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Tangible Resources are the First Step in the   
Value Creation Process of Sources of 

Sustainable Competitive Advantage in a 
Services Firm: An Activity-Resource-Based View 

(ARBV) Theory? 
Dr. Hanningtone Gaya 

Abstract- This paper postulates that tangible resources that 
are rare, valuable, inimitable and in substitutable, owned and 
controlled by a firm, are at the core of the value creation 
process that leads to the creation of sustainable competitive 
advantage for a consistently high performing firm in the motor 
service industry. The paper asserts that by integrating activity-
based and resource-based views of the firm, through activity 
drivers of scale, location and capacity utilization, the value 
creation process by tangible resources is explained. A new 
framework, the activity-resource-based view (ARBV) is also 
generated. 

Customer value is created through superior service 
efficiency, service process innovation, quality after sales 
service and effective spare parts support, leading to superior 
customer responsiveness and customer satisfaction. 

The paper is based on an in-depth, semi-structured 
single case qualitative study, justified by recent strategic 
management and research literature. Key informants were 
interviewed and audio-taped. The nine key informants were to 
achieve broad based view, to enable case development and 
case interaction and to achieve data triangulation. The 
necessary data collection characteristics of integrity and rigour 
were built into the research design and methodology. 

The paper is important, as its findings depart from 
previous literature, which exclude tangible resources among 
the sources for sustainable competitive advantage. In this way, 
the paper succeeds in bridging the gap in strategic 
management theory and research literature. The paper 
concludes with key findings, implications for literature and 
practice, limitations and recommendations for further research 
and theorising. 
Keywords: tangible resources, source of sustainable 
competitive advantage, first step in value creation 
process, activity-resource-based view, sustainable 
competitive advantage.  

I. Introduction and Background 

his paper has three objectives. The first is to 
postulate that tangible resources that possess the 
characteristics of rarity, value ability, inimitability 

and  in  substitutability  are  sources  of  the  creation  of  

Author:
 
PhD Adjunct Assistant Professor -School of Business, The Riara 

University, PO Box 50087-00200, Nairobi, Kenya. 
 

e-mail: gaya@media7groupkenya.com
 

 

 

 

 

 
 

  

 

 
 

 
 

 
  

   
 

T 

© 2017   Global Journals Inc.  (US)

1

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
II 

Is
su

e 
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

A
20

17

state that tangible resources form the first step in the 

tangible resources create sources of sustainable 
competitive advantage for a consistently high 
performing firm in the motor service industry in Kenya.

This paper’s assertion that tangible resources 
are the main source of the creation of sustainable 
competitive advantage, is contrary to a few prior literary 
works (see, for example, Bharadwaj 1993, Clulow et al.
2003, 2007, Fahy 2002) which exclude these resources 
as sources of competitive advantage. 

The paper’s objectives are supported by 
findings in a PhD thesis (Gaya, Struwig and Smith, 2013) 
that identified tangible resources as being the main 
source of creating and sustaining competitive 
advantage.

differences in firm performance persist, even in firms 
competing in the same industry (Barney2001, Barney 
and Kitchen 2001, Lockett, Thompson and Morgenstern 
2009, Peteraf and Barney 2003, Peteraf and Bergen 
2003).In the Kenyan context, Toyota Kenya has been a 
consistently high performer firm in the motor service 
industry for over ten years. The superior performance 
has been of interest to competitors, scholars and 
investors in the industry. 

This paper specifically seeks to explain how 
tangible resources owned and controlled by Toyota 
Kenya create sources of sustainable competitive 
advantage and hence, superior performance by the firm 
in the market. This paper then identifies tangible 
resources owned and controlled by Toyota Kenya that 
are source of sustainable competitive advantage.

The main assumption in this paper is that the 
tangible resources possessing the four main 
sustainability characteristics or attributes of being rare, 
valuable, in I mi table and in substitutable, qualify as 
sources of creating and sustaining competitive 
advantage. This assumption is supported by literature 

sustainable competitive advantage. The second is to 

While every firm desires to be a market leader, 

value creation process. The paper then explains how 



(Barney 2001, Peteraf and Bergen 2003, Peteraf and 
Barney 2003).  

The second assumption is that there is 
parsimony in terminology used in the strategic 
management process of value creation by sources of 
sustainable competitive advantage. In this assumption, 
the terms resources, capabilities and competencies are 
considered as distinct and ought not be used 
interchangeably. This second assumption is also 
supported by recent literature (see, Gaya 2016, Porter 
1991, 2004, Ray et al., 2004, Sheehan and Foss 2007, 
2009).  

The third assumption in this paper is that by 
integrating the two main theories of analysing sources of 
sustainable competitive advantage, into a new model, 
the (ARBV), the actual process of value creation by 
tangible resources is clearly explained. The tangible 
resources combine with discrete firm activities to create 
competitive capabilities, which then act on activity 
drivers to generate core competencies. The core 
competencies are in turn, the direct sources of 
sustainable competitive advantage, through the creation 
of value to the firm, with the firm creating value to the 
customer (Hill and Jones 2009, Hitt et al., 2007). 

The paper recommends, justifies and adopts a 
qualitative case study research design and 
methodology, for similar in-depth single firm, single 
industry studies, where the ARBV framework is used in 
analysing and understanding how tangible resources 
create sources of sustainable competitive advantage. In 
order to meet study objectives, the use of in depth, 
semi-structured, face to face audio-taped interviews is 
justified by prior literature, with key interviewees or 
informants comprising of a number of top managers. 
The use  of nine interviewees, as is the case in the study 
on which this article is based (Gaya et al., 2013) is to 
achieve broad based views, to enable case 
development and case interactions and lastly, to 
achieve triangulation. This line of interviewing is 
recommended in a number of literature (Hyett, Kenny 
and Dickson-Swift 2014, Creswell 2013b, Yin 2002, 
2009, 2012).  

In addition, this paper recommends the 
employment of the necessary strategies that ensure 
rigour, validity, credibility and reliability, in addition to 
adhering to the highest moral standards of ethics, 
responsibility and rationality in dealing with human 
subjects and in data analysis. 

The first section gives the importance of the 
paper. The next section is the literature review, where 
brief outlines of the main theories and key terminology 
used in understanding the process of creating sources 
of sustainable competitive advantage by tangible 
resources is given. Characteristics of tangible resource 
sustainability are last in the literature review section. An 
ARBV conceptual framework follows next, that explains 
how discreet tangible resources of a motor services firm 

are integrated into activities, through activity drivers, to 
integrate the activity and resource-based view theories. 
The background of the research design and 
methodology used in the study follows. The findings of 
the study are then given and discussed. Conclusions, 
implications for literature and limitations are next. The 
paper ends with recommendations for future research 
and theorizing. 

II. Importance of the Paper 

This paper asserts that tangible resources 
possessing competitive characteristics of rarity, value, 
inimitability and in substitutability, are sources of 
sustainable competitive advantage. The paper asserts 
this through the integration of two leading strategic 
management theories, the activity and the resource-
based views, to form a new framework, the activity-
resource-based view. This integration contributes to 
bridging gaps in the eclectic strategic management 
theory as well as to guide future research by embedding 
empirical literature on firmer grounds (Porter 2004, 2008, 
Priem and Butler 2001, Priem 2007, Sanchez 2008, 
Sheehan and Foss 2007, 2009). Literature review is next. 

III. Literature Review 

The integration of the two main theories and the 
understanding of the value creation process has          
important implications to literature, through the 
generation of new knowledge. These implications 
extend into research design and methodology used in 
strategic management, as well as implications for policy 
and practice, as is found in the latter sections of the 
paper. An overview of the two main theories of analyzing 
the sources of sustainable competitive advantage is    
next. 

a) Resource-based view 
The question as to why firms differ within the 

same market and operating under the same competitive 
environment continue to persist.  In mid 1980s and early 
1990s, focus regarding the actual sources of 
sustainable competitive advantage shifted from the 
external perspective to search internally in the firms 
(Spanos and Lioukas 2001, Sheehan and Foss 2009). 

Initiated in the mid-1980s by Werner felt (1984) 
Rumelt (1984) and Barney (1986) the resource-based 
view (RBV) slowly grew into one of the main frameworks 
for understanding sources of sustainable competitive 
advantage. The central premise of the resource-based 
view is that firms compete in the market on the basis of 
their internal resources, capabilities and competencies 
(Peteraf and Barney 2003). This inward-looking 
approach opened new lines of thinking and analysing 
about the actual sources of sustainable competitive 
advantage, according to Foss and Knudsen (2003). 
Over time, the resource-based view, became a victim of 
numerous criticisms by scholars and researchers in the 
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realm of strategic management (Priem and Butler 2001, 
Priem 2007, Sanchez 2008). 

Resource-based view holds that firms differ in 
performance because each possesses a unique bundle 
of internal competitive resources (Barney 2001, Grant 
2010, Hoopes et al. 2003, Rumelt et al. 1994, 
Thompson, Peteraf, Gamble and Strickland 2012). Each 
firm develops core competencies from the combination 
of the competitive resources and competitive 
capabilities, which when identified, developed and 
deployed are able to create competitive advantages 
(Grant 2010, Hill and Jones 2009, Hitt et al. 2007). The 
resource-based view therefore, explains how firms may 
outperform their competitors, even for firms with the 
same resource set (Rumelt 1984, 1991, Werner felt 
1984, 1995). 

b) Activity-based view 
According to Porter (2004), activity-based view 

of the firm is a comprehensive strategic framework 
which examines sources of competitive advantage at 
the firm level, using activities as the unit of analysis 
(Porter 1991, 2004, Ray et al., 2004, Sheehan and Foss, 
2007, 2009). Porter (2004) and Priem (2007) propose 
that the key to improving firm performance is to 
understand how value is created. This is explained in 
recent literature (Gaya et al., 2013, Ray et al., 2004 

Other scholars consider the activity-based view 
as an approach that acknowledges the role of a firm’s 
activities in the creation of sustainable competitive 
advantage (Porter 2004, 2008, Ray et al. 2004, Sheehan 
and Foss 2007, 2009). Ray et al. (2004) postulate that 
activities of a firm are the means through which a firm’s 
competitive resources, competitive capabilities and core 
competencies create value for the customer and 
through low cost and differentiation competitive 
advantage, through the efficiency and effectiveness of 
the responsiveness of customers’ needs and 
expectations.  

The activity-based view postulates that 
resources have to be placed in activities to understand 
how competitive advantage is created and sustained, 
usually through the activity drivers such as capacity 
utilization, location and scale (Ghemawat 2008, Hoopes 
et al. 2003, Porter 1991, 2004, Ray et al., 2004, Sheehan 
and Foss 2007, 2009). The Activity-based view holds 
that the unit of analysis of a firm’s competitive 
advantage is in the discrete or core activities the firm 
undertakes to create customer value and isolated 
through the firm’s value chain analysis (Porter 2004, Ray 
et al., 2004). For instance, capacity, location and scale 
are listed as main activity drivers of differentiation and 
cost (Ghemawat 2008, Ray et al., 2004, Sheehan and 
Foss 2007, 2009). 

In supporting Sheehan and Foss (2009) this 
paper considers activity drivers as the key link between 
competitive resources, competitive capabilities and core 

competencies of a firm to the firm’s core activities. This 
consideration is the rationale for integrating the activity 
and resource-based views into a single framework, the 
activity-resource-based view (ARBV) framework, which 
is the new theory hypothesizing the integration of a 
firm’s discrete core activities and its tangible resources 
and competitive capabilities, through activity drivers of 
location, scale and capacity, to generate core 
competencies (Porter 2004, 2008, Ray et al. 2004, 
Sheehan and Foss 2007, 2009).In the interest of 
parsimony of terminologies recommended for use in the 
realm of the concept of value creation by tangible 
resources, key terminology used follow in the next 
section. 

IV. Definitions of Key Terminologies 

a) Resources 

Resources are inputs of a firm’s production 
process, such as capital equipment, the skills of 
employees, finances and skilled managers, owned and 
controlled by the firm (Grant 2010, Haberberg and 
Rieple 2008, Hitt et al. 2007). Resources in this study are 
physical, financial, social or human, technological, plant, 
equipment and other factors that allow a firm to create 
value for the firm’s customers (Hill and Jones 2009). In 
general, a firm’s resources can be classified into three 
categories: physical, human and firm capital. Resources 
are either tangible or intangible in nature.  

For the purpose of this paper, resources do not 
include capabilities and competencies and the terms 
cannot be used interchangeably (Hill and Johnson 2009, 
Hitt et al., 2007).  

b) Capabilities 

Capabilities are the skills, abilities and ways of 
combining resources, people and processes that a firm 
utilises to convert inputs into outputs. Capabilities are 
also the capacity for a set of resources to perform a 
task, a set of tasks or an activity. Critical to the building 
of competitive advantages, competitive capabilities are 
based usually on developing, carrying and exchanging 
information and knowledge through the firm’s human 
capital. Consequently, competitive capabilities are 
developed over time (Grant 2010, Hitt et al., 2007, 
Thompson et al., 2012). In this study, capabilities are 
those that the study firm possesses or has the capacity 
to carry out.  

c) Competencies 

Competencies, sometimes referred to as core 
competencies, are firm-specific strengths that enable a 
firm to differentiate its services and or achieve 
substantially lower costs than the firm’s competitors and 
therefore gain a sustainable competitive advantage 
(Haberberg and Rieple 2008, Hill and Jones 2009, 
Thompson et al., 2012). Core competencies are created 
from a combination of competitive resources and 
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competitive capabilities, through activity drivers such as 
capacity utilization, location and scale (Hill and Jones 
2009, Hitt et al., 2011). Core competencies distinguish a 
firm competitively and represent its personality in the 
competitive industry (Hitt et al., 2007). Core 
competencies are the building blocks of competitive 
advantage, are listed by Hill and Jones (2009) as service 
efficiency, service process quality, process innovation 
and superior customer responsiveness (Hill and Jones 
2009).  

V. Characteristics of Resources 
Sustainability 

The resource-based view theory of the firm 
proposes key guidelines that help determine what 
constitutes a competitive resource. In terms of 
sustainability characteristics, these are valuability, rarity, 
inimitability and in substitutability (Haber berg and 
Rieple 2008, Hill and Jones 2009, Hitt et al., 2007). 
These characteristics are described below. 

a) Valuableness   
Resources that enable the creation of 

competitive capabilities which generates core 
competencies that better respond to customers’ needs 
and expectations than the competitors, are categorised 
as valuable or competitively superior. For example, 
where car service workshops offer similar routine 
services but one is located more conveniently and 
accessible to motorists, the convenient location enables 
superior customer service responsiveness and hence 
creates value through a differentiation advantage.  

b) Rare 
When a resource is in short supply, the 

resource is termed rare or scarce. When a firm 
possesses a rare or scarce resource and only few 
competitors do, and the rare or scarce resource is 
central to fulfilling customers’ needs, the rare or scarce 
resource forms a core competence for the firm. 
Resource rarity or scarcity creates value for the 
customer when the rare or scarce resource is 
sustainable over time (Grant, 2010, Hitt et al., 2007, 
Thompson et al., 2012). In this study, a resource that 
cannot be easily obtained due to being short in supply 
or not available is accepted as a rare resource. 

c) Inimitable 

A resource is inimitable when the resource is 
not easily copied or easily and cheaply acquired in the 
resource market. A resource that competitors can easily 
copy or acquire or replicate only generates temporary 
value and cannot generate a long-term competitive 
advantage. Inimitability does not last forever. For the 
purpose of this study, the resources bearing the 
following four characteristics will be difficult to imitate or 
duplicate: 

 

• Physical uniqueness 
Physically unique resources are always hard to 

imitate. A real estate situated in a location that is no 

facility in this study, are examples of tangible resources 
that cannot easily or cheaply be imitated (Pearce and 
Robinson 2011, Thompsonet al., 2012). 

• Path-dependency 
Path-dependent resources can be hard to 

imitate because of the complexity of the path another 
firm has to take to create the competitive resource. 
Path-dependent resources cannot be easily acquired as 
they need time to create and invariably are very 
expensive. Creation of path-dependent resources 
cannot be speeded up (Haberberg and Rieple 2008, 
Pearce and Robinson 2011). 

• Causal ambiguity 
Causal ambiguity refers to cases where difficulty 

is encountered in understanding exactly how a firm 
creates and sustains the competitive advantage it 
enjoys. Competing firms are unable to discern exactly 
what the competitive resource is, or how the firm’s 
resources are combined and coordinated to create and 
sustain the competitive advantage(Hitt et al., 2007, 
Pearce and Robinson 2011). 

• Economic deterrence  
Economic deterrence occurs when a large 

capital outlay has been expended in resource 
acquisition needed to create and sustain competitive 
advantage for the acquiring firm (Grant 2010, Pearce 
and Robinson 2011). Economic deterrence occurs 
where the price of acquisition is extremely high or 
unaffordable in comparison to future returns. Inimitable 
resources are considered to be protected by a barrier to 
resource mobility. This is also called isolating 
mechanism and shields the resource from being 
imitated or duplicated through acquisition (Foss and 
Knudsen 2003). 

d) In substitutable 
In substitutable is a term used when other 

alternatives for a product, service or resource are 
difficult to obtain at a low cost. Economic deterrents and 
time compression are conditions that render a resource 
not cheaply or easily substitutable. In general, the 
strategic value increases as the resource becomes 
more difficult to substitute (Haber berg and Rieple, 
2008, Hitt et al., 2007, Thompson et al., 2012). For the 
purpose of this study, a resource will be in substitutable 
when rivals do not possess other types of competitive 
resources that can combine with competitive 
capabilities from core activities to generate core 
competencies. 
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longer available, as the location of the after sales service 



VI. Activity Drivers 

In supporting Sheehan and Foss (2007, 2009) 
this paper considers activity drivers, as the key link 
between competitive resources, competitive capabilities 
and core competencies of a firm to its core activities. 

Manipulation of activity drivers forms the basis 
for successfully positioning the firm as low cost or giving 
higher value at the activity levels compared to the firm’s 
rival (Porter 1991, 2004, Ray et al., 2004, Sheehan and 
Foss 2007, 2009). Managers of the firms can either 
reconfigure their core activities, which imply new and 
different ways of doing things. Alternatively, managers of 
competing firms can improve coordination of current 
core activities through manipulation of activity level 
drivers including capacity utilisation, location and scale 
(Ghemawat 2008, Porter 1991, 2004, Priem 2007, 
Sheehan and Foss 2007, 2009)). 

VII. Conceptual Framework 

The need for a conceptual framework is justified 
by several researchers, who postulate that ideal 
research ought to be anchored in theory, in order for the 
findings to easily fit in the existing body of knowledge 
(Stake 2000, 2005 and Yin 2002, 2009, 2012). The 
conceptual framework used in this study illustrates a 
modification of Fahy’s (2000) model to include the 
activity-resource-based view (ARBV) framework, 
obtained by the integration of the activity-based and the 
resource-based views, to form the activity-resource-
based view conceptual framework to guide the study 
(see Figure 1).  
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Figure 1 illustrates the contribution of a number 
of scholars and researchers. Fahy (2000, 2002) 
contributed towards the original framework. Sheehan 
and Foss (2007, 2009) contributed to the conceptual 
framework through the introduction of the activity 
concept, including the activity drivers. Porter (2004), Ray 
et al., (2004) and Sheehan and Foss (2007, 2009) listed 
the specific activity drivers of capacity utilization, 
location and scale, alongside the core firm activities of 

sales, service and spares parts, isolated through the 
value chain concept. Barney (1991, 2001) proposed a 
framework using four primary characteristics of resource 
sustainability. These are value, rareness, inimitability and 
in substitutability. 
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Figure 1: Activity-resource-based-view (ARBV) conceptual framework for creating sources of sustainable competitive 
advantage

Sheehan and Foss (2007, 2009) recommended 
further research to show a link between Porter’s (1991, 
2004) activity-based and Werner felt’s (1984, 1995) 
resource-based views. The study under review (Gaya et 

Tangible Resources are the First Step in the   Value Creation Process of Sources of Sustainable Competitive 
Advantage in a Services Firm: An Activity-Resource-Based View (ARBV) Theory?



 

al.

 

2013) is the first attempt to empirically integrate the 
activity-based with the resource-based views using a 
theoretical and conceptual framework built on both the 
activity-based view and resource-based view literature. 

 

This paper posits that the resultant framework, 
the activity-resource-based view (ARBV) framework 
explains how competitive capabilities generate core 
competencies that are the direct sources of sustainable 
competitive advantage. Most importantly, this paper 
postulates that the core competencies of service 
efficiency, service quality, service process innovation 
and superior customer responsiveness create customer 
value and customer satisfaction through low cost and 
superior service differentiation advantages. The low cost 
and service differentiation advantages subsequently 
result in superior firm performance; hence market 
leadership (Gaya and Struwig 2016, Hill and Jones 
2009, Porter 1991, 2004, Priem 2007). 

 

VIII.

 

Research Design and Methodology 

The study under review followed a qualitative 
single

 

case study where the combined research 
methodology is used successfully to generate a new 
theory; the activity-resource-based view (ARBV) theory 
of a consistently high performing firm in the motor 
service industry in Kenya (Gaya et al.,

 

2013, Siggelkow 
2007). In Gaya et al,

 

(2013) the activity-based view and 
the resource-based view theories were integrated 
through additional theory and a conceptual framework, 
to explain how competitive resources actually created 
and sustained competitive advantage for the firm (Ray et 
al.,

 

2004, Sheehan and Foss 2007, 2009) was 
generated.

 

Among the findings in this study, is that a single 
case study and qualitative research design and 
methodology is one of the most appropriate 
methodology for consideration in the realm of strategic 
management research, especially when generation of 
theory or theory testing is envisaged (Creswell 2013b, 
Denzin and Lincoln 2011b, Eisenhardt 1989, Eisenhardt 
and Graebner 2007, Gaya and Smith 2016, Merriam 
1998, 2009, Siggelkow 2007, Yin 2002, 2009, 2012).

 

The nine key informants were employed to 
ensure multiple sources of information, further case 
development, shaped by context and emergent data. 
The nine key informants also ensured triangulation, to 
guarantee study integrity, build rigour, validity, credibility 
and reliability, as recommended in Creswell (2013b) and 
Denzin and Lincoln (2011b). Though considered a 
motor service industry expert, the interviewing of the 
chairman and CEO were meant to guarantee unfettered 
accessibility to the consistently high performing case 
study firm, a key quality requirement in single case study 
research design and methodology (Eisenhardt 1989, Sig

 

gelkow 2007, Creswell 2013b, Hyett et al.

 

2014, Yin 
2009, 2012). The role of theory is next section.

 

IX.

 

The

 

Role of Theory in the Study

 

The role

 

includes development of theory and 
generalising from case study to theory.

 

Hyett et al.

