as a cook or a rearer of children. 

 
 
Author: Department of Business Aministration Federal Unversity 
Wukari Taraba State Nigeria. P. O. Box 371 Wukarl Taraba State, 
Nigeria. e-mail: orokbonifacearrey@yahoo.com 

4. It is erroneous to assume that for the man 
leadership is a birth - right even where a women is 
more qualified to hold such a position. 

The manager is the key to organizational 
effectiveness. He functions in different ways and 
capacities to keep the organization on course. 
Understanding managerial roles or function will, 
therefore, be the first steps towards the improvement of 
managerial effectiveness. There are two different views 
about managing - the normative view which deals with 
what has become the acceptance universally as 
functions of management, and the descriptive view 
which describes what managers actually-do on their job.  

b) The Normative View 
The universal functions of management are 

often given as planning, organizing, coordinating and 
controlling. 
1. Planning is deciding what to achieve and how to 

achieve it. 
2. Organizing involves the assembling of human and 

physical resources needed to achieve planned 
objectives and assigning responsibilities to various 
work groups/members.  

3. Coordinating is communicating with, motivating and 
leading employees, also coordinating other 
activities. 

4. Controlling is seeing to it that employees perform 
their jobs correctly. 

The task of seeing that employees perform their 
jobs correctly is usually the supervisor's middle 
managers. Lack of proper planning and organization 
leads to wasted resources. Managers who plan and 
organize the activities well tend to spend less time and 
energy in the implementation process. 

c) The Descriptive View 
Looking at what is supposed to be doing is 

different from what he actually does. Thus, another view 
point looks at management functions in terms of 
activities that managers perform. These activities may 
seem unrelated to the traditional functions, but. They are 
in fact the means by which they perform these functions. 
These are personnel intersectional, administrative 
technical.  

i. Personal Activities 
Some activities manager engage in serve 

personal needs as well as organizational functions i.e., 
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discussed. The barriers to, reaching management position are 
both internal and external. These include socialization process, 
sex stereotyping process of jobs, education, family 
responsibilities, societal attitudes. Also a lot of constraints on 
job performance, have been identified as, lack of management 
training, lack of the need/will to manage, lack of the need for 
power, lack of the relevant experience, non-membership use 
of informal professional networks and lack of support by 
husbands. To acquire the right attitude and behavior 
consistent with effect with management, women ought to be 
aware of their constraints and struggle# to overcome them 
before they can be accepted by men in leadership roles. 



attending conference or performing ceremonial" duties 
such as wedding of one of the employees.  

ii. International Activities 
Managers spend considerable time and energy 

with other people. Subordinate, superiors, customers, 
unions, community leaders and so forth. Intersectional 
activities serve interpersonal roles such s liaising with 
others outside his vertical chain of command, leading 
others and playing the figure head role. It is through 
personal contacts that managers can collect vital 
information that will lead them to making the right 
decisions. Without personal contact important valuable 
information will be lost. 

iii. Administrative Activities 

 

 

iv.
 
Technical Activities

 

Managers need to be technically competent 
(e.q) use or tools,' technical knowledge and skills as 
they cannot supervise effectively without adequate 
knowledge on the technical activities they are to 
supervise. The higher you go, the lesser the time a 
manager spends on such activities.

 

II.
 

Background
 
Literature

 

a)
 

The Nature of Managerial Work
 

Chung and Megginson (1981:17) state that 
"Management activities are characterized by brevity, 
fragmentation, reactiveness, oral communication and 
political inclination. Managers are doers rather than 
reflective planners and have to cope with 8 constant 
parade of challenges and surprise':" Studies such as 
that done on Chief Executives seem to agree with these 
characteristics of managerial activities and have gone 
further to add to the list, a hectic pace, oral 
communication, reactive behaviour and political 
inclination. 

 

i.

 
A Hectic Pace

 

 
 
 

ii. Oral Communication 
In carrying out their day to day activities, 

managers prefer to use oral communication and rely 
heavily on it. This is because, written communication is 
slow and time consuming, It is less formal and brings 
any up-to-dale or confidential information. By ora1 
communication, the manager also maintains contact 
with workers.  
iii. Reacting 

That is reacting to various work situations as 
they arise. Many times things do not just turn out as 
planned due to unforeseen situations. Also when laced 
with a limited time span within which various activities 
are to be performed, managers tend to give closer 
attention to the more tangible and current things. 
iv. The Political Reality 

A manager does not only work with people 
within his organization. He has to maintain a network of 
interpersonal contacts with people outside the 
organization. He must give and receive information, 
favours, and support the need to perform their job 
effectively. He is usually a spokes person for his 
organization and therefore must perform public relations 
functions for the organization. 

The manger must maintain contact within 
influential people who can "pull string" for his 
organization when the need arises. 

View on the performance of women mangers 
women managers are not portrayed in a positive light. In 
a survey made by Harvard Business review, majority of 
top bosses believed women to be unsuitable for top 
management positions because of their dispositions 
quoted in M. I. Okojie (1990). This view is in line with the 
cultural perception of women in many societies 
including Nigeria as sort, graceful, flexible, dependent 
and intuitive. The irony of such views is that the women 
is a better manager for these qualities, lacking in the 
men. Flexibility, is a good managerial quality without 
which a manager can appear autocratic and 
overbearing. 

According to Okojie C. E. E. in a paper titled: 
Nigerian women in Public sector management, 
describes the two management styles that have been 
observed among women managers  those are the 
“battle-axe” of "martinet" approach, and conciliatory" or 
"famine" style. 
1. The Battle - Axe management style was said to be 

characteristic of the pioneer female managers, who 
finding themselves in an all male environment adopt 
and unduly aggressive, ferocious, dictator and and 
hostile management style. Such managers are 
feared and often disliked by their staff. They display 
unpopular characteristics which have give rises to 
negative attitude towards female managers. 

2. The feminine management style: at the other 
extreme from the battle – axe approach is the 
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Managers also spend some time in performing 
administrative duties, such as preparing budgets, 
processing paper work, monitoring policies and 
procedures and handling personal matters. There are 
activities that separate managers from non managers 
and yet less time is usually allocated to them. Other 
employees do not perform administrative activities. A 
manager has to keep abreast with government policies 
and legislation (e.q.) regulations, minimum wage, labour 
laws, industry laws on import licenses etc and comply 
with some. 

Although mangers do usually plan and organize 
activities all read of time, the actual performance of such 
activities is usually carried out in a hectic and at times 
chaotic manner, the activities managers me expected to 
carry within the available time become too many to be 
handled in a systematic manner. 
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feminine or conciliatory management style. Such 
women play on their feminine attributes in their 
approach to work. They are not aggressive or 
decisive in executive their duties. They lack the will 
to manage. Many of such women have reached 
management position not through any special effort, 
but through routine promotion exercises. 

In Nigerian situation, many of such women 
managers have unduly glamorized management 
positions by their style of dressing as if that will make up 
for their deficiencies. Women who adopt this feminine 
style give poor image of women in management as 
frivolous and duly concerned with trivialities rather than 
serious issues. 

Between these two extremes is the professional 
manager who has combined the firmness from the 
battle - ace approach with the conciliatory approach of 
the feminine style to yield effective leadership of 
subordinates. Neither the battle-axe nor the feminine 
style approach leads to high productivity. 

III. Presentation 

a) Stratigies for Improving Managerial Behaviour 
There is a role that education plays in 

managerial behaviour. 
1. Education: According to gray et al (1988), there are 

many different types or education referred to as 
"generalist" as opposed to "specialist" education. 
The "generalist" specializes in the social science 
subjects and humanities which definitely tend to 
attract and develop individuals differently from the 
"specialist" type. The "Specialist" type of education 
includes law, medicine, engineering etc. The 
important thing is that in which ever profession you 
are managing, you need to acquire specialized. 
Knowledge alone will not make you an effective 
manager. You need to know about the society, the 
people and their expectations, interests and values 
and you need knowledge about your workers, and 
how to motivate them, etc. 

2. To be effective women managers must learn to be 
in control or both themselves and situation. It is easy 
to lose balance and behave in ways unbecoming of 
a leaders, if the manager has not come terms with 
the different kinds of demands and problems that 
site is expected to grapple with by virtue of her 
position. To be effective, a manager must be ready 
to cope with the time expected. 

3. Women managers must display the ability to 
exercise power and authority over others without 
being dictatorial or draconian. To achieve these 
goals, women managers must not allow themselves 
to be distracted from important issues in order to 
survive they must ignore many things, work hard, be 
dedicated and exert one's power in the right way, 
not failing to use disciplinary measures where and 

when necessary. Female managers must conscious 
avoid being unnecessarily aggressive and 
antagonistic, as this will go along way in dispelling 
negative opinions people have about them.  

4. To use power and authority properly, self 
confidence is a must. Self confidence itself is best 
developed when one has sound educational 
background and takes well informed decisions. 

5. Another important step towards acquiring the right 
attitudes and behaviour relevant in management 
positions is knowing oneself. A female manager 
must be realistic about her capabilities and short 
comings. 

6. Some women managers in Nigeria have also been 
accused of lacking in the will/need to manage 
because they came into management position by 
appointments or through the rise in rank and file. 

7. Being a good position has become a necessary 
ingredient for effective management. First the 
manager must perform the public relations duties 
for her company, organization etc. she has to sell 
her company to the community, targeted group etc, 
but she cannot do this effectively if she herself does 
not project a positive self image both to outsiders 
and insiders. Secondly, within the organization, 
situations arise where the manager, must defend 
take for and where necessary "lobby" others on 
behalf of his subordinates. A well qualified 
hardworking and dedicated employee can lose 
certain privileges, promotions, sponsorship if the 
boss does not act or show enough interest.  

8. Women managers should not strive to act like men 
in a bid to be accepted as leaders. The could loss 
the equalities that make them women. A women can 
be graceful, treat people well and get the best out of 
them while she remains firm.  

b) Leadership 
To be successful, the manager must also be a 

leader management is a process of planning, co-
ordinating and controlling, while leader ship is the 
process of influencing other people for the purpose of 
achieving organizational goals. The following qualities 
have been identified as common with successful 
leaders: 
1. A strong desire for task accomplishment  
2. Persistent pursuit of goals  
3. Creativity and intelligence used to solve problems 
4. Initiative applied to social situations  
5. Self assured personality  
6. Wiliness to accept behavioural consequences.  
7. Low susceptibility to interpersonal stress  
8. High tolerance for ambiguity 
9. Ability to influence others  
10. Ability to structure social interaction. 

Also a loader must be innovative as well as risk 
taker. A leader must be committed organizational loader 
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must identify with its goals, or purpose. There must be a 
great sacrifice to achieve your goals and also be 
persuasive. That is in order to make people voluntarily 
identify and work. As a. leader persuasiveness is 
necessary. 

c) Barrier’s to Reaching Management Position are both 
Internal and External 

These include:  
1. Socialization process where girls are discourage 

from learning certain attributes (aggressiveness, 
decisiveness, detachment, analytical, objectivity etc) 
which are often identified with managerial jobs. 

2. Sex - stereotyping or jobs where management is 
identified as a male job, and girls were discourage 
from aspiring for such position. 

3. Education, especially lack of university education. 
4. Family responsibilities, house work and child rearing 

that tend to weight women down. 
5. Societal attitude, which stems from prejudices from 

make bosses who regard women as ineffective 
managers. 

Constraints on job performance: 
1. Lack of management training  
2. Lack of the need will to manage 
3. Lack of the need for power  
4. Lack of relevant experience  
5. Non membership/use of informal professional 

networks 
6. Lack of support by husband etc. 

To acquire the right altitudes and behaviours 
consistent with effective management, women in Nigeria 
out to be aware of these constraints and struggle to over 
come them. The path to effective managerial behaviour 
or women will depend to a large extent on overcoming 
those obstacles that constrain them on job.  

IV. Recommendations 

Behavioural aspect of managerial potentials of 
Nigerian women in the system is welcomed. For them to 
excelled to top management positions the Nigerian 
women have to put up good struggles before they can 
be accepted by the men in the leadership roles. For the 
Nigerian women to achieved this end requires proven 
ability, hard work, dedication and sacrifice. Once in top 
positions Nigerian women must learn fact and act in 
ways that will earn their respect, recognition and 
acceptability. 

Once in positions of authority, women should 
realize that certain behaviours are necessary for holding 
and maintaining that office. They as managers must of 
necessity learn to play politics and lobby as their men 
counterparts. 

V. Conclusion 

Nigerian women managers can draw their 
lesson from 1991 Nigerian gubernatorial primaries as it 

affects women. Also the case of Professor Alele 
Williams, female Vice Chancellor of University of Benin 
show that society is not ready for women leaders. 
women have to put up a good fight to compote with 
their males counterparts in leadership roles. 

Women must learn fast and act in ways that will 
earn thorn respect, recognition and acceptability. Once 
in positions of authority-women should realize that 
certain behaviours are necessary for holding and 
maintaining that office, in order to survive, women must 
persevere and not let opposition and failure deter them. 
This is only the beginning and women have not 
performed poorly. Societal attitudes are hard to change, 
but will necessarily change when women show enough 
determination. 

There are both historical and constitutional 
changes that signal some significant shift in the plate of 
women in the society. Such changes are most likely 
going to have the spillover effect on women in 
management. 
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Dimensions of Entrepreneurial Self-Efficacy and 
Firm Performance
Herath H. M. A. α & Rosli Mahmood σ 

Abstract- Creating a highly performing Small and Medium 
Enterprise (SME) sector is the central focus of many 
developing countries, but contrary to the expectations, most of 
SMEs in South Asia face many constraints such as policy 
inertia, misplaced government priorities, lack of infrastructure 
facilities, inappropriate technology, and lack of information and 
lags clearly behind their western counterparts. This situation in 
volatile environmental conditions has mounted much pressure 
on the key human agency of the entities and bottlenecked the 
flow of contribution to the economies. In the face of such 
constraints, efficacious and resilient entrepreneurs are more 
likely to ensure their survival amid tremendous rate of failures 
communal to these countries. It is therefore crucial to 
understand how more efficacious SME entrepreneurs perform 
in their operations. This paper investigates the effect of the 
dimensions of entrepreneurial self-efficacy on the performance 
of SME entrepreneurs. The study in a sample of 350 small 
scale hotel and restaurants in Sri Lankan SME sector proved 
good fit of the proposed  structural equation model to the 
observed data confirming that more efficacious entrepreneurs 
are highly performing and bouncing back in constrained 
environments. 
Keywords: self-efficacy, SME entrepreneurs, perfor- 
mance 

I. Introduction 

t is almost axiomatic that small and medium 
enterprises (SMEs) are central to the development of 
any country and their contribution for the 

independence of the economy is inevitable. Strong SME 
sector highly facilitates the upward mobility of any 
economy by absorbing unemployment and promoting 
innovations (Gray, 2006; Bovee, Thill, & Mascon, 2007; 
Griffin & Ebert, 2006). Their role is vital for the 
developing economies due to major contribution to GDP 
compared to large-scale firms. In most of the Asian 
countries, more than seventy-five percent of gross 
domestic products are produced by this sector. In 
addition, velocity of transformation from under 
developing stage to development stage is accelerated 
by a highly performing SME sector. However, this sector 
in many of the developing countries faces many 
constraints such as low level of technology, lack of 
management and entrepreneurial skills, unavailability of 
timely market information, poor product and service 
quality  (Asian  Productivity  Organization,  2011). Due to  
 
Author α: Department of Business Management, Wayamba University 
of Sri Lanka, Sri Lanka. 
Author σ: College of Business, Universiti Utara Malaysia, Malaysia.  
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these constraints, only 20 percent of the SMEs survive 
within eight years (Lanka News Papers, 2013). This 
survival rate is relatively lower compared to western 
counterparts. In European countries more than 50 
percent of the businesses survive after five years 
(European Union, 2012). 

Entrepreneurs’ role is decisive for the survival 
and growth of SMEs since they are driving force behind 
the entities. In the volatile environments of developing 
countries characterized with many constraints, their role 
has become more important. These entrepreneurs 
should have the ability to bounce back in the face of 
sudden shocks springing from unpredictable political, 
economic and legal situations. Within this background, it 
is essential to explore whether there are specific 
characteristics that make the entrepreneurs more 
resilient in such environments.  

II. The Sri Lankan Context 

Sri Lankan economy is mainly based on its SME 
sector which covers a wide range of business areas 
including manufacturing, agriculture, construction, 
tourism, fisheries, mining and other services 
(Department of Census and Statistics Sri Lanka, 2010). 
This sector has been identified as an important strategic 
sector for economic and social development of the 
country since it covers a wide area of economic 
activities, and for many years, it has gained a higher 
level of recognition for the contribution in income and 
employment generation, poverty alleviation and regional 
development. Since 1948 successive governments had 
introduced various policy reforms and provided many 
incentives to the entrepreneurs with the purpose of 
increasing the contribution of the sector to the national 
economy. But irrespectively even today there remains 
number of constraints faced by the sector. Though there 
are few policy reforms in recent past, still the policy 
inertia has slowed down the development of the sector.   
There usage of appropriate technology to reduce the 
operational efficiency is one of the major managerial 
constraints in the sector. Lack of market information and 
marketing skills is another important obstacle identified 
while lack of infrastructure facilities has impeded the 
success of this sector. Electricity, water, telephone 
facilities, rode access are not adequately supplied to the 
SMEs especially out of the urban areas while the cost of 
acquiring them remains very high. Regulatory role of the 
government such as lengthy and complex procedures 
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and documentations, outdated rules and regulations are 
also considered as a heavy constraint for                               
the development of the SME sector (Task Force for       
SME Sector Development Programme, 2002;                    
Dassanayake, 2011). 

Sri Lanka SME sector is more labour intensive 
than capital intensive (Task Force for SME Sector 
Development Programme, 2002) and most of them are 
owner-managed entities or run by family individuals 
(Dassanayake, 2011; Priyanath, 2006) such that the role 
of the entrepreneurs is more crucial for the success of 
their organizations. Considering the importance of the 
sector to the country’s development, Sri Lankan 
government has been making various policy reforms, 
offering incentives with the assistance of many local and 
foreign donor agencies. But growth, performance and 
expansion of the sector remain stagnant compared to 
large-scale enterprises and their development is 
constrained by number of factors reducing the potential 
contribution to national economy. Task Force for SME 
Sector Development Programme, (2002) has identified 
policy inertia, financial instability, and absence of 
technical managerial and entrepreneurial skills, in 
appropriate technology, unavailability of market 
information, lack of infrastructure facilities and regulatory 
role of the government as major constraints faced by the 
Sri Lankan SME sector. These SMEs also face problems 
such as unnecessary delays in processes, financial 
bottle-necks, and low standards of products making the 
role of the entrepreneurs more critical for the survival 
and the expansion of the entities. Without efficacious 
entrepreneurs who are resilient and courageous, 
bouncing back in problematic situations may be difficult.  

In many studies, it has been emphasized that 
being efficacious is important for the entrepreneurs 
when they faced many constraints (Li, 2008; Luthans & 
Ibrayeva, 2006). However, the level of self-efficacy of 
SME entrepreneurs in the Sri Lankan context has not 
been explored previously and yet to be unearthed. 
Understanding of the existence of such concept will 
pave the way for opening many research avenues for 
future researchers to foster the entrepreneurship studies 
in developing countries. Therefore this study will explore 
the existence of entrepreneurial self efficacy among 
entrepreneurs of Sri Lankan SME sector. 

III. Literature Review 

Social Cognitive Theory defines self-efficacy as 
individuals’ judgement of their abilities to execute some 
courses of action that required attaining an outcome. It 
is the perception of one’s ability to convert into expected 
outcome or the judgement on capabilities to organize 
and execute a particular course of action. The theory 
emphasized the concept as the most important among 
cognitive factors that affect human functioning. The 
concept self-efficacy plays a central role in human 

agency. When people do not believe that their actions 
will not create desired results, they may have little 
motivation to involve in the task or preserve in 
difficulties. Their actions are based more on what people 
believe than what is exactly exists (Bandura 1986). 
Social cognitive theory has also strongly proven self-
efficacy as a determinant of individual performance 
(Bandura, 1986). People with enhanced perceived self-
efficacy successfully execute tasks therefore higher the 
degree of self-efficacy the higher the individual 
performance, and it also predicts future behavior better 
than past performance (Schunk, 1984). Bandura (1989) 
emphasized that people’s belief of efficacy determine 
how much effort they will exert in a task. Phillips and 
Gully (1997), in an experiment conducted on under 
graduate students, found positive direct relationship 
between self-efficacy and individual performances. They 
also found that self-efficacy affects performance through 
goal setting. Results indicated that self-efficacy ability 
and self set goals together explain 30 percent of the 
variance in performance. 

Stajkovic and Luthans (1998) conducted a 
meta-analysis to determine the magnitude of the 
relationship of working performance to self-efficacy. The 
relationship was proven positive and strong. According 
to the findings of the study, self-efficacy contributed to 
28 percent of performance improvement. Argument 
against this meta-analytic study was that the study had 
considered only cross sectional designs and lower level 
of confident level (Vancouver et al., 2001). In an 
experiment of a sample of business school students, 
Seijts et al. (2004) found positive direct effect of self-
efficacy on individual performance, while a study by 
Acharya et al. (2007) found significantly higher 
correlation between self-efficacy and sales performance 
of rural kiosk operators in India. Ozer and Bandura 
(1990) concluded that people with stronger self efficacy 
have higher control over their negative thinking, and 
Olusola (2011) concurred that productivity of employees 
in industrial settings is mainly affected by their self-
efficacy. Meanwhile, Lebusa (2011) conducted a study 
in a small sample of students, and the results proved 
that there is a positive effect of self efficacy on 
performance.  

On the contrary, Powers (1991) argued that self-
belief increases the optimism in perception and in turn 
decrease the individual performance.  He believed that 
people make less effort when there is a confidence of 
achieving the success. Bandura and Jourden (1991) 
concluded that no increase in individual performance 
was reported due to self-efficacy of the participants of 
the study. They found that self-efficacy did not increase 
the performance of participants in their study. They also 
explained that self-efficacy provides little incentives to 
increase the degree of effort needed to achieve high 
level of performance. Stone (1994) found in an 
experiment that self-efficacy judgments made in 

© 2014   Global Journals Inc.  (US)1

2

Y
ea

r

24

Y
ea

r
20

14
Dimensions of Entrepreneurial Self-Efficacy and Firm Performance

  
 

G
lo
ba

l 
Jo

ur
na

l 
of
 M

an
ag

em
en

t 
an

d 
Bu

sin
es
s 
R
es
ea

rc
h 

  
A  
  
V
ol
um

e 
X
IV

 I
ss
ue

 I
V
 V

er
sio

n 
I

(
)

  
 (

)



complex tasks are biased toward overestimates of 
peoples’ personal ability. The experiment that tested 
how overestimation of initial self efficacy affect decision 
making found that positive expectations produced 
overconfidence, but did not increase effort or 
performance. Similarly Cervone and Wood (1995) also 
found negative correlation between individual 
performance and self-efficacy. 

