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Empirical Research on the Performance 
Evaluation of Logistics Enterprises 

Li Zhou α, Hong Zhang σ & Anjie Deng ρ 

Abstract-  The paper analyze the logistics enterprise’s financial 
date using factor analysis, and analysis to questionnaire 
investigation of financial data for analysis using the 
hierarchical，finally build the logistics enterprise performance 
evaluation index system，determined the different 
dimensions，the weight of each index between relations. The 
paper is through the empirical study of logistics 
enterprise，verify the feasibility of system building and 
simplicity. This paper proposed empirical analysis by 2013 
financial data of 11 logistics enterprises to verify feasibility and 
operability of index system, and proves that the index system 
can really evaluate the financial performance of logistics 
enterprises. 
Keywords: logistics enterprise，performance evaluation, 
analytic hierarchy process (AHP), factor analysis 
method (AHP), empirical analysis.. 

I. Introduction 

haw Arch was considered the first to propose the 
logistics concept, and the practical exploration of 
the scholars. In 1915 he first had a number of 

issues in the market circulation and pointed out that the 
important part of enterprise circulation was to create 
demand and logistics activities. The book also presents 
material after time or space transfer, will generate 
additional values, The activities of creating demand and 
supply of physical objects are the basis of balance and 
mutual existence, The lack of coordination between the 
creation of demand and logistics is the cause of major 
failure in the circulation activities. Although he did not 
specify the process of logistics activities, but still 
produced the basis for logistics theory and practice, 
namely, balance, coordination and interdependence. 

In 1935, the American sales association had the 
earliest definition of the logistics: distribution physical 
was the material and service that was produced in the 
activities of the production to the sales ground. 

In 1986, the American Association of logistics 
management will narrow the field of "physical 
distribution" changed to "logistics", the change 
exceeded the range of flow of goods, the logistics 
activities extended to the production field. 
 
Author α σ: School of Information, Beijing Wuzi University, Beijing, 
China. 
Author ρ: School of Banking and Finance, University of International 
Business and Economic, Beijing, China. 

e-mail: 514050209@qq.com

  

In 1998, the American Association of logistics 
management of logistics of the new definition is: 
logistics is to effective rate of the goods, services and 
related information from the source to point of 
consumption flow and storage, and plan of the whole 
process, implementation and control process. Its 
ultimate aim is to in order to meet the needs of the 
customers. The definition of logistics are more likely and 
the definition of logistics management, rather than the 
definition itself connotation of the concept of logistics, 
nevertheless, this definition still have the desirable and 
importance, because he emphasizes the logistics 
activities of objective and controllability. 

II. Empirical Research 

a) Data source 
Due to non-acquisition of the non-financial 

indicators, this paper selects the financial index taken as 
a case study, but the actual enterprise performance 
evaluation shall fully consider the enterprise non-
financial indicators. Only so the results of the evaluation 
will be more close to the real situation of the enterprise. 

In order to verify the correctness of the financial 
index system, 11 financial statements of the 2013 listed 
logistics enterprises were selected, and the factor 
analysis of the financial index X1-X11 was carried out.. 
These 11 enterprises are Wuzhou Communications (1), 
the Hong Kong Group (2), Tielong logistics (3), Delivery 
of shares (4), COSCO Shipping (5), Jinzhou Port (6), 
Lianyungang (7), Tianjin Port (8), Chiwan (9), Yingkou 
Port (10) and Henderson Daxin (11). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

S 
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Table 1 :  The original data in 2013 of 11 listed logistics enterprises

 

b) Data processing

 

The sample data are input into spss20.0 
software, and it is concluded that the correlation matrix 

of the following ten indicators. Standardize data, and the 
standardization of the data were analyzed by factor 
analysis. The findings are as follows:

 

           
Table 2 :  common factor variance

 

According to the variables common degree 
table 2, we can get that values of variable degree are 
relatively high, which reflects that most information on 

variables were extracted by the factor, and variable and 
common factors are closely related, so factor analysis 
result is effective.

 
 
 

Table 3 :
 

 

spherical test results

 

 

1X

 

2X

 

3X

 

4X

 

5X

 

6X

 

7X

 

8X

 

9X

 

10X

 

 

Main 
business 
profit 
margin

 

Cost

 

rate

 

Total

 

return 
on

 

asset

 

Net

 

assets

 

yield

 

Property

 

ratio

 

Assets

 

liability

 

ratio

 

Inventory

 

turnover

 

rate

 

Fixed

 

asset

 

turnover

 
 

Main

 

business

 

revenue

 

growth

 

rate

 

Net

 

profit

 

growth

 

rate

 

1 13.35

 

3.78

 

9.46

 

6.41

 

0.01

 

0.01

 

3.15

 

0.84

 

14.60

 

24.66

 

2 32.88

 

35.68

 

23.10

 

10.55

 

0.02

 

0.03

 

6.55

 

0.79

 

-0.77

 

7.47

 

3 14.64

 

14.47

 

27.38

 

9.70

 

0.05

 

0.05

 

2.00

 

2.47

 

4.05

 

-8.93

 

4 11.45

 

5.35

 

26.21

 

9.47

 

0.02

 

0.02

 

8.10

 

3.87

 

6.64

 

15.40

 

5 6.09

 

0.20

 

27.13

 

0.50

 

0.01

 

0.02

 

25.54

 

0.72

 

18.03

 

-3.71

 

6 26.73

 

13.66

 

13.27

 

2.75

 

0.01

 

0.02

 

30.80

 

0.27

 

57.84

 

21.57

 

7 24.50

 

12.16

 

25.36

 

5.04

 

0.01

 

0.02

 

77.05

 

0.80

 

-4.52

 

6.74

 

8 17.81

 

12.04

 

24.72

 

8.41

 

0.02

 

0.02

 

36.52

 

1.47

 

23.22

 

7.58

 

9 48.51

 

67.67

 

34.76

 

12.74

 

0.03

 

0.03

 

42.75

 

0.63

 

-0.17

 

4.34

 

10

 

32.42

 

22.54

 

25.10

 

5.23

 

0.02

 

0.03

 

46.83

 

0.31

 

7.13

 

2.37

 

11

 

45.64

 

53.98

 

35.71

 

5.73

 

0.04

 

0.05

 

239.67

 

0.29

 

-6.48

 

-24.07

 

 

Initial         

 

Extraction

 

Zscore(Main business profit margin)

 

1.000

 

        0.972

 

Zscore(Cost rate)

 

1.000

 

        0.974

 

Zscore(Total return in asset)

 

   1.000

 

        0.832

 

Zscore(Net assets yield)

 

   1.000

 

        0.976

 

Zscore(Property ratio)

 

   1.000

 

        0.975

 

Zscore(Assets liability ratio)

 

1.000

 

        0.959

 

Zscore(Inventory turnover rate) 

 

   1.000

 

        0.813

 

Zscore(Fixed asset turnover)

 

   1.000

 

        0.871

 

Zscore(Main business revenue growth rate)

 

   1.000

 

        0.877

 

Zscore(Net profit growth rate)

 

   1.000

 

        0.974

 

KMO metric

 

                0.831
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Bartleet spherical  degree test     Approximate  Chi square
                               df 
                               sig.

                96.847
45
0.000



 

 
 
 
 

According to the table 5-3, P-value is 0.000, 
which is lower than 0.05, so the original hypothesis 0H

 

is rejected. This result indicates that there is a certain 

correlation between the data. Factor analysis can be 
carried out.

 

Table 4  :  factor contribution rate

 

According to the principle that cumulative 
contribution rate should be more than 80%, we can see 
that the first four public factor of sample variance 
cumulatively explained to 92.231% from the factor 
analysis results table 5-4. The first four public factor can 

reflect more than 90% information volume of the original 
indexes, indicating that most information

 

of variables 
has been extracted by first four common factors. 

 

Factor analysis result is effective.

 

Table 5 :  Initial component matrix

 

 

                     Component

 
 

      1F

 

2F

 

3F

 

4F

 

Zscore(Main business profit margin)

 

     0.718

 

    -0.452

 

    0.498

 

   0.065

 

Zscore(Cost rate)

 

     0.833

 

    -0.249

 

    0.484

 

   0.045

 

Zscore(Total return in asset)

 

     0.856

 

    0.100

 

    -0.160

 

   -0.250

 

Zscore(Net assets yield)

 

     0.438

 

    0.608

 

    0.644

 

   -0.006

 

Zscore(Property ratio)

 

     0.777

 

    0.458

 

    -0.118

 

   0.384

 

Zscore(Assets liability ratio)

 

     0.848

 

    0.180

 

    -0.249

 

   0.382

 

Zscore(Inventory turnover rate) 

 

     0.650

 

    -0.534

 

    -0.384    -0.154

 

Zscore(Fixed asset turnover)

 

     -0.111

 

    0.910

 

    -0.141

 

   -0.105

 

Zscore(Main business revenue growth rate)

 

     -0.667

 

    -0.272

 

    -0.015

 

   0.598

 

 
 
 

 
 

 

Comp
onent

 

Initial eigenvalue

 

Extraction of squares and 
loading

 

Rotating square and loading

 

 

Total

 

Varience

 

% 
Cumulativ
e %

 

Total

 

Varience

 

% 
Cumulative 
% 

Total

 

Varienc
e 
% 

Cumulative %

 

1 5.008

 

50.079

 

50.079

 

5.008

 

50.079

 

50.079

 

2.898

 

28.894

 

28.894

 

2 2.081

 

20.814

 

70.893

 

2.081

 

20.814

 

70.893

 

2.555

 

25.550

 

54.534

 

3 1.379

 

13.789

 

84.662

 

1.379

 

13.789

 

84.662

 

2.000

 

19.995

 

74.529

 

4 0.755

 

7.549

 

92.231

 

0.755

 

7.549

 

92.231

 

1.770

 

17.701

 

92.231

 

5 0.370

 

3.702

 

95.932

       

6 0.286

 

2.858

 

98.790

       

7 0.075

 

0.752 99.543

       

8 0.025

 

0.253

 

99.795

       

9 0.019

 

0.190

 

99.895

       

10

 

0.001

 

0.0215

 

100.00

       

Extraction method: principal components analysis
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Zscore(Net profit growth rate)      -0.830     0.078     0.529   0.002

Extracting method: principal component            Four main ingredients have been extracted
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From the table 5, we can see the relationship of 
the initial factor load structure is not very clear and the 
load values of the 4 factors are not very different. It is not 
easy to explain the factor. In order to achieve the 
purpose of simplifying the structure, this paper is to 
rotate the load factor, so the variables have a higher 
load in some factors and in the rest of the factor only 

have a small to medium load, which makes the public 
factor classification and interpretation becomes easier. 
In this paper, the orthogonal rotation of the factor load 
matrix is carried out by using the maximum of variance 
method (i.e. Varimax method), and the factor load matrix 
of the rotation is as table 6.

 

Table 6 :  Rotating factor load matrix

 

 

                     Component

 

 

      1F

 

2F

 

3F

 

4F

 

Zscore(Main business profit margin)

 

    0.205

 

   0.935

 

   0.196

 

  0.137

 

Zscore(Cost rate)

 

    0.320

 

   0.840

 

   0.295

 

  0.279

 

Zscore(Total return in asset)

 

    0.533

 

   0.237

 

   0.237

 

  0.051

 

Zscore(Net assets yield)

 

    0.184

 

   0.163

 

   0.163

 

  0.932

 

Zscore(Property ratio)

 

    0.904

 

   0.054

 

   0.054

 

  0.352

 

Zscore(Assets liability ratio)

 

    0.934

 

   0.201

 

   0.201

 

  0.075

 

Zscore(Inventory turnover rate) 

 

    0.336

 

   0.501

 

   0.501

 

  -0.496

 

Zscore(Fixed asset turnover)

 

    0.155

 

   -0.750

 

   -0.750

 

  0.508

 

Zscore(Mainbusiness revenue growth rate)     -0.182

 

   -0.087

 

   -0.087

 

  -0.251

 

Zscore(Net profit growth rate)

 

    -0.758

 

   -0.167

 

   -0.167

 

  0.324

 

Extracting method: principal component            

 

Rotation method: orthogonal rotation method with Kaiser standardization

 

The rotation is convergent after 5 iterations.