 

(2014) recommend that since theory development in the 
field of strategic management takes time and offers 
extreme challenges, qualitative case studies have to rely 
on existing literature, which provide a rich theoretical 
framework for the case study research design and 
collection of the needed rich data. Hyett et al.

 

(2014) is 
supported by Yin (2009, 2012). Hyett et al.

 

(2014) 
postulates that, ‘the development of a well-informed 
theoretical framework to guide a case study improves 
and enhances rigour, consistency and credibility in 
qualitative case study research (Hyett et al.

 

2014:3). This 
condition was met in this study through the use of the 
activity-resource-based view (ARBV) conceptual 
framework as the theory that guided the study, research 
design and methodology, including data collection, 
instrument design, data collection and analysis.

 

X.

 

Data Collection 

According to Creswell (2013b) Easterby-Smith 
et al. (2009) Hyett et al.

 

(2014) Merriam (1998, 2009) and 
Yin (2009, 2012) face-to-face, detailed, in-depth 
interviews are the most regular sources of data in 
qualitative case studies. In the qualitative case study 
under review, the following recommendations of 
Eisenhardt and Graebner (2007) and Yin (2009, 2012) 
were adopted, to ensure a rigorous, extremely 
comprehensive and systematic research methodology 
in the conduct of the qualitative case study research: 
preparation was made for data collection, collection of 
evidence, analysis of the evidence and the composition 
of qualitative case study report. 

 

In this study, rigorous data collection followed 
carefully linked steps, including in-depth face to face 
interviewing of nine top managers of consistently high 
performing firms to ensure the use of multiple sources of 
information, the creation of a case study database 
including attaching the study transcripts, and the 
maintenance of a chain of evidence, through the use of 
the conceptual framework developed from theory as 
recommended by Gibbert et al.,

 

(2008) and Yin (2009, 
2012) for data collection, data analysis, discussion of 
case study findings and final case study reporting. 

 

XI.

 

Data Analysis

 

This study followed the recommendations of a 
number of researchers (Easterby-Smith et al. 2009, 
Eisenhardt and Graebner (2007) Hyett et al.

 

(2014) and 
Yin (2009, 2012) who propose relevant strategies for 

© 2017   Global Journals Inc.  (US)
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data analysis, as well as noting Merriam’s list of a 
number of data analysis strategies within a qualitative 
case study research (Creswell 2013b, Merriam 1998, 
2009). As recommended in Yin (2009, 2012) the rich 
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data analysis, as well as noting Merriam’s list of a 
number of data analysis strategies within a qualitative 
case study research (Creswell 2013b, Merriam 1998, 
2009). As recommended in Yin (2009, 2012) the rich 
data was systematically recorded and managed, 
through a database. Data analysis included construction 
of categories or data themes, naming the categories 
and sub-categories, and developing systems for placing 
the data into these categories and data themes as 
recommended in literature (Yin 2009, 2012). The 
categorisation of data collected increased the quality of 
the data analysis.  

Data analysis included data presentation, 
discussion and interpretation. Tables were used 
extensively to present the findings, illustrating the 
respective data themes and facilitating systematic 
analysis and reporting as recommended in the literature 
(Creswell 2013b, Hyett et al. 2014, Yin 2009, 2012). 
Working from the transcripts and guided by the data 
themes agreed upon earlier, the firm’s activities formed 

the basis for the interpretation of the phenomena 
gleaned from the key informants’ responses.  

XII. Results and Discussion 

This study’s key finding is that tangible 
resources possessing the characteristics of rarity, value 
ability, in imitability and in substitutability when identified, 
developed, protected and deployed, do create value 
that generates sustainable competitive advantage for 
the case study firm. Of note, this study’s findings are in 
disagreement with similar previous studies (for example, 
Clulow et al. 2003, 2007, Fahy 2002) which held that 
tangible resources do not satisfy the criteria for being 
sources of sustainable competitive advantage. Guided 
by the conceptual framework (see Figure 1) the next 
section discusses the results of the data as represented 
in the framework. 

Table 1 offers a summary of how each tangible 
resource identified in this case study create and sustain 
competitive advantage for the case firm. 

Table 1: Tangible resources creating sustainable competitive advantage for the case firm 

 How sustainable competitive advantage is created

 

Sales showrooms Enable superior responsiveness to customers through differentiating the case firm 
and competitors who do not have the facility, hence building loyalty and premium 
pricing is enabled. 
 

Service workshops Size reduces customer response time therefore more customer satisfaction due to 
quick service and more profit for firm from increased volume of cars serviced. 
 

Spare parts warehouse

 

Large space enables adequate stock holding, improving availability and reduces 
cost, hence differentiates case firm with competitors with less or without.

 
 

Financial resources

 

Enables heavy investments that the competitors cannot afford. Therefore, offers 
barriers to imitation and substitution by competitors.

 

Human resources

 

Offers the base for knowledge, skills, culture, relationships that are not easy to 
imitate or substitute or transfer.

 

Source: Study findings and literature (Gaya et al., 2013).

 

Table 1 illustrates how each of the tangible 
resources create core competencies for the case firm, 
which then create sources of differentiation based or 
lower cost based sustained competitive advantage for 
the customers and the case firm. The core 
competencies created, including, efficiency, quality, and 
innovation are all integral to achieving superior 
responsiveness to customers and satisfaction.The 
findings of the study under review are summarised by 
Figure 2 below. 
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Figure 2:

 

The actual process of value creation for sustainable competitive advantage
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Figure 2 illustrates how core activity drivers of 
scale, location and capacity influence the efficiency of 
core firm activities of car sales, workshop service and 
spare parts availability when utilizing the tangible 
resources that possess the four criteria of being rare, 
valuable, costly to imitate and not easily substitutable, 
create sources of sustainable competitive advantage.  

The superior responsiveness to customers in 
car sales, after sales workshop repair service and spare 
parts availability are core activities geared to achieving 
customer satisfaction, to build customer trust and 
loyalty, and in turn secure customer retention.  This 
finding is supported by early literature, especially by 
Porter, when he asserts, ‘resources are only valuable 
when placed into core firm activities, which generate 
lower cost or high value than rivals (Porter 1991, 2004). 
Porter is supported in recent literature by Sheehan and 
Foss (2009) who postulate that, ‘ it is when the activity-
based view is integrated with the resource-based view 
that they together provide the most comprehensive 
explanation of firm value creation (Sheehan and Foss 
2009:255).

Arising from the research problem, the study 
sought answers to the following specific research 
questions.  

• Why does performance of firms in the same 
industry, operating under the same environment, 
persistently differ?

This question is answered by the finding of this 
study that the study firm, which has consistently 
performed at a higher level than competitors in the same 
motor service industry, owns a bundle of tangible 
resources, which were identified in the study as state of 
the art modern sales showrooms, service workshops, 
financial resources, spare parts warehouses and human 
resources. In addition, the question is answered by the 
study’s conclusion that these five key tangible resources 
possess the characteristics of resource sustainability: 
being rare as the tangible resources value is uncertain, 
the physical after sales service complex that houses the 
showroom, service workshop and spares parts 
warehouse is immobile, inimitable and in substitutable. 

XIII. Conclusion about Research
Questions



The conclusion is that this specific study finding 
is inconsistent with the literature (for example, Clulow et 
al. 2003, 2007; Fahy 2002) by selecting tangible 
resources as the original source of sustained 
competitive advantage. The previous Clulow et al. (2003, 
2007:20-21) studies limited the sources of sustained 
competitive advantage of a service firm, to intangible 
resources and capabilities, clearly leaving out tangible 
resources.  

• How do the identified tangible resources actually 
create value for a firm in the motor service industry 
and hence provide the firm with sources of 
sustainable competitive advantage? 

This Primary objective and question was 
answered in the study by introducing resources into 
activities through the application of activity drivers on the 
discrete activities of the motor service firm, aided by the 
integration of the activity-based and resource-based 
views, into a new framework- the activity-resource-
based view (ARBV) of the firm. This integrated 
framework also explained the process of value creation 
(refer to Figure 2). This process of value creation is 
consistent with literature in Hill and Jones (2009), Porter 
(2004) Priem (2007) Ray et al (2004) Sheehan and Foss 
(2007, 2009) who, places resources and activities 
together to form integrative models of sustained 
competitive advantage. 

XIV. Implication for Literature 

The implication for literature is given under 
different headings in this section.  

a) Distinct contribution to new theory 
First, is an emphasis that firm performance 

differences are attributable to the unique competitive 
resources, competitive capabilities and core 
competencies owned, developed, protected and 
deployed by the firms, through strategic choices made 
by the top management, to meet customer needs and 
expectations. This is explained by the integrated 
framework activity-resource-based views (ARBV) of firm 
approach (see, for example, Armstrong and Shimizu 
2007:959, Grant 2010:122, Hitt et al. 2001:105, Porter 
2004, Sheehan and Foss 2007, 2009). 

Two theories, which were integrated in the 
study, informed this study: the activity and the resource-
based views, working in tandem. 

b) Distinct contributions to research methodology  
The first contribution is achieved by the use of 

multiple key informants in a resource-based view case 
study, as opposed to a single key informant, as was the 
case in previous similar case studies (see, for example, 
Clulow et al. 2003, 2007, Fahy 2002). This contribution 
to knowledge, through an improvement in research 
methodology, lent credence to the recommendation in 
Yin (2009:42, 2012) by positing that the use of multiple 

sources of evidence, in a manner encouraging 
convergent lines of inquiry during data collection, is 
available to increase construct validity when carry out 
case studies.  

The use of multiple key informants also 
introduces the concept of data triangulation, through 
multiple sources of data, which increases this study’s 
validity and the reliability of data collected (see, for 
example, Yin 2009:42, 2012).    

XV. Limitations of the Study 

The main limitation is that this study is 
qualitative and conducted in a single firm, in a single 
industry in the motor service industry, in a developing 
economy like Kenya’s. The generalizability of the case 
study findings is therefore limited, although an analytic 
generalization could inform and contribute new 
knowledge to the activity-resource-based view (ARBV) 
theory.  

XVI. Recommendation for Further 
Research 

There is need for survey research to generalize 
the findings, as the findings on tangible resources as 
creating sources of sustained competitive advantage, 
point to a new paradigm in strategic management 
empirical literature (see Clulow et al.

 
2003, 2007, Fahy

 

2002).
 

Further studies of this nature within different 
firms in the motor service industry, would allow an 
opportunity for contrast and comparison. Similar studies 
in other service industries would offer additional 
opportunity to explore the operationalization of the 
theoretical model developed in this study, the activity-
resource-based view of value creation by sources of 
sustainable competitive advantage. 

 

This thesis has therefore built on and added to 
the search for a link and an integration of the activity and 
resource-based view theories to generate a new theory 
and body of knowledge in the strategic management 
realm, in order to bridge the literature gap and also in 
order to offer guidance to future research (Barney 2007, 
Ray et al

 
2004, Sheehan and Foss 2007, 2009, Porter 

2004, 2008, Priem 2007).
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Corporate Governance Perspectives in Algerian 
Small and Medium Scale Enterprises 

     

Abstract- This paper objects to focus on the corporate 
governance practices in the Algerian small and medium size 
enterprises where the main intention is to recognize and clarify 
the degree of corporate governance practices. The study has 
taken place in 6 enterprises located in 3 different provinces. 
The tool of research is considered to be the questionnaire. 
After the descriptive and inferential analysis of data collected, 
we have come out to a set of results: the level of corporate 
governance in Algerian small and medium enterprises is 
intermediate and the enterprises widely neglect the external 
and audit committee, also the implementation of transparency 
and disclosure principle are not enough which leaded us to 
conclude that the mode of corporate governance is facing 
serious imbalances and have to be enable in a good way. 
Keywords: corporate governance, small and medium 
size enterprises, the algerian code of corporate 
governance, corporate governance practices. 

I. Introduction 

mall and medium size enterprises sector  has 
become a key pillar in the equation of getting 
development and obtaining a satisfied rate of 

economic growth. During the last 3 decades of the 
twentieth century, especially in the economy developed 
countries all attention has turned toward this sensible 
sector to lead the wheel of development and to bring 
new vitality to the worldwide economies. However, not 
just the developed countries who have put their eyes 
over this sector, also the developing countries like 
Algeria have provided sustainable efforts to take care of 
the SMEs. In fact, the statistics refer to stunned 
information belong to SMEs efficiency in term of job 
creation and reducing the average of unemployment, 
achieving growth, bringing direct foreign investment and 
participate broadly in the GDP, studies estimate that 
90% of the world enterprises are SMEs ones and they 
are separated approximately over all the fields. 

Algeria's economy attention has been also 
turned to the private sector, mainly on SMEs due to their 
sizable role on the economic development. Therefore, 
the number of SMEs has been witnessing a remarkable 
augmentation since Algeria has opened its economy in 
1990s progressively to adopt the market economy which 
is based particularly on the privatization. The statistics 
show  that  the  notable  structure and the main tissue of  
 

 
  

  
  

enterprises in Algeria is roughly 95% SMEs, this means 
that the government is going after this sector to build a 
strong economy capable to ensure the auto-satisfaction 
as a primarily objective and to reach competiveness as 
long term goals. Despite the great efforts provided by 
the government to establish a good environment for the 
SMEs sector to be developed and improved. Although 
the significant and important role for this sector in 
building a competitive private sector. SMEs still face 
enormous problems which hamper it from obtaining 
development. 

In front of all these obstacles and inhibitors that 
slow down the development process of SMEs sector, 
Algeria finds itself standing against a big and huge 
challenges which is to exceed in a good manner this 
crucial and difficult situation. Corporate governance has 
then become a major and indispensable request to 
tackle effectively with the mentioned problems. Although 
the concept of corporate governance is basically related 
to the large scale enterprises because it has been 
initially appeared in this kind of firms to treat the problem 
of agency between the principle and the manager, but 
that does not mind to practice this new managerial 
system in the SMEs sector. However, the attributes that 
characterize the Algeria SMEs enterprises make it 
difficult for the good practice of corporate governance, 
and despite the efforts provided by the government to 
boost the private sector to have good practices of 
corporate governance, the enterprises owners and 
managers still do not take seriously this important 
tendency to promote the SMEs sector in Algeria.    

Problematic: In this paper we are trying to deal with 
following problematic: 

What is that fact of corporate governance practices in the 
Algerian small and medium size enterprises? 

To get answer for this main problematic and to 
facilitate the research process we ask the following sub-
questions: 

 What do we mean by SMEs and what is its place 
and importance in Algeria economy? 

 What is the definition of corporate governance and 
what are its principles? 

Hypothesis:
  

after being studied the literature review 
concerning the corporate governance and SMEs sector, 
we may give the following hypothesis, so as we will able 
to test it in the empirical part:

 

S 

© 2017   Global Journals Inc.  (US)

13

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
II 

Is
su

e 
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

A
20

17

Fellag Nourredine α & Zerrouki Brahim σ

 Author α: PhD student, University of PhD. Tahar Mouly Saida, Saida, 
Algeria, laboratory: ITMAM. e-mail: fellagnourredine@yahoo.fr
Author σ: PhD at University of PhD. Tahar Mouly Saida, Saida, Algeria,
laboratory: ITMAM. e-mail: Zerrouki02@yahoo.fr

mailto:fellagnourredine@yahoo.fr�


 The Algerian small and medium size enterprises do 
not practice corporate governance principles. 

 The mechanisms of corporate governance are not 
fully available in Algerian small and medium size 
enterprises. 

Importance of the study: the importance of this study is 
that it tackles and focuses on the theme of corporate 
governance in the Algerian SMEs by having an empirical 
study so as to clarify the reality of management in the 
Algerian enterprises, as this private sector is the key 
pillar for Algerian economy growth, it will give an 
addition in term of bringing and giving the chance to the 
Algerian authorities and to the enterprises leader a clear 
view of corporate governance practices fact.  

II. Literature Review 

In this part we will have an overview on 
corporate governance concepts and small and medium 
scale enterprises perspectives so as to illustrate our 
study and present perceptions on the theoretical side of 
our research axes. In fact, there are many studies that 
tackled the subject of corporate governance and SMEs 
from different sides. 

III. Previous Studies 

We have taken into account some previous 
studies related to this paper for the object to illustrate 
the important results reached up to date  so as to make 
the study relevant and have a value, we set bellow 
studies that helped us to take part in the looking of our 
main issue. 

a) The study of Saoud Wassila, "corporate governance 
as a tool to increase the Algerian SMEs 
performance", doctoral thesis, 2016 

The researcher in this study aimed to determine 
the contribution of corporate governance in enhancing 
the performance of the Algerian SMEs. The study had 
two sides: theoretical and empirical side, in the 
theoretical part the author tackled the different 
clarifications about corporate governance, small and 
medium scale enterprises and the enterprise 
performance, with the reference to the fact of corporate 
governance in the Algerian SMEs and its contribution on 
the economy building. Otherwise, in the empirical side, 
the researcher analyzed the result of 150 questionnaires 
distributed on a sample consist of 150 SMEs, the 
questionnaires questions were headed to the 
enterprises chiefs and the seniors administrators.  The 
results of this study were as follows: most of the 
Algerian SMEs confirmed that the implementation of 
corporate governance would enhance the performance 
at all levels whether the single or general of the 
enterprise, and there is a clear acceptance to adopt this 
system, but in condition to provide the convenient 
environment for that like the good formation and 

awareness of the importance and benefits of corporate 
governance. 

b) The study of Kherraf Houria, “the governance of 
familial corporate: study the Algerian case.”, 
Magister’s memory, 2014 

The researcher tried to tackle the issue of 
corporate governance on the familial firms in Algeria, he 
started from the point that the familial firms have a 
specific nature because it is owned and managed by 
members of the family, so he tried to clarify the mode of 
governance of this kinds of firms in Algeria knowing that 
the majority of Algerian firms are family ones. He made 
an empirical investigation in the NCA company so as to 
find the mode of governance of this family company, the 
result was that there are many changes and 
adjustments in the system of governance for the family 
companies and the problem of succession has a huge 
impact for the strategy of development undertaken by 
the company, also the management system inside the 
company is different and has a tough relation with family 
nature, the relationship between the stakeholders is 
determined in a tight space not giving the total freedom 
for them to share their opinions and suggestions. 

c) The study of S. M. yazide, B, abd ouahab, “the reality 
of corporate governance in Algeria; an empirical 
study on joint-stock exchange companies”, 
published article 

In this study the writer tried to identify the fact of 
corporate governance in Algeria for the joint-exchange 
companies in order to know the degree of concordance 
between the practice of corporate governance in this 
enterprises and the principles of OECD and the 
principles of Algerian corporate governance code, the 
researcher used a questionnaire to make his study in 
which he delivered 50 copies on the internal auditors 
and the board council members. The result was that the 
companies in which the study was done apply the 
principles of corporate governance released by OCED 
and apply also the principles of the Algerian corporate 
governance code. 

d) What makes the results of this study different from 
the previous studies? 

The result of this study are different from the 
others because we are focusing in paper on the 
corporate governance practices in the Algerian SMEs, 
more specifically we intend to identify the corporate 
governance practices reality in the SMEs sector, so the 
obtaining result are about the characteristic and fact of 
corporate governance practice; in other hand the 
disadvantage and advantage of corporate governance 
levels in SMEs sector.   

IV. Corporate Governance 

Corporate governance has broadly taken an 
important place after the succession of the different 
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financial scandals and crises that touched many 
countries; the results were the collapse and bankruptcy 
of many sizable and sustainable enterprises overall the 
world, that was essentially due to the lack of good  
practices of management rules especially in term of 
monitoring and supervision. 

a) Definition of corporate governance  
The term of corporate governance does not 

easily lend itself to one universal definition, there are 
many definitions depend on the difference between 
writers perspectives and institution overview to this 
important concept. 

It was defined as: "corporate governance 
system as the structure that organize the company's 
management and control; ensuring that this structure 
includes a system of incentives for managers, and that 
the board of directors is linked to the company's 
performance, which aims to maximize the shareholders 
profits and encourage management to the best 
investment of the company's resources"1

Scholars have a clear definition of corporate 
governance as: "the formal mechanisms of directing, 
supervision, and control put in place within a company 
in order to monitor the decisions and actions of its 
senior managers and ensure these are compatible and 
consistent with the specific interest of shareholders and 
the various other interests of stakeholders who 
contribute to the operations of the company".

.  

2

Gerrard Chareaux one of the pioneers in the 
field of corporate governance defined it as:"The 
mechanisms which intend to determine the authorities 
and have an impact on the directors decisions, in other 
word govern their leadership toward the corporate and 
set the scope of their authorities"

 

3

Cadbury (1992): define corporate governance as "the 
whole system of controls, both Financial and otherwise, 
by which a company is directed and controlled"

. 

4

                                                           
1 Mekkaoui Mekki and others, the role of corporate governance in 
attracting foreign direct investment to the arab countries, EPRA 
international journal of economic and business review, vol-3, issue-9, 
September 2015, p:02. 
2 Ahmed Gaid Noureddine, corporate governance application in 
Algerian financial sector, international journal of research in business 
studies and management, vol-2, issue-11, november 2015, p:03. 
3 Mimouni yassine,  the development of SMEs and the good 
governance, magister memory, university of Telemcen, 2012, p: 15 
4 Cadbury Rapport (1992), Report of the Committee on the Financial 
Aspects of Corporate Governance », London. 

. 
It is clear from afore mentioned definitions that 

corporate governance is concerned with The processes, 
systems, practices, procedures, rules and regulations 
that govern Institutions, the manner in which these rules 
and regulations are applied and followed, the 
Relationships that these rules and regulations determine 
or create, the nature and the Effects of those 
Relationship. 

In Algeria, there are many scholars who tackled 
the issue of corporate governance in general and 
corporate governance in small and medium size 
enterprises, we may list some of definitions given by 
Algerian scholars to corporate governance concept, 
although the opinion differ from one person to another 
according to the side by which he defines corporate 
governance: 

Corporate governance in SMEs is defined as: 
"all the procedures and schedules used to run and 
manage the internal affairs of the enterprise, aiming to 
increase its value at the long term which will bring 
benefit to the investors and guarantees the financial 
safety"5

According to Hossam Ghodban: corporate 
governance in Algeria Aims to regulate the relation 
between stakeholders in the enterprises, thus it 
represents 3 major trends: firstly, the narrow trend which 
focus on the necessity to make governance in favor of 
shareholders by reducing the cost of capital. Secondly, 
the huge trend which focus on the necessity to enhance 
the enterprise's performance as it is a source of wealth's 
creation. Finally, the global trend which adds another 
responsibilities to corporate governance as the 
engagement of the social responsibility, business 
ethics"

. 

6

 

. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                           
5
 Saoud Wassila, corporate governance as a tool to increase the 

performance of SMEs, doctoral thesis, university of Mssila, Algeria, 
2016, p:17. 
6
 Houssam Eddine Ghodbane, "contribution in the suggestion of a 

model of corporate governance for the Algerian economic 
enterprises", doctoral thesis, university of Bisikra, Algeria, 2014, p:5.  
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The following shape shows the trends of corporate governance in Algeria
  

 

 
 

Source: prepared by the student.