Vancouver et al. (2001) conducted two studies 
in two samples of undergraduates using a within person 
procedure. In the first study with 56 undergraduate 
participants, a reverse causality was found though the 
relationship between self-efficacy and individual 
performance reported positive. The second study 
involving 185 undergraduates replicated the findings of 
first study and found that past performance has a 
negative influence on future performance. In contrast to 
the other findings, this study found that performance 
enhances self-efficacy rather than self efficacy enhances 
performance demonstrating a reverse causality of the 
relationship. As indicated by Vancouver et al. (2001), 
this study challenged the strongly established positive 
relationship between individual performance and self-
efficacy. However, this study was conducted among 
undergraduates by using a computer game in a lab a 
setting. Vancouver et al. (2002) also conducted two 
experimental studies. The first study where 87 
undergraduates were divided into two groups in an 
analytical computer game, and participants were 
allowed to play ten experimental trials before each trial 
self-efficacy was measured. Self-efficacy was 
manipulated in subsequent trials and tested whether the 
self-efficacy affects the performance. The findings also 
contradicted most of previous studies on self efficacy-
performance relationship, and no causal relationship 
was found between two variables in the person level. 
This study also found that self-efficacy decreases 
individual performance. The second study was 
conducted with 104 undergraduates. The results 
reconfirmed the findings of the first study that 
demonstrates a negative relationship between self-
efficacy and individual performance. Vancouver and 
Kendall (2006) confirmed again the negative relationship 
between two constructs in a laboratory study.   

An instrument to measure the entrepreneurial 
self-efficacy with dimensions was developed by Chen, 
Greene and Cride (1998) consisting financial control 
skills, risk-taking, management, innovation and 
marketing, while DeNobel, Jung and Ehrlich (1999) 
developed a scale in entrepreneurial specific domain 
and tested its relationship with entrepreneurial intentions 
and actions of practicing entrepreneurs. Results 
suggested significant relationship between self-efficacy 
measured in entrepreneurial domain and entrepreneurial 
intentions. Zhao et al. (2005) tested the relationship 
between self-efficacy measured in entrepreneurial 
specific domain and entrepreneurial intentions and 

actions. The study focused the MBA students of 
business faculties in five universities. The survey was 
done in two phases. First survey was administered on 
778 incoming MBA students and second survey was 
conducted after two years when the students were 
graduating. The results also found a positive 
relationship. Forbes (2005) investigated the effect of 
self-efficacy measured in entrepreneurial domain on 
decision to start new firms and effective management. 
The effect found was positive and significant. Brice and 
Spencer (2007) inquired the variables that improve the 
likelihood for starting and effectively managing a firm. 
The study considered graduating business students. 
The focus was the start-intention and effectively 
managing a venture. It was found that higher the 
entrepreneurial self-efficacy of individuals higher the 
effectiveness of management. Wilson, Kickul and 
Marlino (2007) conducted a study among MBA students 
and found that self-efficacy would act as an obstacle to 
entrepreneurial performance. This study has mainly 
focused career intentions of adolescents and adult 
students. Hmieleski and Baron (2008a) investigated the 
effect of self-efficacy on venture growth and results 
proved a positive effect. In this study, self-efficacy was 
measured in entrepreneurial specific domain and firm 
performance was the focus. On the contrary, Hmieleski 
and Baron (2008b) found that self-efficacy reduces firm 
performance rather than increase under some 
moderating conditions.  

Entrepreneurial self efficacy has also been 
studied as a predictor of entrepreneurial intention and or 
actions by many researchers and found positive 
relationships (Fitzsimmons & Douglas, 2005; Chen et al. 
1998; Zhao, et al. 2005; Wood & Bandura, 1989; 
Markman,  Balkin & Baron, 2002; Chen & He 2011; Brice 
& Spencer, 2007; Wilson,  Kickul, & Marlino, 2007; 
Forbes, 2005; De Noble et al. 1999;  Krueger et al. 2000; 
Kristiansen & Indarti, 2004; Kolvereid & Isaksen 2006). 
Positive relationship has also been proven between ESE 
and performance by some other researchers (Hmieleski, 
& Baron, 2008a; Baum, Locke & Smith 2001; Lebusa, 
2011). Some other studies have emphasized the 
importance of entrepreneurial self-efficacy as a 
mediating variable in entrepreneurial activities (Locke, 
2001; Baum, Locke & Smith, 2001; Noel & Latham, 
2006; Zhao et al.  2005).  

The literature review reveals that self-efficacy 
measured in entrepreneurial domain have been studied 
as the predictors of entrepreneurial intention and 
activities. But most of the studies were from the western 
context and have ignored the Asian context. No studies 
have been conducted on effect of self-efficacy 
dimensions on firm level performance in Sri Lankan 
context. To address this issue, the study tested research 
model as shown in Figure 1 below.  
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Figure 1 : Research Model 

Note: DPM= Developing product and market 
opportunities BIE= Build an innovative environment 
IIR= Initiating investor relationships DCP= Define core 
purpose CUC= Cope with unexpected challenges 
CHR= developing critical human resource PER= firm 
performance 

The structural equation model estimated six 
direct paths between the dimensions of entrepreneurial 
self-efficacy and firm performance formulating following 
hypotheses to answer the research question to what 
extent the dimensions of entrepreneurial self efficacy 
affect firm performance. 
H1: Ability to develop new product and market 
opportunities positively related to firm performance 
H2: Ability to build an innovative environment positively 
related to firm performance 

H3: Ability to initiate investor relationships positively 
related to firm performance 
H4: Ability to define core purpose positively related to 
firm performance  
H5: Ability to cope with unexpected challenges 
positively related to firm performance  
H6: Ability to develop critical human resources positively 
related to firm performance 

IV. Methodology 

a) Sample and Data Collection 
A cross sectional survey was undertaken in few 

steps. First, the dimensions of entrepreneurial self-
efficacy were identified through a rigorous literature 
review. Second, the main field survey was employed in a 
randomly selected sample of 800 entrepreneurs from Sri 
Lankan small-scale hotel and restaurant industry. The 
sample was dispersed on island wide covering five main 

areas; Colombo city, east coast south coast, up country 
and ancient cities. Next, an exploratory factor analysis 
using Principal components method with Varimax 
rotation was conducted to examine the validity of factor 
structure of instrument. Finally, structural equation 
model was tested in AMOS to estimate the structural 
paths of the hypothesized research model. The 
questionnaire was personally delivered among 
entrepreneurs. In total, 436 of the completed surveys 
were returned making response rate 53 percent. Due to 
incompletion, seven cases were removed from the 
analysis. A non-response bias using groups based on 
entrepreneurs’ gender, firm age, and number of 
employees was also examined. In each case, the results 
were non-significant. Univariate and multivariate outliers 
were identified by estimating Mahalanobis D2 and 
deleted from the analysis. Testing four multivariate 
assumptions; normality, linearity, multicolinearity and 
homoscedasticity ensured the suitability of data set for 
the structural equation model testing. 

b) Measures 
Measurement for the firm performance was 

adapted from this study that used the subjective from 
Venkataraman’s (1989) instrument, which includes five 
items. They measure entrepreneurs’ satisfaction with 
return on corporate investment, net profit position 
relative to competition, return on investment position 
relative to competition, satisfaction with return on sales 
and financial liquidity position relative to competition. 
Bandura, (2005) provided a guideline for self-efficacy 
scales stated that self efficacy belief is not a global trait 
but it should be differentiated in various domains of 
functioning. He further emphasized that general 
measure will reduce the predictive ability. Self-efficacy 
measured in entrepreneurial specific domain is known 
as Entrepreneurial Self Efficacy (ESE). It is defined as 
the degree to which people perceive themselves as 
having the ability to successfully perform the different 
roles of entrepreneurship (Chen, Greene, & Crick, 1998; 
De Noble, Jung, & Ehrlich, 1999). Self-efficacy was 
measured in entrepreneurial specific domain by the 
instrument developed by De Nobel et al. (1999). The 
measure includes 23 items covering six theoretical 
dimensions of the construct. Perception of the 
entrepreneurs/managers’ ability to develop new product 
and market opportunities, build an innovative 
environment, initiate investor relationships, define core 
purpose, cope with unexpected challenges, and 
develop critical human resources were measured with 
five point Likert-scale ranging from strongly disagree to 
strongly agree. Statements such as “I have the ability to 
find market opportunities for new products and 
services”, “I have the ability to identify new areas for 
potential growth” were included to measure the 
respondents efficacy on developing product and market 
opportunities. 
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V. Results and Discussions 

Descriptive statistics revealed that developing 
new product and market opportunities has the mean 
value of 3.9 with standard deviation < 1. Building an 
innovative environment, initiating investor relationship, 

defining core purpose, coping with unexpected 
challenges and developing critical human resources 
also have considerably higher mean values of 4.00, 3.9, 
3.9, 3.8 and 3.9 respectively indicating standard 
deviations < 1 for all dimensions of entrepreneurial self 
efficacy (see Table 1). 

Table 1 : Descriptive Statistics

Dimensions N Minimum Maximum Mean SD Std 
Error 

Developing new product and market 
opportunities 

429 1.00 5.00 3.81 .600 .028 

Building an innovative environment 429 1.00 5.00 3.91 .574 .027 
Initiating investor relationship 429 1.00 5.00 3.88 .620 .029 
Defining core purpose 429 1.00 5.00 3.89 .684 .033 
Coping with unexpected challenges 429 1.00 5.00 3.76 .722 .034 
Developing critical human resources 429 1.00 5.00 3.84 .704 .034 

The results of exploratory factor analysis clearly 
supported the six-factor structure. All 23 items were 
loaded on its underlying factor at least at the .40 level. 

This six-factor model accounted for 60 percent of the 
total variance. The loaded items are shown in Table 2 
with their factor loadings.  

Table 2 : Results of Factor Analysis 
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Item I II III IV V VI
Developing new product and market opportunities

Have the ability to see new market opportunities for new products and 
services.

.70

Have the ability to discover new ways to improve existing products. .65
Have the ability to identify new areas for potential growth. .74
Have the ability to design products that solve current problems. .73
Have the ability to create products that fulfil customers’ unmet needs. .79
Have the ability to bring product concepts to market in a timely manner .42
Have the ability to determine what the business will look like .48

Building an innovative environment
Have the ability to create a working environment that lets people be 
more their own boss.

.82

Have the ability to develop a working environment that encourages 
people to try out something new.

.78

Have the ability to encourage people to take initiatives and 
responsibilities for their ideas and decisions regardless of outcome.

.54

Have the ability to form partner or alliance relationship with others. .5.9
Initiating investor relationships

Have the ability to develop and maintain favourable relationships with 
potential investors.

.83

Have the ability to develop relationships with key people who are 
connected to capital sources.

.81

Have the ability to identify potential sources of funding for investment .65
Defining core purpose

Have the ability to articulate vision and values of the organization .78
Have the ability to inspire others to embrace vision and values of the 
company.

.83

Have the ability to formulate a set of actions in pursuit of opportunities. .85
Coping with unexpected challenges

Have the ability to work productively under continuous stress, pressure 
and conflict.

.64

Have the ability to tolerate unexpected changes in business conditions .75
Have the ability to persist in the face of adversity .76

Developing critical human resources
Have the ability to recruit and train key employees. .49
Have the ability to develop contingency plans to backfill key technical .73



 
        

       
     

The structural model with direct effects of 
dimensions of entrepreneurial self-efficacy on firm 
performance has proven a good overall model fit 
reporting χ2=589.640, .947, CFI=.954, IFI= .954, 
RMR= 033, RMSEA=.043. The overall model-fit indices 

indicated that the observed data for direct relationships 
fit well with the theory. The output for the direct effect 
model shows that all hypothesized direct structural 
paths proved expected direction with statisticl 
significance (see Table 3). 

Table 3 : Standardized Regression Weights for Structural Paths

The highest effect shows between IIR and 
performance while the lowest lays between CHR and 
performance. The second highest value lies between 
DPM and performance. All values except the weight for 
CHR-performance relationship are statistically significant 
at. 005 level. This result indicates that five direct 
structural paths out of six have been proved expected 
direction and statistical significance. Overall results of 
testing direct effect hypotheses indicated that five 
hypotheses from H1 to H5 were accepted and H6 was 
rejected. 

VI. Conclusion 

The results confirmed that existence of all six 
dimensions of entrepreneurial self-efficacy among Sri 
Lankan entrepreneurs is at a considerably higher level. 
The entrepreneurs perceive that they are in the ability to 
develop new products and market opportunities to build 
an innovative environment, initiate investor relationship, 
define core purpose, and cope with unexpected 
challenges and developing critical human resources. In 
addition, result indicated that five dimensions of self-
efficacy except CHR are positively related to firm 
performance. It implies that firms with highly efficacious 
entrepreneurs are well performing. Moreover existence 
of higher level of self efficacy among entrepreneurs will 
be helpful for them to improve the performance of their 
entities since efficacious human agency is a critical 
factor for the success of the entities operating in the 
presence of obstacles in an underdeveloped and 
political economy. This area needs more research in 
different contexts for further clarification. Also avenues 
for exploring situation among other categories such as 
non-entrepreneurs and professionals are for future 

researchers. 
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A Comparative Study of Motivating Potential 
Score of Employees of Public and Private 

Commercial Banks: An Assessment of 
Demographics Influence

Md. Hasebur Rahman α & Sheikh M. Nurullah σ

Abstract- The article presents a theoretical-empirical reflection 
about concepts, models, and practices of Job Diagnostic 
Survey Model for computing Motivating Potential Score (MPS) 
of employees of public and private commercial banks in 
Bangladesh with demographics influence. Empirical part of 
this study comprises 130 samples, have been collected 
through a structured questionnaire. The study reveals that 
demographic factors such as education, marital status, 
gender, experience, age, salary and designation have 
insignificant influence on Motivating Potential Score. The study 
also reveals that Motivating Potential Score of private 
commercial bank is slightly higher than public commercial 
bank but mean difference is statistically insignificant on one 
way ANOVA statistics at the five percent level of significance. 
The study concludes that MPS properties closer to a particular 
job irrespective to the demographics and nature of the 
organization. 
Keywords: MPS; skill variety; task identity; task 
significance; autonomy feedback from job; commercial 
bank. 

I. Introduction 

anking job is now one of the challenging and 
dynamic professions in Bangladesh (Rahman, 
2013a). Banking employees organize financial 

system and works as a core of an economy by 
mobilizing savings of households, public and private 
sectors of the economy. Thus banks can play a vital role 
in fostering the economic and social condition of a 
country (Islam & Husain, 2001). According to Scheduled 
Banks Statistics (Bangladesh Bank, 2013) fifty two 
banks currently operate in Bangladesh including four 
state owned commercial bank and thirty five private 
commercial banks including eight Islamic commercial 
banks. Banking sector employs a significant number of 
employees in Bangladesh. Both public and private 
commercial banks are operating in the country with a 
highly competitive pressure with customized service 
through competent and motivated employees. 
Commercial  banks as the most important functionary of   
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the financial system play a dynamic role in the economic 
development of a nation through mobilization of savings 
and allocation of credit to productive sectors. Motivation 
agenda become a driving force for employees of 
commercial banks to serve internal and external 
customer with customer demand and satisfaction 
(Rahman, 2013b). 

The success of any organization falls back upon 
its competent and motivated human resources 
(Mohiuddin, 2008). Human resources regarded as the 
most valuable assets and sometimes irreplaceable 
assets in the organization. It is simply impossible on the 
part of an organization to get these activities performed 
efficiently and effectively unless the people of the 
organization extend their sincere and voluntary 
cooperation. Motivated employees are sincere, dutiful, 
and laborious; therefore, need less supervision of expert 
best performance out of them (Rahman, 2013b). 
Motivated employees are productive they exert their 
efficiency and effectiveness on organizational success.  

The content theories of work motivation attempt 
to determine what it is that motivates people at work. 
Process theories concerned with the cognitive 
antecedents that go into the motivation or efforts 
(Luthans, 2011). In the year 1975, Hackman and 
Oldham, developed a theory called job characteristics 
theory of motivation. Job Characteristics Model, a 
motivational based model describing those job 
characteristics thought to motivate work behaviors and 
performance (Hackman and Oldham, 1975). The Job 
Diagnostic Survey tool measures Motivational Potential 
Score (MPS), which provides the basis for quantifying 
the theoretical nexus among the three critical 
psychological components and the five dimensions of 
the central work. 

However, this study is an attempt to compare 
Motivational Potential Score (MPS) in terms of 
demographics by Job Diagnostic Survey of Public and 
Private Commercial Bank in Bangladesh. Changing 
demographic character is an important reason for 
emergence of diversity issues in organizational 
interfaces (Rahman, 2013c). An individual may differ in 
their motivation in terms of demographics (age, sex, 
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experience etc.), MPS be also impacted in terms of 
demographic. Due to this differentiation of challenges 
and environmental pressures of employees of public 
and private commercial banks, their environments for 
work  tasks  as well as motivational factors relating to 
the performance of these tasks may be impacted, MPS 
may differ. 

II. Research Objective 

The objectives of the study are - 
1. To overview Job Characteristics Model in work 

motivation. 
2. To investigate respondent’s demographic. 
3. To investigate the respondent’s demographics 

influence on MPS. 
4. To investigate MPS differences in public and private 

commercial banks in Bangladesh. 
 

III.
 

Theoretical
 
Background

 
and 

Conceptual
 
Model

 
a)

 
Job Characteristics Model

  Job Characteristics Model (JCM) is one of the 
influential theories ever accepted and adopted in the 

field of Organizational Behavior (OB). Hackman and 
Oldham (1980) developed a job characteristics 
approach to job enrichment. The model is based on the 
assumption that jobs can be designed not only to help 
workers get enjoyment from their jobs but also to help 
workers feel that they are doing meaningful and valuable 
work. Specifically, the model identifies five core job 
characteristics that help create three critical 
psychological states, leading, in turn, to several 
personal and work outcomes (Lunenburg, 2011). This 
model recognizes that certain job characteristics 
contribute to certain psychological states and that the 
strength of employees’ need for growth has an 
important moderating effect (Luthans, 2011). 

 
 
 
 
 
 

 

 

Figure 1
 
:
 
The Relationships among the Core Job Dimensions, the Critical Psychological States, Personal/Work 

Outcomes, and Moderators as Illustrated by Hackman and Oldham (1974)
 •

 
Skill Variety:

 

Skill variety refers to the extent to which 
job requires the employee to draw from a number of 
different skills and abilities as well as on a range of 
knowledge (Luthans, 2011). Jobs that

 

require high 
skills variety gives employees a greater sense of 
competence and skills.

 •

 

Task Identity:

 

Task Identity is defined as the extent 
to which an individual can complete a whole and 
identifiable piece of work. Employees who work on a 
tiny part of whole work are unable to identify their 
contribution to the work. However, when tasks are 
broadened to produce a whole product or an 
identifiable part of it, then task identity has been 
established (Lunenburg, 2013). Hackman and 
Oldham (1975) indicate that this characteristic 

creates a sense of responsibility for completion that 
acts as a motivational driver.

 

•

 

Task Significance:

 

Task significance is the degree to 
which the job has a substantial impact on the lives 
of other people, whether those people are in the 
immediate organization or in the external 
environment (Lunenburg, 2013). High task 
significance intensifies employee’s mindset that 
they are doing worthwhile in their organization or 
society, or both. 

 

• Autonomy: Autonomy is the degree to which the job 
provides substantial freedom, independence, and 
discretion to the individual in scheduling the work 
and in determining the procedures to be used in 
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 doing the work (Lunenburg, 2013). Autonomy is 
essential for building a sense of responsibility and a 
certain degree of freedom of employees. 

 

•

 

Job Feedback from Job:

 

Feedback from the job 
itself is defined as the degree to which carrying out 
the activities inherent in the job provide clear 
information to the employee about the effectiveness 
of their performance (Hackman & Oldham, 1974). 
The only way employees can make adjustments in 
their performance is to know how they are 
performing now, not later. Feedback can come 
directly from the job itself, or it can be provided 
verbally by management or other employees 
(Lunenburg, 2013).

 

Figure 1 indicates core job characteristics have 
important effects on various critical psychological states. 
According to Hackman and Oldham (1974) skill variety, 
task identity, and task significance together contribute to 
a person’s experienced meaningfulness of the work. 
Jobs that provide a great deal of autonomy are said to 
contribute to a person’s experienced responsibility for 
the outcomes of the work (Lunenburg, 2013). When 
employees have the freedom to decide what is to be 
done than employees feel more responsible for the 
results of work. Finally, feedback from job gives 
employees' information regarding the actual results of 
work activities. When a job is designed to provide 
employees with information about the effects of their 
actions in the workplace, they are better able to develop 
an understanding of how well they have performed-and 
such knowledge improves their effectiveness. The job 

characteristics model indicates that the three critical 
psychological states affect various personal and work 
outcomes-namely, people’s internal work motivation, 
growth satisfaction, general job satisfaction, and work 
effectiveness. The higher the experienced 
meaningfulness of work; experienced responsibility for 
the outcomes of the work; and knowledge of the actual 
results of work activities, the more positive the personal 
and work outcomes will be. When employees perform 
jobs that incorporate high levels of the five core job 
characteristics, they should feel highly motivated, be 
highly satisfied with their jobs, and perform work 
effectively (Lunenburg, 2013).

 b)
 

The Motivating Potential Score (MPS)

 

 
 

MPS= Job

 

fromback 

 

FeedAutonomy  

 
3

ceSignificanTask Identity Task Varity

 

Skill
××

++

 Figure 2

 

: The Hackman-Oldham (1974) Formula for Calculating the Motivation Potential Score.

IV.