 
 

The coefficients in table 6 are loads of rotated 
factors, which indicates the correlation coefficient 
between the variables and the factor. The linear 
relationship between each factor and the original index 
was fully displayed in table 6. It is clearly seen that 
rotated factor loads matrix structure is clearer, and the 
meaning of each common factor is clearer. Specific 
meaning are as follows:

 

The first common factor 1F

 

represents the 

logistics enterprise debt paying ability. From table 6 we 
can see that values of factor load of the assets and 
liabilities rate and equity ratio index are largest, and 
these two are related to the solvency of enterprises. So f 
is called its solvency factor. It contributes to

 

the overall

 

variance rate for 28.894%.

 

The second common factor 2F

 

represents the 

profitability of logistics enterprises. Due to large load 
factor value of main business profit rate and cost rate 
index, and the two indicators link up with corporate 
profitability, it can be called profit factor. Its contribution 
to overall variance rate is 25.550%.

 
 
 
 

The third public factor 3F

 

represents the growth 

potential of logistics enterprises. Because factor loading 

value in the main business income growth rate and net 
profit growth rate index is relatively large, the two are 
related to enterprise growth potential, so it can be called 
growth factors. The contribution to the overall variance 
offer rate is 19.995%.

 

The forth public factor 4F

 

represents the 

enterprise operating capacity. Although net rate of 
capital return accounts for a relatively high proportion, 
inventory turnover rate and fixed asset turnover rate 
index occupies the main position, and these two reflect 
the logistics enterprise operation ability, so the factor 

Empirical Research on the Performance Evaluation of Logistics Enterprises

  

    

    

    

    

    

    

    

    

    

    

  

    

    

    

    

    

    

    

    

    

    

  

    

    

    

    

    

    

    

    

    

    

  

    

    

    

    

    

    

    

    

    

    

can be called Camp transport capacity factor. The 
contribution to the overall variance offer rate is 17.701%.

Through the analysis of 2013 financial data of 
11 listed companies, we can draw the conclusion that 
the financial indicators of logistics enterprises can be 
divided into profitability factor, operating capacity factor, 
debt capacity factor and potential factor four factor. 
Next, this paper will use the unified factor score 
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relationship to analysis the weaknesses each enterprise 
should improve and the advantages continue to 
maintain.



 

 

 

 

Comprehensive analysis of treatment results

 

Because we has used the multi data to obtain the financial 
index correlation factor score: 

 

1 2 3 4F =0.61 0.154 0.099 0.136F F F F+ + +
财务

 

Debt service factor F1 score column:

 

1 1 2 3 4 5 6 7 8 9 100.124 0.186 0.489 0.288 0.967 0.952 0.09 0.013 0.13 0.002F X X X X X X X X X X= + + + + + + + − +

 

Debt service factor F2 score column:

 

2 1 2 3 4 5 6 7 8 9 100.898 0.896 0.654 0.533 0.179 0.194 0.146 0.423 0.156 0.255F X X X X X X X X X X= + + + + + + − − +

 

Debt service factor F3 score column:

 

3 1 2 3 4 5 6 7 8 9 100.011 0.12 0.064 0.681 0.001 0.018 0.046 0.615 0.726 0.854F X X X X X X X X X X= − + − + − − − − + +

 

Debt service factor F4 score column:

 

4 1 2 3 4 5 6 7 8 9 100.209 0.005 0.223 0.008 0.029 0.132 0.936 0.457 0.085 0.005F X X X X X X X X X X= + − + + + + + − +

Table 7

 

:

  

According to the factor score and the annual index data of the enterprise, the Excel is used to sort the 
factor

 

scores, as

Logistics enterprise

 

1F

 

R

 

2F

 

R

 

3F

 

R

 

4F

 

R

 

CS

 

R

 

Winbase

 

57.26

 

1 145.51

 

1 -28.51

 

11

 

229.22

 

1 88.04

 

1 

Chiwan

 

43.21

 

2 140.83

 

2 16.04

 

5 229.24

 

3 57.69

 

3 

Lianyungang

 

26.73

 

3 65.51

 

5 2.42

 

10

 

46.22

 

2 37.66

 

2 

Yingkou Port

 

25.34

 

5 74.73

 

4 9.54

 

7 73.02

 

4 35.17

 

4 

Port Group

 

25.81

 

4 84.89

 

3 15.63

 

6 45.73

 

8 32.81

 

8 
Tianjin Port

 

19.30

 

7 50.46

 

6 27.94

 

3 10.18

 

5 27.42

 

5 

Jinzhou Port

 

8.47

 

10

 

47.26

 

7 61.53

 

1 31.80

 

6 22.62

 

6 

Delivery of Shares

 

17.94

 

8 39.71

 

9 25.27

 

4 27.49

 

9 21.08

 

9 

Logistics

 

20.45

 

6 45.54

 

8 3.17

 

9 5.76

 

11

 

20.69

 

11

 

COSCO Shipping

 

14.18

 

9 23.33

 

11

 

7.75

 

8 0.37

 

7 16.03

 

7 

Wuzhou Communications

 

7.29

 

11

 

29.10

 

10

 

36.10

 

2 17.92

 

10

 

13.23

 

10

 

R   : Ranking

 

CR

 

: Comprehensive ranking

 
 

CS

 

: Comprehensive score

 

From table 5-7 we can see Winbase’s 
comprehensive performance status is the best. All 
aspects of strength is very strong for the reason that in 
the ranking of F1, F2 and F4 are located on the first,. 
Despite the growth factor is at a disadvantage, due to 
the low proportion of growth factors in comprehensive 
performance, so it ranked the first

 

position. Therefore, 
Winbase should focus more on how to improve the 
development potential of the enterprise in the future.

 

Various aspects ability of Shenzhen Chiwan is 
relatively balanced. The reason is that it has a higher 
solvency and profitability and the ranking of the 
enterprise in the four factors is on the comparison and 
close, so among the second. This shows that it is a 

comprehensive development oriented enterprises. If it 
can be more excellent in all aspects of business 
management, corporate performance can get a further 
breakthrough.

 
 

Lianyungang shows strong earnings and 

Empirical Research on the Performance Evaluation of Logistics Enterprises

operating ability for the reason that it received high 
marks in the common factor F1 and F4. Score in the 
other two common factors belong to medium or lower. 
But due to earnings factor and operating factor in 
comprehensive score occupy a high proportion, 
Lianyungang achieved the third place. It should put 
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more
 
attention in the ability of the growth in the future 

development. 



 
Yingkou port and Port group are in a medium 

level in all aspects, so their rankings are in the position 
of fourth and fifth..This paper suggests that it should 
learn essence from enterprise with better performance in 
the business process in the future, carry forward the 
strengths and make up for weaknesses.

 

Tianjin port has good growth potential 
compared to the other factors. Despite its common 
factor F3 ranked near the top, the scores of the other 
three public factors are in the middle position, so its 
comprehensive ranking is in the sixth. Tianjin port also

 

needs to continue to improve the profitability, debt 
service and operational capabilities.

 

Jinzhou port showed strong growth potential 
rather than other enterprises, and its score in the 
common factor F3 ranked the first, which showed it had 
very good potential for development. Secondly scores in 
F2 and F4 ranked in the middle position, which shows 
the profit ability and operation ability still need to be 
improved. While the profitability ranked the bottom 
second,

 

the problem to be solved is earning problem. 
The enterprise should focus on business earnings level 
of business next year.

 

Eighth to tenth of the logistics companies, 
ranking in the four factors are relatively lower, so the 
overall ranking is also lower. So, The delivery of shares, 
Logistics and COSCO Shipping should find the reasons 
for the decline of comprehensive ability, and improve 
them.

 

Wuzhou traffic’s performance is somewhat 
lacking. It performed relatively worse in terms of 
profitability, solvency and operating capacity that most 
of them ranked in the countdown to the first or the 
second, although it is in the second position on the 
development potential. Potential accounts for less 
proportion in comprehensive performance evaluation of 
development, therefore, comprehensive performance 
ranking is still in the last one. So simply according to 
2013 financial situation, Wuzhou traffic lacks of 
competitive advantage compared with other logistics 
enterprises. Compared to other logistics enterprises, 
regardless of the overall strength or ability of

 

each 
dimension, it still has far gap, so Wuzhou 
communications should make efforts in many aspects 
or find their own areas of strength, to strengthen the 
breakthrough, and then drive the business forward.

 

III.

 

Summary

 

The research and analysis above showed that 
the performance evaluation index system of the logistics 
enterprise is feasible and available. So we can evaluate 
the financial performance of logistics enterprises from 
four perspectives, that is, profitability, debt service 
ability, growth ability and operation ability. In these four 
skills, leading role are mainly the profitability dimension 
and solvency dimensions, for their size determining the 
survival ability of logistics enterprises, and they are 

symbols of the lifeline of the logistics enterprises. The 
contribution to the system in the rate is 49.195%. Growth 
and operating ability contribution rate are in general in 
comparison, which only accounted for 1/3 of the overall, 
but in logistics enterprise financial performance is also 
one of the most important factors, which operation 
ability reflected in the overall strength of the enterprise 
logistics management and growth ability reflects the 
potential of logistics enterprises and the future value 
may bring, and it has an important significance on the

 

company's future development. Therefore, in the 
process of financial evaluation of logistics enterprise 
performance, it should comprehensively and accurately 
evaluate four levels of ability, and strive to do the 
evaluation results comprehensively and effectively 
toreflect the enterprise management status.
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Organizational Justice: a Vision by Higher 
Education Academic Staff 

Tirso Javier Hernández Gracia α, Edgar Martínez Torres σ, Ma. Del Rosario García Velázquez ρ,                      
Enrique Martínez Muñoz Ѡ & Guillermo González Naranjo¥ 

Abstract- Organizational justice is a common concept and of 
great interest among high education professionals, because it 
represents equal opportunities and outcomes for all people. 
The objective of this paper is to determine the significant effect 
among the qualifying academic variables and the variables in 
organizational justice. The sample population was made up of 
334 teachers and we used Moorman’s (1991) Organizational 
Justice Instrument. The main results show that the teachers 
within a range of 40 to 49 years old perceive a better 
distribution in the work-load. This could be explained because 
they have greater seniority in the institution. 
Keywords: organizational, distributive, procedural and 
interactional justice. 

I. Introduction 

rganizational culture is defined by Omar (2006), 
cited by Patlan et al.(2014) as the perception 
employees have about what is fair and what is 

unfair inside the organization where they work. In 
essence, the assumption researchers that support the 
value of organizational justice have is, that if employees 
believe they are being treated fairly, this will bring about 
positive attitudes toward their work, their bosses and 
supervisors, and the organization itself; on the other 
hand, if they feel the treatment they receive is unfair, 
such perception will end up creating tension, feelings of 
dissatisfaction and demotivation (De Boer, et. al, 2002), 
which will result in lack of productivity, decreased work 
quality, and absenteeism (Wayne, et. al, 2002). 
Greenberg (1993) cited by Martinez (2014) proposed a 
two-dimensional taxonomy, in which the first dimension 
defines the categories of distributive and procedural 
justice and the second dimension by social components 
associated with distributions and procedures. 

As stated by Buluc (2015) in modern 
organizations, it is common to hear the concepts of 
fairness, justice and righteousness. 
 
 

 
 

 
 

   
 

    
 

   
 

According to Colquit, Noah and Jackson (2006) 
cited by Tziner et al.(2015) organizational justice 
generally relates to three specific components, 
distributive, procedural and interactional justice. 
Greenberg (1993) cited by Martinez (2014) proposed a 
two-dimensional taxonomy. In the first dimension, he 
defines the categories of distributive and procedural 
justice, while the second dimension deals with the social 
components associated with distributions and 
procedures. This way, interactional justice was divided 
into interpersonal justice (that is the treatment among 
those making distributive decisions and those affected 
by them) and informational justice (based on the extent 
to which people perceive that they are receiving the 
adequate and necessary information for the efficient 
performance of their tasks). 