 

b) Principles of corporate governance 

First published in 1999 and subsequently 
revised in 2004, the OECD in publishing its elements of 
corporate governance, took into account the views of 
many different countries on the subject of what 
constitutes good corporate governance.

 

The OECD states "the primary role for regulation 
is to shape a corporate governance environment 
compatible with societal values that allows competition 
and market forces to work so that corporations can 
succeed in generating long-term economic gain. 
Specific governance structures or practices will not 
necessarily fit all companies at all times (OECD, 1999).

 

The OECD identifies the following key elements 
of good corporate governance:

 

1.
 

The rights and obligations of shareholders;
 

2.
 

Equitable treatment of shareholders;
 

3.
 

The role of stakeholders and corporate governance;
 

4.
 

Transparency, disclosure of information and audit;
 

5.
 

The board of directors and Non-executive members 
of the board;

 

6.
 

Executive management, compensation and 
performance.

 

The main theme of the above principles lies in 
four basic principles. Firstly, the issue if business ethics 
and compliance, secondly the adequacy of the business 
decision making mechanism, thirdly adequate 
disclosure and transparency and fourthly financial 
control and administration (keeping and financial 
accounting). These OECD principles are so sound that 
even the non-members of OECD are implementing and 
adopting. Morck (2005) states that the soundness of 

these principles has been proved by its adoption all over 
the world.

 

c)
 

Why corporate governance is important?
 

Corporate governance occupies a big 
importance in the view of the modern enterprises, that is 
because it tackles with many tough troubles which have 
a relation with management and ownership; it has also a 
huge correlation in determining the developing strategy 
of the firm. It is also considered by investors as a 
criterion to base upon

 
in the firms that do good 

governance. However, it was noticed that the firms that 
practice corporate governance have high shares more 
than those who do not practice corporate governance.

 

V.
 

Small and Medium
 
Seize Enterprises

 

The abbreviation SMEs stands for Small to 
Medium Enterprises. Almost every company we know 
today began as an SME. Globally, they have a very 
significant contribution in the provision of goods and 
services for the society; without SMEs, big companies 
may not be able to meet the demand for goods and 
services in an expanding customer base.

 

a)

 

Definition of small and medium size enterprises

 

SMEs have no standard definition, they have 
been identified differently by various individuals and 
organizations, such that an enterprise that is considered 
small and medium in one country is viewed differently in 
another country. Some common indicators employed in 
the various definitions include total assets, size of the

 

Trend 
towards 

shareholders

 

Trend

 Towards 

Enhancing 
enterprise

 performance

 

 

Trend towards 
stakeholders
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labor force employed, annual turnover and capital 
investments7. 

Shape 1: Tends of corporate governance in Algeria.



labor force employed, annual turnover and capital 
investments7

According to the European commission, an 
enterprise is deemed as having a small or medium size 
when the total number of its employees is below 250 
people 

. 

8

• Not more than 250 employees; 

. The European Commission mentions that an 
enterprise can be deemed medium indeed, when it 
meets the following conditions simultaneously: the 
number of its employees is more than 49 and fewer than 
250; the annual turnover does not exceed 40 million 
euro or the total of the balance assets is not more than 
27 million euro. Small enterprises are considered those 
enterprises which have no more than 50 employees and 
an annual turnover of at least 7 million euro or whose 
total balance assets do not exceed 5 million euro. Very 
small enterprises are defined as those with no more 
than 10 employees. 

According to the Algerian ministry of commerce, 
Small and Medium Enterprises is defined regardless of 
its legal status in term of providing either good or 
service or even both, by setting some characteristics 
which are: 

• Annual turnover does not exceed 02 billion dinars or 
whose annual balance sheet total does not exceed 
500 million dinars; 

• It should match with the criteria of independence. 

b) Attributes of small and medium sized enterprises 

Small and medium enterprises have fulfilled 
many tasks in their history, they manufactured products 
which were ignored by large enterprises and offered 
various specialized services. Up to the present they 
have played an important role in GDP creation, in the 
process of employment, labor productivity increase and 
in regional development; they are viewed as an 
important source of new ideas and innovation9

• Enhancing the initiative spirit of individual and group 
by initiating economic activities for goods or 
services that didn’t exist before, as well as the 
revival of economic activities which have been 
abandoned such as the traditional industries. 

.  

Among the characteristics of small and medium 
enterprises that have made them able to play an 
important contribution toward the economic and social 
development as well as contribute to reduce the rate of 
unemployment, the following characteristics are 
presented: 

                                                           
7
 Asma Benzazoua Bouazza, samll and medium enterprises as an 

effective sector development and employment creation in Algeria, 
journal of economics, commerce and management, vol. 3, issue 2,  
united kingdom, 2015, p: 02. 8
 L.I. Savlovschi, N.R.Robu, the role of SMEs in modern economy, 

Economia Seria Management, vol-14, issue-1, 2011, p: 01-02. 9
 Ľubica Lesáková, small and medium enterprises in the new world of 

globalization, forum scientiae oeconomia, vol-2, N-3, 2014, P:04.  

• Reintegration of the demobilized employees from 
their positions due to the bankruptcy of some public 
institutions or the employment reduction in some 
organizations as a result of restructuring and 
privatization, which would supports the possibility of 
compensation of some of the lost activities. 

• Generating new offers of job both directly via 
enterprises establishers and indirectly through 
recruiting of other jobless individual within 
enterprises, which can lead to a rapid response to 
social demands in the employment field, as these 
enterprises seek to provide work positions intended 
for individuals who do not meet the needs of large 
organizations, These enterprises pay less wages 
than the large organizations do, as the average 
qualifications is inferior to those obtained by 
employees working for large organizations. Small 
and medium enterprises can establish an effective 
tool for activities resettlement in the remote areas, 
leading them to be an effective tool for a significant 
enhancement of local wealth and a mean of 
domestic regions merging and integration. 

c) Difficulties faced by SMEs   

SMEs sector have a lot of difficulties weather 

when they get established or during the exercise of their 
activities, the following points state the most important 
troubles that SMEs may face: 

• Difficulties in term of administrative and executive 
procedures to get the approval of the project. 

• Increasing the tax rate on turnover, revenue and 
profits. 

• Administrative problems: there are always ignorance 
or even disqualifying management technics and that 
may lead to the mixture between their own business 
and project business. Besides, there are a shortage 
of the skilled labor due to the augmentation of 
formation and training costs. 

• Marketing problems. 

d) Challenges faced by SMEs 

A number of studies have been performed on 
challenges faced by SMEs in developing countries as 
well as Algeria. Small and Medium Industries 
Development Plan (SMIDP) in its 2001-2005 report 
(SMIDEC, 2002) and SME Master plan (2012) identified 
many challenges faced both at the domestic and 
international levels. These challenges can be 
summarized as the following 10

 Innovation and technology adoption (low 
commercialization, poor technology uptake); 

: 

                                                           
10

 Nurmazilah mahzan, chia meng yan, harnessing the benefits of 
corporate governance and internal audit: advice to SMEs, the 5th

 
Indonesia international conference on innovation, entrepreneurship, 
and small business (IICIES 2013), social and behavioral sciences 115, 
2014, p:03. 
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 Human capital development (lack of job readiness 
of employees and effectiveness of training); 

 Access to financing (limited non-banking avenues, 
poor credit worthiness and lack of know how 
/resources); 

 Market access(information barriers for exports, low 
marketing and branding); 

 Legal and regulatory environment (Licensing and 
permits issues, compliance to regulations); and 
infrastructure (trade clearance and facilitation 
system and low/infrequent trade volumes). 

e) The fact of SMEs in Algeria 

The number of SMEs in Algeria has known an 
important growth especially after transition from the 
socialist economy toward the market economy in the 
beginning of the last decade of the 20th century, the 

statistics show that the amount of SMEs in the first 
semester of 2013 was 747.934 in which 90% are very 
small enterprises, whereas the number of the same 
sector was 455.398 in 2009, these statistics indicate the 
huge growth of SMEs in Algeria and that is due mainly 
to the policy of Algerian authorities aiming to promote 
this sector and make it a resource of wealth's creation. 
Despite the tremendous effort provided by the 
government to enhance the performance of this sector, 
the fact points out to the disability of this sector to cover 
the huge shortage that big enterprises can't take into 
account. 

The following data delivered by the ministry of 
industrial development and investment promotion 
present the number of jobs held by the SMEs in the first 
semester of 2013. 

Table 01:  Statistical bulletin of Algerian SMEs for 1st 2013
 

SMEs
 

 
 
 period

 

 

 

 

 

 

Number of 
entities created 

per year
 

 

Job's
 

creation by 
new entities

 

 

SMEs
 

cessation of 
activity

 

2012

 

687 386

 

1 776 461

 

27 736

 

99 892

 

2 182

 

 

1st

 

semester of 
2013

 

747 934

 

1 915 495

 

34 811

 

177 010

 

2 661

 
Source: ministry of industrial development and investment promotion, Statistical bulletin of SMEs for 1st 2013, N:23, November 
2013, p:07.

VI.

 

Framework of

 

Corporate Governance 
in

 

Algerian SMEs

 

On July 2009, a work team made of CARE club 
(circle of action and reflection on the company) and FCE 
(forum of enterprises chiefs) with the collaboration of 
public authorities in the name of ministry of small and 
medium size enterprises and crafts, they agreed to 
release a code of corporate governance for the Algeria 
companies mainly the small and medium size ones, this 
code is the first edition for such kind of initiatives 
targeting to improve and master the managerial system

 

for the Algerian companies. However, this code is like 
the others ones in different countries but has the 
characteristic of the Algerian companies from different 
sides and perspectives.

 

It is considered as a basic document for the 
Algerian companies, public and private ones, who want 
to improve their performance and competitiveness on 
the local and foreign market, explained its founders, led 
by the forum of enterprises chiefs. The code is based on 
the achieving of the following principles:

 

−

 

Transparency:

 

it means that the rights and 
obligations also the prerogative and resulting 
responsibilities must be clear for all.

 

-

 

Equity: it means that the distribution of rights and 
obligations between the stakeholders, also the 
privileges and engagements related with

 

it have to 
be done fairly. 

 

-

 

Responsibility: it means that the responsibility of 
everyone is determined by a clear objectives and 
not with divided objectives.

 

-

 

Accountability: that means every actor person in the 
company is responsible toward the other persons in 
term of practicing the given responsibilities.

 

a)

 

The challenges of SMEs in term of corporate 
governance

 

The Algerian SMEs face in term of corporate 
governance practices a lot of challenges, we might point 
out at some of them in the following statements

 

How to ameliorate the relation with the bank: the 
company is in front of a big challenge to enhance their 
relation with the financial administration, the banks do 
not trust in financial statement for the Algerian 
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Number of 
SMEs job's creation

Number of 

companies that is why they do not give funds to them. 
Otherwise, the enterprise need to break these barriers 
by practicing corporate governance principles and 
establishing a relation of trust with the bank so as to get 
the sources of funding.



 

b)

 

How to bring external investment to the initial core of 
the familial enterprise

 

Almost the Algerian companies are familial 
which stands against bringing external investors to the 
company, so they need to open the door for the foreign 
investors so as to bring other sources of capital, and to 
spread the activity of the company, and do not enact 
instructions that restrain investors to take opportunity of 
investment. 

c)

 

How to establish a relation of trust with fiscal 
administration  

The relation between the enterprises and the 
fiscal administration has to

 

be trustful so as to give 
freelance and liberation for the company and boost their 
transparency and disclosure.

 

d)

 

How to clarify the relation between shareholders

 

A lot of companies suffer from internal conflicts 
between the shareholders in term of different issues 
related to the strategy undertaken by the company 
which is obliged to figure out solutions to these internal 
conflicts between shareholders.

 

e)

 

How to clarify the responsibilities between the 
executive team

 

A huge number of enterprises may face the 
dilution of the responsibilities, sometime there are 
exceed in responsibilities between the executive team, 
these may cause and lead to internal conflicts between 
the responsibilities of the executive team and the 
shareholders, so the practice of corporate governance 
will identify the responsibilities and functions of everyone 
in the company. Hence, it

 

will fight against this kind of 
conflicts inside the company.

 

f)

 

How to adjust the succession's

 

problem

 

This may be the most crucial problem for the 
companies in

 

Algeria due to the familial nature of the 
most companies; a lot of firms can’t manage the 
situation after the death of the founder, that because of 
the absence of laws inside the firms that organise such 
kind of issue related to the succession matter, so firms 
have to put in clear and determined rules and 
instructions to organize this process.

 

VII.

 

Empirical Part

 

a)

 

Research methodology

 

This paper aims to shed light on corporate 
governances practices within the Algerian small and 
medium size enterprises. Therefore, to collect the 
necessary data for our study we have used the 
questionnaire as an instrument to collect the qualitative 
information about different aspects and perspectives of 
corporate governance practices.

 

The approach taken in the study: this study is about a 
survey on some joint-stock companies in the region of 
CHLEF, Ain defla and Ghlizane. 

 

we decided to follow 

this approach after long field investigations. Hence, we 
arrived to a result that this kind of companies is the most 
suitable for our study due to the characteristics that 
distinguish this enterprises which will help us to reach 
our main objective from this study.

 

Tool of the study:

 

It was an ended question 
questionnaire in form of likert's scale quintet.

 

Population of the study:

 

the population of the study is the 
small and medium size enterprises and it was 
determined that the enterprises that have less than 250 
employers are considered SMEs ones.

 

Sample of the study:

 

The sample size of this research 
paper is consisted of 10 SMEs

 

located in 3 provinces 
namely as follow: Chlef, Ain defla and Ghlizane. The 
number of question

 

naires being delivered were 150 and 
we only received back 120 questionnaires, the 
interviewees made of the top manager, stakeholders, 
shareholders, executives members and members of 
board of director.

 

Questionnaire axes:

 

Data collected were analyzed using 
both inferential and descriptive statistical tools. The 
questionnaire has included 3 parts as follows:

 

1.

 

Identification of the enterprise: general ideas of the 
enterprise; its sector of activity, its date of creation, 
its statute and the demographic information of the 
interviewees. 

2.

 

Questions relative to the corporate governance 
practices basing on the principles of corporate 
governance.

 

3.

 

Information relative to the external and internal 
mechanisms of corporate governance.

 

Tool used to analyze the collecting data:

 

The statistical 
package for social sciences (SPSS) has been used to 
treat the data collected and transform it from the 
qualitative pattern to the quantitative pattern.

 

VIII.

 

Reliability of the Questionnaire

 

The research instrument was validated by 4 
Experts in the area of study and their comments were 
incorporated on the research instrument. Reliability of 
the research instrument was tested on the Cronbach’s 
Alpha and the results obtained are as below:
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Table 2: Reliability of the questionnaire 
Reliability statistics 

Number of items (N)
 

Cronbach’s Alpha
 

44
 

0.756
 

Source:   prepared by the student from SPSS 22

The Cronbach’s Alpha value of 6 and above is 
considered good and according to the above test 
results a value of 0.756 is considered good and reliable. 
The checks and balances in this regard are appropriate 
to produce results that are reliable and generalizable. 

a) Results and discussion of findings 
Inferential and descriptive statistical tools of 

analysis were applied in this paper to analyze data 
collected from the field. Of the 120 respondents; 54% 
are male and 46% are women. The respondents who 
are in the 20- 29 years age group constitute 18%, 30-39 
years are 48%, whereas those in the 40-49 years age 

group constitute 28% and those who are 50 years and 
above constitute only 6%. Marital status of the 
respondents is that 68% are married, 26% are single 
and 6% are widowed. The sample indicated a relatively 
well educated sample of respondents. 

1. Analysis the data of the study 
In this section we will analyse each part of the 

questionnaire leaning on the arithmetic median and the 
standard deviation, the median between (1 to 2.5) 
means the level of answer is low, between (2.5 to 3.5) 
means that the level of answer is intermediate, between 
(3.5 to 5) means the level of answer is high. 

Part one: corporate governance principles practices. 

Table 3: The results of the first section questions’ opinion: corporate governance principles 

Axes Median Deviation 
Standard 

Opinions 

Responsibilities of director’s board 3.80 0.847 high 
The role of stakeholders. 3.32 0.936 intermediate 
The equitable treatment of shareholders 1.69 0.937 low 
The protection of shareholders’ rights in the company status. 3.66 1.147 low 
Disclosure and transparency 2.25 0.855 low 
Total 2.94. 0.944 Intermediate 

Source: prepared by the student from the SPSS 22 outputs.   
Analysis: The results of the answers related to the 
principles shown in the table number 03 indicate that the 
level of corporate governance practices inside the small 
and medium size enterprises is intermediate with a 
median equal to 2.63, the standard deviation is 0.944. 
From the table below we can notice that the degree of 
corporate governance principles is unequal; the 

enterprise pay more intention to the responsibilities of 
director's board. Whereas, there are a total neglect to 
the equitable treatment of share holders, disclosure and 
transparency. In general the interviewees have an 
agreement that there are a sharp lack in term of 
corporate governance practices.  

Part two: corporate governance mechanisms 
Table 4: The results of the second section questions’ opinion: mechanisms of corporate governance.

 

Axes Median 
Standard 
Deviation

 
Opinion 

Audit committee.
 

1.45
 

0.869
 

intermediate
 Internal audit

 
2.63

 
0.925

 
low

 Board of director
 

3.69
 

1.014
 

high
 External audit

 
2.12

 
0.761

 
low

 Total
 

2.47
 

0.822
 

intermediate
 

Source: prepared by the student from the SPSS 22 outputs.  
Analysis: The results in the table number 4 refer that the 
arithmetic median of the questions of the second part is 
equal to 2.57 with a standard deviation equal to 0.822 
which means that the level of corporate governance 
mechanisms existence is intermediate. The interviewees 
agree that the enterprises do not give an important 
attention to the audit committee and to the external 

audit, which is very important for the good management  
of the enterprises' tendency.
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2. Hypothesis test
To test the hypothesis we used the Parson’s 

coefficient in an indication level equal to (α=0.05), the 
size of sample equal to (N=120).



 
 

 

 

 

 

 

Table 5:

 

The result of testing the first hypothesis

 

Data

 

Governance system application

 

Corporate governance principles 
practices

 

Correlation coefficient

 

3.36

 

α

 

0.006

 

N 120

 

Source:  prepared by the student from the SPSS

 

22 outputs.

 

Analysis:

 

From the table 6 the level of indication equal to 
(α=0.006) and that is under (0.05), the correlation 
coefficient equals to (R= 3.36), so there is a strong and 
positive correlation relation statistically significant at a 
level of indication equal to (α=0.05), this leads us to the 

result that the Algerian small and medium enterprises do 
not practice corporate governance principles.

 

The second hypothesis:

 

The mechanisms of corporate 
governance are not fully available in Algerian small and 
medium size enterprises.

 
 

Table 6:

 

The result of

 

testing the second hypothesis

 

Data

 

Governance system application

 

Corporate governance mechanisms

 

Correlation coefficient

 

4.01

 

α

 

0.000

 

N 120

 

Source:  prepared by the student from the SPSS 22 outputs.

From

 

the table 6 the level of indication equals to 
(α=0.000) and that is under (0.05), the correlation 
coefficient equal to (R= 4.01), so there is a strong and 
positive correlation relation statistically significant at a 
level of indication equal to (α=0.05), this leads us to the 
result that the mechanisms of corporate governance are 
not fully available in the Algerian small and medium 
enterprises.

 

IX.

 

Conclusion

 

Although the concept of corporate governance 
is a bit old in term of appearance but it is new in tem of 
implementation especially in developing countries like 
Algeria. This study shows that the practices of corporate 
governance principles in the sector of SMEs is 
determined by many imbalances, in spite of the 
tremendous efforts that have been provided by the 
Algerian government to boost the pillar of enhancing the 
practices of corporate governance. However, this paper 
has come to a set of

 

results as follows:

 

−

 

The implementation of the principle of transparency 
and disclosure in the SMEs, in general is low, 
meaning that the SMEs are not good enough in 
implementing the principles of openness and 
independence. As the implementation of 
responsibilities of board of director and the role of 
stakeholders are a bit high, meaning that SMEs are 
paying enough care to these two principles in a 
manner to give a good overview to the external 
environment.

 

−

 

The SMEs in general do not have audit committee 
and do not interest in external audit, whereas the 
internal audit is not enough enabled.

 

−

 

The concept of corporate governance is not 
enabled as best as it should be in Algerian SMEs.

 

−

 

An enormous efforts have to be provided by the 
collaboration of both the Algerian authorities and the 
SMEs chiefs to boost forward and improve the 
implementation of corporate governance. 

 

According to the result of this paper, we may 
give the following recommendation:

 



 

The implementation of sound corporate governance 
in the Algerian SMEs have to be determined through 
two aspects: the first one is related to the ministry 
commandment as it is considered the main actor to 
provide the suitable environment and the motivator 
for that, the second aspect is through the 
enterprises themselves and that will definitely inhibit 
the administrative corruption phenomenon.

 



 

providing more efforts on laying corporate 
governance culture in the environment of business 
by setting  up Algerian corporate governance 
institutions and to promote for corporate 
governance principles.

 



 

reinforcing the disclosure and transparency of the 
financial reports, and this by enabling the different 
tools the accounting system like audit process.

 



 

the necessity to adopt the Algerian corporate 
governance code, and the

 

work on making 
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The first hypothesis: The Algerian small and medium size enterprises do not practice corporate governance 
principles.

amendments of the content in order to be directed 
to different kind of enterprises.

 the Algerian SMEs have to increase and develop an 
honest and ethical relation with all the stakeholders: 
employees, customers, banks and the taxes 
administration.



 
 

 

We may recommend areas for future studies as 
the following:

 

•

 

The importance of corporate governance in running 
the financial distress of the Algerian SMEs.

 

•

 

The role of corporate governance in enhancing the 
efficiency of management of the Algerian SMEs.

 

•

 

The impact of implementing corporate governance 
on reducing the internal and external conflict of the 
Algerian SMEs.

 

•

 

The importance of adoption of transparency criteria 
on the enhancing the performance of the Algerian 
SMEs. 
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Impact of Team Work Traits on Organizational 
Citizenship Behavior from the Viewpoint of the 

Employees in the Education Directorates in 
North Region of Jordan

Abstract- This study aims at investigating the impact of team 
work traits on organizational citizenship behavior viewpoint of 
the employees in the education directorates in north region of 
Jordan. Five dimensions of work team traits were included in 
the study: clear goals, open communications, conflict 
management, clearly defined role, and participating 
leadership, on the other hand, organizational citizenship 
behavior was measured by five dimensions: altruism, courtesy, 
sportsmanship, civic virtue, conscientiousness.