 

Methodology

 
This methodology section defines the research 

design, hypothesis development, population samples, 
data collection procedures and the techniques of data 
analysis for examining

 

the demographics influence on 
MPS of employees of public and private commercial 
bank in Bangladesh. The said factors are education, 
marital status, gender, experience, age, salary 
designation and public/ private commercial banks.

 
a)

 

Research Design

  
This study is descriptive and hypotheses testing 

in natural. This study aimed to examine the factors that 
affect of demographics on the properties of MPS. The 
hypothesis tested was explaining the relationship 
between mean differences of MPS on the basis of core 
job characteristics (Skill variety, task identity, task 
significance, autonomy and feedback from job) in 
respect to demographics. Finally, data was collected 

using the survey method where questionnaires were 
used to collect information.

 

b)

 

Hypotheses of the Study

 

•

 

H1:

 

Mean values of MPS differ due to designation 
factor.

 

•

 

H2:

 

Mean values of MPS differ due to salary factor.

 

•

 

H3:

 

Mean values of MPS differ due to age factor.

 

•

 

H4:

 

Mean values of MPS differ due to work 
experience factor.

 

•

 

H5:

 

Mean values of MPS differ due to gender factor.

 

•

 

H6:

 

Mean values of MPS differ due to the marital 
status factor.

 

• H7: Mean values of MPS differ due to education 
factor.

• H8: Mean values of MPS differ due to bank factor.
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Hackman and Oldham (1974, 1975) prescribe a 
method for computing an overall summary score based 
on the individual job characteristics measured by the 
Job Diagnostic Survey, termed the Motivating Potential 
Score (MPS), reflecting the motivational potential of a 
job. The five major model variables can be viewed as 
either task-related (skill variety, task identity, and task 
significance) or job management related (autonomy and 
feedback). The model posits a multiplicative relationship 
between the major components. In computing an overall 
motivation scores the task-related three core variables 
are averaged and then multiplied by autonomy and then 
by feedback scores (See Figure 1). This type of 
relationship means that when any of the components 
are low, there is a significant impact on the MPS score. 
Hence, maximal outcomes can only be achieved when 
all characteristics are maximized (Weaver, 2006).
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c)

 

Population and Sample

 

For questionnaire survey convenient method of 
sampling was used. There is no available source for the 
address of employees. Therefore, friends, relatives, and 
other informal reference group were used to locate the 
potential respondents in Bangladesh. Questionnaires 
were sent by email, postal mail and directed to 200 
respondents. The number of initial replies received was 
110. After a screening first round replies a second round 
personal contract conducted by a researcher and finally 
130 respondents were taken for this study.

 

d)

 

Data Collection Technique

  

This study mainly based on primary data 
originating from a survey. For this purpose a 
constructed questionnaire was developed. Excepting 
the questions regarding demographic characteristics of 
skill variety, task identity, task significance, autonomy 
and feedback from the job were constructed, measured 
and investigated through 7 point Scale. The scale 
consists of 5 statements, for each statement has seven 
options/ points such as strongly agree/ 7, agree/ 6, 
slightly agree/ 5, undecided/ 4, slightly disagree/ 3, 
disagree/ 2, and strongly disagree/ 1.

 

e)

 

Data Analysis Technique

  

SPSS Statistics software package was used for 
statistical analysis. Reliability of data was measured by 
using the Chronbach’s Alpha (Cornbach, 1951). 
Chronbach Alpha was .546. Alpha is higher than that is 

 

suggested by Nunnally (1978) and therefore data 
collected can be considered reliable. Descriptive 
statistical techniques such as mean and standard 
deviation were used to measure the mean scores and 
their variability. One way ANOVA is used to test mean 

differences of core job characteristics by factors* lead 
(*education, *marital status, *gender, *experience, 
*age, *salary designation and *public/ private 
commercial banks). 

 V.

 

Analysis and Findings

 a)

 

Demographics Influence on Motivating Potential 
Score (MPS)

 
Hackman

 

and Oldham’s JCM (1976, 1980) 
identified a set of job characteristics that are proposed 
to motivate employees intrinsically. The model further 
states that the five core job characteristics can be 
combined into a single index of motivating potential 
score (MPS) that reflects the overall potential of a job to 
influence an individual’s feelings and behaviors (Fried & 
Ferris, 1987). Many empirical studies have been done to 
test the job characteristics model in a variety of work 
settings, including banks, insurance companies, dentist 
offices, corrections departments, telephone companies, 
manufacturing firms, government agencies, and other 
service organizations (Lunenburg, 2011). However this 
empirical study investigates motivational differences in a 
single work setting like employees of commercial bank 
in terms of employee’s designation, salary or pay, age, 
work experience, gender, marital status, level of 
educational attainment of respondents and employee’s 
public/private commercial bank in Bangladesh. 
According

 

to the of human resource management; 
employees differ in respect of demographic variables. 
The assumption of this study is for every employee is 
unique; the properties of MPS may also differ within the 
single work setting due to demographics.

 

i.
 
Respondent’s Demographic

 Table 1;
 
Respondent’s Demographic

 
Frequency

 
Percent

 
Cumulative Percent

 Bank
 

Public Commercial
 

65
 

50
 

50
 Private Commercial

 
65

 
50

 
100

 Total
 

130
 

100
  Designation (Equivalent)

 
Junior Officer

 
5

 
3.8

 
3.8

 Officer
 

32
 

24.6
 

28.5
 Senior Officer

 
72

 
55.4

 
83.8

 Principal Officer
 

7
 

5.4
 

89.2
 Senior Principal Officer

 
14

 
10.8

 
100.0

 Total
 

130
 

100.0
  Salary (Gross)

 
Below Tk 30,000

 
64

 
49.2

 
49.2

 Tk 30,000-50,000
 

44
 

33.8
 

83.1
 Above Tk

 
50,000

 
22

 
16.9

 
100.0

 Total
 

130
 

100.0
  Age

 
Below 30 years

 
36

 
27.7

 
27.7

 30-45 year
 

70
 

53.8
 

81.5
 Above 45 years

 
24

 
18.5

 
100.0

 Total
 

130
 

100.0
  Work  Experience

 
Below 10 years

 
96

 
73.8

 
73.8

 10-20 year
 

14
 

10.8
 

84.6
 Above 20 years

 
20

 
15.4

 
100.0

 Total
 

130
 

100.0
  Gender

 
Male

 
119

 
91.5

 
91.5
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Female 11 8.5 100.0 
Total 130 100.0  

Marital  Status Married 102 78.5 78.5 
Unmarried 28 21.5 100.0 
Total 130 100.0  

Education HSC 2 1.5 1.5 
Bachelor 22 16.9 18.5 
Master 106 81.5 100.0 
Total 130 100.0  

             
Questionnaires were distributed to the 

employees of commercial banks; among them 50% are 
public and 50% are private commercial banks. 
Frequencies of employees as per designation comprise 
3.8% junior office, 24.6% officer, 55.4% senior officer, 
5.4% principal office and 10.8% are senior principal 
officer level. 49.02% respondent’s monthly salary below 
Tk 30,000, 33.8% respondent’s salary within Tk 30,000-
50,000 and 16.9% have monthly salary Tk 50,000. 27.7% 

respondent’s age below 30 years, 10.8% respondent’s 
age within 30-45 year and 18.5% respondent’s age 
Above 45 years.  73.8% respondents have work 
experience below 10 years, 10.8% respondents have 
work experience within 10-20 year and 15.4% 
respondents have work experience above 20 years. 
Sample comprises 91.5% male and 8.5% female 78.5  
married and 21.55 unmarried. 1.5% has HSC, 16.9% 
have bachelor and 81.5% have a master's degree. 

ii. Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback from Job * Designation 
Table 2 : Descriptive statistics  *Designation 

Designation (Equivalent) Skill Variety Task 
Identity 

Task 
Significance 

Autonomy Feedback 
from Job 

 
MPS 

Junior Officer Mean 5.60 5.00 6.20 5.40 5.20 157.248 

Std. Deviation .894 1.225 1.095 1.140 1.304 

Officer Mean 5.28 4.75 5.78 5.22 4.94 135.896 

Std. Deviation 1.054 1.107 .792 .941 .878 

Senior Officer Mean 5.06 5.04 5.72 4.90 5.21 134.622 

Std. Deviation 1.073 .941 .791 .952 .903 

Principal Officer Mean 4.86 5.00 5.29 4.86 4.86 119.278 

Std. Deviation .900 .577 1.604 .900 .900 

Senior Principal 
Officer 

Mean 5.00 4.36 5.64 5.07 5.14 130.229 

Std. Deviation .961 1.216 .842 1.141 .864 

Total Mean 5.12 4.89 5.72 5.02 5.12 134.766 

Std. Deviation 1.039 1.021 .863 .972 .903 
 

Table 2 shows Motivating Potential Score (MPS) 
of junior officer 157.248, officer 135.896, senior 
officer134.622, principal officer119.278, senior principal 

officer 130.229 and total 134.766. It reveals that MPS of 
lower  level  officer  is  slightly higher that of a higher 
level officer. 

Table 3 : ANOVA Table 
 Sum of 

Squares 
df Mean 

Square 
F Sig. 

Skill Variety * Designation Between Groups(Combined) 2.966 4 .741 .680 .607 

Within Groups 136.304 125 1.090   
Total 139.269 129    

Task Identity * Designation Between Groups(Combined) 6.403 4 1.601 1.562 .189 

Within Groups 128.089 125 1.025   
Total 134.492 129    

Task Significance * Designation Between Groups (Combined) 2.675 4 .669 .895 .469 

Within Groups 93.356 125 .747   
Total 96.031 129    

Autonomy * Designation Between Groups (Combined) 3.195 4 .799 .841 .502 

Within Groups 118.774 125 .950   
Total 121.969 129    

Feedback from Job 
*Designation 

Between Groups (Combined) 2.148 4 .537 .651 .627 

Within Groups 103.121 125 .825   
Total 105.269 129    

Average: .926 .479 
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Source: Field Survey (July-December, 2013)

Source: Field Survey (July-December, 2013)
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ANOVA table 3 indicates statistically 
insignificant mean difference (average F=.926, p=.479) 
of MPS of commercial bank in Bangladesh in terms of 

designation. Therefore the first hypothesis (H1: Mean 
values of MPS differ due to designation factor) of the 
study is rejected at the 5% level of significance.  

iii. Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback from Job * Salary 
Table 4:  Descriptive statistics * Salary 

Salary Skill 
Variety 

Task 
Identity 

Task 
Significance 

Autonomy Feedback 
from Job 

 
MPS 

Below Tk 30,000 Mean 5.11 4.97 5.80 5.09 4.97 133.907 
Std. Deviation 1.129 .975 .858 .886 .992  

Tk 30,000-50,000 Mean 5.14 4.93 5.75 4.95 5.18 135.313 
Std. Deviation .979 1.021 .719 1.077 .815  

Above Tk 50,000 Mean 5.09 4.59 5.45 4.91 5.41 133.966 
Std. Deviation .921 1.141 1.101 1.019 .734  

Total Mean 5.12 4.89 5.72 5.02 5.12 134.766 
Std. Deviation 1.039 1.021 .863 .972 .903  

  

Table 4 shows Motivating Potential Score (MPS) 
of employees whose salary below Tk 30,000 is 133.907, 
salary within Tk 30,000-50,000 is 135.313 and above Tk 

50,000 is 133.966. It reveals that MPS is alike 
irrespective to rage of salary. 

Table 5 :
 
ANOVA Table

 

 
Sum of 
Squares

 df
 

Mean 
Square

 F
 

Sig.
 

Skill Variety * Salary
 

Between Groups (Combined)
 

.035
 

2
 

.017
 

.016
 

.984
 

Within Groups
 

139.234
 

127
 

1.096
   

Total
 

139.269
 

129
    

Task Identity * Salary
 

Between Groups (Combined)
 

2.441
 

2
 

1.221
 

1.174
 

.312
 

Within Groups
 

132.051
 

127
 

1.040
   

Total
 

134.492
 

129
    

Task Significance * Salary
 

Between Groups (Combined)
 

1.967
 

2
 

.983
 

1.328
 

.269
 

Within Groups
 

94.064
 

127
 

.741
   

Total
 

96.031
 

129
    

Autonomy *
 
Salary

 
Between Groups (Combined)

 
.804

 
2
 

.402
 

.422
 

.657
 

Within Groups
 

121.165
 

127
 

.954
   

Total
 

121.969
 

129
    

Feedback from Job * 
Salary

 Between Groups (Combined)
 

3.468
 

2
 

1.734
 

2.163
 

.119
 

Within Groups
 

101.801
 

127
 

.802
   

Total
 

105.269
 

129
    

Average:
 

1.020
 

.468
 

ANOVA table 5 indicates statistically 
insignificant mean difference (average F=1.020, 
p=.468) of MPS of commercial bank in Bangladesh in 

terms of salary. Therefore the second hypothesis (H2: 
Mean values of MPS differ due to salary factor) of the 
study is rejected at the 5% level of significance. 

 

iv.

 

Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback from Job * Age:

 

Table 6

 

:

 

Descriptive statistics * Age

 

Age

 

Skill

 

Variety

 Task

 

Identity

 Task

 

Significance

 Autonomy

 

Feedback

 

from Job

 MPS

 

Below 30 
years

 
Mean

 

5.03

 

4.92

 

5.89

 

4.94

 

5.14

 

134.067

 

Std. Deviation

 

1.028

 

.967

 

.785

 

1.040

 

.931

 

30-45 years

 

Mean

 

5.07

 

4.86

 

5.61

 

4.90

 

5.16

 

130.971

 

Std. Deviation

 

1.054

 

.997

 

.952

 

.950

 

.879

 

Above 45 
years

 
Mean

 

5.38

 

4.96

 

5.79

 

5.46

 

4.96

 

145.608

 

Std. Deviation

 

1.013

 

1.197

 

.658

 

.833

 

.955

 

Total

 

Mean

 

5.12

 

4.89

 

5.72

 

5.02

 

5.12

 

134.766

 

Std. Deviation

 

1.039

 

1.021

 

.863

 

.972

 

.903
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Source: Field Survey (July-December, 2013)

Source: Field Survey (July-December, 2013)
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Table 6 shows Motivating Potential Score (MPS) of employees whose age below 30 years is 134.067, within 
30-45 years is 130.971 and above 45 years is 145.608. It reveals that MPS is slightly higher of upper age 
respondent’s. 

Table 7 : ANOVA Table 

 Sum of Squares df Mean Square F Sig. 
Skill Variety * Age Between Groups (Combined) 2.029 2 1.015 .939 .394 

Within Groups 137.240 127 1.081   
Total 139.269 129    

Task Identity * Age Between Groups (Combined) .213 2 .106 .101 .904 
Within Groups 134.280 127 1.057   
Total 134.492 129    

Task Significance * Age Between Groups (Combined) 1.931 2 .966 1.303 .275 
Within Groups 94.100 127 .741   
Total 96.031 129    

Autonomy * Age Between Groups (Combined) 5.822 2 2.911 3.183 .045 
Within Groups 116.147 127 .915   
Total 121.969 129    

Feedback from Job * Age Between Groups (Combined) .734 2 .367 .446 .641 
Within Groups 104.535 127 .823   
Total 105.269 129    

Average: 1.194 .451 

ANOVA table 7 indicates statistically 
insignificant mean difference (average F=1.194, 
p=0.451) of MPS of commercial bank in Bangladesh in 

terms of age. Therefore the third hypothesis (H3: Mean 
values of MPS differ due to age factor) of the study is 
rejected at the 5% level of significance.  

v. Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback from Job * Experience 

Table 8 : Descriptive statistics * Experience 

Experience Skill 
Variety 

Task 
Identity 

Task 
Significance 

Autonomy Feedback 
from Job 

MPS 

Below 10 years Mean 5.08 4.84 5.73 4.92 5.17 132.693 

Std. Deviation 1.002 .966 .912 .991 .914 

10-20 years Mean 4.71 4.93 5.43 5.14 4.93 127.292 

Std. Deviation 1.267 1.269 .852 .864 1.072 

Above 20 years Mean 5.55 5.10 5.90 5.40 5.00 148.950 

Std. Deviation .945 1.119 .553 .883 .725 

Total Mean 5.12 4.89 5.72 5.02 5.12 134.766 

Std. Deviation 1.039 1.021 .863 .972 .903 
  

Table 8 shows Motivating Potential Score (MPS) 
of employees whose experience below 10 years is 
132.693, within 10-20 years is 127.292 and above 20 

years is 148.950. It reveals that MPS is slightly higher of 
experienced respondent’s. 

Table 9 : ANOVA Table 

 Sum of 
Squares 

df Mean 
Square 

F Sig. 

Skill Variety * Experience Between Groups (Combined) 6.129 2 3.064 2.923 .057 
Within Groups 133.140 127 1.048   
Total 139.269 129    

Task Identity * Experience Between Groups (Combined) 1.107 2 .554 .527 .592 
Within Groups 133.385 127 1.050   
Total 134.492 129    

Task Significance * Experience Between Groups (Combined) 1.844 2 .922 1.243 .292 
Within Groups 94.187 127 .742   
Total 96.031 129    

Autonomy * Experience Between Groups (Combined) 4.122 2 2.061 2.221 .113 
Within Groups 117.848 127 .928   
Total 121.969 129    

Feedback from Job * Between Groups (Combined) 1.007 2 .504 .614 .543 
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Source: Field Survey (July-December, 2013)
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Experience Within Groups 104.262 127 .821   
Total 105.269 129    

Average: 1.507 .319 

ANOVA table 9 indicates statistically 
insignificant mean difference (average F=1.507, 
p=.319) of MPS of commercial bank in Bangladesh in 
terms of experience. Therefore the fourth hypothesis 

(H4: Mean values of MPS differ due to experience 
factor) of the study is rejected at the 5% level of 
significance.  

vi. Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback from Job * Gender 

Table 10 : Descriptive statistics * Gender 

Gender Skill 
Variety 

Task 
Identity 

Task 
Significance 

Autonomy Feedback 
from Job 

MPS 

Male Mean 5.11 4.89 5.71 5.00 5.10 133.535 
Std. Deviation 1.056 1.023 .894 .957 .896 

Female Mean 5.18 4.91 5.82 5.18 5.27 144.773 
Std. Deviation .874 1.044 .405 1.168 1.009 

Total Mean 5.12 4.89 5.72 5.02 5.12 134.766 
Std. Deviation 1.039 1.021 .863 .972 .903 

  

Table 10 shows Motivating Potential Score 
(MPS) of male respondent’s is 133.535 and female 

respondent’s is 144.773. It reveals that MPS of female 
respondent’s is slightly higher than male respondents’. 

Table 11 : ANOVA Table 

 Sum of 
Squares 

df Mean 
Square 

F Sig. 

Skill Variety * Gender Between Groups (Combined) .053 1 .053 .049 .826 
Within Groups 139.216 128 1.088   
Total 139.269 129    

Task Identity *Gender Between Groups (Combined) .003 1 .003 .003 .955 
Within Groups 134.489 128 1.051   
Total 134.492 129    

Task Significance * Gender Between Groups (Combined) .109 1 .109 .145 .704 
Within Groups 95.922 128 .749   
Total 96.031 129    

Autonomy * Gender Between Groups (Combined) .333 1 .333 .350 .555 
Within Groups 121.636 128 .950   
Total 121.969 129    

Feedback from Job * 
Gender 

Between Groups (Combined) .297 1 .297 .363 .548 
Within Groups 104.972 128 .820   
Total 105.269 129    

Average: 0.182 1.196 
ANOVA table 11 indicates statistically 

insignificant mean difference (average F=0.182, 
p=1.196) of MPS of commercial bank in Bangladesh in 

terms of gender. Therefore the fifth hypothesis (H5: 
Mean values of MPS differ due to gender factor) of the 
study is rejected at the 5% level of significance.  

vii. Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback from Job * Marital Status 

Table 12 : Descriptive statistics  *Marital Status 

Marital Status Skill 
Variety 

Task 
Identity 

Task 
Significance 

Autonomy Feedback 
from Job 

MPS 

Married Mean 5.13 4.94 5.71 5.06 5.05 134.408 
Std. Deviation 1.069 1.013 .874 .910 .905 

Unmarried Mean 5.07 4.71 5.79 4.86 5.36 135.197 
Std. Deviation .940 1.049 .833 1.177 .870 

Total Mean 5.12 4.89 5.72 5.02 5.12 134.766 
Std. Deviation 1.039 1.021 .863 .972 .903 

  

Table 12 show Motivating Potential Score (MPS) of married respondent’s is 134.408 and unmarried is 135.197. 
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Table 13 : ANOVA Table 

 Sum of 
Squares 

df Mean 
Square 

F Sig. 

Skill Variety * Marital Status Between Groups (Combined) .069 1 .069 .063 .802 
Within Groups 139.200 128 1.088   
Total 139.269 129    

Task Identity * Marital Status Between Groups (Combined) 1.131 1 1.131 1.085 .299 
Within Groups 133.361 128 1.042   
Total 134.492 129    

Task Significance * Marital Status Between Groups (Combined) .140 1 .140 .187 .666 
Within Groups 95.891 128 .749   
Total 96.031 129    

Autonomy * Marital Status Between Groups (Combined) .894 1 .894 .945 .333 
Within Groups 121.076 128 .946   
Total 121.969 129    

Feedback from Job * Marital 
Status 

Between Groups (Combined) 2.086 1 2.086 2.587 .110 
Within Groups 103.183 128 .806   
Total 105.269 129    

Average: .973 .442 

ANOVA table 13 indicates statistically 
insignificant mean difference (average F=.973, p=.442) 
of MPS of commercial bank in Bangladesh in terms of 

marital status. Therefore the sixth hypothesis (H6: Mean 
values of MPS differ due to the marital status factor) of 
the study is rejected at the 5% level of significance.  

viii. Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback from Job * Education 

Table 14 : Descriptive statistics *Education 

Education Skill 

Variety 
Task 

Identity 
Task 

Significance 
Autonomy Feedback 

from Job 
MPS 

HSC Mean 6.50 6.00 6.00 4.50 5.00 138.750 

Std. Deviation .707 .000 .000 .707 .000 

Bachelor Mean 5.27 5.27 5.73 5.32 5.23 150.896 

Std. Deviation .935 .985 .935 .995 .813 

Master Mean 5.06 4.79 5.72 4.96 5.09 131.028 

Std. Deviation 1.050 1.012 .859 .965 .931 

Total Mean 5.12 4.89 5.72 5.02 5.12 134.766 

Std. Deviation 1.039 1.021 .863 .972 .903 
  

Table 14 shows Motivating Potential Score (MPS) of respondents who have HSC is 138.750, bachelor is 
150.896 and master degree is 131.028. It reveals that MPS of bachelor holder higher than that of lower and upper 
educational attainment.