According to Moorman (1991) organizational 
justice is the perception workers have about what is fair 
or what is not in the organization, which includes three 
aspects: distributive, procedural and interactional. 

II. Literature Review 

a) Distributive justice 
In accordance with Tziner (2015) the concept of 

distributive justice traditionally is based on Adams’ 
general theory of equality; Greenberg (1993) defines 
distributive justice as the perception of justice on 
resources received by the organizations and individual 
workers, since they may experience a sense of injustice 
when they feel they are not treated equally. 

According to Leventhal (1980), cited by 
Enoksen (2015), distributive justice refers to the 
perceived fairness by employees of an organization. For 
Moorman (1991) cited by Patlan et al.(2013) distributive 
justice is perceived regarding different aspects of work: 
wage levels, working hours, workload and allocation of 
responsibilities. 

Messick and Cook (1983) cited by Arboleda 
(2009) state that distributive justice is related to the 
perception of a fair result taking into account the initial 
investment.  

The concept emerged in the mid-fifties when 
employees expressed their concern about the 
distribution of wages and it is defined as the cost and 
effort it takes to solve a problem or as the calculation of 
benefits received given the cost of the service/product, 

O 

© 2015   Global Journals Inc.  (US)© 2015   Global Journals Inc.  (US)© 2015   Global Journals Inc.  (US)© 2015   Global Journals Inc.  (US)

9

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
V
 I
ss
ue

 I
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

G
20

15

Author α: Universidad Autónoma del Estado de Hidalgo.
e-mail: thernan@uaeh.edu.mx 

Author σ: Profesor investigador de la Universidad Autónoma del 
Estado de Hidalgo. e-mail: edgaral10@hotmail.com 
Author ρ: Universidad Autónoma del Estado de Hidalgo. 
e-mail: rosy_gave@hotmail.com
Author Ѡ: Universidad Autónoma del Estado de Hidalgo.
e-mail: enriquemarvar@yahoo.com.mx

Author ¥: Universidad Autónoma del Estado de Hidalgo. 
e-mail: guillermo_ggn@hotmail.com



or as equal treatment to all customers (Maxham and 
Netemeyer 2002, Mc Collough 2000). 

b) Procedural justice 
Greenberg (1993) defines procedural justice as 

the impartiality of the means by which a resource 
allocation decision is made. According to Leven thal, 
Karuza and Fry (1980) procedures are likely to be 
considered fair if they meet six elements: they must be 
consistent, unbiased, accurate and correctable, should 
represent all problems and should prevail on the basis 
of ethical standards. 

For Moorman (1991) procedural justice is 
defined as the degree in which decisions are made on 
the job and include mechanisms to ensure the proper 
collection of information, the possibility of expression by 
the workers and the existence of feedback processes. 
Leventhal et al.(1980) states that for the procedures to 
be seen as fair, the following criteria must be taken into 
account: 
 They must apply in the same conditions to all 

people at any given moment; 
 They must not be biased; 
 The information used to make decisions must be 

valid and reliable 
 There must be procedures to detect and correct 

biased actions; 
 Must conform to the company’s ethical and moral 

standards ; 
 Must take into consideration the opinions of the 

groups that may be affected by those decisions. 
According to Arboleda (2009) the perception of 

justice that individuals have about the policies and 
procedures that employees follow is known as 
procedural justice. Thus processes are just when they 
are defined in a fair and consistent manner, letting 
people know that the organization has standardized 
processes to allocate resources and salaries to 
employees. So it is a complementary concept to 
distributive justice. 

c) Interactional justice 
Interactional justice has been found to be an 

important variable in understanding a variety of workers 
attitudes and their behavior in response to layoffs, 
budgetary decisions, purchasing decisions, negotiating 
tactics, corporate hiring practices (Bies and Moag 
1986), customer service practices, and operational 
market practices. Moreover, interactional justice has 
been an important variable in understanding 
organizational behavior (Moorman, 1991), confidence in 
management and organizational commitment and 
consumer behavior. 

Bies y Moag (1986) call it interactional justice 
when the procedures are implemented and carried out 
with different levels of quality, which reflects in the way 
customers receive friendly, dignified and respectful 
treatment from the directors of the organization. 

Moorman (1991) defines interactional justice as 
the degree to which employees feel their needs are 
taken into account and that there are appropriate 
explanations to the making of decisions. 

The perception of being treated fairly by the 
management in an organization produces in the 
employees behavior patterns that favor or limit their 
interest to give greater or lesser effort, to feel satisfied or 
dissatisfied, to value the directors positively or 
negatively, to achieve greater or lesser organizational 
commitment or be more or less vulnerable to stress 
according to Greenberg (1993) cited by Xiaoyu (2012). 

In the opinion of Arboleda (2009) interactional 
justice was initially the part of procedural justice to 
assess whether people offered customers a friendly 
treatment, but in the eighties the concept received more 
attention to measure the quality of interpersonal 
relationships and he defines it as the intention to help 
communicate what is appropriate and strive to solve 
problems.  

d) Organizational justice in the academic world 
Moorman (1991) suggests that the study of 

organizational justice in an educational institution begins 
when the perceptions of academics are known from the 
following approaches: 
• Distributive justice. It is defined as the fairness with 

which an organization, through management, 
distributes benefits such as, incentives, work 
positions, and promotions. 

• Procedural justice. It is defined as the fairness in the 
procedures with which an organization makes the 
decisions to distribute the benefits. 

Moorman (1991) proves the importance of the 
perception of organizational justice on the part of the 
employees of an educational institution as a modifier of 
the work attitudes and behaviors which give us the 
following: 
• The relationship between participation and job 

satisfaction is influenced significantly by the 
perception that people have of receiving a fair 
treatment in the process of decision making. This is 
defined as distributive justice, resulting in the fact 
that the participatory systems make the perception 
of distributive justice more critical. 

• The perception of distributive justice affects 
satisfaction and the idea that workers have of the 
incentives being related to work effort. 

This perception of organizational justice has 
effects that go beyond the attitudes and behaviors of 
workers such as organizational commitment and effort, 
because, through them, influence can be applied on the 
clients of the educational services such as students, 
who respond to the assessment they make of the 
fairness with which they are treated with positive (or 
negative) emotional responses with respect to both, the 
teachers and the educational organization as Moorman 
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(1991) noted in a study done on a sample of students 
and university professors seen as clients. 

 The perception of organizational justice also 
has a major impact on teacher behavior by preventing 
the manifestation of symptoms of stress and 
pathologies with negative effects that affect academic 
organizational efficiency.

 
e)

 
Problem statement

 In order to perform an analysis of organizational 
justice in a sample of professors from a public higher 
education institution, the next objective was set:"To 
determine the significant effect between the qualifying 
variables of the professors and

 
the variables of 

organizational justice." The research hypotheses are as 
follows

 H10
 

There is no statistically significant relationship 
perceived by the professors between the organizational 
justice variables and the qualifying variables at a 
university.

 H1A
 

There is a statistically significant relationship 
perceived by the professors between the organizational 
justice variables and the qualifying variables at a 
university.

 

III.
 

Method
 

To reply to the statement of the problem we 
carried out the collection and analysis of data using 
descriptive statistics and inferences which corresponds 
to a quantitative, non-experimental, cross design 
approach.

 The research was conducted on a sample of 
334 teachers to whom we applied Moorman’s (1991) 
Organizational Justice instrument, which consists of 
three dimensions and includes 20 items on a five-point 
Likert scale

 We carried out the validity of the instrument and 
the results obtained in the dimension analysis 
performed with the Quartimax

 
main components and 

rotation method gave confirmation of the construct in 
which three dimensions were obtained: Dimension 1, 
Distributive justice composed of 5 items, Dimension 2, 
Procedural justice made up of 6 items, and Dimension 
3, Interactional justice which has 9 items, thus 
confirming the validity of the construct as it can be seen 
in Table 1.

 
 

 
Table1 :  Construct validity on the scale of organizational justice

 

Items on 
the scale

 
 

Dimensions
 

Common
ality

 F1.
 Distribu

tiveJusti
ce

 

F2.
 Procedural

Justice
 

F3.
 Interactio

nal
 Justice

 1
 

.846
   

.798
 2

 
.643

   
.627

 3
 

.578
   

.678
 4

 
.680

   
.720

 5
 

.506
   

.484
 6

  
.702

  
.505

 7
  

.904
  

.819
 8

  
.839

  
.718

 9
  

.917
  

.845
 10

  
.764

  
.615

 11
  

.796
  

.647
 12

   
.848

 
.719

 13
   

.882
 

.787
 14

   
.833

 
.701

 15
   

.879
 

.772
 16

   
.901

 
.829

 17
   

.835
 

.709
 18

   
.849

 
.732

 19
   

.924
 

.856
 20

   
.839

 
.732

 % 
explainedv
ariance.

 

58.29
 

7.74
 

5.43
  

% 
ofaccumul
ated 
explained 
variance.

 

58.9
 

66.03
 

71.47
  

© 2015   Global Journals Inc.  (US)© 2015   Global Journals Inc.  (US)© 2015   Global Journals Inc.  (US)© 2015   Global Journals Inc.  (US)

11

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
V
 I
ss
ue

 I
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

G
20

15

Organizational justice: a vision by higher education academic staff

Note: Extraction method: Analysis of principal components with Quartimax rotation. Source: Authors' calculations based on a 
statistical run.



 

In the reliability results of Moorman’s (1991) 
Organizational Justice Scale, the score for the three 
dimensions was as follows: for Dimension 1 distributive 

justice was 0.730, for Dimension 2, Procedural Justice, 
0921 and for Dimension 3, interactional Justice, 0961, 
as it can be seen in table two.

 
Table 2 :  Reliability of Moorman’s (1991) Organizational Justice Scale

 
Dimensions

 

Cronbach's alpha

 

F1.  Distributive Justice

 

.730

 

F2.  Procedural Justice

 

.921

 

F3.  Interactional Justice

 

.961

 
Source: Authors' calculations based on

 

a statistical run.

IV.

 

Results

 The hypotheses raised in this investigation were 
tested by the Variance Analysis (One-Way ANOVA). We 
found a statistically important relationship between the 
organizational justice variable perceived by the 
professors and the qualifying variables. These results 
proved hypothesis H1A

 

which states that the 
organizational justice variables perceived by the 
academics have a statistically significant relationship 
with the qualifying variables.

 
Based on the results of the Variance Analysis 

(One-Way ANOVA), the distributive justice dimension 
perceived by the sample of professors has a statistically 
significant relationship with the qualifying variables: age, 
schooling of teachers, and the educational programs 
where they teach.

 
 
•

 

As shown in Table 3 the highest mean score of the 
distributive justice dimension and the age variable is 

found in teachers with an age range of 40 to 49 
years (mean=3.29) and the lowest in the age range 
of 30 to 39 years (mean=2.96)

 •

 

In regard to the schooling variable, the highest 
mean of the

 

distributive justice dimension is found in 
professors that have an specialty (mean=3.45) and 
the lowest in educators with a doctorate degree 
(mean=2.81)

 •

 

According to the educational programs where they 
teach, the highest mean of the distributive justice 
dimension is found on professors that work in 
undergraduate programs (mean=3.17) and the 
lowest for those who teach a postgraduate level 
(mean=2.79).

 No significant differences between the 
variables: marital status, gender, category, school where 
they teach, hours they work or seniority were identified 
among the professors.

 

Table 3 :  Mean scores of distributive justice in accordance with the qualifying dimension variables.