The study population consists of all employees in the 
education directorates centers in Jordan north region. A 
random sample included four directorates (the First Irbid, 
Mafraq, Jerash, Ajloun) was chosen, The researcher used the 
descriptive and analytical methods, and (300) questionnaires 
were distributed to the study sample to collect data.

The study findings showed that the level of the work 
team traits availability was medium, and the defining role came 
on the first rank, and the level of organizational citizenship 
behavior was medium also, and the awareness of conscience 
came on the first rank.

Furthermore the study finding showed that all the 
independent variables have a statistically significant effect in 
organizational citizenship behavior, the Clear goals came in 
first place with an effect size (0.274), followed by the Clearly 
Defined role with an effect size round (0.251), followed by the 
effect of open communication with effect size (0.177), then 
came the dimension of Participating leadership with effect size 
(0.167), and finally came the conflict management dimension 
with effect size (0.146). 

S The study recommended the promoting of these 
traits, to use them in the building of work teams using 
comprehensive plans work to improve the Organizational 
environment, and a healthy Organizational environment that 
supports teamwork culture, and trying to raise the level of the 
work team traits availability in the education directorates of the 
north region of Jordan to become a highly degree, because of 
its great role on improving the organizational citizenship 
behavior.

Keywords: team work traits, organizational citizenship 
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I. Introduction

The teamwork consists of individuals which 
decide to accomplish a certain goal, they obtained this 
idea from their way of living in the old times, when they 
went for hunting and facing life hardships together just 
to stay alive (Jabr Allah, 2012).

The staff attributes become as the driving force 
on the dynamics and team work flow and how this force 
impact on their behaviors and the interactions between 
team members when doing their tasks. And (Al-Hawy,
2009) sees that this traits are to achieve work flow in the 
team by giving members the ability to accomplish the 
tasks through their interconnection between each other 
so they accomplish organization goals. Also, this traits 
considered to be one of the most important indicators 
that the organization needs to form a team work 
depending on the combinations in which task needs to 
be accomplished.

The organization nowadays aimed in 
competitive world about new ways to achieve the 
maximum efficiency for their employers, where
nowadays this organization passing through different 

he rapid changes imposed in the business field to 
establish business organizations by taking their 
efforts towards the human resources, which is the 

most important essential for administrative 
organizations, so the human resources is the one who 
responsible for the success and the failure for this 
organization indeed, also one of the most important 
challenges which face the contemporary administrative 
organization considered to be the coordinate of the 
efforts for organization individuals to achieve their goals, 
so the traditional construction hierarchy template cannot 
be able to devote the scientific and technical knowledge 
which the organization individuals already have in all 
levels, and up to this, the twenty one century 
organizations found the way to face and obverse the 
huge transformation and development by going into 
teamwork enlightenment (Albshabshah & Al-Harahsheh, 
2006). 
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conditions seems like an arms races in wartime, so it 
leads to continuously looking for this scientific and 
administrative way that leads to form a new generation 
of employer called organization citizens (Al-Hawary & 
Hadad, 2016). the organization must be capable of 
changing the individuals behaviors which help to 
organizational development by being far from 
selfishness behaviors, and up to this, many of 
researchers got interested in the behavior of 
organizational citizenship (OCB) (Lee et al., 2013).Which 
is a willing behavior that employer has to do by his/her 
choice without being the organization rewards and 
incentives is what he/she aimed for (Podsak off et al., 
2000).

The importance of organizational citizenship 
came from being a positive behavior which gives a 
suitable work environment for corporation and it makes 
some of employers to finish their work perfectly and 
make them more qualified about their responsibilities for 
tasks as well, also it’s the main source for accomplish 
the competitive advantage so nowadays it becomes a 
strategic balance in business filed (Kolade et al., 2014;
Al-Hawary & Hadad, 2016), if the organizational 
citizenship behaviors is found then it makes the 
individual or employer has the ability to improve his/her 
skills and experience that brings back the benefits for 
his/her work and organization (Pooja & Abeeda, 2014), 
in despite of that the organizational citizenship is not 
clearly documented but it still have a distinct influence to 
accomplish the effective organizational performance 
(Abdullah & Boyle,2015).

Naeem, Malik & Bano (2014) and 
Raghoebarsing (2011) showed that the behavior for 
organizational citizenship has an impact on 
organizational effectiveness. And what Ismail, Jassim & 
Saber (2012) assured for the importance of 
organizational citizenship for individuals where it could 
be a capable environment to motivate and develop 
creativity through unrestraint the ideas and suggestions 
that come up from individuals, which can lead for the 
achievement motivation and empowering performance. 
Also to have the sense of responsibility for the 
organization, to give individuals a chance so they can 
measure and see their management capabilities to 
enable them for being a part of making decisions as 
well.

Education sector is one of the most important 
sectors that are developing countries push forward 
progress, because of science generations are built, that 
are the source of competent human resources, and its 
mine to feed other sectors(Al-Hawary, 2010; Al-Hawary, 
2010), so it requires finding ways to achieve 
sustainability of this sector, in achieving continuity 
towards development, and finding ways to achieve it 
through internal environment directorates of education 
to fit with the external environment (Al-Hawary & Alajmi,
2017). The researchers found the need to identify the 

team work traits level, and learn how to acquire between 
team members within these directorates, and does have 
an impact on the organizational citizenship behavior?, 
because the team work is an important means of 
integration of staff through team members interaction 
with each other, and how they acquire new affiliates 
these attributes through the social system governed by 
profession controls work, and that the researcher tries 
through this to identify the impact of team work traits on 
organizational citizenship behavior from the perspective 
of employees working in the Education Directorates in 
North Region of Jordan.

This study draws its importance as it represents 
the accumulation of knowledge by supporting the 
scientific library as a contributions to meet a fraction of 
the theoretical literature relevant around the concept of 
team work traits, and organizational citizenship 
behavior, and is expected to contribute to this study 
pave the way for other researchers to delve into these 
topics, to open horizons for new studies in light of the 
study results, due to the multiplicity of opinions among 
researchers about the dimensions of these two 
variables, so this study came to identify teamwork traits 
impact on organizational citizenship behavior in the 
Education Directorates in North Region of Jordan.

II. Theoretical Framework

a) Team work concept 
Numerous definitions that addressed team work

in Arabic and English studies, Kohn & OC̕onnell (2007) 
define teamwork that is a group of individuals which are 
characterized by interaction among themselves, to 
achieve the common goal, which controlling, and 
directing behavior towards teamwork, and Xyrichis & 
Ream (2007) by studying health teams that team is a 
group of individuals sharing common objectives 
determined by community needs or organization 
through the contribution of each Member according to 
competence and skill they possessed, and in 
coordination with other functions. Griffin & Moorhead 
(2012) defined team as a small number of people with 
complementary skills, who are committed to a common 
performance standards, and agree on the approach for 
mutual responsibility, and Mangi et al (2015) indicate 
that teamwork is a group of human being that they have 
high performance, when its members along with the 
spirit that enables them to achieve the group goal in the 
workplace with confidence and cooperation, and 
reduces the workload for everyone which enables them 
to exchange ideas and assignments.

Through what was mentioned in most previous 
definitions of the concept of team work from the 
viewpoint of researchers. The researchers may define 
the teamwork as a variety of individuals within the 
organization possess skills, values and common work, 
integrates, interacts, and affected with each others in an 
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organized matter to achieve an agreed objective obliged 
by specific conduct and performance criteria and 
responsibility for the results of the achievement of that 
objective.

b) Teamwork traits
Previous studies have addressed Teamwork 

traits from multiple angles, according to their effect on 

the variables that have been discussed as productivity, 
job performance, and knowledge management etc. As 
the table below shows a set of Teamwork traits covered 
by previous studies.

Table (1): Teamwork traits by previous studies

Researcher Teamwork traits
Becker et al. (2000) Clarity of objectives, conflict management, versatility, commitment, performance 

quality, mutual responsibility, confidence, support
Mealiea & Baltazar (2005) Clear objective, consensus of decision making, participative leadership, listening, 

flexible communication, self assessment, civilized conflict, diversity style, network, 
participation, informal relations, willingness to participate, clear roles and duties, 
independence, structural support (supporting organization), 
leadership/management style, learning environment

Thyleffors et al. ( 2005) specialization Role, task connection, coordination, task specialization, leadership, 
role interdependence

Molleman & Slomp (2006) team size, team cohesion, diversity, striations (conflicts).
Heng (2006) team size, team type, size of the Organization), demographic characteristics 

(gender, age, education), behavioural characteristics (clarity of role, task division, 
compatibility with the objectives of the group, openness to change, accepting the 
differences of others)

Michela et al. (2009) Mission and goals, team leadership, communication, decision making, conflict, 
motivation, culture, meetings, self-management

Alteparmakian (2010) objective (common identity, common tasks, a sense of possibility of success), 
installation (clear definition of organic, recognition of individual contributions, 
balanced roles), interaction (mutual trust, a sense of the relationship between the 
members, direct and open conflict, a common information base, listen and ask 
questions at a high level, healthy level of stress, flexibility and ability to respond).

Meesad (2013) Clear objectives, role definition, open and clear communication, effective decision 
making, balanced participation, values diversity, conflict management, positive 
atmosphere, cooperative relations, participative leadership

Nanc arrow et al. (2013) Good communication, understanding and respect for the roles, the right mix of 
skills, quality and outcomes of care, team processes commensurate with 
resources, goal and clear vision, bonuses and individual opportunity, flexibility, 
good leadership, culture of teamwork, training and development opportunities, the 
career external image, personality traits.

Mangi et al. ( 2015) Understanding, skills, attitudes

Based on the above, the study addressed the 
Teamwork traits that affect organizational citizenship 
behavior as mentioned in the subject of impact between 
two variables, in proportion with the study population 
where they were relying on five dimensions as follows:

Clear goals: Organizations aim through important data, 
assumptions or behaviors to build clear vision, which 
include the values to permit and reporting common 
values throughout the Organization (Al-Hawary, & 
Shdefat, 2016), and thus involve and motivate 
individuals to achieve them, and can derive the clear 
objectives of the team and measurable from the clear 
vision and mission statement, as much as the team 
members participate in the development and 
prioritization of objectives and a better understanding of 

the business requirements were more motivated to 
achieve these goals (Mickan & Rodger, 2000).

Michela et al. (2009) assure that clear objectives 
describe the Organization's mission and the direction of 
the broad objectives to achieve the detailed tasks, and 
these objectives make the staff strives to achieve them, 
achieving goals through collaborative and social 
interdependence rather than individual goals and 
competition (Meesad, 2013). There are objectives in 
both personal and organizational level, therefore it may 
be necessary for teams to accept diversity in these 
goals and try to adapt, The purpose of the team is not 
just achieving the goal, but adapting those goals, if the 
target is ambiguous or defined in the wrong way, the 
team will lack the motivation and commitment. And 
teams which lack a clear understanding of its objective 
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could not fully contribute to the integrity of the 
Organization's strategy.
Open Communication: The team needs an open, sound, 
and flexible communication, especially in the beginning 
of its forming, especially in the standard-setting stage, 
where open communication is established between the 
team members and candidates begin showdown task 
within their reach to develop agreed procedures for the 
task group (Al-Hawary & Batayneh, 2011).

The criteria of team membership is having to 
learn how to give and take in the views, either with each 
other or with the Organization, and information 
exchange must be conducted with mutual respect 
among team members, and believed that contact with 
such qualities will lead to clear roles and expectations, 
and to increase the productivity of team, strengthen 
cooperation and resolve problems, improve working 
relations, and increase job satisfaction and the conflicts 
will be less destructive, as well as those traits that 
characterize open communication will enhance personal 
sense of accomplishment, and strengthening the 
capacity of solving problems through critical review of 
opinions as a learning opportunity, and therefore team 
members are more willing to express their opinions, 
which leads to more open and effective communication 
(Becker et al., 2000). Meesad (2013) assures that clear 
and open communications avoid teams from many 
different problems that often can be traced to poor 
communication or lack of good communication skills 
possessed by members, such as good listening or 
provide constructive feedback.

Open communication within the group where 
there is positive feedback and actively listening to the 
concerns and needs of team members, and appreciate 
their contributions, and express what helps to create an 
efficient working environment and team members 
should be willing to give and receive constructive 
criticism and provide feedback accurately (Tarricone & 
Luca, 2002). Mealiea & Baltazar (2005) pointed out that
flexible communications is a must so that team 
members take advantage of communications 
opportunities and sharing of emotions and information, 
and provide timely feedback with the members of the 
task group. This must be in a two ways 
communications, and ideas don't usually move up, we 
do mean to senior management direction, that one of 
the reasons impeding the success of teams (Nancarrow 
et al., 2013). Nazzaro & Strazzabosco (2009) see that 
the concept of good communication as a way for the 
team's success under the exchange of information by all 
members, and good communication makes all 
members provide what they know of experiences and 
skills and what they think and feel about the team to be 
more efficient.
Conflict management: The conflict is highly controversial 
opinions due to the inability to meet needs or goals, or 

objectives, or because objectives are not clear, 
unacceptable, unrealistic, or are in opposition by 
interested parties (Bulleit, 2006). Conflict management 
means that teams put appropriate internal mechanisms 
and personal sensitivities to manage conflicts that may 
occur within the team (Mealiea & Baltazar, 2005). And 
conflict within the difference is inevitable, based on this 
principle, the definition of conflict management to 
manage stress instead of avoiding conflict, employees 
must learn to manage conflict effectively, and become 
high performance teams, team members go further to 
resolve differences with conservative on self-respect, 
and conflict results through collaboration in a way that 
industry or manage conflicting views that lead to 
solutions to problems (Becker et al., 2000). conflict 
management processes reflect cooperative behavior, 
aimed at maintaining internal relationships, and in turn 
face destructive actions hostile to cooperation as 
competitive behaviour that is likely to upset the 
relationship or that reduces the odds, and by focusing 
on constructive ways in managing conflict stems from 
faith in explaining the basic functional conflicts in teams 
(Desivilya et al., 2010).

Conflict within the team must make sure not to 
over problems under a rug team without standing on 
solving them, and find out why they occur, and this 
meant that team member's discussing views about a 
particular issue, so that they have a vision of the conflict 
process based not disruptive as well as a healthy way to 
get new ideas to solve what looks difficult problems, and 
conflict in a manner that can increase creativity and 
promote team thinking and balance all views, as conflict 
usually making decisions by consensus, It often leads to 
higher quality of decisions and allows team members to 
express their true feelings, and managed conflict 
(Meesad, 2013).

Role define: Many studies indicate that clear role is a 
decisive feature of the team work, because when the 
team members understand their duties or 
responsibilities, they can complete each other, and 
increase their inclination towards coherence and 
collaboration (Heng, 2006). It also defines roles explicitly 
contribute to involve individuals in the team, by knowing 
what is required and what should his performance, to 
feel the accomplishment and pride and satisfaction from 
work, moreover it is sure to make the staff is made up of 
a mix of different personalities that what is really needed 
to make an effective team (Becker et al., 2000). As 
understanding of team members distinguish their role, 
and degree of different roles within the team, and how 
they understand their tasks, and understand what is the 
appropriate of skills and knowledge necessary to 
perform the work, and what is their Outlook on the roles 
of different members, and how to find harmony to 
achieve team's goal (Borrill et al., 1999). Role definition 
is also part of a dynamic social system which allows the 
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employee to use his discretion and ability to achieve 
results and meet organizational goals and similarly, the 
importance of clear roles lies in knowing the 
expectations about specific employee since the 
beginning of his implementation tasks and becomes a 
simple to set employees goals and organizational 
objectives, there is no room for any ambiguity about 
responsibilities and relationships with colleagues, and is 
likely to be the definition of posts is easy if the job 
descriptions well (Meesad, 2013).

Nancarrow et al. (2013) indicate that whenever 
the roles were understood, and team members 
respected their roles, and role of each other, then 
restrictions and limitations of each role is well 
understood, and there will be an understanding of how 
roles have the ability to affect the recipients of the 
service (customers) provided by a member of the team 
who responsible for that role, there should be suitable in 
roles of each Member group, and is different from the 
rest of the team to make it special and explicit liability.
Participative leadership: Participatory leadership 
described as leader sought to collect various views and 
various proposals and encourage participation in 
decision making, especially when the team members 
are involved in that decision (Al-Hawary & Abu-Laimon, 
2013; Al-Hawary et al., 2011), which promote accurate 
diagnosis of the problem, as well as strengthening the 
interdependence of members together and create and 
stimulate team spirit (Heng, 2006). Bogdanić (2012) 
defined this style of leadership as the way that 
managers behave in the process of making and 
implementing decisions. Somech (2003) defined 
participative leadership as joint decision making or 
shared influencing at least in the decision making 
process through a superior number of employees.

Participative leadership is the leader method 
that allows participation of all team members in 
identifying the fundamental objectives, and the 
development of procedures and strategies to achieve 
those goals. From this perspective, participative 
leadership could be seen as a leadership styles that rely 
heavily on the functioning of the leader as a facilitator of 

team operations instead of just issuing orders or make 
modifications, this type of participation can be used in 
leadership style in business conditions, voluntary 
organizations, and even inside the House, that co also 
means to involve team members in making decisions, 
as leader share team members in making decisions, 
and this is most important when the need for creative 
thinking in solving complex problems (Meesad, 2013). 
and leadership functions should be performed by 
reliable so as to guide and coordinate the activities of 
other team members (Al-Hawary & AL-Zeaud, 2011), 
and assess their performance, and assign tasks to them 
and motivate them, planning and organizing the positive 
atmosphere of the team (Michela et al., 2009).

c) Organizational citizenship behavior 
During the II World War, the United States linked 

military front eighth internal front and urged all its 
citizens in various sectors to increase productivity and 
efficiency, and make citizens feel that they are able to 
achieve victory, each according to his position, even if 
away from the battlefields where they were distributing 
posters had slogans that every citizen is a fighter (Bird & 
Rubenstein, 2013). These developments may be that 
coincided with the outbreak of the second world war are 
inspired by Bernard (1938) in the composition of the 
beginnings of the term organizational citizenship 
behavior (to cooperate) (Mehboob & Bhutto, 2012). As 
Bernard broad investigative analysis fundamentals 
driving organizational behavior which1964 Katz relied 
on, when he identified three major styles and then 
organizational citizenship behavior term appeared.

d) Organizational citizenship behavior concept 
Numerous researchers define organizational 

citizenship behavior, the best definition by Organ in 
1988 as voluntary individual behavior which not 
recognized directly or explicitly by the official reward 
systems, which achieves efficient Organization (Murtaza 
et al., 2004). Table (2) shows the organizational 
citizenship behavior definitions of a number of 
researchers.

Table (2): Organizational citizenship behavior definitions

Researcher Definition
Fournier (2008) Behaviors exercised by Organization members beyond the formal requirements of the job 

but optional voluntary contributions by individuals for the benefit of the Organization and is 
not mandatory and is not included in the list of job descriptions for jobs and there is no 
guarantee of reward or compensated by the organization.

Miao & Kim (2009) Voluntary individual behavior, which not recognized directly or explicitly by the formal 
reward system, which enhances the effectiveness of the Organization's job.

Aba-Zeid (2009) Actions relating to what the individual do within the work environment as a voluntary 
optional with intend to achieve the objectives of the Organization, these acts do not fall 
within the official duties, and not recognized by the system of incentives and bonuses 
approved by the organization

Lee et al. (2013) The free will of the individual to contribute more effectively to perform his functions without 
any formal compensation by organization.



 
 

 
 

 

  

 
 

  

  
  

  
  

  
  

  
   

 

 

  

 

 

 

 

 

28

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
II 

Is
su

e 
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

A
20

17

© 2017   Global Journals Inc.  (US)1

Impact of Team Work Traits on Organizational Citizenship Behavior from the Viewpoint of the Employees 
in the Education Directorates in North Region of Jordan

Albshabshah et al. (2011) The procedures done by the employee and beyond the minimum requirements of the role 
expected by the organization which promoted the welfare of coworkers and the 
organization.

Kolade et al. (2014) A special part of work behavior, including individual behavior which is beneficial to the 
organization which is not subject to formal rewards systems and is often part of the 
psychological contract between the individual and his organization and hoped to be 
rewarded by the employer or organization.

Rostami & Pir (2014) Individual authority is not subject to any direct or indirect remuneration which is effective 
and recommended behavior in human and organizational behavior system.

Al-Azzam (2015) Behavior stems from the will of the individual as a voluntary choice behavior not rewarded 
to do and not be punished for leaving it, but this behavior has a role in improving job 
performance and increase efficiency and help the Organization to stay on top of the 
generous and confront their competitors.

e) Organizational citizenship behavior dimensions
Despite some differences among researchers 

regarding organizational citizenship behavior subject, 
this concept centered around two types of behaviors: 
compliance and assistance which was centered around 
them the dimensions of organizational citizenship 
behaviors, that appears its measurement clearly to 
workers in many organizations (Robertson, 2013). While 
Cooper (2010) assured that organizational citizenship 
behavior is divided into two main branches of other 
dimensions are altruism and general compliance,
whereas altruism is a managerial behavior in a way to 

help someone to someone else, and when the 
employee helping a colleague in completing work-
related task, such assistance is part of the compliance. 
The organizational citizenship behavior also divides into 
two kinds: one about individual and organizational, the 
other toward the Organization, and the first group is 
called conscience or consciousness, it is the individual 
behavior towards the initiative in completing tasks, 
taking into account the regulatory functions, and the 
second is called altruism is that an individual's attitudes 
towards colleagues to deal with labor issues (Chen, 
Yang, 2012).

Table (3): Organizational citizenship behavior dimensions

DimensionsResearchers
Altruism, Courtesy, conscientiousness, Sportsmanship, Civic VirtueChiun Lo (2009)
Courtesy, SportsmanshipMiao & Kim (2009)
Altruism, Courtesy, conscientiousness, Sportsmanship, Civic Virtue Zhang (2011)
Altruism, Courtesy, conscientiousness, Sportsmanship, Civic VirtueAjgaonkar et al. (2012)
Sportsmanship, Civic Virtue, helpMartinez, Illinois (2013)
Altruism, Courtesy, conscientiousness, Sportsmanship, Civic VirtueHougyun  (2014)
Altruism, Courtesy, conscientiousness, Sportsmanship, Civic VirtueKolade et al. (2014)

Through what has been identified by previous 
studies in the above table, the current study selected 
five dimensions: (Altruism, Courtesy, conscientiousness, 
Sportsmanship, Civic Virtue). 