 

Table 15 :
 
ANOVA Table

 
 

Sum of 
Squares

 df
 

Mean 
Square

 F
 

Sig.
 

Skill Variety * Education
 

Between Groups (Combined)
 

4.745
 

2
 

2.373
 

2.240
 

.111
 

Within Groups
 

134.524
 

127
 

1.059
   

Total
 

139.269
 

129
    

Task Identity * Education
 

Between Groups (Combined)
 

6.695
 

2
 

3.347
 

3.326
 

.039
 

Within Groups
 

127.798
 

127
 

1.006
   

Total
 

134.492
 

129
    

Task Significance * Education
 

Between Groups (Combined)
 

.158
 

2
 

.079
 

.104
 

.901
 

Within Groups
 

95.873
 

127
 

.755
   

Total
 

96.031
 

129
    

Autonomy * Education
 

Between Groups (Combined)
 

2.847
 

2
 

1.424
 

1.518
 

.223
 

Within Groups
 

119.122
 

127
 

.938
   

Total
 

121.969
 

129
    

Feedback from Job * 
Education

 Between Groups (Combined)
 

.349
 

2
 

.174
 

.211
 

.810
 

Within Groups
 

104.920
 

127
 

.826
   

Total
 

105.269
 

129
    

Average:
 

1.479
 

.416
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ANOVA table 15 indicates statistically 
insignificant mean difference (average F=1.479, 
p=.416) of MPS of commercial bank in Bangladesh in 
terms of educational attainment. Therefore the seventh 

hypothesis (H7: Mean values of MPS differ due to 
education factor) of the study is rejected at the 5% level 
of significance.  

ix. Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback from Job * Bank 

 

Table 16 shows Motivating Potential Score 
(MPS) of employees of public commercial bank is 
131.356, private commercial bank is 137.515. It reveals 

that MPS of lower level officer is slightly higher for 
employees of private commercial bank in Bangladesh. 

Table 17 : ANOVA Table 

 Sum of Squares df Mean Square F Sig. 
Skill Variety * Bank Between Groups (Combined) 1.300 1 1.300 1.206 .274 

Within Groups 137.969 128 1.078   
Total 139.269 129    

Task Identity * Bank Between Groups (Combined) .031 1 .031 .029 .864 
Within Groups 134.462 128 1.050   
Total 134.492 129    

Task Significance * Bank Between Groups (Combined) .123 1 .123 .164 .686 
Within Groups 95.908 128 .749   
Total 96.031 129    

Autonomy * Bank Between Groups (Combined) 2.492 1 2.492 2.670 .105 
Within Groups 119.477 128 .933   
Total 121.969 129    

Feedback from Job * Bank Between Groups (Combined) 7.392 1 7.392 9.667 .002 
Within Groups 97.877 128 .765   
Total 105.269 129    

Average: 2.747 .386 

ANOVA table 17 indicates statistically 
insignificant mean difference (average F=2.747, 
p=.386) of MPS of commercial bank in Bangladesh in 
terms of bank (public/private). Therefore the eighth 
hypothesis (H8: Mean values of MPS differ due to bank 
factor) of the study is rejected at the 5% level of 
significance.  

VI. Result and Discussion 

Table 18 : The Summary of Hypotheses Results 
Hypotheses Results 

H1: Mean values of MPS differ due to designation 
factor. 

Rejected 

H2: Mean values of MPS differ due to salary 
factor. 

Rejected 

H3: Mean values of MPS differ due to age factor. Rejected 

H4: Mean values of MPS differ due to work 
experience factor.

 Rejected
 

H5: Mean values of MPS differ due to gender 
factor.

 Rejected
 

H6: Mean values of MPS differ due to the marital 
status factor.

 Rejected
 

H7: Mean values of MPS differ due to education 
factor.

 Rejected
 

H8: Mean values of MPS differ due to bank factor.
 

Rejected
 

Many empirical studies have conducted in a 
variety of work settings, found significant differences in 
Motivational Potential Score due to cross industry 
analysis. This empirical study investigates motivational 
differences in a single work setting of commercial bank 
in terms of employee’s designation, salary or pay, age, 
work experience, gender, marital status, level of 

Table 16 : Descriptive statistics *Bank 
Bank Skill 

Variety 
Task 

Identity 
Task 

Significance 
Autonomy Feedback 

 from Job 
MPS 

Public Commercial Bank Mean 5.02 4.91 5.75 5.15 4.88 131.356 

Std. Deviation 1.125 1.057 .848 .833 1.008 

Private Commercial 
Bank 

Mean 5.22 4.88 5.69 4.88 5.35 137.515 

Std. Deviation .944 .992 .883 1.083 .717 

Total Mean 5.12 4.89 5.72 5.02 5.12 134.766 

Std. Deviation 1.039 1.021 .863 .972 .903 
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Source: Field Survey (July-December, 2013)
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educational attainment of respondents and the 
employee’s public/private commercial bank in 
Bangladesh. The study reveals that demographic 
factors such as education, marital status, gender, 
experience, age, salary and designation have 
insignificant influence on Motivating Potential Score. The 
study also reveals that Motivating Potential Score of 
private commercial bank is slightly higher than public 
commercial bank but mean difference is statistically 
insignificant on one way ANOVA statistics at the five 
percent level of significance. The study concludes that 
MPS properties closer to a particular job irrespective to 
the demographics and nature of the organization. 
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Teacher’s Remuneration and their Attitude to 
Work in Cross River State

Dr. Orok B. Arrey

Abstract- This study examined the possible influence of 
teacher’s remuneration and their attitude to work in Cross 
River State. Two main hypotheses were formulated for the 
study and the main instrument were the "Teachers 
Remuneration and Attitude Questionnaire" (TRAQ). It was 
given both full and content validity by experts in measurement 
and evaluation before administration. The TRAQ were 
administered on ISO teachers using he random sampling 
technique. The responses obtained from the questionnaire 
were coded and the Chi-square statistical analyses were used 
to test the hypotheses. The significance at 0.05 level were also 
determined. The result showed that regularity in the payment 
of teachers salaries influenced their attitude to work while 
payment of remunerations to teachers had an insignificant 
influence on teachers attitude to work. Based on these 
findings, recommendations were made for improvement 
(International Journal of Social Science and Public Policy 
2002:5(1) pp 108-113). 

I. Introduction 

he teaching profession is one of the least 
respected professions in Nigeria today as it is the 
case in most developing countries of the world. 

Teachers from all ramifications are the builder of a 
nation hence they educate the youth that will later 
sustain the growth or the nation. This important role 
which the teachers play is not adequately compensated. 
If not for recently when the federal government had 
introduced some fringe benefits or remunerations such 
as the new salary structure called "elongated salary", 
housing and transport, utility. rent and leave allowances 
for all workers in the country, teachers would have 
remained very poor. These remunerations are added 
incentives to motivate and encourage teachers to put in 
their best for a better attitude to work, which will lead to 
high productivity and efficiency.  

Unfortunately, these remunerations arc not so 
regularly paid to teachers as their counterparts in other 
employments. This usually leads to incessant strikes in 
the school system.  

According to Mbipom (2000:115), both staff and 
students have lost much time due to strikes for better 
conditions of service. Accordingly, as long as the hydra 
headed examination malpractice is around nobody 
seems to mind. The resultant effects arc found in the 
half-baked  and  ill-equipped  products  turned  out from  
 
 
Author: Department of Business Aministration Federal Unversity 
Wukari Taraba State Nigeria. P.O.Box 371 Wukari Taraba State, 
Nigeria. e-mail: Orokbonifacearrey@Yahoo.Com  

the school system annually.

 But the questions are, who is to blame? The 
teacher who does not want to teach or perform his job 
as at when due? The students who are ready to study 
but are deprived? The parents who despite poor 
finances manage to put in their best by paying in their 
children school fees? Or, the government, who has 
introduced the remunerations but is yet to implement it 
regularly to the teachers? 

 Apparently, there are more to these questions 
than in the asking hence the essence of this paper is to 
represent in its logical perspective, the effect of 
remunerations on the attitude of teachers vis-a-vis the 
lingering crises in our educational system.

 
II.

 
Background

 
of

 
Study

  
The current trend in our educational system is 

me poor attitude to work of teachers, as it is evident in 
the strikes and increasing rates of failures, in public 
examinations such as the Senior Secondary School 
Certificate Examinations (SSCE), the Polytechnics, 
Colleges of Education Entrance Examinations, and the 
University Matriculation Examinations (UME). 

 This undesirable trend of events has given 
educationists, policy makers, parents, guardians and 
even school administrators greater cause for concern. In 
an attempt to investigate the effect of this remuneration 
on teachers' attitude to work in schools most 
researchers have attributed the negative attitude of 
teachers to the poor implementation of basic incentives 
and lack of government: commitment to educational 
matters. 

 Of great importance as the above factors may 
seem to be, it is worthy to note that the most 
predominant factor affecting teachers productivity and 
their altitude to work today in our school is the inability of 
government to evolve an enduring remuneration and 
motivational strategy that will create a conducive 
atmosphere which will encourage teachers to be 
committed to work. 

 
III.

 
Objectives

 
of the

 
Study

 
The objectives of the study is to: 

 1.
 

Ascertain whether irregularity in the payment of 
teachers salaries affect their attitude to work.

 2. Determine the extent to which payment of 
remunerations affects teachers attitude to work.  

T 
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IV. Theoretical Frame Work 

The economic view of man insists that persons 
are motivated by economic factors. They only put in their 
best either when they have received monetary 
gratification or when there is much at stake. School 
heads that hold this view probably see money as prime 
in soliciting the contribution of their subordinate. That is 
why the federal government of Nigeria has implemented 
some enhanced salary structure and other 
remunerations for workers.  

Commenting on remuneration, Musaaizi 
(1987:202) held that teachers take annual leave during 
me school holiday and the entitlement varies depending 
on the salary scale of the teacher. Leave roasters arc 
usually prepared by the principal or school heads but 
unfortunately most grants are not paid by the state 
governments before the end of a articular year. Often, 
teachers threaten strikes or work to rule action before 
these remunerations and bonuses arc paid.  

According to Musaaizi (1987), these allowances 
should be considerate to me status of the teachers' 
salary scale. On salaries, Adesina (1'980: 138) 
conducted studies in Lagos and Bendel States, on the 
demand and supply of teachers to identify some of their 
grievances. He came out with the following finding:  
1. Teachers were underpaid compared with other 

sectors;  
2. Teachers were paid late;  
3. Teachers had poor conditions of service and that 

the society looks down on them and the teaching 
profession,  

Riich (1958), Mbipom (2000) both affirms 
Bernard-Simon theory of motivation which recognizes 
the relationship between the satisfaction by 
organizations of the needs of workers and their attitude 
to work. Therefore every attempt has to be made in 
finding out how best to encourage him or her to stay on 
the job.  

Teachers ability to perform on the job depends 
on his willingness to do the job if he is adequately 
motivated through better' remuneration.  

V. Research Hypotheses 

The following hypotheses were posited for the study.  
1. There is no significant relationship between 

payment of teachers salaries and their attitude to 
work. 

2. There is no significant relationship between 
remuneration of teachers and their attitude to work.  

VI. Methodology and Design 

The Expo-facto design and Random Sampling 
techniques were used for the study. The study samples 
consisted of one 'hundred and fifty (150) teachers 
randomly selected across the four educational zones in 

Cross River State. The teachers remuneration and 
attitude questionnaire (TRAQ) with twenty items were 
administered. They were validated by experts and field 
tested, It was found reliable across both time and 
content at 0.78 significance.  

The responses from the questionnaire were 
collected. coded and analyzed to find the significance 
and relationship between the variables in the study. By 
applying the Chi-Square Statistic, the result were 
statistically significant at 0.0:5 level.  

VII. Results 

Hypothesis one stated that, there is no 
significant relationship between payments of salaries 
and teachers attitude to work. The objective was to 
establish a relationship between regularity of payment of 
teachers salaries as it affects their attitude to work.  

These variables were compared, using the Chi-
Square (Xl) test. The result is represented in table one 
below:  

Table I : Teachers Salaries and their Attitude to Work 

Teachers   Payment 
 

Attitude     of Salaries
 

to Work
 

                

 

Regular         Irregular    Total 

 

Cal X
2

  

     X
2

  
 

Positive   

 

114(113.49)   19(19.15)    133 

 

                                                             3.8        0.13 

 

Negative   14(14.51)     3(2A9) 

 

   17 

 
 

Total 

 

     128   22   150 

 
 

df= 1, significant at 0.05. 

 

Based on the above results, the null hypothesis 
was rejected as illustrated in the above table. The 
calculated Chi-Square (X2) is 3.8 and is greater than the 
calculated table value (0.13) at one degree of freedom. 
This showed that there is a marked difference among 
teachers in the irregularity of salaries payment and their 
attitude to work. 

 

It appeared from these results that teachers 
tend to show positive attitude to work when they are 
paid regularly. Hence this confirms Mbipom (2000:113) 
assertion that the school should consider the conditions 
under which the teachers are working and make 
available salaries, equipments and facilities to enhance 
productivity. 

 

Hypothesis two stated that, mere is no 
significant relationship between remuneration of 
teachers and their attitude to work.
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Table II : Teachers Remuneration and their Attitude to 
Work 

Remuneration  
Teachers     Annual        Rent           Total    Cal X2     X2 
Attitude       Leave       Allowance              
to Work                                                   
Positive      90(86.65)    44(47.35)      134        
                                                       3.44     3.84  
Negative     7(1035)      9(5.65)       16 
        
Total        97            53      150  

df=1, level of' significance is at 0.05  
Table two showed that there is an insignificant 

difference in the calculated Chi-Square (3.44) and the 
table value (384) at 0.05 level of significance. Therefore 
the null hypothesis is retained.  

VIII. Discussion of Results 

Hypothesis one shows a significant difference 
between regularity of teachers' salaries and their attitude 
to work. It had been found out from the data analysis 
that irregular payment of salary affects teachers 
performance and most of them are longing for transfer 
to other sectors with regular payment of salary.  

The above revelation confirms Okeke (1987) 
assertion that, paying salaries on time is one thing and 
their being enough to meet workers needs is quite 
another. The touchy variable which if neglected will 
undoubtedly detract the teacher very much from 
devotion to duty. The study also revealed that majority of 
teachers would have worked harder if their salaries were 
paid regularly.  

This is a clear indication that teachers are not 
happy with their present salary level. The findings again 
is supported by Okeke's (1987) view that, if duty is the 
main source of livelihood, the teacher expects his salary 
to be commensurated with me time and effort put into 
the job.  

Most teachers now regard teaching as a 
secondary calling, private jobs arc religiously regarded 
as their major bread career.  

Hypothesis two shows mar there is an 
insignificant difference in the effect remunerations has 
on teachers attitude. Regarding allowance, the study 
reveals that majority of the teachers do put in their best 
in the job even though leave grants and rent allowances 
arc not paid regularly. That is why Okeke (1987) among 
other scholars was assertive on his position that if 
regular payment of leave grants arc variable in the 
satisfaction of workers (teachers) needs, it means that it 
adds significantly to their devotion to work:  

IX. Implications of the Study 

The results of this study has far reaching 
implications to the sustenance of the educational 
system in Cross River State.  

To me teacher, the reward for labour is his 
salaries and allowances which as basic motivational 
tools if well handled, will reinvigorate hard work among 
teachers.  

The result will also help government to initiate 
policies that will enhance teachers welfare. It can take 
the form of granting them opportunities for further 
studies with little or no conditionalities.  

The-teacher wants to see and know that the 
principal recognises his little contribution toward" the 
growth of the school with little or no reward of any kind. 
If his recognition and reward does not come, the teacher 
may become recalcitrant and may tend to sabotage the 
school's effort by forming destructive cliques.  

The principal as a seasoned administrator 
ought to appreciate this problem and should be ready to 
give honour to whom honour is due.  

The implication is that if the situation is not 
checked now there will be a mass exodus of teachers 
from the teaching service. Also if teachers do not do 
their work effectively and committedly, the product from 
these schools will be half-baked.  

X. Conclusion 

The study revealed that the remunerations such 
as salaries and allowances are irregularly implemented. 
It also showed that teachers attitude to work transcend 
sex differentiation. The NPE (1998), having recognized 
education as an instrument per excellence for nation 
building. It behooves stakeholders in this sector to 
encourage teachers through regular and prompt 
payment of salaries and allowances. A worker should 
cam his wages as at when due. It is only when this is 
done that sanity and stability will be restored to our 
educational system. 
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I. Introduction

rganizations pay tremendous amounts of money 
to screen, hire and train talent. However many 
business practices are missing the key factors 

for successfully retaining employees. Do companies 
really understand intrinsic versus extrinsic rewards and 
their importance to long-term retention? Even with an 
emphasis on money and benefits, the long-term 
retention factors go much deeper. This paper describes 
a shared mental model of employee mattering and the 
spoken and unspoken mix of organizational beliefs, 
attitudes and behavior that underlie the state of 
employee motivation and development. The 
complicated domain where managers and employees 
accomplish company objectives and support employee 
growth is shaded by missed organizational 
expectations, and unmet personal achievement. So 
what is necessary to motivate and retain quality 
workers? When managers intentionally establish mental 
models that stress employee mattering, organizations 

can produce honest and believable motivational 
development plans that benefit both the individual and 
the organization.

Figure 1

a) Mental Models: shared understanding
Whether people openly acknowledge it or not, 

every work environment has a set of mental models. 
Influencing change starts with awareness of mental 
models -- mental visions of created and shared 
understanding. “Mental models are deeply held internal 
images of how the world works, images that limit us to 

O

Author α σ: International Technological University United States. 
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Abstract- This paper argues that organizations should adopt 
Mattering Theory constructs into mental models, as a basis for 
employee motivation and individual development plans.  
Mattering as a mental model motivates employees through 
direct attention and conveyed importance. Mattering 
constructs become tangible in the use of an individual 
development plan (IDP). With employee input, the IDP fosters 
employee internal commitment, followed by manager 

                Both stem from intentional discourse, 
mental models and behavior that is rooted in mattering. If 
successfully implemented, the end result is a simple, practical 
approach, which brings value and motivation to the individual, 
and supports the principles and goals of the organization. 

external commitment.
feedback and follow through, which fosters 

Keywords: Mattering Theory: to behave toward another 
person as if they were an object of importance. 
Mental Models: shared thoughts, beliefs and 
expectations about behavior at work. individual 
Development Plan: a concrete plan to achieve individual 
employee goals, support their strengths and foster 
performance development for improvement.

One view of human reasoning is that it depends 
on mental models. In this view, mental models are 
constructed from perception, imagination, or the 
comprehension of discourse (Johnson-Laird, 1983). And 
because organizations are nothing but people behaving 
in a structured framework to achieve certain goals, an 
organization must adopt a mental model, articulated 
with mattering constructs. This reflects a caring behavior 
towards motivating its employees (Figure 1). However, 
caring organizations must have the skills and tools to 
study its employees as individuals, groups and teams. 
What matters to one individual might not necessarily 
matter to another; organizations must consider the 
fundamental fact that people’s perceptions and 
reactions to incentives or correction are different.  Using 
these constructs in combination with an individual 
development plan, managers learn what motivates each 
individual employee; this is the concrete step where the 
three concepts converge.



familiar ways of thinking and acting. Very often, we are 
not consciously aware of our mental models or the 
effects they have on our behavior” (Senge, 1990). It’s 
believed that organizational settings naturally progress 
through a series of mental models; achieving one 
simple goal model isn’t typical. 

Mental models constitute perceptions of what is 
important (Figure 2). The models that employees and 
management share constitute underlying structures and 
group belief systems on which formal appraisals and 
company policy and procedures are based (Hill, 1995 & 
2014). These mental models are accompanied by 
emotional components, coupled with language, 
resulting in eventual efficiencies, where employees are 
deemed to be on the same informational page. 

Unfortunately, organizations don’t routinely offer 
development training to managers for mental models 
skills, either in change management or employee 
development. As organizations are challenged by large-
scale growth and complexity, a managers’ competence 
in recognizing and using mental models for advanced 
change and learning skills management is crucial. 
“Opportunities to reflect, to experiment, to challenge and 
revise mental models...may be more important for 
learning in organizations than in [other arenas]…” 
(Senge & Sterman, 1990, p 1020). Managers and 
leaders must understand the simple but powerful effects 
from behaving as if employee’s matter, establishing 
mental models rooted in conveyed significance. If these 
models are followed by clear development criteria, they 
support optimal individual and organizational results. 

 
 

 

Figure 2

 

b)

 

Mattering:

 

Am I important?

 

And ultimately, how do managers communicate 
that employees have value? Performance development 
is based on the concept of supporting employee 
belonging, learning and validation. In the 1980s, 
Rosenberg and McCullough introduced the theory of 
mattering. This research described how parental 

attention and attribution of importance contributed to 
adolescents’ perceptions of mattering. These practices 
have application on the outcome of employee 
motivation, resulting in increased retention.  
Organizations must build shared mental models that 
emphasize employee mattering. Mattering Theory 
directly relates to performance management and 
motivation. In fact, mattering theory is an important 
element in any managerial function.

 

Mattering is considered a

 

reciprocal to 
significance. A person can feel significant due to things 
that they undertake and achieve; however “to matter” 
results from a person’s perception that they have worth 
in the eyes of someone else. Perceptions of mattering 
followed when the research subject believed he or she 
was an object of someone’s attention, an object of 
importance, or even of needing correction

 

(Figure 3). 
Perceptions of mattering correlated to successful life 
behaviors. Accordingly, “To believe that the other 
person cares about what we want, think and do, or is 
concerned about our fate, is to matter.” (p. 164). Since 
the original study, mattering has been studied within 
institutions of higher learning, or with individuals at the 
latter phase of life. Schlossberg (l997) determined that 
the extent to which one feels they matter to their 
organization and direct managers may contribute to 
employee productivity and work satisfaction. Connolly 
and Myers’ research (2003) evaluated job satisfaction 
variance and the relationship to

 

feelings of wellness and 
mattering. The research on mattering, managing and 
motivating employees, however, is scant.