 Variable

 

N Mean

 

F p 
Marital Status:

 Single

 Married 
 89

 137

 

 3.16

 3.12

 
 

.181

 

.671

 

Gender:

 Male

 Female

 

 137

 89

 

 3.16

 3.09

 
 

  

Age:

 Up to 29 years

 From 30 to 39

 From 40 to 49

 50 or more years

 

 22

 103

 65

 36

 

 3.26

 2.96

 3.29

 3.26

 
 

3.727

 

.012

 

Schooling:

 Bachelor

 Specialty

 Master

 PhDs

 

 70

 24

 92

 40

 

 3.28

 3.45

 3.08

 2.81

 

5.951

 

.001

 

Category:

 Hourly paid 
professor

 Full-time 

 professor

 

 88

 
 138

 

 3.23

 
 3.07

 

2.705

 

.101
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School where they 
teach: 
Agricultural Cs. 
Administrative Cs. 
Basic Sciences and 
Engineering 
Arts 
Social Sciences 
Health Sciences 

 
 
31 
54 
39 
 
38 
34 
30 

 
 
3.17 
3.09 
3.30 
 
3.10 
2.90 
3.28 

1.526 .183 

Programs where 
they teach: 
Undergraduate 
Postgraduate 

 
 
203 
23 

 
 
3.17 
2.79 

6.214 .013 

Hours worked per 
day: 
Up to 5 hours 
From 6 to 8 
More than 8 

 
35 
184 
7 

 
3.26 
3.10 
3.37 

1.089 .338 

Seniority: 
Up to 5 years 
From 6 to 10 
From 11 to 15 
From 16 to 20 
From 21 to 25 
From 26 to 30 
More than 30 years 

 
85 
81 
20 
14 
11 
9 
6 

 
3.09 
3.09 
3.20 
3.38 
3.47 
2.73 
3.56 

1.682 .126 

Source: Authors' calculations based on a statistical run.  

In regard to the procedural justice dimension of 
the variable organizational justice perceived by a 
sample of professors, there is a statistically important 
relationship with the variables: school where they teach 
and teacher’s seniority. 

As it can be seen in Table 4, the highest mean 
scores of the distributive justice dimension and the 
institute where they teach variable are found with the 
professors who teach at the Institute of Agricultural 
Sciences (ICAP) (mean=3.45), and the lowest with 
those who teach at the Institute of Economic-
Administrative Sciences (ICEA) (mean=2.75). 

In the matter of the seniority variable, the 
highest mean of the procedural justice dimension is 
found in those academics with a seniority greater than 
30 years (mean=3.72) and the lowest with those with 
between 26 to 30 years on the job (mean=1.81). 

No significant differences between the following 
variables were identified: marital status, gender, age, 
academic schooling, category, programs where teach, 
and the number of hours worked every day with the 
perceived procedural justice dimension. 

Table 4 :  Mean scores between the procedural justice dimensions according to the qualifying variables. 

Variable N Mean F p 
Marital Status: 
Single 
Married 

 
89 
137 

 
3.23 
3.00 

3.010 .084 

Gender: 
Male 
Female 

 
137 
89 

 
3.11 
3.06 

.149 .700 

Age: 
Up to 29 years 
From 30 to 39 
From 40 to 49 
50 or more years 

 
22 
103 
65 
36 

 
3.13 
3.07 
3.12 
3.06 

.055 .983 

Schooling: 
Bachelor 
Specialty 
Master 
PhDs 

 
70 
24 
92 
40 

 
3.19 
3.21 
2.97 
3.12 

.769 .512 

Category: 
Hourly paid 
Professor 

 
88 
138 

 
3.10 
3.09 

.006 .939 
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Variable N Mean F p 
Full time  
professor 
Institute where they 
teach: 
Agricultural Cs. 
Administrative Cs. 
Basic Cs. Eng. 
Arts 
Socials Cs. 
Health Cs.  

 
31 
54 
39 
38 
34 
30 

 
3.45 
2.75 
3.35 
3.19 
2.81 
3.19 

3.396 .006 

Programs where 
they teach: 
Undergraduate 
Postgraduate 

 
 
203 
23 

 
 
3.09 
3.12 

.019 .891 

Hours worked per 
day: 
Up to 5 hours 
from 6 to 8 
more than 8 

 
 
35 
184 
7 

 
 
2.88 
3.12 

1.21 .300 

Seniority: 
Up to 5 years 
from 6 to 10 
from 11 to 15 
from 16 to 20 
from 21 to 25 
from 26 to 30 
more than 30 years 

 
85 
81 
20 
14 
11 
9 
6 

 
3.19 
3.04 
3.14 
3.30 
3.06 
1.81 
3.72 

3.264 .004 

Source: Authors' calculations based on a statistical run.  
The interactional justice dimension of the justice 

variable perceived by teachers has a statistically 
significant association with the variables: marital status, 
the institute where they teach and their age. 

Table 5 shows that the highest mean scores of 
the interactional justice dimension and the marital status 
variable are found among single teachers (mean=3.34) 
and the lowest among married teachers (mean=3.04). 

Regarding the “institute where they teach” 
variable the highest mean of the interactional justice 
dimensionis found with the teachers that work at the 
Agricultural Sciences Institute (ICAP) (mean=3.49) and 

the lowest among those who teach at the Economic-
Administrative Sciences Institute (ICEA mean=2.81).) 

In relation to the seniority variable, the highest 
mean of the interactional justice dimension is found in 
the professors who have a seniority of more than 30 
years (mean=3.72) and the lowest among those that 
have been teaching between 26 to 30years 
(mean=1.76). 

No significant differences between the following 
variables were identifiedby the professors: gender, age, 
academic schooling, category, and the number of hours 
worked per day with the interactional justice dimension. 

Table 5 :  Mean scores between interactional justice dimensions according to the classifying variables 

Variable N Mean F p 
Marital Status: 

        Single 

    Married 

 

89 

137 

 

3.34 

3.04 

4.670 .032 

Gender: 

         Male 

    Female 

 

137 

89 

 

3.15 

3.17 

.024 .876 

Age: 

    Up to 29 years 

    From 30 to 39 

    From 40 to 49 

50 or more years 

 

22 

103 

65 

36 

 

3.39 

3.10 

3.17 

3.14 

.460 .711 

Schooling: 

       Bachelor 

       Specialty 

       Master 

   PhDs 

 

70 

24 

92 

40 

 

3.27 

3.27 

3.06 

3.11 

.623 .601 

Category:   .037 .848 
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Variable N Mean F p 
          Hourly paid       
Professor 
          Full time  
professor 

88 
 
138 

3.17 
 
3.15 

Institute where they 
teach: 
Agricultural Cs. 
Administrative Cs. 
Basic Cs. Eng. 
Arts 
Socials Cs. 
Health Cs. 

 
31 
54 
39 
38 
34 
30 

 
3.49 
2.81 
3.42 
3.35 
2.93 
3.10 

2.987 .012 

Programs where 
they teach: 
Undergraduate 
Postgraduate 

 
203 
23 

 
3.19 
2.90 

1.548 .215 

Hours worked per 
day: 
Up to 5 hours 
from 6 to 8 
more than 8 

 
35 
184 
7 

 
2.93 
3.19 
3.41 

1.148 .319 

Seniority: 
Up to 5 years 
from 6 to 10 
from 11 to 15 
from 16 to 20 
from 21 to 25 
from 26 to 30 
more than 30 years 

 
85 
81 
20 
14 
11 
9 
6 

 
3.26 
3.12 
3.16 
3.32 
3.27 
1.76 
3.72 

3.365 .003 

Source: Authors' calculations based on a statistical run.  

V.
 

Discussion and Conclusions
 

In regard to distributive justice and according to 
the results obtained, scholars that range in age

 
from 40 

to 49 years perceive a better distribution of the workload 
and this could be explained because they are 
academics who have seniority in the institution.

 In respect to the schooling variable, those who 
have a specialty recognize a more positive distributive 
justice; this could be explained because they feel that 
the wages earned, the workload, and the work schedule 
are distributed according to the level of preparation they 
have.

 The teachers that detect a more equitable 
distributive justice are those who teach al the bachelor’s 
degree level, which could be related to the structure of 
the curricula and study plans.

 As far as procedural justice is concerned, the 
professors of the Agricultural Sciences Institute notice a 
more positive justice, and this could be due to the fact 
that the director makes sure that all the concerns of the 
academic personnel are heard before decisions are 
made, they receive additional information when it is 
required in order to object or appeal some decisions 
made by the director, who, during this process, treats 
the staff with kindness and consideration, and shows 
concern for the rights of the teachers.

 

The seniority variable in relation with procedural 
justice came out more positive with those academics 
that have been at the job for 26 to 30 years. This could 
be a result of the interest these teachers have to carry 
out each and every one of the procedures defined within 
the study plans and programs in order to fulfill the 
curricular objectives. 

Finally, the result of the interactional justice 
dimension was more positive with those teachers who 
are single and this is due to the fact that they have less 
limitations in their relationship with their co-workers.  

At the Agricultural Sciences Institute there is a 
more positive perception of a procedural justice, which 
means that the professors have improved the manner 
they interact and relate to the rest of the personnel. 

Seniority is an important aspect for interactional 
justice and, according to the results, the scholars with 
more than 30 years working have a more positive 
perception, and this is due to the fact that they have 
more capacity to relate with their workfellows.  

There have been studies on organizational 
justice with the objective of having the workers perceive 
what is just and unjust within the organization to which 
they belong. Based on their perception, the workers 
could sustain positive attitudes towards their jobs, the 
decision makers and the organization; that is why it is 
vital to continue with further studies to explain the 
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perception of the distributive, procedural, and 
interactional justice. It is also essential to continue with 
its analysis regarding job satisfaction, organizational 
climate, as well as with the image of the company in 
order to create and propose strategies to improve the 
levels of perception. 
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Transformational Leadership 
A Study of Banking Sector in Saudi Arabia 

Dr. Adil Zia 

Abstract- This is a study of Transformational Leadership and 
its relationship with job satisfaction & organizational 
commitment among the employees of banking sector. This 
study was carried out in Jeddah, a commercial city of 
Kingdome of Saudi Arabia.  The research concentrated on four 
commercial banks that are Al Bilad Bank, AL Rajhi Bank, Riyad 
Bank and SABB. 300 questionnaires were circulated to 
employees of banks operating in Jeddah. Full-time bank 
employees mostly working as trainee officers were our 
targeted population. The questionnaire consisted of 38 items, 
divided into four categories; transformational leadership, 
overall job satisfaction, organizational commitment and 
turnover intentions. Primary resources were used for collecting 
data in order to carry out research work. Multifactor leadership 
questionnaire developed by Bruce &Avolio (2009) was used to 
measure the respondents’ perception about the 
transformational leadership. 

I. Introduction 

uman resource is an important and 
indispensable factor for every organization. It is 
important to run an organization smoothly, 

effectively and efficiently (Mosadragh, 2013). Every 
success of an organization depends directly or indirectly 
on the hard work, loyalty and involvement of its 
managers and employees. In the era of globalization 
where the whole world is a global village, firms are 
considered to be competitive on the basis of 
competence of their human resources.   

According to Rennie (2013) employees are the 
backbone for every organization and success of the 
organization depends on performance their workforce. 
In order to improve organizational performance, workers 
should be guided and managed in an effective and 
proper organized manner.  

Tighe (2014) found that management of 
employees largely dependent upon the quality of 
leadership within the organization. He further postulates 
that leadership is a bond which makes people to work 
together. These days organizations care for 
understanding, development and improvement of their 
leadership. 

Leadership is an important and crucial factor in 
the commencement and implementation of the 
transformations in organizations (Thomas &Dennis 
2014).  
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If leaders want to produce a positive influence 
on individuals, groups and organizations, then 
leadership should be broadened from old rigid 
autocratic style to friendly and contemporary style (Tighe 
2014). Modern leaders tend to adopt an attitude which 
supports employees, support them with a vision, 
cultivate a series of hope, encourage them to 
continuously think innovatively, individualized 
consideration and broaden their communication.  