Altruism: Selfless intended for the welfare of others or 
virtue in many cultures for religious cultures and is the 
opposite of selfishness and work to help colleagues, 
helping them for their responsibilities (Ajgaonkar et al., 
2012). Altruism is an ethical behavior is committed to 
helping others and serve them to sacrifice self interest. 
And there you find staff who does this behavior despite 
his workload or particular problems, and this is one of 
the creations of divine religions, and religion of Islam. 
This behavior is directed towards helping coworkers or 
customers or who is responsible in performing their 
functions within the Organization, and not for the 
purpose of obtaining a motivational reward for such 
behavior (Al-Azzam, 2015). Cooper (2010) indicated that 
altruism regards with discretionary behaviors that are 
geared toward helping specific individual to complete 
relevant organizational task.

Courtesy: another dimension of organizational 
citizenship behaviors, where employee conduct polite 
and thoughtful side to side while trying to avoid creating 
problems, and the difference between them and the 
help that it is precisely this conscious effort that prevents 
problems and try to make things as easy as possible for 
other employees as possible (Williams (2013). This 
behavior also aims to address and resolve problems 
between the individual and his colleagues at work, and 
with clients (Al-Azzam, 2015), and this dimension 
focuses on respectable behaviors and avoid creating 
problems related to work with others, as an employee 
consultation with a colleague before taking action to 
avoid creating problems with him or harass him or make 
his job harder (Kolade et al., 2004).
Conscientiousness: Organization rules and policies 
require acceptable degree of obedience by their 
workers, such as respecting the times of attendance, 
precision, order, and take care of the Organization's 
property, yet the mechanisms of organizational 
discipline imposed minimum and cannot be imposed 
more especially in civic organizations, so that 
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Conscientiousness be so clear to the extent to which an 
individual applies to those rules and regulatory 
mechanisms more than the minimum, applied by the 
management of the Organization (Albshashbh & Al-
Harahsheh, 2011). It also refers to compliance with 
regulatory rules and regulations such as not taking a 
break or a vacation from work, and provide work reports 
on time (Hougyun, 2014). This behavior exceeds the 
minimum functional requirements as well as maintain 
follow the rules and regulations established by the 
Organization, even in the absence of control and 
supervision by others  (Saed, Abdul Sattar, 2014).
Sportsmanship: the principle of tolerance which must 
form an inevitable part of every organizational framework 
and is important for enhancing the morale of colleagues 
as well as reducing labor turnover  (Chiun, Lo 2009). It 
also referring to absorb things that don't match the 
expectations of the individual in a work environment, that 
caused whining and complaining and making him able 
to sense others ' problems and the ability of tolerance 
and patience (Abu-Zaid, 2009).
Civic Virtue: this dimension focuses on the protection of 
the Organization's resources by avoiding negative 
behaviors that exploit their policies and resources for 
personal use, and to participate in group action, and 
focus on the contributions that fall outside the limits of 
the organization, or in the external environment with 
actors make sure company's contribution to social 
welfare and protect the image or reputation of the 
company (Miao & Kim, 2009). This behavior is available 
to employees who are interested in the life of the 
Organization, and to participate in matters of policy, and 
make it over their personal goals, Civic Virtue reflects the 
individual desire in a serious and constructive 
integration in all activities that satisfy the effectiveness of 
the Organization even though informal (Abdullah et al., 
2008). As well as sharing of responsibility and intervene 
to improve and develop the work, and concern for the 
future of the Organization (Martinez, Illinois, 2013). Al-
Azzam (2015) also finds that one of the Civic values that 
are based on the individual's participation, and interest 
in the organization effectiveness, through those activities 
that reflect the spirit and loyalty to the organization as 
maintaining permanent devices that individual uses, and 
do maintenance and ensure validity of the work and the 
purpose for which it was hired for.

f) Team Work Traits and Organizational Citizenship 
Behavior Clear goals and Organizational Citizenship 
Behavior

The relationship Forming between Clear goals
and the organizational citizenship behavior is that 
promote individual behavior that achieves the goals of 
the organization, by contributing to the social and 
psychological environment, where the organization 
intervene in setting clear objectives which needed to 
follow the rules of the Organization, this means 

identifying a fairer system of evaluation and control to 
meet those goals, and such integrity and clarity creates 
culture enhances desire to workers ' to work overtime 
which embodies one of the landmarks of organizational 
citizenship behavior, and clarity of goal makes the 
employee able to know how far should work to meet 
performance standards, and what is the extra work that 
enhances the desired performance targets (Farooqui, 
2012). It also Clears goals defines the required 
performance expected from members of the 
Organization to be determined indirectly in the 
psychological contract, and the value of additional 
behaviors to them beyond the minimum expected level 
or informal performance, and so when the formal 
framework of the organization more clear, the 
employees will have the option to adopt or avoid these 
behaviors, and this is a policy that determines the 
expected voltage target to the minimum required to get 
the job done, and at this point no further action is good 
reality within Organizational citizenship behaviors, as it 
may occur a negative relationship between goal setting 
and organizational citizenship behavior when they 
become official duties more clearer, which may be less 
incentive to perform higher performance than the level 
required, which may reduce organizational citizenship 
behavior (Gadot & Angert, 2007). Based on these 
findings the following hypothesis is suggested:

H: Clear goals directly influences Organizational 
Citizenship Behavior of the Employees in the Education
Directorates in North Region of Jordan

g) Open communications and Organizational 
Citizenship Behavior

Open communication is about the ability of the 
employee to receive information which related to work in 
various emerging trends (upside, and downside) 
coming from work colleagues or team members, they 
explain the role and objectives of the employee wishes 
to achieve, as it creates a healthy environment within the 
organization which provide contentment of staff in 
achieving workplace satisfaction. As to having 
managers or team leader for communication skills, and 
keep channels of communication open between him 
and team members or employees affect organizational 
citizenship behavior (Uğurlu & Sincar, 2013). By 
clarifying any ambiguity of work, or what employee 
facing toward a specific issue, his sense of freedom to 
communicate and transfer credible information to the 
manager will enhance confidence and cohesion among 
themselves, and thus the spirit of cooperation will be 
created which generates concern for prosperity within 
the team. And to achieve a sense of employee 
satisfaction toward communication, it should be related 
positively to better performance, and specifically the 
communication affect job performance, as 
organizational citizenship behavior an aspect of the job 
performance, it can concluded that satisfaction about 
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communication in the working environment positively 
associated with organizational citizenship behavior, and 
this is confirmed by the social exchange theory 
(Kandlousi et al., 2010). Open communication is a part 
of organizational communication, and is an expressive 
image to communicate effectively to build appropriate 
channels of communication between managers and 
employees, to contribute to the overall performance of 
the Organization, so, organizational communication 
must be seen as an important issue in strengthening 
organizational citizenship behavior for employees, 
because of its role in strengthening the relationship 
between them and the Organization (Yildirim, 2014).
Based on these findings the following hypothesis is 
suggested:

H: Open communications directly influences 
Organizational Citizenship Behavior of the Employees in 
the Education Directorates in North Region of Jordan

h) Conflict management and Organizational Citizenship 
Behavior

The contribution of the employee to resolve 
conflicts that may arise from the degree of freedom 
afforded to him by the management or team, maybe 
bring coherence and collaboration among team 
members that contribution and participation on the 
basis of available clarity and confidence, and as part of 
voluntary behaviors to try to resolve the conflict. A
jgaonkar et al. (2012) demonstrates, when he mentioned 
one of the organizational citizenship behavior definitions 
(civility) that is a discretionary behavior by employee to 
resolve issues and build consensus and effective 
contribution in resolving conflicts, locating resources, 
and the possible expertise to solve organizational 
problems, and collaborate with others, and try to 
influence others through their own work. So when there 
is conflict management as part of the team, as one of its 
methods to resolve conflicts, and conflicts among 
members, the proportion of active contributing has 
raised as part of the definition of civility. As the conflict is 
one of the natural phenomena that go along with 
individuals and group, and one of social interaction 
between them, due to the difference in their orientation, 
desires and their needs on the one hand and the 
differences among group or team in values and 
directions (Sunaina & Al Bayati, 2014). Based on these 
findings the following hypothesis is suggested:

H: Conflict management directly influences 
Organizational Citizenship Behavior of the Employees in 
the Education Directorates in North Region of Jordan

i) Role define and Organizational Citizenship Behavior
To discover aspects of organizational 

citizenship behavior based on how you define staff with 
their roles, and what are the behaviors that fall outside 
those roles, and this result is important for 
understanding organizational citizenship behavior where 

staff is seen as good citizens of the organization when 
they adopt behaviors outside their job components 
(Morrison, 1994). And may the Manager identify and 
develop broader roles to include some of the 
organizational citizenship behaviors, and thus will the 
employee believes that these behaviors are part of the 
role required and specified by the Organization, as to 
provide a clarification of the role of the employees by 
their superiors is helpful in reducing uncertainty and 
anxiety toward the welfare of the employee and his 
success in this sense, the role clarify and define is 
expected to evolve through employee performance 
feedback by management which contributes to 
organizational citizenship behaviors, Thus indicating a 
positive relationship between the role define through 
feedback and organizational citizenship behavior 
(Whitaker & Levy, 2012). Based on these findings the 
following hypothesis is suggested:
H: Role define directly influences Organizational 
Citizenship Behavior of the Employees in the Education
Directorates in North Region of Jordan

j) Participative leadership and Organizational 
Citizenship Behavior

The relationship between participative 
leadership and organizational citizenship behaviors 
Overlap on the principle of voluntary and additional role, 
manager or leader when his employees share some 
decisions concerning work might have a kind of 
selflessness and high confidence in subordinates, or it 
is planted and developed this trust between them, and 
participate in management activities by employees is a 
part of helping others and an additional, voluntary effort 
stems from the interest of the Organization and its 
future, and the desire to develop self and 
consciousness, also to participate in leadership and 
management may not be formally or request or consent 
of the leader on this orientations and behaviors as 
maintaining organizing and functioning, and correct the 
wrong may found in some functional activities and 
perspective directions of senior management or the 
management of organizational unit. Civic Virtue shows 
the individual participation in the responsibility and 
concern for the lives and the future of the company, and 
that direct the employee to participate in the 
organizational activities and keep abreast of 
developments and to defend its reputation, and to be 
vigilant of organizational policies and reporting any 
violations and listening to grievances of colleagues, and 
all this is part of the employee's participation in the 
management of the organization directly or indirectly 
making it more organizational citizenship behaviors.

Göksoy, (2014) indicated that the high 
contribution of teachers in making decisions and 
managing school leads to raising organizational 
citizenship behavior, as we find that managers are 
following different styles of leadership based on their 
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relationships with their subordinates, which creates a 
distinction between them, and lead to their sense of 
injustice, and not belonging to the organization, which 
makes it a negative perspective towards engaging in 
organizational citizenship behaviors because 
organization not paying interest for them (Rubin, 2013; 
AL-Zoubi, 2009). Leadership has a large role in 
influencing employee's willingness to engage in 
organizational citizenship behaviors, through their 
association with a particular leadership style which 
affects the quality of the relationship between that 
employee with a Manager, or any member of team with 
such trait, and is a key to improve performance (Kashif, 
Khan & Rafi, 2011). And many studies have shown the 
existence of a positive relationship between leadership 
styles and organizational citizenship behavior as a study 
(Yesuraja & Yesudian, 2013), and study (Farvoodi et al., 
2013) conducted on different occupational groups, 
managers and employees of the company 

(Ahromsazeh) which provides a positive and meaningful 
relationship between organizational citizenship behavior 
handy and participative leadership style. Based on these 
findings the following hypothesis is suggested:
H: Participative leadership directly influences 
Organizational Citizenship Behavior of the Employees in 
the Education Directorates in North Region of Jordan

III. Research Framework

Based on study hypothesis, the following theoretical 
framework, shown in Figure1. As can be seen from the 
framework, the study investigates the impact of Team 
Work Traits on Organizational Citizenship Behavior from 
the Viewpoint of the Employees in the Education
Directorates in North Region of Jordan, where Team 
Work Traits are the independent variable and are
positively related to Organizational Citizenship Behavior 
as the dependent variable.

Figure 1: Theoretical Model

IV. Methodology

The methodology section of the current 
research depicts the sample of the study, the 
measurements, the statistical analysis to test the validity 
and reliability of the study tool, and to test the study 
hypotheses employed to test the relationship between 
study constructs (Team Work Traits and Organizational 
Citizenship Behavior). 

a) Data collection
Data are collected using a questionnaire. The 

questionnaire was divided into three sections: Section A 
consisted of a list of questions intended to probe the 
demographic variables of the respondents. Section B 
contained questions aimed at gauging the respondents’ 
evaluation of Team Work Traits adoption by the 
Education Directorates in North Region of Jordan
adopted from previous studies, and which could 
possibly influence Organizational Citizenship Behavior, 
using a five-point Likert scale. The following practices 
were focused on; Clear Goals (6 statements), Open 
Communications (6statements), Conflict Management 
(5 statements), Clearly Defined Role (4 statements), and 
Participating Leadership (4statements). Section C is 

also adopted from previous studies, contained 
questions aimed at evaluating the level of employees 
Organizational Citizenship Behavior were focused on 
these dimensions ; Altruism(6statements), Courtesy(4 
statements), Sportsmanship(7statements), Civic Virtue(4 
statements), Conscientiousness (5 statements).

b) Study tool
The constructs in this study were developed by 

using measurement scales adopted from prior studies. 
Modifications were made to the scale to fit the purpose 
of the study. All constructs were measured using five-
point Likert scales with anchors strongly disagree (= 1) 
and strongly agree (=5). All items were positively 
worded. Team Work Traits consist of Clear Goals, Open 
Communications, Conflict Management, Clearly Defined 
Role, and Participating Leadership, were adapted from 
previous studies (Becker et al., 2000; Messad, 2013; 
Heng, 2006). Organizational Citizenship Behavior 
dimensions consist of Altruism, Courtesy, 
Sportsmanship, Civic Virtue, Conscientiousness, to 
measure Organizational Citizenship Behavior, the most 
widely used measure of Organizational Citizenship 
Behavior adapted from Nieh off & Moorman, 1993; Kim, 
2013; Lee & Allen, 2002). 

Clear Goals

Organizational Citizenship
Behavior

Open Communications

Conflict Management

Clearly Defined Role

Participating Leadership
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c) Sample
The study population consisted of all of the 

Employees in the Education Directorates in North 
Region of Jordan counted 14 Education Directorate
(1712 employee), a random simple sample was 
selected from the study population, with reference to the 
sample schedule (Bartlett et al.,2002), a sample of 300 

employees were selected to represent the study 
population, the researchers distributed the 
questionnaires to the study sample. (262) 
questionnaires retrieved. After reviewing the 
questionnaires show that there are (12) extremely unfit 
for statistical analysis, that had the study sample size 
(250).

Table (4): Sample characteristics

Variable Frequency %
Age group less than 30 64 26%

30- less than 40 76 30%
40 years and more 110 44%

Gender Male 163 65%
Female 87 35%

Educational level Diploma 31 12%
Bachelor 166 66%
Master 36 14%
PH.D 17 7%

Females make (35 percent) of the employees 
on the other hand Males respondents represented (65 
percent) of the sample. The largest group of 
respondents (44 percent) were aged 40 years and more. 
The next largest group (30.0 percent) were aged 30-
less than 40. Smaller groups of respondents were aged 
less than 30 (26 percent). With regard to educational 
level, respondents with Bachelor degrees were the 
largest group of respondents make (66 percent), 
respondents with Diploma degrees make (12 percent), 
respondents with Master degrees make (14 percent). 
Finally, holders of PH.D degrees make (7 percent) of the 
employees. The sample characteristics of the 
respondents represented in Table 4.

d) Reliability and validity of the survey instrument
The survey instrument with 54 items was 

developed based on two variables Team Work Traits as 

independent variables with five dimensions; Clear Goals 
(CG1-CG6), Open Communications (CC7-OC12), 
Conflict Management (CM13-CM17), Clearly Defined 
Role (CDR18-CDR21), and Participating Leadership 
(PL22-PL25). Organizational Citizenship Behavior as 
dependent variables with five dimensions: Altruism
(AL26-AL31), Courtesy (CO32-CO35), Sportsmanship
(SP36-SP43), Civic Virtue (CV44-CV47), 
Conscientiousness (CON4852). The instrument was 
evaluated for reliability and validity. Reliability refers to 
the instrument's ability to provide consistent results in 
repeated uses (Gate wood & Field, 1990). Validity refers 
to the degree to which the instrument measures the 
concept the researcher wants to measure (Bagozzi & 
Phillips, 1982).

Table (5): Factor analysis of Team Work Traits

ReliabilityVarianceKMOCommunalitiesLoadingsConstruct and item
0.829578.689.857Clear Goals (CG)

0.7410.515CG1
0.8190.760CG2
0.6150.831CG3
0.7880.780CG4
0.7810.570CG5
0.7950.740CG6

0.847871.984.801Open Communications (OC)
0.8010.501OC7
0.8010.528OC8
0.8120.560OC9
0.8390.835OC10
0.8990.751OC11
0.7530.540OC12

0.887257.298.748Conflict Management (CM)
0.7270.536CM13
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0.8300.691CM14
0.8660.821CM15
0.7530.680CM16
0.8480.820CM17

0.851463.482.798Clearly Defined Role (CDR)
0.7220.615CDR18
0.7310.533CDR19
0.8890.580CDR20
0.8310.810CDR21

0.856160.543.741Participating Leadership (PL)
0.7450.730PL22
0.8570.751PL23
0.8460.601PL24
0.7340.545PL25

Table (6): Factor analysis of Organizational Citizenship Behavior

ReliabilityVarianceKMOCommunalitiesLoadingsConstruct and item
0.815764.647.638Altruism (AL)

0.6980.532AL26
0.7140.612AL27
0.6870.569AL28
0.6720.578AL29
0.6570.638AL30
0.7490.661AL31

0.824561.459.724Courtesy (CO)
0.6350.587CO32
0.6480.547CO33
0.6910.512CO34

0.6720.568CO35

0.895836.528.715Sportsmanship (SP)
0.6230.539SP36
0.6120.524SP37
0.7420.612SP38
0.6890.597SP39
0.6490.552SP40
0.6430.572SP41
0.6130.539SP42
0.7290.617SP43

0.853136.254.689Civic Virtue (CV)
0.6170.527CV44
0.6380.564CV45
0.7610.618CV46
0.6510.542CV47

0.842432.254.724Conscientiousness (CON)
0.7150.614CON48
0.7620.623CON49
0.6790.598CON50
0.6370.558CON51
0.7440.617CON52

Factor analysis and reliability analysis were 
used in order to determine the data reliability for the 
Team Work Traits, and Organizational Citizenship 
Behavior dimensions. A within factor, factor analysis was 
performed to assess convergent validity. The results of 
the factor analysis and reliability tests are presented in 
Table (5) and Table (6). All individual loadings were 
above the minimum of 0.5 recommended by Hair et al. 
(1998). For exploratory research, a Chronbach α
greater than 0.70 is generally considerate reliable 

(Nunnally, 1978). Chronbach α statistics for the study 
contracts are shown in Table (5) and Table(6). Thus it 
can be concluded that the measures used in this study 
are valid and reliable. Kaiser-Meyer-Olkin has been used 
as Pre-analysis testing for the suitability of the entire 
sample for factor analysis as recommended by Comrey 
(1978), the value of The Kaiser-Meyer-Olkin measure 
was used to assess the suitability of the sample for each 
unifactorial determination. The KMO values found (see 
Table 5, and 6) are generally considered acceptable 
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(Kim and Mueller, 1978). All factors in each unifactorial 
test accounted for more than 52.7 per cent of the 
variance of the respective variable sets. This suggests 
that only a small amount of the total variance for each 
group of variables is associated with causes other than 
the factor itself.

e) Descriptive statistics analysis
Table (7) indicates that the Employees of the 

Education Directorates in North Region of Jordan 
evaluate clearly defined role (with the highest mean 
scores, i.e. M= 3.64, SD=0.66) to be the most 
dominant of Team Work Traits and evident to a 
considerable extent, followed by clear goals (M= 3.56, 
SD=0.55), open communications (M = 3.45, SD=0.52), 

conflict management (M= 3.15, SD=0.67), and 
participating leadership (with the lowest mean scores M 
= 2.74, SD=0.59). With regard to Organizational 
Citizenship Behavior, Employees in the Education
Directorates in North Region of Jordan evaluate 
Conscientiousness (with the highest mean scores, i.e. M 
= 3.66, SD=0.61) to be the most dominant 
Organizational Citizenship Behavior dimension within 
their organization and evident to a considerable extent, 
followed by Courtesy (M= 3.52, SD=0.63), 
Sportsmanship (M = 3.44, SD=0.64), Civic virtue (M = 
3.33, SD=0.58), and Altruism (with the lowest mean 
scores M = 3.28, SD=0.52).

Table (7): Descriptive analysis of Team Work Traits and Organizational Citizenship Behavior

Standard deviationMeanDimension
3.33Team Work Traits

0.553.56clear goals
0.523.45open communications
0.673.15conflict management
0.663.64clearly defined role

0.592.74participating leadership

3.44Organizational Citizenship Behavior

0.523.28Altruism

0.633.52Courtesy

0.643.44Sportsmanship

0.583.33Civic virtue
0.613.66Conscientiousness

V. Test of Hypothesis

Multiple regression analysis was employed to 
test the hypotheses. It is a useful technique that can be 
used to analyze the relationship between a single 
dependent variable and several independent variables 
(Hair et al., 1998). In this model, Organizational 
Citizenship Behavior acts as the dependent variable and 
Team Work Traits, as the independent variables. From 
the result as shown in Table (7), The regression model 
was statistically significant (F=103.595; R2=.678; P 
=.000). The R2 is 0.678, which means that 67.8 per cent 
of the variation in Organizational Citizenship Behavior 
can be explained by Clear Goals, Open 
Communications, Conflict Management, Clearly Defined 
Role, and Participating Leadership. The proposed 

model was adequate as the F-statistic = 103.595 was 
significant at the 5% level (p < 0.05). This indicates that 
the overall model was reasonable fit and there was a 
statistically significant association between Team Work 
Traits and Organizational Citizenship Behavior. 

Table (7) also shows that Clear Goals(ß =0.273, 
p< 0.05), Open Communications (ß =0.177; p<0,05), 
Conflict Management (ß =0.146, p< 0.05), Clearly 
Defined Role (ß =0.251, p< 0.05), and Participating 
Leadership (ß =0.167, p< 0.05) had a significant and 
positive effect on Organizational Citizenship Behavior. 
This provides evidence to support H1a, H1b, H1c, H1D, 
and H1e. Based on the ß values clear goals has the 
highest impact on Organizational Citizenship Behavior 
followed by clearly defined role, open communications, 
participating leadership, finally conflict management.

Table (8): Regression Summary of Team Work Traits and Organizational Citizenship Behavior (N=423)

MODEL
UNSTANDARDIZED

COEFFICIENTS
STANDARDIZED 
COEFFICIENTS T SIG.