 

 

Figure 3
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d) Motivation and Empowerment 

One of the top internal motivators considered 
by top-level managers, human resource professionals 
and organizational behavior theorists is employee 
empowerment. As Argyris (1998) points out, managers 
espouse empowerment in theory, but what they do is 
the command-and-control model.   Even employees are 
ambivalent about empowerment – it is great as long as 
they are not held personally accountable. Organizations 
may preach the importance of employee empowerment, 
but in reality they just dictate what to do.  This results in 
employee resentment and demotivation. Argyris’ 
research points to a strong connection between 
empowerment and employee commitment. But 
commitment is either: external (performance goals, 
desired behaviors and required tasks defined by others) 

required tasks defined by the employee). According to 
Argyris, internal commitment equates to empowerment.  
The more that top management wants internal 
commitment from its employees, the more it must try to 
involve employees in defining work objectives, 
specifying how to achieve them, as well as creating a 
path for career growth.   Aligning internal commitment 
with external commitment is an example of managerial 
and employee shared mental models. 

 
 

e)

 

Mental Models + Mattering = Motivated Employee

 

Employee performance reviews, and specifically 
individual development plans, are effective tools for a 

manager and employee to work together to create 
employee empowerment.  It is important to connect 
employee performance reviews with individual 
development plans, alongside continuous feedback and 
coaching. 

 

Even very simple individual development plans 
can be very effective.  The basic but instrumental 
elements of this plan are: employees’ professional goals 
and motivations; identified talents and strengths; and 
development opportunities.  Through the creation of a 
development plan, internal and external commitment 
converges.

 

This is the point where mattering as a mental 
model culminates explicitly for the employee and 
manager (Figure 4).

 

 

Figure 4 

II.
 Conclusion 

 
 

 

  
 

 

In conclusion, each employee must be 
empowered and shown that they matter

 
through 

individual attention and feedback. Underlying the 
employee development plan is the

 
meta-message of:  

specific attention, articulating that the employee is 
important, has the highest potential impact not only on 
employee performance, but also on the ability of the 
organization to meet its goals. As a consequence the 
manager, the employee and ultimately the organization 
share the same mental model: that employees matter 
and are instrumental to achieving success.
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c) Motivation Through Individual Development Plans
In practice, employee motivation, mattering and 

mental models need to culminate in the act of a 
development plan. The manager and employee must 
meet face to face, discover goals and find the best way 
to achieve them. It is crucial that the manager allows the 
employee to verbalize their own goals; this is the best 
way to ensure they are completed. If individual goals 
match organizational goals, this is motivation and 
organizational performance at its peak. Lipman (2013) 
states that development planning does not have to be 
elaborate or costly.  At it’s core it is mostly a matter of 
good managers taking person-to-person time to 
understand their employees, to recognize their skills and 
needs. He further suggests that employees will respond 
if the organization takes a genuine interest in their future; 
the interest has to be sincere. Organizations often create 
values and mission statements in which employees play 
an important role, yet fail to act on the values stated.  
Managers create and briefly use pro-forma personal 
development plans that end up in file cabinets after 
being used for a month.  If the written goals and plan are 
ignored, these actions are even less productive.  Once 
employees realize that the care is not genuine, that in 
fact they really do not matter, it diminishes motivation 
and trust.  When all the components come together and 
result in action, the values and vision are shared—the 
motivation is shared.

or internal (performance goals, desired behaviors and 

The individual development plan is efficient and 
effective. It starts with written goal setting, should 
include recognizing the employee’s unique talents and 
strengths, followed by a plan for areas needing 
development. The manager ensures the written goals 
align with organizational initiatives. They then mutually 
develop the action steps and timeframe for completion. 
By focusing direct and specific attention, the manager 
articulates that the employee is significant and important 
to the organization. Via the individual development plan, 
internal and external commitment comes together.

you matter. The manager, who focuses direct and 
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Abstract- The essence of fund control, cash flow management 
and fraud detection is to avoid wrong payment, improper and 
use of funds in the management of local government money. 
Funds Control Techniques are the products of statute (Acts, 
Decrees, Edict and Bye-Laws) and Regulations. They may be 
financial or administrative. The State funds are largely 
governed by the Public. Administration Law and Financial 
Instructions issued from time to time through circulars. This 
paper argues that Local Government Fund Control is largely 
governed by the provisions of Financial Memoranda.  All 
issues of inadequate fund in the local government revolve 
around this particular internal revenue leakage and pose very 
serious threat to the entire existence of local government. This 
calls for urgent attention to eradicate this unfortunate 
phenomenon in our body polity. We have strong conviction if 
all the suggestions we offered in this paper are strictly adhered 
to the issue of internal revenue leakage will disappear to a 
vanishing point. It is only then that we can bark of having the 
real impact local government. 
Keywords:  financial memoranda, fund control, internal 
revenue leakage, corruption, local government, funds 
control techniques, financial malpractices, fraud, 
accountability, and virement. 

I. Introduction 

he Government(s) at the various levels in the 
public sector have to generate resources (money) 
and provide certain goods and services which are 

mainly collective services, quasi-collective services and 
utilities for the well-being of the citizenry. The resources 
are limited and therefore they are aggregated as “funds” 
monies or cash and when the funds are voted or 
allocated for operations, programmes or projects, the 
resources (funds) have to be used for that purpose 
wholly and timely. His is the essence of control through 
statutes, and regulations. The management of the 
resources is also delegated to others on behalf of the 
government hence there is need for probity and 
accountability. The strategies and control techniques 
put in place must allow for enforceability, uniformity of 
practices and compliance. The citizens have to be 
informed about the results of operations through 
published financial statements of Government(s) for 
review and remedial action. 

Financial  malpractices  such  as  deliberate 
and   intentional    embezzlement   of   local  government  

 
Author α σ: Department of Public Administration and Local Govern- 
ment, University of Nigeria, Nsukka. 
e-mail: okechukwunncnt@gmail.com 

revenue, inflation    of    contracts;   non   availability   to 
produce payment voucher for monies paid out. Non-
retirement of impress advances collected by some local 
governments on behalf of other agencies; 
institutionalization of various forms of corrupt and 
fraudulent practices characterize the financial situation 
in most local governments in Nigeria. This has reduced 
drastically, the impact of local government in community 
development. It is gradually defeating the justification for 
the existence of local government. Hence, the 
phenomenon cannot be allowed to continue indefinitely 
if we want local governments to serve as a viable 
instrument for rural transformation and for the delivery of 
social services to the people. There is, therefore, the 
need to caution, control and application of appropriate 
sanctions so as to reduce this ugly phenomenon to a 
minimum. 

The central focus of this paper is, therefore, to 
examine “Internal Revenue Leakages in the 
governments” with a view to:  
1. Providing the need/justification for such control;  
2. Ascertaining the main causes of such fraudulent 

acts;  
3. Suggesting possible ways of prevention and 

detection of financial fraud in the local government 
system and offering solutions towards eradication of 
unfortunate practice. 

a) Definition of Fund 
 “Fund” connotes different meanings to different 
peoples. It may be used to describe an asset set aside 
for a particular purpose. It may denote cash or securities 
entrusted with trustees. In the private sector it may be 
used to describe net current assets in fund flow 
statement i.e. Current Assets less Current Liabilities = 
Working Capital. 

The general public uses the word “funds” to 
means cash. In business, however, the word “funds” 
frequently has a broader meaning which involves 
economic resources that can be used to acquire assets, 
pay dividends, reduce debt, and finance similar 
transactions. Because working capital can be used for 
these kinds of transactions, the concept of “fund” is 
often used to mean working capital. However, some 
financing and investing transactions do not require the 
use of working capital. For example, the purchase of 
land and buildings might be financed entirely through 
the issuance of long-term debt or stock. Thus, although 

T 
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the word “funds” is sometimes used to mean cash, and 
is often used to mean working capital, a comprehensive 
list of the sources from which investing transactions are 
financed would suggest that the concept of “funds” 
include all financial resources. 

b) Definition of Control 
 Fayol (1916) defined control as ‘verifying 
whether everything occurs in conformity with the plan 
adopted, the instructions issued, and principles 
established.’ It has for its object the pointing out of 
errors and weaknesses in order to rectify them and 
prevent their recurrence. It operates on every thing-
things, people and actions. 

In small-scale organization control springs from 
supervision itself, i.e., it is carried by the head of the 
organization and his principal lieutenants along the 
scalar chain in the course of the supervision exercised 
by them. But in large-scale organization where the 
volume and complexity of control operations is 
considerable, separate control units or officer becomes 
necessary. They are known by various designations 
control bureaus, inspectorates, controllers, inspectors 
and so forth. 

Control is essentially an administrative function, 
but to be comprehensive and effective, it must flow 
through several channels and take several forms. Fayol 
mentioned five such channels. Firstly, from the 
commercial point of view (in case of business 
administration), control must ensure the checking of 
incoming and outgoing material as to quantity, quality 
and price, and see that stores records are kept properly 
and promises duly honoured. Secondly, from the 
technical standpoint, control watches the progress, of 
operations, their results and shortcomings and ensures 
the proper maintenance of personnel and equipment. 
Thirdly, there is financial control the object of which is to 
secure compliance with the financial policy of the 
organization as expressed through the budget and to 
see that adequate funds are provided and economically 
used. Fourthly, there is control of security. It consists of 
procedures adopted for protecting property, funds, and 
personnel from damage and harm. Lastly, there is 
control of accounting to ensure that the essential 
documents and figures are quickly available, give a 
clear picture of the state of affairs, and that account 
books and statistics are adequately and properly 
maintained for purposes of audit. 

A control system is a system built to maintain a 
desired state. For control to take place, a target or given 
condition or situation must exist. It may be in form of 
instruction.  

Control techniques are the mechanisms by 
which control objectives are achieve. These include 
specific policies, procedures, plans of work or work flow, 
physical arrangements. Control techniques are to 
provide the coverage expected and to operate when 

intended. The success of the control techniques depend 
on their compliance with a number of specific standard. 

c) Fund Control  
 This is meant to ensure that approved funds are 
used for the purposes for which they were approved 
both in terms of expenditure ceiling and projects. 
According to Oshisanmi (1992), fund control involves 
appropriation monitoring and financial statements. This 
involves the issuance of warrants and subsequently 
assessing whether actual expenses have been justified 
in line with the proposed programmes and activities. 
Financial statement on the other hand provide the 
financial state of affairs monthly, quarterly and annually 
as published in the government official gazette. 

II. Objectives of Funds Control 

Ashiru: (1998:2) asserted that funds control system in 
local government is built to ensure economy, efficiency 
and effectiveness in the use of local government funds. 
The basic goals of such funds control at local 
government level are ensure: 
1. that the desired programmes and activities are 

undertaken; 
2. that resources are allocated only to the desired 

purposes; 
3. that accurate and up to date accounts are kept for 

the receipts and disbursement of funds;  
4. that results are assessed and reviewed; 
5. that there is probity and accountability;  
6. that there is uniformity and conformity of application, 

rules, regulations more so that public section is 
diverse and complex;  

7. that there are effective means of communication 
The above measures are aimed at ensuring that 

appropriations are not exceeded and what is released is 
used for the purpose for which it is voted and to ensure 
that money given or realized is used for the purpose of 
running the local government.  

III. Main Causes of Financial Fraud at 
Local Government Level 

a) It is no exaggeration or overstatement if we say, 
based on our experience and records available, that 
the actions and inaction of personnel of revenue 
departments have denied the local governments 
opportunity to raise reasonable amount of revenue 
from their different internal sources. This is because 
it is the revenue collectors that are directly 
responsible for most of the internal leakages in the 
local government because they collude with the 
members of the public (rate payers) to deprive the 
local governments of the revenue that should 
accrue to them. Although corruption in the local 
governments is not limited to personnel unit or 
revenue collectors; unfortunately, their own is more 
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noticeable because they are directly or indirectly, 
involved in local government funds. 

Available records and experience shown that 
most revenue collectors in the various local 
governments often violate the approved rules and 
regulations to connive with some rate payers in order to 
deprive the local governments of the actual revenue that 
should occur to them for share personnel gains. The 
revenue collectors, for example, sometimes exempt their 
wives, children, relations, friends and church members 
from paying revenue to the local government, if they are, 
for instance occupying market stalls or hawking goods. 
They do this because of other personal gains they hope 
to enjoy from them in future. This behaviour of most 
revenue collector is a practical manifestation of 
corruption, which is of different dimension in the local 
governments, with its concomitant effect, which is 
revenue leakage.  
 Some revenue collectors, apart from colluding 
with some property owners so that their tenants are 
under-assessed or they completely escape valuation 
and rating, also collect revenue without issuing receipts, 
while others issue fake receipts to the payers and the 
revenue to collected is not paid into the councils’ 
confers. 
b) Lack of Adequate and well-qualified Financial 

Officers: Most of the revenue officials like market 
managers, valuation officers and host of others lack 
professional training. The Finance Department of 
most local governments are not adequately staffed 
with well qualified and experienced financial 
managers, accountants, auditors and property 
valuation officers.  

c) Lack of Adherence to financial Memorandum: the 
most crucial figure in the financial management of 
the local governments is the local government Chief 
financial officer, generally known as the treasurer. 
He is responsible for formulating plans and devising 
strategies for effective revenue generation and 
accounting. As the Chief Financial Officer of the 
local government, he is expected to ensure that all 
the financial transactions of the local government 
are made in accordance with laws and the Financial 
Memorandum (FM). A Financial Memorandum as 
the name implies is a body of financial rules and 
regulations which governs all financial transactions 
of the local government. A serious investigations 
reveals that these financial rules and regulations are 
violated with impunity. Lack of strict adherence to 
FM is a contributory factor to internal revenue 
leakage.  

d) Irregular/Improper Auditing: Auditing of local 
government accounts is a crucial aspect of the 
financial management as well as an effective 
financial control mechanism. The final accounts 
which are given in annual statements of accounts of 
the local government are subject to audit. In Nigeria, 

in the past, this was carried out by the state 
government Auditor General and his staff but 
accounts of local government Auditor General and 
his staff but accounts of local government Auditing 
general of a state and his staff.  

The auditors have duties and power of semi-
judicial nature. They conduct audit of local government 
accounts, annually our investigations revealed that the 
process of careful examination of the local government 
accounts to ensure that all expenditures are made 
according to Law are no longer being carried out 
satisfactorily. As a result of that, it has not been possible 
to detect embezzlement, irregular payments, loss of 
local government funds, fraud and general 
misappropriation of local government funds. The 
auditing of local government funds is powerful financial 
control mechanism which ensures that scares financial 
resources are prudently and judiciously managed to 
effectiveness fulfil the functions allocated by the local 
governments. 
e) Appropriate Supervision: Most revenue collectors 

are not closely supervised and controlled. They are 
allowed to be with the council’s money longer than 
the law permits. There is temptation in money and 
such collectors will not know when he/she has 
crossed from personal to local government money. 
It is this failure to supervise, monitor closely and 
control effectively personnel of revenue department 
that has let to internal revenue leakage. 

f) Obsolete Laws dealing with Perpetrators of 
Financial Fund: Law dealing with perpetrators of 
financial frauds are not harsh or not instill enough 
fear into the minds of such offenders. This has failed 
to prevent perpetration of atrocious financial frauds.  

g) Attitude of Nigerians towards Wealth: In Nigeria, the 
tendency is for every one to get rich quickly. The 
reason is that wealth is highly regarded and worship 
in the country. Infact, wealth in Nigeria is not only 
the basis for recognition and respect for an 
individual, but also an index for measuring his 
hardwork and success. The attitude of Nigerians 
towards wealth is one of the reasons why most 
revenue collectors are not content with their job. 

IV. Provision for Preventing Revenue 
Leakages in the Local Governments 

The Revised model of Financial Memorandum 
for local governments made adequate provision for 
financial transactions at the local government level, 
including revenue collection, disbursement and control 
of expenditure. These are as follows: 

a) All revenue and other monies due to a local 
government shall be received either by the cashier 
in the treasury or by a Revenue Collector.  

b) A local government shall appoint, in writing, such 
employees as it thinks fit to be revenue collectors for 
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the local government to discharge the duties and 
responsibilities set out in financial Memorandum 
1.20. where appropriate local government may 
appoint a person other than an employee as a 
revenue collector and such person shall receive an 
appropriate proportion of the tax or fees he collects, 
as commission. 

c) At intervals prescribed by this Executive Committee, 
or immediately when the maximum sum prescribed 
by the executive committee is held by him, a 
revenue collector shall pay all local government 
monies he/she collected into the treasury, or if so 
authorized in writing by the treasurer, into the 
nearest branch of the local government’s bankers. 

Where such authority is given, it shall: 
i. Specify the name and branch of bank at which 

payment is to be made; 
ii. Direct the revenue collector;  

a. to record separately on the bank paying in slips 
details of every cheque received by him as revenue; 

b. to enter against each cheque to shown on paying in 
slips, the number of the receipt issued by him when 
the cheque was received.  

d) Payment to the bank revenue collector and the 
handling of the recipient bank paying slips to the 
treasurer or cashier for which a receipt must be 
obtained, will be paid by him personally, or by his 
accredited representative by the revenue collector 
himself or an accredited literate representative, so 
that the receipt issued by the cashier may be signed 
by the payer.  

e) The revenue collector shall record all collect made 
by him in a revenue collector’s cash book (from LGT 
15A). The revenue collector’s cash book shall:   

i.
 

be kept in a bound volume;
 

ii.
 

have a separate page for each type of payment of 
revenue;

 

iii.
 

show the date of receipt, receipt number, from 
whom received, amount and daily total. 

 

f)
 

Before payment to the treasury at the revenue 
collector shall total the receipt under each type of 
revenue as shown in revenue collectors cash book 
and inert such totals in a revenue collector summary 
cash book (from LGT 16) recording the under-
mentioned information:

 

i.
 

Date
 

ii.
 

Type of revenue
 

iii.
 

Number of receipts issued last payment (first and 
last receipts to be quoted for each type of revenue); 

 

iv.
 

Total amount for each type of revenue;
 

v.
 

Grand total of all revenue collected.
 

g)
 

When making payments to the treasury or 
presenting to the treasury a paying in slips in 
respect of cash paid direct to a bank, the revenue 
collector shall produce all direct to banks, his 
revenue collectors cash book and revenue 

collector’s summary book. The treasury cashier 
shall then. 

i. Check the cash or paying in slips handed over by 
the revenue collector against the records so 
produced; 

ii. When the cash or paying in slips has been 
reconciled with the records, date, stamp and sign 
the duplicate or counterfoil or at the last receipt 
issued in each receipt book; 

iii. Prepare treasury summary revenue on form LGT 18, 
the original of which will be posted on the 
appropriate page of the revenue collector’s 
summary book.  

h) The revenue collector shall record all collections 
made by him in a revenue collectors cash book on 
(form LGT 15A) or where more than one type of 
revenue is collected in a column revenue collector’s 
cash book on form LGT 15B. The revenue 
collector’s cash book shall;  

i. be kept in original and duplicate  
ii. be entered in indelible ink/pencil, using double 

sided carbon to make the duplicate. When paying in 
cash to the treasury, or presenting to the treasury a 
paying in slips in respect of cash paid direct to a 
bank, a revenue collector shall hand his revenue 
collector’s cash boo ruled and cash after the last 
entry to the cashier. In this case of a revenue 
collector  who  is  paying  in  more  than  one  type 
of  revenue,  he  shall  also  hand  to   the  cashier,  
a  completed  revenue  classification  slip  on  form 
LGT 19. 

i) The Cashier in the treasury receiving a remittance 
from a revenue collector shall:  

i. In the case of a direct payment, count amount 
shown to be paid in accordance with the revenue 
collector’s cash book; or  

ii. Where a bank teller’s slip is presented, check that 
the amount shown on it agreed with the amount 
shown to be paid in accordance with the revenue 
collector’s cash book, and that the number of the 
receipts issued have entered as required by 
financial memorandum 6.3 (b) (ii) 

iii. Immediately issued a treasury receipt (from LGT 17) 
for the among paid in and hand the original to the 
revenue collector;   

iv. Where relevant, check the revenue classification slip 
(form LGT 19) 

v. Detach and retain the original pages of the revenue 
collectors cash book’ 

vi. Where relevant, paste a copy of the revenue 
classification slip to his own copy of the receipt.  

j) The following additional procedures shall be 
followed; 

i. The original pages from the revenue collector cash 
book, detached in the treasury, shall be filled for 
audit and record purposes. A separate file shall be 
opened in respect of each revenue collector. 

© 2014   Global Journals Inc.  (US)1

2

Y
ea

r

54

Y
ea

r
20

14
Internal Revenue Leakages Prevention and Control in the Local Government System

  
 

G
lo
ba

l 
Jo

ur
na

l 
of
 M

an
ag

em
en

t 
an

d 
Bu

sin
es
s 
R
es
ea

rc
h 

  
A  
  
V
ol
um

e 
X
IV

 I
ss
ue

 I
V
 V

er
sio

n 
I

(
)

  
 (

)



ii. The revenue collector shall paste the original copy 
of the treasury receipt issued by the cashier in his 
revenue collectors’ cash book. 

k) The Form of receipts to be issued by a local 
government shall be as follows:  

Rpr MP ____________________________Description  
Where Appropriate            
LGT 17 Treasury Receipt  
LGT 19A Departmental Receipt  
LGT 18 Treasury Summary Receipt 
LGT 20 M Fixed Fee Receipt, Tax Receipt etc. 
l) The Form shown in Financial Memorandum 6.1 shall 

be used as follows: 
i. The treasury receipt on form LGT 17 most be 

prepared in triplicate, the original being handed to 
the payer, the duplicate detached as the Treasury 
receipt book; 

ii. The Departmental receipt in form LGT 19A will be 
issued by Revenue Collectors of the public, except 
when specific or fixed fee receipts (See 5 below) are 
available for the particular type of revenue, form LGT 
19A must be prepared in duplicate, the original  
being handed to the payer and the duplicate 
retained in the receipt book; 

iii. Where appropriate, a treasury summary prepared in 
triplicate on form LGT 18 shall be issued for 
payments made by a Revenue Collector, to the 
Treasury, the original being handed to the Revenue 
Collector, the duplicate detached as the treasury 
receipts voucher and the third copy retained in the 
receipts book. 