All these factors are the main features of 
transformational leadership style leading to boost up 
organizational strengths and increasing level of job 
satisfaction among workforce. Transformational leaders 
not only think about the competencies, skills and needs 
of individual workers but also engage them towards 
accomplishing organizational goals.  

According to (Tighe 2014) transformational 
leaders are an important factor in obtaining the success 
of the organization.  

The major variable of this study is 
transformational leadership.  The core aspire of this 
study is to investigate whether transformational 
leadership is being implemented by bank managers of 
Saudi Arabia or not as studies found that that Arab firms 
used bureaucratic and hierarchical leadership styles 
where leadership is centralized (Thomas &Dennis 2014).  

Muthuveloo
 

& Rose (2012) defined 
organizational commitment as worker’s level of 
involvement with his job and organization. 
Organizational commitment can be attributed as 
employees’ loyalty and faithfulness towards organization 
and his intensions to be the part of that organization. 
There are three main types of organizational 
commitment: affective, continuance and normative. But, 
in the current study, our center of attention will be 
organizational commitment in general. 

 

According to Tella (2012) Organizational 
commitment is the strongest motivator that highly 
affects persons’ intentions to perform well, increases his 
efficiency, and improves his skills. 

 

II.
 

Literature Review
 

The complete literature review is divided into 
sub-groups for the better understanding of the subject. 
All the subgroups have been detailed below.

 
 
 
 

H 
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a) Banking Sector of Saudi Arabia 
Saudi Arabia’s banking industry continues to 

experience robust growth despite the global 
macroeconomic environment being difficult. According 
to the results of a survey released in March 2014 by 
professional services firm Ernst & Young, 53% of Saudis 
have complete trust in their primary financial service 
providers, far above the global average of 44%. 
Respondents to the survey said issues such as 
confidentiality, reputation and pricing of services were 
among the key factors in building confidence. Despite 
the increase in lending activity, asset quality remains 
high, ratings agency Fitch wrote in an early 2014 report, 
attributing this to better underwriting standards, a stable 
operating environment, and new loans directed mainly 
towards government-related projects. 
b) Leadership 

The Malcolm Baldrige National Award gave a 
comprehensive definition on leadership in its core 
values. According to this agency the organization’s 
senior leaders should set the directions and create a 
customer focus, clear and visible values and high 
expectations.  The directions, values and expectations 
should be in balance with the needs of all your 
stakeholders. Your leader should ensure the formation 
of strategies, systems and methods for getting 
excellence, having innovation, building knowledge and 
capabilities. The values and strategies should help the 
leaders in guiding all activities and decisions of the 
organization. Senior leader should play a role of a 
person that inspires and motivates the entire workforce 
and should encourage all the employees to do their 
part, to develop and learn, to be innovating and to be 
creative in work (Bester field, 2010). According to Lok & 
Crawford (2011) leadership plays a crucial role in 
determining the success and failure of a firm.  

Jong & Hartog (2010) described leadership as 
a process to influence people in order to get desired 
results.  
c) Transformational leadership 

Burns was the first person who gave the 
concept of transformational leadership in 1978. 
According to him, transformational leadership is 
observed when leaders encouraged followers to boost 
up the level of their moral values, motivation, beliefs, 
perceptions, & coalition in line of the objectives of the 
organization. Bass & Avolio (2012) introduced some 
developments in transformational leadership. They 
divided transformational leadership into four 
components; charismatic role of modeling, 
individualized consideration, inspirational motivation, 
and intellectual stimulation.  

According to Schepers (2013) “the 
transformational style of leadership has characteristics 
of charisma, individual consideration, intellectual 
stimulation, and inspirational motivation whereas 

transactional leadership is characterized by contingent 
reward and management-by-exception”.  
Gill (2010) described that job stress and burnout leads 
to job dissatisfaction which will result in lower workers’ 
performance and a decrease in their efficiency and 
performance. Organizations, by applying 
transformational leadership can reduce job stress and 
burn out.  

Zopiatis & Constanti (2010) investigated the 
relationship between various leadership styles of 
hospitality managers in Cyprus and burnout of 
employees. The study found that transformational 
leadership serves as an exposing factor for personal 
achievements and have a negative relationship with 
emotional exhaustion and burnout. Transactional 
leadership improves employees’ productivity but it is 
insignificantly related with emotional exhaustion and 
depersonalization.  

So to conclude it can be said that 
transformational leaders are the most positive, effective 
and beneficial leaders for an organization. 
d) Job Satisfaction 

According to Lu (2011) job satisfaction is a 
topic which has taken attention of not only business unit 
employees rather also of researchers.  Job satisfaction 
is the sentimental response of an individual toward his 
or her job or place of job extracting from his or her 
experience from the job.  

Luthans (2007) defined job satisfaction as “a 
pleasurable or positive emotional state resulting from 
the appraisal of one’s job or job experience. Mosadeg 
Rad & Yarmohammadian (2009) mentioned that job 
satisfaction is the general behavior of the employees 
regarding their jobs and the place where they perform 
their duties, Job satisfaction can be affected by a 
various factors and overall job satisfaction consists of 
satisfaction from its different parameters. In this study, 
our area of interest is overall job satisfaction. Many 
researchers had indicated different parameters that can 
affect job satisfaction.  

Arnett (2010) related organizational 
performance with worker’s job satisfaction. High degree 
of job satisfaction makes employees to do their jobs 
more efficiently. Satisfied employees will perform better 
which will result in customer satisfaction. They indicated 
a positive relationship between supervisor’s leadership 
styles and employee job satisfaction. The study found 
that if employees have the right to participate in decision 
making, it will increase their confidence and sincerity 
with the job which will result in job satisfaction and 
would be beneficial for the organization performance.  

i. Organizational commitment 
Luthans (2007) gave a comprehensive definition 

of organizational commitment. According to him, “It is 
an attitude reflecting employees’ loyalty to their 
organization and is an ongoing process through which 
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organizational participants express their concern for the 
organization and its continued success and well-being”.  
Henkin & Marchiori (2011) defined organizational 
commitment as a feeling of employees which influence 
them to be the part of their organization and understand 
the goals, values, norms and ethical standards of an 
organization.  

Allen & Meyer (2009) define organizational 
commitment as “A psychological state that binds the 
individual with the organization (i.e., makes turnover less 
likely).” 

Shaw (2007) defined organizational 
commitment in three dimensions; affective, continuance 
and normative commitment. A positive, sincere and 
utmost involvement of employee for the organization is 
called affective commitment. Continuous commitment 
can be observed when individual is committed with the 
organization because of certain benefits like pension, 
insurance, medical and other  benefits whereas in 
general he does not have a positive thinking for 
organization.  

ii.
 

Job satisfaction and organizational commitment
 

Wu & Norman (2010) investigated the 
relationship among employee’s job satisfaction, 
organizational commitment and role ambiguity. 
Employee’s job satisfaction has positive relation with 
organizational commitment and negative link with role 
ambiguity. 

 

Fang (2011) stated that job satisfaction has 
strong positive correlation with organizational 
commitment and professional commitment and it is 
inversely related with work stress. 

 

Gunlu & Aksarayli (2010) identified the effect of 
workers job satisfaction on organizational commitment. 
He found the relationship between job satisfaction, 
employee’s characteristics and organizational 
commitment.  The result indicated that extrinsic, intrinsic 
and general job satisfaction positively and significantly 
co-relates with normative and effective commitment. 
There is strong relationship between subordinate’s age, 
level of pay, education and extrinsic job satisfaction. 

 

Popoola (2009) explored that organizational 
commitment of employees is determined by socio-
economic factors, job satisfaction and level of control.  
Low rate of absenteeism, increased job commitment 
and positive effect on productivity would be the results 
of high level of job satisfaction. Job satisfaction will also 
affect

 

the quality of work. Socio-economic factors 
consist of employee’s age, gender, marital status, level 
of education, length of service and salary. Gender, age, 
marital status, length of service and remuneration had 
strong positive effect on organizational commitment 
while on the other hand level of education negatively 
correlates with organizational commitment.

 
 
 

iii. Job satisfaction and employees' turnover 
Aksu (2008) argues that employee satisfaction 

is inversely related with employee turnover. Satisfied 
employees are less intended to leave the job.  

Tian-Foreman (2009) studied the effect of job 
satisfaction on employee’ turnover and found that 
employees often thought to quit their job when they are 
not satisfied with their job thus proved a negative 
relationship between job satisfaction and turnover. 
Eliason  (2007) argued that the general model of job 
satisfaction focuses on all feelings that employees has 
about his work. Level of job satisfaction is dependent on 
the nature of work and expectation of workers about 
their job. Study focused on the fact that more 
dissatisfied workers will experience a higher degree of 
turnover. Satisfaction from job security, working 
conditions and working hours are also positively related 
to overall job satisfaction but effect of these factors gets 
reduced with the passage of time.  
iv. Transformational leadership and employees' job 

satisfaction and organizational commitment 
The leadership style or behavior of a manager 

can influence the job satisfaction of employees. Many 
studies have been carried out to determine the 
relationship between leadership styles and employees’ 
job satisfaction and concluded how organizations can 
use leadership styles to affect followers’ level of 
satisfaction (AL-Hussami, 2007). 

Kim (2011) stated that managers ‘encouraging 
attitude enhances employees’ job satisfaction and also 
affects the factors related to workers’ job satisfaction. If 
managers are in good relationship with their employees 
it could result in having more satisfied workers. And if 
employees are given right to participate in strategic 
planning of organization, it would boost their job 
satisfaction. The study recommended transferring the 
conventional autocratic management style into 
participative management.  

Bass (2012) found a sound relationship 
between leadership styles, values and norms at the job, 
satisfaction, productivity, motivation and organizational 
commitment. 

Managers should be capable to use different 
styles for different situations. Different management 
styles should be applied as per organization’s culture. 
Although there are many managerial styles which could 
have an effect on employees’ job satisfaction and their 
organizational commitment but one should mainly 
consider transformational leadership. This study 
considers transformational leadership because of its 
friendly, productive and creative nature. These days 
most of the organizations are switching over from 
traditional autocratic style to transformational style 
because now employees not only consider financial 
benefits but they also require support and 
encouragement from their management.  
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III. Research Methodology 
The present study was carried out on the 

banking sector and more specifically on commercial 
and Islamic banks of Saudi Arabia. Presently, there are 
39 Scheduled banks, seven Micro finance banks and 
eight Development finance institutions functioning in 
Saudi Arabia (Government of Saudi Arabia, 2010).  

The study was conducted to attain the following 
objectives: 
1. To find the effect of transformational leadership on 

job satisfaction and organizational commitment of 
employees in banking sector. 

2. To find the effect of job satisfaction on 
organizational commitment and turnover intentions 
of employees in banking sector. 

3. To know the perceptions of employees about 
transformational leadership style, job satisfaction, 
organizational commitment, turnover intentions  

4. To measure the satisfaction and commitment level 
of employees with their job.  

5. To identify the significance of relationship between 
job satisfaction and organizational commitment and 
turnover intentions of employees.  

6. To highlight the problems in transformational 
leadership, job satisfaction, organizational 
commitment and turn over intentions, affecting the 
performance of employees. 

Figure 1 : Research Model 

  The above research model is presenting 
correlation amongst all independent, and dependent 
variables. Here transformational leadership is shown as 
independent variables (IV), job satisfaction is shown as 
independent variables (IV) while turnover intentions and 
organizational commitment are working as dependent 
variables (DVs). Model is indicating that transformational 
leadership is positively affecting employees’ job 
satisfaction and organizational commitment on the 
bases of which is derived our first two hypothesis H1 
and H2, whereas job satisfaction is influencing 
employees’ organizational commitment positively and 
turnover intention negatively on the basis of which were 
developed our H3 and H4. 
 
 
 

a) Hypothesis 
H1: An appreciably positive relationship exists between 
transformational leadership and employees’ job 
satisfaction. There is no impact of TL on JS. 