COLLINEARITY 
STATISTICS

B Std. error ß Tolerance VIF
1 Constant .128 .059 3.035 .003

clear goals .224 .043 0.273 8.617 .000 0.19 5.26
open communications .187 .043 0.177 4.850 .000 0.14 7.26
conflict management .152 .030 0.146 3.261 .041 0.12 8.06
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clearly defined role .211 .033 0.251 6.685 .000 0.17 5.95
participating leadership .156 .030 0.167 3.07 .021 0.14 7.14

Notes: R 2 =.678; Adj. R 2 =.654; Sig. F = 0.000; F- value = 103.595; dependent variable, Organizational 
Citizenship Behavior
p < 0.01

VI. Discussion

Regarding the teamwork traits, the results of the 
study found that the level of teamwork traits is moderate, 
this result indicates that the representation of the 
Employees in the Education Directorates in North 
Region of Jordan for the teamwork traits not in perfect 
shape, and this result may be due to the lack of clearly 
defined strategies or programs, and not working to 
develop these teamwork traits in departments, this result 
agrees with the results of Bulbul (2009) which showed 
that the availability of teamwork traits of private 
companies In Syria came moderately, while this result is 
not agreed with AL-Adaileh (2006) which showed that 
the teamwork traits of the Jordanian ministries came to a 
high degree. It also varies with the result of Alvaidi 
(2008) which showed that the degree of teamwork traits
in security services came to a high degree. As it turns 
out that the Employees of the Education Directorates in 
North Region of Jordan have a clear sense of common 
purpose, the more experienced members or officials 
explains the criteria and methods of work, with setting 
clear procedures to develop objectives and a clear 
sense of common purpose, and vary with the results of 
Meesad (2013) which showed the absence of a clear 
sense of the goals of the staff of the University of 
Naresuan task. As the results of this study found that the 
employees of the education directorates in north region 
of Jordan practice open communication, they have the 
freedom to express their views, share information, and 
vary with the result of Wadeh and Azzedine (2013), 
which showed lack communication skills, lack of 
conscious communication to the administrative staff in 
the university libraries. The result of this study also varies 
with (Meesad, 2013) which showed no clear regulation 
for open communications among Naresuan university 
staff.

As illustrated by the sample answers that the 
employees of the education directorates in north region 
of Jordan accept conflict as part of the work, as they are 
trying to identify problems and solve them, and they 
have confidence in themselves and the ability of team 
members to override problems. it turns out that the 
employees of the education directorates in north region 
of Jordan have a clear perception about the role 
required to get the job done, and have clear stability in 
the role that fall within their responsibilities, and bear the 
responsibility. This result is consistent with the result of 
(Meesad, 2013) which showed that the clear role is the 
most important traits of the teamwork vary within the 
Naresuan University employees, as well as consistent 

with study of (Heng, 2006) that showed a clear role has 
significant positive correlation with in large organizations 
teamwork. And it turns out that the employees of the 
education directorates in north region of Jordan practice 
elements of participative leadership, particularly using 
authority by Administrators /supervisors to assist staff 
and fosters sharing with them, the survey result agrees 
with the result of (Meesad, 2013) which showed that the 
staff of the university are practicing participative 
leadership, and agreed with the study (Heng, 2006) 
which showed participative leadership as an important 
part of the teamwork in large organizations While this 
result varies with the outcome of the study of the Wadeh 
and Azzedine (2013), which showed that the importance 
of bureaucracy, and the absence of the participative 
leadership within university libraries.

Regarding organizational citizenship behavior, 
the results of the study indicated the existence of 
representation of the organizational citizenship behavior 
for the employees of the education directorates in north 
region of Jordan, but not in perfect shape, this result 
may be attributed to the rule data of monetary life, 
bureaucratic and administrative redundancies, 
influenced by capital regulations, and declining values 
as altruism and consciousness, and this study disagree 
with study result of Abu-Zeid (2009) which showed the 
availability of organizational citizenship behavior to 
workers in the social security institution in Jordan. The 
directors of education of the Northern Territory in Jordan 
enjoy the spirit of cooperation, providing assistance to 
less experienced colleagues, who are exposed to stress 
at work, and to absent, which is represented by the 
value of selflessness. Add to that the employees of the 
education directorates in north region of Jordan who 
respect the rights of others, and appreciate, and share 
their advice and counsel, and trying to prevent problems 
before they occur, and these features may represent the 
most important pillars represent civility at work. As 
illustrated by the sample answers that the employees of 
the education directorates in north region of Jordan
have accepted for others, try to understand their views, 
keep away from whining and complaining, try to work 
smoothly, and invest time in doing business, which 
highlighting the rule of sportsmanship in education
directorates. And commit themselves to participate in 
meetings and offer suggestions, and also participate in 
voluntary acts as a guide to enjoy civilized behavior.

The results of the study indicated an effect of 
teamwork traits on Organizational Citizenship Behavior; 
this result means that the dimensions of the teamwork 
traits (Clear Goals, Open Communications, Conflict 
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Leadership), have a direct impact on organizational 
citizenship behavior dimensions (Altruism, Courtesy, 
Sportsmanship, Civic Virtue, Conscientiousness), in this 
sense it is the higher the teamwork traits, the higher 
organizational citizenship behavior degree rose among 
workers of the education directorates in North Region of 
Jordan.

The results showed an effect of (Clear Goals) 
on organizational citizenship behavior among workers in 
the departments of education of the Northern Territory in 
Jordan, this result can be explained that having a clear 
sense of goal, sharing goals with team members and 
clarify standards and working methods, and give 
responsible enough guidance to improve organizational 
citizenship behavior of the staff of the employees in the 
education directorates. It turns out there is an impact of 
(Open Communications) on organizational citizenship 
behavior among workers in the departments of 
education of the Northern Territory in Jordan'; this result 
can be interpreted as having the freedom to exchange 
business information with team members, and the ability 
to express ideas comfortably and honestly, freedom, 
and the opportunity to give and take in a discussion on 
the implementation mechanisms of work in better way, 
sharing feedback about the behavior of other 
colleagues, and make sure understand the objectives 
by others for the purposes of the person, constitute a 
whole reason to improve Organizational citizenship 
behavior of employees in the education directorates of 
the Northern Territory in Jordan.

The results showed an effect of (conflict 
management) on organizational citizenship behavior 
among workers in the departments of education of the 
Northern Territory in Jordan, this result can be explained 
that feeling comfortable with the team when expressing 
concerns, and train team members to accept problems 
and conflicts as part of teamwork, and search for 
solutions when they are admitting a problem facing the 
teamwork, and train team members also identify and 
resolve potential problems and conflicts in time, 
constitute an important factor in improving the overall 
level of organizational citizenship behavior of of the 
employees in the education directorates of Northern 
Territory in Jordan. It turns out there is significant impact 
at the level of significance (the role define) on 
organizational citizenship behavior among workers in 
the departments of education of the Northern Territory in 
Jordan, this result can be interpreted as having a clear 
perception about the role required to accomplish the 
work, and take responsibility for ensuring that work done 
by role, and the tendency to build tasks and activities 
related to the role assigned to the individual, and having 
clear stability role that falls within the responsibility of the 
individual, that will enhance the level of organizational 
citizenship behavior of the employees of directorates of 
education in the Northern Territory In Jordan.

The results showed an effect of (participating 
leadership) on organizational citizenship behavior 
among workers in the departments of education of the 
Northern Territory in Jordan, this result can be 
interpreted that qualify of the directors and officials of 
directorates of education on participating leadership like 
to recognize responsible to all group members ' views 
and perceptions about how to interpret, what should be, 
and to create an environment to develop staff as part of 
the job and enables them to participate in the decision 
making process, and uses the power to assist staff and 
fosters share with them, perhaps these factors 
combined lead to an enhanced level of organizational 
citizenship behavior of the staff of the employees of 
directorates of education in the Northern Territory In 
Jordan.

VII. Recommendations

Based on the results of the study, the 
researcher recommends managers and decision 
makers of directorates of education in the Northern 
Territory In Jordan:
1. Managers of directorates of education of the 

Northern Territory in Jordan have to promote and 
encourage those teamwork traits to be used in team 
building, using comprehensive plans to improve 
organizational climate and a healthy organizational 
environment supporting a culture of teamwork .

2. Working to enhance the degree of teamwork traits 
among workers to become at high degree, as they 
have a significant impact in raising organizational 
citizenship behavior.

3. Review training programs, regulations and rules 
related to the organizational changes, cultural, 
educational, and social which have a direct impact 
on the behavior of individuals and groups in the 
directorates of education which impede team style 
as a developed managerial style .

4. Forming special strategies for directorates of 
education to be more clear to inculcate and develop 
teamwork traits to all employees directorates of 
education .

5. Despite having a participative environment between 
managers and employees, they were ranked last in 
averages, so directorates of education have to 
activate the role of employees to participate in the 
decision making process and take their opinions on 
how to interpret their jobs through constructive 
meetings between the parties in a more transparent 
manner .

6. Special rewards program included within official 
rewards systems contribute to encourage 
spontaneity and the voluntary efforts by employees.

Management, Clearly Defined Role, and Participating 



  

 
 

  

 
 

 
 

  
 

 
 

 
 

 
 

 
 

 
 

 

 
 

 

 

 
 

 
 

 
  

 
 

 
 

 

 

 
 

 
 

 
 

 
  

 
 

 
 

© 2017   Global Journals Inc.  (US)

37

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
II 

Is
su

e 
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

A
20

17

Impact of Team Work Traits on Organizational Citizenship Behavior from the Viewpoint of the Employees 
in the Education Directorates in North Region of Jordan

References Références Referencias

1. Aba-Zeid, Riad (2010). The impact of psychological 
empowerment on employees citizenship behavior in 
the social security institution in Jordan. An-Najah 
University Journal for research (Humanities), 24(2), 
494-519.

2. Abdullah, ABM Abdullah and Boyle, Stephen (2015). 
Link between Employees’ Organisational Citizenship 
Behaviour and Organisational HR Practices when 
Mediated by Employee Psychological Contract. 
Proceedings of 11th International Business and 
Social Science Research Conference, 8 - 9 January, 
Crowne Plaza Hotel, Dubai, UAE. ISBN: 978-1-
922069-70-2.

3. Al-Adaileh, Ziad (2006). Impact teamwork 
characteristics on effectiveness of Jordanian 
ministries: a field study. Unpublished Master, Mu'tah 
University, Jordan.

4. Al-Azzam, Ziad (2015). The impact of organizational 
culture on organizational citizenship behavior in the 
municipality of Irbid in Jordan. Dirasat, Management 
Science, 42(1), 103-130.

5. Albshabshah, Samer, Abdul Majid, Ahmed and Al-
Harahsheh, Mohammed (2011). the impact of 
motivation dimensions on organizational citizenship 
behavior: an empirical study from the perspective of 
workers in municipalities provinces South Jordan: 
empirical study. Jordan Journal of Business 
Management, 7(4), 41-82.

6. Albshabshah, Samer, Al-Harahsheh, Mohammad 
(2006). Trends of employees in greater Amman 
municipality toward the impact of team work 
characteristics on effective decisions making: An 
empirical study. Journal of Damascus University of 
Economics and law, 22(2), 82-41.

7. Al-Hawary, S.I.S. & Abu-Laimon, A.A.A. (2013). The 
impact of TQM practices on service quality in 
cellular communication companies in Jordan. Int. J. 
Productivity and Quality Management. 11(4), 446-
474. 

8. Al-Hawary, S.I.S. & Hadad, T.F.S. (2016). The Effect 
of Strategic Thinking Styles on the Enhancement 
Competitive Capabilities of Commercial Banks in 
Jordan’. International Journal of Business and 
Social Science. 7(10), 133-144.

9. Al-Hawary, S.I.S. (2010). Factor underlying 
International Students Choice of Jordan Public 
Universities: Analytical Study Institutional Factors, Al 
Manara for Research and Studies, Economy and 
Administrative Sciences, Volume 16, No.1, pp 37-
64. 

10. Al-Hawary, S.I.S. (2010) Marketing Public Higher 
Education: a Social Perspective, Al Manara for 
Research and Studies, Economy and Administrative 
Sciences, Volume 16 (4),pp 9-32. 

11. Al-Hawary, S.I.S. Alajmi, H.M (2017). Organizational 
Commitment of the Employees of the Ports Security 
Affairs of the State of Kuwait: The Impact of Human 
Recourses Management Practices. International 
Journal of Academic Research in Economics and 
Management Sciences, 6(1), 52-78.

12. Al-Hawary, S.I.S. and Batayneh, A.M.I. (2010), “The 
effect of marketing communication tools on non-
Jordanian students’ choice of Jordanian public 
universities: a field study”, International 
Management Review, Vol. 6 No. 2, pp. 90-99.

13. Al-Hawary, S.I.S. and Shdefat, F.A. (2016). Impact of 
Human Resources Management Practices on 
Employees’ Satisfaction A Field Study on the Rajhi 
Cement Factory. International Journal of Academic 
Research in Accounting, Finance and Management 
Sciences, 6(4), 274-286.

14. Al-Hawary, S.I.S., AL-Zeaud, H.A (2011). The 
relationship between job satisfaction and 
organizational commitment in the cellular 
communications companies in Jordan. Al Manara 
for Research and Studies, Economy and 
Administrative Sciences, Volume 17, No.5,pp 109-
147.

15. Al-Hawy, Iyman (2009). Team building and its 
relationship with participation in decision making: 
An applied study in General company for paper 
industries. Technical Institute, Basrah.

16. Alteparmakian, Tony (2010). Team Characteristics 
and Leadership Behavior In Online Classes. 
UNIVERSITY OF LA VERNE, California.

17. Al-Zoubi, Marwan (2009). Quality of social work 
relations and their relationship with the level of job 
commitment and welfare of employees. Dirasat, 
social science, 36(2), 465-480.

18. Bagozzi, Richard P. and Phillips, Lynn W. (1982), 
“Representing and Testing Organizational Theories: 
A Holistic Construal”, Administrative Science 
Quarterly, Vol. 27 No. 3, pp. 459- 89.

19. Bartlett, J., Kotrlik, J. & Higgins, C. (2002). 
Organizational research: determining appropriate 
sample size survey research. Information 
Technology Learning and Performance Journal, 
19(1), 43-51.

20. Becker, M., Burns-Howell, J. & Kyriakides, J. (2000). 
Is team effectiveness factors and performance.

21. Bird, William L. Jr. and Rubenstein, Harry (2013). 
Every Citizen a Soldier: World War II Posters on the 
American Home Front abridged from History Now. 
Gilder Lehrman Institute of American History.

22. Bogdanić, Danijela (2012). Expectations Of 
Participative Leadership Behaviour in Bosnia and 
Herzegovina, Journal Of Engineering Management 
And Competitiveness (JEMC), 2(2), 64-68.

23. Borrill, C., Calrletta, J., Carter, A., Dawson, J., 
Garrod, S., Rees, A., Richards, A., Shapiro, D. & 
West, M. (1999). The effectiveness of health care 



 
 

 
 

 
 

 
 

  
 

 
 

 
 

 
  

 
 

 
 

 
 

 
  

 
 

 

 

  
 

 
 

 
 

 
 

 
 

 
 

 

 
 

 
 

 
 

 
 

  
  

 
 

 

38

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
II 

Is
su

e 
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

A
20

17

© 2017   Global Journals Inc.  (US)1

Impact of Team Work Traits on Organizational Citizenship Behavior from the Viewpoint of the Employees 
in the Education Directorates in North Region of Jordan

teams in the national health service. Report, Aston 
Center for Health Service Organization Research, 
Aston Business School, University of Aston.

24. Bulbul, Nader (2009). Measure the responsiveness 
of Syrian industrial companies towards creating 
teamwork, a comparative field study between a 
sample of public and private sector companies in 
Syria. Unpublished Master Thesis, University of 
Damascus, Syria.

25. Bulleit, B. (2006). Effectively managing team 
conflict. Expert Reference Series of White Papers, 
Global knowledge, 1-12.

26. Chen; Yi & Yang (2012). The Impact of Spiritual 
Leadership on Organizational Citizenship Behavior: 
A Multi-Sample Analysis. J Bus Ethics, 105, 107-
114.

27. Chiun Lo, May (2009). Dimensionality of 
Organizational Citizenship Behavior (OCB) in a 
Multicultural Society: The Case of Malaysia. 
International Business Research, 2(1). 
www.ccesenet.org/journal.html.

28. Cooper, J. (2010). Collective Efficacy, 
Organizational Citizenship Behavior, And School 
Effectiveness In Alabama Public High Schools. 
Proquest.

29. Desivilya, H., Somech, A. & Lidgoster, H. (2010). 
Innovation and conflict management in work teams: 
The effects of team identification and task and 
relationship conflict. International Association of 
Conflict Management and Wiley Periodicals, 3(1), 
28-48.

30. Farooqui, M. (2012). Measuring organizational 
citizenship behavior (OCB) as a consequence of 
organizational climate (OC). Asian Journal of 
Business Management, 4(3), 294-302.

31. Farvoodi, J., Enayati, G. & Malekzadeh, G. (2013). 
Investigation of relationship between leadership 
style of consultative, leadership style of Participative 
and organizational citizenship behavior (A case 
study of Hromsazeh Mashhad company). 
International Journal of Advanced Studies in 
Humanities and Social Science, 1(6), 665-669.

32. Fournier, William H. (2008). Communication Studies 
Communication Satisfaction, Interactional Justice, 
and Organizational Citizenship Behaviors: Staff 
Perceptions in a University Environment, ?????, 137.

33. Gatewood, R. D. & Field, H. S. (1990), Human 
Resource Selection, The Dryden Press, Chicago, IL.

34. Griffin, Ricky W. and Moorhead, Gregory (2012). 
Organizational behavior managing people and 
organization. Library of Congress Control Number: 
2012948789 ISBN-13: 978-1-133-62669-5.

35. Hair, J.F. Jr, Anderson, R.E., Tatham, R.L. and 
Black, W.C. (1998), Multivariate Data Analysis, 5th 
ed., Prentice-Hall International, Upper Saddle River, 
NJ.

36. Hasani, K., Boroujerdi, S. & Sheikhesmaeili, S. 
(2013). The effect of organizational citizenship 
behavior on organizational commitment. Glob Bus 
Perspect, 1, 452–470.

37. Heng, S. (2006). The relationship between team 
characteristics with team performance in Malaysian 
teams. A thesis submitted for the degree of master 
of business, University of Technology, Sydney, 
Australia.

38. Ismail, Mohammed Nasser, Jassim, Nabil Danoun & 
Saber, Rana Nasir (2012), impact of organizational 
climate on organizational citizenship behavior: 
Analytical study of the opinions of a sample of 
faculty members at the Institute of Directors/Al-
Rusafa. Baghdad College Journal of Economic 
Sciences University, (31), 209-230.

39. Jabr Allah, Nur (2012). Innovative leadership in 
Islam and team spirit. International Conference On 
Islamic Leadership, 2, 566-549. 

40. Kandlousi, N., Ali, A. & Abdollahi, A. (2010). 
Organizational citizenship behavior in concern of 
communication satisfaction: The role of the formal 
and informal communication. International Journal 
of Business and Management, 5(10), 51-62.

41. Kashif, M., Khan, Y. & Rafi, M. (2011). An 
Exploration of the determinants of OCB in the 
telecommunication sector of Pakistan. Asian Journal 
of Business Management, 3(2), 91-97.

42. Kohn, E. and O’Connell Vincent D. (2007). Habits of 
Highly Effective Teams. The Career Press Inc.

43. Kolade, Obamiro, Ogunnaike, John Olaleke, 
Oluseye, Osibanjo, Omotayo A. (2014). 
Organizational Citizenship Behaviour, Hospital 
Corporate Image and Performance. Journal of 
Competitiveness, 6(1), 36–49.

44. Lee, K. & Allen, N. J. (2002). Organizational 
Citizenship Behavior and Workplace Deviance: The 
Role of Affect and Cognitions. Journal of Applied 
Psychology, 87(1), 131-142. 

45. Lee, Ung, Kim, Hye & Kim, Young (2013). 
Determinants of organizational citizenship behavior
and its outcomes. Global Business and 
Management Research: An International Journal, 
5(1), 54-66.

46. Mangi, Aftab, Kanasro, Hakim, Burdi, Muhammad, 
Rehman, Farhat (2015). Team Work: A Key To 
Organizational Success. Research Journal of 
Political Science, Supplementary Edition, (III). 

47. Mealiea, Laird & Baltazar, Ramon (2005). Strategic 
Guide for Building Effective Teams. Public 
Personnel Management, 34(2).

48. Meesad, S. (2013). Characteristics of teamwork in 
the international college, Naresuan University. 
Naresuan University International College.

49. Mehboob, Farhan & Bhutto, Niaz A. (2012). Job 
satisfaction as a Predictor of Organizational 
Citizenship Behavior: A Study of Faculty Members at 



  
 

 
 

 

  

 
 

 
 

 
 

 
 

 
 

 
  

 

 
 

 
 

 

© 2017   Global Journals Inc.  (US)

39

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
II 

Is
su

e 
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

A
20

17

Impact of Team Work Traits on Organizational Citizenship Behavior from the Viewpoint of the Employees 
in the Education Directorates in North Region of Jordan

Business Institutes. International Conference on 
Business, Economics, Management and Behavioral 
Sciences (ICBEMBS'2012), Jan. 7-8, Dubai.

50. Miao, R.T. & Kim, H.G. (2009). Gender as a 
moderator of the relationship between 
organizational citizenship behaviors and team 
effectiveness in China. Asian Social Science, 5(10), 
98-119.

51. Michela, John, Balsom, Mandy, Barrass, Roderick 
and Zdaniuk, Agnes (2009). Processes and 
Attributes of Highly Effective Teams. Graduate 
Programs in Personnel and Organizational 
Psychology University of Waterloo, Ontario, Canada.

52. Mickan, Sharon & Rodger, Sylvia (2009). 
Characteristics of effective teams: A literature 
review. Australian Health Review, 23(3).

53. Molleman, Eric and Slomp, Jannes (2006). The 
Impact of Team and Work Characteristics, on Team 
Functioning. Human Factors and Ergonomics in 
Manufacturing, 16(1), 1–15.

54. Murtaza, Ghulam, Abbas, Muhammad, Raja, 
Usman, Roques, Olivier, Khalid, Afsheen and 
Mushtaq, Rizwan (2014). Impact of Islamic Work 
Ethics on Organizational Citizenship Behaviors and 
Knowledge-Sharing Behaviors. J Bus Ethics. DOI
10.1007/s10551-014-2396-0.

55. Naeem, Basharat, Malik, Muhammad Ehsan and 
Bano, Neelam (2014(. Nurturing organizational 
citizenship. Behaviours by Optimism Subculture: 
Empirical Evidence from Pakistan. Pakistan 
Economic and Social Review, 52(2), 175-186.