However, the Treasury will not issued form LGT 
18 where the Revenue Collector himself has already 
issued a Departmental summary receipts to another 
revenue collector, in such cases the revenue collector 
will be issued with a treasury receipt on from LGT 17 
and he duplicate copy of the Departmental Summary 
Receipt issued by him will be attached to the treasury 
receipt voucher (this duplicate copy of the treasury 
receipt); 

iv. Where appropriate, when payments are made by 
one revenue collector, for example, market or 
slaughter slab fees collected by a village Head and 
paid to District Head, the receiving revenue collector 
shall issue a Departmental Summary Receipt in 
triplicates. The top co shall be handed to the 
revenue collector making the payment, the duplicate 
to the local government cashier when tae receiving 
revenue collector is paying the money to the 
treasury and the third copy retained in the receipt 
book; 

v. Fixed Fee Printed receipts shall be used for market 
or motor park fee or other revenues of fixed amount 
accruing to the local government. A fixed Fee 
receipt shall be dated when issued and the revenue 

collector must properly account for the number of all 
fixed fee receipts which he issues;  

vi. Tax receipts of various types shall be issued solely 
for tax and rate revenue on the basis of the 
procedures set out in Financial Memoranda chapter 
10, 11 and 12; 

vii. Where authorized to do so by the executive 
committee, a local government may issue machine 
printed receipts for specified types of revenue. 

m) The under-mentioned procedure shall be followed 
when issuing receipts and licenses;  

i. Receipt and Licenses must be completed in 
indelible pencil or ball point pen and double sided 
carbon paper used to make copies.  

ii. Receipts must be issued in strict numerical order 
and a separate receipt issued for each individual 
payment. 

iii. All receipts, other than machine printed receipts and 
certain fixed fee receipt shall be signed by the 
receiving official and, where possible, by the payer. 
Where, however, the payer is illiterate the receipts 
should be signed by a witness other than the 
receiving officers. 

iv. In no circumstances shall alteration be made to the 
amount of money shown on a receipt, whether to 
the words or figures, if the amount is incorrectly 
entered, the original and all copies of the receipts 
shall be marked “Cancelled” in red ink, left in the 
receipt book and a new receipt or license issued.  

n) If money tendered by a payer is of the stated 
amount or includes obsolete or counterfeit currency, 
the revenue collector must take up the matter at 
once with the payer and, also, if possible a witness;  

o) The action to be taken when counterfeit money or 
suspected counterfeit money is tendered to a 
revenue collector is prescribed in financial 
memoranda 2.9 

p) If shortages are found in the amounts actually 
received by the treasury cashier, the following 
procedure will be followed. 

i. The treasury receipt or treasury summary receipt 
must be made out for the full amount  stated to be 
remitted.  

ii. The full amount shown on this treasury receipts or 
treasury summary receipt will be debited in the cash 
book and credited to the appropriated revenue sub-
head. 

iii. A payment voucher will be made out for the amount 
of the deficiency, debiting a personal advance 
account in the name of revenue collector or other 
person and crediting the cash book;  

iv. The treasury must formally notify the amount of the 
deficiency to the revenue collector or other 
concerned and to the Executive Committee. The 
procedure regarding loses of funds as set out in 
financial memoranda chapter 8 will then apply. 
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q) Payment on account should not be accepted for 
amounts of less than N10,00 due to the local 
government. Poor Larger debts, if a payment on 
account is accepted, the receipts should be made 
for the amount paid and clearly marked “on account 
only, balance due N…………….” 

r) Fixed fee receipts or licenses must not be issued 
until the full amount is paid.  

s) Cheque drawn on banks in Nigeria other than 
cheque drawn by individual may be accepted in 
payment of amount due to the local government 
provided that the revenue collector has no reason to 
suspect the standing of the drawer or that the 
cheque might not be met. 

t) Cheque must be carefully examined to ensure that 
before acceptance:  

i. the cheque is made out to “The…Local 
government” and crossed;  

ii. the cheque is signed by the drawer and the name 
and the address of this drawer is written in flock 
capitals on the back of the cheque (unless his name 
is printed on the front of the cheque) 

iii. the cheque is not post-dated. The acceptance of 
post-dated cheque is forbidden; 

iv. the cheque is not dated earlier than two months 
before the date on which it is presented;  

v. the amount in words and figures agree;  
vi. any alternative on the cheque is signed in full by the 

drawer; 
vii. the cheque is marked “Commission to Drawer’s 

account” and signed in full if the cheque is drawn 
on a bank other than the local government’s bank or 
a branch of the local government’s bank other than 
one where the amount or the local government is 
kept. 

u) Before they are paid into the Bank, cheque must be 
suitably endorsed by an official of the local 
government so authorized by the local government; 

v) Revenue or other monies overpaid or incorrectly 
received, must be refunded to the payer as soon as 
possible. Refunds of revenue should not be treated 
as expenditure but deducted from this relevant 
revenue head and sub-head. The deduction should 
be made in this year in which the refund was 
collected. Where, however, a refund if made in 
respect of a revenue item no longer collected, the 
refund should be changed to Head 1008 sub-head 
2 recovery of losses and overpayment. 

w) Excess discovered in the heads of revenue 
collectors during an examination of their records 
should not be refunded to the revenue collector, but 
placed on deposit until the revenue collectors book 
have been scrutinized and the source of the excess 
identified. 

x) Where revenue becomes due to the local 
government as recurrency fixed intervals, for eg, 
rent or plot fees, a register of recurring revenue 

must be kept by the appropriate department. The 
register shall be kept on form LGT 21 for revenue 
receivable on an annual basis. The “remarks” 
columns in the two register will be agreed to record. 

i. Date when demand notes or reminders are 
dispatched to the debtors. 

ii. Where appropriate the dates when special reports 
concerning outstanding amounts are submitted to 
this Executive Committee.  

y) Where payment is not made at the time services are 
rendered or good supplied by a local government, 
an invoice must be issued immediately to the debtor 
on form LGT 23. A register of invoices issued must 
be kept of form LGT 23A. 

z) The following procedures shall be followed when 
amounts shown in the register of invoices issued 
are not paid promptly;  

i. At the end of each month a return should be 
submitted to the treasurer listing all items of 
recurrency revenue on any invoices which have 
been outstanding for more than three months. 

ii. Accounts which have been outstanding for more 
than twelve months, and which after all possible 
actions has been taken to obtain payment with 
financial memoranda 8.9-8.12 considered to be 
uncoverable, may subject to the agreement of the 
Auditor General be written of agreement of approval 
of the Auditority indicated in financial memoranda 8-
13. 

aa) Where any amount has become irrecoverable 
through the neglect of the responsible officials, he 
may be held liable for the less incurred.  

bb) Where an officer controlling a vote is responsible for 
revenue arising therefrom, he must ensure that the 
Departmental Revenue Collector has full details of 
the revenue to be collected in that department. The 
recurrent controlling the vote will maintain, as 
necessary, a register of recurrent revenue. 

From the discussions, it is quite clear that financial 
memorandum made necessary arrangement towards 
ensuring Fraud-Free in the Financial Transactions in the 
local government. The document made adequate 
provisions for checks and balances in the collection and 
remittance of revenue that accrue to the local 
government by the revenue collectors and other officers 
concerned with finance at local government. Inspite of 
all these provisions, internal revenue leakage still 
persists. This raises the question what should be done 
in the light of what is being done. 

V. Ways and Means to Eradicate 
Internal Revenue Leakage 

a) The revenue collectors and other revenue staff of 
the local government should be bonded with 
guarantors. If this is done, the guarantors would be 
held responsible for any misappropriation such 
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cashier may commit. With this method, he will be 
determined from engaging in fraudulent act since he 
is aware that he is under bond.  

b) The revenue collector and cashiers not be long at a 
particular revenue section. They should be 
reassigned at regular intervals so as to prevent 
them from developing perfect strategy for 
embezzling local government revenue.     

c) Dishonest staff or those with suspicious character 
should not be recruited as ‘revenue collector or 
cashier’ rather only those with transparent honesty 
and proven integrity should be post there. 

d) There should be regular inspection and auditing of 
the revenue records of the local government. This 
will help to prevent diversion of local government 
funds to private pockets by revenue collectors and 
cashiers.  

e) Efforts should be made to avoid posting people with 
chronic financial problem there. By this we mean, a 
person known to be always applying for loan, 
overdrafts or salary advance should not be allowed 
to be a revenue collector because he will constitute 
a serious threat to local government revenue.  

f) The revenue collectors and cashiers should be 
adequately paid and rewarded to avoid the 
temptation of tempering with the revenue collected 
or colluding with the members of the public to 
defraud the local government of its revenue as 
Nwankwo (1997:18) noted, the urge to convinced 
with members of the public to defraud the local 
government of its revenue is usually high where the 
revenue collectors are impoverished and generally 
exploited by the authority concerned.  

g) Use of financial transaction recording and 
classification. One of the major fund control 
technique is through the mechanics of recording 
and classifying financial transactions from the books 
and records of accounts. This entails recording and 
classifying and makes it possible for bank 
reconciliation statement to be prepared either 
monthly or quarterly. 

VI. Conclusion 

 It has been established that internal revenue 
leakage has contributed to huge financial loss at local 
government councils in Nigeria. This has crippled local 
government’s efforts towards providing essential 
services to rural and urban communities. All issues of 
inadequate fund in the local government revolves 
around this particular internal revenue leakage and pose 
an serious threat to the entire existence of local 
government. This calls for urgent attention to eradicate 
this unfortunate phenomenon in our body politic. We 
have strong conviction if all the suggestions we offered 
in this paper are strictly adhered to the issue of internal 
revenue leakage will disappear to a vanishing point. It is 

only then that we can bark of having the real impact 
local government.      
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Rumour Management in the Educational 
System: Theoretical Perspective 

Dr. Orok B. Arrey

Abstract- Rumour management in the educational system 
among the employees can be very debilitating for the 
employer as employees spend work time talking and 
speculating about the latest rumour. Rumour is unverified 
information of uncertainty in which is usually by word of mouth. 
Gossip in our educational system cannot be overemphasized. 
Grievances are generated when employees in the educational 
sectors prematurely react to a rumour. It cannot be completely 
eliminated but officials of our educational system should take 
prompt action by supplying the employees the fact supported 
by empathy rather than projection on the part of the employee. 
Rumour are not mere chance development. They arise from 
distinct causes. If those causes can be controlled, rumours will 
much less probably develop in our educational system. 
Rurnour cannot be avoided among the employees as the 
employees are curious to know what happening in the 
environment they work. This paper is focused on rumour 
management in the educational system: theoretical 
perspective.  

I. Introduction 

umour is unverified information of uncertainty in 
which is usually by word of mouth. Gossip in our 
educational establishment among employees can 

be very debilitating for the employer as employees 
spend work time talking and speculating about the latest 
rumour. Grievances are generated when employees in 
the educational sectors prematurely react on a rumour.  

Even when Directors of educational 
establishment keep employees well informed, rumours 
will not be completely eliminated. When rumours are 
detected; Directors/Supervisors should take prompt 
action by giving the employees the facts supported by 
empathy rather than projection on the part of Directors/ 
Supervisors.  

Entrepreneurship as against Entrepreneurship 
parse and integration of work coordination through 
means-ends-chains desired synergy among the "actors" 
at the work site will dispel most rumours. Taking the 
initiative in dealing with runmours reduces grievances.  

II. Rumour Management in Educational 
Establishments 

   
 

 

 

    
 

 Rumours are unverified beliefs that are 
transmitted from one individual to another. Because 
rumours harm both individuals, the organization it self 
and the system. Directors/Supervisors, must consider 
how to control and eliminate rumour mills. For example, 
like the rumour about Zik's "death" was wild and 
sweeping. In an editorial" death that never was, National 
Concord (1989) Stated the rumour that Dr. Nnamdi 
Azikiwe had joined his ancestors was probably started 
by a magazine published abroad. But it began to filter 
into the nation houses on Monday October so". It 
gathered momentum both in and in speed as the week 
dragged on. By Friday, a national newspaper had 
become sufficiently certain to speculate on the matter of 
its front page. By the afternoon of that day virtually the 
whole country had been gripped by the report. As 
always the case with rumour the source of the rumour 
was not investigated. The question was how was it 
originated. Oba Adesoji was also rumoured to have died 
up to seven times before he finally gave up the ghost on 
July 2nd 1980.  

History repeated when another of such rumours 
arose in a1988 40 years latter. A Lagos tabloid. The 
republic 1989 went to town with a screaming headline: 
Akinloye is dead". The rumour sounded authoritative. 
But Adisa Akinloye was alive. In 1989, the National 
Concord outscored other papers on the supposed 
death of Chief Ezeoke, who unknown to a paper was 
merely convulsing after receiving gunshot wound from 
assailants etc.  

Rumour is a natural results of human 
interaction. Directors/Supervisors in an educational 
establishment need not be alarmed every time a breeze 
rustles the grapevine since most rumours turn out to be 
harmless speculations that die off by themselves. Only 
rarely are rumours serious enough to require action, but 
when rumours do seem to threaten the school or an 
organization something has to be done.  

There are essentially three ways to manage 
rumour in an organization or Educational system (Davis 
1978, Vecchio 1988, Dubrin 1984). The first is to try to 
wait them out. Some rumour dissipate overtime and do 
little actual harm.  

R 
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Wild rumours can sweep through an 
educational establishment  like the   spread   and   
destructiveness of s summer storm. Nearly  every

educational establishment organizational establishment 
occasionally experiences such an onslaught of the 
varieties of information that pass through grapevines. 
Rumours are of special interest. 
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Secondly, if waiting fails, the rumour should be 
publicly refuted. When rumour refuted and as well made 
to look unreasonable and absurd in public, it negates its 
"news value" (Vecchio 1988}.This technique will make 
people to disregard those still interested later to pass 
the rumour along. Thirdly, truth or authentic information 
should be released as quick as possible in restraining a 
rumour. (Davis 1978, Vecchio 1988, Dubrin 1984).  

The last point portrays the essence of 
grapevines. Grapevines can be used by head to 
transmit information rapidly to test the reaction to 
various decisions prior to their final consumption, as a 
valuable source of feedback, when the head of 
institution are grapevine member. 

Like wise the grapevine can carry damaging 
rumour that reduce the effectiveness of formal 
communication. In this wise, Director/ Supervisor in 
Educational establishment should utilize formal 
channels by ensuring that they regularly carry the 
relevant and accurate information that employees seek. 
(Robbins 1988). 

III. Background Literature 

The Directors/Supervisor has to recognize that 
rumours are not mere chance development. Rumours 
arise from distinct cause. If those causes can be 
controlled, rumours will much less probably develop. 

a) Lack of Information  
Perhaps a key cause of rumour is want of news 

about things important to employee. This leads to state 
of need and curiosity to know what is happening in their 
world. Consequently, the employees in educational 
establishment are likely to speculate about the situation 
and then what next- is the birth of the rumour.  

b) Insecurity  
Another major cause of rumour is insecurity or 

unsafety and the anxiety that accompanies it. 
Employees that are insecured, anxious and stressful are 
more likely than others to perceive events negatively and 
at the same time are better motivated to tell others 
about their worries. The remedy is to provide employees 
with genuine emotional, psychological and economical 
security by providing stable employment, enriching work 
condition, fair wage, job training and prospects for 
advancement in their everyday activities. Head of 
educational establishments or managers should 
endeavor to "build trust and keep communication open". 
(Davis 1962 and Dubrin 1988). To this end, as 
employees feel safer and their welfare secure, wild 
rumors are less likely to be born. 

c) Emotional Conflict  
Rumours can also emanate emotional conflict. 

Rumours thrive in emotional-laden situation such as 
disagreement between an action-centered union and an 
uncompromising Director/Supervisor, or cutthroat 

competition between two Departments. Personality 
conflict can also activate rumours. Sometimes, 
malicious lies have one-person edge on the other. 
Perceptions could be distorted by strong emotion. 

Management by objectives (MBO), goal setting 
and job enrichment and cooperative team work among 
various special interest groups in institution or 
organization are the palpable remedy for rumour, 
activated from personality conflict. All members of 
Educational establishment should work as a football 
team towards achieving the set goal. 

Member of same team are much less likely to 
make erroneous or vindictive assumption of feelings 
against each other. (Davis 1978, Dubrin 1984 and 
Schermerborn et a11985).  

IV. How the Rumour Mill Operates 

According to Davis' (1978) model, whether a 
rumour starts because of job insecurity, emotional 
conflicts or an information gap, each person receive and 
transmit it in terms of his/her own biases. Rumour's 
detail is often not maintained but its main theme is 
usually intact, just as any oral communication is subject 
to "filtering" a process of reducing the story to a few 
basic details that is conveniently remembered and 
passed onto others. 

Generally, each person choses the detail in 
rumour that reflects his particular perception of reality 
and passes this on. (Davis, 1952; Schermerthorn et al 
1985; and Dubrin 1988). New details that frequently 
make it worse are added to a rumour as a way of 
reflecting their own strong feelings and reasoning. Davis 
(1978) called this "elaboration": If for example, a rumour 
about an employee of college of Education Akampa 
injury arises, someone who does not like his 
Director/Supervisor will interpret the cause of the 
accident as his Directors failure to provide machine 
maintenance. Consequently, by the time a rumour has 
undergone both process of filtering and elaboration, it 
often bears only a faint resemblance to the original 
story. 

Rumours that flow from the work environment 
do not cause damaging harm. And they soon fade 
away. It will be a waste of effort to try to stop them, 
because some rumors may even provide certain benefit-
such as a pass-time or avenue to release pent-up 
emotions. They may help to maintain one-to-one intact 
and add glamour to work. 

V. Serious Rumours 

A few rumour however, may be challenging 
enough to need apt attention. A Director/Supervisor of 
education would like to immediately stimulate these 
rumours. The second techniques of dealing with rumour 
(Vecchio 1988, Schermetborn et aI1985). Davis (1952) 
advocates that if productivity is affected, community 
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relations suffer, or interdepartmental cooperation is 
hampered a Director/Supervisor must do something.  

The most efficacious antidote is to vanquish the 
rumour with the truth. As the true story is released, the 
information gap is filled and the rumour ceases to leave. 
A negatively- implied truth is less distractive and helpful 
than rumours that feed on fear of the unknown. It is 
more likely to be acceptable to workers than any story a 
Director or a Supervisor of the institution concocted.  

VI. How to Refute a Rumour 

While refuting a rurnour, never repeat the 
rumour or refer to it directly. This is because of erasing 
the accidental reinforcement of the mind of the people 
who might hear or read only the rumour. In subduing a 
rumour, a Supervisor or a Director of education should 
release the truth as quickly as possible, the more people 
tend to believe it, if rumour is not quashed or eliminated 
quickly, people will interpret later events in light of 
rumour.  

VII. The Horse's Mouth 

There is more effectiveness and helpfulness if 
communication of truth behind a rumour comes from a 
source considered reliable by the receivers, if the 
rumour concerns layoff stratagem for example, the 
Director of personnel officer or the appropriate person in 
higher management should be the one to respond. If it 
concerns an accident the medical department might 
respond. If it concerns a technical problem, someone 
with respected technical knowledge should respond. 

 

Face-to-face instant release of the truth is an 
essentially effective to manage rumour- the third method 
of dealing with rumour. The method has the advantage 
of speed and accuracy especially when it is necessary 
to clear up specific misunderstanding on the part of 
each member of the Educational establishment. 

 

It encourages personal contact with individuals 
of varied personality and outlook. There is a particular 
need to follow up by a written statement a sort of fact 
reinforced for face-to-face stratagem to work (woodford 
1986). On some occasions unions are brought to the 
front by management to help combating rumour. 

 

VIII.
 

Listening
 
to

 
Feelings

 

A genuine and personal concern and a deep 
interest in the employee as a whole person in his/her 
own right is also a prerequisite for effective 
communication as it is for good supervision and 
management. When a Supervisor hears a rumour the 
ability to listen and respond to the feeling as well as the 
content of the rumour, in spite of the probably blatantly 
untrue ness of the rumour are helpful. Rumour do 
provide important information about employees feelings 
and understanding. 

 
 

IX. Recommendations 

1. It is out of sheer ignorance that many people 
luxuriate in the peddling and circulation of rumours 
as a pass time. But the truth is that the outcome of 
such display of ignorance cannot be viewed lightly. 

2. Propaganda which is sometimes fuelled by rumours 
is clearly a mischief-maker, since its aim is mainly to 
harm a victim. 

3. An understanding of the immense loss caused by 
the peddler of rumours and condemn its practice. 
There is nothing good that comes out of rumour. All 
we can reap from rumour is maiming and 
destruction. 

4. Rumour has sown the seed of discord in families 
and in broken relationships: personal, political, 
professional and religious.  

5. Rumour has destroyed life and property. It has 
brought about mistrust, fear, suspicion and enmity 
in educational establishments. Rumour mongering 
in whatever form, shape or context is anti-social, 
unpatriotic, immoral and ungodly. It should be 
completely rejected.  

6. Rumour has created more problems for the 
educational establishments than it has solved. We 
should try to reduce the incidence of harmful 
rumours by learning to give them a second thought 
before we transit them to another person.  

7. Also members of the educational establishments 
should try to be cautious in their reaction to any 
story emanating from the rumour network even at 
the drop-of-a-hat. 

X. Conclusion 

Directors and Supervisors of our educational 
system can sometimes appreciate rumours better if they 
search for the message behind them. Some rumours 
are symbolic expressions, feelings that are not really 
offered by their communication as fact of truth.  

Rumours will continue to thrive as long as 
people continue to live and work, especially because 
certain issues cannot be communicated officially. Issues 
such as scandals and private affairs can only be 
communicated freely through rumours and gossip. The 
inquisitive nature of man will continue to offer fertile 
ground for the peddling and circulation of rumours. 
Rumour is a natural phenomenon that can hardly be 
eradicated from the educational system or society.  
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their research papers (of a single author) in Global Journals Inc., if the same is 

accepted by our Editorial Board and Peer Reviewers. If you are a main author or co-

author of a group of authors, you will get discount of 10%.

As MARSB, you will be given a renowned, secure and free professional email address 

with 30 GB of space e.g. johnhall@globaljournals.org. This will include Webmail, Spam 

Assassin, Email Forwarders,Auto-Responders, Email Delivery Route tracing, etc.

MEMBER OF ASSOCIATION OF RESEARCH SOCIETY IN BUSINESS (MARSB)

The FARSB is eligible to earn from sales proceeds of his/her 
researches/reference/review Books or literature, while publishing with Global 
Journals. The FARSB can decide whether he/she would like to publish his/her research 
in a closed manner. In this case, whenever readers purchase that individual research 
paper for reading, maximum 60% of its profit earned as royalty by Global Journals, will 
be credited to his/her bank account. The entire entitled amount will be credited to 

his/her bank account exceeding limit of minimum fixed balance. There is no minimum time limit for 
collection. The FARSC member can decide its price and we can help in making the right decision.