H2: A significantly positive relationship exists between 
transformational leadership and employees’ 
organizational commitment. There is no impact of TL 
OC. 

H3: More satisfied workers have less intention to leave 
the organization. There is no impact of TL on TI. 

H4: More satisfied workers are more committed with 
their organizations. There is no impact of JS on OC. 

H5: There is no impact of JS on TI. 
In this study, four commercial banks were 

considered. These are Al Bilad Bank, AL Rajhi Bank, 
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Riyad Bank and SABB. 300 questionnaires were 
circulated to employees of banks operating in Jeddah. 
Full-time bank employees mostly working as trainee 
officers were our targeted population. The questionnaire 
consisted of 38 items, divided into four categories; 
transformational leadership, overall job satisfaction, 
organizational commitment and turnover intentions.  
Most of the respondents were males (75.7%), having 
Masters Degrees (53%), lies between 20 to 30 (59.9%) 
years of age and on average having the experience of 2-
5 years (45.7%).  

b) Sampling Technique 
The target population for this study was banks 

operating in Jeddah. A list of all four AL Bilad bank, AL 
Rahji, Riyad bank and SAAB these banks was sample 
the sampling frame. From the sampling frame four 
banks were chosen using non-probability convenience 
sampling technique. According to kinra (2006) theories 
a typical range of sample size used by most researchers 
was 150-300. This research aimed for a sample size of 
181.    

The research used semi-structured 
questionnaire to collect data from the banking staff.  The 
questionnaires were administered in four banks. Initially, 
211 questionnaires were returned however 181 were 
usable because 30 questionnaires were incomplete or 
wrongly filled out. In order, to increase the response rate 
and ensure representativeness, more questionnaires 
were circulated using email.  

The instrument used in the present study was 
personally administered questionnaire because of 
conducting primary research and questionnaire is most 
effective tool for this type of research (Sekaran, 2010).  
Multifactor leadership questionnaire developed by Bruce 
& Avolio (2009) was used to measure the respondents’ 
perception about the transformational leadership. The 
MLQ is a 5-point Likert scale was used, where (1) Not at 
all (2) Once in a while (3) Sometimes (4) Fairly Often and 
(5) Frequently,  then researcher used (1) Strongly 
Disagree (2) Disagree (3) Neutral (4) Agree and (5) 
Strongly Agree and in later portion of questionnaire 
1=completely unsatisfied and 5=completely satisfied, 
to determine the overall job satisfaction of employees, 
as suggested by  Cook (2009).Based on the 
questionnaire analysis, the reliability and validity of this 
instrument was 0.85 i.e. Cronbachalpha value. We have 
adopted a questionnaire developed by Mowday (2010) 
to measure an important variable of the study that is 
organizational commitment of the employees. 

c) Validity and Reliability 
A check of the reliability of the items of the 

questionnaire showed a coefficient of 0.877. The 
indication of this is that the 38 items that measured the 
independent and dependent variables did that reliability 
and validity. 

The Cronbach’s alpha is shown below: 
Reliability and ValidityCase Processing Summary 

  N % 
Cases Valid 160 88.39 

Excludeda

 21 11.60 
Total 181 100.0 

a. List wise deletion based on all variables in the 
procedure. 

 
Reliability Statistics 

Cronbach's Alpha N of Items 
.877 38 

d) Data Collection 
Primary resources were used for collecting data 

in order to carry out research work. Data was taken from 
employees of banks. Self-administered questionnaires 
were used in January 2015 to collect data from the 
individual respondents.  

An over-all of 300 questionnaires were 
distributed to banks operating in Jeddah. An equal 
amount of questionnaires were distributed to each 
targeted bank. Full-time bank employees mostly working 
as trainee officers were our targeted population. 
Response rate was 60.33 % as 181 out of 300 
questionnaires were returned. 75 questionnaires were 
returned by AL Bilad bank, 48 from AL Rahji, and 26 
from Riyad bank and 32 questionnaires were being 
collected from SAAB. The questionnaires returned were 
either completely responded or contained few 
unanswered questions for which mid-points were taken.  

Table1 :  Response Rate 
Banks Distrib

uted 

Return Not 
Retur
n 

Respons
e Rate 

Al Bilad 
Bank 

75 75 00 100% 

Al-Rajhi 
Bank 

75 48 27 64% 

Riyad Bank 75 26 49 34.6% 
SABB 75 32 43 42.6% 
Total 300 181 119 60.33% 

e) Data Analysis Tool 
SPSS 16.0 was used for data analysis. Data 

related to studied variables were coded and entered to 
the computer using SPSS (16.0) software as it was most 
widely available and powerful statistical software 
package. SPSS is user friendly and cost effective for 
quantitative research in social sciences (Prabhakar, 
2008). The responses of the employees regarding 
transformational leadership, job satisfaction, 
organizational commitment, and turnover intentions 
were scored. The entered data were edited. For blank 
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responses mid-points (average) was considered 
suitable, as five-point Likert-type scale was opted for 
use and the blank responses were taken as undecided 
responses and were scored as such. It was examined 
whether the relationship exists between transformational 
leadership and job satisfaction and organizational 
commitment on the basis of responses of employees, 
the effect of job satisfaction on organizational 
commitment and turnover intentions was also examined. 
The job satisfaction, organizational commitment and 
turnover intentions with respect to demographics was 
also measured. 

f) Findings 
This study was carried out because of the 

researcher’s interest in determining the effect of a 
transformational leadership style of bank managers on 
employee’s job satisfaction and their organizational 
commitment.  
1. The effect of overall job satisfaction on bank 

employees’ turnover intentions and organizational 
commitment was also determined. Management of 
employees is largely dependent on the quality of 
leadership organizations have.  

2. Leadership is very imperative in establishing highly 
determined, motivated and better performing teams. 
Therefore, If leaders want a positive influence on 
individuals, groups and organizations then the 
leadership should be reformed from traditional 
autocratic style to friendly and contemporary style. 
Modern leaders perfectly adopt an attitude to 
support employees, provide them a vision, cultivate 
hope, encourage them to think innovatively, 
individualized consideration and broaden the 
communication. All these parameters are the salient 
features of transformational leadership style leading 
to enhance organizational strengths and increasing 
level of job satisfaction among workforce. The 
findings of the current research strongly supports 
the proposed hypotheses of the present study 
which are based on mainly transformational leaders 
and employees job related behaviors i.e. overall job 
satisfaction, organizational commitment and 
turnover intentions’ literature. The study also 
supports the previous researches and widens its 
application to bank employees of Jeddah (Saudi 
Arabia).  Findings of the present study concluded 
that transformational leadership style was 
appreciably and positively related to overall job 
satisfaction and organizational commitment. The 
study also determined that transformational 
leadership had not been exercised by the bank 
managers. According to employees’ perceptions, 
their leaders don’t have supportive behavior, don’t 
provide them a vision, not encouraging their 
innovative thinking, and don’t try to extend the 
communication. 

Employees’ turnover intentions were 
significantly and negatively correlated and were 
influenced by level of overall job satisfaction and proved 
that more satisfied employees were having fewer 
intentions to quit their organizations. Employees overall 
satisfaction was also appreciably and positively 
correlated with organizational commitment. It was found 
that employees were moderately satisfied with their jobs 
and have very less intentions to leave their current jobs 
and they are loyal to their organizations but not at a very 
high level.  

Further the study found no appreciable 
differences in commitment level of men and women 
working in conventional and Islamic banks. The study 
also indicated that employees with different educational 
backgrounds have significantly different level of 
satisfaction but education did not affect employees’ 
organizational commitment. The significant differences 
were also found in satisfaction level of permanent, 
contractual and temporary employees. The study also 
found that age, name of bank and experience with 
current job did not affect employees’ level of 
organizational commitment. Significant differences were 
found in organizational commitment of employees 
having different overall experience. 

The study also indicated that age, overall 
experience and experience with current job did not 
affect employees’ level of satisfaction.  

There were no significant differences found in 
turnover intentions of bank employees on bases of 
following factors: name of bank, age, overall experience, 
experience with current job and type of job.  

The present research tried to make important 
contributions towards existing transformational 
leadership overall job satisfaction, organizational 
commitment, and overall job satisfaction organizational 
commitment, turnover intentions relationships literature 
by utilizing Islamic and conventional banks sample, in 
this way contributing to a wider theorization and 
ultimately develops an enhanced understanding of the 
above mentioned relationships. 

g) Implications 
As far as, the managerial implications 

concerned, the current study helps leader to better 
understand the fact that if they want to have more 
satisfied and committed staff and lower turnover rate, 
they require to exercise improved leadership style i.e. 
transformational leader. Employees are the most 
valuable asset in organizations. Well-qualified and 
capable personnel are important in context of achieving 
goals and objectives of an organization. However, 
managers don’t take required interest in learning human 
attitudes, improved ways of communication and how 
employees’ performance is affected by managers’ 
behaviors. Management should be willing to understand 
human nature, the basic requirements, needs and skills 
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of staff. For this, managers can assess employees 
overall job satisfaction, organizational commitment on 
permanent bases which will also help to predict related 
attitude of turnover. Further, organizations should 
properly train their managers for exercising 
transformational leaderships. 

 
IV. Conclusion 

Productivity and performance of an organization 
relies upon their employee satisfaction. Satisfied 
employees improve the performance of an organization 
in optimal time and escort it to growing profits. 
Transformational leadership is a device to develop 
higher level of job satisfaction and organizational 
commitment of employees which will eventually lead to 
the lower rate of turnover. Transformational leaders also 
help employees

 
to become more creative, innovative 

and bring such new ideas which make the organization 
to flourish competitively and adapt itself to the changing 
external environment. Unfortunately this type of 
leadership is not being exercised by the bank managers 
of Saudi Arabia. The results of this recent study depicted 
that if managers use transformational leadership 
attitude, they would get more satisfied and committed 
employees. 
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A Study of Job Satisfaction and Commitment of 
Government School Teachers in Ludhiana 

(Punjab) 
    

Abstract- The education is considered as the backbone of any 
country. In Punjab the number of total number of primary 
schools is 18045. Total 139317990 students have been 
enrolled in these schools for the primary education. In Punjab 
the number of these students is 2349111. The total number of 
teachers enrolled in the secondary education is 1063420 in 
India whether in Punjab this number is 138939. (Source: 
selected educational statistics 2008, MHRD). The employee 
satisfaction is an important aspect to run any of the 
organization. The case is same in the education industry as 
well. The quality of the student depend on the quality of 
teaching and teachers which is directly linked to the 
satisfaction. The current study attempt to study the satisfaction 
of the government schools teachers in Ludhiana (Punjab). The 
total sample of 200 has been selected from the government 
schools of Ludhiana. Syatamatic random sampling has been 
used to select the samples and the response has been 
recorded with the help of structured questionnaire. Descriptive 
statistics, Correlation, Regression, Factor Analysis and Chi 
square test has been used for the analysis purpose. The 
results shows that the teachers are satisfied upto a great 
extent in the region.  
Keywords: satisfaction, secondary education, teachers. 

I. Overview of the Study 

he role of teachers is very vital in the formation of 
intellectual capacity and the intelligence in a 
student during the phase of student life. The 

knowledge and skills a student get at the time of school 
hood decides his future course of action in terms to his 
own career and also in terms to his role in the family, 
society, nation and universe. Teachers are the tools or 
the providers of the tools to the students to make them a 
responsible citizen of the world. Teachers Skill, 
Pedagogy and education level caused students 
progression and achievement level (Fuller & Clark, 
1994). As a teacher it’s very challenging job to make a 
student as a responsible citizen but at the same time it’s 
very satisfied job too. A teacher always feel; satisfied 
when he see his student progressing.  