56. Nancarrow, A, Booth, Andrew, Ariss, Steven, Smith, 
Tony, Enderby, Pam and Roots, Alison (2013). Ten 
principles of good interdisciplinary team Work. 
Human Resources for Health, 11, 19.

57. Nazzaro, Marie & Strazzabosco, Joyce (2009). 
Group Dynamics Andteam Building. Hemophilia 
Organization Development, (4).

58. Niehoff, B. & Moorman, R. (1993). Justice as a 
mediator of the relationship between methods of 
monitoring and organizational citizenship behavior. 
The Academy of Management Journal, 36(3), 527-
55.

59. Nunnally, J.C. & Bernstein, I.H. (1994) Psychometric 
theory, 3rd ed., McGraw Hill, New York.

60. Podsakoff, Philip, MacKenzie, Scott, Paine, Julie & 
Bachrach, Daniel (2000). Organizational citizenship 
behaviors: A critical review of the theoretical and 
empirical literature and suggestions for future 
research. Journal of Management, 26(3), 513-563.

61. Pooja, Anjoom & Abeeda (2014). Job Demands and 
Organizational Citizenship Behavior: The Roles of 
Organizational Commitment and Social Interaction. 
Master of Science in Management (Organizational 
Studies), Goodman School of Business, Brock 
University, St Catharines, Ontario.

62. Raghoebarsing, Cheryl (2011). Organizational 
Citizenship Behavior & work motivation in the 
granite mining industry in West-Suriname. Lim A Po 
Institute for Social Studies – Maastricht School of 
Management MBA VI – Management & Finance.

63. Robertson, Joline C. (2013). Virtual Team 
Citizenship Behaviors: Scale Development And 
Validation. The University of Wisconsin-Milwaukee, 
Journal of Applied Psychology, 87(1). 131-142. 

64. Rostami, Leila & Piri, Morteza (2014). On the 
relationship between organizational structure and 
organizational citizenship behaviors. 

65. Sunaina, Aunih & Al-Bayati, Abdul Jabbar (2014). 
Level of organizational conflict management for 
managers of government secondary schools and its 
relationship with organizational loyalty level for 
teachers in the Amman capital governorate. The 
Jordanian Journal of educational sciences, 10(1), 
119-101.

66. Tarricone, P. & Luca, J. (2002). Successful 
teamwork: A case study. HERDSA, 640-647.

67. Uğurlu, C. & Sincar, M. (2013). Primary school 
teachers’ views on communication skills and 
organizational citizenship. International Journal of 
Human Sciences, 10(2), 545-556.

68. Wadeh, Mady & Azzedine, Bodrban (2013). The role 
of teamwork on knowledge management in 
University Libraries: A field study of Kaemah 
University Libraries. Journal of Jordanian libraries 
and information, 84(1).

69. Whitaker, B. & Levy, P. (2012). Linking feedback 
quality and goal orientation to Feedback seeking 
and job performance. Human Performance, 25, 
159–178.

70. Xyrichis, Andreas & Ream, Emma (2007). 
Teamwork: A concept analysis. JAN THEORETICAL 
PAPER.

71. Yesuraja, I. & Yesudian, B. (2013). A study on 
leadership styles and organisational citizenship 
behavior among supervisors. Paripex- INDIAN 
Journal of Research, 2(12), 140-143.

72. Yildirim, O. (2014). The impact of organizational 
communication on organizational citizenship 
behavior: Research findings. Procedia - Social and 
Behavioral Sciences, 150, 1095-1100.



 
 

 
 

 

 
 
 
 
 
 
 
 
 
 

This page is intentionally left blank 

3

40

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
II 

Is
su

e 
II 

V
er

sio
n 

I
Ye

ar
  

 (
)

A
20

17

© 2017   Global Journals Inc.  (US)1

Impact of Team Work Traits on Organizational Citizenship Behavior from the Viewpoint of the Employees 
in the Education Directorates in North Region of Jordan



© 2017. Dr. P. S. Vohra & Mr. B.R. Biradare. This is a research/review paper, distributed under the terms of the Creative 
Commons Attribution-Noncommercial 3.0 Unported License http://creativecommons.org/licenses/by-nc/3.0/), permitting all non-
commercial use, distribution, and reproduction in any medium, provided the original work is properly cited. 

 
 

 
 

 
   

 

Review of Daniel Kahneman’s Thinking, Fast and Slow  
 By Dr. P. S. Vohra & Mr. B.R. Biradare 

  
Abstract-

 
Nobel Laureate (Economic Sciences, 2002) Daniel Kahneman’s latest offering Thinking, 

Fast & Slow (Farrar, Straus and Giroux, USA) is a magnum opus, giving us a superb 
compendium and forward-looking discussion of his award winning work conducted often with his 
longtime collaborator Amos Tversky. Kahneman’s work created significant ripples in decision 
making and behavioral economics, rendering contentious one of the fundamental assumptions 
of modern economic theory, namely, the rational agent paradigm. In this review, we discuss the 
key elements of the book, while also brining into perspective the main findings of the works 
presented therein.  
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Abstract-

 

Nobel Laureate (Economic Sciences, 2002) Daniel 
Kahneman’s latest offering Thinking, Fast & Slow (Farrar, 
Straus and Giroux, USA) is a magnum opus, giving us a 
superb compendium and forward-looking discussion of his 
award winning work conducted often with his longtime 
collaborator

 

Amos Tversky. Kahneman’s work created 
significant ripples in decision making and behavioral 
economics, rendering contentious one of the fundamental 
assumptions of modern economic theory, namely, the rational 
agent paradigm. In this review, we discuss the key elements of 
the book, while also brining into perspective

 

the main findings 
of the works presented therein.  

  Keywords: daniel kahneman; thinking, fast & slow; 
behavioral economics; cognitive biases; prospect theory. 

I.

 

Introduction

 o the current foundations of management sciences 
we

 

seem to have no qualms in ascribing the 
description of quasi-absolute. This characterization 

of the field’s foundations is occasionally identified

 

by 
researchers as a lacuna of sorts, but for working 
managers this concern—concern indeed if they 
understood it as—often did not merit immediate or 
serious consideration in their scheme of things

 

for long. 
Consequentially, case studies and data collection 
became widespread and research of the fundamental 
kind—the kind that constitutes & contributes to scientific 
theory-building—took a backseat. Furthermore, the 
other fore of this gap grew in

 

the form of researchers 
rarely attempting to situate increasing piles of 
meaningful data within the ambit of a fundamental 
theory; and insofar

 

as they intended to do that, they did 
not know where to look—maybe because most times 
there was nowhere to look. As an upshot of this 
tendency, construction of models was

 

as far as most 
research in the field

 

reached.

 

But alas, models are no 
theory.

 

Every so often management science has

 
witnessed a definitive change in this picture

 
characterized by a visible shift in attention from case 
studies to theory-building. And Daniel Kahneman is one 
of those who exemplify this long-pending shift. And it is 
from this

 

more crucial standpoint that we

 

view and 
appreciate Kahneman’s latest offering

 

Thinking, Fast 
and Slow.  

Thus, what stands out prominently in Thinking, 
Fast and Slow is Kahneman’s attempt at theory-building 
within which to construct explanatory accounts of his 

revolutionary findings on decision making. This is 
refreshing and crucial for the field as it calls itself a 
scientific enterprise. Of course, Thinking, Fast and Slow 
presents readers with a rich canvas of the revolutionary 
joint work of Kahneman with Tversky that fetched the 
former the 2002 Economic Sciences Nobel. When 
reviewing Thinking, Fast and Slow, therefore, it would be 
tendentious of many to focus on the findings of 
Kahneman’s work on decision making—after all, they 
forced economists to revise their longstanding notion of 
how people make their decisions. However, the real 
gem in Kahneman’s Thinking, Fast and Slow is his 
attempt at theory-building to account for his empirical 
findings on decision making, by espousing the so called 
dual-process model of human information processing. 
And Kahneman wastes no time in according the 
model’s importance—he discusses the model right in 
the beginning of the book.   

Kahneman advocates that our cognitive 
apparatus comprises of two main parts viz. System 1 
and System 2. Whereas System 1 is supposed to refer 
to that aspect of our mental apparatus which is clearly 
dominated by intuition and hunch, System 2 is 
supposed to refer to the mental apparatus that employs 
logical, algorithmic reasoning or simply, rational 
thinking. System 1 is largely a prerogative of the 
subliminal realm of mind’s information processing, and 
is therefore characterized by automaticity, swiftness, 
less executive control and less mental workload. System 
2 is the work of the conscious realm of information 
processing, and is therefore characterized by deliberate 
efforts, relative slowness, comparatively more mental 
workload, and is largely under the control of executive 
function/control.  

People’s decision making biases, a theoretical 
construct to explain them and Prospect Theory to model 
decision making behaviors—these strands together 
form the hallmark of Kahneman’s book. From Bernoulli 
utility function to Expected Utility to Kahneman and 
Tversky’s Prospect Theory—the enterprise of Decision 
Making has come a long way in our understanding of 
how people make decisions and Thinking, Fast and Slow 
is arguably the most significant landmark in this 
understanding. The defining feature of Kahneman and 
Tversky’s Prospect Theory is the value function: 

Prospect Theory, Expected Utility Theory’s utility function 
is replaced by a more correct value function and 
knowledge about how it responds to the reference point. 

T 
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Kahneman’s 1979 Econometrica article—his joint work 
with Tversky on Prospect Theory—remains to this date 
the most cited article of the prestigious journal.  

Thinking, Fast and Slow is an awe-inspiring work 
that marks a reasoned departure from the orthodox 
assumptions of economic science. Economic theorists 
portrayed humans as Bayesian estimators who 
invariably work at maximizing expected utilities. From 
Adam Smith to Leonard Savage, and for close to two 
hundred years, there was a general consensus that 
people act as rational agents (forming the Rational 
Agent Theory in economics). This was, arguably, an 
empirically uninformed consensus. Nevertheless, this 
view prevailed until Herbert Simon seminal work 
indicated the unavoidable constraints on human 
decision making, which marred traditional economists’ 
idealist expectation of people’s decision making 
tendencies. Kahneman and Tversky’s work presented in 
this book is an empirical testimony to Herbert Simon’s 
theoretical postulation of bounded rationality. For 
instance, when presented with two competing economic 
scenarios—one certain and the other uncertain—people 
consistently choose the certain outcome showing 
aversion for risky alternative. This is the phenomenon of 
“risk aversion”, which is anchored in “loss aversion” 
behavior—people’s consistent tendency to weigh 
negatives of losses more than the positives from gains. 
Kahneman discusses this whole set of decision making 
biases, which include “loss aversion”, “risk aversion”, 
“sunk-cost effect”, “endowment effect”, “base-rate 
fallacy”, “duration neglect”, heuristics such as 
“anchoring heuristic” and availability heuristic. These 
cognitive biases in decision making share a common 
property: they are all deemed irrational decisions in light 
of economic science’s orthodox rational agent 
hypothesis. The book suggests “heuristics” as the key 
tool people employ in making decisions. This 
suggestion is actually twofold—people tend to use 
heuristics (due mainly to bounded rationality) which in 
turn lead to a wide range of cognitive biases while 
making judgments or weighing tradeoffs between 
economic decision alternatives. A note of caution is in 
order here: saying that people have propensity for using 
heuristics is not tantamount to saying that they are 
biologically predisposed to rely on heuristics—far from 
it. So, what bearing does it have on whether or not 
Kahneman believes that people’s decision making 
behavior under uncertainty is fundamentally irrational, or, 
if on the contrary he could perhaps be understood as 
inclined toward believing that if people were somehow 
trained/habituated toward becoming ideal Bayesian 
estimators and in the absence of the constraints that 
bound our rationality—cognitive biases in decision 
making could be avoided. This is a highly moot and 
equivocal point both for the enterprise of decision 
sciences as well as for Kahneman.    

Thanks to Kahneman, these are exciting times 
for decision sciences. The profundity of Kahneman’s 
work will only increase with time.                   
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holding diploma and above qualification. The sample size for quantitative study was determined 
using single population proportion formula by considering the proportion of health workers 
intention to leave of 83.7% from study conducted in Yirgalem and Hawassa ,southern Ethiopia, 
95 % confidence level and 0.05 margin of error.   
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Abstract- Background: Intention to leave a job negatively 
affects the quality of work in the form of withdrawal, declining 
participation, absenteeism, avoidance behavior and result in 
decreased performance

 
ultimately. 

 

Methods: Institution
 

based cross-sectional study was 
conducted in Horo

 
Guduru Wollega

 
zone, northwest Ethiopia.

 

An institution based cross-sectional study was conducted
 

using
 
quantitative and qualitative data collection methods. The 

study participants were full time health professionals holding 
diploma and above qualification. The sample size for 
quantitative study was determined using single population 
proportion formula by considering the proportion of health 
workers intention to leave of 83.7% from study conducted in 
Yirgalem and Hawassa ,southern Ethiopia, 95 % confidence 
level and 0.05 margin of error.

 
One town administration and 

four districts were selected randomly by lottery method and
 

the sample size was proportionally allocated to each selected 
facility. We randomly selected the study participants from the 
facilities’ by using the human resource department list

 
and

 
in-

depth interview was conducted with two hospital 
administrators and 16 heads of health centers.  

 
A self 

administered, structured questionnaire was administered to 
the health professionals. 

 

Results: Three hundred sixty two health professionals 
participated in the study out of

 
which 222 (60.8%) respondents 

were males and 284(78.5%) were from health centers. Majority 
(65%) of the health workers have intention to leave their current 
health institution. Of these 211(74.3%) were from health 
centers and 49 (25.7%) were from hospital. Intention to leave 
was associated with professional category (β=0.916), service 
year in health sector (β=0.474), salary (β=-0.044), satisfaction 
with management system (β=-0.333), compensation and 
benefit (β=0.134) and work environment (β=0.138).

 

Conclusions:
 
Majority of

 
health professionals intended

 
to leave 

their
 
current job. Professional category, Management system, 

Salary and benefits and Working environment
 
were predictors 

of intention to leave. Thus it was recommended that the 
working environment and benefit packages should be 
improved to retain health workers.

 

Keywords:
 

turnover, intention to leave, health 
professionals, wollega, ethiopia, sub-sahara africa.  
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n the era of globalization, employee turnover is a 
persistent problem in organizations. It is common in 
every type and size of organization and at every 

organizational level. High turnover causes high cost of 
recruiting and training new employees, decrease 
organizational performance and results in lack of 
employee continuity and organizational stability (Z. 
Siong2006 et al, K. Ramesh 2012et al). Turnover is an 
undesirable event in the organizations, because long-
term productivity is affected not only by hiring the best 
qualified personnel, but also by retaining them for a 
longer period of time (H. Rasch, Ronald 1991).

I

The reasons behind the turnover decision have 
been investigated for years. Literatures showed that the 
main factor that affected employees to quit their current 
jobs was the intention itself (Z. Siong2006 et al, K. 
Ramesh 2012et al, Lucy Firth, J. David et al.2004,Fethi 
Calisir et al.2011,C. A. Veloutsou, G. G.2004). According 
to the Theory of Reasoned Action, an individual’s 
behavior is determined by his or her behavioral intention. 
The more an individual shows intention to perform a 
particular behavior, the more he or she is expected to 
act it (I. Madden, et al.2006).

The global shortage of human resources for 
health limits access to effective health services for many 
people, especially the poor and most vulnerable groups. 
It hinders progress towards health and health 
development goals. It is estimated that there is a 
shortage of 4.2 million health workers worldwide (A. 
Kiros, T. Gebeyaw, E. Tadesse.2013). Out of 57 
countries experiencing critical shortage of human 
resource for health in the world, 36 are located in Africa. 
The shortage is most severe in Sub-Saharan African 
countries; thus, these countries will meet few of the 
health development goals as a result (WHO. 2006).  

In developing countries human resource 
shortages are not only due to production of health 
professionals, but also because of employee turnover 
and instability at health facilities. Workers have always 
tended to move in search of better living, good working 
conditions, improved salaries and opportunities for 
professional development, be it within their own country; 
from rural to urban areas, or from public to private 

mailto:tilahunfufa@gmail.com�
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mailto:yohannesejigu@yahoo.com�


 

 

sector and/or from one country to another. Movement of 
health workers usually result in a loss of capacity of the 
health system to deliver health care for all peoples 
equitably (B. Stilwell, K. Diallo, P. Zurn et al.2003). 
Employee turnover jeopardizes organization’s strategic 
plan to achieve its objectives, reduce innovation, affect 
quality of customer services and affect morale and 
motivation of remaining employees (A. Ayinde, A.Titus, 
A. Adegoroye. 2012). It is very costly for an organization 
and the cost is due to termination, advertising, 
recruitment, selection, and hiring new employees (B. 
Kaur.2013). 

In Ethiopia, despite the rapid expansion of 
health training institutions and the production of health 
professionals, the gain made is offset by annual losses 
and the national ratio of health workers per 1000 
population is 0.84. This is far less than the standard set 
by world health organization of 2.3 health workers per 
1000 population(Africa Health Workforce Observatory 
(AHWFO).2015). 

The other problem related to human resource in 
the country is health professionals mal distributed 
between urban and rural areas. From physicians and 
nurses, 46% physicians and 28% nurses are working in 
the capital city. Whereas large regions such as Oromia, 
Amhara and SNNPR which account for 95% of the 
country’s population have only 15%, 18% and 16.7% of 
physicians respectively (Africa Health Workforce 
Observatory (AHWFO).2015, Peru Ministry of Health 
2010). The shortage and imbalance in the supply, 
deployment and composition of the health workforce is 
an obstacle to the effectiveness of the country’s core 
health systems and services.  In addition, intention to 
leave negatively affected the quality of work. an 
employee who consider to quite his/her current job 
withdraw and decline participation in a job, manifest 
itself as lateness, absenteeism, avoidance behaviour, 
and lowered performance by affecting the commitment 
level of employees (M. Kivimäki, A. Vanhala, J. Pentti et 
al. 2007).  There are few studies about health workers 
intention to leave in Ethiopia. Therefore, this study 
assessed intention to leave the current job and staff 
turnover among health workers.  

II. Methods and Materials 

The study was conducted in Horo-Guduru 
Wollega zone public health facilities, from February 15 to 
30/ 2015. Horo Guduru Wollega is one of the zones of

 

Oromia regional state, Ethiopia.
 
It has

 
a total population 

of 715,222; of these
 
51%

 
were male. There were nine 

woredas and one town administration in the zone. There 
were around 954

 
healthcare professionals working 

governmental health facilities. 
 

An institution based cross-sectional study was 
conducted;

 
both quantitative and qualitative data 

collection method was employed. The study participants 

were full time health professionals holding diploma and 
above qualification who had 6 months and above work 
experiences. The sample size for quantitative study was 
determined using single population proportion formula 
by considering the proportion of health workers intention 
to leave of 83.7% from study conducted in Yirgalem and 
Hawassa, southern Ethiopia, 95 % confidence level and 
0.05 margin of error. We used a correction formula for 
finite population as our source population were less than 
10,000 and found calculated sample size of 172 and 
added 5% non- response rate and multiplied by 2 as we 
used multistage sampling method to select the study 
facilities.  The total sample was 362 health 
professionals. 

One town administration and four districts were 
selected randomly by lottery method from a total of nine 
and one hospital and 16 health centers were included. 
Then the sample size was proportionally allocated to 
each selected facility. We randomly selected the study 
participants from the facilities’ by using the human 
resource department list of health professionals after 
excluding those who do not fulfill inclusion criteria.  

In addition, in-depth interview was conducted 
with two hospital administrators and 16 heads of health 
centers.   

We used field tested questionnaire for data 
collection.  The questionnaire has different sessions 
such as, socio-demographic characteristics of 
respondents, 23 job satisfaction items, 15 working and 
living conditions items, 9 items on compensation and 
benefits and 6 items on intention to leave. Except the 
socio-demographic characteristics, questions were on a 
five-point Likert scale ranging from strongly disagree (1) 
to strongly agree (5). The questionnaire prepared in 
English was translated to Afan Oromo (the local 
language) and retranslated back into English to ensure 
its consistency. We conducted pretest on 5% of sample 
size pretest outside the study area.  Moreover we used 
checklist to abstract data from human resource 
documents to calculate turnover rate.  

Interview guide was used to conduct in-depth 
interview with managers. Five diploma graduated health 
professionals who speak the local language and 
working outside the study health centers collected the 
data with support of two degree holder supervisors by 
conducting in-depth interview. Data collectors were 
trained for one day.  

Our dependent variable was intention to leave 
the current job and independent variables were socio 
demographic characteristics ( age, sex, gender, income, 
education, profession), job satisfaction (benefit and 
salary, professional training, recognition at work, 
management/supervision, promotion, person 
misplacement, appraisal, value, safety, moral), working 
and living condition (work load, type of institution, 
supplies and equipment, cleanliness, accessibility to 
clean water, electricity, internet, transport and telephone, 
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shopping and entertainments), compensation and 
benefits(terminal benefit, allowances. 

Quantitative data was entered into EpiData v3.1 
and exported to SPSS version 21 for analysis. For the 
socio-demographic characteristics descriptive statistical 
analysis were used. Principal component analysis was 
employed for all likert scale instruments to extract 
factor(s) representing each of the scales and have factor 
scores. Multiple linear regression analysis was done to 
identify determinants of health workers intention to leave 
from current job. A significance level of 0.05 was used 
as cut of point.  Interview with key informants was tape-
recorded and transcribed and translated to English. 
Then we categorized it into themes and triangulated with 
quantitative data. Ethical approval was obtained from 
Ethics Review Committee of College of Health Science 
of Jimma University and verbal consent was obtained 
from study participants during data collection. 

III. Results 

a) Sociodemographic characteristics of study 
participants 

A total of 362 health workers responded to 
questionnaire. From these, 222 (60.8%) respondents 
were male and majority of them (65.2%) were married. 
The mean age of the respondents was 27.89 + 6.14 
years. Majority 304 (84%) were Oromo Ethnic group. 
Two hundred twenty three (61.6%) were protestant 
followed by 91(25.1%) Orthodox. More than half (57.5%) 
were diploma graduates and 144(39.8%) were degree 
holders. Majority (59.1%) of the respondents were 
nurses. Hundred ninety three (53.3%) respondents’ 
monthly salary ranges from 2000 to 4000 Ethiopian Birr 
(Table 1). 

Table 1: Sociodemographic characteristics of health professionals in Horo-Guduru Wollega zone public health 
facilities, 2015.