The FARSB member is eligible to join as a paid peer reviewer at Global Journals 
Incorporation (USA) and can get remuneration of 15% of author fees, taken from the 
author of a respective paper. After reviewing 5 or more papers you can request to 
transfer the amount to your bank account.
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We shall provide you intimation regarding launching of e-version of journal of your 

stream time to time.This may be utilized in your library for the enrichment of 

knowledge of your students as well as it can also be helpful for the concerned faculty 

members.

Once you are designated as MARSB, you may send us a scanned copy of all of your 

credentials. OARS will verify, grade and certify them. This will be based on your 

academic records, quality of research papers published by you, and some more 

criteria.

It is mandatory to read all terms and conditions carefully.

The MARSB member can apply for approval, grading and certification of standards of 

their educational and Institutional Degrees to Open Association of Research, Society 

U.S.A.

                   

© Copyright by Global Journals Inc.(US)| Guidelines Handbook

                   

IV



 

 
 

 
 

 
 

 

  

   

  
  
  
  
   
  
  
  
  
  
  
  
  
  
  
  

 
 

 

 

 

 

 

 

 

  
 

 

 
 

Auxiliary Memberships 
  

Institutional Fellow of Open Association of Research Society (USA)-OARS (USA)
Global Journals Incorporation (USA) is accredited by Open Association of Research 
Society, U.S.A (OARS) and in turn, affiliates research institutions as “Institutional 
Fellow of Open Association of Research Society” (IFOARS).
The “FARSC” is a dignified title which is accorded to a person’s name viz. Dr. John E. 
Hall, Ph.D., FARSC or William Walldroff, M.S., FARSC.
The IFOARS institution is entitled to form a Board comprised of one Chairperson and three to five 
board members preferably from different streams. The Board will be recognized as “Institutional 
Board of Open Association of Research Society”-(IBOARS).

The Institute will be entitled to following benefits:

The IBOARS can initially review research papers of their institute and recommend 
them to publish with respective journal of Global Journals. It can also review the 
papers of other institutions after obtaining our consent. The second review will be 
done by peer reviewer of Global Journals Incorporation (USA) 
The Board is at liberty to appoint a peer reviewer with the approval of chairperson 
after consulting us. 
The author fees of such paper may be waived off up to 40%.

The Global Journals Incorporation (USA) at its discretion can also refer double blind 
peer reviewed paper at their end to the board for the verification and to get 
recommendation for final stage of acceptance of publication.

The IBOARS can organize symposium/seminar/conference in their country on behalf of 
Global Journals Incorporation (USA)-OARS (USA). The terms and conditions can be 
discussed separately.
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The Board can also play vital role by exploring and giving valuable suggestions 
regarding the Standards of “Open Association of Research Society, U.S.A (OARS)” so 
that proper amendment can take place for the benefit of entire research community. 
We shall provide details of particular standard only on receipt of request from the 
Board.

The board members can also join us as Individual Fellow with 40% discount on total 
fees applicable to Individual Fellow. They will be entitled to avail all the benefits as 
declared. Please visit Individual Fellow-sub menu of GlobalJournals.org to have more 
relevant details.
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We shall provide you intimation regarding launching of e-version of journal of your stream time to 
time. This may be utilized in your library for the enrichment of knowledge of your students as well as it 
can also be helpful for the concerned faculty members.

After nomination of your institution as “Institutional Fellow” and constantly 
functioning successfully for one year, we can consider giving recognition to your 
institute to function as Regional/Zonal office on our behalf.
The board can also take up the additional allied activities for betterment after our 
consultation.

The following entitlements are applicable to individual Fellows:

Open Association of Research Society, U.S.A (OARS) By-laws states that an individual 
Fellow may use the designations as applicable, or the corresponding initials. The 
Credentials of individual Fellow and Associate designations signify that the individual 
has gained knowledge of the fundamental concepts. One is magnanimous and 
proficient in an expertise course covering the professional code of conduct, and 
follows recognized standards of practice.

Open Association of Research Society (US)/ Global Journals Incorporation (USA), as 
described in Corporate Statements, are educational, research publishing and 
professional membership organizations. Achieving our individual Fellow or Associate 
status is based mainly on meeting stated educational research requirements.

Disbursement of 40% Royalty earned through Global Journals : Researcher = 50%, Peer 
Reviewer = 37.50%, Institution = 12.50% E.g. Out of 40%, the 20% benefit should be 
passed on to researcher, 15 % benefit towards remuneration should be given to a 
reviewer and remaining 5% is to be retained by the institution.

We shall provide print version of 12 issues of any three journals [as per your requirement] out of our 
38 journals worth $ 2376 USD.                                                   
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The individual Fellow and Associate designations accredited by Open Association of Research 
Society (US) credentials signify guarantees following achievements:

 The professional accredited with Fellow honor, is entitled to various benefits viz. name, fame, 
honor, regular flow of income, secured bright future, social status etc.
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 In addition to above, if one is single author, then entitled to 40% discount on publishing 
research paper and can get 10%discount if one is co-author or main author among group of 
authors.

 The Fellow can organize symposium/seminar/conference on behalf of Global Journals 
Incorporation (USA) and he/she can also attend the same organized by other institutes on 
behalf of Global Journals.

 The Fellow can become member of Editorial Board Member after completing 3yrs.
 The Fellow can earn 60% of sales proceeds from the sale of reference/review 

books/literature/publishing of research paper.
 Fellow can also join as paid peer reviewer and earn 15% remuneration of author charges and 

can also get an opportunity to join as member of the Editorial Board of Global Journals 
Incorporation (USA)

 • This individual has learned the basic methods of applying those concepts and techniques to 
common challenging situations. This individual has further demonstrated an in–depth 
understanding of the application of suitable techniques to a particular area of research 
practice.

 In future, if the board feels the necessity to change any board member, the same can be done with 
the consent of the chairperson along with anyone board member without our approval.

 In case, the chairperson needs to be replaced then consent of 2/3rd board members are required 
and they are also required to jointly pass the resolution copy of which should be sent to us. In such 
case, it will be compulsory to obtain our approval before replacement.

 In case of “Difference of Opinion [if any]” among the Board members, our decision will be final and 
binding to everyone.                                                                                                                                             
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Process of submission of Research Paper     
  

The Area or field of specialization may or may not be of any category as mentioned in 
‘Scope of Journal’ menu of the GlobalJournals.org website. There are 37 Research 
Journal categorized with Six parental Journals GJCST, GJMR, GJRE, GJMBR, GJSFR, 
GJHSS. For Authors should prefer the mentioned categories. There are three widely 
used systems UDC, DDC and LCC. The details are available as ‘Knowledge Abstract’ at 
Home page. The major advantage of this coding is that, the research work will be 
exposed to and shared with all over the world as we are being abstracted and indexed 
worldwide. 

The paper should be in proper format. The format can be downloaded from first page of 
‘Author Guideline’ Menu. The Author is expected to follow the general rules as 
mentioned in this menu. The paper should be written in MS-Word Format 
(*.DOC,*.DOCX). 

The Author can submit the paper either online or offline. The authors should prefer 
online submission.Online Submission: There are three ways to submit your paper:

(A) (I) First, register yourself using top right corner of Home page then Login. If you 
are already registered, then login using your username and password. 

      (II) Choose corresponding Journal.

      (III) Click ‘Submit Manuscript’.  Fill required information and Upload the paper.

(B) If you are using Internet Explorer, then Direct Submission through Homepage is 
also available.

(C) If these two are not convenient, and then email the paper directly to 
dean@globaljournals.org. 

Offline Submission: Author can send the typed form of paper by Post. However, online 
submission should be preferred.
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Preferred Author Guidelines   

MANUSCRIPT STYLE INSTRUCTION (Must be strictly followed)

Page Size: 8.27" X 11'"

• Left Margin: 0.65
• Right Margin: 0.65
• Top Margin: 0.75
• Bottom Margin: 0.75
• Font type of all text should be Swis 721 Lt BT.
• Paper Title should be of Font Size 24 with one Column section.
• Author Name in Font Size of 11 with one column as of Title.
• Abstract Font size of 9 Bold, “Abstract” word in Italic Bold.
• Main Text: Font size 10 with justified two columns section
• Two Column with Equal Column with of 3.38 and Gaping of .2
• First Character must be three lines Drop capped.
• Paragraph before Spacing of 1 pt and After of 0 pt.
• Line Spacing of 1 pt
• Large Images must be in One Column
• Numbering of First Main Headings (Heading 1) must be in Roman Letters, Capital Letter, and Font Size of 10.
• Numbering of Second Main Headings (Heading 2) must be in Alphabets, Italic, and Font Size of 10.

You can use your own standard format also.
Author Guidelines:

1. General,

2. Ethical Guidelines,

3. Submission of Manuscripts,

4. Manuscript’s Category,

5. Structure and Format of Manuscript,

6. After Acceptance.

1. GENERAL

Before submitting your research paper, one is advised to go through the details as mentioned in following heads. It will be beneficial, 
while peer reviewer justify your paper for publication.

Scope

The Global Journals Inc. (US) welcome the submission of original paper, review paper, survey article relevant to the all the streams of 
Philosophy and knowledge. The Global Journals Inc. (US) is parental platform for Global Journal of Computer Science and Technology, 
Researches in Engineering, Medical Research, Science Frontier Research, Human Social Science, Management, and Business organization. 
The choice of specific field can be done otherwise as following in Abstracting and Indexing Page on this Website. As the all Global 
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Journals Inc. (US) are being abstracted and indexed (in process) by most of the reputed organizations. Topics of only narrow interest will 
not be accepted unless they have wider potential or consequences.

2. ETHICAL GUIDELINES

Authors should follow the ethical guidelines as mentioned below for publication of research paper and research activities.

Papers are accepted on strict understanding that the material in whole or in part has not been, nor is being, considered for publication 
elsewhere. If the paper once accepted by Global Journals Inc. (US) and Editorial Board, will become the copyright of the Global Journals 
Inc. (US). 

Authorship: The authors and coauthors should have active contribution to conception design, analysis and interpretation of findings. 
They should critically review the contents and drafting of the paper. All should approve the final version of the paper before 
submission

The Global Journals Inc. (US) follows the definition of authorship set up by the Global Academy of Research and Development. According 
to the Global Academy of R&D authorship, criteria must be based on:

1) Substantial contributions to conception and acquisition of data, analysis and interpretation of the findings.

2) Drafting the paper and revising it critically regarding important academic content.

3) Final approval of the version of the paper to be published.

All authors should have been credited according to their appropriate contribution in research activity and preparing paper. Contributors 
who do not match the criteria as authors may be mentioned under Acknowledgement.

Acknowledgements: Contributors to the research other than authors credited should be mentioned under acknowledgement. The 
specifications of the source of funding for the research if appropriate can be included. Suppliers of resources may be mentioned along 
with address.

Appeal of Decision: The Editorial Board’s decision on publication of the paper is final and cannot be appealed elsewhere.

Permissions: It is the author's responsibility to have prior permission if all or parts of earlier published illustrations are used in this 
paper.

Please mention proper reference and appropriate acknowledgements wherever expected.

If all or parts of previously published illustrations are used, permission must be taken from the copyright holder concerned. It is the 
author's responsibility to take these in writing.

Approval for reproduction/modification of any information (including figures and tables) published elsewhere must be obtained by the 
authors/copyright holders before submission of the manuscript. Contributors (Authors) are responsible for any copyright fee involved.

3. SUBMISSION OF MANUSCRIPTS

Manuscripts should be uploaded via this online submission page. The online submission is most efficient method for submission of 
papers, as it enables rapid distribution of manuscripts and consequently speeds up the review procedure. It also enables authors to 
know the status of their own manuscripts by emailing us. Complete instructions for submitting a paper is available below.

Manuscript submission is a systematic procedure and little preparation is required beyond having all parts of your manuscript in a given 
format and a computer with an Internet connection and a Web browser. Full help and instructions are provided on-screen. As an author, 
you will be prompted for login and manuscript details as Field of Paper and then to upload your manuscript file(s) according to the 
instructions.

                   

© Copyright by Global Journals Inc.(US)| Guidelines Handbook

                   

 X



 

 
 

 
 

 

 

 

 

 

 

 
 

 

 
 

 

 

To avoid postal delays, all transaction is preferred by e-mail. A finished manuscript submission is confirmed by e-mail immediately and 
your paper enters the editorial process with no postal delays. When a conclusion is made about the publication of your paper by our 
Editorial Board, revisions can be submitted online with the same procedure, with an occasion to view and respond to all comments.

Complete support for both authors and co-author is provided.

4. MANUSCRIPT’S CATEGORY

Based on potential and nature, the manuscript can be categorized under the following heads:

Original research paper: Such papers are reports of high-level significant original research work.

Review papers: These are concise, significant but helpful and decisive topics for young researchers.

Research articles: These are handled with small investigation and applications

Research letters: The letters are small and concise comments on previously published matters.

5.STRUCTURE AND FORMAT OF MANUSCRIPT

The recommended size of original research paper is less than seven thousand words, review papers fewer than seven thousands words 
also.Preparation of research paper or how to write research paper, are major hurdle, while writing manuscript. The research articles and 
research letters should be fewer than three thousand words, the structure original research paper; sometime review paper should be as 
follows:

Papers: These are reports of significant research (typically less than 7000 words equivalent, including tables, figures, references), and 
comprise:

(a)Title should be relevant and commensurate with the theme of the paper.

(b) A brief Summary, “Abstract” (less than 150 words) containing the major results and conclusions.

(c) Up to ten keywords, that precisely identifies the paper's subject, purpose, and focus.

(d) An Introduction, giving necessary background excluding subheadings; objectives must be clearly declared.

(e) Resources and techniques with sufficient complete experimental details (wherever possible by reference) to permit repetition; 
sources of information must be given and numerical methods must be specified by reference, unless non-standard. 

(f) Results should be presented concisely, by well-designed tables and/or figures; the same data may not be used in both; suitable 
statistical data should be given. All data must be obtained with attention to numerical detail in the planning stage. As reproduced design 
has been recognized to be important to experiments for a considerable time, the Editor has decided that any paper that appears not to 
have adequate numerical treatments of the data will be returned un-refereed;

(g) Discussion should cover the implications and consequences, not just recapitulating the results; conclusions should be summarizing.

(h) Brief Acknowledgements.

(i) References in the proper form.

Authors should very cautiously consider the preparation of papers to ensure that they communicate efficiently. Papers are much more 
likely to be accepted, if they are cautiously designed and laid out, contain few or no errors, are summarizing, and be conventional to the 
approach and instructions. They will in addition, be published with much less delays than those that require much technical and editorial 
correction.
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The Editorial Board reserves the right to make literary corrections and to make suggestions to improve briefness.

It is vital, that authors take care in submitting a manuscript that is written in simple language and adheres to published guidelines.

Format

Language: The language of publication is UK English. Authors, for whom English is a second language, must have their manuscript 
efficiently edited by an English-speaking person before submission to make sure that, the English is of high excellence. It is preferable, 
that manuscripts should be professionally edited.

Standard Usage, Abbreviations, and Units: Spelling and hyphenation should be conventional to The Concise Oxford English Dictionary. 
Statistics and measurements should at all times be given in figures, e.g. 16 min, except for when the number begins a sentence. When 
the number does not refer to a unit of measurement it should be spelt in full unless, it is 160 or greater.

Abbreviations supposed to be used carefully. The abbreviated name or expression is supposed to be cited in full at first usage, followed 
by the conventional abbreviation in parentheses.

Metric SI units are supposed to generally be used excluding where they conflict with current practice or are confusing. For illustration, 
1.4 l rather than 1.4 × 10-3 m3, or 4 mm somewhat than 4 × 10-3 m. Chemical formula and solutions must identify the form used, e.g. 
anhydrous or hydrated, and the concentration must be in clearly defined units. Common species names should be followed by 
underlines at the first mention. For following use the generic name should be constricted to a single letter, if it is clear.

Structure

All manuscripts submitted to Global Journals Inc. (US), ought to include:

Title: The title page must carry an instructive title that reflects the content, a running title (less than 45 characters together with spaces), 
names of the authors and co-authors, and the place(s) wherever the work was carried out. The full postal address in addition with the e-
mail address of related author must be given. Up to eleven keywords or very brief phrases have to be given to help data retrieval, mining 
and indexing.

Abstract, used in Original Papers and Reviews:

Optimizing Abstract for Search Engines

Many researchers searching for information online will use search engines such as Google, Yahoo or similar. By optimizing your paper for 
search engines, you will amplify the chance of someone finding it. This in turn will make it more likely to be viewed and/or cited in a 
further work. Global Journals Inc. (US) have compiled these guidelines to facilitate you to maximize the web-friendliness of the most 
public part of your paper.

Key Words

A major linchpin in research work for the writing research paper is the keyword search, which one will employ to find both library and 
Internet resources.

One must be persistent and creative in using keywords. An effective keyword search requires a strategy and planning a list of possible 
keywords and phrases to try.

Search engines for most searches, use Boolean searching, which is somewhat different from Internet searches. The Boolean search uses
"operators," words (and, or, not, and near) that enable you to expand or narrow your affords. Tips for research paper while preparing 
research paper are very helpful guideline of research paper.

Choice of key words is first tool of tips to write research paper. Research paper writing is an art.A few tips for deciding as strategically as 
possible about keyword search:                                                                                                               
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One should start brainstorming lists of possible keywords before even begin searching. Think about the most 
important concepts related to research work. Ask, "What words would a source have to include to be truly 
valuable in research paper?" Then consider synonyms for the important words. 
It may take the discovery of only one relevant paper to let steer in the right keyword direction because in most 
databases, the keywords under which a research paper is abstracted are listed with the paper. 
One should avoid outdated words. 

Keywords are the key that opens a door to research work sources. Keyword searching is an art in which researcher's skills are 
bound to improve with experience and time. 

 Numerical Methods: Numerical methods used should be clear and, where appropriate, supported by references. 

Acknowledgements: Please make these as concise as possible. 

 References 

References follow the Harvard scheme of referencing. References in the text should cite the authors' names followed by the time of their 
publication, unless there are three or more authors when simply the first author's name is quoted followed by et al. unpublished work 
has to only be cited where necessary, and only in the text. Copies of references in press in other journals have to be supplied with 
submitted typescripts. It is necessary that all citations and references be carefully checked before submission, as mistakes or omissions 
will cause delays. 

References to information on the World Wide Web can be given, but only if the information is available without charge to readers on an 
official site. Wikipedia and Similar websites are not allowed where anyone can change the information. Authors will be asked to make 
available electronic copies of the cited information for inclusion on the Global Journals Inc. (US) homepage at the judgment of the 
Editorial Board. 

The Editorial Board and Global Journals Inc. (US) recommend that, citation of online-published papers and other material should be done 
via a DOI (digital object identifier). If an author cites anything, which does not have a DOI, they run the risk of the cited material not 
being noticeable. 

The Editorial Board and Global Journals Inc. (US) recommend the use of a tool such as Reference Manager for reference management 
and formatting. 

 Tables, Figures and Figure Legends 

Tables: Tables should be few in number, cautiously designed, uncrowned, and include only essential data. Each must have an Arabic 
number, e.g. Table 4, a self-explanatory caption and be on a separate sheet. Vertical lines should not be used. 

Figures: Figures are supposed to be submitted as separate files. Always take in a citation in the text for each figure using Arabic numbers, 
e.g. Fig. 4. Artwork must be submitted online in electronic form by e-mailing them. 

 Preparation of Electronic Figures for Publication 

Even though low quality images are sufficient for review purposes, print publication requires high quality images to prevent the final 
product being blurred or fuzzy. Submit (or e-mail) EPS (line art) or TIFF (halftone/photographs) files only. MS PowerPoint and Word 
Graphics are unsuitable for printed pictures. Do not use pixel-oriented software. Scans (TIFF only) should have a resolution of at least 350 
dpi (halftone) or 700 to 1100 dpi (line drawings) in relation to the imitation size. Please give the data for figures in black and white or 
submit a Color Work Agreement Form. EPS files must be saved with fonts embedded (and with a TIFF preview, if possible). 

For scanned images, the scanning resolution (at final image size) ought to be as follows to ensure good reproduction: line art: >650 dpi; 
halftones (including gel photographs) : >350 dpi; figures containing both halftone and line images: >650 dpi. 

Color Charges: It is the rule of the Global Journals Inc. (US) for authors to pay the full cost for the reproduction of their color artwork.
Hence, please note that, if there is color artwork in your manuscript when it is accepted for publication, we would require you to 
complete and return a color work agreement form before your paper can be published. 
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Figure Legends: Self-explanatory legends of all figures should be incorporated separately under the heading 'Legends to Figures'. In the 
full-text online edition of the journal, figure legends may possibly be truncated in abbreviated links to the full screen version. Therefore, 
the first 100 characters of any legend should notify the reader, about the key aspects of the figure. 

6. AFTER ACCEPTANCE

Upon approval of a paper for publication, the manuscript will be forwarded to the dean, who is responsible for the publication of the 
Global Journals Inc. (US). 

6.1 Proof Corrections

The corresponding author will receive an e-mail alert containing a link to a website or will be attached. A working e-mail address must 
therefore be provided for the related author. 

Acrobat Reader will be required in order to read this file. This software can be downloaded 

(Free of charge) from the following website: 

www.adobe.com/products/acrobat/readstep2.html. This will facilitate the file to be opened, read on screen, and printed out in order for 
any corrections to be added. Further instructions will be sent with the proof. 

Proofs must be returned to the dean at dean@globaljournals.org within three days of receipt. 

As changes to proofs are costly, we inquire that you only correct typesetting errors. All illustrations are retained by the publisher. Please 
note that the authors are responsible for all statements made in their work, including changes made by the copy editor. 

6.2 Early View of Global Journals Inc. (US) (Publication Prior to Print)

The Global Journals Inc. (US) are enclosed by our publishing's Early View service. Early View articles are complete full-text articles sent in 
advance of their publication. Early View articles are absolute and final. They have been completely reviewed, revised and edited for 
publication, and the authors' final corrections have been incorporated. Because they are in final form, no changes can be made after 
sending them. The nature of Early View articles means that they do not yet have volume, issue or page numbers, so Early View articles 
cannot be cited in the conventional way. 

6.3 Author Services

Online production tracking is available for your article through Author Services. Author Services enables authors to track their article - 
once it has been accepted - through the production process to publication online and in print. Authors can check the status of their 
articles online and choose to receive automated e-mails at key stages of production. The authors will receive an e-mail with a unique link 
that enables them to register and have their article automatically added to the system. Please ensure that a complete e-mail address is 
provided when submitting the manuscript. 