On the other hand the teaching job is becoming 
frustrating and stressful when a teacher has to teach a 
larger class with additional work load, less salry, Very 
less or no reorganization,  no  up  gradation  or  training  
 
Author α: GGN College, Ludhiana.   
e-mail:  sanmeet20015@gmail.com 
Author σ: GGNIMT, Ludhiana.  

and in an unpleasant work environment of the institution. 
Research study of Rao & Bhaskar (2003) validates the 
above said statement that a feel more stress when he or 
she has to take a class with extra strength or when he 
have to work extra hours in an unpleasant work 
environment and without sufficient monitory 
remuneration. In India also the condition of the 
secondary teachers is more or less same. With the 
introduction of international schools the competition 
increases a lot and thus the factors discussed above are 
came in play to increase the dissatisfaction among the 
teachers. The other impact of this is that that the 
commitment level of the teachers is decreasing towards 
the organization they are working with. 

In a glimpse of India, the total number of 
schools in 2008 is 1226825, which includes the 
Government, Private, aided or funded schools out of 
which 674677 are the government schools and others 
are the local bodies, private aided or the private unaided 
schools. In Punjab the number of total number of 
primary schools is 18045. Total 139317990 students 
have been enrolled in these schools for the primary 
education. In Punjab the number of these students is 
2349111. The total number of teachers enrolled in the 
secondary education is 1063420 in India whether in 
Punjab this number is 138939. (Source: selected 
educational statistics 2008, MHRD) 

The current study evaluates the satisfaction 
level among the secondary teachers who work with 
government institutions in Ludhiana District of Punjab. 
The study will investigate the level of satisfaction among 
these teachers and further tries to find out the factor, 
which affects the satisfaction of the teachers at their 
work places. Further the study also explores the impact 
of the teacher’s satisfaction on the commitment towards 
the organization he is working with.  

II. Review of Literature 

A number of scholars evaluated the subject of 
satisfaction in different industries. Satisfaction among 
the teachers has been investigated by a number of 
researchers as well. 

Borg and Riding (1991) investigated teacher 
stress, job satisfaction, absenteeism, career intention, 
career commitment and self-image as teacher in a 

T 
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context which allowed many of the characteristics of an 
educational system to be incorporated in the design. A 
questionnaire survey of 545 teachers in Maltese 
secondary schools revealed that some of the 
demographic characteristics of the sample were related 
to self-reported teacher stress, job satisfaction and 
career commitment. Results also showed that teachers 
who reported greater stress were less satisfied with 
teaching, reported greater frequency of absences and a 
greater number of total days absent, were more likely to 
leave teaching and less likely to take up a teaching 
career again. 

Malone (1993) conducted a study to determine 
factors influencing satisfaction and dissatisfaction. This 
study showed that teachers were satisfied with their 
profession. In addition, findings showed that the 
responsibility, interpersonal relationships with students 
and colleagues, achievement and job security were the 
main causative factors in job satisfaction. It also became 
clear that primary school teachers were the most 
satisfaction from their work compared with their 
counterparts from the teachers at the middle or 
secondary schools. 

Andrew & Schwab (1995) examined the 
relationship between the length of the program and the 
retention rate and found that more teachers entered and 
remained in the field when they participated in a five-
year program than in a four-year program. No studies 
were found that examined the relationship between what 
teachers taught and the level of their satisfaction. 

Darling-Hammond and Sclan (1996) defined 
school culture as “the dominant ethos of the 
organization, its values and visions, and the everyday 
experiences of the school community members”. This 
domain includes such factors as administrative support 
to the new teacher in assigning duties and workload, 
administrative support with discipline, staff involvement, 
and teachers working as a team. Overall, a positive 
working environment for teachers is part of the school 
culture. Working conditions for teachers are directly 
impacted by the principal’s leadership style (Darling-
Hammond & Sclan). This area is one that can be 
controlled predominantly at the district or school level. 
Local administrators have the power to create a 
favorable work environment for teachers. 

Terry (1997) studied the factors, which impacts 
teacher’s motivation. The findings of the study included 
five suggestions for principals to use with teachers. They 
are positive feedback, high standards, opportunities for 
professional growth, support systems, and increased 
parental and community involvement. 

Van der post et al. (1997) studied the impact of 
rewards on the motivation of the employees and 
reported that employees as reinforcing the notion that 
most employees are good performers and there should 
be a linkage between reward and performance should 
perceive the organization’s reward system. 

Chan (1998) invested the stress and mental 
illness among the teachers in China. Study unearth that 
teacher Stress and Coping to mental ill-health, the 
present findings extend previous findings from non- 
Chinese settings to Chinese secondary school teachers, 
suggesting that Hong Kong teachers who report a 
relatively high level of stress are also likely to obtain high 
scores on the psychological distress or mental ill health 
index. However, caution must be exercised in the causal 
interpretation of the effect of stressors on psychological 
distress because teachers in mental ill health might 
simply report more stress. Such issues need to be more 
carefully addressed in longitudinal studies of teacher 
stress in future investigations. 

Eid (2000) explained in his study, which aimed 
to disclose the extent of job satisfaction of secondary 
teachers in -The Directory of Education in the first area 
of Amman-and its relationship to director's leadership 
style of the school. Results showed a decrease in the 
degree of job satisfaction among male teachers rather 
than female. The researcher recommended disclosing 
the reasons for dissatisfaction with male teacher for the 
teaching profession and handling them. 

James et al. (2001) in a paper about 
Performance-Based Pay for Teachers, to the CRS 
Congress put it that interest in performance-based pay 
for teachers rose, in part, from a basic dissatisfaction 
with the traditional salary schedule. Many policymakers 
believed that the traditional salary schedule provided no 
incentive for teachers to demonstrate subject matter 
competence, improve teaching, or increase academic 
performance by students. 

Wu & Wu (2001) conducted a study among 960 
elementary school teachers from Taipei Municipality and 
Taitung County. The study aimed at developing causal 
model to describe elementary school teachers‟ job 
satisfaction and how it is affected by social network and 
job characteristics. It was found, among others, that 
higher levels of satisfaction are generally found in 
female teachers, homeroom teachers, teachers who 
assumed directorship in schools, teachers with lower 
educational attainment and teachers with higher 
income. 

Eick CJ (2002) evaluated the effect of 
motivation on the teachers by giving them more 
responsibility and challenges. The study reveals that the 
teachers proclaimed that teaching gave them an 
opportunity to experience new challenges and allowed 
them to explore, create and improvise the ways they 
teach. By having this kind of motivation, teachers are 
more satisfied with the work and this satisfaction will 
either maintain their motivation, or further motivate them 
to aim for a higher level of satisfaction. Satisfaction and 
motivation possibly move in a circle. This implied 
satisfaction tends to motivate teachers to aim for higher 
performance and achievement to fulfill their sense of 
accomplishment. 
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Odden &Kelly (2002) studied the linkage 
between the rewards and motivation in private schools 
and revealed that other individuals in private schools 
have also been rewarded on grounds of nepotism and 
other unclear grounds. It is upon such a background 
that some teachers have performed reluctantly while 
others continue to be promoted due to their pseudo 
performance. Employers have the opportunity to 
leverage the value of their total rewards program to 
provide solutions to all the challenges affecting 
teachers; this would increase their motivation and their 
performance. Some school employers realized that they 
could not merely mimic the rewards practices of other 
schools. A rewards strategy would be deliberately 
created to support school’s unique human capital 
strategy if increased performance of teachers were to be 
realized. 

Day et al. (2006) studied the intrinsic and 
extrinsic motivation and its effect on the teachers. 
Motivation can be classified into intrinsic and extrinsic. 
They argued that the extrinsic motivation of teachers is 
associated with many extrinsic factors such salary, 
working conditions etc. Intrinsic motivation is the 
motivation contributed mainly by intrinsic factors such 
as enjoyment, personal satisfaction etc. The intrinsic 
motivation some extent is enhanced by the extrinsic 
factors. When studying the existing state of teacher 
motivation, it is essential to examine both the intrinsic 
and extrinsic factors affecting teachers’ motivation. 

DEST Research Paper (2007) indicates that the 
United States (US) Teaching Commission 
acknowledges that there is no single way to measure 
classroom excellence. The Commission suggests, 
however, that a balanced merit pay plan links pay 
increases to some or all of the following elements: 
Student achievement gains, satisfactory evaluations by 
principals or peers, Additional pay for extra 
responsibilities, Incentives for earning National Board 
Certification and Special rewards for specialists. 

Karim et.al (2011) studied the difference 
between the facilities availed by government teachers 
and private school teachers. The study revealed that 
Government school teachers no doubt having the facility 
of fixed salary but it is also the fact that their salaries are 
not such groomed that they can easily accept the 
challenges of this tough life of today’s world. 

Arumugasamy (2012) evaluated the intrinsic 
factors science teachers perceive important for 
motivating them to teach and how their perceptions are 
affected by their gender, marital status, grade level 
taught, teaching experiences and geographical location 
of work place. Study unearth that all the teachers 
considered the intrinsic variables to be “important” and 
“very important”. They perceived enjoyment as the most 
important factor affecting their motivation to teach 
science. Further the study finds that the teachers’ 
perceptions of importance the intrinsic variables were 

not affected by marital status, nationality, grade levels 
taught and geographical location of their workplace. 

Gesinde and Edejumo (2012) evaluated the 
current job satisfaction level of primary school teachers 
in Nigeria. The study used a sample of 95 males and 
143 female for the studies. The study revealed that 
greater percentage of teachers (52.9%) were very 
satisfied with their job while it is also evident that female 
teachers were very happy with their job than male 
teachers. Further analysis showed that no significant 
difference existed on gender basis while there were 
significant differences on educational qualification and 
age groups. 

Though a number of researchers evaluated the 
satisfaction level of teacher’s workings on primary or 
secondary level but not many studies have concentrated 
on the same in Ludhiana district. The current study will 
investigate the said topic in the district of Ludhiana. 

III. Objectives of the Study 

•
 

To identify the level of job satisfaction among 
teachers teaching in the secondary schools of 
Ludhiana district.

 

•
 

To identify and rank the factors affecting the 
secondary school teacher’s satisfaction level.

 

•
 

To find out the relationship between the job 
satisfaction and organizational commitment among 
the teachers teaching in the secondary schools.

 

IV.
 

Research Methodology
 

The present study attempts to study the 
satisfaction level of the government school teacher’s in 
Ludhiana region of the Punjab (North India). The study 
used the primary data for the research purpose. Sample 
of 195 has been selected from the 50 government 
school from the different parts of Ludhiana i.e., Jagraon, 
Doraha, Ludhiana city, Gill Village, Sanehwal, Dugri etc. 
Systamatic random sampling has been used for the 
purpose of sampling. 

 

Following tools are used for data analysis.
 

The mean
 
is a particularly informative measure 

of the "central tendency" of the variable if it is reported 
along with its confidence intervals.

 

Mean iX
n

= ∑
 

Usually we are interested in statistics (such as 
the mean) from our sample only to the extent to which 
they can infer information about the population. The 
confidence intervals for the mean give us a range of 
values around the mean where we expect the "true" 
(population) mean is located (with a given level of 
certainty).
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s = 
( )2

ix
N

µ−∑
 

where 
µ

  
is the population mean and N is the population 

size  

s = [S (xi-m)2/N]1/2 

The sample  estimate of the population standard 
deviation is computed as: 

s = 
( )2

( 1)
ix x

n

−

−
∑

 

where 

x  is the sample mean and n is the sample size  

The variance of a population of values is the 
square of standard deviation. 

Skewness measures the deviation of the 
distribution from symmetry. If the skewness is clearly 
different from 0, then that distribution is asymmetrical, 
while normal distributions are perfectly symmetrical. 