Respondents’ characteristics Frequency Percentage 
Types of health facility Health center 284 78.5 

Hospital 78 21.5 
Age <25 157 43.4 

25-29 119 32.9 
30-34 55 15.2 
35-39 21 5.8 
>40 10 2.8 

Sex Male 220 60.8 
Female 142 39.2 

Birth place Rural 339 66 
Urban 123 34 

Monthly salary < 2000 106 29.3 
2001- 4000 193 53.3 

>4001 63 17.4 
Upgraded/specialized Yes 62 17 

No 300 83 
Current obligation Yes 141 39 

No 221 61 
Ethnicity Oromo 304 84 

Amhara 39 10.8 
Others 19 5.2 

Religion Protestant 223 61.6 
Orthodox 91 25.1 
Muslim 25 6.9 
Catholic 17 4.7 
Others* 6 1.7 

Marital status Married 236 65.2 
Single 114 31.5 

Divorced 10 2.8 
Widowed 2 0.6 

Educational Qualification Diploma 208 57.5 
Degree 144 39.8 

Masters/specialiy and above 10 2.7 
Professional categories Nurses /Midwife 214 59.1 

Health officers 42 11.6 
Laboratory technologist 41 11.3 
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Pharmacy/druggist 37 10.2 
Physicians 6 1.7 
Others** 22 6.1 

Service year in health sector Less than one year 43 11.9 
1-5 years 212 58.6 

6-10 years 93 25.7 
11-15 years 10 2.8 
16-20 years 2 0.6 
>20 years 2 0.6 

Service year in current health 
institution 

Less than one year 76 21 

1-5 years 222 61.3 
6-10 years 57 15.7 

>11 7 2 

*Wakefana  

**Others from professional categories include: Environmental health, anesthesia, and x-ray technicians. 

b) Health professionals’ intention to leave 

Overall, 235(65%) of the health workers agree 
with a statement that they would leave their current job 
in the near future, of these 193(82%) from health center 
and 42 (18%) health professionals were from the 
hospital. From the study participants who intend to leave 

their current job majority, 83% were from other 
professional categories (environmental health, x-ray 
technicians), (72%) were

 
health officers, and 50% were

 

physicians.
 
Overall, 65% of health professionals plan to 

leave while only 13% disagree on a statement that they 
will leave their current jobs

 
(Figure 1).

 

 

Figure 1: Intention to leave by profession among
 
health professionals in

 
Horo Guduru Wollega zone public health 

facilities, Ethiopia, May 2015.

*Others include: Environmental health professionals, anesthesia and x-ray technician.

c)
 

Level of job satisfaction 
 

Only 44% of the respondents were satisfied with 
their job.

 
Nearly 42 % of respondents were dissatisfied 

with their current job. Regarding satisfaction by specific 
items, Majority (64%) of respondents were satisfied that 
community valued their work and nearly the same 
percent were satisfied that they feel part of the local 
community. However, (65%) of respondents were 
dissatisfied by salary package and (63%) were 
dissatisfied by fairness of salary compared with other 
colleagues (Table 2).  
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Table
 
2: Level of job satisfaction among health professionals in Horo-Guduru wollega zone public health facilities, 

Northwest Ethiopia, 2015

S.N Subscales Dissatisfied 
Freq (%) 

Neutral 
Freq (%) 

Satisfied 
Freq (%) 

1 Salary package 235(65) 66(18.2) 61(16.8) 
2 Fairness of salary when compared to other staffs 228(63) 41(11.3) 93(25.7) 
3 Opportunity for promotion 129(35.6) 56(15.5) 177(48.9) 
4 Recognition for doing good work 125(34.5) 61(17) 176(48.5) 
5 Work plan developed with supervisor 112(31) 49(13.5) 201(55.5) 
6 Annual performance appraisal based on my work plan 135(37.3) 40(11) 187(51.7) 
7 Organization value my work 126(35) 62(17) 174(48) 
8 Family and friend encouragement 123(34) 32(9) 207(57) 
9 Part of local community 85(23.5) 47(13) 230(63.5) 

10 Community value my work 71(20) 59(16) 232(64) 
11 Team sprit  128(35.4) 59(16.3) 175(48.3) 

 Overall satisfaction  41.6% 14.4% 44% 

d) Working and living conditions of respondents 
For one hundred seventy eight (49%) of health 

professionals, the work load in their current job is 
beyond logically bearable level. One hundred seventy 
four (48.1%) respondents agreed that they were getting 
sufficient supply needed to do their job. About two fifth 
(39.2%) respondents agreed to access to drug and 

medication
 
when they need them. More than half (57%)

 

of the study participants
 

were agreed with the 
cleanliness of their work spaces. On the contrary, 
194(53.5%) respondents disagree with the availability of 
safe and clean water at their home

 
and 257(71%) do not

 

worried about losing their job (Table 3).              
 

Table 3: Health professionals’ responses on working and living conditions in Horo-Guduru wollega zone public 
health facilities, northwest Ethiopia, May 2015.

S.N Variable Agree 
Freq (%) 

Neutral 
Freq (%) 

Disagree 
Freq (%) 

Not applicable 
Freq (%) 

Mean + SD 

1 Work load is reasonable 86(24) 88(24.3) 178(49) 10(2.8) 3.53+  1.5 
2 Supply needed to do job 174(48.1) 86(23.7) 89(24.6) 13(3.6) 3.6+  1.6 
3 Access to drug and medication 142(39.2) 107(29.6) 101(28) 12(3.3) 3 .3+ 1.6 
4 Clean work space  205(57) 95(26) 59(16) 3(0.8) 3.6 + 1.17 
5 Safe and clean water at home 111((31) 56(15.5) 194(53.5) 1(0.2) 2.7 + 1.5 
6 No worry for losing job 257(71) 29(8) 52(14) 24(7) 4.33 + 1.8 

e) Predictors of intention to leave the current job   
We explored predictors of intention to leave 

using regression analysis techniques. Accordingly, first, 
we did simple linear regression analysis and variables 
showing association at p value <0.25 were taken as 
candidates for multiple linear regression analysis.  From 
all predictor of intention to leave, professional category, 
service year in health sector, salary, satisfaction with 
management system factor score, compensation and 
benefit factor score and work environment factor score 
showed statistically significant association with intention 
to leave. Health workers who are physicians in 
profession had .916 units more intention to leave than 
health workers who are nurses or mid wife in profession 
(β=0.916, 95%CI: 1.68, 0.19).  Health workers who have 
greater than or equals to 11 years service year in health 
sector had 0.47 lower intention to leave than those 
health workers who had 1 to 5 service years in health 
sector (β=-0.474, (95%CI: -0.867, -0.080).  

Satisfaction with management system of health 
facility was inversely related to intention to leave (β=-
0.33), that is as satisfaction with the management 

system of health professionals’ increase by a unit, 
intention to leave lowered/decreased by

 

33% (β=0.33 
95%CI: -.428, -.238). Health professionals who consider 
compensation and benefit from their institution had .134 
units more intention to leave health facilities than those 
who did not consider (β=0.134, 95%CI: .040, .229). 
Poor working environment was directly related to 
intention to leave (β=0.138), that is as dissatisfaction 
with working environment increased a unit intention to 
leave increased by .138 (95%CI: .025, .653). Salary was 
inversely associated to intention to leave (β=-0.044), as 
salary increased a unit intention to leave decreased by 
.044 (95%CI: -0.273, -0.184) (Table 4).
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Table 4: Predicators of intention to leave public health facilities among health workers in Horo guduru wollega zone, 
2015.

 
No (%)

 Un 
standardized 
Coefficients 

Standardized 
Coefficients Sig.

 95% 
Confidence 
Interval for B 

B Beta 
(Constant)  .059  .773 (-.459, .341) 
Types of health facilities     
       Health center 284(78.5)     
        hospital 78(21.5) .019 .008 .887 (-.241, .279) 
Sex      
             Male 220(60.8)     
             Female 142(39.2) .078 .038 .447 (-.124, .281) 
Marital status      
             Single 114(31.5)     
             Ever married 248(68.5) -.070 -.033 .152 (.152, -.292) 
Birth place      
                Rural 339(66)     
                Urban 123(34) -.080 -.038 .442 (-.286, .125) 
Educational qualification     
      Diploma 208(57.5)     
      Degree and above 154(42.5) .033 .016 .816 (-.242, .308) 
Professional category      
      Nurses or midwife 214(59.1)     
      Physician 6(1.7) .916 .117 .013 (.193, 1.638) 
      Pharmacy 37(10.2) .065 .023 .652 (-.220, .351) 
      Health Officer 42(11.6) .145 .045 .432 (-.218, .507) 
      Laboratory 41(11.3) .173 .051 .310 (-.162, .509) 
      Others profession 22(6.1) .368 .080 .122 (-.099, .835) 
Service year in health sector     
     1-5 years 212(58.6)     
     6months - <1year 43(11.9) -.515 -.085 .073 (-1.078, .048) 
     6 -10 years 93(25.7) .048 .021 .781 (-.293, .389) 
      > 11 years  14(3.8) -.474 -.153 .019 (-.867, -.080) 
Service year in current institution     
     1-5 years 222(61.3)     
     6months - <1years 76(21) .339 .138 .053 (-.025, .653) 
     6- 10 years 57(15.7) .011 .004 .954 (-.350, .371) 
     >11 years 7(2) .585 .068 .327 (-.587, 1.757) 
Compulsory services      
      No 221(61)     
      Yes   141(39) .031 .015 .783 (-.191, .253) 
Up graded/specialized      
      No  300(83)     
     Yes  62(17) .001 .000 .995 (-.294, .296) 
Salary - -.044 -.030 .037 (-.273, -.184) 
 Management system - -.333 -.333 .000 (-.428, -.238) 
Compensation and benefit - .134 .134 .005 (.040, .229) 
Work environment - .138 .138 .004 (.045, .230) 
Long hour work - .096 .096 .064 (-.002, .191) 

R=0.478,    R square = 0.228, AR square=0.211, VIF <10, Tolerance > 0.1 

*Other professions include; environmental health, health education and anesthesia 

f) Health professionals’ turnover from public health 

facilities  

Five years secondary data was collected from 
January 01, 2010 to December 30, 2014. The turnover 
rate of health professionals from public sector was 19% 

to all professionals category. The turnover rate with 
professional category was 75% for medical doctors 60% 
for MPH, 84% for environmental health, for pharmacy 
25.3%, Health officer 46.7%, Laboratory 26.2% and 
nurse 8.5%.
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g) Turnover of health professionals by year  
With regard to the overall turnover, higher 

turnover was observed in the years 2012 (30%) and 

2013 (22%) but trend did follow progressive decreasing 
or increasing order in the study period (Figure 2).     

 

Figure 2: Health professional’s turnover from public health facilities in Horo Guduru Wollega zone for last five years 
(2010-2014) in percent.

h) Reason for leaving the public health sectors 
The main reason for health professionals’ 

turnover from each health facility and by professionals, 
resignation was 65% among total turnover of health 
professionals from public health sectors and followed by 
23% for retirement. Resignation was the leading reason 
for turnover of health professionals from public health 
institutions in the zone. For pharmacy 45%, 
environmental health 52%, physicians 35%, Nurse 46% 
and Laboratory professionals 91.2%, while the leading 
cause of turnover among health officers and others (like 
x-ray and anesthesia) was resignation and upgrade 
education. 

IV. Discussion 

This study clearly demonstrated that, magnitude 
of health workers turnover was very high which 19% per 
year was. In this regard health facilities spend their 
resource to recruit and train the lost health work force 

resources every year.  But when we compare it to other 
studies such as a study on staff turnover in Bahr-dar the 
finding was lower (A. Kiros, T. Gebeyaw, E. 
Tadesse.2006). Considering poor documentation of 
human resources status in the health facilities the 
number of staff turnover could even be higher.  

The prevalence of health workers intention to 
leave public health facilities of the zone was 65%. This 
staggering finding is a challenge for the stability and 

effectiveness of any organization. But the finding is not 
unique to this area.  Studies conducted in Hawassa and 
Yirgalem hospitals reported that among health workers 
83.7% of them intend to leave (G.Nenko, P. 2014). But 
the finding in this study was higher than a study 
conducted in Sidama zone which reported a 50% 
intention to leave among health professionals (A. 
Asegid, T. Belachew, E. Yimam.2014). The difference 
could be due to the fact that Sidama zone is located 
near to the Regional City, Hawassa, where facilities and 
infrastructure is better that our study area. Compared 
with other studies in Africa the finding is very high. For 
example, in South Africa intention to leave was 41.4%, 
Malawi 26.5% and Tanzania 18.8% (D. Blaauw, P. 
Ditlopo et al.2013). The difference may be attributed to 
difference in socio economic, characteristics, payment 
packages and governance among these countries.  

Intention to leave was highly influenced by 
professional category, service year and salary from 
respondents’ characteristics and also influenced by 
management system, compensation and benefit and 
work environment factor score. This study clearly 
demonstrated that intention to leave was higher among 
health professionals who were physicians in profession 
compared to those who were nurses or midwife. The 
difference was also found to be statistically significant 
(β=0.916, [95%CI: 1.638, .193]). This finding is 
comparable with other studies which were conducted in 
different parts of the country and elsewhere in 

© 2017   Global Journals Inc.  (US)
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developing countries (A. Kiros, T. Gebeyaw, E. 
Tadesse.2013, D. Blaauw, P.2013, Ministry of Health. 
2007, A Yami L. Hamza, A.2011)  

On the other hand, health workers who have 
service year of greater or equals to 11 years had lower 
intention to leave than those health workers who have 1-
5 years. The result was also found to be statistically 
significant (β=-0.474, 95%CI: -.867, -.080). This finding 
is contradict with the study done in Bahirdar depicted 
that, health professionals with work experience 11 and 
above years were more intention to leave compared with 
health professionals who have work experience less 
than 5 years (AOR: 4.22, 1.85, 9.64)(8). The difference 
might be due to different opportunity for NGO 
mentorship which needs more experienced personnel in 
the area but in our case, the difference might be due to 
poor working environment. 

But, our finding supported with qualitative study 
in that most informants said “. . . as years of experience 
goes on the chance of attaining marriage increases and 
as the same time they will tied with social relationship 
and they tend to stay here.” 

Again in this study, salary was negatively 
associated with intention to leave (β=-0.044, P=0.037) 
which is as salary of health professionals increased a 
unit intention to leave decreased by 0.044 (95%CI:-
0.273, -0.184). This finding is quite comparable with 
other studies which were conducted in the country (A. 
Kiros, T. Gebeyaw, E. Tadesse.2006, G.Nenko, P. 
Vata.2014, A. Yami, L. Hamza, A.2011). For example 
study done in Hawassa and Yirgalem hospital revealed 
that those who satisfied with their present monthly salary 
are less likely to leave the health facility than those who 
dissatisfied (16). One Interviewee answered supporting 
our finging: “....diploma holders are not well 
compensated during salary adjustment ... but other 
professionals were fevered during salary adjustment. 
Therefore the salary gap between degree holders and 
diploma holders is high. On other hand diploma holders 
also worry about further education as there is no 
curriculum for 10+3 graduates. This cause 
dissatisfaction with their job which cause turnover...” 

Satisfaction with management system was 
negatively associated with intention to leave (β= -.333, 
P=0.001). Health workers who were satisfied with 
management system of health facilities had lower 
intention to leave (β=-0.333, [95%CI: -.428, -.238]).  This 
finding is in line with other studies which was conducted 
in Sidama zone satisfaction which was negatively 
correlated (𝑛𝑛 = 242), 𝑟𝑟 (242) = −0.23, (𝑃𝑃 < 0.05), with 
intention to leave the organization (A. Asegid, 
T.Belachew, E. Yimam.2014). 

Compensation and benefits such as allowances 
directly affect intention to leave. As expectation for 
compensation and benefit increased a unit, intention to 
leave of health workers increased by 0.134(β=0.134, 
[95%CI: .040, .229]). The result is in line with study done 

in Uganda in which health workers intention to leave 
influenced by compensation and benefit packages they 
have to get (Ministry of Health. 2007).  The finding was 
supported by in-depth interview in which almost all 
respondents said that health workers leave and plan to 
leave their job as a result of low payments and housing, 
risk and professional allowances. 

Poor working environment was directly related 
to intention to leave (β=0.138), as dissatisfaction with 
working environment increased a unit, intention to leave 
increased by .138 (β=0.138, [(95%CI: .045, .230]). This 
finding is consistent with study done in Sidama zone in 
that, the environment that enables workers to fulfill their 
utility at home and at work, the level of health workers 
turnover was low, those satisfied with working 
environment and group cohesion were less likely to 
have intention to leave (A. Asegid, T. Belachew, E. 
Yimam.2014). This is also the case in most developing 
countries where public health facilities in general are 
characterized by poor infrastructure (A. Asegid, T. 
Belachew, E. Yimam.2014, M. Tei-tominaga, A. 
Miki.2010, Z. Yimin, X. Fang.2011). Almost all who 
participated in the interview said that everybody looks 
after good incentive but turnover tends to be higher 
among workers far from urban areas especially from 
rural health centers due to lack of infrastructures. 

In conclusion, our study indicated that health 
professionals’ turnover was a major in public health 
facilities. Majority of health professionals working in zone 
intend to leave their current public health facilities which 
can greatly affect the quantity and quality of health 
services. Intention to leave was associated with 
professional category, work experience and salary. 
Moreover, satisfaction with management system, 
working environment and compensation and benefit 
packages were strong predictors of intention to leave. 
Thus it was recommended that the working environment 
and benefit packages should be improved to retain 
health workers. 
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services of our professional RJs to record your paper in their voice on 
request.

The FARSBA member also entitled to get the benefits of free research podcasting of 

their research documents through video clips. We can also streamline your conference 
videos and display your slides/ online slides and online research video clips at 
reasonable charges, on request.

The FARSBA can go through standards of OARS. You can also play vital role if you have 

any suggestions so that proper amendment can take place to improve the same for the 
benefit of entire research community.
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The ' MARSBA ' title is accorded to a selected professional after the approval of the 

Editor-in-Chief / Editorial Board Members/Dean.

The “MARSBA” is a dignified ornament which is accorded to a person’s name viz. Dr. 

John E. Hall, Ph.D., MARSBA or William Walldroff, M.S., MARSBA.

MARSB accrediting is an honor. It authenticates your research activities. After becoming MARSBA, you 

can add 'MARSBA' title with your name as you use this recognition as additional suffix to your status. 

This will definitely enhance and add more value and repute to your name. You may use it on your 

professional Counseling Materials such as CV, Resume, Visiting Card and Name Plate etc.

The following benefitscan be availed by you only for next three years from the date of certification.

MARSBA designated members are entitled to avail a 25% discount while publishing 

their research papers (of a single author) in Global Journals Inc., if the same is 

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

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

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

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

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

MEMBER OF ASSOCIATION OF RESEARCH SOCIETY IN BUSINESS (MARSBA)

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

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

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

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

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

members.

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

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

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

criteria.

It is mandatory to read all terms and conditions carefully.

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

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

U.S.A.

                   

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

                   

IV



 

 
 

 
 

 
 

 

  

   

  
  
  
  
   
  
  
  
  
  
  
  
  
  
  
  

 
 

 

 

 

 

 

 

 

  
 

 

 
 

Auxiliary Memberships 
  

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

The Institute will be entitled to following benefits:

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

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

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

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

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

The following entitlements are applicable to individual Fellows:

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

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

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

We shall provide print version of 12 issues of any three journals [as per your requirement] out of our 
38 journals worth $ 2376 USD.                                                   
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Society (US) credentials signify guarantees following achievements:

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

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

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

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

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

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

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

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

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

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

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

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

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

      (II) Choose corresponding Journal.

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

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

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

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

MANUSCRIPT STYLE INSTRUCTION (Must be strictly followed)

Page Size: 8.27" X 11'"

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

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

1. General,

2. Ethical Guidelines,

3. Submission of Manuscripts,

4. Manuscript’s Category,

5. Structure and Format of Manuscript,

6. After Acceptance.

1. GENERAL

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

Scope

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

2. ETHICAL GUIDELINES

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

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

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

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

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

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

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

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

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

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

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

Please mention proper reference and appropriate acknowledgements wherever expected.

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

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

3. SUBMISSION OF MANUSCRIPTS

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

Manuscript submission is a systematic procedure and little preparation is required beyond having all parts of your manuscript in a given 
format and a computer with an Internet connection and a Web browser. Full help and instructions are provided on-screen. As an author, 
you will be prompted for login and manuscript details as Field of Paper and then to upload your manuscript file(s) according to the 
instructions.
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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.                    
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Do not give permission to anyone else to "PROOFREAD" your manuscript.

Methods to avoid Plagiarism is applied by us on every paper, if found guilty, you will be blacklisted by all of our collaborated
research groups, your institution will be informed for this and strict legal actions will be taken immediately.) 
To guard yourself and others from possible illegal use please do not permit anyone right to use to your paper and files. 

The major constraint is that you must independently make all content, tables, graphs, and facts that are offered in the paper.
You must write each part of the paper wholly on your own. The Peer-reviewers need to identify your own perceptive of the
concepts in your own terms. NEVER extract straight from any foundation, and never rephrase someone else's analysis. 

Please carefully note down following rules and regulation before submitting your Research Paper to Global Journals Inc. (US):  

Segment Draft and Final Research Paper: You have to strictly follow the template of research paper. If it is not done your paper may get
rejected.  
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CRITERION FOR GRADING A RESEARCH PAPER (COMPILATION)
BY GLOBAL JOURNALS INC. (US)

Please note that following table is only a Grading of "Paper Compilation" and not on "Performed/Stated Research" whose grading 

solely depends on Individual Assigned Peer Reviewer and Editorial Board Member. These can be available only on request and after 

decision of Paper. This report will be the property of Global Journals Inc. (US).

Topics Grades

A-B C-D E-F

Abstract

Clear and concise with 

appropriate content, Correct 

format. 200 words or below 

Unclear summary and no 

specific data, Incorrect form

Above 200 words 

No specific data with ambiguous 

information

Above 250 words

Introduction

Containing all background

details with clear goal and 

appropriate details, flow 

specification, no grammar

and spelling mistake, well 

organized sentence and 

paragraph, reference cited

Unclear and confusing data, 

appropriate format, grammar 

and spelling errors with

unorganized matter

Out of place depth and content, 

hazy format

Methods and 

Procedures

Clear and to the point with 

well arranged paragraph, 

precision and accuracy of 

facts and figures, well 

organized subheads

Difficult to comprehend with 

embarrassed text, too much 

explanation but completed 

Incorrect and unorganized 

structure with hazy meaning

Result

Well organized, Clear and 

specific, Correct units with 

precision, correct data, well 

structuring of paragraph, no 

grammar and spelling 

mistake

Complete and embarrassed 

text, difficult to comprehend

Irregular format with wrong facts 

and figures

Discussion

Well organized, meaningful

specification, sound 

conclusion, logical and 

concise explanation, highly 

structured paragraph 

reference cited 

Wordy, unclear conclusion, 

spurious

Conclusion is not cited, 

unorganized, difficult to 

comprehend 

References

Complete and correct 

format, well organized

Beside the point, Incomplete Wrong format and structuring
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