6.4 Author Material Archive Policy

Please note that if not specifically requested, publisher will dispose off hardcopy & electronic information submitted, after the two 
months of publication. If you require the return of any information submitted, please inform the Editorial Board or dean as soon as 
possible. 

6.5 Offprint and Extra Copies

A PDF offprint of the online-published article will be provided free of charge to the related author, and may be distributed according to 
the Publisher's terms and conditions. Additional paper offprint may be ordered by emailing us at: editor@globaljournals.org . 

You must strictly follow above Author Guidelines before submitting your paper or else we will not at all be responsible for any
corrections in future in any of the way.
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2. Evaluators are human: First thing to remember that evaluators are also human being. They are not only meant for rejecting a paper. 
They are here to evaluate your paper. So, present your Best. 

3. Think Like Evaluators: If you are in a confusion or getting demotivated that your paper will be accepted by evaluators or not, then 
think and try to evaluate your paper like an Evaluator. Try to understand that what an evaluator wants in your research paper and 
automatically you will have your answer. 

4. Make blueprints of paper: The outline is the plan or framework that will help you to arrange your thoughts. It will make your paper 
logical. But remember that all points of your outline must be related to the topic you have chosen.  

5. Ask your Guides: If you are having any difficulty in your research, then do not hesitate to share your difficulty to your guide (if you 
have any). They will surely help you out and resolve your doubts. If you can't clarify what exactly you require for your work then ask the 
supervisor to help you with the alternative. He might also provide you the list of essential readings. 

6. Use of computer is recommended: As you are doing research in the field of Computer Science, then this point is quite obvious. 

7. Use right software: Always use good quality software packages. If you are not capable to judge good software then you can lose 
quality of your paper unknowingly. There are various software programs available to help you, which you can get through Internet. 

8. Use the Internet for help: An excellent start for your paper can be by using the Google. It is an excellent search engine, where you can 
have your doubts resolved. You may also read some answers for the frequent question how to write my research paper or find model 
research paper. From the internet library you can download books. If you have all required books make important reading selecting and 
analyzing the specified information. Then put together research paper sketch out. 

9. Use and get big pictures: Always use encyclopedias, Wikipedia to get pictures so that you can go into the depth. 

10. Bookmarks are useful: When you read any book or magazine, you generally use bookmarks, right! It is a good habit, which helps to 
not to lose your continuity. You should always use bookmarks while searching on Internet also, which will make your search easier. 

Before start writing a good quality Computer Science Research Paper, let us first understand what is Computer Science Research Paper? 
So, Computer Science Research Paper is the paper which is written by professionals or scientists who are associated to Computer Science 
and Information Technology, or doing research study in these areas. If you are novel to this field then you can consult about this field 
from your supervisor or guide.

TECHNIQUES FOR WRITING A GOOD QUALITY RESEARCH PAPER:

1. Choosing the topic: In most cases, the topic is searched by the interest of author but it can be also suggested by the guides. You can 
have several topics and then you can judge that in which topic or subject you are finding yourself most comfortable. This can be done by 
asking several questions to yourself, like Will I be able to carry our search in this area? Will I find all necessary recourses to accomplish 
the search? Will I be able to find all information in this field area? If the answer of these types of questions will be "Yes" then you can 
choose that topic. In most of the cases, you may have to conduct the surveys and have to visit several places because this field is related 
to Computer Science and Information Technology. Also, you may have to do a lot of work to find all rise and falls regarding the various 
data of that subject. Sometimes, detailed information plays a vital role, instead of short information.

11. Revise what you wrote: When you write anything, always read it, summarize it and then finalize it. 
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16. Use proper verb tense: Use proper verb tenses in your paper. Use past tense, to present those events that happened. Use present 
tense to indicate events that are going on. Use future tense to indicate future happening events. Use of improper and wrong tenses will 
confuse the evaluator. Avoid the sentences that are incomplete. 

17. Never use online paper: If you are getting any paper on Internet, then never use it as your research paper because it might be 
possible that evaluator has already seen it or maybe it is outdated version.  

18. Pick a good study spot: To do your research studies always try to pick a spot, which is quiet. Every spot is not for studies. Spot that 
suits you choose it and proceed further. 

19. Know what you know: Always try to know, what you know by making objectives. Else, you will be confused and cannot achieve your 
target. 

20. Use good quality grammar: Always use a good quality grammar and use words that will throw positive impact on evaluator. Use of 
good quality grammar does not mean to use tough words, that for each word the evaluator has to go through dictionary. Do not start 
sentence with a conjunction. Do not fragment sentences. Eliminate one-word sentences. Ignore passive voice. Do not ever use a big 
word when a diminutive one would suffice. Verbs have to be in agreement with their subjects. Prepositions are not expressions to finish 
sentences with. It is incorrect to ever divide an infinitive. Avoid clichés like the disease. Also, always shun irritating alliteration. Use 
language that is simple and straight forward. put together a neat summary. 

21. Arrangement of information: Each section of the main body should start with an opening sentence and there should be a 
changeover at the end of the section. Give only valid and powerful arguments to your topic. You may also maintain your arguments with 
records. 

22. Never start in last minute: Always start at right time and give enough time to research work. Leaving everything to the last minute 
will degrade your paper and spoil your work. 

23. Multitasking in research is not good: Doing several things at the same time proves bad habit in case of research activity. Research is 
an area, where everything has a particular time slot. Divide your research work in parts and do particular part in particular time slot. 

24. Never copy others' work: Never copy others' work and give it your name because if evaluator has seen it anywhere you will be in 
trouble. 

25. Take proper rest and food: No matter how many hours you spend for your research activity, if you are not taking care of your health 
then all your efforts will be in vain. For a quality research, study is must, and this can be done by taking proper rest and food.  

26. Go for seminars: Attend seminars if the topic is relevant to your research area. Utilize all your resources. 

12. Make all efforts: Make all efforts to mention what you are going to write in your paper. That means always have a good start. Try to 
mention everything in introduction, that what is the need of a particular research paper. Polish your work by good skill of writing and 
always give an evaluator, what he wants. 

13. Have backups: When you are going to do any important thing like making research paper, you should always have backup copies of it 
either in your computer or in paper. This will help you to not to lose any of your important. 

14. Produce good diagrams of your own: Always try to include good charts or diagrams in your paper to improve quality. Using several 
and unnecessary diagrams will degrade the quality of your paper by creating "hotchpotch." So always, try to make and include those 
diagrams, which are made by your own to improve readability and understandability of your paper. 

15. Use of direct quotes: When you do research relevant to literature, history or current affairs then use of quotes become essential but 
if study is relevant to science then use of quotes is not preferable.  
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sufficient. Use words properly, regardless of how others use them. Remove quotations. Puns are for kids, not grunt readers. 
Amplification is a billion times of inferior quality than sarcasm. 

32. Never oversimplify everything: To add material in your research paper, never go for oversimplification. This will definitely irritate the 
evaluator. Be more or less specific. Also too, by no means, ever use rhythmic redundancies. Contractions aren't essential and shouldn't 
be there used. Comparisons are as terrible as clichés. Give up ampersands and abbreviations, and so on. Remove commas, that are, not 
necessary. Parenthetical words however should be together with this in commas. Understatement is all the time the complete best way 
to put onward earth-shaking thoughts. Give a detailed literary review. 

33. Report concluded results: Use concluded results. From raw data, filter the results and then conclude your studies based on 
measurements and observations taken. Significant figures and appropriate number of decimal places should be used. Parenthetical
remarks are prohibitive. Proofread carefully at final stage. In the end give outline to your arguments. Spot out perspectives of further 
study of this subject. Justify your conclusion by at the bottom of them with sufficient justifications and examples. 

34. After conclusion: Once you have concluded your research, the next most important step is to present your findings. Presentation is 
extremely important as it is the definite medium though which your research is going to be in print to the rest of the crowd. Care should 
be taken to categorize your thoughts well and present them in a logical and neat manner. A good quality research paper format is 
essential because it serves to highlight your research paper and bring to light all necessary aspects in your research.

Key points to remember:  

Submit all work in its final form.
Write your paper in the form, which is presented in the guidelines using the template. 
Please note the criterion for grading the final paper by peer-reviewers.

Final Points:  

A purpose of organizing a research paper is to let people to interpret your effort selectively. The journal requires the following sections, 
submitted in the order listed, each section to start on a new page.  

The introduction will be compiled from reference matter and will reflect the design processes or outline of basis that direct you to make 
study. As you will carry out the process of study, the method and process section will be constructed as like that. The result segment will 
show related statistics in nearly sequential order and will direct the reviewers next to the similar intellectual paths throughout the data 
that you took to carry out your study. The discussion section will provide understanding of the data and projections as to the implication 
of the results. The use of good quality references all through the paper will give the effort trustworthiness by representing an alertness 
of prior workings. 

27. Refresh your mind after intervals: Try to give rest to your mind by listening to soft music or by sleeping in intervals. This will also 
improve your memory. 

28. Make colleagues: Always try to make colleagues. No matter how sharper or intelligent you are, if you make colleagues you can have 
several ideas, which will be helpful for your research. 

Think technically: Always think technically. If anything happens, then search its reasons, its benefits, and demerits. 

30. Think and then print: When you will go to print your paper, notice that tables are not be split, headings are not detached from their 
descriptions, and page sequence is maintained.  

31. Adding unnecessary information: Do not add unnecessary information, like, I have used MS Excel to draw graph. Do not add 
irrelevant and inappropriate material. These all will create superfluous. Foreign terminology and phrases are not apropos. One should 
NEVER take a broad view. Analogy in script is like feathers on a snake. Not at all use a large word when a very small one would be                    

29.
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Separating a table/chart or figure - impound each figure/table to a single page 
Submitting a manuscript with pages out of sequence

In every sections of your document

· Use standard writing style including articles ("a", "the," etc.) 

· Keep on paying attention on the research topic of the paper 

· Use paragraphs to split each significant point (excluding for the abstract) 

· Align the primary line of each section 

· Present your points in sound order 

· Use present tense to report well accepted  

· Use past tense to describe specific results  

· Shun familiar wording, don't address the reviewer directly, and don't use slang, slang language, or superlatives  

· Shun use of extra pictures - include only those figures essential to presenting results 

Title Page: 

Choose a revealing title. It should be short. It should not have non-standard acronyms or abbreviations. It should not exceed two printed 
lines. It should include the name(s) and address (es) of all authors. 

Writing a research paper is not an easy job no matter how trouble-free the actual research or concept. Practice, excellent preparation, 
and controlled record keeping are the only means to make straightforward the progression.  

General style: 

Specific editorial column necessities for compliance of a manuscript will always take over from directions in these general guidelines. 

To make a paper clear 

· Adhere to recommended page limits 

Mistakes to evade 

Insertion a title at the foot of a page with the subsequent text on the next page

               

© Copyright by Global Journals Inc.(US)| Guidelines Handbook

   

XVIII



 

 

 

 

 

 
 

 
 

 

 

 

 

 

  

 
 

shortening the outcome. Sum up the study, with the subsequent elements in any summary. Try to maintain the initial two items to no 
more than one ruling each.  

Reason of the study - theory, overall issue, purpose 
Fundamental goal 
To the point depiction of the research
Consequences, including definite statistics - if the consequences are quantitative in nature, account quantitative data; results 
of any numerical analysis should be reported 
Significant conclusions or questions that track from the research(es)

Approach: 

Single section, and succinct
As a outline of job done, it is always written in past tense
A conceptual should situate on its own, and not submit to any other part of the paper such as a form or table
Center on shortening results - bound background information to a verdict or two, if completely necessary 
What you account in an conceptual must be regular with what you reported in the manuscript 
Exact spelling, clearness of sentences and phrases, and appropriate reporting of quantities (proper units, important statistics) 
are just as significant in an abstract as they are anywhere else 

Introduction:  

The Introduction should "introduce" the manuscript. The reviewer should be presented with sufficient background information to be 
capable to comprehend and calculate the purpose of your study without having to submit to other works. The basis for the study should 
be offered. Give most important references but shun difficult to make a comprehensive appraisal of the topic. In the introduction, 
describe the problem visibly. If the problem is not acknowledged in a logical, reasonable way, the reviewer will have no attention in your 
result. Speak in common terms about techniques used to explain the problem, if needed, but do not present any particulars about the 
protocols here. Following approach can create a valuable beginning: 

Explain the value (significance) of the study  
Shield the model - why did you employ this particular system or method? What is its compensation? You strength remark on its 
appropriateness from a abstract point of vision as well as point out sensible reasons for using it. 
Present a justification. Status your particular theory (es) or aim(s), and describe the logic that led you to choose them. 
Very for a short time explain the tentative propose and how it skilled the declared objectives.

Approach: 

Use past tense except for when referring to recognized facts. After all, the manuscript will be submitted after the entire job is 
done.  
Sort out your thoughts; manufacture one key point with every section. If you make the four points listed above, you will need a
least of four paragraphs. 

Abstract: 

The summary should be two hundred words or less. It should briefly and clearly explain the key findings reported in the manuscript--
must have precise statistics. It should not have abnormal acronyms or abbreviations. It should be logical in itself. Shun citing references 
at this point. 

An abstract is a brief distinct paragraph summary of finished work or work in development. In a minute or less a reviewer can be taught 
the foundation behind the study, common approach to the problem, relevant results, and significant conclusions or new questions.  

Write your summary when your paper is completed because how can you write the summary of anything which is not yet written? 
Wealth of terminology is very essential in abstract. Yet, use comprehensive sentences and do not let go readability for briefness. You can 
maintain it succinct by phrasing sentences so that they provide more than lone rationale. The author can at this moment go straight to 
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principle while stating the situation. The purpose is to text all particular resources and broad procedures, so that another person may 
use some or all of the methods in one more study or referee the scientific value of your work. It is not to be a step by step report of the 
whole thing you did, nor is a methods section a set of orders. 

Materials: 

Explain materials individually only if the study is so complex that it saves liberty this way. 
Embrace particular materials, and any tools or provisions that are not frequently found in laboratories. 
Do not take in frequently found. 
If use of a definite type of tools. 
Materials may be reported in a part section or else they may be recognized along with your measures.

Methods:  

Report the method (not particulars of each process that engaged the same methodology)
Describe the method entirely
To be succinct, present methods under headings dedicated to specific dealings or groups of measures 
Simplify - details how procedures were completed not how they were exclusively performed on a particular day. 
If well known procedures were used, account the procedure by name, possibly with reference, and that's all. 

Approach:  

It is embarrassed or not possible to use vigorous voice when documenting methods with no using first person, which would 
focus the reviewer's interest on the researcher rather than the job. As a result when script up the methods most authors use 
third person passive voice.
Use standard style in this and in every other part of the paper - avoid familiar lists, and use full sentences. 

What to keep away from 

Resources and methods are not a set of information. 
Skip all descriptive information and surroundings - save it for the argument. 
Leave out information that is immaterial to a third party.

Results: 

The principle of a results segment is to present and demonstrate your conclusion. Create this part a entirely objective details of the 
outcome, and save all understanding for the discussion. 

The page length of this segment is set by the sum and types of data to be reported. Carry on to be to the point, by means of statistics and 
tables, if suitable, to present consequences most efficiently.You must obviously differentiate material that would usually be incorporated 
in a study editorial from any unprocessed data or additional appendix matter that would not be available. In fact, such matter should not 
be submitted at all except requested by the instructor. 

Present surroundings information only as desirable in order hold up a situation. The reviewer does not desire to read the
whole thing you know about a topic.
Shape the theory/purpose specifically - do not take a broad view. 
As always, give awareness to spelling, simplicity and correctness of sentences and phrases. 

Procedures (Methods and Materials): 

This part is supposed to be the easiest to carve if you have good skills. A sound written Procedures segment allows a capable scientist to 
replacement your results. Present precise information about your supplies. The suppliers and clarity of reagents can be helpful bits of 
information. Present methods in sequential order but linked methodologies can be grouped as a segment. Be concise when relating the 
protocols. Attempt for the least amount of information that would permit another capable scientist to spare your outcome but be
cautious that vital information is integrated. The use of subheadings is suggested and ought to be synchronized with the results section. 
When a technique is used that has been well described in another object, mention the specific item describing a way but draw the basic 
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Do not present the similar data more than once. 
Manuscript should complement any figures or tables, not duplicate the identical information.
Never confuse figures with tables - there is a difference. 

Approach 
As forever, use past tense when you submit to your results, and put the whole thing in a reasonable order.
Put figures and tables, appropriately numbered, in order at the end of the report  
If you desire, you may place your figures and tables properly within the text of your results part. 

Figures and tables 
If you put figures and tables at the end of the details, make certain that they are visibly distinguished from any attach appendix 
materials, such as raw facts 
Despite of position, each figure must be numbered one after the other and complete with subtitle  
In spite of position, each table must be titled, numbered one after the other and complete with heading 
All figure and table must be adequately complete that it could situate on its own, divide from text 

Discussion: 

The Discussion is expected the trickiest segment to write and describe. A lot of papers submitted for journal are discarded based on
problems with the Discussion. There is no head of state for how long a argument should be. Position your understanding of the outcome
visibly to lead the reviewer through your conclusions, and then finish the paper with a summing up of the implication of the study. The
purpose here is to offer an understanding of your results and hold up for all of your conclusions, using facts from your research and
generally accepted information, if suitable. The implication of result should be visibly described. 
Infer your data in the conversation in suitable depth. This means that when you clarify an observable fact you must explain mechanisms
that may account for the observation. If your results vary from your prospect, make clear why that may have happened. If your results
agree, then explain the theory that the proof supported. It is never suitable to just state that the data approved with prospect, and let it
drop at that. 

Make a decision if each premise is supported, discarded, or if you cannot make a conclusion with assurance. Do not just dismiss
a study or part of a study as "uncertain." 
Research papers are not acknowledged if the work is imperfect. Draw what conclusions you can based upon the results that
you have, and take care of the study as a finished work  
You may propose future guidelines, such as how the experiment might be personalized to accomplish a new idea. 
Give details all of your remarks as much as possible, focus on mechanisms. 
Make a decision if the tentative design sufficiently addressed the theory, and whether or not it was correctly restricted. 
Try to present substitute explanations if sensible alternatives be present. 
One research will not counter an overall question, so maintain the large picture in mind, where do you go next? The best
studies unlock new avenues of study. What questions remain? 
Recommendations for detailed papers will offer supplementary suggestions.

Approach:  

When you refer to information, differentiate data generated by your own studies from available information 
Submit to work done by specific persons (including you) in past tense.  
Submit to generally acknowledged facts and main beliefs in present tense.  

Content 

Sum up your conclusion in text and demonstrate them, if suitable, with figures and tables.  
In manuscript, explain each of your consequences, point the reader to remarks that are most appropriate. 
Present a background, such as by describing the question that was addressed by creation an exacting study.
Explain results of control experiments and comprise remarks that are not accessible in a prescribed figure or table, if 
appropriate. 
Examine your data, then prepare the analyzed (transformed) data in the form of a figure (graph), table, or in manuscript form. 

What to stay away from 
Do not discuss or infer your outcome, report surroundings information, or try to explain anything. 
Not at all, take in raw data or intermediate calculations in a research manuscript.                    
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Do not give permission to anyone else to "PROOFREAD" your manuscript.

Methods to avoid Plagiarism is applied by us on every paper, if found guilty, you will be blacklisted by all of our collaborated
research groups, your institution will be informed for this and strict legal actions will be taken immediately.) 
To guard yourself and others from possible illegal use please do not permit anyone right to use to your paper and files. 

The major constraint is that you must independently make all content, tables, graphs, and facts that are offered in the paper.
You must write each part of the paper wholly on your own. The Peer-reviewers need to identify your own perceptive of the
concepts in your own terms. NEVER extract straight from any foundation, and never rephrase someone else's analysis. 

Please carefully note down following rules and regulation before submitting your Research Paper to Global Journals Inc. (US):  

Segment Draft and Final Research Paper: You have to strictly follow the template of research paper. If it is not done your paper may get
rejected.  
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CRITERION FOR GRADING A RESEARCH PAPER (COMPILATION)
BY GLOBAL JOURNALS INC. (US)

Please note that following table is only a Grading of "Paper Compilation" and not on "Performed/Stated Research" whose grading 

solely depends on Individual Assigned Peer Reviewer and Editorial Board Member. These can be available only on request and after 

decision of Paper. This report will be the property of Global Journals Inc. (US).

Topics Grades

A-B C-D E-F

Abstract

Clear and concise with 

appropriate content, Correct 

format. 200 words or below 

Unclear summary and no 

specific data, Incorrect form

Above 200 words 

No specific data with ambiguous 

information

Above 250 words

Introduction

Containing all background

details with clear goal and 

appropriate details, flow 

specification, no grammar

and spelling mistake, well 

organized sentence and 

paragraph, reference cited

Unclear and confusing data, 

appropriate format, grammar 

and spelling errors with

unorganized matter

Out of place depth and content, 

hazy format

Methods and 

Procedures

Clear and to the point with 

well arranged paragraph, 

precision and accuracy of 

facts and figures, well 

organized subheads

Difficult to comprehend with 

embarrassed text, too much 

explanation but completed 

Incorrect and unorganized 

structure with hazy meaning

Result

Well organized, Clear and 

specific, Correct units with 

precision, correct data, well 

structuring of paragraph, no 

grammar and spelling 

mistake

Complete and embarrassed 

text, difficult to comprehend

Irregular format with wrong facts 

and figures

Discussion

Well organized, meaningful

specification, sound 

conclusion, logical and 

concise explanation, highly 

structured paragraph 

reference cited 

Wordy, unclear conclusion, 

spurious

Conclusion is not cited, 

unorganized, difficult to 

comprehend 

References

Complete and correct 

format, well organized

Beside the point, Incomplete Wrong format and structuring
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C 

Conciliatory · 24, 25 
Concomitant · 62 

D 

Draconian · 25 

E 

Efficacious · 29, 30, 36, 70 
Estrangement · 10 
Expatriates · 1, 2, 7, 8, 10, 12 

 

 

G

 

Gubernatorial

 

· 27

 

H

 

Heuristic

 

· 20

 

 

   

L

 

Liaising

 

· 24

 

M

 

Mahalanobis

 

· 33
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Ramifications

 

· 51

 

S

 

Seminal

 

·
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Slaughter

 

· 64

 
  

V

 

Vindictive

 

· 69
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Palpable · 69
Persuasiveness · 27
Propensity · 11

Q

Quadrupled · 6
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