Skewness = 3
3( 1)( 2)

nM
n n s− −

 

where 

M3 is equal to: ( )
3

1

m

i
i

x x
=

−∑  

s3 is the sample standard deviation raised to the 
third power 

n is the valid number of cases. 
Kurtosis measures the "peakedness" of a 

distribution. If the kurtosis is clearly different than 0, then 
the distribution is either flatter or more peaked than 
normal; the kurtosis of the normal distribution is 0. 
Kurtosis is computed as: 

Kurtosis = 
2

4 2
4

( 1) 3 ( 1)
( 1)( 2)( 3)

n n M M n
n n n s
+ − −
− − −

 

where: 

( )
2

2
1

m

i
i

M y y
=

= −∑  

( )
4

4
1

m

i
i

M y y
=

= −∑  

n is the valid number of cases
 

A line in a two-dimensional or two-variable 
space is defined by the equation Y=a+bX; in full text, 
the Y variable can be expressed in terms of a constant 
(a) and a slope (b) times the X variable. The constant is 
also referred to as the intercept, and the slope as the 
regression coefficient or B coefficient. Multiple 
regression procedures will estimate a linear equation of 
the form: 

Y=a+b1X1+b2X2+...+bpXp 

The regression line expresses the best 
prediction of the dependent variable (Y), given the 
independent variables (X). However, nature is rarely (if 
ever) perfectly predictable, and usually there is 
substantial variation of the observed points around the 
fitted regression line. The deviation of a particular point 
from Pearson's chi-square is used to assess two types 
of comparison: tests of goodness of fit and tests of 
independence. A test of goodness of fit establishes 
whether or not an observed frequency distribution differs 
from a theoretical distribution. A test of independence 
assesses whether paired observations on two variables, 
expressed in a contingency table, are independent of 
each other – for example, whether people from different 
regions differ in the frequency with which they report that 
they support a political candidate. 

The first step in the chi-square test is to 
calculate the chi-square statistic. In order to avoid 
ambiguity, the value of the test-statistic is denoted by Χ2 
rather than χ2 (i.e. uppercase chi instead of lowercase); 
this also serves as a reminder that the distribution of the 
test statistic is not exactly that of a chi-square random 
variable. However some authors do use the χ2 notation 
for the test statistic. An exact test which does not rely on 
using the approximate χ2 distribution is Fisher's exact 
test: this is significantly more accurate in evaluating the 
significance level of the test, especially with small 
numbers of observation. 

The chi-square statistic is calculated by finding 
the difference between each observed and theoretical 
frequency for each possible outcome, squaring them, 
dividing each by the theoretical frequency, and taking 
the sum of the results. A second important part of 
determining the test statistic is to define the degrees of 
freedom of the test: this is essentially the number of 
observed frequencies adjusted for the effect of using 
some of those observations to define the "theoretical 
frequencies". 

The value of the test-statistic is 

2
2

1

( )n
i i

i i

O E
E=

−
ℵ =∑  

Where 
ℵ 2 = Pearson's cumulative test statistic, which 
asymptotically approaches a χ2   distribution.  
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Oi = an observed frequency;  
Ei = an expected (theoretical) frequency, asserted by 
the null hypothesis;  
n = the number of cells in the table.  

V. Findings and Analysis 

The current chapters shows the analysis of the 
evaluated data. Table 1 and 2 shows the results of the 

descriptive statistics of the data where the sample size 
of 195 has been chosen from the north Indian city of 
Ludhiana. The sample has been collected form the 
government school. The mean and the standard 
deviation shows that there is variation in the data set. 
The skewneess shows that the data is negatively 
skewed in the most of the cases. Kurtosis depicts that 
the data is within the range of the normal.

 
 

Table 1 :  Descriptive Statistics
 

 
Var1

 
Var2

 
Var3

 
Var4

 
Var5

 
Var6

 
Var7

 
Var8

 
Var9

 
Var10

 Mean

 

3.10

 

1.80

 

3.19

 

3.77

 

3.78

 

4.13

 

4.17

 

2.88

 

2.21

 

2.12

 Std. Dev.

 

1.12

 

.92

 

1.47

 

1.44

 

1.09

 

1.48

 

1.26

 

1.51

 

1.53

 

1.55

 Variance

 

1.27

 

.86

 

2.17

 

2.07

 

1.19

 

2.19

 

1.60

 

2.28

 

2.35

 

2.40

 Skewness

 

.19

 

1.11

 

-.18

 

-.81

 

-.26

 

-1.42

 

-1.51

 

.14

 

.75

 

.95

 Kurtosis

 

-.61

 

.61

 

-1.20

 

-.81

 

-1.02

 

.33

 

1.09

 

-1.32

 

-1.09

 

-.77

 Table 2 :
  

Descriptive Statistics (Cont..)
 

 

Var11

 

Var12

 

Var13

 

Var14

 

Var15

 Mean

 

2.47

 

1.68

 

3.88

 

2.80

 

3.98

 Std. Dev.

 

1.68

 

1.20

 

1.56

 

1.798

 

1.499

 Variance

 

2.84

 

1.44

 

2.45

 

3.232

 

2.248

 Skewness

 

.54

 

1.69

 

-1.06

 

.152

 

-1.194

 Kurtosis

 

-1.464

 

1.635

 

-.546

 

-1.811

 

-.195

 
 

Table 3 & 4 reveals the result of the correlation. 
Table shows that there is high correlation (45%) between 
var4 and var5 and var1 &var15 whether there is 34% 
correlation between var4 and var6. It may be also 

observe from the table that there is 33% correlation 
between var9 and var3. Table also unearths that there is 
a negative correlation between var12 and var5.

 
Table 3 :  Correlation 

 Var1 Var2 Var3 Var4 Var5 Var6 Var7 Var8 Var9 Var10 Var11 
Var1 1 .19 -.06 -.04 -.05 -.08 .08 -.04 -.00 -.08 -.07 
Var2 .19 1 -.11 .19 .04 -.12 .13 .08 -.04 -.04 -.05 
Var3 -.06 -.11 1 .10 -.10 -.00 .08 -.09 .33 .21 .21 
Var4 -.04 .19 .10 1 .42 .32 .26 .06 .00 .06 .04 
Var5 -.05 .04 -.10 .42 1 .18 .28 .17 -.16 -.12 -.12 
Var6 -.08 -.12 -.00 .32 .18 1 .24 -.03 .05 .09 -.00 
Var7 .08 .13 .08 .26 .28 .24 1 -.01 -.08 -.04 .00 
Var8 -.04 .08 -.09 .06 .17 -.03 -.01 1 .03 .03 .09 
Var9 -.00 -.04 .33 .00 -.16 .05 -.08 .03 1 .29 .26 
Var10 -.08 -.04 .21 .06 -.12 .09 -.04 .03 .29 1 .32 
Var11 -.07 -.05 .21 .04 -.12 -.00 .00 .09 .26 .32 1 
Var12 -.04 .02 .32 -.01 -.26 -.12 -.17 .04 .36 .34 .28 
Var13 -.04 -.13 .18 .20 .03 .15 .17 -.06 .08 -.08 -.06 
Var14 -.04 -.08 .28 .10 -.07 -.06 -.01 .15 .22 .18 .18 
Var15 .04 -.04 .07 .07 .03 .04 .10 .17 .09 -.07 .14 

Table 3 : Correlation (Cont..) 

 Var12 Var13 Var14 Var15 
Var1 -.04 -.04 -.04 .044 
Var2 .02 -.13 -.08 -.044 
Var3 .32 .18 .28 .070 
Var4 -.01 .20 .10 .070 
Var5 -.26 .03 -.07 .032 
Var6 -.12 .15 -.06 .045 
Var7 -.17 .172 -.013 .106 
Var8 .04 -.065 .150 .171 
Var9 .36 .085 .221 .094 
Var10 .34 -.083 .185 -.079 
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Var11 .28 -.068  .182 .149 
Var12 1 .097  .409 -.008  
Var13 .09 1   .414  .184 
Var14 .40 .414  1 .183 
Var15 -.00 .184 .183 1 

 
Table 5 to 7 reveals the result of the regression 

analysis. Table 5 reveals that the dependent variable 
satisfaction is get impacted by 29% from the 
independent variables. Anova table supports the 

findings of the regression table where the F test is 
significant with the value of 2.954. The coefficient table 
shows that the var2, var3 and the var13 are impacting 
the satisfaction most.

 

Table 5 :  Regression 

R R Square Adjusted R Square Std. Error of the Estimate .294 .087 .057 1.430 

Table 6 :  ANOVA 

 Sum of Squares df Mean Square F Sig. 
Regression 36.249 6 6.041 2.954 .009 

Residual 382.437 187 2.045   
Total 418.686 193    

Table 7 :  Coefficients 

 Unstandardized Coefficients Standardized 
 

t Sig. 
B Std. Error Beta 

 

(Constant) 3.154 .550  5.738 .000 
Var2 .217 .097 .178 2.242 .026 
Var3 -.242 .104 -.180 -2.323 .021 
Var4 -.007 .072 -.009 -.099 .921 
Var5 -.074 .091 -.072 -.821 .413 
Var6 -.053 .062 -.070 -.851 .396 
Var7 .096 .073 .109 1.330 .185 
Var8 -.043 .059 -.057 -.731 .466 
Var9 .045 .062 .060 .725 .470 
Var10 -.031 .061 -.043 -.513 .609 
Var11 -.047 .055 -.070 -.859 .391 
Var12 -.038 .086 -.040 -.441 .660 
Var13 -.471 .164 -.202 -2.862 .005 
Var14 .007 .058 .011 .115 .908 
Var15 .050 .059 .066 .850 .396 

 
Table 8 and 9 reveals the result of the chi-

square. The significance values of all the variables is 
less that 0.05 thus the findings of the study can be apply 
on the universe of the study.

 

Table 8 :  Chi-Square Test 

 Var1 Var2 Var3 Var4 Var5 Var6 Var7 Var8 Var9 Var10 Chi-Squ 62.00 153.64 69.38 91.94 105.28 288.05 199.66 41.61 156.19 185.53 
Asy.Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 

Table 9 : Chi-Square Test (Cont…)                                   

 Var11 Var12 Var13 Var14 Var15 
Chi-Square 120.66 296.56 179.02 124.33 195.84 
Asymp. Sig. .000 .000 .000 .000 .000 

VI. Conclusion 

The study reveals a number of facts about the 
satisfaction level of the teachers in the government 
schools of the Ludhiana. The study found that most 
number of teachers are satisfied in the region. The study 
reveals that the major reason of the satisfaction of these 

teachers are the salary paid to them, the working hours 
of the schools and resources available in the campus for 
them. Karim et.al (2011) also revealed in his study that 
government teachers have an advantage of the fixed 
salary, though he also revealed in his study that the 
chance of growth is limited in government teaching. The 
present study unveiled that In the Ludhiana (Punjab) 
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and resources which are the most important things for 
satisfaction of the employees at any organization. Thus 
to conclude

 
it may said that the government teachers 

who comes under the universe of the present study 
seems to be happy and satisfied from their job. The 
future studies may be done on the comparison of 
satisfaction level for government and private school 
teachers.\ 
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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.
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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
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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.                    

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

XXI



 
 

 
 

 
 
 
 
 
 
 
 
 
 

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

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

XXIII



 
 
 Index  
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A

Arboleda · 10, 11, 17
Arumugasamy · 30, 34

C

Constanti · 21
Cronbachalpha · 24

D

Desempeño · 17

G

Gerenciales · 17

M

Muthuveloo · 20

Q

Quartimax · 12

W

Wuzhou · 2, 6, 7

Y

Yarmohammadian · 21

Z

Zopiatis · 21



 
 

 
 

 
 
 
 
 
 
 
 
 
 

©  Global Journals


	Global Journal of Management and Business Research: G Interdisciplinary
	Volume 15 Issue 3 (Ver. 1.0)
	Copyright Policies
	Editorial Board Members 
	Chief Author 
	Contents
	1. Empirical Research on the Performance Evaluation of Logistics Enterprises
	2. Organizational justice: a vision by higher education academic staff
	3. Transformational Leadership a Study of Banking Sector in Saudi Arabia
	4. A Study of Job Satisfaction and Commitment of Government School Teachers in Ludhiana (Punjab)
	Fellows
	Auxiliary Memberships
	Process of submission of Research Paper
	Preferred Author Guidelines
	Index

